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Abstract

This study investigated the impact of ethnicity aetf-esteem on work-family conflict of Nigerian ployees.
Five hundred and three volunteered workers (202sklaethnic group workers and 301 Igbo ethnic group
workers) drawn from four Federal institutions ingiiiia participated in the study. A multiple regiessanalysis
showed that ethnicity significantly predicted wdakmily conflict of Nigerian employees. The resulirther
revealed that self-esteem significantly predicteatkafamily conflict. It was concluded that shareglues and
beliefs about work and family, as well as immediateio-contextual circumstances, shape the potediotia
individuals to experience work-family conflict.

Keywords: Ethnicity, self-esteem, work-family conflict atNigerian workers.

1.0 Introduction

The majority of research in work-family conflict (#) has been conducted in the Western
industrialized countries. The extant literaturesiag from this research has revealed a growing eess of
people’s need to balance their work and familydiaad a corresponding effort by organizations tmawledge
this need and adopt measures to satisfy it to @grextent (Epie, 2010). Work family issues arly treginning
to gain attention in developing societies such agefih. A few studies have attempted to examine the
antecedents and the consequences of WFC in NigegaAdekola, 2010).

Nigeria is a diverse society with over 250 ethnioups with different languages and cultural
dispositions (Brandt, 2009). The largest ethnicugeare the Hausa/Fulani, which adhere to Islamthad
Yoruba and Igbo, which adhere to Christianity. Tiiadal religious beliefs often mix within the twbig
religious groups (Central Intelligence Agency (CIA)000). Estimates for 2009 place the populatibn a
149.23million and the work force at 47.33millionl&C 2010 cited in Epie, 2010) of which an estima8i$6
were women in 2004.

In the last two decades, there have been aanilatsocio-demographic changes and a rapid ecienom
development in Nigeria which resulted in an inceeasthe number of women who have joined the Nageri
workforce especially in the urban areas. This iaseehas also increased the challenges of balangrigand
family responsibilities among Nigerian workers.dddition, changes in work environments and tectgioéd
innovation in the communication and information gegssing (Oginni, Afolabi, & Erigbe, 2013) have met®ed
similar scenarios as in the Western countries.

Work demands appear to have intruded into otheraitmsyof the life of Nigerian workers. More so, the
widespread use of computers at work as well asdimlids has blurred the boundaries between work and
personal or family life as people are taking thveark home and personal and/ or family errands @nuin on
computers in the offices through internet. Nigdras also been characterized by a marked sexuaiativof
labour both inside and outside the family (Adek@@a06 as cited in Adekola, 2010)his may be whyAdekola
(2010) suggested that Nigeria represents an irtbegesase to examine the issue of work-family cohthecause
of the rapid economic development in the past feeades. More so, the socio-cultural characterisfi¢¢igeria
may provide a different background to understandkviamily conflict. This study therefore, was aimed at
examining the relationship between ethnicity, sstfeem and the experience of work-family conflicNmerian
employees.

Work-family conflict (WFC) generally refers to tletent to which work-family related responsibilgie
interfere with each other. According to Greenhand Beutell (1985), work-family conflict is defineas the
extent to which interrole conflict occurs betweenpdoyees’ work and family roles, such that the dedsaof
their work roles interfere with the fulfillment a@feir family roles. Research over the past sewvdeahdes has
convincingly demonstrated that work and family §vare often interdependent, sometimes positively an
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sometimes negatively and that these interdepengterfow in both directions from work to family, wor
interfering with family and from family to work, faily interfering with work (Frone, 2003).

According to Frone, Yardley and Markel (1997), wankerfering with family occurs when demands
and obligation of work are deleterious to familfeliFamily interfering with work, on the other haratises
when family obligation disturbs one’s work. Reséars have demonstrated that work-to-family confbct
work interfering with family and family-to-work cdlict or family interfering with work is positivelgorrelated
with each other (Beutell & Witting-Berman, 1999).

Researchers have further demonstrated that ferience of WFC is stressful for many employees and
is associated with emotional responses such astgnxiension, discontentment, confusion and frtisina
(Brough & O’Driscoll, 2005; Kinman & Jones, 200%).addition, the experience of WFC, for many emples,
has also been shown to result in increases in giwéen, absenteeism, and turnover, and decreabealth,
psychological well-being, job satisfaction and argational commitment (Amazue & Uzoka, 2009; Eby,
Casper, Lockwood, Baedeaux, & Brinley, 2005).

