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CHAPTER1
INTRODUCTION

1.1. Women and work

One of the most significant economic developments of the 20" century was the entry of
women into the paid workforce. The growing participation of women in the labour market
was a major trend in virtually all industrialized nations in the second half of the 20" century
and this trend is also increasing at a remarkable rate in less developing nations today.
Demographic changes such a lower birth rates, rising divorce rates, and delays in marriage
and childbearing, as well as other developments such as women’s rising education levels,
changes in social attitudes and the growing demand for women in jobs are changing the
labour force dynamic (Carstairs, 2007). It is also evident that over the last 30 years, the
number of women in the labour force with children under 18 years of age has also more than
doubled globally (Meece, 2002). In the past, women have been primarily associated with the
world of home and men with the world of work and with the prevailing societal norms and
beliefs in most societies, women are expected to look after the domestic responsibilities.
With the varied socio-economic and emotional issues pressing on working mothers today, it
becomes challenging for many women to balance family and profession proficiently. With
the widespread social changes brought about by the Industrial movement, women’s
movements known variously as the feminist movement, women’s liberation movement or
women’s rights movement, enabled women to realize the primary cause of their subordinate
position in the society which was accredited to their sole economic dependence on men and
their lack of educational, political and social opportunities (Nisa, 2009). However, with
greater occupational mobility and the emergence of new economic patterns made possible
by the introduction of modern education, the traditional view regarding women’s place and

role is slowly losing ground in present day society.

Evidence of the significant increase of women in the paid workforce across the world
is well registered as according to the International Labour Organization (ILO) between 1993
to 2003 the number of women in the workforce globally increased by 20 per cent from 1.0
to 1.2 billion workers. Even though the female workforce participation has increased over
the past thirty years, women still encounter societal barriers that prevent them from attaining

success as quickly as men (Heilman & Okimoto, 2008). Even in the home, women are still
1



performing the majority of unpaid work which pertains to the domestic work such as
cooking, washing, cleaning as well as caring for children, ageing parents and sick family
members (Messenger, 2007). In most cultures, traditionally the man was responsible for all
major decisions and the woman was in charge of housework and childcare but it is apparent

that with the rapid change in society, the family structure has also changed along with it.

In the modern context, with the financial demands of the family rising day by day
along with the rising cost of living, increasing cost on children’s education are some of the
reasons which often necessitates both spouses to seek paid employment for the family’s
sustenance. There are instances where families find it difficult to feed their children unless
the mothers work outside the home leading many researchers to hypothesize that many
parents will be forced to work outside the home as the living costs increases (Nisa,
2009). Women today are more educated and relatively independent and are engaged in
domains that were earlier dominated by men. But when women have children and still
choose to continue working in their paid jobs, they have to engage with the consequences of
the dual role as a result of the prevailing traditional role expectations and obligations that is
attached to the motherhood role. Acharya (1998) states that women are now passing through
a phase between subjugation and emancipation and have now left behind the old tradition of
being confined to domesticity. However, with this change it is also notable to point out that
as the number of women seeking paid employment continue to increase, the adversity lies in
the increasing number of children under the age of 6 who have to spend part of their day
being cared for others (Meece, 2009) which thereby, signifies the prominent aspect of
childcare challenges for dual earner families. With motherhood being the traditionally
assigned role and primary obligation for women in any given society, working mothers
therefore are caught up in the varied professional and family challenges that arise as they
attempt to perform both the roles efficiently. On the contrary, most men continue to maintain
their traditional role and are not quite burdened with household duties and childcare

responsibilities as women.

In the present scenario, as many educated women continuously shift their allegiance
to the paid workforce and break the traditional mould, obligations attached to family
responsibilities in particular, childcare, poses a vital challenge for many women. Therefore,
working women who deviate from traditionally assigned role and strive to attain good

positions in their careers encounter conflict between of the societal value systems which



continue to dictate women’s career ambitions and their motivations to work outside the

home.
1.2. Conceptual and theoretical framework

The present study is concerned with examining the relationship between the dual role of
working mothers in the context of the Naga society as a mother and as a professional and
the conflict between the dual roles that may arise when it is performed by a single person in
a society that expects its members to adhere to traditional gender norms. This section
elucidates the concepts and theoretical parameters for the present study so as to provide a

matrix for the analysis.

1.2. A. Role and Role conflict

‘Role’ is sociologically important because it demonstrates how activities of individuals are
socially influenced and follows regular patterns. In social role theory, there are two broad
approaches. The first approach can be found in the systematic use of the concept of role by
G.H. Mead who is regarded as the father of the school of symbolic interactionism in
sociology and social psychology. Mead (1934) analysed ‘roles’ as the outcome of a process
of interaction that is tentative and creative. The second approach to role theory can be seen
in the work of Ralf Linton which went on to become the hallmark of functionalism. Linton
(1936) describes roles as “essentially prescribed and static expectations of behaviour, as
prescriptions inherent in particular position” and he derived these prescriptions of roles
from society’s culture that are expressed in social norms that guide behaviours in roles.
Linton (1936) thus states, “...the more perfectly the members of any society are adjusted to
their statuses and roles the more smoothly the society will function.” Linton’s (1936) major
concepts in sociology are ‘status’ and ‘role’ wherein status is defined as “a position in a
social system involving designated rights and obligation” and role is defined as “the
behaviour oriented to others' patterned expectations.” Linton therefore concluded that every
person in society inevitably occupies multiple statuses and each of these statuses comes with
it an associated role. However, it may be noted that although ‘Status’ and ‘role’ are
considered as two different words yet are in fact words for the same phenomenon which led
Linton (1963) to remark that, “role is the dynamic aspect of status”. In simple definition,
both status and role are closely related and one cannot be separated from the other. The
concept of status has been distinguished by Linton (1936) as ascribed status and achieved
status. Ascribed status are “those which are assigned to individuals without reference to their

innate differences or abilities” such as age, sex, race, caste whereas achieved status are those
3



that are “left open to be filled through competition and individual effort” such as education,
profession or marital statuses. This classification of statuses has further been elucidated by
Parsons (1954) who provided a framework for empirical sociological study of the family and
the differentiation of sex roles. He examines the relationship between the kinship system and
the wider society defining class status as “the status of any given individual in the system of
stratification in a society.” Similar to Linton, Parsons describes ascribed status as one that
is through membership in a kinship unit whereas the achieved status is one that is obtained
through position in the occupational structure, further stating that both ascribed and achieved
status have their own share of certain similarities as well as differences. Thus, statuses are
seen as culturally defined in society, notwithstanding the fact that they may be based on
biological factors such as sex, caste or race.

Given the fact that social reality is much more complex, the general assumption is
that each social position has one clearly defined role when in fact there are many roles related
to any one social position that occurs frequently. In this connection, Merton (1957) who is
regarded as the champion of role theory however is seen to depart from Linton’s concepts
of status and role. Merton sees it not as a single associated role but an array of roles that
comes with each social status and termed this as ‘role set’ thereby positing that for any social
position there is “a complement of role-relationships in which persons are involved by virtue
of occupying a particular social status”. By this, he means that each status carries with it not
one role but a role-set consisting of a collection of roles that are performed in relation to
different role partners, thus leading him to define role set as “the various roles associated
with occupying a particular status when combined.” However, in sociology the most
common definition of ‘role’ is given by Biddle and Thomas (1966) who defined it as “the
set of prescriptions defining what the behaviour of a position member should be.” Biddle
(1986) expounds the role theory in an alternative way stating that, “it concerns one of the
most important characteristics of social behaviour, the fact that human beings behave in
ways that are different and predictable depending on their respective social identities and
the situation.” Along with his work on role theory, his role conflict theory is regarded as one
of the key concepts in sociology which he proposes as “the concurrent appearance of two
or more incompatible expectations for the behaviour of a person.” Individuals in a given
society can find themselves in role conflicting situations as a consequence of the many
statuses one holds which can eventually create role conflict due to the incompatible and

competing demands in the individual’s desire to achieve success in goal fulfilment.



An attempt is made here to understand the existing theories on role conflict which would aid
in addressing the conflict and dilemma in the study context. Studies show that women
experience more role conflict in their marriages and family as compared to the husbands
(Bernard, 1975; Rappoport & Rappoport, 1969). In role conflict studies, it becomes pertinent
to note the two types of role conflict distinguished by Gullahorn & Gullahorn (1963) namely
the “status produced role conflict’ that arises from the actor’s incumbency in a single status
subject to incompatible expectations or obligations and secondly, the ‘contingent role
conflict’ which arises from incumbency in two statuses whose legitimate sets of expectations
from both statuses cannot be simultaneously fulfilled. Subsequently, along with the
conceptual framework of role conflict, it is also imperative to understand the two commonly
used concepts in role conflict studies which are ‘inter-role conflict’ and ‘intra-role conflict’.
Inter-role conflict refers to a form of stressful role conflict situations that results from the
conflicting demands of different spheres in life as lannuci & MacPhail (2018) states.
Whereas, intra-role conflict refers to the conflict that arises from single role’s expectations
and needs either from family or the workplace according to Grywacz (2020). As a woman
enters into paid profession, the role expectations arising from her dual roles become
contradictory and equally demanding and the strain which is produced because of her dual
statuses is known as status strain or ‘inter-role conflict’. Whereas, when the conflicting roles
are both associated with the same status, it is known as role strain or ‘intra-role conflict’.
Initially, this work-family conflict originated from Merton’s (1957) role theory and later
from Goode’s (1960) role strain hypothesis. ‘Role strain’ as a concept was however
introduced in a first by Goode (1960) to signify the difficulty from performing multiple roles,
asserting that the resultant tendency toward strain is a ubiquitous feature of social life (cited
in Sieber, 1974). In their now classic paper, Greenhaus and Beutell (1985) defined work-
family conflict as “a form of inter-role conflict in which the role pressures from the work
and family domains are mutually incompatible in some respect that is, participation in the
work (family) role is made more difficult by virtue of participation in the family (work) role”.
The authors further highlight the role conflict theories elaborated in the 1960s by Kahn and
his colleagues (Kahn, Wolfe, Quinn, Snoek, & Rosenthal, 1964; Katz & Khan, 1966) and
these theories infer that the actor is not able to face expectations and requests that emerges
from the various roles a person plays (Colombo & Ghisllieri, 2008). From the above
theoretical concepts, role conflict is therefore, perceived to occur when incompatible
demands are placed upon a person such that compliance with both would be difficult and

may lead to role strain. Goode (1960) further expounded that having multiple roles in life is
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‘distracting, depletes resources and results in role strain and overload’. In the context of the
rise in number of working mothers in paid employment today, situations of role conflict,
tension and strain occur as women takes on additional roles as professionals, especially when
she is a mother. This often leads to a dilemma of balancing work and family roles.

1.2. B. Conflicting worlds of working mothers

The family unit is regarded as the cornerstone of society by many social scientists and it is
probably the most important arena where primary socialisation takes place. Singh (1996)
regards the family as being the basic and universal social structure of human society
fulfilling the needs and performs functions which are indispensable for the continuity,
integration and change in the social system. Along with the changes in the technological and
economic structure of the society, the forms and functions of family have undergone
adaptive changes leading to the transition of a traditional family-based society to a nuclear-
based family system. The change in the family structure has also been cited by Bongaarts
(2001) who suggested that urbanization leads to households becoming less extended and
more nuclear and this trend would be observed in developing countries.

Women form nearly half of the global human population but find themselves visibly
deprived in most social, political and economic privileges in society. Even the social codes,
social regulations and the political structures for the community are formulated by men
which is only seen to establish unfair social order. In almost every society, women’s tasks
are comparatively less privileged than men, yet, they make the most adjustments along with
the changing functions of the family once they enter into paid profession. One could define
a working mother as a woman with the ability to combine a career with the additional
responsibility of raising a child. Within this broad term may be encompassed two different
categories of a working woman: the stay-at-home mother who works from home and the
woman who works away from home while managing to fulfil her maternal duties (Poduval
and Poduval, 2009). Traditionally, mothers are assigned the primary role of caregiver and
the husbands are assigned the role of provider. With more nuclear families today, the
complexity of division of housework among working couples can become high. Along with
the complexity of modern life’s emphasis on individuality, it becomes difficult for many
dual earner nuclear families to adjust to their new roles.

Once a woman becomes a professional and a mother, the two competing and
demanding roles brings with it a multitude of challenges, responses and adjustment.
According to Acharya (1998) the acceptance of home and workplace goals simultaneously

may lead to conflict for many, if not for all educated working mothers. As such, a working
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mother’s role that demands high commitment to professional responsibilities is subjected to
considerable internal conflicts and insecurities. With the reproductive role of women being
emphasized as more important than their professional role in most patriarchal societies,
many working women enter into frequent work-family conflict and end up compromising
on their careers while continuing to take on a major share of domestic responsibilities at
home, particularly of childcare. This gendered ideology traces its roots from the theory of
sexual division of labour in the family and the doctrine of separate spheres as expounded by
Parsons and Bales (1956) in their renowned work Family Socialization and Interaction
Process which assigns the expressive role of nurturer to women and the instrumental role of
breadwinner to men. These assigned roles align with biological sex because according to
them, women are perceived to be more tied to the family; that the wife’s expressive role
within the household complemented the husband’s instrumental one in the market and
together, were the cornerstone of a functional equilibrium in the family. This has been
previously stated by Parsons (1949) in Sex Roles in American Kinship Systems as, “the sexual
division of labour is functional as it eliminates the competition between the husband and
wife in terms of status as such competition would undermine the solidarity of the family
unit.” However, one may find that this specialization coincides with the traditional gender
roles of men and women which is how a gendered division of labour emerges in the family
as women begin to take charge of the home production and men in market production. Ann
Oakley (1974) has refuted the Parsonian view of the expressive and instrumental roles within
the family by arguing that the expressive housewife-mother role is not necessary for the
functioning of the family unit as she saw it as merely existing for men’s convenience and to
men’s advantage. Oakley further claims that Parson’s explanation of gender role is simply a
validating myth for the ‘domestic oppression of women’ and therefore concluded that gender
roles are not biologically determined but are culturally created (cited in Haralambos &
Heald, 1980). Similar perspective has been held by Sudha (2000) who argue from a feminist
standpoint that gender differentiation is not biological but rather cultural; that assignment of
domestic roles for women and non-domestic roles for men was not on the basis of their
biological differences but it was due to the cultural practices and consequent patterns of
socialization.

Gender role attitudes within families are generally conceived as opinions and beliefs
about the ways in which family and work roles do and should differ according to sex (Harris
& Firestone, 1998). Along with the feminist perspectives on the family socialization patterns,

psychoanalytic perspectives on gender also hold that gender identities are created through
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the family socialization process, hinged on two of Sigmund Freud’s notion of internal
conflict and the idea that individuals have an unconscious part of themselves that motivates
them about which one is unaware of. It is by this process through which males and females
learn and perceive gender differently in the family. Freud was one of the first figures to posit
gender as not destined and innate, but rather one that is acquired in society (Bell, 2004;
Carter, 2014).

In the context of the present study, it is essential to first and foremost understand
‘work’ before distinguishing the domestic and public domains which is fundamental in
studying the role conflict of working mothers. Work is a basic element of humanity and one
may work with or without remuneration and recognition. According to the International
Labour Organization (ILO), decent work involves “work opportunities that are productive
and deliver a fair income, security in the workplace and social protection for families, better
prospects for personal development and social integration, freedom for people to express
their concerns, organize and participate in the decisions that affect their lives and equality
of opportunity and treatment for all men and women.” Globally, a gap of 26 per cent
separates women and men in labour force participation, but the divides are much wider in
certain parts of the world (Gallup, Inc. and the International Labour Organization, 2017).
Although Hochschild (1997) observed that "the female pattern is converging with the male
pattern as women are increasingly transferring their allegiance to the workplace", however,
working women in general still struggle to find a balance between the unpaid care work and
paid work which is perceived as barriers for some women to seek paid employment. This
underlying problem can be understood from the ‘motherhood penalty hypothesis’ as
proposed by Ridgeway & Correll (2004a) who extrapolates that in the context of work,
motherhood due to the primary role of mothers as caregivers is a socially devalued status
and it is because of this that mothers are viewed as less worthy and less competent when it
comes to work (cited in Cheung, et.al, 2022). Where traditional societies are concerned, the
responsibility of women has always been in the domestic front and in spite of not
contributing in monetary terms, women were rather considered as economic assets in the
family. The division of household labour is thus regarded as a gendered process through
which women, regardless of employment status assume a larger share of the total hours of
household chores (Sanchez & Thompson, 1997; Dex, 2003). The dichotomous spheres of
the public and private which emerged as a result of its gendered nature associating
‘masculinity’ with the public sphere and ‘femininity’ with the private sphere of the home

assumes importance in the study context. The concept of public and private dichotomy can
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be further comprehended in general from Sanday (1974) who posits that the activities
performed within the realm of the localized family unit is known as domestic domain
whereas, the public domain includes the sphere of political and economic activities which
takes place beyond the localized family unit and controls persons or things. By the 1920s, as
women in many democratic nations won the right to citizenship and equal voting rights with
men, they also posed the question of gender as the sole basis of division in society. It was
then that the opposition between women’s nature and men’s culture became central to
understanding the universal subordination of women in society. The public and private
spheres traditionally assigned to men and women have roots in religious, cultural, and sexual
traditions in bourgeois society according to Smyth (2008). It was only after industrialization
that women started to actively engage in paid labour. However, in spite of the active women
participating in the paid workforce, they were still in charge of majority of the domestic
responsibilities at home. The feminist perspective therefore, holds the view that men
dominate the public sphere whereas women belong to the private sphere and it is because of
this distinction entrenched in the patriarchal social structure how women’s oppression in
society continues and women are idealized as being in the centre of hearth or more
realistically, the reproductive role of women being their primary role. As Pilcher and
Whelehan (2004) notes that historically it is men who have acted within the public realm
and moved freely between it and the private realm while women and children have been

mostly restricted to the private realm, and subjected to the authority of men within it.

The concept of the household division of labour however came to prominence in
academic debates only in the seventies. Several feminist theorists have attempted to explain
the traditional division of labour. Whilst domestic division of labour is perceived to benefit
capitalism for some, others emphasize on its connection between capitalism and patriarchy.
In view of this, Squires (2003) states, “there is no single public-private distinction that the
nature of the distinction is profoundly different in each.” She thus maintains that the two
ambiguous conceptions of the private namely the liberal and classical traditions have only
worked to the advantage of the norms within patriarchy and has failed to benefit women in
any way, thereby, essentializing the concept of the two dichotomous spheres in order to
understand women’s oppression in society. With the origination of private property,
women’s position in society also started to decline and women went from being free and
equally productive members of the society to dependent wives and wards as initially
elucidated by Engels (1884). He asserts that the communal ownership of land and resources

in the past and work as an activity was collectively done by both sexes who existed as equal
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members of the group contributing to the group’s entire economic and political life. As
technology advanced, large-scale access to natural resources and then the private ownership
of property began which changed the entire economic and political relations in the larger
society. With the passage of time, the nature of the household transformed and so did the
significance of women’s work within the household, which led to the subordination of
women as they started working for the husband and families rather than for society. As men
began owning private property and headed the household, women’s reproductive labour
ultimately went from social to private. Thus, the two dichotomous spheres are viewed as
gender-oriented and two completely distinct realms which are perceived to further reinforce
the ideology of gender separation and gender inequality in society. The activities assigned
to men were seen as more valuable and pertinent to society as compared to the activities

assigned to women.

In recent times, although legal equal rights have been granted in most modern
constitutions, socially, women are still considered inferior to men (Rahman, 2005) and are
seen to constitute the ‘second sex’, the ‘other’ (cited in Bhardwaj, 2005) or second-class
citizens because of society’s characterization on the dogmas of patrilineality and patrilocality
which are the basis of women being deprived of their rights on productive assets.
Additionally, as women continue to be deprived of equality in the public sphere, they still
perform a larger share of unpaid work in the private sphere of the home which is the ‘double
burden’ as described by Dex (2010). Dex then argues that this uneven share of housework
has prevented women from competing effectively with men in the workplace especially with
regard to promotion. Because of the double burden of working women, they usually go home
earlier to fulfil their domestic duties while men can stay late at the workplace, can be seen
in the office even after office hours, and be able to attend early evening or breakfast
meetings. This phenomenon can be seen through the role congruity theory of Eagly and
Karau (2002) who expounded in this theory the prejudices that women in leadership face
which occurs because of inconsistencies that exist between the characteristics associated
with the gender stereotype of women and those associated with the typical leadership. They
argued that women are discriminated by being prevented from achieving positions of high
status or success in leadership roles based on gender stereotypes. Their work also shows that
women in leadership roles are perceived in a less positive manner as compared to men.
Another perspective of this theory can be observed from the work of Eagly and Diekman
(2005) who proposed that the positive evaluation of a group will occur only when the group’s

characteristics are said to align with the typical social roles of the group. These gender
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stereotypes reflect the traditional female-male division labour in society which is consistent
with the traditional social role of men as breadwinners (Eagly & Wood, 2012). This can be
an expected norm in patriarchal societies as traditional attitudes reinforce or conform to
expected differences in roles for men and women (Somej & Drach-Zachavy, 2007). The
concept of double burden has also been highlighted by scholars like Smith and Converse
(2020) where double burden also known as double day, second shift, or double duty, is
characterized as the workload of people who work outside the home to earn income yet, are
also responsible for significant amounts of unpaid domestic labour (cited in Moen,
1989). The phenomenon has also been referred to as the ‘Second Shift” by
Hochschild (1989) and occurs when both partners are in paid employment but the women
typically end up spending significantly more amount of time doing household chores and
care giving work than men. This is concurrent to Hay’s (1996) Intensive Motherhood (IM)
ideology which is a cultural model for appropriate parenting that prioritizes childcare and
child rearing by the mother. Intensive motherhood ideology further characterizes parenting
as child-centred, emotionally draining, time consuming and a task that is best suited for
women as they are the ‘expert’ caregivers as Hays thus asserts. Another key concept can be
found in Younkin’s (2010) concept of ‘work-family spill-over’ which results from
individuals performing multiple roles and this phenomenon can occur when the demands
from family and home life interfere with women’s ability to efficiently perform in the
workplace. As such, working mothers find themselves in situations where they face work-
family spill-over as they conform to the demands of their multiple roles, notwithstanding the
adverse effects it has on one’s attitude and behaviour within the family emanating from the

pressures of one’s workplace.
1.3. Review of Literature

The following section presents an overview of the review of relevant literature for the

phenomenon under study.
1.3. A. Status, Role and role conflict

Role theory provides a comprehensive understanding of how individuals navigate and enact
their roles within social structures and explains the human tendency to form characteristic
patterns which may be predicted if the social context in which those behaviours appear can
be ascertained. Societal role expectations interpret people’s behaviour, identity and

interpersonal relationships within social structures. Several influential texts on role theory
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and how it started to evolve over the course of time in response to changing societal norms
and individual experiences can be found in the existing body of knowledge. An elaborate
comprehension on role theory can be drawn from Sargent’s (1951) work Concepts of role
and ego in contemporary psychology who viewed role as a pattern or type of social behaviour
which in terms of the demands and expectations of those in his group appears to be
situationally appropriate. He further went on to discuss the three main ingredients attached
to arole which are cultural, personal and situational dimensions, affirming that a role is never
“wholly cultural, wholly personal or wholly situational”. Ogburn and Nimkoff (1958) in
Sociology also describes role as, “a set of socially expected and approved behaviour patterns
consisting of both duties and privileges, associated with a particular position in a group.”
However, Banton’s (1996) work in Role is usually applied to understand ‘role’ in social
science research. According to him, role can be interpreted as the expected behaviour
associated with a particular social position. Therefore, role is essentially a set of expectations
constituting the ways by which an actor occupying a particular position in society is expected
to behave. ‘Role expectation’ arising from the status an individual occupies in society is
explained by Newcomb (1951) as “the expected behaviour of an individual from being an
incumbent of a particular position in the groups” in his work Social Psychology. However,
as individuals hold multiples statuses and roles in society, the difficulty in fulfilling the
demands and obligations of their varied role expectations becomes magnified and perplexing
for an actor. As such, individuals can find themselves in role conflict situations due to the
roles being incompatible or sometimes even, competing. Role conflict has been interpreted
by Getzels and Guba (1954) in Role Conflict and Effective Study: A Comparative Study as
the situation where an actor is required to simultaneously play two or more roles which
presents itself as a contradicting or even mutually exclusive expectation. Therefore, when
such role conflicting situations arise, for one to realistically conform to the role demands and
role expectations becomes difficult for the actor, leading to the possibility of role strain. This
problem has been addressed by Coverman (1989) in Role overload, role conflict, and stress:
Addressing consequences of multiple role demands who also analysed role conflict and role
overload and found that both the concepts are correlated and used interchangeably although
rather distinct from each other. According to him, when persons (usually women) try to fulfil
multiple roles simultaneously such as spouse, parent and paid worker, role conflict arises.
He talks of role overload situations which can occur when individuals attempt to fulfil

several roles simultaneously and proposes that role overload will lead to role conflict only
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when the demands of one from the multiple roles make it difficult to fulfil the demands of

another role.

Role conflict of working mothers has also been examined by Behera and Padhi
(1993) in Role conflict and adjustment patterns of working mothers who explains it as the
incompatible demands that are placed upon an actor (individual or a group) because of his
role relationships with two or more groups. Generally, what they imply here is that the
person(s) involved feel internally obligated to meet the competing demands failing which
they face the threat to possible sanctions and yet, they find it impossible to comply fully with
the opposing obligations. Thus, one can draw from Parsons (1951) work in The Social
System which concluded that “the source of conflict may not be ego made. It may be imposed
upon the actor from the mal-integration of the social system itself”. Therefore, Parsons’
interpretation of role conflict is regarded as a disruptive and tension inducing process,
leading to adverse effects for both the role occupants and the organisation of which he is a
member. Much has been written on working mothers’ experiences of role conflict globally
and it is unmistakably evident that many women are subjected to face role conflict when she
has multiple status to hold. The sanctions imposed on her are perceived as social constructs
that emerged from one’s culture. Therefore, there emerges a research gap contextualizing
the varied nature of role conflict of working mothers against the cultural and social setting
of Naga patriarchal society to ascertain the specific nature of emergent role conflict that may

arise as women take on multiple roles in an evolving society.
1.3. B. Debate on the public and the private divide

In examining the role behaviour of individuals in the context of patriarchal societies then,
where all social norms and behaviours are regulated by its rigid social structures and
traditions, when educated modern women decide to break traditional stereotypes and enter
into paid employment, they can enter into role conflict situations emerging from the gender
and cultural dogmas of patriarchal social structures. This has been delineated by Sylivia
Walby (1989) in Theorising Patriarchy when she describes the two forms of patriarchy
which are public and private patriarchy. Where private patriarchy is based upon the relative
exclusion of women from arenas of social life apart from the household with a patriarch
appropriating women’s service individually and directly in the apparently private sphere of
the home, public patriarchy on the other hand does not exclude women from certain sites but
rather subordinates women in all of them. In this form, the appropriation of women is seen

to take place more collectively instead of individually. However, work and family are not
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separate but rather intersect each other in complex ways as a perspective by Wharton (2012)
in The Sociology of Gender: An introduction to theory and research holds. She describes the
‘separate worlds’ of work and family as corresponding to the belief that men and women
had distinct, non-overlapping responsibilities and roles. She then attempts to explain the
historically intertwined conceptions of gender in work and family relations and contended
that although work and family may continue to change, social change is always deemed to
be uneven thereby adding that, “Although people’s work and family lives today are very
different from those of their parents and grandparents, people’s taken-for-granted beliefs
about these institutions have not changed as quickly...overcoming structural lag is a
challenge for the years ahead.” Broadly, the separation of roles for men and women are seen
as societal constructs under patriarchy and feminists view the demand for equal rights for
women and men within the family and the political sphere as an essential feature of struggle
and oppression which is why they conclude that women can achieve empowerment and
emancipation only when they are released from the hierarchical relations between the two
dichotomous realms. Although societies constantly keep evolving, most patriarchal societies
continue to remain entrenched in traditional values and fails to accommodate the
transformed and multiple roles of modern progressive women. One finds a research gap in
respect of the role conflict experiences of contemporary working women employed in varied

public sectors against the prevailing gender relations within the patriarchal social families.
1.3. C. Gender, dual role and professional challenges

Damico and Nevill (1975) in The Highly Educated Woman: A study in Role Conflict
elucidates how the behaviour of certain classes of individuals can no longer be accurately
defined by traditional roles during periods of rapid social change and as a result of this
change, the behaviours appropriate for their life styles clash with women’s commonly
defined expectations frequently leading to role conflict. Badri and Yunus (2021) also
identified an internal conflict that occurs between job and family role obligations which are
at odds with each other and the challenges of fulfilling both roles concurrently. As people in
modern, high-income countries juggle many responsibilities demanded by their various
status and multiple roles, situations of role conflict are bound to emerge. One commonly
recognized role conflicting situation is that which arises from work and family role demands
as both roles drain one physically and emotionally. When a woman chooses a dual career
lifestyle as a full-time paid professional besides her role as mother, she may not be prepared

for the conflicts that arise from the deep-rooted value systems regarding the maternal role as
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argued by Gilbert et. al. (1981), in Coping with Conflict between Professional and Maternal
Roles. The authors noted that these value systems may remain untested until a woman
assumes a professional role or until a child enters the family structure. As such, the
consequences of the conflict are reflected in both professional and domestic domains. A
cultural perspective has been adopted by Gani and Ara (2010) in Conflicting Worlds of
Working Women: Findings of an Exploratory Study where they pointed out that conflict
arises when educated wives, through their egalitarian ideas and attitudes, threaten the

culturally determined order of priorities.

In the workplace setting, working mothers are expected to have the career capacity
and characteristics of a man whereas, at home she is expected be the culturally prescribed
ideal mother or ideal wife. So, a working mother’s inability to balance both dual role
demands can lead to a phenomenon referred to as spill-over or crossover effects (Younkin,
2010) between work and family domains that has the potential to adversely affect the
individual as well as other family members in the household. Such adverse effects on women
in paid professions have been analysed in a study by Maryam Zarra-Nezhad et.al. (2010) in
Occupational Stress and Family Difficulties of Working Women where the authors argue that
many women face occupational stress as a result of ‘work and family spill-over’. They also
concur to the notion that although men may play the caregiver role in the family, it is the
women who are perceived as primary caregivers. The authors cited a literature gap on how
the occupational stress of the sandwich generation of working mothers could adversely affect
their families, without suggesting possible measures to tackle this problem. The concept of
sandwich generation was initially introduced in by Dorothy Miller in the year 1989 to portray
women in their 30s to 40s who were caring for their young children and ageing parents.
Similarly, Shobha Sundaresan (2014) in Work-life balance: Implications for women found
that 67 per cent of the working mothers in her study stated to experience high levels of stress
and anxiety from excessive work overload which prevented them from progressing in their
careers. She concludes that the challenges with regard to childcare, career and social life,
coupled with poor work-life balance inhibited many working mothers from realizing their
full potential. Therefore, as the family structure continues to evolve with the changing
society, so will the work-life implications faced by working mothers with repercussions not

only on their selves but extend to the family members and her social circle.
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1.3. D. Interface of traditional and modern gender role expectations in Indian context

In the context of Indian society, Singh (1996) in Modernisation of Indian Tradition points
out that the forms and functions of family have undergone adaptive changes alongside the
changes in the technological and economic structure of society. He talks about structural
change in families citing an example of the transition of traditional family to nuclear based
family and the changes in the family’s workforce participation. The aspect of change in India
has also been highlighted by Itishree Padhi Acharya (1998) in her study Working Mothers:
Role conflict and adjustments. She describes how the status of women in India have
undergone profound changes and as women increasingly work outside the home, their
problems have also become more complex, especially once she becomes a mother. D.K.
Sudha (2000) in Gender Roles states that with higher education, women have been able to
achieve employment opportunities and as a result, favour small family norms, equality
between the sexes and being educated has enabled them to consider career as an alternative
to marriage. Similarly, Kadale, et. al. (2018) in their study Challenges of working mothers.
balancing motherhood and profession also explains how traditionally, Indian women had
been home makers but over the last decade, many women have shifted from home to career
with the spread of education, awareness and the rising cost of living. However, in spite of
this development, women are still seen as the family manager at home thereby, emphasizing
the need to understand the challenges faced by working mothers in balancing multiple roles.
Similar perspective is held by C. P. Rai (2002) who studied urban working mothers in India
in Working Women in India. He states that much of the problems emanating from work and
family conflicts are based on the continuing notions of the society, the internalized
patriarchal values by men and women and role expectations from women on household
duties. The author concluded that it was only with a changed family relation based on
egalitarian family power relations within the family and between couples that can solve this

problem for working mothers.

Rao and Rao (1973) in An Analysis of the Employed Mother in India, examines the
case of employed mothers in the metropolitan cities of India and finds that it is becoming an
increasingly significant addition to the familial and economic structure. Emerging studies
shows that with the mother’s participation in the work force, a new division of labour formed
between the family and social institutions as a result of alterations in the family structure and
function. This can be observed in Women and Domestic Labour: A sociological Agenda by

Rajendra Kshetri (2013) who examined the role of women in domestic and household work
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and argued that almost half of the world’s population make up of women but their domestic
work is neither recognized nor considered, meaning there is discrimination of women and
inequality in the socio-economic, political and legal spheres. The author therefore,
emphasizes on the need to re-examine, re-evaluate and re-state the domestic work done by
women in order to bring about development in its truest sense. The subordinated role of
women in society is unmistakably evident and this aspect has been examined by Sabina
Hussain (2003) in Gender and Reproductive Behaviour: The Role of Men where the author
contends that even within the family, communities, policy making and programmes, women
are treated as objects. The author argues that the various state policies are targeted only on
women’s reproductive process rather than on their economic role. Women are still
performing their household work but are excluded from decision making on issues
concerning their own lives and bodies. One therefore sees a paradox between the traditional
gender role and the emergent working status of mothers. The persistence of the traditional
gender roles appears to conflict with the multiple roles that modern working women have

assumed. This is particularly acute in the area of childcare and related matters.

The issue of childcare arrangements becomes a major concern for many working
mothers. Studies have found that one of the main areas of conflict which working mothers
face today is in childcare, which can lead to stress, anxiety, worries and strain in the daily
life of a working mother. As observed in a study on Working Women and Child
Development: A Sociological Study by Sham Sun Nisa (2009), in Indian society women are
conditioned by society to conform to the belief regarding care and upbringing of children
being the primary responsibility of the mother. With the substantial increase of working
mothers over the past few decades, the socio-psychological and family processes are affected
and married women face major challenges not only as professional women but also in terms

of child care.

A.D Mishra (1994) in his study Problems and Prospects of Working Women in
Urban India argue that the emergence of working mothers in the country has been
phenomenal in recent times. However, in regard to childcare, Indian society has remained
traditional, pointing to feelings of guilt, tension and anxiety faced by working mothers. In
some cases, working mothers take the drastic decision to leave their careers due to the lack
of proper childcare arrangements at home. The feelings of guilt or anxiety that develops from
a mother’s sense of neglecting the mothering role is seen to derive from society’s traditional

gender norms that has been internalised by members over time. This is expounded by Sanjay

17



Ketan Jena (1993) in Working Women and Modernisation who studied 420 working women
in state and central offices, colleges, schools, hospitals and various private undertakings in
Cuttack city, Orissa. He found that family norms have been internalized by women and that
modern values and attitudes have not been fully incorporated into the traditional
attitude. Bowman (1942) in his study Marriage for Moderns dealt with the problems of
working married women and opined that, “the cultural tradition of our society makes
employment less acceptable for a woman than that of a man.” Similarly, Ahmad (1984) in
his study The Trishankus: Women in the professions in India stresses that as long as the

polarity between masculine and feminine role continues, role conflict will continue to exist.

Dual roles being incompatible and conflicting, it creates problems of adjustment due to the
varied role expectations. This issue has been discussed by Rita Sood (1991) in Changing
Status and Adjustment of Women. Sood identified the problems in adjustment for working
mothers in the transitional period from being torn between the dual commitments of home
and work and hence, becoming a victim of work-family conflict and ambiguous role-

expectations in both the domestic and professional fields.
1.3. E. Cultural context of working women and role conflict in north east India

Women in patriarchal societies are subordinated in most societal spheres and like women
elsewhere, experience role conflicting situations once she becomes a mother and decides to
prioritize her professional role as well. This ongoing predicament is reflected in the case of
working mothers in the context of the north eastern region of India, being predominantly
patriarchal except for the matrilineal communities of Meghalaya. Bimal K. Kar (2002) in his
book Women Population of North East India notes that with the ongoing social
transformation, women’s participation outside the home is also increasing. However, this
phenomenon is more evident among the educated women in the urban areas of the region.
He states that most of the educated girls, particularly in the urban areas desire to achieve
economic independence before marriage. Moreover, with the rising cost of living the
adoption of dual career norm in many families has increased especially in the large urban

centres of the region.

