
UniversePG l www.universepg.com 38 

 
 

 

 

 

Factors Affecting Work-Life Balance of Women in Bangladesh: A Study 

during COVID-19 Pandemic 
 

Sangita Basak* 
 

Department of Management Studies, Comilla University, Cumilla-3506, Bangladesh.  
 

*Correspondence: sangitamgtcou@gmail.com (Sangita Basak, Lecturer, Department of Management Studies, Comilla 

University, Cumilla-3506, Bangladesh).  
 

ABSTRACT 

Throughout history, the central role of women in society has ensured stability, progress, and long-term 

development. Women are the primary caretaker of children and elders in every society. In the contemporary 

world, women are no longer lag behind in terms of career. They are keeping themselves shoulder to shoulder 

with their opposite sex. In Bangladesh, a large portion of economic activities is carried out by women including 

household and care activities, agriculture, education, industries, banking, and service sectors. This study aims to 

identify the factors that affect maintaining the proper work-life balance of working women in Bangladesh 

during COVID-19 pandemic. To pursue this objective, hundred and five (105) women from the different 

profession (Teaching, Banking, Healthcare, Ready Made Garments Industries, Public and Private Corporations, 

Government Service and Entrepreneur) have randomly selected from Dhaka and Chattagram division, 

Bangladesh. Collected data have tested with the help of various statistical tools like reliability and validity 

checking, multiple regression analysis, ANOVA, and hypothesis testing. The analyzed data has been presented 

in the form of a table. The study finds out a strong impact of the Covid-19 pandemic on the work-life balance 

of women in Bangladesh. Covid-19 has the greatest impact on job stress, job satisfaction, and productivity of 

women and raises a need for flexibility, workplace support, and work-life balance policy for employees. This 

study suggested that every organization should have a work-life balance policy which is necessary to maintain a 

healthy working environment for employees who will improve productivity and job satisfaction of employees. 
 

Keywords: Women, Work-Life balance, Job stress, Job satisfaction, Productivity, COVID-19, and Bangladesh. 
 

INTRODUCTION: 

In Bangladesh, a large portion of economic activities 

are carried out by women including household and 

care activities, agriculture, education, industries and 

service sectors. The participation of women in the 

labor force has been increasing faster than that of men. 

In 2010, the female labor force participation rate was 

36 per cent, which is about 4.5 times higher than what 

it was in 1983-84. The calculable worth of women’s 

unpaid non-SNA activities was similar to seventy-

seven percent of Bangladesh’s GDP in FY2013-14. 

Over four million ladies square measure utilized within 

the readymade apparel industry, whereas thirty-five p.c 

of our ladies hold bank accounts. Women’s contri-

bution to the value growth is thirty-four p.c in Bangla-

desh (The Asian Age, 2017). Recently, the most crying 

issue for a working woman is to maintain balance 

between her personal and professional life. Work-life 

balance is a situation where a person can equally fulfill 

the demands of his/her personal, professional and 

family life without any intervention. Tomazevic et al. 

(2014) viewed work life balance as the effective 
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combination of professional life with personal obli-

gations to create harmony. It has both positive and 

negative consequences for both employees and emp-

loyer. Proper balance of work-life helps employees to 

get motivation and job satisfaction while imbalance 

creates dissatisfaction and stress. Purohit, (2013) high-

lighted that work life balance program has both 

individual and organizational benefits. Effective work 

life balance program facilitate relationship between 

employer and employees for mutual benefit. Emp-

loyees with balanced work-life are more satisfied and 

they can perform better. There is a negative relation-

ship between work-life conflict and job satisfaction. 

Women generally earn less compared to men and they 

have greater job insecurity. As women have to take on 

greater care demands at home, they get less time to 

develop their professional life (Orozco, 2020). 
 

In January 2020 the World Health Organization 

(WHO) announced a new disease caused by corona-

virus, COVID-19, to be a Public Health Emergency of 

International Concern. World Health Organization 

declared that there's a high risk of COVID-19 spread-

ing to different countries around the world. In March 

2020, the United Nations agency created the assess-

ment that COVID-19 is characterized as an outbreak 

(WHO, 2020). in step with the Organization for 

Economic Cooperation and Development (OECD), 

female area unit notably exposed to the current crisis 

as they're on the frontlines of the fight against the virus 

itself, creating up seventieth of worldwide aid emp-

loyees and the maximum amount as ninety-fifth of 

long-run care employees (OECD, 2020).   
 