The present study is anchored on the emerging mottelt highlight the influence of cultural
characteristics on individuals’ experiences of wiakily conflicts and its consequences (Korabikyd,e&
Ayman, 2003; Joplin, Shaffer, Francesso, & Lau,30The basic premise of these models is that dhaties
and beliefs about work and family, as well as imiagdsocio-contextual circumstances, shape thenpakdor
individuals to experience work-family conflict aglvas individuals’ interpretations of WFC (Grzwaézcury,
Marin, Carrillo, Burke, Coates, & Quandt, 2007).

Much as these models have helped to explain diftex® among cultures under the assumption that
people in the same culture are largely homogensosie gaps or limitations exist (Aziz & Chang, 2013)
Although researchers have drawn on the differerinesultural value as an underlying rationale foe th
importance of work-family research outside the Westcontext, past studies mainly focused on crossHty
comparison, which has resulted in cultural diffee=s being equated to national differences (AzizCl8ang,
2013). For instance, Hofstede (1984) used the garafeindividualism and collectivism to demarcatauntries
of the world into two distinct poles. The individisasn and collectivism construct or the degree, toicl
personal value is placed on individuals as oppdsedroup interest, has been widely used as onaralilt
characteristics posited to shape work-family cebfliGrzywacz, et al.,, 2007; Korabik et al., 2008hese
cultural dimensions assume that people in the saitaral nationality are largely homogenous.

However, recent studies (e.g. Aziz, & Chang, 2@ata-Bergman & Wells, 2002), have made a case
for within cultural differences and have shown thabple within cultures/nationalities can differ different
behavioural indicators. It is therefore believedattithe approach of equating culture with countrigs
inappropriate for those countries that comprisediwvérse ethnic groups (Cohen & Kirchmeyer, 208&)z and
Chang (2013) argued that equating culture with tryueads to all being combined in one group. Hertlcey
suggested that it is necessary to extend the egiBterature beyond the country boundary by cotingaulture
with ethnicity.

The term ethnicity is derived from the Greek wo'letbnos’ describing the people of a nation or betri
and ‘ethnikos which stands for national (Betanco&irt.opez, 1993). These two Greek words definedhietty
as a national or group who share one or all offtilewing: a common nationality, culture, languagece,
religion and common descent (Venkatesh, 1995)e |j@abagana and Monguno (2000) provided a broader
definition which view ethnicity as a group or categ of person who have common ancestral origin,sto@e
cultural traits and common characteristics thatimsiish them from people of the same society. iettynhas
been found to be a powerful instrument which birmtsdivides people. It is a means of interpersonal
communication and expression of cultural identity @eople (Ebiai, & Akpomuvie, 2005). Hence, ibaieved
that the strength of ethnic identity has some i@tahips with a person’s coping with the harmfikefs of life
and stress (Smith, Wadsworth, & Shaw, 2005).

While the empirical evidence of this is limited (@Bader, 2005; Aziz & Chang, 2013; Grzywacz, et
al; 2007), it is argued that strong ethnic identityl predict the experiences of WFC. One theorattiried to
explain the relationship between ethnic identitg déime effects on life and stress is the social tidetheory.
Social identity theory, according to Tajfel (198@8xplains the relationship between social strustumad
individual identity through the meanings peopleditt to their membership in identity groups sucletismic
groups. These meanings characterize the way indildédinteract with others from their own identity foom
other groups (Tajfel, 1982; Tajfel & Turner, 19883ocial identity theory posits that an individual's
identification with a group is linked to some betwaval indicators and attitude at work, such asgatisfaction,
performance and employee turnover (Joshi, Liaoa8kdon, 2006; Slattery, & Selvarajan, 2005). Tloug to
the influence of interactions shaped by social tithgnindividuals from diverse ethnic backgrounc @&xpected
to express different levels of WFC.

A little background on the socio-political struatand the religious belief systero$ Nigerian Hausa
and Igho ethnic groups may provide some basis Her eéxpected differences in their experience of WFC.
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Research (e.g. Levine, 1966; Kalgo & Ishaku, 1998para, 2004) have observed variations in the socio
political structure and the religious belief sysseaf these two ethnic groupshe emphasis on these cultural
variations have been placed on the processes w@fligation, enculturation and learning which arewed as the
processes through which culture is transmitted fooma generation to another. In general, the fafuoihctions
both as a political unit and as an institution floe care and training of the young. Through theadiaation
process, individuals are socialized into the authastructure of the family which is adaptive inettsocio-
political units above the family level.

