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Abstract 

Quality of Work Life is referred to all the organizational inputs which aim at the 

employees satisfaction and enhancing organization effectiveness. The purpose is to develop jobs 

and working condition that is excellent for employees as well as the economic health of the 

organization. It also refers to the satisfaction, motivation, commitment, and involvement of an 

individual experience concerning their line at work. The paper aims to study the concept 

“Quality of Work-Life” and the role it plays in enhancing the productivity and performance in 

the hospital. The purpose of the study is mainly to understand the quality of work life of the 

employees with significant factors like Working Environment, Training, and Development, 

Compensation & Rewards, Organizational Commitment, Job Satisfaction, etc. The research 

includes 104 employees who were designated as Staff Nurse, Technician, Executive and 

Manager in a Hospital.  The primary data can be analyzed using the statistical tool like ANOVA, 

Chi-Square, Regression, and Correlation 

Keywords: Quality of work life, higher productivity, working environment, performance. 

 

1.Introduction 

 The Quality of Work Life movement provides a value framework and a philosophy 

which has a long-term implication for the human development and enrichment. It tries to balance 

both the work and family life. Hence integrated approach to Quality of Work Life is required for 

the success of an individual and an organization.  Quality of Work Life considers employees as 

the asset of the organization, and it believes that employee performance will be enhanced by 

allowing them to manage and to make decisions. It motivates the employees not only their 

economic needs but also  

their social and psychological needs. The new generation workforce can be satisfied by 

concentrating job design and organization of work. The career and a personal life should be 

balanced by the employees in the organization to stabilize their Quality of Work Life. 

 

2.Need for the Study 

 The Quality of Work Life is the process of employment and non-employment condition 

of work. It is the multi-dimensional aspects of the working environment, training, and 

development, career growth, rewards, and compensation. This study covers the states the Quality 

of Work Life of the employee, i.e., their work stress, job satisfaction, working hours, 

environment and infrastructure. The study is to find out the employees expectation from the 

organization. By providing better Quality of Work Life will lead to high performance from the 

employees, dedication towards work, reduced absenteeism and higher productivity 

3. Statement of the Problem 

     In these days Quality of work life effort in a hospital’s setting is not easy because of the 

unique administrative structure and inherent complexities of modern hospitals. Quality of work 
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life directly affects organization’s ability to serve its customers. Efforts towards QWL 

measurement help in the efficient and effective allocation of resources to enhance productivity 

and stability of the workforce. By measuring the quality of work life, it increases positive 

attitudes of the employees towards the organization and enhances organization effectiveness and 

competitive advantage. Henceforth this study has been undertaken by the researcher to explore 

the factors influencing the quality of work life. 

4. Objectives of the Study 

1. To study the association between demographic variables and Quality of Work life 

2. To understand the difference between demographic variables and Independent factors of 

quality of work life 

3. To describe the relationship between independent factors and quality of work life. 

4. To study the effect of independent factors on quality of work life. 

5. To examine the association between quality of work life and outcome variable viz., 

Productivity 

5. Scope of the Study 

 Quality of Work Life is the major significant factors for the employees in the 

organization. The study covers employees Private hospitals.  A satisfied employee will be having 

a positive attitude towards his or her job and would go beyond the normal expectation in his or 

her job. 

6.  Limitations of the Study 

 The results of the study apply to the employees of private hospitals in Thanjavur only. 

The results may not be generalized to other regions. The period of study concerned with one 

month. The sample size of the paper is limited to 104 respondents. 

7. Research Methodology 

 This study is carried out by adopting the explanatory research design. The researchers 

have used both primary and secondary data. The primary data were collected from the 104 

employees of private Hospitals in Thanjavur through a structured questionnaire which has the 

reliability value of 0.820 (84.3 %) by applying Cronbach's Alpha Test. The respondents were 

chosen from all levels of employees of the hospital applying random sampling method. The 

researcher has used statistical tools such as descriptive analysis, Chi-square test, one way 

ANOVA & Multiple Regression for data analysis in this study. 

