“A STUDY OF ASSESSMENT OF QUALITY OF WORK

LIFE OF EMPLOYEES WORKING IN MAHARASHTRA

STATE ELECTRICITY DISTRIBUTION CO. LTD. WITH
SPECIAL REFERENCE TO PUNE CITY”

A Thesis Submitted to
Tilak Maharashtra Vidyapeeth, Pune
For the Degree of Doctor of Philosophy (Ph.D.)

SUBMITTED BY
Suresh Fakiraji Wankhede

UNDER THE GUIDANCE OF
Prof. Dr Sayalee Gankar

Under the faculty of Management

JULY, 2016



Declaration

I declare that the thesis titled “A STUDY OF ASSESSMENT OF QUALITY
OF WORK LIFE OF EMPLOYEES WORKING IN MAHARASHTRA STATE
ELECTRICITY DISTRIBUTION CO. LTD. WITH SPECIAL REFERENCE
TO PUNE CITY” submitted by me for the degree of Doctor of Philosophy is the
record of work carried out by me during the period from December 2010 to
December 2015 under the guidance of and has not
formed the basis for the award of any degree, diploma, associateship, fellowship,
titles in this country or in any other University or other institution of Higher

learning.

I further declare that the material obtained from other sources has been duly

acknowledged in the thesis.

Place : Pune

Date
(Signature of the candidate)



CERTIFICATE

This is to certify that, the thesis entitled “A STUDY OF ASSESMENT OF
QUALITY OF WORK LIFE OF EMPLOYEES WORKING IN
MAHARASHTRA STATE ELECTRICITY DISTRIBUTION CO. LTD. WITH
SPECIAL REFERENCE TO PUNE CITY” is a genuine and bonafide work
submitted by . The work was carried out by the
candidate under my guidance and submitted to the Tilak Maharashtra Vidyapeeth
Pune for the award of “Doctor of Philosophy” in organization Management under
the Faculty of Management. The material obtained from other sources has been duly

acknowledged in the thesis.

Place : Pune

Date
Research Guide



Acknowledgement

Over the course of the past 4 years, while writmgPh. D dissertation, | have

realised two things: No dissertation is ever redlhished and Thanking every
collaborative person who helped me to accomplighwiork is truly an approachable
issue. | should thank my guid& of. Dr. Sayalee Gankar Director, MIT School of
Management, Pune group for her great trust, confiedleand motivation she put me
since my first day in this dissertation. She haggk made herself available to clarify
my doubts despite her busy schedule and | consisler great opportunity to do my
Doctoral programme under her guidance and to l@am her research expertise.
I'm also grateful toShri. Ramraoji Munde, Hon. Chief Engineer MSEDCL Pune
Zone for motivating all the staff to help for mysearch work. Also | thank all the
MSEDCL Pune staff who has directly or indirectlypported me for their valuable
suggestion and concise comments on my researchtimoeko time.

| thank Hon. Dr. A. H. Abhayankar and Dr. SunitaoRe for giving direction
to this work. | also thank Dr C Sunanda Yadav PhCbordinator TMV and Shri.
Jagdish Salve Assistant Registrar TMV for theiragreupport. | also thank Dr.
Varsha Nadkarni Assistant Professor and Domain MertR MIT Pune for her
valuable support.

| thank my father, Shri Fakiraji Wankhede and beothShri Ramesh
Wankhede for their unconditional support.

Finally I would like to acknowledge the most im@oit person in my life —
My wife Sangeeta Wankhede who has been a constantes of strength and
inspiration, my children Shubham and Hemant whapstied me in every possible
way to see the completion of this work. This Thesisledicated in memory of my
belovedM other, L ate Banabai Wankhede.

Above all, | owe it all to Almighty God for granginme the wisdom, Health

and Strength to undertake this research task aalolieg me to its completion.

Mr Suresh Fakiraji Wankhede
Research Scholar



Index

Ch No. Description Page No
1 INTRODUCTION 1
1.1 Introduction of the Topic 1
1.2 Rationale of the Study 1
1.3 Statement of Problem 3
1.4 Objectives of the Study 4
1.5 Hypotheses of the Study 5
1.6 Significance of the Study 5
1.7 Scope of the Study 6
1.8 About MSEDCL: Maharashtra State Electricity tBimition 7

Co. Ltd.
1.9 Chapter plan and layout of the Thesis 11
2 THEORETICAL BACKGROUND 13
2.1 Introduction 13
2.2 Contents and discussions in this chapter 13
2.3 Quality of worklife: an overview 14
24 Historical Development of QWL 18
2.5 Quality of Work Life: Definitions & related aspts 18
2.6 Measurement of Quality of Work Life 22
2.6.1 Adequate and Fair Compensation 22
2.6.2 Safe and Healthy Working Conditions 24
2.6.2.1 | Safety Measures 26
2.6.3 Opportunity to Use and Develop Human Capexiti 28
264 Opportunity for Continued Growth and Security 31
2.6.5 Social Integration in the Work Organisation 34
2.6.6 Constitutionalism in the work organisation 36
2.6.7 Work and Total Life Space 37
2.6.8 The Social Relevance of Work Life 38
2.6.9 Superior Subordinate Relationship 41




Ch No. Description Page No
2.6.10 | Welfare Facilities 41
2.7 Development of Quality of Work Life 42
2.8 Techniques for Improving Quality of Work Life 44
2.9 Conclusion 44
3 REVIEW OF LITERATURE 46
3.1 Studies Relating to Quality of Work Life. 46
3.2 Conclusion 73
4 RESEARCH METHODOLOGY 74
4.1 Introduction 74
4.1.1 Nature of research 74
4.2 Features of the research 75
42.1 Objectives of the study 76
4.2.2 Hypotheses of the study 76
4.3 Thought Process behind the Research 93
43.1 Closing a few ‘Gaps’ in the present literatur 93
4.3.2 Purpose of Research 95
4.3.3 Research Problem 95
4.3.4 Research Question 95
435 Significance of study 96
4.4 Research Design 97
4.5 Variables of the study 97
45.1 Dependent Variables 97
45.2 Independent Variables 98
4.6 Designing of Questionnaire 98
4.6.1 Expert opinion 98
4.7 Pilot study 100
4.7.1 Reliability testing 101
4.8 Defining the population and Sample Size 101
4.9 Scope of the study 101




Ch No. Description Page No
4.10 Data Collection 102
4.10.1 Primary Data 102
4.10.2 Secondary Data 103
411 Analysis of Data 103
411.1 Categorization of the data 103
4.11.2 Statistical Analysis 104
4.12 Limitations of the study 104
4.13 Conclusion 104
5 DATA ANALYSIS & HYPOTHESIS TESTING 106
5.1 Introduction 106
5.2 Data Presentation 107
5.3 Data Processing 107
5.3.1 Reliability Testing 121
5.3.2 Normality Testing 129
5.4 Hypothesis Testing 134
5.4.1 Gender 134
5.4.2 Education 141
5.4.3 Experience 149
544 Monthly Income 162
545 Marital Status 174
5.4.6 Pay Grade 180
6 FINDINGS & RECOMMENDATIONS 191
6.1 Findings of the study 191
6.2 Suggestions & Recommendations 199
7 CONCLUSION 212
7.1 Conclusion 212
7.2 Contribution to the body of knowledge 212
7.3 Scope for Further Research 213




Ch No. Description Page No

7.4 Limitations of the Study 214
BIBLIOGRAPHY 215
Appendix 218




List of Tables

Table Description Page No
No.

2.1 Details of literature review 13
5.1 Educational Qualification 108
5.2 Experience (Years) 109
5.3 Gender of Respondent 110
5.4 Marital Status 111
5.5 Monthly Income 112
5.6 Children Details 113
5.7 Dependent Elder Responsibility 113
5.8 Family Background/ Type 114
5.9 Work Specific Data 114
5.10 Working Shift 115
5.11 Job Level 115
5.12 Job Status 116
5.13 Type of Job 116
5.14 Time Utilization 117
5.15 Time spent for travelling per day for work 117
5.16 Time Spent for Passion, Interest and Hobbies 18 1
5.17 Financial Background 119
5.18 Bank Loans Taken By Respondents 119
5.19 Table indicating policy utilization by empleage 120




CHAPTER 1
INTRODUCTION

1.1 Introduction of the Topic

The process of liberalization, privatization andlgllization and its consequent
competition upshot a tough circumstances for pubéctor organizations in

India. To remain competitive in the market pubkct®r organizations have to
devise competitive strategies. For acquiring a csfiipe edge in such a

situation employee, the most important amongsthal factors of production

with positive attitude is a vital factor. Successevery business organization
depends on their pool of able and willing humaroueses, which is able to

produce an output greater than its input, than nahtand financial resources,

whose value depreciates as time goes on.

Human Resources are critical to organizations aitid etter quality of work
life they give better results which further providempetitive advantage to
organizations. For gaining competitive advantaggapizations need to create
conducive work environment which will result in eloyee well being. It
involves creating systems at workplace which wikate value from human
resources. One such initiative which is part ofatrg value cycle for human
resources is enhancement of quality of work lifeinvolves identification,
assessment, and enhancement of factors which degdality of work life of
human resources. The QWL can be assessed and edhaich lead to

effectiveness of organizations.

1.2 Rationale of the Study

Human resource is animate, active, and living smee alone has the ability to
feel, think, conceive and grow, shows satisfactiodissatisfaction, resentment
or pleasure, resistance or acceptance for all tgp@sanagerial actions. They
are the most complex and unpredictable in its belaas a manager is able to

acquire the employee’s time, his physical preseatca given place and his



skilled muscular motions per hour or day, but itdsficult to buy his
enthusiasm, initiative, loyalty and his devotiorack individual has his own
distinct background and psychological framework chkhi cannot be

interchanged with others.

In employing and supervising people a manager roldw tailor made
approach based on his understanding of the actattittides, needs and urges
of the employee concerned which is a challengisg.tdhe present industrial
and economic scenario shows that managers’ arercrdall with the
challenging task of raising the productivity andofgiability of their
organizations in the face of global competitiongdod number of theories and
approaches have appeared over the years in thatdite of management for
dealing with the intractable problems of motivatiperformance, productivity
and quality which have a far reaching impact on uliBnate success of an

organization.

The quality of work life is a very broad conceptising on the working
conditions and has been developed to cope witktihaging values of the new
generation workers. By and large the studies ia #iea show the effect of
organization and individual driven factors on dattion and commitment of

employees’ to their jobs.

QWL has been recognized to be important for jobfgoerance, job

satisfaction, labour turnover, labour managemetdtions and such other
factors which play a crucial role in determining tbverall well being of any
industrial organization (Hoque and Rahman, 199%vefal researches have
been conducted in the field. Haque (1992) examthedrelationship between

QWL and job satisfaction and found that QWL ledjteater job satisfaction.

Hossain and Islam (1999) found that there existedositive relationship

between QWL and job satisfaction among governmesgpial nurse in
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Bangladesh. Wadud (1996) found that QWL was sigaifily higher among
the private sector women employees’ than their tayparts in the public

sector.

Therefore it is important imperative for HR pradiiters to understand the
concept of QWL in order to predict performance arkplace resulting in its
effectiveness. This study is undertaken to gaimaight into the QWL across
employees working in MSEDCL in Pune city.. The stwdll identify, assess
and measure the parameters of QWL, thereby igamgifstatus of QWL for
employees across different levels in MSEDCL in égity.. The study will
also throw light on employee perception about tiyemlity of worklife and its
impact on their functioning. The perception will lfneus to validate the

importance of these QWL constructs in MSEDCL in €aity.

For the study, 10 employees representing each lefemanagement in
MSEDCL in Pune city were interviewed for knowingethnotions about the
QWL which they perceive. Extensive literature reviealso suggested
determinants of QWL considered in previous literatu This led to
identification of constructs for quality of workfdi pertaining to MSEDCL in
Pune city. Further 382 employees indicated thaicgieed quality of work life.
Based on this assessment researcher has commemdeduggested some
interventions for improving QWL of employees acrésgels in MSEDCL in
Pune city. The proposed hypothesis was tested thithhelp of employee
perception towards QWL in MSEDCL in Pune city.

1.3  Statement of Problem

In recent years industries in India have registetegmendous growth.
Industries occupy an important place in our econdioth in view of the
employment they generate and the contribution thke to the national
product. A nation’s overall economic performancermhanced or inhibited by

the performance of individual industrial sectorstie Indian context,
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Manufacturing has been recognized as the main engfireconomic growth

and creation of wealth. There is no denying thdtdrcomparatively enjoys an

advantage in many respects.

Literature review shows that there is a need todeigp in the area of QWL of

employees in public sector organizations in In@ale analysis, interviewing

employees across various levels will give an insigto the QWL of MSEDCL

employees in Pune city. This will guide public sgabrganizations and their

management on factors which are of key importanme QWL and its

assessment. Further this will lead to action planimprovement of QWL.

There is need to systematically identify construstich lead to enhanced

QWL so following research questions were considéoethe study.

1.4

Which are the “constructs of QWL” required by enyaes across levels
in MSEDCL in Pune city?

What is “level of awareness” of employees for hentified constructs
of QWL in MSEDCL in Pune city?

How is QWL of MSEDCL employees in Pune city?

Are there any improvements needed as far as QWISEDCL
employees in Pune city are concerned?

How enhancement in QWL of MSEDCL employees in Peityecan be

done?

Objectives of the Study

The objectives of the present research are asisllo

o g~ w DR

To study the concepts of Quality of Work life (QWL)

To study employee awareness related to Qualityark wfe.

To assess quality of work life of the employeethm organization.
To devise ways and means to enhance QWL in MSEDCL.

To study the reasons of work life imbalance.

To propose various measures to overcome workrifgiance.
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1.5 Hypotheses of the Study

H.: MSEDCL ensures quality of work life for its empkes.

H,: Quality of work life of MSEDCL employees leadsvork life imbalance.

The hypotheses was tested by testing followinghsydmtheis.

1)

2)

3)

4)

5)

6)

1.6

There is significant difference between malel &male participants’
Quality of Work Life Score.

There is significant difference among differéenels of education of
participants about Quality of Work Life Score.

There is significant difference among differviels of experience of
participants about Quality of Work Life Score.

There is significant difference among differlavels of Monthly

Income of participants about Quality of Work Lifede.

There is significant difference between Sirghel Married participants’
Quiality of Work Life Score.

There is significant difference among differlaviels of Pay Grade of

participants about Quality of Work Life Score.

Significance of the Study

Literature on QWL has highlighted the importancenwdintaining QWL for

better performance for the organization. Powerasdtas served as the pivotal

factor in the economic development of a countryrdecent years, demand for

electricity in India has registered tremendous ghowower sector plays a vital

role in resolving the problems of energy consummptend its usage for

industrial as well as domestic development. Thdip@ector organizations are

also becoming conscious of the fast developmentience and technology

and the growing demands of modern world and aiagrio cater as per their

demands.

It has been seen that the success of any orgamizatigely depends upon their

guality of human resources available and the maimmexhich they utilize
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creative talents available with the manpower. Thality of its manpower and

the work environment are key ingredients for bgtenformance.

Of all the input resources, the most crucial is hinenan resource which must
be given prime importance. Human resources willehtty be given a good
environment to be productive at work place. Unlike past, there is a growing
awareness among employees’ on the working congitma the climates. This
goes to prove that if any organization wants taandts growth, it needs to

know about the working force and their quality ainllife.

Human elements are being recognized as the dgdidator in the survival of
organizations. Survival and growth of any organaatdepends on the
contribution of the employees’. In such a situatibmvould be quite interesting
to study the quality of work life of MSEDCL emplag® in Pune city and to

know their work environment.

The research will contribute to the analysis of QWIMSEDCL in Pune city
and which can be further utilized by public seaboganizations working in
India for enhancement of QWL of their employees.isTiwill help

organizations to create better workplace.

1.7  Scope of the Study

1) The research is confined to the employees acrassugdevels working
in MSEDCL in Pune city. The data of employees whtaimed from
seven divisions of MSEDCL in Pune city.

2) Researcher has considered employees across alefals.

3) The QWL assessment was done by “self assessmenttiotheby

employees.



1.8  About MSEDCL

Maharashtra State Electricity Distribution Co. LtBune(Pune Municipal
Corporation) is supplying electricity to 16,02,78d. of consumers of various
categories in Pune city .Maharashtra State Elawgtiistribution Co. Ltd. has

2 Circle Offices, 7 Division Offices, 29 Subdivisidffices and 113 Section
Offices. There are 1467 employees of all Pay-groupsy-group | to 1V)

working in various offices in Pune city. Electriciis Feed and distributed to

various Feeders in Pune city from total 247 SulkSia.

The normal working hours for Administrative offices MSEDCL is from
10am to 5:30pm and the normal working hours for téwhnical employees
who are working in field is of 8 hours. However,dase of emergency and to
achieve their personal allotted works, they wil/ddo attend their duties after
normal working hours and also on some holidayswanen called by their in-

charge/higher authority.

Name of Zone - Pune Urban Zone Headed by Chiefjinéer
incharge.
Name of Circles  — Rastapeth Urban Circle and &iktend Urban

Cirlce Headed by Superintending Engineer incharge.
Name of Divisions - Rastapeth Division, Bandgardgivision, Parvati

Division, Nagar Road Division, Padmavati Division,

Shivajinagar Division and Kothrud Division Headed

by Executive Engineer incharge.

Questionnaires were distributed to 550 employeesctdlecting data from
various categories of employees of Pay-group |Mowlorking in various
administrative offices and field offices at aboventioned divisions in Pune

city.



MSEDCL AT GLANCE

SR. PARTICULARS FIGURES
NO.
1. Geographical Area 3.08 Lakh Sqg. Km.
( Where MSEDCL is supplying 41,095 Villages and 457
electricity) Cities.
2. Consumer Base Mahavitaran supplies
electricity to a staggering
2.20 Crore consumers
across the categories in
Maharashtra excluding
Mumbai
3. Infrastructure
33/11 KV, Substations/Switching 2815
stations.
Distribution Transformers 4,93,566
HT line feeders (11 KV, 22 KV & 33 | 16402
KV)
4. Administrative Structure Zones 14
Circles - 42
Divisions - 133
Sub-Division - 621
5. Human Resources 75,370
(No. of employees working)
6. Revenue (Annual) 52,363 Crore
7. Electricity Consumed 85631.21 MUS




Organization Structure

[ Chairman and MD ]

[ Company Secretary

[ 0.5.Dto MD

)
)

) s N
Director Director Director l E. D. (HR) l Chief Legal
(Operations) (Finance) (v&s) Advisor
v VY C.G.M.(HR) l
SR
6 C.G.M.(T/E)
Regional ED cGM(IT) Dy. C.G.M.(T&S) Legal

Executive (Comm.) CE(LM) CGM (CF) Director C.G.M. (C.C.) Advisor

Director- CE(Dist.) CGM (IA) (3 Nos.) C.RO. (4 Nos.)
L CE(MM) CGM (CA) \ /

CE all
Zones

SE (DF)

CE
(Comm.)

CE (P.P) . _
SE (TRC) [ Director(Project) ]
. 4
[ E.D (Project) ]
\

CE (Project-Infra)
CE(APDRP)

Abbreviations:

C.E. (IR & QC)
C.E.(Civil)
CE (QC-I/11/111)

Chief Medical
Advisor

0.S.D. — Officer on Special Duty

Dist. — Distribution

E.D. — Executive Directors

MM — Material Management

C.E. — Chief Engineer

APDRP — Accelerated Power

Development & Reform Programme.

C.G.M. — Chief General Manager

IT — Information Technology

C.I.R.O. — Chief Industrial Relations Officer

CF — Corporate Finance

C.1.0. — Chief Investigation Officer

IA — Internal Audit

SE — Superintending Engineer

CA — Corporate Accounts

V&S - Vigilance & Security

DF — Distribution Franchise

C.P. — Corporate Planning

IR & QC — Internal Reform & Quality
Control

Comm. — Commercial

HR — Human Resource

P.P. — Power Purchase

T/E — Technical Establishment

TRC — Tariff Regulatory Commission

T&S — Training & Security

LM — Load Management

C.C. — Corporate Communication




Organisation Hierarchy -

Corporate Office

{}

Regional Executive
Director office

o

Zone Office

{}

Circle Office

73

Division Office

{}

Sub-division Office

{}

Section Office
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1.9 Chapter plan and layout of the Thesis
Present research is articulated with the helpvaf éhapters as follows-

First chapter titledIntroduction to the study’, contains importance of QWL,
‘rationale of the study, research problem, objesiof the study, hypothesis of
the study, significance of the study, scope ofdiugly, chapter plan and layout
of the thesis.

Second chapter titledTheoretical Background” which gives insight into
theoretical backgroundelated to various concepts of QWL, historical
evolution of QWL, Constructs of QWL and its assessm It also includes
previous research related to identification ancesm®ment of QWL in various

organizations.

Third chapter titledReview of literature which gives insight into the research

studies carried out on QWL in various industried amvarious contexts.

Fourth chapter titled;Research methodology’ includes objectives of the
study, hypothesis of the studgsearch design adapted for the study, variables
of the study, designing of instrument, samplindoptptesting, reliability and

validity test of pilot data, data collection etc.

Fifth chapter titled, ‘Data analysis and hypothesis testing includes
introduction, data presentation, data processiognality of data, tools used

for data analysis, results of data analysis anatigsis testing.

Sixth chapter titled;Findings and Recommendations’contains introduction,
findings, findings, suggestions and conclusion Wwheontains utility of the
study, limitations of the study and scope for farthesearch. The thesis would

be appended with questionnaire used for data ¢amlieand relevant annexure.
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Seventh chapter titledConclusion’ contains conclusion, contribution to the
body of knowledge scope for further research amdditions for the study. The
thesis would be appended with questionnaire useddé&ba collection and

relevant annexure.

12



CHAPTER -2
THEORETICAL BACKGROUND

2.1 Introduction

Organizations are giving emphasis on the qualitywoik life (QWL) its
employees has. For managing its talent and retpitsrhuman resources QWL
plays a crucial role. For gaining competitive edfe organizations have
shifted their focus to differentiating themselvegher than competing with
others. And in this context employees play a ma@e being patrons for
organizations in which they work. It is advantagedor organizations to
retain its human resources that will see them tjnaeritical times. One of the
important way to create differentiation is to ratadevelop and nurture the
human resources which are unique and of utmost ritapce in knowledge

economy.

An exhaustive literature review was conducted mtilme frame of year 1950

to year 2014. Details are as follows-

Table No. 2.1: Details of literaturereview

ilrc;. Nature of literature Nos.
1 Research Papers 60
2 Doctoral Thesis 3

3 Books 10

4 Reports 3

2.2 Contentsand discussionsin this chapter
The chapter has been divided into following pastsrentioned below, in order
to establish a flow of concepts-

. Quality of work life :an overview

13



2.3

The development of any organization lies in theellggment of the quality of
life of its employees. All Human resource relatectiams are aimed at
enhancing quality of life. Employees spend a mgjgoart of their life while

being in the occupation. The total life span ofesnployee can be classified
into three aspects i.e. family life, working lifexch social life. These areas
intersect each other and they constantly affedt effeer. So the total quality of
life of the employees depends on the kind of thitsee aspects which they

have. In order to enhance the total quality of lifiethe employees better

Historical Development of QWL

Quality of work life definitions and related aspect
Measurement of Quality of work life

Adequate & fair compensation

Safe and healthy working conditions

Immediate opportunity to use and develop humanagpa
Opportunity for continued growth and security
Social integration in the work organization
Constitutionalisation in the work organization
Work and total life space

The social relevance of work life

Superior subordinate relationship

Welfare facilities

Development of QWL

Quality of worklife: an overview

balance between family life, work life and socié s required

The efficiency and productivity of each employegeal®ds on the quality of
work life of that employee. Human resources arg@cati to any organization.
Human beings with their differentiating ability think, feel, inspire, motivate

and control can give organizations differentiatibor achieving organizational

14



objectives human resources play a vital role antuning human resources is
of immense importance. The quality of the work IiHfas major impact on
guality of life of employees. Better quality of vkdlife leads to a better quality
of life of the employees. In this chapter an attehgs been made to present the
theoretical background of the concept of QWL. Eoypks expect much more
than money from their organizations. They are dmpgmsive about the overall
guality of their working experience and what jols ha offer them in return.
Organizations have now realized that talent managemwill initiate
organizational growth and a satisfied employee wilhtribute better to the

organization.

At times the employees are not happy with the lohdQWL due to hectic
schedule of work, worklife imbalance, less socatlian. Thus job uneasiness is
due to the limited scope of the job, short opegatiycle, lack of opportunity to
exercise carefulness, average compensation, averageng conditions etc.
Job dissatisfaction and job pressures have thejornafect on employee’s
health in the form of reduction in overall happmesicrease in unhealthy
habits such as smoking, drinking, putting excesbyboeight, etc. aggravation
leads to various disorders such as heart disegsas,pains, etc. and are
mainly due to hectic work, unhealthy relations wither employees at all
levels, average working conditions, work-relatedest, workload, job

monotony and boredom, fatigue, lack of security etc

During Industrial Revolution there were changesmork related aspects in
organizations. Machines were important than othetdrs of production such
as men, money, material. Employees were consideseahe of the factor of
production. Because of which employees were d&ftadi. Researchers have
been trying to find out what motivates employeessdarch indicates that
money is not the only motivator for employees amdpeyees look for

something else in their job. i.e. safe and healtloyking conditions, better

interpersonal relationships, appreciation from oiz@tion etc.
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Organizations have realized the significance ofaeckment of QWL of
employees in organization. For achieving the pradilg from employees
better QWL acts as a solution. Various organizatianitiatives are being
implemented for obtaining high productivity and feemance standards. These
strategies are based on the assumption that engsd@me investments of an

organization nurturing them is organization’s respbility.

Quality of work life is one of the most importargpect of HRM which leads to
better conducive atmosphere for employees. Betiality of work life leads to
highly motivated employees who work for their asllwas organization’s
development. Making work environment employee filigrihis will result in
improving the life of employees while being on o is called Quality of
Work Life.

Though the concept Quality of Work life emergedit@rature only in 1970 in
the western countries, the concept was discussgdyi@en importance since
1950’s. The scope of the quality of work life is sBmad that it includes all

areas of HRM.

The expert in the field Richard Walton (1979) wlaalldone extensive research
on QWL has taken painstaking contribution to thi;miaept. The concept of
QWL and its Measurement has become easy with theteats that Walton
proposed. According to Richard Walton,” the worktare of an organization
should be recognized and improved to improve QWth&organization. QWL
Is primarily an initiative of organization. It alls organization to maintain
control of the workplace. The QWL philosophy propesa socio-technical
view which says Employees are social, psychologiadl physiological beings,
technical aspect of work must be well-matched ialging their work and

environment so that the social and technical aspst be optimized.”

16



The term QWL was first gained popularity at thetfinternational conference
on QWL in 1972 (Davis and Cherns, 1975). QualityWgbrk Life is the

interactions between individuals and organizatiofadtors existing in the

working environment at workplace. It is the amotmiwhich employees can
satisfy their essential personal needs through eéhgieriences while being part
of the organization. It emphasies on offering adtmive work environment to
employees. The premise is if employees are happutabeir experiences in

organization then their productivity increases.

The quality of work life integrates an employee'ditade about various
dimension of work including compensation and oftineige benefits. The total
quality of life can be obtained only through thealiy of work life. The

experience gained through work life helps employeeacquire distinction,
and competence which are needed for the total dprednt of human
resources. An employee’s life cannot be distingeilshas personal and

professional. They both get affected by each other.

Low productivity and low employee morale are arehgoncern for most of
the Public sector organizations. The employee dbeget a feeling of
belongingness towards work and because of whiakolen’t feel motivated to
work. The improvement in QWL can be achieved byrioepg the morale and
motivation of the work force. It refers to a fegjiof enthusiasm in employees
that they will able to cope with the tasks assigriiedthem. A person’s
enthusiasm for his job reflects in his attitude aosls work, and towards his
organization, and it can be observed by willingniesstrive for the goals set
for employee by the organization in which he worksimpacts and affects

employees in the best interest of the employedtadrganizations.
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2.4  Historical Development of QWL

Prior to industrial revolution people used to paridasks in the same setting
where they lived. Less dependence on agriculturatkwand the rise of

machine related work made people wage earners mgriar others. The

industrial revolution separated work from the stcieand created the
organizations. There was little interaction betwdba organizations where
employees worked and where they lived and Work nedgart of social life; it

was separate and detached.

F.W. Taylor pioneered time and motion studies, Whaere considered as de-
humanizing because it gave control to organizatiamger employee

performance. He emphasized on matching the indalisluabilities to the

complexities of the job, He promoted employee sstiges, he emphasized on
training for a job, and He blamed organizationsdomployee restricted output
of employees than employee abilities. He also esiphd on giving feedback
to people to help them change. Taylor sought huraadesensible approach to

dreadful conditions of work.

Application of scientific principles to human bel@vcan be seen in Ivan
Pavlov’'s work, and applications are conducted instern countries. The
psychologists focused on aspect that human beingfesa their unconscious
drives. Maslow emphasized on self-actualizatiortrineic motivation, and

potential as important aspects than controllingralyzing behavior.

The recent phenomenon is spirituality and meaningoak. The emergence of
spirituality in contemporary business has its raotmultiple sources (Darling
and Chalofsky, 2004)

2.5 Quality of Work Life: Definitions & related aspects
The term quality of work life appeared in resegatirnals during 1970s. Now

a days employees are not only concerned about maxyneggains but also
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working conditions interpersonal relationships, j@oessure, absence of
challenging work etc. As the organizations havenged their style of
functioning the expectations of employees also fehanged. Employees look
forward to the conductive work environment and fabte terms of
employment. The productivity and efficiency of eoydes depends upon the

guality of work life provided by the organization.

The American Society for Training and Developmezlested a task force on
the QWL in 1979. The task force defined qualitynairk life as, “a process of
work organizations which enables its members at lalels to actively
participate in shaping the organization’s environtnenethods and outcomes.
The value driven process is aimed toward meetiegwhn goals of enhancing
effectiveness of organization and improved qualitie at work for
employees.”Hence quality of work life is a procesfs work organization
designed to improve the effectiveness of an orgaioz and enhance the

guality of work life of its employees.

Cohel and Rosenthal have concentrated on the eswplogatisfaction. They
discuss quality of work life as, “an internally dgsed effort to bring about
increased labour management co-operation to joistllye the problems of

improving organizational performance and employes&ction”

Robert H. Guest defines QWL as feelings of an eggdoabout his work. He
further discusses the effect of QWL on employeds. |According to him,

“Quality of work life is a general phase that caver person’s feelings about
every dimension of work, including monetory rewaeisl benefits, security,
working conditions, interpersonal relationshipsg ai$ intrinsic meaning in a
person’s life, it is a process by which an orgatniratries to unleash the

creative potential of its people by giving themtmgpation in decision making.
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Mansell and Rankin try to define QWL as “Qualityy working life is the
concrete expression of a particular set of belaid values- about people,

about organizations and, ultimately about society”.

Robinson and Richard Alston defines it as the kesppse of the quality of
work life is whether an individual employee feef§ and a contributor to the
organization in which he or she earns his/her gjviiThe quality of work life is
related to the case with which people can take amkst they require to
undertake and thus gives the performance necessdahng economic strength
of the business”. The quality of work life of arganization can be assumed by

the behaviour of its employees.

One way of measuring quality of work life would b@ concentrate on the
behavioral outcomes such as employee turnovernseem, and mental and
physical illness. Individual's job involvement orels investment of an
individual at work may be a good indicator of qtyabf work life experienced
by the employees at work. To increase the employe®lvement in
organizational activities is by giving them autonorand freedom in the
working life. QWL is a state of mind or conditiom @mployee goes through

within the organization.

Indian philosophy emphasies on improving the quait life of the people
depicted in scriptures, scared books and epighetmeeds and maintenance of
guality in every one’s life. Karma refers to workdaKarma yoga deals with
meaning of work, and its implications, and the wawhich it should be done.

It can be considered as the highest quality in work

In general QWL refers to the favorableness or umdeableness of a job and
work environment for employees. It exposes the iguadf relationship
between employees and the total working environm@WL has assumed

importance in both developed and developing coesitof the world. In India,
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its scope seems to be large than all labour lagiak enacted to protect the
employees. It focuses on job security and econgmuwth of employees. The
concept of QWL looks at work as a process of imtigwa and joint problem

solving by working people- managers, supervisard,@mployees.

According to Harrison, “QW.L is the degree to whiebrk in an organization
contributes to material and psychological well lgeaf its members”. J.Richard
and J.Lloy define QWL as “the degree to which memmbef a work

organization are able to satisfy important personakds through their
experience in the organization”. According to Takea “What constitutes a
high quality of working life may differ in relationo both the employee’s
aspirations and the objective reality of his world asociety. It is ultimately

defined by the employee himself”.

In 1977, the staff of the American Center for thaa{@y of Working Life

developed the definition of quality of work life provements as any action
which takes place at any level of an organizatiohictv seeks greater
organizational effectiveness through the enhancermemuman dignity and

growth.

QWL is an indicator of how free the society is fromisuse, injustice,
inequality, domination, and restrictions of the twouity of growth of man,
leading to his development to the fullest”. Onetloé reasons for growing
importance of QWL could be realization on the peEremployees about their
rights and wellbeing. Employees do not depend upemmercy of management
for their existence. They are educated. They areermoited now than ever.
Each and every employee tends to join some uniotiseoother for their own
protection and well being. Unions put in all thefforts to educate its members
to understand their rights and also to make thedergstand what they can
expect from management in return for what they ddd not only monetary

benefits but other aspects as well. For most okthployees the need to work
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Is deep rooted in their psychological makeup aednieaningful work takes on

importance beyond mere material well being and ecoa satisfaction.

2.6 Measurement of Quality of Work Life

Richard Walton has proposed inclusive interpretataf eight conceptual
categories narrating QWL. He proposed eight majonceptual variables
contributing to quality of work life

Adequate and fair compensation

Safe and healthy working conditions

Immediate opportunity to use and develop huozgacities
Opportunity for continued growth and security

Social integration in the work organization

Constitutionalism in the work organization

Work and total life space

© N o g bk W DdPRE

The social relevance of the work life.

These criterias will help us to measure qualityofk life.

2.6.1Adequate and Fair Compensation

“In spite of the importance gained by the othereatpm compensation plays a
major role in employee’s satisfaction. Especiaflycountry like India, where

the employee welfare programmes take back seatpeosation is the main

source of satisfaction of the employee. Compensaineiudes wages and

salaries and all other fringe benefits and socelfave programme.

In organizations compensations and benefits areredfin form of Monthly
wages and salaries or total pay including basicesagearness allowance and
city compensatory allowance, Bonus, house rentwallece, paid holidays
leave, travel concession. Contribution towardsregtent benefits such as
employees’ provident fund and medical facilitieeThignificant aspect of
compensation is wages and salaries. The two teftas osed interchangeable
are ‘salaries’ and ‘wages’.
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The term wages is used to indicate the payment niadbe worker level
employees while the term salary is used for comguears to clerical and other
supervisory employees who are all monthly rated lamalvn as white collar
employees. The factors that affect compensaticengiloyees are demand and
supply of labour, Ability to pay, Cost of living,réductivity of employees,
Labour unions, Government regulations, and prewvailiwage rates.
Remuneration is the compensation an employee resanreturn for his or her

contribution to the organization.

It occupies an important place in the life of anpéoyee. Employee’s standard
of living, status in the society, level of motivat loyalty, and productivity
depend upon the salary he or she receives. Soatypampensation of an

employee comprises of monetary and non - monetmgfis.

A fair and reasonable remuneration will attract petent employees, it will
also help in retaining present employees, improway productivity, improve
employee employer relations, and also improve pubtiage of the company.
If organization wants attract and retain qualifeead motivated employees it
must pay fair compensation. For employees, pay asenthan a means of
satisfying their needs. It provides them a sensappfeciation and determines

their social status.

Organizations situated at rural areas can satisiir temployees with
comparatively low levels of compensation compareth wheir urban based
counterparts. The organizations located in urbaasausually compensate the
cost of living through higher dearness allowande=eping basic the same.
Thus employee compensation is a very significasuasor employers. Money
is not the only motivator for employees, but les®ney demotivates

significantly.
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2.6.2 Safeand Healthy Working Conditions

Organization should be alarmed with the employéesilth and provision of

safety while they are at work. Due fulfillment wislich provisions are likely to
promote good employee health and safety which waelsllt in greater

employee efficiency and productivity as well as itherease in the employee’s
morale and loyalty. In India. Legislations suchtlas Factories Act 1948, and
the Shop’s and Establishment. Acts have made |eg&isions with regard to

employees’ safety, health, working conditions iklohg sanitation, cleanliness,

lighting, drinking water and rest rooms.