Similarly, in the context of the Naga society, Lucy Zehol (1998) in her book Women
in Naga Society opined that the status of the women is impacted due to the patriarchal norms
and attitudes, wherein social institutions and tradition are inspired by the belief in male

dominance and female inferiority. She sheds light on the status of women in traditional
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societies where they were usually described in relation to her family as a daughter, wife,
sister and mother. However, in the new emerging situation, a woman’s status is seen in terms
of her educational achievements, career achievements and position in society. As
contemporary women in Naga society venture out of their homes, so also is their awareness
for individual and gender rights on the rise. This has been highlighted by Temjensosang
(2013) in Self-governing institutions of Nagas who notes that with the spread of modern
education, Naga women today are increasingly becoming self-conscious about their vital
roles in society and gender related issues in general. He therefore suggested that in any socio-
cultural revolution, only one’s self-consciousness regarding one’s right and privilege could
change the old system. However, because of the prevailing traditional ethos that restricts
women’s mobility in societal arenas, the role of Naga women is constrained and achieving
their full potential as economic agents remains a challenge for many career-oriented Naga
women. A closer look at the gender roles in Naga society can disclose the fact that the
primary role for the women is found to be her reproductive and domestic roles. On the
contrary Naga men take charge of the wider society including village administration and
other vital issues of public importance. Temjensosang et. al. (2015) in their book Women
and Gender: Emerging Issues from Northeast India have focussed on gender related issues
in the fields of politics, education, economics and social strata especially pertaining to the
status of women in a male dominated society and discusses the varied social factors leading
to the hindrance of women in various areas. However, their study has overlooked a deeper
analysis of how these challenges can affect women especially, mothers in particular who are
employed in the state’s public sector. The existence of gender inequality in the Naga society
is established in many studies and many see it as a given social phenomenon which is
strongly normalized if not legalized by customary laws and traditional practices. The aspect
of gender inequality has also been highlighted by Kikhi & Kikhi (2009) in Changing Gender
Equation with Special Reference to Nagaland. They opined that gender inequality is a
problem of mindset and attitudes. Just as patriarchy influences the world views of men, it
also has its influence on women’s views towards life. They argued that women themselves
resist change and unless they are trained to think outside the box of patriarchy, they will
continue to be deprived of equal opportunities for personal growth and social development.
The prevailing norms and attitudes of patriarchy, the patrilineal and patriarchal system as
well as the traditional institutions which believe in male dominance and inferiority of women
is seen to affect the status of women in Naga society. Similarly, in Gender Empowerment:

An insight from Kohima district of Nagaland Kedilezo Kikhi and Choziile Kikhi (2009)
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asserts the strong influence of patriarchy and customary law on women which affects their
status in Naga society. Their study shed light on the status of women in Naga society by
citing the example of many women who do not avail the benefits of the Village Development
Board because of the prevailing social construction of gender division of labour that prevails
in Naga society. The authors affirm that even if the labour done by women turns into
productive asset, they would not have any share due to the inheritance laws that prevails in
Naga society. Although the traditions and customs practised by the Nagas in the past were
meant to benefit women, the discrimination faced by women today is because of such age-

old practices as Adino Vitso (2003) in The customary Law and Women notes.

Women in modern Naga society are more educated and many have broken traditional
gender stereotypes by actively engaging in the paid workforce. However, in spite of this
change, the review of literature review points to the fact that Naga women are still
discriminated at the societal level because of the prevailing traditional customs and norms
that instructs the role of men and women based on a strict division of labour. This restricts
their mobility in all societal levels and inhibits them from realizing their full potential as
productive agents in the workplace. As individuals go on to occupy particular statuses in
society, they are to necessarily conform to the expected set of role behaviours and attitudes
that comes with their new status. As the sex-role segregation for men and women in the
private and public sphere remains entrenched in traditional gender socialization patterns in
a patriarchal social structure, women’s role becomes limited in both spheres. As Zillah
Eisenstein (1999) notes in Constructing a theory of capitalist patriarchy and socialist
feminism, the reciprocal relationship between men and women, the family and society,
production and reproduction determines the entire living of men and women everywhere as
it is throughout human history. Thus, the nature of role conflicts faced by many educated,
ambitious and contemporary women who steadily continue to detach themselves from the
conventional patriarchal set-ups and break gender stereotypes by entering into male
dominated settings in the public space need to be studied taking into account the cultural

specifics of different communities.

With the rapid change in Naga society today, the likelihood of the traditional role of
women to contradict with their professional role is magnified which entails explorative
research on the possible causes of inequality, challenges, discrimination and inconsistencies
in attitude towards women especially mothers at the workplace that has been overlooked in

the existing body of knowledge. Additionally, a research gap pertaining to the gender
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relations among dual earner couples in Naga society especially with regard to the household
decision-making aspect and domestic division of labour can be discerned. These crucial
aspects as social scientists’ postulate, can eventually translate into status strain or role strain
for many employed mothers if there are no adjustments to accommodate her new role.
Significantly there is a lack of research in the area of work-family conflict of working
mothers in the context of tribal society in general and of Naga society in particular. Given
the findings of different studies regarding the adverse effects of dual roles on a working
mother’s wellbeing, there exists a gap in the literature on the workplace and domestic
challenges confronting Naga women engaged in the public sectors who finds themselves

straddling two worlds simultaneously- the world of home and the world of work.
1.4. Statement of the problem

The emerging norm in Naga society sees an increasing number of women achieving high
educational status and seeking paid employment outside the home. However, attempting to
excel at both motherhood and professional roles becomes a challenge for many women
within patriarchal social structures. Women in Naga society undoubtedly belong to the
disadvantaged stratum and are deprived from many privileges in the public sphere as
compared to their male counterparts. There is a research gap in the sociological analysis of
the experiences of educated Naga women who have become self-conscious about their
transformed role in a changing society and are participating in the paid workforce alongside
men. The increased participation of women in the workforce, albeit bringing about a
significant shift in the traditional gender roles, challenges the traditional notion of the family
system. Being a society strongly steeped in traditional roots, the question arises as to how
do working mothers in contemporary Naga society with their achieved status as employed
professionals strive to excel in their careers while at the same time fulfil their traditionally
ascribed role as caregivers and homemakers. With the lack of organized institutional child-
care facilities at the workplace, how do younger working mothers who wish to be proficient
in their careers as well fulfil their motherhood roles and manage the work-family conflict?
Naga traditional gender ideologies, norms, conventions and rigid gendered division of labour
continues to exert control over its members in all the societal arenas, and it poses a dilemma
for educated Naga women who find themselves wedged between the requirements of
tradition and modernity. Therefore, the present study is intended to bridge the gap in the
literature by focussing on the aforementioned questions concerning working mothers in the

public service in Nagaland. Additionally, there is a need to explore the unique experiences,
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perspectives and coping mechanisms of the working mothers to shed light on the broader
implications for organizational structures in the public service, as well as the societal
expectations. The findings of the study can be illuminative to the formulation of suitable
state policies to enable a conducive social and working ecosystem where working mothers

can realize their full potential as vital economic and social agents.
1.5. Objectives of the study
The following are the objectives of the study:

1. To examine the factors that motivates women to enter the world of work.

ii. To study the nature of role conflict of working mothers in Naga society.

iii. To examine the coping mechanisms adopted by the respondents to circumvent situations
of role-conflict.

1.6. Hypothesis of the study

The sole hypothesis of the study is that the professional role of women conflicts with

mothering role in Naga society.
1.7. Methodology

For an in-depth and nuanced understanding of the problem under study, a combination of

both qualitative and quantitative methods was used in the present research.

The data for the study was garnered from both primary and secondary sources. Secondary
data was drawn from journals, books, magazines, newspaper, articles, relevant publication
and websites related to the problem of the study, while the empirical data was collected
through a well-defined sample using a blend of appropriate research tools in the form of

interview schedule and questionnaire.
1.8. Universe of the study

The universe of the study is the working mothers in Nagaland belonging to the Naga
community employed in the public sector. This section encompasses the dynamic
intersection of professional careers and motherhood within the public service as the review
of literature reveal that it is generally after women get married and have children that
challenges in adjusting work and family arises. However, for all practical purposes, the
selected area of study is de-limited to the working mothers aged 30 to 60 employed in the

public sector (both state and central government) from the two urban areas namely Dimapur
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and Kohima which have recorded the highest growth of population in the State over the last
decade. These two towns stand out from among the other towns in terms of social, cultural
and economic composition. Both the towns being cosmopolitan in nature they comprise of
all Naga tribes with Dimapur being the commercial hub of the state, and Kohima being the

capital state of Nagaland where all the components of government departments are located.
1.9. Sampling design

The study adopted a stratified random sampling method as respondents were identified on
the basis of the strata of job. A sample size of 265 respondents comprising of working
mothers in the public sector from 4 different strata of the public service: Grade I, Grade II,
Grade III and Grade IV employees were selected of whom 135 respondents were from
Dimapur and 130 respondents from Kohima. With regard to the strata of job hierarchy in the
public service, it may be noted that officially, the term Class and Grade are used
interchangeably. Class I is also referred to as Grade I or Group A (Gazetted) who are officials
belonging to the managerial or highest tier of public service structure in terms of
appointment, authority and responsibilities. Officials such as engineers, doctors, lawyers,
professors, bureaucrats, etc are subsumed under this category. Class 1I/Grade II/Group B
(Gazetted) are the second highest tier of government officials who would generally be
deputed supervisory works such as inspectors, junior engineers, accountants, accounts
officers, section officers and others. Class III/Grade III/Group C are officials in non-
supervisory roles such as head clerks or section heads of offices, head police personnels,
primary school teachers, stenographers, typists and others. Whereas, Class 1V/Grade
IV/Group D designates the bottom rung in the public service and they would encompass
positions such as manual skilled or semi-skilled personnels such as peons, sweepers, drivers,
cleaners, etc. In the present study, the classification of respondents’ strata of job is therefore

referred to on the basis of Grade as Grade I, Grade II, Grade III and Grade IV level.

In addition to working mothers, to garner supplementary inputs from a child’s
perspective 20 child respondents aged 5 to 12 of working mothers were also selected for the

study. Accordingly, the sample size total to 285 respondents.
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Table.1.1 Sample representation

Study Area = Working mothers | Child respondents

Dimapur 135
Kohima 130 20
265+ 20 =285

1.10. Techniques of data collection

For the data collection, the questionnaire and interview schedule methods were used. The
questionnaire was structured and comprised of both open and close ended questions. It was
administered to 240 respondents who were selected using the stratified random sampling
method. For an in-depth understanding of the problem, the interview schedule was used to
garner supplementary data for the study given the type of research and respondents.
Accordingly, 25 working mothers: 5 respondents each from all the different strata of job
hierarchy were interviewed. Additionally, 5 respondents who were previously engaged in
the public sector but subsequently left their jobs were also selected for the interview. Along
with the working mothers, 20 child respondents were also interviewed to get the additional
inputs from a child’s perspective. Hence, a total of 45 respondents were interviewed

altogether.
1.11. Data analysis

The data collected from the field were carefully placed in a master tabular chart. The data
was scrutinized for validity and completeness of the information. For the present study,
simple percentage method was used to tabulate the obtained data and interpreted using basic
statistical tools like bar graph, pie chart, mean and percentage. For the interview data, the
researcher conducted face-to-face interaction with the respondents and used transcripts for
analysis. Wherever relevant, various statistical methods such as co-efficient correlation test
and chi-square test were also used. Chi square test has been applied for the testing of

hypothesis.
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1.12. Ethical considerations

Due considerations of ethical issues in research were taken into account for present study.
For the interviews with the working mothers, the researcher initially sought the informed
consent of the respondents prior to the interviews and explained to the respondents the nature
of the current study carried out with emphasis on confidentiality while also informing them
that their participation was purely voluntary and they had the right to withdraw from the

interview at any time.

With regard to the interview of children, the researcher took prior consent of the parents and
explained to the parents the purpose and nature of the children’s participation in the research
conducted. The children were given the freedom to withdraw from participating in the

interviews if they wanted to at their own will.

Furthermore, wherever the respondents are quoted in the Thesis, their names have been

changed in order to protect their identity and maintain confidentiality.
1.13. Profile of the respondents

This section presents the social characteristics of the selected respondents. For the purpose
of the present study the main variables used to classify the socio-economic profile of the
respondents were age, marital status, type of family, type of earner in the family, educational
profile of respondents and spouses, besides the occupational profile and respondents’

monthly income.
1.13. A. Age group of the respondents

On the basis of the age-group, on an average 45 per cent of the respondents fall under the
age group between 30 to 40 years, 38 per cent of the respondents fall between the age group
of 40 to 50 years, while another 17 per cent of the respondents fall between the ages of 50
to 60 years.

Fig 1.1. Age group of respondents

m 30-40
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From the above table, it indicates the upward trend of many younger generation of working
mothers in the paid workforce which is a universal phenomenon that is observed worldwide.
1.13. B. Marital status and type of family

Given that a majority of respondents fall between the ages of 30 to 50 years, it was required
to explore the marital status of the respondents which was followed by the type of family

system for the respondents.

Fig.1.2. Marital status of respondents

3.75%
Married Unmarried Sepera-?l'éag’gﬁvo*ced Widowed

95 per cent of the respondents were married, 4 per cent were widows, 1 per cent were
divorcees. There were no unmarried respondents as only working mothers were selected for
the present study. Generally, unmarried mothers in Naga society are frowned upon on
account of which it may be noted that it is not a common phenomenon.

The existing nature of Naga families in the modern context can be seen from fig.1.3, where
the respondents were queried on the type of family. From the data presented below, it is
evident that a majority of the respondents at 95 per cent belonged to nuclear families and a

mere 5 per cent were found to be from joint families.

Fig.1.3. Type of Family

5% &

®m Nuclear mJoint

Most Naga families practice the neo-local family system and the joint family system is not
favoured by the Nagas and as such it is rarely practiced; it may be found under certain
circumstances such as, on account of poverty, physical handicap, etc. (Thong, 2011) or

additional members in the family could possibly be an aged parent, widowed parent or
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unmarried siblings. The general practice of every Naga couple is to set up a home of their

own right after marriage.
1.13. C. Income-type of family

Given that majority of the respondents follow the nuclear family structure in the present
context, it was deemed imperative to find out whether the respondents were from single or
dual income families. Majority of the respondents at 80 per cent were found to be from dual

income families and only 20 per cent of the respondents from single income families.

Fig.1.4. Income-type of family

m Single

® Dual

In the case of the single earner families, the spouses generally were found to be retired
government official while some were unemployed as well. Given the prevailing ideology of
males as the bread-earner in the study context, and the targeted respondents being working
mothers, the fact that most respondents belong to dual- income families were along expected

line.
1.13. D. Educational profile of respondents and their spouses

Experts on women's studies as well as women themselves have often been prone to take the
view that the question of education and employment is fundamental to their enjoyment of
equality and status. Underlying much of the clamour for better employment opportunities
for educated women is the assumption that employment gives a woman earning capacity
which in turn enhances her social status (Ahmad, 1979). With regard to the status of working
mothers in the study context, the educational profile of the respondents and spouses is

presented in fig.1.5
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Fig. 1.5. Educational profile of the respondents and spouses
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The above figure indicates that most of the respondents were graduates with 42.91 per cent,
followed by post graduates and above at 30.41 per cent. 7.5 per cent of them have studied
up to higher secondary while 12.08 per cent of the respondents are under-matriculate
and matriculates were found to comprise 7.08 per cent of the total sample. Additionally, the
respondents were also queried on their spouses’ educational profile and a majority of the
spouses were found to be graduates at 45 per cent. However, the number of post graduates
and above went down comparatively for the spouses at 26.66 per cent as against the 30.41
percent of the respondents. 8.33 per cent of the spouses were under matriculate, 9.58 per
cent matriculates, and 10.41 per cent of them completed higher secondary. The data is
indicative of the fact that more women are opting for higher education and competing
alongside the men in the educational field, an arena where girls in the traditional society

were initially not encouraged to be a part of.
1.13. E. Occupation profile of respondents and their spouses

The significant role that modern education has played in transforming the Naga society from
a traditional based education system to a formal form of education has been instrumental in
the developmental process of the social and economic life of the Naga people. This change
has further resulted in a diversification of occupation of the people of the state. A look at the

occupational profile of the respondents stands testament to this fact.

Fig.1.6. Occupational profile of the respondents
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15 per cent of the respondents were from the teaching profession, 3 per cent in the medical
profession, 28 per cent were clerical, 15 per cent in administration, 11 per cent technical
professions and 28 per cent fall within ‘others’ category. The jobs in ‘others’ category
comprises of sectors like police, law, banking, postal, sweepers, peons, mali, office
attendants, cleaners, chowkidar and personal secretaries. One of the most noticeable aspects
in the employment profile of the respondents is the tendency to cluster in a few occupations,
such as teaching, nursing, clerical and related jobs. For instance, the highest proportion of
respondents were clerical personnel and ‘others’ category at 28 per cent for both. Of the
respondents in the teaching profession, 47.2 per cent are assistant professors in under-
graduate and post-graduate level, 22.2 per cent are higher secondary lecturers and 31 per
cent are primary and high school teachers. Respondents in the ‘others’ category included
29.4 per cent peons, 26.4 per cent are in the police department, 10.25 per cent are office
attendants, 7.3 per cent are sweepers, 5.8 per cent are bankers, 5.8 per cent are advocates,
4.4 per cent are personal secretaries, 4.4 per cent in postal jobs, 3 per cent are mali, 2 per

cent are cleaners and 2 per cent are chowkidars.

Having established the occupational profile of the respondents, the same was assessed for

the spouses of the respondents wherever relevant.

Fig. 1.7. Occupational profile of the spouse
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A majority of the spouses were found to be engaged in the ‘other’ category of professions at
26 per cent comprising of majority in the private sector, followed closely by public sector
employees comprising of police personnels, lawyers, unskilled workers, politicians and
office attendants. A singular occupation that stands out is observed to be administration
where 23 per cent of the spouses were engaged, which may be seen to be a corollary of the
traditional political system where men had sole charge of public affairs. Unlike the high
percentage of respondents found engaged in the teaching profession, only 8 per cent of the

spouses were teachers, while 3 per cent were in the medical profession and 18 per cent had
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clerical jobs. Data shows that 12 per cent of the husbands were either unemployed or retired

and 10 per cent of them were found to be in technical jobs.

1.13. F. Monthly income of the respondents

Financial self-sufficiency is an outcome of gainfully employed persons who are dependent
on their remuneration. The following table presents the approximate monthly income of the
respondents.

Fig.1.8. Monthly income of the respondents

>10000 11000-20000 21000-30000 31000-40000 41000-50000 51000-60000 61000+

Almost a quarter of respondents at 23.75 per cent earn a monthly salary above 61000. A
small percentage of respondents at 2.91 earned a monthly salary of less than X10000, 14.58
per cent earned between X11000 to 20000 per month, while 17.91 per cent earned in the
monthly bracket of 21000 to 30000. Another 15.41 per cent gets a monthly salary between
31000 to 40000, 14.58 per cent of the respondents earned between I41000 to I50000 per
month, and finally, 10.83 per cent of the respondents monthly income stands between

¥51000-%60000.

Modern education has enabled the Naga women to pursue higher education and attain
financial self-sustenance while at the same time working alongside their male counterparts
in many domains such as administration, police, law and others. This new found professional
role has to co-exist alongside their traditional role as managers of the house in a culture that
is traditionally characterized by a strict gender division of labour. This has been pointed out
by Jamir (2012) when she states, “The common trait of most tribal societies can be found in
the division of labour which is based more on gender and age than on hierarchy and
occupation.” Such trait can be attributed to the Naga society with its patrilineal, patrilocal
and patriarchal social system where institutional set-ups and traditional customary laws are
inspired by the belief in male dominance and female inferiority. Even in matters of public
participation, women in Naga society are culturally marginalized irrespective of her
competencies, qualifications and abilities. To draw a statement by NWU, IWGIA & HMI

(2018) that “The Naga communities are transitioning from traditional to more modern ways
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of thinking about changing women’s roles. Education, in this regard, is a key enabler for
defining new status of women in the society and much progress has been made in this

arena.”

In the next chapter, to understand the social and cultural setting of the study, the Naga

traditional social structure will be elucidated with a focus on the major societal institutions.
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CHAPTER I

NAGA SOCIAL STRUCTURE



CHAPTER 11
NAGA SOCIAL STRUCTURE

2.1. Introduction

Nagaland is a landlocked state in north-eastern corner of India, bounded on the north-east
by Arunachal Pradesh, on the west by Assam, in the South by Manipur and by the Sagaing
Region of Myanmar on the east. The population of Nagaland is 19,80,602 as per the 2011
census of India and it is one of the smallest states in India. It is one of the eight sisters
commonly called as the North-Eastern Region (NER) that comprises of Assam, Manipur,
Meghalaya, Mizoram, Arunachal Pradesh, Tripura and Sikkim. The Naga people are known
for their vibrant culture and distinct traditions which form the core of the population and the
preservation of their cultural heritage remains a significant aspect for their identity. Societal
structures revolved around close-knitted communities emphasizing on communal harmony
and the archaic traditional practices that still continues to hold dominance over every arena.
The social structure of the Naga society is characterized by rigid traditional gender norms
and distinct divide between the public and private arena whereby men hold authority over
all major decision-making institutions and women are relegated to the affairs of the home.
Traditionally, women were always considered as primary caretakers of the husband, children
and elderly family members in the family. Being agriculturists, both Naga men and women
worked together in the fields and in instances when women contributed to the family income
through their handworks such as weaving, embroidery etc., they were inherently perceived
as secondary earners in the family. The socialization process in Naga society was deeply
entrenched in patriarchal norms whereby girls were socialized to embrace their feminine
qualities such as being ‘good’ mothers, nurturers and ‘good’ housewives. On the other hand,
the boys were trained to nurture their masculine or agentic characteristics that include being
assertive, confident, and authoritative, to eventually assume their future role as leaders of

the community.

Like all other human society, in the Naga Society too, social and cultural factors have
always played a significant part in shaping the interrelationship and authority structure
within the society. E. B. Tylor (1871) saw culture as “a complex whole which includes
knowledge, beliefs, art, moral, law, custom, and any other capabilities and habits acquired
by man as a member of society.” Culture defines individuals by their ways of thinking,

acting, behaviour, ways of greeting persons etc. The relationship between culture and society
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can be seen through Linton’s (1955) perspective of society as “an organized group of
individuals and a culture is an organized group of learned responses characteristic of a
particular society.” Hofstede (1980) sees culture as “the collective programming of the mind
which distinguishes the members of one group from another”. Culture, while being
transmitted from generation to generation, constantly changes and evolves because each
generation adds something of its own before passing it on. Another similar perspective of
culture may be found in the work of Abraham (2006) who defined culture as “a total way of
life of a social group, meaning everything they are, they do and they have. It is a complex
system that consists of beliefs, values, standards, practices, language and technology shared
by members of a social group.” No Naga tribe has written record of their early history and
therefore traditions and customs are passed on orally from generation to generation through
the medium of folklores, folksongs, myths and legends. The Nagas as a whole exhibit a rich
traditional heritage and has a similar culture and much in common in their way of life and
customs. As Jamir & Shikhu (2017) states, “the culture of the Nagas reveals something about
the past- their functioning of their lives, their habits, territories and laws that bind them to
form a community, their social structure and their defence system...It identifies the existence
of a tribe, the depth of knowledge, the continuity and changes that either directly or
indirectly modified as well as strengthened the present culture... Thus, culture is considered
vital to the continuation of life among the Nagas.” Accordingly, Naga culture encompasses
the way of life, inherited behaviours, thoughts, and norms of the people, passed on from
generation to generation through oral traditions and day to day practices and lifestyles in the
form of customs, traditions, norms, value, beliefs and conventions acquired through the
process of time, change, innovation, evolution and growth; contact, diffusions, integration,

imitation and acculturation (Thong, 1997).
2.2. Traditional social institutions

Nagaland is basically a land of villages and the traditional life of every Naga revolves around
the village. In the past a Naga village was the highest political unit and primarily based on
the institution of clans and Khels. In the Naga society it is not the tribe but the village that is
seen as the primary political and social unit. According to North (1990) “Institutions are the
rules of the game in a society or more formally, the humanly devised constraints that shape
human interaction...they structure incentives in human exchange, whether political, social
or economic.” Hence, the framework within which social life takes place in society is

regulated and established by institutions. Social institutions are thus the organized patterns
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of beliefs, norms, practices, rules and behaviour centred on the basic social needs of
individuals in a society which are accepted as a fundamental part of culture. A social
institution is established in order to meet the basic requirements of the people living in a
society and often work in a collective setting. For the Nagas, traditional social institutions
influence human behaviour such as morals, norms, values, conventions, traditions, and codes
of conduct in the cultural and societal level. Usually, informal institutions underlie formal
institutions because they determine a society’s basic attitudes and beliefs and hence, its value
system (Aoki, 2001; Boettke, Coyne & Leeson, 2008; Greif, 2006; North, 2005). Significant
social institutions are the village, family, kinship system, educational institution, religious
institution, and political institution. In the context of the present study, it is imperative to
understand the traditional social institutions of Naga society which is the epicentre of all the
activities the members in the Naga society are expected to carry out. The traditional Naga

social institutions can be further examined under the following headings:
2.2. A. Village polity

In the context of Nagaland, Mills (1926) remarked that with all the real political units of the
tribe it is the village government that governs and administers the people of the village.
According to Smith (1926) village administration since time immemorial was the only
government known to the Nagas and it is an accepted institution with a strong sense of
solidarity. The village as a unit was held together by social, political and religious bonds.
Horam (1975) contended that Naga villages can be termed as petty republics in themselves;
they were politically organized association like the ancient Greek city-states and the village
government was run without written laws. The customary usages were the basis for running
the affairs of the village government (Horam, 1975; Roy Burman, 1983; Ao, 1993; Talukdar,
1994, Haloi, 2004; 2006, Devi, 2007). The structure of traditional village government in
Nagaland was different for different tribes and was known by different names. For instance,
village government is known as ‘Putu Menden’ among the Ao, ‘Chochomi’ among Semas
and ‘Pangti’ among Lothas (Sengupta, 2008). Though the form of government differs from
tribe to tribe, it is republic in nature for most tribes (Thong, 1997). Haloi (2006) states that
the organization at the village level has a long tradition of continuity and authority of control

and management, touching nearly all spheres of rural life.

With regard to the social and political organization of the Nagas, there is much
variety created by different combinations of basic common elements: the clan, the chief, the

village council and in the old day it was the Morung today replaced by the age groups
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(Liuthui, 2001). When it comes to Naga polity, Nagas by nature are democratic and the final
political authority rests in the hands of the people with the exception of the Konyak and the
Sema tribe who practiced a monarchical system. The Sumi and Konyak tribes follow a polity
of Chieftainship where the office is inherited through the patrilineal lineage and where a
Supreme Chief (4kukatou) of a village in the context of the Sumis and the Supreme Chief
(Great Ahng) of many villages among Konyaks is practiced (Shohe, 2022). Whereas, the
Angami and Ao tribes administered their villages through a democratic form of governance
where male representatives of various clans (usually the eldest) form the leadership. The
Angamis have neither chiefs nor formal village councils but village elders who are consulted
on difficult issues which is why Major Butler in 1855 remarked that, “Their government is
decidedly democratic; for, although each village community has a nominal head or chief, it
is evident their chiefs have no absolute power over the people” (cited in Dani, 1960). In the
past, the Semas and Konyaks had very powerful hereditary chiefs with almost absolute
authority. But among most of the Naga tribes, the village council regularly convenes the
village general assemblies, traditionally presided over by the chief in most cases. However,
in the case of the Angami tribe any member of the village enjoys the right to call a public
meeting and a person with good standing moderates the meeting where all the adult male
members of the village have the right to participate as equals in the discussions (Liuthui,
2001). The Rengma tribe on the other hand maintained the system of chieftainship with the
chief being called as ‘Kukughu’ while the system had no particular name (Hutton, 1969;
Mills, 1980; Horam, 1975, Hameindorf, 2004). However, over the course of time with the
gradual introduction of modern system of democracy during the colonial and post-colonial
periods, the traditional village system of Nagaland went through different phases and have
undergone major changes. The system of Village Council emerged in 1978 as a statutory
body under the Nagaland Village and Area Council Act 1978. The Act brought the power
and functions of traditional village administration of different Naga tribes under one
umbrella and the Village Council is given uniform powers and duties to all the recognized
villages (Temjensosang, 2005). The Village Council today is the apex political unit for a
village. Initially, there was no fixed tenure so the members enjoyed the office for a long
period of time. However, the tenure was fixed for five years with the Nagaland Village and
Area Council Act 1978 and the villagers have the authority to choose the members in
accordance with the customary law. For instance, according to the customs of the Ao, the
members of the ‘Putu menden’ or Village Council is invariably selected from the clan of

Longkhum, Jamir and Pongen (Temjensosang, 2005). For the sumi tribe, ‘Aphu Ahoho’ or
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Village Council is formed from members of the village who are well versed in the customary
laws, usages and procedures of the tribes, respected by his clan and villagers and the decision
made by them is considered final and binding (Jamir & Shikhu, 2017). It may also be noted
that the land and the means of livelihood belongs to the people under the custody of the
Village Council and the decision of the Village Council is held supreme and abiding for one
and all. Furthermore, the Village Council performs the duties as per the traditional customary
practices and usages of the tribes concerned. The Customary law by definition means the
unwritten customs, cultural patterns, conventions, social norms and practices which binds
members of the community, including penalty for violators of the norms. These usages are
transmitted via oral tradition by the members of the society as a means of control for the
harmony and good relationship among the members of the community (Thong, 1997). The
traditional administrative functions of the Naga villages have undergone -certain
modifications and alterations over the years ever since the Village Council Act of 1978 was
introduced. However, the age-old practices still continue to persist in many villages with
little variation. Although empowerment being a distinct feature under this Act providing the
Village Council with a wide range of powers encompassing the areas of administration of
justice, law and order, development and natural resources management, this Act has however
failed in empowering women in Naga society as women still continue to be subjugated in
the public space under the trenches of patriarchy. In recent years, the Village Development
Board (VDB) was formed in 1980 under Clause 12 of Section 12 of the said Act and is
known as the Village Development Model Rule 1980 (Jamir & Longkumer, 2015). The
VDBs have proven to be an important institution and a cornerstone for decentralization of
activities at the grass root level and are involved in all spheres of developmental activities
which include maintaining infrastructures, water supply, roads, allocation of funds, selection
of beneficiaries and schemes etc. (Jamir & Shikhu, 1997). If one were to trace the roots of
power relations in Naga society and narrow down to the village formation among the Nagas,
one can find that only the founding male members were acknowledged and recorded in
history and the village community holds the descendants of these men in high esteem even
today, even having the honour of playing an important role in the village administration.
Whereas, the women who accompanied these men are not recorded and barely mentioned in
the historical records. Only recorded women leaders would be by Mills (1926) in his book
the 4o Nagas providing details of two women rulers, one was Sangtemla and the other laid
the foundation of Kubza village in Mokokchung district of Nagaland. The denial of women

in leadership is very much supported and accepted widely in the Naga society. Chana (1992)
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states thus, “women were excluded from men’s culturally assigned occupations because it
was assumed that women lack capabilities. ” This can also be observed from the analysis of
gender by Chaudhuri (2003) who argued that if one looks at the cultural traditions,
patriarchal force plays an important role in choosing the cultural practices of community. As
such, women in Naga society are placed at a juncture of conflict between compromising

tradition and modernity.
2.2. B. The Naga family

Family being the primary social institution and a basic primary group in any given society,
perform multifaceted functions performed by it makes it a much-needed institution in a
society. In the Naga society, the institution of family is organized around the norms of
patriarchy and patriliny. Naga society follows a patrilineal descent where the descent is
traced through the male line. According to the Naga customs, sons can inherit all the
immovable properties like house, forest and land while movable properties can be given to
daughters like clothes, ornaments, livestock etc. As soon as a woman marries, she leaves her
parental home and loses the privilege of using her father’s property. In some cases, gift in
the form of land is given to the daughter but such properties are reverted to either brother or
uncle after her death. Even the land purchased by women from her earning is inherited by
her son. In case of the death of the husband, the widow can continue to live in the house and
use the land during her lifetime. However, if she remarries, she forfeits her right to the land
and house and it reverts back to her husband’s family. The land is accorded to the son or if

there is no son, the land goes to the husband’s brother or husband’s relatives.

Marriage is considered as the foundation of Naga social structure and socially valued.
Monogamy is the general form of family structure among the Nagas. However, among the
Nagas, only the Anghs of Konyak tribe is known to practice polygamy. It was considered
prestigious to marry more than one wife for the Anghs as having more wives meant having
more children. Marriage is also vital for the social advancement of the individual male and
for most of the ceremonial feasts that confer status depends on a man having a wife (Jacobs,
1990). After the marriage, the new household is considered as both a new economic and
ritual unit where both the husband and wife become in effect a ritual unit responsible for the
rituals to promote the health of the family and the family’s crops. In time, the new household
goes on to reproduce children and be married off where the parents in a hierarchical group
for instance, the Semas will try and use their daughters to secure the highest possible bride-

price and will insist on marrying their daughters off within the chiefly clans which are
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considered more or less an aristocratic class. Having more sons also is considered a privilege

for the chief as it means being able to expand the area of their political influence.

In the modern context, most Naga families are found to practice neo-local type of
family where the newlyweds leave their parental home and start a separate family. Naga
society being patriarchal, the father has full custody of the child in case of a divorce. In the
event of an infant during divorce, the child is allowed to remain with the mother till the infant
is weaned after which, the father takes sole custody of the child. In case of the husband’s
death, the mother takes full responsibility of the children but if she remarries, either the child
comes under the custody of her husband’s parents or sometimes the child is raised by the
mother under mutual consent provided the child’s surname remains unchanged. In Naga
society, clan exogamy is followed whereby marriage within the clans is prohibited. It is
considered a taboo and violation of such is severely punished according to the customary
law. Practice of endogamy is therefore never encouraged nor practiced among the Naga

tribes.
2.2. C. Traditional economic systems

Traditionally, agriculture was the mainstay of the Naga society. It can be stated that although
centuries have passed, the Nagas’ dependency on agriculture still remains to be an integral
part of their social and economic life as agriculture engages about 73% of the total
population of Nagaland (Senotsy & Kinny, 2016). Rice is the staple food of the Nagas apart
from other crops and is cultivated on a large scale. There are three types of rice cultivation
practiced in Nagaland— Shifting Cultivation, Wet Rice Cultivation (WRC) and Wet Terrace
Rice Cultivation (WTRC) which is considered to be the source of livelihood for the people
living in a village and almost all the Naga tribes practice shifting cultivation except the
Angami and Chakhesang tribe who practice WTRC in the district of Kohima and Phek and
WRC is found to be practiced in some parts of the state like Dimapur, Jalukie, Tizit and
Baghty (Jamir & Shikhu, 2017). Besides cultivation of paddy and variety of crops, the
economy also included hunting, fishing, domestication of animal etc. The Nagas consider
meat as the most important food item and besides being used as food, animals and poultry
were used for propitiating the supernatural beings and spirits for good fortune during
hunting, head-hunting, fertility of crops, animals and men, for rituals, for celebrating the
feast of merit, birth rites, marriage feasts, death rites, agricultural festivals and many others
(Kath & Thong, 2011). A significant feature of the Naga economy is the absence of landlords

or any class of landless peasants. One can say that the village society is so organized that
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every individual is assured of the basic necessities such as food, clothing and shelter. When
it comes to division of labour for cultivation processes, it is the women who get up by dawn
to start the daily chores observed as a traditional gender role. This often results in more work
hours for women than men in the Naga society. Most necessary equipment or tools like spade
or dao or utensils to be used in the field were carried by the women folk. This practice was
based on the belief that men worked harder than women in the fields so the equipment/tools
should be carried by the women. Women were responsible for all household chores even
after returning home from the day’s work in the field whereas the men went to the ‘dahu to
relax and spend time with friends. Traditionally, Naga women were responsible for weaving
clothing items such as shawls and mekhalas, basketry and handicrafts which adds to the
sustenance of the village economy. However, with modernisation the influence of the
western culture in terms of food habits, sense of dressing and the lifestyle in the twenty-first
century has led to loss of traditional knowledge of weaving, basket making and handloom
products. The whole system of life has changed in the process of development due to
diffusion, accumulation, adoption as assimilation of the western ideology and beliefs (Kath

& Thong, 2011).
2.2. D. Religion and belief system of the Nagas

Durkheim (1915) saw religion as “a unified system of beliefs and practices relative to sacred
things, that is to say set apart and forbidden, beliefs and practices which unite into one single
moral community, called a church, all those who adhere to them.” Religion as one of the
basic institutions plays an integral role in the Naga society in the past up to the present. James
Frazer (1957) in his seminal work The Golden Bough defined religion as “a propitiation or
conciliation of powers superior to man which are believed to control the course of nature or
human life”. There are numerous opinions regarding the belief system of the Nagas or the
religion of the Nagas. According to Bareh (1970), “Naga religion is described by
sociologists to be animistic which lay emphasis on the existence of the deified manifestations
of nature and propitiation of spirits both benevolent and malevolent.” Jacobs (1990) differed
by stating that “traditionally, Nagas were described as animists... in fact, this is only half
true because they also believed in gods.” Longchar (1995) also affirms that Naga religion is
not animistic but rather is a community religion whereby there is involvement of the whole
community and religious ethos is contained in people’s heart and oral history and not in idol
worship. Therefore, for one to assume that Nagas are animistic beings is found to be

misleading. The indigenous religion of the Nagas can thus be understood as a belief in a
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Supreme Being rather than being animistic in the sense implied by Tylor (1871) as, “animism
is the attribution of a soul or spirit to living things and inanimate objects. In full-blown
animism, nothing is really inanimate; everything is alive in spirit, alive or not.” The
dichotomy of the sacred and the secular or the spiritual and the material, was unknown in
the traditional Naga religion (Shikhu, 2007). The Nagas were generally very religious which
was manifested through rituals and rites in all their life processes. They had a concept of
belief in God and spirits which did not affect the society directly but influenced them in the
form of malevolent and benevolent characteristics (Watienla, 2019). Frazer (1957) believed
that in the natural world, there are laws in nature that is ruled by one or more deities. The
Nagas also used magic to deal with recovery from sickness, in case of proceedings of rain,
the observance of genna and taboo which also contains certain elements of magic and is
extensively practiced by the Nagas for social and religious life at family and community
level (Jamir & Shikhu, 2017). One genna is referred to as prohibition when the residents of
the village are forbidden to work and such gennas are observed on the occasions of festivals,
agricultural operations and occurrence of natural calamities, while the second type of genna
is referred to the individuals, family and clan (Nshoga, 2009). The word ‘taboo’ comes from
the Polynesian dialect simply mean ‘prohibition’ and it was first introduced by Captain Cook
in 1777. According to Henry Presler, taboo or taboos are those “caution established to guard
against supernaturally dangerous things like plants, animals or person especially those who
possess mana” (cited in Longchar, 1995). Naga life was fully submerged in the sea of taboos
that includes taboo relating to birth, death, agriculture, marriage, war etc. and each and every
activity is bound by taboo (Mahato, 2023). In a nutshell, taboo determines a person’s course
in life and defines the social and cultural life of the Naga community. For instance, it is taboo
for pregnant women to eat bear meat which was a symbol of stupidity because of the fear
that the child born will be stupid. Taboo and genna are so close and inter-woven that in many
instances the observation of one lead to the other at the same time (Kath & Thong, 2011).
Elements of Totemism could also be found amongst the Naga people. The concept of
totemism as a form of religion was first formulated by John McLennan in an article “The
Worship of Animals and plants” in 1869-1870 which was the start of the study on what
would be called totemism. The Nagas believed that they emerged from animal, birds, insects,
stone and trees. Among the Chakhesang, a clan known as Merisunuomi is believed to be
descendent of a mushroom; among the Ao Naga, Ozukum clan is said to be born out of a bird
and Kichu from sparrow and among the Rengma tribe, the Tepinyu clan is believed to have

emerged from the tiger (Jamir & Shikhu, 2017).
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The phenomenon of Lycanthropy is another aspect of the Naga belief system.
Lycanthropy refers to the supernatural phenomenon of mythical transformation of a person
into an animal or a form of madness in which people imagine themselves as an animal
(Shikhu, 2007). Lycanthropy in general is the belief that humans can metamorphosis into a
tiger, wolf or other wild animal. Lycanthrophy is elaborately developed among many Naga
groups and in some villages, it is believed to be inhabited by were-tigers or were-leopard
people. Many Naga tribes practice lycanthropy in which it is commonly believed that a
person is having a spirit in the form of a tiger (Martemjen & Lkr, 2014). The existence of
lycanthropy among the Naga tribes was first reported by Davis in 1891 who wrote: “Men
with the power of turning themselves into tigers. Tiger-men are well known and I have the
pleasure of the acquaintance of one. This gentleman is a Sema Chief of a small village in
Tizii Valley. He himself disclaims the power, but that he has it is implicitly believed by the
whole of Sema and Angami tribes. A whole village of tiger-man is said to exist in the far
northeast” (cited in Lanunungsang & Jamir, 2005). Generally, lycanthrope is believed to be
inherited and perpetuated in some families or clan. It is said that in the initial stage, the
partner animal (the person’s spirit) takes place with an ordinary grasshopper or reptile, and
then gradually transforms into a wildcat, wolf, leopard, and finally a real tiger whereby the
spirit of a tiger man is believed to be replaced six times and five times in case of a tiger
woman during the entire span of life (Lanunungsang & Jamir, 2005). The Naga tiger-man or
woman still play an important role in the socio-religious life of the Nagas even today as it
was in the past. They are regarded as diviners and often consulted for the whereabouts of
missing cattle, theft, locate criminals, to point out any untoward social elements or incidents
and also to find out the causation of any kind of sickness (Watienla, 2019). As such, when it
comes to crucial occasions or events the tiger man/woman is consulted for the safety of the

individual as well as the village community.

