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| ABSTRACT

This study aimed to investigate the effects of decision-making and work-life balance on female employee’s
productivity in the RMG industry of Bangladesh, with a focus on the mediating role of work motivation. Data were
collected from female employees in the RMG industry through a survey questionnaire, and statistical analyses were
conducted to test the relationships between the variables. A total of 385 female employees were examined and
then empirically tested using Smart PLS for data analysis. The findings of the study revealed that both decision-
making and work-life balance positively influenced female employee’'s productivity in the RMG industry.
Additionally, work motivation was found to mediate the relationship between decision-making, work-life balance,
and female employee’s productivity. These results have significant implications for both policymakers and
practitioners in the RMG industry. The findings suggest that efforts to improve decision-making opportunities and
work-life balance for female workers can lead to increased female employees' productivity and that fostering work
motivation can further enhance this process. By prioritizing these factors, stakeholders in the RMG industry can
create a more productive and inclusive work environment for female employees.
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1. Introduction

The Ready-Made Garments (RMG) industry in Bangladesh is one of the largest contributors to the country's
economy, employing a significant number of female employees in various roles. However, currently, the RMG
industry is facing a big challenge with respect to female employees’ productivity. As a result, production of the RMG
industry is very low and foreign currency earnings are comparable in less than before. However, these female
employees face numerous challenges in the workplace, including decision-making responsibilities and maintaining
a healthy work-life balance.

Most workers in Bangladesh’s ready-made sector are female employees. This is not unique to Bangladesh;
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worldwide, the industry tends to rely on low-paid female labor to compete and maximize profits in a highly
competitive global market. In the 1980s and 1990s, employees estimated that 90 percent of apparel workers were
female employees (employees of the Bangladesh Garment Manufacturers and Exporters Association (BGMEA)(2024),
and 80 percent of the 4 million workers (that is, 3.2 million workers) in its employees. According to a recent report
on employees by the Asian Center of Development (2020), the RMG sector provides employment to more than 4.4
million people, and the male-female ratio is 41: 59.

The export of ready made garments (RMG) witnessed a slight growth of 3.67% in 2023 to $47.39 billion, up from
$45.71 billion in 2022, according to data from the Export Promotion Bureau (EPB). The industry that has been
making a crucial contribution to rebuilding the country and its economy is none other than the ready-made
garment (RMG) industry, which is now the single biggest export earner in Bangladesh. The sector accounts for 83%
of the country's total export earnings (BGMEA, 2023).

There are several studies on employee productivity in various disciplines in different countries (Abdelwahed et al,
2023; Felstead & Reuschke, 2023; Muchsinati et al., 2024). There is a dearth of studies that have distilled female
employees' productivity, which is the dependent variable in this research. Additionally, none of these previous
studies were conducted in the Gazipur district of Bangladesh in the context and, hence, the gap that the current
study fills.

The decisions made by female employees in the RMG industry can have a significant impact on their productivity.
Making effective decisions requires careful consideration of various factors, such as market trends, production
processes, and resource allocation. When female employees are able to make informed decisions, they are more
likely to contribute positively to the company's bottom line and enhance productivity.

Additionally, maintaining a healthy work-life balance is crucial for female employees in the RMG industry. Balancing
work responsibilities with personal and family commitments can be a significant challenge, leading to stress,
burnout, and decreased productivity. When female employees are able to achieve a balance between work and
personal life, they are more likely to be motivated, engaged, and productive in their roles.

Work motivation plays a crucial role in determining the productivity levels of female employees in the RMG
industry. Motivated employees are more likely to be engaged in their work, set and achieve goals, and contribute
positively to the organization. When female employees are motivated to excel in their roles, they are more likely to
make effective decisions, maintain a healthy work-life balance, and ultimately enhance their productivity.

The study aims to examine the effects of decision-making and work-life balance on the productivity of female
employees in the RMG industry of Bangladesh, with a focus on work motivation. By understanding the relationships
between these factors, we can provide insights into how organizations can support female employees in the RMG
industry to enhance their productivity and overall well-being.

