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QWALITY OF WORK LIFE (QWL)

Abstract

WL has been defined by many researchers in a vanely of ways, thus presenting
some disagreement an a precisas definilion; however, there is a general consensus ot it
mullidimensional qualities and usefulness as a concept (Baba & Jamal, 1991).

It is almost impossibla today 1o observe an arganizational life without finding a
refarance o quality of work! waorking life. In the search for improved productuily, manager and
exgcutives alike are discovering the important contnbulion of QWL The QWL entails the
design af wark systems Ihal enhance the warking life experiences ot organizabional mermbers,
thereby improving commitment to and mativation for achisving organizational geals. Most
citen, this has bean implementad through the gesign of jobs that afford workers more discl
control over their immediate work environment, More specifically, OWL may bo set into
operation in terms of employeas' perceptions of their physical and psychological well-being 4l
wark. 11 includes virtually every major issue that employeas have fought for during the last two
docades,

The scope of the concept QWL is not an end. it is broader and ever expanding. With
a view to tackle job boredom. madem organizations have been experimenting with seversl
forms of allermate work schedules such as four-day work a week, flexi-lime and part-time work,
Compressed work week is a work schedule in which a trade is made between the number af
hours waorked per day, and the number of days worked per waek, or arder to work the
standard length hours-four days, 10 hours each day or three days, 12 hours each day are

examples of the WL schoduls,
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In India, there is cross-cultural fusion as result of Liberalization, Privatization and
Globalisation, the western approach to WL may not be applicable to Indian context. In India,
it is predicted that by 2012, nearly 3 million new jobs will be available IT Sectors. It is also
estimated that 60% of the female population qualified in Non-IT career will move |o T carear in
the near future. Several barriers are identified for such a drastic shift such as pay and
compensation, QWL, exclusion from the farmal and stereo lypad work cullure, work life and
family balance, travel abroad chances, social status, etc. Quality of Work Life (QWL) is a
philosophy, a set of principles, which holds thal peopla are the most important resource in the
organization as they are trustworthy, responsible and capable of making valuable contribution
and the should be treated with dignily and respect. Quality of Work Life consists of
opportunities for active involvement in group working arrangements or problem saolving that
are of mulual benefil lo employsss or employers, based on labor-management cooperation,
People also concelve of QWL as a set of methods, such as autonomous work groups, job
enrichmant, high -involvernan! aimed at boosting the satisfaction and productivity of workers.

The management in every organization should sincerely invite their employees (o
suggesl ways lo improve their oparation and the quality of their work life, only if these ideas
are recelved In a spirit of appreciation. The employees should then be asked to participate in
sludying the leasibility ad recommended appropriate means of implementing each suggestion
then be enhanced. A management practice that manifests concemn about job enrichmant,
employees security, career opportunilies, and the opportunities for employees to have voice in
matters which affect them Is entirely consistent with meticulously controlled operations in the
interest of efficiency, effectiveness, quality assurance, customer service, profitability and high

amployee morale,
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Thus, Quality of Work Life is a comprahensive construct that includes an individual's
job related well-being and the axtent o which wark experiences are rewarding, fulfiling and
devoid of stress and other negative personal conseauences.

QWL has been defined by many resasrchers inoa variety of ways, thus presenting
some disagreament on a precise definition; however, there s a general consensus of il
multidimensional qualities and usetulness as a concepl (Baba & Jamal, 1991}, For instance,
Carayon (1997) defines QWL as the complex interactions of the elements of the work system,
namely the individual, the tasks, arganizational factors, the snviranment, tools and technology.
Shll others view QWL as the effect of the workplace on job satisfaction, which spills over into
satisfaction with non-work domains, and translates into oversll salisfaction with life and
subjective wall being (Sirgy, Eiraty, Siegel, & Lee, 2001), Davis (1983) has defined LWL as
“the quality of the relationship between employees and the total working environment, with
human dimensions added o the usual lechnical and economic considerations”. The Socio
technical Systems Theory (STS of Trist, 1981), the Crganizational Health Madal of Sauter. Lim,
& Murphy (1996) and the Balanca Thaary (Smith & Carayon-Sainfort, 1989) provide thecretical
parspeclives for examining work systems, The STS emphasizes the intarrelaladness of the
social and technical systems within an crganization, inlegrates job and crganizational design
parspectives by linking the job design theories of human relations, job annchment and
participation. The Organizational health Model asserls |hal organizational characteristics (e.g.
managemen! praclices, arganizational values) directly influence organizational hesllh (e
performance outcomes and satisfaction outcomas, Sautar el al. (1998). The Balance Theory is
a lheoralical framework that examines job and organizational design characlenislics within
cach component of the work systam thal interact to influence the "stress lcad” upon an