The development of trade union movement has fotbedorganizations to
provide better working conditions to the employeBEse management realizes
the significance of better working facilities toetlemployees for achieving
greater productivity and efficiency. An employeeisgs about eight or more
than eight hours at the place of work during wagkitay. He must be provided
with such type of facilities which will maintain $ihealth and keep him

involved in his work.

Physical environment consists of physical environtake factors prevalent
within the organization such as lighting, ventdati humidity, layout of
machines, noise, temperature, etc. insufficieritlgauses strain on the eyes of
the employees. Bad ventilation and absence of faasimake the employees
uncomfortable at work which leads to decrease éndfficiency. Unnecessary

noise disturbs the attention of the employees wiaals to accidents.

Mental environment of employees is concerned witle psychology of
employees. Fear, anxiety, tension, anger, etc.et@ments of bad mental
environment. Such bad mental environment may adiyeesfect the efficiency
of employees and leads to stress. Therefore, fhl@nmental environment
should be created for the satisfaction of the eyg#e and to boost their

morale.
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Social Environment is impacted by the society whsthrounds employee.
Every individual's attitude is greatly determineg the society in which he
lives and works. Employee’s thinking, feelings,fprence etc. are affected by
his social environment constituting the groups @fspns he is associated with.

Organization should try to create better relatigmsimong the employees.

A healthy employee is important requirement of tbeganization. So

incumbent on the part of the employer to look afiter health of the employees
and to provide such facilities and conveniencesciwivould ensure minimum
health standards. The Factories Act, 1948 deals th# provisions regarding
health. It emphasies on the conditions inside tigarzation as an important

factor in the health and safety of the employees.

Cleanliness, sanitary and orderly conditions arstrtmiconserve the health and
happiness of employees. Organization must enswakethie highest possible

standards of cleanliness are laid down and maiedain

Disposal of Waste and Effluenits necessary for organizatiomsccumulation
of dirt and refuse must be removed daily. Adeqaaie hygienic arrangement

must be made for the disposal of waste and efffuent

Ventilation is an important factor for better wargi conditions. Deficient
ventilation leads to diminished health of the emgpks. Work places must be
properly ventilated. Noxious fumes and dust in agaaization can be
hazardous unless allowed to escape by scientifisywaill ruin the health of
the employees. Effective measures must be tak@neteent its inhalation and

accumulation.

Humidity in the organization must be controlledoWsion must also be made

for securing and maintaining appropriate tempeeat@t work places.
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Temperatures which are too high or too low leadphysical discomfort and
affect health and efficiency. Work room must notdsercrowded. Minimum

space for each employee should be given.

Poor lighting will cause poor work atmosphere atrdis on the eyesight. For
maximum efficiency and production, lighting arrangmt should be at the
best. Employee must avoid casting of shadows cgusyestrain or accidents.

Bright and cheerful surroundings have a betteridatmg influence.

Sufficient supply of drinking water at suitable pts handily accessible to all
employees must be arranged. Such water points motigte within twenty feet

of any washing place, urinal or latrine.

Provision for sufficient latrines and urinals is ngoulsory. In most
organizations latrines are not kept in a cleankagienic condition. This is for
Sufficient number of spittoons must be provided@tropriate places, and they
must be maintained in a clean and hygienic conmditi8pitting anywhere

except in spittoons is an offence punishable utiteeAct.

2.6.2.1 Safety M easures

Basic causes of accidents in organizations canppeoged mainly to four
categories such as supervisory responsibilitiedpra®mf employees, unsafe
equipments or materials and unsafe working conastidcSupervisors can be
held responsible for accident occurring on accoohtnot issuing safety
instructions, or instructions not properly forcetinployees are not provided
with safety devices and equipments, inspection h&f équipment or jobs;
inadequate planning of job, too much rush; conflictsupervision etc. If
accident is due to negligence on the part of engasyor indifference such as
haste or task shortcuts; disobedience of safetyuictsons; job ignorance, lack
of skill, fatigue; inappropriate method of doingetjob; language barriers etc.

can be attributed to employees on lapses. Accidears also cause due to
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unsafe equipment, defective materials, defectivdstounsafe conditions of

building or infrastructure etc.

Accidents can occur due to unsafe working conditi@uch as poor and
defective lighting, congestion or improper invegtormanagement,
inappropriate housekeeping, inadequate ventilatishppery floor, fire

explosion, dust and fumes, inadequate exist, fdaltylities layout, different

weather conditions etc.

Organization should take all the necessary safegsures. machines must be
adequately fenced in factory. The safety colourecadopted by American
Standards Association should be implemented innisg#ion indicates ‘red’
for danger, ‘yellow’ for caution ‘green’ for safe dirst aid equipment and
‘white’ for housekeeping. Awareness should be e®ain employees of
following safety rules. They should be informed atbsafety devices. Safety
can be achieved only if the employee appreciatentbed and utilizes it.
Education related to Safety education is must lier éntire employees. The
employee at organization is full of risks and oatignal hazards. Every year
many employees are prone to industrial accidertts. ifijuries can be caused

due to unsafe activity unhealthy working conditions

In India the act Workmen’s Compensation Act wasspdsin 1923 providing
compensation to employees and their families i @dsgndustrial accidents or
certain occupational diseases resulting in deathdieablement. The Act
suggests separate policy for compensation in cadeath of employee as well

as in case of permanent or temporary disability.

Safety means freedom from the occurrence or riskjafy or loss. Industrial
safety means the protection of employees from thagdr of industrial
accidents and safeguarding them. Health is a statemplete physical, mental

and social well being and not only merely the abseof disease. It is the
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outcome of interaction between the individual ergpk and his environment
which surrounds him. Employees spend a great déatheir time in

organizational settings.

In many organizations, employees are exposed tousrtypes of health
concerns. Unless the working conditions are apjatgpremployees cannot
concentrate on job. As a result, productivity afftciency of employees will
be low. The unhealthy employee will remain absemt which will result in
greater absenteeism and labour turnover. The gualitvork will endure and
the organization’s resources will not be utiliz&tie major factors influencing
employee’s health are work area and seating arnaege cleanliness, lighting,

temperature, ventilation, freedom from noise, dasitrol.

2.6.3 Opportunity to Use and Develop Human Capacities

An employee feels satisfied when he is given anodppity to utilize and
develop his capabilities. According to Maslow’s dédwgerarchy, people want to
satisfy their higher order needs once they satisgr basic needs like fair
compensation and good physical condition. This éigbrder needs include
social recognition and social status as well. Thsid purpose of human
development is to enhance knowledge and skillsykedge, qualifications and
expertise so that a productive and fulfilling ldan be lived, both in work and
also in society at large. For the overall developihtd employees’ capacities,
an understandable organization structure is esdem@rganization structure
represents formal relationships among the indiMglaad segments within an
organization. It is a structure which shows thehartity and responsibility
relationships among employees, the official commatdon channels, and the
relationship of each part of the corporation to dikers. The hierarchy in
which people are related in a meaningful way widsult individual
responsibilities known clearly and the authorityact would be defined. In
such case employees will benefit from superior-stibate relationship in

which each employee receives essential guidance.
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The purpose of communication is to make the emp@ogaare of his

obligations to the organization and provide himhwatdditional guidance on
how to perform his duties efficiently. It is esdahto encourage ideas and
suggestions from subordinates for an improvemerthé product and work
conditions, for a reduction in the time or costalwed and for avoidance of the
waste of resources. If an organization is to ogegat an integrated unit, it is
necessary that the top management should keepwlee level supervisors and
employees well-informed of its ultimate objectivasd what it wants each
person to accomplish towards their realization.odd communication system
not only ensures the transmission of informationl amderstanding among
individuals and groups, but unifies group behaviehjch provides the basis

for continuing group cooperation.

Employees should be encouraged to give suggestiotise organization for
innovative changes and their suggestions shoulcbhsidered. Rewards must
also be given to those who make constructive suiggef®r changes. This will
boost the morale of the employee who made suchestigg. It is also better to
give opportunities to employees to participate rigamizational planning. They

can give creative ideas while working.

There will be qualitative and quantitive differescevhile doing work by
different employees. It is necessary for the orgaion to know these
differences so that the employees with better tadslimay be reinforced
positively and the inappropriate placement of thpleyees may be amended.
For this reason performance appraisal is essenilifle objective of

performance appraisal is Administrative and Seltiovement.

The various objectives are Promotion, transfergevadministration, training
and development and HR research are the admimstratbjectives. The

performance appraisal helps to identify the deficies and shortcomings of
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the employees. Performance appraisal helps theogewland his immediate
superior to discuss the performance and therebygbrihe areas of
improvement. Stronger mechanisms by the organizatxd monitoring

performance may dissatisfy the employees.

All employees should be given optimum freedom imdavork. This will give
the employees an internal satisfaction that theydaing the work designed by
him. Periodic discussions with the employees, mglfior his suggestions, and
framing work groups like ‘Quality Circles’ help @amployee in improving his
capabilities on job. Equitable treatment and fatitiale of the boss can
increase the morale of subordinate employees. Ptogiaing through various
methods not only at the beginning but from timetime also helps an

employee to improve his capabilities which in tesatisfy him.

An organization is responsible for the developmehtits employees. This
involves training, skill developments, recognitiand encouragement. Work
arrangements should be made demanding enough amesfills, abilities, and
knowledge. They should create a positive effectelh esteem, independence,
involvement and inspiration. Today work has becomenotonous and
mechanical so that the employee has tiny contret dav Successful candidates
placed on the jobs need training to carry out thetres effectively. Employees
must be trained to function machines, reduce sarapavoid accidents. It is
not merely the employees who need training. Supersj managers and top
officials also need to be developed in order tovalthem to grow and acquire
maturity of thought and deed.

Training and development constitute an ongoinggssdn any business Taylor
was criticized that an employee provided optimurmpof freedom in work
can improve him on the job which gives him enormeassfaction. The job
should contain sufficient variety of tasks to puawitest and to ensure the

utilization of talents.
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2.6.4 Opportunity for Continued Growth and Security

The organisation should provide career opportwiitilor employee
development and to sharpen new abilities and expad accessible skills on
a continuous basis. Career development programerdormance appraisal,
joint consultation and employee participation in nagement are crucial
elements required for continous development andrggc Career growth is
crucial for implementing carrier tactics. It consisf actions undertaken by the
individual human resources and the organizatioméet career aspirations and
job requirements the most important prerequisiteavéer growth is that every
employee must take onus for progress. Career dawelot involves employees
receiving demanding job assignment early in thaireers and doing well.
Managers recognize career path. The successfulogegsd should pursue it.
So, the organization should give the informationetoployees involving the
best way for career growth. To give informationalb employees about job
opportunities, management can use job posting.ré&skeucturing lists include
competencies and abilities, experience, and sépiprovisions to qualify for
jobs. Job posting provides a channel by which thgamization informs
employees know available jobs and requirementgfomotion. By assessing
people through assessment centers, managers caisigét evidence of their
ability to do specific jobs. The education andrinag is an effective career

advancement technique.

By bringing together groups of employees with theamediate supervisors
and managers, problems and misconceptions can dresseéd and resolved.
These programmes include self-diagnostic activibesemployees’ analysis of
the organization. Job changes can take the forstrafght, promotion lateral
transfer or assignment. Experience in differentaaréhrough transfer and
encouragement will certainly build confidence ire tmind of the human
resources This encourages the employees to aceeptimallenging jobs. An

extended leave in form of sabbatical can permietiior attending executive
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development conferences, continuous reading, aogept visit, session at

university, or other such activities which will d&i one’s career development.

Once the employee has been selected, educated atiehted, he is then
appraised for his performance. Performance apprasthe step where the
management gets to know how effective it has beeselacting and placing
employees. It is a continuous process to get indtion necessary for making

appropriate decisions.

Performance appraisal is a formal mechanism inrgamszation is concerned
not only with the assistance of the members whmfpart of the organization,

but aims at finding the potentials also. A goodeysof performance appraisal
helps the immediate superior to assess the perfa@enaof employees

systematically and from time to time. It also helfps to assign that work to

individuals for which they are fit. It can be usasla basis of sound HR policy
in relation to transfers and growth opportunitifsthe performance of the

employee is better than others, his name can bgesteg for promotion, if the

employee performance is not at par, he or she radyansferred to some other
job.

A sound system of performance appraisal shouldlfo#rtain requirements. It
should be uniform, fair, just and equitable. It sldobe ensured that the
appraisers are honest, rational and objective eir tppproach. The employee
should be made aware of the performance in terngeals, targets, behaviour,
etc. expected of them. Moreover, the appraisal ghould be devised in
consultation with the subordinates. This will irecse their commitment to the

plan and their understanding of expected performanc

Active involvement of employees in the decision mgkprocess is a
prerequisite for the successful implementation g tlecision to action. In

many countries it is statutory for the organizatiom constitute joint
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consultation committee with representative of mansagnd employees at the
unit level. Joint consultation is intended to stiate interest and draw out the
best contribution that every employee can makaeadgular effort. It helps in
establishing mutual understanding and admirationvéen management and
employees in an atmosphere of joint accountabilitys a pre-requisite for

satisfactory working of wage incentive schemes.

The subject of employees’ input has gained popylami the last three or four
decades. An organization requires the joint efbbrall the employees working
together. With the increasing strength of the oiztion of employees and
with their raising potential, a stage has now beached where the employees
not only demand development in benefits but alsotw@employ the power of

their organization to secure partnership.

The concept of employees’ participation in managemmevolves around the
principle of equality and co-operation between argation and employees.
Employees will be motivated and their morale witigrove if they are involved
in the process of decision making. Employees ppdimn in management is
recommended to achieve the following objectives inzreasing productivity
for the general benefit of the organization, theplyees and the society at

large.

The association of employees and management bvels would lead to the
promotion of improved productivity for the genebanefit of the organisation,
the employer and the community, Better employe@leyer relations and
increased cooperation will enable organisationsviio their confidence and
cooperation. Such association of employees withagament in a real way at
all levels will break the barriers between empleyaad management and do
away with distrustful environment and mistrust amggblace hostility with

cooperation.
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Now a days The employees have started seekingrcgreeth. Job security
has ceased to satisfy employees in the organizakamployees tend to go
away from a job which does not promise career dgnov@rganizations are
helping employees in these areas by helping thesw dheir career paths.
Organisations are also helping employees to gehehnigositions through
training and development. The employee is developetbke up a higher

position where there is a possibility.

There must be employment which gives for continugnasvth, job and income
security. The work should give career opportunit@sdevelopment of new
abilities and expansion of existing skills on auleg basis. QWL provides
future opportunity for continued growth and segurity enhancing one’s
capabilities, knowledge and qualifications. Here fbcal point is on career

opportunities as against the job.

2.6.5 Social Integration in the Work Organization

According to Walton, a satisfying uniqueness arfiesteem are influenced by
five characteristics of the work place: freedom nirodiscrimination,
egalitarianism, upward mobility, supportive workogps and community of

feelings, and interpersonal openness.

Social integration is a procedure of adaptatiowhych employees are able to
recognize the basic values, norms and customs doorhing the accepted
members of the association and assuming organieadtroles. People who do
not learn to regulate with the culture of organatare labelled as rebels and
may be driven out of the organization. Social instign will have a large

persuade on the attitude and behaviour of peopleoekt. Because, people are
normally socially oriented. The attitude and valoésnanagerial peer groups,
family members, friends, and others to whom they cllectively relate will

influence profoundly their perception and actions.
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Though the initiative is to be from organizatiohg temployees also should
give their complete support and collaboration tokenahe efforts of
management a success. An organization can acqumgodive work groups
and interpersonal honesty between employer and oy@@lor concern and
endeavor to settle any differences of views in @espf such matters. Good
human relations are the preconditions for the sscef better work

environment.

An organization constitutes of employees who coramfvarious backgrounds
and are different from each other in their psychgloThe performance of
employees and their behavior when demanding inrtécphar job is influenced

by various psychological and social factors suctaasly.

Knowledge about employees their behaviour is ingrin developing human
relations. Human relations are the incorporationeofiployees into work
situation in a way that motivates them to work flyinproductively
considerately and with economic, psychological smcial Satisfaction. Human
relation is the art of getting along with employeither as individuals or as a
group. Human relations is a process through whicdividual’s attitude and
job integrated with a view to completing a willieg-operation on employee’s

part in the achievement of the interests of an@ason as a whole.

The term industrial relation refers to various typeelationships between all
the parties concerned they are the employees, isejeom representing the
owners. Hence, industrial relations denote a vashptex of relationships

created between management and employees, uniomandgement, union
and employees and between employees themselvegurirhary objective of

industrial relations is to keep good and healthgtiens between employees
and the organization. This will protect the int¢resthe employee as well as
management by protecting the highest level of sharederstanding and

goodwill amongst them.
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An organization can possess helpful work groups iatetpersonal openness.
‘Industrial Democracy’ by establishing work comreds which propose to
“promote measures for securing and managing goddtioes between
employer and employees and to comment upon issuegio common interest

and to settle differences of opinion if any.

2.6.6 Constitutionalism in the work organization

QWL provides constitutional shield to the employessy to the level of
appeal as it hampers employee’s fulfillment of doihe job beyond that level.
Constitutional protection is given to employeessach matters as free speech,
equity and due process. Regardless of the abundaint¢aws designed to
ensure fair conduct at the workplace, employees dten treated in a
dishonorable manner. In some cases, employers @keitaw, in others; the
letter of the law is followed. Research indicateattthe most serious ethical
problems revolve more or less around managerialisd®s regarding
employment, promotion, compensation, and disciplthat are based on
favoritism, rather than ability or performance & §job. There should be the
right to personal privacy, free speech and equétabihduct in the workplace.
An average employee is simple, even naive and Gosigi He keeps himself at
a distance from his superiors. He is aware, doul#hd undecided. This
attitude of doubt and frustration changes when fieguaranteed of equal
treatment for all employees and have the feelilag e organization is taking
utmost care of employees who are diverse due terdiit age group, education
and income . If he is assured of equal treatmenwiiggive excellent results

for organization.

A tolerant hearing of an employee’s complaint anceapression of sympathy
and thought can win the confidence of a employegoéd and fair scheme of
grievance procedure gives the employees a sensecafity and social justice.
There should not be any space for favoritism orotism or injustice. Every

employee problem must be handled vigilantly andioasly. The future of an
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employee, his job security or his promotions anowgh should not be at the
likes and the dislikes of his superior. It shoudddased on sound philosophy of

equity, fairness and social justice.

Organization should offer some counseling to emgésyin case of personal
problems. In case of bias, it is most dissatisfyiogan employee to find out
that his colleague is being treated in a differgay from him which will have

an adverse effect on his quality of work life. Enbed QWL should ensure

zero infringement of the constitutional guarantgeiganizational decisions.

2.6.7 Work and Total Life Space

For better quality of work life a balance betweeorkvlife and family life of
employees is must. If the employee is anxious & rhind, about work or
family life or social life it will eventually inflence his work. He may become
dissatisfied with his job or organization and hdl wvemain absent or wish to
leave the organization an employee with permanemvance against his
superiors and co workers and thereby becomes alagy®blem employee.
Personal or family problem of the employee mustagvbe taken by the
organization with a sense of urgency. Otherwiseilit affect his motivation

and morale.

An employee’s well-being in and out of organizatierorganisation’sconcern,
because it has a direct bearing on the competdnitis aork. Unhappiness at
home often affects employees conduct at work. thées responsibility of the
employer to secure for the employee good human itonsl of work and

living.

Working conditions create a simulated environmehtdost, fumes, noise,
excessive temperature etc. These circumstancessengibain on the human
body and if uncontrolled may lead to the severeaue. The hazards should

be minimized and task should be made safe. Angthenf the organization is
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to increase wages of the employee. It is essetatiabld to the income of the
employees by providing services such as housingjaakassistance, schools,
co-operative stores, playgrounds, etc. for fulfdliemployees’ personal and
social requirements. The organization must try maximum for meeting
employees’ needs.

Every employee who works with other should idenkifg own personal needs
and the needs and potential of his peers. Everyithdhl's way of doing things
is affected by the society in which he lives. Timepiboyee should not have a
thought process that the time and energy speheawork place is a waste. The
organization should try to create a culture whiah elp employee to realize
that his effort in the organisation is vital. Siarly, employee should think that

he is receiving adequate compensation for the orle in the organization.

There should be proper equilibrium between work Bind personal life of
employees. The demands of job such as late wortkimgs, frequent travel,
and quick transfers are both psychologically, pblggjically and socially very
costly and damaging to quality of work life. Famiife and social life should
not be stressed by working hours including overtimerk during inconvenient
hours, frequent business travel, transfers, etc.LQMWbvides the balanced

relationship among work, non-work part of life.

2.6.8 The Social Relevance of Work Life

All employees should be given compensation, workiagditions so they lead
decent standard of life and they should enjoy tloeiad and cultural
opportunities. The employees feel a need to rellagg work socially. For
example, employees who work in an organization whjpbs are socially

relevant can gain recognition in a group and threynaost satisfied.
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The need to give back to society is felt by allamgations now a day. The
need was felt besides the interest of the orgdaizaind it also should be in the
interest of employees, customers, suppliers, gonent and the public at large.
It should try to help society even at the costtsfprofit. Now, Organizations
must try to improve their image in the eyes of thablic by understanding

social welfare measures.

Women and minorities have been discriminated agamsheir careers and
professions. All should be given equal opportufotygetting job and grow. By
avoiding discrimination on the basis of severaleasp such as caste, creed,
age, sex etc. organization help in creating a laédnsocial structure.
Organizations should provide finances for the dgwelent of educational
facilities. Organizations should spend for CSRwiiéis. An organization will

have the satisfaction of contributing to a noblesesif such help is given.

Organizations must always be ready for moderninafidodernization helps to
make new quality products at cheaper rate. So magion is helpful to the
society by providing quality products at cheapde.rdhere are some goods
which are harmful to the individuals and societiieTproducts such as tobacco,
alcohol, drugs etc. are to be produced and marletgzer the guidelines of the

government so that their use is restricted whenpossible.

Pollution has become a major issue of the societlyianeeds to be controlled.
It is the responsibility of the organization to eise control over its wastes.
Organizations must deploy waste management mechanisThe waste
generating from toxic, excessive noise, chemicastipides, automobile
exhaust etc need to be prohibited. Organization wemage pollution by

recycling its waste and by reducing the pollutionhe first place.

The type of product made by the business is usdétidognd users. The product

features such as quality efficacy, design, safyability have a direct effect
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on customer satisfaction. The ease of access ditygpeoducts at reasonable
price will enhance consumer satisfaction. Orgaropatshould take into
account consumer preferences and their buying dgpatile deciding its

manufacturing policies.

The term ‘social security’ was emerged in westeonintries. The need of
social security measures exist to help the peoplermthey are unemployed
and exposed to risks such as sickness, old agermigtetc. According to
ILO, “Social security is that security which furhes through appropriate
organization against certain risks to which its rhers are exposed. These
risks are essentially contingencies against whiehndividual of small income
and minimum resources cannot effectively provide Hiy own ability or
foresight alone, or even in private combinationhwlis fellows. These risks
being sickness, maternity, old age and death, thescharacteristic of these
contingencies that they impair the ability of therling man to support

himself and his dependents in health and decency”.

The scope of social security is very broad. Soseurity schemes comprise
health insurance, maternity benefit, compensation @mployment injury,
employees’ family pension, voluntary social insw&n provident fund

schemes, etc.

India is a Welfare State as envisaged in her domistn. Social security is an
important step towards the goal of Welfare State,irbproving living and
working conditions and affording people protectiagainst various kinds of
occupational hazards. Social security measures aksip in industrial
development through making employees efficient prmtluctive and it also
helps in reducing waste arising from industrialpdi®s. These measures help
employee to feel social and economic security amdhgs heart and soul in
increasing production. Employees’ State Insurance Bmployees Provident

Fund Act, the Maternity Benefit Act help to protscicial security in India.
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Organization makes use of resources of society. okganization can be
successful in the long run if it ignores the ingtref the society. The standing
of an organization in the society can control arpleyees’ value of his work.
Work should not only be a way of material and psyopical satisfaction but a
means of social welfare too. An organization thed better concern for social
causes like consumer protection, pollution, nationgegration, employment,
etc. can improve the quality of working life. QWIs worried about the
establishment of social relevance to work in aabciadvantageous manner.
The organization’s lack of concern for social deékle waste disposal and
management, low quality product etc. in turn aSethe self esteem of
employees. The employee’s self esteem would be kigly if their work is
useful to the society at large and they feel prambut it. The social
responsibility of the organization is an unavoig@abketerminant of QWL. As
such, social relevance of work of each employeery important for making

working condition better.

2.6.9 Superior Subordinate Relationship

Improved superior - subordinate relationships dgive employee a sense of
social association, organizational belongingnesspmplishment of work etc.
This leads to better QWL. So in organization empts/should be free from
excessive supervision and control and organizasioould not use not use
undue pressure on employees to attain the schedatgét .An impartial
treatment to all employees within the organizataomd sense of cooperation
among employees and supervisors will help in sltapietter quality of work
life.

2.6.10 Welfare Facilities
Employee Welfare means doing well for employeeseférs to the physical,
mental, moral and emotional well being of an indial employee. According

to the Oxford dictionary, employee welfare meanse“efforts to make life
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worth living for workmen”. Labour welfare means itads care of the well being
of employees by employers, trade unions and goventmh and non -

government agencies.

Welfare officers are educated and trained in suslayathat they are in a better
position to manage employee welfare. These offiaeesmore concerned with
compliance of statutory provisions than with thdlveeing of employees. In

organizations welfare measures should help to evact the negative effects
of the factory system. These measures should eriablemployee and his
family to lead a better life. Welfare facilitieské housing, medical and
children’s education, recreation and social welhbgeetc. help in improving

QWL of the employees. For the organization, welfaeasures lead to higher

morale and better productivity.

2.7 Development of Quality of Work Life

Concept of QWL is not a recent phenomenon. It wiasys discussed by
practitioners. There are a number of mechanismeribancing quality of life,
starting with the ‘human relations’ movement Cdmitions by Mayo and
McGregor, the job enrichment of Herzberg, the e$folo enhance work
environment began in the early. The labour unictividies with the help of
collective bargaining and legislation led to impedvconditions and improved
QWL.

Employee aspirations for an improved work life ggyénd continuous efforts
to improve working conditions. Now a days employeeth better education
and high expectations are demanding better marsgeays and better ways
to participate in the decision making process #figcts their welfare and work
life. Other aspects which influenced the rapid dgwment of QWL is

increasing recognition by management about sosgles of the workforce,

CSR and organization’s duty towards employees. |&yep’'s changing
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attitudes towards authority, the unfriendly natwt organizations and a

widening gap between the workplace reality and eyg#s’ expectations.

Several schools of thoughts suggest that QWL hassgme components of
motivation. QWL enhancement initiatives are gengraésigned to satisfy the
higher level of needs as given by Maslow in hisotlzgeof Need Hierarchy.
Employees are not satisfied with better workingdibons or better salary but
they also need social integration. They work fohiacements, freedom,
reputation, recognition, attention, appreciation. ey desire for continuous

self-development for unleashing their potential aalfl fulfillment.

Quality of work life closely works with the orgamizonal development.
Organizational development is a planned, methodiaaganized and
collaborative effort where the knowledge of behaadiosciences and
organizational theory, principles and practices detiberately applied to
increase the QWL which is reflected in enhance@uoiational health, validity

and enhancement of the individual and group conmgete

Therefore, organizational development efforts arended to enhance the
quality of work life of the employees, but also ttee effectiveness of the
organization. Organizational development connotes ¢ontinuous planned
efforts made to improve the structural process@euple aspect of the system.
Such systematic efforts ensure the organizatiomiwigal and growth by

enhancing the quality of work life.

The improvement in quality of work life doesn’t imive cost to organization.
like wages, working conditions, benefits, work desiorganizational structure
etc. in quality of work life Improved quality ofwmk life leads to improved
performance and yields better productivity andcegficy. Performance means
mental output as well as the behavioral outputnopleyees while helping the

colleagues in solving job related issues, acceptinders with zeal and
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enthusiasm, promoting team spirit and bearing wibinking conditions without
complaints and the efforts for improving the lifieveork place but also the life

apart from work.

2.8  Techniquesfor Improving Quality of Work Life

The concept of quality of work life has been readizhrough various systems
such as job enrichment, job enhancement, employgesticipation in

management, organization development, quality esicemployees’ welfare,
worker’s participation in management etc. Effate required at Individual as
well as organizational level to enhance the quaftyvork life for employees

in the organization. HR professionals and expertshe area recommended
several techniques for enhancing quality of worfe.liSome important

techniques involve job redesigning and Job enrictiménich helps to satisfy
higher order needs by giving interesting, stimalgtand challenging work.
Opportunity for career development and growth iases commitment in

employees.

Organization should meet expectations of achievémeented employees. In
self managed teams employees are given the freefaacision making. In
such a group the employees themselves plan, catediand control their
activities. The group is accountable for success$abure. Flexible working
hours (flextime), spread out hours, reduced worlekyesharing of job, part-
time employment and other types of alternative wackedules give freedom
to employees in scheduling their work. Employeestwin contribute in
deciding matters which affect their lives. Qualitycles, management by
objectives, suggestion schemes and other formsnpfayees’ participation in

management help to improve QWL.

2.9 Conclusion
In nutshell, organizations do exist because ofviddials and individuals exist

for organizations. Without individuals, organizaiso cannot be managed.
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Employees are investments for organizations ang tiedp organization to

realize organizational objectives. Employees of ¢ganization should be
inspired, encouraged and motivated. So that theycoatribute to achievement
of organizational objectives. And for this the angzation must try to increase
the quality of life of the employees in the orgatian. There is a continuous
need for research and development in area of gualwvork life. This chapter

putforths the theoretical background related to shedy undertaken by the
researcher. Overview of Quality of work life Histal Development of QWL,

Quality of work life definitions and related aspedvleasurement of Quality of
work life etc. For the simplification the literamirhas been studied by

classifying into various sections.
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CHAPTER 3
REVIEW OF LITERATURE

3.1 StudiesRelating to Quality of Work Life

The Human Relations movement started with the Hamth experiments
conducted by Elton Mayo and his Harvard associél853) discovered the
inter-relatedness of a variety of elements at wan#l established that changes
in physical conditions of work such as working ciiods, working hours, rest
rooms, monotony, fatigue, incentives, employeetusté, the formal and
informal association resulting in high morale, prooive output and job

satisfaction.

Milton L. Blum (1956) in his study acknowledged tlsegnificance of the
association between job satisfaction and generdisfaetion. The job

satisfaction may be a function of general satigfacdr approach towards life.

George V Hawthorne (1963) conducted a study to reksevhat can

organizations and government do to help employe@sproving productivity

and what employees themselves do. In his view tlipub improvement can
best take place in the context of monetary growie study explains that
many employees face the problems of change andrtamdg. This can be
dealt with by training and retraining and by suéit provisions of employees
to go to other work within the same industry. Helamed that the productivity
can only be gained through effective teamwork amcteiased productivity
should be common fairly among organization, empdsyand the public at

large.

The study conducted by H.C. Ganguly (1964) on Imdierkforce attempted
to examine various aspects leading to job satisfaabr dissatisfaction and

given the reason adequate compensation leadinghtadissatisfaction. The
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aspects which are ranked high are job security apgortunity for
advancement. Some factors such as job status astigar, working hours,

relation with colleagues etc. have been identiisdow motivators.

Allenspach (1975) made a study to examine the efédlexible working
hours conducted as experiments in Switzerlanchigwresearch advantages and
disadvantages of flexi working hours, and its dffen job satisfaction and

employee attitude was studied.

Cherislicher (1975) gives new dimension about te&tionship between
working conditions and job satisfaction which irate that job cannot be
considered only from the viewpoint of productiviznd that the changes in

working conditions must provide to the satisfactidrworker’'s need.

Frike(1975) in his research explains the humaroratif work, by considering
its impact on the social aspect of the working d¢oos which matter more
than the industrial aspects. The research alscatel differentiation between

static and dynamic improvements in working condiio

Fazakerley (1975) claims that human resources ¥ant their employment
challenge they can assemble. Some propinquity asvkig how well they are
doing interesting work, congenial social climatel @egree of protection which
enables them to work in co-operative manner rathan conflict ridden

situation.

Johnson (1975) explained that the employees oftdmevfactors such as job
interest and better working conditions above salditye conclusion is the
compensation becomes the most important factashrsatisfaction only when

it is seen as compensation for dissatisfying armhating work situation.
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Seashore (1975) stated that individual employege bampletely unique sets
of standards for analyzing the quality of the waskttings. Groups of
individuals divide particular personal attributesigh cause them to analyze
work in common, methodical measurable and predietgatterns. Among
other thing nature of job is responsible for diffieces in analyzing the quality
of Work situation. There are systematic and unafecharacteristics of the
work environment which give high levels of satigiac and well being on the
part of employees. Experienced job satisfactiothésone element among the

various factors involved in the quality of workdif

The quality of work life is a sign of how free teeciety is from exploitation,
injustice, disparity, domination and restriction othe continuity of

development of employee, leading to his developrteetite fullest.

Ganguly and Joseph (1976) studied quality of waykiife amongst young
employees in Air India with special reference fe And job satisfaction. Out of
the various physical and psychological reasons wgriconditions, pride in
organization, job earned community respect, semsiMrking hours, etc. are
positively correlated with job satisfaction thanieldship with colleagues,
better work location, physical and mental straiariety of skills and risks of
injury etc. Research also indicates that strongilfarbonding and rural
background are more positively correlated with |ded job satisfaction.
Expectations and aspirations of young employeeschathe quality of working

life.

Prakasan Rajappa (1976) explains that work-relkeel has some influence
over the satisfaction and dissatisfaction of emgésy In higher level jobs,
motivational factors act as satisfiers, and in loiegel jobs both motivator and

hygiene factors seem to operate as satisfiers igadtifiers.
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Vasudeva and Rajbir (1976) commented that evengtihh@arious factors such
as compensation, opportunity of career advancearhigrowth, job security,
organization and management, social relevance ok,wammmunication and
benefits are connected to job satisfaction, ithis interaction among these

aspects that leads to job satisfaction.

According to Richard Walton (1977) quality of wolite is the work culture
that acts as the corner stone. Hence, work cutitiem organisation should be
value driven and improved to develop the quality wbrk life of an

organisation.

Sinha (1977) suggested that — the truth of acuteny higher unemployment,
higher disparity between the poor and the rich tjoles the authenticity of the
concept of the quality of work life. He further daimed that in India employee
Is seldom judged by what job he does. The critarex how he/she relates
himself with others e.g. family and friends. He gested for a close scrutiny
for knowing the area between the work-life and pleesonal life and the way

they are correlated.

Kavoyssuet al. (1978) compared the not permitted absenteeisas nat two

large textile factories in Isfahan, Iran. The warkiconditions in the study
factory were disappointing, unlike the control fagt Considerably higher
absenteeism rates are found in the study. He reemued for quicker

attention for humanizing the quality of workingelif

Goodman (1979) originated that people are lookiog ifinovative ways to
structure jobs and to organize employment in otdemake better economic
experiences for the worker. The development ofltiternational Quality of
Work Life Movement may be looked as a responsthitee main problems
which are widespread and rising dissatisfaction alnehation of blue collar

and white collar employees as well as many manalgemployees from their
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work and from the organization in which they arerkitog declining rate of
growth in employee productivity in the face of emershortages, and the
increasing appreciation of the supreme role ofviddials “quality of work

life” in physical and mental health as well asamily and societal well being.

Sekaran and Wagner (1980) emphasized on sense rapetence for
managerial employees of USA and India. Researchvshbat experienced
meaningfulness of work was the very significant tadbntor to a sense of
competence for employees in both countries becaesse of capability has

been strongly correlated with quality of work life.

Thackray (1981) made a research relating to trecetif boredom dullness and
monotony on quality of work life. Research indicatthat boredom and

monotony produces undesirable effect on qualityark life.

