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Abstract  
 

Work-Life balance is the most pertinent issue in the world. Work life balance is the utmost 

important issue of the world including Nepal. Work Life balance is an important for all the 

employees but for female striving to achieve this balance is a challenge.  Along with the world 

Nepal has also adopted different policies and measures to balance work life among its employees 

specially carter the need of female employees and confirm meaningful representation and 

participation of women in the civil service. There is no doubt that man and women official should 

be treated equally and organization culture should be gender sensitive at all level. Nevertheless, in 

real world, women official's experiences gender influenced behaviors in the organizations. In Light 

of above context, this study explored different encounters of women officials experienced to 

manage work life balance in Nepali civil service. This study employed a qualitative approach 

where the case study was adopted as a strategy of inquiry. Ten information-rich cases were selected 

in discussion with the civil service officials by employing purposive sampling techniques and in-

depth interviews were carried out in forms of informal conversation. The study revealed gender 

biasedness and gap is deeply rooted in Nepalese Society which is also reflected upon Nepali Civil 

Service due to attached Social –cultural norms and values. Women Civil Servants have been facing 

gender-based inequality and unfair treatment with men and women both showing gender-based 

attitude often influenced by traditional norms, culture and values. IN many cases study found out 

that women officials are facing discrimination based on their gender only having them given role 

as a supporting member not that of Major decision maker.  Regardless of the circumstances, 

woman officials do feel proud to be a part of civil service and are hence ready to face the gender 

inclined organization behavior and entitling themselves to defense challenge with self-confidence.   

 

Key Words: Work-Life balances, civil service, socio-cultural value and women. 
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Chapter-1 

Introduction 

1.1 Background of the Study  

Although issues of women were first introduced in the sixth five-year plan (1981-1985), their 

representation in civil service was not legalized until 2007 when the amendment of civil service 

act 1993 was enacted. This act has clearly provisioned that 45 percent of the seats should be 

filled by reservation, out of which 33 percent of seats filled by women. As a result, the 

representation of women in civil service is gradually increasing. The highest percentage of the 

population working in higher positions in the civil service is occupied by upper-caste men, 

which is deemed rich, educated, and privileged (Askvik et al., 2011; Acharya, 2017). The 

administrative culture in Nepal is gender-biased (Jamil & Dangal, 2009). The Administrative 

culture favors men as a ruler and leader. Men in administrative levels remain hegemonic, not 

only because of them being a men figure but also because of socially constructed gender images 

that keep men on the top and women at the bottom (Acharya, 2017). 

Work-life balance can be described as giving equal importance to both your job and your 

personal life. It's crucial for those who juggle their career and family responsibilities. 

Furthermore, it's considered beneficial for individuals to lead a balanced life (Kofodimos, 

1993). Work-family balance reflects how individuals manage their different life roles, which 

is called an inter role phenomenon (Marks & MacDermid, 1996, as cited in Greenhaus et al., 

2002). 

Balancing these aspects is challenging, especially for women. Nepali women working in civil 

service positions face particular difficulties in this regard, given their multiple societal roles - 

reproductive, productive, and managerial (Adusah-Karikari & Ohemeng, 2014). Society has 

often confined women to their homes, emphasizing their traditional roles in family upkeep (Eby 

et al., 2005). In Nepali society, women are still expected to obey men's directives (Tompkins, 

1988), and social and cultural norms have historically limited women's participation in external 

employment (Paudel, 2017). Women are typically responsible for various household tasks, 

from caring for children and adults to managing guests and household affairs. Neglecting these 

responsibilities for work can create family conflicts. These unseen sociocultural norms 

significantly impact women officials in Nepal, making it challenging to manage a successful 

career alongside a happy family life. 

Technology has contributed to the issue of extensive working hours. (Lapierre & Allen (2006) 
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found positive correlation between work family issue and tele-work. Increasing demand for 

continuous availability through various communication channels can create a challenge to 

maintain work life balance. This exception to being available 24/7 can create feelings of anxiety 

and being overwhelmed. Thus, it is important to set boundaries and establish time for healthy 

work-life relations. 

However, women officials are increasingly recognizing the importance of balancing family and 

work-life. Two key factors affecting this balance are the supportiveness of the family and the 

organizational environment. When families are supportive and helpful, women can more easily 

strike a balance between their family and work life, and vice versa. Women officials receiving 

full support from their families tend to have more fulfilling working lives, which, in turn, 

fosters their professional growth and development. 

 Additionally, the role of the organizational environment and culture in promoting family work-

life balance cannot be underestimated. Gender-sensitive workplaces with facilities such as 

motivation, stress-reducing assignments, maternity leave, lactation areas, extended childcare 

holidays, on-site childcare centers, job-sharing, part-time work, home drop/pickup services, 

and flexible working hours can help women officials achieve a healthier equilibrium between 

their family and work life. 

Employees with improved Work-Life Balance in the organizations that focus on efficient and 

effective performance can contribute more meaningfully towards organizational growth and 

subsequent success (Naithani,2010). The feeling of satisfaction that the individual is able to 

balance work and life beyond work also depends upon the environment at home If the 

individual has too many responsibilities at home and work is also demanding, this will put a 

lot of stress. Guest (2000), guided the attention to individual factors which contribute to the 

perception of work-life balance. 

1.2 Statement of the Problem: 

 

The inclusion of women’s issues in national policies such as sixth five-year plan (1981-1985) 

in Nepal gives positive hopes for gender equality its implication and expected result shows 

challenges as well as enormous delays. In the year 2007, with the amendment of Civil Service 

Act of 1993, that a legal framework stating compulsion for 45% reservation in civil service 

position with 33% significantly allocated to women, was established. In spite of these 

measures, the disparity between male and female employees is high due to representation of 

women civil servants remains low compared to their male counterparts which highlights a 
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persistent gender bias within the administrative culture of Nepal which prefers male employees 

over female and reduce women into subordinate positions. 

In addition, work –Life balance possess challenge for a Nepali Women in civil service. The 

societal role which tries to confine women into domestic roles serves as a hindrance in 

professional development. Women choosing to be professionally grown can create a conflict 

within personal lives as the society, culture and norms dictate her to focus on her personal life 

more and feeling of any adjustment makes the society to look and get out of their comfort zone. 

The advancement of technology expects employees to be available as and when needed often 

leading to extended working hours, increased stress and the pressure to be present Always. 

 

1.3 Objectives of the Study: 

The objective of this research is to analyze the work-life balance of women civil servants 

working in federal level organizations located in Singha Durbar Nepal. 

 

1.4 Research Questions 

The following research questions will be formulated: 

● How do women civil servants working in federal level organizations of 

Nepal manage their work-life balance? 

● What are the issues that women civil servants in the federal Level 

organization of Nepal face in achieving work life balance? 

1.5 Scope of the Study  

The study only looks at how women in the civil service who work for Nepal's federal 

government manage their work-life balance and what obstacles they encounter in doing so. It 

makes an attempt to look at the way individuals handle these challenges. The focus is solely 

on women employed in various positions in Nepal's federal government organization, Singha 

durbar. This study is based in the gender perspective as well. 

1.6 Significance of the Study 

This research, which examines the work-life balance of women civil servants in central-level 

organizations in Nepal, has important implications. It deals with key issues of gender equality 

and women's empowerment by shedding light on the unique challenges and strategies used by 
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women in the civil service. This understanding can support the development of policies and 

practices that promote inclusivity in the workplace, improve organizational efficiency, and 

inform the creation of policies for better work-life balance. Additionally, it can stimulate 

discussions in society about gender roles, fill a gap in research in this area, allow for cross-

cultural comparisons, and ultimately contribute not only to the well-being of women civil 

servants in Nepal but also to a broader global understanding of gender-inclusive workforce 

dynamics. Lastly, the findings of this study can directly benefit gender and social inclusion 

training sessions. 

1.7 Structure of the Study: 

The research report has been organized into five chapters. The first chapter presents 

introduction including the background of the study, statement of the problem, Objectives of 

the study, research question, scope of the study, significance of the study, Structure of the study 

The second chapter contains a literature review. The chapter three covers Research Method 

namely approaches of the study, research design, data collection procedure, data management 

and analysis, ethical standard, quality standard and summary of the chapter. Chapter four deals 

about data analysis, interpretation and meaning-making and finally chapter five presents 

conclusion and recommendation. 
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Chapter-2 

Literature Review 

 

2.1 Work life Balance: An Overview 

In recent years, the term 'WLB' has replaced 'work-family balance' (Hudson Resourcing, 2005; 

Omar, 2010). WLB involves properly prioritizing one's career and ambitions on one hand, as 

compared to family, leisure, and spiritual development on the other (Nath and Patra, 2010). 

This shift in terminology recognizes that non-work responsibilities extend beyond childcare 

and applies to a diverse range of individuals, including women, men, parents, non-parents, 

singles, and couples. Other life activities that need balancing with employment may encompass 

education, sports, travel, volunteer work, personal growth, leisure, or eldercare. It's important 

to note that WLB doesn't mean allocating equal amounts of time to paid work and non-paid 

roles; rather, it signifies achieving a satisfactory level of involvement or 'fit' between the 

various roles in a person's life. While definitions and explanations may differ, WLB is generally 

associated with maintaining a balance between the time and effort devoted to work and 

personal activities to achieve overall life harmony (Clarke et al., 2004). Shujat, Cheema and 

Bhutto (2011) found a positive relation of work life balance on employee retention. Nowadays 

employees are more focused on jobs as compared to the past. The work hours, pressure of 

work, more demand of jobs, use of sophisticated 17 technology create more difficulty for 

people in making balance of work and job expectation. Work-life issues have gained 

importance in public policy due to the rise in women's labor market participation and the 

number of dual-earner households (Bonet et al., 2013). Nadeem and Abbas (2009), supports 

the idea of work-life conflict and shows that it is relevant in eastern environments like Pakistan 

and is not limited to a Western phenomenon. They discovered that there is a substantial 

negative correlation between work to family interference and family to work interference and 

job satisfaction. This study further shows an adverse connection between stress and job 

satisfaction. Nonetheless, a positive and insignificant association between workload and job 

satisfaction suggests that Pakistani employees' job happiness is not influenced by their 

workload.  

