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Abstract 

As society goes ahead in Bangladesh, there is an increasing expectation that women can  not only play their 

roles by nurturing and raising families to ensure confident and competent future generations for the betterment of 

society but can also  generate income by joining as paid workforce in the working place. Growing cost of living 

and change of mindset are the key reasons for which increasing number of educated women are now working 

outside their house. Even in recent time, the tendency is enhancing gradually. As a result, the traditional family is 

being replaced by the dual career family. Thus, socio-demographic changes are occurring similar to those in 

developing and developed societies. This dual responsibility is putting mounting pressure on women to achieve 

and maintain work life balance. In this article, a survey is conducted on 62 education institutions of Bangladesh 

taking sample of 320 teachers to know the real status of work-life balance institutions. The study finds that the 

work-life balance situation is moderate which can be improved by ensuring flexible working hours (roistered 

days off and family friendly starting and finishing times), transport facility, residential facility, child care center, 

flexible work arrangements/ job sharing , reduced working hours & workload and child schooling for the female 

teachers. 

Keywords: Work load, Job sharing, Child care, Flexible working hour, Family support.  

 

1.0 Introduction  

In the past two decades, work-life balance as well as the need for “good work-life balance” has featured 

prominently in countless academic, practitioner and policy maker debates (Fleetwood, 2007; MacInnes, 2008). 

Work–life balance is the degree to which an individual is able to simultaneously balance the temporal, emotional, 

and behavioral demands of both paid work and family responsibilities (Hill et al., 2001, p. 49). It is a situation in 

which employees are able to give right amount of time and efforts to their work as well as their personal life 

outside work (Work-life balance, 2009. Anna, B., 2010). Employers for Work-Life Balance (EfWLB), a lobby 

group for voluntary changes in working arrangements, says ‘work-life balance is about people having a measure 

of control over when, where and how they work, leading them to be able to enjoy an optimal quality of life. 

Work-life balance is achieved when an individual’s right to a fulfilled life inside and outside paid work is 

accepted and respected as the norm, to the mutual benefit of the individual, business and society’. Work-life 

balance refers to the flexible working arrangements that allow both parents and non-parents to avail of working 

arrangements that provide a balance between work responsibilities and personal responsibilities. 

The term ‘work-life balance’ is preferred due to the fact that it encompasses the experiences and needs of parents 

and non-parents alike, and is a more progressive theoretical framework in which to think about new ways of 

living and working that are satisfactory to all. As work has evolved to be more knowledge-based, fluid, and 

intellectual, it has become harder to escape (Lockwood, 2003). Employees can no longer easily segregate their 

work from the rest of their lives because work has the capacity to take over people’s thoughts (Patterson, 2001). 

In addition to this information communication technologies have removed the temporal and spatial boundaries of 

work, allowing people to work anytime from anywhere (Jacobs & Winslow, 2004). This intensification of work 

makes finding a desirable balance between work and life outside work much more difficult.  

Indeed, from the very dawn to the human civilization, women have been playing very important role mostly in 
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the family not only by rearing offspring and doing household affairs but also by generating income through 

handicrafts and many other ways. The role of women is such an important that ignoring their roles no family and 

society can be progressed and prospered in a balanced and meaningful way. Considering their roles they are 

called half of body. But, with the passage of time the nature and types of roles of women are changing in 

different society and culture. Undoubtedly a key economic development in the last 50 years has been the 

substantial and well-documented increase in women’s labor force participation (Blyton and Dastmalchian, 2006; 

McCall, 2005, Straub, 2007) and mothers are now the primary or co-breadwinners in many families of the world. 

The Economist commented on this trend claiming, “Women’s economic empowerment is arguably the biggest 

social change of our times” (Anna, B., 2010). Economic pressures over the last decade have significantly 

increased the need for dual-earner families to the point that the majority of families now require two 

breadwinners to meet rises in the cost of living (Ford et al., 2007; White and Rogers, 2000). Now, the Women are 

entering  into the labor force in large numbers, where majority of them come from middle-class with children 

into the paid work force, has either directly or indirectly affected virtually everyone in society as people’s 

mothers, wives, sisters, daughters, and friends stepped out of the home into paid employment (Perry-Jenkins, et 

al., 2000).  

Thus, the growing number of women in the labor force intensifies the realization that more individuals have to 

simultaneously manage two domains of life: family and work (Grant-Vallone & Ensher, 2001; Karimi, 2006). 