In the Hausa ethnic culture, for example, the d@ami value is based on the teaching of Islam (Gkpar
2004). Their behavioural dispositions depend on dheeptance of the Islamic injunction of absolute a
unqualified obedience to authority. In other wordsusa culture is characterized by insistence dwr@ce to
authority both in society and in the family by thge of strict or even harsh socialization practicesnforce
conformity. Kalgo and Isyaku (1993) suggest thathswultural characteristics or practices could make
individuals more susceptible to societal pressarekless analytical in their functions and selfaapt

On the other hand, Igbo ethnic group has a palitigstem that is based on conciliation and comipetit
leadership which is democratic in character (Okpa04). According to Iro (1985), the ethos of tigbo
people rest on morality, industry, and disciplimbese values have always been noticed both aetlet of the
primary family unit in their child-rearing practigevithin the nuclear and extended family systemsl, a the
group level. The Igbo ethnic culture in Nigeria hgieat value placed on group achievement and their
motivational behavior is more diverse towards growgeds than individual needs (Blunt, 1983). Howgever
beyond their beliefs in group achievement, the dgohg drive in the Igbo social organization is the
individualistic principle.It is expected that these differences in the spoidical structure and the religious
belief systems between Hausa and Igbo ethnic grouggjeria will predict their experience of WFC.

Few studies have examined ethnic differences irkwtess and WFC (Grzywacz, et al., 2007; Smith
et al.,, 2004; Smith, et al., 2005). Smith et aDO0®) reported ethnic differences among ethnic niiesr and
white workers. In their study to determine whete#mic groups report similar levels of work streSmjith and
colleagues (2005) found an association betweenio#thrand work stress. They further suggested that
consideration should be given to how ethnicity efeworkers and that a greater responsibility figr i
management should be promoted. In Nigeria, Eze8)LbWestigated the effects of the ethnic affibation the
motivation and satisfaction level of Nigerian magagand found that ethnic background and not nalityrhad
differential effects on workers motivation. Fagbe(ii981) conducted a similar study in Nigeria using
management personnel of Hausa, Igho and YorubaoHis finding supported Eze (1978) findings.

Recent researchers have made a call for betterrstadding of the relationship between personality
characteristics and WFC (Greenhaus, 2008; Mitcinel®809; Zhang & Liu, 2011). One personality tthidt has
been linked to WFC is self-esteem. Self-esteera igerson’s subjective appraisal of himself or Héras
intrinsically positive or negative (Sedikides & @og 2003) According to Kreiter and Kinicki (2002), self-
esteem is a belief about one’s self-worth whichdsed on an overall self evaluation. It is belietethfluence
the way people experience their world, as welhag taspirations and decisions to be made duriqpitant life
moments such as the choice of functioning in thekplace as well as decision to take certain riskprotect
themselves against unnecessary threats (Vanzyhj&€C&Payze, 2006).

Peoples’ self-esteem can affect their personatigking them not able to cope with life factors sash
stress. According Hobfoll (1989) individual differees as found in self-esteem are treated as arcestat may
mitigate work-family conflict and stress. Thus, tfifferences in levels of resources may affect ldwiduals
react to stress. For example, those who have lelffesteem may have a “reserve” of self-worth aoudfidence
upon which they can draw in problematic situatigiebfoll, 1989). In other words, people with higélfs
esteem may not be as bothered by potential loisnefand energy because they know they can cogesuith
loss.

The extant literature suggests that there ismahinformation on the relationship between setéem
and WFC. However, the existing studies suggest dgeaeral self-esteem mitigates role stress. Fdaris,
Mossholder, Bedeian, and Armenakis (1981) repotitetl when nurses experience role conflict, those ito
self-esteem exhibited lower job performance thars¢hhigh in self-esteem. These authors furtherrtegpdhat
nurses experiencing role ambiguity reported lebssatisfaction if they were lower in self-esteemai@ter and
Schaubroeck (1991) reported that low self-esteeafifjhters who experienced role conflict had higlesels of
somatic symptoms. Similarly, Grandy and Cropanzglg99) tested the effects of self-esteem on WFC and
found that self-esteem is an important variabledosider in the work environment. According to Ghaand
Cropanzano (1999) self-esteem is related directlltwork and life outcomes.

Little is known about ethnicity, self-esteem and~@V(Grzywacz et al., 2007). Thus, the goal of the
present study was to extend the understandingwfdibnicity as culture contributes to the expereeot WFC.