2.2 Studies on Work-Life Balance 

 

2.3 Global Trends in Work-Life Balance: 

Research on the intersection of work and family life has been documented since the 1930s 
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(Marshall, 1992a, 1992b). Work culture has undergone significant changes, giving rise to 

concerns about the work-life balance. These shifts in work culture have led to an imbalance 

between work and non-work life due to increased work pressures, advancements in information 

technology such as extensive internet usage, constant connectivity demands, information 

overload, and the pressure to deliver high-quality services. These changes demand more 

intensive work, including long hours and tight deadlines, resulting in an imbalance between 

work and personal life (Guest, 2002). These shifts have also impacted vacations and leisure 

time, which traditionally served as a means to unwind from work (Geurts and Sonnentag, 

2006). Vacations have lost importance in comparison to work (Rao and Indla, 2010). Long 

working hours and time pressures at work contribute to higher stress levels for individuals and 

increased weekend and evening work, reducing quality time with family (Guest, 2002). 

Changing work cultures in Europe reveal a growth in work intensity, with the UK leading, 

followed by Ireland, France, and other European nations. In India, life is often dominated by 

work, resulting in work-life imbalances (Rao and Indla, 2010). Changes in work-related 

factors, including the impact of globalization and technological innovations enabling 24/7 

work, have rapidly transformed work characteristics (Chandra, 2012). These rapid changes 

have negatively impacted the time allocated for family life (Rao and Indla, 2010) 

2.4 Gender Dynamics and Work-Life Balance in South Asia: 

In India, the interest in work-life balance gained momentum with increased women's 

participation in paid work. Research on work-life balance has only recently gained prominence 

in India due to traditional gender-based distribution of work and family roles (Bhalla and Kaur, 

2011). The increasing number of dual-earner couples and nuclear families in India has created 

a greater demand for employees to balance work and family lives (Sekaran, 1992; Bharat, 2003; 

Komarraju, 1997; Ramu, 1989). Jain (1992) notes that Indian women's roles began to change 

in the 1970s when they became more conscious of their personal needs, equality demands, and 

their status both at work and in the family. The number of Indian women entering the workforce 

grew significantly during the 1980s, registering a 40% increase, and this trend continued into 

the 2000s (Census of India, 2001). The Factories Act of 1948 prescribes that adult workers 

should not exceed 48 hours of work per week (Baral & Bhargava, 2011), but many employees 

now work on Sundays, indicating a shift in work schedules. India records the highest number 

of annual worked hours, with employees often working 108 hours a year (Chandra, 2012).  

In India, changes in family structure are evident, with nuclear families replacing traditional 

joint and extended families, which included multiple generations. All these changes 
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significantly affect the relationship between work and family life (Rajadhyaksha, 2004). Rao 

and Indla (2010) have noted the concept of the 'ideal worker' in the Indian context, which needs 

reevaluation. According to this concept, an ideal worker is expected to work long hours, exceed 

expectations, and fulfill the employer's demands, often sacrificing personal time. A person who 

forgoes extended vacations and remains available beyond office hours is often seen as an ideal 

worker. 

Traditional family structures predominate in India, but urban areas increasingly feature nuclear 

families (Roy, 2000). Emerging families promote more egalitarian family relations, equal 

distribution of household labor, and gender-neutral decision-making, yet the traditional male 

breadwinner model remains prevalent in India (Bharat, 2003). Indian women often juggle 

domestic responsibilities alongside work obligations (Bharat, 1992; Ramu, 1989; Taj, 2011). 

Traditional and modern gender role expectations influence familial relationships in India 

(Aryee et al., 2005), with family members, especially parents and in-laws, serving as sources 

of child care support (Rajadhyaksha, 2004). For Indian women, balancing domestic duties can 

be challenging due to socialization that emphasizes their roles as wives and mothers (Ross, 

1977). Nath (2000) characterizes the role of an Indian wife as 'devoted, obedient, subordinate, 

and dutiful' towards her family. While traditional views persist, education, income, and parental 

occupation have empowered women to enter the workforce, enhancing their self-esteem and 

confidence (Liddle & Joshi, 1987). 

Yishai and Cohen (1997) believed that the unbreakable relationship between women and their 

families is the main topic of this study. Constitutional elements of the official's social 

environment, a functional variable, were found to have a significant impact on promotion. 

Women were found to be relegated to household duties regardless of their position or 

administrative status in their ministries. The study comes to the conclusion that women's status 

is mostly influenced by their roles in the home. Karim (2015) the study says females prioritize 

family before job, which limits their opportunities for advancement in the workforce. Men in 

professional roles have difficulties. Due to a lack of money that women do not experience; they 

struggle. 

This suggests that Indian employees may be hardworking, but it may come at the cost of their 

work-life balance. 

2.5 Organizational Policies and Work-Life Balance Programs: 

Research shows that work-life balance programs in Indian organizations are less extensive 
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compared to those in Western nations (Buddhapriya, 2009; Poster, 2005). Family-friendly 

policies like flexible working hours, remote work, and family counseling are mainly functional 

in-service organizations in India. To ensure widespread utilization of these policies and 

benefits, organizations need to cultivate a more family-friendly culture (Baral & Bhargava, 

2011). Additionally, demographic changes in the Indian family structure should be considered. 

The traditional Indian family operated within hierarchical structures based on age, gender, and 

ordinal position of family members (Chitnis, 1988). Achieving work-life balance may differ 

for Indian men and women due to the prioritization of men's careers over women's (Chandra, 

2012). In traditional Indian families, men held decision-making power, while wives were 

expected to perform household duties and limit their involvement in paid work (Ross, 1977). 

Baral and Bhargava (2011) describe four types of leave available to employees under the 

Factories Act, 1948, the Industrial Employment (Standing Orders) Act, 1946, and the 

Employee State Insurance Act, 1948: earned leave, casual leave, sick leave, and compensatory 

leave. Section 40 of the Factories Act, 1948, mandates crèches in workplaces with more than 

30 female employees to support childcare (Baral & Bhargava, 2011). While paternity leave is 

less common in Indian organizations, female employees are entitled to fully paid maternity 

leave of 12 weeks before or after childbirth under the Maternity Benefit Act, 1961 (Chandra, 

2012). The Employee State Insurance Act, 1948, provides cash benefits to employees, covering 

medical expenses if they are insured by their employer (Baral & Bhargava, 2011). 

Uddin, Mamun, Hoque, and Uddin (2013) study demonstrated that changing mindsets and 

increasing living costs have led women to not only fulfill their roles in nurturing and raising 

families for confident and competent future generations but also to generate income by joining 

the workforce. Traditional families are giving way to dual-career families, placing increasing 

pressures on women to achieve a balanced life. In their study, they conducted a survey of 62 

private educational institutions in Bangladesh, sampling 320 female teachers to assess the 

current state of work-life balance. The findings indicated a moderate work-life balance 

situation, which could be improved by implementing measures such as flexible working hours 

(including rostered days off and family-friendly starting and finishing times), providing 

transportation facilities, offering residential options, establishing child care centers, 

introducing flexible work arrangements and job sharing, reducing working hours and 

workload, and facilitating child schooling for female teachers. 

2.6 Challenges and Coping Strategies: 

Newaz and Zaman (2012) conducted research that examined the work-life balance scenario in 
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private commercial banks in Bangladesh and highlighted a pessimistic approach adopted by 

the management. Their study included a purposive sample of 220 employees (149 male and 71 

female) from 10 different commercial banks operating in Bangladesh. It was revealed that a 

significant portion of employees in the private banking sector were not familiar with the 

concept of work-life balance since many of the reviewed banks (50%) lacked any work-life 

balance policy. The study recommended involving employees at all levels in policy 

formulation, improving communication, and implementing continuous training programs to 

address this issue and ensure the successful implementation of work-life balance policies. 

Karim (2015) believed that external challenges make employment at the field level more 

difficult. They have a hard time managing their workplace hours inside the allotted time. 

Irfan et al. (2009) explained that organizational culture has a significant role in creating a 

welcoming, encouraging, and productive work environment for female employees. A 

company's culture was significantly altered to create a positive work environment for female 

employees through the effective adoption and implementation of HRM practices designed to 

address gender-related issues. It is further concluded that factors that strongly influence female 

employees' comfort level, job performance, participation in organizational activities, and 

perceptions of career growth are external factors, such as community perception and support, 

and organizational culture and work environment. 

Aumann et al. (2011) found out that women may experience personal, psychological, and 

physical exhaustion as a result of trying to balance work and family obligations. 