Now-a-days, they need to be more careful about their 

children and family members to keep them away from 

infection of coronavirus. Besides there are threats of 

loss of job, lower income which creates job insecurity 

and financial crisis for them.  Many private organi-

zations in Bangladesh are not paying their employees 

full salary during COVID-19 lockdown. Some are 

sacking their employees to maintain their operating 

cost. These also possess financial and mental stress on 

female employees especially when they are the only 

earning member of their families (The Daily Star 

2020). Many researchers have studied about the causes 

of imbalance of work-life of female in several times, 

but very few/none of them have studies about the 

impact of COVID-19 pandemic on women’s normal 

work-life balance. This study points out the impact of 

COVID-19 on the work-life of female employees in 

Bangladesh working in different (Teaching, Banking, 

Healthcare, Ready Made Garments industries, Public 

and Private Corporations, Government Service and 

Entrepreneur) sectors (Rafiquzzaman, 2020). 
 

Literature Review 

Work-Life Balance of Women during COVID-19 

According to Amstad et al. (2011) stressful environ-

ment, lack of support from manager and long working 

hours can create imbalance between work and life. 

Work and family contradiction has more influence in 

work related outcomes than family related outcomes. 

Davidson, (2014) identifies six main components of 

work-life balance such as self, time, stress, change, 

technology, and leisure management types. Generally, 

to realize winning work-life balance, someone should 

receive the foremost eventful physiological necessities 

(sufficient sleep, balanced nutrition additionally as 

exercising). Besides, the time ought to be managed 

optimally between job obligations and private pro-

blems. EWCS, (2000) reveals that the number of 

labors created by associate degree workers incorpo-

rates a baleful result on health (Fagan et al., 2011). 

Khairunneezam et al. (2017) describe Work-life 

balance as a functioning concept that chains the 

energies of employees to divide their locus of atten-

tion, time, and dynamism between work and also the 

different necessary aspects of their lives. In step with 

Isa et al. (2015) Work-life balance isn't just time 

divided between work-life and nonwork-life that has to 

be accomplished by reducing the clash between these 

two territories and leveling the many roles and tasks. 

Many evidences on the impact of COVID-19 shows 

that women`s economic and productive lives are 

negatively affecting during COVID-19 pandemic.  

Such impact already limits women’s` ability to support 

themselves and their families (ILO, 2020). The 

challenges women face is complex and interrelated. 

Women’s financial activities may be hindered by 

unequally distributed domestic burdens (Flynn, 2020) 
 

Job Satisfaction  

Job satisfaction is that the level of happiness someone 

feels concerning his or her job. This sense is especially 
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supported by a personality's perception of satisfaction. 

Job satisfaction is influenced by an individual's ability 

to finish needed tasks, the amount of communication 

in a corporation, and also the method management 

treats workers (Adikaram, 2016). In a study of Indian 

public sector banks Kumari, (2012) finds out a 

remarkable relation between work-life balance and job 

satisfaction and these varies from male and female. 

Her study has practical significance for improving staff 

commitments, productivity and retention of emp-

loyees. A research conducted by Yadav & Dabhade, 

(2013) to analyze the relationship between work life 

balance and job satisfaction of the working women 

over 150 women from education and banking sector. 

The results show a strong relationship between work 

life balance and job satisfaction. There's a generous 

link between work-life balance and job satisfaction 

among operating adults with gender and race as 

moderators among operating sectors too (Lee and 

Noor, 2017). According to Westover et al. (2019) 

satisfied workers are motivated to productivity, higher 

service delivery, quality of work which is helpful to 

develop a firm's effectiveness and success while 

unsatisfied workers are tend to be absent, late for 

work, and employee turnover is high. Nijanti et al. 

(2016) confirm that besides that the 2 weighty ideas 

area unit reticular for work life balances action and 

delight. 
  

