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PREFACE 

Originally Quality of Work Life (QWL) activity occurred during the period 1969 

to 1974. Quality of work life covers almost all aspects of employee's 

organizational life and significantly affects the performance levels of employees. 

Quality of work life represents a real concern for human values with an awareness 

that all individuals devote valuable part of their lives to work. A programme was 

launched to improve QWL in General Motors at Tarrytown (New York) in the 

year 1977 and this Tarrytown event has revealed that QWL is closely connected 

with the concept of industrial democracy. QWL consciousness among all parties 

of industry, i.e., workers, unions and management will strive towards 

improvement, which results in employe 's satisfaction. Knowledge of quality of 

work life is vital towards understandi g employees' problems with their work 

place and also towards adopting policies for making them happier with their work 

situation. 

The study undertakes detail investigatioA on the different approaches of quality of 

work life of sugar mill employees in Ba~gladesh. People are the common element 

in every organization, because without /the support of people, machine remains 

idle and money tied up. Sugar industrie~ of Bangladesh are suffering from many 

problems. Poor quality of work life I may be ·a major cause for inefficient 

functioning of the sugar industry in Ban~ladesh. 

A sample of 1000 employees from five Lgar mills out of 7009 employees is used 

as subjects for the present study. The s
1

tudy is an attempt to assess the views of 
I 

employees on quality of work life, to investigate the reaction of the employees 
I 

about the existing and expected QWL, to see the impact of designation, 
I 

experience and age on QWL, to identify hierarchical effect in perceiving QWL 
. I 

and also to find the effect of QWL on gr~mp cohesiveness of the employees offive 

sugar mills viz., Syampur Sugar MillsJ Ltd., Rajshahi Sugar Mills Ltd., Natore 

Sugar Mills Ltd., Rangpur Sugar Mills Ltd. and Joypurhat Sugar Mills Ltd. 

situated in Rajshahi Division in Bangladesh. 

No substantial work has so far been carried out on QWL of sugar industries in 

Bangladesh. This study attempt to analyze the quality of work life across five 
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leading sugar mills and it is expected that the results of this study may be a major 

contribution to existing literature. 

The present study is organized in the following ways : 

Chapter- I deals with the introductory discussions like statement of the problem, 

significance of the study, objectives and area of QWL, difficulties of QWL, 

hypotheses ofthe present study and limitation of the study; 

Chapter - II presents the concept of QWL, specific issues of QWL, socw

technical approach of QWL, linkage between QWL and QL, QWL and QC, QWL 

and productivity, trade union attitudes towards QWL, social and economical 

aspect ofQWL; 

Chapter- III ·reviews the relevant previous studies on QWL in different countries; 

Chapter - IV undertakes the methodology which include economic profile of 

Bangladesh, QWL in Bangladesh context, description of sampled sugar mills, 

samples and variables, sampling techniques, measuring instruments, data 

collection procedure, processing of data and statistical tools used; 

Chapter- V represents employees existing and expected QWL in sugar industries 

in Bangladesh; 

Chapter- VI deals with the impact of designation, experience and age on existing 

and expected QWL; 

Chapter- VII represents empirical analysis of hierarchical levels; 

Chapter - VIII represents QWL and group level approach, the effect of QWL on 

group cohesiveness; and 

Chapter- IX contains concluding observations of the study. 

Md. Zafor Sadique 
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INTRODUCTION 
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Quality of Work Life (QWL) represents a concern for the human dimensions of 

work and concern for improving it has been increasing since 1960s. Originally 

quality of work life activity occurred during the period 1969 to 1974, when a 

broad group of researchers, scholars, union leaders and government personnel 

became interested in how to influence the quality of an individual's on-the-job 

experiences (Nadler and Lawler, 1983: p. 21 ). 

Quality of work life (QWL) is basically the quality of life that an employee 

experiences at his work place. Unless good quality of work life is provided to an 

employee, he can not be motivated towards work. Quality of work life covers all 

aspects of employees' work life-economic, social, psychological and 

organizational. 

The issue of improving the quality of work life for those already employed in 

organization cannot be ignored. QWL involves industrial democracy for the 

employees, labour involvement in work-related decision making, adequate and 

fair compensation, safe and healthy working conditions, a proper balance between 

work and total life space and social relevance of work life. Recently behavioural 

scientist, managers, administrators and experts are expressing serious concerns for 

QWL and its improvement. The strains of fast changing technology on individual 

and society, and a realization that providing for people's control over job is a part 

of social responsibility of government and management have made concern for 

improving QWL a reality now. 

QWL information can help understand the nature of different problems of 

employees in their work place and this in turn may be helpful in making proper 

policies for handling these problems effectively. Ultimately, QWL is a concern 

not only to improve life at work, but also outside work. QWL approach consists of 

identifying those aspects of work that are seen as desirable by organizational 

members, that is those aspects that enhance the quality of life at work, and 

incorporating that information into initial design consideration (Levine, Taylor 

and Davis, 1984: p. 82). 
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1.1 Areas of Quality of Work Life 

The term 'Quality of Work Life' started appearing in research journals in 1970s. 

Jain (1991) pointed out that Quality of Work Life (QWL) is not single, or a 

specific notion. It consists of a whole parcel of terms and notions, all of which 

really belong under the 'Quality of Work Life' umbrella: 

Industrial effectiveness 

Human resource development 

Organizational effectiveness 

Work restructure 

Job enrichment 

Socio-tfjchnical systems 

Working humanization 

Group work concept 

Labour management co-operation 

Working together, workers' involvement, workers' participation 

Cooperative work structures 

According to Singh (1982) works in quality of work life area have different 

connotations like new forms of work organization, industrial democracy, job 

redesign etc. He referred to the ILO's Directory of Institutions (1981) engaged in 

improving quality of work life (QWL) which considered the following areas as 

concerns ofQWL: 

Hours of work and arrangement of working time 

Work organization and job content 

Impact of new technologies on working conditions 
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Working conditions of women, young workers, older workers and other 

special categories 

Work related welfare services and facilities 

Shop floor participation in the improvement of working conditions 

According to Suri, Singh and Akhtar (1991) areas of Quality of Work Life 

include: 

Job and work place redesign 

Employees and union attitudes 

Working conditions 

Human resource development strategies 

Participative and consultative mechanisms 

Small groups activities and quality circles 

Sharing gains of productivity and employment generation 

Davis and Newstrom (1993) perceived a wide range of QWL activities as open 

communications, equitable reward system, a concern for employee job security 

and satisfying careers and participation in decision making. According to them 

emphasis should be placed on employees' skill development, the reduction of 

occupational stress and the development of more cooperative labour management 

relations. 

Taylor (in Cooper and Mumford, 1979) suggested that the concept of Quality of 

Work Life (QWL) includes : emphasis on extrinsic and intrinsic job factors and 

other aspects like individual power; employee participation in the management 

process; fairness and equity; social support; use of one's present skills; self 

development; a meaningful future at work; social relevance of the work or 

product; and effect on extra work activities. 
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Almost everything that affects the employees at work both physically and 

psychologically and enrich the employees ability, skill performance, discipline are 

fall in the area of quality of work life (Singh, 1991: p.62). 

1.2 Benefits of QWL 

In general, the benefits of QWL include : 

1. Healthier, satisfied and productive employee, and 

2. Efficient, adaptive and profitable organization. 

Specifically, the benefits are: -

1. More positive feelings towards one's self (greater self-esteem); 

2. More positive feelings towards one's job (improved job satisfaction and 

involvement); 

3. More positive feelings towards the organization (stronger commitment to 

organization's goals); 

4. Improved physical and psychological health; 

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

productive member of the organization; 

6. Decreased absenteeism, turnover, and fewer accidents; and 

7. Higher quality and quantity of output of goods and services. (Dewivedi, 

1995). 

QWL provides a wide range benefits and social security, which makes 

improvement in productivity reduction in absenteeism, turnover, sick leave, 

alienation etc. QWL benefits also include financial services, consumer services, 
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career counseling, employee information reports, retirement benefits, recreational 

services and health safety measures. 

1.3 Difficulties of QWL 

QWL programmes in their collaborative forms (involving joint union

management activities) are fraught with difficulties. At least potentially, to the 

union and management open themselves to substantial risk. The union may 

perceive joint activities (undertaken at the initiative of the management) as a 

means by which it intends to 'do them in': likewise, the management may 

perceive joint activities, (initiated at the instance of the union) as an intention of 

diluting its ability to manage, and means by which the union will acquire more 

power. Particularly, the middle management may find it hard to believe the 

benefits of QWL, and may perceive that the management is becoming soft and 

giving in the union dominance (Dwivedi, 1995 : p. 556). 

Though the positive effect of quality of work life is already established, all parties 

of the organization still resist to any schemes or procedure to improve QWL. The 

management may feel that the QWL at present level is satisfactory enough and no 

steps need be taken to improve it. They fail to measure the impact of improved 

QWL on the psyche of the employee, though all employees basically aspire for 

satisfaction. Employees on the other hand resist to changes with a pre-conceived 

notion that any scheme the management takes up would be to increase production 

without extra cost. A major barrier to improve the QWL is lack of financial 

resources. Employers with their limited financial resources think twice before 

providing better working conditions, offering better wage and implementing other 

programmes of QWL. 
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However, the situation is slowly changing for good. All parties of organization, 

i.e., employer, employees and trade unions are realizing the importance of QWL. 

Employees also are taking up awareness programmes to educate employees in this 

regard. Thorsrud (1982, p. 9) a researcher viewed "Even within the same country, 

there may be important cultural differences with regard to the relative importance 

of motivating factors, and therefore, there is a need to find local solutions to QWL 

problems, rather than applying uniform principles which cannot be adopted to 

local requirements." 

Lahre (1982) indicated certain conditions which help to overcome the QWL 

difficulties : 

1. Acknowledgement by both parties of 'mutuality of concerns' and specific identification of 

these concerns; 

2. An understanding that joint activities will, in fact, be joint and supportive of continuing 

integrity of both parties; 

3. Acceptance of QWL concepts as the norm by the management, by union leadership and by 

middle management and supervision; 

4. An administrative structure to provide guidance for QWL project activities; 

5. An established character for QWL committees and project activities, specifying ground rules, 

responsibilities, authorities, etc.; 

6. A clear-cut understanding that joint ownership of the entire QWL is a reality and open 

acknowledgement of what each party express to receive as benefits; and 

7. A mechanism for involvement, handling substantive issues, worthwhile participation in 

personal terms and influencing affairs of the organization and a provision for knowledge and 

skills to deal with such problems effectively [cited in Venkatachalam and Velayudhan, 1997 

"Quality of Work Life : A Review of Literature", South Asian Journal of Management, 

January- March, 4(1), 45- 57]. 
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1.4 Statement of the Problem 

The quest for improving productivity through human resources has its beginning 

in the early 1900s. Since then continuous research and experiments have been 

undertaken to understand human beings at work and the ways to improve their job 

satisfaction, balanced with the organizational goal so as to combine better 

productivity with job and employee satisfaction. 

We are living in an age of change and in this context business and industrial units, 

government installations, financial institutions, voluntary agencies, universities 

and health organizations are reviewing their functions. An organization fulfils 

itself through work, which gets accomplished through persons in their mental and 

manual engagement. Work is the core of life, it means autonomy, it pays off in 

success, and establishes self-respect or self worth (Rosow, 1974). The quality of 

organization depends on the quality of work, which is further controlled by 

employees. Hence their satisfaction is a very important matter for an 

organization's growth and development. Dissatisfaction with working life is a 

considerable factor that affects almost all employees, regardless of position or 

status. The present study undertakes detail investigation on the different 

approaches of quality of work life of sugar mills employees in Bangladesh. People 

are the common element in every organization, because without the support of 

people, machine remains idle, raw materials lie staked and money tied up. Sugar 

industries of Bangladesh are suffering from many problems. Poor quality of work 

life may be a major cause for inefficient functioning of the sugar industry in 

Bangladesh, which needs proper emphasis. Therefore, it is very important to 

investigate the views of employees on QWL and the present state of quality of 

work life in Bangladesh. 
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Bangladesh with an increasing large population and per capita income of $350 is 

in the grip of poverty (World Development Report 1999/2000). After 

independence Bangladesh wanted to establish a socialistic pattern of economic 

system and in pursuance of-that policy all industrial units were nationalized. As a 

result in 1972 all 254 large industrial units in jute, textile, sugar, iron and steel, 

engineering and shipbuilding, fertilizer, pharmaceutical and chemical, oil, gas and 

mineral, paper and paper products were nationalized (Government of Bangladesh, 

1973 ). The most significant policy reform took place in the filed of industry by the 

New Industrial Policy (NIP) which paved the way of large-scale denationalization 

of Government undertaking industrial units. The industrial policy declared in 1991 

assured that disinvestment and capital withdrawal from industries under the 

corporations except some reserve sector industries would continue (Government 

of Bangladesh, 1991 ). 

After the emergence of Bangladesh all sugar mills have been nationalized. 

Bangladesh with a vast population of 130.2 million has setup a large number of 

large scale industries based on both indigenous and imported raw materials. Sugar 

industry is an important sector in Bangladesh and it plays an important role in 

manufacturing sugar providing job opportunity to a lot of people. Sugar industry 

also manufactures molasses, pressmud, bagasse, and furnace ash as by-product. 

Specially the north-western side of Bangladesh is suitable for growing cane sugar. 

So most of the sugar mills are located here. Unfortunately, this industry in 

Bangladesh suffers huge loss every year. 

Physical and financial performance of Bangladesh sugar and Food Industries 

Corporation (BSFIC) are presented in the following table: 



Table 1: Physical and Financial Performance of Bangladesh Sugar and Food Industries Corporation (BSFIC) 

Particulars 
1999/2000 

1998/99 1997/98 1996/97 1995/96 1994/95 1993/94 1992/93 1991192 (Revised) . 

1. Production 

(a) Sugar (lakh MT) 1.28 1.54 1.66 1.35 1.84 2.07 2.22 1.87 1.96 

(b) Spirit (lakh litre) 28.26 28.49 28.01 27.11 21.97 36.49 31.99 20.61 2.91 

2. Sales Revenue 
3271.10 3740.00 2419.10 3560.70 7304.60 4840.60 5133.30 5411.80 5512.80 

(Million Tk.) 

3. Cost of Sales 4097.60 4762.80 4443.40 4105.30 7469.60 4576.60 5107.70 5955.10 5781.60 
(Million Tk.) 

4. Operating 
I 

I 
Profit/ loss -826.50 -1022.70 . -224.40 -544.60 -165.00 263.90 25.50 -543.40 -268.80 

(Million Tk.) 

5. Net Profit/loss 485.60 112.90 -392.30 -652.90 -377.60 25.30 -196.00 -861.60 -722.00 

I 

(Million Tk.) 
-

Source : i) Bangladesh Economic Review 2000. 
ii) Bangladesh Economic Review 1999. 
iii) Bangladesh Economic Review 1998. 
iv) Bangladesh Economic Review 1997. 0 
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1.5 Significance of the Present Study 

Sugar industry is one of the oldest industries in Bangladesh. Unfortunately the 

sugar industries suffer loss every year and are highly subsidized. The major causes 

of losses are increasing price of sugar cane, increasing salary and wage, increasing 

burden of interest, increase in other overhead cost, and the lower rate of sugar 

recovery. 

Sugar industry is a subsystem of the society, the performance of this subsystem 

will certainly affect the social system. If sugar industry performs in the effective 

and efficient manner, it will certainly add to the development of our society as 

well as nation. In addition to the other factors responsible for inefficient 

functioning of the sugar industry, poor quality of work life may be a factor, which 

needs proper emphasis. The problem of employees' adjustment to their work 

situation is reflected through their job satisfaction and perception of QWL. The 

knowledge of quality of work life is vital towards understanding their problems 

with their work place and also towards adopting suitable policies for making them 

more happy with their work situation. 

No substantial work has so far been carried out on QWL of sugar industries in the 

context of Bangladesh. This study attempts to analyze and compare the quality of 

work life across five leading sugar mills in Bangladesh and it is expected that the 

results df this study may be a major contribution tcr the existing literature. In 

addition the researchers and academicians will also get relevant information that 

will be helpful for their research and teaching in the respective fields. It will also 

be useful guide to formulate pragmatic industrial policy at the national level. 
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1.6 Objectives of the Study 

The main objective of the study is to assess the views of employees on QWL, to 

identify hierarchical effect in perceiving QWL, to find the effect of QWL on 

Group Cohesiveness. However, the present study will attempt to achieve the 

following specific objectives : 

1. To illustrate social profile of sugar employees and to measure their level of job 

commitment, job satisfaction and trade union involvement. 

2. To make a comparative learning of existing and expected QWL of different 

sugar mills. 

3. To investigate the reaction of employees about the existing and expected 

QWL in the sugar industry. 

4. To see the impact of designation and the perception on QWL. 

5. To see the impact of age and experience on QWL. 

6. To determine the priorities assigned by the employees to various determinants 

ofQWL. 

7. To analyze the problem areas of QWL in the concerned sugar mills vis-a-vis 

industry. 

8. To suggest some measures to be taken in improving QWL in the sampled 

industris. 

9. To make some recommendations for policy making in the light of findings of 

the present study. 

1. 7 Hypotheses of the Present Study 

In view of the objectives of the study and in the light of the available literature in 

this area the following hypotheses were formulated to evaluate the quality of work 

life in sugar industry in Bangladesh: 
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Hypothesis - 1 There is a significant gap between the existing and expected 

quality of work life among the sugar mill employees. 

Hypothesis- 2 The designation, experience and age of the employees do not alter 

their rating of the existing and expected quality of work life in sugar industry. 

Rationale for these Hypotheses : 

The traditional ways of organizing work in industrialized society are in conflict 

with basic human needs related to creativity, influence and growth (Gardell, 

1973). Pierce and Denham's (1976) findings suggested a significant link between 

objective condition of life with sense of happiness or unhappiness at the work 

place, and link between some objective condition and general sense of life 

satisfaction. 

The considerations are socio-economic condition of Bangladesh, educational 

status of employees, living standard of employees, earning from the job, 

employees commitment level and satisfaction of employees. 

Hypothesis - 3 There are differences among jive hierarchical levels across and 

between the department in perceiving employees quality of work life. 

Rationale for the Hypothesis : 

The position within any organizational hierarchy has been repeatedly shown to 

have psychological implications for individual· organization member (Porter and 

Lawyer, 1965; Payne and Mansfield, 1978). The different perception of quality of 

work life at various hierarchical levels will cause 'QWL' as differentiating factor. 

The different levels are executive/officer, supervisor, skilled employee, semi

skilled employee and unskilled employee of the four departments (administration, 

cane, factory and finance) of the sugar mills. 
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Hypothesis - 4 The quality of work life has a definite effect on group 

cohesiveness. 

Rationale for the Hypothesis : 

The fulfillment of personal needs, values, expectations defines the quality of work 

life (Seashore, 1975). It is the working group ofthe organization, which acts as an 

instrument in providing personal satisfaction to the employees. The more need it 

satisfied, the more attracted the member would feel towards the group (Litterer, 

1973). 

For testing this hypothesis, departments are selected as unit of groups that will 

exhibit the characteristics of the formal work group. 

1.8 Research Questions 

The present study sought to examine the following research questions : 

1. What are the reactions of the sugar mill employees about the existing and 

expected quality of work life? 

2. What is the impact of designation, experience and age on quality of work life? 

3. What are the social profiles of sugar mill employees, level of job commitment, 

job satisfaction, trade union and political involvement? 

4. What is the effect of quality of work life on group cohesiveness? 

5. What are the major problem areas of quality of work life in the sugar mills vis

a-vis industry? 

