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Abstract

The current interest in work–life balance (WLB) emanates from the 
perception that extreme workplace demands can have negative consequences 
for employees in other important life spheres such as family and leisure. 
Changes in society that increase the numbers of individuals with significant 
responsibilities both at home and at work have fuelled further inquiry into the 
interdependencies between work and home life. Much of the work-life research 
has been conducted in Western countries, so it is unknown whether theories, 
models and findings are valid in other settings despite the few studies from 
emerging economies such as Asia and Africa. The present study examined the 
effect of the determinants of WLB on individual performance in a developing 
country’s context. Data were collected from a large logistic firm to identify 
the link between work environment, work pressure, discrimination, leave 
options, flexible work hours, employee benefits, and individual performance. 
Results revealed positive relationships of work environment, leave options, 
flexible work hours, and employee benefits with individual performance while 
it was negatively related to discrimination and work pressure. The findings 
suggested that a pragmatic work-life balance is required to have an increased 
level of performance. Theoretical and practical implications are discussed. 

Keywords: Performance, work environment, work pressure, work-life 
balance.

Introduction

Work-life balance (WLB) has been defined as satisfaction and good 
functioning at work and at home, and with a minimum of role conflict 
(Clark, 2000). It has also been characterized elsewhere from another 
perspective as an absence of unacceptable levels of conflict between 
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work and non-work demands (Greenblatt, 2002). But when demands 
from work and non-work domains overlap, conflict can occur; this 
lack of balance is commonly conceptualized as work/family conflict 
or work/non-work conflict (Frone, Yardley, & Markel, 1997) and can 
occur either when work roles interfere with non-work roles, or vice 
versa. Time pressure is a serious problem for today’s workers, with 
ever-increasing numbers of them bearing major responsibilities at 
home, and higher job expectations and heavier demands at work 
(Glass & Finley, 2002; van der Lippe, 2007). This imbalance between 
family and work roles can be disadvantageous for both employees 
and employers. Past research has confirmed negative outcomes for 
workers and employers, including: higher stress levels and feelings 
of burnout; lower levels of job satisfaction, work performance, and 
organizational commitment; and more absenteeism due to work-
family conflict (Eby, Casper, Lockwood, Bordeaux, & Brinley, 2005). 

A few studies investigated the problem of work-life balance in 
workplaces in developing nations, such as Bangladesh. One such 
study (see Talukder, 2011) investigated the determinants of work-
life balance affecting employee satisfaction in the service industry in 
Bangladesh. However, that study did not investigate the individual 
performance of workers in that organization, nor of managers in 
particular. The work presented here sheds light on the existing work-
life balance literature, and is aimed at identifying the determinants of 
work-life balance that might be responsible for individual performance 
in a workplace in a developing nation. A better understanding of 
this would perhaps enable organizations, especially in developing 
nations, to facilitate more sustained performance outcomes from 
their employees. To craft effective solutions to work-life issues, it is 
paramount that researchers gather evidence of the scope and nature 
of the problems being faced, and consider such issues with an eye to 
relevant factors in the local cultural context. This is what this study 
aims to do.

Literature Review

Work and family are the two most important domains in a person’s 
life and their interface has been the object of study for researchers 
worldwide for some years. There is a felt need by many workers to 
balance and integrate family needs and career requirements (Sturges 
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& Guest, 2004) and research in the field of work-family interface has 
increased dramatically in the past two decades (Frone et al., 1997). The 
changing social structures arising from dual-career couples, single-
parent families, increasing numbers of parents with dependent-care 
responsibilities for children, and ageing parents, have all contributed 
to the need for increased research in the area of work-life balance. 

Managers and professionals are not only working longer hours than 
previous generations, but are also experiencing a ‘‘sting of reality’’ 
when work demands increasingly spill into, and overshadow, family 
and personal life (MacInnes, 2005). WLB is an important area of 
human resource management which is receiving increased attention 
from policy-makers, employers, management, employees and 
their representatives, globally. In the US, research has increasingly 
recognized the phenomenon of “extreme jobs”– those characterized by 
gruelling working hours, unpredictable workflows, a fast workpace, 
tight deadlines, work-related events outside business hours, and 24/7 
availability to clients (Hewlett & Luce, 2006; Hochschild, 1997). And 
such significant workplace demands on employees are no longer 
restricted to Western nations.