2. Literature Review

2.1 Relationship between Decision Making and Productivity

According to the theory of planned behavior (Ajzen, 1991), behaviors are influenced by intentions, which are
determined by three factors: attitudes, subjective norms, and perceived behavioral control. There is a strong
relationship between decision-making and productivity among female employees in the Ready-Made Garments
(RMG) industry. Research and literature suggest that when female employees are given more autonomy and
decision-making power within their roles, they tend to be more productive and efficient in their work.

Several studies have shown that female employees who are involved in decision-making processes, whether it be at

the individual, team, or organizational level, are more likely to perform better and contribute positively to
productivity (Alyammahi et al., 2020; Charles et al., 2021; Saez et al., 2022;) This is because when female employees
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have a say in how tasks are completed, they can apply their knowledge, skills, and creativity to find innovative
solutions and improve processes.

Additionally, research has shown that diverse teams with a good gender balance in decision-making roles tend to
be more successful and achieve better results. By including female employees in the decision-making process,
companies in the RMG industry can benefit from different perspectives, ideas, and approaches that can lead to
better outcomes and increased productivity. Based on these explanations, the following is the research's hypothesis:

Hypothesis 1: Decision making is positively related to productivity.

2.2 Relationship between Work life-Balance and Productivity

In the context of work-life balance and productivity, the theory of planned behavior (George, 2004) suggests that an
individual's beliefs and perceptions about their ability to balance work and personal life will impact their
productivity. The relationship between work-life balance and productivity of female employees in the Ready made
Garments (RMG) industry has been a topic of interest in academic literature. Several studies have explored how
work-life balance affects the productivity of employees working in the industry (Ngozi & Chinelo, 2020;
Roopavathi & Kishore, 2021; Harahap & Ramli, 2023). Research has shown that when female employees are able to
maintain a healthy work-life balance, they are more likely to be satisfied with their jobs and experience higher levels
of well-being. This, in turn, has a positive impact on their productivity and performance at work.

Additionally, work-life balance has been found to have a significant impact on women's mental and physical health.
Female employees who experience high levels of work-life conflict are more likely to experience stress, anxiety, and
burnout, which can negatively impact their productivity. On the other hand, female employees who are able to
effectively balance their work and personal lives are more likely to experience lower levels of stress and better
overall health, which can lead to higher productivity at work.

The study suggests that there is a strong relationship between work-life balance and the productivity of female
employees in the RMG industry. By promoting work-life balance initiatives and supporting female employees in
effectively managing their work and personal lives, organizations can help enhance the productivity and well-being
of their female employees. Based on these explanations, the following is the research hypothesis:

Hypothesis 2: Work life -Balance is positively related to the productivity of female employees.

2.3 Relationship between Decision Making and Work motivation

The relationship between decision-making and work motivation in the Ready-Made Garments (RMG) industry can
be better understood through the theory of planned behavior. This theory states that individuals' intentions to
perform a certain behavior are influenced by three main factors: attitude towards the behavior, subjective norms,
and perceived behavioral control. These factors, in turn, are influenced by individual beliefs and perceptions
(Conner, 2020).In the context of the RMG industry, decision-making plays a crucial role in various aspects of the
business, from production planning to marketing strategies. Employees at all levels of the organization are required
to make decisions that can impact the overall performance and success of the company. Therefore, work motivation
becomes a critical factor that influences decision-making processes. Employees who are motivated to perform well
in their roles are more likely to make informed and effective decisions (Blaskova et al., 2018; Habanik et al., 2020).
High levels of work motivation can lead to greater levels of commitment and engagement, which can positively
impact the quality of decision-making within the organization (Putra & Ali, 2022). On the other hand, employees
who lack motivation may struggle to make decisions that are in the best interest of the company.

Recent literature in the field of organizational psychology and management has increasingly focused on the
relationship between decision-making and work motivation in different industries, including the RMG industry.
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Studies have identified various factors that influence employees' motivation and decision-making, such as
leadership styles, organizational culture, and job satisfaction (Rolls, 2023; Salamone & Correa, 2024).
Based on these explanations, the following is the research's hypothesis:

Hypothesis 3: Decision making is positively related to the productivity of female employees.

2.4 Relationship between Work Life Balance and Work Motivation

The Theory of Planned Behavior (TPB) can help explain the relationship between these two factors (Sniehotta, 2009).
The TPB posits that an individual's behavior is influenced by their attitudes, subjective norms, and perceived
behavioral control. In the context of work-life balance and work motivation, this means that an individual's actions
and decisions regarding their work-life balance and work motivation are influenced by their beliefs, perceptions,
and attitudes.