6. What are the measures that can be taken for improving quality of work life in 

the sugar industry in Bangladesh? and 

7. What are the differences arnong hierarchical levels of sugar mill employees 

across and between the department in perceiving quality of work life? 
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1.9 Limitation of the Study 

The present study is assumed not to be free from limitations. Although adequate 

precautionary measures have been taken in selecting samples and collecting data 

for the study, yet the study suffers from the following limitations : 

1. There were problems in views of employees through structured questionnaire 

as many employees tend to avoid extremes and take neutral stand regarding 

many aspects. 

2. It is difficult to an individual to draw up an accurate picture of quality of work 

life of employees divided into various categories scattered geographically all 

over the country and particularly in rural areas under different circumstances, 

perceptions, attitudes, educational status, income status etc. 

3. Independent measure on group cohesiveness could have been developed, 

especially in context ~o industrial situation. 

These limitations however were reduced through interviews and through informal 

discussions with the employees and managers. It can be stated that the limitations 

would not affect the findings of the study as every effort is made to gather and 

evaluate the situation as accurately and objectively as possible and proper 

statistical tools have been used to overcome the limitations. 

1.10 Scope of the Study 

The present study reflects existing and expected quality of work life of sugar 

mills, the hierarchical effect in perceiving quality of work life and also reflects the 

effect of quality of work life on group cohesiveness. To measure quality of work 

life in the sampled sugar mills, Walton:s eight points criterion consisting of 

148896 I 8 NOV 20J1 
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adequat~. and fair compensation, safe and healthy working conditions, opportunity 

to use and develop human capabilities, opportunity for career growth, social 

integration in the work organization, constitutionalism in the work organization, 

work and total life space and social relevance of work are used. Apart from these, 

component like job stress, participation in decision making, recognition and 

praise, interpersonal relations, which are considered as important in Bangladeshi 

context, are also being measured. 



CHAPTER 2 

RELATED CONCEPTS AND THEIR 
DEFINITIONS 
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Any effort to initiate or examine a QWL programme should consider some related 

concepts which is deeply concerned with it. QWL denotes all the organizational 

impute which aim at improving the employee's satisfaction and enhancing the: 

organizational effectiveness. Quality of work life (QWL) and some related! 

concepts to QWL are defined in this chapter for better understanding of the present 

study. 

2.1.1(a) Quality of Work Life (QWL) 

Quality of work life (QWL) covers almost all aspects of employee's organizational 

life and significantly affects the performance levels of employees. Quality of work 

life represents a concern for the human dimensions of work and it recognizes work 

as the chief determinant of an individual's freedom, growth and self-respect as 

well as his or her standard of living. Quality of work life also represents a real 

concern for human values with an awareness that all individuals devote valuable 

part of their lives to work. The term quality of work life has become well known 

not only to social scientists, but to layman as well. 

Nadler and Lawler (1983; p. 26) defined QWL in the following lines "Quality of 

work life is a way of thinking about people, work and organizations and its 

distinctive elements are: (1) A concern about the impact ofwork on people as well 

as on organizational effectiveness and (2) The idea of participation in 

organizational problem solving and decision making". In a wider usage, the 

quality of work life may embrace all the possible aspects of work related life, 

including wage and hours, work environment, benefits and services, career 

outlook, human relations etc, that are relevant to employees satisfaction and 

motivation. 
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Boisvert and Theriault (1977) discerned a variety of views concerning QWL. Fig 1 

illustrates these views. 

QWL- l 
WALKER (1975) 

GLOBAL- ROLE OF WORK IN ONE'S LIFE __ _ 
WALTON (1975) 

SEASHORE (I 975) 

RESTRICTED JOB AND THE ORGANIZATION'S -WILSON (1973) 
PHYSICAL ENVIRONMENT 

-PARTICIPATION, MCDONOUGH (1975) 
IN DECISION MAKING 

HERRICK AND 
-JOB - MACCOBY (1975) 

JOB CONTENT - L CHERNS AND 
I DAVIS (1975) 

Fig 1 : Quality of work life concept. 

Source: Boisvert, M. and Theriault, R. ( 1977), "Importance of Individual Differences in 

Intervention and Design for Improving Quality of Working Life", Commerciales de, 

Montreal, 223-239. 

Mahapatra (1992) made an attempt to link the Quality of work life (QWL) with 

Quality Circles (QC) and concluded that QWL covers a number of components as 

shown in Fig 2 . 
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·-. 

Learning and Promotion of Human Collaborative 
Growth opportunities Dignity and Growth Work 

~J~ Work and Total Participative Determina-
life space tion of work change 

( ENHANCED:) 
QUALITY OF 

Safe and Healthy 

1/0;~ 
Workers Participation in 

working condition Quality Improvement 
Programme 

Adequate and Fair 
Social Relevance of 

Social Integration in the 
compensation and Work Oraanization 

security work life 

"'-------------------------------- --··-- -··· --- ---·---·----· 

Fig 2 : Components of quality of work life. 

Source: Mahapatra, G. P. (1992), "Quality Circles and Quality of Work Life", Management and 

Labour Studies, 17(3), 126-136. 

Delamotte and Walker (1974) hold that quality of work life invites attention 

particularly to the 'workers' need for meaningful and satisfying work and for 

participation in decisions that affect their work situation . 

. Walton (1973) defined QWL as a process by which an organization responds to 

the employee needs for developing mechanisms to allow them to share fully in 

making the decisions that design their lives at work. He provided the following 

eight criteria to evaluate QWL programmes: 

1. Adequate income and fair compensation: - Pay should meet socially 

determined standards of sufficiency and bear an appropriate relationship to ·pay 

received for other work. 
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2. Safe and healthy working conditions: - The employee should not be exposed to 

physical conditions or work arrangements that are unduly hazardous or 

unhealthy .. 

3. Immediate opportunity to use and develop human capacities: -To facilitate the 

development of human capacities, work should possess the following qualities 

- autonomy, skill variety, information and feedback about the total work 

process, whole tasks, and involvement in both planning and implementing. 

4. Future opportunity for continued growth and security: - Work should provide 

opportunities for continued learning and development, organizational or career 

advancement and employment and income security. 

5. Social integration in the work organization: - The nature of personal 

relationships in an organization is an important dimension of QWL. 

6. Constitutionalism in the work organization: - A high QWL is characterized by 

adherence to the following institutional principles in the work organization -

the right to personal prevailing, the right of free speech, the right to equitable 

treatment in all matters, procedure for due process, and access to appeals. 

7. Work and the total life space: - Work should be balanced so that work 

schedules, career demands, and travel requirements do not take up leisure and 

family time on a regular basis. 

8. The social relevance of work life: - The work organization should be socially 

responsible in its products, waste disposal, employment practices, marketing 

strategies and techniques, participation in political campaigns, and so on. 

According to Levine, Taylor and Davis (1984: p. 86-88) the following are the 

possible QWL concept statements. 
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QWL Concept Set According to Levine et. al. 

I. Salary equities 49. Recognition 

2. Educational benefits 50. Smoking 

3. Lack of health benefits 51. Company cares about people 

4. Salary and benefit equities 52. Attitudes of people 

5. Discrimination 53. Procedures and practices 

6. Inept management 54. Parking 

7. Autocratic management 55. Travel time 

8. Fair recognition 56. Getting stuck for collections 

9. Spouse 57. Responsibility 

10. Inefficiency 58. Appropriateness of college credit for job 

11. Unnecessary questioning 59. Money problems 

12. People who don't care 60. Regulations regarding work hours 

13. Work overload 61. Management lack of faith 

14. Disagreeable management 62. Agreeable management 

15. Challenge of work 63. Work appreciation 

16. Work freedom 64: Dress code 

17. Personal social interaction 65. Flexible hours 

18. Communication 66. Employee freedom regarding working hours 

19. Surrounding environment 67. Vacations and time off 

20. Physical environment of building 68. Communication on all levels 

21. Atmosphere of work 69. Job variety 

22. Convenience of job location 70. Flexibility in job 

23. Contributing to personal satisfaction 71. Involvement in planning and decision making 

24. Lack of purpose in a five-day/week job 72. Time benefits 

25. Physical exercise 73. Job design 

26. Teamwork in job 74. Pride in work 

27. Cafeteria and gymnasium 75. Knowing why job is done 

28. Retirement 76. Good travel connections 

29. Sick leave benetits 77. Job guidelines 

30. Methods and procedures 78. Proper systems, tools and equipment 

31. Work cooperation offellow employees 79. Self-accomplishment 

32. Meeting a variety of people 80. Communication between managers and employees 

33. Independent work and movement 81. Job security 

34. Job opportunities 82. Company stability 

35. Repetition 83. Home experience 

36. Job training 84. Work pressures 

37. Task to enhance learning. 85. Job growth and development 

38. Restrictions 86. Job enthusiasm 

39. Autonomy 87. Completing a problem 

40. Daily personal annoyances 88. Helping a customer with a problem 
41. Mystery regarding salaries 89. Substitute help 

42. Fair reviews and advancement 90. Balance of work to other life interests 
43. Relations with supervisors 91. Triviality of work 

44. Promotion 92. Charity drives 

45. Attitudes regarding promotion 93. Economic independence from other people 

46. Compensation 94. Company support in time of emergency 

47. Job openings and career paths 95. Evaluation of work product (quantity versus quality) 

48. Job transfers 

Source: Levin, M. F., Taylor, J. C. and Davis, L. E. (1984), "Defining Quality ofWork Life", 
Human Relations, 37(1), 81-104. 
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QWL seeks to create those conditions in the organization which: (1) Promote 

individual learning and development; (2) Provide individuals with influence and 

control over what they do and how they do it; (3) Make available to the individuals 

with influence and control over what they do and how they do it; and (4) Make 

available to the individuals interesting and meaningful work as a source of 

personal satisfaction and a means to valued personal rewards (Davis, Cherns, 

1975). Glaser (1976) thought that the term QWL means more than job security, 

good working conditions, adequate and fair compensation, more even that an equal 

employment opportunity. QWL refers to the degree to which the work in an 

organization contributes to the material and psychological well-being of its 

members. 

Maccoby (1984) defined QWL as a commitment or management and union to 

support localized activities and experiments to increase employee participation in 

determining how to improve work. 

On the other land, some experts viewed QWL as a much broader frame covering 

several aspects affecting the work - environment as well as the terms and contents 

of work. The term QWL in its broad sense refers to almost all aspects of work 

including a structure of work organization, relationships among members of an 

organization, participation of members in decision making, working conditions, 

pay systems, career ladders, employment security and so on (Walton, 1975). 

QWL is both an end and means. It is an end in itself, because it is a highly 

significant component in quality of life in general and it is a means by which 

employees can acquire civic competencies and skills (Trist, 1975). 

Beinum (1984: p. 133-134), described a general and an organizational approach to .. 

quality of work life. The general approach includes all those factors affecting the · 

physical, social, economical, psychological and cultural well-being of workers, 
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while the organizational approach refers to the design and operation of 

organizations in accordance with the values of democratic society. 

Michael Brower stated the following comprehensive description of QWL: 

"Quality of working life is a philosophy of management, a process, and set of outcomes. It is a 

philosophy of management that accepts the legitimacy of existing unions, that believes cooperative 

·relationships with those unions are worth developing, and believes that every employee has the 

ability and the right to offer intelligent and useful inputs into decisions at various levels of the 

organization. QWL is a process to involve employees at every level of the organization in 

decisions about their work and work places. QWL also refers to the intended outcomes of 

practicing this philosophy and process, with improvements in working conditions, environment, 

and practices and in the general climate or culture of the workplace. This same process also brings 

organizational benefits of cost reduction and quality improvement and personal development 

benefits, which are also integral parts of the QWL concepts" (cited in Vaidyanathan and 

Wason, 1991: p. 80). 

In a way, any conscious effort that is aimed at improving working conditions, 

work content and its attendant conditions, like safety, security, wage and benefits 

can legitimately qualify as QWL activity. Ultimately, QWL is a concern not only 

to improve life at work, but also life outside work. 

2.1.1 (b) Origin of QWL 

Originally quality of work life (QWL) activity occurred during the period 1969 to 

1974, when a broad group of researchers, scholars, union leaders, and government 

personnel became interested in how to influence the quality of an individual's 

on-the-job experience (Nadler and Lawler, 1983: p. 21). 
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The term QWL was introduced by Louis Davis. The first international QWL 

conference was held in Toronto in 1972. 

A series of national attitude surveys conducted at the University of Michigan in 

1969 and 1973 helped draw attention to what was called 'the quality of 

employment', or the sum total of the effects of job experiences on the individual. 

The Department of Health, Education, and Welfare sponsored an investigation of 

this issue that resulted in the widely publicized book Work in America (MIT Press, 

1973). At the same time, the pressures of inflation prompted the government to 

address some of the issues. It established a federal productivity commission, which 

in turn sponsored a series of labour management QWL experiments that were jointly 

managed by the University of Michigan Quality of Work Program and the newly 

formed National Quality ofWork Center (Nadler, Lawler, III, 1983: p. 21). 

In 1973, the first annotated QWL bibliography was developed, reviewing 15 years 

of empirical research on the correlates of a prior set of QWL criteria. This 

bibliography represents an early attempt to define the QWL construct, presenting 

an initial framework based upon an assumed set of QWL concepts (Taylor, Landy, 

Levine & Kamath, 1973). Many QWL activities were started during the early 

1972s had matured and begun to make positive roles in the areas that were 

concerned. In particular, QWL activities that were initiated at General Motors 

(GM), USA, began to catch the public eye. 

The origin of the phrase 'QWL' is uncertain. One of the earliest references to 

quality of life, as connected to work, occurred in 1973 at the Forty-Third 

American Assembly on the Changing World of Work held at Columbia 

University's Arden flouse (Gadon, 1984: p. 42-43). 
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2.1.2 Industrial Relations 

The concept of industrial relations has been extended to denote the relations of the 

state with employer, worker and their organization. The subject, therefore, 

includes individual relations and joint consultation between employers and 

workers at their places of work; collective relations between employees and their 

organizations and trade unions; and the part played by the state in regulating these 

relations (Encyclopedia Britannica, 1961: p. 297). Industrial relations is concerned 

with the systems, rules and procedures used by unions and employers to determine 

the reward for effort and other conditions of employment to protect the interests of 

the employed and their employers and to regulate the ways in which employers 

treat their employees (Armstrong, 1988: p. 557). 

Specifically, industrial relations covers, collective bargaining, role of management, 

unions, and government, machinery for industrial disputes, individual grievance 

and disciplinary policy and practice, labour legislation, and industrial relations 

training (Aswathappa, 1997: p. 412). 

Industrial relations is itself an interdisciplinary subject, drawing on labour history, 

labour and industrial economics, and to a lesser extent, political science and 

sociology. Its major contribution to the issues of quality of work life is to set them · 

in the context of labour market realities and the system of collective bargaining 

(Cherns and Davis, 1975: p. 47). 

2.1.3 Productivity 

Productivity is a function of a dynamic interaction between the nature of work 

system, contents of work nature of technology, management practices and 

employee attitudes, knowledge and skills (Suri, 1988). The ILO publication, 

'Higher Productivity in Manufacturing Industries' has defined productivity as the 
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ratio between output of wealth and the input of resources used in the process of 

production. The organized labour has tried to interpret productivity, as the value of 

all out put divided by man-hours of work (Jain and Agarwal, 1995: p. 711 ). Per 

employee productivity is generally calculated from total value added dividing by 

number of employees. 

Productivity means more goods in the market, more capital for investment, greater 

employment opportunities and lower prices (Ahuja, 1993: p. 123). Productivity is 

simply the ratio of out put to productive operations. The productivity in terms of 

mathematical concept is described as under: -

Productivity = 

2.1.4 Job Stress 

Output 

Input 

Stress refers to an individual's reaction to a disturbing factor in the environment. 

Stress is defined as an adaptive response to an external situation that results in 

physical, psychological and/or behavioral deviations for organizational 

participants (Luthans, 1989: p. 195). 

In organizations, frequent causes of stress are task demands, role demands, 

interpersonal demands, organizational structure, organizational leadership, and the 

organization's life cycle (Aswathappa, 1997: p. 390). Stress can manifest itself in 

both positive and negative ways. Stress is said to be positive when the situation 

offers an opportunity for one to gain something. It is negative when stress is' 

associated with heart disease, alcoholism, drug abuse, marital breakdowns, 

absenteeism, child abuse, and a host of other social, physical, organizational and 

emotional problems. 
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Constraints and demands can lead to potential stress. When they are coupled with 

uncertainty and importance of the outcome, potential stress becomes actual stress. 

Stress is high when there is uncertainty of outcome and hence outcome is 

significant. 

2.1.5 Job Satisfaction 

Job satisfaction gives an individual a sense of enjoyment or accomplishment in the 

performance of his work. The term job satisfaction was brought to limelight by 

Hoppock (1935). Job satisfaction is an end-result of feeling, which may influence 

subsequent behavior. Sinha (1974) defined job satisfaction as a reintegration of 

affect produced by individual's perception of fulfillment of his needs in relation to 

his work and the situations surrounding it. Singh & Singh (1980) found in a study 

job satisfaction to be related to age, income, tenure, marital status, education and 

number of dependents. Sayeed ~nd Sinha (1981) found in their study that there 

was a significant positive correlation between quality of work life (QWL) and job 

satisfaction. Locke (1970) defined job satisfaction as "the pleasurable emotional 

state resulting from the perception of one's job as fulfilling one's important job 

values, providing these values are compatible with one's needs". Job satisfaction 

serves as a part of QWL, any programme for studying QWL of employees should 

also have a consideration for their job satisfaction status. Attempts have been 

made by researchers to express the meaning of job satisfaction in different ways. 

But the meaning expressed in Locke's definition is perhaps most acceptable so far. 

Commenting on Locke's definition of job satisfaction Verhaegen (1979) claimed, 

"It seems to be impossible to arrive at any better definition because of the very 

nature of the subject". Smith (1995) defined job satisfaction as an employee's 

judgement of how well his job has satisfied his various needs. 
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One way to define job satisfaction may be to say that it is the end state of feeling 

(Saiyadain, 1988: p. 28). 

2.1.6 Motivation 

Motivation is a process that starts with a physiological or psychological deficiency 

or need that activates behaviour or a drive that is aimed at a goal or incentive 

(Luthans, 1989: p. 231 ). Motivation is defined as an act of stimulating someone to 

achieve a--r>articular objective in view. Motivation organizes human behaviour in 

such a manner that the action takes a definite direction. Authorities have referred 

motivation as a way in which needs, desires, motives, aspirations and drives direct 

and control human behaviour. Sociologists find motivation as a state of tension, 

which generates energy that impels man to take a desired course of action (Sharma 

and Agarwal, 1990). Another scholar defined motivation as a process where by 

needs instigate behaviour directed towards the goals and can satisfy those needs 

(Kelly, 1974: p. 303). Mamoria (1989) defined motivation as "a willingness to 

expand energy to achieve a goal or reward. It is a force that activates dormant 

energies and sets in motion the action of the people. It is the function that kindles 

a burning passion for action among the human beings of an organization". 

2.1.7 Employee 

Employment protection (consolidation) Act 1978 of UK defined an 'employee' as 

an individual who has entered into or who has worked under a 'contract of 

employment', which means 'a contract of service or of apprentice-ship' (Janner, 

1979). The term 'employee' is used for the purpose of the present study, in wider 

sense and includes executives, clerks, supervisors, workers and others. In this 

·';... 
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study employees are also grouped into executive, supervisor, skilled, semi skilled 

and unskilled. 

The term 'employee' is defined in the Indian Employees Provident Fund Act, 1952 

as, "any person who is employed for wages in any kind of work, manual or 

otherwise, in or in connection with the work of a factory and who gets his wages 

directly or indirectly from the employer, and include any person employed by or 

through a contractor in or in connection with the work of the factory." The 

definition is comprehensive and includes apprentices, operatives, clerks and even 

managers (The Employers Federation of India, 1963 ). 