Productivity 

Several empirical students have conducted studies on 

the impact of work-life balance on employees’ pro-

ductivity (Sivatte et al., 2015; Fapohunda, 2014; 

Greenhaus et al., 2003; Bloom et al., 2006). Correct 

identification of work-life balance has become 

pervasive among workers any as their employers. Most 

researchers have extensively investigated the work-life 

programs as versatile schedules, upbeat programs, and 

kid care services in many companies (Sivatte et al., 

2015). The key performance indicators of the project's 

success any as a result of the employee satisfaction 

unit budget, technology, and adaptableness (Telefilm 

North yank nation, 2012). The factors unit closely 

associated with the work-life balance plan, as a result 

of they're going to have an impression on the diligence 

and efforts of workers. Therefore, McMahon and 

Pocock, (2011) advocate that managers ‘seek feedback 

from staff’, ‘identify future needs’ and ‘revise pro-

visions as appropriate’. To boot, it had been better-

known that the key performance indicators of workers 

among the film production trade unit ability, time-

management, and proficient skills (ibid). The 

mentioned ways in which might demonstrate the 

support of workers, encourage the employees/staff and 

increase the performance level of a worker which can 

impact on the company’s performance.  
 

Job Stress 

Employees’ faces family related depression, stress, 

burnout, general psychological strain for work life 

conflict (Allen, 2000). In a study, Amstad et al. (2011) 

explain that stressful environment, lack of support 

from manager and long working hours can create 

imbalance between work and life. Work and family 

contradiction has more influence in work related 

outcomes than family related outcomes. Employees 

face depression and become overwhelmed for 

imbalance of work-life. Organization should keep 

work environment attractive and flexible to maintain 

balance. Many private organizations in Bangladesh are 

not paying their employees full salary during COVID-

19 lockdown. Some are sacking their employees to 

maintain their operating cost. These also possess 

financial and mental stress on female employees 

especially when they are the only earning member of 

their families. (The Daily Star, March 2020). Organi-

zations have their own reason as many of them are 

facing financial crisis, less income and so on. As 

regards stress management, workers area unit obli-

gated to keep up serenity and management tension in 

troublesome things associated with family issues or 

stress at work. Moreover, associate degree workers 

ought to seamlessly adapt to changes at work and 

reception, to beat them while not tension. Additionally, 

the event of technologies helps workers to be a lot 

versatile, productive and economical. a corporation 

should be answerable for rest, comfort, and 

gratification (Tremblay, 2012).  
 

Flexibility 

Employees face depression and become overwhelmed 

for imbalance of work-life. Organization should keep 

work environment attractive and flexible to maintain 

balance (Hutcheson, 2012). Doble and Supriya, (2010) 
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suggested to adopt family friendly practices to improve 

productivity, improve quality of world and family life. 

They also proposed to introduce flexi time, home 

working and child care facilities in organization. 

Mcnall et al. (2010) conducted the study to analyze the 

relationship between flexible work arrangement and 

job satisfaction and the finding is that greater the 

flexible work arrangements provided the more will be 

the satisfaction among employees. However, the case 

study explored by Doherty and Manfredi, (2003) 

targeted the organization that not alone provides pr 

flexibility to part-time members of employees but also 

introduces taxing work that deteriorates the perfor-

mance and productivity of workers. As a result, the 

organization fails to appreciate property work-life 

balance. However, Arizona Employers’ Council, Inc. 

(henceforth AEC) argues that written policies as 

versatile time plans, set in keeping with company 

needs and employee’s analysis, might minimize 

potential issues. Besides, Eikhof et al. (2007) cite that 

“work can have an enfeebling impact on life” and 

introduces various solutions to the matter with time 

flexibility. 
 

Workplace support 

Jang, (2008) conducted research on working parents 

and the result focuses on formal and informal 

workplace support to enhance employees’ wellbeing 

with their children. A study conducted on female 

doctors finds out that gender disparity and obstacles 

like retention of employment, workplace insecurity in 

rural areas are major challenges for female doctors 

(Hossain et al., 2019). According to Alliance for 

Work-Life Progress (AWLP, 2011) employers ought 

to offer support and edges for workers in high-quality 

child care and senior care. Rantanen et al. (2011) 

assert that the impact of a thriving dependent care 

support provides less stress and higher health of 

workers which will be propitiously mirrored on 

productivity. Additionally, health and eudemonia 

approaches within the geographical point area unit a 

symbol of effective work-life. Such programs as 

‘employee assistant programs, health promotion 

initiatives, fitness center membership still as seminars 

with employees’ area unit the illustrative samples of 

sturdy work-life balance. Meanwhile, structured 

support still as paid and unpaid time without work 

classes area unit elementary to the thriving work-life. 

