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Abstract 

With the increasing competition and changing environment, organization’s success is 

largely dependent on how it attracts recruits, motivates and retains its workforce. A growing 

number of today’s organization recognized that quality of work life is one of the human 

resource strategy to promote and maintain an orderly atmosphere for employees to work 

effectively so as to satisfy both organizational objectives and employees needs. The present 

study aims to explore the staff members’ perception about the factors affecting Quality of 

work life by taking case study on MARKFED, Chandigarh. The results of the study come out 

that there is significant difference in staff members perception about Quality of Work life 

while taking into consideration their age and gender .A strong correlation exists between 

quality of work life and job satisfaction. It means that Quality of Work life measures have 

positive Impact on Job Satisfaction. This result signify that Quality of Work life measures at 

MARKFED are good.  
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Introduction 

In the era of globalization of market economy, hyper competition and uncertainty of 

rapidly changing environment, the success of the organization is highly dependent on how it 

attracts, recruits, motivates and retain its workforce. A growing number of today’s 

organization recognized that quality of work life is one of the human resource strategy to 

promote and maintain an orderly atmosphere for employees to work effectively so as to 

satisfy both organizational objectives and employees needs. Quality of work life (QWL) is a 

multifaceted concept implying the concern for the members of the organization irrespective 

of the level they belong. It can be defined as a measure of how good your work is for you. It 

is an impact of work on people as well as on organizational effectiveness. It covers person’s 

perception, a feeling about every dimension of work including economic rewards and 

benefits, security, working conditions, organizational and interpersonal relationship and 

intrinsic meaning in a person’s life. In today’s society the picture of the relationship between 

traditional approach towards work and financial rewards is becoming blurred. Now days, 
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many people refuse to accept the contrite kind of work life that is prevalent in most of the 

industrialized nations. The basic concept underlying the QWL is what has come to known as 

the humanization of the world.  

Quality of work life is a philosophy, a set of principles, which holds that people are the 

most important resource in the organization as they are trustworthy, responsible and capable 

of making valuable contribution and they should be treated with dignity and respect. The 

elements that are relevant to an individual’s quality of work life include the task, the physical 

environment, social environment within the organization, administrative system and 

relationship between life on and off the job. Quality of work life is a major factor which 

affects many organization variables like commitment, culture, job involvement, job 

motivation and job satisfaction.  

 

Review of Literature 

Survey of Employee Benefits (2008) says that: More than 3,400 companies were surveyed 

in 2007 about health care benefits, flexible benefits, paid time-off, holidays, vacation, 

child/parent/spouse care, tuition assistance, credit unions and mileage allowances. The survey 

covers exempt, non exempt office and non exempt plant employees and results are presented 

by type of industry, size of employer, and geographic region. The average health care cost per 

employee was $7,490 in 2007 and health care spending increased 5 percent. In healthcare 

organizations, quality of work life (QWL) has been described as referring to the strengths and 

weaknesses in the total work environment .Characteristics that describe the overall 

organization are viewed as part of the behaviour and reward system of the staff working in 

that setting. Organizational features such as policies and procedures, leadership style, 

operations, and general contextual factors of the setting, all have a profound effect on how 

staff view the quality of their work life. QWL is an umbrella term which includes many 

concepts. Therefore, concentrating on only one job characteristic, whether it is wages or 

management style, is an inadequate approach to assessing QWL. Because the perceptions 

held by employees play an important role in their decisions to enter, stay with or leave an 

organization, it is important that staff perceptions be included when assessing QWL. The 

result of the study showed although job satisfaction is not QWL, perception of QWL is often 

assessed using job satisfaction surveys. 
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Khanna Achal  (July, 2007) under   the title “Job satisfaction and performance “found that 

one hallmark of a socially responsible organization was its success in achieving not only high 

performance outcomes, but also in helping its team members experience a high level of job 

satisfaction. She found that Quality of work-life (QWL) was a key indicator of the overall 

quality of human experience in the workplace. QWL expressed a clear way of thinking about 

people, their work, and the organization in which their careers were fulfilled. QWL 

established a clear objective that high performance can be achieved with high job satisfaction. 

Khanna Achal (July, 2007) under the title “Quality of work life” focused on achieving high 

job satisfaction. She found that Achieving high job satisfaction needed some simple 

strategies. She found that team members should offer a variety of meaningful tasks. 