In the RMG industry among female employees, achieving work-life balance can positively impact work motivation.
When employees feel that they have a healthy balance between their work and personal life, they are more likely to
feel motivated and engaged in their work (Aliasah et al., 2020; Thamrin & Riyanto, 2020). This is because a balanced
lifestyle helps reduce stress, increase job satisfaction, and enhance overall well-being, leading to higher levels of
motivation and performance. Conversely, when female employees feel overwhelmed or stressed due to an
imbalance between work and personal life, their work motivation may suffer. This can lead to decreased job
satisfaction, reduced productivity, and, ultimately, higher turnover rates.

To enhance work motivation among female employees in the RMG industry, employers can promote work-life
balance by offering flexible work arrangements, providing support for childcare and eldercare, and creating a
positive work environment that values employees’ well-being. By implementing these strategies, employers can
improve job satisfaction, motivation, and performance among female employees, ultimately benefiting both the
employees and the organization as a whole.

Based on these explanations, the following is the research's hypothesis:
Hypothesis 4: Work life balance is positively related to the work motivation of female employees.

2.5 Relationship between Work Motivation and Productivity

Work motivation is a crucial factor that influences the productivity of female employees in the RMG (Ready-Made
Garments) industry. Various studies have examined the relationship between work motivation and productivity in
different industries, but limited research has focused on the RMG industry, particularly among female employees.
According to Maslow's hierarchy of needs theory, individuals are motivated to fulfil their basic needs, such as
physiological, safety, social, esteem, and self-actualization needs (Reid-Cunningham, 2008; Trivedi & Mehta, 2019).
In the context of female employees in the RMG industry, these needs can be related to factors such as fair wages,
job security, recognition, and opportunities for growth and development. When these needs are met, employees
are more likely to feel motivated to work efficiently and effectively, leading to higher productivity levels.

A study by Alam et al. (2020) found that job satisfaction and job motivation significantly impact the productivity of
female workers in the RMG sector. The researchers highlighted the importance of creating a positive work
environment, providing training and development opportunities, and recognizing employees' contributions to
enhance motivation and productivity among female workers. Furthermore, a study by Khan et al. (2021) examined
the impact of intrinsic and extrinsic motivation on the performance of female employees in the RMG industry.

The researchers found that intrinsic motivation, such as a sense of achievement and job satisfaction, had a more
significant impact on productivity compared to extrinsic motivation, such as monetary rewards. This suggests that
fostering a sense of fulfillment and job satisfaction among female employees can lead to higher productivity levels
in the RMG industry. Based on these explanations, the following is the research's hypothesis:
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Hypothesis 5: Work motivation is positively related to productivity of female employees

2.6 Work Motivation as a Mediator

Work motivation, on the other hand, refers to the internal factors that drive individuals to engage in work-related
activities and achieve organizational goals. It is often influenced by a combination of intrinsic and extrinsic factors,
such as job satisfaction, recognition, rewards, and organizational culture. Research has shown that work motivation
plays a mediating role in the relationship between decision-making and productivity. When employees are
motivated to perform well, they are more likely to make effective decisions and work towards achieving
organizational goals. Additionally, motivated employees are more likely to be engaged and productive in their work,
leading to higher levels of productivity and organizational success.

Several studies have examined the relationship between decision-making, work motivation, and productivity in the
context of the RMG industry. For example, a study by Sharmin et al. (2023) found that female employees who were
highly motivated were more likely to make effective decisions and achieve higher levels of productivity in the RMG
industry. Another study by Asikullah et al. (2024) found that organizations that foster a supportive work
environment and provide opportunities for employee recognition and rewards are more likely to have motivated
employees who make effective decisions and contribute to higher levels of organizational productivity.

In the RMG industry, where female employees make up a significant portion of the workforce, understanding the
relationship between decision-making, work-life balance, and productivity through work motivation is crucial. A
study by Khan and Afsar (2017) found that work-life balance positively influences employee motivation and, in turn,
job performance. This suggests that when employees are able to effectively manage their work-life balance, they
are more likely to be motivated to perform well at work.

