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TEMPORAL PATTERN OF WORK·}1l\MILY CONFLICT
DEPRESSION EXPERIENCED BY BANK EMPLOYEES IN

ENUGU STATE, NIGEIRA

Ugwu.Di I.'

Abstract
The study determined level ofwork-family conflict depression and the temporal pattern

of work-family conflict depression experienced based on season (rainy and dry seasons)
among bank employees in Enugu State, Nigeria. Four hundred and seventy-seven bank
employees participated in the study. Two instruments were used to generate data for the
study. They are: the adapted 13-item Work-family Conflict Depression Inventory (WFCSI)
developed by Zung (1965) and the Key Informant Interview Schedule (KlIS) that was
developed by the researcher. Mean, Percentages and Chi-square statistics were usedfor
data analysis. The result indicated that bank employees experienced moderate level of
work-family depression; higher proportion of employees experienced work-family conflict
depression during the rainy season than during the dry season. Thefinding also revealed
that there was no significant difference in the levels of work-family conflict depression
experienced by bank employees during the rainy and during the dry seasons. Based on
the findings, it was recommended among others that management should try to adopt
work-family mitigating measures such as training, counselling, work shift and periodic
test that will help bring employees health at optimal level and help foster good work-
family balance at all seasons.
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Introduction

Work and family lifehave always been
interdependent,but the increasedemployment
of women, rising family hours of work and
today's service intensiveglobalizingeconomy
(Aslam, Shumaila,Azhann & Sadaqat, 2011)
have brought about changes in the work and
family structures. The increased number of
hours family members contribute in the paid
workforce at the expense of family demands
has left men and women employees to
experience conflict between the two realms
(Frone, 2(03). Conflict occurs in work and
family domain when commitment fromwork
and family spillover into one another (panatik
&Rojab, 2012), affectingparticipationinboth
realms (lshaya &Ayman, 2008).Work-family
conflict is based on idea that people make
trade-offs in expending the fixed amounts of
psychological, mental, emotional and
physiological resources with which they are
endowed (Edwards &Rothbard, 2000).
According to role theory,work-familyconflict

is defined as a simultaneous occurrence of

WFC) or from family (Family-to-work
conflict, FWC) (Frone, 2(03). When work
demands interferewith family responsibilities,
it gives rise to WFC and when family
obligations interfere with work, it leads to
FWC (Judge & Colqitt, 2004; Ford, Heman
& Langkamer, 2(07) had suggested that the
understanding of these forms of conflict is
important because the consequences of
conflict are dependent on where the conflict
originates.

Researches (Livingston, 2014;
Ruppainner & Huffman, 2014) have found
that involvement in both work and family
demands have been associated with both
positive and negative health outcomes. World
Health Organization (WHO) (2013)
suggested that for employees to enjoy positive
work and family health and well-being such
as, marital satisfaction, job satisfaction,
organisational commitment, high job output
and total life satisfaction, the issue of
employee's physical, social andmental health
should be giving appropriate attention.
However, researchers argued that to influence

two or more sets of pressure such that a varietyofpositivework and familyoutcome,
compliance with one would make more attention should be directed to not only the
difficult compliance with the other (Panatik physical, social and mental health of
& Rojab, 2012). employees, but also to their spiritual,

Two forms of conflict can arise when emotional and intellectual health (Onuzulike,
work and family interact (Ozutku &Altindis, 2004; Owie, 2003). Owie (2003) argues that
2014) in which, the source of conflict could all the above dimensions of healthbring about
originate from work (work-to-familyconflict, optimal health since any alteration in any one
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of the dimensions affects the others.
Significant findings have indicated that

for employees to achieve optimal health,
organisations should make effort to subject
employees to training.retraining, conferences,
workshop (Loebs, 2008), work shift,and flex-
time, pre-employment test and periodic test
(Presser, 2010). Organisation should equally
make effort to become more family-friendly
such as, providing family dependent care
services or sick or emergency care
programmes (Loebs, 2008), counselling,
policy dynamics (Niolon, 2006) and social
support measures (Niolon, 2006; Hammed,
2008). Recent studies (e.g., Lazarus &

Folkman, 2010; Cinaman and Rich 2014)
observedthatemployees who enjoyedoptima1
health found it easier balancing the demands
of work and family. On the other hand,
employeeswho are lacking in any one ormore
of the above dimensions of health are likely
to suffer work-family conflict stress.