Bangladesh

Since independence, over the past 43 years, Bangladesh has: increased 
its real per capita income by more than 130 per cent; cut poverty rates 
by 60 per cent; reduced total fertility rate from 7.0 to 2.7; increased 
life expectancy from 46.2 years to 66.6; increased the rate of economic 
growth from an average rate of 4 per cent in the 1970s to 6 per cent 
in the 2000s; and achieved gender parity in primary and secondary 
education (GOB, 2011). Notwithstanding this significant, recent 
progress, Bangladesh is still a low income country with substantial 
poverty, inequality and deprivation. An estimated 47 million people 
live below the poverty line with a significant proportion of these 
living in households which are female headed, in remote areas, 
and consisting of socially excluded and other vulnerable people. 
Most of the labour force is engaged in informal, low productivity, 
low income jobs. The poorest segment of the population is severely 
disadvantaged in terms of ownership of assets and has inadequate 
access to institutional finance as well as to basic services including 
quality education, healthcare, water and sanitation. 
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There is a glaring under-representation of research from developing 
economies in the literature, especially research around work and 
family. Several authors have noted that studies into work-family 
programmes and work-life conflict have only been conducted in 
Western countries where such programmes are more widespread and 
research has been systematic, and generous. However, there remain 
relatively few studies from emerging economies such as Asia and 
Africa (Greenhaus & Parasuraman, 1999; Poster & Prasad, 2005). 

This study focuses on WLB in the broader sense, and it is noted that 
other researchers have used a more specific focus on work–family 
balance (e.g. Lyness & Kropf, 2005; Wierda-Boer, Gerris, & Vermulst, 
2008). Thus, it is noted that although “life” outside of work can include 
many life domains that may interact with one another, work and 
family remain, considered generally, to be the two most important 
domains in a person’s life. The study of work-family balance (WFB) 
is also considered entirely relevant to the understanding of WLB.  
Organizations need to learn how they can encourage the highest levels 
of employees and organizational performance while simultaneously 
enabling employees to achieve a good balance between their work 
and family lives. The emerging WLB paradigm argues that employee 
work behaviour cannot be fully understood or explained by only 
considering organizational behaviour variables within the workplace 
setting (Brough & Kalliath, 2009). 

Recent advances in technology have enabled a more seamless 
interface between work and family. However, most of us would 
recognize the emotional fallout that can arise, even from positive 
workplaces, from the increasing encroachment of work on family life. 
Negative workplace experiences can impact spouses and other family 
members. Researchers have noted that relationships between work-
family conflict, job satisfaction and turnover intentions are stronger 
among workers employed within the Anglo countries (Australia, 
Canada, New Zealand, UK and the US) than for workers employed 
within Asia, Latin America and Eastern Europe (Spector et al., 2007), 
perhaps due to greater individualism in Western societies, where 
the response to adverse job conditions with dissatisfaction is often 
to leave the organization. People in more collectivistic societies, on 
the other hand, may be more likely to remain loyal to their employer 
and respond to workplace adversity via stronger affiliations with 
co-workers.  When workers in individualistic societies display their 
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dissatisfaction by leaving their employment, this is considered to 
be culturally acceptable. However, loyalty to an employer with 
a collectivist culture is a strong cultural norm, regardless of the 
individual worker’s levels of dissatisfaction. Here, we will examine 
potential antecedents for work-life balance in a developing nation, 
such as Bangladesh and, especially, how those factors might influence 
the performance of managers in the service industry of Bangladesh.

Work Environment

Creating a positive workplace is critical to a company’s success. 
Managers and supervisors can create positive workplaces for staff; 
to begin, they must define what a positive workplace might be by 
establishing good relationships, improving teamwork, and fostering 
innovations. The manager-staff relationship often has the greatest 
impact on performance (White, 2002) and it is important for managers 
to listen to and communicate sincerely with the staff, while providing 
positive reinforcement that is balanced, well-timed, and clear (White, 
2002). Reinforcing positive actions, defining purpose, and setting clear 
goals are important to motivate staff (White, 2002) as is the existence 
of a mission statement that is perceived to be beneficial to both staff 
and customers (HRZone, 2000). 