Finally, so as to realize shut alignment between worker 

and management to overhead barriers of full 

engagement and productivity, the employees ought to 

be concerned in structure community and follow 

structure culture (AWLP, 2011). 
 

Work-Life Balance Policy 

Lazar, (2010) focuses on benefit of good practice of 

work-life balance for both business and employees. 

Business benefited through recruitment, improved 

retention, easier service delivery, skilled and experi-

enced workforce etc. On the other hand, employees 

can spend quality time at home with family and 

children. Purohit, (2013) highlighted that work life 

balance program has both individual and organi-

zational benefits. Effective work life balance program 

facilitate relationship between employer and emp-

loyees for mutual benefit. Goyal and Agrawel, (2015) 

explain work life policy and program as an investment 

for improving productivity, customer service, better 

health, flexible working, reducing absenteeism and 

satisfied and motivated workers in banking sectors. 

However, if a woman is working lady, she expected to 

do multi task such as take care of family, do household 

chores etc. Working ladies refers to those in paid 

employment like lawyers, nurses, doctors, teachers, 

secretaries, daily wage laborers, etc. (Gouri Prabha, 

2019). Rani et al. (2011) conducted the study to judge 

the connection between work life balance and emp-

loyee’s satisfaction. Results indicated job satisfaction 

have positive relationship with work life balance and 

negative relationship with work recognition, relation-

ship with subordinate & supervisor and task at work.  
 

Work-Family Conflict 

In comparison with men, women face more difficulties 

in balancing work and life as they have responsibilities 

towards family, at the same time need to take care of 

children, fulfill domestic duties, these often creates 

barrier to their career advancement (Mazerolle and 

Barrett, 2018). Murthy and Shastri, (2015) focus out 

parenting issues in their study. They pointed out that 

female employees need more time for children and 

also for the spouse. Sometimes they face role conflicts 

which make them hesitate about how good they are as 

a mother or as a daughter-in-low. Supervisory support 
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is important in order to maintain work-life balance. 

Superior support is vital so as to keep up work-life 

balance. Collateral management is required to 

attenuate the work-life conflict (Beutell and college 

2010). In line with European Agency for Safety and 

Health at Work, work-family conflict is AN outcome 

of emotional or physical strain obtained at work that 

affects families’ stability (henceforth EU-OSHA). The 

results of the conflict unit supported such components 

as time, involvement and satisfaction balances. More-

over, the high level of work-life conflict may cause 

depression, “physical ailments”, “somatic complaints” 

and “incidence of hypertension” (Googins, 1991; 

Frone et al., 1997; Burke, 1988; Grant-Vallone and 

Donaldson, 2001). 
 

Health and Safety issues 

According to Fapohunda, (2014) the number of times 

spent at work is that the main characteristic of work-

life balance. Scholastic findings show however the 

quantity of excessive operating hours affects emp-

loyees’ health, undermines their safety, and facilitates 

stress. To exemplify, such overload contributes to 

serious cardiovascular diseases, like strokes and heart 

attacks, all presumptively ensuing from chronic work-

stress, inconsistent and extended shifts, and abuse 

(Burke and Cooper, 2008; Chandola et al., 2008; 

Knuttson et al., 1986; Fagan et al., 2011). The 

challenges women face is complex and interrelated. 

Women’s financial activities may be hindered by 

unequally distributed domestic burdens (Flynn, 2020). 

Moreover, violence against girls and ladies square 

measure increasing globally because the COVID-19 

pandemic combines with economic and social stress 

(Human Rights Watch, 2020; Nahid, 2021). According 

to World Health Organization (WHO, 2020), one out 

of three women in the world experience physical or 

sexual violence during their lifetime and this is also 

holding true for the coronavirus outbreak. 

 

Conceptual Framework 

  

 

Fig 1: Conceptual Framework of the research. 
 