Sinha and Sahaya (1981) Research indicates that teeebest sophisticated
and contemporary equipment could give no resulthd human equipment
marshaled to operate them was not sincere, valaalolefficient in using them
to the best advantage of the organization. The HuR&source management to
produce circumstances under which each individogdleyee would not only
give highest job performance, but would also exge® maximum job

satisfaction.

Bharadwaj (1982) Research indicates that the quadt working life

association offers India a value framework andgaaizational change leading
to job-effectiveness by utilization and relating thie human potential. The
frameworks of quality of work life have to be adeghtboy organizations to suit

our needs, and our dream of an evolving society.

Manappa and Saiyadain (1983) indicated that waoskegoarticipation in

management had suffered heavily because of em@oybe felt that such a
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strategy would take away from them their right tamage. This thought was

supported on large-scale by government.

D’Souza (1984) explained that the classical, nessital and systems school
of thought in organization theory give differentnceptions of man and
organisations, which lead to broadening of scopeuality of working life

theory and application.

Rao (1985) carried out a study to evaluate thesdfice between quality of
working life of male and female employees doing ieimwork. The result
indicates a significantly higher complex qualitywérking life score for male
than for female employees. Male employees havafgigntly high scores for
opportunity to grasp new skills, challenge in wakd optional element in
work. Research found that age and income of emplénga a positive impact

on perceived quality of working life of female eropées.

Muthikrishnan and Sethuraman (1986) laimed thatawizations cannot
themselves generate job satisfaction in employ@égy can create only

conducive environment for enhanced job satisfadtioough job redesigning.

Rudrabasvaraj (1986) analyzed several areas in HuReaource Management
and concluded that there were several ways in wemployee estrangement
manifested itself. It might be articulated by thasgive withdrawal from work,

turnover, absenteeism, lateness, and in-attentiale wn the job, or might be
expressed in the form of fierceness, sabotageulasgheraos, violence and
other disturbances in work routines. People migbt tlisconnected when their
jobs ceased to give satisfaction and when thes jsbre chopped into several
meaningless little parts. People wanted to be miyednd they wanted to have

an opinion in all the aspects that affected them.
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According to Saxena (1987) promotion was takerhasselection from inside
the service. Therefore, promotion system was atetly various factors like;
the kind of career system that existed, the prelmy recruitment and
examining policy with which people were chosen ba basis of capacity for
advancement, the number of key positions that weserved for political

appointees, the amount of career type appointnfemts outside, the size and
heterogeneous nature of the organization, andyhandism and growth in the

organization’s work programme .

Varandhani (1987) experimented that the Indian eyg# was not having a
sense of responsibility with the organization. Thegre suffering from
poverty, lived on normal standard of living, notliexlucated and inadequately
trained. These circumstances resulted in low prindticand efficiency, usual

performance, a high absenteeism and obvious imdiisei

Oza (1988) argued that the government policy of HR[arge-scale industries
during the first two decades post independence rfidspaid attention to
development of human resources required to promhetgyrowth of small and

cottage industries.

M. K Manilal (1989) in a research study concluddudittthe operators,
technicians and supervisors should be given adequaining form time to
time in order to cope with the changes in the tetdgy and equipments and

measures are to be taken for reducing adminis¢rast.

Bhabani (1989) discussed that industrial relatiod participative management
gives detailed discussion on the concept of workeasticipation and their
experiences of participative management in somentces including India.
The study was carried in a leading public secteelgblant, offers a systematic
scheme which can be used in future. The infereacedased on the working

of participative plan at the unit level.
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For showing importance of enhanced relationshipveeh the management
and the employees, Srinivasan (1990) expressedath&mployee was not a
machine, nor he was a component in the wheel, lhsta@mplete with a lot of

human features such as happiness, fears, desiegsieads. Love and respect

are desirable for every employee being human.

Kumari (1990) expressed that the employees wer@yhimyganized and called
a problem state in respect of industrial relatidnsorganizations, there were
two entities management and the employees. Thatisthere could not be
useful team work, co-operation or democracy, untbeesbasic inequality was
redesigned. The new structure in industry intentednsure sharing decision
making process so that the employees, customerssngliers could know

themselves with the objectives products, procearsdshe distribution of civil

liberties, profits and earnings from which they vestranged.

C.S Hemavathi (1990) in her research study dematestr a historical
perspective of motivation in India from beginnirmgend from the Indus Valley
Civilisation to the modern age. Motivation has beesearched from the stand
point of Mahatma Gandhi, Karl Marx, Swami Vivekadanand Thiruvalluvar
She emphasied that a federal organisation is noushé& cooperative sector for
manpower planning and HRD with special accent iaaghlining recruitment
and reducing deputation lists from the governmé&he researcher specifically
mentions that job security is the main motivatorth@e employees in the

government and public sectors.

George Zachariah (1990) attempted a study relatnghe socio-economic
background of organizations. Employment exchandgg ipsignificant part in
finding placement for the job-seekers in industrielse established industrial
employees have to stay longer to get the firsiofggob. These employees are
more satisfied with their working conditions tharnaditional industrial

employees. The gap between the traditional and moaeustrial employees
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are arising from the relatively economic backgrouofl the latter and
perpetuated by the higher salary and other onditiaich the modern
industrial employees had. He opined that besidessiment in other resources
plants, equipment, machinery etc., an organizasibould invest in its own

human resource, in the form of training and develept.

Narayana Reddy (1991) researched on the workiegolifemployees in three
large scale garment organizations in Goa and re@rded some measures to

motivate the employees to eliminate their dissatisbn.

Sangeeta Jain (1991) in her study gives the hieiGaiceffect while viewing

guality of work life in a large scale private indys

Trivedi and Chundvat (1991) in their joint effotudied the quality of work
life with special reference to banking industry émaging on the positive and

negative attitude of employees about the work emarent.

Ray (1991) suggested that the importance of capémmning was due to
additional rising concern for quality of work liend personnel life, increased
education and occupational aspirations and sluggisWwth and reduced career

advancement opportunities.

Baig (1991) in an experiential assessment of jobisfaation and work
involvement indicated that job satisfaction refdrte an employee’s general
attitude about a job and a employee with high lesfejob satisfaction held

positive attitude towards his job.

According to Venkata Rantna & Srivastava (1991) abgective of training is
to bring change in the behaviour of employees thagahe current and future
requirements of their jobs and roles. From the miggional perspective,

training reduces the time required for employeesadquire peak efficiency
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levels. Training helps to increase the quality godntity of work and reduces

inoperative time.

Mathew (1992) made a study on the HR practicelencb-operative sector in
the state with the aim of assessing the extentppfiGtion of modern HR
concepts in the cooperative sector. Even thoughl®mes were moderately
compensated, their job satisfaction is moderate Jd¢ope for improving HR
practices in recruitment and selection, training development, co-operative
education, Industrial relations, employees paritgn in management,
performance management, HR research, professiatiahzof management,

communication, strengthening of HR department etc.

Asit Naryan and Amarnath Jha (1992) acknowledged ¢mployee is human.
They differ in mental abilities, emotional stabég, institutions and sentiments.
Quality of work life is a term that covers a persofeeling about various
dimensions of work including monetary rewards aeddiits, safe and healthy
working conditions, organizational and interperdonalationships and its

essential meaning in a employee’s life.

J.M Juran (1992) stated that without high-classspi®f working conditions
employee satisfaction may not be obtained. Thigdtual irrespective of the

type and size of the organisation .

A. Gani (1993) studied several aspects of QWL ie tmanufacturing
organizations of Jammu & Kashmir. His suggesti@nsrprove the troubles of

working class in the state are notable.

Jyothi Varma (1993) stated that work experiencemotbe seperated from
total life experience of an employee because warkaiway of seeking
fulfillment in life. Life becomes qualitative whehaily in various dimensions

of life such as work life, social life, persondeli spiritual life are meaningfully
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incorporated with the totality of life experiendcgenerally, quality of life must

be an indicator of quality in general.

Industrial relation at work Ramachandran Nair's 93P study is worth

considering. He tested the trend of industrialtretes by testing the hypothesis
of labour militancy. The study resulted in the #rgument of labour militancy
is highly overstated, even though, there is scdpeonsiderable improvement

in industrial relations.

According to Rao Raghunathan (1994) permanent tyuainprovement
depends on the best utilisation of talents anditesil of a company’'s
workforce. To achieve outstanding quality, it ispenative that a company

encourages its employees.

Companies must expand and realise the full potecdiatribution for personal
and organisational growth. This can be gained tjnotraining employee

participation and involvement.

R. K Dhawan (1994) explains the need for possedsimgan values to build up
attitudes and behaviour. For being effective huim@ing, one should properly
deal with self, his family, work place, society latge. The ingredients of
manifesting human values are positive attitudef seinfidence, strong
willpower, high objectives such as thinking big,gacing knowledge, self
help, regular practice, hard work, courage and iobiow, conscientiousness,

sprit of service, empathy, love of nation etc.

S Sajeev. (1994) in his research work explained tha trade unions are
affiliated to political parties. Many of them wereither members or
sympathizers of political parties. Many union leadare part of political

movement. The union leaders were often being hedass their union actions.
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Bharat Wakhlu (1994), An organization which taketeiest in the welfare of
its employees will be considered as organization repute. Employee
engagement initiatives such as Arranging familyhs, celebration of various
festivals,fests, organized interactions will ceebbnding between employees
and employers. Planning for employee satisfactiegirks with provision of
better facilities. Employees want a peaceful ardxieg environment so that

they can perform their best for the organization.

Pradeep Kumar (1995) researched on QWL in orgaaimt of

Thiruvananthapuram district and establish no sigaift difference in the
favorable and unfavorable attitudes among the eyepl® in respect of overall
QWL. Some attitudinal differences among differendups were found when
employees are segregated according to industrypensation and skill. He
commented that essence of quality of work lifehe walue of treating the

employees as human being.

Bino Thomas (1995) researched that, for qualitgleiactivities to grow the
employees must believe that their support and gypation will promote
themselves as well as the organization. They mespdrsuaded that quality
circle is a people-building philosophy. Developiagpositive organisational
culture with minimum stress and strain is a certaiay for improving
productivity in any organisation. For the qualitycte to be functioning, It
should be an essential part of the total qualitwork life in the organisation.

V Anil Kumar (1995) researched that, in order totinaie the employees to
develop their efficiency, the management shoul@ taleasures to evaluate the
skills of the employees and to make them feel tihait skills and performance

is appreciated by the organisation.

Gabriel Simon (1996) in his study suggested thahagement must treat

training and development as a need rather than xaryiu All training
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programmes. should begin with carrier planning eteohtification of training
needs. Employees participation in management issilples only when
employees are capable and willing to do so. Managérshould be willing so
that employees are made true participants. He remrded research on study

on the impact of the continuous service of disBatsemployees.

S.R Achary (1997) explains The term labour, thentéself has been replaced
by the term human resource, and efforts are bamgdat for the best use of
these precious resources by giving appropriat@itrgy welfare facilities and

morale boosting, in the organizational interestpkyees and employer have
to join hand. By considering human factor in orgatibn the organisation

should review their HR policies.

Anitha, and Subha Rao (1998) in their study “Qualif Work Life in
Commercial Banks” explained the quality of work elifprevailing in
commercial banks. They made a comparison of quafityork life in public
sector and private sector banks and remarked tradity) of work life in public
sector and private sector banks differ in sometpdike economic HRD point

whereas in all other aspects of quality of work tifiey are similar.

According to Joseph Zakhariya P.J(1999) job inicifactors indicated that job
security was most important to all employees ireetipe of level. Analysis of
the factors affecting quality of work life reveatlsat factors such as age,
experience, educational qualification, are nottegldo quality of work life. but
factors like job satisfaction and job perceptionrevelirectly corelated to
quality of work life. It was evident in case of \kers because of the

monotonous nature of jobs and less scope for piomot

Arun Wakhlu (1999) explained that, when value basathagement goes hand-
in-hand helping people find and do, their most radtuvork spirit explains

further in the organization. It is called as ‘gomdrk’. means working with a
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spirit of love and total commitment, and makingciinstantly demanding

adventure rather than routine chore.

According to Batra and Dangwal (2000) There are agpects of viewing
guality of work life. One emphasies that QWL with set of objective
organizational condition and practices (e.g. jobrioclment, democratic
supervision, employee involvement, and safe workiogditions). The second

emphasizes that QWL entire range of human neeusgts

Basheer Ahammed (2000) in his study linking to naional factors of
industrial employees explained that the employaesorganisation posses
medium level of efficiency. Employees are modesatshtisfied with the
working conditions existing in organisation. Thevkk of satisfaction is
inversely connected to the length of service. Otfagrables have no significant
influence on satisfaction. The level of satisfactidepends upon various
motivational factors for various companies. Theyoalvary with the
background of employees like age, caste, educatergth of service etc.
While instant financial improvement get the higheastlination, other
expectations like facilities at work site and medliacilities for family are also

significant for some companies.

Reghan Bilgie (2001) and explained that organirati@ttitudes are essentially
the feelings, beliefs and behaviour towards onefsgnd organization. Those
attitudes consist of the feeling towards worlentification with a job and

organisation, perception of the HR policy of thegamization. Research

indicates that attitudes towards the job changk wrigjanizational or job level.
Thomas Jacob (2001) mentions that the significeampetitive advantage of

any organization depends on the quality of its hummasource and the

effectiveness with which they were utilised. Acdfios of the sufficient and
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appropriate kind of human resources is perhapsribst important, complex

and perpetual task of management of any organisatio

Arun Kumar Krishnamurthy (2001) conducted a redeant human resources
management. The best function which a human resduration can do is to
make the employees feel that they are in the pidde, doing the right work
and getting paid well as long as the employee nesniai service. Few norms
for employee compensation such as annual pay anguipges, grade or

positional based compensation, compensation baseduonber of years’

service, rewarding performance with increments &asverlasting impact on

compensation for ever, etc.

Gangadhar and Madhar Keswani (2001) researchetleonhianging nature of

employment and payment. The study reveals that witlay’s compensation,

employees are attaining the level of hygiene fer tonetary compensation.
The ability of monetary benefits to attract andamethas been reduced due to
similar and better opportunities available and nmeigutility of monetary

gains.

Rethi Thampatty (2001) The employee productivityonganizations does not
directly transmit to the kind of performance apgpaiicarried out. The other
factors such as the technology used, level of iatiom achieved, and the kind
of market also plays a crucial role in keeping ity elevated.
Performance appraisal keeps the people aware of jible performance,
motivate them sufficiently by helping them to dexglnd use fully their skKill,

potential and capability and creativity and talent.
Jacob (2002) conducted a research on the industietions in public sector

organizations and found that industrial relations the public sector

organizations are relatively better than that oivgie organizations. He
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checked the role of employee participation in mamnagnt as well as the role

of trade union in establishing industrial democracy

Markel Karen. (2002) in his study affirmed thatrindas been a great deal of
attention in work-life practices from research@rsctitioners and public policy
makers. Work-life practices are generally definedaay practice intended to
assist employees in managing their work and norkwees. He checked why
organizations take up these practices using a kgl of organizations in the
United States. The findings suggested that woek{ifactices are not identical
and should not be treated as such by every stakethdtach practice has its

own unique background while adopting, implementmgthe organizations.

Prasad (2002) in his study observed that bulk efd@mployees in the Textile
organizations were not well educated. Because affnieal incompetence of
the employees of the textile companies could nké tap the challenges of
globalization. He also commented that work-varistgrucial factor capable of
increasing the morale of employees, providing thgdn satisfaction and
avoiding boredom. Though the shift mechanism wasemsal to enhance
productivity and to make better utilization of dahie resources, night-shift
caused issues related to individual health ande@léo domestic as well as

social life of the employees.

Ibrahim Muhammad Faishal (2003) made a study aatédtthat quality of
work life studies are getting the attention of urlpdanners due to their utility
in assessing and monitoring public policies Thelgwf quality of work life of
people staying near industrial estates in Juromggapore using 18 subjective
life variables to measure the in general life $atison and established that
health, family life and public safety were as thesmimportant indicators,
while self-development, religion, and politics wefdesser importance. As far

as satisfaction was concerned public safety, fahfédyand public utilities were
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among the most satisfied aspects, whereas consgowmis, politics and

environment were measured to be among the leastisataspects.

Wilson (2003) observed that employees were genersdtisfied with the
setting in which they worked. The satisfaction nates high among the public
sector organisation employees than the privateosesnployees. Regarding
supervision both the types were satisfied. Bothiypes were not satisfied with
respect to promotion and participation in decisimaking. public sector
employees are more satisfied than private sect@lames with respect to
reward and reorganization, human relations, belawbcoworkers and nature

of job.

Sarang Shankar Bhola (2003) completed a study efitguof work life in

casting and machine shop industry in Kolhapur. élenfl that employees from
public limited companies and limited number of eoyeles from private
limited companies were receiving good compensatida. commented that
majority of the organizations under study have famused on the safety
aspects of the employees. All units were deficiarttasic policy making and
its implementation. They are also not up to theknmardefining the goals and
mission. He recognized that the level of the quabf work life is not

depending upon the nature of ownership of firm.

Smythe (2004) carried out a qualitative study efworking-lives of twenty six
Chinese women sweepers in China. Majority of pgudicts were illiterate and
were migrants from the Chinese countryside. The epimg employees
indicated that illiteracy was root cause of thempboyment problems.
Organised efforts are recommended for Policy amdtiian reform initiatives

addressing the formal and informal educational seégoor women.

Mala Bhandari (2004) completed a study about womemwo work roles and

the quality of their life. The study was based amke and work as two
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encompassing spheres of life. It investigates Hwvguality of life of women

is affected by their dual roles, one at home amdather in organization. She
studied their dual lives with the quality of lifgo@roach. It analyses the
socioeconomic aspects of their households and skecuthe determining

factors of their quality of life.

Antti and others (2004) analyzed the relationshiptwieen provisional
employment and the quality of working life by contrating on findings
during the late 1990’s. Research on job insecunitytk attitudes, and work
behaviour is analysed with comparisons betweenigional and permanent
employees. Analysis of the psychosocial work sgttihfixed-term employees
in Finland explains the differences in relatioratge, gender, job demands and
control, work support. However findings do not icate adverse consequences

of provisional employment.

Blanche R and Elma (2004) designed a questionaaidegiven to twenty two
social employees in South Africa. Job satisfactias defined in advance.
Work content, compensation, promotion opportunitie®rking conditions,

leadership & management style, and group factomsw lthe supervisor can
impact social worker job satisfaction is considerdng with how to improve
social worker’s quality of working life. Researchosvs that work content is
positively practiced by respondents and they gagbkdst priority to adequate
and fair remuneration, while attaching the sigmifit value to supervisor

attitude and credit of their good work.

Thomas Vander Ven, & Francis Cullen. T (2004) madsudy relating to the
growing entrance of women into the paid jobs. Théhars analyses data to
examine whether the work-related status of mothassthe criminal mindset
effect on their children during adolescence andyesdulthood. After finding
the effects of maternal resources, work hours, wodk-related controls to

criminality, they found that cumulative time spdyt mothers in paid jobs had
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no measurable influence on criminal participatiénd coercively controlled
maternal work over time was connected to greaiemigal involvement in the

children in adolescence.

Sidde Gowda (2004) made an examination for undwistg and also to test
the efficacy of social work interference on the meing of the managerial
employees and their family. A total of 80 manageese interviewed. The
result of the study indicated that after the sowiatk strategy the executives’
work related profile was tested, and there wereomahanges in role
perception, Role overload, role conflict, and pqueer relations. Major
reduction was observed in their proneness to hdatase, depression,
inadequate mental health, and perceived ill healithere was significant
enhancement in their orientation, active-recreafiomnd organisational

characteristics.

Sreedhar (2004) explained that when the size ofotiganisation (based on
number of employees) increases, efficacy of hunesource management
decreases. Research indicates that small sizedlstel public organizations
are at effective human resource management systeroempared to medium
and large sized state level public organisatiortss Tndicates that when the
number of employees in an organisation increabessamplexity in managing
those employees also increases. There exists tlutioss for thisone is to
absorb employees within the capacity of their HRyg¢tem and the other is
Improve the capacity of the HRM system at the nexglilevel with increase in

the manpower.

Ramakanta Patral (2005) observed that ‘employagarthip management’ is
a process by which organisation can achieve difteagon which enables
employees and gives them additional motivation dotlieir work better in
association to the conventional human resourceipeac It is an effective tool

to harness the cordial relationship between emgl®yand the human resource
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practices and create a devoted and effective wantef It is an incorporated
human resource system which allows employees tticjpate in a clear
communication in the organisation, which helpsdbi@ave organisational goals

without any confusion.

Perrucci (2005) and others researched the demartdattheory of work strain
by designing the hypothesis that shift work hasatigg impact for employees
including health and well-being of employee , familife and social
relationships. by allowing for the effects of diéat job demands, as well as
by considering the influence of different forms erhployee control, and by
counting several forms of work strain consisting mintal health, job
satisfaction, and work-family conflict. The findimgupport the predictions of
demand-control theory with important qualificationgNon-standard shift of
working is a work stressor in the area of famifg,liand has no negative effects
on mental health as well as job satisfaction. ledeence, job control and
supervisor support are very important for job $atison. Self control and
resource control are of prime importance for un@deding work-family

conflict and mental health of employees.

Handel (2005) observed that there is significargagieement over recent
trends in the material and essential quality of kv@ome researchers argue
that material conditions such as compensation, s@turity, promotion and

growth opportunities, have changed for the workéorthe new work designs
are increasing levels of intrinsic rewards suclpaschallenge, autonomy, and
cooperation and are also offering higher compenisatResults suggest that
employees’ awareness of quality of their jobs remdiremarkably stable on

most of the dimensions.

The QWL is a “broad term covering a vast varietycohcepts techniques,
theories and management styles with which orgapizaind jobs are planned

and redesigned so as to give employees more auton@sponsibility and
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authority than is usually given. Previous studiesquality of work life are
essential to comment on the areas already focusddalso the areas to be
covered. In review of Indian employees (Kapoor, 7,96aid, 1968) found that
compensation were ranked first important factor Ibgian employees than
other factors while working. The term quality of rkdife was first incepted
by Davis (1972) in the context of the prevailingopquality of life at work
place; but it was not defined specifically. It weferred to the quality of
relationship between the employees and their orgéion as a whole, giving
importance to human dimensions. Sirota (1973) failmadl under utilization of
worker’'s skill and abilities cause low QWL and sagyg job enrichment

programme to correct the problems of employees.

Job enrichment, job satisfaction, incentives, dwisof work and opportunities
given by work settings along with considerations fiomanization of work
place were main concerns. Andrretta, (1974) Studlesw that individuals
have completely special sets of standards for etialy the quality of work life
(Walton, 1974; Seashore, 1975).To quote Beinum4)L97 is the quality of
relationship between human beings and their wokkalton (1974) one of the
major interpreters of QWL movement, has proposeghtemajor conceptual
categories for understanding what this is all afoigke (1975) looks into the
subject of the humanization of work, consideringessally its impact on the
social aspect of the working conditions which nrattere than the technical
aspects. Allenspach. H. (1975) report on flexiblerking hours based on
experiments in Switzerland, views its advantagesl aisadvantages by

considering its effect on job satisfaction and eoypé attitude.

Cherisilicheer (1975) regarding working conditicgasd job satisfaction, it is
evident that work cannot be considered merely fribra view point of

productivity and that the improvement of workingnddgions must consider
satisfaction of employees needs. Johnston R. (18dports the other studies

which view that employees always value factors saglpb interest and good
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working conditions above compensation. Accordingtist (1975), the quality

of working life is both an end and a means.

Nitish R (1975) writes that the quality of workilitg is the pointer of how free
the society is from exploitation, injustice, inefiiya oppression and
restrictions on the ongoing growth of employeeslileg to his development to

the fullest extent.

The study made by Ganguli and Joseph (1976) fongaemployees in Air
India with special reference to life and job saitsion issues remarked that
various physical and psychological working condiip pride in organization
and rational working hours are more positively etated with job satisfaction
than friendly relations with colleagues, good watkiplace, physical strain,
variety of skills and risk of injury. Opportunitynd aspirations of young
employees affect the QWL. According to Majumdar 789 the quality of
working life directly impacts the output from ardigidual. Vasedev and Rajbir
(1976) studied several skilled and several senieskemployees on various
job factors and summarized that it is the intecacamong these factors, rather

than in seclusion that is couted for overall jotis$action.

There are differences in approaches to the conae@WL. One approach
looks at it on a broadband encompassing all aspEctgork life including
wages, hours of work, work environment, employmdém=nefits, career
prospects, and human relations. In other wordamniraces the whole gamut of
every conceivable aspect of work ethics and wonkdd@mns (Merton 1977)
According to Suttle (1977), the quality of workihife aims at healthier, more
satisfied and more productive employees and mofieiezft, adaptive and

profitable organizations.

Kavoussi et al (1978) compared the unofficial abseism rate in two large

textile companies in Iran and could find out thatrking conditions in the
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studied organisations were unsatisfactory, unlike tontrol factory and
commented that closer attention was to be paidnigroving the quality of

working life to minimize widespread absenteeism.

The richness of it is reflected in the definitioiven by Guest (1979). The
definition says that the quality of working lifes ia general term that
encompasses a person’s feelings about each dimews$iavork including

organizational rewards, benefits, security, workeanditions, organizational

and interpersonal relations, and their inherentmmea

During 1980s, employees’ welfare and union managemedationships were
given importance. Even thoughts were emerging i@ heational policies on
QWL. It was believed that Life at work is an intafgpart of total life space
(Lawler 111 et.al 1980). The QWL can be conceptzadl as a subset of the
guality of work life, and which is inclusive notiaf life and living conditions
(Mukherjee, 1980, Szalai and Andrews 1980). Keitavi® (1981) studied
employees who worked in organizations which gatieeeia high or low QW.L.
Results showed that QWL aspects were related tsgtibfaction in both types

of organizations.

Sayeed and Sinha (1981) researched the relatiobsiieen QWL, job stress
and performance. Research indicates that higher Q&¥ds to higher job
satisfaction and better performance. Ghosh andaK@l®82) establish that

QWL is affected by age, income, qualification, exgece of employee.

The importance of training role, and system analystentives to have better
working conditions was the theme of research. Bhaaa (1983) reiterated that
the concepts, values, and methodologies of quafitworking life have to be
considered by us to suit our needs, and our dre#Enan evolving society.
Singhal (1983) gives importance to that qualitywairking life will be of use

only if the people working in organizations livénappier and healthy life while
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being in the society. Researcher says that qualityorking life is a concept
related to time and situation and will need constanisions and modifications
as societal context changes constantly. Sengu®83J1lin his study of
managers from the public sector units concludes tina overall supposed

QWL in the Indian organizations is considerably good.

Rahman (1984) in his study on the employees inrozgéons of India found
that respondents have feeble educational backgranddiower earnings had
better perception of QWL than those having highducation and higher
income. Levine, Taylor and Davis (1984) recommendé#tat the

implementation of quality of working life should Bpecific and concrete.

Previously, the QWL among African Americans hasnbgleaped by inequality
(Farley and Allen 1987). Thus, for most of them,rkvéife consists of poor
working conditions, inadequate income, less inddpane, and job instability.
Gupta and Khandelwal (1988) carried out a study Bmuhd a significant
positive relationship between quality of work léad role efficacy. Research
also indicates that supervisory behavior is of imggeimportant dimensions of
the quality of work life contributing significantlyn the employee’s role

efficacy.

According to Best (1988) quality of work life al&xpresses that employees
have requirements beyond monetary gains, healtrsafedy issues, and basic
rights. Best further recommends that employees adsul the opportunity for
personal growth in the jobs that they are doingli@aemphasis was on the
relationship of QWL with quality of life, technolaml advancement and better
working conditions. The concept of socio techniggétem with the focus on
the effective deployment of human resources, impattchnology on working
conditions, introduction of artificial intelligender safe and healthy working

conditions, has been one of the aspect being askttes
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Haque (1992) researched the relationship betweeh @kd job satisfaction
and found that QWL led to greater job satisfactibhe research also found
that QWL is positively co related to performancel aregatively correlated to
absenteeism. But There is no significant relatignsihas found between
perceived QWL and employees’ age, his education jahdexperience are
related. Previous research on job satisfaction fsicdh Americans reveals

lesser level of job satisfaction than whites. (Ausind Dodge 1992)

Wadud (1996) found that QWL was significantly higlemong the private
sector female employees than their counterpartisarpublic sector. QWL has
been found to be significant for job performance) jsatisfaction, labour
turnover, and labour management relations andairather factors which play
an important role in determining the overall welbeing of any organization
(Hoque and Rahman, 1999).

Hossain and Islam (1999) found that there existpoaitive relationship
between QWL and job satisfaction among governmeospital nurses in
Bangladesh. The study deals with the correlatidwéen Quality of work life
and job satisfaction, QWL and performance, and pgadtisfaction and
performance. The findings divulge that there wagnificant positive
correlation between quality of work life and joltisiactions and Quality of

Work life and performance and job satisfaction padormance.

In another study, Hussain (2000) found that pusdictor banking organization
employees were in a better position when it corodheir job satisfaction than

private sector banking organisation employees.

Saipin Narongrit and Supit Thongdri (2001) The ask is done for finding
the equality of work life and organizational conment. It was found that
guality of work life was moderate. All attribute$ quality of work life had

positive correlation with organizational commitment
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Another research study was conducted to predict QlVtelation to career
related aspects. The MNC’s and the small mediunustiaes.QWL had the
highest part to performance. Perceptions of QWL pid satisfaction were
significantly higher among the participants in dnmabanizations than in the
large organizations. Morning shift nurses profeseéggher QWL and job
satisfaction than the night shift nurses. Nighftsiirses were in distress from
more security problems than the nurses of othéisslhi is suggested to permit
the nurses to work in small groups. This would gilie nurses not only a
feeling of safety but also an occasion to interaith each other which in turn
would lead to improved and congenial working envinent in the hospitals.
QWL has different notion to various persons and féors contributing to

QWL are also diverse.

To employees it may mean a day’s work, safe anthewaorking conditions,
and a superior who treats employee with dignitytAi@employee it may mean
opportunity for advancement, career growth, beinlg & utilize one’s abilities
etc. It also means being able to satisfy imporpanrsonal needs. Thus various
factors contribute to QWL, such as adequate amrdctanpensation, safe and
healthy working conditions, employment securitypogiunity for growth and
development. promotion prospects, nature of supermv application of

philosophy of natural justice and fairness andeespt work place.

Most research studies focus on two sets of factors;is organization - driven
factors and other is Individual - driven factorsndér the first class such
policies and procedures that deal with retaining #mployees are being
explained. The second factors are those that arg meich governed by
individual likes and dislikes. Both the factors anest for maintaining quality

of work life of employees.
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Organizations have created focus groups and coadiwnhployee satisfaction
surveys to get to know how their employees ararfgelnd to decide what they
can do to make their employees happy. There are alsnumber of
organizations that conduct employee surveys toegdiie information. One
such organization is the Families and Work Institut provides information
to indicate decision making on the varying workeend workplace, changing

family and changing society.

Founded in 1989, FWI does research into emergingk iite issues; for
answers oriented studies addressing chapters afimportance to all sectors
of society, and for nurturing connections among kptaces, families and

communities.

The level of economic development significantlyedatines people’s quality
of life. While the linkage between industrial retets and quality of employees
in general seems distant, there exists a direatioaship between Industrial
relation and Quality of Work life. It may be statdht Industrial relation gives
the backdrop for QWL and the flourishing human tese management
policies eventually lead to organizational effeetiess and employee

efficiency.

In today’s dynamic world, the work environment ey diverse from it was a
some years ago. According to the Institute of InaiSEngineers, it is normal
for an employee to change career on an average tfres during lifetime. It

is now uncommon for an employee to stay with alsikgmpany during entire
working life. Because employees are often prepapettave a company for
better opportunities so companies need to discovays not only to hire

gualified employees, but also to retain those egg#s.
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3.2 Conclusion:

Quality of work life suffers from hurdles like angther new concept.
Organisation should develop strategies to enhanaéty of work life in view

of hurdles. A variety of strategies for enhancenwnjuality of work life can

be as self managed work teams, job redesign antl enrichment, effective
leadership and better supervisory behaviour, cardevelopment and
management, optional work schedules, job secudtganizational justice,

participative management etc.

Implementation of these strategies gurantees ahilgivel of quality of work
life. The present study is an attempt to know thmlity of work life of
MSEDCL employees. By and large the studies in &éhea show the effect of
organization and individual employee - driven fast@n fulfilment and
commitment of employees to their work. Various eeshes focus on the
association of QWL with some variables such as eygd performance,

productivity, job satisfaction etc.
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CHAPTER 4
RESEARCH METHODOLOGY

4.1  Introduction

The Present research was done with the aim to study the existing QWL of employees
working in MSEDCL in Pune city. The review of literature was started from July 2011
which helped to choose the focus of the study, questions related with the quality of work
life concepts to be studied and many variables to be included in undertaking this research
study. The study’s key emphasis was on assessment of QWL of MSEDCL employees
working in Pune city. The study also concentrated on identifying the constructs of QWL
which are of primary importance to the organization. Research questions were mainly
related with the relationship between the independent and dependent variables taken for
the study. The total duration of this research project was five years from December 2010
till date. This chapter deals with the research methodology considered for the present
study. It presents the comprehensive research methodology adopted for carrying out the

present research under various subsections as follows.

As stated by (C.R.Kothari, 2004) Research Methodology is a way to systematically solve
the research problem. It can be viewed as a science of studying how research is
scientifically and systematically initiated. It helps us to discover the research problem
under study. It also helps to carry out various stages of research with the rationale behind

them.

4.1.1 Nature of research

This research is an exploratory study which seeks to find out QWL by finding out
perception of employees in MSEDCL in Pune city towards their QWL. The research tries
to find out the various determinants of QWL and their assessment by employees at a
variety of levels. It also tries to find out relationship which exists between demographic

variables and their impact on QWL of employees such as gender, education, experience,



monthly income, marital status etc. The research is quantitative as it tried to quantify
employee perception about QWL. Quantitative research is a predetermined methodology
to conduct a research with an aim to measure a phenomenon. Quantitative analysis is

easy to interpret for the users and has greater value and use.

4.2  Features of the research
The research was conducted to analyze the QWL that prompt the need of employee
wellbeing for organizations and to know how QWL can be of value in the process of

creation of value cycle for employees of the organization.

For gathering primary data the researcher had carried out structured interviews with top
level management of MSEDCL in order to arrive at “their opinions of QWL” for
employees their views were noted as they played central role in organizational policy
designing and implementation. Self-administered questionnaire was circulated to
employees at all levels to find out their observation about the kind of QWL which they
have. The information relating to QWL was very insightful and gathering it from primary
sources i.e. employees across all levels from a range of offices of MSEDCL in Pune City

was a demanding task.

Key features of the research undertaken by the researcher are as follows-

1. This is an exploratory research. It tries to assess the QWL of employees across a
variety of levels in MSEDCL in Pune city as perceived by the employees.

2. The study covers all levels in MSEDCL in Pune city and hence, covers a bigger
canvas.

3. The research is intended at finding existing QWL of employees at MSEDCL in
Pune city which in turn would indicate the need to improve QWL if found so.

4. It is a study of QWL of employees across levels which will give obtainable state

of affairs as perceived by employees.



5. It is a quantitative study of measuring QWL constructs and then measuring them
for the organization under study which is a Public sector organization in this case.

6. Although importance of QWL is growing among HR practitioners the concept is
also looked with some uncertainty. The real issue is regarding validity of QWL as
measurable constructs. The research helps to measure QWL by defining them and
identifying input elements required for exhibiting the construct of QWL. The data
is gathered by deploying several methods such as interviews with top level
management, observation of organizational performance and interviews with

employees across all levels.

4.2.1 Objectives of the study

The objectives of the present research are

1. To study the concept of Quality of Work life (QWL).

2 To study employee awareness related to Quality of work life.

3 To assess quality of work life of the employees in the organization.
4, To devise ways and means to enhance QWL in MSEDCL.

5 To study the reasons of work life imbalance.

6

To propose various measures to overcome work life imbalance.

4.2.2 Hypotheses of the study
H,: MSEDCL ensures quality of work life for its employees.
H,: Quality of work life of MSEDCL employees leads to work life imbalance.

The hypotheses were tested by testing following sub hypothesis.

1) There is significant difference between male and female participants’ Quality of
Work Life Score.