Indeed, across nations and occupations, it is still mainly women who are responsible for child and elderly care, 

household chores and other family-related issues and who, typically regardless of hours worked in paid 

employment, work a “second shift” at home (Asher, 2011; Broadbridge, 2008; Burnett et al., 2011; Hochschild, 

2003). As a result, conflict and strain often arise for individuals who participate in both of these areas, because 

role expectations are frequently incompatible (Grant-Vallone & Ensher, 2001; Posig and Kickul, 2004, Simon, 

Kümmerling, & Hasselhorn, 2004). The conflict is usually bidirectional: work can interfere with the family, and 

the family can interfere with work (Simon et al., 2004). Work interference with family is more of an issue than 

family interference with work (Grzywacz, Frone, Brewer, & Kovner, 2006; Simon et al., 2004). Although men 

and women both experience inter-role conflicts, it is often more difficult for women to balance their work and 

home roles (Walker, Wang and Redmond, 2008). According to Doherty (2004), this difficulty then becomes the 

primary source of women’s disadvantage in the corporate world and explains their ‘‘concentration in low paid, 

part-time employment and their absence at the most senior levels of management [in business]’’ (p. 433). Thus, 

the challenge of work-life balance is a reality for every working woman, and it is an issue that is widely 

discussed in organizations and governments today. Women feel entitled to claim this balance, even if it requires 

formal intervention from institutions and governments. Yet it was not very long ago that work/life balance was a 

whispered taboo or seen as an individual’s personal problem to be resolved in private (Rice, 2000, Anna, B., 

2010). For a long time, most women did not believe that they deserved a healthy balance between their work and 

their lives outside of work, let alone expect and receive formal policies supporting this balance. Even at present, 

in many cases the term “work-life balance” is not understood as well as   recognized officially and socially. In 

this regard, Greenhaus, Collins, and Shaw (2003) say, being balanced means approaching each role both in work 

and family with an approximately equal level of attention, time, involvement, and commitment. 

In the past, the issue of work/life balance was dismissed by organizations as a trivial problem not worthy of 

concern or action. Organizations throughout history have been built by men and for men ( Meyerson & Kolb, 

2000), and as men’s roles in the workplace have changed little since the Industrial Revolution, the challenges 

women initially confronted when entering these male-dominated workplaces garnered little attention. Now, there 

is a critical mass of women in the workforce (Shriver, 2009. Anna, B., 2010), organizations and governments 

have been forced to recognize women’s concerns about work/life balance.  

In Bangladeshi society, an individual’s identity is largely tied to the identity of the extended family. The majority 

of Bangladeshi women are still highly responsible for housekeeping, childcare, and all other aspects of running a 

home. Despite the traditional structure of family roles in Bangladesh, with men as the only breadwinners, a number 

of women now participate in the workplace. Growing cost of living and change of mindset are the key reasons for 

which increasing number of educated women are now working outside their house. Even in recent time, the 

tendency is increasing gradually. As a result, the traditional family is being replaced by the dualcareer family, thus 

socio-demographic changes are similar to those in developed and developing societies. 

Like all other countries of the world (Lingard et al., 2007), work-life balance of the female employees has 

become an issue in Bangladesh. So, what is the status of work-life balance of female teachers working in the 

private education institutions from the stand point of different factors  in respect of family influence the work 

life balance as well as organizations influence the work life balance of female teachers in Bangladesh?. What are 

the ways to ensure WLB of female teachers of educational institutions?  
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2.0 Methodology 

To know the real status of work-life balance, a survey is conducted with the help of a structured questionnaire on 

320 female teachers of 62 private education institutions of Bangladesh. The sample as shown below was selected 

through the stratified disproportionate random sampling method. 

 

Type of Education 

    Type of 

Management 

No. of 

Teachers 

No of Female 

Teachers 

Sample 

Institution 

Sample  

Respondents 

Primary 

Education 

Public 212653 124150   

Private 182628 70388 20 105 

School 

Education 

Public 7562 2869   

Private 215993 49132 15 80 

College 

Education 

Public 10433 2610   

Private 85187 18721 12 60 

 

University 

Public 9634 1784   

Private 6204 1889 8 50 

 

Others 

Public 6358 1444   

Private 129953 15475 7 25 

Total    62 320 

Source: http://www.banbeis.gov.bd/ 

 

The researchers have focused on  the teachers because of the fact that teacher is the backbone of education and 

education is the backbone of a nation. So, for the development of nation the work-life balance should be 

improved. The opinions of the sample respondents were recorded on 5 points Likert-type summated rating scales. 