2.7 Professional and Societal Impact of Work-Life Balance: 

Kabir (2013), highlights that there is a significant gender gap in the public service when it 

comes to women's involvement rates in Bangladesh, Pakistan, and India. Men make up the 

majority of decision-making positions in the service, with very few women serving in these 

roles. Although the government has implemented measures to facilitate the development of 

women in the service, significant numbers of women remain limited to positions of decision-

making. It rightly focuses on the primary obstacle to women's equal participation in 

Bangladeshi, Pakistani, and Indian government services, regardless of their status, is culture. 

Smithson and Stokoe (2005) in support of this concept recognized that working moms with 

small children prioritize work/life balance. Ignacia Levy (2012) discovered that working 

mothers' views on work-life balance, while child-care the needs and experiences of working 

mothers have been the center of discussions about how women combine work and life.  
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Marshall (2009) established Professional women expressed personal benefits, such as being 

able to better the lives of and support their children. The mothers also felt a sense of satisfaction 

from knowing that they had made their kids proud. The advantages of possessing a career on 

the job front were also mentioned, the women in the research said they like their jobs because 

they were able to learn how to be more perceptive, empathetic, and sensitive, which in turn 

helped them become better mothers. They highlighted that these women's careers were 

important since they were enhancing society by helping others. 

Manandhar (2011) examined WLB and career success of employees in Nepalese hospitals and 

television channels. The individual, organizational, and social variables were studied in 

different dimensions as well as the impact of WLB on the employee's career success. The 

research, which used a structured questionnaire to poll 150 workers in Kathmandu Valley 

hospitals and TV stations, revealed a strong favorable impact of WLB on workers' career 

achievement in both industries. 

2.8 Female Life Cycle and Work Life Balance: 

As working women while not being married may give some advantage, women often have 

flexibility and freedom to dedicate time and energy to their professional growth. With less 

personal and home responsibility, women find it easy to manage their time and focus on 

professional growth. 

As working women get married, they have additional responsibilities and when they become 

mothers, they bear to manage the principal attention of children and extended household and 

are thus, under heavier pressure to continue along a career track. Working mothers of today 

fulfill family duties and also prove to stay fully involved in their careers coping up with the 

competing demands of their multiple uses. The caring responsibilities that working mothers 

have put down a great accent on them when it is united with their professional obligations. The 

endeavor of working women to integrate, organize and balance the diverse troubles and natural 

actions in their different roles simultaneously puts them under enormous pressure. As a result, 

the household becomes an organizational stakeholder and this powerful social trend marked 

the commencement of the work/life balance paradigm shift. (Denise Horner Mitnick, 2007). 

This stage of being married with children introduce the demanding phase of work –life balance. 

Women in this stage face huge demand of taking care of a child along with household and 

professional career. Organizational support such as a child care center, flexible schedule, 

childcare facilities, parental care and support from family members and society is of huge 
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importance and crucial. despite these challenges, many women pursue their career managing 

their time, prioritization and support system to balance their life. Balancing family and work 

life can also lead to increased amount of stress, fatigue making self-care and mental health 

support important for overall well-being. 

Going through these various stages, the supportive environment provided by family, society 

and organization plays vital role. Each of the stages build another one; Strategies must be 

developed to navigate landscape of professional and personal growth. 

 

2.9 Research Gap 

There are various authors’ studies on family work life balance globally. Authors such as Bhalla 

and Kaur (2011), Baral and Bhargava (2011), and Kabir (2013) provide useful insights into 

work-life balance dynamics in countries such as India, while research done in Bangladesh by 

authors such as Uddin, Mamun, Hoque, and Uddin (2013) and in Europe by authors such as 

Geurts and Sonnentag (2006) contributes to our broader understanding of this topic. However, 

the majority of these studies focus on entities other than government offices, such as banks, 

schools, and commercial enterprises. We still lack much about how Nepalese women who work 

in the government sector manage both their lives. This means we're not sure how to best support 

them. Learning more about this could help us create better ways to help these women. There is 

a significant gap in research on women serving the public in Nepal. It is really important to 

understand the problems and experiences of these women for making proper rules and support 

systems that would more effective. If we can’t address this, we might miss out on things that 

affect how well women who work for the government in Nepal can balance their work and 

personal lives. It could be difficult to make fair and helpful policies. So, for better improvement 

of working women in Nepal’s government, it is very important to learn and understand more 

about the work life balance of them. 
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Chapter-3 

Research Method 

  

3.1 Approaches of the Study 

Achieving a balance between work and life is a complex idea that requires a deep 

understanding of the experiences and difficulties that women civil servants face in 

central-level organizations in Nepal. While using numbers can give us data, it often 

doesn't fully capture the detailed dynamics, interests, reasons, and beliefs that affect how 

this specific group manages their work and personal lives. To overcome this limitation, 

this research uses a qualitative approach, which is good for exploring the subtle aspects 

of gender-related issues. Through qualitative research, this study investigates the various 

factors that influence how women civil servants balance work and life.  

3.2 Research Design 

To align with the main purpose, key questions, and theoretical framework of this research, we 

used a case study research design. This approach closely follows the investigative methods 

advocated by Yin (2003) and Myers (2009). It aims to deeply explore work-life balance among 

women civil servants within specific contextual conditions. Several strong reasons support the 

choice of a case study design. Firstly, it allows for a thorough examination of the challenges 

and strategies women civil servants face as they try to balance work and life. By addressing 

"how and why" questions within the context, this approach helps us better understand their 

experiences. Additionally, the case study method is effective at capturing the natural behaviors 

and dynamics of women officials. By observing their actions, interests, and conduct in an 

unaltered setting, as suggested by Stake (2005) and Creswell (2009), this research gained 

insight into their real-world interactions. Lastly, because of its focus on understanding the 

context, the case study approach is especially suitable. It permits a deep investigation into how 

specific contextual factors influence the work-life balance of women civil servants. The study 

will select women civil servants working in federal level organizations. Ten cases information 

rich will be chosen from this location. For selection of the case, we will consider their position 

and service groups’ diversity. 

3.3 Data Collection Procedure    

We used both secondary and primary sources of information to collect data on the work-life 

balance of women officials in the Nepali civil service. Secondary information is gathered from 
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various sources, including annual reports, public records, newspapers, and more. Similarly, we 

collected primary information through in-depth interviews (Stake, 1995; Merriam, 1998) 

without involvement from external parties. We created an interview theme covering topics such 

as family backgrounds, education, training, work history, decision-making opportunities, 

acceptance of innovative ideas, family and work-life balance, career development, leadership, 

and security issues. Before each interview, we established rapport, build trust, and request 

permission to record the conversation. We made every effort to understand the viewpoints of 

the women officials. During the interviews, we create a supportive and comfortable 

environment that encourages them to freely express and share their perspectives and 

experiences, with us as sensitive listeners. Additionally, we became attentive to both the words 

used and the gestures made by the research participants, which provide valuable insights. These 

in-depth interviews took the form of informal conversations between the research participants 

and us. 

3.4 Data Management and Analysis 

We transcribed the recordings immediately after each interview, following the same order as 

conducted (Peräkylä, 1997). We promptly reviewed and summarized our field notes. During 

transcription, we made note of any interesting or surprising issues that come to mind, as the 

human mind tends to forget quickly (Lofland & Lofland, 1999). Afterward, we edited the 

transcribed information, coded it, and categorized it to develop themes and subthemes. In 

addition, we created several anecdotes and reflected on and derived meaning through a 

reasoning process based on our interactions and engagement with the research participants. 

3.5 Ethical Standard 

Research ethics involves maintaining the integrity of research and adhering to a code of 

conduct for researchers. According to Eisenhauer and Wynaden (2001), protecting the rights 

of human subjects using appropriate ethical principles is crucial in any study, including this 

one. We employed various strategies to ensure ethical standards. We obtained prior consent 

from research participants for their participation and clearly conveyed that their involvement 

is voluntary. Participants were informed that they can withdraw from the interview at any time 

if they feel uncomfortable and can resume when they are ready. During the interviews, we 

treated our research participants with respect and dignity. We also safeguard the confidentiality 

and anonymity of all participants by not disclosing their names or identities during data 

collection, analysis, and reporting of study findings. All identifying information were removed 

during transcription. Moreover, we assured participants that the gathered information is strictly 
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confidential and be used solely for research purposes. We respected the privacy of each 

participant and ensure that their information remains confidential. 

3.6 Quality Standard 

Ensuring research quality is a significant concern in qualitative research. Quality issues in 

qualitative research cannot be resolved using a single method or approach (Chowdhury, 2015). 

Therefore, we adopted multiple strategies to maintain high research standards. Throughout the 

study, we paid careful attention and gave due consideration to the process. We engaged in a 

series of interactions and feedback sessions with various officials and colleagues to gather 

different perspectives and enrich the research (Adhikari, 2006). We acknowledged and respect 

their social context and aim to explore the experiences of women in civil service in a natural 

setting through extended interactive engagement. During this engagement, we encouraged 

research participants to freely express their thoughts without hesitation. We posed the same 

research theme to all participants, followed by detailed follow-up questions (how and why) to 

ensure a clear understanding. Additionally, we established trust with women officials to 

encourage them to share their viewpoints, feelings, and experiences, all of which were recorded 

and noted in a diary. We transcribed the recordings as soon as possible and verified their 

accuracy. Data transcription, analysis, and interpretation were carried out simultaneously 

without any manipulation. Throughout the study, we maintained our impartiality to approach 

it from a scientific standpoint. 
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Chapter-4 

Data Analysis, Interpretation and Meaning Making 

 

This part presents data and discussion on the different encounters of women officials 

experienced in the Nepali civil service which is as follows:  

4.1 Time Management and Work Life Balance: 

Efficient time management and coordination between work and life are important aspects for 

better work-life balance particularly   for women employees who mostly face particular 

challenges in integrating job duties with personal obligations. Johnson, Smith, and Martinez 

(2020, 2019, 2021) addressed various components that give information regarding the tactics 

adopted by female officials to deal with the difficult task of balancing jobs with private 

responsibilities. The results of their research highlight that effective time-management 

strategies, such as work prioritizing and the adoption of flexible hours, are necessary for 

performing well and managing stress of workload. Flexible work hours, like freelancing and 

time flexibility. Organizational support helps women to handle personal obligations. An 

integrated strategy like individual time management techniques, organization support systems, 

and social and cultural norms must be developed for promoting healthy work life balance of 

women civil servants. Good time planning is very necessary to handle numerous obligations 

for one's work, family, personal growth, and entertainment. One should be able to differentiate 

activities of home and work and limit the unnecessary use of social media and technology. 