To achieve this, the researcher investigated whethaot the differences in the ethrsocio-political structure
and the religious belief systems of the Hausa ghd Nigerian employees will be related to theirenignce of
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WEFC. In addition, the researcher looked at whethéividual differences as is reflected in self-estewill be
related to the experience of WFC of Nigerian emp&sy The present study specifically investigatesl th
following questions: Will ethnicity predict the esqpence of WFC of Hausa and Igbo Nigerian employa#fl
self-esteem significantly predict the experienc®iC of Nigerian employees? It was hypothesizetbbews:
Ethnicity will significantly predict the experienad work-family conflict among Hausa and Igbo enmyaes.
Self-esteem will significantly predict the expeigerof work-family conflict among Nigerian employees

2.0 Method
2.1 Participants

Five hundred and three working mothers and fatlpendicipated in this study. Participants were
volunteers. They consisted of married members eftéto ethnic groups of interest (Hausa and Ighawdr
from four Federal Universities across Northern &uwditheastern Nigeria. The age of the participasnged
from 32 to 55 years with a mean age of 43.5 yeditse participants were identified as Hausa and lgibaic
group members on the basis of their ethnic affdizg as were indicated by individual participamt&smographic
data. Participants’ minimum educational qualifioatiwvas Ordinary National Certificate of Educati@ND).

2.2 Instruments

Work-Family Conflict Scale (Carlson, Kacmar & Williams, 2000). This scale consists of 18 items
with six subscales (3 items each in the two dioetiof WFC, namely; work interfering with family cafiamily
interfering with work. Carlson, Kacmar and Williani®000) scale uses a 5-point Likert-type scalesgiray
from strongly disagree (1) to strongly agree (5igheér scores on each scale indicate higher levielIeC.
Sample item is “My work keeps me from my familyigittes more than | would like”. This scale was é&ped
using rigorous psychometric procedure (Herst & Bielk, 2004). For the purpose of the present sttidg,
researcher revalidated the WFC scale using Nigesamples. This became necessary because previous
validations of the instrument were done with Wastsamples and none was done in Nigeria. The restiite
item analysis revealed that the items have anriateronsistency of alpha .87 and a Spearman ced esglit-
half reliability index of .56.

Index of Self-Esteem (ISE) (Hudson, 1982): This scale consists @b items, which contain statements
that indicate how people see or feel about theraselVhe25 items were responded to orbgoint response
scale ranging from= rarely or none of the time &= most or all of the time. Sample items includefe#l that
people would not like me if they really know me {eind “I feel that | need more self-confidencelrhere were
direct scoring and reverse scoring of the itemsa3aertain the overall score of a respondent, théyets of the
direct and the reverse score items are added tmgatid25 subtracted from the overall score to obtain the
participant’s ISE score. The ISE is scored in tinedtion of low self-esteem. The lower a score thetloe norm,
the higher the respondent’s self-esteem. Thigunstnt was further validated with Nigerian sampiethe
present researcher. An item analysis of the scomethe items yielded a co-efficient alpha of .92l am inter
item correlation ranging from .32 to .74.

2.3 Procedure

A total of 700 copies of each of the two scales were distribtretthe four selected Federal institutions
in Nigeria. The scales tapped information on theatdes of interest namely; self-esteem, and WFRCti¢tpants
were assured of the confidentiality and anonymftyheir responses. Each of the scale has spengicuictions
on how to respond to the items. In all, out7®0 copies of the scales distributed 548 copies wetermed
representing a return rate 8.2%b6. Out of the548 copies returned45 copies were discarded, leaving a total of
503that were used for the data analyses.

2.4 Design/Statistics

The design of the study was a cross-sectional guanel a multiple regression analysis was used to

analyze the data.

3.0 Resaults
Table 1: Descriptive statistics and the result of the interrelation of the predictor variables
(Ethnicity and self-esteem) on criterion variablgKC).

Variables Means SD 1 2 3
1 WFC 45.71 12.55 1
2 Ethnicity 1.63 .49 -.089* 1.000 -.034*
3 Self-esteem 1.60 .49 217 % 1.00
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A total of 503 Nigerian Federal university employ@@mpleted the scales, WFC 1, ethnicity 2, (1=Haus
2=Igbo) self-esteem 3, (1=high self-esteem, 2=lelfrassteem) were examined in the study. *= P<.05,
*r=p< 001.

The result presented in the correlation matrix &bsivowed that ethnicity is negatively related toG\F= -
.089, p<.05). Also ethnicity was shown to be negdyirelated to self-esteem (r =.-034, p<.05). Tdwult
further showed that self-esteem had a significaegk relationship with WFC (r = .211, p<.001).
Table2:

The standardized Coefficient of the predictor valés(Ethnicity and self-esteem) on work-family Goinf

Model Standardized T Significant
Coefficient
A
1 | Constant 15.322 .000
2 | Ethnicity -.082 -1.889 .05
3| Self-esteen .209 4,785 .001

Dependent Variable: WFC

The results of the regression analysis revealddethaicity was a significant predictor of WFE=(-.082,
p<.05). Ethnicity was moderately negatively relai@the criterion variable. It explained 1% of total

variance in the experience of WFC of Nigerian ursitgy workers. However, the ANOVA model summary
shows that the effect of ethnicity on WFC is sigraifit. The coefficient table also showed that ssttem was a
significant predictor of WFCBE.209, p<.001). The result further showed thateghera strong positive
relationship between self-esteem and WFC of Nigeuiaiversity workers. Self-esteem contributed 5%hef
variations in the WFC of Nigerian university workeFinally, the ANOVA model summary shows that the
effect of self-esteem on WFC is significant.