The secondary data and information were obtained through library researches and survey of office documents 

from text books and related available published articles on work-life balance. The data thus collected were 

tabulated first manually after when they were analyzed by employing statistical techniques like percentage. 

 

3.0 Need for Ensuring Work-life Balance of Female Employee 

Organizations today face heightened competition on a worldwide basis, employees are experiencing increasing 

performance pressures, and hours spent at the workplace may be increasing (Schor, 1991). High performance 

organizations have raised their expectations regarding time, energy and work commitment. These expectations 

may be particularly difficult for women to meet, since women still perform the bulk of household tasks 

(Hochschild, 1989, 1997). The inability to balance work and life has severe implications because it affects every 

aspect of women’s lives. The stress created from being pulled in multiple directions has negative consequences for 

psychological and physical well-being (Kinman & Jones, 2004). When women are spread too thin attempting to 

satisfy all of the competing demands on their time, they are not able to complete any task to the best of their ability 

causing all their roles to suffer. Productivity at work is affected and the quality of women’s relationships with 

friends and family are harmed. This psychological stress stemming from their inability to give 100 percent at work 

and at home can also produce problems for women’s physical health. Poor nutrition, lack of exercise, and high 

levels of stress that result from poor work/life balance can cause physical symptoms such as fatigue, headaches, 

insomnia, and back pains, and sometimes lead to more serious illnesses including heart conditions that result in 

long-term consequences for women and their families (Kinman & Jones, 2004). Better work life balance creates 

high levels of employee satisfaction. It provides a solid return for the organization as well as the workforce. 

Work-life balance programs can also help by reinforcing recruitment, raising employee retention, decreasing 

absenteeism, limiting late comers, powering up productivity, Promoting participation in training, contending with 

competition and engaging the emerging labor market (Better Balance, Better Business., 2004) 

Work/life balance not only affects working women and their friends and families, but it is also relevant to 

organizations from a business standpoint. Women now make up half the workforce, and if organizations want to 

compete in the globalized marketplace, they have to maximize their use of the available talent pool. Work/life 

imbalance takes a toll on women’s job satisfaction and commitment to the organization (Kinman, 2001). If 

women do not receive adequate support from employers in managing their work and home demands, they are 

more likely to opt for part-time work or leave paid employment entirely. This has significant business costs 

associated with absenteeism and turnover, and ultimately limits women’s full participation in the labor force 

preventing organizations from hiring the best person for each job (Todd, 2004). Poor work/life balance has 

negative implications for organizations in the global economy, as well as for individual women and their families. 

Furthermore, work life balance has a great influence over the organization. Some time it is costly for the 
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organization. The costly consequences of work life imbalance of employee towards organization arises by   

increased absenteeism, increased employee turnover, reduced productivity, increased disability costs, increased 

health costs, reduced job satisfaction, increased managerial stress, and impaired family/social relationships 

(Better Balance, Better Business., 2004). 

 

4.0 Analysis and Interpretations of Opinion Survey on Work-Life Balance of Female Teachers of Private 

Education Institutions of Bangladesh 

To know real picture of work-life balance of female teachers in Bangladesh a survey has been conducted. The 

analysis and interpretations of the opinion survey has been appended below:  

Table 1:   Work Life Balance 

 

Statement 

Strongly   

disagree 

      (1) 

Disagree 

 (2) 

Somewhat 

agree 

 (3) 

Agree 

(4) 

Strongly 

agree  

(5) 

I want to leave my job because of work-life 

balance condition 

45% 

(144) 

32% 

(103) 

13% 

(42) 

6% 

(19) 

4% 

(12) 

My job and family interfere with one 

another 

31% 

(99) 

22% 

(71) 

26% 

(183) 

10% 

(32) 

11% 

(35) 

I can manage the demands of  work and 

personal life 

9% 

(28) 

13% 

(42) 

39% 

(125) 

25% 

(80) 

14% 

(45) 

 

We see in above table (table 1) that as regards the statement, “I want to leave my job because of work-life 

balance condition”, 45% and 32% respondents respectively showed ‘strong disagreement’, and ‘disagreement’ 

that is,  77% (45%+32%) respondents do not want to leave their jobs because of work-life balance situation. 