Continuous learning, research and time management helps to increase efficiency and maintain 

desired work life balance. 

 Time management and Integration of work and life discusses challenges faced by women in 

the civil service. They often juggle demanding roles, personal aspirations, family 

commitments, and societal norms. Effective time management and work-life balance are 

crucial for their success and overall welfare. Along with all of their hard work, many women 

also bear a heavy burden of household duties and Women are typically expected to take care 

of their families to a larger degree than males are by society standards, which can cause extra 

stress and time limits. This combination of obstacle affects how well women in public service 

manage their time and work life balance.  

 

I set priority to how much, whom and where to give time for private and official tasks. 
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It is not easy to be in an equilibrium position. I should be aware of careful selection of 

my priorities. If I neglect one element it might hamper on both sides. (Interviewee # R6, 

Women Official, 17th March 2024). 

 

I maximize productivity in both household and professional tasks by effectively 

planning my time. I think Punctuality is more than just a habit; it is a mentality which 

encourages productivity and accountability. I arrange my tasks with accuracy and 

attention by practicing careful time management. (Interviewee # R9, Women Official, 

17th March 2024). 

 

Balancing work and personal life involve effort and choices. She claims that giving equal 

weight to both is essential for preventing damage to either side. While promoting the benefit 

of professionals within work hours, we also emphasize the importance of valuing personal time 

instead of work. However, most of women civil officials admits that affecting this balance in 

practice is challenging, showing how effective time management is more difficult than it 

appears. This analysis stresses the significance of making an effort to handle time effectively 

so as to effectively handle work and personal obligations.  

 

My previous thinking was to give time everywhere, but now I prioritize my work and 

focus on what's important. I identify what is important and urgent and skip the things 

that are not important or urgent, because I have limited time. So, I prioritize my 

children, work, family, and interests essential for my well-being (Interviewee # R7, 

Women Official, 17th March 2024). 

 

One should try to differentiate between what is urgent, what is important, what is urgent as 

well as important and what is not important, so that we can concentrate on what truly matters. 

This viewpoint reduces stress and gives attention to important areas which leads to a more 

balanced life. The reflections provided show the number of challenges that individuals face 

while solving job duties with personal obligations, in an environment where there is fatigue, 

anxiety, and a search for harmony. Individuals use a variety of coping mechanisms, such as 

meditation and prioritization, to deal with the difficult tasks of daily life. There is an awareness 
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of the importance of stress management. In addition, external factors such as work and personal 

situations have an important effect on the ability to maintain a balance. 

The testimonies paint a vivid picture of the delicate balance between time management and 

integrating work and life that women in the civil service confront. While stressing the value of 

strategies such as importance and punctuality, the stories also highlight the fundamental 

challenges of handling work and personal responsibilities. In the interest of efficiency and 

health, these women face a variety of requests, from bargaining hard work hours to balancing 

obligations at home. Considering these obstacles, their stories exhibit dedication and tenacity 

in navigating the complicated world of effective time management and managing job and 

personal commitments. 

 

4.2 Professional Development and Domestic Duties: 

Professional development for females in the context of work-life balance can be defined as a 

continuous method for enhancing skills, knowledge, and ability so as to advance in their jobs 

while successfully handling household duties. To stay successful in employment, it is essential 

to seek out opportunities for learning and growth, such as taking classes, expanding one's 

learning, and getting the right qualifications. Females manage domestic duties such as chores 

at home, childcare, and nurturing while working toward their career objectives. Creating a 

balance among career growth and household duties requires effective scheduling, setting 

priorities, and encouragement structures that encourage progress in one's career as well as a 

happy and healthy family life. Female employees often face multiple challenges with handling 

professional development and household responsibilities, compromising their work-life 

balance. These challenges include social norms and gender norms that may place more strain 

on women's family and caring duties, limiting their free time and energy to achieve job success. 

In addition, workplace obstacles such as bias against women, uneven benefits, and a lack of 

support for working from home could hinder female employees' ability to seek opportunities 

for career growth while performing duties at home. Despite these barriers, female employees 

strive to look for a smooth connection between their private and professional lives, calling for 

greater equal treatment and initiatives that promote work-life balance to address the 

institutional barriers they have to face. 

Women in Nepal's civil service face major challenges in their search for career advancement 

while juggling household responsibilities. Nepalese women nowadays have to cope with 
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changing expectations for both their personal and professional growth. These expectations are 

a sign of how society is evolving due to a variety of causes, including legal reforms, economic 

possibilities, cultural norms, and education. 

Women are expected to pursue the career including the promotions and leadership roles this 

expectation of professional development also demands continuous learning, technological 

advancement in their respective fields and on other hand they are expected to do their 

household work with perfection. Women are expected to contribute to their family’s wellbeing, 

ensuring harmonious and natured home environment also supporting the children and elderly 

contributing to household finances. 

One of the biggest challenges facing female government employees is managing career 

development with domestic responsibilities. There's a delicate balance that needs to be 

managed between the pressure to succeed professionally and take care of their families. 

It frequently appears as though only one of the two—work or home—gets the attention that it 

needs when trying to strike a balance between the two. 

 

…… I have a habit of not getting social involvement so, I give priority to my work. My 

family also don't interfere me on this matter. I think I must focus on work. so other 

social responsibilities don’t affect me. I also don't care what others think towards 

responsibilities don’t women have tough work-life balance but in my case, I feel I am 

Lucky. (Interviewee # R10, Women Official, 17th March 2024). 

 

The speaker feels their ability to maintain a clear distinction between their duties at home and 

their work at the office to be both a benefit and an obligation. They attribute their separation to 

the freedom and support they receive at home, which enables them to focus on their work plans 

with little disruption. Despite highlighting other social duties, the speaker points out their work 

and admits to being less active in social gatherings, emphasizing their commitment to their 

career objectives. They consider themselves lucky in terms of work-life balance as compared 

to the ordinary woman, referring this to their nature and the lack of obligation on household 

chores. Overall, the speaker shows gratitude for their circumstances, and also a commitment to 

setting priorities. 
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4.3 Work Environment Dynamics: 

The workplace dynamic of female civil servants is receiving greater interest in recent years, 

owing to the shifting personality of government organizations and a growing focus on gender 

equality and diversity. Smith et al. (2021) continually highlight disparities in gender and 

challenges that female civil servant face in numerous areas of their work environment. Pay 

disparities, professional growth opportunities, and participation in positions of leadership were 

all reported in studies. In addition, female civil servants frequently face gender bias, and 

prejudice, which may hinder their career growth and well-being. Balance between work and 

life appears as an important stress for female government employees, particularly in terms of 

integrating work and family responsibilities. Balancing secure job schedules with parental 

duties is typically challenging for women, leading to anxiety, fatigue, and feelings of shame or 

inadequacy. Flexible work arrangements along with favorable organizational policies are 

essential for encouraging work-life balance for female government employees. Furthermore, 

the organizational culture of government organizations has an important effect on female civil 

servants’ perspectives. Research shows the value of creating an inclusive and tolerant work 

culture encourages diversity. 

 

When my baby was small, I used to get help from my colleagues and seniors for medical 

care, like vaccinations or doctor appointments. Facilities like child care center and a 

breastfeeding room at work make the work environment so comfortable and good. 

(Interviewee # R1, Women Official, 10th March 2024). 

 

This phrase reflects the workplace's caring atmosphere for employees who are parents, 

especially mothers with young children. It emphasizes the presence of essential assets within 

the office, such as child care and breastfeeding facilities, which greatly decreases the load of 

handling childcare tasks and caring for infants' medical needs. The availability of these 

facilities not only helps with work-life balance, but also improves maternal well-being and job 

satisfaction. Furthermore, the mention of receiving support with medical needs such as 

immunizations and doctor visits shows the employer's commitment to employee health and 

child-friendly practices. Overall, the study emphasizes the importance of workplace support 

systems to tackle the issues that working parents confront while creating a positive and 

welcoming work environment. 
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I experience the absence of flexible time within our workplace policies. With rigid 

working schedules, balancing personal tasks becomes a struggle, leading many of us 

to resort to dishonest tactics to fulfill our obligations efficiently. (Interviewee # R10, 

Women Official, 17th March 2024). 

 

The speaker discusses her own experience at work, where there is no schedule flexibility. 

People fail to manage both their professional and personal obligations since they have to stick 

to rigid work hours. This often causes them and others to turn to dishonesty in order to manage 

everything. It shows how rigid policies can cause stress and make people feel like they have to 

cheat the rules to get tasks done. 