2) There is significant difference among different levels of education of participants
about Quality of Work Life Score.



3) There is significant difference among different levels of experience of participants

about Quality of Work Life Score.

4) There is significant difference among different levels of Monthly Income of

participants about Quality of Work Life Score.

5) There is significant difference between Single and Married participants’ Quality of

Work Life Score.

6) There is significant difference among different levels of Pay Grade of participants

about Quality of Work Life Score.

Hypothesis

Sub Hypothesis

1) MSEDCL
ensures
quality of
work life for
its employees.

There is no significant difference between
male and female participants’ opinion (scores)
about adequacy and fairness of compensation.
There is significant difference between male
and female participants’ opinion (scores) about
adequacy and fairness of compensation.

There is no significant difference between
male and female participants’ opinion (scores)
about Safe & healthy working conditions.
There is significant difference between male
and female participants’ opinion (scores) about
Safe & healthy working conditions.

There is no significant difference between
male and female participants’ opinion (scores)
about Opportunities to use and develop
capacities.

There is significant difference between male




Hypothesis

Sub Hypothesis

H0-5:

and female participants’ opinion (scores) about
Opportunities to use and develop capacities.
There is no significant difference between
male and female participants’ opinion (scores)
about Opportunity for continued growth and
security.

There is significant difference between male
and female participants’ opinion (scores) about
Opportunity for continued growth and security.
There is no significant difference between
male and female participants’ opinion (scores)
about Social Integration in the work
organization.

There is significant difference between male
and female participants’ opinion (scores) about
Social Integration in the work organization.
There is no significant difference between
male and female participants’ opinion (scores)
about Social relevance of work life.

There is significant difference between male
and female participants’ opinion (scores) about
Social relevance of work life.

There is no significant difference between
male and female participants’ opinion (scores)
about Work and the total life space.

There is significant difference between male




Hypothesis

Sub Hypothesis

H0-8:

H0-9:

H,-9:

Ho-10:

H,.-10:

Ho-11:

H.-11:

and female participants’ opinion (scores) about
Work and the total life space.

There is no significant difference between
male and female participants’ opinion (scores)
about Superior subordinate relationship.

There is significant difference between male
and female participants’ opinion (scores) about
Superior subordinate relationship.

There is no significant difference between
male and female participants’ opinion (scores)
about Welfare facilities.

There is significant difference between male
and female participants’ opinion (scores) about
Welfare facilities

There is no significant difference between
male and female participants’ opinion (scores)
Constitutionalisation in the work organization.
There is significant difference between male
and female participants’ opinion (scores)
Constitutionalisation in the work organization.
There is no significant difference between
male and female participants’ Quality of Work
Life Score.

There is significant difference between male
and female participants’ Quality of Work Life

Score.




Hypothesis

Sub Hypothesis

. There is no significant difference among different

levels of education of participants about

adequacy and fairness of compensation.

. There is significant difference among different

levels of education of participants about

adequacy and fairness of compensation.

. There is no significant difference among different

levels of education of participants about Safe &

healthy working conditions.

. There is significant difference among different

levels of education of participants about Safe &

healthy working conditions.

. There is no significant difference among different

levels of education of participants about

Opportunities to use and develop capacities.

. There is significant difference among different

levels of education of participants about

Opportunities to use and develop capacities.

. There is no significant difference among different

levels of education of participants about

Opportunity for continued growth and security.

. There is significant difference among different

levels of education of participants about

Opportunity for continued growth and security.

. There is no significant difference among different

levels of education of participants about Social




Hypothesis

Sub Hypothesis

H0_7:

Integration in the work organization.
There is significant difference among different
levels of education of participants about Social

Integration in the work organization.

. There is no significant difference among different

levels of education of participants about Social
relevance of work life.

There is significant difference among different
levels of education of participants about Social
relevance of work life.

There is no significant difference among different
levels of education of participants about Work
and the total life space.

There is significant difference among different
levels of education of participants about Work

and the total life space.

. There is no significant difference among different

levels of education of participants about Superior
subordinate relationship.

There is significant difference among different
levels of education of participants about Superior

subordinate relationship.

. There is no significant difference among different

levels of education of participants about Welfare
facilities.

There is significant difference among different




Hypothesis

Sub Hypothesis

Ha-10:

Ha-11:

levels of education of participants about Welfare

facilities.

. There is no significant difference among different

levels of education of participants about
Constitutionalisation in the work organization.

There is significant difference among different
levels of education of participants about

Constitutionalisation in the work organization.

. There is no significant difference among different

levels of education of participants about Quality
of Work Life Score.
There is significant difference among different
levels of education of participants about Quality
of Work Life Score.

Ho-o:

. There is no significant difference among different

levels of experience of participants about
adequacy and fairness of compensation.

There is significant difference among different
levels of experience of participants about
adequacy and fairness of compensation.

There is no significant difference among different
levels of experience of participants about Safe &
healthy working conditions.

There is significant difference among different
levels of experience of participants about Safe &

healthy working conditions.




Hypothesis

Sub Hypothesis

. There is no significant difference among different

levels of experience of participants about
Opportunities to use and develop capacities.

There is significant difference among different
levels of experience of participants about

Opportunities to use and develop capacities.

. There is no significant difference among different

levels of experience of participants about
Opportunity for continued growth and security.

There is significant difference among different
levels of experience of participants about

Opportunity for continued growth and security.

. There is no significant difference among different

levels of experience of participants about Social
Integration in the work organization.

There is significant difference among different
levels of experience of participants about Social

Integration in the work organization.

. There is no significant difference among different

levels of experience of participants about Social
relevance of work life.

There is significant difference among different
levels of experience of participants about Social

relevance of work life.

. There is no significant difference among different

levels of experience of participants about Work




Hypothesis

Sub Hypothesis

Ha-10:

Ha—ll

and the total life space.
There is significant difference among different
levels of experience of participants about Work

and the total life space.

. There is no significant difference among different

levels of experience of participants about
Superior subordinate relationship.

There is significant difference among different
levels of experience of participants about

Superior subordinate relationship.

. There is no significant difference among different

levels of experience of participants about Welfare
facilities.

There is significant difference among different
levels of experience of participants about Welfare

facilities.

. There is no significant difference among different

levels of experience of participants about
Constitutionalisation in the work organization.

There is significant difference among different
levels of experience of participants about

Constitutionalisation in the work organization.

: There is no significant difference among different

levels of experience of participants about Quality
of Work Life Score.
There is significant difference among different




Hypothesis

Sub Hypothesis

levels of experience of participants about Quality
of Work Life Score.

Ho.a:

. There is no significant difference among different

levels of Monthly Income of participants about

adequacy and fairness of compensation.

. There is significant difference among different

levels of Monthly Income of participants about

adequacy and fairness of compensation.

. There is no significant difference among different

levels of Monthly Income of participants about

Safe & healthy working conditions.

. There is significant difference among different

levels of Monthly Income of participants about

Safe & healthy working conditions.

. There is no significant difference among different

levels of Monthly Income of participants about

Opportunities to use and develop capacities.

. There is significant difference among different

levels of Monthly Income of participants about
Opportunities to use and develop capacities.

There is no significant difference among different
levels of Monthly Income of participants about

Opportunity for continued growth and security.

. There is significant difference among different

levels of Monthly Income of participants about

Opportunity for continued growth and security.




Hypothesis

Sub Hypothesis

H0_7:

. There is no significant difference among different

levels of Monthly Income of participants about

Social Integration in the work organization.

. There is significant difference among different

levels of Monthly Income of participants about

Social Integration in the work organization.

. There is no significant difference among different

levels of Monthly Income of participants about

Social relevance of work life.

. There is significant difference among different

levels of Monthly Income of participants about
Social relevance of work life.

There is no significant difference among different
levels of Monthly Income of participants about

Work and the total life space.

. There is significant difference among different

levels of Monthly Income of participants about

Work and the total life space.

. There is no significant difference among different

levels of Monthly Income of participants about

Superior subordinate relationship.

. There is significant difference among different

levels of Monthly Income of participants about

Superior subordinate relationship.

. There is no significant difference among different

levels of Monthly Income of participants about




Hypothesis

Sub Hypothesis

Ha-10:

Ho-11:

Ha-11:

Welfare facilities.
There is significant difference among different
levels of Monthly Income of participants about

Welfare facilities.

. There is no significant difference among different

levels of Monthly Income of participants about
Constitutionalisation in the work organization.
There is significant difference among different
levels of Monthly Income of participants about
Constitutionalisation in the work organization.
There is no significant difference among different
levels of Monthly Income of participants about
Quality of Work Life Score.

There is significant difference among different
levels of Monthly Income of participants about
Quality of Work Life Score.

. There is no significant difference between Single

and Married participants’ opinion (scores) about
adequacy and fairness of compensation.

There is significant difference between Single
and Married participants’ opinion (scores) about

adequacy and fairness of compensation.

. There is no significant difference between Single

and Married participants’ opinion (scores) about
Safe & healthy working conditions.
There is significant difference between Single




Hypothesis

Sub Hypothesis

HO'G:

H,-6:

and Married participants’ opinion (scores) about

Safe & healthy working conditions.

. There is no significant difference between Single

and Married participants’ opinion (scores) about

Opportunities to use and develop capacities.

. There is significant difference between Single

and Married participants’ opinion (scores) about

Opportunities to use and develop capacities.

. There is no significant difference between Single

and Married participants’ opinion (scores) about

Opportunity for continued growth and security.

. There is significant difference between Single

and Married participants’ opinion (scores) about

Opportunity for continued growth and security.

. There is no significant difference between Single

and Married participants’ opinion (scores) about

Social Integration in the work organization.

. There is significant difference between Single

and Married participants’ opinion (scores) about
Social Integration in the work organization.

There is no significant difference between Single
and Married participants’ opinion (scores) about
Social relevance of work life.

There is significant difference between Single
and Married participants’ opinion (scores) about

Social relevance of work life.




Hypothesis

Sub Hypothesis

H0-8:

H,-8:

. There is no significant difference between Single

and Married participants’ opinion (scores) about

Work and the total life space.

. There is significant difference between Single

and Married participants’ opinion (scores) about
Work and the total life space.

There is no significant difference between Single
and Married participants’ opinion (scores) about
Superior subordinate relationship.

There is significant difference between Single
and Married participants’ opinion (scores) about

Superior subordinate relationship.

. There is no significant difference between Single

and Married participants’ opinion (scores) about

Welfare facilities.

. There is significant difference between Single

and Married participants’ opinion (scores) about

Welfare facilities.

Ho-10: There is no significant difference between

Single and Married participants’ opinion about

Constitutionalisation in the work organization.

Ha-10: There is significant difference between Single

and Married participants’ opinion about

Constitutionalisation in the work organization

Ho-11: There is no significant difference between

Single and Married participants’ Quality of Work




Hypothesis

Sub Hypothesis

Life Score.

Ha-11:There is significant difference between Single

and Married participants’ Quality of Work Life

Score.

. There is no significant difference among different

levels of Pay Grade of participants about

adequacy and fairness of compensation.

. There is significant difference among different

levels of Pay Grade of participants about

adequacy and fairness of compensation.

. There is no significant difference among different

levels of Pay Grade of participants about Safe &

healthy working conditions.

. There is significant difference among different

levels of Pay Grade of participants about Safe &

healthy working conditions.

. There is no significant difference among different

levels of Pay Grade of participants about

Opportunities to use and develop capacities.

. There is significant difference among different

levels of Pay Grade of participants about
Opportunities to use and develop capacities.

. There is no significant difference among different

levels of Pay Grade of participants about

Opportunity for continued growth and security.

. There is significant difference among different




Hypothesis

Sub Hypothesis

levels of Pay Grade of participants about

Opportunity for continued growth and security.

. There is no significant difference among different

levels of Pay Grade of participants about Social

Integration in the work organization.

. There is significant difference among different

levels of Pay Grade of participants about Social

Integration in the work organization.

. There is no significant difference among different

levels of Pay Grade of participants about Social

relevance of work life.

. There is significant difference among different

levels of Pay Grade of participants about Social

relevance of work life.

. There is no significant difference among different

levels of Pay Grade of participants about Work

and the total life space.

. There is significant difference among different

levels of Pay Grade of participants about Work

and the total life space.

. There is no significant difference among different

levels of Pay Grade of participants about

Superior subordinate relationship.

. There is significant difference among different

levels of Pay Grade of participants about

Superior subordinate relationship.




Hypothesis

Sub Hypothesis

Ho-o:

Ha_g:

HO-lO

Ha—lO

HO-ll

Ha—ll

There is no significant difference among different
levels of Pay Grade of participants about Welfare
facilities.
There is significant difference among different
levels of Pay Grade of participants about Welfare
facilities.

. There is no significant difference among different
levels of Pay Grade of participants about
Constitutionalisation in the work organization.

. There is significant difference among different
levels of Pay Grade of participants about
Constitutionalisation in the work organization.

. There is no significant difference among different
levels of Pay Grade of participants about Quality
of Work Life Score.

. There is significant difference among different
levels of Pay Grade of participants about Quality
of Work Life Score.

2) QWL of
MSEDCL
employees
lead to work

life imbalance.

Ho_7:

There is no significant difference between
male and female participants’ opinion (scores)
about Work and the total life space.
There is significant difference between male
and female participants’ opinion (scores) about
Work and the total life space.

There is no significant difference among different

levels of education of participants about Work




Hypothesis

Sub Hypothesis

Ho.7:

Ha_7:

and the total life space.

. There is significant difference among different

levels of education of participants about Work

and the total life space.

. There is no significant difference among different

levels of experience of participants about Work

and the total life space.

. There is significant difference among different

levels of experience of participants about Work
and the total life space.

There is no significant difference among different
levels of Monthly Income of participants about

Work and the total life space.

. There is significant difference among different

levels of Monthly Income of participants about

Work and the total life space.

. There is no significant difference between Single

and Married participants’ opinion (scores) about

Work and the total life space.

: There is significant difference between Single

and Married participants’ opinion (scores) about

Work and the total life space.

. There is no significant difference among different

levels of Pay Grade of participants about Work
and the total life space.

There is significant difference among different




Hypothesis

Sub Hypothesis

levels of Pay Grade of participants about Work

and the total life space.




4.3  Thought Process behind the Research

The present research was chosen after a detailed review of around 80 research papers,
many books, doctoral thesis and other material in the domain of QWL and its
enhancement. The thought process was developed with the emerging trends in strategic
human resource management and need for betterment of QWL for the effective
functioning of human resource management function in the organizations. Employee
productivity emerged as the challenge for organizations and ensuring real time
performance from employees was need of the hour. With keen interest in QWL and
MSEDCL, the researcher was fascinated towards finding out existing QWL and wanted

to suggest improvement in QWL of employees of MSEDCL.

4.3.1 Closing a few ‘Gaps’ in the present literature

The widespread literature review as done by the researcher brought forward a few gaps in
the existing literature. They shaped scope for further research in the area of assessment of
QWL. Researcher tried to seal some of the gaps so found. Public sector organizations are
putting great efforts to ensure QWL and to maintain employee productivity and due to

complexity in understanding of QWL concept and lack of expertise in the area.

Few research scholars like Richard Walton has done extensive research in the area of
QWL identification and assessment, their presentation in the organization etc. However,
implementation and thoughtful understanding of the QWL and its utility in public sector

undertakings is limited in Indian context.

The present research has tried to bridge this gap by deciding to assess the QWL in
MSEDCL, a public sector undertaking which would enhance the awareness of kind of
QWL in PSU exists.

Lot of research has been undertaken on QWL assessment in private sector but QWL

initiatives have been relatively limited. Literature has underlined QWL classification, its



assessment and framework etc as aspects, important to the better functioning of
employees in the organization. Understanding the QWL that add to the well being of
employees is the first step of making employees productive. Thus, the researcher, has

studied constructs of QWL and the level of QWL in the organization.

Western Countries are much ahead in the context of research on QWL. They are using
the concepts and its applications in HR system. However, much research has not been
found on public sector organizations and its utilization in scheming effective QWL
Initiatives. Much research is available on quality of work life and how it gets

demonstrated.

QWL constructs and its exhibition was recognized by the researcher by interviewing top
level management of MSEDCL. Literature review also helped to identify factors of QWL
for employees. Thus, in the present study, researcher has taken MSEDCL in Pune city
and has taken 382 employees across all levels. For finding out QWL the researcher has
considered ten constructs of QWL, the employees across various levels of MSEDCL
given their perception on different parameters and the way those parameters get
demonstrated. Study on qualitative aspects of QWL is more as compared to quantitative
aspects of QWL. Richard Walton has taken painstaking to study QWL concept in detail

with exposure to all important aspects of QWL.

Researcher in the present study tried to recognize constructs of QWL to develop a
framework for evaluation of QWL in MSEDCL in Pune city. Researcher has restricted

the study to MSEDCL employees across all levels in Pune city.



4.3.2 Purpose of Research

This research is intended for towards understanding the concept of QWL, the framework
of QWL and evaluation of QWL in public sector organization MSEDCL in Pune city.
Any stakeholder who associates with the organization MSEDCL would be interested in
knowing the QWL evaluation for the organization. The researcher aims to help them in
this.

In Indian context, this research is more important knowing the fact that the need of QWL
has been understood by the organizations and organizations are trying to implement

QWL enhancement programs.

4.3.3 Research Problem

The QWL have been well researched topic for all types of organizations and is one of the
important aspects for employees to perform better in the organization. However, most
QWL research has concentrated on identifying and defining determinants of QWL. The
research is on identification and assessment of QWL for MSEDCL employees in Pune
city. QWL was first used in organizations as a way to create conducive culture for the
employees. As the employees work in the organization it is necessary for organization to
give conducive environment to its employees. This study focused on identifying
parameters of QWL and its assessment for employees working in MSEDCL in Pune city.
It also finds out the demographic variables and QWL as per those demographic variables.
The QWL studies must be amended over time in order to include new trends within the

sector.

4.3.4 Research Question

The researcher tries to find out QWL concept for employees in MSEDCL in Pune city.
Researcher also gathers the perception of employees towards their QWL. The focus of
the study is on identification of parameters of QWL.This was done by doing

organizational analysis of MSEDCL. The analysis consists of discussion on various



dimensions of jobs, a range of levels across organization, Job descriptions, job
specifications, duty timings, working conditions were also studied in detail by researcher
for understanding a variety of important and key aspects of determinants of QWL which
leads to existing QWL. For analyzing constructs of QWL researcher had also
interviewed ten top level management employees. Researcher has used “expert panel”
and “subject matter experts” as dependable sources of gathering data for key parameters
of QWL and aspects important to QWL and additional defining and deciding relevant

items as identified in reviewed literature.

Researcher is also concerned in findings existing QWL of MSEDCL employees. Based

on this, following research questions emerge in the process-

. Which are the “parameters of QWL” required by employees across levels in
MSEDCL in Pune city?
o What is “level of awareness” of employees for the identified parameters of QWL

in MSEDCL in Pune city?

o How is QWL of MSEDCL employees in Pune city?

o Are there any improvements needed as far as a QWL of MSEDCL employee in
Pune city is concerned?

o How development in QWL of MSEDCL employees in Pune city can be done?

4.3.5 Significance of study

Literature review has indicated that considerable work has been done in the area of
defining determinants of QWL. It has been known time and again that QWL is crucial
and the organization must have better QWL for gaining competitive advantage over its
competitors because employees act as key differentiator in knowledge economy for
organization all over the world. Employee productivity is a key issue in the public sector
organizations. For past decade or so the organizations are struggling to manage the

employee productivity.



Looking at the current scenario, the QWL enhancement initiatives has given fruits to
many organizations in developed countries. They are relatively more mindful of the
utility and benefits that better QWL can fetch. However, public sector organizations are
yet struggling to take up this approach of embedding QWL initiatives as a part of
employee value cycle thereby investing in employees and getting return on investment

from employees.

The present study will be more important now in the light of public sector organizations
finding new ways to optimize human resources. Thus, assessment of QWL will definitely

help organizations to differentiate themselves from their competitors.

Thus, researcher determined to venture into the identification and assessment of QWL for

employees in MSEDCL in Pune city.

4.4  Research Design

Since the present study tries to find out QWL for employees of MSEDCL in Pune city
with the objectives of the study, it can be appropriately referred to as exploratory research
design. (Kothari, 2004) It measured various aspects of QWL to be studied. As the
present study is based on assessment of QWL of employees of MSEDCL across levels in

Pune city.

4.5  Variables of the study:

The determinants of QWL and the demographic variables were taken as dependent and
independent variables for the study. The researcher wanted to measure QWL in
MSEDCL in Pune city.

4.5.1 Dependent Variables
The dependent variables used in the study are the ‘parameters of QWL’. All those

determinants have been considered as dependent variables. 10 dependent variables were



used for data analysis. They include all the parameters (adequate & fair compensation,
Safe & healthy working conditions, Opportunities to use and develop capacities,
Opportunity for continued growth and security, Social Integration in the work
organization, Social relevance of work life, Work and the total life space, Superior
subordinate relationship, Welfare facilities, Constitutionalisation in the work

organization)

4.5.2 Independent Variables
The present research projects demographic variables such as gender, education,
experience, monthly income, marital status. All these variables have been taken as

independent variables.

4.6  Designing of Questionnaire

For doing survey research, a survey instrument was developed systematically for the
study. It started with exhaustive review of literature on defining and classification of
QWL, various QWL frameworks, assessment of QWL and its utility in improving QWL.
This helped to define and categorize various QWL determinants and their items. The
analysis of organization, interviews with employees and top level management in
MSEDCL helped to narrow down the survey instrument for the research. The researcher

has used the standard instrument and tested it for reliability and validity.

4.6.1 Expertopinion

While conducting the research, the survey questionnaire is very important and is key for
ensuring quality input data from respondents. To ensure the complete and accurate
constructs, expert opinion i.e. top level management and subject matter experts were
interviewed to decide which items were most appropriate for the survey questionnaire.
The objective was to evaluate the validity of items for each construct of competency

included in the questionnaire.



The experts asked to give their opinion on standard scale items used to evaluate each
concept. The results of the experts are considered by consensus and high level of
agreement. The major comments related to adjusting the details of wording (rewording or
shortening of questions), reverse coding in some questions, clarity in some of the items,
more concise items, and elimination of some repetition in items. On all the items all
experts had consensus. The final draft of the questionnaire was developed based on the,

both literature review and expert opinion.

Two questionnaires were designed by the researcher. Ten QWL determinants and their

items constituted the questionnaire.

The survey questionnaire contained two sections. The first section of the survey
contained respondents’ demographics. The second section of the survey contained
items for 10 QWL determinants. The questionnaire was constructed keeping in view the
objectives of the study. The general form of the questionnaire was prepared. The
questions were definite, concrete and predetermined. All the questions were closed end
type. Thorough literature review and discussions with top level management and with
subject matter experts assisted and enabled the researcher to finalize the questionnaire.
The entire questionnaire was skillfully structured so that the employees had no hesitation
in revealing all the necessary information. The questionnaire consisted of following two

sections.

Section |
It comprised of questions to obtain personal profile of the respondents. The personal
profile of the respondents included gender, age, and educational qualification, monthly

income, and level of management.



Section 11
It comprised of assessment of 10 constructs and all the items aiming to measure the QWL

of employees.

The responses were considered on a five point rating scale in terms of strongly agree,
agree, neutral, disagree, strongly disagree. Answers were given scores as five (5) was

“strongly agree “and one (1) was “strongly disagree” for employees.

4.7  Pilot study
The questionnaire was pretested with an aim to get first hand information from the

respondents.

Data from around 30 respondents across organization was considered for pilot study.
Questionnaire went through changes suggested by subject matter experts for making it

more effective.

In order to test the reliability and validity of the instrument, a pretest was conducted with
the help of the questionnaire. The reliability of the instrument checks two important
aspects i.e. accuracy and precision. It deals with how much the instrument is accurate in
measuring the variables it is supposed to measure and how precise it is while doing so.
The purpose of the pilot study was to examine the potential issues during the research due
to the conceptual clarity, wording, and the format of survey questionnaire. Another
important aspect measured was the time duration which respondents spent while filling

the survey questionnaire.

Validity was also checked. On the basis of pilot study, the questionnaire was revised and
finalized with minor changes. The data collected was coded and subjected to descriptive
statistics in order to classify and foresee the practical difficulties in the final data

processing and analysis. Then the questionnaire was executed for data collection.



4.7.1 Reliability testing

Testing the reliability of the questionnaire means that the questionnaire is measuring what
it is supposed to measure. Reliability of the questionnaire was assessed using reliability
testing method for all the variables. Reliability testing is the most direct method of
attesting the reliability of questions. In this method, The correlation coefficient (cronbach

alpha) having value more than 0.7 indicated reliability supported.

4.8  Defining the population and Sample Size

This study is focused on the employees working in MSEDCL in Pune city. The
organization operates in seven divisions. Those all divisions are considered for collecting
data from Pune city. The divisions are Rastapeth Division, Bandgarden Division, Parvati
Division, Nagar Road Division, Padmavati Division, Shivajinagar Division and Kothrud.
The population of the study comprises of employees working in MSEDCL from pay
group | to IV across Pune city. Questionnaires were distributed to 550 employees for
collecting data from various categories of employees of Pay-group | to IV working in
different administrative offices and field offices at above mentioned divisions in Pune

city. However completed ones in all respect received were 382.

4.9  Scope of the study
1) The research is confined to the employees working in MSEDCL in Pune city in
seven divisions. Researcher has taken into consideration employees across pay

group I to IV.

2) The assessment of QWL was done by “self assessment” method by employees.

4.10 Data Collection

Data collection is very important part of any research as it involves collecting of a

important primary as well as secondary data from various sources related to research.



4.10.1 Primary Data
Primary data was essential since it meant getting the first hand information from

employees about their perception of QWL. Researcher was keen on examining the QWL.

The researcher has conducted extensive literature review and interviews with ten top

level management in order to arrive at QWL constructs and their views were noted.

For collecting primary data self-administered questionnaire was distributed across all
levels of employees in MSEDCL. Simple random sampling was used to collect the
primary data. The distribution of the questionnaire was done on the basis of suitability
mostly by personal contact, e-mail. The concerned person was contacted through phone
or email before sending the questionnaire. As the questionnaire was self explanatory, the
respondents were asked to respond as per the instructions given in the questionnaire and
were assured of confidentiality. The first portion of the questionnaire was about the
personal information of the respondents. Data was collected from 382 employees from

various levels of MSEDCL in Pune city.

Employees were contacted personally by snowballing method as well. As per the time
schedule given by the employees the researcher distributed the questionnaire personally
and through email. Researcher made the follow up calls and ensured return of the
questionnaires. The questionnaires were checked for completeness and correctness of the
data. In some cases discussions were carried out by the researcher with the respondents
and help was provided to respondents who had difficulty in filling up the questionnaire
by explaining them the questions. Once total 382 valid questionnaires from MSEDCL

employees in Pune city were collected.

4.10.2 Secondary Data



Secondary data has been gathered from various research articles, books, magazines,
reports, extensive use of library and online research database has been done for referring
various research articles. Researcher has also referred variety of job descriptions and
organizational analysis as well as organizational functioning to get information about
QWL constructs. Various Websites related to the human resources, QWL were referred

by the researcher.

4.11 Analysis of Data

4.11.1 Categorization of the data

For the purpose of analysis, the variables of the study were categorized in a structured
way. The categories crafted for the various variables are given below

1 Gender

2 Age

3 Educational qualification
4 Marital Status
5

Monthly income

Similarly categories considered for various QWL variables i.e. (adequate & fair
compensation, Safe & healthy working conditions, Opportunities to utilize and develop
capacities, Opportunity for sustained growth and security, Social Integration in the work
organization, Social relevance of work life, Work and the total life space, Superior
subordinate relationship, Welfare facilities, Constitutionalisation in the work
organization).The data classification, coding and tabulation was done systematically and

the data was processed further.



4.11.2 Statistical Analysis
The data was analyzed using IBM SPSS i.e. the statistical package for social sciences,
19.0. Data was analyzed using descriptive as well as inferential statistics for the purpose

of hypothesis testing and drawing inferences.

Descriptive Statistics
The data was analyzed for the following information. Personal profile of respondents

consists of gender, age, educational qualification, marital status and monthly income.

Inferential Statistics
Statistical analysis was carried out to assess the QWL by using advanced statistical

techniques.

4.12 Limitations of the study

1) The method used for assessing QWL is self assessment method.

2) During data collection unwillingness on the part of employees to participate in the
study from the fear of being quoted and identified.

3) The generalizations occurring from the study were more favorable and limited to a
particular group of employees’ working in MSEDCL in Pune city.

4) The researcher faces inherent limitation in the study of QWL as the concept is not

researched to that level in public sector organizations.

4.13 Conclusion

This chapter presents the constructs of QWL, research survey instrument development
process and systematic data collection process with which this study was executed. The
chapter explains key features of the research .It also explains objectives and hypotheses
for the study. Then the chapter describes in detail the development of research survey
instrument, systematic data collection process and data analysis methodology. Finally,

the process of data preparation and data assessment is presented. Having designed a



robust research design, now, the researcher enters into the actual data analysis of QWL in
MSEDCL in Pune city. The aim of the data analysis is assessment of QWL and impact of

QWL on demographic variables considered for the study.






CHAPTER 5
DATA ANALYSIS & HYPOTHESIS TESTING

5.1 Introduction

The present chapter articulates presentation aalysas of the data. This is an
effort to suffice the objectives set for this rasbaand to test the hypotheses.
The objectives and hypotheses of research are deped here. Use of

statistical tools allowed the researcher to studsyous facets of the research

problem.

Present study purports following objectives:

To study the concepts of Quality of Work life (QWL)

To study employee awareness related to Qualityark wfe.

To assess quality of work life of the employeethm organization.

To devise ways and means to enhance QWL of empapedd SCDEL

To study the reasons of work life imbalance.

o g~ w DR

To propose various measures to overcome workrifgiance.

Following hypothesis has been set to test
Hy:  MSEDCL ensures quality of work life for its empgkes.
H,:  Quality of work life of MSEDCL employees leads twork life

imbalance.
The hypotheses were tested by testing followingtsdmthesis.
1) There is significant difference between male &male participants’

Quality of Work Life Score.

2) There is significant difference among differéenels of education of

participants about Quality of Work Life Score.
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3) There is significant difference among differémtels of experience of

participants about Quality of Work Life Score.

4) There is significant difference among differdetvels of Monthly

Income of participants about Quality of Work Lifed®e.

5) There is significant difference between Sirghel Married participants’
Quiality of Work Life Score.

6) There is significant difference among differémiels of Pay Grade of

participants about Quality of Work Life Score.

5.2 Data Presentation
Data is presented into sections. Each sectionrimtinag details of entire data,

data of all respondents for QWL.

5.3 Data Processing

A total of 10 constructs of QWL were identified f&stors that contribute to
QWL for employees at MSEDCL ten QWL constructs wingher analyzed
for finding out existing QWL. The ten constructssidered have around (four
to seven) behavioral indicators narrating variaupartant dimensions related
to the quality of work life which are relevant tmployees across all levels of
MSEDCL.
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Demographic Data Distribution

Table No5.1 Educational Qualifications

Frequency PerceniValid Percen| Cumulative Perce
Valid | Undergraduar 246| 644 64.4 64.4
Graduate 108 28.3 28.3 92.7
Postgradua 28 7.3 7.3 100.0
Total 382| 100.0 100.0
64.4
70 -
60 -
50
40 28.27
30
20 1 7.33
10 -
O T ] 1
Under Graduate Graduate Post Graduate
Interpretation:

With reference to the data collected from 382 elygds’, it can be seen tt
majority of the employees 64.4. % are undergrad 288% are graduate a

7.3 % are postgradua
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Table No 5.2 Experience (Years)

Frequency Percen| Valid Percen Cumulative Perce
Valid | 1-5 Yrs 121 31.7 31.7 31.7
5-10 Yrs 71| 18.6 18.6 50.3
10-20 Yrs 75| 19.6 19.6 69.9
20-30 Yrs 59| 154 154 85.3
30 Yrs& abowv 56| 14.7 14.7 100.0
Total 382 100.0 100.0
35 31.68
30
25 o
18.59 13.65
20 - 15.45 an
14.00
15 -
10 -
5 -
O T T Ll T 1
1-5yrs 5-10yrs 10-20 yrs 20-30 yrs 30yrs &
above
Interpretation:

With reference to the data collected from 382 erygds’, it can be seen tr
31.7% of the employees hav-5 years of experience,18.6% ha\-10 years
of experience,19.6%have-20 years of experience,15.4% hav+30 years of

experiencd,4.7% have 30 years and above experie
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Table No 5.3 Gender of Respondent

Frequency Percen| Valid Percen| Cumulative Perce
Valid | Male 326| 85.3 85.3 85.3
Female 56| 14.7 14.7 100.0

Total 382| 100.0 100.0

90 - /
80 -

70

60 -

50 -

40 -
30 - 14.66

20 A
10 -

Male Female

Interpretation:
With reference tahe data collected from 382 employees’, it candengha

the employees 85.35% are Male and 14.66 % are [E
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Table No 5.4 Marital Status

Frequency Percen| Valid Percen| Cumulative Perce
Valid | Single 59| 154 15.4 15.4
Marriec 323 84.6 84.6 100.0
Total 382| 100.0 100.0
84.55
90 -
80 -
70 -
60 -
50 -
40 -
30 - 15.45
20 -
10 -
0 . .
Single Married
Interpretation:

With reference to the data collected from 382 elygds’, it can be seen tt

majority of the employees 84..6. % are married Hnd % are singl
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Table No 5.5 Monthly Income

Frequency| Percent| Valid Percent| Cumulative Percen
Valid | < 25000 71 18.6 18.6 18.6
25000 -5000( 197 51.6 51.6 70.2
50000 -1 Lakt 85 22.3 22.3 92.4
> 1 Lakh 29 7.6 7.6 100.0
Total 382 100.0 100.0
60 - .
50
40 -
30 - 22.25

10 A

O 1 1 ] 1
<25000 25000 - 50000 50000 - 1 Lakh > 1 Lakh

Interpretation:

With reference to the data collected from employees’, it can be seen tl
18.6% of the employees have less than 25,000 nyomitome, 51.6% of th
employees have monthly income between 2£-50000. 22.3% of th
employees have monthly income between 5-1 lakh and 7.6% of th

employees havmonthly income more than 1 lakh rupe
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Table No. 5.6 Children Details

No_of_Children

Mo lssues

H1 chid

2 chidren

W tore Than 2 Children

No_of Children

Frequenc | Percent

y

No Issues 180 46.7

1 Child 126 33.3

2 Children 73 19.3

More Than 2 3 g

Children

Total 382 100.0
Interpretation:

Respondents were asked to select to indicate issukshildren they have.No Issues,
1 Child, 2 Children, More than 2 Children respoiigibwere the options provided to
respondents. More than half respondents have stt 1e@hild. 46.7% respondents do
not have any issues.

Table No.5.7 Dependent Elder Responsibility

No_of_Dependent_Elders

No_of Dependent Elders

Frequenc  Percent

y
0 126 33.1
1 69 18.3
2 145 37.8
3 27 7.2
More than 3 15 3.7
Total 382 100.0

Interpretation:

Dependent responsibility was also asked to respuad&tarting from nil, to more
than 3 dependent elders. 37.8% respondents indichtg they have 2 dependent
respondents. 7.2% respondents either have 3 or tina@ne3 dependent elders. 33.1%
respondents do not have any dependentelder
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Table No.5.8 Family Background/
Type

Family_Type

Family Type
Frequency Percent
Nuclear 279 72.6
Joint 103 27.4
Total 382 100.0
Interpretation:

Typical to India is the family type, respondentsevasked to select their family type
27.4% respondents are staying in joint family, 2 &e in nuclear family.