2.1.8 Quality Circles (QC) 

The concept of Quality Circles (QC) aims to tap the resources of workforce to give 

an employee maximum involvement in his work and give management optimum 

benefit. 

Quality Circles were started in Japan to facilitate implementation of total quality 

cantrol through group problem-solving and employee involvement. A quality 

circle is a group of employees that meets regularly and voluntarily, usually one 

hour every week to identify, analyze and solve work related problems of their 

work-area. 

A quality circle is a group of employees that meets regularly to solve problems 

affecting its work area. Generally 6 to 12 volunteers from the same work area 

make up the circle. The members receive training in problem solving, statistical 

quality control and group process. Quality circles generally recommend solutions 

for quality and productivity problems. Facilitator, usually a specially trained 

member of management, helps train circles members and ensures that things run 

smoothly. Typical objectives of QC programs include quality improvement, 
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productivity enhancement, and employee involvement. Circles generally meet 

four hours a month or company time. Members may get recognition but rarely 

receive financial rewards (Lawler III and Mohrman, 1985: p.66). 

2.1.9 Career Development 

Now a days many progressive organizations are carrymg on systematic career 

planning and development activities for utilizing the talents and skill of their 

employees, to help them realize their career ambitions and to enhance their 

feelings of achievement and recognition. 

According to Beach (1991: p. 328) the principal components of a comprehensive 

career programme within an organization are: 

1. Human resource planning; 

2. Communication of job opportunities and career path information to employees; 

3. Career counseling both by the supervisor as part of performance appraisal and 

by the personnel department; 

4. Provision for education and training of employees both within and outside the 

organization; and 

5. Special broadeningjobs assignments andjob rotation. 

In addition to these basic components some organizations have formal assessment 

centers to analyze and evaluate the capacities and potential oftheir personnel. 

2.1.10 Quality of Life (QL) 

The term quality of life tends to cover a variety of areas such as physical, mental, 

psychological, social, spiritual wellbeing, personal functioning and general 
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limitations (Dubey, Padma, et. al. 1988: p. 75). According to them quality of life 

that contributes to the person and benefits to the society at large. 

2.2 QWL and Socio-Technical System 

A socio-technical system must also satisfy the financial conditions of the industry 

of which it is part. It must have economic validity (Rice, 1963). The main 

concept used to explain quality of work life is that of the 'socio-technical system'. 

It is based on the following logic-

Any productive system embraces a given kind of equipment, layout and a work organization, but 

the latter has certain social and psychological properties independent of the technology (Jain, 

1991). 

Organization is an interdependent social and technical system. Socio-technical 

system requires social and technical system to be jointly optimized. It is from this 

notion of socio-technical system that the quality of work life emerged. The basic 

feature of socio-technical system is-the design of the organization must be 

compatible with its objectives. In order to adopt to change and be capable of using 

the creative capacities of the individual a system should be provided to the people 

that gives an opportunity to participate in the design of the jobs they are required 

to perform: as Chems (1979) puts it. 

The socio-technical system approach considers not only how inputs are 

transformed into outputs, but also how employees and the organization can 

develop interpersonal and social relationship for mutual gain. Both technical and 

social system receives high priority, and they are simultaneously managed for the 

best possible integration. This is a new set of values and a new way of thinking 

that goes beyond the concern for a high quality of work life (Newstrom and Davis, 
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1993: p. 1_5_7). According to Weisbord (1985: p. 17) the basic assumptions of 

socio-technical system include the following matters : 

Employees are resources that can and should be developed. 

Self-control and self-regulation by employees is desirable and possible. 

Collaborative relationships are easiest when organizational levels and status 

differences are minimized. 

Related tasks should be grouped and individuals should be given multiple tasks 

and broad responsibilities. 

Employee input is invited, expected and reinforced. 

The organization and its jobs are subject to continual evaluation and change. 

The socio-technical systems approach to work design has two key significant 

characteristics. The first major emphasis of the approach is that organizations 

consist of both social (i.e., people) and technological components that any 

successful strategy of work design must concurrently take into account both 

components. The second characteristic of the approach is its emphasis upon 

organizations as open system i.e, systems that interact and are interdependent with 

the broader external environments in which they exist (Emery & Trist 1969, Trist 

et. al., 1963, Davis & Trist, 1974). 

According to Newstrom and Davis (1993)-"The socio-technical systems 

approach seeks to provide complete employment enrichment through a balanced 

emphasis on both human and technical factors. Major experiments with these 

systems have been made by many firms, such as Volvo, General Motors/Toyota 

and Digital Equipment. There are costs as well as benefits, but results generally are 

favorable." 

It is most important that technology transfer programmes acquire an understanding 

of quality of work life factors. What has to be 'transferred' is not simply a 
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technology but a socio-technical capability adapted to the conditions of the host . 

country. Indeed, the idea of transfer is in itself a misleading concept. Socio- · 

technical remodeling would express what needs to be undertaken (Chems and': 

Davis, 1975). 

2.3 Specific Issues of QWL 

In an attempt to define quality of work life, Guest (1979: p. 76) put it the following 

way: "Quality of Work Life is a generic phrase that covers a person's feelings 

about every dimension of work including economic rewards and benefits, security, 

working conditions, organizational and interpersonal relationships and its intrinsic 

meaning in a person's life." The workers and staffs expect management improve 

QWL by providing all these facilities like monetary benefits, job restructuring and 

redesign, career development, promotional opportunities, better physical working 

conditions etc. While the management and unions claim any improvement in 

facilities and financial benefits, the Personnel Managers task is to identify other 

specific issues of QWL pertaining in his own organization and .work on them. The 

American authors Klatt, Mudrick and Schuster (1985: p.584) identified 11 (eleven) 

specific issues in general which we can also adopt. They are: 

I. Pay and Stability of Employment: - Good pay still dominates most of the other factors in 

employee satisfaction. Though pay without stability of employment cannot satisfy the 

employee. The management should ensure its employees stability to make them part of the 

organization in its real sense. In an organization, stability can be provided by enhancing the 

facilities for human resource development. 

2. Occupational Stress: - Stress is a condition of strain on one's emotions, thought process and 

physical condition (Davis, 1981: p. 273). Preferring all types of jobs inevitably causes stress, 

though the intensity may very from job to job. As such job performance depends upon 
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effective management of stress in addition to the other factors which in tum depends upon 

identification of sources of stress (Rao and Anita, 1991: p. 263). Stress adversely affects 

employee's productivity. In an organization personal manager, in order to minimize the stress, 

has to identify, prevent and tackle the problem. He may arrange the treatment of the problem 

with th~-~~~lth department. 

3. Organizational Health Programmes: - Organizational health programmes concept is to 

develop mental health by maintaining good physical health. These programmes cover drinking 

and smoking caution, hypertension control, cardiovascular risk reduction, birth control etc. 

Effective implementation ofthese programmes result in reduction absenteeism, hospitalization, 

disability, excessive job turnover and premature death (Klatt, Mudrick and Schuster, 1985: p. 

586). 

4. Alternative Work Schedule: - Work at home, flexible working hours, staggered hours, reduced 

work- week, part-time employment are alternative work schedules. Each employee may have 

his own preferences of working hours. Alternative work schedules provide the convenience 

and comfort to the employees for their betterment. 

5. Participative Management and Control of Work: - Participative approach refers to sharing in 

an appropriate way the decision making power with subordinates. Trade unions and workers 

believe that workers' participation in management improves QWL. Participation in 

management is encouraged because it enhance the sense of control over the environment, 

increases involvement in the decisions, and makes implementation of decisions easy. 

6. Recognition:- Recognition is a magic work, which changes anyone's attitudes towards anyone. 

Recognizing the employees as a human being rather than as a labourer improves the QWL. 

Recognition at an appropriate time can improve personal relations in the organization. 

7. Superior-Subordinate Relations: - Superior-subordinate good relations gives the employees a 

sense of social association, belongingness, achievement of work results etc., which 1s 

important in improving total work culture, productivity and QWL of any organization. 
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8. Grievance Procedure: - Grievance procedure is a formal mechanism for upward 

communication. It presents a systematic attempt to listen to the problems of the subordinates 

and take. necessary action. Employees bear a sense of good treatment when the organization 

gives them the opportunity to express their grievance and they represent their case succinctly 

rather than settling the problems arbitrarily. 

9. Adequacy of Resources: -Resources should be available to the employees on work, otherwise 

employees will not be able to attain the objectives. Inadequacy of resources may cause 

dissatisfaction and stress to employees. This in tum leads to lower QWL. 

I 0. Seniority and Merit in Promotion: - Either seniority or merits are usually considered for 

promotions. Management has to consider either one depending upon the category of 

employees. Sometimes they can also consider both. The promotional policies should be fair 

and clean because it is related to QWL. 

II. Employment on Permanent Basis: - In an organization casual, temporary, probationary basis 

employees have a sense of insecurity towards job. On the other hand permanent employees 

always bear a sense of security towards their job and it leads higher order QWL. 

Source : Klatt, Murdock and Schuster, (1985), Human Resource Management, Ohio : Charles 

E. Merrill Publishing Company. 

2.4.1 Linkage Between QWL and QL 

The term 'Quality of Life' is used to express human concern in the external 

environment-pollution, mental health, leisure and variety of concerns about the 

world we live in. In the similar fashion 'Quality of work Life' with the emphasis 

on 'Work' is used to express concern for human conditions with in organizations. 

When we consider the concept of work life, we do not exclude life. When we 

show our preference and importance for quality of work life, we include quality. 
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Thus we accept that there is teleological justification for quality of life (QL). 

Starting from the premise that quality of life and quality of work life are 

systemically inseparable, particularly m face of problems like poverty, 

malnutrition, unemployment and inequitable distribution of wealth. A few 

propositions are set to show inter-penetrability of the two concepts (De, 1982: 

p.90). 

I. Within the organization itself there is scope for extending critical consciousness of the 

members from work place to their immediate environmental context. There are examples in 

support of this proposition. Workers at the grassroots, participating in work system redesign, 

picking up the key lesson from their experiences, showed interest in the company-run school 

system for children so that the quality of education can improve. Large number of welfare 

services, healthcare, food supply, immediate environment and the worker's residential colonies 

could be looked upon with a new perspective. There is also an array of examples from 

Norway, Scotland, Spain, Canada and USA where there have been productive spillover of 

interest to the community life by employees who started redefining their role as actively 

involved citizens of the community. There is a massage of hope for extension possibility. 

2. Employees of productive organizations can become leading parts in influencing the quality of 

decision-making, planning process and implementation machinery by their productive 

intervention. It is suggested that in political democratic system it is possible for the members 

of productive organizations as is evidenced in Poland, to put across determinedly. The 

alternatives that exist in the style of functioning of the ruling elite of a party, or the government 

of the day, in order that a sick social system including its economic parameters can reach the 

viable alternatives. It is not conceivable that such efforts will invariably be crowned with 

success. 

3. The likely positive impact of the experiences of productive workers on the style and the ethos 

of functioning of burgeoning government agencies can bring about transformation in their 

organizational goals and priorities. The public consisting of members of productive 

organizations can focus on the habit-encrusted and traditional-hallowed bureaucratic inertia so 
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as to arouse public conscience. Experience lends testimony to limited efficiency if not futility, 

of the Parliamentary Investigation Commissions to bring about any effective change, worth the 

name, in the bureaucratic citadel. Structure does not change in a fundamental way because the 

perception of reality of the functionaries in bureaucracy remains unaffected. They are 

adequately trained to domesticate the Commission and Committee Reports. It is, therefore, 

postulated that one way to make impact on the intransitivity of bureaucratic functioning either 

at the local level or at the metropolitan level is to bring forth the, collective experience and 

wisdom of productive employees who have incorporated in their life-style the core message of 

the quality of work life. 

4. Quality of work life in micro-organizations can derive its substance and broaden its horizon by 

drawing upon the insights of the quality of life movements. The popular Chipko movement in 

Gorhwal region to revive the decimated forestry, the resurrection of Jamestown urban area by 

collective citizen effort in New York State, the Rost Island upswing in Norway and by now the 

well-acknowledged Mondragon comprehensive co-operative coverage in the Basque country 

in Spain provide discernible lessons on building blocks for laying firm footholds for newer 

designs of human organizations which can set to course the knowledge-based applied 

behavioral science interventions in micro-economic organizations. 

5. Need to perceive the life-sized burning problems, which cast deepening shadow of threats 

upon quality of life and work. Though slated in the end, we emphatically maintain that this 

proposition is of utmost urgency to the contemporary world. The context of the globalization 

of economic, political and cultural malaise can no longer remain unquestioned and 

unexamined. 

Source : De, N. R. ( 1982), "Interlinkage Between Quality of Work Life and Quality of Life", 

Productivity, XXII (4), 89-90. 

Perception of economic factors and hard objective economic factors emerge as 

linking variables between a sense of life satisfaction and work satisfaction. This 
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also provides a linkage between quality of life in general and the quality of work 

life (Mehta, 1982: p.88). 

It is only a reminder to ourselves that we accept that the two are systemically 

inseparable, particularly when the third world has to deal with innumerable 

internal problems such as poverty, malnutrition, unemployment, inequitable 
i!.! 

distribution of wealth and anaemic developmental organizations set up as delivery 

system for the target groups. 

Studies also showed that four indices of socioeconomic conditions namely, level 

of education, salary status, housing and occupational status of the employees were 

correlated with various aspect of work related satisfaction. Such findings 

suggested a significant link between objective conditions of life and sense of 

happiness or unhappiness at the work place and a link between the some objective 

conditions and a general sense of life satisfaction. This suggests an important 

hypothesis regarding the carry over of life satisfaction to place of work and to the 

work itself (Pierce et. al., 1976). 

Now, improvement in the quality of life (QL) has become a fundamental aspiration 

of modem man, it is clear that satisfaction of this aspiration cannot stop at the 

factory gates. In the light of close linkage between QWL and QL, both 

management and union should take decisions simultaneously to work for a better 

social policy. 

Industrial relations and productivity are the fundamental issues for a better QWL 

and consequently for better QL. QWL has emerged as the main thrust of 

productivity movement. An overall improvement of QWL is an important process 

of building a new model of industrial society, which will emphasize the nature of 

work at office and factory, human resource development and quality of life on the 

basic of equity and participation. Goodale et. al., (1975) showed the relationship 

between quality of work life and other components of quality of life. Sharing the 
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increasing general concern for the development of methods to monitor social 

change and to diagnose society's well -being, the two factors are emphasized: the 

individual's perception of his quality of life and the person in his various contexts, 

for example, work, family, community and recreation. 

QWL has an intimate relation with the quality of life which the organizations can 

not afford to ignore any more (Monappa- & Saiyadain, 1996: p.379). They also 

expressed that "Quality of work life and quality of life cannot be seen as two 

independent entities. Both depend on each other. The questions that arise here are 

whether one lives to work or works to live? Can QWL be detached from the 

quality of life outside the work field? Ultimately, what determines the quality of 

life itself? If QWL accommodates the definition of satisfaction gained from the 

job, then quality of life must be satisfaction in life. If so, what are the variables, 

which bring about satisfaction to life. One can say that it varies culturally". The 

term QWL may be conceptualized as a sub-set of the quality of life which is all 

inclusive notion of life and living conditions (Gani and Ahmad, 1995). 

2.4.2 QWL and Quality Circles 

Quality circles, like QWL programmes generally, rest on employee participation in 

decision making. The circles share the basic characteristics of QWL initiatives. 

The structural characteristics of quality circles and the development circles are 

noted by the Japanese as dual-purpose agencies that enhance both economic and 

work life benefits (Bradley and Hill, 1987: p. 69). In order to establish the benefits 

and pitfalls of QWL initiatives by applying quality circles, the role of management 

in any organization is very important factor. Quality circles influence managerial 

cooperation and establish a significant participation of employees. In this way the 

proponents of quality circles advocated QWL generally. Quality circles are 

different from other approaches of improving quality of work life as their 
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concentration 1s essentially on quality improvement. They do not look for 

comprehensive job redesign, though once in a while it might have to be examined 

and they do not generally cover the welfare plans (Saiyadain, 1998: p.336). 

Ishikawa (1984), the father of quality circles (QL), defined QC as a small group of 

five to ten workers voluntarily performing quality control activities within the 

workshop to which they belong. According to him three main objectives of QC 

are: 

1. Workers contribute to the improvement and development of an organization; 

2. Workers develop respect for human relation and induce job satisfaction; and 

3. Workers deploy human capabilities to the fullest extent and draw out their 

infinite potential. 

Introduction of quality circles created in the workers a sense of commitment, 

enthusiasm and professionalism due to recognition ofhis contribution as one of the 

members of the team, assuring his continued co-operation as long as the conditions 

prevail. Quality circle is a people building process to improve the quality of work 

life. After the introductory phase quality circle requires considerable effort from 

the executives as the facilitators (Ratho, 1991: p. 21 0). Quality circles have 

created in the employees a sense of commitment and pride in the profession due to 

recognition of their contribution as members of small groups. Quality circles will 

definitely improve the quality of work life. 

Singh ( 1991: p. 218) stated "Some of the important components of QWL programme 

involves job rotation, job enlargement and job enrichment. These enable the achievement of · 

increased variety, more complete and meaningful jobs, increased responsibility and planning. 

When these changes are taken up with quality circles, the employees are able to experience 

autonomy, use of intellectual abilities, related to job satisfaction. Since quality circles do not 

represent a change in the authority structure, management tends to see quality circles as less 
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threatening than many forms of work restructuring. In fact, job enlargement and job enrichment do 

not represent an alternative to quality circles. They can take place and prosper along side or within 

the groups. Quality circles therefore add more meaning to the QWL programme and also catalyze 

improvement in quality and productivity". 

Quality circles resemble the well known 'employee participation groups' that 

management at GM'S Fleetwood plant introduced in order to give structure to its 

QWL activity. Some observers have objected that because the managerial 

motivation to introduce quality circles may be economic, circles are not part of 

QWL (Lawler and Mohrman, 1985). 

2.4.3 QWL and Productivity 

'Quality of Work Life' (QWL) and 'Productivity' are like two wheels of a cart and 

they have to move in parallel. In the context of economic growth QWL and 

productivity must improve hand in hand. Deterioration of QWL may cause 

productivity stagnation, if not decline. Unless improvements in both dimensions 

progress simultaneously, both will have to suffer. If QWL is taken as an issue to:: 

be attended, it cannot be separated from the issue of productivity in the long run 

(Yoshida, 1991 ). 

Organizations try to upgrade the standard of living and improve the quality of 

work life of their employees. It is evident that one of the key factors to achieve 

this organizational goal is productivity improvement. Therefore, initial efforts of 

an organization for better quality of work life will be through higher productivity. 

The term 'Quality of work life' is based on the concept that improvements in 

human satisfaction and increases in performance. Productivity has. so far been 

largely concerned with improving efficiency of investment and reducing costs. 

The core concern of quality of work life and productivity has been to humanize 
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work _Jn_:qcess, democratize authority patterns and increase organizational 

capabilities to adjust with the internal and the external environment (Emery, 1959). 

The quality of work life may be improved when employees as well as employers 

are well concerned about the productivity and both parties take joint efforts for 

continuous improvement in the field of productivity. 

Quality of work life and productivity include dynamic interaction and interchange 

between people, technology and management (Suri, Singh and Akhtar, 1991: p. 9). 

According to them relationships between management, technology, people, QWL 

and productivity is shown below. 
---·-·----~ 

i 

I 
I 

,__ ____________________________________ j 
Fig 3 : Relationships between Management, Technology, People, QWL and 

Productivity. 

Source: Suri, et al., (1991 ), Quality of Work Life and Productivity, New Delhi : 

National Productivity Council 

Here, an organization consists of three sub-systems in co-ordinative interaction, 

influencing both quality of work life and productivity. 

Quality of work life and productivity, essentially, are not two separate subjects. 