Managers can also have an impact on staff seeking a work-life 
balance. Managers who pursue a work-life balance in their own lives 
can offer a model of behaviour and welcome support to employees 
pursuing their own work-life balance by fostering an environment 
where a work-life balance is expected, enabled, and supported. Such 
managers may also find that they succeed in retaining outstanding 
employees to whom work-life balance is important. On this basis, it 
is hypothesized that:

H1:  A positive workplace environment will be positively related to individual 
performance.

Discrimination

Discrimination in the workplace is one of the most distressing negative 
workplace behaviours that workers can encounter. Accordingly, 
considerable scholarly attention has been devoted to identifying the 
prevalence, causes, and consequences of workplace discrimination 
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(Pager & Shepherd, 2008). Feagin and Douglas (1980) conceptualized 
the major dimensions of discrimination as including: the motivation 
behind discriminatory actions; discriminatory actions; the effects of 
discriminatory actions; and, the context, both organizational and 
social, in which discrimination is embedded. Discrimination involves 
negative practices or actions undertaken at a place of work where 
a worker is treated differently because of his or her race, religion, 
sex, level of disability, or age, and perceptions of the existence of 
discrimination have been found to shape worker well-being (Kessler, 
Mickelson, & Williams, 1999). 

Examinations of work-to-life conflicts have been found to be better 
informed by considering perceptions of discrimination, rather than 
documented outcomes associated with perceived discrimination. 
Studies have found, for example, that perceived race discrimination 
is predictive of health-related work limitations, cardiovascular 
disease among men, depressive symptoms, perceived stress, lower 
self-esteem and lower grade point averages among African-American 
youth (Huynh & Fuligni, 2010). Perceived sex discrimination has also 
been linked to negative worker outcomes, including psychological 
distress and decreased well-being (Foster, 2009) as has perceptions 
of age discrimination (Yuan, 2007). Therefore, it is hypothesized that:

H2: Discrimination is negatively related to individual performance.

Work Pressure

Work pressure also offers a source of conflict between personal 
and corporate life. Major, Klein and Ehrhart (2002) found that long 
working hours were associated with increased work-family conflict 
and, indirectly, with psychological distress, including increased 
depression and other stress related health problems. Furthermore, the 
more hours a week individuals worked, the more work interference 
into family life they reported. Wickens and Hollands (2000) 
confirmed that workload is inversely related to reserve capacity so 
long as capacity is not exceeded by task demands. However, when 
work demands exceed capacity (eliminating all reserve capacity) 
worker performance is bound to deteriorate. They also noted that 
the process of paying attention to several concurrent activities is 
itself demanding, beyond that of what is required to actually do 

ht
tp

://
ijm

s.
uu

m
.e

du
.m

y/



    7      

IJMS 21 (1), 1–22 (2014)          

the activities themselves. Also noted is the complex relationship 
between workload and stress (Gaillard, 2001). Stress is typically 
associated with excessively high workload levels, even being defined 
as part of the workload experience by some. However, it is noted that 
individuals who perceive their work performance as being successful, 
despite having high levels of perceived demands and associated high 
levels of effort expenditure, are still likely to experience considerable 
satisfaction at work, although perhaps concurrently with significant 
levels of stress. So, we cannot assume that high workloads are 
necessarily stressful, nor that people with high workloads are always 
dissatisfied with their jobs (Payne & Morrison, 1999). People in such 
jobs might be dissatisfied for various reasons that may include high 
levels of stress or excessive workloads. However, they might also 
experience considerable satisfaction, engagement, enthusiasm and 
even exhilaration (Leiter, 1999). As such, it is hypothesized that:

H3: Work pressure is negatively related to individual performance.

