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Abstract

Quality of work life can be described as the satisfactory work 
environment which improves the relationship between employee and 
the organization. The present study aims to verify the quality of work 
life and motivation of employees and its impact on performance of 
faculty members. To reach quality of work life the universities have to 
create more opportunities to retain efficient employees. Good quality 
of work life is necessary for an organization to attract and to retain 
skilled and talented employees. Suitable techniques are applied to 
study the impact of demographic variable on quality of work life.  
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 Introduction

QWL programs will help both faculty and institution. It helps faculty 
by providing them superior work environment, support them in 
managing their individual work and improving the work environment 
and for institutions in achieving their goals effortlessly as motivated 
workforce would reveal enhanced performance and quality Rose et al. 
(2006). Work satisfaction, triumph and work balance are the important 
variables to achieve quality in deliverables and also updates that these 
methods motivates the employees and contribute significantly to job 
enrichment Hosseini et al. (2010).The growth of one institution 
depends on the regularity of workers. Institution must be notified well 
in advance of the absenteeism to reschedule the requisite task They can 
offer incentives for teachers who keep a good attendance record. 
Absenteeism could be avoided through increased financial support 
like earned leaves, good working environment and transportation 
facilities to commute. Developing infrastructure facilities like crèche 
nearby office would also help female staff to avoid absenteeism 
Aswathappa (2002). A reasonable level of attendance by faculties at 
work is essential to achieve goals and targets by a university. 
Absenteeism happens when a faculty fails to come to work due to 
organized time off, sickness, grievance, financial, marital problems or 
any other reason. The cost of absenteeism to educational sector, 
usually expressed in terms of lost continuity and effectiveness in the 
teaching (Adhikari& Gautam, 2012). Quality of work life will assist 
the well being of the employees in that way the well being of the entire 
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firm. This is an effort to capitalize an organization's human 
assets (Kumar et al. 1996).

Previous Research

Quality of work life is based on how the work is being 
communicated with in organization and how the 
organization is recognizing and encouraging faculty  and 
rewarding them by providing incentives and helping in 
their career growth by giving promotions (Sheel, 2012). 
This section will present the literary works related to 
quality of work life especially with respect to the education 
industry. Occupational stress symptoms were measured by 
reflecting burnout, stress-related health problem, 
perceived work stress, productively, job satisfaction and 
consideration for job change. The majority of teachers 
indicated good fit between motivational style and job 
rewards. Teachers reported burnout, stress related health 
problems, lowered work productivity, inability to cope 
with work stress and job change consideration. Emotional 
fatigue, depression and less individual achievement are due 
to long term occupational stress and affect the academic 
growth of the students (Jennett et. al 2003). Rewards and 
Benefits serves as a motivating factor for teachers to 
perform well in the colleges. This also creates a healthy 
competition between teachers in using their overall skills in 
their performance and strives to increase the overall 
standard of the college (Kaur, 2012). Compensation plays a 
pivotal role in effectiveness of the university. Lesser 
compensation would not attract skilled and experienced 
people with great performance and would not help in 
achieving the quality in imparting education, while higher 
compensation might be an overhead with costs running 
more than the desired (Malarvizhi, 2012; Islam, 2012). 
This is a critical factor when we talk about social relations 
of an employee. University should strive to provide 
opportunity for every team member to showcase their 
talent, proficiency, skills, capacity and abilities (Zakari, 
Khamis & Hamadi, 2010) Utilizing teacher's capacities in 
areas other than their present position will help them to 
understand that management appreciates and identifies  
that what the staff has could provide to the university. This 
can also provide work variety and helps to break up the 
everyday grind of work and also helps to get free from the 
stress of the routine work (Gupta & Sharma, 2011).

Objective of Study

To map the profile of respondents on the basis of 
psychographic and demographic variables with respect to 
their perceptions towards different elements related with 
quality of work life and to study the impact of Quality of 
Work life on overall job satisfaction level and motivational 
level among teachers of universities

Problem Identified

Quality of work life has long been recognized as the key to 
growth of any organization including universities. The 
review of the existing literature reveals that a numbers of 
studies have been carried out on various aspects of quality 
but a very few comprehensive studies in this area could be 
found; which provides detailed information regarding 
quality of work life in universities of Punjab region. In the 
light of the above discussion comprehensive and detailed 
study regarding universities is of dire need. 

Methodology

The present study deals with different variables related to 
job satisfaction among Government university teachers. 
Every employee perceives these variables differently. As 
suggested by Maslow's theory that every employee has 
different level of needs. A variable which is important for 
one employee may not be equally important for other. Data 
were collected from 3 Government Universities of Punjab 
region. 