Objectives of the Study 

The primary concern of this study is to find out the 

Factors affecting Work-life Balance of working 

women in Bangladesh during COVID-19 pandemic. 

The secondary concerns are – 
 

• To find out whether COVID-19 outbreak 

possess any kind of danger regarding women`s 

physical and mental health. 

• To find out if their productivity is affected by 

COVID-19 pandemic. 

• To find out if they have flexible work schedule 

during COVID-19. 

 

Hypothesis 

H0: There is no impact of COVID-19 on Work-Life 

Balance of women in Bangladesh. 

H1: There is a strong impact of COVID-19 on Work-

Life Balance of women in Bangladesh. 
 

METHODOLOGY: 

 Research methodology is the specific procedures or 

techniques used to identify, select, process, and 

analyze information about a topic. In a research paper, 

the methodology section allows the reader to critically 

evaluate a study’s overall validity and reliability 

(David Wilkinson, 2020). The current research is a 

descriptive research. This research study has been 

Independent Variables 

Job Satisfaction 

Productivity 

Job Stress 

Flexibility 

Workplace Support 

Work-Life Balance Policy 

Work-Family Conflict 

Health and Safety Issues 

Dependent variable 

Work-Life Balance of Women 

during COVID-19 pandemic. 

Impact on 
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conducted among the women working in different 

public and private organizations (Teaching, Banking, 

Healthcare, Ready Made Garments industries, Public 

and Private Corporations, Government Service and 

Entrepreneur) in Bangladesh based on random 

sampling in which 105 female employees have been 

selected as sample.  
 

This study is based on both primary and secondary 

data. For Primary data collection, pertinent information 

has been gathered by surveying among the working 

women. Both questionnaire and interview secessions 

have been conducted to gather primary data. All of the 

items in the questionnaire have been measured on 5-

point Likert scale (1= strongly disagree, 2= disagree, 

3= neutral, 4= agree and 5= strongly agree).  
 

Interview secession has been conducted on 30 

respondents working in different private and public 

organizations in Bangladesh. For secondary research, 

relevant literature from books, articles, newspapers, 

and magazines have been collected. Descriptive statis-

tics are used for analyzing data including Reliability, 

Multiple Regression analysis, ANOVA and Hypothesis 

test in SPSS 20 version. 

 

Table 1: Identification of Variables 

Code Variables Sources 

DV Work-Life Balance Amstad et al., 2011; Davidson, 2014; EWCS, 2000; Fagan et al., 2011; 

Khairunneezam et al., 2017; Isa et al., 2015; Flynn, 2020. 

V1 Job Satisfaction Adikaram, 2016; Kumari, 2012; Yadav & Dabhade, 2013; Lee and Noor, 

2017; Westover et al., 2019; Njanti et al., 2016. 

V2 Productivity Sivatte et al., 2015; Fapohunda, 2014; Greenhaus et al., 2003; Bloom et 

al., 2006; McMahon and Pocock, 2011. 

V3 Job Stress Allen, 2000; Amstad et al., 2011; Tremblay, 2012; The Daily Star, 

March 2020. 

V4 Flexibility Hutcheson, 2012; Doble, 2010; Mcnall et al., 2010; Doherty and 

Manfredi, 2003); Eikhof et al., 2007. 

V5 Workplace support Jang, 2008; Hossain et al., 2019; Rantanen et al., 2011; AWLP, 2011. 

V6 Work-Life Balance 

Policy 

Lazar, 2010; Purohit, 2013; Goyal and Agrawel, 2015; Gouri, 2019;  

Rani et al., 2011. 

V7 Work-Family Conflict Mazerolle and Barrett, 2018; Murthy and Shastri, 2015; Beutell and 

College, 2010; Fapohunda, 2014. 

V8 Health and Safety issues Fapohunda, 2014; Burke and Cooper, 2008; Chandola et al., 2008; Fagan 

et al., 2011); Flynn, 2020; Human Rights Watch, 2020; WHO, 2020. 
 