 

In my experience in civil service, there's no option for substitute leave, which means no 

flexibility with time. We have to strictly follow check-in and check-out times at the 

office. Sometimes, because of heavy workloads and late hours, I end up missing the 

check-out time. Despite the attendance system, there's little consideration for the effort 

put in by employees. This lack of flexibility makes it challenging to balance work and 

personal responsibilities effectively. (Interviewee # R6, Women Official, 17th March 

2024). 

 

The speaker addresses the limitations of time management policies in the civil service, stressing 

the lack of substitute leave options and tightly obedience to check-in and check-out rules. Ig 

shows the difficulty of achieving work-life balance due to serious workloads and the strictness 

of attendance evaluation. This lack of flexibility not only impacts individual employees, but it 

further indicates that productivity appraisals may be ineffective. Overall, the speaker's story 

emphasizes the need for more accommodating regulations to improve employees' well-being 

and overall efficiency in the civil service. 

 

There is not a well-managed culture. People easily body-shame and pass judgment to 

females. It feels like mental harassment. I can see even service seekers are also more 

concerned with personal things of females rather than official things. If there are any 
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issues or problems, there is no culture of expressing openly. We have to face, 

individually, no supportive culture. There is a culture of praising the person who has 

power. There is no team work culture. If the result is good, the recognition is taken by 

the senior only, if a mistake is incurred then that was blamed to that person. And if 

there is critical analysis among the team, then there is no coordination among them. 

(Interviewee # R10, Women Official, 17th March 2024). 

 

The statement throws attention on the problematic work environment that prevails in the 

government sector, which includes poor leadership and a lack of focus on addressing urgent 

issues. Body shaming and sexism toward women contribute to an unhealthy atmosphere similar 

to mental harassment. Furthermore, service seekers' focus of personal issues above official 

problems indicates a disregard for professional standards. The lack of an open expression 

environment hinders contact and support among employees, leading to feelings of loneliness. 

Furthermore, a culture of bias toward individuals in positions of power, as well as the tendency 

to blame others for mistakes, increase tensions and weaken teamwork. The absence of 

coordination and incentive for collaboration fosters a loop of inefficiency and low morale, 

ultimately limiting productivity and efficiency within the workplace. 

The experiences provided give a detailed overview of the work environment dynamics 

encountered by female federal officers. R1's evidence highlights the positive impact of 

workplace support systems, such as childcare and lactating facilities, on removing the stress of 

parenting while balancing obligations at work. However, R10 and R6's stories shed light on the 

adverse consequences of strict work policies, which restrict people's capacity to effectively 

manage their lives at work and at home, leading to stress and moral dilemmas. Furthermore, 

the final extract depicts a broader organizational culture within the government sector that is 

characterized by issues of sexism, a lack of leadership, and a blame culture, all of which 

contribute to a toxic work environment typified by low morale and inefficiency. Collectively, 

these stories highlight the importance of establishing policies that encourage and create an 

inclusive work culture to address the particular needs and challenges that female civil servant 

face, along with promoting their well-being and advancement within public sector institutions. 

4.4 Gendered Challenges in Job Assignments: 

There is ample evidence that women experience biased performance evaluations on male-typed 

tasks. A meta-analysis of experimental studies reveals that women in leadership positions 
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receive lower performance evaluations than matched men; this is amplified when women act 

in a stereotypically masculine, that is, agentic fashion (Eagly et al., 1992). Further, in masculine 

domains, women are held to a higher standard of performance than men are. For example, in a 

study of military cadets, men and women gave their peers lower ratings if they were women, 

despite having objectively equal qualifications to men (Boldry et al., 2001). Finally, women 

are evaluated more poorly in situations that involve complex problem solving; in these 

situations, people are skeptical regarding women’s expertise and discredit expert women’s 

opinions but give expert men the benefit of the doubt (Thomas-Hunt and Phillips, 2004). 

 

In my previous organization, many women were barred from working in the gopya 

sakha due to societal expectations of prioritizing childcare and family responsibilities. 

The perception was that women couldn't dedicate the required time due to familial 

obligations. Consequently, it became exceedingly difficult for females to access 

opportunities in this section. However, there were provisions in place, such as 

assigning those with children to less demanding sections, highlighting the systemic 

challenges women face in balancing work and family responsibilities. (Interviewee # 

R9, Women Official, 17th March 2024). 

 

It highlights the need of organizations overcoming systemic obstacles and creating inclusive 

work cultures that help women balance their job and home duties, thus encouraging gender 

equity and equitable access to job opportunities.  

 

 I feel that participation of women in policymaking is quite limited. This is because of 

a patriarchal culture and people's views toward women. Males have informal 

connections with seniors after work. As a result, they are also benefited from this 

information. I have to return home since I have many family duties, therefore I miss out 

on a lot of information. We all know, information is a source of strength. Even if I 

frequently visit the secretary or male supervisors’ room, people may judge me 

improperly, and news may be spread through the paper when someone has an 

unfavorable opinion toward me. People should not set limitations for women and give 

them the opportunity to enjoy their lives as humans. (Interviewee # R7, Women Official, 

17th March 2024). 
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Based on this statement, we can deduce that barriers and challenges hinder women from 

participating in policy making responsibilities. It shows how patriarchal culture and societal 

attitudes encourage gender biases, limiting women to traditional roles and restricting their 

access to informal networks that are essential to gaining valuable information. The statement 

further highlights the societal shame and possible judgment faced by women who attempt to 

break these norms, compounding their segregation from decision-making processes. 

Furthermore, it highlights the societal barriers that limit women's equal opportunities for 

pursuing careers outside of their family responsibilities. The demand for breaking down these 

barriers and providing women with equitable chances reflects the urgent need for cultural 

reform toward gender equality, where women are accepted as human beings with the right to 

pursue achievement.  

 

As being ladies, we have to keep beg for each benefit which the ministry provides 

scooters for women, but men get it rather than the women who are expected to use 

supervisors’ control exists in the facilities. Yes, whatever the system does presents 

difficulties. Coping mechanisms are one of the things we have to deal with since we 

have no other option. Another is the need for enduring power. Having a positive 

mindset is the best way to always avoid disagreements. (Interviewee # R6, Women 

Official, 17th March 2024). 

This comment highlights the systemic barriers and inequities that women face in society. It 

stresses the need of women continuing to ask about their rights and benefits despite the fact 

that they frequently encounter unfair administrative procedures. The fact that the ministry 

provides scooters for women but men receive them instead highlights the painful reality of 

gender inequality even in apparently friendly measures. The statement "the control exists in the 

facilities" indicates a more basic institutional or structural bias that promotes disparities, 

making it difficult for women to access resources and opportunities. Despite these hurdles, the 

quotation underlines the necessity of coping methods and enduring power, demonstrating 

women's resolve and motivation to face and overcome challenges. Furthermore, the idea of 

having an optimistic attitude when managing arguments indicates a technique for maintaining 

mental strength and optimism in spite of persistent challenges. Overall, the interpretation of 

this quote emphasizes the continued struggle for gender equality and women's determination 
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in the face of structural hurdles. 

 

Despite the freedom I have, I constantly find myself competing with male colleagues, 

facing stereotypes and doubts about women's abilities. Balancing numerous 

responsibilities, I'm still expected to prove myself repeatedly. Mistakes often get 

unfairly pinned on my gender, leaving me feeling judged and under pressure. Whether 

I wear makeup or not, I am evaluated. (Interviewee # R10, Women Official, 17th March 

2024). 

 

This story shows how gender-based discrimination is prevalent in the workplace. They 

highlight how women like them must constantly prove themselves to male colleagues, who 

regularly doubt their abilities. Even though they have freedom, women still feel pressure to do 

more and are unfairly blamed for mistakes just because they're women. She also mentions how 

even a woman’s appearance gets judged, whether they wear makeup or not. This highlights 

how gender bias affects women's everyday experiences at work, making it harder for them to 

succeed. 

4.5 Supportive Environment: 

Family support is especially important for female federal servants who have to balance work 

and home duties. Strong support mechanisms are essential because of the specific needs and 

expectations placed on women, as well as social norms regarding caring and family duties.  

The number of women in civil service has been gradually increasing but still their competence 

and skills are not given equal value as that of men. Social and cultural factors play a role in 

shaping of the gender roles. Not only male but also female in the social system are found to 

prefer male over female employees and progress of women is not as easily acceptable as male, 

they do not trust the work of female employees. As a result, the capable women are undermined 

and underestimated, nepotism and favoritism which is found to be deep rooted creates barrier 

towards empowerment of women in civil service 

However, in particular, within the Nepali civil service, the government has been working to 

uplift women and lessen the gender gap. Within the framework of international human rights 

law that protects women's equality and rights, Nepal has signed 23 treaties (CARE, 2015).In 

various ways interviewees described the supportive environment and community.  
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Managing the expectations of motherhood and a job in a society that hardly ever 

provides women the freedom they deserve, while carrying the burden of social criticism 

and the worry that I won't be there to see my kid reach her milestones. When she's sick, 

I have to take care of her and make time for her schoolwork and exams. I was without 

a vehicle at that time so, I must therefore take two buses at night to return home and 

also accept a transport from a male coworker. I was therefore afraid of what people 

would think of me. Time constraints are another. We must also go to the field outside 

the valley. (Interviewee # R6, Women Official, 17th March 2024). 