Whereas, 13%, 6%, and 4% respondents showed respectively ‘some what agreement’, ‘agreement’ and ‘strongly 

agreement’, it means, 23% respondents want to leave their jobs because of work-life balance condition.  

As regards the statement, “My job and family interfere with one another”, 31% and 22% respondents 

respectively showed ‘strong disagreement’, and ‘disagreement’, that is,  53% respondents replied that their 

work-life balance situation is good. Whereas, 26%, 10%, and 11% respondents showed respectively ‘some what 

agreement’, ‘agreement’ and ‘strongly agreement’, it means, 47% respondents replied that their work-life 

balance condition is not good.  

As regards the statement, “I can manage the demands of work and personal life”, 9% and 13% respondents 

respectively showed ‘strong disagreement’, and ‘disagreement’, that is, 22% respondents replied that they are 

unable to manage their work-life balance situation. Whereas, 39%, 25%, and 14% respondents showed 

respectively ‘some what agreement’, ‘agreement’ and ‘strongly agreement’, it means, 78% respondents replied 

that they are able to manage their work-life balance situation.  

Table 2: The effect of family on work 

                             

Statement 

Strongly 

disagree 

(1) 

Disagree 

(2) 

Some 

what agree 

(3) 

Agree 

(4) 

Strongly 

agree (5) 

My personal or family life has kept me 

disturbed from doing a job as good as I could 

do. 

17% 

(54) 

39% 

(125) 

22% 

(70) 

10% 

(32) 

12% 

(39) 

My spouse / parents / family is/are 

cooperative to maintain a work life balance. 

8% 

(26) 

18% 

   (58) 

21% 

(67) 

46% 

(147) 

7% 

(22) 

 

We see in above table (table 2) that as regards the statement, “My personal or family life has kept me disturbed 

from doing a job as good as I could do.”, 17% and 39% respondents respectively showed ‘strong disagreement’, 

and ‘disagreement’ that is, 56% (17%+39%) respondents replied that their personal or familial life did not 

disturb them in doing their jobs perfectly. Whereas, 22%, 10%, and 12% respondents showed respectively ‘some 

what agreement’, ‘agreement’ and ‘strongly agreement’, it means, 44% respondents replied that their personal or 

familial life disturbed them in doing their jobs perfectly  

As regards the statement, “My spouse / parents / family is/are cooperative to maintain a work life balance.”, 8% 

and 18% respondents respectively showed ‘strong disagreement’, and ‘disagreement’ that is,  26% (8%+18%) 

respondents replied that their spouse / parents / family is not cooperative. Whereas, 21%, 46%, and 7% 

respondents showed respectively ‘some what agreement’, ‘agreement’ and ‘strongly agreement’, it means, 64% 
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respondents replied their spouse / parents / family is always cooperative in ensuring work-life balance. 

Table 3:  The effect of work on family  

Statement Strongly 

disagree 

(1) 

Disagree 

(2) 

Somewhat  

Agree 

 (3) 

Agree (4) Strongly 

agree 

 (5) 

My job has kept me disturbed from 

giving attention to my family.  

17% 

(54) 

24% 

(77) 

45% 

(144) 

10% 

(32) 

4% 

(13) 

My organization/ colleagues are 

cooperative to maintain a work life 

balance. 

13% 

(42) 

8% 

(26) 

26% 

(83) 

45% 

(143) 

8% 

(26) 

 

We see in above table (table 3) that as regards the statement, “My job has kept me disturbed from giving 

attention to my family.”, 17% and 24% respondents respectively showed ‘strong disagreement’, and 

‘disagreement’ that is,  41% (17%+24%) respondents replied that their jobs did not disturb them in providing 

time to their family. Whereas, 45%, 10%, and 4% respondents showed respectively ‘some what agreement’, 

‘agreement’ and ‘strongly agreement’, it means, 59% respondents replied that their jobs disturbed them in 

providing time to their family.  