Repetitive routine works often lead to job dissatisfaction. As a leader, one should think about 

introducing application of creativity in their work. Rotate the staff to different tasks at regular 

intervals so that their work remained challenging. He suggested that by giving more 

responsibility to empower the team members. Allow them opportunity to self pace 

themselves. He suggested giving frequent and non-critical feedback on performance and 

providing opportunity for self-development to overcome inadequacies. People like to feel in 

control of them to feel good about them a key component of job satisfaction!  

Kumar M. Dileep (May, 2007) under the title “Perceptional gap" 

on Reward Management System” focused on the importance of Reward Management System 

in any organization. He found that Reward system usually meant the financial reward an 

organization gives its employees in return for their labor.  While the term reward system, not 

only includes material rewards, but also non-material rewards. The components of a reward 

system consist of financial rewards (basic and performance pay) and employee benefits, 

which together comprise total remuneration. They also include non-financial rewards 

(recognition, promotion, praise, achievement responsibility and personal growth) and in 

many case a system of performance management. He found that recent researches on 

industrial unrest and rest indicated that reward criteria of the organizations both financial and 

non-financial rewards had tremendous influence upon the employees and employers 

performance and upon quality of work life provided to employees of the organization. 

Mats Hagberg and Gunnar Ahlborg (2006) wrote their research papers on the importance 

of occupational and environmental health. He in Finland observed that the whole work 

system would be considered when evaluating health effects. They have focused in their 

research on prevention of stress, accidents and illness. They suggested that the work 
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organization should provide training, supervisory support, participation of employees in 

decision making, job/task design and good work    environment (includes social, physical), 

technology and reliability to the employees. 

K. Vijayaragavan (senior Scientist in the Division of Agricultural Extension at the Indian 

Agricultural Research Institute, New Delhi) and Y. P. Singh (May, 2005) under the title- 

“Improvement of the Quality of work life” focused on the training in their research. They 

realized that training individuals played only a limited role in the development of 

organization. They suggested that there would be need fro improving the quality of work life 

through making the job more satisfying and productive. The factors such as the nature of the 

job or the role and involvement of the employees in work decision would be important 

factors for improving the quality of work life. They suggested the methods such as job 

enrichment, job design and role interventions. According to their research, job enrichment 

programmes were successful in improving the quality of work and job satisfaction; however 

job enrichment had a limited view of the job. They focused on job design which aimed at 

increasing the quality of work life through treating the employees as human beings and 

emphasizing their development and involvement in work decisions on the basis of 

humanization of work. Their study also emphasized on participation in management, 

autonomy, adaptability and variety. The concept of job design could be used to improve the 

quality of work life of employees. 

 

Collen Yulie (2005) under the title " Life friendly policies: Do they really facilitate work/life 

balance?" discussed the impact of life friendly policies on work life balance. It was focused 

that life friendly human resources policies and practices were offered in the workplace to 

minimize the conflict between the work and personal life. It has been well documented that 

an employee’s inability to balance work and non-work related responsibilities had resulted in 

negative consequences such as increased stress. It was studied that the existence of friendly 

policies did not always guarantee employee’s adaptation of such policies. Also it was 

investigated that the employee who took up friendly policies lack commitment to their work. 

The study also showed that the employees who perceived less managerial support were less 

likely to find life friendly policies helpful for balancing work and non-work life. 

 

Rose Dennis (2005) found that work practices could influence a wide range of employees' 

attitude and behavior. These work practices were designed to increase skills and motivation. 
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He found that involvement oriented work practices have positive effect by influencing 

employee’s experience of power, rewards, information, group relations and knowledge. The 

research showed that involvement related human resource practices were found to impact on 

work outcomes. High involvement work processes explained significant variance in 

outcomes between HR practices. The researcher focused on impact of employee involvement 

–oriented human recourse practices on work outcomes in the organization. 

 

GMR Research Team (July-Sept, 2004), under their title “Managerial Compensation and 

Quality of Work Life” focused that Pay policies have a positive relationship with firm 

performance for different business strategies. They found that Pay policies are clearly under 

management control and were the most visible elements of an organization’s motivation and 

reward system and directly affect the quality of work life of any organization. Although firm 

performance could be perceived as a determinant of executive pay, the shape of an executive 

pay package might also influence firm performance. They found in their research that the 

concept of pay for performance had gained wide acceptance, but the link between incentive 

pay and superior performance was still too weak. Reforms must be adopted at all levels of the 

organization. Shareholders would appreciate changes in pay schemes that motivate 

companies to deliver more value to the quality of work life of the organization. 