Table No.5.9 Work Specific Data

Working Hours

Working_Hours

Working_Hours
Frequency Percent

Regular Office 206 54.3
Hours
Flexible 61 15.8
Some Times 73 19.0
Over Time
Highly Over 19 5.2
Time Oriented
No Fixed Time 23 57
Schedule
Total 382 100.0

Interpretation:

Respondents were asked to select their working $idtnom Regular working hour,
Overtime orientation, flexibility to not having fd time were the options provided to
respondents. More than 50% respondents had regfilee working as work time.
Followed by sometime over time 19%, flexible woxkihours were given to 15.8%
respondents. 5.2% respondents have highly over wmented schedule, 5.7%
respondents said that they do not have fixed tichedule for their work.
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Table No.10 Working Shift

Woking_Shifts

Woking_Shifts

Freq. Percent
Always General| 321 83.5
Shift
Sometimes 34 8.6
Variable Shift
Always Variable | 24 6.2
Shift
Always Night | 3 0.7
Shift
Total 382 100.0 Interpretation:

Respondents were asked to inform about their slifiedule. Such as fixed shift,
variable shift, and night shift. 83.5% employeemslents work in fixed shift. 15.8%
respondents have variable shifts (includes fixedl graveyard shift and"2shift) and
0.7% employee respondents work in graveyard shift.

Table No.11 Job Level

Job_Level

Job Level
Frequency Percent
Entry Level 15 3.7
Intermediate 103 27.2
Level
Middle Level 191 49.9
Upper Level 46 12.3
Top Ex Level 27 6.9
Total 382 100.0
Interpretation:

Respondents were asked to mention their Job Levehé organization they are
working for 5 options were given t o the respondent. Entry Level, Intermediate
Level, Middle Level, Upper Level, Top Executivevet49.9% respondents represent
middle level. 19.20% constitutes above the middieel. 30.9% combined are
representing the entry and intermediate level.
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Table No.12 Job Status:

Job_Status

Job_Status

Frequency Percent

Trainee 4 1.2

Probation 19 4.9
Confirmed 344 90.1

Contract 15 3.7
Total 382 100.0

Interpretation:

Respondents were asked to choose between choiteioflob Status like Trainee,

Probation, Confirmed, and Contract. Respondent® Wangely confirmed with the
organization. This also implies that 90.1% emplgyege in a condition to take
benefits of employee policies of their organizasion9.8% respondents were of

trainee, probationer or contractual nature

Table No.13 Type of Job

Type_of Job
Frequency Percent

Type_of_Job

Technical 168 43.5
Non Technical 46 12.1
Strategic 99 25.9
Support and 69 18.06
Administrative
Total 382 100.0

Interpretation:

Respondents were asked to choose the nature ofjdiein organization. Options
provided were Technical, Non Technical, Strate§igpport and Administrative. Most
of the respondents counting to 168 are involved eéehnical Job. Strategic job is
done by 25.9% respondents which means around 1equdremployees are directly

involved in strategic Job.
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Table No.14 Time Utilization

Time Spent on Physical Exercise such as Yoga, Gydggging etc.

Time_spent_on_exercise_yoga_physice

Time_spent_on_exercise_yoga_physical_workout_etc_per_week
1 h

|_workout_etc_per_week

Freq Perc
Less than 1 hour 180 47.2
per week
1 to 3 hours pen 99 26.4
week
3 to 5 hours pern 61 15.8
week
more than 5|42 10.6
hours per week
Total 382 100.0

Interpretation:

Respondents were asked about mentioning hoursgpeyd on personal exercise,
yoga or physical workout per week. 47.2% resporgdeend less than 1 hour per
week for physical work out. 26.4% respondents speack than 1 hours but less than
3 hours per week for this purpose. 26% respondgmed more than 3 hours per
week for physical work out.

Table No.15 Time spent for travelling per day for verk

Time_spent_on_travelling_per_day_for_

Time_spent_on_travelling_per_day_for_work

work Bl iy

Frequenc  Percent bk il R
y

Less than 1| 111 29.4

Hour Per Day .

1 to 2 Hours| 145 37.8

Per Day

2 to 4 Hours| 111 29.4

Per Day

More than 4| 15 3.5

Hours Per

Day

Total 382 100.0
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Interpretation:

Travelling time spent to reach the workplace per Was asked to respondents.3.5%
employee respondent travel for more than4 hoursiggs for work. 2 to 4 hours are
taken by 29.4% respondents, also percentage offlassl hours travel time amounts
the same. Travel time of 1 to 2 hours is taken @ximum employee i.e. 37.8%
respondents.

Table No.5.16 Time Spent for Passion, Interest andobbies

Time_spent_on_personal_interest_hobby g

Time_spent_on_personal_interest_hobby_or_passion_per_week
Bl Less than 1 hour per week
1 to 3 hours per week

r_passion_per_week

Freq Perc
Less than 1| 153 40.5
hour per week
1 to 3 hours| 126 32.6 |
per week
3 to 5 hours| 65 16.8
per week :
more than 5| 38 10.1 "
hours per
week
Total 382 100.0
Interpretation:

Respondents were asked to select option in hours/@ek they spend for their own

interest, hobbies or passion. 4 options startiognftess than an hour per week to
more than 5 hours per week was provided to theoretgnts. Most of the respondents
(40.5%) cannot spend more than an hour per weeklthigir passion, interest or

hobbies. About 10% of the respondents do spend thare5 hours per week for such
activities. 32.6% spend more than an hour buttless 3 hours on their interest area.
16.8% respondent employees do spend 3 to 5 houwggak on their interest, passion
and hobbies
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Table No.5.17 Financial Background

Income Generation Source(s)

Income_Source

Income Source(s)

Freq. Percent
| am the sole income 207 54.1
generator in  my
Family
My Spouse and | both 122 32.1
are income Generator
| have 2 or more than 53 13.8
2 income generators
in my family
Total 382 100.0
Interpretation:

Respondents were asked to choose option of theomme generation source(s).
Options provided to respondents wdream the sole income generator in my Family,
My Spouse and | both are income Generator, | hava 2ore than 2 income

generators in my family

Table No.5.18 Bank Loans Taken By Respondents

Bank_Loan

Frequency Percent il g
No Loan 115 30.4
Home Loan 145 37.8
Car Loan 23 6.4
Education 11 3.0
Loan
Personal Loan 19 4.9
Other Loan 8 2
Multiple Loan 61 16.3
Total 382 100.0

Interpretation:

Respondents were asked to mention their liabilitie$oan payments options of no
loan, home loan, car loan, education loan, perstoal, other loan, and multiple
loans. Most of the respondents have home loanitiabifollowed by multiple loans,
and other loan liabilities. About 30% respondents ribt have liabilities of loan

repayment
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Table No. 5.19 Table indicating policy utilizationby employees

Policy/ Practice/ Procedure (\[o] Available Available Total
Available Not Utilized
Utilized

National Holidays 26 146 210 382
Paid/Privilege Leave 39 160 183 382
Casual Leave 48 165 169 382
Lessthan6Daysaweek 63 143 176 382
Short Leave 80 167 135 382
Compulsory Annual Leave 80 147 155 382
Medical Assistance 90 225 67 382
Maternity Leave And Benefits 27 233 122 382
Learning Provision 145 205 32 382
Career Breaks/Unpaid 151 214 17 382
Leave/Sabbatical
Flextime 168 134 80 382
Sports Or Social Facilities Or 169 155 58 382
Gymnasium
Parental Leave 170 162 50 382
Time Off In Lieu Of Overtime 175 128 79 382
Study Leave 190 161 31 382
Leave For Shifting (In Case Of 192 163 27 382
New Joiner / Transfer)
Time Off for Dependants 199 122 61 382
Job Sharing 239 111 32 382
Childcare Provision 253 112 17 382
Part-Time Working 262 78 42 382
Carers Leave 260 91 31 382
Compressed Hours 276 77 29 382

120



5.3.1 Reliability Testing

Scale: Adequate & Fair Compensation

Reliability Statistics

Cronbach's Alph4

N of Items

733

8

Scale: Safe & Healthy working conditions

Reliability Statistics

Cronbach's Alpha

N of ltems

.580

6

ltem-Total Statistics

Scale Mean Scale Corrected | Cronbach's
if Item Variance if | Iltem-Total Alpha if
Deleted Item Correlation Item
Deleted Deleted

The work environment is 16.87 10.478 234 572
safe and healthy.
The Safety measures
provided in the 16.79 9.424 A71 467
organization are adequat
Safety officer strictly
implements the safety 16.77 9.849 376 .508
rules and regulations.
Safety training is given to 1790 10.624 205 585
the employees.
Work environment
emphasizes more on 17.03 11.183 .182 .588
machines than individualg
Organization has well
established health and 16.76 9.279 466 466
safety policy.

Reliability Statistics

Cronbach's Alpha] N of Items
.588 5
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ltem-Total Statistics

Scale Mean Scale Corrected | Cronbach's

if Item Variance if | Item-Total Alpha if

Deleted |Item Deleteq Correlation | Iltem Deleted
The work environment is 13.48 8287 249 586
safe and healthy.
The Safety measures
provided in the 13.40 7.438 AT7 462
organization are adequat
Safety officer strictly
implements the safety 13.38 7.691 404 501
rules and regulations.
Safety training is given tg 14.50 8618 186 621
the employees.
Organization has well
established health and 13.37 7.436 445 AT7
safety policy.

Reliability Statistics
Cronbach's Alphg N of Items
.621 4
Item-Total Statistics
Scale Mean Scale Corrected | Cronbach's

if Item Variance if | Item-Total Alpha if

Deleted |Item Deleted Correlation | Iltem Deleted
The work environment i 10.95 5580 330 605
safe and healthy.
The Safety measures
provided in the 10.87 5.432 442 521
organization are
adequate.
Safety officer strictly
implements the safety 10.85 5.429 420 537
rules and regulations.
Organization has well
established health and 10.84 5.401 416 .539
safety policy.
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Cronbach’s alpha value 0.580 indicates weak rdilvalof scale ‘Safe &
Healthy working conditions’. Deletion of item ‘Wonvironment emphasizes
more on machines than individuals’ would improve tteliability score to
0.588 and subsequently deletion of item ‘Safegining is given to the
employees’ would further improve the reliability @621 . Hence, these items
were deleted. Further improvement in reliabilitpigcwas not possible . Alpha
value 0.7 and above are desirable, however, fotigwhe expert advice this

scale with alpha value 0.621 was retained.

Scale: Opportunities to use and develop capacities

Reliability Statistics

Cronbach's Alphg N of ltems
q74 8

Scale: Opportunity for continues growth and securiy

Reliability Statistics

Cronbach's Alphg N of ltems
719 6

Scale: Social Integration in the work organisation

Reliability Statistics

Cronbach's Alphi N of Items
.691 7
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ltem-Total Statistics

Scale Mean Scale Corrected | Cronbach's
if Item Variance if | Item-Total Alpha if
Deleted |Item Deleteq Correlation | ltem Deleted
In my organization
employees are 18.35 15.838 476 637
recognized as
individuals.
The organization
clearly communicateg 18.04  16.996 340 672
its objectives and
strategies.
| have enough
opportunity o interac 18.80 14.756 525 620
with other employees
formally.
There is no
discrimination based
on age, gender and 19.42 15.809 442 .645
religion in the
organization.
At the work place yoy
are treated with 19.06 14.792 .585 .604
dignity and respect.
All members of the
work organization 18.28 19.058 087 735
have the sense of
community.
| have freedom to
discuss problems witl 17.95 16.906 372 .664
top management.
Reliability Statistics
Cronbach's Alphg N of Items
.735 6
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ltem-Total Statistics

Scale Mean Scale Corrected | Cronbach's
if Item Variance if | Item-Total Alpha if
Deleted Item Correlation ltem
Deleted Deleted
In my organization
employees are 14.98 13.677 525 682
recognized as
individuals.
The organization
clearly communicates 1467  15.283 318 738
its objectives and
strategies.
| have enough
opportunity o interac 15.43 12.812 550 672
with other employees
formally.
There is no
discrimination based
on age, gender and 16.05 13.832 463 .700
religion in the
organization.
At the work place yoy
are treated with 15.69 13.028 .588 .662
dignity and respect.
| have freedom to
discuss problems witl 14.58 14.989 .378 722
top management.

Cronbach’s alpha value 0.691 indicates weak rdilybof scale ‘Social
Integration in the work organisation’. Deletion it#m ‘All members of the
work organization have the sense of community’ wWaoiprove the reliability
score to 0.735 and subsequently deletion of it&éhe ‘organization clearly
communicates its objectives and strategies’ wouldthér improve the
reliability to 0.738 . However, after weighting rgaral improvement in alpha
value against the loss of information if latternitedeleted, the researcher

decided to delete the former item with scale ahsdae 0.735.
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Scale: Social relevance of work life

Reliability Statistics

Cronbach's Alph:

N of ltems

.829

7

Scale: Work & the total

life space

Reliability Statistics

Cronbach's Alph:

N of Items

.682

5

ltem-Total Statistics

Scale Mean Scale Corrected | Cronbach's

if Item Variance if | Item-Total Alpha if

Deleted |Item Deleted| Correlation |Item Deleted
After an average work
day, | have sufficient
leisure time to relax an 13.08 8.606 .601 .556
pursue activities that |
enjoy.
| never feel that my 13.14 9.072 487 609
work is stressful.
My family life and
social life Is not 13.25 9.346 538 591
strained by working
hours.
| have to work on 14.64 10.971 187 738
holidays if required.
My organization has
flextime/flexi work 13.49 9.573 416 .641
policy.

Reliability Statistics
Cronbach's Alph{ N of Items
738 4
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ltem-Total Statistics

Scale Mean Scale Corrected | Cronbach's
if Item Variance if | Item-Total Alpha if
Deleted |Item Deleted| Correlation |Item Deleted
After an average work day
I.have sufficient leisure 10.82 6.112 658 602
time to relax and pursue
activities that | enjoy.
| never feel that my work 10.88 6.391 560 662
stressful.
My family life and social
life is not strained by 10.99 6.761] 592 .647
working hours.
My organization has 11.23 7.574 339 784
flextime/flexi work policy.
Reliability Statistics
Cronbach's Alph{ N of Items
784 3
Item-Total Statistics
Scale Mean Scale Corrected | Cronbach's
if Item Variance if | Item-Total Alpha if
Deleted |Item Deleted| Correlation |Item Deleted
After an average work
day, | have sufficient
leisure time to relax an 7.41 3.539 .668 .657
pursue activities that |
enjoy.
| never feel that my 7.47 3.662 588 749
work is stressful.
My family life and
social life Is not 7.58 3.987 619 715
strained by working
hours.
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Cronbach’s alpha value 0.682 indicates weak rdilalof scale ‘Work & the

total life space’. Deletion of item ‘I have to wodn holidays if required’
would improve the reliability score to 0.738 angbsequently deletion of item
‘My organization has flextime/flexi work policy’ wdd further improve the
reliability to 0.784 . Hence, these items were @wele Further improvement in

reliability score was not possible .

Scale: Constitutionlisation in the work organisatio

Reliability Statistics

Cronbach's Alpha | N of Items
.798 7

Scale: Superior subordinate relationship

Reliability Statistics

Cronbach's Alpha| N of Items
.804 9

Scale: Welfare facilities

Reliability Statistics

Cronbach's Alpha| N of ltems
743 8
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5.3.2 Normality Testing

Case Summaries

N Mean Std. Kurtosis | Skewness
Deviation

Adequate & Fair 382 32978 65208  -157  -.286
Compensatlon
Safe & healthyworking o0 36057 73392 039  -701
conditions
opportunitiesfouse | g5 30668 70312 -023  -416
and develop capacities
Opportunity for
continued growth and 382 3.3408 74507 -.066 -.041
security
socialIntegration it g0) 30467 72759  -182 148
work Organlzatlon
Social relevance of 382 25643  .783084  .078 584
work life
Workandthe totallife| - 50, 36603 82805 520,  -.930
space
Constitutionalisation i 0, 5 5759 gog78  1.829  1.046
the work organization
superior subordinate | gg) 31146 70097  -324)  -309
relationship
Welfare facilities 382| 3.7974 .61478 -.143 -.435

When sample size is large test of significanceoitsused to test the normality.
(Ref. Field A. Discovering statistics using SPSS.ed. London: SAGE
publications Ltd; 2009. p. 822) Except ‘Constitudisation in the work
organization’ all variables are normally distribdites the values of kurtosis and
skewness between * 1. Further visual examinatioHisfogram confirms the

normality.

MSEDCL employees perceive that their compensat@verage. (Mean=3.29)
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MSEDCL employees perceive that their working candsg are not safe and
healthy(Mean=3.66)

MSEDCL employees perceive that they have averagertynity to use and

develop capacities.(Mean=3.06)

MSEDCL employees perceive that they have averagporoymity for

continued growth and security.(Mean=3.34)

Employees perceive that social integration in  MSEDCis

average.(Mean=3.04)

MSEDCL employees perceive that they have averagelselevance of work
life. (Mean=2.56)

MSEDCL employees perceive that there is no work &otdl life space.
(Mean=3.66)

MSEDCL employees perceive that they have averagestitationalism.
(Mean=2.57)
MSEDCL employees perceive that they have averagersur subordinate

relationship. (Mean=3.11)

MSEDCL employees perceive that there are no weftadties.. (Mean=3.79)
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Histogram
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Frequency

Social relevance of work life
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Superior subordinate relationship
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Quality of Work Life Score

Statistics
Quiality of Work Life Score

N Valid 382

Missing 0
Mean 3.2087
Std. Deviation 51934
Skewness -.245
Std. Error of Skewness 125
Kurtosis 334
Std. Error of Kurtosis .249

Histogram

507 Mean = 3.21

d.Dev.= 519
M =382
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Value of skewness -0.245 and kurtosis 0.334 andaligxamination of
histogram indicates normal distribution of ‘Qualif worklife’ scores. Hence

parametric test of significance are used.

Mean (3.20) of total QWL score indicates that QWILMSEDCL is perceived

as average QWL.
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5.4  Hypothesis Testing

5.4.1 Gender

Hypothesis:

Ho.1: There is no significant difference between maled afemale
participants’ opinion (scores) about adequacy amattnéss of
compensation.

Hat There is significant difference between male tardale participants’
opinion (scores) about adequacy and fairness opeosation.

Ho.» There is no significant difference between maled afemale
participants’ opinion (scores) about Safe & healtimorking
conditions.

Hao There is significant difference between male tardale participants’
opinion (scores) about Safe & healthy working ctinds.

Ho-3: There is no significant difference between enand female
participants’ opinion (scores) about Opportunitesise and develop
capacities.

Hs;-3:  There is significant difference between mald &male participants’
opinion (scores) about Opportunities to use aneldgvcapacities.

Ho-4: There is no significant difference between enand female
participants’ opinion (scores) about Opportunity ¢dontinued growth
and security.

Hs4:  There is significant difference between mald &male participants’

opinion (scores) about Opportunity for continuedvgih and security.
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Ho-10:

H4-10:

There is no significant difference between enand female
participants’ opinion (scores) about Social Intéigrain the work
organization.

There is significant difference between maid éemale participants’

opinion (scores) about Social Integration in thekvrganization.

There is no significant difference between enand female
participants’ opinion (scores) about Social releeaf work life.
There is significant difference between maid éemale participants’

opinion (scores) about Social relevance of womk lif

There is no significant difference between enand female
participants’ opinion (scores) about Work and thtaltlife space.
There is significant difference between maid éemale participants’

opinion (scores) about Work and the total life gpac

There is no significant difference between enand female
participants’ opinion (scores) about Superior sdimate relationship.
There is significant difference between maid éemale participants’

opinion (scores) about Superior subordinate relghg.

There is no significant difference between enand female
participants’ opinion (scores) about Welfare faigs.
There is significant difference between maid éemale participants’

opinion (scores) about Welfare facilities

There is no significant difference between lanand female
participants’ opinion (scores) Constitutionalisation the work
organization.

There is significant difference between neatel female participants’

opinion (scores) Constitutionalisation in the worlganization.
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Ho-11: There is no significant difference between lenand female
participants’ Quality of Work Life Score.

Hy;11: There is significant difference between neae female participants’
Quiality of Work Life Score.

T-Test

Group Statistics

Gender of N Mean Std. Std. Error
Respondent Deviation Mean
Adequate & Fair Male 326 3.2926 .65513 .03629
compensation Female 56| 3.3281 .6389¢ .08539
Safe & healthy working  |Male 326 3.6687% 71111 .03938
conditions Female 56 3.375( 817472 10923
Opportunities to use and |Male 326 3.0778 .71004 .03933
develop capacities Female 56 3.0027 .66379 .0887(
Opportunity for continued |Male 326 3.3471 75982 .0420¢§
growth and security Female 56/ 3.303€ .6576( .08787
Social Integration in the Male 326 3.0767 .7347¢ .0407(
work organization Female 56| 2.872( .66367 .08864
, Male 326 2.592( .81193 .04497
Social relevance of work lif
Female 56| 2.4031 .56694 .07576
_ Male 326 3.6641 .84847 .04699
Work and the total life spac
Female 56| 3.6384 .70376 .09404
Superior subordinate Male 326 3.1036 .7222( .0400(
relationship Female 56| 3.1786 .63623 .08502
o Male 326 3.7914 .62574 .0346¢6
Welfare facilities
Female 56/ 3.8326 .55045 .07356
Male 326 3.2207 52757 .02922

Quality of Work Life Score
Female 56/ 3.13843 46668 .06236
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Independent Samples Test

Levene's (t-test for Equality of Means
Test for
Equality of
\Variances
F Sig. t df Sig.  |[Mean Std. Error 95%
(2- DifferenceDifference |Confidence
tailed) Interval of the
Difference
Lower {Upper
Adequate & [Equal A28 |721}-.377380 |[707 [.03556 |.09443 @ }.22124.15011
Fair \variances
compensation assumed
Equal -.38376.231.703 [.03556 09277  |.22033.14920
\variances
not
assumed
Safe & healthy|Equal 5.053 .0252.791380 |.006 [.29371 |[10523 .08681 50062
working \variances
conditions assumed
Equal 2.52970.024.014 |.29371 |[11612 .06213 52530
\variances
not
assumed
Opportunities tEqual 303 |583[743[380 [458 |07561 |.10177 |.12450.27571
use and develgvariances
capacities assumed
Equal .779(78.234438 |07561 |09703 |.11756.26877
\variances
not
assumed
Opportunity forEqual 1.039 |.309 |.404 380 |.687 |04357 |10790 |.16858.25571
continued \variances
growth and  jassumed
security Equal 447 182.381.656 |04357 |.09743  }.15024.23737
\variances
not
assumed
Social Equal 1.128 (289(1.952380 |.052 [20466 10486 [-.00152.41085
Integration in |variances
the work assumed
organization |Equal 2.09¢80.004.039 [.20466 09757 .01049.39884
\variances
not
assumed
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Levene's
Test for
Equality of
\Variances

t-test for Equality of Means

F Sig.

df

Sig.
(2-
tailed)

Mean
Difference

Std. Error
Difference

95%
Confidence
Interval of the
Difference

Lower {Upper

Social
relevance of
work life

Equal
variances
assumed

8.419 004

1.6742380

.095

.18896

11301

-.03324.41116

Equal
variances
not
assumed

2.14598.511.

034

.18896

.08810

.01414 36378

Work and the
total life space

Equal
variances
assumed

1.949 |.164

.214 1380

.830

.02572

.11993

-.21009.26153

Equal
\variances
not
assumed

.245

84.99¢.

807

.02572

.10513

-.18331.23475

Superior
subordinate
relationship

Equal
variances
assumed

1.233 |.268

-. 729380

466

-.07496

.10276

-.27701.12710

Equal
variances
not
assumed

-.79881.361.

427

-.07496

.09396

-.26190.11198

Welfare
facilities

Equal
variances
assumed

1.414 |.235

-.463380

.644

-.04118

.08902

-.21621.13386

Equal
\variances
not
assumed

-.50681.444.

614

-.04118

.08131

-.20295.12059

Quality of
Work Life
Score

Equal
variances
assumed

1.102 |.294

1.09§380

273

.08249

.07510

-.06518.23016

Equal
variances
not

assumed

1.19§81.134.

234

.08249

.06887

-.05453.21951
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Mann-Whitney Test

Ranks
Gender of N Mean Sum of
Respondent Rank Ranks
Constitutionalisation iMale 326 195.0¢ 63598.00
the work organizationFemale 56 170.63  9555.00
Total 382
Test Statistic
Constitutionalisation in the work organizatjon
Mann-Whitney U 7959.000
Wilcoxon W 9555.000
Z -1.537
Asymp. Sig. (2-taileg 124

a. Grouping Variable: Gender of Respondent

Male (M = 3.33,SE = 0.85) and Female (M = 3.29,=SE036) participants did
not differ significantly in their opinion about aglgate & fair compensation
than to male participantgsgg = — 0.377 p> .05

On average, male participants (M = 3.67, SE = 0.08® working conditions
were Safe & healthy than female participants (M.373, SE = 0.11). This
difference was significant t(380) = 2.791, p=0.6065

Male (M = 3.078, SE = 0.039) and Female (M = 338,= 0.089) participants
did not differ significantly in their opinion aboupportunities to use and
develop capacities, t(380) = 0.743, p=0.458> .05

Male (M = 3.35, SE = 0.042) and Female (M = 3.30,=50.088) participants

did not differ significantly in their opinion aboWpportunity for continued
growth and security t(380) = 0.404, p=0.687> .05
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Male (M = 3.07, SE = 0.041) and Female (M = 2.8%,=50.089) participants
did not differ significantly in their opinion abo&ocial Integration in the work
organization t(380) = 01.952, p=0.52> .05

Male (M = 2.59, SE = 0.045) and Female (M = 2.4,=SB.076) participants
did not differ significantly in their opinion abo&ocial relevance of work life,
t(380) = 1.672, p=0.095> .05

Male (M = 3.66, SE = 0.047) and Female (M = 3.68,=50.094) patrticipants
did not differ significantly in their opinion aboMYork and the total life space,
t(380) = 0.214, p=0.830> .05

Male (M = 3.10, SE = 0.040) and Female (M = 3.15B,= 0.085) participants
did not differ significantly in their opinion abouSuperior subordinate
relationship, t(380) = -.729, p=0.466> .05

Male (M = 3.79, SE = 0.035) and Female (M = 3.83,=50.073) participants
did not differ significantly in their opinion aboWWelfare facilities, t(380) = -
463, p=0.644> .05

Male and Female participants did not differ sigrahtly in their opinion about
Constitutionalisation in the work organization, 859, z = -1.1537, p=<0.05
Male (M = 3.22, SE = 0.029) and Female (M = 3.1#,-50.062) participants
did not differ significantly in their opinion abo@uality of Work Life Score,
t(380) = 1.098, p=0.273> .05
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5.4.2 Education

Hypothesis:

Ho..: There is no significant difference among diffarkavels of education of
participants about adequacy and fairness of conapiens

H..: There is significant difference among differeavels of education of
participants about adequacy and fairness of conapiens

Ho>: There is no significant difference among diffa@rkvels of education of
participants about Safe & healthy working condision

H.: There is significant difference among differeavéls of education of
participants about Safe & healthy working condision

Ho.zx There is no significant difference among diffarkvels of education of
participants about Opportunities to use and devedmacities.

H.z There is significant difference among differeaveéls of education of
participants about Opportunities to use and devesmacities.

Ho.s. There is no significant difference among diffa@rkvels of education of
participants about Opportunity for continued growatid security.

H..4 There is significant difference among differeaveéls of education of
participants about Opportunity for continued growatid security.

Ho.s. There is no significant difference among differkvels of education of
participants about Social Integration in the worgamization.

H.s There is significant difference among differeavéls of education of
participants about Social Integration in the worgamization.

Ho.ee There is no significant difference among diffe@rkavels of education of

participants about Social relevance of work life.
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Ho-7:

Ho-10:

Hao

Ho-11:

Haax

There is significant difference among differeavédls of education of

participants about Social relevance of work life.

There is no significant difference among diffdriavels of education of
participants about Work and the total life space.
There is significant difference among differeavédls of education of

participants about Work and the total life space.

There is no significant difference among diffdrkavels of education of
participants about Superior subordinate relatignshi
There is significant difference among differeavédls of education of

participants about Superior subordinate relatignshi

There is no significant difference among diffdrkavels of education of
participants about Welfare facilities.
There is significant difference among differeavédls of education of

participants about Welfare facilities.

There is no significant difference among diffdrkavels of education of
participants about Constitutionalisation in the kvorganization.
There is significant difference among differeavédls of education of

participants about Constitutionalisation in the kvorganization.

There is no significant difference among diffdriavels of education of
participants about Quality of Work Life Score.
There is significant difference among differeavédls of education of

participants about Quality of Work Life Score.

142



Oneway

Sum of df Mean F Sig.
Squares Square

Adequate & Fair |Between Group 2.464 2 1.2324 2.92€ .055
compensation Within Groups 159.53¢ 379 421

Total 162.001 381
Safe & healthy Between Group 9.313 2 4.657 9.009 .000
working conditions \Within Groups 195.90§ 379 517

Total 205.21¢ 381
Opportunities to us{Between Group 4.338 2 2.169 4.467 .012
and develop Within Groups 184.027 379 486
capacities Total 188.36( 381
Opportunity for Between Group 3.33( 2 1.665 3.037% .049
continued growth |within Groups 208.17¢ 379 549
and security Total 211.50] 381
Social Integration inBetween Group 13.052 2 6.52¢ 13.11] .000
the work Within Groups 188.644 379 498
organization Total 201.69f 381
Social relevance ofBetween Group 6.508 2 3.254 5.429 .005
work life Within Groups 227.12¢ 379 .59¢

Total 233.634 381
Work and the total Between Group 2.185 2 1.094 1.598 .204
life space Within Groups 259.05] 379 .684

Total 261.24] 381
Superior subordinaBetween Group 3.003 2 1.501 3.01( .050
relationship Within Groups 189.04]7 379 499

Total 192.041 381
Welfare facilities |Between Group 5.584 2 2.794 7.64% .001

Within Groups 138.411 379 .365

Total 143.99¢ 381
Quality of Work | Between Group 4.80( 2 2.40Qq 9.28¢ .000
Life Score Within Groups 97.961 379 25§

Total 102.761 381
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Post Hoc

Tests

Multiple Comparisons

LSD

Dependent (1) Educational|(J) Mean Std. | Sig. [95% Confidence

Variable Qualification [Educational |Differenc| Error Interval
Quialification e (I-J) Lower | Upper
Bound | Bound
Adequate & [UndergraduateGraduate 1333¢ .07484 .07¢ -.0139 .280¢
Fair Postgraduate -.1679( .1294( .195 -.4223 .086¢
compensation |Graduate Undergraduateg -.1333¢ .0748¢ .07¢ -.280¢ .013¢
Postgraduate | -.30126] .1375¢ .029 -.5714 -.0301
Postgraduate |[Undergraduatg .1679( .1294( .195 -.0865 .4223
Graduate 30126/ .1375¢ .029 .0307 .571%
Safe & healthylUndergraduategGraduate 34762/ .0829¢ .00q .1844 .510¢
working Postgraduate .2031] .14339 .15% -.078§ .485]
conditions Graduate Undergraduate -.34762| .0829¢ .00 -.510§ -.1844
Postgraduate -.1445] .15247] .344 -.4443 1553
Postgraduate |[Undergraduatg -.2031] .1433¢ .15% -.485] .078¢
Graduate 14451 15247 .344 -.1553 .444:
Opportunities tUndergraduateGraduate 20898 .08047 .01 .050f .3671
use and develd Postgraduate .2658¢ .1389§ .057 -.0074 .539]
capacities Graduate Undergraduatg -.20898| .0804] .01 -.367] -.050¢
Postgraduate .0568¢ .14771 .701 -.2337 .347/
Postgraduate |[Undergraduate -.2658¢ .1389¢ .054 -.539] .0074
Graduate -.0568¢ .1477] .701 -.3474 .233]
Opportunity forUndergraduateGraduate 20551 .0855¢ .017 .0379 .373]
continued Postgraduate 1413¢ 14787 .34(0 -.1493 .432(
growth and  |Graduate Undergraduate -.20551] .0855§ .017 -.3737 -.037:
security Postgraduate | -.0641% .1571] .683 -.3737 .244(4
Postgraduate Undergraduatg -.1413¢ .14781 .34Q -.432( .1493
Graduate 06414 .15717 .683 -.2449 .373’
Social UndergraduateGraduate 36194 .08144 .00 .201§ .5221
Integration in Postgraduate | .46269 .1407{ .00] .186( .7394
the work Graduate Undergraduate -.36194] .08144 .00q -.522] -.201¢
organization Postgraduate | .1007§ .14961 .50] -.1934 .394¢
Postgraduate |Undergraduatd -.46269 .1407] .001 -.739{ -.186(
Graduate -.1007% .14967 .501 -.3949 .193/
Social UndergraduateGraduate 28255/ .0893¢ .004 .1069Y .4581
relevance of Postgraduate 22714 .1544( .142 -.0764 .530¢
work life Graduate Undergraduate -.28255/ .0893¢ .004 -.4583 -.106¢
Postgraduate | -.0553] .16417 .73q -.3787 .2674
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Dependent (1) Educational|(J) Mean Std. | Sig. [95% Confidence
Variable Qualification [Educational |Differenc| Error Interval

Qualification e (I-J) Lower | Upper

Bound | Bound

Postgraduate |[Undergraduateg -.22719 .1544( .144 -530§ .0764

Graduate 05537 .1641] .73 -.2674 .378’

Work and the [UndergraduatgGraduate 12777 .09543 .18]1 -.0599 .3154

total life space Postgraduate 23127 .16489 .164 -.093( .555%

Graduate Undergraduatg -.12777 .09543 .181 -.3154 .059¢

Postgraduate 10357 .1753% 555 -.2417 .4482

Postgraduate Undergraduatg -.23127 .1648¢ .162 -.5559 .093(

Graduate -1035] .1753] .55 -.4487 .2412

Superior UndergraduateGraduate 19738 .0815] .014 .037] .3577

subordinate Postgraduate 11537 .1408¢ .413 -.161¢ .3927

relationship  |Graduate Undergraduate -.19738| .0815] .014 -.3571 -.037]

Postgraduate | -.0820] .14971 .584 -.3765 .212f1

Postgraduate Undergraduatg -.11537 .1408¢ .413 -.3923 .161¢

Graduate .0820] .1497] .584 -.2125 .376¢%

Welfare UndergraduateGraduate 26581 .0697¢ .000 .128¢ .403(

facilities Postgraduate 18529 .12053 .12§ -.0517 .4223

Graduate Undergraduate -.26581] .0697¢ .00 -.403( -.128¢

Postgraduate | -.08051 .1281¢ .53(0 -.332% .171F1

Postgraduate |[Undergraduatg -.1852¢ .12053 .125 -.4223 .0517

Graduate .08057 .1281¢ .53(¢ -.171%5 .332f%

Quality of UndergraduateGraduate 24453 05869 .000 .129] .359¢

Work Life Postgraduate 18437 .1014¢ .07¢ -.015¢ .3837

Score Graduate Undergraduate -.24453| .0586¢ .00 -.359¢ -.1291

Postgraduate -.0601§ .10781 .57% -.2727 .151¢

Postgraduate |[Undergraduate -.1843% .1014( .07¢ -.3837 .015(

Graduate .0601¢ .10781 .571 -.151§ .2722

*. The mean difference is significant at the 0.8l
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Kruskal-Wallis Test

Ranks
Educational N Mean
Qualification Rank
Constitutionalisation i{lUndergraduate 246 206.40
the work organization/Graduate 108 161.28
Postgraduate 28 177.11
Total 382

Test Statisticé®

Constitutionalisation in the work organization
Chi-Square 13.140
df 2
Asymp. Sig .001

a. Kruskal Wallis Test

b. Grouping Variable: Educational Qualification

There is significant difference among different disv of education of
participants about adequacy and fairness of conapiensF(2, 379) = 2.93p
=0.055 <0.10 . Post hoc test results confirms that Gradddters significantly
from postgraduates (p=0.029 < 0.05) and undergtadi{p=0.76 < 0.10)

There is significant difference among different dsv of education of
participants about Safe & healthy working condisipR(2, 379) = 9.01p
=0.001<0.05 . Post hoc test results confirms that Graelddfers significantly
from undergraduates (p=0.001< 0.05)

There is significant difference among different dsv of education of
participants about Opportunities to use and develapacities,F(2, 379) =
9.01, p =0.012 <0.05 . Post hoc test results confirms that Gradubitfers
significantly from undergraduates (p=0.01< 0.05)
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There is significant difference among different dsv of education of
participants about Opportunity for continued growtid securityfF(2, 379) =
3.032,p =0.049 <0.05 . Post hoc test results confirms that Graduaifers
significantly from undergraduates (p=0.017< 0.05)

There is significant difference among different disv of education of
participants about Social Integration in the worgamization,F(2, 379) =
13.111,p =0.001 <0.05 . Post hoc test results confirms that Grazldéters
significantly from undergraduates (p=0.001< 0.080l andergraduates differs
significantly from postgraduate (p=0.001 < 0.05)

There is significant difference among different disv of education of
participants about Social relevance of work I[#€2, 379) = 5.429p =0.005
<0.05 . Post hoc test results confirms that Gradéters significantly from
undergraduates (p=0.002< 0.05) and

There is no significant difference among differdavels of education of
participants about Work and the total life spdé@, 379) = 1.598p =0.204 >
0.05.