Leave Options

Many employers offer employees various forms of paid leave, 
including vacations, paid time-off (PTO), and sick leave as part of 
their benefits package to allow employees to maintain or enhance well-
being while responding to personal challenges. Many employers are 
required to grant employees job-protected leave under their national 
employment laws in Western nations, and also in Bangladesh. 

When an organization in Bangladesh is recruiting and hoping to 
retain superior employees, employee leave and PTO policies can 
make a difference. PTO combines  vacation,  sick time  and  personal 
time into a single bank of days for employees to use to take paid time 
away from work. When an employee needs to take paid time away 
from work, the PTO policy enables employees, at their discretion, to 
use PTO to support their work-life balance. An employee may use the 
annual leave for vacations, rest and relaxation, as well as for personal 
business or to respond to emergencies. An employee in Bangladesh 
has the right to take annual leave, subject to the right of the supervisor 
to schedule the time when that annual leave might be taken, and they 
will then receive a lump-sum payment for accumulated and accrued 
annual leave. PTO plans have been found to reduce absenteeism in 
the workplace by helping employees balance work and home, and 

ht
tp

://
ijm

s.
uu

m
.e

du
.m

y/



8        

IJMS 21 (1), 1–22 (2014)       

non-work pressures while helping employers control absentee costs. 
As a result, the popularity of PTO plans continues to grow (SHRM, 
2009). Companies in Bangladesh can also implement a “use-it-or-lose-
it” policy to encourage employees to take time off when it is necessary, 
without adding an unnecessary burden of cost for that organization 
into the future. Therefore, it is hypothesized that:

H4:  Having PTO leave options is positively related to individual performance.

Employee Benefits

An attractive employer-sponsored benefits programme also enables 
employers to retain and attract high quality employees. According 
to the Society for Human Resource Management (SHRM, 2009) Job 
Satisfaction Survey, employee benefits are one of the most important 
job satisfaction factors for employees and are important factors 
in retaining current and future staff. Thompson and Prottas (2006) 
found lower stress and reduced turnover intention when employees 
received social support from the organization. Introducing 
employment policies that encourage a healthier work-life balance 
for employees has been found to bring real benefits to businesses. 
Work-life balance policies can foster a more positive perception of the 
organization, leading to: improved employee relations; greater staff 
loyalty, commitment and motivation; reduced staff turnover; and, 
lower recruitment costs. The social exchange theory and the norm 
of reciprocity offer a theoretical basis for anticipating that work-life 
benefits would be positively reciprocated by employees in the form 
of positive attitudes and workplace behaviours (Lambert, 2000). 
Allowing employees to work flexibly in order to encourage a better 
work-life balance can also lead to improvements in health and well-
being, with satisfaction around employee benefits also operating as 
a motivational factor among employees. As such, it is hypothesized 
that:

H5: Employee benefits are positively related to individual performance.

Flexible Working Hours

The availability of flexible work schedules are also recognized as 
enhancing job dedication (Muse, Harris, Giles, & Feild, 2008) and 
organizational commitment (Grover & Crooker, 1995). Research has 
found positive outcomes with certain types of workplace flexibility, 
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but negative outcomes with others (Dalton & Mesch, 1990; Stavrou, 
2005). Employee-centered Flexible Working Arrangements (FWAs) 
are those that allow employees to work away from the office as well 
as offer flexibility in scheduling time at work. Employees prefer 
such arrangements in order to meet family, school or other non-
work responsibilities (Polivka & Nardone, 1989). Flexible work 
arrangements are also thought to contribute to job motivation 
and dedication while enabling employees to use work-time more 
efficiently by scheduling activities in a way that suits their needs 
(Hill, Ferris, & Martinson, 2003). Social and legislative frameworks, 
and national culture, in local workplace contexts may restrict or, 
conversely, encourage certain kinds of flexible work schedules. In 
some countries, legislative provisions promote flexible workplace 
arrangements; in others, such policy adoption is voluntary, and 
influenced by labour market conditions. Therefore, it is hypothesized 
that:

H6: Flexible work-hours are positively related to individual performance.