individual Smith & Carayon-Sainfort (1989). It identifies sources of occupational stress
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(stressors or psychosocial work factors) that can influence stress, attitudes and behaviors
{e.q@. turnover intention;.

Waltan (1974) ane of the scholarly contributors of QWL proposed eight major
dimensions of the concept, adeguate and fair compensation, safe and healthy environment,
development of human capacities, growth and security, social integration, constitutionalism,
the total life space and soclal relevance,

It is almosl impassible oday 1o observe an arganizational life without finding a
reference to quality of work! working life. In the search for improved productivity, manager and
exacutives alike are discovenng lhe important contnbution of QWL The QWL entails the
design of work systems that enhance the working life experiences of organizational members,
thereby improving commitment to and motivation for achieving organizational goals. Most
often, this has been implemented through the design of jobs that afford workers more direct
control over their immediate work environment. More specifically, QWL may be set into
operation in terms of employees’ perceptions of their physical and psychological well-being at
work. It includeas virtually every major issue that employaes have fought for during the last two
decades,

The conceptual framework of QWL must be bullt around an equitable pay programs.
In fulure, more workers may wanl o parlicipale in the profits of the firm. Since, workers are
now better organized, educated and vociferous, they demand more from the employers all
over lhe warld, aparl from the pay, in the form of social sacurity and welfare benefits as mattar
of right which were once considered a part of the bargaining process.

In an organizational context the conditions in wark environment most ba creatad by
the employer which will give all the emplayees freedom from fear of losing their jobs. A system
must be craated in which there are healthy working condilions wilh optimum linancial security,

The points viewed by the scholars are essential to improve the QWL in organizations. The
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scope of the concept QWL is nat an and, it is broader and ever sxpanding. With s view 1o
tackle job boredom, modern organizations have been experimenting with several forms of
alternate work schedules such as four-day work a waek, fled-tima and parl-lime wirk,
Compressed work waek s a work schedule in which a trade is made between the number of
hours worked per day, and the number of days worked per wesk, or ordar o owork e
slandzrd lenglh hours-four days, 10 hours each day or three days, 12 hours cach day are
examples of the QWL schedule.

In Incdia, there s cross-cullural Tusion as result of Liberalization, Privatization ang
Globalization, the western approach to QWL may not be applicable to Indian context. In Indis,
it is predicted that by 2017, nesarly 3 millon new jobs will be available T Sectors, It is also
estimated that 60% of the fomale population qualified in Non-IT career will move to T caraar in
the near future. Several barriers are anlifisd [or soch a drastic shift such as pay and
compensation, QWL, exclusion from the formal and stereo typed work culture, work lite and
family balance, travel abroad chancas, social slatus, sl Qualilty of Wark Life (QWL) is a
philosaphy, 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 valusble contrioution
and he should be treated with dignity and respect. Quality of Work Life consists of
oppartunities for active invalvemant in group working arrangemeants or problem solving that
ara al mulual berelil 1o employees or employers, based on labormanagement cooperation,
Peoople also conceive of QWL as a set of methods, such as aulonamous wink groups, job
anrichmeant, high -involvemenl aimed al boosting the satisfaction and productivity of workers.

