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ATTEMPT TO IDENTIFY THE MOST COMMON FACTOR OR FACTORS CONTRIBUTING TO THE QUALITY OF 

WORK LIFE OF THE ACADEMICIANS WORKING IN PRIVATE COLLEGES OF NCR REGION IN INDIA 
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ABSTRACT 

The basic objective of a QWL program is to improve working conditions for the employee and increase organizational 
effectiveness. Under the service profit chain model, QWL is also an ‘internal service quality’ to the quality of work environment that contributes 
to employee satisfaction (“Heskett et al., 1994”). 

In this paper an attempt is made to identify whether quality of work life exist in the academic environment of private colleges 
present in NCR region, India. Also, through questionnaire method it has been attempted to identify the most common factor or factors 
that contribute to the quality of work life in the private colleges of NCR, India. Factors whose presence is essential to maintain a Quality 
Work Life are chosen in mixed fashion as suggested by Walton, Swami and others enlisted in their various online journals and books. 
Various dimensions to measure QWL are used to determine the existence of the QWL in the academic scenario also presence of various 
factors that contribute to quality of work life are investigated leading to interesting results. 

 
KEYWORDS: Quality of Work Life, Competence, Academicians, Job Involvement, Social Relevance. 
 
INTRODUCTION AND LITERATURE REVIEW 
The basic objective of a QWL program is improved working conditions for the employee and increase in organizational 
effectiveness. It is defined as the favorable conditions and environments of a workplace that supports and promote employee satisfaction to 
them by providing workers with rewards, job security, and growth opportunities (“May et al., 1999”). Job security, better reward systems, higher 
pay, opportunity for growth, participative groups, and increased organizational productivity are the main issues discussed in the extant QWL 
literature. Under the service profit chain model, QWL has also been interpreted as ‘internal service quality’ to the quality of work environment 
that contributes to employee satisfaction (“Heskett et al., 1994”). 
 

QWL refers to the impact of the workplace on satisfaction in work life, satisfaction in non-work life domains, and satisfaction with 
overall life (“Sirgy et al., 2001”). Some researchers (Danna & Griffin, 1999) see QWL as a hierarchy of concepts which includes non-working 
domains such as life satisfaction (at the top of the hierarchy), job satisfaction (at the middle of the hierarchy) and more work-specific facets of 
job satisfaction including pay, co-workers, and supervisor (lower in the hierarchy). As per” Harrison” Quality of work Life is the degree of 
which work in an organization contributes to the material and psychological well-being of its members”. 

 
The indices to measure QWL involves 

1. Job involvement: People who have high involvement in their job are more motivated and productive. 
2. Job satisfaction: When people are satisfied with their job environment like pay, nature of job, supervision, opportunities for growth etc 

they are satisfied with job and stay motivated. 
3. Sense of competence: When person feel confidence in performing his task and competent enough to do his job effectively. 
4. Job Performance: When person shows competence in his job, he performs as expected. 
5. Productivity: When an employee performs on his task he contributes to productivity of the organization. 

 
If the faculties or academicians feel involved in their work, they are totally positive about the job they have and teaching subjects they 

desire. If they are able to actively participate in research works and other literary works, if they feel competent in teaching and performing other 
assigned jobs, If they perform well and are able to influence the reputation of the institute, it can readily be said that quality of work life is existent 
in the institute. 
 
The factors contributing to the QWL are as follows 

1. Adequate and fair compensation: There should be equitable balance between effort and reward. Compensation paid should be of 
socially desirable standard and comparable to the pay elsewhere. 
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2. Safe and Healthy working condition: There should be reasonable working hours, cleanliness, good sanitation, pollution free 
environment overall good physical environment. 

3. Opportunity to use and develop: The job must involve variety of tasks to provide challenge and utilize talent and skills. Timely feedback 
of performance must be communicated. 

4. Opportunity for career growth: The work must involve providing career opportunities for development of new abilities and expansion 
of existing skills. 