The religion of the Nagas thus is found to be similar to other tribal groups around the
world where communities believed in the Supreme Being or the Spirit God who creates
everything. This manifestation was expressed through their traditional myths, songs and
folklore. It has provided them with a clear understanding of the living world in which they
are an integral part (Martemjen & Lkr, 2014). The Supreme Being has different names
among the different Naga tribes: the Ao Nagas calls it Lijaba, the Semas refer to it as Alhou,
the Angami Nagas Ukepenuopfu, the Lothas call it Potso, and the Konyak call it as Hahzang
(Watienla, 2019). To the Nagas, the Supreme Being represents the manifestation of the

unseen divine power behind every creation and all productive activity of men and the destiny
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of humankind (Kath & Thong, 2011). The Nagas also believed in the existence of spirits, in
different gods for different social and spiritual needs such as god for home, for wealth, for
forest, for rivers and lakes and mountains etc. (Martemjen & Lkr, 2014). There were both
benevolent and malevolent spirits and some even indifferent spirits where benevolent spirits
were generally thought to be responsible for the welfare and prosperity of humans and
malevolent spirits on the other hand were thought to be dangerous and destructive to human
affairs (Watienla, 2019). Another dimension of the Nagas was the belief in omens, divination
and dreams which were considered as not just mere objects but living and dynamic in nature.
Dudek (2008) states that the idea and belief in omens, divination and dreams have a
tremendous impact on the lives of the people. They not only look for strength, guidance and
inspiration but all the important directions and decision in life were expected to be in
consonance with the signs of omens, divination and dreams (Longchar, 1995). The Naga
people observed the omens meticulously before undertaking any event in life like farming,
going on a journey, war or hunting etc. The strong beliefs and practices govern all aspects
of culture, tradition and life of the Naga people. As such, the above mentioned are some of
the significant elements of belief system observed by the Naga people in the olden days. For
the Nagas, religion and belief system encompassed the entire social and cultural life of the
community. Strict routines were maintained and followed by every individual, group and

village.

Christianity came to the Naga Hills in the 19" century during the colonial period
under the protection and moral support of the British Government (Achumi, 2012). The
gospel was first preached at Molungyimsen and that was “the beginning of change from the
old faith, culture filled with superstitious and fear, to the gracious act of the cross” (Imchen,
1993). With the advent of Christianity in Nagaland, the traditional life of the Nagas
underwent substantial transformation. Much of the age-old religious beliefs were abandoned
under the influence of Christian proselytization and the religious practices, social
organizations and the community life of the Nagas met a new beginning. Hutton (1969) thus
notes in ‘The Angami Naga’ that, “Old beliefs and customs are dying; the old traditions are
being forgotten, the number of Christians or quasi- Christians, is steadily increasing and
the spirit of change is invading and pervading every aspect of village life” (cited in Nshoga,
2009) and it has also been recorded that the most massive movement of Christianity was

among the Nagas in all of Asia (Eaton, 1997).
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The introduction of Christianity in the Naga hills affected the functioning of the
Morung as the traditional institutions were considered as not being in line with the Christian
values and principles. With the introduction of modern education, the Nagas started
attending school and became literate. The entire social, cultural and religious system of the
Nagas was infused with the western influence. With the onset of modernization in the Naga
Hills, strict adherence to traditional beliefs and practices became laxer, yet the Naga people
still respect their social and cultural ethos which are upheld and promoted although 87.93

per cent of the people are Christians today (Census of India, 2011).

It is pertinent to note that although Christianity preaches equality, it failed to
eradicate the patriarchal stronghold in Naga society as the ideology of patriarchy itself has
been strongly emphasized in the scripture. Women are presented as temptresses who distract
men from worship such as Eve in the Bible who disobeys God and tempts Adam to his
downfall. Similarly, in many religious teachings, women are assigned the role of nurturing,
caring and mothering. While Christianity is often credited with elevating the status of
women, it has served to reinforced patriarchal values in the society. If women fail to conform
to the traditionally assigned gender stereotypes, they are seen as deviating from Christian
principles. As Jacobs (1990) states “the traditional Naga beliefs are related to traditional
society and how (consciously or not) missionary beliefs either fitted in harmoniously with

these pre-existing systems, or else appeared to challenge them”.
2.2. E. Kinship and clan system

For the Nagas, kinship represents one of the important bases of social function which
influenced every social, economic, political and religious activity. Naga society is structured
and defined by a complex kinship matrix system based on an ancestral social institution
(Nienu, 2015). The Naga people follow agnatic descent through the male heir leading to
strong male preference as it is the means to continue the clan lineage. As such, among the
Nagas the structure of the kinship system is based along patrilineal lines. Kinship
terminology is another significant aspect of Naga Society and every Naga tribe has certain
kinship terminologies where respect is shown to an elder/older person by addressing them
with kinship terms. Kinship terminology such as Apu and Aza (father and mother in Sumi
dialect), Oko and Amo (Parental uncle and aunty in Ao dialect), Ema and Efa (Brother and
Sister in Sangtam Dialect), Atsolo and Atsokhyongo (Niece and Nephew in Lotha Dialect)
are used to address them (Jamir & Shikhu, 2017). In the Naga society, obedience and respect

to parents and elders is assumed to be of utmost importance. Kinship system through its
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systematic organisation prescribed the rules of marriage and descent. Thus, kinship rules
ascribe to a person whom he can marry, who would bear his children, who would inherit his
property (either son or daughter) and ultimately at the time of demise, who would conduct
the last rites (Jamir & Shikhu, 2017). Thus, kinship is a basic organising principle for the

Naga people which provide a model for their interpersonal behaviour from birth to death.

A crucial aspect of the Naga kinship structure is the clan. Members of a clan believe
they descended from a common ancestor through the culturally accepted line of descent
whether matrilineal or patrilineal (Ovung, 2012). A clan is a very important part of an
individual’s self-identity and finds concrete expression in the mutual obligation clan
members owe to each other (Jacobs, 1990). The clan relationship is very strong in village
community as the members had to act collectively in matters of head-hunting, village
building, repairing of footpath, making of clan wells, construction of clan member’s houses,
construction of clan or khel’s morung, co-operative efforts in marriages of clan member’s
houses, sharing responsibility and joy during festivals and so on (Thong, 2011). In the clan
system, it is the eldest male member of the clan who wields authority over the clan and he is
regarded in high esteem. Clan membership is believed to be through a common ancestor so
clan exogamy is upheld strongly till date. And all social institutions like marriage, polity,
and inheritance and succession of property have a direct relation with the clan system of the
Nagas. The clan system is thus understood as a source of identity for the Nagas and holds a

pivotal role in creating a sense of solidarity among the Naga villagers.
2.2. F. Education in the Naga Society

The Nagas as a whole exhibit a rich traditional heritage and has a similar culture and much
in common in their customs and way of life. An important traditional institution found in
many Naga tribes was the institution of the Bachelors’ dormitory commonly known as
‘Morung’ which was an institution for learning and socialization of the young. Before the
advent of Christianity, the Morung was the only social institution through which older
housemates enlightened the boys and girls on the traditional customs and traditions of the
society. The boys Morung were known variously as ‘Arichu’ for the Aos, the Lothas call it
‘chambo’, the Phom call it *hang’, the chang call it ‘haki’ respectively (Stirn & Ham, 2003).
The girls’ dormitory was known by the name ‘ywo’ for the Konyaks, ‘tsiiki’ for the Ao and
the Rengmas call it ‘luchu kai’ (Borah & Sengupta, 2016). The boys were taught about the
art of life and war whereas girls were taught to learn everything to do with household,

agricultural affairs, handiwork and embroidery and were taught to believe that they are
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primarily responsible for housework. The ‘graduates’ of the Morung go on to occupy high
seats in the village administration comprising of the council of elders commonly known as
the Village Council. Evidently the Morung played a more pivotal role in the village polity
and served as the centre for most of the village’s decision-making processes. Thus, Morung
system of education socialized the members according to a well-defined sexual division of
labour. The disintegration of the Morung commenced with the introduction of formal
schools. Although it is no longer followed in the present day, traditional socio-cultural
activities are still kept alive in the form of relics displayed during traditional festivals and
celebrations (Jamir & Shikhu, 2017).

Formal education was introduced into the Naga Hills by the American Baptist
missionaries in the late nineteenth century, followed by the British. The first Mission was
set up in 1840 by Mr. Bronson at Namsang in the Tirap Frontier division (Imchen, 1993). It
was in the year 1872 that missionaries Godhula Brown, Rev. E.-W Clark and his wife Mary
Clark who established church in the Ao area of the Naga Hills and the first formal school in
the Naga Hills was started in the year 1878 at Molungyimsen Village by Mrs. Mary Mead
Clark (Kiremwati, 1995). The school was established originally with the intention for
educating the Naga girls so that the Naga converts can have Christian wives who can build
Christian homes and not so much for its own sake. Incidence of difficulty in persuading Naga
parents to send their daughters for schooling has been reported by Downs (1996). The main
reason being, if daughters were to be sent to school, there would be no one to do the domestic
chores in the house or work in the farms, which reflects the almost regimented gender
division of labour that existed in Naga society. Similar view is cited by Imchen (2001) in
this regard who states thus, “In the beginning the parents strongly objected to the education
of their daughters. They believed that if they were sent to school, who would work for the
family? It was a prevalent belief that women were only fit for household works.”

However, in spite of the initial hesitation and qualms of the Nagas with regard to
education for girls, the efforts of the Christian missionaries paid off and today, the literacy
rate of Naga women stands at 76.67 per cent against the total State literacy rate of 80.11 per

cent (2011 census).

45



2.1. Total state population and Literacy by Sex (2011)

Total Population Literate population

Persons Male Female
1.980,602 1,357,579 | 731,796 | 625,783

80.11% 83.29% | 76.69%
Source: Census of India 2011, Nagaland, Series 14.

The advent and advancement of modern education has enabled women to deviate from
culturally imposed roles and modern Naga society has seen an increasing number of women
entering the world of work. The impact of modernisation and formal education has brought
the Nagas to a point in time where a conflict is observed between tradition and modern
values, particularly in terms of gender role. As Temjensosang (2013) notes, “Educated
women today are more into profession besides their home service. They have begun to
realize a new identity that they can hold any position not assigned by traditional customs,
conventions nor by right, but by virtue of their own merit. Women’s entry into professional
employment outside the home has opened a new chapter and therefore represents a radical

change in the status of women in the Naga society.”

2.3. Understanding Naga household work

Work being the primary human activity and a defining force in people’s livelihood, the
concept of work in the context of Naga Society is explored in the following section. In the
context of the Naga society, a household can be defined as a social, cultural and religious
entity and each household is a unit of food production, consumption, distribution and
ownership of property (Shimray, 2004). Every household encompasses a wide range of kin
including grandparents, parents, children, unmarried brothers and sisters, cousins or aunts
and uncles and even if these people are not inhabitants of the same household, compound or
village, there is still a sense of communal responsibility and obligation that is strongly felt
and remains wide ranged. For the Naga people, household work plays a significant role in
their livelihood system and in order to understand the concept of ‘work”’ in the Naga context,
one can analyse the division of chores founded on cultural norms. The traditional gender-

based division of work in Naga society is presented in table 2.2 and table 2.3.
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Table 2.2 Traditional gender-based division of work (i)

Chores performed by men

Head-hunting and war, metal work, wood
carving and wood works, basketry, pottery
(for Eastern Angami and Tangkhul),
Priesthood, Chieftainship, construction of
house and granary, killing of Mithun, pig or
wild animals, collection of construction
tools and materials, felling of trees, making
implements for production of textiles,
making of household implements, making
utensils, making furniture, making and
repair of weapons, making agricultural
implements, hunting of birds, wild animals
and fishing, wrestling, war dance, inter-
village friendship negotiation, major
decision making, participation in village
administration, payment of marriage price,
barter on bottle, trapping of animals,
construction of grave, tending of cattle,
painting, and demarcation of jhum fields
and other land, clearing jungle, tilling soil,
demarcation of plots and construction of
house in the field,

work path

clearing, threshing

Sources: Kath & Thong, 2011; Jacobs, 1990
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Chores performed by women
Spinning, weaving, sowing, cooking,
washing, delivery attendant, pottery
(for Ao,

exclusively females up to the firing

Rengma and Sema-

stage), thatch cutting, carrying of
thatch, house cleaning, brewing of rice
beer, making fire, feeding of pig and
fowl, feeding of children, husking rice,
collection of firewood, fetching water,
barter in vegetable, collection of wild
vegetables,

gardening,  tattooing,

embroidery works, preparation of
yeast, distillation, food preservation
work, weeding, winnowing, clearing
fields for next year’s sowing. In the
case of Naga women, they are absent in

the major decision making and village

administration.



Table. 2.3. Traditional gender-based division of work (ii)
Work done mostly by Work done mostly by Work done by both men and
men and partly by women and partly by women
women men
Clearing jungles, tilling  Sowing paddy, weeding, = Reaping, work in bone, ivory and
of soil, clearing of paths, | winnowing, daily offering | shell, practice = of sorcery,
threshing of paddy,  of meat, rice and rice beer | medicine  making,  dancing,
games and  sports | to the spirit singing, fishing, marriage

(leisure) negotiation, trading

Sources: Kath & Thong, 2011, Jacobs, 1990

As is evident from the tables, most economic activities are distinguished according to gender
although this is more of a general tendency rather than a set of strict rules. It is evident that
women in Naga society have always been very much a part of the agricultural and economic
activities that sustains the household although being primarily identified as managers of the
home. As Yano & Tsolo (2015) states, “From a very early age, a girl child is taught how to
work in household chores and help in fieldwork when her brothers and boys of her same age
were out playing with their friends... a mother gets little or no help from her husband and
sons when it comes to household works but her daughters help her.” Shimray (2004) points
out that women’s participation in numerous activities clearly provides a comprehensive
picture of work done by them which predominantly falls under the domain of household
duties. This breakup of activities, according to Shimray is clearly indicative of the fact that
housework is not a homogenous category applicable for all women and that it is done in
addition to chores like cooking, cleaning and childcare. Women have a greater range of
domestic responsibilities starting from sustaining the household to various agricultural
activities even though they have immense work burden in both. The traditional nuclear
families give the impression of a bread earner father and a home making mother with
children. However, contrary to patriarchal beliefs, nurturing is not just a feminine
trait. Mukhim (2015) has rightly pointed out that men can nurture and care as women do. It
is because of the patriarchal ideology which holds the mother as the primary caregiver or a
mere housewife, disregarding the numerous economic contributions of women as child-care
is not regarded as an economic activity. Whereas, the father who is elevated to the role of
bread winner in society is regarded the head and centre of the family and this is how

domination is believed to begin in the family. Sociologists Delphy & Leonard (1992) argue
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that with all the housework and childcare handled by women, their contribution to the family
remains the largest. On the other hand, men are seen to make lesser contribution in the
household yet, stand to gain the most in society and are also perceived to exploit the wives
for unpaid household labour. A similar argument was posited by Ann Oakley in the 1970s
who also argued that as difficult as housework is, it is unrewarding for women and the
arrangement of free labour only works in favour of men.

Based on the above discussion, it can be inferred that gender socialisation in the Naga
society is influenced, strengthened and reinforced by social institutions such as the
traditional economic systems, religion, family structure, village governance and education.
All these traditional social institutions are founded on patriarchal ethos and continue to
condition the behaviour and attitude of the Naga people. Whether it is the Naga traditional
institutions or the customary law and practices which are all inspired by the belief in male
dominance and inspired by oral traditions of folklores or myths which focus on male
dominance and the bravery of the men-folk whereas, women are depicted as weak or
subordinate beings who needed men’s protection. Socialisation that occurs within the family
conditions boys and girls to accept traditional gender roles from a very young age; that the
roles are assigned on the basis of the biological differences between men and women.
Oakley (1979) argues that gender socialisation forces individuals to conform to gender
expectations right from a young age. This can be further interpreted as hegemonic
masculinity which is the expectation that boys have to be protectors, providers and
aggressors whereas, girls are expected to be nurturing, calm and focused on their appearance.
As such, from a very young age boys and girls are taught to believe that masculine traits are
'superior' to girls. These gendered distinctions between boys and girls are also reinforced
through gender-specific toys, books, appearances, and media representations (among many
others). Whether work is understood in terms of education or the Naga traditional
agricultural practices, women in Naga society continue to be seen as belonging to the
disadvantaged stratum. Even in terms of religious beliefs, with almost 90% of the Nagas
identifying as Christians according to the 2011 census, one can surmise that patriarchal ethos
in Christianity itself constitutes an important force for reinforcing gender stereotypes. The
influence of Christianity in strengthening the patriarchal ethos in Naga society is apparent
as Zehol (2009) contended that of all the modern forces of change, the oldest and most
influential positions is occupied by Christianity as far as tribal societies in India are
concerned. In terms of the lack of representation of women in the village governance or

family inheritance rights, Naga women continue to be marginalized and disseminated. To
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quote Thong (1997), “the position of women in the Naga society is comparatively high and
they are honoured for their role in the family and majority of the domestic affairs are in her
hands...the lady of the house is the last to retire at night and the first to rise long break of
the dawn. Much to the similarity of Proverbs 31 that describes the ideal women”. This
rhetoric statement indicates the inherent attitude that is patriarchal by nature and the irony
of labelling the status of women in Naga society to be one of ‘high status’ when in fact,
objective analysis of gender relations in Naga society clearly suggests that women are
subjugated by cultural customs, traditions, norms, value beliefs and conventions.

2.4. Women and work participation

In recent times, with the development in the state’s employment pattern, the steady increase
in female workforce participation in recent times can be observed from the PIMS report (see
annexure III) which shows that the total female government employees comprised of only
22.46 per cent of the total employees during 2014 which substantially increased to 31.26 per
cent in 2021 in different strata of professional hierarchy (Department of Economics and
Statistics, GovernmentofNagaland,2022-2023). Therefore, this growth in women’s active
participation in Nagaland’s public service points to a positive trend showcasing a gradual
increase in gender inclusivity and representation in the public sphere of work earlier

considered as a male domain.

The growing presence of Naga women in Nagaland’s public service therefore, marks
a significant stride towards harnessing the full potential of women and also foster a work
environment that values diversity and inclusion of its employees. However, given this
development, the efforts to enhance this trend remains a pressing challenge for many
working women especially mothers in particular whereby the issues of gender equality and
socio-economic development is concerned. With many working mothers in the public
service today, the need to address barriers at profession and home is crucial in realizing these

aspirations to create a more equitable future for working mothers in Naga society.

The succeeding chapter will provide a detailed account on the issues related to
women and work in the Naga society, analysis of the gender division of labour and gender
norms in the Naga society and the motivating factors for working mothers to engage in paid

profession.
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CHAPTER 111

STRADDLING TWO WORLDS:

NEGOTIATING WORK AND HOME



CHAPTER III
STRADDLING TWO WORLDS: NEGOTIATING WORK AND HOME

3.1. Introduction

Families have been changing, so have places of work, paid work distribution, varied
economic opportunities and also the composition of gender at the workplace. Globally,
women in the workforce are increasing and today an increasing proportion of the workforce
is female as 56 per cent of women make up the workforce worldwide (Skalli, 2007). Women
apparently seek employment outside the home for the same reason as men do which is to
provide for their welfare, their families or other reasons. But because of their dual role,
women are perceived to have heavier responsibilities as compared to men. Suwondo (1981)
suggests the ‘roles of women’ in simple terms as “firstly, being member of a country in
regard to civil rights and politics, it includes fair deal to female labour force participation,
also called as external function. Secondly, being a mother in a family and wife in the
husband-wife household, also called as internal function” (cited in Lantara, 2015). These
internal and external functions are considered to be intrinsic for many women today,
especially for career driven women. In order to do justice to the demands and requirements
of both roles working mothers end up having to adapt at managing the dual sided roles. As
Cunningham (2005) states, “Negligence may bring discord in cases where some women
prefer one role over the others. If career is preferred, some of them face threat of broken
home or if things come to worst, divorce.” Dual earner families are faced with new issues
especially with regard to time management challenges as they strive to combine the
responsibilities of paid work and care-giving for both children and elderly members in the
family. As Dex (2004) states, “Evidence has been mounting that families are under pressure
either from having too much paid work, time poor- money rich, or having too little and

’

insufficient income, time rich — money poor.’

Women have always been regarded as the weaker gender throughout history, even in
physical and intellectual capacities. However, as women gradually entered the workforce,
they have gained increasingly prestigious positions (Dejong, 2010). In the context of the
present study, the traditional Naga society confined women to the drudgery of domestic
affairs while the men go out to work. However, today mothers form a substantial part of the
government employees in Nagaland as the 2011 Census shows that the work force

participation rate for females in Nagaland state stands at 44.7 per cent against 53.4 per cent
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for males (Annual Administrative Report 2020-21 of Economics & Statistics department,
Nagaland). The role and status of women in the Naga society is therefore transitioning to
one where they are participating alongside men in various areas of life. In spite of this fact
the notion regarding women’s primary place as home makers is still culturally embedded in
the Naga society. The present chapter therefore seeks to understand the gender role and
division of labour within the Naga household, the motivating factors for the respondents to
engage in paid profession and also explore the question of authority over the family’s finance

and decision-making processes.
3.2. Gender role and division of labour

Division of labour in most society is believed to be developed along the lines of sex.
Historically, although work as an activity is performed by every individual regardless of
gender, it is the gendered division of labour which ensures that tasks are assigned largely on
the basis of sex. The division of labour is thus conceived as the most fundamental way
through which sex-based distinctions are expressed in human societies. Within households
the sex-based division of labour is reflected most directly in the differential child-bearing
responsibilities for men and women. Wharton (2012) states that, “Women (and not men) give
birth- a biological fact- but women in most societies have primary responsibility for
children’s care and rearing. Gendered differences in the responsibility for children are an
important component of family as a gendered institution, and shape many aspects of
women’s and men’s work and family lives.” The gendered division of labour is one that is
culturally created which is seen to work to men’s advantage. The family unit is also held as
a reproductive ground where patriarchal values are transmitted which in turn create a
patriarchal society as Thompson (2014) notes. A similar perspective was also forwarded by
Moser (1993) who states that, “Gender roles are activities assigned to men/women on the
basis of presumed differences... It means learned behaviour that determines which activities,
tasks and responsibilities are considered male or female, including reproductive,
productive, community managing and political functions”. In the context of the Indian
society spheres of adult activities are one that is segregated by gender. Mahapatra (2002)
states therefore, “Ideologically, males are viewed as producers who provide material needs
of their women and children; women on the contrary are treated as ‘consumers’ whose place
is in the household and perform socially defined roles of cooking of food and caring of
children. The division of work among men and women, rather than being arbitrary, is

socially defined.” The division of labour in Naga society is no exception.
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3.3. Division of labour in Naga household

Even before the advent of Christianity, there was a strict division of labour ascribing
particular roles to men and women in Naga society. Though there were no taboo as such
against men and women in crossing these clearly defined gender roles, however, doing so
was generally viewed as improper and disrupting the general order of the cultural norms.
The labour done by women was not seen as less important but in fact was considered crucial
for the sustenance of the village community (Lokho, 2017). One persisting feature of the
Naga society is the segregation of responsibilities in Naga society where ideologically, males
are viewed as the ‘man of the house’ providing for the family’s needs whereas, women are
treated as dependents bearing the primary responsibility of childcare and domestic chores.
This is an almost ubiquitous phenomenon and Mahapatra (2002) states that the men are
assigned the difficult, heavy and arduous tasks where physical strength is required whereas,
women are delegated to perform household dominated activities such as cleaning, washing,
cooking and childcare which are relatively less arduous but is supplementary and supportive

to men-folk. This is reflected even through the leisure activities of the respondents.

3.1. Respondents’ leisure activities

17% m Visiting relatives/friends
Help the children with their
homework
Watching T.V

13%

Others
40%

As presented in the figure above, majority of the respondents at 40 per cent help their
children with their homework when they are home, 30 per cent visit relatives and friends, 13
per cent spends their leisure time watching TV and for the 17 per cent who chose ‘others’,
undertook activities such as gardening, reading, cooking, sewing, taking the children to the
park, sightseeing, baking, browsing the internet, engaging in one’s hobby, and spending time
with family. It is a clear indication that the leisure activities of the respondents are in most

ways related to childcare and nurturing and other household related chores and obligations.

The modern family pattern is not without trauma as Hall and Hall (1979) in their
study of dual career families report that the most serious fights among couples occur not in
the bedroom but in the kitchen, between couples who profess a commitment to equality but

who find actually implementing it difficult (cited in Skolnick & Skolnick, 1989). Other
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studies of the unequal division of household resources also show that women have a lesser
share in the consumption of the household goods in contrast to men which ranges from food
to leisure time (Deem, 1986; Pahl, 1983; Delphy, 1978). And as women in Naga society
increasingly enter the labour market, it is pertinent to explore whether the division of labour
becomes more fluid, or whether it results in conflict. 64 per cent of the respondents in the
current study reportedly came into conflict with their husbands over division of housework,
29 per cent responded they never got into any conflict while 7 per cent respondents got into

conflict very often with their spouse over division of housework.

Fig.3.2. Spousal conflict over division of housework

7%

B Often W Sometimes M Never

Majority of the respondents who got into conflict with the spouse very often were found to
be between the 30 to 50 years of age who are employed in lower grade IV posts. On the basis
of working hours, 72 per cent of the respondents spend 5 to 8 hours daily at work and 64 per
cent of the respondents spend more than 4 hours doing household chores daily. Most of them
have children under the age of 5. One may surmise that factors for frequent conflict with the
spouse over division of housework is correlated to the long working hours and the presence
of children under the age of 5 who requires hands-on attention. Therefore, the data suggests
that the most significant variables for the respondents to get in conflict with their spouses
over division of housework is found to be the respondents’ age, working hours and age of
the children. This finding corroborates the prevailing gendered division of labour in Naga
society where the mother is ascribed the primary responsibility of work in the household and
in instances where the spouse does housework, it is seen as ‘helping’ instead of ‘doing’
household chores. Additionally, even from the children’s interviews it was found that
majority of the children confirmed that their mother took care of most household chores in

addition to helping the children with their homework.

Regardless of age, majority of the respondents who experienced conflict over division of

housework were found to be employed in Grade IV jobs which correspondents to a study by
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Raver (2003) who found that women who held lower rung jobs experience more negativity
when it comes to the parenting styles. Considering that income increase is a really positive
factor that leads to better mental health of the family unit in the long term, low wage jobs
may not benefit the family unit materially or economically. These factors can have an effect
on the parenting style in working mothers. While the husbands in dual earning families may
increasingly contribute to household chores, the respondents still shoulder primary care
giving responsibilities at home. This prompts the present research to look into the motivating

factors that propel Naga women into the labour force.
3.4. Women and work: motivating factors

The instinct of work prepares individuals to work, at least for sustenance of self, family or
personal reasons. Individuals thus have to work in order to maintain what they consider to
be their level of subsistence. The transfer of male-female relations into the public space is
very important as through this the concealing of gender-based discrimination becomes much
more difficult and this issue therefore is deemed crucial in combating poverty and promoting
holistic development. Before exploring the motivating factors for working, an attempt was
made to know the extent of work experience of the respondents in years. It was found that a
substantial number of respondents at 64 per cent had work experience of more than 10 years,
23 per cent had been working between 5 to 10 years, 12 per cent of the respondents had work
experience of 1 to 5 years while only 1 percent had less than 1 year of work experience as

presented in fig.3.3.

Fig.3.3. Work experience of the respondents in years

%
12% = Less than 1 year
23%

/ 1to5years
64%
' 5to 10 years
More than 10 years

On the rationale for engaging in paid profession of working mothers being one of the
objectives of the present study, respondents were provided with six (6) factors that motivated
them to engage in paid work outside the home and were asked to rank the factors in terms
of importance to them: 1 being the most important and 6 being the least important. The

motivating factors for working provided were financial self-sufficiency, self-esteem and

self-respect, to improve standard of living, to supplement family income, to utilize
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educational qualifications and parental pressure. The top ranked factor for seeking
employment by the respondents was found to be ‘financial self-sufficiency’ at 20.81 per

cent, followed by ‘self-esteem and self-respect’ at 20.04 per cent.

Table 3.1 Motivating factors for working

SI. No Motivating factors for working Percentage

1 Financial self-sufficiency 20.81

2 Self-esteem and self-respect 20.04

3 Supplementing family income 19.54

4 To improve standard of living 17.14

5 Utilization of educational qualifications 15.24

6 Parental pressure 7.18
Total 100

Employment may have various meanings to different people, especially in the context of the
working mothers in this study. To some it may be seen as a financial necessity, obligation,
and even a burden, while for others it may be a pleasurable experience and an opportunity
to fulfil one's own capability or potential. In the analysis of power by Kabeer (1999) she has
talked about the positive sense of the agency of “power to', which according to her refers to
“people's capacity to define their own life-choices and to pursue their own goals, even in the
face of opposition from others.” In a related study Kabeer (2005) further posits that, “One
way of thinking about power is in terms of the ability to make choices. To be disempowered
means to be denied choice, while empowerment refers to the processes by which those who
have been denied the ability to make choices acquire such ability. In other words,
empowerment entails change. People who exercise a great deal of choice in their lives may
be very powerful, but they are not empowered, in the sense in which I use the term, because
they were never disempowered in the first place.” Given the cultural context of the Naga
society where men hold the decision-making authority, perhaps the choice of the women to
work outside the home (private domain) can be seen as the strategic need of the respondents
to achieve the status of being ‘empowered women’ or ‘empowered working mothers’ in a
society that limits the role women to a homemaker first, before considered as a professional
worker. How then are the respondents by going out of the home to work, able to fulfil self’s
definition of an empowered working mother? As an NGO activist cited in Batliwala (1993)

puts it, “I like the term empowerment because no one has defined it clearly yet, so, it gives
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us a breathing space to work it out in action terms before we have to pin ourselves down to
what it means.” Therefore, an evaluation of the motivating factors for being in paid

employment from the respondents’ perspective is elucidated in the following sections.
3.4. A. Financial self-sufficiency

Mothers in full-time employment are under researched yet, their continuous engagement in
full-time employment emerges as being presented with opportunities for enhancing women's
stand in the labour force and furthering assistance in promoting their security for a lifetime.
Liberal feminists see this as a means for women to achieve advancement (Cooke & Gash,
2007). From table 3.1, financial self-sufficiency emerges as the top motivating factor for the
respondents to engage in paid work at 20.81 per cent. This fact is consistent with existing
literature which shows that the primary reason mothers go out to work is economic which
has not changed since the seventies (Martin & Roberts, 1984; Harkness, Machin &
Waldfogel, 1995). Paid work outside the home as a strategic means for women’s economic
independence in the context of the Naga society is reflected in a quote of a 32 year old
teacher who says, “I wanted to be a government school teacher because even though my
husband is also in the government service, [ wanted to be financially self-dependent so that
I can have the freedom to make use of my savings howsoever and whenever I want.”
Reiterating the same, a female organization leader Chubasangla Longkumer is stated, “When
we look at the family structures, we are not deprived of any right, we are liberated, but when
it comes to political representation or economic empowerment, we are far behind. Economic
independence of a woman will pave the way for her empowerment in many other aspects of
her life, so that’s our focus now” (cited in Longkumer, 2019). Therefore, the ‘choice’ to
work outside home for the purpose of financial self-sufficiency for majority of the
respondents can be perceived as one of the indicators among many that fulfils the
respondents’ definition of self-empowerment and thereby, challenge the traditional gender

role of women as a mere home maker.
3.4. B. Self-esteem and self-respect

Self-esteem as a term was first coined by William James in 1890. In psychological
term, self-esteem or self-worth is seen as “a person’s subjective appraisal of self to be either
intrinsically positive or negative” (Sedikides & Gregg, 2003). The ability to assess oneself
accurately and still accept and value oneself unconditionally is seen to be healthy self-
esteem. By this, it means to be able to realistically acknowledge one’s strengths while at the

same time accepting self as worthy and worthwhile without conditions or reservations
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(Johnson & Ferguson, 1991). Self-esteem and self-respect came next to financial self-
sufficiency as a motivating factor for them to engage in paid profession at 20.04 per cent. In
light of this, a 36 year old assistant professor says, “After my PhD, I was employed as an
assistant professor in a government college. Though demands from home do interfere with
my profession most times, I am enjoying my profession as it builds up my confidence and
self-respect, and earn respect from my peers and colleagues. Yes, my self-esteem has
definitely gone up from the time when I was unemployed.” A study by Sachdeva & Malhotra
(2001) found that work enhances the self-esteem of women and working women were found
to have higher self-esteem as compared to homemakers which the authors attributed to the
fact that these women would have something positive such as higher status or economic
independence by working outside the home. A similar finding has also been seen in the work
of Park (2000) and Flammer (1990) who concluded that professional working women have
higher gratification than housewives, were found to enjoy more in their job and developed a

feeling of self-worth.
3.4. C. Supplementing family income

Engels (1972) initially proposed a connection between women’s employment and their
liberation when he posited that women’s inferior position in society was accredited to their
economic oppression in society. The economic oppression of women because of legal
inequality has been noted by Sharma (1990) who states that “Economic subordination stems
from the dependence of the wife on her husband's earnings and the privatisation of the
services she renders in the household.” Established studies hold that mothers’ employed
status was found to benefit children by improving the family’s income and also in better
disciplining of work behaviour and better structure of family routines (Poduval & Poduval,
2009). Similarly, mothers who work full-time at the societal level were found to contribute
to minimising the pay gap between men and women (Kanji, 2011). In the context of the
present study, ‘supplementing family income’ was the third cited motivating factor to work
outside the home. A 39 year old respondent employed as an (LDA) says, “After my studies,
I wanted to work as a white collared worker not only for my financial independence which
is the first factor for working for me, but also to be a source in maximizing my family’s
income, especially saving for our future and children’s future.” From this narration, the
respondents’ motivation to go out of the home to work is perceived firstly, as a liberating
step for the respondents in empowering themselves as most respondents viewed themselves

as primary earners in dual-earning families; being equal contributors along with husband
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regardless of income was important to them, than simply concluding that the respondents’

working outside the home is merely a means to ‘supplement the husband’s income’.
3.4. D. To improve standard of living

According to Nickell and Dorsey (1951) family Income can be simply defined as “the stream
of money, goods, services and satisfactions that come under the control of the family, to be
used by them to satisfy needs and desires and to discharge obligations.” Improving the
standard of living comes fourth in order of importance for working outside the home. For a
woman to go out of the home and engage in full-time paid employment whilst also
attempting to fulfil motherhood duties is a challenging task. Many mothers feel the need to
be able to contribute to the family’s income but also to be able to contribute in improving
the family’s lifestyle. This feeling could be discerned in the statement of a 31 year old
respondent who said, “Being a career woman, I am happy that I am able to buy all the latest
facilities to upgrade my home and also my parent’s home with my own earnings. This gives
me so much joy and motivates me to work harder every day.” Another narrative is of a 44
year old teacher who stated her elevation in social status once she got into paid employment:
“Now that I am earning a decent income, I can also keep up with my competitive neighbours
and friends and who are always up to date with the latest appliances at home.” One sees
here an element of upward social mobility associated with the phenomenon of engaging in
full time work for respondents. Working mothers are not only able to support themselves
and their dependents, able to supplement the family income but additionally, achieve a
decent standard of living, perceived in relation to ‘others’ who seem to occupy a higher

position in the socio-economic ladder.
3.4. E. Utilization of educational qualifications

The introduction of modern education has enlightened women, enhanced their self-
consciousness and awareness for emancipation and liberation. In the present study, a
majority of the respondents are graduates at 42.71 per cent and 30.41 per cent are
postgraduates and above. Seeking paid employment becomes almost a corollary of the high
educational qualification to utilize one’s professional trainings and achieve professional
goals. This is reflected in a statement by a 35 year old respondent who says, “After my
postgraduate studies, I wanted to work in the state public service because I did not want all
my hard work, resources and my educational qualification to go to waste. In being a working
mother, I also want to teach my children the importance of utilizing one’s area of expertise

and being responsible people in society.” Education enables women to gain control over
59



their lives and brings about changes in power relationships within and outside the household,
including less tolerance to domestic violence (Sen, 1999). Further, educated women even
those who have access to secondary education had enhanced capacity to exercise control and
also helped in enhancing their self-esteem, literacy and numeracy skills (Ibid). Similar
findings were also recorded in rural Bangladesh by Schuler et. al. (1996). However, there
are also limitations to educations as a route to empowerment as the prevailing educational
system in Indian school curriculum that mirrors wider gender inequalities, gender
stereotyping such as portraying girls as modest, shy, caring and calm while boys are seen as
brave, strong and ambitious in the text books which thereby, reinforces traditional gender
roles in society. Education can thus, even serve as an agency to internalize gender roles in
society especially for women in poorer countries. Some studies suggest the changes
associated with education are likely to be conditioned by the context in which it is provided
and the social relationships that these changes embody and promotes. For instance, Kabeer
(2005) notes, “in societies characterised by extreme forms of gender inequality, women's
role in society is defined purely in reproductive terms, education is seen in terms of
equipping girls to be better wives and mothers, or increasing their chances of getting a
suitable husband. These are legitimate aspirations, given the realities of the society.
However, they do little to equip girls and women to question the world around them, and the

subordinate status assigned to them.”
3.4. F. Parental pressure

Parental pressure is the emotional stress that parents supposedly impose on their children
and frequently associated with academic performance, cultural and social standards and
other factors. In the context of the present study, parental pressure can be understood as the
pressure from the parents on the respondents to seek employment in government service, to
acquire societal standing as being unemployed is considered as an undesirable state
especially for people with high educational qualifications. Goffman (1963) states “The
unemployed have been identified as a possibly psychologically stigmatized social group.”
The present study however, found that ‘parental pressure’ was not a significant factor for
engaging in paid work by the respondents as this factor was ranked last in the list of

motivating factors.