Analysis and Interpretation 

Reliability and Validity of data - Reliability refers to 

the consistency of set of items in measuring the study 

variables (Cooper and Schinder, 2001). Cronbach's 

alpha is commonly used method to measure the 

reliability or internal consistency that is, how closely 

related a set of items are as a group (Cooper & 

Schinder, 2001). The satisfactory value in Cronbach's 

alpha is required to be more than 0.60 to be reliable 

(Malhotra, 2002). In this study, Cronbach's alpha is 

.880 (Table 2), which indicates a satisfactory level of 

internal consistency for the scale. 

 

Table 2: Reliability Statistics 

Cronbach's 

Alphaa 

Cronbach's Alpha Based 

on Standardized Itemsa N of Items 

.880 .880 8 

 

Regression Analysis 

Model Summary - The value of R Square (0.850) and 

R (0.922) shows that there is strong association 

between the set of independent variables and the 

dependent variable with the standard error of 0.403 

(Table 4). In additions, the Table 3 implies that the 

work-life balance of women during COVID-19 in 
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Bangladesh is 85% dependent on Job Satisfaction, 

Productivity, Job Stress, Flexibility, Workplace 

Support, Work-Life Balance Policy, Work-Family 

Conflict, Health and Safety Issues. The rest only 15% 

is dependent on some others factors that are not 

considered by the researcher in this study. 
 

Table 3: Regression Model Summary 

Model R 

R 

Square 

Adjusted 

R Square 

Std. Error of the 

Estimate 

1 .922a .850 .829 .40320 

Source: SPSS output 

a. Predictors: (Constant), Job Satisfaction [V1], Producti-

vity [V2], Job stress [V3], Flexibility [V4], Workplace 

Support [V5], Work-Life Balance policies [V6], Work-

Family conflict [V7], Health issues [V8]. 
 

ANOVA test 

The F value of the test for the data is 38.230. The p-

value associated with this F value which is .000 which 

is lower than the alpha value 0.05 (Table 4). In 

additions, The Table 4 implies that there is significant 

influence of these independent variables on the 

dependent variable and the model applied is 

significantly good to predict the dependent variable. 

 

a. Predictors: (Constant), Job Satisfaction [V1], Productivity [V2], Job stress [V3], Flexibility [V4], Workplace Support [V5], 

Work-Life Balance policies [V6], Work-Family conflict [V7], Health issues [V8]. 

b. Dependent variable: Work-Life Balance during Covid-19 pandemic. 
 

Regression Coefficients 

In Table 5, since the beta values are the standardized 

versions of the b-values and are directly comparable, 

these values may be used to infer regarding the relative 

importance of each predictor or independent variables 

to the model. In other words, the beta coefficients 

could be used to explain the relative importance of the 

8 dimensions or factors (v1 to v8 i.e., independent 

variables) in contributing to the variance in the factors 

affecting work-life balance of women in Bangladesh 

during Covid-19 pandemic. 
 

The application of the beta-values in the multiple 

regression model equation (YCCT = β0 + β1v1 + β2v2 

+ β3v3 + β4v4 + β4v5 + β4v6 + β4v7 + β4v8 Or, = 

.194 + .379 + .491 + .875 + .229 + .279 + .135 + .262 

+ .185) interprets this model to mean that for every 

increase of one unit in v1, assuming the effects of v2 to 

v8 be held constant, factors affecting work-life balance 

of women in Bangladesh during Covid-19 pandemic 

would increase by 0.229. Likewise, should the effects 

of other components be held constant, a single unit 

increase in v2 would result in a 0.334 increase in 

factors affecting work-life balance of women in 

Bangladesh during Covid-19 pandemic. Similarly, 

being other components held constant a single unit 

increase in v3 to v8 would lead to a .542, .210, .295, 

.140, .222 and .169 increase respectively in the factors 

affecting work-life balance of women in Bangladesh 

during Covid-19 pandemic.  
 

As far as the relative importance of the 8 WLB dimen-

sions is concerned, v3: (Beta=0.542) followed by v7: 

(Beta=0.334), v1: (Beta=0.299), v5: (Beta= 0.295), v7: 

(Beta=0.222), v4: (Beta=0.210), v8: (Beta = 0.169) 

and v6: (Beta=0.140) are all important in the factors 

affecting work-life balance of women in Bangladesh 

during Covid-19 pandemic. Again, since there is more 

than one predictor (independent variables), the 

magnitude of the t-value in conjunction with the 

significance has been considered to assess the overall 

contribution to the model. Based on the decision rule 

“the greater the t-value, the greater the contribution of 

the predictor”, it is seen that v3: (t=11.009) followed 

by v1: (t=8.529), v7: (t=3.687), v4: (t=2.894), v5: 

(t=2.788), v2: (t=2.390), v8: (t=2.202) and v6: (t=  

Table 4: ANOVA 

Model Sum of Squares Df Mean Square F Sig. 