Stress is the immediate outcome of
I work-family conflict which when generated,
! has ~;potential to influence a variety of
j physical andmental health outcomes, leading
I

. to depression (Grant - Vallone&Donaldson
2011; Zhao, Mallila & Ngan, 2014).
Depression originates as a result of increase
innegativeaffectivestateofbeing experienced

throughout the night, loss of appetite, feeling
of irritabilityand worthless life (Zhao,Mallila
&Ngan, 2014).WOIk-familydepression also
results to higher absenteeism levels,
psychosomatic complains, psychiatric and
substance abuse disorders and increased job
and marital dissatisfaction ( Stoeva Ehiu &
Greenhaus, 2012). Hotopf and Wossely
(2009) investigated the role of work-family
conflict on the employees' health-related
problems. Result indicated that work-family
conflict gave rise to work-family stress and
depression, leading employees to experience
self-ratedsomatic symptoms,obesityand high
blood pressure. Kossek, Laulsch and Eaton
(2006) had earlier found from their study on
job control and work-familyeffectivenessthat
employees experienced depression in the
courseofmanagingworkand familydemands.

Some related theories have made
attempt to explain how individual's
involvement in work and family lives could
lead to stress and depression experience. The
Role theory and the Conservation of
Resources (COR) theory are formalism for
explaining this. The Role theory by Sieber
(1974) holds that multiple roles (inter-role)
involvement leads to personal conflictand
depression as it becomes more difficult to
perform each role successfully, due to

for a long time (Googins 2013). When conflicting demands on time, energy, or
employees experience depression,itmanifests incompatible behaviour, among roles. The
in feeling of unhappy mood, feelingdistUIbed COR theory by Hobfoll (1989) posits that

I
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inter-role conflicts lead to stress because
resource such as, time, money and energy are
lost in the process of trying to balance the
pressure coming from work and family
domains. These theories are linked to this
study because when bank employees are into
multiple roles, it depletes. their resources
needed to perfonnroles in both domains. This
potentialor actuallosesof resources lead them
to a negative state of being and work-family
depression experience, which could manifest
in the form of total life dissatisfaction.

Acknowledging the prevalence of
work-family depression among employees
who performed work and family demands, it
becomes logical to expect that Nigerian
bankers experience depression in the course
ofperformingtheirworkand familyroles.This
is because, researchers (e.g., Philips, 2007;
Adeyemi, 2(09) had observed Nigerian
banking sectorto be stress laden. They found
that bankers are exposed to undue work
pressure and workload as defined by high job
demands and low control. Leiter and Dump
(1996) had earlier identified bank employees
as one of the groups who do people-oriented
job and had called for study on health-related
problems associated with these groups,
groups they considered to be more vulnerable
to stress. Consequently, this study examined
the level of, and temporal pattern of work-
family depression experienced among bank
employees.

Temporal pattern was described by
Fowler (2009) as alterations in space and a
change in regularities. This study defines
temporal pattern as pattern of events that
change with time within the family and
organizational settings.Neff,Baryar,Barsola,
Fernandez and Asner (2009) observed that
there were changes which took place in the
organizational settings and also in the family
structure. These changes are with response
to new policies, advancement in technology
and other ecological changes that occur from
time to time and in different seasons in the
environment. According to the above
researchers, the changes demand that
employees should adjust in their levels of
commitment to work and family roles.When
they are not able to adjust to meet up with
the challenges of the changing roles, they are
likely to experience work-family stress and
depression. Martin (2006) had noted that
temporal pattern introduces the notion of ~
refening to things with a time-based index or I
season. For instance, the time index could I

range from 1961-1970. It could be seasonal
(rainy season or dry season, winter, autumn
or summer).
Temporal patternpermits answer to questions!
about events that change with time or season I
(Porder, Oliver and Chadwick, 2009).
Consequently, the time frame for this study
was rainy season and dry season. This was

I
adjudged suitablefor this studysince the study,
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,J.

was conducted in Nigeria and Nigeria
·experiences two seasons namely,rainy season
anddry season.Rainy season startsfromApril
and ends inNovember while dry season starts
from lateNovember and ends in early April.
Each of the seasons carries alongwith it some
challenges to employees because of changes
in weather. Following from this, the need
arose to identify the season that pose more
difficulties to employees' health; the season
that generates higher level of work-family
depression experience to the bank employees.