Furthermore, there was a rather distinct narrative from a 45 year old respondent that
departs from the above listed motivating factors for seeking paid employment. The
respondent said, “I think it is essential to keep one’s brain active or busy which 1'd like to
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believe is basically to keep your brain working consistently just like body muscles which
needs regular exercises to get stronger. Once when I was on a long leave, I realised that 1
was becoming very lazy and passive. What I am trying to say is that in my case, I had the
feeling that by spending my days at home relaxing turned me into a less lively and moody
person.” Couzy (2012) had noted that many women work not only because of wanting to
work but more specifically because of their need to work. By ‘need’, she describes it as one
which has more to do with mental health than financial and as such, work activities are

perceived as beneficial for the brain’s overall health.

Kabeer (1999) talks about the ‘consequences of choice’ which is seen in terms of the
need to distinguish between strategic life choices. She has also evaluated the consequences
of choice in terms of their transformatory significance, which according to her is “the extent
to which the choices made have the potential for challenging and destabilizing social
inequalities and the extent to which they merely express and reproduce those inequalities.”
Likewise, the consequences from one’s choice to seek paid employment has in turn,
inescapable consequences when it challenges the gender division of labour in cultures where
rigid gender norms persist. Consequently, “whether a mother works out of financial
compulsion, a desire for self-fulfilment or to supplement the family’s income, in all of these
three instances, she is a working mother, but the implications of her situation are different”
as Poduval and Poduval (2009) contends. Skalli (2007) also stated that the key importance
of paid work to women is that it brings them financial independence, takes them outside the
family home and thereby challenges the traditional sex-based division of labour. The social
and economic motivations that drive women to work such that one can strive to succeed in
maintaining one’s personal identity, add pattern to one’s life and also to have interpersonal
ties to the wider social structure remain the significant motivating factors for women to
engage in paid employment today. Earning their own wage has enabled women to become
more financially independent while in the process, builds their self-esteem, self-respect and
self-confidence. These are in fact, seen as crucial accomplishments for women living in

strong patriarchal cultures like the Naga society.

3.5. Duration of daily work hours

According to the International Labour Organization (ILO), ‘working hours’ is the period
during which an employee is available for employment including short breaks allowed to an
employee by agreement for rest and fresh air other than the breaks provided. Long working

hours is recognized as working for a length of time which exceeds standard working hours.
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The definition of standard working hours however, may differ from country to country. For
instance, in the Indian public service the standard working hours is time is usually 8 to 10
hours daily and weekly working hours is capped at 50 to 60 including overtime (Labour and
employment, 2022). The present study required the evaluation of the working hours of the
respondents on a daily basis which would include the time respondents spend on household
chores daily and the duration of time the respondents spend at the workplace inclusive of

travel timing.

Fig.3.4. Time spent by working mothers on household chores daily
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As presented in the fig.3.4 above, almost half of the respondents at 45 per cent spend more
than 4 hours on household chores on a daily basis while another 45 per cent of the
respondents spend 2 to 4 hours on household chores. Only 10 per cent of the respondents are
seen to spend less than 2 hours on the daily chores. Along with the time spent daily on
household chores, the respondents were also queried on the duration of working hours at
workplace every working day inclusive of travel timing. For 45 per cent of the respondents,
the duration of working hours including commuting to and from work is between 5 to 8
hours daily, for 36 per cent it is more than 8 hours, while for 19 per cent of the respondents
it is less than 5 hours (fig. 3.5).

Fig.3.5. Duration of working hours at workplace including travel timing
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Taking into account the number of working hours at the workplace in addition to the time
spent doing household chores, it can be estimated that many working mothers spend more

than 12 hours working. In spite of the fact that total working hours may be becoming equal
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for many married men and women, there still exists a significant sexual division of labour
as Levitan and Belous (1981) found in their study which is in tandem with data from the
present study which reveals that almost half of the respondents are engaged doing household
chores for more than 4 hours daily even when they spend more than 8 hours at the workplace.
Wherever working hours are concerned, it is pertinent to look into the concept of
‘housework’ which remains an area of much debate and discourse in feminist studies.
Housework is not considered to be productive work and it is done within the home, unpaid
for and unaccounted for, not done through the market where it can be remunerated (Delphy,
1978; Kaluzynska, 1980). Costa and James (1973) also argued that housework is unpaid
work wherein it covers all the work that women do to for themselves and their
families. Because of the existing traditional gender norms that are dominant in the Naga
society, respondents in the present study are seen to conform to the existing social and

cultural norms that dictates the behaviour of individuals in society.
3.6. Women as provider: type of earner

In the definition of gender boundaries, a fundamental distinction lies in the question of the
provider and caregiver role (Potuchek, 1997). Earlier it was elucidated by Parsons and Bales
(1956) when he talked about the structural differentiation between instrumental and
expressive roles in the family where women are involved in the bearing/nursing of children
(expressive), and the men are involved with the provision of resources such as food, clothing,
shelter, decision making and family management (instrumental). However, feminist scholars
rule out this view and one such example is drawn from Middleton’s work (1974) who argued
that, “in academic sociology, the view that female activity in the home as essentially cultural
has often been associated with a denial of the proposition that women do in fact constitute
a subordinate group at all”. Though Parsons has acknowledged women working outside the
home, the economic implications of women working outside the home in paid employment
has been completely ignored since women’s role still continued to be defined in expressive
terms. For women to be recognised as breadwinners is not simply derived from their
economic contribution but is perceived more as a matter of symbolic negotiation, according
to Hood (1986). Regardless of the earnings in the family, men are seen as the provider while
women are not always considered breadwinners even on instances where women earn more
than the spouse or equivalent to the spouse (Potuchek, 1997). Women in the traditional Naga
society have been marginalized in the public domain considered to be a male domain for

ages. The transition from the ascribed traditional role of women as caregivers or nurturers to
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their role as economic agents in society has challenged the traditional stereotype of gender

ideology.

In multi-earner families, the primary or the main earner is the person in the
household with the highest earnings from work and the second earner is usually referred to
as the employed partner of the primary earner, with the second highest earnings in the
household (Tamayo & Popova, 2021). With the emerging role of women as providers, it was
crucial to examine this aspect. Hence, a question was posed on whether the respondents

perceived themselves as primary or secondary earner in the family.

Fig.3.6. Type of earner
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Almost half of the respondents at 48 per cent perceived themselves to be primary earners in
the family while an almost equal number of respondents at 49 per cent stated they were
secondary earners. A small section of respondents at 3 per cent did not identify themselves
as either primary or secondary earner. Out of the respondents who saw themselves to be
primary earners in the family, 58 per cent rationalised it to be so as they earned more than
their spouses and so managed the family’s major expenses. Another 18 per cent of
respondents stated that they are primary earners in the family as they considered themselves
as equal contributors or co-breadwinners with their spouse. Majority of these respondents
shared equal educational qualifications as their spouse and also included a few respondents
whose educational level was higher than their spouses’. This points to the role of education
as a key determinant in elevating the perception of women as ‘empowered’ in the study
context. Education has enabled the respondents to be aware of their rights, realize their self-
worth, pursue a career outside the home and contribute to the family’s income. 24 per cent
of respondents who stated that they are primary earners in the family were found to be single
earners in the family comprising largely widows, some divorced respondents, and a few

respondents whose spouse had retired.

In traditional households, the value of resources contributed to the family by the husband far

exceeds those made by the wife and accordingly, husbands are the ones who tend to dominate
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in household decisions (Oh, 1992). However, when wives are employed and generate their
own income, this situation is said to be altered. Several other studies also found the wives'
employment as an important factor that increases their participation in the family’s decision-
making process and thereby, influencing the family’s household decisions (Strober &
Weinberg, 1977; Spiro, 1983; Weinberg & Winer, 1983; Hesse-Biber & Williamson, 1984;
Shukla & Kapoor, 1990). Respondents who perceived themselves as secondary earners did
so based on the ground that their spouses earned more than them and took major
responsibility for household expenses. It affirms that when husbands earn more than the wife
in dual earner families, the decision-making authority remains asymmetrical in the family in

favour of the male.

The question of who earns more is however not the only determinant for unequal
decision-making power in the household. Cultural ideology of family authority structure was
found to be at play too. The case of a Grade IV police personnel who shared the same
profession as well as equal income as her spouse stated that her husband was the primary
earner in the family because “he was the head of the family”. This is a clear manifestation of
the internationalization of gender norms that continue to determine gender relations in Naga
society notwithstanding the entry of women into the labour force. In light of the data
discussed above, the significant variables for respondents’ perception of themselves as either
primary or secondary earner in the family was found to be the educational qualification and
level of income of respondents and spouses. Therefore, one may surmise that as women
increasingly attain high level of education and become financially independent it brings
about relative changes in gender relations within the family structure. This crucial aspect of
the significant role of education and income generation in influencing the gender relations
in the family structure has been further discussed in the following sections on the decision-

making aspect in the family.
3.7. Decision making in family

The household decision making framework can be generally attributed to economist Gary
Becker (1965) who sees all individuals in the family as having a common interest he termed
as “household utility function” and the goal of all family members is to advance the family
interest to maximize the overall family welfare. With regard to decision making in the
family, the roles played by husbands and wives has been one of the areas of concerns for
sociologists (Safilios-Rothschild, 1967). Blood and Wolfe (1960) in their ‘resource theory’
contended that the responsibility of decision making corresponds to the spouse who can
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provide the resource necessary to satisfy the needs of the other spouse (cited in Qualls, 1987).
To understand the decision-making aspect in the family, one can begin by exploring the
‘major’ decision making aspect in the family which relates to choices that have a significant
impact on the family’s direction or the lives of the family members. These decisions may
involve aspects like moving to a new house, choosing a new school or college for the
children or purchasing a car. In the context of the Naga family, traditionally the father is
considered as the head of the family and hence the responsibility of major decision-making
rests in his hands, while the wife is usually in charge of smaller decision-making choices
that affect day to day life but may not have far reaching consequences, such as, selecting
dinner menu, planning weekend leisure activities, deciding household routines which are
basically monotonous and repetitive in nature. With many dual earning families today, the
question of major decision-making authority in the family becomes a crucial aspect to
ascertain. The respondents were hence queried on who takes the major decisions in the
family, to which 72 per cent of the respondents responded that they took major decision
jointly along with their spouses while 21 per cent of the respondents said the husband takes
the major decision. Just 7 per cent of the respondents stated that they took independent

decisions on their own.

Fig.3.7. Decision making in the family
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Of those respondents who stated that their husbands took the major decision making in the
family, it was found that there were more ‘secondary earners’ in this category. Therefore,
one may rationalize their response on the basis that their spouse’s income is more so the
husband makes all the major decisions in the household. While a majority of the respondents
who stated that they took major decisions on their own were self-identified ‘primary earners’
with either no living spouse or who were divorced. Apart from widows and divorcees
respondents, the rest were found to be working women whose husbands were employed in
the private sector and earned less than them. This point to the importance of economic
empowerment as a crucial factor that could elevate women’s decision-making ability within
the household as well as in the larger society. One can relate this vital aspect to the ‘resource
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theory’ by Blood and Wolfe (1960) who stated that power in the family is based upon the
resources of a person as opposed to the ‘ideological theory’ that regards tradition as the basis
of power. Granbois (1974) also noted that decision making in the family is done jointly and
is more likely "the more nearly equal the contribution of resources such as income,
education and social participation by husbands and wives" (cited in Jenkins, 1980). An
insight by Scanzoni and Szinovacz (1980) also emphasizes the relationship between sex role
and power when they opined, “the more sex-role egalitarian the couple, the greater the
likelihood of symmetrical power and satisfactory outcomes.” Therefore, when the power of
decision making in the public sphere of Naga society clearly lies in the hands of the men, it
is imperative to look into the discourse of ‘power relations’ in the family. In family and
gender studies, it is crucial to understand how families function as a unit to make decisions
regarding finance, lifestyle choices, academic and career choices or parenting preferences,
which all come under the concept of ‘family power’. This is articulated by Safilios-
Rothschild (1967) as “the bases of family power are a reflection of culturally defined gender
ideologies and gender-segregated resources in the wider society in which a family is
embedded.” In the context of power relations in the Naga family structure, one can perceive
it is as a reflection of the prevailing dominance of the patriarchal ethos that has legitimate

power which has seeped its influence over all spheres in the Naga social structure.
3.8. Women and budget management

In seeking to understand women’s access to resource and financial decision making in the
family, one can draw from Pahl’s (1983) typology of household “allocative systems” namely
the “whole wage” system where one partner usually the wife is responsible for management
and expenditure of all household money except the partner’s spending money; the
“allowance system” where the primary earner (usually the husband) retains control of his
earning but hands over a set amount to cover specific expenditures; the “shared
management” or pooling system where both partners have equal access and responsibility to
all the household money and expenditure and lastly, the “independent management” system
where each partner keeps their income separately and neither has access to all household
money and each is responsible for specific expenditures (cited in Kenny, 2006).
Subsequently, further refinements on this typology were developed to distinguish pooling
systems from “joint” pooling systems (Pahl, 1990; Vogler & Pahl, 1993) and “partial
pooling” (where each partner puts only a proportion of their income into a common pot for

household expenditures while they keep the rest) from either independent management or
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fully pooled systems (Pahl, 2004; Vogler, 2005). In the Indian context, it may be noted that
in most of the family structures it is “the patriarch or the matriarch (in matrilineal systems)
of the family or the karta in the case of joint families, who has the responsibility and authority
to manage assets take key decisions” (Ramachandran & Antony, 2020). The management of
income in the family was explored in the study context wherein it emerged that 64 per cent
of the respondents manage the budget jointly with the husband while 33 per cent of them
managed the budget on their own. A small section of the respondents at 3 per cent said the

family budget is managed by the husband.

Fig.3.8. Family budget management
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It clearly indicates that although the Naga society is patriarchal, most of the respondents take
decisions jointly with their husbands on financial matters. This situation corresponds to
Pahl’s (1983) “shared management” or joint pooling system where both partners contribute
their income into a common pot for household use and controlled equally by both partners.
An in-depth examination of the respondents who took financial decisions on their own
reveals that the highest number of respondents were found to perceive themselves as primary
earners in the family on the ground that they are “equal contributors with husband” and
“both earners are important”. Increases in women’s labour force participation has been
associated with the weakening of norms that favours redistribution among partners within
households or a strengthening of beliefs in the entitlement of the individual earner to control
one’s own earning (Kenny, 2006). Pahl (2004) had also posited that more individualistic
norms regarding money are unlikely to be a problem and may in fact increase autonomy

when individual incomes are close to equal.

The level of education is also a crucial determinant impinging on the decision-
making capacity of women. This can be discerned through the fact that respondents who
took joint decisions with their husbands were mostly graduates and above. An earlier study
by Oropesa (1997) had also concluded that wives with higher education were equal to their

husbands when it comes to family power and also derived more satisfaction by being able to
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have influence in the family. There were also respondents who were single earners in this
category. Self-perception of oneself as ‘primary earners’ in the family was found to be
strongly correlated to the ability of respondents to take joint decisions with their spouse on

financial matters.

In reference to the miniscule category of respondents whose husbands made all
financial decisions in the family, income level is seen to be a significant determinant as their
spouses was found to make higher incomes. Significantly, most of them were the same
respondents who had stated that their husbands took the major decisions in the family
(fig.3.7). Blumstein & Schwartz (1983) found that when husbands made substantially more
income than their spouse, they were more likely to exert greater power in financial decision-
making in comparison to husbands who made about the same income as their spouse.
Similarly, Sharma (1986) states that women's employment outside the home helped in
increasing women’s opportunity to be more knowledgeable about wages thereby noting that,
“it would be hard therefore for husbands to throw a veil of mystery around the family
finances in order to exercise control over their wives”. This can be supplemented by Blood
and Wolfe’s (1960) argument that “power is apportioned between husbands and wives based
on the relative resources that each contributed to the family.” However, it may be noted that
sociologists have criticised resource theory for pointing out that income, occupation, and
education are the only three among the many resources that are seen to influence family
power. Consequently, to assume that education is the sole variable influencing the decision-

making ability of working mothers is an aspect that requires more dialogue.
3.9. Spill-over between the worlds of work and home

‘Spill-over’ is the generalization of behaviour, emotions, attitudes, or stress of one
life domain to another life domain (Wilensky, 1960; Geurts & Demeruti, 2003). In the
context of the present study, spill-over is implied as a phenomenon wherein the stress
experienced in the private domain ‘spills over’ into the public domain or vice versa which
leads to stress or strain for the working mother. In terms of role theory, this spill-over can
emanate from work to family and from family to work (Kahn & Byosiere, 1992) whereas,
in terms of role-conflict, it can occur from work-to-family conflict and from family-to-work
conflict (Greenhaus & Beutell, 1985). In order to understand the intrusion of profession into
home or the ‘spill-over’ effects, the respondents were asked how often they found

themselves stressing about their professional work when they were at home.
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Fig.3.9. Stressing over work at home
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49 per cent of the respondents stated to ‘seldom’ stress over work at home. On the contrary,
almost half of the respondents at 47 per cent responded that ‘very often’ stress over work
even at home. A small section of respondents at 4 per cent stated that they ‘never’ think of
work when at home. It was found that majority of respondents who worry and stress often
over work while at home belong to the higher positions in the occupation hierarchy (Grade
I category). A substantial number of the respondents were from the teaching profession
followed by respondents in administration, technical, clerical, police, banking and law
professions. As a general rule, those who occupy the highest position in the professional
hierarchy often shoulder more responsibilities and duties. Alongside the privileges, prestige
and power comes heavier mental stress as well which could account for the spill-over effect
of profession into the home front for the respondents in Grade I professions. Hence, for this
particular issue, the level of employment status and nature of profession is an important

determinant.

Given the above findings, the respondents were then queried on whether they
experience conflict between work and family obligations. Contrary to popular perception,
55 per cent of the respondents stated that they do not experience conflict between work and
family obligations while 45 per cent of the respondents stated to face conflict as a result of

work and family obligations.

Fig.3.10. Conflict between work and family obligations
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Most of the respondents at 45 per cent who experienced conflict between work and family

obligations belong to the age group 30 to 40 years who are employed in lower Grade
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positions. There were also a substantial number of respondents in teaching, police, clerical
and technical professions and a notable common feature to these respondents was the fact
that majority of these respondents had children under the age of 5. Older respondents aged
40 to 60 years who admitted to work-home conflict largely belong to Grade I level, from
professions like teaching, technical, police and clerical. Only a few from this segment of
respondents had children under the age of 5. For this category of respondents one can surmise
that the significant variable for work-family conflict was the level in the occupational

hierarchy.

An effort was made to find out if the respondents could combine profession and
family in concordance. ‘Concordance’ is derived from the Latin word concordans which
means "being of one mind." In simple terms, when things are in concordance, it is said to be
in agreement or in harmony. Therefore, in the context of the present study, ‘concordance
between work and profession’ can be understood as the harmonious combination of work
and profession demands. To the query on whether there can be concordance between work
and home, a large proportion of the respondents at 84 per cent of the respondents responded
in affirmative. Only 18 per cent disagreed that there can be concordance between work and

home.

Fig.3.11. Concordance of profession and family
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Most of the respondents who stated that they could not combine work and family in
concordance were found to be Grade III employees, mostly police personnels followed by
few respondents in teaching, clerical, technical, administration and medical professions. A
significant point to note in this case is that, all the respondents in Grade III professions who
did not concur to the concordance of profession and family had children under the age of 5.
There were also a high number of respondents in Grade IV posts employed as office
attendants followed by respondents in technical, clerical, medical and teaching profession.

For the respondents between the age of 40 to 60 years, majority of the respondents were
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employed in grade I profession in teaching and administrative posts and for those in that age
group, small children were not an issue as none of them had children below the age of 5. The
cited reasons for lack of concordance were such as, “cannot combine work and family”,

“cannot compromise and sacrifice one role for the other”, “two different worlds- each with

its stress and strains”, “new regulations at work makes it difficult to attend to family
demands” and “two equally demanding worlds so cannot balance work and family
harmoniously”. In this regard, reference can be made to Parsons (1954) who contended that
occupational system coexists with a strong institutional emphasis on the ties of kinship which
is why there is a contradictory relationship between the occupational system and the kinship

system and therefore, is a source of disharmony. Juxtaposing the data of fig.3.10 and fig.3.11

with regard to the conflict between work and family obligations and concordance of
profession and family, it was found that 75 per cent of respondents who had said that there
was conflict between work and family obligations (refer fig.3.10) were able to combine work
and family in concordance (refer fig.3.11). Notwithstanding the conflict between the worlds

of work and home, a majority of the respondents concurs to a state of concordance between
family and profession. This situation has been addressed by Parsons (1954) through his view
that families have developed in such a way to minimise the strain between the kinship system
and the occupational system, being a contradicting relationship. He says thus, “The conjugal
family with dependent children, which is the dominant unit in our society, is, of all types of
kinship unit, the one which is probably the least exposed to strain and possible breaking-up
by the dispersion of its members both geographically and with respect to stratification in the
modern type of occupational hierarchy.” Along the same lines Mahapatra (2002) identified
the internal structure developed by conjugal families which has adapted to the occupational
system’s functional requirements. Therefore, in an attempt to make sense of this apparently
contradictory situation, it was imperative to explore further regarding the ways by which
respondents mediate the conflict situation. Majority of the respondents cited efficient time
management, prioritizing one role over the other in terms of importance (family demands
happened to be the first priority), having an understanding spouse and children, delegating
childcare to relatives, requesting for job transfer to one’s hometown, having a positive
mindset, and availing leave from office, among others. The respondents have therefore,
adopted certain coping strategies to circumvent situations of conflict on account of their dual
role, the coping strategies the respondents use for preventing spill-over effects. Therefore,

the significant role of coping strategies in balancing the role conflict of the respondents will

be further discussed in chapter five. In the succeeding chapter, the nature of role conflict of
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the respondents as a consequence of the conflicting domains of work and family, the sources

of role conflict and the challenges faced by the respondents will be further explored.
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CHAPTER 1V

NATURE OF ROLE CONFLICT IN NAGA
SOCIETY



CHAPTER IV
NATURE OF ROLE CONFLICT IN NAGA SOCIETY

4.1. Introduction

Gender norms and gender roles play an important role in maintaining unequal equation
between men and women as they provide the ideology about what men and women should
be like. Women who take up multiple roles conform to conflicts between work and family
spheres as the activities of both spheres demand time and energy. Gani and Ara (2010) posits
that when a housewife enters into gainful employment outside the home, she finds herself
under increasing pressure in trying to reconcile the dual burden of both roles as each role
requires full-time commitment. As elucidated in the preceding sections, contemporary
working mothers in Naga society are highly educated, financially independent, and
apparently participate jointly with their spouses in intra-household decision-making.
However, in spite of this new development, women still face the challenge of creating lives
where they can play both the roles of a provider and a mother proficiently. With the pressures
of maintaining a balanced family and work life, the sources of role conflict, if any, are
explored in the following sections. This chapter will also accentuate the concept of the
‘mother’s guilt’ syndrome which is a pertinent issue for many working mothers and look at

the challenges faced by the respondents at the workplace.
4.2. Sources of Role conflict

Role conflict situation is understood to occur when an individual cannot properly enact two
or more roles at the same time without facing problems in the process. The word “properly”
in this context has two meanings as Couzy (2012) explains. The first is that, the expectations
associated with the role are successfully achieved and the second is that the enactment of the
role provides the role’s incumbent with happiness and fulfilment. Through this perspective,
Couzy expounds that the work-family conflict is a situation where a woman cannot enact
her dual roles properly because both roles simultaneously demand different expectations at
the same time. A working woman who is also a mother with additional role-sets to handle
still have to face the expectations from her family members. As women have entered into
salaried professions, there is lack of a definite pattern of role adjustments for working
mothers in the modern context. The lack of sufficient knowledge about the ways through
which working mothers can efficiently balance the dual role commitments so that one can

thrive in both the spheres could possibly translate to role conflict. The behaviours
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appropriate for their life styles frequently clash with commonly defined expectations for
women which results in role conflict (Damico & Nevill, 1975). In order to understand this
issue, the respondents were provided with nine (9) probable sources of role conflict. They
were thereafter asked to rank the sources of role conflict from 1 to 9, with 1 being the most
significant source of role conflict and 9 being the least. The sources of conflict listed were
Work related stress, Incompatible role expectations, Ambiguity and uncertainty, Attitude of
husband, Attitude of relatives, Inadequate role sharing, Primacy of mothering role, Primacy
of professional role and Time budgeting which are intrinsic to working mother’s role and

the circumstances.

Table.4.1. Sources of Role Conflict

SI No. Sources of Role Conflict Percentage

1 Time budgeting 14.93
2 Work related stress 14.07
3 Primacy of mothering role 13.77
4 Primacy of professional role 12.17
5 Incompatible role expectations 12.02
6 Inadequate role sharing 10.88
7 Ambiguity and uncertainty 10.37
8 Attitude of Relatives 6.44
9 Attitude of Husband 5.33
Total 100

From the tabular presentation, it is seen that the most significant source of role conflict for
the respondents was time budgeting at 14.93 per cent. This was followed by work-related
stress at 14.07 per cent, primacy of mothering role came third at 13.77 per cent, primacy of
professional role at 12.17 per cent, incompatible role expectations at 12.02 per cent,
inadequate role sharing at 10.88 per cent, ambiguity and uncertainty at 10.37 per cent,
attitude of relatives at 6.44 per cent, and attitude of husband at 5.33 per cent. These specific
sources of role conflict encountered by working mothers can be further elaborated as

follows:
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4.2. A. Time budgeting

Time factor plays a crucial role as far as role conflict is concerned in households where both
partners are engaged in professional jobs. This problem is compounded when women give
birth and is magnified by an individual’s needs for achievement. The inability of dual career
couples to meticulously plan or organise their daily routine may lead to marital conflict for
many. As time constraints are caused by having too many tasks at work, the employee’s need
to utilize time allocated to the family role could cause work-family conflict (Greenhaus &
Beautell, 1985). Studies on time utilisation show that married women spend substantial
amounts of their time performing multiple roles (Hing, 1984; Airmy et at., 1991; Aminah &
Narimah ,1992; Van Der Lippe et at., 1992). Moreover, role theory postulates that multiple
roles can lead to inter-role conflict which in turn could lead to symptoms of strain in
individuals (Katz & Khan, 1978). In the context of the Indian society, Kapoor (1984) found
that most women when they enter any profession face a problem of adjustment with regard
to time management as very less is known about time apportion measures and resources
between these two major responsibilities which can create tension, strain and conflict.
Furthermore, the conflict that arises out of this improper time adjustment is what led Kapoor
to remark as the ‘conflict of adjustment’. Strain from housework as well as workplace or
lack of access to domestic help can contribute to the role conflict of working mothers. With
more dual earning families today, the subject of reliable caregivers poses a problem
especially for working mothers as with the persistence of gender norms in Naga society,
ultimately the mother becomes primarily responsible for all the domestic tasks. The dilemma
of working mothers who end up sacrificing one role for the other can be found in a narrative
of a 38 year old respondent Tovi who has a 5 year old son and her husband is in the police
force, one of the most demanding jobs in the public service. The respondent was previously
working as a clinical counsellor at one of the reputed hospitals in Dimapur “/ used to leave
for work at 6:30 AM-7:00 AM and returned only around 6:00 PM-7:00 PM at night
depending on the traffic. The distance from my house to my work place takes about an hour
and being a busy institution, there is not much work flexibility for my job. When I leave the
house, my son is still sleeping. My husband’s posting is in another district so he’s home only
once or twice a month. We do have a house help but I do get anxious thinking about leaving
my young son in the hands of the house help every day for long hours. My parents live just
next to us and since they 're still in their professional jobs, they are too busy to look after my
son. This created a lot of stress for me given the demanding job that I'm in and the child-

care problem. When my husband is home, he does all the child-care and household duties
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while I'm at work but I also don’t get to enjoy quality time with my husband and son and
that creates a lot of strain in my life.” The respondent quit her job citing the failure of
managing time between home and the long working hours in her profession. This narrative
is a reflection of the perception of women’s role in Naga society which remains grounded in
traditional values that emphasizes the primacy of women’s reproductive role. Because the
mothering role is deemed as the most important for women in many cultures, societal norms
that expects women to prioritise familial obligations before going out to work hinders many
women who wish to succeed in their career role. Hence, the respondent being unable to
pursue her professional goals, ended up quitting her career because of the inability to balance
work and family efficiently. Elman and Gilbert (1984) notes that in addition to the time
conflicts experienced by all professionals who are parents, professional women must cope
with societal values and with their own internalized beliefs about what is required of the
"competent professional" and "good mother" values which are sometimes incompatible.
Merton (1957) stated that for any social position, a complement of role-relationships in
which persons are involved by virtue of occupying a particular social status exists which
implies that each status carries with it a role set consisting of a collection of roles performed
in relation to different role partners.

In addition to the reproductive and professional roles that women have to
appropriately carry out, working mothers also perform various other roles as members of a
community. The respondents as such have other roles alongside the mothering role and the
professional role such as being a church member, obligatory participation in family
gatherings, local or cultural organizations at various levels, etc. In light of this, the
respondents were asked if they could manage time to attend to social obligations and 90 per
cent of the respondents responded that they could manage time to attend social functions
while 10 per cent of the respondents could not manage time to attend social functions owing
to time constraint, child-care, household chores and others.

Fig.4.1. Manage time to attend social functions
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The data above shows that majority of the respondents at 90 per cent are able to attend social
events/functions while there are also respondents who are deprived of a social life. For the
10 per cent of respondents who did not have time to attend social functions, majority of these
respondents were between the ages 30 to 40 years employed as Grade III workers in the
police, technical, medical, clerical and administrative jobs. Almost 84 per cent of these
respondents had children under the age of 5 at home. In terms of working hours, majority of
these respondents at 92 per cent were found to spend 5 to 8 hours daily at the office followed
by another 4 hours or more doing household chores which leaves little or no space to attend

to other societal obligations.

Whereas, the respondents aged between 40 to 50 years who were not able to enjoy a
social life were mostly employed in Grade I and Grade II professions in administration and
clerical jobs, majority with children over the age of 5. In terms of working hours, majority
of the respondents at 55 per cent spend 5 to 8 hours at the workplace daily in addition to
another 4 hours or more doing household chores. One significant finding in this case is that,
though the work load in clerical profession is not as much as compared to the administrative
or technical tasks, the present study however found that respondents in clerical professions
comprised the majority in this age group who were deprived of an active social life. This can
be attributed to the fact that all these respondents had children under the age of 5 and hence,
the diversion of ‘me-time’ into childcare and domestic responsibilities. The age of children
is therefore a significant determinant of time management and social capability of the

respondents.

On the other hand, for the older respondents, i.e., between the ages of 50 to 60 years,
the significant variable was found to be time constraint due to professional and domestic
commitments. Generally, individuals in the age group 50 to 60 would most likely be in senior
grade level in the occupational hierarchy if age is considered and hence, the reason for the
respondents in this age group to forgo their social life for professional demands. The
narration by a 53 year old respondent Vilivi, who is a senior planning officer addresses this
issue. She says, “There is no flexibility for me as I am posted in the busiest cell in my
department. My husband is a banker and both of us get home only around 6:00 PM in the
evening. On Sundays I attend Church and visit relatives and friends but I miss out on a lot
of social activities such as birthdays and weddings. Along with this, I cannot give enough
time to my husband and children too. I feel so helpless.” Citing Kabeer (2005) in such a case

where she notes that although many women migrate to towns for better opportunities such
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as making new friends or building a better life, yet they end up being deprived of time for
such cited opportunities. Such instances continue to happen on account of the fact that the
division of labour in almost every society is rarely re-negotiated between individuals on

matters of domestic chores and childcare.
4.2. B. Work related stress

Stress is a universal growing problem for all workers irrespective of gender. Work and
family balance issues can be major stressors for women in the workplace (Abdullah et al.,
2008). In a study on stress and workload between men and women managers,
Frankenhaeuser et.al. (1989) found that both women and men report positive behaviour
against their working condition. However, women were found to report significantly more
stress at the workplace because of the lack of communication and support from their
superiors and colleagues. Additionally, women were found to show more physiological
stress response after they get home from work as compared to men (Connerley & Wu, 2016).
For many working mothers, their career development is subjected to more complexity which
puts greater pressure on their non-career aspects. Many working mothers performing
professional as well as family roles without making the changes that would complement
their role relations with members of the family end up as victims of conflicting role
expectations from both domains (Kapur, 1969). This also appears to be relevant in the
present context. The working mothers as is elsewhere, have to perform professional as well
as familial roles without the necessary complementary changes in her role relations with
other members of the family. This is reflected in a narrative of Tina, a 53 year old assistant
Headmistress in a school situated in the outskirts of Dimapur town where she says,” I spend
more than 9 hours daily at work including travel time. We are frequently sent for trainings
to nearby towns and villages which is very taxing as I have to be away from home for a few
days. I have an eight (8) year old and it just hurts me knowing that I am unable to spend
time with her. By the time I reach home, it’s already 6-7 o’clock in the evening. With my
position, there are also a lot of paper works that I have to deal with besides teaching. I can
say I'm severely stressed from my work and I feel guilty that I am not justifying my role as a
mother.” In the case of this particular respondent, she however had the support of a stay-at-
home husband which alleviated the stress for her considerably. She states, “My husband
being a stay-at-home dad tends to every need of my daughter from dropping and picking her
up from school, helping with her homework, cooking and even picking me up from my place

of work. It is only because of my understanding husband that I can push on. Also, my
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daughter never complains about me being away for long hours, which is one reason why [
am able to manage my stress.” This narrative serves to reiterate the point that the attitude of
a supportive spouse is significant for working mothers to manage her dual role efficiently,

thus reducing the stress from work-family conflict.

In the present study, 49 per cent of the respondents stated that they experienced mild
stress which was stated to be manifested in the form of fatigue, headaches or loss of appetite
although such symptoms were stated to occur in times of work overload. While 37 per cent
responded that they experienced moderate stress in the form of anxiety and irritability, skin
problems and insomnia. 4 per cent experienced severe stress in the form of anxiety and job
dissatisfaction, excessive irritability and getting into frequent arguments with family
members, weight loss from work overload and burnout as some symptoms. Whereas, 10 per

cent of the respondents did not experience any stress from work-family conflict.

Fig.4.2. Perceived stress from work-family conflict
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Respondents who stated to have severe stress resulting from work-family conflict were
largely found to be between the ages 30 to 40 years occupying Grade III and Grade IV
occupations as technical, medical and police personnel, all with children under the age of 5.
Time wise, they were found to spend more than 8 hours at the workplace besides more than
4 hours on household chores daily. One may infer that the high level of stress emanates from
their professional demands while simultaneously raising a small child, at an age requiring
the hands-on attention of parents. The high stress situation also intersects with the time the

respondents spend at the workplace in addition to routine household chores.

Respondents in the age group 40 to 50 years who are employed in Grade I profession
as administrative and police personnel also stated to have severe stress as a result of work-
family conflict even though their children are already above the age of 5. These respondents
were found to spend more than 8 hours daily at the workplace in addition to household
chores. For women in this category, it was not so much the time factor per se, but the stress

can be attributed to decision making responsibilities that accompany senior level positions.
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In respect to the small percentage of respondents who do not experience work stress, it was
found to comprise of respondents between the ages of 30 to 40 years employed as lower
Grade 1V staff. The lower rung positions in the public sector are not quite demanding in
terms of administrative and decision-making responsibilities, and with the children of these

respondents all past the age of 5 years, the lack of perceived stress can be understood.

The study thus reveals an intersection between the age of children, nature of job and
working hours to the respondents’ perceived work-family stress. Age of the respondents is
another significant variable in understanding work-family related stress because age often
determines an individual’s station in the job hierarchy. One can infer from Elman and
Gilbert’s (1984) study which had concluded that working women who are beginning their
careers may feel they cannot ask for structural change and it is perceived that the early years
in many careers are quite demanding and less secure than those later in the career cycle, to
relate to the nature of stress felt by respondents in the study context. For respondents who
do not face any stress, the nature of profession and the children’s age were found to be

significant determinants.