 

8. Conceptual Framework 

 

  

 

  

 

 

 

Figure No. – 1: Conceptual Framework of Quality of Work Life 
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9. Literature Review 

The author examined various components in the individual’s factors like individual’s 

lifestyle, satisfaction, career, and training and development, rewards and compensation. [1] The 

researchers focused on Quality work life among factory workers will lead to better performance. 

The employees with high commitment and positive work attitude would create support for the 

workers quality of work life.[2] The author describes that Quality of work life is based on 

performance. Quality of Work Life has positive relations with performance and developing 

human capabilities in the work organization. [3]  The researchers examined that quality of work 

life is defined by different factors such as work-life balance, social factors, economic factors, job 

factors. [4] the author examined that quality of work life is the degree to which members of a 

work organization are able to satisfy important personal needs through their experience in the 

organization. [5] 

The relationship of workers job satisfaction with their perception about organizational 

climate is very important. Workers perceiving organizational climate will increase in job 

satisfaction as compared to those who perceived organizational climate as autocratic or 

undecided.[6] The defined that the employees in the organization are rewarded for their work in 

order to motivate. [7] The satisfaction is the beliefs of the employees in the organization. The 

level of job satisfaction can be range from highly satisfied employees and highly dissatisfied 

employees. There are some factors that impact on job satisfaction such as working environment, 

rewards, coworkers, working time and their pay.[8] The job satisfaction is based on the 

organization effectiveness and efficiency. The employees are treated with motivational factors to 

fulfill the personal needs. It fulfills both the organizational objective and employee needs that 

results in job satisfaction. [9] The author discussed job satisfaction represents a combination of 

positive or negative feelings that workers have towards their work. Job satisfaction is closely 

linked to that individual's behavior in the workplace. [10] The authors examined the relationship 

between training and organizational performance. Training will effect in the performance of the 

employees in the organization.[11] 

The researchers discussed some of the difficulties associated with the accurate and useful 

evaluation of training effectiveness particularly in the department of soft skills which include 

skills relating to people management. [12] 

10. Results & Discussion 

The companies can no longer guarantee employees promotions to the top, it is important 

that training and development help employees with career planning and skills development and 

also impact in compensation & rewards of the employees. [13] Training and development 

function are related to the measurement and evaluation of training effectiveness that related to 

Quality of Work Life to satisfy the employees with suitable job design. [14] 
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Table No. 1 Chi-Square test between Demographic Variables and Quality of Work Life 

S. No Factors Sig. Decision 

1 Gender 0.560 Accept 

2 Age 0.017* Reject 

3 Marital status 0.037* Reject 

4 Qualification 0.001* Reject 

5 Position 0.000* Reject 

6 Experience 0.010* Reject 

Source: Primary Data 

(*=Ho accepted at 5% significance level) 

Ho: There is no significant association between demographic variables of the respondents 

and Quality of Work Life. 

From the table, the results show that there is no significant association between 

demographic factors age with Quality of Work Life, since null hypothesis is accepted (p>0.05). 

The results also show that there is a significant relationship between demographic factors such as 

age, marital status, qualification, position, experience with Quality of Work Life, since null 

hypothesis is rejected (p<0.05). 

Table No. 2 One way ANOVA for Age and independent factors of Quality of Work Life 

S. No Independent Factors F Significant value Result 

1 Working Environment 7.689 0.000* Reject 

2 Training And Development 0.973 0.409 Accept 

3 Compensation And Rewards 0.932 0.428 Accept 

4 Organizational Commitment 2.803 0.030* Reject 

5 Job Satisfaction 2.929 0.037* Reject 

Source: Primary Data 

(*= Ho accepted at 5% significance level) 

H0 – There is no difference between age and independent factors of quality of work life 

 From the above table, it is found that there is no difference between age and independent 

factors viz., training & development, Compensation & rewards, since null hypothesis is accepted 

(p>0.05). The results also show that there is the difference between independent factors such as 

working environment, organizational commitment and job satisfaction with the quality of work 

life, since null hypothesis is rejected (p<0.05). 
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Table No. 3Unstandardized Coefficients of Regression Model – Independent factors and 

Availability of opportunities 

S. No Predictors 
Unstandardized   

Co efficient 
Sig. 