There is significant difference among different disv of education of
participants about Superior subordinate relatignski(2, 379) = 3.010,p
=0.05 <0.1 . Post hoc test results confirms that Gradddfers significantly

from undergraduates (p=0.016< 0.05)

There is significant difference among different disv of education of
participants about Welfare facilities(2, 379) = 7.645p =0.001 <0.05 . Post
hoc test results confirms that Graduate differs nificantly from

undergraduates (p=0.001< 0.05)
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There is significant difference among different dsv of education of
participants about Constitutionalisation in the kvorganizationH(2) = 13.14,
p=0.001 <0.05

There is significant difference among different dsv of education of
participants about Quality of Work Life Scorg(2, 379) = 9.286p =0.001
<0.05 . Post hoc test results confirms that Gradéters significantly from
undergraduates (p=0.001< 0.05)
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5.4.3 Experience

Hypothesis:

Ho..: There is no significant difference among diffdréevels of experience
of participants about adequacy and fairness of emsgtion.

H.... There is significant difference among differeavdls of experience of
participants about adequacy and fairness of conapens

Hoo: There is no significant difference among diffarévels of experience
of participants about Safe & healthy working coiuatis.

H.. There is significant difference among differeavdls of experience of
participants about Safe & healthy working condision

Ho.zx There is no significant difference among diffarévels of experience
of participants about Opportunities to use and libgveapacities.

H..z There is significant difference among differeavdls of experience of
participants about Opportunities to use and devetmacities.

Ho.4. There is no significant difference among diffarévels of experience
of participants about Opportunity for continuedwtio and security.

H..4 There is significant difference among differeavdls of experience of
participants about Opportunity for continued growatid security.

Ho.s. There is no significant difference among diffdréevels of experience
of participants about Social Integration in the kvorganization.

H.s There is significant difference among differeavdls of experience of
participants about Social Integration in the worgamization.

Ho.se There is no significant difference among diffdréevels of experience

of participants about Social relevance of work.life
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Ho-10:

Ha-ld

Ho-11:

Ha-ax:

There is significant difference among differeavdls of experience of

participants about Social relevance of work life.

There is no significant difference among diffdréevels of experience
of participants about Work and the total life space
There is significant difference among differeavdls of experience of

participants about Work and the total life space.

There is no significant difference among diffdréevels of experience
of participants about Superior subordinate relatgn
There is significant difference among differeevels of experience of

participants about Superior subordinate relatigmnshi

There is no significant difference among diffdréevels of experience
of participants about Welfare facilities.
There is significant difference among differeevdls of experience of

participants about Welfare facilities.

There is no significant difference among diffdréevels of experience
of participants about Constitutionalisation in therk organization.
There is significant difference among differeavdls of experience of

participants about Constitutionalisation in the kvorganization.

There is no significant difference among diffdrévels of experience
of participants about Quality of Work Life Score.
There is significant difference among differeavels of experience of

participants about Quality of Work Life Score.
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Oneway

ANOVA
Sum of df Mean F Sig.
Squares Square
Adequate & Fair |Between Groups 4.843 4  1.211 2.904 .022
compensation Within Groups 157.16( 377 417
Total 162.001 381
Safe & healthy Between Groups  11.814 4/ 2.953 5.757 .000
working conditions|\yithin Groups 193.40§ 377  .513
Total 205.214 381
Opportunities to usBetween Groups 3.66( 4 915 1.86§ 115
and develop Within Groups | 184.70¢ 377  .49(Q
capacities Total 188.36( 381
Opportunity for Between Groups 1.796 4 449 .807 521
continued growth \within Groups | 209.71] 377  .556
and security Total 21150 381
Social Integration i|Between Groups 6.726 4 1.681 3.251 .012
the work Within Groups | 194.97( 377 517
organization Total 201.69§ 381
Social relevance o|Between Groups 4.14Q 4/ 1.035 1.70C 149
work life Within Groups | 229.494 3777  .609
Total 233.634 381
Work and the total Between Groups 6.217 4 1554 2.297 .059
life space Within Groups 255.02f 377 676
Total 261.247 381
Superior Between Groups 2.71C 4 677 1.349 251
subordinate Within Groups | 189.33 377  .502
relationship Total 192.04% 381
Welfare facilities |Between Groups 1.356 4 .339 .896 466
Within Groups 142.643 377 378
Total 143.99¢ 381
Quality of Work  |Between Groups 3.435 4 .859 3.259 .012
Life Score Within Groups 99.32¢ 377  .263
Total 102.767 381
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Post Hoc Tests

Multiple Comparisons

LSD
Dependent ) J) Mean | Std. | Sig. | 95% Confidence
Variable Experience [Experience |Differenc| Error Interval
(Years) (Years) e (I-9) Lower | Upper
Bound | Bound
Adequate & Fail-5 Yrs 5-10 Yrs 20692 .0965] .033 .017] .396]
compensation 10-20 Yrs .24201] .0948¢ .011 .0554 4286
20-30 Yrs 21080, .1025] .040 .0097 .4124
30 Yrs& 28903 .1043% .00 .083§ .4942
above
5-10 Yrs 1-5Yrs -.20692| .0965] .033 -.396] -.0171
10-20 Yrs .03509 .1069] .743 -.175]1 .2453
20-30 Yrs .0038¢ .11374 .973 -.219¢ .2275
30 Yrs& .08217 .1153¢ .477 -.1444  .309(
above
10-20 Yrs  |1-5Yrs -.24201] .0948¢ .01] -.428¢ -.0554
5-10 Yrs -.035094 .1069] .743 -.2453 .1751
20-30 Yrs -.03127 .1123¢ .781 -.2521 .1897
30 Yrs& .04707 .1140% .680Q -.1774 .2712
above
20-30 Yrs  (1-5Yrs -.21080 .1025] .04q -.4124 -.0092
5-10 Yrs -.0038¢ .11374 .973 -.227% .2199
10-20 Yrs .0312] .1123¢ .781 -.1897 .2521
30 Yrs& .07824 .1204¢ .514 -.158¢ .3151
above
30 Yrs& 1-5Yrs -.28903 .10437 .00 -.494] -.0834
above 5-10 Yrs -.08217 .1153¢ .4779 -.309(¢ .1444
10-20 Yrs -.04707 .1140% .68(¢ -.2713 .1772
20-30 Yrs -.07824 .1204¢ .51 -.315]1 .1586
Safe & healthy [1-5 Yrs 5-10 Yrs 46307 .1070§ .00 .252% .6736
working 10-20 Yrs 27410 .1052¢ .01 .067] .4811
conditions 20-30 Yrs 22608 .1137] .04§ .002§ .449]
30 Yrs& 38869 .1157¢ .00]1 .161] .616°
above
5-10 Yrs  [1-5Yrs -.46307| .1070¢ .00 -.673¢ -.2525
10-20 Yrs -.188971 .1186( .112 -.42237 .0442
20-30 Yrs -.23699¢ .1261¢§ .061 -.485]1 .0111
30 Yrs& -.0743¢ .1280] .564 -.3261 .1774
above
10-20 Yrs  |1-5Yrs -.27410) .1052¢ .01d -.4811 -.0671
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Dependent () J) Mean | Std. | Sig. | 95% Confidence
Variable Experience [Experience |Differenc| Error Interval
(Years) (Years) e (I-J) Lower | Upper
Bound | Bound
5-10 Yrs 18897 .1186( .1124 -.0444 .4222
20-30 Yrs -.04807 .12464 .70¢ -.293] .1971
30 Yrs& 11458 .1265( .366 -.134] .3633
above
20-30 Yrs  (1-5Yrs -.22608| .1137] .04§ -.449] -.0025
5-10 Yrs 23699 .1261¢ .061 -.0111 .4851
10-20 Yrs .04807 .12464 .700¢ -.197] .2931
30 Yrs& 16267 .13367 .224 -.100] .4254
above
30 Yrs& 1-5 Yrs -.38869| .1157¢ .001 -.6163 -.1611
above 5-10 Yrs .0743¢ .1280] .564 -.1773 .3261
10-20 Yrs -.1145¢ .1265( .36 -.3633 .1341
20-30 Yrs -.1626] .13367 .224 -.4254 .1001
Opportunities tq1-5 Yrs 5-10 Yrs 19227 .10464 .067 -.0139 .398(
use and develo 10-20 Yrs 25288 .1028] .014 .050¢ .4551
capacities 20-30 Yrs 16647 .11114 .135 -.052] .3844
30 Yrs& 18227 .11313 .10§ -.0402  .4047
above
5-10 Yrs 1-5Yrs -.19227 .10464 .06% -.398( .0135%
10-20 Yrs .0606¢ .1159( .601 -.1674 .2885
20-30 Yrs -.0258] .1233( .834 -.2683 .2166
30 Yrs& -.0100( .1251(¢ .93q -.256( .236(
above
10-20 Yrs  [1-5Yrs -.25288 .1028] .014 -.455] -.0506
5-10 Yrs -.0606¢ .1159( .601 -.288% .1672
20-30 Yrs -.08647 .1218( .479 -.326( .153(
30 Yrs& -.0706% .12367 .56 -.3137 .1724
above
20-30 Yrs  [1-5Yrs -.1664] .11114 .139 -.3849 .0521
5-10 Yrs .0258] .1233( .834 -.2166§ .2683
10-20 Yrs .08647 .1218( .478 -.153( .326(
30 Yrs& .0158] .1305¢ .904 -.241(¢ .2726
above
30 1-5Yrs -.18227 .11313 .10§ -.4047 .0402
Yrs&above [5-10 Yrs .0100( .1251(¢ .9364 -.236( .256(
10-20 Yrs .0706% .12367 .56§ -.1724 .313]}
20-30 Yrs -.0158] .1305¢§ .904 -.272¢ .241(

153



Dependent () J) Mean | Std. | Sig. | 95% Confidence
Variable Experience [Experience |Differenc| Error Interval
(Years) (Years) e (I-J) Lower | Upper
Bound | Bound
Opportunity for [1-5 Yrs 5-10 Yrs A1223( .1115(¢ .273  -.0969  .3415
continued 10-20 Yrs 15527 .1096] .15 -.0603 .3707%
growth and 20-30 Yrs -.01457 .1184% .907 -.2474 .2184
security 30 Yrs& .0997¢ .12054 .408 -.137] .3364
above
5-10 Yrs 1-5Yrs -.1223( .1115( .273 -.341% .096¢
10-20 Yrs .03297 .1235( .790 -.2099 .2759
20-30 Yrs -.13687 .1313¢ .299 -.3957 .1215
30 Yrs& -.0225] .1333( .86 -.284¢ .2396
above
10-20 Yrs  [1-5Yrs -.15527 .1096] .15§ -.3707 .0603
5-10 Yrs -.03297 .1235( .790¢ -.2754 .2094
20-30 Yrs -.16979¢ .1297¢ .192 -.425( .0854
30 Yrs& -.05544 13177 .674 -.3144 .2036
above
20-30 Yrs [1-5Yrs .01457 .11843 .907 -.2183 2474
5-10 Yrs 136871 .1313¢ .29§ -.121§ .3952
10-20 Yrs 16979 .1297¢ .192 -.0854  .425(
30 Yrs& 1143¢ .1391% .412 -.1597  .388(
above
30 Yrs& 1-5Yrs -.0997¢ .12054 .40§ -.336§ .1372
above 5-10 Yrs .0225] .1333( .866 -.239¢ .2846
10-20 Yrs .05544 13177 .674 -.203¢ .3144
20-30 Yrs -.1143¢ .1391% .412 -.388( .1592
Social 1-5Yrs 5-10 Yrs .09124 .1075] .397 -.1202 .3026
Integration in th 10-20 Yrs 36489 .1056¢ .001 .157] .5721
work 20-30 Yrs .09287 .11419 .41% -.1317 3174
organization 30 Yrs& .2102( .11627 .071 -.0187 .438j
above
5-10 Yrs 1-5Yrs -.09124 .1075] .397 -.302¢ .1202
10-20 Yrs 27365 .1190¢§ .027 .039§ .507§
20-30 Yrs .00163 .12669 .99C¢ -.2475 .2507%
30 Yrs& .1189¢ .12857 .355 -.133§4 .3717%
above
10-20 Yrs  |1-5Yrs -.36489] .1056¢ .001 -572] -.1571
5-10 Yrs -.27365 .1190¢ .02 -.507¢ -.0395
20-30 Yrs -.27202| 12514 .03¢ -.518] -.0259
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Dependent () J) Mean | Std. | Sig. | 95% Confidence
Variable Experience [Experience |Differenc| Error Interval
(Years) (Years) e (I-J) Lower | Upper
Bound | Bound
30 Yrs& -.15464 .1270] .224 -.4044  .095(
above
20-30 Yrs  [1-5Yrs -.092871 .11419¢ .41% -.3174 .1317
5-10 Yrs -.00167 .1266¢ .990¢ -.2507 .2475
10-20 Yrs .27202| .12514 .030 .025¢ .5181
30 Yrs& 11737 .13417 .384 -.1465  .3811
above
30 Yrs& 1-5Yrs -.2102( .11623 .071 -.4387 .0183
above 5-10 Yrs -.1189¢ .12857 .35 -.3717 .1334
10-20 Yrs 15464 .1270] .224 -.095( .4044
20-30 Yrs -1173% .13417 .384 -.381]1 .1465
Social relevanc(l-5 Yrs 5-10 Yrs 13145 .11664 .26(0 -.0979 .3604
of work life 10-20 Yrs 29620, .1146¢ .01 .0707 .5211
20-30 Yrs 14724 12389 .235 -.0964  .3904
30 Yrs& 10314 .1261( .414 -.1448 3511
above
5-10 Yrs 1-5Yrs -.1314% .11664 .26(0 -.360¢ .0974
10-20 Yrs 16474 .1291¢ .203 -.0893  .4184
20-30 Yrs 01579 .1374% 909 -.2545 .286(
30 Yrs& -.0283] .13944 .839 -.302% .2454
above
10-20 Yrs  [1-5Yrs -.29620 .1146¢ .014 -.5217 -.0701
5-10 Yrs -.1647% .1291¢ .203 -.418§ .0893
20-30 Yrs -.1489¢ .13577 .273 -.4159 .118(
30 Yrs& -.1930¢4 .1377¢ .164 -.464( .077¢
above
20-30 Yrs  [1-5Yrs -.14724 1238 .23 -.3904 .0964
5-10 Yrs -.0157¢ .1374% 909 -.286( .254%
10-20 Yrs .1489¢ .13577 .273 -.118( .4154
30 Yrs& -.0441( .1455¢ .764 -.3303 .2421
above
30 Yrs& 1-5Yrs -.10314 .1261( .414 -.3511 1448
above 5-10 Yrs .02837] .13944 .839 -.2459 .302%
10-20 Yrs 1930¢ .1377¢ .164 -.0779  .464(
20-30 Yrs .0441( .1455¢ .7624 -.242] .3303
Work and the [1-5 Yrs 5-10 Yrs 34612 .1229¢ .005 .1044 .587¢
total life space 10-20 Yrs 17184 .12087 .15¢ -.065§ .409%
20-30 Yrs 20987 .1306(¢ .109 -.0469 .4667%
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Dependent () J) Mean | Std. | Sig. | 95% Confidence
Variable Experience [Experience |Differenc| Error Interval
(Years) (Years) e (I-J) Lower | Upper
Bound | Bound
30 Yrs& 2570¢§ .13293 .054 -.0043 .5185
above
5-10 Yrs 1-5Yrs -.34612] .1229¢ .00 -.587¢ -.104/
10-20 Yrs -17427 13619 .201 -.4421 .0935
20-30 Yrs -.1362% .1448¢ .348 -.4211 .1486
30 Yrs & -.08907 .1469¢ .545 -.3781 .200(
above
10-20 Yrs  |1-5Yrs -.1718% .12087 .156 -.409% .065¢
5-10 Yrs 17427 136194 .201 -.0939 .4421
20-30 Yrs .03807 .1431% .791 -.2434 .3194
30 Yrs& .08524 .1452¢ .559 -.2004 .3704
above
20-30 Yrs  [1-5Yrs -.20987 .1306( .109 -.4667 .0464
5-10 Yrs 13624 .1448¢ .34 -.148¢ .4211
10-20 Yrs -.03807 .1431% .791 -.3194 .2434
30 Yrs& 04727 .15344 .759 -.254% .3484
above
30 Yrs& 1-5Yrs -.2570¢ .13297 .054 -518% .0044
above 5-10 Yrs .08907 .1469¢ .545 -200¢ .3781
10-20 Yrs -.08524 .1452¢ .554 -.3709 .2004
20-30 Yrs -.04727 15344 .758 -.3489 .2545
Superior 1-5Yrs 5-10 Yrs .0918¢ .10594 .38¢ -.1164 .3002
subordinate 10-20 Yrs 21099 .1041% .043 .0064 .4154
relationship 20-30 Yrs 0764¢ .11257 .497 -.144§ .297]
30 Yrs& .1980¢ .11454 .085 -.0271 .4234
above
5-10 Yrs 1-5Yrs -.0918¢ .10594 .38 -.3007 .1164
10-20 Yrs 1191(¢ .11734 .311 -.111€  .3499
20-30 Yrs -.01547] .12484 .904 -.2609 .2301
30 Yrs& 10619 .1266¢ .402 -.1424 .3552
above
10-20 Yrs  |1-5Yrs -.21099| .1041% .04 -.415¢ -.0062
5-10 Yrs -.1191(¢ .11734 .311 -.349¢ 1116
20-30 Yrs -.13457] 12337 .27 -.377( .108(
30 Yrs& -.0129] .1251¢ .91§ -.259( .2332
above
20-30 Yrs  |1-5Yrs -.0764¢ .1125% .49% -.2971 1448
5-10 Yrs 01547 .12484 .902 -.230]1 .2604
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Dependent () J) Mean | Std. | Sig. | 95% Confidence
Variable Experience [Experience |Differenc| Error Interval
(Years) (Years) e (I-J) Lower | Upper
Bound | Bound
10-20 Yrs 13457 12337 .27 -.108( .377(
30 Yrs& A1216( .1322] .35§ -.1384 .3816
above
30 Yrs& 1-5Yrs -.1980¢ .11454 .085 -.4233 .0271
above 5-10 Yrs -.10619 .1266¢ .404 -.3557 .1429
10-20 Yrs 01297 .1251¢ .919 -.2337 .259(
20-30 Yrs -.1216( .1322] .35§ -.381¢ .1384
Welfare 1-5Yrs 5-10 Yrs -.08531 .0919¢ .354 -.2667 .0954
facilities 10-20 Yrs .0453¢ .0904( .61 -.1324 .2231
20-30 Yrs 10669 .09761 .275 -.0854 .2987
30 Yrs& -.02217 .09947 .824 -2171 .1739
above
5-10 Yrs 1-5Yrs .08537 .0919¢ .354 -.0954 .2662
10-20 Yrs 13075 .1018%§ .200 -.0699 .331(
20-30 Yrs 19204 .1083¢ .0779 -.021¢ .4051
30 Yrs& 06319 .10997 .56 -.153( .2794
above
10-20 Yrs  |1-5Yrs -.0453¢ .0904( .61q -.2231 .1324
5-10 Yrs -.1307% .1018% .200 -.331¢ .0695
20-30 Yrs .0613( .10704 .567 -.14937 .2714
30 Yrs& -.0675¢ .10867 .534 -.2817 .146(
above
20-30 Yrs  (1-5Yrs -.10669Y .09761 .275 -.2987 .0854
5-10 Yrs -.1920% .1083¢ .074 -.4051 .021(
10-20 Yrs -.0613( .10704 .567 -.271§ .1492
30 Yrs& -.1288¢ .1147¢ .264 -.354% .0964
above
30 Yrs& 1-5Yrs 02217 .09947 .824 -.1733 .217}
above 5-10 Yrs -.06319¢ .10997 .56 -.2794 .153(
10-20 Yrs .0675¢ .10863 .534 -.146( .2812
20-30 Yrs .1288¢ .1147¢ .262 -.096§ .3545%
Quality of Work|1-5 Yrs 5-10 Yrs .16313] .0767] .034 .0127 .314(
Life Score 10-20 Yrs 24140 .0754] .001 .093] .389]
20-30 Yrs 16004 .0815(¢ .050 -.0004 .32043
30 Yrs& 20685 .0829( .013 .043] .370(
above
5-10 Yrs 1-5Yrs -16313] .0767] .034 -314( -.0122
10-20 Yrs 07827 .0849¢ .359 -.0889 .2454
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Dependent () J) Mean | Std. | Sig. | 95% Confidence
Variable Experience [Experience |Differenc| Error Interval
(Years) (Years) e (I-J) Lower | Upper
Bound | Bound
20-30 Yrs -.0030¢ .09047 .973 -.1809 .1747
30 Yrs& 04377 .09174 .634 -.13671 .2241
above
10-20 Yrs  |1-5Yrs -.24140 .07547 .00] -.389] -.0931
5-10 Yrs -.07827 .0849¢ .359 -.2454 .088¢
20-30 Yrs -.0813% .08937 .363 -.257( .0944
30 Yrs& -.0345% .0906% .703 -.212§ .143]
above
20-30 Yrs  (1-5Yrs -.16004 .0815(¢ .05¢ -.3203 .0002
5-10 Yrs .0030¢ .09047 .973 -.1747 .1804
10-20 Yrs .0813% .08937 .363 -.0943 .257(
30 Yrs& .0468( .0957¢ .625 -.141% .2351
above
30 Yrs& 1-5Yrs -.20685 .0829¢ .013 -.3700 -.0437
above 5-10 Yrs -.04377 .09174 .634 -.224] .1367
10-20 Yrs .0345% .0906% .703 -.1437 .2124
20-30 Yrs -.0468( .0957¢ .625 -.235]1 .1415
*. The mean difference is significant at the 0.8l
Ranks
Experience (Years| N Mean Rank
Constitutionalisation i{1-5 Yrs 121 223.51
the work organization5-10 Yrs 71 207.10
10-20 Yrs 75 165.81
20-30 Yrs 59 161.40
30 Yrs& above 56 168.68
Total 382

Test Statisticg®

Constitutionalisation in the work organization
Chi-Square 22.586
df 4
Asymp. Sig .000

a. Kruskal Wallis Test

b. Grouping Variable: Experience (Years)
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There is significant difference among different disv of Experience of
participants about adequacy and fairness of conapiensF(4, 377) = 2.904p
=0.022 <0.05 . Post hoc test results confirms that pgdicis with 1-5 Yrs
Experience differs significantly from the particijga with 5-10 Yrs Experience
(p = 0.033< 0.05). Participants with 1-5 Yrs Expade differs significantly
from the participants with 10-20 Yrs Experience £p0.011 < 0.05) and
participants with 1-5 Yrs Experience differs sigraintly from the participants
with 20-30 Yrs Experience (p = 0.04 < 0.05) andtipgrants with 1-5 Yrs
Experience differs significantly from the particiga with 30 Yrs and above
Experience (p = 0.006 < 0.05)

There is significant difference among different disv of Experience of
participants about Safe & healthy working condisipR(4, 377) = 5.757p
=0.001 <0.05 . Post hoc test results confirms that pgdicis with 1-5 Yrs
Experience differs significantly from the particijga with 5-10 Yrs Experience
(p = 0.010< 0.05). Participants with 1-5 Yrs Expade differs significantly
from the participants with 10-20 Yrs Experience £p0.048 < 0.05) and
participants with 1-5 Yrs Experience differs sigeaitly from the participants
with 20-30 Yrs Experience (p = 0.001 < 0.05) andipigpants with 1-5 Yrs
Experience differs significantly from the particiga with 30 Yrs and above
Experience (p = 0.006 < 0.05)

There is no significant difference among differdéewels of Experience of
participants about Opportunities to use and develapacities,F(4, 377) =
1.868,p=0.115>0.10.

There is no significant difference among differdéenels of Experience of

participants about Opportunity for continued growatid securityF(4, 377) =
0.807,p=0.521>0.10.
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There is significant difference among different disv of Experience of
participants about Social Integration in the worgamization,F(4, 377) =
3.251,p =0.012 <0.05 . Post hoc test results confirms that pgadicis with 1-5
Yrs Experience differs significantly from the paipants with 10-20 Yrs
Experience (p = 0.001 < 0.05) and participants \Wih Yrs Experience differs
significantly from the participants with 30 Yrs amdbove Experience (p =
0.071 < 0.10). Participants with 5-10 Yrs Experedfers significantly from
the participants with 10-20 Yrs Experience (p =2@.& 0.05) and participants
with 20-30 Yrs Experience differs significantly frothe participants with 10-
20 Yrs Experience (p = 0.030 < 0.05)

There is no significant difference among differéenels of Experience of

participants about Social relevance of work IF§4, 377) = 1.7p =0.149 >10

There is significant difference among different disv of Experience of
participants about Work and the total life spdégl, 377) = 2.297p =0.059
<0.10 . Post hoc test results confirms that paicis with 1-5 Yrs Experience
differs significantly from the participants with Yrs Experience (p = 0.005<
0.05)

There is no significant difference among differéewels of Experience of
participants about Superior subordinate relatignski(4, 377) = 1.349,p
=0.251>0.10.

There is no significant difference among differdéenels of Experience of
participants about Welfare facilities(4, 377) = 0.896p =.466 >0.10 .

There is significant difference among different disv of Experience of
participants about Constitutionalisation in the kvasrganization,H(4) =
22.586,0=0.001 <0.05 .
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There is significant difference among different disv of Experience of
participants about Quality of Work Life Scorg(4, 377) = 3.259p =0.012
<0.05 . Post hoc test results confirms that paicis with 1-5 Yrs Experience
differs significantly from the participants with® Yrs Experience (p = 0.034<
0.05). Participants with 1-5 Yrs Experience diffesgnificantly from the
participants with 10-20 Yrs Experience (p = 0.0@165). Participants with 1-5
Yrs Experience differs significantly from the paipiants with 30 Yrs and
above Experience (p = 0.013 < 0.05)
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5.4.4 Monthly Income

Hypothesis:

Ho..: There is no significant difference among differéevels of Monthly
Income of participants about adequacy and faironEssmpensation.

H... There is significant difference among differeletvels of Monthly
Income of participants about adequacy and fairnEssmpensation.

Hoo: There is no significant difference among différéevels of Monthly
Income of participants about Safe & healthy workbogditions.

H.,. There is significant difference among differeletvels of Monthly
Income of participants about Safe & healthy workoogditions.

Ho.zx There is no significant difference among différéevels of Monthly
Income of participants about Opportunities to used adevelop
capacities.

H.,z There is significant difference among differeletvels of Monthly
Income of participants about Opportunities to used adevelop
capacities.

Ho.+. There is no significant difference among diffdréevels of Monthly
Income of participants about Opportunity for congd growth and
security.

H..4 There is significant difference among differemvels of Monthly
Income of participants about Opportunity for congd growth and
security.

Ho.ss There is no significant difference among diffdréevels of Monthly

Income of participants about Social Integratiothi@ work organization.
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H.s There is significant difference among differemvedls of Monthly

Income of participants about Social Integratiothi@ work organization.

Ho.ss There is no significant difference among diffdréevels of Monthly
Income of participants about Social relevance afkwibe.
H.e There is significant difference among differemvedls of Monthly

Income of participants about Social relevance afkwibe.

Ho.7z There is no significant difference among diffdréevels of Monthly
Income of participants about Work and the tota &pace.
H.7 There is significant difference among differemvels of Monthly

Income of participants about Work and the tota §pace.

Ho.gs There is no significant difference among diffdréevels of Monthly
Income of participants about Superior subordinalationship.
H.,g There is significant difference among differemvels of Monthly

Income of participants about Superior subordinalationship.

Ho.o: There is no significant difference among diffdréevels of Monthly
Income of participants about Welfare facilities.
H.,o There is significant difference among differemvels of Monthly

Income of participants about Welfare facilities.

Ho..o There is no significant difference among diffaréevels of Monthly
Income of participants about Constitutionalisation the work
organization.

H..ic There is significant difference among differemtéls of Monthly
Income of participants about Constitutionalisatiothe work

organization.
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Ho.1: There is no significant difference among diffaréevels of Monthly
Income of participants about Quality of Work Lifed®e.
H..1¢ There is significant difference among differemtéls of Monthly

Income of participants about Quality of Work Lifed®e.

164



Oneway

ANOVA
Sumof | df |Mean Square| F Sig.
Squares
Adequate & Fair |Between Group 2.497 3 834 1.974 116
compensation Within Groups 159.50¢ 37§ 427
Total 162.00] 381
Safe & healthy Between Group 8.19( 3 2.73( 5.23§ .00]
working conditions Within Groups 197.02¢{ 37§ 521
Total 205.21¢ 381
Opportunities to usBetween Group 4.714 3 1.573 3.23] .02z
and develop Within Groups 183.64] 37§ 4864
capacities Total 188.36( 381
Opportunity for Between Group 1.419 3 A7 .849 46§
continued growth |Within Groups 210.09] 37§ .55€
and security Total 211.50] 381
Social Integration irBetween Group 8.925 3 2.979 5.834 .001
the work Within Groups 192.77( 37§ 510
organization Total 201.69f 381
Social relevance ofBetween Group 4.10¢ 3 1.369 2.25°f .08z
work life Within Groups 229.52( 378§ .607
Total 233.63¢ 381
Work and the total |Between Group 2.46§ 3 823  1.204 .309
life space Within Groups 258.774 37§ .689
Total 261.24] 381
Superior subordinaBetween Group 2.283 3 761 1.51¢ 221(
relationship Within Groups 189.76] 37§ .5072
Total 192.04% 381
Welfare facilities |Between Group 3.31( 3 1.103 2.964 .034
Within Groups 140.68y 37§ 372
Total 143.99¢ 381
Quality of Work  Between Group 3.73¢ 3 1.246 4.75¢ .003
Life Score Within Groups 99.02§ 37§ .264
Total 102.767 381
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Post Hoc Tests

Multiple Comparisons

LSD
Dependent () Monthly |(J) Monthly | Mean | Std. | Sig. | 95% Confidence
Variable Income Income Differenc| Error Interval
e (I-J) Lower | Upper
Bound | Bound
Adequate & Fair< 25000 25000 - .18279.0899] .043 .006( .3596
compensation 50000
50000 - 1 .16864.10444 .107 -.0367 374(
Lakh
> 1 Lakh .30160| .1431¢ .036 .0201 5831
25000 - < 25000 -.18279/.0899] .043 -.359¢ -.0060
50000 50000 - 1 -.01415.0843( .8671 -.179¢ 1516
Lakh
> 1 Lakh .118871.1292( .359 -.1352 3729
50000 -1 [ 25000 -.16864.10444 107 -.374( .0367
Lakh 25000 - .0141%.0843( .86% -.151¢4 1799
50000
> 1 Lakh 1329¢.1397( .3427 -.1417 4076
> 1 Lakh < 25000 -.30160| .1431¢ .03 -.583]1 -.0201
25000 - -.11887.1292( .359 -.372¢ 1352
50000
50000 - 1 -.1329¢ .1397( .3427 -.407¢ 1417
Lakh
Safe & healthy < 25000 25000 - .22308] .09994 .026 .026¢ 4196
working 50000
conditions 50000 - 1 .35973 .1160¢ .002 131F .588(
Lakh
> 1 Lakh 55233 .1591] .001 2395 .8652
25000 - < 25000 -.22308/.09994 .02 -.419¢ -.0266
50000 50000 - 1 13665 .09369 .14 -.047¢ 3209
Lakh
> 1 Lakh .32925| .1436( .027 .046¢ 6116
50000 -1 < 25000 -.35973/.1160{ .004 -.588( -.1315
Lakh 25000 - -.13664.09369 .14 -.3204 0476
50000
> 1 Lakh 1926( .1552¢ .21 -.1127 4979
> 1 Lakh < 25000 -55233/.1591] .001 -.8657 -.2395
25000 - -.32925/.1436( .024 -.611¢ -.0469
50000
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Dependent () Monthly |(J) Monthly | Mean | Std. | Sig. | 95% Confidence
Variable Income Income Differenc| Error Interval
e (I-J) Lower | Upper
Bound | Bound
50000 - 1 -.1926( .1552¢ .216 -.4974 1127
Lakh
Opportunities toj< 25000 25000 - 14934 .09644 .123 -.0404 .339(
use and develop 50000
capacities 50000 - 1 .32179.1120¢ .004 .1014 .5421
Lakh
> 1 Lakh 31702 .1536] .040 .015( .6191
25000 - < 25000 -.14934.0964¢4 .123 -.339( .0404
50000 50000 - 1 .17244%.0904% .057 -.0054 .35043
Lakh
> 1 Lakh 16769 .13863 .227  -.1044 44043
50000 - 1 < 25000 -.32179).1120¢ .004 -542] -.1014
Lakh 25000 - -.1724%.0904% .057 -.35093 .0054
50000
> 1 Lakh -.00477.1498¢4 .975 -.2991 .290(
> 1 Lakh < 25000 -.31702| .1536] .04 -.619] -.015(
25000 - -.16769.13863 .22% -.4403 .1044
50000
50000 - 1 .00477.14984 .975 -.290( .2995
Lakh
Opportunity for [< 25000 25000 - 14094 .1032( .173 -.062( .3434
continued growt 50000
and security 50000 - 1 .18009.1198¢ .134 -.055¢ 4158
Lakh
> 1 Lakh 11761.1643( .47 -.2054 4407
25000 - < 25000 -.1409%.1032¢ .173 -.343( .062(
50000 50000 - 1 .03914.0967% .68 -.1511 2294
Lakh
> 1 Lakh -.02334.1482¢§ .87 -.3144 .2682
50000 -1 < 25000 -.18009.1198¢ .134 -.415§ .0556
Lakh 25000 - -.03914.0967% .68 -.2294 1511
50000
> 1 Lakh -.06247.1603] .697 -.3771 2524
> 1 Lakh < 25000 -.11761.1643( .475 -.4407 .2054
25000 - .02334.1482¢ .87 -.2682 .3144
50000
50000 - 1 .06247.1603] .697 -.252§ 3777
Lakh
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Dependent () Monthly |(J) Monthly | Mean | Std. | Sig. | 95% Confidence
Variable Income Income Differenc| Error Interval
e (I-J) Lower | Upper
Bound | Bound
Social Integratio< 25000 25000 - .10579.0988% .285 -.088¢ .3002
in the work 50000
organization 50000 - 1 .42811] .1148] .00( .2024 .6539
Lakh
> 1 Lakh 28724 .1573¢ .069 -.0222 .5967
25000 - < 25000 -.10574.0988% .285 -.3002 .0886
50000 50000 - 1 .32233.092671 .001 .1401 .5045
Lakh
> 1 Lakh .181494.14204 .204 -.0974§ 4608
50000 -1 [ 25000 -42811] .1148] .000 -.653¢ -.2024
Lakh 25000 - -.32233/.0926] .001 -.5045 -.1401
50000
> 1 Lakh -.14084 .15357 .36( -.4424§ 1611
> 1 Lakh < 25000 -.28724.1573¢§ .069 -.5967 .0222
25000 - -.181494.14204 .204 -.4604 .0978
50000
50000 - 1 .14084 .15357 .36(0 -.161] 4428
Lakh
Social relevance< 25000 25000 - .19341.1078¢ .074 -.0187 4055
of work life 50000
50000 - 1 .32394] .1252¢ .01( 0776 5703
Lakh
> 1 Lakh .21557.17173 .21Q -.122] 5532
25000 - < 25000 -.19341.1078¢ .074 -.4054 .0187
50000 50000 - 1 .13053.10117 .19§ -.0684 .3294
Lakh
> 1 Lakh .02214.15494 .88 -.2824 .3269
50000 -1 [ 25000 -.32394| .1252¢ .01 -.5703 -.0776
Lakh 25000 - -.13053.10117 .19 -.3294 .0683
50000
> 1 Lakh -.10837.1675¢4 .51§ -.4374 2211
> 1 Lakh < 25000 -.21557.17173 .21¢ -.5532 1221
25000 - -.0221%.1549¢ .88 -.3264 .2826
50000
50000 - 1 .10837.1675¢ .51§ -.221] 4379
Lakh
Work and the |< 25000 [25000 - .0874(.11453 .44 -.1374§ 3126
total life space 50000
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D

D

Dependent () Monthly |(J) Monthly | Mean | Std. | Sig. | 95% Confidence
Variable Income Income Differenc| Error Interval
e (I-J) Lower | Upper
Bound | Bound
50000 - 1 .17349.13307 .193 -.088] 4351
Lakh
> 1 Lakh .31071.18234 .089 -.0474§ .6692
25000 - < 25000 -.0874(.11453 .44 -.3124 1378
50000 50000 - 1 .08609.10737 .423 -.125( 2972
Lakh
> 1 Lakh .2233]1.1645¢ .17 -.1003 5464
50000 -1 < 25000 -.17344.13303 .193 -.435] .0881
Lakh 25000 - -.08609.10737 .423 -.2972 .125(
50000
> 1 Lakh 13727 .17793  .441  -.2126 4871
>1 Lakh <25000 -.31071.18234 .089 -.6692 0478
25000 - -.22331.1645¢ .176 -.5464 .10043
50000
50000 - 1 -.13723.17793 .441 -.487] 2126
Lakh
Superior < 25000 25000 - .064694.0980¢ .51(¢ -.128] 2575
subordinate 50000
relationship 50000 - 1 .14593.11397 .201 -.078] .369¢
Lakh
> 1 Lakh .3030€¢ .1561% .053 -.004( .6101
25000 - < 25000 -.06469.0980¢4 .51 -.2571 1281
50000 50000 - 1 .08123.0919% .3784 -.099¢4 .262(
Lakh
> 1 Lakh .2383¢.1409] .094 -.0387 5155
50000 -1 25000 -.14593.11397 .201 -.3699 .0781
Lakh 25000 - -.08123.0919% .378 -.262( .0996
50000
> 1 Lakh 15713.15237 .303  -.1421 4567
> 1 Lakh < 25000 -.3030¢ .1561%F .053 -.610] .004(
25000 - -.2383¢.14097 .094 -.5154 .0387
50000
50000 - 1 -.15713.15237 .303 -.4567 1425
Lakh
Welfare facilitieg< 25000 {25000 - .0237§.0844% .77 -.1423 .1898
50000
50000 - 1 .08067.09804 .414 -.1122 2735
Lakh
> 1 Lakh .36856|.1344F .00 .104]  .632¢
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Dependent () Monthly |(J) Monthly | Mean | Std. | Sig. | 95% Confidence
Variable Income Income Differenc| Error Interval
e (I-J) Lower | Upper
Bound | Bound
25000 - < 25000 -.0237§.08444 .77 -.189¢ 1423
50000 50000 - 1 .05684.07917 .473 -.098§ 2125
Lakh
> 1 Lakh 34478 12134 .00§ .106] .5834
50000 -1 [ 25000 -.08063.0980¢ .414 -.2731 1122
Lakh 25000 - -.05684.07917 .473 -.2121 .098¢
50000
> 1 Lakh .28793| .1312( .02d .030( .5454
> 1 Lakh < 25000 -.36856.1344% .004 -.632¢ -.1042
25000 - -.34478| 12134 .00 -.5834 -.1062
50000
50000 - 1 -.28793).1312( .029 -.545¢ -.030(
Lakh
Quality of Work [< 25000  [25000 - .13955|.07087 .05( .0007 2784
Life Score 50000
50000 - 1 .26513/.0822¢ .001 .103]  .426¢
Lakh
> 1 Lakh .33645/.1128( .00§ .114] .5582
25000 - < 25000 -.13955/.0708f .05 -.278¢ -.0002
50000 50000 - 1 12554 .06647 .059¢ -.005( .2562
Lakh
> 1 Lakh .1969(.1018( .054 -.0033 3971
50000 -1 [ 25000 -.26513/.0822¢ .001] -.4269¢ -.1034
Lakh 25000 - -.12554 .06647 .059 -.2561 .005(
50000
> 1 Lakh .07137.11007 .51%7 -.145] 28771
>1Lakh |< 25000 -.33645.1128( .00§ -558] -.1147
25000 - -.1969(.1018( .054 -.397] .0034
50000
50000 - 1 -.0713%.11007 .51%7 -.2871 1451
Lakh

*. The mean difference is significant at the 0.8l
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Kruskal-Wallis Test

Ranks

Monthly N Mean

Income Rank
Constitutionalisation |< 25000 71 225.32
in the work

25000 -
organization 50000 197 199.88

50000 - 1

Lakh 85 159.98

> 1 Lakh 29 144.19

Total 382

Test Statisticg®
Constitutionalisation in the work organization

Chi-Square 20.191
df 3
Asymp. Sig .000

a. Kruskal Wallis Test
b. Grouping Variable: Monthly Income

There is no significant difference among differlaviels of monthly income of
participants about adequacy and fairness of conapiensF(3, 378) = 1.972p
=0.118>0.10.