Conceptual Model

Over the past few decades, employer policies and practices to support 
work-life integration have proliferated as a means to attract and retain 
a high-quality workforce (Kossek & Lambert, 2005). Work-life policies 
include any organizational programmes or officially sanctioned 
practices designed to assist employees with the integration of paid 
work with other important life roles such as family, education, 
or leisure. Examples of work-life policies include flexibility in the 
timing, location, or amount of work (e.g., flexitime, job sharing, part-
time work, telework, leaves of absence), direct provision of care-
giving and health benefits (e.g., child or elder care, domestic partner), 
and monetary and informational support for non-work roles (e.g., 
vouchers, referral services). A conceptual framework is a descriptive 
model of a system based on qualitative assumptions about its elements, 
their interrelationships, and system boundaries. This can guide 
research by providing visual representations of theoretical constructs 
(variables) of interest. In this study, individual performance is the 
dependent variable whereas leave options, employee benefits, work 
environment, flexible work hours, work pressure and discrimination 
are the independent variables as displayed in Figure 1. 
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Figure 1. Work-life balance and manager performance in 
Bangladesh.

Research Design

Participants 

Participants were full-time management employees of a leading 
logistic group operating in Dhaka, the capital of Bangladesh. Selection 
of a single industry and sector helped to control variances attributable 
to work sector differences (Hofstede, 2001). Managers were studied 
because they tend to work long hours and have high levels of 
responsibility and demands at work (Brett & Stroh, 2003). It was also 
assumed that work-life issues needed to be perceived and initiated 
by managers, in order to have the most influence on the bottom-line 
of the organization. The organization’s name has not been disclosed 
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due to ethical obligations. A self-administered, structured survey 
questionnaire was used to gather data.

Questionnaires are routinely and extensively used for assessing 
organizational concerns, observing trends and evaluating progress, 
to good effect (Kraut, 1996). Respondent demographic information 
was also gathered, including gender, age, education, employment 
role, and level of experience. Of the total number of participants, 59 
were male and 41 were female. Respondents’ work levels included: 
top management (22 per cent), middle management (49 per cent), 
and frontline management staff (29 per cent). Their education levels 
included completion of: Master’s degree (27 per cent), Bachelor’s 
degree (58 per cent), and High School (15 per cent). Age range 
included: 20–29 years (42 per cent), 30–39 years (42 per cent), 40–49 
years (12 per cent), and 50–59 years (4 per cent). Length of tenure 
ranged from: 0–5 years’ service (45 per cent), 6–10 years (39 per cent), 
11–15 years (14 per cent), and, 16–20 years (2 per cent). 

Sampling 

A hard copy of the survey was mailed to the respondents during 
March and April of 2011. The questionnaire was distributed to 245 
staff at the nominated institution using convenience sampling. 74 
questionnaires were returned to the researchers due to staff addresses 
being unknown, with 171 correctly mailed. Of these, 132 responses 
were received and, of these, 100 were complete and able to be used, 
giving an effective response rate of 40.81 per cent. Aaker, Kumar and 
Day (2001) suggest that a response rate for a mail survey without 
follow up of less than 20 per cent is acceptable. In Bangladesh, the 
effective response rate of mail surveys usually ranges between 40 per 
cent to 50 per cent. The response rate of this study was also consistent 
with an earlier study on workplace training in Bangladesh (Talukder & 
Ahmed, 2012). A letter was attached to each questionnaire explaining 
the research and, deliberately, the survey contained no identifying 
participant information. Participants also received the questionnaires 
through the mail following ethical approval and were assured of 
confidentiality being maintained.

Measurements 

The instrument comprised one dependent and six independent 
variables. The seven variables were measured using  35 questions, with 
each variable having 5 items. Rigorous literature review was used to 
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support the validity of this self-administered questionnaire. Stevens 
(1996) confirmed that to frame an instrument and subsequently obtain 
data in a quantitative study there needs to be at least 20 respondents 
for each variable, which was present here and supports the statistical 
power to this research. Here, the effective sample size was 100 and 
consisted of six independent variables, and one dependent variable, 
with each having 5 items. The independent variables included: work 
environment, discrimination, leave options, employee benefits, 
work pressure, flexible work hours, and individual performance. 
All items used a 5-point Likert scale with responses ranging from 
highly disagree (1) to highly agree (5) and the items of each construct 
were in the form of statements that were direct, simple and concise. 
Participants ticked the boxes next to each question according to the 
extent of their agreement (scale was provided at the beginning of the 
questionnaire). SPSS software was used to analyse the data, including 
a reliability test, regression analyses and Pearson’s correlations to 
investigate the relationships between the variables.