 

Briana Jessica Bastian (Summer 2004) under the title-“Work/Family Benefits Preferences: 

Assessing Differences by Gender and Ethnic minority Status” focused on Work/Family 

Benefits Preferences in her study. She determined which groups placed the greatest 

importance on work/family benefits (example, childcare, maternity/paternity leave, and 

telecommuting) and how important wok /family benefits were when deciding to pursue a job 

or accept an employment offer. Women assigned significantly higher importance ratings to 

work/family benefits than men, and compared to their non-minority counterparts, ethnic 

minorities placed greater importance on and reported higher utilization of eldercare benefits. 

Ethnic–minorities perceived work/family benefits overall as significantly more important as 

did non-minority employees .Ethnic minorities also reported higher utilization of work/family 

benefits.  

 

Hermes, Ampere (2004). He had done in his study on occupational safety and health 

strategy. He focused on the importance of work and working conditions for the well being of 
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people and society. He observed that the occupational safety and health wise based on the 

concept of a good working environment. He observed that the culture of the occupational 

safety and attitudes towards the development of working conditions were changing in a 

positive way. He observed that goal directed work for occupational and health had reduced 

the number of occupational accidents and illnesses. He found that the employees affect the 

development needs of working conditions and the direction of occupational safety and health. 

He suggested in his thesis that employees had to take into account everything as regards the 

quality of work life, working conditions, working skills in order to protect the employee from 

exposure to accidents or risks to his/her health. 

 

Ann Robbins (August, 2002) found that work could be a very satisfying experience for 

many people; work defined a large piece of their identity. Work sometimes became problem. 

According to his research, work-family conflict resulted when the needs of the family and the 

needs of the workplace could not both be met because of time and effort required by one of 

these roles made it difficult to fulfill the other. Work-family conflict could have negative 

effects on physical and psychological health and overall quality of life. According to his 

findings, the employer had a role in balancing or mediating work-family conflict by creating 

formal programs and fastening an organizational culture that would help people to reduce or 

eliminate work-family conflict in their lives. 

 

Sanat Kumar and Mahapatra (March, 1999) had studied some Epidemiologic Aspects in 

Zari Embroidery Sector at Shivajinagar in Mumbai. In their study, they focused on the 

improvement of health and working conditions, low wages and long working hours. They 

focused on employees’ work related conditions due to bad and unsuitable work design. They 

found that the working conditions were unhygienic and environment was unsatisfactory. The 

study suggested three plans in industry at 3 levels for the betterment of laborers –Action at 

local community level, at native town of labor and at national as well as international level 

regarding quality of work life.    

 

Hodkiewicz, Gerald (16 Feb,1999) under the title –“Engaging the Workforce in the 

Execution of Strategic Plans” focused on engagement of the workforce in the execution of the 

strategic plans .In his research he discussed that why in most of the organizations the 

implementation and execution of strategic plans failed. Typically the plans developed by a 



JOURNAL OF INTERNATIONAL ACADEMIC RESEARCH FOR MULTIDISCIPLINARY 
Impact Factor 3.114, ISSN: 2320-5083, Volume 4, Issue 9, October 2016 

 

77 
www.jiarm.com 

selected group of top managers and execution of the plan are disjointed due to a lack of 

understanding and commitment by the remaining organization. This thesis focused on a 

methodology to engage an organization workforce in the execution of a strategic plan. The 

process involved a unique format which enables the management to communicate the plan to 

workforce. The researcher focused on the employee involvement teams, input from all levels 

of the company and importance of communication at all levels during the implementation 

process. 

Judy L. Agnew and William K. Redmon, (June,1992), indicated that the organization 

might have the latest technology, well -thought out strategic plans, detailed job descriptions 

and comprehensive training programmes, but unless the people are rewarded for their 

performance-related behaviors, the "up-front" variable (technology, plans and so on) or the 

rules that govern their behavior have little impact". They found that the pay and allowances 

as the most important factor causing satisfaction or dissatisfaction to workers. Steve Williams 

and Fred Luthans (1992) stated that, "the choice of reward interacting with feed back had a 

positive impact on task performance".  

Dass.H (May, 1992) under his topic- “Employees Empowerment: A key to intrinsic 

motivation” focused on empowerment. He found that empowerment as one of the most 

effective ways of enabling employees at all levels to use their creative abilities to improve the 

performance of the organization they work for, and the quality of their own working life. 

According to him employee empowerment was a process whereby a culture of empowerment 

is developed information—in the form of a shared vision, clear goals, boundaries for decision 

making, and the results of efforts and their impact on the training and experience was 

developed; resources, or the competency to obtain them when needed to be effective in their 

jobs, are provided; and support in the form of mentoring, cultural support, and 

encouragement of risk-taking was provided. He suggested that instead it must create an 

environment that allows employees to become empowered on their own.  