There is significant difference among differentdksvof monthly income of
participants about Safe & healthy working condigipR(3, 378) = 5.238p

=0.001<0.05 . Post hoc test results confirms that pasditip with <25000
monthly income differs significantly from the paipants with 25000-50000
monthly income (p = 0.026< 0.05) and participantshw25000 monthly
income differs significantly from the participantgth 50000- 1 Lakh monthly
income (p = 0.002< 0.05) and patrticipants with <@béhonthly income differs
significantly from the participants with > 1 Lakhomthly income (p = 0.001<

171



0.05) and participants with 25000-50000 monthlyome differs significantly
from the participants with > 1 Lakh monthly incoifpe= 0.022< 0.05)

There is significant difference among differentdksvof monthly income of
participants about Opportunities to use and develmpacities,F(3, 378) =

3.237,p =0.022<0.05 . Post hoc test results confirms that pasitip with

<25000 monthly income differs significantly frometiparticipants with 50000-
1 Lakh monthly income (p = 0.004< 0.05) and pagracts with <25000
monthly income differs significantly from the paipants with > 1 Lakh
monthly income (p = 0.04< 0.05)

There is no significant difference among differlaviels of monthly income of
participants about Opportunity for continued growatid securityF(3, 378) =
0.849,p =0.468>0.10 .

There is significant difference among differentdisvof monthly income of
participants about Social Integration in the worngamization,F(3, 378) =

5.834,p =0.001<0.05 . Post hoc test results confirms that pawditip with

<25000 monthly income differs significantly frometiparticipants with 50000-
1 Lakh monthly income (p = 0.001< 0.05)

There is significant difference among differentdksvof monthly income of
participants about Social relevance of work lifg3, 378) = 2.255,p
=0.082<0.10 . Post hoc test results confirms that pasditip with <25000
monthly income differs significantly from the paipants with 50000- 1 Lakh
monthly income (p = 0.010< 0.05)

There is no significant difference among differlaviels of monthly income of

participants about Work and the total life spaé€3, 378) = 1.202,p
=0.309>0.10 .
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There is no significant difference among differlaviels of monthly income of
participants about Superior subordinate relatignski(3, 378) = 1.516,p
=0.210>0.10 .

There is significant difference among differentdisvof monthly income of
participants about Welfare facilitieB(3, 378) = 2.965p =0.032<0.05 . Post
hoc test results confirms that participants witfkb@@0 monthly income differs
significantly from the participants with > 1 Lakhomthly income (p = 0.006<
0.05) and participants with 25000 - 50000 monthlyome differs significantly
from the participants with > 1 Lakh monthly incorfie = 0.005< 0.05) and
participants with 50000- 1 Lakh monthly income €iff significantly from the
participants with > 1 Lakh monthly income (p = (8820.05)

There is significant difference among differentdisvof monthly income of
participants about Constitutionalisation in the kvasrganization,H(3) =
20.191p=0.00%k0.05 .

There is significant difference among differentdisvof monthly income of
participants about Quality of Work Life Scoré(3, 378) = 4.756,p
=0.003<0.05 . Post hoc test results confirms that pasdiip with <25000
monthly income differs significantly from the paipants with 25000-50000
monthly income (p = 0.050< 0.10) and participantshw25000 monthly
income differs significantly from the participantsth 50000- 1 Lakh monthly
income (p = 0.001< 0.05) and participants with <@béhonthly income differs
significantly from the participants with > 1 Lakhomthly income (p = 0.003<
0.05)
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5.4.5 Marital Status

Hypothesis:

Ho.i: There is no significant difference between Singled Married
participants’ opinion (scores) about adequacy arairnéss of
compensation.

Ha...: There is significant difference between Singld darried participants’
opinion (scores) about adequacy and fairness opeosation.

Ho: There is no significant difference between Singled Married
participants’ opinion (scores) about Safe & healtloyking conditions.

H.: There is significant difference between Singld darried participants’
opinion (scores) about Safe & healthy working ctinds.

Ho-3: There is no significant difference between giin and Married
participants’ opinion (scores) about Opportunittesuse and develop
capacities.

H,-3: There is significant difference between Singhel Married participants’
opinion (scores) about Opportunities to use aneldgvcapacities.

Ho-4: There is no significant difference between gkin and Married
participants’ opinion (scores) about Opportunity tmntinued growth
and security.

Hx4: There is significant difference between Singihel Married participants’
opinion (scores) about Opportunity for continuedvgh and security.

Ho-5: There is no significant difference between giin and Married
participants’ opinion (scores) about Social Intéigra in the work
organization.

Hs;5: There is significant difference between Singhel Married participants’

opinion (scores) about Social Integration in thekvarganization.
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: There is no significant difference between gkn and Married

participants’ opinion (scores) about Social relexsaaf work life.

. There is significant difference between Singhel Married participants’

opinion (scores) about Social relevance of wowrk lif

: There is no significant difference between gkn and Married

participants’ opinion (scores) about Work and thtaltlife space.

. There is significant difference between Singihel Married participants’

opinion (scores) about Work and the total life gpac

. There is no significant difference between gkn and Married

participants’ opinion (scores) about Superior sdbmate relationship.

. There is significant difference between Singihel Married participants’

opinion (scores) about Superior subordinate ralah.

. There is no significant difference between gkn and Married

participants’ opinion (scores) about Welfare fdies.

. There is significant difference between Singihel Married participants’

opinion (scores) about Welfare facilities.

Ho-10: There is no significant difference between g&inand Married

participants’ opinion about Constitutionalisationn ithe work

organization.

H,-10: There is significant difference between Sirghel Married participants’

opinion about Constitutionalisation in the work angzation

Ho-11: There is no significant difference between gkinand Married

participants’ Quality of Work Life Score.

H,11: There is significant difference between Sirgghel Married participants’

Quiality of Work Life Score.
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T-Test

Group Statistics

OO

N~ == O

A~ =

Marital N Mean Std. Std. Error
Status Deviation Mean

Adequate & Fair Single 59 3.398 .60371 .0786(
compensation Married 323 3.279¢ 65971 .03671
Safe & healthy Single 59 3.7924 .6468¢ .0842]
working conditions  |Married 323 3.595 7456 .0414¢
Opportunities to use |Single 59 3.156¢ .6256¢ .08146
and develop capacitieMarried 323 3.0507 71607 .0398¢4
Opportunity for Single 59 3.2034 .6645¢ .08657
continued growth and, - e 323 3.365¢ 75711 0421
security
Social Integration in [Single 59 3.158i 54353 .07076
the work organizationMarried 323 3.0263 .7553( .04201
Social relevance of |Single 59 2.636¢ .7261] .09454
work life Married 323 2.551] .7933¢ .04414
Work and the total lifeSingle 59 3.7711 71517 .0931(
space Married 323 3.640] .8464¢ .0471(
Superior subordinate [Single 59 3.116¢ 6447} .0839¢
relationship Married 323 3.1147 12216 .04015¢

i Single 59 3.724¢ .60257 .0784¢4
Welfare facilities G rried 327 3.810{  .6160 0343
Quiality of Work Life |Single 59 3.2661 4464 .05811
Score Married 323 3.198] 5315 .0295]

NI W= O OO = = WO
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Independent Samples Test

Levene's Tes
for Equality
of Variances

t-test for Equality of Means

F Sig. t df |Sig. (2-| Mean | Std. |95% Confidence
tailed) |Differen| Error | Interval of the
ce |Differen Difference
ce Lower | Upper
Adequate & [Equal variancey .528 .46§ 1.289  38( 194 .11889¢ .09224 -.06247] .3002¢
Fair assumed
compensatiolEqual variances 1.37] 85.33] 174 .1188Y .08674 -.0535§ .2913¢
not assumed
Safe & Equal variancey 2.807 .095 1.904  38( .05¢§ .197171 .1035Y -.00644 .4007¢
healthy assumed
working Equal variances 2.10( 88.62] .039 .19717 .0938¢{ .0106] .3837:
conditions  |not assumed
OpportunitiesEqual variancey 1.18§ .277 1.07(  38( .285 .10647 .0995] -.0892] .3021°
to use and |assumed
develop Equal variance;s 1.174 88.16 .243 .10647 .0906¢ -.0737] .2866]
capacities  not assumed
Opportunity [Equal variancey .942 .332 -1.543  38( 124 -1624% .1053( -.3694¢ .0445¢
for continuedassumed
growth and |[Equal variance;s -1.68¢ 87.871 .098 -.16244 .0962] -.3536Y .0287¢
security not assumed
Social Equal variancey 8.987 .003 1.28] 38( .201 .1318¢§ .1029] -.0705( .3342!
Integration inassumed
the work Equal variancey 1.603103.80 112 .1318¢ .0823( -.0313] .2950¢
organization jnot assumed
Social Equal variancey .254 .614 .773  38( .44 .08577 .1109] -.1323¢ .3038:
relevance of [assumed
work life Equal variancey .824 85.31¢ 414 .0857] .10434 -.1217] .2931¢
not assumed
Work and theEqual variancey 3.767 .053 1.119  38( .264 .13109 .1172( -.09934 .3615!
total life assumed
space Equal variances 1.25€ 90.42] 212 13109 .10434 -.0761§ .3383¢
not assumed
Superior Equal variancey 1.803 .18( .024 380 .98(¢ .0025% .1006% -.1953% .2004¢
subordinate fassumed
relationship |[Equal variances .027 86.81 97§ .0025% .0930¢ -.18241 .18751]
not assumed
\Welfare Equal variancey .373 .547 -.990  38( .323 -.0861¢§ .08704 -.2573] .0849¢
facilities assumed
Equal variancey -1.007 81.80¢ .317 -.0861¢ .0856] -.25651 .0841¢
not assumed
Quality of |[Equal variancey 2.50] .11 .929  38( .355 .0681¢ .07354 -.0764] .2127¢
Work Life  |assumed
Score Equal variances 1.045 90.82¢ .299 .0681§ .0652] -.0613¢ .1977:
not assumed
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Mann-Whitney Test

Ranks
Marital N Mean Sum of
Status Rank Ranks
Constitutionalisation |Single 59 215.00 12685.0(
in the work Married 323 18721 60468.0(
organization
Total 382

Test Statistic$

Constitutionalisation in the work organization
Mann-Whitney U 8142.00(
Wilcoxon W 60468.000
Z -1.784
Asymp. Sig. (2-tailed .074

a. Grouping Variable: Marital Status

On average, married participants feel Adequate & Eampensation (M =
3.28, SE = 0.037) than to single participants (MB.2, SE = 0.079). This
difference was not significant t(380) = 1.289, 88> .05

On average, married participants feel Safe & hgaltbrking (M = 3.60, SE =
0.041) than to single participants (M = 3.79, SB.684). This difference was
not significant t(380) = 1.904, p=0.058> .05

On average, married participants feel Opportunitiesuse and develop
capacities (M = 3.05, SE = 0.04) than to singldipgants (M = 3.16, SE =
0.081). This difference was not significant t(380).07, p=0.285> .05

On average, married participants feel Opportundtly dontinued growth and
security (M = 3.36, SE = 0.042) than to single ipgrants (M = 3.20, SE =

0.086). This difference was not significant t(380)1.543, p=0.124> .05
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On average, married participants feel Social Irgggn in the work
organization (M = 3.03, SE = 0.042) than to sirggeticipants (M = 3.16, SE =
0.070). This difference was not significant t(380).281, p=0.201> .05

On average, married participants feel Social relegaof work life (M = 2.55,
SE = 0.044) than to single participants (M = 2.8E,= 0.047). This difference
was not significant t(380) = .773, p=0.44> .05

On average, married participants feel Work andake life space (M = 3.64,
SE = 0.047) than to single participants (M = 33E,= 0.093). This difference
was not significant t(380) = 1.119, p=0.264> .05

On average, married participants feel Superior slibate relationship (M =
3.11, SE = 0.04) than to single participants (M EL3SE = 0.084). This
difference was not significant t(380) = 0.25, p8>905

On average, married participants feel Welfare itaesl (M = 3.81, SE = 0.034)
than to single participants (M = 3.72, SE = 0.078)is difference was not
significant t(380) = -.990, p=0.332> .05

Single and Married participants differ significgntin their opinion about
Constitutionalisation in the work organization, U 8142, z = -1.784,
p=0.074<0.10

On average, married participants feel Quality ofrkafe Score (M = 3.20,

SE = 0.03) than to single participants (M = 3.28,=50.058). This difference
was not significant t(380) = .927, p=0.355> .05
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5.4.6 Pay Grade
Hypothesis:

Ho-1:

There is no significant difference among diffarkevels of Pay Grade of
participants about adequacy and fairness of conapiens
There is significant difference among differéenels of Pay Grade of

participants about adequacy and fairness of conapiens

: There is no significant difference among différlavels of Pay Grade of

participants about Safe & healthy working condision

. There is significant difference among differeavdls of Pay Grade of

participants about Safe & healthy working condision

There is no significant difference among diffarkevels of Pay Grade of
participants about Opportunities to use and devesmacities.
There is significant difference among differéenels of Pay Grade of

participants about Opportunities to use and devesmacities.

There is no significant difference among diffdrimvels of Pay Grade of
participants about Opportunity for continued growatid security.
There is significant difference among differeavdls of Pay Grade of

participants about Opportunity for continued growatid security.

There is no significant difference among diffdrimvels of Pay Grade of
participants about Social Integration in the worgamization.
There is significant difference among differeavdls of Pay Grade of

participants about Social Integration in the worgamization.

There is no significant difference among diffdrimvels of Pay Grade of

participants about Social relevance of work life.
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Ho-10:

Ha-ld

Ho-11:

Ha-ax

There is significant difference among differeavels of Pay Grade of

participants about Social relevance of work life.

There is no significant difference among diffdrimvels of Pay Grade of
participants about Work and the total life space.
There is significant difference among differeavels of Pay Grade of

participants about Work and the total life space.

There is no significant difference among diffdrimvels of Pay Grade of
participants about Superior subordinate relatignshi
There is significant difference among differeavdls of Pay Grade of

participants about Superior subordinate relatigmnshi

There is no significant difference among diffdrimvels of Pay Grade of
participants about Welfare facilities.
There is significant difference among differeavdls of Pay Grade of

participants about Welfare facilities.

There is no significant difference among diffdrimvels of Pay Grade of
participants about Constitutionalisation in the kvorganization.
There is significant difference among differeavdls of Pay Grade of

participants about Constitutionalisation in the kvorganization.

There is no significant difference among diffdrimvels of Pay Grade of
participants about Quality of Work Life Score.
There is significant difference among differeavdls of Pay Grade of

participants about Quality of Work Life Score.
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ANOVA

Sum of Mean .
Squares f Square F S1g.

Adequate & Fair  Between Group 3.713 3 1.23§ 2.937 .033
compensation Within Groups 157.87 374 4272

Total 161.584 3771
Safe & healthy Between Group 8.09¢ 3 2.69¢ 5.207 .002
working conditions |Within Groups 193.93¢ 374 519

Total 202.03 371
Opportunities to useBetween Group 6.30] 3 2.100 4.38: .005
and develop Within Groups 179.20] 374 479
capacities Total 185.50¢ 377
Opportunity for Between Group 1.157 3 .384 .69¢ .555
continued growth anWithin Groups 206.34] 374 .5572
security Total 207.49¢ 377
Social Integration in[Between Group 7.554 3 2.52( 4.93] .007
the work organizatioWwithin Groups 191.12] 374 511

Total 198.68 371
Social relevance of Between Group 1.68¢ 3 563 9168 432
work life Within Groups 229.34] 374 613

Total 231.03 3771
Work and the total Between Group 8.607 3 2.869  4.25° .00¢
life space Within Groups 252.15( 374 .674

Total 260.76] 377
Superior subordinatBetween Group 2.41¢ 3 .80 1.609 .18¢
relationship Within Groups 188.171 374 .503

Total 190.59] 3771
Welfare facilities  Between Group 6.35( 3 2.117 5.81¢ .001

Within Groups 136.054 374 .364

Total 142.40! 377
Quality of Work Life [Between Group 3.484 3 1.163 4.44] .004
Score Within Groups 97.94( 374 .264

Total 101.42¢ 377
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Post Hoc Tests

Multiple Comparisons

D

LSD
95% Confid
() Pay Pay (J) Pay Pay | Mean ° ~-oniidence
Dependent . Std. . Interval
. Grade of Grade of |Differenc Sig.
Variable respondents | respondents | e (I-J) Error Lower | Upper
P P Bound | Bound
Adequate & FaiPay Pay Grade Pay Pay Grade| -.14524.14417 .314 -.428¢ .1381
;
compensation ﬁlay Pay Grade|  /00¢.1336¢ 764 -2224 .303(
lF\)/ay Pay Grade|  1a00i.12840 161 -4324 0725
Pay Pay Grade|Pay Pay Grade| .14524.14417 .314 -.1381 4286
ﬁlay Pay Grade|  1aeai 1024¢ 071 -016] .3864
lF\)/ay Pay Grade|  1347¢ 00551 714 -2224 1531
Pay Pay Grade|Pay Pay Grade| -.04009.13369 .764 -.303( 2228
I Pay Pay Grade| -.1853{.1024¢ .071 -.386¢ .0162
K/ay Pay Grade| ,,q15 07801 .00d -375] -.064d
Pay Pay Grade|Pay Pay Grade| .18003.12844 .1624 -.0721 4326
IV Pay Pay Grade| .0347¢.0955] .716 -.1531 .2226
ﬁlay Pay Grade|  ,,015 07801 .00d 0644 .3753
Safe & healthy [Pay Pay Grade|Pay Pay Grade| -.32381|.15974 .043 -.637¢ -.0091
orkin
working Pay Pay Grade| /a4l 14814 004 -7268 -.143¢
conditions 1l
lF\)/ay Pay Grade| o6 1403¢ 000 -8121 -.2528
Pay Pay Grade|Pay Pay Grade| .32381].15974 .043 .0097 .637¢
ﬁlay Pay Grade|  111311135¢ 328 -3341 .112(
lF\)/ay Pay Grade| ,q00e 1058¢ 044 -4171 -.0008
Pay Pay Grade|Pay Pay Grade| .43514|.1481{ .004 .143¢ .7265
I Pay Pay Grade| .1113{.1135¢ .328 -.112( .334]
K/ay Pay Grade| 19761 08741 268 -2694 .0744
Pay Pay Grade|Pay Pay Grade| .53276(.1423¢ .00 252§ 8127
IV Pay Pay Grade| .2089%.1058{ 044 .000§ 4171

183



95% Confidence

D

D

D

D

Dependent (1) Pay Pay (J) Pay Pay _Mean Std. . Interval
. Grade of Grade of |Differenc Sig.
Variable respondents | respondents | e (I-J) Error Lower | Upper
b P Bound | Bound
ﬁlay PayGrade| 1976108741 264 -0744 .2696
Opportunities tqPay Pay Grade |Pay Pay Grade| -.29787.1535% .053 -.5997 .0041
use and develo Pay Pay Grade| _,3c0i 14244 100 -515] .0451
capacities 11
K/ay Pay Grade| 2734 1368/ 004 -7064 -.168:
Pay Pay Grade|Pay Pay Grade| .29787.1535% .053 -.004] 5997
lF;Iay Pay Grade|  s>7¢ 1001 564 -1514 2773
K/ay PayGrade| 1495/ 10174 171 -3397 0606
Pay Pay GradePay Pay Grade| .23501.14244 .10(0 -.0451 5151
1 Pay Pay Grade| -.06274.1091¢ .56 -.2771 1519
lF\)/ay PayGrade| 54533 0840{ 011 -3671 -.037C
Pay Pay Grade|Pay Pay Grade| .43736(.13684 .004 .1683 .706/
A\ Pay Pay Grade| .13954.1017¢§ .171 -.0606 3397
|F|>|ay PayGrade 5533 0sa0{ 011 0370 3671
Opportunity for Pay Pay Grade |Pay Pay Grade| -.233071.1647] .15§ -.5571 .0904
i
continued Pay Pay Grade| 1007/ 1508/ 2168 -4893  .111¢
growth and 1
securit
y K/ay PayGrade| 17314 14680 23 -461 1156
Pay Pay Grade|Pay Pay Grade| .23307.164771 .15§8 -.0904 5571
|F|>|ay PayGrade| o 43111711 704 -1861 2741
K/ay Pay Grade|  1coed 1002] 584 -.154¢ 2746
Pay Pay Grade|Pay Pay Grade| .18874.15284 .21§ -.111§ .4894
1 Pay Pay Grade| -.04433.11711 .70§ -.2747 .1861
K/ay Pay Grade|  g1ced 0002f 863 -.161¢ 193
Pay Pay GradePay Pay Grade| .1731§.14684 .239 -.115€ A461¢
v Pay Pay Grade| -.05984.10927 .584 -.2744 .1544
Pay Pay Grade
1 -.0155¢.09023 .863 -.193C 1619
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95% Confidence

D

Dependent (1) Pay Pay (J) Pay Pay _Mean Std. . Interval
. Grade of Grade of |Differenc Sig.
Variable respondents | respondents | e (I-J) Error Lower | Upper
P P Bound | Bound
Social Pay Pay Grade|Pay Pay Grade| -.07279.15857 .647% -.384€ 2391
Integration in th
regration in PayPay Gradel 38063 1471¢ 010 -669¢ -091
work 1]l
organization
g K/ay PayGrade| o 168 1413] 009 -.6498 -.093¢
Pay Pay Grade|Pay Pay Grade| .07275.15857 .64% -.2391 .3846
ﬁlay PayGrade|  sn7gd 1127¢ 007 -529¢ -.0862
lF\)/ay PayGrade|  ,9g96| 10511 00§ -505( -.0922
Pay Pay Grade|Pay Pay Grade| .38063|.1471( .01 .0914 .669¢
I Pay Pay Grade| .30788.1127¢ .007 .086] .5296
lF\)/ay PayGrade|  (oeo4 0868 918 -161¢ 1791
Pay Pay Grade|Pay Pay Grade| .37165[.1413] .00¢ 0938 .6495%
W, Pay Pay Grade| .29890/.1051] .008 .0924 .5056
ﬁlay PayGrade|  ogo 0868l 918 -1791 1618
Social relevanc{Pay Pay Grade |Pay Pay Grade| .0405¢.1737] .81§ -.301( .3822
f work lif
o Work e ﬁlay PayGrade| 196016114 427 -4464 1872
K/ay PayGrade| 1,391 1548 424 -4287 1806
Pay Pay Grade Pay Pay Grade| -.04059.1737] .815 -.3827% .301(
ﬁlay PayGrade| 17014 1235] 16¢ -4131 0721
IF\)/ay PayGrade| 1644011514 154 -390¢ .062
Pay Pay Grade|Pay Pay Grade| .1296(.16114 .422 -.1872 4464
I Pay Pay Grade| .1701¢.1235] .169 -072] .4131
lF\)/ay PayGrade| (o574 09517 951 -1817 1928
Pay Pay Grade|Pay Pay Grade| .1238].1548( .424 -.180¢ 4282
W, Pay Pay Grade| .1644(.11514 .154 -.062 .390¢
ﬁlay PayGrade| o574 09517 951 -192¢ 181
Work and the |Pay Pay GradePay Pay Grade| -.3083].18214 .09] -.6665 .049¢
total life space |F|>|ay PayGrade|  1oocd 1689( 348 -4914 1725

185



95% Confidence

D

D

Dependent (1) Pay Pay (J) Pay Pay _Mean Std. . Interval
. Grade of Grade of |Differenc Sig.
Variable respondents | respondents | e (I-J) Error Lower | Upper
b b Bound | Bound
K/ay Pay Grade|  oodl 16231 008 -7654 -.1271
Pay Pay Grade|Pay Pay Grade| .30833.18214 .091 -.0499 .6665%
ﬁlay Pay Grade| | asd 1205] 254 -1060 .4033
K/ay Pay Grade| 1329112071 254 -375] .0995
Pay Pay Grade|Pay Pay Grade| .1596¢.1689¢ .345 -.1721 4919
I Pay Pay Grade| -.1486%.1295] 251 -403] .106(
K/ay Pay Grade| ,oscdl 00974 004 -4821 -.0908
Pay Pay Grade|Pay Pay Grade| .44626/.1623] .006 .127] . 7654
IV Pay Pay Grade| .13791.1207] 254 -099§ .375:
|F|>|ay Pay Grade|  ,oocdl 0097d 004 0904 .4821
Superior Pay Pay GradePay Pay Grade| -.2823¢.1573% .074 -.591§ .027(
subordinate
ubordina Pay Pay Grade| ool 1450( 078 -5450 0290
relationship 1
lF\)/ay Pay Grade| s 14021 030 5814  -.030(
Pay Pay Grade|Pay Pay Grade| .2823¢.1573% .074 -.027( 591§
ﬁlay Pay Grade| )41 11180 827 -195¢ 2444
K/ay Pay Grade| 1,33 1043( 824 -2287 .1811
Pay Pay Grade|Pay Pay Grade| .2579¢.1459¢ .078 -.029( .545(
I Pay Pay Grade| -.0244].1118{ .821 -2444 1956
K/ay Pay Grade| /274 0861¢ .57¢ -2174 1216
Pay Pay Grade|Pay Pay Grade| .30575(.1402] .03( .030( .5815%
IV Pay Pay Grade| .0233¢.1043( 823 -.181] .2285
|F|>|ay Pay Grade| /-2 0861¢ 574 -1214 2172
Welfare facilitiePay Pay Grade|Pay Pay Grade| -.48313[.1337¢ .00q -.7467 -.2201
:Tlay Pay Grade| /004 12411 004 -702 -.214d
Pay Pay Grade
IV ..48707/.11927 000 -.721% -.2526

D
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95% Confidence

Dependent (1) Pay Pay (J) Pay Pay _Mean Std. . Interval
. Grade of Grade of |Differenc Sig.
Variable respondents | respondents | e (I-J) Error Lower | Upper
P b Bound | Bound
Pay Pay Grade|Pay Pay Grade| .48313/.1337{ .000 .220] 7462
lF;Iay Pay Grade| )15 09514 794 -1624 2114
K/ay Pay Grade| 11391 0886¢ 968 -178] .1704
Pay Pay Grade|Pay Pay Grade| .45890|.1241] .000 .214¢4 .702¢
m Pay Pay Grade| -.02424.09514 799 -2113 .162¢
lF\)/ay Pay Grade| 1 91107321 701 -1721 .115
Pay Pay Grade|Pay Pay Grade| .48707.1192] .00q .2524 7215
IV Pay Pay Grade| .00391.0886{ 968 -.1704 .178:
ﬁlay Pay Grade| 1 91107321 701 -1154 .1722
Quality of Work|Pay Pay Grade |Pay Pay Grade| -.21667.11357 .057 -.4399 .0065
Life S
e score |F|>|ay Pay Grade| /454 1053¢ 021 -.4516 -.037%
K/ay Pay Grade| .77 1011¢ 001 -5467 -.148
Pay Pay Grade|Pay Pay Grade| .21667.11357 .057 -.00641 4399
lF;Iay Pay Grade| 1,290 08071 730 -186 .130§
K/ay Pay Grade|  1311(.0752¢ 087 -2791 .016d
Pay Pay Grade|Pay Pay Grade| .24457/.1053( .021 .0371 4516
I Pay Pay Grade| .0279(.0807 .73 -.130f .1866
lF\)/ay Pay Grade| 035 0621¢ 008 -2254 .019(
Pay Pay Grade|Pay Pay Grade| .34777/.1011( .001] .1484 5467
IV Pay Pay Grade| .1311(.0752{ .08 -0169 .2791
lF;Iay Pay Grade| 1350 0621¢ 008 -0190 .2254

*. The mean difference is significant at the 0.8l
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Kruskal-Wallis Test

Ranks

Pay Pay Grade of respondent] N Mean Rank

Constitutionalisation | Pay Pay Grade | 30 153.48
In the work Pay Pay Grade Il 63 160.09
organization
Pay Pay Grade Il 111 177.58
Pay Pay Grade IV 174 213.96
Total 374

Test Statisticé®

Constitutionalisation in the work organization
Chi-Square 17.996
df 3
Asymp. Sig. .000

a. Kruskal Wallis Test

b. Grouping Variable: Pay Pay Grade of respondents

There is significant difference among different disv of Pay Grade of
participants about adequacy and fairness of congpiensk(3, 374) = 2.932p
=0.033 < 0.05 . Post hoc test results confirms that padits with Pay Grade
[l differs significantly from the participants witPay Grade IV (p = 0.006<
0.05).

There is significant difference among different dsv of Pay Grade of
participants about Safe & healthy working condigipR(3, 374) = 5.203p
=0.002<0.05 . Post hoc test results confirms that pawdicip with Pay Grade |
differs significantly from the participants with af? Grade I, Ill and IV (p <
0.05) and participants with Pay Grade Il diffeigndicantly from the
participants with Pay Grade IV (p < 0.05)

There is significant difference among different dsv of Pay Grade of
participants about Opportunities to use and develmpacities,F(3, 374) =
188



4.383,p =0.005 <0.05. Post hoc test results confirms that partridipavith Pay
Grade 1V differs significantly from the participantvith Pay Grade | and Il (p
<0.05).

There is no significant difference among differéevels of Pay Grade of
participants about Opportunity for continued growatid securityF(3, 374) =
0.696,p =0.555>0.10 .

There is significant difference among different disv of Pay Grade of
participants about Social Integration in the wornlgamization,F(3, 374) =

4.931,p =0.002<0.05 . Post hoc test results confirms that pasitip with Pay
Grade | differs significantly from the participamvtgth Pay Grade Ill and IV (p
< 0.05). Similarly, participants with Pay Gradaliffers significantly from the
participants with Pay Grade Il and 1V (p < 0.05)

There is no significant difference among differéevels of Pay Grade of
participants about Social relevance of work life(3, 374) = .918,p
=0.432>0.05 .

There is significant difference among different dlsv of Pay Grade of
participants about Work and the total life spa€€3, 374) = 4.255,p
=0.006<0.05 . Post hoc test results confirms that pasditip with Pay Grade
IV differs significantly from the participants witRay Grade | and Ill (p <
0.05) .

There is no significant difference among differéevels of Pay Grade of
participants about Superior subordinate relatignski(3, 374) = 1.603,p
=0.188>0.05 .

There is significant difference among different disv of Pay Grade of
participants about Welfare facilitieg(3, 374) = 5.819p =0.00<0.05 . Post
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hoc test results confirms that participants witly Baade | differs significantly
from the participants with Pay Grade II, Il and (¢ < 0.05)

There is significant difference among different disv of Pay Grade of
participants about Constitutionalisation in the kvasrganization,H(3) =
17.996,p =0.006<0.05 .

There is significant difference among different dsv of Pay Grade of
participants about Quality of Work Life Scoré(3, 374) = 4.441,p
=0.004<0.05 . Post hoc test results confirms that paditip with Pay Grade |
differs significantly from the participants with y&rade Il and IV (p < 0.10)
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6.1

CHAPTER 6
FINDINGS & RECOMMENDATIONS

Findings of the study

This sectionconsist ofoutcomes of the existing study achieved by investigation of the data

collected. The employees are the key respondents of the existing study. The data was

collected from 382 employees across all levels from MSEDCL in Pune city through

guestionnaires. The data collected from the said respondents was structured, explained,

defined and discussed in the subsequent pages in order to provide significantanalysis of

the study.

FINDINGS

)] Gender wise QWL of employees in MSEDCL in Pune city

1) Male and Female respondents did not vary significantly in their opinion about
adequate& fair compensation.