As regards the statement, “My organization/ colleagues are cooperative to maintain a work life balance., 13% 

and 8% respondents respectively showed ‘strong disagreement’, and ‘disagreement’ that is,  21% (13%+8%) 

respondents replied that their organization as well as their colleagues are not cooperative enough in ensuring 

their work-life balance. Whereas, 26%, 45%, and 8% respondents showed respectively ‘some what agreement’, 

‘agreement’ and ‘strongly agreement’, it means, 79% respondents replied that their organizations as well as their 

colleagues are cooperative in ensuring their work-life balance. 

 

5.0 How to Improve the Work-life Balance of the Female Teachers of Bangladesh 

We sought suggestions from the respondents to improve their work-life balance situation. The respondents 

mentioned many factors that can improve their work-life balance situations. The suggestions arise from the 

respondents are as follows; 

Table 4: 

Factors Weight (%) Number of 

Respondents 

�  Flexible working hours  (roistered days off and family 

friendly starting and finishing times) 

� Transport facility 

� Residential facility 

� Child care center 

� Flexible work arrangements/ job sharing  

� Reduced working hours & workload 

� Child schooling 

27.19 

 

24.06 

13.13 

13.13 

09.06 

08.13 

05.30 

87 

 

77 

42 

42 

29 

26 

17 

Total 100% 320 

In the above table (Table 4) it is seen 27.19% (87) respondents opined that flexible working hours can help in 

improving work life balance situation. According to Eikhof (2012), flexibility and choice over working hours 

and location are commonly regarded as a key facilitator for reconciling work and life/family demands, and 

therefore as an enabler of women’s careers and a catalyst of equality in the work place. 24.06% (77) respondents 

opined that transport facility by the employer can help a lot to improve work life balance situation because in 

Bangladesh transport is a big problem for the employees. 13.13% (42) replied that both residential facilities and 

child care center arranged by employer can also contribute significantly in improving work-life balance. 

Whereas, 9.06 % (29) and 8.13% (26) respectively replied that job sharing and reduced workload can improve 

work-life balance of the female employees of Bangladesh. Booth and van Ours (2005) found that Australian 

women are happier with shorter working hours. Again,  5.30% (17) opined that child schooling facility by the 

employer  can help in improving work life balance situation. Similar findings also found by many researchers. 

(Burke (1994a, b, Cassell, 1997 and Deery, 2008)). Studies have shown that these practices increase employee 

satisfaction; work ethic and motivation (Friedman, 1992); reduce absenteeism and staff turnover rates (Galinsky 

and Stein, 1990); raise satisfaction with the balance between work and family (Ezra and Deckman, 1996); and 
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diminish work-family conflict (Goff et al., 1990) and related stress (Johnson, 1995). 

 

6.0 Conclusion and Policy Implementation  

Though, much progress on work-life balance has made over last few years in Bangladesh but miles to go. From 

the survey it is found that 59% female teachers replied that their jobs disturbed them in providing time to their 

family. Whereas, 44% respondents replied that their personal or familial life disturbed them in doing their jobs 

perfectly. Therefore, the study reveals that both family and job of female teachers of Bangladesh are being 

affected due to work-life balance situation. But that should be no more for the betterment of the organization, 

teachers themselves and for the family of the teachers. Indeed, women in the work place can be  blessings only 

when both family as well as  organization will receive proper service from them and they will be able to 

contribute to both family as well as organization only when the origination will ensure flexible working hours 

(roistered days off and family friendly starting and finishing times), transport facility, residential facility, child 

care center, flexible work arrangements/ job sharing , reduced working hours & workload and child schooling for 

the female teachers. 

 

References: 

Anna, B. (2010). Women in Academia:  A Cross-Cultural Perspective on Work/Life Balance. Retrieved October 

11, 2012 from http: 

//www.claremontmckenna.net/berger/pdf/BeningerDissertationWomeninAcademia.pdf 

Asher, R. (2011), Shattered: Modern Motherhood and the Illusion of Equality, Random House, London. 

Better Balance, Better Business: Alberta Human Resources and Development, ISBN 0-7785-1606-7, Retrieved 

October 11, 2012 from http://alis.alberta.ca/pdf/cshop/betterbalance.pdf 

Blyton, P. and Dastmalchian, A. (2006), “Work-life integration and the changing context of work”, in Blyton, P., 

Blunsdon, B., Reed, K. and Dastmalchian, A. (Eds), Work-Life Integration: International Perspectives on 

the Balancing of Multiple Roles, Palgrave, Basingstoke.    