Melissa Bolling (May, 1992) under the title-“Effects of Leadership Style, Need for Control, 

Gender and Commuting Experience on Managers’ Attitude toward Telecommuting” focused 

on one of the critical obstacles to widespread adoption of telecommuting in her research .She 

focused on effects of  leadership style, Managers’ Attitude toward telecommuting. The 

following variables were studied: leadership style, trust, as measured by need for control: 

gender: and commuting experience. Gender proved to be the only variable significantly 
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related to interest in telecommuting .Females expressed more interest in telecommuting 

.Telecommuting contributed towards better quality of work life. 

 

Pirkey, James (May, 1990) under the title –“Employee Involvemement - Concepts, 

Programs and Rewards” focused on the employee involvement in order to change the work 

environment. It could be used to generate ideas and to solve problems. Employees’ problems 

recognized that every employee, from least skilled, to most skilled, had some particular talent 

or skill. By the employee involvement the work would become more challenging and 

interesting for employees as that affect their job. He found that employee involvement offer 

not only job satisfaction but also more direct rewards such as higher pay or job security. He 

suggested that these programs could benefit both company and employees by using its most 

valuable effective resource -people. Employee involvement program could increase 

efficiency, productivity and the job satisfaction as well as it determined long range growth of 

company in competitive business world. 

 

Poopaiboon , Adisak (May,1989) under the title-“Changing Organzation Culture” discussed 

that, the top executives and managers believed that the successful innovation with an 

organizational change in culture could lead to great success in  business world. If an 

organization could not identify its culture, it is difficult for employee to adjust goals. He 

focused on results of changing organization culture: improving companies in a long term 

growth, improvement in employees' value, increased employee productivity. He focused on 

options of changing organization culture such as: autonomy, communication, participation, 

quality of work life, and training. These changes would have an effect on organizational 

performance in long run. 

 

Hannes, Joseph William (Sept, 1986) under the title –“A Study of the Human Side of 

Productivity” studied that the human side of productivity. He studied that by improvement in 

human relations by itself greatly improved productivity. He focused on the fact that industry 

traditionally treats its style of management and it must foster creative plans which cause 

workers to help their company to survive. He suggested that the majority of the workers 

could be made to feel secure. The confidence of workers could be win through job security , 

challenging work , praise and rewards , leadership, constructive appraisal , quality of work 

life according to Hannes. He found that the people were only the key factor in improving 
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productivity. Thus he focused on the understanding the nature of its people and of the 

organization in which they would work and also the needs of the workers at the working 

place. 

 

Barron and Loewenstein (1989) under the title “Job Matching and on the Job Training”, 

examined the impact of on the job training on starting wages, wage growth, production 

growth and employees higher standard. Data was collected from 2625 employees in various 

industries and locations across USA. They found that during the first three months, 30% of an 

employee’s time on average is spent on training. They observed that training and starting 

wages are uncorrelated. They also found that training and wage growth are positively 

correlated. They observed that training and productivity growth are positively correlated 

(10% increase in training leads to 3% increase productivity growth rate).Thus training and 

job match contributes towards better quality of work life. 

 

Sayeed and Sinha (1981) found in their study that strong and significant and positive 

relationship between quality of work life and job satisfact 

 

 RATIONALE OF THE STUDY  

In this competitive business world it is very difficult to attract, motivate and retain 

skilled and competitive employees. So in order to attract, motivate and retain employees, the 

Quality of Work Life helps to make a balance between work and family in order to avoid 

work/family conflicts. QWL is playing an important role in this competitive business world. 

Its scope is wide due to its friendly policies to employees. 

QWL has considerable impact on attitude and behavior of the employee, job 

satisfaction and an employee absenteeism and turnover. Employees are affected by the 

quality of work life in which they live and work. So this study will be helpful in 

understanding the various effects of factors of quality of work life. By providing QWL 

programs organizations can reduce absenteeism, turnover rate and enhance productivity by 

enhancing employee morale. 
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Objectives of the study 

 The study is focused on achieving the following: 

1. To explore the staff members’ perception about the factors affecting Quality of work life at 

MARKFED. 

2. To study whether an individual’s perception about Quality of work life varies with one’s: 

i. Age 

ii. Gender 

iii. Hierarchical level 

iv. Education 

v. Tenure in the organization 

vi. Monthly Salary 

 

3. To assess the level of job satisfaction among staff members with respect to the various 

facets of Quality of work life 

4. To suggest measures to improve quality of work life of staff members at MARKFED, 

Chandigarh. 