Similarly, research by Pradila & Fadli (2023) explored the mediating effect of work motivation on the relationship
between work-life balance and employee productivity. The study found that employees with high work motivation
were more likely to be productive, regardless of their work-life balance. This implies that while maintaining a healthy
work-life balance is important, having a high level of motivation can drive productivity even in challenging work
environments.

The relationship between decision-making, work-life balance, and productivity through the mediating effect of work
motivation of female employees in the RMG industry is complex and interconnected. A healthy work-life balance,
effective decision-making, and high work motivation are all essential for driving employee performance and
achieving business success. Organizations in the RMG industry should strive to create an environment that supports
work-life balance, encourages effective decision-making, and fosters high levels of work motivation to maximize the
potential of their female employees. Based on these explanations, the following are the research's hypotheses:

Hypothesis 6: Work motivation mediates the relationship between decision making and productivity of female
employees.
Hypothesis 7: Work motivation mediates the relationship between work-life balance and productivity of female
employees.
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3. Research Framework
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Figure 1: Conceptual Model

4. Methodology

The target population was female employees in the RMG industry, mainly concentrated in Gazipur, Bangladesh.
According to the Labor Force Survey of 2021, more than 0.8 million people are employed in Gazipur, and 80 % of
them are female workers. The questionnaire was distributed among the employees through email and other social
and electronic media (Messenger and WhatsApp) with the assistance of their current employers. Data were
collected using a structured questionnaire method. The respondents were selected using a convenience sampling
technique. The sample size was determined by sample 384 according to (Krejcie & Morgan, 1970. In this study,
structured equation modeling with Smart PLS (Version 4.0.9.5) was applied to data analysis and SPSS -29 for
demographic information as well.

In total, 450 questionnaires were distributed to different RMGs in Gazipur, Bangladesh, and 420 questionnaires were
returned. Among the 420 questionnaires, 35 were found unusable due to lack of proper information. After that, in
total, 385 questionnaires were found suitable for data analysis, resulting in a response rate of 85.5 %.
Regarding the study sample’s main demographical characteristics, it shows that the respondents were female, and
most of them (80%) were married and had attended secondary school (58.%) and higher school (38.6%). More than
half of them (67.7%) were in the middle age (25-35 years old). The majority (47.8%) of the respondents had 5-10
years of experience, and finally, nearly half of them (49.3%) had 10-15 years of experience.

4.1 Measures

The survey instruments were adapted from researchers, as shown in Table 1, and they were confirmed with the
validity and reliability tests. The instrument consists of 36 items; 10 items represent Decision Making and, 10 items
represent work-life balance, 6 items represent work motivation, and 10 items represent the productivity of female
employees, as shown in Table 1.

The following table shows all research instruments with a scale 1-5 (1= Strongly Disagree, 5= Strongly Agree) used
to measure the variables of this study along with their details.
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Table 1: Research Instruments

Variables References (Year Items
Decision Making Vroom (1960) 10
Work Life -Balance Hyland (2000); Anderson et al. (2002); Thompson & Prottas 10
(2005).
Work Motivation Mottaz (1985), Brislin et al. (2005), Mahaney and Lederer's 6
(2006)
Productivity McEvoy, 1997; Sing, 2004); Chen and Tjosvold (2008); Lee and 10

Brand (2010)

5. Data Analysis and Results

5.1 Measurement Model Analysis
Utilizing Standardized Loading and Composite Reliability, the result revealed that the reliability of the variables met
the criteria for standardization requirements. Table 2 shows that the values of factor loadings are between 0.768
and 0.802. The factor loadings should be greater than 0.50, as proposed by Hair et al. (2007). CR values were
distributed between 0.877 and 0.897, which were all more than 70%, and AVE were distributed between 0.517 and
0.628, which were all more than 50%, according to many statistical measures that were explained by Hair et al.
(2019) and Fornell and Larcker (1981).