Productivity is closely interlinked with human resource development and hence 

with the quality of work life in the organization. Failure to motivate human 



44 

resources has been the main cause of the failure to achieve higher productivity 

(Natarajan, 1991: p.199). 

Enhancing QWL will result m productivity improvements and gams from 

productivity improvements in turn will strengthen QWL (Walton, 1972). 

Productivity movement is a state of mind, which believes in and builds for the 

better future. Now it is the time to work together not only for a better quality of 

work life today, but also for tomorrow. The reality is that in the organization the 

sharing of social understanding and the participation of all parties concerned 

would constitute positive attitude for better QWL and higher productivity. 

2.5 Union Attitude Towards QWL 

Union attitudes towards the quality of work life may differ from one country to 

another, within a country from one enterprise to another and even within an 

enterprise from one plant to another (Delamotte, 1975: p.406). Union responses to 

quality of work life are shaped by their values, goals and practices. For example, 

developed countries unions are mostly involved in democracy programmes, but the 

under developed countries unions are mostly involved in monetary matters. 

In the words of the Industrial Relations Ordinance, 1969, "trade union means any 

combination of workmen or employers formed primarily for the purpose of : 

regulating the relations between workmen and employers or workmen and 

workmen or employers and employers for imposing restrictive conditions on the 

conduct of any trade or business and includes or federation of two or more trade 

unions" [section 2(lb)]. Flanders (1975) stated that trade unionism is an integral 

part of complicated yet on the whole smoothly working system of industrial 

relations. 
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Mener and Crane (1995) presented a model umon management organization 

structure for a quality of work life project. The model structure to implement a 

joint quality of work life improvement programme is depicted in Fig 4. 

Management Union 

Advisory Committee 

Execute Officer ~--------.~....-------------:7 lnt~~fal 

Plant Mana ement Working Committee . Barg~ning 
9 ~-------------------,/f~·-----3> Committee 

1' 
I 

'-lt 1 . Core Groups 
Supe 1sors/ ~------------------------>Shop Steward Workers 

Foremen Work Teams 

Fig 4 : Model Union Management Organization Structure for a Quality of Work Life 

Project. 

Source : Mener, J. B. and Crane, B. P. (1995), Human Resource Management The 

Strategic Perspective, New York : Harper Collins College Publishers. 

According to them, in this model an advisory committee (company executive 

officer and union international officer, perhaps an outside consultant) reviews 

recommendations from the working committee (the plant managers and bargaining 

committee). The core groups of the supervisors and the union stewards make 

recommendations ranging from changes in the work process to group and 

individual problems-to the work committee, which secures the advice and/or 

approval of the advisory committee. 
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The importance of the union in implementing quality of work life programmes, 

numerous commentators have called for union-management collaborative 

programmes. Although the traditional stand of many unions and management on 

the issue of union management cooperation in quali~y of work life improvement 

programmes has generally been one of reluctance, much has been written on the 

need for these collaborative relationship (Bluestone, 1979; Davis and Chems, 

1975; Drexler and Lawler, 1977; Kochan and Dyer, 1976; Ponak and Fraser, 

1979). As noted by Dyer, Lipsky, and Kochan (1977) many ofthese authors have 

been critical of unions for being hostile toward collaborative programmes and for 

being insensitive to workers' needs for psychic satisfaction from their jobs. Thus 

these commentators have generally called for more union management co

operation in establishing quality of work life programmes. Further, it has been 

argued that organizations can improve business results concomitantly with quality 

ofwork life (Walton, 1979). 

In the past, management did not tolerate trade union interference in what they 

considered. The trade unions engaged themselves to economic demands or cases 

of punishments. Trade unions shown interest only when the question of payment 

of compensation came up. But now most of the problems of work conditions, like 

cleanliness, proper lighting, ventilation, canteen, housing, transport, safety, 

environment etc. are coming to the negotiating table. In the public sector units for 

most ofthese problems, joint committees are set up (Krishnan, 1991). 

Thus the trade union activities are no more confined to only collective bargaining. 

The effects of technological revolution that have created the urge for workers' 

participation in management. 
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2.6.1 Economic Aspects of Quality of Work Life 

Economic aspects of employee's work life play a very important role in 

motivating the employees. It is especially in Bangladesh, where most of the 

populations are still around poverty line. Quality of work life is basically the 

quality of life that an employee experiences at his work place. Unless. good 

quality of work life is provided to an employee, he cannot be motivated towards 

work. Quality of work life covers all aspects of employee's work life like 

economic, social, psychological and organizational. Among these aspects, 

economic aspects occupy first place. Walton, promoter of QWL, also gives first 

place to the monetary benefits in his eight-point criteria measure QWL. 

Quality of work life is dependent on various aspects of employee's work life. The 

first and the most important among them is economic aspect. Abraham Maslow 

arranged a person's motivational needs in a hierarchical manner. He focused that 

once a given level of need is satisfied, the next level of need has to be activated in 

order to motivate the individual (In Fred Luthans Organizational Behavior, 

McGraw Hill). 

Physiological needs which are explained as basic and primary needs of employee 

by Maslow, also consist of monetary benefits. The economic aspects play all the 

more important role in moulding the attitude of the employees towards their work. 

The effort to improve the quality of work life affect economic performance both 

directly and indirectly, through their influence on the performance of industrial 

relations systems (Katz, Kochan, Weber, 1985: p.511). 
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2.6.2 Social Aspects of Quality of Work life. 

Social aspects influence quality of work life in many ways. An employee plays 

many roles at his work place and in a social system. An employee plays roles of 

subordinate, boss, trade union member, secretary to a cultural club, a husband and 

a father. All these roles interact and influence his work life. An employee can 

lead a qualitative and sound work life if all these roles correlate and interact 

positively. Social integration is interpersonal relations that employees share at 

work place with his superiors and subordinates. If he has strained relations with 

his boss, his work life is variably affected. The opportunity for socialization with 

colleagues is an important aspect of QWL (Anitha and Rao, 1998). 

Social system plays an important role in the work life of an employee. Social 

system is a complex set of human relationships interacting in many ways. Possible 

interactions are as limitless as stars In the universe. Within a single organization, 

the social system includes all the people in it and their relations to each other and 

to the outside world (Davis & Newstrom, 1989). 

Social aspects influence QWL in four different ways. One is social integration! 

inter-personal relations. Employees share their experiences, problems, happiness, 

opportunities etc., at work place with their boss and subordinates. The second 

aspect is social relevance of job. The social status, an employee enjoys outside, 

and the respect his job commands in his social groups are naturally interactive. 

The third part of social aspects is influence of other institutions like family and' 

trade unions. The demands of employees family and trade unions affect work life 

of employees tremendously. The fourth factor is constitutionalism which should 

take care of the rights of employee like protecting his privacy, giving him chance 

to present his view, etc. (Anitha and Rao, 1998). 



CHAPTER 3 

EARLIER STUDIES ON QUALITY OF 

WORK LIFE 
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3.1 Review of Literature 

Review of literature shows that though there are a good number of studies on 

QWL in manufacturing organizations in many countries, studies on QWL in 

Bangladesh are rare to find. 

Anitha and Rao (1998) dealt with the concept of quality of work life
1
its indicators, 

measurement and assessment in commercial banks. The study was carried out in 

two mqjor commercial banks in India. This study showed the level of QWL in a 

most familiar service industry, i.e., banking. Walton's (1974) eight point criteria 

was adopted as a basis for measurement of QWL, though few more indicators like 

family, trade-unions and organizational structures and hierarchy were also used. 

Assessment was divided into four parts. They were-Economic Aspects, Physical 

Working Conditions, Social Aspect and finally Human Resource Development 

Aspect. Two banks were selected for the study-one from public sector i.e., 

Andhra Bank and another from private sector i.e., the Vysya Bank Ltd. Major 

initiative in the study was on the measurement of existing level of QWL. Based 

upon the opinions of management respondents, employees and members of trade 

union, Anitha and Rao suggested few measures. These are follows: 

1. Employees are most dissatisfied with the Human Resource Allowance 

provided to them. Management of the bank should take steps to improve HRA · 

especially for the employees in urban and sub-urban areas. 

2. Employees of both banks are dissatisfied with almost all physical-working 

conditions. Management of both the banks should consider to improving 

minimum facilities like lunch room and sports facilities etc. 
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3. Both management and employees are dissatisfied with role played by 'Trade 

Unions' in the improvement of QWL. The union should realize the importance 

of QWL and strive towards its improvement. 

4. Employees are dissatisfied with promotion policy, transfer policy and largely 

with management's co-operation in their career development. Management of 

both the banks should provide career-counseling facilities to the employees to 

guide them in their career advancement. 

Venkatachalam and Velayudhan (1997) in their paper identified the factors that 

help measure QWL. The survey also revealed that QWL is positively related to 

organizational commitment and QWL is basically concerned with improving the 

work satisfaction of employees as an effective corporate motivational strategy. 

They stated from their survey that productivity increased with the change adopted 

through quality of work life of the employees and identified several factors which 

help measure QWL, such as security, autonomy, equity of pay, rewards, 

satisfaction, involvement, stress, working environment, and so on. According to 

them QWL is simple which involves giving the workers the opportunity to make 

decisions about their jobs, the design of their work places and what they need to 

make products or to deliver services more effectively. 

Gani and Ahmad (1995) undertook a study on HMT, Kashmir with a sample of 

150 workers and 50 managerial personnel. The study revealed the results, 

adequate financial returns from the job, the desire for job security, better working 

conditions and advancement opportunities to be the major consideration in the 

employees working lives. The empirical study was categorized into four factors: 

1. Working environment, 

2. Relational, 

3. Job,and 

4. Financial. 
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Newstrom and Davis (1993) referred the term QWL to the favorableness or 

unfavorableness of a total job environment for people. According to them QWL 

includes-

- Open communications, 

- Equitable reward systems, 

- A concern for employee job security and satisfying careers, and 

- Participation in decision making. 

They suggested QWL provides the higher-order needs of workers as well as their 

basic needs. They further summarized about QWL and job enrichment 

programmes as follows: 

- In a general way, job enrichment and QWL programmes are desirable 

for both human and performance needs. They help employees and they 

help the firm. 

There is a contingency relationship. QWL improvements achieve 

better results in some situations than in others. 

QWL programmes bring costs as well as benefits. Both must be 

considered to determine net benefits and the desirability of a change. 

Havlovic (1991) conducted a study concerned with the quality of work life and 

human resource outcomes. This study developed and tested hypotheses regarding 

the influence of quality of work life initiatives on absenteeism, accidents, 

grievances, and quits, using monthly longitudinal human resource archival data 

collected at a unionized Midwestern heavy manufacturing firm for the period from 

1976 to 1986. Auto regression was utilized to examine the direct impact of QWL 

on human resource outcome. QWL was found to significantly reduce absenteeism, 

minor accidents, grievances and quits. 
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Levine, Taylor and Davis (1984) presented the results of a step-by-step Delphi 

analysis to develop a definition and measure of quality of work life (QWL) in a 

case specific setting. Sixty-four people were chosen to participate in the Delphi 

panel constituting a purposefully stratified sample of the parent population that 

engaged in defining QWL utilizing a six phase Delphi methodology. The 

composition of the set of seven significant QWL predictors pointed out an 

important lesson. More than half of the significant predictors of QWL extended 

beyond specific job content. The results of a 34-item QWL questionnaire 

developed from the Delphi panel that definition were tested with a sizable (n==450) 

sample of the company's employees identified the following seven significant 

predictors of QWL. 

1. The degree to which my supervisors treat me with respect and have 

confidence in my abilities, 

2. Variety in my daily work routine, 

3. Challenge of my work, 

4. Work at present leads to good future work opportunities, 

5. Self-esteem, 

6. Extent to which my life outside of work affects my life at work, and 

7. The extent to which the work I do contributes to society. 

Schlesinger and Oshry (1984) in their study, based upon the review of the 

experience of over 25 organizations, developed a systematic understanding of the 

problems faced by the middle mangers and provided an action plan for the middle 

managers. The basic premises for this study are : -

QWL activities tend to increase powers of the workers and 

consequently reduce the influence capabilities of the middle managers. 
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While workers derive their influence and power from their proximity 

to the production process, there is no parallel power base for their 

middle managers. 

According to the authors, the problems faced by the middle managers grow out of 

the inappropriate organizational structure and lack of support from the top 

management rather than the lack of skill, or intelligence on the part of middle 

managers. They suggested that the top management could take a number of steps 

to improve the middle managers functions and productivity and at the same time 

improving the QWL. 

The action plan suggested by the authors to address to the problems faced by the 

middle managers are:-

The top management must recognize the importance of the role of 

middle managers in QWL activities and the problems that make it 

difficult for them to function as organizational integrators if they are 

not integrated. 

The top management should develop a list of skills important to middle 

manager success as an organizational integrator in the contex;.t of QWL 

activities. 

The top management should devise a formal evaluation and reward 

system that supports the development and demonstration of desired 

skills by middle managers. 

The top management should develop appropriate organizational 

structure and job designs at middle managers level of the organization. 

Gadon (1984) stated that quality of work life (QWL) has become an umbrella 

term for a host of activities. According to him QWL includes: 
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1. Personal and Professional Development: MBO (management by 

objectives), management development, career counseling, mental health 

counseling (employee assistance programmes), and physical health 

improvement (wellness in the work place). 

2. Work Redesign: Job enlargement, job enrichment, workflow 

reorganization, and socio-technical systems. 

3. Team Building: Quality circles, participation teams, task forces, project 

groups, and joint labour management productivity committees. 

4. Work scheduling: Flexible working hours (flextime), staggered working 

hours, compressed workweeks, job sharing, and part-time work. 

5. Total Organizational Change: Parallel organization, gain sharing and work 

councils. and co-determination (employee representation in policy making 

assemblies, commonly found in Europe, but rare in the USA). 

He focused in America quality of work life has circulated widely. Changing 

circumstances, international competition and attitudes toward work, a large-scale 

reconsideration of existing organizational practice are the cause taking attention to 

QWL. He expressed "quality of work life is not, therefore, a passing fancy, or 

even an appeal to better, more human values. It is a practical way of addressing 

our material and psychological needs in a harshly competitive world". 

Katz, Kochan and Goblille (1983) presented a study covering the relationship 

among plant level measures of industrial relations performance, economic 

performance and quality of work life programmes. The data for this study were · 

collected from company files on 18 plants in which joint efforts with the United 

Automobile Workers were under way during the years 1970-79. The plants were 

all in one General Motors (GM) division in which the technology and product 

were very similar. The results of this study reveal that the proposition which 
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measures of industrial relations performance, such as gnevance and discipline 

rates, union management climate, absenteeism and difficulty in contract 

negotiations, are systematically interrelated and also strongly rated to measures of 

economic performance, such as direct labour efficiency and product quality. Less 

conclusive are the results of tests of the proposition that QWL efforts have 

produced improvements in industrial relations and economic performance across 

the plants. 

Nadler and Lawler III (1983) suggested a working definition of quality of work 

life (QWL) as "quality of work life is a way of thinking about people, work and 

organizations. Its distinctive elements are-I) a concern about the impact of work 

on people as well as on organizational effectiveness, and 2) the idea of 

participation in organizational problem solving and decision making". From their 

definition two important aspects of QWL seem to be emerging out. First, QWL 

efforts should not focus on how QWL make people do their work better, but on 

how work help to make people feel better. Here the focus is not concerned with 

productivity or organizational enhancement efforts but on the outcomes of the 

individual. Second the major important aspect of QWL should be employee's 

participation in decision making process of the organization. 

According to Nadler and Lawler QWL activities are as follows: 

1. Participative problem solving. 

2. Work restructuring. 

3. Innovative rewards systems. 

4. Improving the work environment. 

They expressed their concern about the confusion of the concept of quality of 

work life. They brought out this confusion thus -
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Definition of quality of work life (QWL) (as emerged during six time intervals) 

First definition (1969- 1972) : QWL Variable. 

Second definition (1969)- 1975) : QWL Approach 

Third definition (1972- 1975) : QWL = Methods 

Fourth definition (1975- 1980) : QWL Movement 

Fifth definition (1979 - 1982) : QWL Everything 

! Sixth definition - : QWL Nothing. 
I 

They also suggested three major components of QWL efforts that must manage 

well for a programme to be successful. The components are -

1. The development of projects at different levels, 

2. Area of activity involves in management system and organizational 

arrangements, and 

3. Changes in senior management behaviour. 

Sing (1982) pointed out the status of quality of work life activities and suggested a 

need to enlarge the concept of QWL to include search for work. According to him 

works in quality of work life area have different connotations like new forms of 

work organization, industrial democracy, job redesign etc. 

Ghosh and Kalra (1982) in their study of QWL tried to show how different 

aspects of it were influenced by factors like age, income, qualifications, 

experience etc. of workers. They selected 12 factors from Carlson's 16-dimension ,. 

QWL concept and added 3 more dimensions to it. Their IS-dimension QWL 

concept includes the following factors: 

1. Advancement based on merit, 
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2. Employee commitment, 

3. Opportunities to use one's own capacities, 

4. Job security, 

5. Employee state of mind, 

6. Safe and healthy working conditions, 

7. Union- management relations, 

8. Physical working environment, 

9. Employee welfare, 

10. Relations with supervisor, 

11. Work group relations, 

12. Adequate financial compensation, 

13. Employee involvement on the job, 

14. Absence of undue job stress, and 

15. Standing of the organization in the society. 

De (1982) stated quality of life and quality of work life systematically inseparable, 

particularly in face of problems like poverty, malnutrition, unemployment and 

inequitable distribution of wealth. He declared a few propositions to show inter 

penetrability of the two concepts. The propositions are: 

1. Within the organization itself there is scope for extending critical 

consciousness of the members from work place to their immediate 

environmental context. 

2. Employees of productive organizations can become leading parts in 

influencing the quality of decision-making, planning process and 

implementation machinery by their productive intervention. 
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3. The likely positive impact of the experiences of productive workers on 

the style and the ethos of functioning of burgeoning government 

agencies can bring about transformation in their organizational goals 

and priorities. 

4. Quality of work life in micro organizations can derive its substance 

and broaden its horizon by drawing upon the insights of the quality of 

life movements. 

5. Need to perceive the life-sized burning problems, which cost 

deepening shadow of threats upon quality of life and work. 

According to De, the concept of working life includes life and performance for 

quality of work life including quality. 

Takezawa eta!., (1982) conducted a study on the changing patterns of the quality 

of work life in three major industries in Japan. The period under investigation 

varies slightly among industries but generally covers a period when active 

improvements were made in the quality of work life. This study described the 

dynamic changes in the working life in Japanese industry and it also revealed that 

the changes installed in the work place, mostly through the joint efforts of unions 

and management. The observations of Takezawa et. al., pointed out that worker's 

'yarigai' (a sense of worth in doing) and 'ikigai' (a sense of fulfilment in living) 

have raised their level of satisfaction with work. The three major industries (viz. 

Shipbuilding, Electrical machinery and Automobile manufacturing) considered 

collaboration between employers and trade unions through small group activities 

had brought about a notable improvement in the quality of work life and job 

satisfaction of the workers. 

Holley, Feild and Crowley (1981) focussed on the more narrowly defined area of 

job enrichment factors (that is, the intrinsic aspect of work such as responsibility, 

opportunities for advancement) as well as the more broadly defined area of quality 
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of work life, which encompasses not only job enrichment factors, but also other 

issues such as availability of tools and equipment and working conditions. They 

examined the relationships among selected latitudinal variables, demographic data 

and union participation indicators with the preferred degree of union involvement 

for various issues. This research revealed a number of conclusions that serve as a 

basis for considerations to be taken in implementing quality of work life 

programmes. 

First union members appeared to strongly support collective bargaining for 

traditional negotiation issues and joint union-management efforts for quality of 

work life issues. 