 

Research Methodology 

 Scope of the Study  
The study being undertaken is about quality of work life. The study is conducted on 

staff members of MARKFED, to understand the prevailing quality of work life, the 

employees’ perception about the same and their satisfaction level at MARKFED. The 

research is descriptive in nature. Research methodology is a way to systematically solve the 

search problems. It may be understood as a science of studying how research is done 

scientifically. In it we study the various steps that are generally adopted by a researcher in 

studying his research problems along with the logic behind them. The specification leads to 

the purposeful investigation all those methods which are used by the researcher during course 

of studying his/her research problems are termed as research methodology. 

Population 
The population consists of all the staff members of MARKFED, Chandigarh 
 
Sampling Design 

 Stratified Random Sampling technique is used. 
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Sample Size: 
It indicates the numbers of people to be surveyed. The sample size for the study is 100 staff 
members. 
 
Research Vehicle: 
 The research that carried out here is descriptive in nature. Descriptive research or statistical 
research provides data about the population or universe being studied.  
 
Data Collection 
Data is collected through primary as well as secondary sources. 
 
Primary Data: The data which is collected afresh and for the first time. It happens to be 

original in character. Data is collected through questionnaire having 22 questions to assess 

their quality of work life and  Personal Interview method is used. 

 

 Secondary Data  

1. Website of the company i.e. http:// www.markfed chandigarh.co.in 

2. Company’s records, files and manuals. 

3. Other websites and textbooks-please refer bibliography. 

 
Tools of Data Analysis: 
 Questionnaire 

 Summated score attested by using Likert scale 

 

 Limitations 
As the research is based on a sample, therefore, findings may not reveal the factual 

information about the research problem, though an utmost care has taken to select a truly 

representative sample. In this survey there may be certain errors due to these factors: 

 Since all the respondents did not give all the information and responses accurate so that 

appropriate conclusion can not be drawn. 

 The information provided by the individual may be biased. 

 Time constraints will be a major limitation for the study. 

 There may be sampling mistake while collecting the data. 

 Due to lack of awareness it is difficult to get proper data from employees. 

 Only the small sample from MARKFED is taken to study the quality of work life which 

is not sufficient to predict the prevailing QWL. Sample size is very small i.e. 100 .It will 

limit the reach to a small extent. 
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 Generally the respondents were busy in their work & were not interested in responding 

rightly. 

 

Summated Score of Statements assessing Quality of work   

 

 

S.No.                    Statements A B  C D  E    Summated 
Score 

1. I am clear about my duties and responsibilities at work. 37 
 

46 17 0 0 4.2 

2. I have the opportunity to use my abilities at work 29 47 24 0 0 4.05 

3. I am paid fairly for the job I do, given my experience 
and qualification. 

11 38 43 8 0 3.12 

4. I am satisfied with the employee fringe benefits and 
services provided by the organization. 

39 52 7 2 0 4.28 

5. My current working hours /patterns suit my personal 
circumstances.  

10 73 17 0 0 3.93 

6. I receive appropriate recognition for my contribution. 17 60 22 1 0 3.93 

7. I am given feedback which helps me to monitor my 
performance. 

43 50 6 1 0 4.35 

8. I work in a safe environment. 48 42 10 0 0 4.38 

9. I am satisfied with the career opportunities available 
for me here. 

31 53 15 1 0 4.14 

10. I am encouraged to develop new skills. 19 50 28 3 0 3.85 

11. I often feel excessive levels of stress at work. 16 50 31 3 0 3.79 
12. I am satisfied with the training I receive in order to 

perform my present job. 
14 65 21 0 0 3.93 

13. The working conditions are satisfactory. 21 54 23 2 0 3.94 
14. I feel my job is secure.  47 45 8 0 0 4.39 

15. My work is as interesting and varied as I would want it 
to be. 

23 49 24 4 0 3.91 

16. I receive the respect at work I deserve from my 
colleagues. 

34 46 14 6 0 4.08 

17. Employees suggestions are considered in the 
organisation. 

57 33 10 0 0 4.47 

18. Grievances are handled well in the organization. 44 40 13 3 0 4.25 

19. I am able to achieve a healthy balance between my 
work and home life. 

8 37 43 12 0 3.41 

20. I am proud to tell others that I am part of this 
organization. 

5 50 45 0 0 3.60 

21. I am satisfied with my job. 17 52 29 2 0 3.84 

22. I am satisfied with the overall quality of my working  18 52 29 1 0 3.87 
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Interpretation: 

All the statements studying Quality of work of staff members are assessed by using Likert –

Type Scale. Each statement in the questionnaire carries a score and the responses of staff 

members are known through this by calculating Summated Score for each statement. 