5.0 Discussion

The present study looked at the relationship betvethnicity, self-esteem and WFC. The result of a
multiple regression analysis revealed that ethnisids a predictor of WFC among Nigerian workersséghon
this result, the first hypothesis was accepteds Tésult indicates that ethnic differences in teahsaditional
cultural values and religious beliefs are reladNigerian workers’ experience of WFC. This findipmpvides
support for the models that suggest that sharagesaind beliefs about work and family, as wellrasédiate
socio-contextual circumstances, influence the giefor individuals to experience WFC (Joplin ¢t, 2003;
Grzwacz et al., 2007). People in the same ethraomgy seem to share common cultural values whiath ten
influence their lives in very many ways such askvamd family activities. This finding is consistesith Smith
and colleagues (2005) who found an associationdegivethnicity and work stress. This implies that thoad
cultural differences found among the ethnic graunpsigeria predicted their experience of WFC.

Table 1 shows that ethnicity was negatively relai@dNFC. This suggests that Hausa employees
experienced greater WFC than their Igbo countespaitis finding may be explained from the pointtioé
cultural differences that exist between these etgroups. The result suggests that the strictemaome adherent
people are to the dictates of their ethnic cultamad religious values, the more likely they woulgerience
conflict in their work and family domains. Sinceethlausa workers seemed more traditional in th&tude to
work and family roles, they were more likely todpeided by well defined rules and therefore havaigresense
of conflict for the same situation. Hausa cultwtedposition is characterized by insistence on tfigeeence to
authority both in the society and in the family dryforcing conformity (Okpara, 2004). This cultudéposition
according to Kalgo and Ishaku (1993) tend to makepfe more susceptible to societal pressures asd le
analytical in their functions and self-concepts @odsibly make them more likely to experience donih the
work and family domains. On the contrary, the Igbthnic culture encourages independence and self-
achievement and tends to encourage self developwigich may involve developing individual approadh f
problem solving that may be more adaptive and pingain dealing with stressful situations.

The present finding also supports the social idgntiheory which suggests that strong ethnic
identification predict experience of WFC (Joshiaét 2006). Social identification with the cultutzehaviour
dispositions which usually occur through interactimay influence attitude to work and family. Thigther
implicates the socialization process which enstines cultural values and practices are transmiftech one
generation to another. As were described by sont®mesi(Okpara 2004; Bascom, 1969; Levine, 1966)¢i@n
in these ethnic groups take active part in theiep®s’ social and economic activities. These ditisiare
opportunities to act out behaviours required infatstatuses, namely, work roles and family rdtds.therefore
likely that the experience of WFC and the peoplediavioural disposition in trying to balance worlddamily
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roles are strongly influenced by their culturalues and practices especially as it relates to faralations and
attitude to work.

The findings of this study further showed that ssfeem was positively related to WFC. Self-esteem
was shown to be a strong predictor of WFC amongiag employees. The present result confirms therse
hypothesis which predicted that self-esteem wingicantly predict the experience of WFC of Nigari
university workers. This finding is consistent widw earlier studies (Granster, & Schuabroeck, 1€=andy,

& Cropanzano, 1999) that suggested that self- estas a personality factor, mitigates the expegesfdVFC.

Table 1 showed that self-esteem was positivelytedléo WFC. This suggests that the higher Nigerian
workers were on the self-esteem continuum thetlesis experience of WFC. Thus, employees with hsgh-
esteem appeared to experience less conflict trese tvith low self-esteem. It is typically assumlealt the task
of juggling work and family roles is difficult anstressful (Steenbergen, Ellemers, Haslam & Urliag68).
Thus, the present finding suggests that self-esisestrongly related to the experience of WFC. Tirisling
corroboratedHobfoll's (1989)proposition that self-esteem is a resource andttigadifferences in the levels of
this resource may affect how individuals reactttess. The result of this study suggests that tleosgloyees
with high self-esteem seem to have more resousregies and knowledge) than those with low sadesn. In
other words, workers who have high self-esteemrmaee likely to adjust better in handling stressiiiations.
Thus, those with high self-esteem may not be bethdyy potential loss of time and energy becausg the
probably have confidence in their ability to copighveuch loss (Hobfoll, 1989). This may explain gerceived
differences in the experience of WFC between enmgdeywith high self-esteem and those with low sstiéem.