Secondly the altitudinal variables were the best predictors of union members 

interests in collaborative efforts involving productivity and quality of work life 

ISSUeS. 

Last this research indicated that new role for the union and management in dealing 

with productivity and quality of work life issues may be involving into more joint 

participation between these groups. 

Ultimately, the results showed strong support to collective bargaining in joint

management efforts when quality of work life issues were involved. 

Sinha and Sayeed (1980) conducted a study to develop an inventory for measuring 

quality of work life. They considered Carlson's (1978) working dimensions of 

quality of work life and decided to add some other dimensions which they deemed 

to be applicable in the Indian settings. They thought Carlson's working 

dimensions to be theoretically exhaustive in the western context. Sinha and 

Sayeed proposed 18 dimensions QWL concept and finally they decided to drop 

one dimension Gob stress) from their list of QWL dimension because 'job stress' 
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dimension lacked the required extent of reliability. The 18 dimensions of QWL 

and their operational definitions are presented here: 

I. Economic Benefits (EB): Receiving adequate monetary income and financial rewards. 

2. Physical Working Conditions (PWC): Conditions effecting physical comfort and 

convenience on and at the job. 

3. Mental State (MS) : Feeling of depression or being up set at work. 

4. Career Orientation (CO): Progressing for career objectives and having opportunities for 

progress. 

5. Advancement on Merit (AM): The extent to which rewards and punishment are based on 

merit. 

6. Job Stress (JS): Absence of excessive pressures and undue work demands, which might 

hamper with the job. 

7. Effect on Personal Life (EPL): Effect of job on personal life. The hangover effect on the 

individual, which may be either positive or negative. 

8. Union - Management Relations (UMR): The relationship between union and 

management, consideration of each other's point of view. 

9. Self- Respect (SR): The feeling of being treated as an adult with respect and due dignity. 

I 0. Supervisory Relationship (RS): The relationship with supervisor and mutual 

understanding. 

II. Infra..:.Group Relations (JGR): The way workers in a group interact. 

12. Apathy (A): The workers concern and ambition for work. 

I 3. Confidence in Management (CM): Belief that the management is aware of and concerned 

about workers problems and interests. 

14. Meaningful Development (MD): Opportunity to learn more and apply skills and abilities 

meaningfully and in a challenging way. 

15. Control, Influence and Participation (CIP): The extent to which workers are involved in 

decision-making, their influence and control. 

16. Employee Commitment (EC): Loyalty to the company and concern for it's future. 
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17. General Life Satisfaction (GLS): Fulfillment of 'life' needs apart from the work situation, 

i.e., in family, in society and so on. 

18. Organizational Climate (OC): The organization's or industry's outlook and approach in 

the interest of the worker for the betterment of the industry. 

Source : Sinha, P. and Sayeed, 0. B. (1980), "Measuring Quality of Working Life: Development 

of an Inventory", The Indian Journal of Social Work, 41 (3), 219-226. 

Westley (1979) addressed the type of problems generated by the factory system. 

The problems faced by people at work are classified into four types: political 

(insecurity), economic (inequity), psychological (alienation), and sociological 

(anomie). To solve these problems he recommended individual remedies such as: 

worker directors, profit sharing, job enrichment, and socio technical design in 

terms of their capacity. The study explored roots of the quality of work life 

(QWL) as follows: 

Kinds of clairos Work Agency for Indicators Proposed 
made on work problem solving the remedies 
org_anizations. problem 

Economic Inequity Unions Dissatisfaction Co - ops. profit 
1850- 1950 strikes and sharing 

sabotage productivity 
agreements 

Political Insecurity Political parties Dissatisfaction Worker self-
1850- 1950 strikes and management 

sabotage Worker directors 
Worker councils. 

World War II 
Psychological Alienation Change agents Sense of Job enrichment 
1950- present detachment 

Absenteeism and 
Turnover 

Sociological Anomie Self development Sense of Sociotechnically 
1950- present groups meaninglessness designed work 

Absenteeism and groups. 
Turnover 

Fig 5 : Roots of the quality of work life. 

Source: Westly, W. A. (1979), "Problems and Solutions in the Quality of Working 

Life", Human relations, 32(2), I 13-123. 
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Cooper and Erid (1979) focused on work hunanisation experiments in Eastern and 

Western Europe. They discussed the general issues raised by the quality of work 

life measurements, trade unions and other interested parties. Finally their works 

were devoted to work humanisation. 

Davis and James (I 979) indicated the styles and models of job design. Their 

initiatives devoted to the evaluation of job design, the current conditions and the 

recent theoretical trends, job centered and work system studies. They came to an 

end with speculations about the future of job design. 

Ganguli (1 979) found that security, safe and healthy working condition, and, work 

organization, adequate compensation, opportunity for growth and social 

integration in work-organization had important considerations for QWL activity. 

Guest (I 979) talked about feelings of an employee about his work while defining 

quality of work life and pointed out the effect ofQWL on person's life. His QWL 

programme covered more than 3800 human beings at Tarrytown, a General Motor 

car plant in New York State. According to him- a new collaborative approach on 

the part of management, unions, and workers improve the quality of life at work in 

its broadest sense. He suggested considering the following points for developing 

QWL programme. 

I. For quality of work life to succeed, management must be widely competent in 

running the business as a profit-making enterprise. 

2. The union must be strong. 

3. Management has to be the first party to initiate change. 

4. Quality of work life should never be used by either party to circumvent the labour 

management agreement. 
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5. Top management and top union officials must make an explicit commitment to 

support quality of work life. 

6. Even with agreement at high levels and a demonstrated concern on the part of rank

and-file employees, it is essential that middle management and front line supervisors 

not only know what is taking place but also feel they have a say in the change 

process. 

7. A quality of work life programme is unlikely to succeed if management's intention is 

to increase productivity by speeding up the individual worker's work pace, or if it 

uses the programme as such, to reduce the work force through layoffs. 

8. A programme should be voluntary for the participants. 

9. Quality of work life should not be initiated with a detailed master plan. It should be 

flexible. 

I 0. At each step in developing programme, misunderstandings must be talked out and 

solved on the spot. 

I I. It is not enough to expose employees to the principles of effective interpersonal 

communication and problem solving skills. 

12. Quality of work life efforts should not be thought of as a 'programme' with a finite 

ending. 

He further suggested management might have the formal power to drop quality of 

work life efforts summarily. 

Lippitt (1978) in his paper expressed businesses, industrial units, government 

installations, voluntary agencies, universities and health institutions renew their 

functions and provide quality of work life. According to him, trends of change are 

accelerating at an uneven rate, but at a rate of speed that is challenging all our 

institutions, as well as the individual who works within them. The total picture can 

be described as a transition from the industrial to the postindustrial society, and 

involves massiys:. change that is not under control. Organization renewal can 
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create out of this transition and organizations are functioning different from the 

past. This study revealed an interest to the better quality of work life by three 

interrelated conditions: 

I. In the well-fed society in which we live, with full employment and rapid technological 

changes and challenges, it becomes more and more possible for an individual to make a 

personal choice as to where he or she will work and this choice can be based upon his or 

her own needs and goals. 

2. There is an increasing importance attached to human dignity in our society and greater 

recognition that work must be organized and managed to take human dignity fully into 

account. 

3. Findings from the behavioral sciences show that work that is organized to meet people's 

needs, as well as to achieve organizational requirements, tends to produce the greatest 

productivity and the highest quality of work. 

He stated that organization renewal and QWL are processes and philosophies, not 

techniques or gimmicks. They are ways by which all of parties can begin to make 

their organizations growth toward the state of maturity that is required if they are 

going to develop a quality of work life for their colleagues, employees and self. 

Joseph (1978) in his study of quality of work life and job attitudes relationship 

measured QWL of 96 skilled and semi - skilled technicians in a public enterprise 

in terms of four dimensions -growth, mastery, involvement and self-control. Job 

attitudes were measured in terms of work, pay, promotion, co-workers and 

supervision. In brief, the findings were: 

1. Attitude towards the nature of work is closely related to QWL. The more 

one consider one's work to be interesting, challenging and achieving the 

higher would be one's quality of work life; 

2. Co-workers play a role to make the QWL high or low; and 
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3. Attitudes towards supervision and pay seem to be least related to quality of 

work life. 

Carlson (1978) conducted a survey on quality of work life m General Motors 

(GM) dealt with the following 16 dimensions: 

1. Employee Commitment; feeling of loyalty to OM: a commitment to and concern for the 

future of the organization. 

2. Absence of developing apathy: a measure of employee concern and ambition regarding 

their work. 

3. On the job development and utilization: opportunity for the employee to learn and apply 

skills and abilities in a meaningful and challenging way. 

4. Employee involvement and influence: the extent to which employees feel involved in 

decision - making. 

5. · Advancement based on merit: the extent to which management is interested in the 

progress of the individuals and rewards people on the· ba~is of ability, performance and 

experience. 

6. Career goal progress: making progress in the achievement of career objectives and the 

belief that there are opportunities for further progress. 

7. Relation with supervisor: the working relationship with one's supervisor as reflected in 

fairness, honesty, and mutual respect. 

8. Work group relations: the way employees in a work group provide mutual support and 

encouragement. 

9. Respect for the individual: the feeling of being treated as an adult with respect and 

dignity. 

10. Confidence in management: belief that management is aware of and concerned about 

employee problems and interests. 

ll. Physical working environment: conditions affecting employees health, comfort and 

convenience. 
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I 2. Economic well-being: receiving adequate financial rewards and having income 

protection. 

I 3. Employee state of mind: whether the employee feels upset or depressed while at work. 

14. Absence of undue job-stress: the relative absence of excessive work demands and 

pressure which might interfere with doing the job well. 

I 5. Impact on personal life: spillover effect of the job on employees personal lives. 

16. Union-management relations: the extent to which the union and management recognize 

mutual goals are working together. 

Boisvert-.. (1971) had listed a number of components of QWL. After reviewing 

relevant literature on quality of work life, he identified the following dimensions 

as important components of QWL. 

I. Control over work, 

2. Extent of use of one's judgement, 

3. Importance of decisions made, 

4. Learning opportunities, 

5. Use of skills and abilities, 

6. Control over criteria of work adequacy, 

7. Feedback performance, 

8. Challenge in the job, 

9. Work variety, 

I 0. Interaction with co-workers, 

I I . Recognition at work, 

12. Possibilities for taking pride in one's work, 

13. Possibilities for relating work to final product, 

I 4. Extend of preparation on the job for a desirable work future, and 

15. Participation in organizational decision making. 
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De (1977) further discussed the theme of motivation m the context of the 

following parameters-

- the characteristics of work system design and its impact on motivation, 

- the mode of work system design and consequences on the motivation, 

a search for alternative work system design with an expectation that some 

adverse influences on human motivation can be halted and overcome, and 

the role of employee participation in redesigning the mode of work 

systems. 

The author contained in his studies, work redesign in BHEL, and job enrichment 

in LIC and Post Offices. 

Davis and Cherns (1975) dealt with enhancing, measuring and changing the 

quality of work life; technology and quality of work life. They focused from the 

standpoint of change and bargaining and as a central issue in industrial relations. 

The articles also containe,d case studies pertaining to changes of participation and 

relationships, new design in organizational structure, organizational structural 

redesign and changes in design of jobs. 

De (1975) drew a futuristic scenario for India. The author relies heavily on the 

quality of work life which he feels the crux of futurology studies. The scenario is 

constructed on excerpts from various newspapers and bulletins and data from 

other sources. 

Trist (1 975) suggested the planning development which may provide the 

appropriate climate and setting for sociotechnological assessment, choice of 

technology and design of organizations and jobs. He further made an urge for the 

importance of QWL in a developing country. According to him in a developing 

country the QWL can become both an end and means. It is an end in itself because 
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it is a highly significant component in the quality of work life in general and it is a 

means by which the employees can acquire civic competencies and skill. 

Walton (1973) identified job dissatisfaction at all organizational levels, addressed 

this problem comprehensively by defining the major criteria for the quality of 

work life and examined their interrelationships. He pointed out possible conflicts 

among these criteria and discussed their variations across different working 

groups. According to him eight major criteria for the quality of work life are as 

follows: 

1. Adequate and fair compensation, 

2. Safe and healthy working conditions, 

3. Immediate opportunity to use and develop human capacities, 

4. Future opportunity for continued growth and security, 

5. Social integration in the work organization, 

6. Constitutionalism in the work organization 

7. Work and total life space, and 

8. The social relevance of work life. 

He observed that QWL concept was being used more and more "to describe 

certain environmental humanistic values neglected by industrialized societies in 

favor of technological advancement, industrial productivity and economic growth. 

Within business organizations, attention has been focused of the quality of human 

experience in the work place. At the same time many firms have questioned their 

viability in increasingly competitive world markets. These dual concerns have 

created a growing interest in the possibilities of redesigning the nature of work. 

Many current organizational experiments seek to improve both productivity for 

organization and the quality of work life for its members". Walton considered the 

following questions as central to both research and action programme with QWL: 



70 

How should the quality of work life be conceptualized? 

How can QWL be measured? 

What are the criteria of QWL and how are they related? 

How is each related to productivity? And 

Are these criteria uniformly salient for all employee groups? 

3.2 QWL in Other Countries 

Quality of work life (QWL) represents a real concerns for human values in 

today's society with an awareness that all individuals devote the greater part of 

their mature lives to work, expending time, energy and physical and mental 

resources to this endeavor. Experiments are being conducted in industrially 

advanced countries to find out cause of general frustration among employees, 

misunderstandings between management and employees and the ultimate 

industrial sickness and unrest. 

India 

The concept of quality of work life made its appearance in India in the mid 

seventies when the country was passing through a phase of intense labour unrest 

(Sengupta, 1985: p. M.150). QWL improvement was not considered as important 

factor in India until recently. Because there were more impending factors like 

resource deficiency, environmental threats, serious financial problems and lack of 

consciousness among employees in this regard can also be considered as one of 

the reasons for delayed improvement of QWL (Anitha & Rao, 1998: p.l6). 

India is a country with various cultures, values' systems and varied interests. As 

such it is difficult to assess the impact of a particular concept in the country as a 
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whole. De (1977) an important protagonist of QWL movement in India, 

emphasized the relevance of some hygiene factors in the course of his experiments 

on work design in India. According to him in the work redesign approach the 

emphasis is " on creating an on-going urge for an improved quality of work life" 

among the workers (1977: p. 248). 

In India, the order of preference in improving various aspects of QWL should 

change from place to place, depending upon the preference of the workers and 

their attitudes at that place. This is so, especially in case of small and medium 

scale industries in backward states. Where as large-scale industries and multi

nationals are fast realizing the need for improvement of QWL. Sinha (1977) 

suggested that-the realities of acute poverty, high unemployment, and 

unreasonably high disparity between the poor and rich cast some doubt on the 

authentically ofthe QWL concept. 

De (1976) pointed out that "quality of work life is an indicator of how free the 

society is form exploitation, injustice, inequality, oppression and restrictions on 

the continuity of growth of man, leading to his development to the fullest." In the 

Indian context, we need to recognize employee's economic, social and self 

actualization needs accordingly so that they could develop their potential qualities 

and experience better quality of work life (Jain, 1991: p. 43). 

Indian philosophy advocates self-actualization as the goal of life and work as a 

way of life instrumental in achieving the ultimate goal (Monappa & Saiyadain, 

1996: p. 3 77). Work life, according to the Indian view, is itself a spiritual 

discipline. The process of refinement to realize this objective or the identity of the 

self is yg_ga or work (Yuktananda, 1990: p. 40--43). The Indian approach towards 

QWL and work ethic has a spiritual-metaphysical dimension to the personality, 

which is inherently superior to that of the worker's economic, biological, and 

social, dimension (Chakraborty, 1987: p. 140). 
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Norway 

In Norway the nation-wide industrial democracy project was jointly controlled by 

union and management from the outset. This project blazed the trail to innovative 

approaches to work organization in other parts of the world (Beinum, 1984: p. 

133). Several experiments have been made on improving the quality of work life 

in manufacturing organizations, ships and banks. Success is reported in respect of 

job redesigns, improvement in training, and developing involvement of workers. 

Earlier Emery and Thorsurd ( 1969) had carried out a study of the effectiveness of 

worker representative participation on company boards. The first phase of 

demonstration showed up problems of diffusion. Subsequent efforts were made to 

build networks and develop a learning system in organizations. An important 

element of the Norwegian experience was the close collaboration between the 

national unions and employer's federation. The experimental phases were 

followed by discussion and legislation, providing for a better working 

environment including psychological environment. 

Sweden, Denmark, Holland, Switzerland 

The European approach to QWL involves industrial democracy via legislative 

arrangements for the employees and the labour involvement in work-related 

decision-making (Dwivede, 1995). The decision-making power in Sweden mostly 

lays with management as they have a right to 'hire and fire' and 'to distribute and 

manage jobs'. But with the increase in manpower problem, the managements are 

taking steps recently towards participative management (Anitha and Rao, 1998: p. 

14). In Sweden, Denmark, Holland and Switzerland a number of local initiatives 

grew. Experimentation around autonomous work groups, technological changes 
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and attempts to provide meaningful work grew. Some of the better known studies 

are those at Kalmar and Scania (1975), and most European countries at the same 

time enacted some legislation's and set up research institutes. 

Sweden must be considered an important special development, for it has made a 

national commitment to enhance the quality of work life by means of 

democratization of the work place, a commitment supported by the umons, 

employers and dominant political party (Myrdal, 1971 ). 

The United Kingdom 

The Tavistock Institute of Human Relations in England in 1950s and '60s 

developed design strategy, which was based on an explicit set of values, principles 

and notions about organizations as systems and about the behaviour of people in 

organizations. It refers specifically to an approach to the design and operation of 

organizations in accordance with the values of democratic society. We can call 

this the organizational approach to QWL. Changing economic environment due to 

the impact of world war and changing technology, changing political environment 

due to increased government intervention brought in changes in industrial scene of 

the country, which initiated improved co-operation and trust between management 

and workers, which paved way for practices of QWL. Wilson (1973) has reported 

English experiences. 

Shell U.K Ltd., launched QWL programmes in its Microwave department to over 

come impending labour problem like low morals, high cost and poor maintenance. 

ICI to improve sales levels introduced QWL into their organizations. These 

programmes produced good results to these organizations. More decision-making 

power was given to the employees and restructuring of job task was done in UK. 
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Many other organizations in UK have also started practicing QWL improvement 

programmes for the betterment of their organizations. 

United States of America 

A federal productivity commission sponsored a series of labour management 

QWL experimental in 1969 and 1973, that were jointly managed by the University 

of Michigan Quality of Work Program and newly formed National Quality of 

Work Center (Nadler, Lawler, 1983). The approach to QWL in the USA has been 

voluntary in nature, jointly undertaken by the management and the worker as a 

mutual responsibility (Dwivedi, 1995). USA can be said as pioneer in developing 

thoughts, ideas and identifying various dimensions of QWL . Richard E. Walton 

an American professor played a major role in developing the concept of quality of 

work life. In fact the eight factors that Richard E. Walton proposed to measure 

QWL made the task easy worldwide. Still these factors are mostly used in 

measuring QWL. The term QWL came to be used in a much broader perspective 

after the Arden House meet in New York in 1972 that led to the formation of 

International Center of QWL (Gani, Ahmad, 1995). 

The multi dimensional nature of the Quality of Work Life (QWL) as it developed 

in USA has been collected together by Bharadwaj ( 1983 ). 

Some of these are listed below: 

I. Westing House Corporation (USA) named its efforts of productivity improvement 

through participative management as 'Theory Management'. 

2. Wiilam Batten, Chairman of the New York Stock Exchange, in his lecture at Wharton 

Business School, in November I 979 described a new productivity - impacting social 

t~~~noiogy as Quality Work Life (QWL). 
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3. General Motor Corporation involved the United Automobile Worker's Union as co-equal 

stakeholders in seven years 'Quality of Work Life (QWL) joint lobour management 

effort'. 