Studies on work-family conflict have
not gained much explicit focus on the aspect
of change in regularitiesandno studyhas been
conducted on the impact of seasonal changes
,on employees' work-family involvement.
What researchers have looked into is the
historicalsynthesisofwork and family linkage
over a period oftime (e.g., Edward and
Rothbard, 2000; Eze, 2004; Jalbert, 2(08).
'The issue of work-family depression
experienced by employees who do people-
oriented job, as in banking job, in different
seasons (rainy and dry seasons) has not been
looked into by researchers. Therefore, there
'is dearth of·literaturein this area and this study
was undertaken to fill the gap.

Purpose of the Study

bank employees in Enugu State. Specifically,
the study: "..
1. determined the level of work-family

depression experienced by bank
employees.

2. determined the level of work-family
depression experienced by bank
employees in different seasons (rainy and
dry seasons)

Research Questions
1. What is the level of work-family

depression experienced by bank
employees

2. What is the temporal patterns of work-
family depression experienced by bank
employees in different seasons (rainyand
dry seasons)

Hypothesis
1. There is no significant difference in the

bank employees' level of work-family
depression experience based on season
(rainy and dry seasons) (P <.05)

Methods
The research design used in the study

was the descriptive survey design.The design
is exploratory in nature and allows easy
description of phenomena at onepoint as they
exist in their natural setting (Nwogu, 1991).
The population for the study comprised 2021

The major purpose of this study was
·to investigate the temporal pattern of work-
I
·family conflict depression experienced by bank employees. The sample for the study
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consisted of 550 employees drawn by means
of simple random sampling from the various
banks located in Enugu State, Nigeria.

Instruments for Data Collection
Two instruments were used for the

study. These were (i) the Work-family
Conflict Depression Inventory (WFCDI)
questionnaire which consisted of 13 - item
Depression Inventory (01) adaptedftomZung
(1965). This had 4 - point scale ranging from
Strongly Agree (SA) = 4, Agree (A) = 3,
Disagree (0) = 2, and StronglyDisagree (SO)
= 1.(ii) the Key Infonnat Interview Schedule
(KIIS). This was developed by the
researcher. It consisted of lO-items designed
to gather information regarding the nature of
work-family conflict which employees
experienced in different seasons, its impact
on their health and the moderating measures
they had adopted in coping with work-family
conflict in different seasons.

Draft copies of the instruments with the
objectives of the study and instrument
evaluation guide were sent to five lecturers in
University of Nigeria, Nsukka who were
requested to critically examine the
questionnaire in terms of clarity, correctness,
coverage, and appropriateness to the purpose
of the study. The face validity of the
instruments was determined through the
judgement of these five experts.

In order to establish thereliability of
theWFCDI, 53 copies of the instrument were
administered to bank employees of Union
BankandDiamondBankinAbakaliki,Ebonyi
State, Nigeria The data were analyzed using
Produce Moment Correlation Coefficient
formula, which determined the Split-half
reliability of the instrument. 'The spilt-half
reliability of .68 was obtained. This was
corrected with Spearman-Brown formula, r
=70 to estimate the validity of the instrument

Procedure

In order to facilitate the distribution of
the questionnaire, the researcherraised a letter
for the branch managers; the researcher also
solicited the cooperation of the operation
managers in the distribution of questionnaire
to bank employees. A total number of 550
copies of the WFCDI were distributed and
477 valid copies of the questionnaires were
collected. This yielded a return rate of
86.73% per cent. After the researcher had
collected the questionnaire, Key Informant
Interview Schedule (KIIS) was conducted
with five managers and five sectional
supervisors of the various banks under study.
The responses obtained from these selected
informants helped complement the results
obtained from the questionnaire.
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Statistics
Frequency, percentage and Chi-square were used to analyze data on temporal pattern

of work-family depression experienced by bank employees. Research question was answered
using frequencies and percentages while the hypothesis was tested using the Chi-Square statistics.
The result obtained from the second instrument the KllS helped complement the results obtained
from thequestionnaire

Results
This section is concerned with the presentation of the summary of the analysed data.

Research Question One
What is the level of work-family depression experienced by the bank employees?