2) On an average, male respondents felt working conditions were Safe & healthy
than female respondents. This was the major difference.

3) Male and Female respondents did not vary significantly in their opinion about
Opportunities to practice and improvecapabilities.

4) Male and Female respondents did not differ significantly in their opinion about
Opportunity for sustained growth and security.

5) Male and Female respondents did not differ significantly in their opinion about
Social Integration in the work organization.

6) Male and Female respondents did not differ significantly in their opinion about
Social relevance of work life.

7) Male and Female respondents did not differ significantly in their opinion about
Work and the total life space.

8) Male and Female respondents did not differ significantly in their opinion about

Superior subordinate relationship,



9)

10)

11)

)
1)

2)

3)

4)

5)

6)

7)

Male and Female respondents did not differ significantly in their opinion about
Welfare facilities.

Male and Female respondents did not differ significantly in their opinion about
Constitutionalisation in the work organization.

Male and Female respondents did not differ significantly in their opinion about
Quality of Work Life Score.

Education wise QWL of employees in MSEDCL in Pune city

There is significant difference among different stages of education of respondents
about adequacy and fairness of compensation. Graduate differs significantly from
postgraduates and undergraduates.

There is significant difference among different levels of education of respondents
about Safe & healthy working conditions. Graduate differs significantly from
undergraduates.

There is significant difference among different levels of education of respondents
about Opportunities to practice and develop capabilities, Graduate differs
significantly from undergraduates.

There is significant difference among different levels of education of respondents
about Opportunity for continued advancement and security, Graduate differs
significantly from undergraduates.

There is significant difference among different levels of education of respondents
about Social Integration in the work organization. Graduate differs significantly
from undergraduates and undergraduates differ significantly from postgraduates.
There is significant difference among different levels of education of respondents
about Social relevance of work life, Graduate differs significantly from
undergraduates.

There is no significant difference among different levels of education of

respondents about Work and the total life space.



8)

9)

10)

11)

1)
1)

2)

There is significant difference among different levels of education of respondents
about Superior subordinate relationship. Graduate differs significantly from
undergraduates.

There is significant difference among different levels of education of respondents
about Welfare facilities, Graduate differs significantly from undergraduates.

There is significant difference among different levels of education of respondents
about constitutionalisation in the work organization.

There is significant difference among different levels of education of respondents
about Quality of Work Life Score. Graduate differs significantly from

undergraduates.

Experience wise QWL of employees in MSEDCL in Pune city

There is significant difference among different levels of Experience of respondents
about adequacy and fairness of compensation. Respondents with 1-5 Yrs
Experience differ significantly from the respondents with 5-10 Yrs Experience.
Respondents with 1-5 Yrs Experience differs significantly from the respondents
with 10-20 Yrs Experience and respondents with 1-5 Yrs Experience differs
significantly from the respondents with 20-30 Yrs Experience and respondents
with 1-5 Yrs Experience differs significantly from the respondents with 30 Yrs
and above Experience

There is significant difference among different levels of Experience of respondents
about Safe & healthy working conditions. Respondents with 1-5 Yrs Experience
differ significantly from the respondents with 5-10 Yrs Experience. Respondents
with 1-5 Yrs Experience differs significantly from the respondents with 10-20 Yrs
Experience and respondents with 1-5 Yrs Experience differs significantly from
the respondents with 20-30 Yrs Experience and respondents with 1-5 Yrs
Experience differs significantly from the respondents with 30 Yrs and above

Experience.



3)

4)

5)

6)

7)

8)

9)

10)

11)

There is no significant difference among different levels of Experience of
respondents about Opportunities to practice and improvecapabilities.

There is no significant difference among different levels of Experience of
respondents about Opportunity for continued growth and security.

There is significant difference among different levels of Experience of respondents
about Social Integration in the work organization .Respondents with 1-5 Yrs
Experience differs significantly from the respondents with 10-20 Yrs Experience
and respondents with 1-5 Yrs Experience differs significantly from the
respondents with 30 Yrs and above Experience. Respondents with 5-10 Yrs
Experience differ significantly from the respondents with 10-20 Yrs Experience
and respondents with 20-30 Yrs Experience differ significantly from the
respondents with 10-20 Y'rs experience.

There is no significant difference among different levels of Experience of
respondents about Social relevance of work life.

There is significant difference among different levels of Experience of respondents
about Work and the total life space. Respondents with 1-5 Yrs Experience differ
significantly from the respondents with 5-10 Y'rs Experience.

There is no significant difference among different levels of Experience of
respondents about Superior subordinate relationship.

There is no significant difference among different levels of Experience of
respondents about Welfare facilities;

There is significant difference among different levels of Experience of respondents
about Constitutionalisation in the work organization.

There is significant difference among different levels of Experience of respondents
about Quality of Work Life Score, respondents with 1-5 Yrs Experience differs
significantly from the respondents with 5-10 Yrs Experience. Respondents with 1-
5 Yrs Experience differs significantly from the respondents with 10-20 Yrs
Experience Respondents with 1-5 Yrs Experience differs significantly from the

respondents with 30 Yrs and above Experience.



V)
1)

2)

3)

4)

5)

6)

7)

8)

9)

10)

11)

V)
1)

Marital Status wise QWL of employees in MSEDCL in Pune city

On an average, married respondents feel adequate & fair compensation than to
single respondents. This difference was not significant.

On an average, married respondents feel Safe & healthy working than to single
respondents. This difference was not significant

On an average, married respondents feel that they get opportunities to practice and
improvecapabilities than to single respondents. This difference was not significant.
On an average, married respondents feel that they get opportunity for continued
growth and security than to single respondents. This difference was not
significant.

On an average, married respondents feel social Integration in the work
organization than to single respondents. This difference was not significant.

On an average, married respondents feel social relevance of work life than to
single respondents. This difference was not significant.

On an average; married respondents feel balance of work and the total life space
than to single respondents. This difference was not significant

On an average; married respondents feel better superior subordinate relationship
than to single respondents. This difference was not significant

On an average; married respondents feel better welfare facilities than to single
respondents. This difference was not significant.

Single and Married respondents differ significantly in their opinion about
constitutionalisation in the work organization.

On an average, married respondents have better quality of Work Life Score than to

single respondents This difference was not significant

Monthly Income wise QWL of employees in MSEDCL in Pune city
There is no significant difference among different levels of monthly income of

respondents about adequacy and fairness of compensation.



2)

3)

4)

5)

6)

7)

8)

There is significant difference among different levels of monthly income of
respondents about Safe & healthy working conditions, respondents with <25000
monthly income differs significantly from the respondents with 25000-50000
monthly income and respondents with <25000 monthly income differs
significantly from the respondents with 50000- 1 Lakh monthly income and
respondents with <25000 monthly income differs significantly from the
respondents with > 1 Lakh monthly income and respondents with 25000-50000
monthly income differs significantly from the respondents with > 1 Lakh monthly
income.

There is significant difference among different levels of monthly income of
respondents about Opportunities to practice and improvecapabilities.respondents
with <25000 monthly income differs significantly from the respondents with
50000- 1 Lakh monthly income and respondents with <25000 monthly income
differs significantly from the respondents with > 1 Lakh monthly income.

There is no significant difference among different levels of monthly income of
respondents about Opportunity for continued growth and security.

There is significant difference among different levels of monthly income of
respondents about Social Integration in the work organization, Post hoc test results
confirms that respondents with <25000 monthly income differs significantly from
the respondents with 50000- 1 Lakh monthly income.

There is significant difference among different levels of monthly income of
respondents about Social relevance of work life. Respondents with <25000
monthly income differs significantly from the respondents with 50000- 1 Lakh
monthly income.

There is no significant difference among different levels of monthly income of
respondents about Work and the total life space.

There is no significant difference among different levels of monthly income of

respondents about Superior subordinate relationship



9)

10)

11)

1)
1)

2)

3)

4)

There is significant difference among different levels of monthly income of
respondents about Welfare facilities, respondents with <25000 monthly income
differs significantly from the respondents with > 1 Lakh monthly income and
respondents with 25000 - 50000 monthly income differs significantly from the
respondents with > 1 Lakh monthly income and respondents with 50000- 1 Lakh
monthly income differs significantly from the respondents with > 1 Lakh monthly
income.

There is significant difference among different levels of monthly income of
respondents about Constitutionalisation in the work organization.

There is significant difference among different levels of monthly income of
respondents about Quality of Work Life Score. Respondents with <25000 monthly
income differs significantly from the respondents with 25000-50000 monthly
income and respondents with <25000 monthly income differs significantly from
the respondents with 50000- 1 Lakh monthly income and respondents with

<25000 monthly income differs significantly from the respondents with > 1 Lakh

QWL across Organizational Hierarchy

There is significant difference among different levels of Pay Grade of respondents
about adequacy and fairness of compensation, respondents with Pay Grade Il
differs significantly from the respondents with Pay Grade IV.

There is significant difference among different levels of Pay Grade of respondents
about Safe & healthy working conditions, respondents with Pay Grade | differs
significantly from the respondents with Pay Grade II, 11l and IV and respondents
with Pay Grade Il differs significantly from the respondents with Pay Grade 1V
There is significant difference among different levels of Pay Grade of respondents
about Opportunities to practice and improvecapabilities. Respondents with Pay
Grade 1V differs significantly from the respondents with Pay Grade | and 111 .
There is no significant difference among different levels of Pay Grade of

respondents about Opportunity for continued growth and security.



5)

6)

7)

8)

9)

10)

11)

There is significant difference among different levels of Pay Grade of respondents
about Social Integration in the work organization, respondents with Pay Grade |
differs significantly from the respondents with Pay Grade Il and IVV. Similarly,
respondents with Pay Grade Il differ significantly from the respondents with Pay
Grade Il and 1V.

There is no significant difference among different levels of Pay Grade of
respondents about Social relevance of work life.

There is significant difference among different levels of Pay Grade of respondents
about Work and the total life space. Respondents with Pay Grade IV differ
significantly from the respondents with Pay Grade | and IlII.

There is no significant difference among different levels of Pay Grade of
respondents about Superior subordinate relationship.

There is significant difference among different levels of Pay Grade of respondents
about Welfare facilities, respondents with Pay Grade | differs significantly from
the respondents with Pay Grade Il, Il and IV.

There is significant difference among different levels of Pay Grade of respondents
about Constitutionalisation in the work organization.

There is significant difference among different levels of Pay Grade of respondents
about Quality of Work Life Score .respondents with Pay Grade | differs
significantly from the respondents with Pay Grade Il and IV .

Findings related to overall QWL.:

MSEDCL employees perceive that their compensation is average. (Mean=3.29)

MSEDCL employees perceive that their working conditions are not safe and healthy
(Mean=3.66)

MSEDCL employees perceive that they have average opportunity to practice and

improvecapabilities.(Mean=3.06)



MSEDCL employees perceive that they have average opportunity for continued growth

and security.(Mean=3.34)
Employees perceive that social integration in MSEDCL is average.(Mean=3.04)

MSEDCL employees perceive that they have average social relevance of work life.
(Mean=2.56)

MSEDCL employees perceive that there is no work and total life space. (Mean=3.66)
MSEDCL employees perceive that they have average constitutionalism. (Mean=2.57)

MSEDCL employees perceive that they have average superior subordinate relationship.
(Mean=3.11)

MSEDCL employees perceive that there are no welfare facilities. (Mean=3.66)

Mean (3.20) of total QWL score indicates that QWL of MSEDCL is perceived as average
QWL.

6.2  Suggestions & Recommendations

Based on the severaloutcomes of this research, and judgements supported by literature
review, few recommendations were suggested by the researcher aiming at QWL
identification, QWL assessment and improvement, in addition to that to make better
utilization of human resources in MSEDCL. Researcher has suggested some
interventions for making QWL of employees better in MSEDCL. The objective of
researcher is to identify the current level of QWL of employees working in MSEDCL
Pune and make necessary recommendations.

The suggestions made by the researcher for the organization can be considered by the
organization while designing “employee engagement initiatives” and the given

suggestions can be implemented for building better “QWL at workplace. The findings of



the study putforths a number of outcomes which are self explanatory. The study can be
beneficial for academicians, researchers and practitioners. After having done a thorough
analysis of primary and secondary data, recommendations are made. Improvement in

QWL is recommended for the organization.

Sr. Constructs of Recommendations

No. QWL

1 Adequate & Fair | i) There is significant change among different levels
Compensation of Pay Grade of respondents about adequacy and

fairness of compensation, Hence parity should be
recognized by organization while compensating
employees across all levels. Adequate and fair
compensation is key ingredient for better quality of
work life in the organization. The basic element
which controls quality of work life is the adequacy
and fairness in compensation. A  sound
compensation structure is one of the requirements
of good employee employer relations. In order to
develop such a structure, it is essential that pay is
linked to the nature and worth of the job. It is also
essential to maintain proper differentials in the
value of different jobs. The study reveals that
employees, irrespective of level, differ significantly
with the compensation.

For e.g. pay grade one to four Class employees
come with designations on different posts such as
technical staff and non-technical staff. The job
description of these employees varies as far as risk
and responsibility is concerned but the basic salary
which these employees get is almost same. Hence
parity should be recognized while designing
compensation structure in terms of the job and the
salary paid.

i) Organization should implement performance
based appraisal system instead of seniority based
appraisal system. Promotions, special allowances




working conditions

Sr. Constructs of Recommendations

No. QWL
and awards to the employees should be given based
on their Performance for every year rather than their
experience.

2 Safe & healthy | i) There is significant difference among different

levels of Pay Grade of respondents about Safe &
healthy working conditions, Safe and healthy
working conditions should be given top priority
while guaranteeing quality of work life in the
organization.

The MSEDCL employees are less satisfied with
their work environment. The organization has to
take essential steps to provide a satisfied physical
appearance of work place, adequate basic and safety
requirements etc. which are highly important for the
complex work environment of MSEDCL.ie safe &
healthy working conditions should be made
adequate for the present situation such as proper
maintenance of electrical equipment, cleanliness at
all the places of electrical equipment installed for
distribution of electricity where employees have to
work at any time for restoring power supply.

Safety measures and equipments are very important
for any employee to safe guard himself. That too
organizations like MSEDCL where the work
environment is harmful must concentrate more and
must be certain in quality of these equipments
provided to the employees.

i) The management should go through the new
necessities relating to safety measures. Working
atmosphere should be such that it ispleasant and
provides a homely atmosphere to the employees.
Health is indispensible factor for an employee. So
the Annual medical checkups should be made
compulsory for all employees’, irrespective of their
levels.




Sr.
No.

Constructs of
QWL

Recommendations

iii) Literature indicates that workspace ambiance
also plays a major role in better QWL of
employees. Some of the new innovative measures
associated to work space should be introduced by
organization. Space norms should be reviewed for
section offices upto division offices so that safe and
healthy working conditions can be guaranteed by
providing appropriate space for line equipments,
maintenance material, restrooms and washrooms for
technical staff as well as for other staff.

iv) Organization must guarantee safe & healthy
working conditions for females working in the
organization by creating alertness and giving
training about health and safety measures at
workplace. Organization can also start special
“women cell” at Division level which will address
their grievances.

v) Day care facility should be given to women
employee for their children.

vi) In case of personal emergency flexi hour facility
should be given to women employees.

vii) The responsibility of employees working on
field job for Pay Group | to IV employees is 24
hours for which alternative work schedule should be
presented in case of emergency after the end of
regular working hours or on holidays. Also for
extended working hours due to urgency of works
conveyance facility should be provided.

viii) On field uptoat section offices restroom and
washroom facility should be given for both male
and female employees.

iX) Organization should provide safe drinking water
facilities at all offices of the organization i.e. up to
section level office.

X) Currently canteen facility is available at circle




Sr.
No.

Constructs of
QWL

Recommendations

office and zonal office it should be provided up to
section offices.

xi) First aid facility should be provided for on field
employees up to section level.

xii) Safety audit cell should be established at sub-
divisional level. And safety audit should be
conducted at regular intervals. Special post should
be formed at sub-division level as safety officer and
job description should be amended and updated by
keeping in mind contemporary role of safety
officer.

Opportunities

to

practice and
improve capabilities

1) There is significant difference among different
levels of Pay Grade of respondents about
Opportunities to practice and improvecapabilities.
respondents with Pay Grade IV varies significantly
from the respondents with Pay Grade | and Il
.Hence employees should be given various
opportunities to practice and improve their
capabilitiesand creative energies.

i)MSEDCL should adapt various measures in the
areas of employee relations like employee
empowerment and involvement,  suggestion
schemes, collective bargaining, grievance and
conflict management, and union-management
relations to improve quality of work life
Empowerment as a recent and advanced
manifestation of employee involvement improves
employee relations and contributes directly to
organizational objectives by increasing skill sets
and granting authority to the employees to make
decisions that would traditionally be made by
managers of the employees.

ii)MSEDCL should take employee involvement
initiatives by informing, consulting, sharing,
delegating, and empowering employees. They




Sr.
No.

Constructs of
QWL

Recommendations

should take efforts to involve employees to different
degrees by which staffs are encouraged, enabled
and empowered to contribute towards goal
attainment of organization.

iv) MSEDCL should implement Employee
suggestion scheme as a formalized mechanism
which encourages employees to give constructive
ideas for improving the organization in which they
work. Suggestion scheme concept can be
implemented whereby monthly or quarterly level
suggestions can be collected for consideration at
different levels of offices.

Applied ideas are rewarded by a monetary award or
some other form of recognition — usually
proportionate to the benefits generated. It creates a
climate of trust and confidence, job satisfaction and
continuous improvement in the company. Workers
participation in management is to be ensured by
various means such as suggestion schemes. The
management must encourage employees through
significant reward and recognition system to put
their constructive and value added suggestions so
that the employees will be more committed towards
the organizational objectives.

v) Appropriate training and development
programmes must be provided to the employees of
MSEDCL. The organization must be very specific
that every employee must attend these training and
development programmes. Also refresher courses
for keeping the personal updated for new
technology, new equipment devices, etc.

Training requirements in the power sector include
compulsory training after induction, refresher
courses for keeping the personnel updated and
managerial training to build competencies. The




Sr.
No.

Constructs of
QWL

Recommendations

training requires significant time and investment as
the fresh graduates and technical employees lack
the technical knowledge specific to the power
equipment and processes of operation and
maintenance in the organization. Employees should
be given specific job training for a period of 6-12
months. Grow existing training facilities and create
new infrastructure at circle level for skill
development training program.

vi) Organization needs to conduct more safety
training programs for the employees. Need to
supply safety equipment wherever required and
supervising to follow safety measures by the
employees.

vii) It is important for organizations to not just
update the technical skills of the manpower but
ensure all round development to ensure that the
employees posses the right skills, competencies and
attitudes to perform excellently in their
organizational roles. While technical training is
seen as important, personality and soft skill
development are neglected in most organizations
and leads to poor work culture.

The periodical Training Need Analysis (say once in
two years) for developing an annual need based
training intervention agenda including the following
areas Technical training and skill upgradation,
Personality Development, Organization
Development Issues in Information Technology and
Computer Skills etc.

viii)For better performance instead of on the job
training Off the job Training should be provided to
technical and non technical employees for
approximate period of six months to one year
before giving particular job to the employees.




Sr.
No.

Constructs of
QWL

Recommendations

iX)Employees should be motivated for educational
up gradation and some monetary or non monetary
benefits should be associated with the
same.Organization should facilitate leave and
financial opportunities to employees for acquiring
higher educational qualifications The upgradation is
recommended as follows

For non qualified workmen to qualifying in ITI, For
ITI Certificate holders to Diploma in Engineering,
For Diploma Holders to Graduate in Engineering,
For Engineers and Executives to acquire PG level
qualifications (M.Tech. /MBA, etc.) ,For
Postgraduates research work leading to PhD ,At
least one long term training opportunity/ program in
a career should be planned for middle and senior
level officers etc.

for
growth

Opportunity
continued
and security

I) The organization should inform employees about
their rolein the growth and development of the
nation. As such, employee’s esteem needs are
achieved leading to enhanced job satisfaction of
employees and the resultant quality of work life.

i) Time bound program for promotions at regular
intervals for all employees of pay group | to IV
should be introduced. The way employee
appreciation programmes are conducted at zonal
level similar programmes are to be conducted at
circle level, division level and sub-division level on
regular basis for individual achievements of
employees for the development of the organization.
Enhanced growth plan for promotions should be
introduced.

Social Integration in
the work
organization and
Social relevance of

I)There is significant difference among different
levels of Pay Grade of respondents about Social
Integration in the work organization, respondents
with Pay Grade | differs significantly from the




Sr.
No.

Constructs of
QWL

Recommendations

work life

respondents with Pay Grade Ill and IV. Similarly,
respondents with Pay Grade Il differ significantly
from the respondents with Pay Grade Il and IV.
Hence organization should try and incorporate some
programs which will help employees to realize
social integration aiming at organizational outcomes
for betterment of society.

i) Organization should implement CSR initiatives
at zonal, circle and divisional level as well.

Work and the total
life space

1) There is significant difference among different
levels of Pay Grade of respondents about Work and
the total life space. Respondents with Pay Grade 1V
differ significantly from the respondents with Pay
Grade | and Ill. The organization should bring
about opportunities once in a year for the family to
come together in the organization along with
employee for some program/ celebrations, which
will result in employee engagement.

ii)Several initiatives can be taken wup by
organization for work life balance such as
Workshops or seminars for quality and work life
issues, Job  sharing, Employee assistance
programmes, Family get togethers, Work friendly
programmes, Employee satisfaction survey, Leave
for school/child care functions.,, Retirement
planning programmes etc.

iii) At divisional level in case of emergency
alternative skilled employee/work schedule should
be introduced which will take care of the work
instead of giving additional charge to other
employees which creates stress and burden on that
employee and also employees should get leave for
their important family work.

iv) In MSEDCL, as employees are prone to stress
due to the nature of the job. In view of this,




Sr.
No.

Constructs of
QWL

Recommendations

organization should take counseling to employees

so that their personal as well as profession problems

can be addressed.

v) Organization also should give training on Yoga

and meditation so as to control the stress levels of

employees. The employees of MSEDCL work in

tough and critical job situations. Stress management

classes and other health related programmes can be

organized.

vi) Employees can be provided with flexible work

culture like flexible working hours, flexible starting

and ending timings, relocation facilities etc which

will help them to balance their work life and social

life.

vii) The family and parental supportive programs

and special counseling can be given to the family

members of the employees to make them realize the

work environment and work culture of the

organization and make them feel loyal towards their

organization.

viii) Work Life Balance Promoting Culture

o Higher management to inspire managers to be
sensitive to employees personal and family
concerns

o Managers should encourage employees to strike
a balance between work and their personal life

o Career shift to a lesser demanding jobs can be
encouraged for family and personal reasons

o Help from managers, peers can be made
available when an employee has a personal,
family or non work problem

o Run employee assistance program so that
employees can evaluate the situation and take
decisions on which policy can be most
appropriate for their life situation




Sr.
No.

Constructs of
QWL

Recommendations

Work Life Balance Policies, procedures and

schemes

o

o

Announce formal work life balance policies
Displaying seriousness about work life balance
policies and religiously implement them .

Have policies which can be flexible enough to
respond to employee’s individual needs
Introduce work life balance policies which are
inclusive and can respond to employee’s
individual needs. Introduce and implement
schemes for well being of employees

Conduct of employees

o

Give equal importance to work and personal
demands

Believe in organization’s intention for work life
balance

Seek help from managers and peers for
achieving balance between work and Non work
responsibilities

Understand policies and evaluate which one
suits best for the situation during personal,
family or non work problem.

Set the life goals along with work goals .

Feel strong, vigorous, enthusiastic and inspired
in both the domains .

Be ready to accept the jobs offered by
organizations in need to bring balance between
work and life in case of challenging situations.

Constitutionalsation
in the work
organization

1) There is significant difference among different
levels of Pay Grade of respondents about
Constitutionalisation in the work organization. So
MSEDCL should take utmost care while designing
and implementing strategies of promotion, pay, and




Sr.
No.

Constructs of
QWL

Recommendations

discipline. The individual employee’s privacy, right
to make free speech and equitable treatment in the
workplace should be protected by organization.

i) MSEDCL must take unions into confidence and
needs to discuss the policies and decisions with
them before implementation. Similarly unions must
consider them as the strategic business partners and
cooperate with the management for retaining peace
and progress of the organization.

i)  Organization should follow three-level
grievance procedure for prompt action on
employee’s grievances. In first stage at division
level, second stage at circle and third stage at zonal
level.

Superior
subordinate
relationship

1) MSEDCL should ensure harmonious Superior
subordinate and peer level relationships. Although
MSEDCL has grievance redressal procedure, but it
needs to be worked properly by the management to
manage the grievances of employees which will
reduce the dissatisfaction among them and will
promote communication and healthy atmosphere.
Every month meeting should be conducted with
subordinate by superiors.

1) Regarding work life balance the employees are
expecting support from their supervisor, colleagues
and family members. The supervisors and
employees can be given guidance and can be
trained in such a way to create a supportive
environment to their subordinates and co-workers.

10

Welfare facilities

I)There is significant difference among different
levels of Pay Grade of respondents about Welfare
facilities, respondents with Pay Grade | differs
significantly from the respondents with Pay Grade
I1, Il and 1VV. Welfare facilities are to be provided
across organization especially for lower pay grades.




Sr.
No.

Constructs of
QWL

Recommendations

i) MSEDCL should actively work upon
newsletters, magazines, suggestions schemes
thereby  increasing  employee  contribution.
Magazine and newspaper literature on new
technology in power sector, equipment should be
made available in section office, Sub-division office
and divisional office and awareness should be
created for using the same.

i) It is essential to create a productivity
measurement system for identifying the employees’
thoughts and views regarding the organization, its
effectiveness and performances towards the
productivity and employees welfare which enables
a link between employees and the organization.

Iv) Housing facilities to all the employees in urban
and rural areas should be provided as the existing
facilities are not enough to meet the housing
requirements of all the employees.

v) Employees are prone to stress due to nature of
the job in view of this MSEDCL should take
counseling to the employees for which one
counselor at division level should be arranged also
programs like yoga, health awareness etc. should be
arranged at regular intervals at sub-division and
division levels.

vi) Regular employees get together at every office
level once in a month should be arranged also the
organization should bring about opportunities once
in a year for the family to come together in the
organization along with employee for some
program/celebrations, which will result in employee
engagement.

vii) Organization should establish co-operative
central stores at circle levels.

11

Total QWL score of

There is significant difference among different




Sr. Constructs of Recommendations

No. QWL
MSEDCL levels of Pay Grade of respondents about Quality of
employees Work Life Score. Respondents with Pay Grade |

differs significantly from the respondents with Pay
Grade 11l and IV .Organization should take efforts
to expand overall QWL of its employees in every
sphere which will result in overall QWL score
improvement.

Organization can also consider first order change and second order change model for
enhancement of QWL of MSEDCL employees.

First-Order Change

Extension of the past

Aligns with existing paradigms

Consistent with the values and
norms of the district/school

Implementation is possible
with current knowledge and
skills

Resources that are currently

ﬁ

available are used to implement the D

change

Common agreement with the
necessity of the innovation

ﬁ

Second-Order Change

Departure from the normal
way of doing things

Challenges existing paradigms

Conflicts with prevailing values
and norms

New knowledge and skills are needed

Resources that do not currently
exist will be necessary

Resistance by others who do not have a
broad perspective of the district/school

Based on the work of Marzano, Waters & McNulty (2005)



CHAPTER 7
CONCLUSION

7.1  CONCLUSION

After the research on the topic it can be established that demographic parameters like age,
education, monthly income and experience of employees’ have a immense contribution in
sustaining quality of work life in an organization. Irrespective of age, education, monthly
income and experience, employees’ should be given due consideration about countless

factors of quality of work life to maintain high-quality state of affairs in the organization.

The success of an organization depends on the well being of its employees’ and not
purely profit maximization. Today organization needs rapid, flexible, dynamic,
passionate, self-motivated, innovative and fully self-expressed employees’ marching at
the forefront and record growth with excellence. In such circumstances employee
contentment of job through healthier QWL is crucial contributor. QWL signifies all
organizational inputs which aim at employees’ contentment and enhancing organizational
effectiveness. So regardless of sectors organizations enormous care and consideration is
needed on all QWL parameters for the enhancement of employees’ to maintain favorable
environment in the organization. An employee-centered organization will maintain better

quality of work life.

7.2  Contribution to the frame of knowledge

The study has made significant contribution to the frame of knowledge by offering
countless magnitudes of QWL idea and its application in MSEDCL in Pune city. The
research gives new outlooks to gaze at theoretical and practical issues pertaining to QWL.
The research has aided in identification and valuation of QWL of employees in MSEDCL
in Pune city with the aid of organizational interpretation as well as literature review of
associated concepts. The research has also contributed “perception of employees based

on various demographic variables” while valuation of QWL at MSEDCL in Pune city.



Much research is accessible on QWL cataloging and defining their hypotheses but less
research has been completed in the area of valuation in public sector undertakings across
MSEDCL in Pune city.

The research indicates the MSEDCL Pune city specific valuation of QWL pertaining to
various concepts. It also gives QWL tally for each concept. The challenges encountered
at workplace comprise the dearth of skilled workforce, nature of the industry, employee
productivity, beginning of new technologies, dealing with big data etc. This highlights
the necessity to have multi skilled talented workforce. The significance of QWL is
underlined by need for productive employees which will act as key differentiator for

organizations.

The research responds to an ever growing demand from academicians and practitioners
from industry for QWL associated to employees working in PSU. Research also provides

insights into present QWL relating to numerous concepts.

7.3 Scope for further research

The topic of QWL is an ocean and deeper the research reaches, enhanced will be the
result. As the QWL crusade will march forward all over the world there will be sharp rise
in precise measurement of QWL assessment. There will be countless use of QWL notion
for diversified workforce and to identify how employees can be engaged effectively at

workplace.

The current research is concentrated on QWL of employees’ in MSEDCL. Even though
during the research the QWL was assessed by the factors established by Richard Walton
(adequate and fair compensation, safe and healthy working conditions, opportunity to use
and develop human capacity, opportunity for continued growth and security, social
integration in the work organization, social relevance of work life, work and the total life

space, constitutionalisation in the work organization, superior subordinate relationship



and welfare facilities), there is opportunity for additional research in the area of Quality

of Work Life with respect to work performance, employee behavior and productivity.

7.4  Limitations of the Study

1) The method used for evaluating QWL is self-evaluation method.

2) During data collection reluctance on the part of employees to contribute in the
research from the anxiety of being cited and recognized.

3) The generalizations occurring from the research were more conducive and
restricted to a specific group of employees’ working in MSEDCL in Pune city.

4) The researcher faces inherent restriction in the research of QWL as the concept is

not researched to that magnitude in public sector organizations.
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QUESTIONNAIRE

Instruction: Please put v'next to the answer of your choice. / Please BOLD the answer of

your choice.
Sr.No.
Q1 | Name of Respondent
Q 2 | Name of the Department
Q 3 | Designation
Q 4. | Educational Qualification
Q5 | Experience (In Years)
Q. 6. | Sex: Age: (in Years.)
ol male ‘ o2 Female

Q. 7. | Marital Status

Q 8. | Monthly income

Q 9. | Type of Organization

Q 10. | Your Span of control:(No. of people who directly report to you):

Q11. | Number of children

Q12 | No. of Elderly dependent

Q13 | Family Type(Joint/Nuclear)

Q14 | Working Hours

Q15 | Working Shift

Q16 | Level Of Management

Q17 | Job Status

Q18 | Type of Job

Q19 | Time Utilization

Q20 | Time Spent on travelling for work

Q21 | Time spent for passion,interest,hobby

Q22 | Income Generation Source

Q23 | Bank Loan Taken

Q. 12. Kindly indicate your agreeableness on each of the statement using the 5-point

rating scale.

Strongly | agree | Neutral | Disagree
agree

Strongly
Disagree

Adequate & Fair
Compensation

1 | Compensation provided is
sufficient for subsistence.

2 | Company has a fair and
equitable compensation and
benefit system.

3 | Performance management
system is well established in
organization.
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Strongly

agree

agree

Neutral

Disagree

Strongly
Disagree

Each job is priced in terms of
its worth.

The compensation and benefits
provided well address the
recognition and also
contributes to social status.

Employee retentation is
ensured by paying
compensation and benefits at
competitive levels.

Employees are well aware
about the compensation and
benefit policy of the
organization.

Your Compensation is linked
to your job profile, skill and
performance.

Safe & healthy working
conditions

The work environment is safe
and healthy.

The Safety measures providegd
in the organization are
adequate.

Safety officer strictly
implements the safety rules and
regulations.

Safety training is given to the
employees.

72

Work environment emphasize
more on machines than
individuals.

Organization has well
established health and safety

policy.

Opportunitiesto useand
develop capacities

| have the autonomy and
control on my work.

| have freedom to use multiple
skill and abilities to perform
my job.

| get immediate feedback from
my superior for the work done.

| get an Opportunity to plan
and implement a

process individually.

| get appreciation for the bette
performance from the

=
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Strongly
agree

agree

Neutral

Disagree

Strongly
Disagree

superiors.

My outstanding individual
contribution is highlighted.

| am confident enough to
approach a work individually.

| am productive due to work
atmosphere.

Opportunity for continued
growth and security

| have fair chance of getting
promoted.

I get enough help, equipment
and information to get the job
done.

Performance management
system is handled fairly in the
organization.

| get training opportunities to
perform my job safely and
competently.

| am satisfied with the training
i have received for the current
position.

| am able to apply the training
that i have received for my
work.

Social Integration in the
work organization

In my organization employees
are recognized as individuals.

The organization clearly
communicates its objectives
and strategies.

| have enough opportunity to
interact with other

employees formally.

There is no discrimination
based on age, gender and
religion in the organization.

At the work place you are
treated with dignity and
respect.

All members of the work
organization have the sense @
community.

=h

| have freedom to discuss
problems with top
management.

Social relevance of worklife
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Strongly
agree

agree

Neutral

Disagree

Strongly
Disagree

My organization is socially
responsible.

Company offers quality
product/services.

Company is totally free from
Anti social or unfair trade
practices like black-marketing
adulteration.

While creating employment
opportunities organization giv
special consideration to
handicapped, disabled and pg¢
people.

Young and qualified workforce
Is adequately incorporated in
the organization.

Organization promotes nation
integration.

Company is free from public
dispute.

Work and thetotal life space

After an average work day, |
have sufficient leisure time to
relax and pursue activities tha
| enjoy

I never feel that my work is
stressful.

My family life and social life is
not strained by working hours

| have to work on holidays if
required.

My organization has
flextime/flexi work policy.

Constitutionalisatin in the
wor Kk organization

| am free to express my view
in the organization without an
fear.

U7

Organization regularly
provides compensation, and
other benefits.

Organization provides
Employee’s provident fund.

Organization provides gratuity
which is a reward for long ang
meritorious service.

organization provides
maternity benefits for

women employees.
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Strongly
agree

agree

Neutral

Disagree

Strongly
Disagree

Company provides
compensation for injury by
accidents during the course o
employment to all employees

Organizational rules and
regulations are clear to all
employees.

Superior subordinate
relationship

My superiors are friendly an
supportive.

When seniors delegates
authority, juniors consider tha
an opportunity for
Development.

[

Weaknesses of employees ar
communicated to them in non
threatening way.

D

| feel proud while working for
the organization.

Frank and fair discussions in
meetings are allowed.

Management maintains open
channel of communication
with employees.

Superiors adopt a positive
attitude and issue clear
Instructions to subordinates.

Superiors make attempt to
reduce and minimize
Interpersonal and intergroup
conflicts.

Employees feel at home whi
being in the organization.

e

Welfarefacilities

Welfare facilities encourage
employees to continue their
career in the organization.

The medical facility available
in the organization is
satisfactory.

The recreational facilities
available help to reduce stres

The canteen facility available
in the premise is hygienic.

Sufficient number of toilets,
washrooms, water coolers
etc.is available for employees

Newsletters, house magazine
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Strongly
agree

agree

Neutral

Disagree

Strongly
Disagree

suggestion schemes etc exist
in the organization.

|92}

7 | Restroom is available for

occasional rest for employees.

8 | First aid boxes and ambulanc
facilities are there in the
organization to meet

1)

emergencies.

Thank you for agreeing and taking time out to participate in the study.

Research Scholar
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