Booth, A.L. and van Ours, J.C. (2005), Hours of Work and Gender Identity: Does Part time Work Make the 

Family Happier?, Centre for Economic Policy Research, Australian National University, Canberra.    

Broadbridge, A. (2008), “Barriers to ascension to senior management positions in retailing”, Services Industries 

Journal, Vol. 28 Nos 9/10, pp. 1225-45.  

Burke, R.J. (1994a), “Females on corporate boards of directors: views of Canadian CEOs”, Women in 

Management Review, Vol. 9 No. 5, pp. 3-10. 

Burke, R.J. (1994b), “Females on corporate boards of directors: forces for change?”, Women in Management 

Review, Vol. 9 No. 1, p. 27. 

Burnett, S., Gatrell, C., Copper, C. and Sparrow, P. (2011), “Fatherhood and flexible working:a contradiction in 

terms?”, inKaiser, S., Ringlstetter, M.,Eikhof, D.R. andPina e Cunha,M. (Eds),Creating Balance? 

International Perspectives on the Work-Life Integration of Professionals,Springer, Heidelberg. 

Cassell, C. (1997), “The business case for equal opportunities: implications for females in 

           management”, Women in Management Review., Vol. 12, pp. 11-17. 

Deery, M., (2008), Talent management, work-life balance and retention strategies, International Journal of 

Contemporary Hospitality Management Vol. 20(7), pp. 792-80            

Doherty, L. (2004), ‘‘Work-life balance initiatives: implications for women’’, Employee Relations,Vol. 26 No. 4, 

pp. 433-52.   

Eikhof, D.,  Ruth., ( 2012), A double-edged sword: twenty-first century workplace trends and gender equality,  

Gender in Management: An International Journal Vol. 27 (1) ,  pp. 7-22 

Employers for Work-Life Balance (EfWLB) From www.employersforwork-lifebalance.org.uk 

Ezra, M. and Deckman, M. (1996), “Balancing work and family responsibilities: flexitime and child care in the 

federal government”, Public Administration Review, Vol. 56 No. 2, pp. 174-9. 

Fleetwood, S. (2007), “Re-thinking work-life balance: editor’s introduction”, International Journal of Human 

Resource Management, Vol. 18 No. 3, pp. 351-9. 

Ford, M.T., Heinen, B.A. and Langkamer, K.L. (2007), ‘‘Work and family satisfaction and conflict:a 

meta-analysis of cross-domain relations’’, Journal of Applied Pyschology, Vol. 92 No. 1, pp. 57-80. 

Friedman, D.E. (1992), “Linking work-family issues to the bottom line”, Report No. 962, The Conference Board, 

New York, NY. 

Galinsky, E. and Stein, P.J. (1990), “The impact of human resource policies on employees”, The Journal of 

Family Issues, Vol. 11 No. 4. 

Goff, S.J., Mount, M.K. and Jamison, R.L. (1990), “Employer supported child care, work family conflict and 



European Journal of Business and Management                                                                www.iiste.org 

ISSN 2222-1905 (Paper) ISSN 2222-2839 (Online) 

Vol.5, No.13, 2013 

 

16 

absenteeism: a field study”, Personnel Psychology, Vol. 43, pp. 793-809. 

Grant-Vallone, E. J., & Ensher, E. A. (2001). An examination of work and personal life conflict, organizational 

support, and employee health among international expatriates. International Journal of Intercultural 

Relations, 25, 261-278. 

Greenhaus, J. H., Collins, K. M., & Shaw, J. D. (2003). The relation between work-family balance and quality of 

life. Journal of Vocational Behaviour, 63, 510-531. 

Grzywacz, J. G., Frone, M. R., Brewer, C. S., & Kovner, C. T. (2006). Quantifying work-family conflict among 

registered nurses. Research in Nursing and Health, 29, 414-426. 

Hill, E.J., Hawkins, A.J., Ferris, M. & Weitzman, M.( 2001), Finding an extra day a week: The positive influence 

of perceived job flexibility on work and family life balance. Family Relations: Interdisciplinary Journal of 

Applied Family Studies, 50, 49–58. 

Hochschild, A.R. (1989), The Second Shift, Avon, New York, NY. 

Hochschild, A.R. (1997), The Time Bind, Metropolitan Books, New York, NY.     

Hochschild, A.R. (2003), The Second Shift, Penguin, London. 