18bleI
HankEmDlovees'LevelofWork-famil Depression ExoeriencelN =477~

SIN Work-family Depression Experience Means (X) Standard Decision

Deviation (SD)

1 I feel very unhappy both day and night 3.06 .922 Moderate

2 Morning is when I feel the best 2.58 .919 Moderate

3 I feel disturbed throughout the night 2.99 .915 Moderate

4 I have trouble feelingthrough the night 2.94 .992 Moderate

5 I eat the same quantity of food as much as I

used to 2.72 1.000 Moderate

6 I enjoy working at, talking to and being with

attractivemenlwomen 3.02 .981 Moderate

7 I feel hopeful about the future 3.23 1.014 Moderate

8 I am more irritable than usual 2.65 .977 Moderate

-9 I find it easy to #e decision 2.97 .970 Moderate

-10 I feel that I am useful and needed 3.26 .958 Moderate

:.ll My life is worthless 3.52 .832 High
,

I ~l that others would be better if I were dead12 3.54 .873 High

13 I still enjoy the things I used to do 3.12 .882 Moderate

Over all Mean 328 Moderate
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Data in Table 1 shows an overall mean of 3.28 which was within the limit of 2.50-
3.49 revealing that the bank employees were moderately depressed in their course of performing
work and family demands. Specifically, the Table indicates that '1 feel very unhappy both day .
and night" (X = 2.07); "Morning is when I feel the best" (X =2.58); "I feel disturbed throughout
the night" (X = 2.99); "I have trouble feeling through the night" (X = 2.94); "I eat the same
quantity offood as much as I used to" (X = 2.72); "I enjoy working at, talking to and being
with attractive men/women" (X = 3.02); "I feel hopeful about the future" (X = 3.23), "I am
more irritable than usual" (X = 2.65); I find it easy to make decision" (X =2.97); "I feel that I
am useful and needed" (X = 3.26) and "I still enjoy the things lused to do~' (X = 3.12)
reported mean scores within the limit of 2.50 - 3.49 indicating that the bank employees were
moderately depressed. Futhermore, "my life is worthless" (X = 3.52) and I "feel that others
would be better if I were dead" (X = 3.54) reported mean scores within 3.50 - 4.00 which
shows that bank employees were highly depressed.
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Research Question Two
What is the temporal pattern of work-family depression experienced by the bank employees? The answers to this research question are contained
in T:;Ible 2
Table 2:
Temporal Pattern of Work-family Depression Experienced by Bank Employees

SO
"I.

SI
N

Temporal Patter. of
WorJt..ramlly DePwion

During rainy seuon
SA· AJ D~
% '/00

Daring tile dry seasOll
SD1 SA A 0

% %
so
"10

Durmg rainy •• d dry 10Il100

SA A D SO
"I. % 'I. %

Not at all
SA A
"10 %

27:6
I. ~{;; very unhappy both day and 50.6 53.5 19.5

Morning is when I feel the best 59.3 SO.S 47.72.

3. I feel disturbed throughout the
night
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the night
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4.

5.

6.

7.

8. I am more Irritable than usual
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!3

I feel that others would be better
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I still enjoy the things I used to
do
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34.5 35.3
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Overall percentage

35.2

51.1 51.8 53.4 50.0 4.5 1.4 .0

1.6 123 7.8 12.3 4.8

.0 35.5 37.4

55.6 50.3 50.0 52.1 1.7 1.6

.0 8.9 10:1 9.9 11.8

42.5%

------------------------ ---~~~-..., .-

51.9 51.4

54.1 17.6

54.3 50.0 50.6

17.6 557 14.7

53.7 54.5

53.0 17.4 52.I 17.4 2.4

.0 3.753.1 52.7

19.5 51.6

44.8%

59.5 37.8 1.9 1.9

45.9 55.3 2.6 0 1.6

54.4 1.7 2.2 2.4

61.5 2.4 1.1 3.9

17.5 16.8 1.9 .8

.0

31.7 63.0 2.3 1.8

56.3 56.7 2.2 1.1 12 ,,3.3

2.1%

.0 10.8 6.5 10.2 13.6

2.7 8.5 10.4 9.6 9.6

8.1 12.2 8.1 8.1 10.8

4.3 7.9 11.7 16.4 6.4

1.8 9.5 12.5 10.1 1.8

1.9 6.7 1~.4 11.8 5.8

7.9 8.59.3 9.8

5.3 1'0.3 6.29.9

10.2 9.1 7.3

12.9 10.0 4.2

38.7

47.1

36.4

35.6

43.2

34.0

42.1

30.8

42.1

25.9

40.0



Nigerian Journal of Health Promotion Vol. 7,2014

Tahle 2 revealed that overall, 44.8% of the employees reported work-family depression

experience during the rainy season. The result further shows that 2.1% of the employees

reported work-family depression during the dry season; 9.4% of the employees showed work-

family depression during the rainy and dry seasons and that 42.5% of the employees reported

that they did not experience depression at all seasons. The finding suggested that the proportion

of hank employees who experienced work-family; depression during the rainy season was

more than the proportion that experienced work-family depression during the dry season.