Results

Descriptive statistics, correlation coefficient and reliability values of all 
the constructs are displayed in Table 1. The reliability value range was 
from 0.72 to 0.95. This is consistent with George and Mallery’s (2003) 
study, where the alpha value had to be greater than 0.7 to require 
further analysis. Mean scores were computed by equally weighting 
the mean scores of all the items. The mean value of work environment 
was 4.21 indicating very strong importance of the organizational work 
environment as an antecedent to performance. The mean value of 
discrimination was 2.11, which implied that workplace discrimination 
practices were a barrier to performance. The mean value of work 
pressure and leave options were 2.24 and 3.97 respectively; the former 
implying that if employees had moderate levels of work pressure it 
would contribute to their performance while the latter underscored 
that the leave options provided enhanced employees’ performance. 
The mean values of employee benefits and flexible work hours were 
4.05 and 3.70 respectively, signalling that employees perceived both 
benefits and flexible work hours to be helpful to their performance. 

Hypothesis 1 predicted that a positive work environment would be 
positively related to individual performance. The study found (see 
Table 1) a significant positive relationship of the work environment 
with individual performance (r = 0.80**,  p < 0.01). Hypothesis 2
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Table 1

Influences on Manager Performance in Bangladesh 

N = 100; **p < .01; * p < .05; all items measured on 5-point scale.

predicted that discrimination would be negatively related to 
individual performance and the research confirmed a negative 
relationship between discrimination and individual performance. 
Hypothesis 3 predicted that work pressure would be negatively 
related to individual performance and the study confirmed that work 
pressure concurrently had negative and positive relationships with 
individual performance, depending on how much work pressure 
was experienced. Hypothesis 4 predicted that having leave options 
would be positively related to individual performance and the 
study found (See Table 1) a significant positive relationship between 
leave options and individual performance (r = 0.50**, p < 0.01). 
Hypothesis 5 predicted that employee benefits would be positively 
related to individual performance. The study found a significant 
positive relationship between the existence of employee benefits and 
individual performance (r = 0.45**, p < 0.01). Hypothesis 6 predicted 
that flexible working hours would be positively related to individual 
performance. The study also found a significant positive relationship 
between flexible working hours and individual performance. 

To test the hypotheses, regression analysis was also conducted (See 
Table 2). The regression results supported Hypothesis 1 which stated 
a positive relationship between positive work environment and 
individual performance (β = 0.74, p < 0.00). The regression results also 
showed a positive relationship between leave options and individual 
performance (β = 0.32, p < 0.05). Moreover, both F value as well as 
Adjusted R2 values exhibited significant relationships of all the 
variables with individual performance. All hypotheses were tested. 

Variables Mean  SD 1 2 3 4 5 6 7 
1. Work environment 4.21 .83   .73 

      2. Discrimination 2.11 .84 ─.00  .78 
     3. Work pressure 2.24 .95  .05 .63**  .85 

    4. Leave options 3.97 1.08 .50**  .03 ─.01 .72 
   5. Employee benefits  4.05 1.05 .49**  .09   .05 .93** .75 

  6. Flexible working hours 3.70 1.11 .21* ─.07 ─.16 .53** .5** .74 
 7. Individual performance 4.26 .75 .80** ─.05 ─.02 .50** .45** .22** .95 
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Table 2	

Regression Analysis of Factors Impacting Manager Performance

Variables
Unstandardized

coefficients
Standardized
coefficients  

  B Std. 
error Β T Sig.