It requires employes commitment to the organization and an envirenment inowhich this
coenrmlment can flaurish. (Walton, 1975}
The research literature in 1T and the popular prass sugoest that technology professionals are

parlicularly vulnerable to work exhaustion and stress, Kalimo & Toppinen (1885); MoGes
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(1996). GII._IEIIFEI.r of work life (QWL) is a broad and general concept, which includes the
subjective experience of employees. The .term QWL is perceived by many as implying
improves management of human resources to bring about overall improvement and change in
arganizational effectiveness. The concept guality of warking life is seen as encompassing
workplace democracy, increased workers participation, in management as well as and
productivity improvement through optimized input.,

The managemeant in every organization should sincerely invite their employees to
suggesl ways lo improve their operation and the quality of their work life, only if these ideas
are recelved In a spirt of appreciation. The employees should then be asked to participate In
studying the feasibilily ad recommended appropriale means aof implementing each suggeslion
then be enhanced. A management practice that manifests concern about ob enrchment,
employesas secunty, caresr opparlunilies, and the opportunities lor employess 1o have vaica in
matters which affect them is entirely consistent with meticulously contralled operations In the
interest of efficiency, effectiveness, qualily assurance, customer service, profitability and high
employee morale.

CQuality of work life is not to be confused with some socio-political concept of
democratic management. Managers whao have evidence of concern of Quality of Waork life
continue to be accountabla for carrying out their responsibilities effactively. If they leam that
inviting opinion or collective wisdom' in problem solving or decision making from the persons
they supsrvise is likaly to laad o beltaer qualily and acceplance of those solutions or decisions,
they can become better managers.

The American Society of Training and Development (1979) defined Qualily of Work
Life as “a process of work organization which enables its members at all levels to participate
actively and efficiently in shaping the organization’s environment, methods and oulcome, 1 is

a value based process, which iz aimed towarde meeting the twin goals of enhances
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affectiveness of organization and improved qualily of life at work for employses™ Wallton

(1673) detines Cualily of Wark Life as a process by which an arganization responds to
mmployees needs for developing mechanism lo allow them to share fully in making the
decisions that design their lives at work, According to Glaser (19/8) the lerm Quality of Wark
Life (QOWL) means more than job security, good working conditions, adeguate working
conditions, adequate and fair compensation, more even than an equal employment
opporlunily. Davis (1985) defined Quality of Waork Lifs (QWL) as the quality of relationship
betweoon employees and the tolal working environment,

In fact, no directing line can be drawn between areas which are covered under quality of work
life and those under quality of wark Ife an the whole. Since as mentioned aarlisr qualily of work
lite is part and parcel of guality of life itself most of the areas my averlap each other, thereby
forming common bondage between the two. Some of the areas covered under qualily al work
life through they may be covered under quality of lite also (WL cavers all arcas which are
directly or indirectly related to the work srviranment.

The Internalional Labour Office lists the following areas as concems of QWL
®  Hours of work and arrangemants of working time
® Work arganizalion and job content
®  |mpact of new technologies on working conditions
® Working conditions of women, young workers, older workers and other
spacial categorias
® \Work-related walfare services and facilities
®  Shap floor participation in the improvement of working conditions
In general, the benafits of quality of work life include: (a) healthier, satisfied, and
productive employees; and (b) efficient. adaptive, and profitable crganizations.

Specifically, the benefits are as follows!
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Mare positive lesling lowards one's self (greater solf-csteem).

More positive feeling towards one’s job (improved job satisfaction and
inmﬁlvamant}.

More positive feeling towards lhe arganization (stronger commitment to the
organization's goals),

Improved physical and psychological haalth.

Greater growth and development of the individual as a person and as a

productive member of the arganization,
Decreased absenteeism and turnover, and fewer accidents,

Higher quality and quantity of output of goods and services.

Thus, Quality of Work Life is a comprehensive construct that includes an individual's job

related well-being and the extent to which work experiences are rewarding, fulfiling and

devoid of stress and other negative personal consaguences.
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