,

Hypothesis I

. There is no significant difference in the bank employees' level of work-family depression

experience based on season (rainy and dry season) (p < .05).
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the resources available to meet all role was in line with the result of the KIIS.
demands. The Key Informant Interview EmployeesreportedthattheyencounterWOi'k-
Schedule (KIIS) indicated similar result. familyconflictat the same levelsatall seasons.
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Data onTable 3 revealed that generally, bank
employees did not differ significant in their
levels of work-farnily depression experienced
during the rainy and dry seasons (+2= 9.62,
df = 9, p> 0.05). The null hypothesis was
therefore adopted as stated. Specifically, the
result indicated that none of the responses
across the questionnaire items was significant
at P < .05).

Discussion
The findingin table 1showed on overall

moderate levels of depression experience
among the bankemployees.This is in linewith
the findings from Stoeva and Greenhaus
(2012), Hotopf and Wessely (2009) and
Kossek, Laulsch and Eaton (2006). Their
various observations indicated that
employees' involvement in work and family
demands resulted in employee's experiencing
depression. The result also supported the two
theories of anchor which are the Role theory
by Sieber (1974) and the COR theory by
Hobfall (1989). The Role theory posits that
conflicting expectations associated with
different roles have detrimental effects on
health and well-being of employees while
the COR theory suggests that the resources
(time, energy etc.) of the employees is limited
and that multiple roles is capable of reducing

According to the KIIS, employees reported
that their work does not allow them time to
perform their family demands. As such their
failure to attend to family roles spills over to
the work place, causing conflict between the
two domains.

The finding could be explained on the
basis that bankers are faced with 'dual-stress
sources' in theirwork setting:stressoriginating
from customer demands and stress coming
fromjob characteristics. In the same vein, the
attention demanding nature of the job
combined with the occasional poor network
connection in Nigeria is likely to exacerbate
stress. Subsequently the situation can deplete
employees' resources (time, energy etc),
reduce their emotional stability, and exhaust
their mental and psychological resources,
exposing the employees to depression
experience.

The results in table 2showed that, in
overall, the proportion of bank employees
who reportedwork-family conflictdepression
during the rainy season was more than the
proportion that reported during the dry
season.However, inTable 3, the overall result
of the Chi-Square showed that employees did
not differ significantly in their levels of work-
familydepressionexperiencedduringtherainy
season and during the dry season.The finding
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2. More employees are needed in the
Conclusion banking industry to offer the bankers the

The study examined the level of and, opportunity for work shift, flexible work
temporal pattern of work-family conflict scheduling and respite at work. This will
depression experienced by bank employees enable them recreate and become more
in Enugu State Nigeria. The result indicated reinvigorated and effective performance,
that bank employees experienced moderate
level of work-family depression. The result
also showed that the proportion of employees
who reported work-family depression
experience during the rainy season is more
than the proportion that reported dUring the
~~. However, the result also revealed
PQsi~ficaht4iff~ in employees' levels
of work-family depression experienced
~ng the rainy ~ dry seasons. The above
findings then imply th~ season does not
"lfluence the'level qf work-family conflict

This implies that season of the year does not
contributesignificantlytoemployees' increase
in work-family depression experience. It
could be explained on the premise that the
nature of work and its demand to employees
remain the same across seasons.
Furthermore, the involvement of women in
labour force and recent change in technology
such as, introduction of leT, use of GSM
phone, and other devices may have created
equal level of work-family depression
experience for employees since employees
could be reached from wherever they are,
irrespective of st?asons.

depression experienced by Nigerian bank
employees.

Recommendations
Based on the above findings, the

following recommendations were made:

1. The management should try to adopt
measures such as training, re-training,
conferences, pre-test, and policy
dynamics, that will help keep employees
at optimal health and foster good work
and family relationship at all seasons.

3. There is need for enhanced salary
structure and allowances so that
employees will be able to pay for the
services of caregivers with ease and feel
less stressed in balancing their work and
family demands at all seasons.
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