Studies have found that multiple role-playing have both positive and negative effects
on the mental health and well-being of professional women (Reddy et al., 2010). In addition
to the respondents’ perceived stress, the study explored the implications of their professional
life on their health. In light of this, the respondents were asked if the professional life affected
their mental and physical health to which 76 per cent responded in affirmative and 24 per

cent responded ‘no’.

Fig.4.3. Mental and physical health impact of profession
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Most of the respondents who feel that their professional life affected their mental and
physical health was found to be respondents between the ages of 30 to 40 who are employed
in Grade III clerical and police posts and the effect was found to be manifested negatively
in the form of health problems such as “drastic weight loss from working too much”, “mental

exhaustion” and “insomnia” among others. The age of children again seems to be a factor as
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almost all the respondents were found to have children under the age of 5. In light of this, a
34 year old JDA says, “I find myself worrying a lot and under constant stress because of my
inability to properly attend to my 3 year old as I spend so much time trying to complete my
assigned tasks at work”. Employee stress, according to Cox (1979), is a perceptional
phenomenon resulting from a comparison between the demand on a person and his ability
to cope; an imbalance in this mechanism gives rise to the experience of stress and to the
stress response. Therefore, an improper fit between an individual and his or her environment
could lead to the individual experiencing stress (Boles, Wood & Johnson, 2003). In contrast
to the younger respondents, the grounds for professional life affecting the health of
respondents aged between 40 to 60 can be said to be related to the type of occupation as
most were from the teaching and administrative professions who spend relatively long hours
of'5 to 8 hours at work in addition to their household chores. For this category of respondents,
the age of the children was not found to be significant as the children were already past the
hands-on stage. Therefore, the chances for younger working mothers to develop health issues
shows a positive correlation to the young age of children.

4.2. C. Primacy of mothering role

In a report by Business Insider India, job after marriage for women is still a relatively new
concept in India as even after marriage, most women tend to engage significantly lesser in
professional tasks than men because of family and household responsibilities (Sethi, 2021).
Gender is more decisive for women in general and it is the defining factor which
differentiates them from the norm, their differences highlighted particularly in
understandings of parenthood. Women in most cultures are socialized to assume the
motherhood role and consider that as their primary role in life. A woman is faced with the
idea of maternity regardless of whether she is or is not, whether she wishes or does not wish
to become a mother (Phoenix & woollett, 1991). After becoming parents, dual career couples
undergo certain pressure in the normalization process. Having a child can easily pull the
partners towards more traditional sex-role behaviours and expectations (Johnson & Johnson,
1977). Such was the case of Reena, a 37 year old technical officer in a central University
who says, “I go to work at 10:00 AM and I'm home mostly by 4:00 PM. The distance from
my home to work takes almost 30-40 minutes. My work is mostly training-based so
sometimes I have to go to the nearby villages to conduct trainings and have to be away from
home for more than a day. My eldest just joined pre-school and my youngest is just 2 years
old and I have to leave them with our 12 year old house help the whole day which gives me

a lot of anxiety. My husband is in the police force and being posted in a different town, he is
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very busy and we meet only twice or thrice a year. Being in equally demanding jobs in the
public service, the most challenging thing about being a working mother is the fact that my
kids are home for long hours during the day without proper adult supervision. The biggest
challenge strikes when my children fall ill and I am unable to take care of them especially
when I travel for work related duties. For me, my family is my top priority so I end up taking
multiple leaves, neglecting my professional role demands quite often. Sometimes [ want to
quit my job...” This emotive narrative can be analysed in reference to the concept of
‘Intensive mothering’. Intensive mothering (IM) as proposed by Hays (1996) is a cultural
model of appropriate mothering that holds the mother as primarily responsible for
childrearing. As such, the ideology of intensive mothering posits that raising a child should
be the first priority of mothers which will benefit the society. This concept further posits that
raising a child is more worthwhile than paid work for a woman. Subscribing to such kind of
hegemonic ideologies has been found to be associated to higher levels of stress (Wall, 2010)
and anxiety (Henderson et.al., 2016). From the narratives of the respondents besides the one
presented above, it is evident that this hegemonic ideology is deeply rooted in the attitude of

mothers in Naga society, the idea of an ideal motherhood.

The association of a young woman with motherhood reflects a biological and
psychological interpretation of women’s behaviour and supports the traditional view of the
differences between men and women (Kugelberg, 1999). A narrative by a 30 year old doctor
points towards an ambivalent stance towards gender equality and socialization. According
to the respondent, “In our society, we are brought up with gender stereotyping within the
family itself; that football, GI-Joe and toy cars are for boys whereas, Barbie, kitchen-kitchen
is for girls, that the colour blue is for boys and pink is for girls. Now that I'm married and
have a child, I try to follow gender neutral values in my family. Sometimes my relatives and
in-laws try to impose their own rules and traditional values on our family, even criticising
my parenting as the mother gets the blame for everything wrong with the child and the father
gets all the credit. Since Naga society is still very traditional, we are compelled to follow
norms and customs. Not that I despise our culture but my only concern is that if my child
grows up to question his own stand in a society- from what he is taught at home and if he
ends up influenced by the society.” Gender stereotyping prescribes the nurturant role to
women and by that logic, the mother generally gets blamed for any negative outcome of a
child whereas, any credit for the child goes to the father. The age-old universal notion states
that ‘mother is the first teacher of a child’ which is derived from an archaic school of thought

that holds women responsible for anything and everything that goes wrong with a family
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(Tandon, 2022). Contemporary sociologists recognize that gender roles, particularly family-
based roles, are socially constructed and taught through the process of socialization. Gender
stereotyping such as women being natural nurturers and men as natural leaders are thus

clearly linked to clearly differentiated gender based social roles (Vogel et al., 2003).
4.2. D. Primacy of professional role

The next source of role conflict in order of significance was found to be the primacy of
professional role. In this context, the working mothers accord primary importance to their
professions such that in situations of role conflict, they prioritize their professional role over
family. There would be less active participation in the family matters often culminating in
reprimands and criticisms from the kins and family in patriarchal family structures and
related values. As Chhakchhuak (2015) extrapolates, “under the present scenario as long as
women ‘know’ their place, which is as the cook, cleaner, caregiver of children and her
husband or family, the women have the freedom to pursue a career or study etc... but if she
decides to take decisions that conflicts with her role as the unpaid manager of the home front
or she decides to step out of this role to demand greater responsibility or demand equal
responsibilities and pay, it would create a major friction at all levels, from the domestic front
where family members would insist on reminding her of her duties as a ‘woman’ and on the
sociological front where her choice would be invariably stamped as being against the age-
old traditions and customary practices and generally a threat to the social harmony.”
Whether a working mother is a career-oriented woman or one who is not so focused on career
advancement, primacy of professional role becomes a critical source of role conflict
particularly for working mothers in any society regulated by stereotypical-traditional roles.
Such is the case of a 39 year old doctor whose husband is in the private sector and they have
two school going children. She says, “I am a junior surgeon and my job is very demanding
that on surgery days, I cannot be at home the whole day and return very late. I can say that
I am very passionate and ambitious about my profession and I don’t mind the long working
hours as I've always wanted to be a doctor and I enjoy the rapport with my colleagues. My
parents on the other hand don’t like that I am away from home for long hours and keep
insisting that I should not be too ambitious, that I stay at home more often on days when I
don’t have surgery and to compromise with my colleagues for shift work. But I don’t feel my
presence is really needed at home as my husband is mostly at home and my children are also
independent in their own way so why can’t they just accept it? For working mothers to

achieve life satisfaction and to fully function happily, whether in the domestic domain or
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work domain, cannot be separated from the satisfactory enactment of roles in both domains.
For those respondents who put their career before their family, they cited having to bear the
brunt of being labelled as “selfish”, “not an ideal mother”, “bad mother” by members of
their social circle. Aryee et. al. (2005) pointed out that one of the factors that can support the
working mothers to achieve the satisfaction of life is in the balancing of work and family
role in concordance. The balance of work-family is an equilibrium in each role and is
characterized by the emergence of feelings of achieving a satisfactory resolution to the

demands of roles in both the family and work domains.
4.2. E. Incompatible role expectations

Women aged 30 to their 60s are known today as the ‘sandwich generation’ which refers to
“adults who have a living parent age 65 or older and are either raising a child under age
18 or supporting a grown child—are pulled in many directions” (Parker & Patten, 2013).
The sandwich generation is further interpreted by Rose (2017) that “...the sandwich
generation, where women are feeling busy and time pressured, and feeling stress and guilt
from all of their caring responsibilities- not only their children but their parents as
well.” Many working mothers in the Naga society too can be said to belong to the working
‘sandwich generation’ of women. Hence, a gap exists in the current literature in the study
context regarding the range of strategies for individual role balance for the ‘sandwich
generation’ working women in Naga society which can effectively help them manage their
multiple roles efficiently. With the continued relevance of the patriarchal gender narratives
in the Naga society, the working mothers go through an identity crisis due to the societal
role expectations even when they strive to break the traditional mould. A 43 year old
executive engineer narrates, “I am posted in Kohima and my husband is also an engineer
but he is posted in Dimapur. We got married quite late so our kids are still young. For me,
the main problem arises when my children have their exams and I am unable to be with them
to help with their studies due to unavoidable job obligations. Similarly, when my children
are unwell, I end up failing to fulfil my job assignments which creates a lot of strain in the
process. As both family and job are equally important to me, this kind of situation creates
the most role conflict for me.” This narrative points to the role strain experienced by the
respondent as a result of her incompatible role expectations which can emerge when the
demands of both work and family roles becomes incompatible. In role conflict literature,
role-strain is a concept that is often used (Wendling et.al, 2018) and is referred to as the

tension experienced by a person as a result of competing demands within a particular role
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and the fulfilment of expected roles becomes challenging (Jamil et.al, 2021). In Goode’s
(1960) view, individuals make a series of bargains within societies about what roles they
will take on in life and perform the role either poorly or well. Role strain can also be detected
in the case of a respondent Avinuo, aged 28 who shared her difficulty in managing her job
while juggling motherhood duties as a first-time employee as well as a first-time mom. She
says, “Right after I joined my work, I got married and had a baby. Having zero experience
at both work and motherhood, I faced a lot of problems at balancing the two roles. I was
happy for securing a job in this overly competitive world today where unemployment rate is
very high. Once I got married, motherhood happened and along with it the sleepless nights,
stress from work and family problems,; quitting my job was not an option.” Role strain is
thus an inevitable consequence of balancing multiple roles at a time which could be

conflicting, ambiguous, or overwhelming (Nickerson, 2021).
4.2. F. Inadequate role sharing

Sociologists have long observed that modifications in expected role behaviour change more
slowly than the actual behaviour of role incumbent and a marriage style based on equal
sharing of traditionally segregated gender roles have been neglected by many social
scientists. The dual responsibility of working mothers necessitates balancing work and
family life. Fully developed role-sharing can be defined as the sharing by husband and wife
of'each of the traditionally segregated family roles including the provider role, domestic role,
kinship role, decision making or childcare role (Haas, 1980). Equitable role sharing is yet to
be however achieved in many cultures, including the Naga society. A case in point can be
cited through the narrative of a respondent who says there was no role sharing lifestyle in
the family. She says, “Though I earn more than my husband, my husband nags at me when
1 don’’t take care of the children or do chores at home because for him, he cannot let go of
the traditional idea that the father is the provider in the family since he is the head of the
family. Even on the weekends, I bring home many files to work with but he does not assist
with chores or help with the children’s homework also.” The respondent is a 35 year old
Junior Accounts Assistant (JAA) in the department of Treasuries and Accounts; which is
one of the busiest departments in the State. The respondent’s husband is an Upper Divisional
Assistant (UDA) and they have a 6 year old son. This narrative is a typical instance of men
who adhere to traditional gender ideology and do not follow work sharing in the family. In
such a case of inadequacy of role sharing, lack of accountability and clarity of expectations

can therefore lead to tension and conflict between the dual earning couple. Poorly defined
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or conflicting roles are conceived as reasons to create stress in a working mother’s life.
Women end up doing more childcare and housework, even in situations where both sexes
are equally productive in the labour market (Auspurg et.al, 2017). As such, the behaviours
appropriate for their life styles frequently clash with commonly defined role expectations for
women and an additional source of role conflict emerges as women attempt to fulfil multiple

roles and sets of expectations simultaneously (Damico & Nevill, 1975)
4.2. G. Ambiguity and uncertainty

Role ambiguity refers to a lack of clear information regarding the expectations of a role, how
to fulfil these expectations, or the consequences of role performance (Mobily, 1991). Role
ambiguity is another significant aspect of work-related role stress which results when the
duties and actions required of an employee are unclear to the employee. Research indicates
that the strain associated in dealing with issues of unclear responsibility is strongly related
to job stress (Behrman & Perreault, 1984). In simple terms, all employees regardless of age,
strata of job or work experience, have a role to play in the workplace as each professional
role is defined in the form of rules, regulations and procedures to be followed. However, as
roles may not always be described in detail, it can be difficult to understand or ambiguous
to the individual. Such cases can lead to stressful or straining discrepancies. Role conflict
and role ambiguity have been linked to burnout (McCormack & Cotter, 2013) and high level
of role conflict and role ambiguity has been found to create high levels of burnout (Tunc &
Kutanis, 2009). Such was found to be the case of a respondent aged 36 who is an RDO who
experience role strain frequently as a result of the ambiguous role sharing in her workplace.
She says, “As [ am posted in the directorate, there are a lot of work assignments as compared
to professionals who are in my same rank but posted in the blocks. When I first joined my
work, that was a time of extreme role conflict in my life because [ was given tasks which [
was not familiar with and had to travel for trainings, seminars and attend conferences.
Sometimes I return home only around 12:00 AM to 1:00 AM in the morning especially on
days before an audit. I get into frequent argument with my husband because of this. I am so
stressed from this work and [ want to quit my job also but at times like this where everything
is so expensive, I have no choice but to continue working.” Role ambiguity is usually
interpreted as a result of miscommunication and it is posited that only a clear communication
of job responsibilities can solve this problem (Furtado et al., 2016). For any actor in a social
position if role expectations remain ambiguous, both the role occupant and others around

them are prone to face negative consequences (Breaugh & Colihan, 1994; Doherty & Hoye,
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2011). Therefore, in concurring to Acharya (1998) who noted that in dual career families,
many couples may find it difficult to adjust to their marital obligations as a result of the

ambiguous or uncertain role expectations that are typical factors of modern life.
4.2. H. Attitude of relatives

Women are expected to live by the terms and conditions of the traditional customs in society
(Dhanaraju & Nukshirenla, 2021) wherein the attitude of kin towards a working mother’s
status is a crucial element that may contribute towards role conflict and hinder the adjustment
process between dual earner couples. A married woman’s decision to engage or not in a
career depends upon the views and the requirements of her husband and other family
members in many cases as pointed out by Dahlstrom (1967). Risa, a 27 year old LDA,
besides being an entrepreneur and a mother of three children narrates, “I¢ is true that elderly
persons in the family are in the habit of interfering in almost every household affair. My
parents-in-law live just 50 metres away from us. My husband is an engineer in one of the
busiest departments. For me, the conflict is not really in my job though I go to work besides
running my part-time business which is quite demanding. But the main issue is in the
interference of my in-laws, mostly to do with their mind-set about what roles a husband and
wife should play in the family. This aggravated my postpartum depression which I went
through after the birth of my first child and it really affected my work life as well as the
relationship with my husband, child and my family members for some months... My mother-
in-law thinks that her son should not cook, as it is the duty of the wife or the house helps,
once when my husband had to carry our baby daughter when visiting guests, my mother-in-
law reprimanded him saying an engineer son should not embarrass himself by doing the job
of a ‘mother’. ... If you ask me what the top source of role conflict is, I'd have to say that it’s
in the societal standards of a good-wife or a good daughter-in-law.” Social role theory posits
that the roles people enact are influential in shaping the traits they are believed to possess.
When biological and historical forces lead men and women to self-segregate into different
roles, this role segregation then shapes the stereotypes believed to define gender differences
(Eagly, 1987; Eagly et al., 2000).

In the context of the Naga society, it is stated that the social as well as the political
relations and activities are governed by patriarchal systems of socialisation and cultural
practices that favour the interest of men above those of women (Amer, 2012). Gender
expectations that limit women to conventional domestic roles are still defined because men

who perform their household work are regarded as female wrappers (Olawoye et al, 2010;
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Klumb, Hoppmann & Landes, 2006). Men have been socialized and pressurized to comply
with rules on how to think, feel and behave and men give greater importance to institutional
rights and rivalry while women value care and cooperative relationships, even within their
family structures (Gaspar & Klinke, 2009; Philaretou & Allen 2001; Coltrane, 2000;
Connell, 1995; Pittman, 1993; Rodgers & White, 1993). In the study, the respondents were
asked if the relatives (from both husband and wife’s side) supported the mother working
outside the home to which 87 per cent said their relatives supported the mother working
outside the home, 12 per cent said they can’t say and 1 per cent had experienced disapproval

of the mother’s employment outside the home.

Fig.4.4. Relatives’ attitude towards respondents’ work
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Of the two respondents who had experienced relative’s disapproval of their working status,
it was found that both the respondents were between the ages of 30 to 40 years with children
under the age of 5. A respondent who is a higher secondary school teacher stated,
“Motherhood is perceived to be the first priority for women by my relatives”, while the other
respondent who is an LDA says, “My in-laws keep telling me to stop working as my husband
is also working. They want me to be more involved in my children’s lives.” Such statements
are illustrative of the motherhood ideology that still prevails strongly. In this case, neither
the profession nor the strata of occupation were found to be significant in relation to the
relative’s disapproving attitude towards the respondent’s dual role. The age of the child was
found to be the common variable for the relatives’ disapproval towards the dual role of the
mother which corresponds to Pou’s (2015) opinion of the invisible identity of Naga Women.
His argument is framed around the stagnant traditional values that are not conducive to
contemporary Naga society. He draws the views and argument of various Naga scholars on
the reality that exists at the grassroots level and points out thus, “Though women in Naga
society are often said to enjoy a better status compared to most societies... the amount of

freedom endowed may be debatable.” Thus, relatives’ disapproval towards working mothers
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in the study can be said to emerge from the persistent conventions in the Naga society that
assigns the primary caregiver role to the mother regardless of their professional status.
In order to understand the correlation between relatives’ attitude towards respondents’ work

and spousal conflict over division of housework, a coefficient correlation test was conducted.

Table 4.2. Correlation of relatives’ attitude towards respondents’ work and spousal

conflict over division of housework

Relatives’ attitude  Spousal conflict

towards over division of
respondents’ work housework
Relatives’ attitude towards Pearson Correlation 1 534"
respondents’ work Sig. (2-tailed) .000
N 100 100
Spousal conflict over ~ Pearson Correlation 534" 1
division of housework Sig. (2-tailed) .000
N 100 100

**, Correlation is significant at the 0.01 level (2-tailed).

The correlation test indicates that relatives’ attitude towards respondents’ work has a
statistically significant linear relationship with spousal conflict over division of housework
(r = .534, p< .001). The direction of the relationship is positive, i.e., relatives’ attitude
towards respondents’ work and spousal conflict over division of housework positively
correlated, meaning that these variables tend to increase together. The respondents opined
that there was more pressure for being a “good” mother when the relatives were not
supportive of the mother’s work; and most of the criticisms came from families which
strongly emphasized on the reproductive role rather than the productive role of the mother.
The current study therefore finds that when the relatives are not supportive of the working
mother’s dual role, the conflict with the husband over her dual role and the stress from the
expectations of each assigned role also tends to increase concomitantly. Housework in the
study context is not just seen as work but more as an aspect of the ascribed conventional

feminine role.
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The attitude of the husband in a situation of conflict, if there were any, between the members
of his family and his wife was also explored in the study.

Fig.4.5 Attitude of husband in conflict situation

B Judicious
0
30% M Non interference
[ Favour of wife
15%

[ Not relevant

The data shows that 30 per cent of respondents opined that their spouse was judicious at such
situations which implies that during conflict situations between wife and other family
members, the spouse weighed and considered the differing points of both sides impartially
without necessarily taking sides. 30 per cent of the respondents have never encountered such
a situation, while 25 per cent of the respondents said there was non-interference on the part
of the husband. Husband’s support in such a situation was said to be received by 15 per cent
of the respondents. With respect to those respondents who stated that their husbands were
judicious during conflict situations in the family, a correlation was made based on the
educational qualifications of the respondents and their spouses’. It was found that a
substantial number of these respondents at 48 per cent shared the same educational
qualifications with their spouses as graduates and above. In addition to this, majority of these
respondents at 54 per cent were found to be joint decision-makers with their spouses.
Therefore, parity of educational qualification and participation in decision-making appears
to be important factors influencing the attitude of husbands during situations of conflict
between the wife and family members.

For a more in-depth understanding, the correlation between Relatives’ attitude
towards respondents’ work and conflict between work and family obligations was made

through a coefficient correlation test which is presented in table 4.3.
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Table 4.3. Correlation of relatives’ attitude towards respondents’ work with Conflict
between work and family obligations
Relatives’

attitude towards Conflict between
respondents’  work and family

work obligations
Relatives’ attitude towards Pearson Correlation 1 423
respondents’ work Sig. (2-tailed) .000
N 100 100
Conflict between work and Pearson Correlation 423 1
family obligations Sig. (2-tailed) .000
N 100 100

**, Correlation is significant at the 0.01 level (2-tailed).

The test indicates that relatives’ attitude towards respondents’ work has a statistically
significant linear relationship with conflict between work and family obligations (r = .423,
p< .001). The direction of the relationship is positive i.e., relatives’ attitude towards
respondents’ work and conflict between work and family obligations are positively
correlated, meaning that these variables tend to increase together. Therefore, it implies that
when the relatives are not supportive of the working mother’s dual role, the conflict between
work-family obligations also tends to increase concomitantly. Women choosing the dual-
career life style, although well trained to handle conflicts arising from the professional role,
may not be as well prepared to deal with conflicts arising from family roles (Gilbert et al.,
1981). However, as cited by Knight (2018), “Two careers can mean twice the stress, but it
can also mean twice the empathy and understanding” which implies that a situation of
empathy and understanding can be arrived at only through work-family balance, facilitated
in large measure further by a supportive spouse.

4.2. 1. Attitude of husband

The spousal’s attitude and support are of prime importance in mitigating situations of role
conflict for any working mother. The husband’s support and approval for the wife’s
professional role is significant as it facilitates the working wife in balancing the dual role
commitments. Queried on whether their husband appreciated the dual role of the working
mother, 87 per cent responded in the affirmative while 10 per cent responded that they could
not say. A small segment of respondents at 3 per cent however stated that their husbands

were not supportive of their professional status.
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Fig.4.6. Husband’s support of wife’s working status

3% 10%
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E No

[ Can't say

The figure above indicates that majority of the respondents’ spouses are supportive of the
wife’s working status and hence her dual role as a working mother. However, for the 3 per
cent of respondents, it was a completely different situation as they did not receive spousal
support of their professional roles. It was found that a majority of the respondents from this
category fall between the ages of 30 to 50 years employed in Grade III and Grade IV jobs,
primarily in the medical, technical, clerical, administration and teaching professions. Three-
fourth of the respondents have children over the age of 5 and in terms of working hours, all
the respondents spend approximately 5 to 8 hours at work except for the respondents in
nursing jobs who spend more than 8 hours at work daily. It is notable that out of 7
respondents in this category, 5 identified themselves as primary earners in the family as
either they earned more than the spouse or as the husband was retired. With regard to the
educational qualifications, the respondents were comparatively more educated than their
spouse. Therefore, one can infer that with most of these respondents being primary earners
in the family and being more educated than their spouse, a plausible factor for the husband’s
disapproval of the wife’s dual working status could be due to a perceived threat to their
authority in the family. In Naga society, positions of dominance, authority and privileges
are primarily held by the men in the public sphere and even within the private sphere of the
home, they are socially conditioned to be the “head of the family”. Traditional gender norms
condition men to perceive their role and place in society according to patriarchal ethos
regardless of one’s socio-economic status. This can be seen through a narrative of a 43 year
old respondent whose husband was not supportive towards her working status. She said,
“Right from cooking, driving my kids to school and picking them up, showing up to all the
church meetings and visiting homes for prayers and many other church related activities, 1
am overworked. Being the wife to a husband who is the youngest among their siblings, the
pressure of dealing with the criticisms and expectations of my in-laws is even worse than all
the stress from work. My husband is also in the government service and he does not like me

working at all. All the financial and major decisions are taken by my husband. Many a times
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he has told me to quit my government job by saying that I have to stay at home but I never
gave in to his demands. It’s not that I’'m so ambitious, but I take up my roles in order to meet
the needs of my family as the joint monthly income is also not enough to run the kitchen.
Neither is my husband supportive of my multiple roles, nor does he help when I face role-
conflicting situations at times. I wish he was more understanding.” The respondent is a
Grade IV employee in the PHED department; she is also the Associate Women’s pastor in a
church which comes with multiple societal obligations besides being a mother of two
teenagers. The narrative by this respondent resonates to what Lancaster (1975) describes as
the ‘the most difficult husband’ who is not the one who maintains the notion of "a woman's
place is in the home" but as the one who expresses neutral or weak positive reactions about
the job, then sabotages the wife's ability to cope with work-family conflict. There is always
exception to the norm as can be seen in a contrasting narrative by a 52 year old accountant
who extolled her spouse’s supportive attitude towards her dual role: “My husband retired
two years back and our sons are already in the government service. My job is very hectic,
stressful and some days I return home really late at night. Sometimes when the workload is
too much, I wish to take voluntary pension as my children are financially settled and my
husband and I can manage with our pensions. But because of my husband’s constant
encouragement and his positive attitude, I am able to carry on.” According to Sharma
(1999) a husband’s support and involvement was positively related to lower levels of role
conflict for working women. Other studies have also emphasized the significance of spousal
support for working mothers who are struggling to balance work and family. For instance,
Amin et. al. (2017) examined the relationship between spousal support and success in the
subjective profession through work-life balance and dedication to a career. The theoretical
base for such study is based on the Conservation of Resource (COR) theory which described

the positive relationship between spousal support and work-life balance.

Through the spouse’s support, working mothers are able to remain much more
relaxed and calmer while rendering the required activities both at one’s job and home
(Williams et al., 2016). With the husband usually being the closest person to his wife,
spousal support appears to be of high importance for the working wife (Wani, 2022).
Working mothers in the study context have expressed their views on this matter and clearly
the support of husbands facilitated them in balancing the work-family conflict to a great
degree especially after the birth of children or when young children are involved. Many
working mothers however, are able to navigate through the work-family conflict whilst

prioritizing their family, if backed by a supportive spouse and family. Meanwhile, the
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respondents who stated to experience severe stress as a result of the work-family conflict
cited reasons such as little or no support (physical, emotional and mentally) from the husband
and other family members. As the old saying goes, “Behind every successful man is a
supportive wife”. So, why this can’t be applied the other way around like, “Behind every
successful woman is a supportive and understanding husband? In a changing Naga society,
the reverse can also be held true for a working mother.

4.3. Mother’s guilt syndrome

The near-universal phenomenon of ‘mother’s guilt’ experienced by employed
mothers is associated with gender-based role conflict. Evidence of this syndrome is the guilt
of failing to fulfil both home and work roles simultaneously. While some of the guilt is
prompted by others, others come from within the self as Lancaster (1975) states, “many
women have grown up believing that a 'woman's place’ is in the home, and prior
internalization of this belief leads to feelings of guilt. It is almost as though the working
mother must pay a certain price for the privilege of working and the price is calculated in
degrees of guilt feelings. If the woman really enjoys her work, her guilt may be greater than
if the job is unpleasant and she really dislikes it.” The phenomenon of ‘mother’s guilt’ or
‘guilty mother syndrome’ can be understood through the work of Choudhary (2022).
According to her, it involves a range of emotions from feeling guilty about not doing enough
as a parent, not doing things right, or making decisions for the child that may prove to be
adverse in the longer run. This guilt experienced by the mother is heavier than the father due
to societal gender roles which mandate that mothers are the primary caregivers so they
should be fully invested in their child at all times. Varied situations can arise to make a
mother question her actions and decisions which may lead to guilt and the negative self-
perception as being a ‘bad mother’. This predicament can be exacerbated by the internalized
notion that home is the primary domain for women. Working mothers end up with feelings
of guilt for not devoting adequate time for their maternal responsibilities and family. This
double responsibility proves the double burden on women making it difficult to fight
concurrently on both fronts (Zarra-Nezhad et.al., 2010). Such is the case for Rusano, a 32
year old teacher who says, “In our (Naga) society, women have to be a good mother, a good
wife, a good daughter-in-law, sister-in-law, a good employee, a good church worker at the
same time and feel happy about it. It is so difficult.” The prevailing gender stereotype in
Naga society reinforces such emotions. Stereotypes are representative of a society’s
collective knowledge of customs, myths, ideas, religions and sciences (Crespi, 2003) and the

way that stereotypes are learned, transmitted and changed is part of the socialization process.
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Culture influences how individuals integrate stereotypes. The burden and expectations that
mothers have to live up to thus, initiates a cycle of emotions that exacerbate feelings of guilt
in the mother. Motherhood is different for every woman and does not necessarily account as
guilt-filled or burdensome for all. But the fact remains that mothers are expected to fit into
certain pre-defined gendered notions of nurture and care-giving which makes it burdensome

for many working mothers.
4.4. Respondents’ awareness on the Paternity leave policy

The Nagaland government on the 5" of July, 2019 announced paternity leave for male
government employees in the state. The paternity leave is in line with the Central Civil
Services (Leave) Rules, 1972 (Ambrocia, 2019) and states that a male Government servant
(including an apprentice) with one or two surviving children may be granted Paternity Leave
by an authority competent to grant leave for a period of 15 days, during the confinement of
his wife for childbirth, i.e., up to 15 days before, or up to six months from the date of delivery
of the child (The All India Services (Leave) Rules, 1955, p.12). Upon the time of data
collection for the present research, many respondents were not aware of this government
provision as yet. About the awareness on the part of the respondent whether this notice was
issued in the respective departments of one’s work, it was found that many of the respondents
interviewed were not aware of any notifications to that effect. One respondent Mercy aged
35 whose husband did avail this leave says, “My husband availed the paternity leave after
the birth of my second child but if I may be very frank, it was not of much of a help on my
end. The reason being, whether my husband was on paternity leave or not, I found myself
doing most of the work I do at home on a daily basis. For my husband, it was more of a
holiday and not to utilize the leave to help at home. Of course, having an extra hand at home
to assist me in childcare duties is an added bonus but maybe it would have been better if the
leave is longer than fifteen (15) days.” The government provision of granting 15 days
paternity leave as compared to the maternity leave of 180 days simply reinforces the
conventional norms in the Naga society reposing primary childcare responsibilities to

women.

4.5. Challenges of working mothers in professional life

According to the conflict theory by Evans and Bartolome (1984) success or satisfaction in
one environment relates to loss or sacrifice in the other. These two environments comprise
of different norms and requirements. The conflict between role demands of job and family

demands work-life balance and flexibility by working mothers (Tajlili, 2014). A major
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challenge or problem faced by many working mothers is concerned with opportunities
related to career growth whereas. Evidence from studies suggests that working mothers face
several barriers in their career advancement (Kuruppuarachchi & Surangi, 2020; Islam &
Jantan, 2017). In this regard, Kuruppuarachchi and Surangi (2020) stated that the "glass
ceiling" effect is one of the barriers experienced by women in their quest to advance their
career. By glass ceiling effect, it refers to discriminatory barriers that prevent women from
rising to positions of power or responsibility and advancing to higher positions within an
organization simply because they are women (Li & Leung, 2001). The issues related to
career compromises by the respondents and gender discrimination in the workplace will be
discussed in the following sections:

4.5. A. Career compromises made by respondents

The dual role demands on working mothers may compel them to sacrifice one role over the
other through career compromise decisions such as turning down a promotion, turning down
a transfer or a preferred portfolio, reduced work hours, taking a significant time off or even
quitting their jobs. Hence, it is important to understand the challenges that professional
working mothers face in coping with the stress of handling multiple roles. In this regard, the
respondents were asked if they at any point had to make career compromises in their career

and the form it took.

Table 4.4. Career compromises of respondents

SL.No Career compromises Frequency Percentage

1 Reduced work hours 111 42.22
Turned down a promotion 15 5.98

3 Turned down a responsible portfolio at 19 7.57
a preferred location

4 Taken a significant time off 71 28.29

5 Quit job 3 1.20
None 32 12.75
Total 251 100

The most cited career compromise of the respondents was reducing their work hours. This
was found to be the case for 42.22 per cent of the respondents in order to meet the demands
from home. 5.98 per cent of the respondents turned down promotions while 7.57 per cent of
respondents refused a responsible portfolio at a preferred location for the sake of family.
28.29 per cent of respondents had taken a significant time off, 1.20 per cent of the
respondents quit their job. Just 12.27 per cent of the respondents did not have any career
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compromises so far. The study also found that 2.1 per cent of the respondents had reduced
work hours in addition to taking a significant time off. Reduced work hours and taking a
significant time off was in the form of maternity leave, office leave and on health grounds.
For those respondents who stated to have turned down promotions, majority of them were
found to be between the ages of 50 to 60 years employed in Grade I and Grade II positions
in administration, law, technical and police professions. The primary reasons in turning

down promotions were stated to be on account of family and health issues.

Respondents aged between 40 to 50 years were also well represented in the category
of turning down promotions. They were found to be largely employed in Grade II, Grade III
and Grade IV professions in clerical and police posts. Similar to the respondents aged
between 50 to 60 years, the respondents in this age group also had children over the age of
5 years so the problem of childcare was found irrelevant to the career decision made.
Commitment to the children’s education, quest to balance work and family, and desire to be
near family was found to be the primary reasons among this age group. For the respondents
aged between 30 to 40 years who had turned down promotions, they were found to be
employed in Grade II and Grade III professions in teaching and clerical posts. The main
reasons provided for turning down promotions was concerning childcare since all the
respondents in this age group were found to have children under the age of 5. Therefore,
child care problem is identified to be the primary reason for the respondents to turn down
promotions for younger mothers who are in the early working years with young children,
while for older working mothers the primary factor ensued from concerns of children’s

education, family and health issues.

As for those respondents who had refused a responsible portfolio, the highest number
of respondents was found to be between the ages of 30 to 40 years employed in Grade I
professions in teaching and police posts who had children between the ages of 5 to 10 years.
For the respondents aged between 40 to 50 years, most of them were found to be employed
in Grade I and Grade II professions in administration, clerical, technical, teaching and the
police posts whose children were under the age of 5 as well as older. There were few
respondents between the ages of 50 to 60 years employed in Grade I and Grade II professions
in clerical and teaching posts with children over the age of 5 but in this group, the primary

reason was found to be sacrifice of profession over family responsibilities.

There is another category of respondents who gave up their job and all were found

to be between the ages of 30 to 40 years having children under the age of 5. The respondents
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were Grade III and Grade IV working mothers in technical, medical and clerical professions
and the reasons stated for quitting their jobs was to take care of their child and indifferent
attitude of colleagues. A 36 year old junior nurse narrates, “I had to quit my job because it
was very difficult for me to take breaks from work and with no one to look after my child, it
was deemed necessary at that time.” Another respondent, a 32 year old technical assistant
who quit her job says, “I could not coordinate with my team at work because my superiors
did not understand my need for more work flexibility since I was nursing a baby now.” This
narrative indicates the lack of gender sensitivity at the workplace which is found to be a
crucial issue that still persists at large in almost every society. The question of gender
discrimination of professional working mothers in Nagaland is therefore addressed in the

following section.
4.5. B. Gender discrimination in the workplace

In a study by McKinsey (2020) it was reported that women continuously face discrimination
in the workplace and for every 100 men promoted to manager, the number of women who
got promoted was only 85. The issue of discrimination against women in the workplace is
highlighted in several studies and still continues to be an impediment to gender equality in
the workplace (Sultana & Zulkefli, 2012; Gorman, 2005). Generally, scholars and
researchers have related discrimination against women in the workplace to cultural beliefs,
socio-economic norms and values (Ridgeway & England 2007; Sultana & Zulkefli, 2012).
Theoretical explanations for workplace discrimination against working mothers have been
grounded in status characteristics theory and social role theory as postulated by Berger et.
al. (1977). Such theories contend that when the social value of one social category is more
than another (Ridgeway, 2001), the valued social category becomes a status characteristic
and members of this group are perceived to possess greater worth and competence (Cheung,
et.al., 2022). Existing literature indicate that mothers experience higher levels of
discrimination across different employment settings as compared to fathers, men without
children and women without children whether it is formally such as pay, hiring, and
promotion opportunities, or interpersonally such as incivility and hostility (Budig &
England, 2001; Budig & Hodges, 2010; Correll et. al., 2007; Hebl et. al., 2007; Heilman &
Okimoto, 2008). In light of this, it is crucial to pose questions on gender discrimination at
the work places to understand the phenomenon in the study context. While 77 per cent of

the respondents stated there was no gender discrimination in the workplace, almost one-
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fourth of the respondents at 23 per cent encountered gender discrimination in their
workplace.

Fig.4.7. Gender discrimination in the workplace

M Yes

B No

The respondents who faced discrimination was found to be spread across all age group and
grade of job. So, it is clear that gender discrimination is not confined to any age group or
level of occupation. However, a common denominator is observed amongst the category of
respondents who stated that they face gender discrimination in their workplace, i.e., 82
percent of them are found to be highly educated, constituting graduates and above. It can be
surmised therefore that the respondents, being highly educated, are conscious of their rights
and being discriminated against at the workplace.