The faculty members were the basic sampling unit for the 
present study. The Universities were selected on the basis 
of year of establishment. The faculty members were 
approached to fill questionnaire. Of the 300 questionnaires 
that were distributed to faculty members, 83.33% complete 
questionnaires were returned. This resulted in a total 
sample of 250 faculty members. Data were collected 
through a structured, pre-tested and non-disguised 
questionnaire. To develop a list of information items for 
framing the questionnaire, previous studies were followed, 
experts suggestions were considered as well as online 
discussions were also held with other researchers. The 
suggestions led to meaningful modifications. The primary 
sketch of the questionnaire was pre-tested through personal 
interviews with 25 faculty members. This helped me to 
develop a final questionnaire. . The ten variables which 
positively contribute to the quality of work life were 
considered under study and matched with demographic 
variables with respect to their perceptions towards quality 
of work life. In order to find out significant differences 
ANOVA (one way) technique was applied. The obtained 
results were subsequently organized in various tables for 
analysis and interpretation. On the basis of 10 variables 
which positively contribute to their QWL. The following 
table shows different variables with their labeling.
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Analysis of variance of different variables (ANOVA) 
among different age groups. The results depicted in table 
5.9 shows that 10 variables were compared with different 
categories of age. Table 5.9 shows that there is one variable 
“Job Security” have significant impact on age. Its p 
values=0.0.3 is found to be less than 0.05 significance 
level. Further comparison between different age groups 

indicates that teachers working in public sector university 
prefer to have more job security. Mean values shows that 
Teachers between 25-30 have higher mean value 6.00 as 
compared to other age groups where as teachers between 
age group of 30-35 also scores mean value at 2nd highest 
level; 5.57. It can be concluded that public sector university 
teachers between age group of 25-35 prefer more job 
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security. Other nine variable's p value was found to be 
greater than 0.05 level of significance. Hence null 
hypotheses in case of these variables is not rejected which 

indicates that there is no significance impact of the 
variables like salary, promotion rewards recognition, scope 
for growth, friendly superiors.
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Table 3(a) & 3(b) depicting the results of ANOVA shows 
that p value of all the variables was found to be greater than 
0.05. Which indicate that there is no significant impact of 
different variables on educational qualification public 
sector to be statistically significant. It means as far as 
educational qualification was concerned all groups were 
similar in their attitude indicating thereby that  there was no 
difference of these variables on the basis of qualification. 
As far as mean values are compared with different level of 
qualification of teachers, higher qualified teachers prefer 

more job security, promotions, scope for career growth, 
leave plans. Higher qualified teacher's expectation is high 
as comparatively. Their supremacy in this regard may be 
attributed to certain factors like salary & benefits, lesser 
work load, job security and expect that more opportunities 
for growth are available as they fall in highly qualified 
category. Job security and better pay are two main 
attractions which lure most of the teachers for attaining job 
in public sector university. 
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It is obvious from the above analysis that freshers are more 
attracted towards rewards and recognition and they are 
more conscious about scope for career growth. Whereas 
comparatively experiences teachers expect higher salary 
and Leave plans. They are more satisfied if job security is 
provided to them. The above Table shows variables with 
teaching experience p value at 0.05 level of significant 
shows that all the obtained values are greater than 0.05 
hence there is no significant difference between these 
variables and teaching experiences, as far as mean values 
are compared, teacher having experience between 15-25 
expect more salary leave pay, job security, interactive & 
well behaved students where as “Rewards & Recognition” 
and “Scope for career growth” are were preferred by 
teachers having experiences of 2-5 years. These variables 
(Rewards & Recognition, Scope for career growth) play an 
important role to make a person satisfied. As these 
variables also create healthy family relationship, social 
recognition and recreational work for making a teacher to 
be satisfied with their job.

Conclusion

 Faculty of Public Sector University perceives that 
educational qualification was concerned; all groups were 
similar in their attitude indicating thereby that there was no 

difference of these variables on the basis of qualification. 
As far as mean values are compared with different level of 
qualification of teachers, higher qualified teachers prefer 
more job security, promotions, scope for career growth, 
leave plans. Higher qualified teacher's expectations are 
sky-scraping. There exists job satisfaction and self esteem. 
The employees are committed towards their duties and 
sufficient promotional opportunities are provided to 
deserving employees. Public university also provides 
maximum facilities to conduct research work as well as to 
perform other activities concerned with academics.
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