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Impact of COVID – 19 on Women in the Greater Baltimore Region 

The purpose of the study allowed the Greater Baltimore Committee’s Baltimore Women’s Advisory 
Board (BWAB) to investigate the nationally reported impacts of COVID on women in the workforce. 
These stifling national numbers included lost jobs by 5.4 million women, which was one million more 
than their male counterparts. Additionally, one in four women identified that they were considering 
downshifting or leaving their careers. To understand the effects of those women in the Greater 
Baltimore region, BWAB partnered with Management Researchers and Professors at Towson 
University. In doing so, the study served to unveil the impact of COVID-19 on those who work and/or 
live within the Greater Baltimore region in an effort to discover and identify mitigation efforts. The 
study allowed this opportunity in asking the following examples of questions. Results of the 
questions directly support the investigation of the impact of COVID-19 on employees in the Greater 
Baltimore region, as well as offering fruitful considerations for employers in the area.  

The two-part study began with a series of demographic and location questions. Survey 1 was 
completed by 433 individual participants, while survey 2, conducted as a follow up to survey 1, and 
had 111 individual participants. When matching the participants for survey 1 and 2, there was 106 
individuals who completed both. The importance of the second survey established causality among 
the research variables, while also allowing more questions to be asked. Additionally, though the 
survey was focused on the impact of women, including males in the survey allowed for greater 
comparisons between male and female participants. The results of the general demographic 
questions of gender and ethnicity for survey 1 and the combined survey 1 and 2 dataset can be found 
in Table 1. 

     Table 1. Gender and Ethnicity of Participants 

 Survey 1 Combined 
   # of Participants 433 106 
  Gender   
     Male 87 13 

     Female  344 92 

     Other 0 0 
  Ethnicity    
     White 300 84 

     Black 75 12 

     Hispanic or Latino 16 2 

     Asian 10 1 

     Hawaiian or Pacific Native 4 2 

     Middle Eastern 2 1 

     Other 10 1 



To note, gender, ethnicity, and other questions throughout the survey may not match the total 
number of participants. This is due to (1) individuals who didn’t complete all questions, and (2) 
questions such as ethnicity allowed participants to provide more than one answer. As an additional 
note, individuals were excluded from the survey results if they did not complete at least 45% of the 
survey(s).  

Identification of where the survey participant’s work when in the office, as well as where their home 
is located by county can be found in Table 2.  

Table 2. Location of work and home 

  Work Home 

  Anne Arundel County, MD 21 37 

  Baltimore City, MD 185 132 

  Baltimore County, MD 104 102 

  Carroll County, MD 11 20 

  Harford County, MD 18 29 

  Howard County, MD 11 36 

  Other in MD 20 22 

  Other outside MD 54 50 

Following the demographic questions, individual personality and stress-related differences were 
considered. Understanding individual personality allowed us to factor in whether the thoughts and 
feelings people are having regarding being supported by the supervisor or organization, stress, or 
their levels of job satisfaction, for example, can be attributed to individual personality differences or 
whether environmental factors are more of a concern. For example, the scale for the big-five 
personality traits (extraversion, emotional stability, agreeableness, conscientiousness, openness to 
experience) is asked (Gosling, Rentfrow, & Swann, 2003). Individuals with high levels of 
conscientiousness for example, are also high in job proficiency, training proficiency, and personnel 
data) (Barrick & Mount, 1991). Individual personality scales also allow us to see how these traits 
affect one’s view on the effects of COVID and job satisfaction, which may assist HR directors in the 
future in hiring based on personality assessments (e.g., Oh, Kim, & Van Iddekinge, 2015). Included in 
the stress scales is a look at challenge and hindrance stressors, which indicates whether work stress 
stems from the actual task demands or bureaucratic concerns such as work politics or manager 
relationships (Zhang, LePine, Buckman, & Wei, 2014). With items such as these, recommendations 
can be made on which factors are inducing work stress during this time. To note, though the 
combined dataset helps in supporting the responses, the majority of results are listed based on 
survey 1 (n= 433). 

From the individual personality and stress-related questions, our results find –  

• 278 or 64.2% feel the demands of having to complete a great amount of work.  
• 145 or 33.5% feel burned out from their work.  
• 289 or 66.7% said their supervisor has expected the same amount of work during the 

pandemic.  
• Individuals with a heightened proactive personality are perceiving both challenge (task-

related) and hindrance (bureaucracy-related) stressors at higher level than those with lower 
levels. 

• Men are perceiving greater challenge stressors than women, while women are perceiving 
greater hindrance stressors.  

• Month to month stressors largely stem from work exhaustion and burnout, whereas yearly 
stressors are largely stemming from perceived discrimination.  



 
We measured factors specific to one’s work environment. General questions include the industry 
and role in which someone works, along with the approximate number of employees in the 
organization. In correlation with other questions such as stress or supervisor and employee 
expectations (e.g., Little et al., 2015), we can evaluate the specific industries or types of roles being 
affected the most. Other specific scales are included, such as turnover intentions (allows us to 
capture whether women are pulling out of the workforce to manage home demands), perceived 
organizational support (analyzes whether or not your organization is supporting;  

Eisenberger, Fasolo, & Davis-LaMastro, 1990), or work-family and family-work conflict (highlights 
whether the work or family role is keeping you from feeling adequate at the other; Matthews, Kath, 
& Barnes- Farrell, 2010).  