4. In 1980, the big ten steel workers of USA concluded their triennial national collective 

bargaining agreement with United Steel Workers of Amf<rica, calling for joint union

management 'participation committees' for problem-solving exercises, geared to 

operational improvement. 

5. In 1980, the Ford Motor Company and United Automobile Workers Union formally 

announced a long developing 'Employee-Involvement' (EI) programme. 

6. Since 1980-81, there has been an explosive proliferation in the U.S. enterprises, of 

'Quality Circles' (QC or QCC) modeled on the Japanese worker-involvement structure 

for joint operational 'Problem-solving' (cited in Jain, 1991, Quality of Work Life, New 

Delhi : Deep & Deep Publications). 

A few Federal Agencies like National Centre for Productivity and Quality of 

Work Life as well as some of the private organizations like American Quality of 

Work Center are working for the development of QWL concept. Research 

programmes are also going on in universities and management institutes. 

In North America QWL was first raised in collective bargaining in 1971 by Irving 

Bluestone ofthe UAW. In 1973, it became part ofthe UAW master contract with 

General Motors (Beinum, 1984: p. 134). 

Italy 

The QWL movement in Italy placed within a historical context as they fought 

against Tayloristic approach of routines and tightly controlled task. In Italy high 

attention paid towards QWL in early 1970s, as they perceived QWL as a 

'peripheral problem'. And in recent years, the Government of Italy is again taking 
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all steps to increase QWL consciousness among organizations with setting up of 

organizations like 'Kstitue de studi Lavora'and Istituto di Ricerca Intervento Svi 

Sistemi Organiativi'. Organization like 'Olivetti', 'Fiat', 'Proctor and Gamble', 

'IBM', 'Italidev' and 'Philips' are practicing QWL improvement programmes. 

Japan 

Japan can be said as torchbearer in introducing QWL improvement programmes. 

The Japanese have a two-way approach towards QWL improvement programmes 

i.e., flexible employment of work force and employees general acceptance to 

technological changes. In Japan and U.S.A., small autonomous workgroups 

(usually consisting of 5-10 workers) described as 'Quality Circles' have been 

formed in many organizations and given necessary support by the management. 

They consider approaches for improvement of work designs, layouts, use of 

materials and work out solutions to different types of shop-floor problems. 

Encouraging results have been reported from several organizations (Rogers, 

1982). 

A group of Japanese experts express that in a wider use, the quality of work life 

may embrace all the possible aspects of work related life, including wages and 

hours, work environment, benefits and services, career outlook, human relations 

etc. that are relevant to workers satisfaction and motivation (Takezawa et al. 

1982). 

It was in early 1970s when Japanese management found the concept of QWL. 

Much of QWL components are found to be consistent with Japanese traditional 

human resource and industrial relations practices. For example, many Japanese 

firm have a practice of promotion from within as the result of human resource 

development based upon in-service training and job enlargement. They usually 
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cherish tb_~ _idea of team production, which is supported by small group activities 

at the shop floor level. A further scheme of workers participation in decisions 

regarding their work is there through collective bargaining and joint consultation 

(Inouye, 1991: p. 311). 

Takezawa et.al. (1982: p. 157) further concluded that the quality of work life 

seems to be understood by labour and management representative in the following 

ways: 

I. The 'work life' referred to both on-the-job and off-the-job lives of all the employees with 

their lifetime perspectives taken into account. Its 'quality' hence, meant the total 'values' 

and individual world derive from his or her association with the enterprise both in 

material and non-material ways. 

2. Improvements in the quality of work life were considered to be matters of mutual interest 

by both union and management representatives, both of whom accepted their 

relationships as involving elements of 'confrontation and harmony'. The quality of work 

life was apparently a significant concern also to management alone. 

3. Initiatives for improving quality of work life came from both unions and management 

freely. There was no suspicion on the union side that it was merely a management

initiated 'gimmick'. Regular consultations and joint efforts by both parties seemed also 

very common. 

4. There was a clean recognition that the working life continuously expanded the scope of 

'labour problems'. As worker's aspirations rose, new problems, facts came to the force. 

Also, older problem areas demand an increasingly greater degree of attention and 

resource allocation. Thus, both 'basic' and 'higher' problem dimensions constituted the 

quality of work life issues. 

5. Both the union and management representatives participating in the study duly admitted 

that substantial improvements had been made in their respective industries during the 

decade covered by the study. These improvements, made in such a short time, may have 

few parallels in the history of industrial relations. 
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Takezawa (1975) made the following conclusions to labour, management and 

government leaders for long- range policy considerations: 

1. The quality of work life problems seem to cover a wider range of human needs in Japan 

than in already advanced, slower moving industrial nations. 

2. The central concern of Japanese - workers still seems to involve material acquisition. 

This is probably the result of as well as the driving force toward, accelerated economic 

growth. 

3. At th~ practical level, the parties concerned must consider, in their policy decisions, the 

generational characteristics of the work force. 

4. Continuing value changes will necessitate a shifting emphasis in the policy mix in future 

years. 



CHAPTER 4 

METHODOLOGY 
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Bangladesh Sugar and Food Industries Corporation (BSFIC) is a state owned 

Enterprise. The Enterprise contributes significantly to national production, 

employment generation and revenue collection of the government, although 

various reform programmes including privatization are under way in the changing 

economic environment. There are 17 sugar mills and 6 other organizations with 

about 22000 man power strength under the BSFIC. 

Table 2 : Bangladesh Sugar and Food Industries Corporation 
Manpower Profile (Year 1996-97) 

Permanent Seasonal 
Description 

Officer Staff Worker Staff Worker 

Sugar Mills 1187 6962 3045 5107 3519 

Engineering Factory 17 91 161 - 20 

BSFIC Head Office 
269 282 

and Shipping Office - - -

Total 1413 7335 3706 5701 3539 

Source : Annual Report (I 996- 97), BSFIC. 

Total 

20854 

289 

551 

21694 

Employees from 5 (five) sugar mills were selected for the present study. The 

selected sugar mills are as under : 

1. Syampur Sugar Mills Limited. (SSML) 

2. Rajshahi Sugar Mills Limited. (RASML) 

3. Natore Sugar Mills Limited. (NSML) 

4. Rangpur Sugar Mills Limited. (RSML) and 

5. Joypurhat Sugar Mills Limited. (JSML) 
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The entire plan of the present study is related with the proposition that : 

1. There is a gap between the existing and expected Q WL among the sugar mill 

employees. 

2. There are significant differences among hierarchical levels with respect to 

perception of QWL. 

3. There is a definite effect ofQWL on group (departments) cohesiveness. 

4.1.1 Economic Profile of Bangladesh 

A brief sketch of economic profile of Bangladesh is very much relevant before 

going for specific methods applied in this study. Economic environment influences 

quality of work life directly and indirectly and also relates quality of life. Some 

economic data are presented in the following tables. 

Table 3: General Census (1991) of Bangladesh 

Population (million), March, 1991 

Population Growth rate(%), 1991 

Urbm'l-{% of total population) 

Population (million), January, 2000 

Population Growth rate(%), 2000 

Land Area (sq. km) 

111.40 

2.17 

20.00 

130.20 

1.50 

147570.00 



Table 4 : Vital Statistics of Bangladesh 

Crude Birth Rate (per 1000 Population), 1999 

Crude Death Rate (per I 000 Population), 1999 

Infant Mortality Rate (per I 000 live birth), 1999 (less than one year) 

Total Fertility Rate (per woman), 1998 

Contraceptive Prevalence Rate(%), 1998 

Life Expectancy at Birth, 1999 Male: 

Female: 

Table 5 : Health and Social Services of Bangladesh 

Person per Hospital Bed, 1999 

Person per Physician, 1999 

Mean Age at first Marriage (woman), 1998 

Access of Safe Drinking Water, 1998 (%household) 

Access of Hygienic Toilet, 1998 (% household) 

Adu It Literacy Rate ( 15 years +) (% ), 2000 (provisional) 

23.60 

8.00 

66.00 

3.60 

51.50 

60.80 

59.60 

4251.00 

4599.00 

20.20 

96.20 

51.50 

60.00 

Table 6: Employment and Labour Force of Bangladesh (Labour Force Survey, 1995/96) 

Civilian Labour Force (million) 

Male 

Female 

As percentage of total Labour Force 

Agricultural Labour Force 

Industrial Labour Force 

Other Labour Force 

56.00 

35.00 

21.00 

63.20 

7.70 

29.10 

82 



Table 7: Income Distribution and Poverty(%), (1995/96) 

(Less than 2122 k. cal/ day per person) 

Urban 

Rural 

(Less than 1805 k. cal/ day per person) 

Urban 

Rural 

Table 8: Gross Domestic Product, 1999/2000 (Provisional) 

GOP at current prices (billion Taka) 

GOP at current prices (billion Taka) ( 1995/96 = I 00) 

GOP Growth Rate at constant prices(%) 

49.70 

47.10 

27.30 

24.60 

2412.74 

2040.20 

5.50 

Table 9: Savings and Investment (1999/ 2000) (as percent of GDP) 

Domestic Savings 17.78 

National Savings 22.60 

Gross Investment 22.41 

Public Investment 6.73 

Private Investment 15.68 

83 
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Table 10: Trade Balance (1999/ 2000) (based on Provisional and Target) 

Value of Export (million US$) 5738.00 

Value of Import (million US$) Not Targeted 

Export(% ofGDP) 11.82 

Import(% ofGDP) 

Export Income (July, 1999- March, 2000), (million US$) 4125.00 

Import Expenses (July, 1999- December, 1999), (million US$) 3884.00 

Foreign Currency Reserve (04-05-2000), (million US$) 1622.00 

Remittances (July, 1999- March, 2000), (million US$) 1393.00 

Table 11 : Government Finance(% GDP) 1999/ 2000, (Provisional) 

Total Expenditure 14.99 

Total Revenue· 10.01 

Overall Deficit 4.98 

Source : Bangladesh Economic Review, 2000. 

4.1.2 Economic Overview 

Bangladesh emerged as an independent country on March 26, 1971. The war of 

liberation ended on 16 December, 1971 in victory of Bangladesh. Bangladesh is an 

Asian country with a population of 130.2 million and a growth rate of 1.5 (2000). 
' ·-- -·. 

In this country, literacy rate is 60% (2000), population density 882 per sq. km, 

total work force 43.7% of total population of which 62.5% male and 37.5% female 

(Labour force survey, 1995/96). The labour force survey, 1995/96 shows that 

about 40.1% were unpaid family workers, 17.9% were day labour, 12.4% were 

regularly employed workers and 29.6% were self-employed/employer's own 
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account. A large segment of the labour force thus remains outside the organized 

labour market and wage labour system. 

Nominal wage rate indices for the period between 1989/90 and 2000 (upto 

February, 2000) are shown in the following Table-12. The nominal wage rate 

index registered an increase of 7.6% in 1997/98 compared to the earlier years 

which was the highest during the last 8 years. Real wage rate index was 122 in 

1997/98. 

Table 12: Wage Rate Indices (Base Year 1985/86 = 100) 

Wage Index Change in 
CPI of Industrial 

Wage Index 
Year Workers 

(Nominal) Percent 
(Nominal) 

(Real) 

1989/90 1426 10.7 1301 110 

1990/91 1482 3.9 1386 107 

1991/92 1553 4.8 1448 107 

1992/93 1638 5.5 1449 113 

1993/94 1709 4.3 1506 114 

1994/95 1786 4.5 1610 Ill 

1995/96 1900 6.4 1674 114 

1996/97 1990 4.7 1663 120 

1997/98 2141 7.6 1748 122 

1998/99 2259 5.5 1921 118 

1999/2000 (upto 2373 6.1 1968 120 
February, 2000) 

Source : a) Bangladesh Bureau of Statistics. 
b) Bangladesh Economy Review 2000. 

Note : Nominal Index is the average of indices of 4 centres viz., Dhaka, Chittagong, Rajshahi and Khulna. 
The CPI is the average of the consumer price indices of industrial workers ofNarayangonj, 
Chittagong and Khulna. 

CPI =Consumer Price Indices. 
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Some other economic data and Bangladesh's ranking in the world are presented in 

the following Table-13. 

Table 13 : Size of the Economy of Bangladesh and Rank in the World. 

Items World Bangladesh Bangladesh's 
Rank 

Population (millions, I 998) 5,897 s I26 8 

Surface Area (Thousands of sq. km), 1996 I33,567 s I44 96 

Population Density (People per sq. km), 1998 45 w 875 -

Gross National Product (GNP) 

Billions of dollars I 998b 28,862.2 t 44.0 52 

Average Annual Growth Rate(%), I 997-98 I.5w 5.0 -

GNP per Capita 

Dollars I 998b 4890 t 350 I75 

Average Annual Growth Rate(%), I 997-98 O.I w 3.4 -

Source : Entering the 21 51 Century World Development Report 1999/2000. 

Note : b. preliminary World Bank estimates calculated using the World Bank Atlas method. 

s. denotes totals where missing values are not imputed. 

t. denotes totals where missing values are imputed. 

w. denotes aggregates of ratios are generally calculated as weighted averages of the ratio. 

4.2 QWL in the Bangladesh Context 

The concept 'Quality Work life' appeared in journal only in 1970 in United States 

of America. Now QWL is not only monetary aspect towards the employee, it is 

concerned with conditions of employment, interpersonal and role conflicts in the 

organization, freedom of work and decision, challenging work avenues in the 

organization, scope of career development and finally work humanization. 
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The employees of the sugar mills have a tendency to stick on to the old. The 

employers and management hesitate to spend a considerable amount for improving 

quality of work life. Trade unions are mostly involved to increase their salary and 

wages. Management, employees and government are, however, generally realizing 

the importance of QWL. In fact QWL improvement was not considered as 

important factor in Bangladesh. Because there were more impending factors like 

senous financial problem, resource deficiency, political unrest, environmental 

threats, trade union activities, lack of consciousness among employees in this 

regard can be considered the reasons for delayed improvement of QWL. Now 

management, government and employees are taking initiatives to improve 

industrial environment from the viewpoint of economic, social and political for 

greater prosperity and productivity. The government of Bangladesh has put in 

place a comprehensive array of policies aimed at bringing about significant socio

economic improvement. 

There are also differences among the views of management regarding QWL. Some 

have realized human resources as a critical one in the developmental process and 

trying to take all possible steps to improve it. But still many organizations do not 

realize the importance of human resources. This is so in industries with backward 

status. Whereas multinational industries are fast realizing the need for 

improvement of QWL. 

Now, at this stage it is important to develop consciousness among all sections of 

industry i.e., workers, unions and management about QWL with a positive 

approach. Because a positive relationship between QWL and worker's satisfaction 

is almost already established. Hossain and Islam (1999) found that there is 

significant positive correlation between QWL and job satisfaction. 

In Bangladesh, we have a vast work force that is largely unorganized. Now there is 

a need to consider what can be done for them in terms of improving their quality of 

work life and quality of life. To many a mind the concern for improving quality of 
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work life in Bangladesh context may be marginal. After all approximately 63% of 

its work force out of total employable population 56.0 million are working in 

agricultural sector. 

Civilian labour force as estimated in Labour Force Survey, 1995/96, is 56.0 million 

of which male constitutes 35.0 million and female 21.0 million. Agriculture still 

employs the highest number of labour (63.27%). The Labour Force Survey, 

1995/96 shows that about 40.1% were unpaid family workers 17.9% were day 

labour, 12.4% were regularly employed workers and 29.6% were self employed/ 

employer's own account. A large segment of the labour force thus remains outside 

the organized labour market and wage labour system. 

Table 14: Share of Employed Labour Force by Industry, 1995/96 (%). 

Sector 

Agriculture, Forestry and Fisheries 

Mining and Quarrying 

Manufacturing 

Electricity, Gas and Water 

Construction 

Trade, Hoteland Restaurants 

- -Transport, Storage and Communication 

Finance, Business and Service 

Community and Personal Services 

Others 

Total 

Source : a). BBS Labour Force Survey, 1995/96. 
b). Bangladesh Economic Review, 2000. 

1995/96 

63.2 

-

7.5 

0.2 

1.8 

11.2 

4.2 

0.4 

9.3 

2.2 

100.0 
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Job creation is a very important issue in Bangladesh. Because a large number of 

educated unemployed persons are waiting for jobs of whatever quality, just to earn 

a respectable living. But it is also important issue for greater productivity and 

prosperity to improve QWL for those already employed in different organizations 

and industries. There are roles to be played by government and by industry. Both 

have to work in a joint interface to improve the quality of work life and 

productivity (Srinivasan, 1991: p. 4). 

Dissatisfaction among workers against job, monotonous and lack of responsibility, 

low productivity, strains of fast changing technology, employees control over jobs 

have made concern for improving quality of work life now a reality in Bangladesh. 

Now, scholars, managers, administrators, government and behavioural scientists 

are giving attention on QWL for better work environment and productivity, 

national development and prosperity and finally work satisfaction and better life. 

In a developing economy, any country in the third world, the term 'Quality of 

Work Life' covers a much broader sense than just being related to the workers' 

satisfaction at their work place, or their participation in job related decisions 

(Ghosh, 1991). He further noted that low production or stagnant is the reality of 

the third world. In this situation many industries face a serious limit to the payment 

of fair pay for their employees. Quality of Work Life depends on the adequacy of 

the compensation for work and facilities for safety and health. It is fact that the 

improvement of quality of work life significantly depends on productivity. 

4.3 The Five Sugar Mills in the Sample 

The present study was conducted to measure overall existing quality of work life 

and expected quality of work life, the differences among the hierarchical levels 

across and between the department in perceiving quality of work life and the effect 
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of quality of work life on group behaviour of five sugar mills in Raj shahi Division. 

For this study 5 (five) sugar mills were selected out of 17 (seventeen) sugar mills, 

working under Bangladesh Sugar and Food Industries Corporation (BSFIC). The 

selected sugar mills were : 

1. Syampur Sugar Mills Limited. (SSML) 

2. Rajshahi Sugar Mills Limited. (RASML) 

3. Natore Sugar Mills Limited. (NSML) 

4. Rangpur Sugar Mills Limited. (RSML) and 

5. Joypurhat Sugar Mills Limited. (JSML) 

All the five sugar mills are nationalized organizations. The following are the brief 

descriptions of the five sugar mills selected for the study. 

1. Syampur Sugar Mills Limited 

Syampur Sugar Mills Limited is the lone sugar mill in Rangpur District. It rs 

situated at Syampur, 20 km west ofRangpur Town. 

I. Name of Sugar Mill 

2. Year of Installation 

3. Year of the I ' 1 Commercial Production 

4. Name ofthe Machinery Suppliers 

5. Annual Production Capacity 

6. Present Grinding Capacity 

7. Area (ha) 
a) Factory and Office 
b) Colony 
c) Experimental farm 
d) Pond and Railway siding 

Syampur Sugar Mills Limited. 

1964 

1967-68 

Mitsubisi Co. Ltd. Japan. 

10,162 M.T. 

1,016 M.T. (Daily) 

40.09 
8.30 
14.17 
10.94 
6.68 

About 33% employees of the mill had accommodation facilities within the mill 

area. The workers had a recognized union. Employees had recreation facilities like 

canteen and clubs. The mill authority provided limited transport facilities for their 
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employees. The mill authority also provided medical facilities to its employees and 

education facilities for their employees' childeren. The manpower was 1052. 

2. Rajshahi Sugar Mills Limited 

Rajshahi Sugar Mills Limited is situated at Harian 12 km east ofRajshahi town. 

I. Name of Sugar Mill 

2. Year of Installation 

3. Year of the I 51 Commercial Production 

4. Name of the Machinery Suppliers 

5. Annual Production Capacity 

6. Present Grinding Capacity 

7. Area (haf·- · 

a) Factory and Office 

b) Colony 

c) Experimental farm 

d) Sugar cane purchasing centre 

Rajshahi Sugar Mills Limited. 