In terms of profession, the police profession was found to be the most represented
amongst those respondents who experienced discrimination in the work place. To understand
this phenomenon, one can refer to a study by Patil & Bagavandas (2020) in their study on
women and gender issues in the police profession in India. They found that men oppose
women’s entry into the police force as jobs related to the management of law and order is
perceived by men as their forte. In the context of the Naga society too, the same can be
assumed as women have broken barriers and stereotypes by entering into police profession
that was hitherto considered traditionally as a male domain. According to studies, police
establishments have also been found to be less than sensitive in treating women during and
after their pregnancy period. There is absence of clarity on role allocation during pregnancy
period, while some women are relegated to clerical work whereas some are forced to carry
out their regular duty without any concession (Sousa & Gauthier, 2008). This was found to
be the case of a 46 year old Grade IV police personnel who says, “Actually I think there is
discrimination in my workplace not only from my male bosses but also some female
superiors who are indifferent to us lower grade staffs. I felt it more when I gave birth to my
youngest daughter two years ago and was in need of time off from work. I had a female
superior who instead of understanding my situation was rather indifferent. I ended up having

to adjust with my colleagues on my own will.” Researchers in the past have also indicated
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that gender stereotyping may contribute to discrimination against women in the workplace
(Bobbitt-Zeher, 2011). Women are often stereotyped as less invested workers, viewed as
sexual objects, and there are notions of women's traits as incompatible with specific jobs.
The ‘stereotype fit hypothesis’ was developed by Heilman (2001) to evaluate the role of
women in high-power positions in the workplace. Since the initial research by Heilman,
many studies have further been carried out to determine how women are affected by job
positions considered to be more masculine. This ‘stereotype fit hypothesis’ is seen in the
case of a 55 year old respondent who is a project director in one of the state departments
says, “I feel that the men are given more opportunities at work especially when it comes to
important assignments. Of course, there are capable female officers who put up a fight with
the males when it comes to availing such opportunities as they are tired of the male
dominance even at the work place...I wish there was more equality at the workplace.”” Such
narrative drives home the point that gender-based discrimination is experienced at the
workplace by the respondents in the study context as with women everywhere. Burgess &
Borgidas (1999) stated that descriptive stereotyping normally occurs in traditionally male-
dominated settings.

While that may be a ubiquitous feature in many work places, the gendered experience
in the Naga society can be asserted to be reflective of the patriarchal ethos in the society. In
the next chapter, the issues related to the challenges of combining motherhood and
profession, childcare problems resulting from maternal employment, childcare options and

coping strategies of the respondents will be further explored.
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CHAPTER V

NAVIGATING MOTHERHOOD AND CAREER: CHALLENGES
AND RESPONSES

“For me, being a mother made me a better professional, because coming home every night
to my girls reminded me what I was working for. And being a professional made me a better
mother, because by pursuing my dreams, I was modelling for my girls how to pursue their

dreams.”’- Michelle Obama, former First Lady of the US

5.1. Introduction

As working mothers have gained a greater presence in the labour force, the pressing need
for attention on increasing the supply of formal child care has become a crucial concern for
many working parents. The continued trend toward large numbers of mothers in paid
employment highlights the pressing need for quality, affordable, accessible and convenient
child care arrangements for employed mothers in the workplace as well as the larger society.
As the steady rise in dual earner families continue in Naga society, the necessity to address
the challenges of childcare faced by working mothers is explored in this chapter by focusing
on the everyday lives of the respondents, paying particular attention to the respondents’
perspectives on combining motherhood, employment, child care and the social and personal
implications. Additionally, to gain better insight from a child’s perspective on the issue,

twenty children of working mothers aged 5 to 12 years were also interviewed.
5.2. Maternal employment and infants

The effect of parental time inputs and child care quality on children's development has been
widely analysed especially in psychology and sociology literature as rightly pointed out by
Bernal (2008). The implications of the mother’s absence on the child's basic security have
long been a critical issue for social scientists and this problem of providing adequate
substitute care for pre-school children while the parents are in the workplace poses a serious
concern. In a study by the National Institute of Child Health and Development in 1991, it
was found that working mothers who work full-time when the child is an infant is more
likely to be associated with the child facing subsequent difficulties as it is a critical period
in terms of attachment, emotional and cognitive growth for an infant (cited in Pelcovitz,

2013). Breastfeeding is recognised as an act that fosters emotional and cognitive bond
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between babies and their mothers. Given its physical and emotional importance the
respondents were queried on the age of youngest child and the breastfeeding duration of their

children.

Fig.5.1. Age of youngest child

W Under 5 years
M Between 5 to 10 years
I Between 10 to 15 years

115 years and above

The youngest child for 39 per cent of the respondents was below 5 years of age, while for
23 per cent, the age of the youngest child was between 15 years and above. The age of the
youngest child was between 5 to 10 years for 20 per cent of the respondents and for 18 per

cent of the respondents, the age of the youngest child is between 10 to 15 years.

Experts consider breastfeeding as one of the most efficient and effective ways to
ensure the overall health and survival of the child. Theoretical models based on the ‘New
Household Economics’ draw on the notion of household production introduced into
economics by Becker (1965). These models have proven to be conducive in illuminating the
household determinants of nutrition, especially formalizing the idea of the productive nature
of domestic activities of women. A ‘nutrition production function’ specifically relates the
child’s nutritional status (usually measured by height or weight for different ages) to a set of
health ‘inputs’ and includes the nutrient intake of the child, access to breastmilk, duration of
breastfeeding, preventative and curative medical care, and the quantity and quality of time
provided by the mother or others in care-related activities (cited in Glick, 2001). A World
Health Organization (WHO) study found that nearly 2 out of 3 infants are not exclusively
breastfed for the recommended 6 months- a rate that has not improved in 2 decades,
according to WHO which recommends that infants are to be exclusively breastfed for at least
6 months (cited in Abekah-Nkrumabh et.al., 2020). Given this fact, it was considered crucial
to examine the respondents’ duration of exclusive breastfeeding of their child as studies had
shown that a mother’s full-time employment has a negative influence on duration of
breastfeeding (Calnen, 2007; Fein & Roe, 1998; Kimbro, 2006; Kurinij et.al., 1989; Ryan
et.al., 2006). With regard to the breastfeeding duration of respondents, it may be reiterated

that the maternity leave for female employees in Nagaland’s public service is 180 days.
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However, for 20 per cent of the respondents the duration of breastfeeding to their child was
found to be less than six months. This trend concurs with established studies that

employment of mothers has a negative influence on the duration of breastfeeding.

Fig.5.2. Duration of exclusive breastfeeding to youngest child

M Less than 6 months

B More than 6 months

A 32 year old respondent who is a junior administrative staff narrated the challenges of
excusive breastfeeding of the child. She explained: “I know that, we are supposed to
breastfeed a baby for six months for the baby’s health. However, by 9:00 AM I leave for
work and return around 3:00 PM. Since I cannot take my baby to work, I have to feed her
infant formula during my absence. Of course, nothing can compare to the mother’s natural
breast milk for the baby’s health and nutrition, I am left with only this option. Infant formula
is also more than 400 rupees these days and for me I'm glad I can afford it. My main concern
is for the mothers with young babies who are in the lower Grade jobs who would be most
affected as there are hardly any proper childcare facilities operating at the workplace”. The
challenge of balancing breastfeeding and paid employment is a crucial factor contributing to
the early cessation of breastfeeding among working mothers according to Guendelman et.al.
(2009) and circumventing this challenge can be found in flexible work schedules. A 37 years
old respondent who resided close by her workplace narrated how she took intermittent breaks
from work to go home to breastfeed her baby. She says, “I was fortunate to reside in the
official quarter in the vicinity of the office; so after my six months maternity leave was over,
I had to try to balance my work and breastfeeding time. There are times that the
breastfeeding timing clashes with work and vice versa. But somehow it works out.”
Respondents cited the lack of institutional child care support as one of the factors militating
against the effortless practice of breastfeeding. According to Shuster (1993) a challenge for
working mothers was the valuable time and experiences with their infants which they missed
out on after resuming work notwithstanding the concerns for child care quality, unresolved

conflicts in integrating parenthood and paid profession.
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5.3. Working mothers and academic performance of children

A common perception that strengthens the conventional stereotype of men as provider or
breadwinner and women as homemaker or caregiver is that the mother’s employment outside
the home will affect the children in academic progress. Khan and Hassan (2011) posit that a
mother’s employment created a number of problems for the children which lead to
contestations relating maternal employment with a child’s development. A general
assumption is that the maternal employment results in the children’s mediocre academic
performance. Similarly, Ruhm (2004) also concluded that children of working mothers who
were in paid employment during their child’s infancy showed poorer academic performance
as compared to those children whose mothers stayed at home during the same period.
Against such perspectives, a question related to academic performance of the children was
posed to the respondents. Contrary to the popular perception of the negative impact of
maternal employment on children, the present study found that a majority of the respondents’

children were stated to be performing well academically.

Fig.5.3. Academic performance of children
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Academic excellence of their children was stated by 16 per cent of the respondents, while
60 per cent said it was satisfactory, implying good performance. According to 9 per cent of
respondents, their child/ children’s academic achievements were average (mediocre) and for
15 per cent it was not relevant as their children were not yet of school age. The finding of
the present study is consistent with the study of Al-Khoury, Zein & Saade (2018) who argued
against the popular conception that children’s academic performance is negatively affected
when the mother works outside the home. Similarly, Lucas-Thompson ez.al. (2010) had also
concluded that early maternal employment is not associated with lower academic
performance or behaviour problems and in fact found that children of working mothers had
no problems in learning, behavioural or social problems, high achievers in school, less

depressed and had less anxiety.
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5.4. After-work Childcare

Of all dimensions of unbalanced gender roles and expectations in society, the areas centred
around motherhood and childcare is considered as most significant. Gender-based
expectations about family roles often result in women bearing the bulk of the childcare
responsibilities (UNDP, 2022). Tasks carried out by women such as preparing food and
drinks, fetching water and seeking preventative and curative medical care are deemed crucial
for the overall health and development of the children. Because of their multi-faceted roles
as caregivers and providers of family income, women face challenging situations in bringing
the right welfare of their children (Devi, 2020). Taking into account the magnitude of time
spent at work place and commuting between home and work it was pertinent to examine if
the respondents were able to attend to childcare post work. Showing there is no let-up in
maternal chores, 81 per cent of the respondents attended to the children’s needs upon return
from workplace daily, whereas 15 per cent of the respondents stated that they were able to
do so only sometimes. However, 4 per cent of the respondents stated that child care was not

a possibility after returning home from work.

Fig.5.4. Childcare after work
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Majority of the respondents who were not able to attend to the child after returning from
work fall between the ages of 30 to 50 years mostly employed as Grade IV office attendants
who spend between 5 to 8 hours at the workplace in addition to 4 hours and more on
household chores. Of the 4 per cent (10 number) of respondents who stated that they were
not able to attend to their children after work, 4 respondents said their children were already
grown up so did not require hands-on care while 6 respondents stated that they were
exhausted from the long working hours when they reach home. In light of this, a 51 year old
secretariat assistant says, “Though I have a child under the age of five and the older kids are
in school, I am unable to give time to my elder kids since I am already exhausted when I get

home from work. I have to look after my infant’s needs first and I end up neglecting my other
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children’s needs.” Additionally, many working mothers are often compelled to prioritize

childcare over their own needs.
5.5. Mother’s employment from a child’s perspective

A child’s perspective on the issue of maternal employment including the
awareness/knowledge of the child towards the nature of the mother’s work and the attitude
ofthe child towards the mother’s dual status was made. 77 per cent of the mother respondents
had stated that their children were aware of the nature of their work or profession while 23
per cent stated that their children were not aware of it yet, which was due to the fact that the

children were very young.

Fig.5.5. Child’s awareness of mother’s profession
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The child’s knowledge about the nature of mother’s work and its importance was found to
play a key role towards the maternal work-family conflict. Respondents reiterated the
importance of sitting down with the children to explain the nature of their work, which has
proven to assist the respondents in effectively managing the demands of their dual
commitments to a great extent. A respondent Yanbeni who is a junior engineer (32 years)
says, “I have two young kids aged four and one. My husband is in the administration. My
eldest daughter joined pre-school only this year and my husband and I made it a point to
explain to her about why we have to go to work. Sometimes we even take her to our
workplace to show her what an office looks like. Fortunately, she took it better than we
expected. Seeing this attitude from her, we are overwhelmed and also glad for doing what
we did. Hopefully, the youngest will follow suit when grows up.” Given the children’s
knowledge of the mother’s work, the respondents were then queried regarding the attitude
of the children/child towards the mother working outside the home. While 66 per cent of the
respondents (mothers) stated that their children approved of them working outside the home,
33 per cent of the respondents didn’t have any say on this as their children were still very

young. Only 1 per cent of the working mothers stated that their children did not approve of
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their work outside the home, the reason being the lack of quality time together due to paucity

of time of the mother.

Fig.5.6. Children’s approval of mother’s work outside the home
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Similar question was posed to the child respondents to get insight from a child’s perspective.
Narrations from two respondents aged 10 and 12 whose mother is an Upper Divisional

Assistant (UDA) is given below:

The older brother said, “I approve my mother going out of the home to work. She works so
hard so that she can buy us gifts! I hope I can give back to her when I grow up.” According
to the younger sibling, “I am happy that my mother is working outside the home as she has
to earn for our family. But I wish she spend more time with us at home.” While the older boy
showed unequivocal approval of the mother’s work, in the narrative of the younger one, an
element of ambiguity could be discerned whilst he expressed the longing for more time
together with their mother, though he understood why she has to work outside. A display of
maturity could be gauged from a 9 year old who stated, “I want my mother to go to office
every day because she enjoys her work and her work friends are also very good. I am happy
when I see my mom happy.” Overall, interview with the children found that 90 per cent of
them were in support of the mothers’ employment outside the home. The general picture that
emerges is that the children have a positive attitude towards the mother’s dual status. While
rationalizing in a positive light the need for the mother to work, the children’s wish for the
mother to spend more time was at the same time visibly expressed. On the whole, it can be
inferred that when the children of working mothers approve of the mother’s dual-role, the
mothers take up their professional role confidently as opposed to those mothers whose
children preferred them to be a stay-at-home mom. Studies show that younger women and
women who had working mothers themselves were found to be generally more supportive
of combining work with motherhood (Brayfield, Jones & Alder 2001; Knudsen & Warness,
2001).
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5.6. Conflict of professional and mothering role

Hock (1980) proposes that a match between a woman's employment status and her beliefs
about the exclusivity of maternal care may lead to greater satisfaction in the mothering role
and thereby enhance the relationship between the mother and infant. He proposes that a
career invested mother who does not believe in the exclusivity of maternal care is more likely
to be a satisfied being a mother than an employed mother who strongly believes in the
exclusivity of maternal care. As such, the latter type is perceived as likely to experience role
conflict which may negatively affect her relationship with her child. When a woman
becomes a paid professional, situation of conflict arising from her dual role commitments
arises with the demands of one role affecting the demands of the other. When queried on
whether the demands from the professional role conflicts with mothering role (fig.5.7), 48
per cent of respondents stated that the demands from their professional role conflicts with
the mothering role ‘very often’, 47 per cent stated that the conflict was ‘seldom’ while a

small section of respondents at 5 per cent stated that there was no conflict.

Fig.5.7. Contflict of professional and mothering role
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Majority of respondents who stated that the conflict of professional role and mothering role
was experienced frequently were between the ages of 30 to 40 years employed in Grade IV
level followed by respondents in clerical, medical and police profession. Significantly 87.5
per cent of these respondents were found to have children under the age of 5. Most
respondents between the ages of 40 to 60 years were employed in Grade I and Grade II
professions in the technical, teaching and administrative profession whose children were
over the age of 10 although a few respondents also had children under the age of 10. The
respondents in this category spend 5 to 8 hours at work in addition to another 2 to 4 hours
doing household chores. Officials in higher occupational hierarchy shoulder heavier work
responsibilities and demands. Since the children of most respondents in this category were
not small, the age of children is not related to the conflict between the dual role. In this case,

the significant variable was found to be the strata of job hierarchy and age of the respondents.
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This substantiates the general assumption that working mothers over the age of 50 years
would generally be occupying senior ranks in their career hierarchy if ‘age’ is taken as a
factor, which would necessitate them to fulfil more professional demands and
responsibilities. Respondents also stated that the demands from professional role conflicts
with family more under certain situations such as when the children are sick or when the
respondents have to travel for work related duties and when there was work overload. The
respondents were then asked whether they thought they were justifying the demands of
motherhood. While 77 per cent stated that they are doing justice to the demands of
motherhood, 23 per cent of the respondents were of the opinion that they were not doing

justice to the demands of motherhood.

Fig.5.8. Respondents’ opinion on justifying motherhood
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Majority of the respondents who stated that they were not doing justice to the demands of
motherhood fall between the ages of 30 to 40 years mostly in Grade IV jobs. 82 per cent of
the respondents had children under the age of 5 which is found to be a determinant variable
for this query. In terms of time usage, these respondents spend 5 to 8 hours daily at work.
Thus, the most significant variable for the respondents in this age group not being able to
justify the demands of motherhood is seen to be the age of the respondents, children’s age,
working hours and strata of profession. All the respondents emphasised their concern
regarding their inability to spend enough time with their child and strongly expressed the
need for flexible working hours in government offices for working mothers. They shared
suggestions for Saturdays to be off- days for working mothers who have small children. In
light of this, a respondent (36 years) says, “I am in one of the busiest departments in the State
Government and I don’t even get time to spend quality time with my husband and son, so
leisure time for myself is just out of the question. It is difficult to take leave from work also
because I work in the accounts section. I wish there was more flexibility at work for young
mothers as first-time mothers struggle a lot with her new role.” Hays’ (1996) “intensive
motherhood” ideology represents children as vulnerable and precious beings demanding

extraordinary time and emotional commitments as well as proper nurturing by the primary
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caregiver, preferably by the mother (Phoenix, Woollett & Lloyd ,1991; Zelizer, 1985). The
present study finds that for the respondents cutting across age, strata of job hierarchy or
profession, their biggest concern remains their inability to spend enough time with their
children. This brings into question the issue of alternative childcare challenges that working

mothers in Naga society encounter, which is elaborated below:

5.7. Pregnancy related challenges of working mothers

The treatment of women in society has always been linked to the way care is provided to
children and other dependents in the family (Folbre & Himmelweit, 2000). The authors
contented that feminist theory is shaped by debates over both the meaning and the
organization of ‘care giving’, with arguments centred around women’s liberty to pursue
one’s personal needs rather than as primary caregivers. Because parenthood is viewed
differently to men and women due to the gendered division of labour in society, Reynolds
and Johnson (2012) assert that with the arrival of children, women tend to be more influenced
than men and cites the lag between actions and attitudes between men and women that occurs
with every social change. In the context of the present study, although people may be willing
to accept the idea of a career woman, to however excuse them from their duties as career

moms is not found to be fulfilled in practice. Taking into account that the respondents in this
study are from both state and central services where maternity leave for both state and

central government female employees is 180 days. However, it may be noted that central
government female employees have additional leaves like child-care leave which can be
availed up to a maximum period of 2 years i.e., 730 days, which is not available for female
employees in the state government. In light of this, the respondents were asked if they
received special considerations during their pregnancy. While 68 per cent of the respondents
replied in affirmative, 32 per cent did not experience any special considerations in the work

place during their pregnancy.

Fig.5.9. Flexibility or special considerations during pregnancy
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Respondents who did not receive any special considerations during their pregnancy were
mostly found to be from teaching jobs followed by clerical. Apart from this, respondents in
the central services such as banks and lawyers were also included in this category. Therefore,
the nature of profession is seen to be a visible signifier on this issue as a majority of the
respondents were concentrated in teaching profession in all the three strata of job hierarchy.
Whether respondents received special consideration and flexibility or had usual working
hours at the office whilst being pregnant, all respondents expressed their concern about
getting left behind in their careers. This can be illustrated through a narration from Menang
who is a 40 year old engineer: “After giving birth to my youngest son in 2019, I was in the
midst of having to choose between being a full-time mother or fulfil my career goal by
returning as a full-time worker. I had to give up many opportunities for career growth during
this period because of my pregnancy and I also had young children at home. It would be
great if every office gives more flexible working hours to working mothers, especially
pregnant mothers, new mothers or mothers with toddlers at home.” Many young mothers
with small children do not receive sympathy or special considerations at the workplace, such
as flexibility in working hours for instance which strongly indicates the lack of gender
sensitivity in the workplace as was earlier highlighted in chapter 4. Charles Fourier in the
early nineteenth century suggested that the level of development of a society should be
measured by its treatment of women; after almost two hundred years women insist that the
progress of a society should also be measured by the quality of child-care and other
dependents (cited in Folbre & Himmelweit, 2000). The issue of special work considerations
for full-time working mothers especially for those with young children is a pertinent issue

that requires more discourse.
5.8. Maternal employment and childcare arrangements

As an increasing number of women enter into the male market interface, the significance
and vulnerability of their traditional caregiver role becomes increasingly apparent.
‘Childcare’ is a term that is typically applied to adults taking responsibility for younger
children and looking after them on a daily basis at home. In dual earner families, small
children may be cared for by kin or may be commercialized through private childcare
agencies. A related term is child rearing which refers to the bringing-up of children by
parents or parent substitutes and consists of practices that are grounded in cultural patterns
and beliefs according to Saramma and Thomas (2010). It is therefore the most challenging

responsibility for working parents when the child is still an infant. Childcare arrangements
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are a key element in the work decisions taken by mothers in so far as these are fundamental
to the ability of women to juggle childcare and participation in the labour market (Arpino
et.al., 2014). The concern lies in the situation of children of working mothers, particularly

the available quality of care when the mother is at the workplace.

With most respondents being from nuclear family homes (refer fig.1.2) the
respondents have no option but to leave the children with the kin or non-kin support networks
such as child-care agencies or in some instances, some enrol their children for early
schooling especially when there is no help at home. Ethnographic studies indicate the wide
range of alternative providers used, including other members of the household, kin or non-
kin support networks outside the household, hired domestic help and formal day care
(Joekes, 1989). Child care arrangement by non-kin however is usually not the first option,
as the preferred type of care is one by close kin like grandparents or other relatives. In
instances where the working mother has to delegate childcare to non-kin, the awareness of
the children regarding the nature of the mother’s work is crucial. Rose, a 45 year old BDO
in Dimapur narrates,” I go to work at 10:00 AM and I’'m home usually by 4:00 PM. My work
is mostly in the field so on busy days, I return home only around 5:00 PM- 6:00 PM. My
husband is in the police force and he is posted in Kohima. For me, the most challenging
thing about being a working mother is when my children fall ill and my husband and I are
unable to take care of our children. My children are mostly under the care of the house-help.
The main reason why I am able to face the challenges in life as a working mother is because
of the immense support from my kids ... They strongly approve of my work and have never
complained for not being able to be with them most of the time. Perhaps, my children being
so understanding may be due to the fact that from a very young age my husband and I have
explained to them the nature of our work and the reason why we have to work. Because of
this, my children understand why their mommy and daddy cannot be there for them
sometimes when our presence is required, they have grown up to be independent on their
own and the older siblings assist the younger ones in their needs.” The changing dynamics
within Naga families today characterized by the fluidity in the provider and homemaker roles
corresponds to Klein’s (1965) study where he proposed the receding significance of the
“Parsonian-instrumental dichotomy” of defining women’s role in society as women’s social
roles have only increased today and vast avenues where they are enacted. Klein also talks
about the emerging change in family structure where the traditional patriarchal family would
be replaced by a more democratic form of family characterised by an equitable relationship

between couples which could also propel children’s relative independence as individuals.
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Contrary to popular belief, a working mother can have a positive impact on her growing
children but the most important variable to consider would be the availability of child-care
facilities (Poduval & Poduval, 2009). Childcare arrangements are an essential element of
parental employment and there have been significant changes in the patterns of usage of the

varied types of childcare arrangements in the last 30 years (Uttal, 1999).

For employed women, child care was broadly defined to include any care while the
mother leaves for work. Today, particularly noticeable in Nagaland is the boom of the child
care arrangements in the form of pre-schools and children’s activity centres (day-care).
However, in spite of this new development, most working parents still continue to express a
strong preference for care of the children by relatives, especially for their infants, toddlers,
and preschool-aged children. Yet, the perception that relative care is an ideal substitute for
parent care may exceed real preferences. Among the employed mothers in the present study,
a question was posed on their attitude towards Montessori/nurseries and child-care agencies
existing in the society. While 31 per cent of the respondents strongly approved of such

institutions or agencies, 67 per cent approved of the same.

Fig.5.10. Attitude towards child-care agencies
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Thus, a total of 98 per cent of respondents approve of child-care agencies in varying degrees
seeing it as a viable care alternative paving the way for the mothers to pursue their
professional roles in the public sphere. However, a small percent of respondents at 2 per cent
did not approve of such agencies. The rationale for disapproval best expressed through a
respondent (48 years) who stated,” I don’t approve of these Montessori or child-care
agencies as for me they more or less seem to be more focused on generating money and not
so concerned about my child’s holistic development.” A few respondents did not view the
child care agencies as suitable alternative care-givers and were comfortable discussing their
ambivalent feelings about combining parenting with employment and availing day care

services for their children. With the lack of properly organized and functioning créches at
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the workplace, respondents expressed the growing awareness and need for créches facilities

at their place of work.
5.9. Impact of maternal employment on children

The early years of 0 to 8 years of a child are considered the most extraordinary period of
growth and development of a child and the impact can last a lifetime according to a report
by UNICEF. Therefore, the child’s early years are considered as extremely vulnerable which
requires adequate protection, care and stimulation to nurture the foundation for the child’s
overall development and well-being. Most families today have many different individual
arrangements for childcare but whatever the arrangement, child psychology experts agree
that it is equally important that both parents play an active, supportive and loving role
towards the children’s upbringing. ‘Quality time’ has become a part of cultural discourse
concerning what it means to be a ‘good’ parent (Snyder, 2007) who in trying to understand
how parents define quality time presented three distinct views of quality time namely-
structured-planning family, viewed as planning family activities, child-centred families
emphasized heart-to-heart talks with their children and time intensive parents believed that
all the time they spent with their families was quality time. In light of this, the respondents
were queried on the quality time spent with the children on a daily basis to which 62 per cent
of the respondents stated that they spent adequate time with the children while for 38 per

cent of the respondents, they felt they were not spending enough time with the children.

Fig.5.11. Quality time spent with children
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Respondents who were unable to spend quality time with their children were found to be
from across professions and positions, hence, it includes respondents from the police
department, clerical, teaching, medical and administration. However, it is significant that
with regard to the strata of job hierarchy, most of the respondents in this category were found
to belong to Grade III and IV levels, from the police, technical and clerical jobs who spend
approximately 5 to 8 hours at the office daily while respondents in the police profession were

found to spend more than 8 hours at the workplace daily. 53 per cent of the respondents in
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this category were found to spend more than 4 hours doing household chores. It can be
inferred that the significant factors for the respondents in this age group for their inability to
spend quality time with their children is related to the level of profession and the working
hours of the respondents. Lower grade employees are required to undertake whatever tasks
are assigned to them by the superiors, irrespective of the time of duration. The most
represented age group in this category were younger respondents between the ages of 30 to
40 years. A significant point to note here pertains to the fact that about half of the respondents
at 47 per cent who could not spend quality time with their children were found to be primary

earners in the family.

Glick (2002) asserts the importance of working mothers to spend quality time with
their children as young children especially infants tend to have particularly strong needs for
care and are also perceived to be more affected by negative effects of the mother’s work as
compared to older children. However, the notion that the child has to be cared for by the
mother whether the mother is a stay-at-home mom or in paid employment indicates the
essentialization of the mother as the primary caregiver of the child as can be found in most
societies. Verniers, Bonnot & Assilam’ehou-Kunz (2022) argues that gendered descriptions
only tend to essentialize and emphasize the complementarity of parental roles with fathers
largely absent from the family’s daily life whereas, mothers are subjected to primary

caregivers and most concerned with rearing children.

The essentializing of mother’s role in the upbringing of a child has also been
emphasised by Dejong (2010) who noted that children develop several cognitive and
behavioural effects as a result of their mother’s employment outside the home during their
initial childhood years. Similarly, Han, Waldfogel & Brooks-Gunn (2001) examined the
effect of maternal employment early on the child’s behavioural and cognitive outcomes
during the child’s early life and found that maternal employment in the first year of a child’s
life adversely affected the child’s cognitive outcomes by age three or four. These cognitive
effects were found to appear when the child reaches the age of seven or eight. They also
pointed to a correlation between mothers working during a child’s first year of life and
child’s behavioural problems in later years of childhood. In light of such studies, the
respondents in the present study were queried if they perceived any problems with their child
because of their absence at home. A majority of the respondents at 68 per cent stated that
their children had no behavioural issues. However, about a third of the respondents at 32 per

cent said their children exhibited certain health or behavioural problems ranging from minor
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physical issues such as injuries from inadequate supervision, poor eyesight due to excessive
screen-time, unhealthy eating habits. Additionally, behavioural problems cited were unruly
behaviour, social anxiety, agitation and emotional blunting. The observed pattern in the
study was that children with behavioural and health problems fall in the category of 3 to 8

years which is the most formative phase of a child’s growing years.

Fig.5.12. Behavioural and health problems of children
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A respondent, nurse by profession aged 35 narrates, “My 4 year old son developed speech
and health problems because of being home with the babysitter whole day while I'm at work.
He also became a very picky eater as there was no proper supervision during his meal time.”
While the medical veracity of this narrative stand outside the purview of the present study,
the mother assigns the cause of the child’s health issue to her absence from home. Whether
mothers choose to stay at home with the child or join work after they’ve given birth, how
old their child is when they decide to return to work and how many hours they are working
are all crucial factors in the developmental environment (Klein & Kiihhirt, 2017). According
to existing literature, the mother’s employment is seen to have implications on the overall
growth, development and well-being of their children. The first five years of life are very
crucial for child’s cognitive, affective, social, emotional and psychomotor development
(Bishnoi, et.al, 2020) and psychologically, the interaction between mother and child has a
direct impact on child’s cognitive development (Papalia & Martorell, 2014; Stevens, 1971).
Such studies appear to validate the necessity of adequate physical care, intimate bond and
continuous care for infants by the mother. However, it is pertinent to note that “it has not
shown that these needs must be satisfied by mothers rather than fathers, (or) by females
rather than by males" (Oakley, 1972). A general perception is that females have a
physiological response to infants which is not shared by males and makes them more suitable
as infant caregivers. Notwithstanding this perception, recent research on physiological
responsiveness does not support this belief, as Wolfson (1981) in his study states, “It appears
that men have the underlying physiological capacity to interact effectively with infants, but

that they have been socialized not to behave in line with this potential responsiveness." Given
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the debate on this issue, a correlation test was conducted to assess if mothers’ ability for

childcare after work is related to the absence of behavioural and health problems in children.

Table 5.1. Maternal childcare after work and absence of problem in children

Behavioural and
health problems Child care

of children after work
Behavioural and health Pearson Correlation 1 3117
problems of children
Sig. (2-tailed) .002
N 100 100
Child care after work Pearson Correlation 3117 1
Sig. (2-tailed) .002
N 100 100

**_ Correlation is significant at the 0.01 level (2-tailed).

The above table implies that absence of behavioural and health problems of children has a
statistically significant linear relationship with child care after work (r =.311, p<.001). The
direction of the relationship is positive i.e., lack of behavioural and health problems of
children and child care after work are positively correlated. Those respondents who were
unable to provide time for childcare after work generally cited expressions of guilt. This was
particularly acute for the working mothers whose children had problems- behavioural,
health, cognitive etc. A respondent (34 years) who is a field analyst in the central service
stated, “I go to work at 9 and return home only around 4-5 in the evening, sometimes I have
to go on regional as well as national field tours, trainings and workshops for a week. When
my eldest daughter was born, my husband was posted in another State then. He is also in
the central service. So, when I go to work, my 3 year old daughter was under the care of the
babysitter. My problem is, because of my inability to give time to my daughter, she has
developed behavioural issues as well as problems with her diet. She has anger issues,
irritability and has also picked up the habit of swearing from being on YouTube all day.”
Whether children of working mothers are better off than those children of stay-at-home
mothers, is a matter of much debate in general. According to psychologist Friedman (2018)
the emotional health of children tends to be higher when parents believed that family is first
priority regardless of the amount of time they spent in the workplace.

Although many studies appear to have focused on the adverse or negative effects of
maternal employment on the children, there is however, a necessity to point the focus on the
positive effects as well- the proven benefits of children of working mothers. A study by
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Anand & Roope (2016), for instance, which comprised of children from India aged 2 to 3
years, found that young children of stay-at-home mothers were found to have lower
capabilities in terms of talking, social skills, movement and daily skills; In contrast they
found that spending more time in day-care centres is associated with better social skills and
better everyday skills of children, while spending more hours being cared for by
grandparents is associated with better talking skills and social skills. Therefore, when
studying working mothers, it is essential to consider this perspective as well, i.e., the
‘positive effects of maternal employment on children’. In the present study, a case of a 34
year old respondent with a 3 year old child resonated with Anand and Roope’s finding as
she narrates, “Though I can always leave my child with my parents when my husband and 1
go to work, I instead send him to a day care cum pre-school and from few months of
experience there, I have noticed that my child has improved his social skills and is now more
confident, expressive, warms up to people easily now. I have made the right decision.”
Similarly, Snyder (2007) contended that it was not the amount of time the parents spent with
the children that was important; rather it was the quality of the time that mattered. Evidently,
for working mothers, spending quality time and interaction with the children is more vital
than the quantity of time spent with them.

In light of the multiple issues and challenges that come along with being working
mothers, how respondents perceive themselves in terms of job satisfaction and their
perception of engagement in paid profession notwithstanding the consequences that comes
with breaking new grounds is explored.

5.10. Self-reflection of working mothers

Much work on the ‘self” was carried out by pragmatists such as John Dewey (1922), William
James (1912) and George Herbert Mead (1934). In the present study, Mead’s theoretical
framework known as symbolic interaction is employed to understand the self-reflection of
mothers as working professionals in Naga society. The selfis viewed as a continuous process
that takes place in interaction with others and in self-reflection-the communication with self
about self. Because all interaction requires a language that is socially and culturally ascribed,
the society and the individual are inextricably intertwined (Mead, 1934). The reflexive self
is one’s ability to reflect upon and consider who one is in relation to others, the ability to
engage in an internal conversation with oneself as both the subject and object, according to
Falk & Miller (1998). From a symbolic interactionist perspective, the reflexive self develops

from other people’s response to one’s appearance, actions or attitudes. Therefore, a person’s
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self-esteem is determined by their positive or negative feelings about themselves based on

people’s judgement.

Women'’s role has evolved in contemporary Naga society and has expanded much
beyond their traditional nurturant role as homemakers and caregivers to sharing the provider
role in the family with the husband. Faced with a plethora of challenges of being a working
professional and mother concomitantly, ranging from pregnancy related challenges to
childcare, time budgeting, balancing family and professional roles, the respondents’
perception of the self is deemed necessary for a better understanding regarding the problem

under study.

Fig.5.13. Society’s opinion of working mothers
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The respondents were asked about their thoughts on society’s opinion of working mothers
to which 91 per cent responded ‘positive’ and just 9 per cent opted for ‘negative’. Majority
of the respondents who said that society had a negative view of working mothers were in the
age group of 30 to 40 years, across professions in administrative, clerical, technical and
police departments. The commonly cited reasons for the perceived negative opinion were
“people say a mother should be with the child at home and not be ambitious if the husband
is working” and “if a mother works, who will cook for the husband when he returns home
from work?” In spite of these responses which likely emerged from the respondents’ lived
experiences, it is reiterated that an overwhelming percentage of respondents at 91 per cent
who opine that societal attitude towards working women is positive, were optimistic that
Naga society is moving towards a more open-minded attitude by supporting working

mothers.

Drawing from the works of Dewey, James and Mead’s work, the reflection of ‘self’
is understood as one that occurs through an interaction with others. This implies that, by
observing the responses of others can a person arrive at knowing and judging oneself. The
societal perception that “women should not be too ambitious and just take care of the

children” or “working mothers who find it difficult to juggle work and home should re-
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consider their job if the husband is also in paid profession” that prevails in Naga society
provides a definition of ‘good mothers’ for the women and at the same time, evaluates her
actions. In this way, working mothers see themselves from the perspective of the society and
based on that attitude, learns to appraise one’s actions. Consequent to the respondents’
perception of society’s attitude towards working mothers, the researcher followed with the
query on the respondents’ attitude towards self on whether they felt that they are justifying
the demands of their professional role. 88 per cent of respondents said ‘yes’ while 12 per

cent said ‘no’.

Fig.5.14. Respondents’ attitude on justification of professional role
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For the 12 per cent of respondents who stated that they were not justifying the demands of
their professional role, majority of the respondents were between the ages of 30 to 40 years,
all had children under the age of 5 and majority had more than 2 children. In terms of
profession, majority of the respondents were employed in Grade I profession in teaching and
technical posts. The most significant variable for the respondents in this age group for not
being able to justify the demands of professional role is seen to be the age of the respondents,
age of the children and the number of children. A 37 year old respondent says, “/ cannot
apportion time equally between my work and family so I end up having to sacrifice one for
the other. Usually, my family role overtakes my professional role demands.” Whereas, for
the respondents between the ages of 40 to 60 years, majority of the respondents were
employed in Grade I profession in teaching jobs and were found to have more than 2 children
although the children were already grown up and in school and college level. According to
a 51 year old professor, “I have 5 children and my youngest son is still in primary school so
I am unable to prioritize my ambition over the demands from family role.” Another
respondent, a 53 year old undergraduate teacher says, “I am posted in a remote area so I end
up sacrificing my work to meet my family needs.” Based on such narratives, crucial variables
for the respondents not being able to justify the demands of profession is the nature of
profession and the number of children. This is reflected when a 46 year old doctor says,

“Being a mother of 4 children, it is impossible to meet all the demands at my profession.” In
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spite of such challenges, the study shows that 89 per cent of respondents are highly satisfied
with their jobs, 11 per cent of the respondents are somewhat satisfied with their jobs and not
a single respondent was expressed dissatisfaction with their jobs.