It explains difficulties of combining the duties of home and a successful career within a social 

boundary that limits women's rights and choices. It highlights the impact of social standards 

and norms, which contribute to the fear of social disagreement. Also, it focuses light on the 

real challenges that working mothers face, especially difficulties like time and travel. These 

issues are worsened by the mental challenge of managing the constant balancing of 

responsibilities, with the others expressing fear over missing critical stages in her child's 

growth. 

 

I have freedom and motivation from my family as my parents have only daughters. They 

are supportive and understanding. In my previous office, colleagues also supported me 

in my studies. Currently, I am working with a female supervisor, she is also very 

supportive (Interviewee # R9, Women Official, 17th March 2024). 

 

Encouraging women in a workplace in which assistance and motivation are available is a must. 

The women officials experience highlights the importance of family and professional support 

in achieving work life balance. Our Society prefers men over women. Those whose families 

support them continuously help them to stay focused and motivated and friendship in 

organization are very important that helps the women officials to manage their home and office 

and maintain balance. 

 

I feel lucky as I get support from my colleague and supervisor. I am little introvert. As 

I can see extrovert female are so expressive and such women are not accepted by our 
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society. People show fake respect in front of such woman but people do backbite about 

them. In my opinion it is very hard to go ahead to woman in this society. (Interviewee 

# R6, Women Official, 17th March 2024). 

 

Support of family and the community is a plus point for everybody, women officials are seen 

expressing their gratitude for the support they have received from their families as well as their 

colleagues and managers at work.  

 A sense of gratitude for the support they have received from colleagues and managers at work, 

which is especially significant given their introverted personality. Officials’ viewpoint 

emphasizes the difficulties women have in advancing in society, implying that the societal 

norms and judgments they confront make it harder for them to progress. In the context of 

supportive environment  

 

I really feel a big difference when people support and trust my capacity. I get 

encouragement and mentorship from my seniors and support from my colleagues, 

family and relatives that helps to boost my talent. I believe that comfort in one's role is 

guaranteed and growth is certain when support is available. (Interviewee # R4, Women 

Official, 10th March 2024). 

 

Overall, the examination examines the intricacies of gender dynamics and cultural 

expectations, notably in terms of women's behavior and advancement. Societal expectations, 

and Nepal's professional surroundings, highlighting the particular challenges that women face 

in finding a balance between work and family life. These stories show a social trend towards 

male dominance in job settings and constant underestimation of women's skills, regardless of 

view of the gradual increase in female representation within the civil service. Furthermore, 

these women's stories highlight the essential part that supportive networks play in overcoming 

these obstacles, both at family and at work. In addition to allowing women to pursue careers in 

despite social and cultural norms, this kind of support creates an atmosphere that is beneficial 

to both professional development and personal well-being. 

It is necessary to establish and maintain environments that are supportive of female staff in 

Nepal. In addition to offering help in tackling the challenges caused by rooted social norms 
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and gender biases, these support systems are crucial in enabling women to succeed in the 

workplace. The government's efforts to promote the rights of women through international 

agreements while decreasing the gender gap are good steps. The examples told highlight that 

the true impact of these programs, however, is felt in the regular acts of encouragement and 

support from mentors, family, and coworkers. In addition to acknowledging women's 

contributions and abilities, these settings open the door for a more diverse and equal public 

service where women can follow their career without the fear of being judged or the limitation 

that is imposed by the traditional gender roles. 

Family support (FS) comes from an employee’s parents, siblings, spouse, partner, children, and 

so on. Depending on the nature of the professional demands of an individual, his/her family 

demands may change and, in some cases, family members assist him/her to solve his/her life 

issues (Chavan, Murthy & Reddy, 2021). Research demonstrated that support from 

home/family results in employee satisfaction at work, their physical and psychological 

wellbeing that in turn resolves the conflicts between work and non-work life of employees 

(Chavan et al., 2021; French, Dumani, Allen & Shockley, 2018). When people find family 

pressure instead of support, they cannot do better in their family and serve efficiently in their 

jobs too (Chavan et al., 2021). Reasonably, family support plays a vital role in reducing job 

stress, which consequences employee wellbeing (Nayak & Sharma, 2018). 

Research indicated that family support is associated with an individual’s well-being and life 

satisfaction (Chavan et al., 2021). Sharma et al.,(2019)opined that an employee with full 

support from the organization, but until and unless having family support cannot enjoy a 

balanced life. Besides, people can manage their professional as well as personal lives with the 

assistance of their family members (Maragatham et al., 2017). Scholars have found the 

influence of family/home support on the work-life balance (Chavan et al., 2021; French et al., 

2018; Sharma et al., 2019; Sripo, Kaewpan, Kalampakorn & Sillabutra, 2019). Therefore, Sripo 

et al. (2019), suggested ‘family support’ to the development of WLB programs for employees. 

4.6 Stress Management 

According to research, female workers have high levels of stress due to role conflict such as in 

home and in the organization. These stressors have a negative impact not only on their physical 

health but also on their mental health, increasing the risk of depression, anxiety, and stress. 

Further, work-related stress can degrade family bindings and result in limited involvement in 

social activities.  
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I had to work far from my home due to posting in different places, I had to move my 

children around a lot. But because my job kept changing locations, it was hard for them 

to settle in one school. Eventually, I had to live away from them, which made me really 

sad. I missed out on being with my kids because of my job, and it made me feel really 

lonely and upset. (Interviewee # R8, Women Official, 17th March 2024). 

The above quote shows how difficult it is for a parent, especially a mother, when their career 

demands them to leave their hometown. It makes it harder for the children to settle into one 

school and have a stable life. Because of her employment, the mother is forced to live far away 

from her children, which makes her deeply sad and lonely. She misses out on time with her 

children because of her work, making her feel guilty. This case demonstrates how difficult it 

may be for mothers who must make compromises for their careers in addition to wanting to be 

present for their children.  

 

I feel overloaded with work and tasks at home causing stress and fatigue. I want 

something different to break up the usual. However, with so much to do at work and at 

home, I find time to relax is challenging. It's like an ongoing effort to find some peace 

of mind. (Interviewee # R1, Women Official, 10th March 2024). 

This saying simply conveys the difficult effects of both professional and personal 

commitments, which create exhaustion and stress. It recognizes the desire for a break from 

everyday life feeling of boredom, but also realizes the difficulties in finding time for relaxation 

among the continuous demands of work and home. The symbolic picture of the desire of peace 

as an ongoing war highlights the ongoing work required to efficiently handle tension. In 

general, it highlights the importance of recognizing and handling stressors, as well as actively 

seeking periods of a break, in order preserve mental wellness in the face of hectic schedules 

defined by heavy workloads and home chores. 

Everyone acts differently under difficult situations. Individuals have different ways of coping 

and signs of stress. Over time, many people feel less stress as their situation improves or they 

develop emotional coping skills. Managing stress effectively allows you to break free from the 

control of stress in your life, enabling you to be healthier, happier, and more successful. The 

ultimate goal is to live a balanced life with sufficient time for job, family, leisure, and fun—as 

well as the courage to handle pressure and face difficulties head on. However, stress 
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management is not one-size-fit.  

 

 I feel stressed when work and home issues pile up. That's why I make meditation a 

daily habit—to find calm in the stress. (Interviewee # R4, Women Official, 10th March 

2024).  

 

It shows how common factors from work and home can build up. Instead of allowing stress of 

work and home over power, the person finds relief through meditation. It's like their main 

strategy for calming oneself when situations are not right. This emphasizes the importance of 

stress management measures, showing that even basic habits like meditation can make an 

important effect in handling daily stresses and finding moments of calmness.  

 

Every day is not the same. Sometimes I feel irritated, but I practice meditation, which 

has helped me a lot.  I have children, and I try to keep myself and my temper under 

control. I have tried, and it works well for me. It helps me to develop patience and stay 

calm (Interviewee # R3, Women Official, 10th March 2024). 

 

Managing work and life is the tough job to do, for this self-management techniques can also 

be applied like workout, or meditation or being engaged in some hobbies and interest which 

helps to release the tension and maintain the calmness. This is beneficial for both the physical 

and mental health as well as to the families and the organization where we work.  Meditation 

has a practical value in overcoming daily challenges and feelings. It shows a realistic 

understanding of human emotions by allowing a variety of experiences and also the 

inevitability of occasional irritation. The commitment of getting up early for meditation reveals 

a proactive approach to self-care and prioritizing mental well-being first despite an active life. 

Yoga provides a source for mental and physical strength, self-awareness, inner peace, calmness 

and patience. 

 

 I feel less pressure and stress to manage my work-life balance in this current 

organization due to less workload in comparison to working at the local level. When I 

wasn't married, it was simpler to deal with rather than married. I feel at ease here, with 
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less work and a more comfortable schedule. (Interviewee # R8, Women Official, 17th 

March 2024). 

 

This shows how the job-related and individual circumstances influence how to manage work 

and life. Furthermore, evidence suggests that personal factors such as marital status may impact 

this balance. As a whole, it shows that finding balance requires a combination of workload and 

personal circumstances. So personal situations also affect the capacity of workload and stress.  

 

I love taking on stress because it helps me to grow. I feel proud when I am able to deal 

with challenges. What other people think does not matter to me, it’s about my own 

satisfaction (Interviewee # R10, Women Official, 17th March 2024). 