1 Regression 18.765 8 5.254 38.230 .000a 

Residual 91.197 97 .137   

Total 109.962 105    

Source: SPSS output 
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Table 5: Co-efficientsa 

Model 

Unstandardized Coefficients Standardized Coefficients 

T Sig. B Std. Error Beta 

1 (Constant) .194 .268  .725 .471 

Job Satisfaction (v1) .379 .066 .299 8.529 .000 

Productivity (v2) .491 .122 .334 2.390 .020 

Job stress (v3) .875 .218 .542 11.009 .000 

Flexibility (v4) .229 .079 .210 2.894 .005 

Workplace Support (v5) .279 .100 .295 2.788 .007 

Work-Life Balance policies (v6) .135 .062 .140 2.188 .033 

Work-Family Conflict (v7) .262 .074 .222 3.687 .000 

Health issues (v8) .185 .089 .169 2.202 .041 

Source: SPSS output 

a. Dependent Variable: Work-life balance during Covid-19 

    

 

2.188) are all significant predictors or independent 

variables of the factors affecting work-life balance of 

women in Bangladesh during Covid-19 pandemic. In 

this regard, from the t-values it can be also concluded 

that v3 has a greater impact on the outcome (i.e., CCT) 

than v1, v7, v4, v5, v2, v8 and v6. 
 

In summary, it can be stated that all underlying 

dimensions are positive and therefore are significant. 

Thus, the result of multiple regression analysis rejects 

the null hypothesis (H0) that “There is no impact of 

COVID-19 on Work-Life Balance of women in 

Bangladesh.” and proves or accepts the alternative 

hypothesis (Ha) that “There is a strong impact of 

COVID-19 on Work-Life Balance of women in 

Bangladesh”. So, there is a relationship as expected. 

So, the regression model achieved a satisfactory level 

of goodness-of-fit in predicting the variance of CCT in 

relation to the 8 predictors or independent variables, as 

measured by the above-mentioned R, R2, and adjusted 

R2, F ratio, beta and t values. In other words, at least 

one of the 8 predictors or independent variables of the 

CCT is important in affecting the work-life balance of 

women during Covid-19 pandemic in Bangladesh. 
 

CONCLUSION AND RECOMMENDATIONS: 

Work-life balance may be a construct that supports the 

efforts of workers to separate their time and energy 

between work and also the alternative vital aspects of 

their lives. Work-life balance may be a daily effort to 

create time for family, friends, community partici-

pation, spirituality, personal growth, self-care, and 

alternative personal activities, additionally to the stress 

of the Work-life balance may be a construct that 

supports the efforts of workers to separate their time 

and energy between work and also the alternative vital 

aspects of their lives. Work-life balance may be a daily 

effort to create time for family, friends, community 

participation, spirituality, personal growth, self-care, 

and alternative personal activities, additionally to the 

stress of the work. Workers are happier after they are 

able to balance their work life demands. Management 

additionally expertise improve relationship with 

workers. this study finds out that Women`s work-life 

balance is generally addicted to job stress, job satis-

faction, flexibility, work support throughout Covid-19 

pandemic. Moreover, correct work-life balance poli-

cies of the organization will promote a healthy opera-

ting setting wherever organization offers higher 

opportunities for feminine workers. 
 

This study concludes that job life balance philosophy 

is related to real advantages for a corporation. This is 

often as a result of correct balance between work and 

life can increase job satisfaction and productivity of 

feminine workers, scale back their stress level and 

work-family conflict and guarantee versatile operating 

setting. This study recommended that every organ-
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ization should have work-life balance policy which is 

necessary to maintain a healthy working environment 

which will improve productivity and job satisfaction of 

employees. Management support for workers work life 

balance additionally fosters a decent relationship 

between the workforce and management that improve 

effective communication within the organization.  
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