  
B Std. Error 

 
(Constant) 0.877 0.348 0.013* 

1 Working Environment 0.404 0.085 0.000* 

2 Training and Development 0.013 0.084 0.880 

3 Compensation and Rewards 0.018 0.053 0.741 

4 Organizational Commitment 0.171 0.089 0.058 

5 Job Satisfaction 0.1

77 

0.0

86 
0.043* 

R Value = 0.718 R Square value=  0.516 

Source: Primary Data 

(Significance level: 5 % and p-value is > 0.05, null hypothesis is accepted) 

Ho: There is no effect of Independent factors of the respondents on availabilities of 

opportunities 

The above result of regression shows that the Independent factors Working environment 

and Job satisfaction (p<0.05) are statistically significant towards availabilities of opportunities. 

The R-Value represents the simple correlation and is 0.718, which indicated a high degree of 

correlation between the independent factors and Availabilities of opportunities. The R2 value 

indicated that 51 % (0.516) of the variance in dependent variable “Availabilities of 

opportunities” is explored by the independent factors. 

The significant Independent factors predictors’ values towards Availabilities of 

opportunities are shown below. 

 

 

 

 

 

 

Figure No: 2 Regression Model – Independent factors and Availability of opportunities 
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Table No. 4 Unstandardized Coefficients  

of Regression Model – Independent factors and Technical utilities 

S. No Predictors Unstandardized Coefficients 
Sig. 

  
B Std. Error 

 
(constant) 0.285 0.359 0.430 

1 Working  

Environment 
0.322 0.088 0.000* 

2 Training and Development 0.076 0.087 0.381 

3 Compensation and Rewards 0.043 0.055 0.437 

4 Organizational Commitment 0.404 0.092 0.000* 

5 Job Satisfaction 0.329 0.089 0.000* 

R Value = 0.763 R Square value=  0.582 

Source: Primary Data 

(Significance level: 5 % and p-value is > 0.05, null hypothesis is accepted) 

Ho: There is no effect of Independent factors of the respondents on Technical utilities. 

The above result of regression shows that the Independent factors Training & 

Development, Organizational Commitment and Job Satisfaction (p<0.05) are statistically 

significant towards Technical utilities. The R-Value represents the simple correlation and is 

0.763, which indicated a high degree of correlation between the independent factors and Quality 

of Work Life. The R
2
 value indicated that 58% (0.582) of the variance in the dependent variable 

“Technical utilities” is explored by the independent factors. 

 The significant Independent factors predictors’ values towards Technical utilities are 

shown below. 
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Figure No: 3 Regression Model – Independent factors and Technical Utilities 
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11. Findings 

 It is found that 47.1% respondents are male out of 104 total respondents and 52.9% of 

respondents are female. Among 104 Respondents 37(35.6%) respondents were in the age group 

20-25 Years,50(48.1%) respondents were in the age group of 26-35, 13(12.5%) respondents were 

in the age group of 36-45, 3(2.9%) respondents were in the age group  of 46-55, 1(1%) 

respondents were in the age group Above 56. Among 104 respondents 4(3.8%) were SSLC, 

4(3.8%) respondents were HSC, 34(32.7%) respondents were Diploma, 30(28.8%) respondents 

were UG graduates, 32(30.8%) respondents were PG graduates. Among 104 respondents 

18(17.3) were Staff Nurse, 28(26.9%) respondents were Technician, 49(47.1) respondents were 

Executive, 9(8.7%) respondents were Managers. 

 Among  104 respondents 15(14.4%) were Below 1 year of Experience, 36(34.6%) 

respondents were 2-3 Years of Experience, 33(31.7%) respondents were 4-5 Years of 

Experience, 20(19.2%) respondents were above Years of Experience. It is found that there is a 

significant association between demographic factors age with Quality of Work Life, hence null 

hypothesis is accepted. The result also shows that there is no significant relationship between 

demographic factors such as age, marital status, qualification, position, experience with Quality 

of Work Life, hence null hypothesis is rejected. It is found that the Independent factors Training 

& Development and Job Satisfaction are statistically significant towards welfare opportunities. 