Work 
environment     .67 .06    .74 10.72 .00

Discrimination  ─.01 .07 ─.01 ─.15 .88

Work pressure  ─.03 .06 ─.03 ─.45 .64

Leave option     .22 .12    .32  1.89 .05

Employee benefit     .14 .12    .21  1.23 .22

Flexible working 
hours     .01 .04    .01   .19 .85

F 31.24

R    .82

R2    .67

Adjusted R2    .65        

Dependent: Individual performance.

Discussion

Different tests were undertaken to analyse and test the hypotheses. 
Hypothesis 1 was supported; it showed that a positive work 
environment in the organization had a significant positive relationship 
with individual performance. In other words, when a firm provides 
its employees with the necessary support, employees will perform 
better than those who are working in a less positive and supportive 
working environment, and vice versa. This finding confirms 
Schneider’s (1987) claim, that “the people make the place.” Vischer’s 
(2007) study similarly incorporated psychological dimensions such 
as employee-employer relationships, motivation and advancement, 
job demands and social support as being key determinants of a 
positive work environment. A work environment that can provide 
a good balance of all these factors is said to be a favourable work 
environment. In contrast, a poor work environment is characterized 
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by reduced job satisfaction, absenteeism, somatic complaints, burnout 
and depression (McCowan, 2001).  

Hypothesis 2 was also supported by this research: A negative 
relationship was found between the presence of discrimination 
practices and individual performance. This is consistent with a 
past research. Loury (2002) and Steele (1997) found that perceived 
discrimination in the workplace may lead to diminished performance 
in education and the labour market, which can also give rise to further 
negative outcomes. Sanchez and Brock (1996) also examined the effects 
of perceived discrimination on work outcomes among 139 Hispanic 
male and female employees, and found that perceived discrimination 
contributed to increased work tensions, as well as decreased job 
satisfaction and organizational commitment, above and beyond other 
common work stressors, such as role conflict and ambiguity. Talukder 
(2011) also found a negative relationship between discrimination and 
job satisfaction in a service firm in Bangladesh. Gutek, Cohen, and 
Tsui (1996) also found that perceived discrimination among women 
was related to lower feelings of power and prestige on the job. 

Hypothesis 3 was partially supported by the research. While the 
research found a negative relationship between high levels of work 
pressure and individual performance, lower levels of work pressure 
was seen to be positive for employee performance. Measuring high 
levels of working hours is a relatively objective indicator of work 
demands resulting in work pressure. Time is a limited commodity, 
and the number of hours spent at work leaves limited time available 
for family. As such, hours spent at work could be a precursor to time-
based work interference with family (WIF). Too much time at work 
also takes people’s energy and capability to meet family demands 
and, as such, working hours may also relate to greater strain-based 
WIF (Greenhaus & Beutell, 1985). However, individuals who work the 
same number of hours may differ in their perception of the workload 
they face. People who perceive they have greater workloads are likely 
to feel that they have expended more effort than others while at work, 
which would then increase their strain-based WIF. Further, those 
with longer hours and perceived greater workloads may choose to 
spend more time at work to try and keep up, resulting in higher time-
based WIF. 

Hypothesis 4 was also supported, and showed that leave options 
had a significant positive relationship with individual performance. 
Proper leave policy ensures refreshment of employees and helps 

ht
tp

://
ijm

s.
uu

m
.e

du
.m

y/



16        

IJMS 21 (1), 1–22 (2014)       

them to work more efficiently. It allows them to spend time with 
their families, socialize and do other things necessary to lead to both 
greater work-life balance and better job satisfaction. If provided with 
proper leave options, employees felt able to take a break from their 
otherwise busy work schedule allowing them to reduce their feelings 
of daily work pressure and enabling better performance. 

Hypothesis 5 was also supported. Results confirmed that the  
perception of sufficient employee benefits has a significant positive 
relationship with individual performance. Different benefits satisfy 
and motivate mployees but past research confirms that employee 
benefits enhance employee satisfaction and that this, in turn, correlates 
positively with increased shareholder value. Arthur and Cooke 
(2004) also confirmed that work-family programmes that included 
employee benefits can engender greater commitment and stability 
among employees, thereby lowering the firm’s costs and enhancing 
its profitability. 