Table 2: Reliability and Validity Test Results

Constructs Measurement Items Factors Loading Composite Reliability AVE
P1 0.802
P3 0.886
Productivity P6 0.870 0.897 0.609
P7 0.768
P9 0.879
DM2 0.803
Decision Making DM5 0.814
DM3 0.801
DM7 0.847 0.877 0.538
DM8 0.863
DM4 0.872
WLB1 0.778
WLB7 0.872
) WLB4 0.814
Work-Life Balance WLE2 0.841 0.882 0.517
WLBS8 0.798
WLB10 0.793
WM1 0.864
WM5 0.833
WMm4 0.851
Work Motivation WM6 0.793 0.892 0.628
wMm4 0.839
OT6 0.793
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5.2. HTMT Criterion

The Heterotrait-Monotrait ratio of correlations (HTMT) is a statistical technique used to assess discriminant validity
in business management research. The acceptable level of discriminant validity is suggested to be less than
0.90 (Hair & Alamer, 2022). The discriminant validity was examined by using the Heterotrait-Monotrait ratio of the
correlations (HTMT), reflecting the average of the heterotrait-heteromethod correlations relative to the average of
the monotrait-heteromethod correlations (Hair Jr et al., 2016). In a nutshell, the measurement model provided
satisfactory construct validity.

Table 3: HTMT Criterion

Constructs Productivity Decision Making Work-Life Work
Balance Motivation
Productivity
Decision Making 0.589
Work-Life Balance 0.624 0.567
Work Motivation 0.729 0.806 0.671

5.3 The coefficient of determination (R?)

R 2 values indicating the coefficient of determinations were used to assess the amount of explained variance in the
endogenous constructs. According to Hair Jr et al. (2016), the R? values of 0.25, 0.50, and 0.75 for targeted
constructs are considered weak, moderate, and substantial, respectively. Thus, the model expressed a high
explanation power of the studied phenomenon at hand, and the model’s predictive power was 70.4% and 42.10%,
as seen in Table 4.

Table 4: R?Results

Constructs R-square
Productivity 0.704
Work Motivation 0.421

6. Structural Model Analysis

Based on the data analysis results, the hypotheses H1, H2, H3, H4, and H5 were supported where (= 0.592,
P<0.001) for the first factor, (B= 0.619, P<0.020) for the second factor, (3= 0.431, P<0.001) for the third factor, (f=
00.567, P<0.003) for the fourth factor and (B= 0.339, P<0.000) for the last factor. A summary of the hypotheses
testing results is shown in Table 5.

Table 5: Hypotheses Testing

Hypotheses Paths Beta (B) T statistics P values Decision
H1 Decision Making -> Productivity 0.592 3.476 0.001 Supported
H2 Work-life Balance -> Productivity 0.619 2.263 0.020 Supported
H3 Decision Making -> Work Motivation 0.431 4.627 0.001 Supported
H4 Work-life Balance -> Work Motivation 0.567 2.967 0.003 Supported
H>5 Work Motivation -> Productivity 0.339 3.761. 0.000 Supported

Notes: Research Hypotheses Significant at p**=<0.01, p* <0.05)
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6.1 Indirect Effects

In Table 6, values show that the indirect effect of decision-making, work-life balance and productivity through the
mediating role of work motivation is a noteworthy and positive significance, where (=0.141, P<0.000) and
(B=0.137, P<0.001). Here are the estimates of path model coefficients, T statistics, P values and special indirect
effects.

Table 6: Hypotheses Testing (Mediating Effect)

Hypotheses Indirect Paths Beta T Values P Values Decision
®
He Decision Making ->Work Motivation -> Supported
Productivity 0.141 3.047 0.000
H7 Work-life Balance ->Work Motivation -> 0.137 2.027 0.001 Supported
Productivity

Notes: Research Hypotheses Significant at p**=<0.01, p* <0.05)

7. Discussion

Based on the results of the analysis, all hypotheses were supported in this study. H1: The relationship between
decision-making and productivity was found to be significant, with a positive beta value of 0.592. This suggests that
effective decision-making positively influences productivity in the workplace, further supported by Nwosu et
al.(2020) and Shahid et al.(2021). H2: The relationship between work-life balance and productivity was also found to
be significant, with a positive beta value of 0.619. This indicates that having a good work-life balance can lead to
increased productivity, further supported by Tejero et al. (2021) and Kotini-Shah et al. (2022). H3: The relationship
between decision-making and work motivation was found to be significant, with a positive beta value of 0.431. This
suggests that effective decision-making can positively impact employees' motivation levels, further supported by
Fahmi & Ali (2022). H4: The relationship between work-life balance and work motivation was also found to be
significant, with a positive beta value of 0.567. This indicates that having a good work-life balance can contribute to
increased levels of motivation in employees, further supported by Thamrin & Riyanto (2020) and Alfatihah et al.
(2021). H5: The relationship between work motivation and productivity was found to be significant, with a positive
beta value of 0.339. This suggests that employees with higher levels of work motivation tend to be more productive,
further supported by Johari & Jha (2020) and Hastari et al. (2021).