Fig.5.15. Job satisfaction of respondents
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Respondents who stated that they are only somewhat satisfied with their jobs, were largely
found to be in the clerical profession in all the age groups. This indicates that clerical jobs
offer the least job satisfaction with respect to the working mothers in the study. In order to
explore why a substantiate section of respondents are not fully satisfied with their
professional role, an attempt was made to correlate it to considerations during pregnancy or
the perception of gender discrimination in the workplace which may be possibly
instrumental for the lack of job satisfaction. Accordingly, it was found that majority of the
respondents who did not get work flexibility or special considerations during their pregnancy
fell between the ages of 30 to 40 years employed in Grade II and Grade III clerical posts.
This was further analysed on the issue of gender discrimination at the work place which
revealed that most respondents who had experienced the problem of gender discrimination
at the workplace were from lower-level clerical jobs. Thus, one can infer that there is a
correlation between factors such as lack of work flexibility and special considerations during
pregnancy or the prevalence of gender discrimination in the workplace to feelings of job

dissatisfaction among the respondents.

To the query on whether the respondents regretted being a working mother, most
respondents at 91 per cent stated that they had no regrets while 9 per cent expressed regrets

on being a working mother.
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Fig.5.16. Working mother and regrets
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A majority of the respondents who lamented being working mothers belong to the age group
of 30 to 40 years, largely employed as Grade IV personnel. They were followed by
respondents in the same age group from Grade I positions in technical and administrative
jobs. 78 per cent of respondents in the said age group are found to have children under the
age of 5. Incidentally, a majority of the respondents expressing regrets had ranked ‘work
related stress’ to be the top source of role conflict for them. Most of the respondents in this
age group were found to spend 5 to 8 hours at the office and more than 4 hours doing
household chores. A culmination of all these factors could have consequently resulted in
feelings of lamentation and frustrations. The most significant variable that emerges here is
work related stress derived from respondents’ long working hours and the age of the
child/children. It is significant to note that 50 per cent of respondents from among those
respondents who had regrets on being a working mother had stated that their children had
developed health, behavioural and nutritional problems on account of their absence from
home. Some of the reflective reasons for their regrets are narrated as, “being unable to be
there for the children especially during the children’s formative growing years” for a 51
year old architect; similarly a 54 year old doctor says, “I neglect my family a lot due to the
demands from work”, and a 44 year old assistant professor says, “Because I cannot nurse my
baby well”. All the respondents cited the primary factor for regretting being a working
mother was found to be associated with ‘time constraints for family time’. It may be stated
that the finding of the present study parallels the finding of Aarntzen et.al., (2019; 2022)
who concluded that working mothers experienced more work-family conflict on days where
they worked longer hours. Their study also found that working mothers who spend more
than eight hours at work daily were mothers who held more traditional stereotypes of a
women’s role and therefore, viewed this as experiencing work-family conflict and also stated
to experience more guilt than those women who held less-traditional gender stereotypes.
Notwithstanding the small section of women with regrets, a majority of the respondents at

91 per cent were satisfied to be a working professional and in spite of the challenges faced
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as a working professional, most did not consider quitting their job and continue to strive for
a balance between the work and family sphere. In this regard, a respondent (58 years) says,
“when I had my first son, my husband was posted in another town and he came home only
once every 2-3 months depending on his superior’s grace. During that time, we were
building our house and our son was just a few months old. I was a junior accounts staff
during that time so I had my job to go to, an infant to look after and a house under
construction that needed my supervision. It was a very taxing moment in my life and without
my husband in town, everything was on my head. At times I thought of divorcing my husband
because it stressed me out a lot and made me so angry but I have never considered quitting
my job in such situations.” Another 49 year old doctor shared a peculiar narrative where her
main concern is not with her children but self’s needs. She says, “I have a very hectic and
busy job as a surgeon and because all these years of me being occupied with work and less
of a hands-on-mother, I cannot enjoy my work to the fullest with my kids complaining that
I’'m married to my job and they are not wrong. In our society, being in the medical profession
as myself, we are made to re-think our specialization options also but for men, it is not so,
they can opt for any specialized field or what society calls, the ‘male sphere’. Women are
said to be more fitted for less hectic clinical posts such as dermatology, microbiology,
pathology, dental and some others...as the other posts are too demanding to fulfil with no
leave or job flexibility, more so once she becomes a mother. Balancing a demanding
profession and motherhood is difficult but I believe it is possible.” Women face the added
obstacles of sceptical attitudes about women's ability in their chosen field as well as women's
ability to maintain both a family and an independent professional career (Elman & Gilbert,
1984). Respondents in the present study opined that the successful integration of work and
motherhood roles were indeed a personal one and also pointed to the lack of proper

institutional care and support from society.

With role conflict being an inescapable reality how are the respondents navigating
the work-family conflict, or, what are the coping strategies and measures adopted to
circumvent situations of conflict by the respondents? This is a question that is explored in

the following section.

5.11. Understanding coping models in Role conflict
Working mothers have various motivating reasons for working outside the home
although generating independent income was found to be the most common. Many women

work because they truly enjoy their jobs and gain pleasure from achieving a successful career
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life. Such employment was found to engender many positive feelings resulting in increased
self-confidence, self-respect, and independence for many working mothers. Childcare
arrangement is necessary for working mothers yet it has become an increasingly challenging
experience for many full-time employed mothers to stay committed in the workforce. This
section attempts to delve into the coping strategies which working mothers in Naga society
have adopted in the course of navigating possible conflict between their parental and
professional roles. Coping strategies encompasses behavioural and/or cognitive attempts to
manage specific situational demands which are appraised as taxing or exceeding one's ability

to adapt (Lazarus & Folkman, 1984).

The coping model developed by Hall (1972) for role conflict identified three levels
of the role process namely- structurally imposed demands, personal role conception and role
behaviour. These three strategies correspond to the levels of the role process described by
Levinson (1959) as structurally given role demands, personal role conceptions and role
behaviour. Given these three levels of the role process described by Levinson, it is possible
to derive coping mechanisms which intervene in the role process at each level. Similarly,
Hall had also suggested that an individual can alter structurally-given demands, modify
personal role definitions or even meet all role requirements in response to varied role conflict
situations. In respect of the coping model by Hall (1972), Structural Role Redefinition is
one that typically involves negotiations with others as a way to alter structurally given
demands and come to mutual agreement on a revised set of expectations. Thus, individuals
using this strategy to handle work-family role conflicts might arrange flexible work
schedules with employers to attend to parenting responsibilities, negotiate timing schedule
with spouses or even make alternative child care arrangements. This type of coping strategy
is similar to Goode's concept (1960) of role bargains. An example would be a working
mother who negotiates an agreement with the superior to finish work at 2:00 p.m. so that she
can be home when her children arrive home from school. Structural demands can also be
altered in another way by re-allocating or sharing one's household tasks such as cleaning,
washing and child care. The second type of coping according to Hall (1972) is Personal Role
Redefinition which involves changing one's definition of important roles in life. Individuals
using this strategy to cope with work-family conflict might view either family or profession
as more important and accordingly alter one’s career or other aspirations. Another response
pertains to individuals adopting the attitude that role conflict is an inevitable fact in life and
to hope for its decrease in time. Personal role redefinition, if not accompanied by structural

redefinition, was however viewed by Kroeber (1963) more as a defence tactic rather than a
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coping process. In contrast to the above cited strategies, the third type of coping strategy in
Hall’s (1972) model is the Increased Role Behaviour. Here, the individual works more
efficiently and time is carefully planned so that one can fit everything at once. Individuals
by adopting increased role behaviour, attempt at improving the quality of their role
performance so that all the role demands are satisfied. The main goal of the above elaborated
strategies by Hall is the management or elimination of role conflicting situations and hence,
these strategies are perceived as ‘problem-focused’ strategies. Psychologists Lazarus &
Launier (1978) also developed two fundamental types of coping strategies which are
‘problem-focused’ that relates to making changes in the role conflict situation itself, and the
second one is ‘emotion-focused” which deals with alleviating the emotional reaction that
emerges from stressful role-conflicting situations. There are other psychological concepts
like Cognitive Restructuring which refers to changes in one’s attitude to alter the meaning
of the conflict situation and Tension Reduction which refers to unconcealed behaviours that
is targeted at stress reduction adopted by individuals in conflict management. A person using
Cognitive Restructuring as a coping strategy to deal with work-family conflict might think,
"my situation could be worse than this" or "This is a natural reaction that is normal for any
working parent." Finally, Tension Reduction as a strategy might involve changes in eating,
sleeping, or exercise patterns and/or overt expression of feelings about the situation (Elman
& Gilbert, 1984). These coping models discussed above would serve as a lens to analyse the
strategies adopted by the respondents in the study context to combat home-work conflict.
Whilst doing so, it is pertinent to take note of the point made by Rotondo et.al. (2003) that
no coping style is universally appropriate as some strategies might work better with specific
forms of conflict or within specific contexts such as culture or personal values.

5.12. Coping strategies of working mothers in Naga society

The data from the current study suggests that most working mothers in Naga society are able
to juggle the incongruent roles of a wife, mother and an employed professional albeit
confirming to recognizing situations of role conflict at some point in life. Most respondents
are able to balance the work-family conflict because of certain coping strategies or coping
mechanisms that they have adopted over the course of striving to strike a balance between
home and career. On the basis of empirical data from the field, the coping strategies of the
working mothers in the study context can be understood under the following broad

categories:
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5.12. A. Efficient time management

The study reveals that time constraint was ranked as the top source of role conflict for the
respondents. When efficient time management is practiced respondents could circumvent
and manage the work-family conflict sans much stress. With 45 per cent of the respondents
being between the ages of 30 to 40 years, many of the working mothers are weighed down
with novel roles of being first time mothers with considerably low work experience. In role
conflicting situations it is found that most of them adopted Personal role redefinition and
Increased role redefinition strategies along with cognitive restructuring. A case in point can
be illustrated with the narrative of a 34 year old respondent, an engineer, who said, “/¢ is a
known fact that younger junior officers end up doing majority of the office work in every
department. If the senior officers do not want to travel for trainings or conferences, we are
the ones to go by default no matter our work schedule or demands at the home front. Being
a young mother with a demanding job, it is impossible for me to avail Leaves often. I feel
terrible as a mother for not being able to give time to my child especially when I have to
travel for work. So, the only option for me was to fix a daily routine schedule in order to
manage my busy schedule.” Her narrative corresponds with Elman and Gilbert’s (1984)
study who found that professional women with young children may feel a desire and an
obligation to fulfil many aspects of the parental role rather than delegating these

responsibilities, perhaps out of guilt associated with perceived neglect of the parental role.

The age of the respondents emerged as a key factor for the occurrence of role conflict
situations, ranging from mild to severe. The respondents between the ages of 30 to 40 years
were found to comprise the majority who stated to have more role conflicting situations as
compared to older respondents above the age of 40 whose children were past the ‘hands-on’
stage and presumably young adults. A 55 year old respondent who is a senior planning
officer said thus, “My children are all in college now, and in the work place also it is more
relaxed now compared to the earlier years. On days when I have a lot of work or have family
emergency to attend to, I delegate the work to my colleagues who are willing to fill in my
duties. If you ask me, I concur that the early years of being an employee with young children
at home was the time when [ faced more conflict from my dual role as compared to my life
at present. I think most mothers my age would agree with me on this.” Many respondents
who were mothers to children under the age of 5 also cited time management as an effective
source for balancing their dual role and are of the opinion that they bear with the difficulties

as it is only a temporary thing; once the child grows up, their difficulties will also decrease.
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This construal echoes the work of Gilbert et. al., (1981) who found that younger professional
women in dual-career families tend to use the equivalent of Increased Role Behaviour in
managing conflicts between their professional and parental roles while older women tend to
use Structural Role Redefinition and Personal Role Redefinition. Thus, the given coping

strategies adopted by the respondents can be said to be intuitively wise.
5.12. B. Supportive role of spouse and children

The supportive role of a spouse was found to play a significant role in the way the family
functions when a mother is in paid employment, and on the working mother’s ability to
handle her dual role efficiently. Most significant is a husband who is understanding and
supportive of the wife’s working status. Respondents have acknowledged their husbands
who encouraged them to go out of the home to work as they have spent years mastering a
degree so their education should not go to waste, husbands who shared household work so
the wife can continue working. Strong spousal support is also vital, both emotionally and for
assisting the wife in performing her role responsibilities. Emotional support enables working
mothers to have the freedom to make major career commitments and also have a positive
outlook about work and family life integration. Lack of such spousal support can contribute
to feelings of inadequacy, particularly with regard to parenting role expectations.
Furthermore, spousal assistance in meeting role demands associated with childcare and
household chores not only keep working mothers from being unduly burdened by home
responsibilities but also facilitate the development of a family pattern in which major life
roles are more equitably shared (Elman and Gilbert, 1984). The situational variables of
spousal and social support being significant for lowering conflict has also been pointed out
by several other studies, with higher levels of spousal support associated with lower role
conflict (Bebbington, 1973; Holahan & Gilbert, 1979a; 1979b; Polomma, 1972). Similarly,
both spousal and social support are found to effectively contribute in coping during major
life transitions (Hamburg & Adams, 1967) and in combining family and career roles
(Holahan & Gilbert, 1979b; Holmstrom, 1972; Rapoport & Rapoport, 1969). In this regard,
one can refer to the concept of ‘the second shift’ (Milkie et. al., 2009; Hochschild &
Machung, 2012; Croft et. al., 2014) which women in dual earner households often face
wherein, they engage in more household chores and childcare than their husband. The above
cited studies highlighted the fact that women with more domestically involved spouses is
correlated to more flexibility in pursuing career ambitions, closing the gender career

achievement gap and reduced second shift for working women.
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According to Settles et.al, (2009) families are regarded as the safety net for society because
they handle whatever problems for which there are no adequate programs or organizational
responses in the larger society. They also highlight the concept of intergenerational transfers
and its vital role in reducing family stress and supporting individuals at certain turning points
and transitions in life. Along with the spousal support, the respondents have also referenced

the positive attitude of the children towards the mother’s dual-role that has proved to be

instrumental in reducing guilt from childcare problems to a great extent.

5.12. C. Service of substitute caregivers

According to Casper (1997) substitute caregivers are broadly grouped into two
categories: Familial and non-familial caregivers: Familial caregivers are related to the child
and include fathers, grandparents, older siblings, aunts and uncles, and other relatives.
Whereas, non-familial caregivers are those who are not related to the child and include group
arrangements (preschool, nurseries, day care centres), and in-home care (baby-
sitters/nannies or domestic help). The essential role grandparents play in childcare of dual
earner families have been identified in studies such as by Kamo and Zhou (1994) who found
that in Asian societies, grandparents are more likely to reside with their grandchildren and
adult children in extended households or in households headed by their adult children rather
than living on their own. Similarly, Nauck and Suckow (2006) found that many grandparents
especially in Asia, still live with their adult child. In the Indian context, women are found to
spend most of their time doing unpaid work, looking after their children and the elderly in
the family (Chandrashekar & Agarwal, 2017). Similarly, in the study context, 95 per cent of
the respondents belonged to nuclear family type with mentions of aged parent(s) cohabiting
with the nuclear family unit. In light of this, a 50 year old Stenographer can be cited, “My
parent’s house is just a stone throw away from our house. My husband is posted in another
town so when I go to work, my parents look after my kids which is a big relief for me as [
don'’t feel safe leaving childcare in the hands of people other than immediate family.” These
narratives by the respondents serves to illustrate the critical place grandparents, unmarried
siblings and other relatives often have in meeting the needs of a working parent. Research
has indicated that informal child care provided by grandparents is valued by parents and
continues to be an important source of support to young parents (Ferguson et.al., 2004;
Mitchell, 2007; Wheelock & Jones, 2002). Descriptive studies of maternal and family
characteristics associated with the likelihood of childcare by relatives have found that it is
positively associated with the belief that parents should be caring for their own children
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(Hertz & Ferguson, 1996; Kuhlthau & Mason, 1996) and for families with small children
under the age of two (Hofferth et.al., 1991; Kuhlthau & Mason, 1996). Such was the case
for a 32 year old respondent who says, “Both my husband and I are professionals with young
children and sometimes when we have too much work to attend to, my mother voluntarily
looks after the children- right from picking up my eldest child from pre-school to tending to
her after school needs until we get home from work.” It is obvious that many respondents
delegated childcare to their elderly parents at times when they were unable to be at home,
had to travel out of town for work, or had too much work. Therefore, ushering in the
importance of kinship networks in child-care for working parents. Wellman and Wortley
(1989) view kinship networks as forms of social structure in society that can facilitate
support to individuals. Respondents were queried on the kind of childcare arrangements they
availed when the mother goes out to work, and provided with some options to choose from
including domestic help, relative, neighbours and others. Majority of the respondents being
from dual earner families, husband’ as an option was incorporated into the ‘others’ category.

The respondents were asked to tick whichever option is applicable.

Table 5.2. Child-care arrangement of working mothers

SLNo Childcare arrangement Frequency Percentage

1 Domestic help/babysitter 118 45.74
2 Relatives 87 33.72
3 Neighbour 2 0.78
4 Carry to workplace 0 0.00
5  Others 51 19.77
Total 258 100

The table above shows that while the total number of respondents in the study is 240, the
responses recorded for this question is however 258. This ensued because 7 per cent of the
respondents marked both ‘domestic help/babysitter’ as well as ‘relatives’ as the preferred
childcare arrangement. 45.74 per cent (118 respondents) delegated childcare to the domestic
help/babysitter when the mother goes to work, followed by relatives or kin at 33.72 per cent.
Not a single respondent took the child to the workplace. This validates the case stated earlier
about the imperative of créches at the workplace especially more so when a child is in the
breastfeeding stage. Not only would it be beneficial for a working mother, every working

parent would benefit from this arrangement. For the respondents who chose ‘others’, the
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responses were “my child goes to school” and “child/children is/are grown up so they can
take care of themselves”. A survey done through the All Nagaland Domestic Workers Union
(ANDWU) and the Nagaland Domestic Workers Movement (NDWM) in collaboration with
The International Domestic Workers Federation (IDWF) and Women in Informal
Employment: Globalizing and Organizing (WIEGO) found that in terms of child care, family
is the main source of support with 64 per cent of respondents with children reporting that
they leave their child in the care of a family member while they are at work (WIEGO Policy
Brief No 27, 2021). On being queried whether the respondents were satisfied with their child
care arrangement, 93 per cent of the respondents replied in the affirmative while 7 per cent
said they were not satisfied.

Fig.5.17. Satisfaction with child-care arrangement
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For the respondents who said “No”, reasons given were, “infant has to be cared for by the
mother” and “others don’t understand the needs of the child like the mother does”. These
statements point to the internalization of gender norms by the respondents, consistent with
the symbolic-interactionist perspective that socially defined standards of conduct function
as self-regulatory guides for the individual through internalization (Mead 1934). Gender
stereotypes in most societies prescribe mothers and not fathers to prioritize their family over
their work. Therefore, internalization of gender stereotypes may predict higher levels of guilt
among mothers when they prioritize their work over their family in certain situations
(Aarntzen et.al., 2019; 2022). In the context of the Naga society, not all working mothers
can afford childcare while some do not believe in delegating childcare in the hands of
childcare substitutes. These respondents eventually end up conforming to the ‘mother role’
as ascribed by society and often tend to passively cope with both wage work and unpaid
housework. Harris et.al. (2002) point out that most working mothers are not making a child-
care decision but rather make child-care decisions for their children. The family context,
and in particular the number and age composition of children is crucial in decision making
related to childcare arrangements. In this context, a 35 year old lecturer says, “I am a mother

of five children, all under the ages of 8. I have two domestic helpers at home and they look
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after the kids when I am at work. I know it is not easy to look after five toddlers and there
are times when my helpers are in the wrong and I have to correct them but I try to control
myself not to scold them often as, should they decide to leave, our family will suffer. It is
very difficult to get good babysitters nowadays so it leaves us with no option but to
compromise on our part.” In the context of the Naga society, social activist Suponenba
Longkumer notes, “The growing number of working women in recent years has given rise
to the need for cheap labour to assist in household work, and also care for children in the
absence of parent” (cited in Chubayanger, 2013). However, it would also be noteworthy to
mention that, with the rise in child labour, exploitation and problem of trafficking, many
parents are reluctant to send their children to the urban areas as domestic helpers with
promised education or other incentives. As stated by Chubayanger (2013) it is common
practice in Nagaland today to bring poor children from villages to urban areas to work as
domestic help in exchange for a better life for the child, away from poverty. Attributions
such as ‘domestic helper’ or ‘baby-sitters’ are often criticized for being camouflaged

nomenclature for ‘child labour’.
5.12. D. Rationalization as a coping strategy

With financial independence, increased self-esteem and self-respect as working
professionals, the respondents in the study have gained a sense of ‘rationalization’ over the
years that has sustained them during role-conflicting situations. Rationalization as a term
initially was coined by Max Weber and refers to the process of thinking up socially approved
reasons for one’s behaviour. It refers to the replacement of traditions, values, and emotions
as motivators for behaviour in society with concepts based on rationality and reason
(Papastephanou, 2001). Rationalization as a defence mechanism was identified by Anna
Freud (1937) and according to her it refers to a phenomenon whereby “when people are not
able to deal with the reasons they behave in particular ways, they protect themselves by
creating self-justifying explanations for their behaviours.” Rationalization is a defence
mechanism which permits an individual to deal with emotional conflicts or internal or
external stressors by devising reassuring or self-serving but incorrect explanations for his or
her own or others’ thoughts, actions, or feelings, which cover up other motives (Perry, 1990).
Rationalization can be further understood from the point of Shah (2022) who describes two
types of rationalization where the first type is the ’silver lining” which is an assumption that
everything happens for the best so one needs to find the blessing in disguise in it. This type

of rationalization was exhibited by a 42 year old respondent working as an assistant
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professor who says, “I have made my parents and myself proud by earning a Ph.D degree
so I should remind myself that on days when I feel like my work stress is too much and I'm
on the verge of quitting!”” Similarly, a 47 year old respondent employed as a Senior Accounts
Officer says, “My life would be monotonous if I stayed at home so I may as well go to work."
Another respondent, a 56 year old Administrator of a school says, “If I don’t go to work, 1
fear my children will be less ambitious in life. [ am trying to set a good example to my kids.”
The second type of rationalization according to the Shah (2022) goes by the term ‘sour
grapes phenomenon’ which is said to be derived from the renowned Aesop’s fable about the
fox and the grapes and in this type of rationalization, the person may say, “I wasn’t interested
in this job anyway.” This was found to be the case of a 45 year old advocate who said, “If' 1
am unable to meet the demands from my work and family, I am willing to quit my job as my
husband also earns more than enough to look after the family’s needs.” Thus, rationalizing
is found to be largely adopted by the respondents as a coping mechanism to navigate through
the strains of conflict of straddling work and family simultaneously. Hall (1972) notes that
a person attempting to resolve role conflicts may go through a process of first clarifying and
accepting her own attitudes and perceptions and then confronting her role senders; the latter
(structural role redefinition), may be difficult to do without the former (Personal role
redefinition). Therefore, working mothers typically have a number of different coping
strategies available to them and often use some to a greater or lesser degree than others in
dealing with role conflict situations. The respondents in this study are no exception to this;
having used all three strategies to some degree, and used some strategies more than others.
It is evident that Structural role redefinition was found to be the most highly adopted coping
strategy by the respondents followed by Increased Role Behaviour. To reiterate, Increased
Role Behaviour involves efforts by the individual ‘to execute whatever work is assigned to
them’ by working harder and more efficiently though the demands from the professional and
family roles may remain unchanged. The least used coping strategy was found to be Personal
Role Redefinition.

The respondents also reported a high degree of effectiveness in coping with conflicts
between work-family roles, influenced in large measure by the desire ‘to be acceptable’ in a
society which does not provide much encouragement for a career-oriented mother. The
question arises then, how one is to describe the nature of role conflict in respect of working
mothers in Naga society who perceive themselves as effectively managing their work and
family roles? It is very clear that the nature of role conflict in Naga society is culturally

created. The work-family conflict of respondents in the current study emerges from the role
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expectations derived from traditional Naga cultural values and traditions. Hall (1972) had
suggested that a collective strategy may be more effective to deal with role conflict at the
organizational or cultural level. Therefore, in the study context, a collective strategy would
be more appropriate for effectively dealing with the inevitable conflict situations that occur

when mothers try to balance home and work life simultaneously.
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SUMMARY AND CONCLUSION



Chapter VI
Summary and Conclusion
“A love for tradition has never weakened a Nation, indeed it has strengthened nations in

their hour of peril- Winston Churchill”

Social norms and values are the basic components of ‘role’ and with the changing society,
the norms and values that define women’s role in society today are also a fusion of traditional
and modern elements. As women today increasingly perform multiple roles that often
conflict, the discrepancy that comes with the way individuals are expected to behave is
because of this very fact. Throughout history, women’s existence everywhere has been
defined in terms of socio-cultural, political and economic terms such that the role of women
has been identified primarily as a nurturer or caregiver. The patriarchal culture and practices
of the Naga society defines and lays down ‘correct’ forms of conduct for both men and
women. In the dynamic landscape of the Naga society, the traditional role of women has
been deeply rooted in cultural and societal norms where Naga women traditionally held the
primary responsibilities as household managers, played the nurturant role and ensured the
family’s wellbeing which also extended to maintaining the social cohesion within their
community. However, with social change, modern influences have gradually reshaped the
traditional gender roles of men and women. The role of working mothers in present Naga
society today remains a nuanced interplay of aspirations, responsibilities and societal
expectations. Naga women today have broken traditional barriers of a ‘homemaker’ and have
entered into the world of paid employment as professionals. This new norm, while
considered a strategic means of self-empowerment in a society that had traditionally limited
women’s role, also challenges the traditional gender role expectations in Naga society as
women increasingly participate in education, careers and the public sphere. While the
traditional values confine women’s primary role to the family and to be subjected to the
authority of men, on the other hand, modernity stresses women to be liberated, independent
and be at par with men in society. It is this interface of traditional and modern values for
Naga women that reflects a dynamic tension between the deeply ingrained cultural norms
and the evolving influences of modernity. As many educated modern Naga women traverse
the spheres of family and professional pursuits whilst also attempting to preserve one’s
cultural identity and embrace modern opportunities, the challenge of work and family
conflict emerges as a central theme. Therefore, the present study was undertaken to explore

into the motivating factors for working mothers from seeking paid employment outside the
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home and also to examine the nature of role conflict experienced by working mothers in the
public service of the state that emerges as one adapts, negotiates and coexists with the diverse
influences that shapes roles of men and women in the cultural context.

In the Naga society, the traditional gender ideology expects mothers to prioritize domestic
responsibilities including childcare over her professional responsibilities, and irrespective of
the lack of time and energy, most working mothers wind up doing a major portion of the
unpaid housework. The persistence of conventional gendered division of labour often
culminated in situations of conflict between the respondents and their spouses over division
of housework. Respondents who found themselves conflicting with their spouse ‘very often’
over division of housework were largely found to belong to the age-group of 30 to 50 years
employed in clerical, teaching, administration and police professions, including a few office
attendants. The significant variables accounting for the frequent conflict with the spouse was
found to be the respondents’ working hours both at home and in the workplace, and age of
children. Alongside these variables, the gendered division of labour in the family, for
instance, reflected through the fact that majority of the respondents spend leisure time
helping the children with their homework/studies (refer fig.3.1 & fig.3.2), leaving practically
no leisure time for themselves precipitated situations of conflict with spouses. This
accentuates the fact that women in Naga society continue to hold responsibility of the
domestic sphere notwithstanding her additional role as a paid professional. The patriarchal
structure and ethos that supports this ideology continue to operate in the interface of the
worlds of work and home, creating role inconsistencies and role strain for the working

women.

In every society, the classification of gender roles such as that of a breadwinner and
a homemaker have contributed to gender differences through stereotypes, expectations,
beliefs and skills leading to differences in behaviour for men and women (Eagly, 1987). In
the study context, the traditional gender ideology of Naga society has failed to recognize
women as ‘breadwinners’ as that privilege was restricted to men and women’s proper place
was the private domain of home. A significant pointer to a change in this dichotomous
ideology was, almost half of the respondents perceive themselves as ‘primary earners’ in the
family. This in itself challenges the traditional gender ideology where men are viewed as the
‘breadwinners’ in the family. The changing paradigm of the ‘bread-earner’ ideology can
further be gauged through the top motivating factor for seeking paid employment by the
respondents which were found to be financial self-sufficiency. This indicates that women no

longer perceived themselves as dependents on male members in society. Financial self-
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sufficiency was found to be closely followed by other motivating factors of self-esteem and
self-respect, and supplementing family income. In light of this change, a crucial aspect that
demands attention in contemporary Naga society pertains to the household decision-making
behaviour whereby traditionally the father or the husbands wield utmost authority on all
major issues in the family. In contrast to the patriarchal approach, Becker (1964) and Manser
& Brown’s (1980) talks of a ‘bargaining approach’ which contends that members of a family
make household decisions and distribution of household resources such as control and use
of income through an internal bargaining process, such that that it meets their personal
preferences. The bargaining approach has proved to play a central role in the analysis of
decision-making behaviour since the 1980s (Pollack, 2005). The household decision-making
aspect was explored focussing on major decision making of the respondents and their
spouses. The finding contests the general notion of male dominance on matters of family
decision-making. It emerged that majority of the respondents at 72 per cent took decision
jointly with their spouses on major household issues, while in the case of a smaller section
of respondents at 21 per cent, their spouses are stated to be in control of the major decision
makings. Along with the household general decision-making behaviour, the question of who
holds authority in managing the family income or wealth was also explored as studies
recognize economic power as the key variable in bargaining the family’s power balance in
matters of marriage or household decisions (Friedberg & Webb, 2006; Blumberg &
Coleman, 1989; Blood & Woolfe, 1960; Lim, 1997). 64 per cent of the respondents took
joint financial decisions with their spouse while 33 per cent of the respondents took the

family’s financial matters on their own.

Hence, the study points to a clear correlation between decision making authority and
the educational level and income level of the incumbent. The decisive variable for the lack
of decision-making capability among the respondents was found to be their lower income
and lower educational qualification relative to their spouses’. By contrast, those respondents
who took joint decisions with their spouses were all found to be having either equal or higher
educational level, as well as comparative income levels with their spouses. The relevance of
resource control to decision making is further highlighted by the fact that respondents who
earned more than their spouses were found to be the primary decision makers in the
household. In this context, it can be concluded that the higher the income and education of
the husband, the more authority they exert on the major decision-making process in the
family. Significantly, a correlation can be observed between major decision-making aspect

and financial management in the family, as majority of the respondents’ spouses who
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exercised authority in the household decision-making process were also found to control
authority in the financial decisions as well. The study finding concurs with Lin’s (2009)
argument that the resources possessed by each spouse such as income, occupational status
and education provide leverage in the bargaining and negotiation between spouses thus
affecting the marital power and the family’s decision-making process. It corresponds to
Friedberg & Webb’s (2006) study who found that amongst all the factors tested that may
influence decision making power in the family such as education, occupation, race, etc., the
relative household earnings of the family viz-a-viz the ratio of average earnings of husband
and wife was found to have the biggest effect. The financial independence of the respondents
which enabled them to equally contribute to the household income, along with the husband’s
less earning in the case of some respondents has led to a shift in the role of women within
the family and the loosening of the patriarchal provider-housekeeper ideology considerably.
The study also finds a strong correlation between self-perception of self as ‘primary earner’

and the ability of respondents to take joint decisions with spouses.

This relative shift reflected in a more equal distribution of decision-making power
within the family on issues of major decision making and financial management, however,
has not brought corresponding changes in traditional division of labour in the household.
This can be substantiated through an examination of the division of labour within the
household. The study finds that 45 per cent of the respondents spend more than 4 hours daily
on household chores in addition to approximately 8 or more hours at the workplace daily.
As Hochschild and Machung (2012) had argued, women’s historically newer role of worker,
when added to a relatively unchanged home/family role results in a ‘second shift’ putting
them at increased risk of time scarcity and overload. With an unprecedented number of
women today sharing equal financial burden with their partners, it is notable that most men
have not affected a parallel move to equitably share the domestic responsibilities with their
wives (Dugan & Barnes-Farerell, 2018). This is found to be true for the respondents in the
present study who, alongside professional responsibilities still bear primary responsibilities
for domestic work, revealing the phenomenon of ‘second shift” in Naga society today. It has
led to situations of role conflict with more than half of the respondents stated to have
experience conflict between work and family obligations (fig.3.10). However, in spite of the
role conflict, 84 per cent of the respondents stated that they could combine profession and
family in concordance (fig.3.11) which presented somewhat of a paradoxical situation. A
further correlation of these two contradictory findings reveals that respondents who felt that

they experienced conflict between work-family obligations could balance the conflict by
138



adopting coping strategies such as efficient time management, supportive role of spouse and
children, service of alternative caregivers and having a rational attitude in mitigating role

conflicting situations.

As working mothers simultaneously straddle work and family obligations, the
pressures of dual role commitments can spillover into the daily life of working mothers.
Given the phenomenon of second shifting characterising the daily life of working mothers,
the respondents had ranked the top source of role conflict as time constraint. This was
followed closely by work-related stress. Due to the time constraint or time scarcity, the
respondents particularly belonging to the age group between 30 to 40 years, largely
employed as lower-level clerks expressed inability to fulfil social obligations. The
significant variable leading to this predicament was found to be the duration of office
working hours and presence of young children at home. Linton (1936) had argued, the
violation of one role requirement often occurs in the course of conformity to another which
creates situations of role conflict as a result of role incompatibility. This is found to be true
for the respondents who end up sacrificing their social life and obligation in order to conform
to the demands of home and work. The presence of young children at home was found to be
a crucial determinant variable for all working mothers in relation to the issue of conflict
between home and work. A substantial number of respondents at 39 per cent had children
under the age of 5 years.

Majority of the respondents at 86 per cent perceived themselves to have mild to
moderate stress and the significant variables for this were found to be the age of the youngest
child, strata of job and the nature of profession. Criticising studies on time demands, Holahan
& Gilbert (1979) point out that dual career couples perceived a moderate level of role
conflict. Subsequent to the findings of the perceived stress of the respondents as stated
above, 72 per cent of the respondents stated that their professional life affected their mental
and physical health. However, the impact on working mothers was not all negative as there
were important positive consequences of being a working professional. The positive aspects
cited were increase in self-esteem, self-respect, confidence and rise in one’s status in society
deriving from financially self-sufficiency. The respondents perceived themselves as
‘financially independent individuals’, ‘empowered working mothers’ and ‘equal
contributors’ to household income, and in most cases, equal decision-makers in the
household. Such self-perceptions and processes have been instrumental to the respondents’
response towards role conflicting situations. This is concurrent with studies which show that

maintaining work-life balance can impact on a mother’s psychological well-being, including
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satisfaction with life, self-esteem and self-acceptance (Barnett, 1998; Burke & McKeen,
1994). The respondents cited work-related stress, anxiety and guilt from inefficient time
management between work-family demands as the primary negative elements of being
working mothers. It is evident that the respondents were conscious of the conflict between
work and family that affects their wellbeing but regardless of the perceived negative penalty,
only a miniscule number of respondents at 9 percent expressed regret at being a working
mother, while an overwhelming number at 91 percent had no regrets of their choice to pursue
a career. Supporting factors that boost them on notwithstanding the challenges were found
to be spousal support, relatives’ support and positive attitude of society towards their
working status. Judicious handling of conflict situations by husbands between respondents
and other relatives, especially parents-in-law, also emerged as a significant sustaining factor
which accentuates the fundamental role that spousal support plays in influencing the
respondents’ overall positive self-perception as a working mother and the respondents’
ability to manage the conflicts that frequently arises out of their dual commitments.
Generally, Naga men are very protective of their women and in the domestic sphere, women
are found to enjoy full freedom in running the household with her given role as mistress of
the house and as long as the house is running smoothly, the husband does not interfere with
the household affairs (Jamir, 2005).

While the societal and spousal attitude towards working mothers may be shifting
positively, yet the work place ecosystem continues to be rife with challenges for working
mothers. The absence or lack of institutional child care facilities in the work places is
recognized as an important public lapse that compelled many respondents to make career
compromises as the study found that 42.22 per cent of the respondents had their work hours
reduced in order to meet domestic responsibilities. Not only that, 5.98 per cent of them have
turned down promotions, 7.57 per cent have refused responsible assignments at a preferred
location, while 28.29 per cent of respondents have taken a significant time off from work
while prioritising domestic responsibilities. A mere 12.27 per cent of the respondents in the
study had not made any career compromises, but 1.20 per cent had taken the drastic decision
to resign from their job. The primary reasons for reduced work hours and taking a significant
time off was maternity leave, and childcare leave (besides health grounds) which indicates

that majority of the respondents prioritize mothering role over their professional role.

As working mothers continue to make career compromises to perform family duties,
they can become victims of discriminatory attitude at the workplace as the mothering role

contradicts with the perceptions of a competent employee. Eagly and Karau (1991) posited
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that discrimination may occur when employers perceive mothers as incompetent workers
because of the role incongruence between the communal qualities associated with the
mothering role and the agentic qualities associated with the professional role. The
respondents cited that gender discrimination was an ongoing phenomenon in the workplace.
It particularly affected younger working mothers employed in lower-level Grade III jobs. An
analysis of the nature of discrimination faced by these respondents suggests that most cases
were related to the lack of gender sensitivity in the workplace by colleagues or superiors

who marginalized female workers based on gender, and strata of profession.

A critical challenge that working mothers in their reproductive years face in the work
place is the lack of work flexibility or special considerations during pregnancy. A substantial
number of respondents (32 per cent) faced this challenge as there were no provisions for
pregnant workers for work flexibility or considerations during their pregnancy. This issue
was found to be congruent among respondents employed in both state and central services.
While female employees in central government jobs can claim 730 days as child-care leave
when in service, the same has not been provided by the Nagaland state government for its
female employees. Given the lack of childcare facilities at the workplace as well as the lack
of special considerations at the workplace for the reproductive functions of women, 98 per
cent of the respondents stated their approval towards the need for child care agencies. This
reflects the growing awareness and sensitization on the need for organised child care
facilities at the workplace as well as privately-owned child care facilities which would not
only help working mothers in reducing their role conflict but also help the children in their

cognitive development.