A number of implications could be derived from fhresent findings. The findings of the present study
suggest that ethnic differences as found betweems&land Igbo Nigerian employees were related to the
experience of WFC and that the differences in tlesiperience of WFC may be tied to the broad cultura
differences found between them. The present stadypnovided further evidence, with particular refere to
Nigeria that differences that exist within culturationality as found among diverse ethnic groupsldo
influence people’s experience of work-family cocifliMore specifically, the present study suggelts the
ability of people to manage or juggle work and figmoles is related to their broader cultural disitions. In
other words, some ethnic groups may have healthiet more adaptive approach to especially stressful
situations than others.

Furthermore, the present study has provided sugpotthe few studies (e.g. Grandy & Cropanzano,
1999) that have highlighted the importance of thpact of such personality characteristics as st#fean in the
experience of WFC. Stress has generally been tesces being individually based. That is to say tiha way
people perceive and react to stressful situatidgffisrdrom one person to another. Thus, the impiara of the
present finding is that self-esteem is a persondéictor that is related to people’s experienceVW#C.
Employees with high self-esteem appear to betteragathe incompatible demands of work and familgs.an
other words, high self-esteem is a personalitybatte that assists people in managing WFC.

Consequently, since these personality charadtaristay be influenced by environmental factorss it
possible that people could be trained to adoptctieracteristics of high self-esteem in their petiogpand
management of work-family roles. It therefore imeglithat workers in work organizations should beoareged
or even given training on how to imbibe the charastics of high self-esteem. This has become sacggiven
the impact of work-family conflict on workers’ webeing, job satisfaction, commitment and their conitant
negative effects on job performance and the attairirof the organizational goal.

5.0 Conclusion

The results of this study revealed that ethnicedéfice is a significant factor in the experienc®6iC
among Nigerian employees. It further provided suppéor the proposition that people within
cultures/nationalities could differ on differentiaevioural indicators as a result of some ethnitedéhces (Aziz,
& Chang, 2013). As noted in the introduction, Nigdnas been experiencing some rapid economic grawdh
development. This situation has given rise to ameiased number of dual-earner families and cons#igue
increased the challenges of balancing work andljad@mands. It has therefore become pertinent fgefian
government and other employers of labour to belfamwith work and family conflict issues amid atiheically
diverse workforce. It is the responsibility of tgevernment and employers to establish policies wikttake
care of the differential ethnic attitudes to woridafamily roles, if they want to achieve a workferthat have
less work-family conflict and are highly committe&inally, the present study has provided additional
information on the relationship between self-estesma WFC. The results suggest that self-esteenpiisdictor
of WFC. Nigerian workers are therefore encourageiehbibe the attributes of high self-esteem whiels been
suggested to mitigate WFC.

119



European Journal of Business and Management www.iiste.org
ISSN 2222-1905 (Paper) ISSN 2222-2839 (Online) may
Vol.6, No.26, 2014 IIS E

6.0 References

Abu-Bader, S. H., (2005). Gender, ethnicity andgabsfaction among social workers in Isr@aministration
in Social Work, 29(3)6-21.

Adekola, B. (2010). Interferences between work &ndily among male and female executives in Nigeria.
African Journal of Business and Managemef(#)41069-1077

Amazue, L. O., & Uzoka, J. N. (2009). Impact of wdamily conflict and self-esteem on general wadifgy of
non-professional employedsigerian Journal of Social Sciences,135-149.

Aziz, A., & Chang, A. (2013). Work-family balanc€he 3-way interaction effect of role demand, cdliésm
value and ethnicityWWW.InternationalConference.com.rmRetrieved 12/08/2013.

Betancourt, H., & Lopez, S. R., (1993). The stuflguiture, ethnicity and race in American psychglog
American Psychologist, 48), 629-637.

Beutell, N. J., & Witting-Berman, U. (1999). Preitics of work-family conflict and satisfaction witamily, job,
career and lifePsychological Reports, 8893-903.

Blunt, P. (1983)Organizational theory and behaviour: An African pgective London and New York:
Longman.

Brandt, M. (2009). Doing business in Nige#8WW.Communicaid.comRetrieved 6/29/2013.

Brough, P., & O’'Driscoll, M., (2005). Work-familyanflict and stress. In A. Antoniou and C. L. Coofeds),
Research companion to organizational health psyaiolpp. 346-356), Cheltenham, UK: Edward Elgar.