Finally, Hypothesis  6 was also supported and so confirms past research 
in this area. Grover and Crooker (1995) found that flexible work 
schedules are also associated with higher employee organizational 
commitment. Past evidence suggests that when greater autonomy 
is provided to employees via the use of flexible work schedules, 
this can result in positive outcomes for employees (Baltes, Briggs, 
Huff, Wright, & Neuman, 1999; Saltzstein, Ting, & Saltzstein, 2001), 
including perceptions of enhanced work/life balance professional 
employees (Baker, Avery, & Crawford, 2007; Tausig & Fenwick, 
2001). Flexible work programmes offer employees more flexibility 
and control over their work schedules than more traditional working 
hours (Ronen, 1981). 

Conclusion

The purpose of the study was to examine whether there was any 
relationship between the determinants of WLB (as previously 
suggested in the literature, might influence employees in the West) 
for employees working in a large logistic firm in Bangladesh. This 
has been achieved. However, more has been accomplished. Given 
the very limited research of WLB available in developing countries, 
especially with them being contrasted to Western societies, this study 
has shed some exploratory light on some of the likely determinants of 
WLB that will also influence the performance of employees, especially 
managers, in workplaces in Bangladesh. 
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Six determinants were considered: Positive work environment, leave 
options, employee benefits, flexible working hours, work pressure, and 
workplace discrimination. These were investigated to find out their 
likely effect on individual performance in a workplace in Bangladesh. 
All the variables were found to have significantly moderated the 
individual performance of these employees. Furthermore, those 
with a positive relationships were found to significantly operate to 
elevate the performance level of the employees tested. The presence 
of workplace discrimination and high levels of work pressure were 
also found to have negative effects on individual performance, and 
were likely to undermine the job performance of employees if not 
responded to proactively. This study also surfaced cause and effect 
relationships between and among the variables and was observed in 
the correlation and regression analyses (see above). 

The study did have some limitations. First the study was not 
generalizable as only one firm and one type of firm was represented, 
from a single industry. The sample size was also small (n = 100) and 
consisted exclusively of managers. Caution should be exercised 
before generalizing from these exploratory findings. The study 
was also limited to six independent variables and so ignored many 
other variables present in more traditional instruments. Also, the 
convenience sample made it difficult to generalize the findings. The 
data were also collected at a single point in time, meaning that no firm 
conclusions can be drawn regarding the causality of the relationships 
between WLB and employee performance. Further, data gathered 
was based on self-reporting, which has the potential to inflate 
correlations and limit the ability to make causal inferences. Indeed, 
the study did not examine all aspects of WLB, given the need to rely 
on a self-administered questionnaire. Further studies involving a 
mixed method might render different and more fulsome insights on 
WLB affecting performance of employees in the developing nation 
of Bangladesh. Also, a longitudinal study of WLB would enable 
cross-sectional and causal analyses in future. A more systematic 
investigation of the specific outcomes of WLB policies and strategies, 
at the individual, organizational and national levels is needed in 
Bangladesh.

To facilitate WFB for employees in workplaces in Bangladesh, these 
organizations are encouraged to introduce work-life policies to engage 
and support employees in a more productive manner. Such policies 
should include options designed to give workers greater flexibility in 
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work scheduling (i.e., flexitime and telecommuting), to assist them 
with their parenting duties and other personal responsibilities (i.e., 
childcare). The presence of such policies will also offer emotional 
support to all employees, via more supportive leadership and a 
more positive organizational culture. Previous studies confirm that 
organizational support increases organizational commitment and 
motivates employees to expend more effort in their work. 

Family life should be a source of personal fulfillment, and self-respect, 
and effort should be invested in workplaces to assist in this area to 
assist employees’ ability to fulfill their domestic duties. Moreover, 
engagement in family life can help employees develop skills, and 
gain experience and knowledge that they can also use at work. 
Participating in both family life and work extends an employee’s 
network and thus, his or her social capital. Over the past few decades, 
employer policies and practices to support work-life integration have 
proliferated as a means to attract and retain a high-quality workforce 
in Western countries. It is time for developing nations to consciously 
follow this path.
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