Alongside the workplace challenges, respondents also encountered varied childcare
challenges in the course of navigating motherhood and professional roles. The presence of
young children at home was found to be a crucial determinant variable for all working
mothers in relation to the issue of conflict between home and work. A substantial number
of respondents at 39 per cent had children under the age of 5 years. One important childcare
challenge was in the duration of exclusive breastfeeding period as 20 per cent of the
respondents could maintain exclusive breastfeeding of their baby for less than six months,
an issue with crucial impact on the health of the babies. Apart from the issue of breastfeeding,
the academic and cognitive development of the children of working mothers in the study do
not seem to be hampered by the dual role of mothers. Contrary to the perception that the

mother’s employment affects the academic progress of the children, the present study found
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that a majority of the respondents at 76 per cent stated that their children’s academic
performance was either excellent or satisfactory. Most respondents were found to be very
invested in keeping pace with the academic schedule of their children by personally
supervising their home studies, even during their leisure time. The extent of intensive
mothering by the respondents can be observed through the fact that more than 80 percent of
them spend time in child care after their return from workplace. The small percentage of
respondents who were unable to attend to their children after returning from work were
largely employed in Grade IV jobs as office attendants, had small children and long working
hours. The reason for their inability to care for the children was attributed to exhaustion from
working long hours. Gani & Ara (2010) had stated that the chances of role conflict increases
when the mother has more pre-school children and does not have satisfactory child-care
provision at home. Therefore, working mothers with young children, engaged in long
working hours both at home and workplace tend to encounter frequent situations of role
conflicts and problems of adjustment which further results in a role straining process for the
respondents. The role strain emerges from the role overload from their assigned roles in that
position. Traditional views that regard a good mother as someone who 'is there' for their
children and prioritises her child's needs over her own (including employment related needs)
colour the way in which many people regard maternal employment (Dex, 2003). This view
is found to resonate even with the respondents as 38 per cent of them feel they were failing
to spend enough ‘quality time’ with their children. The inability to spend quality time was
found to be correlated to the nature of profession of the respondents as well as the duration
of work hours. Age was also an important factor in this regard with respondents in this
category falling largely between 30 to 40 years of age. This reveals that for many young and
less experienced working mothers who simultaneously strive to fulfil the demands of both
career and family face role overload from multiple role demands which culminates in a role

straining situation depriving them of quality time with their children.

Many studies have concluded that children of working mothers face cognitive and
behavioural problems (Dejong, 2010; Han, Waldfogel and Brooks-Gunn, 2001). About a
third of the respondents’ children were stated to have developed health and behavioural
problems, which the respondents attribute to their absence from home. The debate on
whether the problems exhibited by the children were really affected through maternal
absence from home is one that requires further in-depth study. Apart from the much written
about negative consequences of children, the present study found that the mother’s

employment also resulted in certain positive impact on the children. According to the
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respondents, their children developed better social and talking skills through time spent in
childcare agencies and pre-schools. These positive developments in the children cannot be
only credited to the children spending time at day care or pre-schools but also in the vital
role played by the parents in structuring the children’s perception and responses to their
mother working outside the home. The children’s awareness about the nature of their
mother’s work and the positive attitude of the children towards their mother’s dual role was
found to be a key determinant that have served to reduce the work-family conflict for the
respondents. 77 per cent of the respondents’ children were aware of the nature of their
mother’s work, and personal interview of the children found that almost 90 per cent of the
children were supportive of the mother’s employment outside the home and stated that they
were happy if their mothers were happy, though a few child respondents expressed their wish
for their mothers to spend more time with them. This shows that when children of working
mothers are aware and educated of the nature of their mother’s work, the role conflict of

working mothers tend to be mitigated.

Notwithstanding the plethora of challenges in being full-time career women most of
the respondents at 88 per cent feel that they are justifying the demands of their professional
role and 89 per cent of them had job satisfaction. The few respondents who lamented being
a working mother had small children under the age of 5, long working hours and were found
to have ranked ‘work related stress’ as the top source of role conflict. This indicates that the
factor of time scarcity, being sandwiched between the professional and mothering roles can
prove to be overwhelming for some mothers. Most working mothers evidently accorded
primacy to the mothering role, a socio-cultural consequence of the socialization process in
Naga society. The internalisation of the reproductive role by the respondents is reflected
through the fact that although most working mothers have by necessity delegate childcare to
baby sitters and other domestic helpers during office hours, quite a few of them expressed
dissatisfaction with this arrangement based on the reasoning that only a mother understand
the needs of the child (fig.5.17). Thus, the fundamental question of whether the professional
role of women conflicts with the mothering role in the study context needs to be addressed.

In order to test the hypothesis, the chi-square test was applied which is presented as follow:

2 z 0; — Ey)*
E;

x? = chi square

0; = Observed value
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E; = Expected value
Test criteria: if the value of x2 is greater than the tabulated value of x2at 5% level of
significance with a certain degree of freedom, then we reject the null hypothesis H,
otherwise not.
Hypothesis
H, (Null hypothesis): Professional role of women does not conflict with mothering role in
in Naga society
H; (Alternate hypothesis): Professional role of women conflicts with mothering role in

Naga society

Table.6.1. Respondents’ observed frequency

SI.No | Conflict of professional and mothering role ' Frequency
1 Very often 114
2 Seldom 113
3 Never 13
Total 240

) 114+113+13 240
Expected frequencies = — = — =280

3 3
xz — Z (Ol - Ei)z
E;

=84.175

Table 6.2. Table for calculation of x? value

0, E;, O;,—E (0;,-E)’

E;
114 | 80 34 14.45
113 | 80 33 13.6125
13 | 80 -67 56.1125
84.175

Calculated x2 = 84.175 is greater than the tabulated x2= 5.991, therefore we reject the null

hypothesis H,,.
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Table 6.3. Test statistics

Estimated chi-square Professional role conflicts with mothering
components role
84.175
Df 2
Asymp. Sig. .000

a. 0 cells (.0%) have expected frequencies less than 5. The minimum expected cell frequency
is 80.0.
Table. 6.4. Respondents’ frequency table
Contflict of professional and Observed N | Expected N | Residual

mothering role

Very often 114 80.0 34.0

Seldom 113 80.0 33.0

Never 13 80.0 -67.0
Total 240

With degree of freedom = 2, it is seen from table 6.3 that the p-value for the estimated chi-
square value is practically zero indicating that the null hypothesis is rejected at 5 per cent
and 1 per cent level of significance. Therefore, it shows that the professional role conflicts
with mothering role in Naga society which validates the hypothesis of the present study.
Simmel (1955) terms conflict as a form of ‘sociation’ in itself, opining that in every social
group and processes, conflict plays a dynamic role in its change and development. However,
it is also argued that a society plagued with conflict is not a healthy sign for development
and requires to be treated with equitable solutions and resolutions. From the test results
above, professional role does conflict with the mothering role for respondents in the present
study but the nature of conflict experienced varied amongst respondents in all the three age
groups. Respondents between the ages of 30 to 40 years employed in the Grade IV jobs were
the most represented in the category facing professional role conflicts with the mothering
role and a majority of these respondents at 87.5 per cent have children under the age of 5.
There were also respondents who did not have small children but encountered situation of
role-conflict on account of the working hours duration. Meanwhile, the respondents between
the ages of 40 to 50 years were mostly employed in Grade I and Grade I administrative jobs
who cited long working hours as the primary factor for conflict between the professional and
mothering roles. Finally, the respondents between the ages of 50 to 60 years were mostly
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employed in Grade I professions in administration, teaching, technical and clerical jobs and
the conflict between the dual roles was found to be related to the strata of job. Furthermore,
all the respondents expressed that the professional role conflicts with mothering role more
when the children are sick, when they have to travel on work-related assignments or when
there was work overload. The hypothesis test results do concede that the professional role
conflicts with the mothering role in Naga society however, in the context of the present
study, younger working mothers with small children in all strata of job hierarchy were found
to be the most to experience role conflict. Hence evidently younger working mothers
experience inter-role conflict and contingent role conflict consequent to their incumbency in
fulfilling both demands of family and work simultaneously. It also affirms the persistence of
the ideology of reproductive role of women as nurturer and caregiver that is predominant in
patriarchal cultures. Another concurrent perspective is Hay’s (1996) intensive motherhood
ideology which posits that the most important thing a mother can do in society is raising a
child well which is ruled as more worthwhile than being a paid professional. This ideology
is found to be reflected strongly among the respondents most affected by the work-family
conflict. One can conclude that such hegemonic models of appropriate mothering only
continue to reinforce patriarchy in Naga society. It is further exacerbated by societal
expectations of male and female roles, strengthened by the lack of supportive policies in the
workplace for working mothers and limited childcare options. The presence of small children
under the age of 5 years is found to be significantly associated with work-family conflict for
almost all the respondents. Whereas, for older working mothers the work-family conflict
experience is observed to be correlated to their positions as senior officers which entails
more professional responsibilities. Gani & Ara (2010) states that maturity in age and mind
increases the adaptability of a person and that working women who are older in age are likely
to adjust better in role conflicting situations than the younger ones. The present study
therefore indicates that senior women officers experience status-produced role conflict that
derives from their incumbency in a single status subjected to varied career role demands and

expectations.

The working mothers in the present study grapple with multifaceted nature of role
conflict which emerges from the intricate interplay between traditional role expectations of
a woman and modern career aspirations. The challenge arises when contemporary educated
women strive to fulfil family roles that are deeply engrained in cultural norms as well as
fulfil their professional role as professionals. The nature of role conflict faced by the

respondents includes navigating the dichotomy between traditional caregiver or nurturant
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responsibilities and the demands of her public service responsibilities, often leading to
challenges in time management, constant negotiation of priorities and unavoidable societal
criticisms. This is exacerbated by the presence of small children among the younger working
mothers with less experience in both family and professional roles. In a traditional society
like the Naga society working mothers appear to experience a greater penalty for entering
the sphere of work, traditionally considered as a male domain as compared to men who enter
the traditionally designated ‘female’ sphere of the home. The present study shows that the

nature of role conflict in Naga society is culturally created.

Coverman (1989) posits that role overload will likely lead to role conflict situations
only when there are no alternative mechanisms to help people in efficiently fulfilling their
various roles. The working mothers in the study have been able to navigate the challenges
of work-home conflict by adopting strategies such as efficient time management, engaging
the service of childcare providers, rationalizing as a coping strategy, and calling on the
support of spouse and children. Rationalizing was found to be largely adopted by the
respondents as a coping mechanism to navigate through the strains of conflict of straddling
from work-family simultaneously. Additionally, structural role redefinition was found to be
the most highly adopted coping strategy by the respondents followed by Increased Role
Behaviour. Increased Role Behaviour is related to efficient time management strategy and
involves efforts to execute whatever work is assigned to them by working harder and more
efficiently though the demands from the professional and family roles may remain
unchanged. The respondents also reported a high degree of effectiveness in coping with
conflicts between work-family roles, influenced in large measure by the desire ‘to be
acceptable’ in a society which does not provide much encouragement for a career-oriented
mother. The study shows that younger women in dual-career families tend to use the
equivalent of Increased Role Behaviour in managing conflicts between their professional
and parental roles while older women tend to use Structural Role Redefinition and Personal

Role Redefinition.

The current study points to the respondents experiencing more role straining
situations as they navigate their time between the worlds of work and home. The respondents
resort to making role bargains to mediate the conflict arising from the dual role
commitments. Role bargaining theory served as a critical framework for assessing the
management of conflict in the study context. Goode’s (1960) theory of role bargaining posits

that when two or more roles are held simultaneously, it leads to conflict. The respondents in
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the study, after developing a reasoned set of priorities for both family and professional roles,
bargain with the role partners in their quest to manage the work-family conflict. The current
study presents a specific aspect of work-family conflict of working mothers in Naga society
which is the ‘inter-role conflict’ resulting from incompatible role expectations arising from
her dual role-as an employee and as a mother and the ‘contingent role conflict’ that results
from incumbency in her dual status as a mother and a paid employee both of whose
legitimate role expectations cannot be fulfilled simultaneously. Hunt & Hunt (1977) had
noted that the integration of maternal and professional roles within a dual-career nuclear
family structure is an innovative lifestyle, neither fully accepted nor greatly supported at the

societal level.

In the traditional Naga society, to be a better mother is emphasized more than being
a highly educated individual or a high earning professional. Coupled with the traditional
values, Nagaland being a Christian dominated State with almost 90 per cent (2011 census)
of Nagas identifying themselves as Christians, one cannot overlook the fact that Christianity
itself is grounded on patriarchal ideology. Biblical interpretations can be culturally
interpreted suiting the context and objectives of the Naga society. The cultural interpretation
of the Bible project the husband as the head of the family, the provider, that wives should
submit to their husbands and also addresses women as the weaker vessel, that women be
submissive, etc., which serves to reinforce the patriarchal relations in Naga society. One
cannot therefore ignore the possibility of the intersection between religion (in this case,
Christianity) and tradition reinforcing and strengthening the patriarchal ideology in the
context of gender relations in Naga society which requires further research.

Social pressure, consolidated in common cultural practices has always emphasized
women’s reproductive role (Major, 1993) in which respect men still seem, even today, to be
offering a support more in terms of ‘being side by side’ rather than practice equitable role
sharing (Hochschild, 1997). In the context of the Naga society, traditionally men are more
engaged in the public sphere than in the domestic sphere and many men may shy away when
it comes to taking up domestic roles. The present study however reveals a fluidity and
equitable gender role sharing between couples in dual earner families where the husbands
take responsibility of the nurturant and caregiver role at home and also contribute in
household tasks while the wife works outside the home. This significant development points
to the loosening of rigid gender norms among employed dual earner couples in Naga society.
Considering the fact that the present study comprised exclusively of working mothers

(except for data on husband’s educational qualifications and profession), for one to
148



hypothesize that the Naga society is stuck in a relentless cycle of pluralistic ignorance is a
gap in the literature that requires further research. Pluralistic ignorance means the incorrect
belief of one’s personal attitudes being different from the majorities’ attitudes, and thus one
goes along with what one thinks others people think (Miller & McFarland, 1991) and is
projected to occur when people do not engage in certain behaviours because they think others
would not engage in such behaviours (Miller & McFarland, 1991; Stangor et al., 2001;
Sechrist & Stangor, 2005). With the increasing number of mothers in the work force,
especially mothers with preschool children, there is a need for further research on this area
to understand how this important social change affects gender relations in society, with
particular focus on authority structure within the family.
Summing up and Suggestions
“People are not born into the role of parent. People become parents and the demands of that
role change with the number and ages of children in the household” (Reynolds & Johnson,
2012). The family is perhaps the most taken-for-granted of all social institutions. In part this
is because the family is sometimes assumed to be natural, biological, or somehow
“functional” for society, rather than a social construction whose configurations vary
historically and culturally (Thorne, 1982). People’s uncritical faith in these assumptions
which reinforce the taken-for-grantedness of the family as an institution, have provoked (and
continue to provoke) anxieties and concerns as the structure, composition and meaning of
family changes (Wharton, 2012). A working parent usually performs three roles
simultaneously which are the roles of a worker, parent and spouse. Social norms, gendered
roles within the family, societal obligations and various restrictions on mobility have barred
many working mothers from achieving their full potential. The need to support a working
mother is well recognized and the presumption that the mother plays the dominant role in
childcare only affects the professional life of women more than men (Poduval & Poduval,
2009). Accordingly, when a working mother puts her career first before her socially
prescribed role as a caregiver it is considered a selfish act and it is because of this pre-
conceived notion why women in society cannot be progressive in their career as opposed to
their male counterparts. Only when the critique of current conditions come from the women
themselves, then, can development processes effectively challenge the relations of
patriarchal domination and achieve empowerment in whatever form it may be (Sharp et.al.
(2003).

The role conflict faced by the educated working mothers in the present study can

therefore, be perceived as a psychological phenomenon or ‘attitudinal conflict’ that stems
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from the gender role expectations of a culturally engrained society that is struggling to break
away from a traditional patriarchal ethos that continue to remain strong and dominate all
aspects of the Naga society. The traditional gender roles are so deeply entrenched in the
psyche of the Nagas that they often see them through without questioning them. The
‘motherhood’ image has been assigned a high position in Naga society and it has been driven
to that course. Considering this from a working woman’s point of view, the definition
however, would need to be re-defined based on the contemporary cultural context of working
mothers in Naga society. Jamir states, “The feminist consciousness is at a nascent stage in
Naga society, isolated voices of women empowerment are located within very conservative
social mores... society is still traditional in spite of the apparent signs of modernization”
(cited in Das, 2019). As such, it can be inferred that although Naga society continues to
evolve, the traditional structural values and contemporary values still collide. Although Naga
women have greater freedom in many spaces today, the tradition and customary rules holds
them back from the promises of modernity. Hence, the synthesis of traditional values and
modern values remains obscure in present Naga society. Then what is Naga culture? Is it the
culture to confine women in the domestic front? Notwithstanding the fact that Naga women
do enjoy some privileges that are denied to their counterparts in some other States, it is an
expected norm for women to be available at home even if they take up profession outside
the home (Changkija, 2014). Echoing the words of Kuotsu (2018), “The segregation of roles
between women and men seems to be strongly etched in the minds of the Nagas. As a result
of the ‘gendered habitus’ in the Naga society, both women and men endorse the traditional
practice of engaging women in soft tasks...the apparent conflict between the democratic
values and the Naga traditional values is a manifestation of the reality that the Naga society
being a patriarchal society, their customs are largely patrifocal... mindset of people are
narrow, education has still not broken down the invisible barriers.” The respondents have
recognized situations of role-conflict as a result of their dual role commitments. They further
state that family roles come in the way of professional duties although the nature of role
conflict was found to vary according to age. The work-family-conflict of the working
mothers can be ameliorated to a large extent if the rigid dichotomous sphere of masculinity
and femininity becomes more fluid. This obviously cannot altogether resolve the role
conflict situations of working mothers as Walby (1989) asserted that the elimination of any
one patriarchal structure does not lead to the demise of the system as a whole, nonetheless it

would pave way for other changes at a cultural level.
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The present study reveals that role demands does remain unchanged and the younger
respondents experienced more role conflict irrespective of the strata of job hierarchy,
presence of small children and inaccessible or satisfactory child-care provision at home
during their school years. This corresponds to Kahn et. al.’s (1964) inter-role conflict theory
in which the pressures from the dual role of work and family become mutually incompatible
in some respects and both demands from both the family and work environment require time,
energy and commitment. Juggling multiple roles simultaneously becomes difficult for
working mothers because of the spill-over effects of inter-role conflict when work intrudes
into family and vice versa. Coverman (1989) had also noted that a person may experience
role conflict from the conflicting demands of multiple roles but will not necessarily
encounter role overload unless time pressure is an issue. The present study found that ‘time
constraint’ is pivotal in predicting the outcome of the nature of role conflict for the
respondents. With ‘time constraint’ being adjudged as the top source of role conflict for the
respondents and ‘efficient time management’ as the most effective means of role conflict
coping strategy for the respondents, the issue of ‘time scarcity’ is found to emerge from
traditional conventions of the Naga society that makes women to strain themselves to make
time for both the domains of home and work. Therefore, role overload is very much an issue
for the respondents, which results in role conflict. In light of this, to quote Nahar et.al.
(1996), “Today’s woman in profession faces a singularly complex dilemma where she has
to switch her roles from a house-keeping, family-raising individual to the efficient
professional desperately seeking to produce the best results”. As such, the multiples roles
of the working mother create feelings of guilt, strain and tension, that regardless of the nature

of role conflict experienced, the consequence is always borne by the mother.

So, what can a working mother do to cope with her roles that frequently conflict?
Bettleheim (1970) posits that the most important factor when the mother works is her attitude
toward work, that if she hates her job, the child will most likely suffer and if she likes her
work, the child will pick up her enthusiasm and view life optimistically. This has been found
to be true for the child respondents in the present study who shared their mothers’ positive
attitude and optimism towards work. This attitude has proved to assist the respondents in
balancing their dual role commitments. Pediatrician Mary Howell (1973) affirmed that if
paid work could enhance a working mother’s sense of recognition, competence,
achievement, and self-worth, then this enhancement could likely generalize to all her
activities. Furthermore, the factors that would affect the child more than the mother's

employment were parental attitudes about the mother's employment, the kind of child care
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arrangement and the parenting practices. The Naga society is seen to be moving towards a
neo-traditional society with the unmistakable upward trend of dual earner families. Most of
the respondents in the study have found combining profession and family as challenging yet

worthy, notwithstanding the conflicting gender role expectations from society.

Based on the empirical findings of the study, some suggestions are made herewith.
The nature of role conflict in respect of the working mothers in the study is found to emanate
from the traditional gender role expectations which are culturally created. The Naga cultural
ethos that influences men’s viewpoint about women’s place and role in society still remains
but women themselves have internalised patriarchal norms, perpetuating it through the
socialization process. As Lachman (2001) states, “attitude toward gender role like another
attitude is learned through experience.” Socialization is a powerful force that teaches
children at very young age to identify gender roles based on role enactment by adults in the
family. As the primary caregiver in most homes, mothers can consciously steer away from
normative gender norm formation in children. This necessitates increased gender education
and awareness for all parents, regardless of gender.

Education emerged as a vital factor that enabled respondents to influence the family’s
decision-making behaviour in the study context. Furthermore, education also plays a
significant role in the elevation of self-perception for the working mothers in the study
context. It is imperative to promote higher education among girls and pursue career goals.
The present study found that gender stereotyping occurs in the work places which effectively
marginalized many respondents professionally and hinder their career progression. In light
of this problem, the state can mandate all government departments to regularly conduct
awareness and gender sensitisation programmes in all public institutions and departments.
The role of the state is crucial to curb the problem of gender discrimination and sexual
harassment in the work places. The Sexual Harassment of women at work place (Prevention,
Prohibition and Redressal) Act 2013 needs to be implemented in letter and spirit in all the
work places. This Indian act deals with issues of harassment of women at work places and
is binding on every organization, public or private, having more than 10 employees.

The lack of child care facilities in the work places is acutely felt by working mothers,
especially younger mothers with small children. The need for child care services for working
parents has been recognized by the Ministry of Women and child Development through the
implementation of the Maternity Benefit Act 2017, which requires employers with 50 or
more employees to provide créche facilities close to the work place which should be made

available to all women employees. The said Act provides for children between 6 months up
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to 6 years to be admitted to the créches. The Nagaland government should take cognizance
of the Act and implement in all the state departments. Such a provision would greatly
enhance the productivity of working mothers who would be able to carry out their
professional responsibilities efficiently without worrying about rushing home for child care
chores. The Nagaland government till date has maintained an indifferent attitude towards
creating a suitable environment for working mothers in workplaces. The Steering Committee
on Women’s Agency and Child Rights for the Twelfth Five Year Plan (2012-2017) under
the aegis of the Planning Commission in its report has pointed out that the National Creche
Scheme (NCS) has so far fallen short of its target in providing quality day-care services for

children in the country.

The state government also need to align its official Leave policy in line with the
national policy of Childcare Leave to women employees for duration of 730 days during
their service. This provision would allow women employees to fulfil the minimum required
duration of six months exclusive breastfeeding of babies which would positively impact the

heath of both child and mother.

Charles and Cech (2010) suggested that ideals of motherhood in society are
influenced by national institutional structures and social policy arrangements that legitimize
certain family forms and make certain child care arrangements more or less viable.
Therefore, exploring such variability in the public space can help in contextualizing
dominant cultural ideals and practices towards motherhood and produce beneficial insights
with regard to certain personal and structural factors that are attached to different
conceptualizations of motherhood. Thus, normative understandings of motherhood become
essential since they assist in shaping women’s place and role in the public space and also
play a key role towards the early life experiences of children which can influence the

domestic division of labour.

The current study reveals that the respondents experience more work-family conflict
when the children are sick leading to feelings of guilt and stress in mothers. Moore (1978)
had stated that the new norm for women in general and mothers in particular although
liberating, may also pose new dilemmas especially for mothers with small children. Perry-
Smith and Blum (2000) also point to the necessity of family friendly environment for
employed parents by providing conditions such as flex-time, family leave, on-site day care,
career-break schemes, or informal support networks which is not a privilege but a necessity

of the twenty first century. Therefore, varied alternative provisions can be provided for
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working parents whether it requires working from home, flexible work hours for nursing
mothers along with provisions for institutional childcare facilities at the work place or in
close proximity to one's place of employment, longer paternity leave, increased access to
good-quality affordable child-care and after-school care, which would assist many working
mothers to be productive at the workplace. An example of working parents-friendly policy
can be that of Scandinavian countries. These countries are often heralded for providing equal
opportunities to women and men, while at the same time provide policies that allow women’s
employment contribution to be different from men’s in having longer parental leave and long
periods of part-time work following childbirth. Sweden for instance, offers fathers of young
children 2 and half months of paid leave, Norway (2 months), and Iceland (3 months), often
referred to as ‘Daddy Leave’. This illustration can be considered in light of the 15 days
paternal leave of government employees in the country. This official provision in fact just
serves to essentialize the mothering role of women, and is in tandem with the conventional
mindset of a patriarchal society that prescribes primary responsibility of childcare to a

mother.

The issue of postpartum depression which is a common phenomenon experienced by
many mothers after they give birth was also found to be the case of a respondent in the
present study which underlines the need for awareness on this important issue. With varying
symptoms of stress seen in the respondents’ overall wellbeing on account of role conflict, it
therefore becomes a serious issue not only for the physical and mental wellbeing of the
working mothers but also the family members, colleagues and others who could also be
adversely affected by the ‘spill-over effects’ of work- family conflict. Therefore, the service
of well-trained health professionals, counsellors and clinical psychologists can be made
available to employees, irrespective of gender, to assist in managing their wellbeing and

thereby enhancing their personal growth and productivity at the workplace.

The consequence of role conflict, as living and dynamic as it exists in nature,
competing and incompatible roles is inevitable and will continue to be. As more and more
women would be adding on a new role to the traditional role of a homemaker, the incidence
of different types of role conflict would be more common in future. Thus, there is always a
need for further research in this area so as to explore the factors generating role conflicting
situations and in the meantime work out coping strategies based on one’s cultural
environment to accommodate the transformed role of a working mother. The present study

reveals that, albeit the time-scarcity factor, the traditional engrained role expectations of the
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Naga society created problems of adjustment for working mothers whereby the role conflict
of working mothers is culturally created. The culturally assigned gender roles that have been
practised in the past can no longer be accommodated in the present-day scenario.

The findings of the study point towards the significance of Ralph Linton’s (1936)
role theory which was certainly found to have utility for the study undertaken. Linton
described roles as the essentially prescribed and static expectations of behaviour, as
prescriptions inherent in particular position thereby, stating that these prescriptions of roles
are derived from society’s culture and expressed through social norms. In the present study,
majority of the respondents prioritized their mothering role over their career role which is in
line with Hock’s (1980) proposition that an employed mother who strongly believes in the
exclusivity of maternal care is less likely to experience work-family role conflict as
compared to a woman who is more career driven.

Linton remarked that the more perfectly the members of any given society adjust to
their statuses and roles, the more smoothly the society functions. In the study context, when
situations of role conflict emerged, working mothers are pressured to make certain role
adjustments or role bargaining so that the prevailing traditions and values of Naga society
are not disturbed by her new status. Situations of role conflict occur and vary according to
the strata of job, nature of profession, age of the working mother, age of the children, attitude
of family members, workplace environment and can also be affected by one’s commitment
towards the dual roles, satisfaction of one’s goal achievements and autonomy in managing
the obligations of her social roles.

Finally, organizational change and interventions can be developed and initiated to
help the working parents to identify and intensify the use of adaptive coping strategies in
light of situational and individual differences so that working mothers can build more
flexibility between work and family life. With the emerging sandwich generation of working
mothers in Nagaland, it becomes crucial to bridge the gap in the literature for role-conflict
coping strategies that would benefit many working mothers to balance their multiple roles

efficiently.

To conclude with a quote by Gloria Steinem, “You can’t do it all. No one can have a
full-time job, raise perfect children, prepare meals and be multi-orgasmic ‘til

dawn...Superwoman is the adversary of the women’s movement.”
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ANNEXURES



Annexure I

Questionnaire schedule

on

Working Mothers and Role Conflict in Naga Society

I. GENERAL BACKGROUND OF RESPONDENT (WORKING MOTHER):

1. Name:

2. Contact No.:

3. Age Group
(a) 30-40
(b) 40-50
(c) 50-60

4. Marital Status

(a) Married

(b) Unmarried

(c) Separated/divorced
(d) Widowed

5. Type of family:
(a) Nuclear
(b) Joint

6. Single earner or dual earner family:
(a) Single earner

(b) Dual Earner
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7. Educational Qualification:
(a) Under Matriculate

(b) Matriculate

(c). Pre- University

(d) Graduate

(e) Post- Graduate and above

8. Profession:

(a) Teaching

(b) Medical

(c) Clerical

(d) Administration
(e) Others (specify)

9. What is your monthly income?
(a) Less than 10000

(b) 11000-20000

(c) 21000-30000

(d) 31000-40000

(e) 41000-50000

() 51000-60000

(g) 61000 and above

10. Strata of occupation:
(a) Grade |

(b) Grade II

(c) Grade III

(d) Grade IV

11. Total no. of children:
(a) 1
(b) 2
(c)3
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(d) 4 and above

12. As a bread earner in the family, how do you consider yourself?
(a) Primary earner
(b) Secondary earner

Kindly explain why?

13. Time spent on household chores daily:
(a) Less than 2 hours
(b) 2 to 4 hours

(¢) 4 hours and above

14. Leisure activity:

(a) Visiting relatives/friends

(b) Helping children with their homework
(c) Watching T.V

(d) Others (please specify)

15. Husband’s educational qualification:
(a) Under Matriculate

(b) Matriculate

(c) Pre- University

(d) Graduate

(e) Post- Graduate and above

16. Husband’s profession:
(a) Teaching

(b) Medical

(c) Clerical

(d) Administration

(e) Unemployed/Retired
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(f) Others (specify)

17. Among the following factors for working, please rank them in order of importance
from 1 to 6; where 1 is most important to you and 6 is least important:
(for example: if (c) is the top factor for working according to you, rank it as 1 and if (e) is

the second factor for working, rank it as 2 and so on till rank 6)

(a) Financial self—sufﬁciencyl:|

(b) Self-esteem and self—respect|:|

(c) To improve the standard of living |:|
(d) To supplement family income | |

(e) To utilise educational qualifications [ ]

(f) Parental pressurd ]
(g) Others (specity)

II. Work Environment of the respondent:

1. Total work experience in years:
(a) Less than 1 year

(b) 1 to 5 years

(c) 5to 10 years

(d) More than 10 years

2. Duration of working hours including travel timing;:
(a) Less than 5 hours

(b) 5 to 8 hours

(c) More than 8 hours

3. Were you given easier jobs or special considerations during pregnancy?
(a) Yes

(b) No
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4. How often does the professional role conflict with the mothering role?
(a) Very often

(b) Seldom

(c) Never

5. When you are at home, how often do you think about things going on at work?
(a) Very often

(b) Seldom

(c) Never

6. (1) Career compromises you have faced so far:

(a) Reduced work hours

(b) Turned down a promotion

(c¢) Turned down a responsible portfolio in preferred location
(d) Taken a significant time off

(e) Quit job

(i1) Can you state reason for your answer?

7. Do you think that profession and family can be in concordance?
(a) Yes
(b) No

State reason for your answer

8. Have you ever experienced conflict between work and family obligations?
(a) No

(b) Yes
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If yes, how do you deal with it?

9. (1) What according to you is the top source of role conflict?

Please rank the following factors in order from 1 to 9, 1 being the most important and 9 is

least important to you:

(For example: if (d) is the main source of role conflict for you, rank it as 1, if (b) is the

second source of role conflict for you, rank it as 2, if (h) is the third source of role conflict

for you, rank it as 3 and so on till rank 9)

(a) Work-related stress[ ]

(b) Incompatible role expectations [ ]

(c) Ambiguity and uncertainty of the two roles

(d) Husband's negative attitude towards wife’s work
(e) Negative attitude of family members]:|

(f) Inadequate and inappropriate role sharing in family
(g) Primacy of family role [ |

(h) Primacy of professional role [ ]

(i) Time budgeting [ |

(i1) Any other reasons please specify:

10. Do you think gender discrimination exists in the workplace?

(a) Yes
(b) No

11. How satisfied are you with your job?
(a) Highly satisfied

(b) Somewhat satisfied

(c) Dissatisfied
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12. Do you think your professional role is affecting your mental and physical health?
(a) Yes
(b) No

13. Do you honestly feel you are doing justice to the demands of your profession?

(a) Yes
(b) No

If so, how and if no, please explain:

II. Childcare issues:

1. Do you have children under 6?
(a) Yes
(b) No

2. Age of youngest Child:
(a) Under 5 years

(b) Between 5 to 10 years
(c) Between 10 to 15 years
(d) 15 years and above

3. How long was your youngest baby given exclusive breastfeeding?
(a) Less than 6 months
(b) More than 6 months

4. How are your children doing in their studies?
(a) Excellent

(b) Satisfactory

(c) Average

(d) Unsatisfactory

(e) Not relevant now

197



5. Do your children know the nature of your work?
(a) Yes
(b) No

6. Attitude of your children towards your work outside the home?
(a) Approve

(b) Disapprove

(c) Cannot say

7. Who takes care of your child when you go to work?
(a) Domestic help/Baby sitter

(b) Relatives

(c) Neighbour

(d) Carry to workplace
(e) Any other (specify)

8. (). Are you satisfied with this arrangement?
(a) Yes
(b) No

(ii). If no, why?
(a) Others don’t understand the child’s needs properly
(b) Others are not interested in the child

(c) Any other reason please specify

9. When you return from work, are you in a position to attend to your child?
(a) Yes

(b) No

(c) Sometimes

If no, why?
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10. Do you think you spend enough time with your children?
(a) Yes
(b) No

11. What is your attitude towards Montessories/nurseries and other child care agencies in
the society?

(a) Strongly approve

(b) Approve

(c) Disapprove. If so, please specify your answer:

12. (i). Do you think that your absence during the day has created any problems in your
child?

(a) Yes

(b) No

(i1). If yes, what type of problems?

(a) Health
(b) Nutritional

(c) Behavioural

(d)Others (specity)

13. Do you honestly feel that you are doing justice to the demands of motherhood?
(a) Yes
(b) No

If no, kindly share what you think you can do better
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14. Any regrets being a working mother?
(a) No
(b) Yes

If yes, please share reasons for it.

IV. Role Conflict and Role Adjustment:

1. What do you think is society’s attitude towards working mothers?
(a) Positive

(b) Negative

2. What is your husband’s attitude in a situation of conflict (if any) between the members
of his family and wife?

(a) Judicious

(b) Non-Interference

(c) Favour of wife

(d) Not relevant

3. Who manages the budget in the family?
(a) Self

(b) Husband

(c) Jointly

4. Who takes major decisions in the family?
(a) Self

(b) Husband

(c) Jointly

5. How frequently do you conflict with your partner about division of housework?
(a) Often
(b) Sometimes

(c) Never
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6. Does your husband appreciate your dual role and encourage you as a working mother?
(a) Yes

(b) No

(c) Can’t say

7. Relative’s attitude towards your work:
(a) Approve
(b) Disapprove. If so, please specify the reason

(c) Can’t say

8. Do you get opportunities to attend social functions?
(a) Yes
(b) No

9. What social activities/organizations are you actively involved in?
(a) Church

(b) NGOs

(c) Student Activities

(d) Others (please specify)
(e) None

10. What is your perception of stress faced from your work-family conflict?
(a) No stress

(b) Mild stress

(c) Moderate stress

(d) Severe stress

*#* If there are any points you wish to elaborate on with regard to the subject at hand, your

suggestion(s) and opinion is welcomed. Please make use of the space provided below.
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Annexure I1
Interview Schedule
on

Working Mothers and Role Conflict in Naga Society

Child respondents (children of working mothers)

1.Name:

2. Age:

3. Which school do you go to?

4. Who Serves meals to you before you go to school?

5. Who helps you with your homework?

6. Do your parents attend your school functions? (e.g., parents day, children’s day and
other functions)

7. Can you tell me how you spend your vacations?

8. How do you spend time with your mother during your holidays?

9. Are you satisfied with the amount of time you spend with your mother? If no, how do
you feel?

10. Who does majority of the household chores at home?

11. Do you also help with the chores at home?

12. Are you happy that your mother works outside the home?

13. Do you know the nature of your mother’s work?

14. Are you proud of her work? If no, can you tell me why?

15. Do you envy your friends whose mothers stay at home?

16. Would you feel happy if your mother gives up her job?

** Anything else you would like to add?
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Annexure I11

Percentage distribution of Nagaland government employees according to gender from 31.03-2014- 31-03-2021

Status/year 31-03-2014 31-03-2015 31-03-2016 31-03-2017

Total Female Male Total Female Male Total Female Male Total Female Male
Class I 3988 26.22 73.77 4048 28 72 4096 26.97 73.03 4988 37 63

Class 11 2746 21.99 78 2804 24 76 2865 23.7 76.3 3363 31.8 68.2
Class 111 64019 22.72 77.27 64287 23 77 64686 22.64 77.36 75320 26.4 73.6
Class IV 25156 21.27 78.72 26381 22 78 26599 21.9 78.1 41628 36.55 63.45
Total 95909 22.46 77.53 97520 23 77 98246 22.65 77.35 125299 30.35 69.65

Status/Year 31-03-2018 31-03-2019 31-03-2020 31-03-2021
Total Female Male Total Female Male Total Female Male Total Female Male
Class I 4988 29.19 70.81 4791 31.33 68.67 4802 31.38 68.62 4826 31.33 68.67
Class 11 3363 27.53 72.47 3153 28.48 71.52 3156 28.55 71.45 3177 28.42 71.58
Class II1 75320 27.99 72.01 72231 28.53 71.47 72780 28.52 71.48 72793 28.53 71.47
Class IV 39639 34.5 65.5 38996 36.60 63.40 39193 36.55 63.45 39205 36.55 63.45
Total 123310 30.12 69.88 119171 31.28 68.72 119931 31.26 68.74 120001 31.26 68.74

Source: PIMS cell, P&AR department, Government of Nagaland (Gender statistics, Directorate of Economics and Statistics, 2022)
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