Carlson, D. S., Kacmar, K. M., & Williams, L. J.2000). “Construction and initial validation of a i
dimension measure of work-family conflictiburnal of Vocational Behaviour, §8) 249 — 276.

Central Intelligence Agency (2000). CIA world fabibok-Nigeria. WWW.Communicaid.comRetrieved
29/6/2013.

Cohen, A., & Kirchmeyer, C. (2005). A cross-culilstudy of the work/nonwork interface among Isramiises.
Applied Psychology: An International Review(44537-567.

Dutta-Bergman, M. J., & Wells, W. (2002). The vawnd lifestyles of idiocentrics and allocentricsan
individualistic culture: A descriptive approachournal of Consumer Psychology,, P31-242.

Ebiai, A., & Akpomuvie, B. (2005). Traditional wor&thics in Nigeria and rigid authoritarian motietal
characteristics of modern paid wotkternational Journal of Social and Policy Issu8g?), 106-114.

Eby, L. I., Casper, W. J., Lockwood, A., Bordeaux, & Brinley, A. (2005). Work and family researdh
10/0B, content analysis and review of the literat(t980-2002)Journal of vocational behaviour, 66,
124-197.

Frone, M. R. (2003). Work family balance. In J.@uick and Tetrick (Eds.Handbook of occupational health
psychology(pp.143-162).Washington, D.C: American Psycholabfessociation.

Frone, M. R., Yardely, J. K., & Markel, K. S. (199Developing and testing an integrative modelhaf work-
family interface Journal of Vocational Behaviour, 5045-167.

Grandy, A. A., & Cropanzano, R. (1999). The conaton of resources model applied to work-family ftich
and strainJournal of Vocational Behaviour, §4), 350-370.

Granster, D. C., & Schaubroeck, J. (1991). Rolestoéss and work health: An extension of the plasgtic
hypothesis of self-esteedournal of Social Behaviour and Personality7% 349-360.

Greenhaus, J. H., & Beutell, N. J. (1985). SourcEsonflict between work and family and family rele
Academy of Management Review(1)076-88.

Greenhaus, J. H. (2008). Innovation in the studghefwork-family interface: Introduction to the sj@ section.
Journal of occupational & organizational psycholotfy, 343-348.

Grzywacz, J. G., Arcury, T. A., Marin, A., Carrillb., Burke, B., Coates, M. L. & Quandt, S. A. (ZO0Work-
family conflict: Experiences and health implicatlommong immigrant Latinoslournal of Applied
Psychology, 924), 1119-1130.

Herst, D., & Brannick, M.T. (2004 ross cultural measurement invariance of work/fgrndnflict scale across
English-speaking sampleBaper presented at the 19th annual conferente abciety for Industrial and
Organizational Psychology.

Hobfoll, S. E. (1989). Conservation of resources: nAw attempt at conceptualizing stregsmerican
Psychologist, 44, 513-524.

Hofstede, G. (1980 Culture’s consequences: international differenaesvork—related valuesThousand Oaks,
CA: Sage.

Hudson, W. W., (1982)Index of self-esteem. The clinical measurement gggckA field manualChicago:
Dorsey Press.

lijere, J. A., Babagana, |., & Monguno, H. (2000hrtc residential patterns in Maidguri urban: Sadmhlysis.
Journal of Faculty of Social Sciences Universitytafidugri, 3(2), 30-42.

Iro, M. 1. (1985). Igbo ethics and disciplifkhiajoku Lectures, 51-16.

120



European Journal of Business and Management www.iiste.org
ISSN 2222-1905 (Paper) ISSN 2222-2839 (Online) may
Vol.6, No.26, 2014 IIS E

Joplin, J. R. W., Shaffer, M. A., Francesso, A. Bl.|.au, T. (2003). The macro-environment and wdddily
conflict. development of a cross-cultural compasatrameworklinternational Journal of Cross Cultural
Management, 305 — 328.

Joshi, K. G., Liao, H., & Jackson, S. E. (2006)o%3level effects of workplace diversity on salesfqrmance
and payAcademy of Management Journal, (@9, 459-481.

Kalgo, F. A., & Ishaku, K. (1993).Cultural background of students as a determinant figid-
dependent/independent cognitive stygestudy of junior secondary school students iko8b state Ife
Psychologia: An International Journal(2), 90-99.

Kinman, G., & Jones, F., (2005). Lay representatibwork stress: What do people really mean whety sgay
they are stressed¥ork and Stress, 12, 101-120.

Korabik, K. Lero, D. S., & Ayman, R. (2003). A mulével approach to cross-cultural work-family raseh: A
micro and macro-perspectiviaternational Journal of Cross-cultural managemeh{;1) 289-304.