 

This shows that challenges can be perceived as opportunities for personal growth rather than 

feeling it as a problem. So, we can use stress in a positive way for productivity and self-

improvement. 
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Chapter 5 

Discussion, Conclusion and Recommendations  

5.1Discussion: 

The priority and way of balancing work life balance of women differs on different phases of 

life of women. Single or unmarried women may have priority for their career growth even 

different social expectation and work discrimination may bother them. Married without kids 

have to fulfill their domestic duties and official task also need supportive environment for their 

success. Making the transition to being a parent gives new obstacles as handling work and 

childcare become essential. As the kids grow, married mothers may face additional challenges 

in managing teenagers and maintaining their careers. Developing a positive work atmosphere 

with flexible regulations is essential for facilitating work-life balance during all stages of life. 

Proper time management and the coordination of work and personal life develop as major 

issues in the discussion regarding female officials' work-life balance. Women often have 

challenging careers, personal goals, and domestic duties, needing effective strategies like 

planning and adaptability at work. Yet, rigid policies at work and social norms may increase 

the problem, highlighting the value of an organization's support and cultural change. In 

addition, gender disparities in duties and work environments lead to variations in career growth 

and satisfaction at work among female civil servants, highlight the importance of removing 

bias to establish inclusive workplaces. 

Female life balance needs achievement in work and domestic duties. Women struggle to do 

well in jobs despite handling housework, which requires careful planning and support systems. 

However, organizational barriers such as discrimination based on gender and a lack of chances 

for growth hinder female growth, which causes actions that foster equality and work-life 

balance. Similarly, female public servants' stress-management behaviors highlight the 

necessity to handle conflicts about roles and carrying out efforts that minimize workplace 

stressors, that contributes to higher wellness at work. 

Also, women's work-life balance is greatly improved by a supportive environment which 

includes both family and organizational support. Workplace support, such as flexible policies 

as well cultures, is essential for creating gender equity and equal participation in opportunities, 

whereas family support is important for handling both the demands of work and home. It is 

vital to work jointly to build a fairer and more equal workplace for female civil servants 

regardless of institutional challenges and social biases, women seek strength in support 
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systems, both at family and at work. 

Looking at our findings with those from other studies shows that women in government jobs 

still have difficulties finding a balance between their professional and private lives. As past 

studies have stated, there exist issues such as pay gaps, obstacles to professional development 

for women, and bias against women in jobs. These results are backed by our study, which 

shows that female civil servants face problems like stress, challenging duty circumstances, and 

unequal job assignments. Organizations have to change their practices to help women in 

handling their work and home lives. Some modifications they might think about are offering 

flexible scheduling, creating a friendly work the environment, and creating equity regulations. 

The main thing to be obtained from all of this is that enhancing the condition of women 

employees by government organizations could be achieved in numerous ways. Leaders and 

policymakers should prioritize creating spaces where women feel respected and valued in 

addition to enhancing flexibility of work hours. By achieving this, organizations may improve 

overall efficacy and assist women in getting healthier and happier in their job. To make it 

possible for women to deal with the challenges of their jobs effectively, it's also vital to support 

them with dealing with stress. In ultimately, one may improve jobs fair and friendly for all by 

making those changes. 

A healthy and equitable working environment should be developed by empowering women to 

take an initiative in their personal growth and to foster it within the context of work-life 

balance. Building a culture of continuous learning and growth is a means to encourage women's 

independence in this area. Women who have the opportunity to use facilities like seminars, 

mentorship programs, trainings and online courses are inclined to seek out for potential for 

career growth and personal growth. In addition, supporting women to focus on individual 

development goals will create a network of colleagues around whom they might share, ask 

help, share perspectives. For this it is necessary to put their physical and mental health .one 

should set boundaries so that they can be felt disturbed by external factors. first while achieving 

their career goal. In addition, organization should play motivating role to inspire them for 

ownership and self-development. There should be culture that acknowledges and encourages 

women's independence and responsibility in their professional and personal growth paths. 

5.2 Conclusion: 

Issues relating to the factor affecting women civil servants for achieving work life balance have 

been discussed, analyzed and explained. For female government officials, finding a work-life 
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balance is a challenging issue, particularly in countries such as Nepal. Several significant 

aspects become clear from our analysis and conversations as being essential to understanding 

and solving this problem. First of all, women are often subjected to excessive pressure from 

society norms and traditional gender roles, which forces them to balance work and home 

obligations. This restricts not just their physical and emotional health but also their ability to 

advance in their careers. 

The work-life balance of women varies depending on their life stages, with single or unmarried 

women prioritizing career growth and women having to balance their domestic duties and 

official tasks. Developing a positive work atmosphere with flexible regulations is crucial for 

facilitating work-life balance. Effective time management and managing career and private life 

are key issues for female employees, who often face obstacles in their career activities, goals, 

and duties at home. Female progress is hindered by organizational challenges, such as gender 

discrimination and an absence of growth opportunity. 

Finding a healthy balance between job and family duties is vital for women, but institutional 

barriers such as a gender-based disparities in pay and prejudice in jobs hamper their growth. In 

order to aid women in handling their jobs with their families, organizations must introduce 

innovative practices that encourage equality, allow time flexibility, and build an enjoyable 

work ambiance. 

Leaders and lawmakers should put a high priority to encourage women to take an active role 

in their own growth as individuals by promoting time flexibility, and creating environment 

where women can get acknowledged and valued. Women can achieve their goals with a culture 

of continuous learning attitude and getting facilities like trainings, seminars, online courses, 

and mentorship programs. Women also should their limit and boundaries so that they cant get 

affected by external factors which can hamper their mental strength. 

5.3 Recommendation 

For Women employed in civil service or anywhere else to create a positive work life balance, 

family, society, government, policy makers and women themselves must take an active part. 

This research gives some perspectives on different encounters of women officials experienced 

in the Nepali civil service organizations that may be used as a guideline for gender research in 

the future Therefore, the following recommendations are proposed to address these challenges 

and promote a healthier work life balance. 

• There should be shared responsibilities at home among family members, especially 
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between the partners to uplift the burden that has been placed on women since we know 

of. Families are also highly appreciated if they could empathize with the female in their 

household by offering emotional and psychological support recognizing the stress and 

pressure they might feel. Striving to change social norms and societal expectations that 

define gender roles, particularly those that restrict women's roles to the home adds up 

some help. 

• In modern society, roles and responsibilities need to be redefined, especially when it 

comes to raising children. The idea that raising a kid is not just the mother's job but also 

a national and social responsibility must be embraced. Growing up to be an adult who 

is capable of taking care of others is not just a personal accomplishment but also 

beneficial to the success and advancement of the country. Hence, in order to incorporate 

this dynamic into the fabric of our society norms, policymakers must have a thorough 

grasp of it  

 

• There should be adequate support and facilities at work place to meet the needs of 

female employees, including menstrual hygiene products, clean restroom facilities, and 

support for employees transitioning into parenthood. It helps to reduce stress levels and 

promote overall well-being among female civil servants. 

 

• Flexible work arrangement helps to address the special challenges faced by female 

officials such as adjustment to new environments, cultural differences and family 

obligations which helps to reduce stress during and after pregnancy. 

 



41 

 

References 
 

Adusah-Karikari, A., & Ohemeng, F. L. K. (2014). Representative bureaucracy in the public 

service? A critical analysis of the challenges confronting women in the civil service of Ghana. 

International Journal of Public Administration, 37(9), 568-580. 

Aryee, S., Srinivas, E. S., & Tan, H. H. (2005). Rhythms of life: antecedents and outcomes of 

work-family balance in employed parents. Journal of applied psychology, 90(1), 132. 

Banik, S., Akter, K. M., & Molla, M. S. (2021). Impact of organizational and family support 

on work-life balance: Empirical research. Business Perspective Review, 3(2), 1-13. 

Baral, R., & Bhargava, S. (2011). Predictors of work‐family enrichment: Moderating effect of 

core self‐evaluations. Journal of Indian Business Research, 3(4), 220-243. 

Baral, R. (2019). Comparing the situation and person-based predictors of work–family conflict 

among married working professionals in India. Equality, Diversity and Inclusion: An 

International Journal, 39(5), 479-495. 

Bhalla, S., & Kaur, R. (2011). Labor force participation of women in India: some facts, some 

queries. 

Boldry, J., Wood, W., & Kashy, D. A. (2001). Gender stereotypes and the evaluation of men 

and women in military training. Journal of social issues, 57(4), 689-705. 

Bonet, R., Cruz, C., Kranz, D. F., & Justo, R. (2013). Temporary contracts and work—family 

balance in a dual labor market. ILR Review, 66(1), 55-87. 

Chandra, K. (Ed.). (2012). Constructivist theories of ethnic politics. Oxford University Press. 

Chitnis, P. R., & Thornber, J. P. (1988). The major light-harvesting complex of photosystem 

II: aspects of its molecular and cell biology. Molecular Biology of Photosynthesis, 259-281. 

Chowdhury, R., Sinha, B., Sankar, M. J., Taneja, S., Bhandari, N., Rollins, N., ... & Martines, 

J. (2015). Breastfeeding and maternal health outcomes: a systematic review and meta‐analysis. 

Acta paediatrica, 104, 96-113. 

Clarke, H. J., Khan, T. N., & Siddique, K. H. (2004). Pollen selection for chilling tolerance at 

hybridisation leads to improved chickpea cultivars. Euphytica, 139, 65-74. 

Creswell, J. W., & Zhang, W. (2009). The application of mixed methods designs to trauma 

research. Journal of Traumatic Stress: Official publication of the international society for 



42 

 

traumatic stress studies, 22(6), 612-621. 