 
A 
Strongly 
Agree (5) 

B 
Agree 
(4) 

C 
Neither Agree 
nor  
Disagree (3) 

D 
Disagree 
(2) 

E 
Strongly 
Disagree (1) 

 
Summated Scores indicate respondents agreement or disagreement towards the given point of 

view and are used to interpret their response as a whole. Score less than 3 indicates 

unfavourable response and greater than 3 favourable response. 

 

The Score of each statement is greater than 3 which show that all in all quality of work 

life of staff members is good at MARKFED, CHANDIGARH. The highest summated 

score (4.47) is of statement 17.ie Employees Suggestions are considered in the organization.  

And Lowest (3.12) I am paid fairly for the job I do , given my experience and qualification. 

 

Highest Summated Score means that employees’ suggestions are considered in the company 

and hence employees feel motivated by considering and implementing their suggestions. This 

shows that company as participative management and it is adding value to prevailing quality 

of work life by inviting employees’ suggestion more and more. 

Lowest Summated Score depicts maximum number of staff members don’t agree with the 

statement that their salary is fair with respect to their experience and qualification which 

means Company should increase their Salary to a little extent to satisfy more and more 

employee. 

Statements in order of their Summated Score(highest to lowest): 
 
 Employees’ suggestion are considered. 

 Job Security. 

 Safe Environment 

 Feedback to monitor performance. 

 Employee fringe benefits and services provided by the organization. 

 Grievances are handled well in the organization. 

 Clarity about duties and responsibilities at work. 
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 Career opportunities available. 

 Respect at work from colleagues. 

 Working conditions are satisfactory. 

 Training 

 Appropriate recognition for contributions. 

 Current working hours suit personal circumstances. 

 Work as interesting and varied as wanted. 

 Encouraged to develop new skills. 

 Excessive levels of stress. 

 Balance between work and home life. 

 Fair salary with respect to experience and qualification. 

 
 

SUMMARY & CONCLUSION 

 QWL is playing an important role in this competitive business world. Its scope is 

wide due to its friendly policies to employees. QWL has considerable impact on attitude and 

behavior of the employee, job satisfaction and an employee absenteeism and turnover. 

 This study is helpful in understanding the various effects of factors of quality of work 

life on the life of staff members at MARKFED, As MARKFED is providing maximum 

measures of Quality of Work Life to its staff members and maximum number of staff 

members are satisfied with its measures. So from the study results it is concluded that 

MARKFED is providing good quality of work life to its staff members. 

 The project not only aims at examining the roles of various facets of Quality of work 

life among staff members but also determine whether there are certain combination of factors 

that influence Quality of work in a Company to a greater or lesser extent. The study has put 

forward recommendations to the Company in terms of areas on which to focus with reference 

to change and improvement in practices.   

 The objectives that were to be studied were To conduct the study about quality of 

work life measures at MARKFED to study the effect of age, gender, tenure, educational 

qualification ,monthly salary and hierarchical level on the quality of work life of staff  

members, to know the level of job satisfaction among staff members with respect to quality 

of work life  and to give suggestions about quality of work life.  

 The results of the study come out that there is significant difference in staff members 

perception about Quality of Work life while taking into consideration their age and gender .A 
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strong correlation exists between quality of work life and job satisfaction. It means that 

Quality of Work life measures have positive Impact on Job Satisfaction. This result signify 

that Quality of Work life measures at MARKFED  are good. 

 My study is also supported by many other studies. Various studies on quality of work 

life have been carried on in India and abroad and it has been found that quality of work life is 

the degree of excellence brought about work and working conditions and participative 

management which contribute to the overall satisfaction, performance and motivation 

primarily at the individual level but finally at the organizational level. According to RAO 

AND PEREIRA(1989) Quality of work life had strong relationship with motivation and job 

satisfaction. 

My study is also supported by other studies. BMC Health Services Research. 