5. Social integration: Trust, sense of community feeling, scope for upward mobility or self-esteem and equitable treatment must be present. 
6. Constitutionalisation in the organization: Free speech, equity and due process must be provided. Management action could be challenged 

in Constitutionalisation. 
7. Work and personal life: There should be proper balance between work life and personal life. Late hours, frequent travel and quick 

transfers are detrimental to QWL. 
8. Social relevance of work:  Organization having more concern for social causes like pollution, employment, national integration etc. 

 
RESEARCH METHODOLOGY 

In this research paper both types of data are used primary and secondary. Sample size (n=60) of academicians (both the genders) is 
taken to be 60 from various institutes of NCR mostly teaching in Management and Engineering Colleges recognized by A.I.C.T.E. The 
Questionnaire method is used to gather data from the academicians through personal interaction and by posting via digital media. Information is 
also collected from various books, journals and websites. Data is analysed with the help of various tables and charts. A few handpicked factors 
and dimensions are used to identify the existence of Quality of work life in the academic department of NCR region, India. 

 
TABLES AND CHARTS   
Table 1.1 (factors that decide the existence of QWL) 

S.NO QWL measure index % Agreed by 
academicians. 

% Disagreed by the 
academicians. 

1. Total job involvement 73.2 26.8 
2. Full job satisfaction 39 61 
3. Feel competent 87.5 12.5 
4. Counted as performer 82.9 17.1 
5. Considered a contributor in the 

productivity of the institute. 
82.5 17.5 

 
Table 1.2 (Factors contributing to the QWL in the Institutes) 

 Factors contributing to QWL. % Agreed % Disagreed 

1 Compensated as per the efforts 30.8 69.2 
2 Facilities like cleanliness, safety measure and basic 

amenities present 
85 15 

3 Timely feedback given 55 45 
4 Talent utilized 65 35 
5 Think job is challenging enough 55 45 

6  Enough opportunities given to progress and grow 42.5 57.5 

7 Trustworthy, upward advancing, self-esteem 
fulfilling and equal treating environment 

71.8 27.2 

8 Provision to challenge management decision 30 70 
9 Freedom of speech 67.5 32.5 
10 Balance of personal and work life well 72.5 28.5 

11 Institute more concerned about social causes 53.8 46.2 
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Data Analysis 
As we can see in table 1.1 above about 73.2% of the academicians have agreed that they feel totally involved in the tasks given 

to them in the institution. On the other hand, about 39% of the academicians confessed that they still feel lack of job satisfaction. About 
87% of the respondents accepted the fact that they feel competent enough to execute their assigned jobs at the institution involving 
teaching the subjects assigned to them. About 82.9% of the academicians admitted that they are counted as a performer in their respective 
institutions and further 82.5% of the academicians claimed that they are considered as a contributor to the reputation of their teaching 
institutes. From the table 1.1 above it is well evident that more than 70 % of the academicians agreed to the four out of the five dimensions 
indicating positivity in the existence of quality of work life in private colleges belonging to the NCR region, India. Four out of Five 
deciding factors are seen in favor with respect to the existence of QWL in the colleges of N.C.R, India. 

 
 
Chart 2.1 Percentage of academicians agreeing to the dimensions that measure the existence of QWL. 