The R-Value represents the simple correlation and is 0.784, which indicated a high degree of 

correlation between the independent factors and Welfare Activities. The R
2
 value indicated that 

61% (0.614) of the variance in the dependent variable “Welfare activities” is explored by the 

Independent factors. 

 It is found that the Independent factors Job satisfaction are statistically significant 

towards Employee suggestions. The R-Value represents the simple correlation and is 0.794, 

which indicated a high degree of correlation between the independent factors and Employee 

suggestions. The R
2
 value indicated that 63.2% (0.632) of the variance in dependent variable 

“Employee suggestions” is explored by the Independent factors. It is found that the Independent 

factors Organizational commitment is statistically significant towards Fringe benefits. The R-

Value represents the simple correlation and is 0.764, which indicated a high degree of correlation 

between the independent factors and Fringe benefits. The R
2
 value indicated that 58.3% (0.583) 

of the variance in the dependent variable “Fringe benefits” is explored by the independent 

factors. It is found that the Independent factors Training & Development, Compensation & 

Rewards are statistically significant towards Work Load. The R-Value represents the simple 

correlation and is 0.707, which indicated a high degree of correlation between the independent 

factors and Work Load. The R
2
 value indicated that 51 % (0.500) of the variance in the 

dependent variable “Work Load” is explored by the independent factors. 

 It is found that the Independent factors Working Environment, Training & Development, 

Organizational Commitment are statistically significant towards Employee Motivation. The R-

Value represents the simple correlation and is 0.718, which indicated a high degree of correlation 

between the independent factors and Employee Motivation. The R
2
 value indicated that 51 % 

(0.516) of the variance in the dependent variable “Employee Motivation” is explored by the 

independent factors. It is found that the Independent factors Compensation & Rewards, 

Organizational Commitment are statistically significant towards Organization Cooperation. The 

R-Value represents the simple correlation and is 0.739, which indicated a high degree of 

correlation between the independent factors and Organization Cooperation. The R
2
 value 
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indicated that 54.6% (0.546) of the variance in dependent variable “Organization Cooperation” 

is explored by the independent factors. 

 It is found is inferred that there is a significant relationship between Quality of Work Life 

and Productivity the significance value 0.10 which is greater than 0.05. So the null hypothesis 

(Ho) is accepted (p>0.05). It is found that the Outcome factor Productivity (p<0.05) are 

statistically significant towards Quality of Work Life. The R-Value represents the simple 

correlation and is 0.713, which indicated a high degree of correlation between the outcome factor 

productivity and quality of work life. The R
2
 value indicated that 50.8% (0.508) of the variance 

in dependent variable “Quality of Work life” is explored by the outcome factor. It is found that 

there is a significant relationship between Quality of Work Life and Productivity the significance 

value 0.042 which is greater than 0.05, Since the null hypothesis (Ho) is rejected (p<0.05).  

12. Suggestions 

 The Organization can focus on employee welfare by providing better compensation and 

rewards for the employees. The firm should create career growth opportunity within the 

environment that may lead to better employee performance and increase productivity, and more 

significant responsibilities can be developed among employees. As of Job Satisfaction has a high 

correlation with Quality of Work Life, so the firm must take further steps to increase Higher 

productivity. Helping the employees to balance both the work life and personal life, it 

encourages them to stay with the organization. The organization should focus on low-level 

employees to enhance employee relations within the organization may lead to higher 

productivity. 

13. Conclusion 

“It’s all about the quality life is a happy balance between work and family and friends” - Philip 

Green 

 A good human resource practice would encourage all employees to be more involved 

while enjoying their work. It is the method to motivate the employees to participate in decision 

making. The Quality of Work Life mainly to enhance and utilize human resource efficiently to 

satisfy the employee's psychological needs for self-esteem, commitment, and recognition and 

work involvement. This study helps to identify the factors that define the quality of Work Life. 
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