Research Article “Organisation Specific Predictors Of Job Satisfaction Finding From A 

Canadian Multisite Quality Of Work Life Cross Sectional Survery” Poll Kringer, Kelvin 

Brazil, Dynne Lohfield and H Gale Adman: organizational features can effect how staff 

views their quality of work life as an important consideration for the employers interested in 

improving job satisfaction. Moderated regression analysis were used to assess the degree to 

which indirect indication of job importance moderated the relationship between job 

satisfaction and life satisfaction. It was hypothesized that job satisfaction and life satisfaction 

was positively related to quality of work life 

 

FINDINGS OF THE STUDY: 

 The study revealed that at MARKFED there are 7 factors which effect their Quality of 

work Life the most and these are: 

1. Participative Management. 

2. Salary. 

3. Training and development. 

4. Safe Environment. 

5. Stress level. 

6. Work life balance. 

7. Working Conditions. 

 The study shows that at MARKFED, there is significant difference in quality of work 

life of staff members while taking into consideration their age. This means that 

different age group of employees have different perception about Quality of work life. 
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 There is significant difference in staff members’ perception about Quality of work life 

while taking into consideration their hierarchical level. 

 There is significant difference in staff members’ perception about Quality of work life 

while taking into consideration their gender. This means that men and women have 

different perception about their Quality of work life. 

 There is significant difference in staff members perception about Quality of work life 

while taking into consideration their educational level. 

 The study shows that there is significant difference in staff members’ perception 

about Quality of work life while taking into consideration their tenure in the 

organization. 

 The study reveals that there is significant difference in staff members’ perception 

about Quality of work life while taking into consideration their monthly salary. 

 Overall Staff members Quality of Work life is good.  

 Out of 100 respondents, 60 are males and 40 are females. 

 

OTHER FINDINGS: 

 Maximum numbers of staff members are clear about their duties and 

responsibilities at work. 

 Employees at MARKFED have enough opportunities to use their abilities at work 

which is adding value to their prevailing Quality of work life. 

 Moderate numbers of staff members are satisfied with Salary. 

 Company is providing fringe benefits and services according to the needs of the 

employees in order to make employees satisfied. These fringe benefits and 

services are adding value to prevailing quality of work life. 

 The current working hours of Company suits the personal circumstances of many 

staff members.  

 Employees receive appropriate recognition for their contributions. 

 Company provides attractive opportunities for career growth and improvement of 

employees. 

 Company has excellent interpersonal relationship with superiors and subordinates. 

 Most of the employees are satisfied with their overall job security at MARKFED. 

 Maximum number of employees are satisfied with the training and development 

provided to enhance their skills. 
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 Maximum numbers of staff members often feel excessive levels of stress at work. 

 Employees’ suggestions are highly considered in the company to make employees 

participation as motivating factor. 

 Grievances Handling Mechanism is well organized in the organization. 

 The employees want the following changes in their organization: 

(a) More authority to do job well and effective. 

(b) Management should work upon their Salary and other economic benefits to a little extent. 

(c) More training programs and seminars to enhance the skills. 

 

RECOMMENDATIONS: 

The MARKFED at Chandigarh is very good, big and successful company. It is progressing 

by leaps and bounds. Its turnover increase year by year which results in strengths, its hard 

working people, strict quality control, clear objective and continue product improvement. On 

the basis of the research conducted and the key findings, I would like to give following 

suggestions for the progress of MARKFED: 

 The MARKFED should provide more authority to employees to do their job 

effectively. 

 The MARKFED should seek more participation from employees in order to provide 

participative management which improves quality of work life so that employees feel 

that there views and ideas should be valued and considered. 

 The organization should provide compensation and other fringe benefits which 

matches employees’ responsibilities. So MARKFED should revise its compensation 

policy. 

 More and more training opportunities should be provided to employees for their skill 

enhancement. 

 Salary should be paid according to Knowledge Aptitude and Skills of the Employees. 

Since, it is an important contributor to the job satisfaction.  

 As Employee of the Year award is given to managerial level employees only, it 

should also be introduced for clerical level employees to motivate them. 

 
 
 
 
 



JOURNAL OF INTERNATIONAL ACADEMIC RESEARCH FOR MULTIDISCIPLINARY 
Impact Factor 3.114, ISSN: 2320-5083, Volume 4, Issue 9, October 2016 

 

88 
www.jiarm.com 

Bibliography 
1. Aswathappa, K (2002), Human Resource and Personnel Management, 3rd edition, New Delhi, Tata McGraw-Hill 

Publishing Company Limited. 
2. Dessler, Gary, (2005) Human Resource Management, 2nd edition, New Delhi, Pearson Education. 
3. Gupta, Shashi K; Joshi, Rosy (2007), Human Resource Management, 5th edition, Ludhiana, Kalyani Publishers. 
4. Robbins, P.Stephen and Sanghi, Seema (2007), Organization Behaviour, 11th edition, New Delhi, Pearson 

Publications. 
5. Singh, Harpreet and Kaur Harjeet (2007), Concepts and Practices of Research Methodology, 1st edition. New 

Delhi, Kalyani Publishers. 
6. http://www.markfed.com 

7. http://www.indiatogether.com 

8. http://www.bus.qut.edu.au 

9. http://www.hr-guide.com/data/G000.htm 

10. http://www1.umn.edu/ohr/comp/job_analysis_pages/job_analysis_index.html  
11. http://www.toolkit.cch.com/text/asp. 