1962-65 

1965-66 

Mirrlees and Watson Co. Ltd. Glasgow, Scotland. 

20,000 M.T. 

2,000 M.T. (Daily) 

92.91 

8.30 

14.42 

48.95 

21.23 

About 23% employees of the mill had accommodation facilities within the mill 

area. So majority of the employees used to reside in the nearby villages and in 

Rajshahi town. The workers had two recognized unions. The employees had 

recreation clubs and canteen. The mill authority provided transport facilities for 

those coming from the town. The mill authority also provided medical facilities to 

its employees and school facilities for its employees' children. The number of 

working employees was 1834. 
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3. Natore Sugar Mills Limited 

Natore Sugar Mills Limited is situated near Natore District town. It is relatively 

new organization. About 29% employees had accommodation facilities arranged 

by the mill authority in an area adjoining the mill. They also had recreation 

facilities.Jike canteen and clubs. The mill authority provided medical facilities to 

its employees and education facilities to its employees' children. The mill 

authority also maintained limited transport facilities for its employees. A number 

of 13 53 employees were working at the mill. 

I. Name of Sugar Mill 

2. Year of Installation 

3. Year of the I 51 Commercial Production 

4. Name of the Machinery Suppliers 

5. Annual Production Capacity 

6. Present Grinding Capacity 

7. Area (ha) 

a) Factory and Colony 

b) Farm and Sugar cane purchasing 
centre 

4. Rangpur Sugar Mills Limited 

Natore Sugar Mills Limited. 

1982 

1984-85 

Heavy Mechanical Complex, Thkasila, Pakistan. 

15,000 M.T. 

1,500 M.T. (Daily) 

38.99 

29.59 

9.40 

Rangpur Sugar Mills Limited is an old organization in terms of the establishment. 

The mill is situated at Mohimagonj in the Gaibandha District. About 22% 

employees used to reside in the residential flats provided by the mill authority. The 

workers were members of a union recognized by the mill authority. Employees had 

recreation facilities like canteen and clubs. The mill authority provided medical 
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facilities to its employees and school facilities to its employees' children. The mill 

authority also provided transport facilities to its employees in a limited scope. The 

number of working employees was 1161. 

1. Name of Sugar Mill 

2. Year of Installation 

3. Year of the I st Commercial Production 

4. Name ofthe Machinery Suppliers 

5. Annual Production Capacity 

6. Present Grinding Capacity 

7. Area (ha) 

a) Factory and Office 

b) Farm 

c) Colony 

d) Sugar cane purchasing centre 

e) Railway siding 

t) Unused land 

5. Joypurhat Sugar Mills Limited 

Rangpur Sugar Mills Limited. 

1954-55 

1957-58 

Bucku- Wolf, Germany. 

15,000 M.T. 

1,500 M.T. (Daily) 

779.98 

12.41 

742.07 

14.41 

6.03 

3.30 

1.77 

Joypurhat Sugar Mills Limited is quite a big organization in terms of production 

capacity_,_.The mill is situated near to the district town of Joypurhat. About 25% 

employees had accommodation facilities arranged by the mill authority in mill 

compound. The workers had their recognized unions. They had recreation facilities 

like canteen and clubs. The mill authority provided medical facilities for its 

employees and education facilities for its employees' children. The mill authority 
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also provided transport facilities for its employees in a limited scope. A number of 

1609 employees were working at the mill. 

I. Name of Sugar Mill Joypurhat Sugar Mills Limited. 

2. Year of Installation 1960 

3. Year of the I st Commercial Production 1962-63 

4. Name ofthe Machinery Suppliers Stork Werks Poor, Holland. 

5. Annual Production Capacity 20,320 M.T. 

6. Present Grinding Capacity 2,032 M.T. (Daily) 

7. Area (ha) 76.49 

a) Factory and Office 4.72 

b) Experimental farm 32.80 

c) Colony 7.29 

d) Road and Railway siding 6.08 

e) Factory premise 18.58 

f) Mosque, School, Hospital, Field 2.97 

g) Pond and Unused land 4.05 
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Table 15 : Manpower Profile of Selected 5 (five) Sugar Mills (Year 1998-99) 

Permanent Seasonal 

Selected Sugar Mills Total 

Officer Staff Worker Staff Worker 

I. Syampur Sugar Mills 43 292 I75 365 I77 I052 

Limited (SSML) 

2. Rajshahi Sugar Mills I I5 600 262 55 I 306 I834 

(: . Limited (RASML) 

3. Natore Sugar Mills Limited 64 4I5 192 480 202 I353 

(NSML) 

4. Rangpur Sugar Mills 73 374 209 332 I73 I I6I 

Limited (RSML) 

5. Joypurhat.Sugar Mills 61 548 260 504 236 I609 

Limited (JSML) 

Total 356 2229 1098 2232 1094 7009 

Source : a) Annual Work Performance Report ( 1998-99), SSML. 

b) Annual Work Performance Report (1998-99), RASML. 

c) Annual Work Performance Report (1998-99), NSML. 

d) Annual Work Performance Report ( 1998-99), RSML. 

e) Annual Work Performance Report ( 1998-99), JSML. 



Exhibit I: Organogram of Sugar Mills Working Under Bangladesh Sugar and Food Industries Corporation (BSFIC) 

Managing Director (MD) 

General Manager (GM) · General Manager ( G M) General Manager (GM) General Manager (GM) 
Administration Department Factory Department Cane Department Finance Department 

Commercial Administra- Electrical Laboratory Agronomy Cane Cost & Bill 
section tion section section section section Section Budget section 

I section 

I J Mechanical 
section Process 

Medical Personnel & section Experimental Purchase Extension 
section Establishment Farm section section section 

section 
f r- Civil 

Engineering 
Mill House r- section 

Store School section Seed Obser- Finance MIS 
section section vation section section section 

Boiler Workshop 
section section 

Cane Accounts 
Boiling Audit & section Security Training House Turbine Transportation · Insurance 

section Complex section section section section 
section 

-

'-0 
0\ 
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Table 16 : Financial Profile of 5 (five) Selected Sugar Mills 

Selected Sugar Mills Net Sales 1997-98 Profit/ Loss 1997-98 Asset size in 1997 
(Taka in Lac.) (Taka in Lac.) (Taka in Lac.) 

1.SSML 2022.84 (-) 32_1,_4_§_ 2075.57 

2. RASML 3928.73 (-)850.69 5302.71 . 

3. NSML 4142.20 206.09 4750.14 

4. RSML 2087.54 (-) 684.85 2359.49 

5. JSML 3929.90 (-) 166.98 1418.91 

Source: a) Annual Report (1996-97), BSFIC. 
b) Annual Work Performance Report (1998-99) of Selected Sugar Mills. 
c) Bangladesh Economic Review 2000. 

4.4 The Sample 

For this study, the sample s1ze 1s 1000 employees out of 7009 employees 

(representing about 15% of the total manpower strength) working in the selected 5 

sugar mills. In selecting sample stratified and random sampling techniques were 

used. It may be mentioned here that the selected samples were termed as subject 

throughout the entire presentation. Using proportional allocation method, the 

sample sizes of different selected sugar mills are as under: 

Table 17: Distribution o(Sample Employee-Mill wise. 

Name of the selected Sugar Mills Employees (Sample Sizes) Percentage 

I. Syampur Sugar Mills Limited (SSML) 150 15% 

2. Rajshahi Sugar Mills Limited (RASML) 262 26.2% 

3. Natore Sugar Mills Limited (NSML) 193 19.3% 

4. Rangpur Sugar Mills Limited (RSML) 166 16.6% 

5. Joypurhat Sugar Mills Limited (JSML) 229 22.9% 

Total 1000 100% 
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Table 18: Sample Distribution for Hypotheses According to Stratified Sampling Technique . 
. -· 

Name ofthe Selected Sugar Mills HI& H2 
N 

I. Syampur Sugar Mills Limited (SSML) 22 

2. Rajshahi Sugar Mills Limited (RASML) 40 

3. Natore Sugar Mills Limited (NSML) 29 

4. Rangpur Sugar Mills Limited (RSML) 25 

5. Joypurhat Sugar Mills Limited (JSML) 34 

Total 150 

HI= Hypothesis one, H2 =Hypothesis two, HJ =Hypothesis three, 

H4 = Hypothesis four, N =Number. 

Sample for Hypotheses One and Two (Ht & H2) 

H3 H4 Total 
N N N 

98 30 150 

170 52 262 

125 39 193 

108 "'"' .:J.:l 166 

149 46 229 

650 200 1000 

Employees of the five sugar mills (Syampur Sugar Mills Limited, Rajshahi Sugar 

Mills Limited, Natore Sugar Mills Limited, Rangpur Sugar Mills Limited and 

Joypurhat Sugar Mills Limited) were considered for hypotheses one and two. 

Table-19 shows that a number of 22 employees from Syampur Sugar Mills 

Limited, 40 employees from Rajshahi Sugar Mills Limited, 29 employees from 

Natore Sugar Mills Limited, 25 employees from Rangpur Sugar Mills Limited and 

34 employees from Joypurhat Sugar Mills Limited have sampled out for 

hypotheses one and two. So, 150 employees from different levels sampled out of 

the five sugar mills served as subjects for the study undertaken for hypotheses one 

and two (Ht & H2). 

All the 22 sampled employees of Syampur Sugar Mills Limited were of ages 

ranging from 30 to 55 years (the mean age was 44.55 years). Their education 

ranged from class III level to Masters-the mean education being class XI level. 

Their mean experience and income per month were 20.09 years and Taka 5425.50 

respectively. All the employees were married and male. 



Table 19 : Demographic Variables of Employees for Hypotheses One and 
Two (H 1 and Hz). 

Income 
Education Experience per Marital Status Sex 

99 

Name of 
Age (years) 

(level) (years) month (percent) (percent) 
Sugar (Taka) 
Mills 

Range Mean Range Mean Mean Mean Married 
Unma-

Male Female 
rried 

SSML III-
30-55 44.55 Masters XI 20.09 5425.50 100% - 100% -

n=22 

RASML III-
34-56 42.80 Masters X 19.98 5317.00 100% - 100% -

n=40 

NSML VIII-
28-53 39.83 Masters XII 15.69 5129.14 96.55% 3.45% 100% -

n=29 

RSML III-
35-54 43.16 Masters XI 18.68 5550.60 100% - 96% 4% 

n=25 

~'f.::;·::'., 

JSML 1-
32-55 42.29 IX 19.68 5288.38 100% - 100% -

n=34 Masters 

All the 40 sampled employees of Raj shahi Sugar Mills Ltd. were of ages ranging 

from 34 to 56 years (the mean age was 42.80 years). Their education ranged from 

class III level to Masters-the mean education being class X level. Their mean 

experience and income per month were 19.98 years and Taka 5317.00 

respectively. All the employees were married and male. 

The whole of sample of 29 employees of Natore Sugar Mills Ltd. were of ages 

ranging from 28 to 53 years (the mean age was 39.83 years). The education of the 

employees ranged from class VIII level to Masters-the mean education being 

class XII level. Their mean experience and income per month were 15.69 years 
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and Taka 5129.14 respectively. All the employees were married except one and all 

the employees were male. 

All the 25 sampled employees of Rangpur Sugar Mills Ltd. were of ages ranging 

from 35 to 54 years (the mean age was43.16 years). Their education ranged from 

class III level to Masters-the mean education being class XI level. Their mean 

experience and income per month were 18.68 years and Taka 5550.60 

respectively. All the employees were married and only one employee was female. 

The whole sample of 34 employees of Joypurhat Sugar Mills Ltd. were of ages 

ranging from 32-55 years (the mean age was 42.29 years). Their education ranged 

from class I level to Masters-the mean education being class IX level. Their mean 

experience and income per month were 19.68 years and Taka 5288.38 

respectively. All the employees were married and male. 

Table 20 : Distribution of Sample for Hypotheses One .and Two (H 1 & H2) 

According to the Designations. 

Name of 
Officer Supervisor Staff Worker Total 

Sugar Mills 

SSML 5 4 8 5 22 

RASML 7 6 14 . - - 13 40 
.. 

NSML 5 5 II 8 29 

RSML 5 4 9 7 25 

JSML 6 6 9 13 34 

Total 28 25 51 46 150 
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Table-20 shows a number of 28 officers, 25 supervisors, 51 staffs and 46 workers 

from the selected five sugar mills were sampled out for hypotheses one and two 

(HI and H2). 

Exhibit 2 :Distribution of Sample Categories for all 5 Sugar Mills for 
Hypotheses One & Two 

II3SSML : 

lmRAsML 1 

[oNsML [ 
IEIRSML I 
lBJSML __ _j 

Table 21 : Demographic Variables of Employees According to Designations for 
Hypotheses One and Two (H1 and H2). 

Income 

Age (years) 
Education Experience per Marital Status Sex 

Design a (level) (years) month (percent) (percent) 
tions (Taka) 

Range Mean Range Mean Mean Mean Married 
Unma-

Male Female 
rried 

Officer praduate 
36-55 46.29 XV 18.50 10436.2S 96.43% 3.57% 100% -

n=28 Masters 

Supervisor 
35-56 46.08 

VIII-
XII 20.80 5655.60 100% 100% 

Masters - -
n=25 

Staff 
28-53 39.04 !-Master X 16.16 3768.63 100% - 98.04% 1.96% 

n=51 

Worker II-
32-55 42.35 

Graduate 
VIII 20.37 3326.09 -.1.00% - 100% -

n=46 
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Table-21 shows the sampled officers, supervisors, staffs and workers -mean age 

(years), mean education level, mean experience (years), mean income per month 

(Taka), marital status and sex respectively. 

Sample for Hypothesis Three (H3) 

The study was conducted in the administration, cane, factory and finance 

departments of the five sugar industry, viz., Syampur Sugar Mills Ltd., Rajshahi 

Sugar Mills Ltd., Natore Sugar Mills Ltd., Rangpur Sugar Mills Ltd. and 

Joypurhat Sugar Mills Ltd. 

The administration department is divided into different sections such as security, 

establishment, training complex, school, commercial, store, medical and general 

administration. Cane department is divided into different sections viz., cane 

extension, cane purchase, farm section, seed and agronomy and transportation. 

Factory department is divided into different sections such as workshop, mill 

house, boiling house, boiler, process, turbine, laboratory, civil and electrical. The 

finance department is divided into different sections viz., finance and budget, 

general accounts, salary and wage, management information system and audit, 

store and insurance, cane accounts and time office. 
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Table-22 : Distribution of Sample for Hypothesis Three (H3) from Four Departments of 
Selected Sugar Mills. 

Name ofthe 
Administration Cane Factory Finance 

sampled Total 
Sugar Mills 

Department Department Department Department 

SSML 25 18 42 13 98 

RASML 44 39 58 29 170 

NSML 30 29 50 16 125 

RSML 33 24 35 16 108 

JSML 35 36 59 19 149 

Total 167 146 244 93 650 

Table-22 presents the number of employees of four departments of five sampled 

sugar mills used in this study. 

Exhibit 3 : Distribution of Sample Categories for all 5 Sugar Mills for 
Hypothesis Three. 

!ILISSML 

illlRASML 

iDNSML 

:mRSML- , 

iiiiJSML 
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For 'QWL' response, data is taken from the five sampled sugar mills and divided 

into five strata; Executive, Supervisor, Skilled employee, Semi-skilled employee 

and Unskilled employee across four departments. The following Table-23 

presents number of employees taken from five levels across four departments. 

Table 23 : Sample Distribution for QWL for Hypothesis Three (H3), from Five Levels 
Across the Departments. 

Levels 

Departments - Total 
Skilled Semi-skilled Un-skilled Executive Supervisor 

employee employee employee 

Admini-
31 26 44 34 32 167 strati on 

Cane 27 29 58 15 17 146 

Factory 38 30 84 31 61 244 

Finance 25 8 45 8 7 93 

Total 121 93 231 88 117 650 

Table 24 : Sample Distribution from Sampled Sugar Mills Across Five Levels for 
Hypothesis Three (H3). 

Levels 
Name of the 

Total 
Sugar mills 

Executive Supervisor 
Skilled Semi-skilled Unskilled 

employee employee employee 

SSML 16 20 35 10 17 98 

RASML 31 21 63 24 31 170 

NSML 26 15 45 16 23 125 

RSML 19 16 36 20 17 108 

JSML 29 21 52 18 29 149 

Total 121 93 231 88 117 650 
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Table-24 shows number of employees taken from five sampled sugar mills across 

five levels. 

In administration department Sr. clerk, godown keeper, come under supervisor. In 

cane department Sr. clerk, cane development assistant (CDA), centre in-charge 

(CIC), extension inspector (EI) come under supervisor. In factory departmenf 

foreman comes under supervisor and in finance department Sr. time-keeper, Sr. 

clerk come under supervisor. 

All clerical staff, typist and steno-typist come under skilled employee. In 

administration department teacher, dresser, office assistant, security habilder, 

pharmacist are skilled employee. In cane department office assistant vulcanizer, 

driver, auto electrician, welders, fitter are skilled employees. In factory 

department mechanic, painter, Sr. turbine operator, plumber, fitter, welder, turner, 

mason, estimator, carpenter, fireman, serang, electrician, mill-engine-driver, 

diesel-engine driver are skilled employee. In finance department cashier, accounts 

assistant, computist are skilled employee. 

Junior clerks from all the four departments are semiskilled employees. In 

administration department security guard, porter, guesthouse cook come under 

semiskilled employee. In cane department assistant fitter, assistant welder, 

watchman, point man, scale man are semiskilled employee. In factory department 

assistant fitter, assistant welder, junior turner, boiler pump driver, hammer man, 

boiler attendant, assistant electrician, switch board attendant, maintain assistant, 

pump attendant, lime sulfur mate, oilman, water attendant are semiskilled 

employee. 

Unskilled employees are known as assistant. Helper, peon, ward boy, sweeper, 

cleaner, labour, sample boy, gardener are unskilled employee in this study. 
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Table 25 : Demographic Variables of Subjects for Hypothesis Three (H3). 

Ex peri 
Income 

Education per Marital status 
Name Age (years) 

(level) 
ence 

month (%) Sex(%) 

of the (years) 
(Taka) 

sugar 
mills 

Un-
Range Mean Range Mean Mean Mean Married 

married 
Male Female 

SSML 
Ill-

22-57 43.07 
Masters 

X 20.96 5177.57 97.96% 2.04% 98.8% 1.02% 
N=98 

RASML 
I-

29-57 42.22 
Masters 

X 19.16 5264.77 100% - 99.42% 0.58% 
N=170 

NSML 
III-

28-54 39.84 
Masters 

XI 15.92 4867.24 98.4% 1.6% 99.2% 0.8% 
N=125 

RSML 
II-

34-56 42.68 
Masters 

XI 18.47 5460.42 100% - 95.37% 4.63% 
N=108 

JSML 
II-

28-55 42.18 
Masters 

X 19.83 5153.52 96.64% 3.36% 97.99% 2.01% 
N=149 

Table-25 shows a number of 98 employees from Syampur Sugar Mills Ltd., 170 

employees from Rajshahi Sugar Mills Ltd., 125 employees from Natore Sugar 

Mills Ltd., 108 employees from Rangpur Sugar Mills Ltd. and 149 employees 

frorri Joypurhat Sugar Mills Ltd. were sampled out for hypothesis three. So. 650 

employees from different levels sampled out of the five sugar mills served as 

subjects for the study undertaken for hypothesis three. 