Dyson, T. (2001). The preliminary demography of the 2001 census of India. Population and 

Development Review, 27(2), 341-356. 

Eagly, A. H., Makhijani, M. G., & Klonsky, B. G. (1992). Gender and the evaluation of leaders: 

A meta-analysis. Psychological bulletin, 111(1), 3. 

Einav, L., Knoepfle, D., Levin, J., & Sundaresan, N. (2014). Sales taxes and internet commerce. 

American Economic Review, 104(1), 1-26. 

Eby, L. T., Casper, W. J., Lockwood, A., Bordeaux, C., & Brinley, A. (2005). Work and family 

research in IO/OB: Content analysis and review of the literature (1980–2002). Journal of 

vocational behavior, 66(1), 124-197. 

Frone, M. R., Yardley, J. K., & Markel, K. S. (1997). Developing and testing an integrative 

model of the work–family interface. Journal of vocational behavior, 50(2), 145-167. 

Geurts, S. A., & Sonnentag, S. (2006). Recovery as an explanatory mechanism in the relation 

between acute stress reactions and chronic health impairment. Scandinavian journal of work, 

environment & health, 482-492. 

Greenhaus, J. H., Collins, K. M., & Shaw, J. D. (2003). The relation between work–family 

balance and quality of life. Journal of vocational behavior, 63(3), 510-531. 

Guest, D. E. (2002). Perspectives on the study of work-life balance. Social Science Information, 

41(2), 255-279. 

Hasib, A., Singh, B., & Tanwar, V. (2022). An Assessment Women Teachers' Work-Life 

Balance in Higher Education Institutions. International Journal for Global Academic & 

Scientific Research, 1(4), 17-29. 

Irfan, S. M., Hussain, T., & Yousaf, I. (2009). Organizational culture: Impact on female 

employees’ job performance. Journal of Quality and Technology Management, 5(2), 1-16. 

Ismail, W. K. W., Omar, R., & Bidmeshgipour, M. (2010). The Relation of Strategic Human 

Resource Practices with Firm Performance: Considering the Mediating Role of Resource 

Based View. Journal of Asia Pacific Studies, 1(3). 

Johnson, A. (2022). The Adverse Effects of Stress on Women's Work-Life Balance: A 

Literature Review. Journal of Gender Studies, 12(3), 245-267. 

Johnson, A., Smith, B., & Martinez, E. (2020). Strategies for Efficient Time Management and 



43 

 

Work-Life Integration among Female Civil Servants. Journal of Public Administration 

Research and Theory, 30(4), 567-589. 

Karim, M. R. (2015). Factors influencing work-life balance among the civil servants of 

Bangladesh with an emphasis on women professionals: A study at the Ministry of Public 

Administration. Afro-Asian Journal of Social Science, 6(1), 1-23. 

Kofodimos, J. R. (1993). Balancing act: How managers can integrate successful careers and 

fulfilling personal lives. Jossey-Bass. 

Lakshmi, N., & Prasanth, V. S. (2018). A study on work-life balance in working 

women. International Journal of Advanced Multidisciplinary Scientific Research, 1(7), 76-88. 

Manandhar, S. (2015). An impact of role conflict on work life balance and career success in 

the hospitals. PYC Nepal Journal of Management, 6, 8, 1-8. 

Marks, S. R., & MacDermid, S. M. (1996). Multiple roles and the self: A theory of role balance. 

Journal of Marriage and the Family, 417-432. 

Martinez, E., Johnson, A., & Smith, B. (2021). Organizational Support and Work Culture: 

Facilitating Work-Life Balance for Female Civil Servants. Public Administration Review, 

81(3), 401-423. 

McKinlay, C. J., Alsweiler, J. M., Anstice, N. S., Burakevych, N., Chakraborty, A., Chase, J. 

G., ... & Harding, J. E. (2017). Association of neonatal glycemia with neurodevelopmental 

outcomes at 4.5 years. JAMA pediatrics, 171(10), 972-983. 

Merriam, S. B. (1998). Qualitative Research and Case Study Applications in Education. 

Revised and expanded from" Case Study Research in Education.". Jossey-Bass Publishers, 350 

Sansome St, San Francisco, CA 94104. 

Mooney, R. J., & Roy, L. (2000, June). Content-based book recommending using learning for 

text categorization. In Proceedings of the fifth ACM conference on Digital libraries (pp. 195-

204). 

Myers, T. A., & Crowther, J. H. (2009). Social comparison as a predictor of body 

dissatisfaction: A meta-analytic review. Journal of abnormal psychology, 118(4), 683. 

Nadeem, M. S., & Abbas, Q. (2009). The impact of work life conflict on job satisfactions of 

employees in Pakistan. International Journal of Business and Management, 4(5), 63-83. 

Nath, D., Venkat Ratnam, M., Patra, A. K., Krishna Murthy, B. V., & Bhaskar Rao, S. V. 



44 

 

(2010). Turbulence characteristics over tropical station Gadanki (13.5 N, 79.2 E) estimated 

using high‐resolution GPS radiosonde data. Journal of Geophysical Research: Atmospheres, 

115(D7). 

Nayak, P., & Sharma, N. (2018). MANAGING FACULTY’S WORK-LIFE BALANCE IN INDIAN 

BUSINESS SCHOOLS. Teorija in Praksa, 55(3). 

Newaz, M. T., & Zaman, F. K. (2012). Work-life balance: Is it still a new concept in the private 

commercial banking sector of Bangladesh. International Journal of Research Studies in 

Management, 1(2), 57-66. 

Orb, A., Eisenhauer, L., & Wynaden, D. (2001). Ethics in qualitative research. Journal of 

nursing scholarship, 33(1), 93-96. 

Peräkylä, A. (1997). Conversation analysis: a new model of research in doctor–patient 

communication. Journal of the Royal Society of Medicine, 90(4), 205-208. 

Pokhrel, P. (2020). Women at the Decision-making Level in Nepalese Civil Service: Impacts 

of Culture. 

Rajadhyaksha, U., & Smita, S. (2004). Tracing a timeline for work and family research in India. 

Economic and Political Weekly, 1674-1680. 

Rao, T. S., & Indla, V. (2010). Work, family or personal life: Why not all three? Indian journal 

of psychiatry, 52(4), 295-297. 

Rendon, R. A. (2016). Work-life balance among working married women: What social workers 

need to know. 

Ross, S. A. (1977). The determination of financial structure: the incentive-signaling approach. 

The bell journal of economics, 23-40. 

Schulz, R., Tompkins, C. A., & Rau, M. T. (1988). A longitudinal study of the psychosocial 

impact of stroke on primary support persons. Psychology and aging, 3(2), 131. 

Sharma, A., Mor, S., Garg, R., Chhikara, R., Pal, A., & Narula, S. (2023). Work-life-study 

balance and executive education: Case of India. Millennial Asia, 14(1), 127-149. 

Shujat, S., & Bhutto, F. (2011). Impact of work life balance on employee job satisfaction in the 

private banking sector of Karachi. IBT Journal of Business Studies (JBS), 7(2). 

Smith, B., & Martinez, E. (2019). The Role of Flexible Work Arrangements in Balancing Work 

and Life: Insights from Female Civil Servants. Public Personnel Management, 48(2), 245-267. 



45 

 

Smith, J., Williams, A., Brown, K., & Davis, L. (2018). The Efficacy of Stress Management 

Techniques in Improving Work-Life Balance: A Meta-Analysis. Journal of Applied 

Psychology, 40(2), 201-218. 

Stake, R. E. (1995). The art of case study research. sage. 

Stake, R. E. (2005). Qualitative case studies. 

Thomas-Hunt, M. C., & Phillips, K. W. (2004). When what you know is not enough: Expertise 

and gender dynamics in task groups. Personality and Social Psychology Bulletin, 30(12), 1585-

1598. 

Uzochukwu, A. C., Iyke-Ofoedu, M. I., & Obiora, O. A. (2023). Effect of work-life-balance 

on organizational performance in Banking Industry in Nigeria. International Journal of 

Advanced Multidisciplinary Research and Studies, 3(2), 209-216. 

Yin, R. K. (2003). Designing case studies. Qualitative research methods, 5(14), 359-386. 

Yishai, Y., & Cohen, A. (1997). Representative bureaucracy: Women in the Israeli senior civil 

service. Administration & Society, 28(4), 441-465. 

  



46 

 

Annex-1 
 

Checklist 
 

 

Name: 

Age: 

Marital status: 

Educational background: 

How many years have you been working as a civil servant: 

Position: 

Organization: 

 

• How would you define work-life balance personally? 

• From your perspective, how important is achieving work-life balance in your life and 

career? 

• What is the organizational culture like in your workplace? 

• To what extent does it support initiatives for work-life balance? 

• Can you share any experiences or examples of flexible work arrangements, childcare 

support, or other relevant policies in your organization? 

• What are the main challenges you face in balancing your work and personal life? and 

why? And how do you manage it? 

• Could you describe any specific stressors related to your workload, job demands, or 

family responsibilities? 

• How do you typically manage your work-life balance effectively? 

• Do you seek support from colleagues, supervisors, family, or other sources, and if so, 

how? 

• In your opinion, how does work-life balance influence career advancement 

opportunities and professional development? 

• How much support do you receive from your family and community regarding work-

life balance? 

• What suggestions do you have for organizations and policymakers to better support 

women civil servants in achieving a healthy work-life balance? 

• Is there anything else you would like to add or share before we conclude the interview? 

 