12. http://humanresources.about.com/od/policiesproceduressamples/l/aajob_descrip2.htm 

13. http://www.informaworld.com/smpp/content~content=a757628682~db=all 
14. http://www.msoe.edu/library/msem_thesis/msem_t.shtml 
15. http://links.jstor.org/sici. 
16. http://www.blackwell-synergy.com/doi/abs. 

17. http://www.umass.edu/tei/wrrc/WRRC2004/pdf/barlow/9chapter%205. 

18. http://www.citehr.com/search_new.php?q=QUALITY+OF+WORK+LIFE&start=20. 

19. http://www.123eng.com/forum/viewtopic.php?p=50931. 

20. http://www.icmr.icfai.org/casetudies/catalouge/Human%20Resource%20and%20Organ. 

21. http://www.manpower.usmc.mil/portal/page?_pageid=278,2008501&_dad=portal&-sc... 

22. http://www.sm.ee/engtxt/pages/goproweb0432. 

23. http://www.indianmba.com/Faculty_Column/FC162/fc162.html 
24. http://www.expresspharmaonline.com/20070131/pharmalife03.shtml 
25. http://csulb.edu/~psych/gradprgm/alumni/thesesiso/mullgaard.html. 
26. http://www.123eng.com/forum/viewtopic.php?p=50931 

27. http://www.etgmr.com/GMR_JulySept04/art04.html.  
28. http://www.fao.org/docrep 

 
 
 
ANNEXURE 
 
Questionnaire 
This questionnaire is designed to provide you with the opportunity to tell us how you feel 
about  
work life at ”MARKFED”. I hereby declare that all the information provided by you is 
strictly  
for the purpose of research and shall not be used for any other purpose. You will have the  
opportunity to evaluate both your job satisfaction and many other aspects of Quality of Work  
Life.I request you to read the following before you proceed further. 
 
To what extent do you agree with the following? Please rate according to the following 
scale: 

 A = Strongly Agree  
 B = Agree  
 C = Neither agree nor disagree 
 D = Disagree  
 E = Strongly Disagree 
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S.No
.      

                  Statements A B  C D  E    

1. I am clear about my duties and responsibilities at work.  
 

    

2. I have the opportunity to use my abilities at work      

3. I am paid fairly for the job I do, given my experience and 
qualification. 

     

4. I am satisfied with the employee fringe benefits and services 
provided by the organization. 

     

5. My current working hours /patterns suit my personal 
circumstances.  

     

6. I receive appropriate recognition for my contribution.      

7. I am given feedback which helps me to monitor my 
performance. 

     

8. I work in a safe environment.      

9. I am satisfied with the career opportunities available for me 
here. 

     

10. I am encouraged to develop new skills.      

11. I often feel excessive levels of stress at work.      
12. I am satisfied with the training I receive in order to perform 

my present job. 
     

13. The working conditions are satisfactory.      
14. I feel my job is secure.       

15. My work is as interesting and varied as I would want it to be.      

16. I receive the respect at work I deserve from my colleagues.      

17. Employees suggestions are considered in the organisation.      

18. Grievances are handled well in the organization.      

19. I am able to achieve a healthy balance between my work and 
home life. 

     

20. I am proud to tell others that I am part of this organization.      

21. I am satisfied with my job.      

22. I am satisfied with the overall quality of my working life.      
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Biographical details: 

24. Your Gender  ( ) Male    ( ) Female 

25. Your age in years 
( ) Under 25  ( ) 25-35 ( ) 36-45 ( ) 46 and above 
26. How many years have you continuously worked at this organization? 
( ) less than 1  ( ) 1-2     ( ) 3 to 4   ( ) 5 to 9     ( ) 10 or more  
27. What is your category of employment? 
( ) Clerical    ( ) Managerial 
28. Your Educational qualification. 
( ) Under Graduate Diploma  ( ) Graduation ( ) Post Graduate Diploma   ( ) Post Graduate 
Degree  
29. Your monthly salary range:        ( ) Rs. 10000 and below ( ) 11000- 15000 
 ( ) 16000-20000  ( ) 21000 -30000             ( ) 31000 & above   

 