Hypothesis 6 states that decision-making leads to work motivation, which in turn leads to productivity. The indirect
path analysis found a beta coefficient of 0.141, indicating a significant positive relationship between decision-
making, work motivation, and productivity. The t-value of 3.047 and p-value of 0.000 also suggest that this
relationship is statistically significant. This means that employees who are better at decision-making are more likely
to be motivated at work, which ultimately leads to higher productivity levels.

Hypothesis 7 posits that work-life balance leads to work motivation, which in turn leads to productivity. The analysis
revealed a beta coefficient of 0.137, indicating a significant positive relationship between work-life balance, work
motivation, and productivity. The t-value of 2.027 and p-value of 0.001 further support this finding. This means that
employees who have a good work-life balance are more likely to be motivated at work, resulting in higher levels of
productivity.

8. Theoretical and Practical Implications

The effects of decision making and work-life balance on the productivity of female employees in the RMG industry
of Bangladesh, with work motivation as a mediating factor, have significant theoretical and practical implications.
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8.1 Theoretical Implications

This study contributes to the existing literature on the role of decision making, work-life balance, and work
motivation in enhancing the productivity of female employees in the RMG industry. It fills a gap in the literature by
examining these factors in the specific context of Bangladesh. By highlighting work motivation as a mediating
factor, this study enhances our understanding of how decision making and work-life balance impact productivity. It
sheds light on the psychological mechanisms through which these factors influence employee performance.

The study develops a theoretical framework that integrates decision making, work-life balance, work motivation,
and productivity. This framework can serve as a basis for future research and provide a comprehensive
understanding of the dynamics at play in the RMG industry.

8.2 Practical Implications

The findings of this study can inform policymakers and industry practitioners about the importance of promoting
decision making and work-life balance among female employees in the RMG industry. They can use this knowledge
to develop policies and initiatives that support women's empowerment and enhance productivity. Organizations
can use the insights from this study to design training and development programs that focus on improving
decision-making skills, promoting work-life balance, and fostering work motivation among female employees.
These programs can help enhance the overall performance of female workers in the RMG industry. Employers can
implement employee engagement initiatives that recognize and reward female employees who demonstrate high
levels of motivation, effective decision making, and work-life balance. This can create a positive work environment
and foster a culture of productivity and success.

9. Limitations and Future Directions of the Study

Limitations of the study may include the use of limited access to participants in the RMG industry. Future directions
for research could involve expanding the study to include a diverse sample, as well as conducting longitudinal
studies to track changes in productivity over time. Additionally, research could focus on specific strategies for
improving decision-making, work-life balance, and work motivation among female employees in the RMG.

Future directions for research in this area could include investigating the impact of other factors, such as leadership
styles or organizational culture, on the productivity of female employees in the RMG industry. Additionally,
longitudinal studies could be conducted to assess how decision-making autonomy, work-life balance, and work
motivation change over time and how these changes impact productivity in the long term industry. This study used
convenience sampling techniques, so other methods could be used. Mediating variables like transformational
leadership, work engagement, and affective organizational commitment could be used in the future.

10. Conclusions

The study found that decision-making and work-life balance have significant effects on the productivity of female
employees in the RMG industry of Bangladesh. Furthermore, we also found that work motivation plays a mediating
role in this relationship, suggesting that motivated employees are more likely to be productive when they can make
decisions and maintain a healthy work-life balance. These findings have important implications for both
management and policymakers in the RMG industry. To improve the productivity of female employees, it is
essential for organizations to provide opportunities for decision-making and support work-life balance initiatives.
Additionally, efforts should be made to enhance work motivation among female employees, as this can further
boost productivity.
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