Jacobs, J. A., & Winslow, S. E. (2004). Overworked faculty: Job stresses and family demands. Annals of the 

American Academy of Political and Social Science, 596, 

104-129http://www.banbeis.gov.bd/webnew/index.php?Option=com_content& view=  

article&id=483&Itemid=193, Retrieved on March 29, 2013. 

Johnson, A.A. (1995), “The business case for work-family programmes”, Journal of Accountancy, Vol. 180 No. 

2. 

Karimi, L. (2006). A test of a model of work-family interface: A study of Iranian employees. Perth, Australia: 

Curtin University of Technology Press. 

Kinman, G. (2001). Pressure points: A review of research on stressors and strains in UK academics. Educational 

Psychology, 21, 473-492. 

Kinman, G., & Jones, F. (2004). Working to the limit: Stress and work-life balance in academic and 

academic-related employees in the UK. London: Association of University Teachers Publications.  

Lingard, H., Brown, K., Bradley, L., Bailey, C. and Townsend, K. (2007), “Improving employees’ work-life 

balance in the construction industry: project alliance case study”, Journal of Construction Engineering 

and Management, Vol. 133 No. 7, pp. 807-15 

Lockwood, N. (2003). Work/life balance: Challenges and solutions. Society for Human Resource Management. 

Retrieved October 11, 2012, from 

http://www.ispi.org/pdf/suggestedReading/11_Lockwood_WorkLifeBalance.pdf  

McCall, L. (2005), “Gender, race and the restructuring of work: organizational and institutional perspectives”, in 

Ackroyd, S., Batt, R., Thompson, P. and Tolbert, P.S. (Eds), The Oxford Handbook of Work and 

Organization, Oxford University Press, Oxford. 

MacInnes, J. (2008), “Work-life balance: three terms in search of a definition”, in Warhurst, C., Eikhof, D.R. and 

Haunschild, A. (Eds), Work Less, Live More? Critical  

Analysis of the Work-Life Boundary, Palgrave, Basingstoke.      

Meyerson, D. E., & Kolb, D. M. (2000). Moving out of the ‘armchair’: Developing a framework to bridge the gap 

between feminist theory and practice. Organization, 7, 553-571.  

Patterson, F. (2001). Developments in work psychology: Emerging issues and future trends. Journal of 

Occupational and Organizational Psychology, 74, 381-390.  

Perry-Jenkins, M., Repetti, R. L., & Crouter, A. C. (2000). Work and family in the 1990s. Journal of Marriage and 

the Family, 62, 981-998.  

Posig, M. and Kickul, J. (2004), ‘‘Work-role expectations and work family conflict: gender differences in 

emotional exhaustion’’, Women in Management Review, Vol. 19 No. 7, pp. 373-86. 

Rice, M. (2000, August 1). The MT Work/life balance survey: Age of the flex exec. Management Today. Retrieved 

from http://www.managementtoday.co.uk/ search/article/411750 

Schor, J. (1991), The Overworked American: The Unexpected Decline of Leisure, Basic Books, New York, NY. 

Shriver, M. (2009). The Shriver report: A woman’s nation changes everything. Center for American Progress. 

Retrieved  from http://www.awomansnation.com/awn.php  

Simon, M., Kümmerling, A., Hasselhorn, H. M., (2004). Work-home conflict in the European nursing profession. 

International Journal of Occupational and Environmental Health,10, 384-391. 

Straub, C., (2007), A comparative analysis of the use of work-life balance practices in Europe Do practices 

enhance females’ career advancement?, Women in Management Review Vol. 22 No. 4, pp. 289-304 



European Journal of Business and Management                                                                www.iiste.org 

ISSN 2222-1905 (Paper) ISSN 2222-2839 (Online) 

Vol.5, No.13, 2013 

 

17 

Walker, E., Wang, C., & Redmond, J., (2008),  Women and work-life balance: is home-based business 

ownership the solution?Equal Opportunities International Vol. 27(3), pp. 258-275 

White, L. and Rogers, S.J. (2000), ‘‘Economic circumstances and family outcomes: a review of the 1990s’’, 

Journal of Marriage and the Family, Vol. 62, pp. 1035-51.                     

Work-life balance, (2009), Financial Times Lexicon. Retrieved from 

http://lexicon.ft.com/term.asp?t=work_life-balance . 

 

  

  