If we look at table 1.2 above that lists the factors which contribute to the existence of QWL It can be said that about 30.8% 
of the academicians agree to the fact that they are compensated as per their efforts while 69.2% disagreed to this factor. About 85% 
of the academicians agreed that facilities like cleanliness, safety measures and basic amenities ’are present in their institutes while 
15% disagree pointing towards the positivity of the presence of QWL. Existence of timely feedback system about the work progress 
of academicians is agreed by 55% of the academicians while 45% still disagree indicating presence of QWL in the institutes of NCR 
region in India. The 65% of the academicians agree that their talent is utilized in the institute while 35% still disagree about this 
factor indicating to the existence of QWL. About 55% of the respondents agree that the jobs given to them are challenging enough 
motivating them to work proficiently while 45% disagree about the nature of their job not being challenging enough. This still points 
towards the existence of QWL in the NCR region. Opportunities given to grow and progress in the institutes of NCR is the factor 
agreed by 42.5% of the academicians while 57.5% disagree directing towards the non-presence of QWL. About 71.8% of the 
academicians agree that they find themselves in a trustworthy, upward advancing, self-esteem fulfilling and equal treating 
environment while 29.1% feel negatively about it leading to the fact that QWL environment exist. The provision to challenge the 
management decision is agreed by only 30% of the academicians while 70% of the academicians disagree to the existence of such 
a provision in their institutes pointing towards the nonexistence of QWL. Freedom of speech is the factor agreed by 67.5% 
academicians indicating presence of QWL while 32.5% disagree to the existence of this factor in their institutes. Balancing work 
and personal life is the factor agreed by 72.5% of the academicians strongly indicating presence of QWL, 28.5% still being 
negative about this factor. The Private Institutes that show concern towards social causes are 53.8% as agreed by the concerned 
academicians while 46.2% still disagree about the social concern of their institutes in NCR region indicating overall the presence 
of Quality of Work Life culture in the educational institutes.  
 

On analysing by looking at the tables and charts above it can be said that out of the 11 factors that contribute to the existence 
of QWL in an organization mostly (about 72% i.e.,8/11) factors exist as agreed by more than 50% of the interviewed academicians. 
This concludes that QWL exist in private colleges recognized by A.I.C.T.E in NCR region, India. 
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Chart 2.2 (Agreement and disagreement of factors that contribute to QWL by academicians)  

 
 
FINDINGS/RESULTS 

1. From the table 1.1 and chart 2.1 it can be observed that factors like feeling of competency, being counted as a performer, being 
counted as a contributor to the growth of the private educational institution and total job involvement are agreed by more than 
70% of the academicians. 

2. About. 61% of the academicians did not find total job satisfaction by working in the private educational institutes of NCR, India. 
3. Four out of five dimensions indicative of the presence of QWL namely feeling of competency, being counted as a performer, 

being counted as a contributor to the growth of the private institution and total job involvement are found most agreeable by the 
academicians in the private institutes of NCR region. (Chart 2.1 above). 

4. From table 1.2 and chart 2.2 it can be inferred that more than 50% of the academicians agreed to the 8 contributing factors for 
QWL (out of 11) indicating the presence of QWL in the institutions. 

5. The top three most common factors contributing to the QWL in private institution are presence of Facilities like cleanliness, 
safety measure and basic amenities (85%), balance of personal and work life well (72.5%) and trustworthy, upward advancing, 
self-esteem fulfilling and equal treating environment (71.8%) respectively. 

 
CONCLUSION 

1. Out of the five dimensions taken to measure the existence of QWL in private institutes of NCR region in India four dimensions 
exist as agreed by more than 70% of the academicians. On this basis we can say QWL exists in the private institutes of N.C.R 
region, India. 

2. Full job satisfaction however is the only dimension indicative to the existence of QWL in the institutes that is found missing 
in private institutes of NCR in India. 

3. Academicians feel competent in any work assigned to them. Also, they are happy that they are counted as performers in their 
respective Institutes of NCR region. They are also viewed as contributors in the growth of organization and enjoy total job 
involvement pointing to the fact that Quality work life exist in the private institutes of NCR region, India. 

4. Out of the factors contributing to the existence of QWL (11 taken in this research) 8 are found to be present indicating the 
presence of QWL in the private institutes of NCR region. 
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5. The topmost common factors contributing to the QWL in the institutes are presence of Facilities like cleanliness, safety measures 
and availability of basic amenities, Balance of personal and work life and trustworthy, upward advancing, self-esteem fulfilling 
and equal treating environment. 
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