Kreiter, R., & kinicki, A., (2002)Organizational behavioulNew York: McGraw-Hill.

Livine, R. A. (1966).Dreams and deeds: Achievement motivation in Nig&tdcago, University of Chicago
Press.

Mitchelson, J. K. (2009). Seeking the perfect bedanperfectionism and work-family conflicBournal of
Occupational and Organizational Psychology, 829-367.

Mossholder, K. W., Bedeian, A. G., & Armenakis, A. (1981). Group process-work outcome relationships
note on the moderating impact of self-esteAoademy of Management Journal (25 375-385.

Oginni, B. O. Afolabi, G., & Erigbe, P. (2013). Thtace of job stress in labour turnover of the laglsector in
the Nigerian economynternational Journal of Business and Managemewéition, 2(1)93-99.

Okpara, E. (2004)Culture and behaviourln I. E. Eyo & Obi-Keguna (EdsA Handbook of Psychology: An
African Orientation.Nsukka Nigeria, Great AP Express Publication Ltd.

Sedikides, C., & Gregg, A. P. (2003). Portraitsh#f self. In M.A. Hogg, & J. Cooper (EdsSage handbook of
social psychologypp.110-138) London: Sage Publication.

Slattery, J., & Selvarajan, T. T. (2005). Antecadeto temporary employees’ turnover intentidournal of
Leadership and Organizational Studies, (13, 53-66.

Smith, A., Wadsworth, E., Shaw, C., Standsfeld, Bhui, K, & Dhillon, K. (2005). Ethnicity, work
characteristics, stress and healthivW.hsebooks.co.uRetrieved 02/08/2013.

Smith, A., Wadsworth, E., Moss, A., & Simpson, H{4). The scale and impact of drug use by workesgdth
and safetyWWW.hsebooks.co.uRetrieved 02/08/2013.

Steenbergen, E. F., Ellemers, N., Haslam, S. AUrBngs, F. (2008). There is nothing either goodbad but
thinking makes so: Informational support and cdgeigppraisal of the work-family interfacgéournal of
Occupational and Organizational Psychology, 849-376.

Tajfel, H. (1982)Social identity and intergroup relation€ambridge, Cambridge University Press.

Tajfel, H., & Turner, J. C. (1986). “The social idity theory of intergroup behaviour.” In S. Wortlaad W. G.
Austin (Eds.)Psychology of intergroup relation€hicago, Nelson-Hall (7-24).

Vanzyl, J. D., Cronje, E. M., & Payze, C. (2006pw. self-esteem of psychotherapy patients: A qualiéa
inquiry. The Qualitative Report, 11,82-208.

Venkatesh, A. (1995). Ethnoconsumerism: A new pgradto study cultural and cross-cultural consumer
behaviour. In J. A. Costa and G. Bamossy (Edsayketing in a multicultural worldpp. 26-67), Beverly
Hills, USA: Sage Publication.

Zhang, J., & Liu, Y. (2011). Antecedents of workriity conflict: Review and prospednternational Journal of
Business and Management, 6(1)- 30.

121



The I1ISTE is a pioneer in the Open-Access hosting service and academic event
management. The aim of the firm is Accelerating Global Knowledge Sharing.

More information about the firm can be found on the homepage:
http://www.iiste.org

CALL FOR JOURNAL PAPERS

There are more than 30 peer-reviewed academic journals hosted under the hosting
platform.

Prospective authors of journals can find the submission instruction on the
following page: http://www.iiste.org/journals/ All the journals articles are available
online to the readers all over the world without financial, legal, or technical barriers
other than those inseparable from gaining access to the internet itself. Paper version
of the journals is also available upon request of readers and authors.

MORE RESOURCES

Book publication information: http://www.iiste.org/book/

IISTE Knowledge Sharing Partners

EBSCO, Index Copernicus, Ulrich's Periodicals Directory, JournalTOCS, PKP Open
Archives Harvester, Bielefeld Academic Search Engine, Elektronische
Zeitschriftenbibliothek EZB, Open J-Gate, OCLC WorldCat, Universe Digtial
Library , NewJour, Google Scholar

e INDEX ({@‘ COPERNICUS

ros I NTERNATIONAL
INFORMATION SERVICES

@ vimsice soumaocs @

£z 8 Elektronische
@O0@ Zeitschriftenbibliothek

open

-

|

o » (..L()R( H()\\\L\I\H{SII\
— UniverseDigitalLibrary —



http://www.iiste.org/
http://www.iiste.org/journals/
http://www.iiste.org/book/