From the questions regarding views on one’s work environment, our results find – 

• 258 or 59.5% feel their organization does not care about their opinions.  
• 277 or 64% are not satisfied with their job.  
• 95 or 22% are planning to leave their organization.  
• The intent to leave one’s job largely stems from heightened work exhaustion, the lack of 

perceived organizational support, and a lack of job satisfaction. A lack of perceived 
organizational support specific to COVID intensified turnover intent.  

• The intent to leave one’s organization largely correlates with the view that one’s organization 
is lacking in change readiness – as indicated by general change readiness questions and those 
specific to COVID. 

• Those employees that intend to leave have heightened perceived mobility, meaning they feel 
as though it would not be difficult to find another job in the market. More specifically, 199 or 
46% said they could find a comparable job if they quit. 

Table 2. lists the number of participants per industry. A breakdown of industry specific results finds –  

• Education, Financial services, Healthcare, and Nonprofit make up 55.43% of the sample, but 
encompass 61.15% off those feeling stressors from the overload of the tasks given. 

o Percent feeling task stress/Total participant in Industry: 
 Education/Childcare 50/75 – 66.7% of those in education 
 Financial services 37/53 – 69.8% of those in financial services 
 Healthcare 32/43 – 74.4% of those in healthcare 
 Non-profit 51/70 – 72.8% of those in non-profit  

• Turnover intent was not industry specific and spread through industries. However, 0 
individuals in Professional Services 1 (legal, insurance, staffing, accounting, consulting) agree 
or strongly agree that they plan to leave their organization.  

 



• Of the 109 people who perceive discrimination at work, 25.6% of those are in education 
(n=28). Of the 14 individuals who answered professional services 2 (advertising, marketing, 
PR, media, real estate) as their industry, 50% of the individuals perceive discrimination at work 
(n=7). Race discrimination is across all industries. Gender discrimination in terms of treatment 
is across all industries, though education makes up 20% of the 100 who perceived gender 
inequality.   

Table 2. The industry breakdown of survey participants 

  Survey 1 Combined     Survey 1 Combined 

Aerospace or Defense 8 2  
Information Technology 21 6 

Agribusiness 7 1  
Life Science or Pharm 6 1 

Arts/Entertainment/Professional Sports 16 1  
Non-profit 70 16 

Construction or Manufacturing 27 6  
Professional Services 1 14 4 

Education or Childcare 75 22  
Professional Services 2 14 3 

Energy and Sustainability 5 1  
Retail 8 2 

Financial Services 53 14  
Transportation and Mobility 18 0 

Healthcare 43 14  
Other 43 8 

Hospitality  12 3   Unanswered 2 0 

*As noted on the survey, Professional Services 1 includes legal, insurance, staffing, accounting, and consultancy. Professional Services 2 includes 
advertising, marketing, PR, media, and real estate.  

Survey 1 also included questions regarding perceived discrimination in the demographic variables of 
race, gender, and age, as discrimination can have a variety of negative consequences not just in 
one’s personal life, but also in the work environment. For example, the perceptions of discrimination 
lead to stereotype threat, where the mere fear of confirming the stereotype(s) - whether it is “true” 
as a stereotype or for the individual themselves - ignites both physical and psychological 
reactions/responses that frequently cause a decreased performance outcome (Steele, 1997; Swab, 
Javadian, Gupta, & Pierce, 2021).  

From the questions regarding discrimination, our results find – 

• 109 or 24.6% agree there is discrimination at their job.  
• 92 or 21.2% agree that employees are treating differently based on their race or ethnic group. 
• 100 or 23.09% feel as though they have been singled out at work due to their gender. 
• Perceived discrimination questions including - race, gender, and age – all were found to be 

highly significant to turnover intentions. 
• Gender and race discrimination are highly correlated with one another, meaning individual 

participants were feeling the discrimination from both of the angles – termed 
intersectionality, defined as a multiplicative rather than additive feeling of discrimination 
when found to be a member of more than one discriminated group. 

Also included are specific questions regarding one’s life at home, such as children in the home or 
relationship support, as well as perceived discrimination for having or not having children. What is 
happening in the homes of employees in the Greater Baltimore area in correlation with stressors and 
viewpoints on work allow for greater recommendations for companies. Other general questions 
such as gender-role orientation allows us to understand what values people have within their own 
home. Some males and females alike consider genders to be equals in the workforce and in their 
home life. However, this is not the case for all. Specifically, we ask questions regarding how one’s 
work or personal life has changed in response to COVID. This includes a comparison of numbers of  



 
hours worked per week, whether their organization has provided adequate training or resources, or 
if one feels discrimination due to their role(s) at home. Questions such as these provide a base for 
understanding why someone may or may not feel the pull of work or personal demands.  

• 277 or 64% have children. Of the 277, 14 or 5% have been frequently distracted during work 
hours by their children being home. 

• 47 out of 433 or 10.58% feel as though they have been unfairly singled out due to their having 
(or lack of) children.  

• Employees without children have greater perceived mobility to find another job than those 
with children. This finding is even greater in women than men. 

Overall, it is not one question itself that will tell us everything we need to know regarding how to 
support women and other employees in the Greater Baltimore area, rather, the correlations and 
patterns among the answers to the questions.  
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