All the 98 sampled employees of Syampur Sugar Mills Ltd. were of ages ranging 

from 22-57 years (mean age was 43.07 years). Their.e_ducation ranged from class 

III level to Masters-the mean education being class X level. Their mean 

experience and income per month were 20.96 years and Taka 5177.57 

respectively. Two employees were unmarried and only one employee was female. 
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All the 170 sampled employees of Rajshahi Sugar Mills Ltd. were of ages ranging 

from 29-57 years (mean age was 42.22 years). Their education ranged from class 

I to Masters-the mean education being class X level. Their mean experience and 

income per month were 19.16 years and Taka 5264.77 respectively. All the 

employees were married and only one employee was female. 

The whole sample of 125 employees of Natore Sugar Mills Ltd. were of ages 

ranging from 28-54 years (mean age was 39.84 years). The education level of the 

employees ranged from class III to Masters-the mean education being class XI 

level. The mean experience and income per month of the employees were 15.92 

years and Taka 4867.24 respectively. Two employees were unmarried and only 

one employee was female. 

All the 108 sampled employees of Rangpur Sugar Mills Ltd. were of ages ranging 

from 34-56 years (mean age was 42.68 years). Their education ranged from class 

II to Masters-the mean education being class XI level. Their mean experience and 

income per month were 18.47 years and Taka 5460.42 respectively. All the 

employees were married and five employees were female. 

The whole sample of 149 employees of Joypurhat Sugar Mills Ltd. were of ages 

ranging from 28-55 years (mean age was 42.18 years). The education of the 

employees ranged from class II level to Masters-the mean education being class X 

level. The mean experience and income per month of the employees were 19.83 

years and Taka 5153.52 respectively. Five employees were unmarried and three 

employees were female. 

Table-26 shows the sampled executives, supervisors, skilled employees, sem

skilled employees and unskilled employees-mean age (years), mean education 

level, mean experience (years), mean income per month (Taka), marital status and 

sex respectively. 



Table 26 : Demographic Variables of Subjects for Hypothesis Three (H3) Across Hierarchical Levels. 

Experie 
Income 

Education per Marital Status Sex 
Age (years) 

(level) nee 
month (percent) (percent) 

(years) 
(Taka) 

Hierarchical Level 

Range Mean Range Mean Mean Mean Married Unmarried Male Female 

Executive 
35-56 45.44 HSC-Masters XV 18.12 10,210.64 98.38% 1.65% 100% 

n = 121 -

Supervisor 
30-56 42.18 V-Masters XII 19.30 5,580.00 97.96% 2.045% 98.93% 1.07% 

n =93 

Skilled Employee I 

n=231 
22-57 41.72 1-Masters X 19.31 4,225.42 99.57% 0.43% ! 98.27% 1.73% 

Semi-skilled 
Employee 29-57 41.30 If-Graduate VII 19.62 3,560.80 98.86% 1.14% 100% -

n = 88 

Unskilled Employee 
29-55 39.16 1-HSC VI 18.20 2,701.54 98.29% 1.71% 96.58% 3.42% 

n= 117 

-

I 

.......... 
0 
00 
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Sample for Hypothesis Four (H4) 

Employees of five sugar mills were considered for Hypothesis four. 

Table 27 : Sample Distribution for Hypothesis Four (H4) from Different Sampled 
Sugar Mills According to Different Departments. 

Name of the 
Administration Cane Factory Finance 

Sampled Total 
Sugar Mills 

Department Department Department Department 

SSML 8 6 10 6 30 

RASML 17 10 18 7 52 

NSML 12 7 14 6 39 

RSML 9 6 11 7 33 ---

JSML 15 9 15 7 46 

Total 61 38 68 33 200 

Table-27 presents the number of employees of four departments of five selected 

sugar mills. taken for this present study undertaken for hypothesis four. 

Exhibit 4 : Distribution of Sample Categories for all 5 Sugar Mills for 
Hypothesis Four. 

·--

EISSML 

IEIRASML; 

DNSML 

DRSML 

imJSML 



110 

Table 28 : Sample Distribution for Hypothesis Four (H4) from Departments According 
to Different Levels. 

Levels 

Department Skilled Semi-skilled Unskilled Total 
Executive Supervisor 

Employee Employee Employee 

Administration 5 6 20 14 16 61 

Cane 6 7 10 8 7 38 

Factory 5 7 20 18 18 68 

Finance 5 5 10 5 8 33 

Total 21 25 60 45 49 200 

Table-28 presents number of employees taken from five levels across four 

departments ofthe selected sugar mills. 

Table-29 : Sample Distribution for Hypothesis Four (H4) from Sampled Sugar Mills 
Across Five Levels. 

Name of the Levels 
Sampled Sugar 

Skilled Semi-skilled Unskilled Total 
Mills Executive Supervisor 

Employee Employee Employee 

SSML 4 4 10 7 5 30 

RASML 5 7 16 12 12 52 

NSML 4 4 11 9 11 39 

RSML 4 4 10 7 8 33 

JSML 4 6 13 10 13 46 

Total 21 25 60 45 49 200 

Table-29 shows a number of 30 employees from Syampur Sugar Mills Ltd., 52 

employees from Rajshahi Sugar Mills Ltd., 39 employees from Natore Sugar 

Mills Ltd., 33 employees from Rangpur Sugar Mills Ltd., and 46 employees from 

Joypurhat Sugar Mills Ltd. were sampled out for hypothesis four. So 200 

employees from different levels sampled out of five sugar mills served as subject 

for present study under taken for hypothesis four. 



Table 30 : Demographic Variables of Subjects for Hypothesis Four (H4) 

Experie 
Income 

Education per Marital Status 
Age (years) 

(level) 
nee 

month (percent) 

Name of the 
(years) 

(Taka) 

Sugar Mills 

Range Mean Range Mean Mean Mean Married Unmarried 

SSML 
22-55 42.20 III-Masters X 21.06 4874.37 100% 

N =30 
-

RASML 
29-55 41.49 11-Masters IX 18.92 4760.~7 100% 

N=52 
-

NSML 29-53 39.42 III-Masters X 15.72 4411.67 97.44% 2.56% 
N =39 

RSML 
34-56 42.76 11-Masters X 18.64 4998.94 100% 

N =33 
-

JSML 
28-55 40.41 0 -Masters IX 19.39 4466.15 97.83% 2.17% 

N =46 I 

Sex 
(percent) 

Male Female 

96.67% 3.33% 

96.15% 3.85% 

'· I 97.44% 2.56% 

96.97% 3.03% 

97.83% 2.17% 

! 

,_. 
,_. 
,_. 
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Table-30 presents, all the 30 employees of Syampur Sugar Mills Ltd. were of ages 

ranging from 22-55 years (mean age was 42.20 years). Their education ranged 

from class III level to Masters-the mean education being class X level. Their 

mean experience and income per month were 21.06 years and Taka 4874.37 

respectively. All the employees were married and only one employee was female. 

All the 52 sampled employees of Rajshahi Sugar Mills Ltd. were of ages ranging 

29-55 years (the mean age was 41.49 years). The education of the employees 

ranged from class II to Masters-the mean education being class IX level. The 

mean experience and income per month of the employees were 18.92 years and 

Taka 4760.57 respectively. All the employees were married and two employees 

were female. 

The whole sample of 39 employees of Natore Sugar Mills Ltd. were of ages 

ranging from 29-53 years (the mean age was 39.42 years). The education of the 

employees ranged from class III to Masters-the mean education level being class 

X level. The mean experience and income per month of the employees were 15.72 

years and Taka 4411.67 respectively. All the employees were married except one 

and only one employee was female. 

All the 33 sampled employees of Rangpur Sugar Mills Ltd. were of ages ranging 

from 34-56 years (the mean age was 42.76 years). The education of the employees 

ranged from class II to Masters-the mean being class X level. The mean experience 

and income per month of the employees were 18.64 years and Taka 4998.94 

respectively. All the employees were married and only one employee was female. 

The whole sample of 46 employees of Joypurhat Sugar Mills Ltd. were of ages 

ranging from 28-55 years (the mean age was 40.41 years). The education level 

was 0 to Masters-the mean education being class IX level. The mean experience 

and income per month of the employees were 19.39 years and Taka 4466.15 

respectively. All the employees were married and only one employee was female. 



Table 31 : Demographic Variables of Subjects between Different Departments for Hypothesis Four (H4) 

Experie 
Income 

Education per Marital Status Sex 
Age (years) 

(level) 
nee 

month (percent) (percent) 
(years) 

(Taka) 
Departments 

Range Mean Range Mean Mean Mean Married Unmarried Male Female 

Administration 
22-55 40.97 0-Masters IX 17.96 5,065.95 98.36% 1.64% 90.16% 9.84% N = 61 

Cane 
33-54 42.01 III-Masters X 18.70 5,264.08 100% 100% 

N = 38 - -

Factory 
28-55 41.12 If-Masters IX 18.34 3,876.93 98.53% 1.47% 100% -N =68 

Finance 
33-56 41.91 III-Masters XI 20.15 5,291.06 100% 100% 

N = 33 
- -

...... 
v.) 
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Table-31 shows the sampled employees of administration, cane, factory and 

finance departments and also presents-mean age (years), mean education level, 

mean experience (years), mean income per month (Taka), marital status and sex 

respectively. 

4.5 Variables Studied 

To attain the objectives of the study, following variables have been examined 

during the investigation. 

Independent Variables: 

a. Level of employees : executive, supervisor, skilled employee, semi-skilled 

employee and unskilled employee. 

b. Demographic variables : designation, experience and age. 

c. Departments of the organization: administration, cane, factory and finance 

department. 

Dependent Variables: 

a. Quality of work life (QWL) ofthe employees. 

b. Group cohesiveness of four departments (groups). 

c. QWL factors. 

4.6 Measuring Instruments 

On the basis ofliterature review and objectives of the present study questionnaires 

were designed and modified according to comments and suggestions obtained 

from local and foreign experts, scholars in this field before conducting the field 
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survey. Three sets of structured questionnaires were prepared to collect primary 

data from the subjects (Appendices- A, B, and C). The questionnaires were a five 

point likert type scale. One questionnaire was for employees to analyze the 

perceptions and expectations about the quality of work life in the selected sugar 

mills. A second questionnaire was for employees to analyze hierarchical effect of 

quality of work life. The other questionnaire was for employees to analyze the 

effect of quality of work life on group cohesiveness. 

Existing and Expected QWL 

Employee questionnaires and interviews are relevant for the study of most of the 

aspects of QWL. General Motor Corporation analyzes its QWL by surveying the 

employees' perceptions regarding various determinants ofthe QWL. 

One structured questionnaire (Appendix-A) was framed to observe the existing 

and expected QWL of the sugar mills employees-.·· The questionnaire was 

personally administered among 150 employees working in the five sugar mills. 

The following ten determinants of QWL were selected on the basis of available 

literature : 

1. Participation in decision making; 

2. Career advancement; 

3. Job safety and security; 

4. Achievement;. 

5. Compensation,· 

6. Inter personal relations; 

7. Recognition and praise,· 

8. Job stress; 

9. Pay and allowance; and 

10. Working conditions. 
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Each component carries two questions. A five point likert scale was used to 

analyze the perceptions and expectations of the sugar mill employees about the 

quality of work life in the selected five sugar mills. 

This sample of · 150 sugar mill employees represent all the four levels 

(designations) of the employees viz., officer, supervisor, staff and worker across 

the four departments of different age groups and different experience levels. The 

respondents were instructed to give their ratings of the various determinants of 

QWL on a five point scale ranging from 1 to 5, low score representing poor QWL 

and high score representing better QWL. They were asked to give ratings based on 

their perceptions of what the QWL actually is and what they expected it to be. 

The existing and expected quality of work life was analyzed with the help of 

Z-test. 

Hierarchical Effect in Perceiving QWL 

A questionnaire was used to collect data on QWL which was developed by 

present researcher. The scale includes nine major factors. (Table-32). 

I. Adequate income and fair compensation. 

2. Safe and healthy working conditions. 

3. Immediate opportunities to develop human capacities. 

4. Opportunity for continued growth and security. 

5. Social integration in the work organization. 

6. Constitutionalism in the work organization. 

7. Work and total life space. 

8. The social relevance of working life. 

9. Job stress. 
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Table 32 : Distribution of Items for Determinants (Factors) and Scoring Pattern for 
Hypothesis Three (H3). 

Serial No. of Items 

Factors 
Total Number within the 

of Items Questionnaire 
(Appendix-B) 

I . Adequate income and fair compensation 7 2,4,5,6,33,40,48 

2. Safe and healthy working conditions 3 7,30,46 

3. Immediate opportunities to develop human 
I I 

I, I7, 18, 19, 20, 21, 29, 
capacities 31,34,45,50 

4. Opportunity for continued growth and security 4 8, 11,32,49 

5. Social integration in the work organization 9 
9, 10, I4, 22, 23, 35, 39, 

51, 52. 

6. Constitutionalism in the work organization 3 3,28,44 

7. Work and total life space 4 25, 26, 37, 47 .. 

8. The social relevance of working life 8 
I2, 13, I5, I6, 27, 38, 4I, 

42 - .. 

9. Job stress 3 24,36,43 

Total 52 52 

Scoring: The items on serial number 2, 3, 4, 5, 6, 7, 8, 9, 10, 11, 12, 13, 14, 15, 

16, 17, 18, 19, 21, 22, 23, 27, 28,29, 30, 31, 32, 33, 34, 35, 36, 37, 38, 39, 40, 41, 

44, 45, 48, 49, 50, 51 and 52 are true keyed. It means the respondent scores 

always for score '5 ', often for score '4', occasionally for score '3 ', rarely for score 

'2' and never for score ' 1 '. 

The items on serial number 1, 20, 24, 25, 26, 42, 43, 46 and 4 7 are false keyed. It 

means the respondent scores always for score '1 ', often for score '2', occasionally 

for score '3 ', rarely for score '4' and never for score '5'. 
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Here in QWL scale out of 52 items--43 items are true keyed and 9 items are false 

keyed. For the various factors of QWL on a five point scale ranging from '1' to 

'5' low score represents poor QWL and high score represents better QWL. 

Reliability : 

To find out the extent of consistency of the scores the splithalf reliability co

efficient by odd and even method and test-retest reliability coefficient with the gap 

of two months on sample of 60 employees were computed. The split-half 

coefficient was 0.39 and the retest coefficient was 0.76 (both were significant at 

0.01 level). 

Validity: 

For the construct validity the scale was validate_d_ against the following 

standardized tests: 

(a) Job satisfaction scale (Dr. B. C. Muthaya) : The coefficient of correlation 

between the scores on job satisfaction and quality of work life was 0.49 and 

0.39 (significant at 0.01 level) for industrial workers and clerical staff 

respectively. 

(b) Job Anxiety Scale (Dr. Sinha) : The coefficient of correlation between the 

scores on job anxiety and QWL was -0.87 and -0.66 (significant at 0.01 level) 

for industrial workers and clerical staff respectively. 

For content validity all the statements of the questionnaire were based on the 

standard books, related articles and they were discussed with local and foreign 

experts in the field of organizational behaviour. 
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The Effect of Quality of Work Life on Group Cohesiveness 

There are various reliable sociometric techniques to measure group cohesiveness 

of the group, yet practically not applicable for groups in industrial settings. An 

index of group cohesiveness is widely used to measure group cohesion (Seasore, 

1954). An index of group cohesiveness is a part of questionnaire which was used 

in a systematic programme of the Quantitative Research on problems of human 

relations in large organization conducted by the Human Relations Programmes 

staff of the Survey Research Centre, Institute of Social Research. University of 

Michigan. To prepare this questionnaire the guide line of the Survey Research 

Centre was followed including interviews with employees, staff members and 

union officials of the sugar mills. 

To see the homogeneity of the index of cohesiveness, Seasore (1954) had 

calculated the degree of inter correlation among the responses to the following 

questions in Table-33. 

Table 33 : Inter-correlation Among Mean Scale Values of the Index of Cohesiveness. 

Sr. No. 2 3 4 

I. Really part of the group 0.15 0.21 .v 0.32 

2. Why men get along 0.64 0.62 

3. Why men stick together 0.70 

4. Why men help each other 

Source: Seashore (1954) 
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The full scale of Seashore (1954) contained certain items which seemed to be 

inapplicable for this present study. Hence only a part of it (group cohesion index) 

was used to measure the 'cohesion' variable. 

In the present study, the group cohesiveness was measured by 10 items 

(Appendix-C). The index of the group cohesiveness used in the present study 

followed the scoring procedure on five point dimensions which are as follows : 

Strongly Agree Agree Undecided Disagree Strongly Disagree 

5 4 3 2 

A high score on the index meant that respondent is part of a very cohesive group 

and low score will indicate that he/ she is part of a group with little cohesive. 

4.7 Pilot Survey 

After designing questionnaires and taking experts' and academicians' opm10ns 

and suggestions on those a pilot survey was conducted to ascertain the workability 

and face validity ofthe questionnaires. The objectives of pilot survey were: 

a) to determine whether the subjects understand instructions and questions in 

the questionnaires; 

b) to determine whether the subjects could respond properly and correctly; 

and 

c) to make necessary modification, based on the pilot survey, so that 

respondents could answer in the right way to each and every item of the 

questionnaires without much trouble. 
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To achieve the above objectives, three questionnaires were subjected to a pilot 

study using a sample of 60 employees from Rangpur Sugar Mills Ltd. and 

J oypurhat Sugar Mills Ltd. The completed questionnaires were found satisfactory. 

However, the pilot survey called for the following modifications in the 

questionnaires : 

i) The term QWL (Quality of Work life) was not very known to the most of 

the subjects. A statement of clarification of the term is sought by the 

respondents. 

ii) In some questions few words appeared to be ambiguous and confusing to 

the lower level employee respondents. 

iii) Some of the subjects suggested to limit the questions but the total number 

of employees were limited. 

To overcome the above problems, necessary changes were made. Words which 

appeared ambiguous and confusing to the subjects were replaced by more simple 

and easy words in terms of their meanings. The modified questionnaires were then 

administered for the final survey. 

4.8 Data Collection Procedure 

The primary data were collected from the sampled subjects of the five sugar mills 

(Syampur Sugar Mills Ltd., Rajshahi Sugar Mills Ltd., Natore Sugar Mills Ltd., 

Rangpur Sugar Mills Ltd. and Joypurhat Sugar Mills Ltd.) during the period from 

September, 1999 to March, 2000. Each subject was contacted personally and data 

were collected from the subject after making him convinced about the objectives 

and importance ofthe study. The subjects were also assured that their identity and 

the information given by them would be kept completely confidential. 
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Three sets of questionnaires (for existing and expected QWL, QWL for five 

hierarchical levels and the effect of QWL on group behaviour) were personally 

conducted to each of the subject. The interviews w~re taken during office time 

from 7-30 am to 2-30 pm. Out of 1000 subjects, 150 subjects furnished- the 

necessary information for existing and expected QWL, 650 subjects furnished the 

the necessary information for QWL regarding hierarchical levels and 200 subjects 

filled up questionnaires for the effect of QWL on group behaviour. Whenever it 

was necessary, the questionnaires were translated in Bangia and the meaning 

conveyed to the subjects. 

Several problems were faced during the collection of data. Most of the 

respondents had linguistic problems and they were sometimes reluctant to disclose 

actual information. Some of them were also afraid as if their response may go 

against their interest. 

Secondary data were collected from the publications of the BSFIC, Bureau of 

Statistics, Ministry oflndustry, Work Performance Report and others. 

4.9 Processing of Data 

The data about the employees collected through the three sets of questionnaires 

were processed through microcomputer and necessary analyses were made. The 

data were grouped into different categories according to age, experience, 

education, designation (officer, supervisor, staff, worker), hierarchical levels 

(executive, supervisor, skilled employee, semi-skilled employee, unskilled 

employee), departments (administration, cane, factory and finance) of sugar 

industry etc. 

Difference between the means were found out and the 'Z' & 't' values were 

computed to see the extent of difference and the significance level while studying 
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existing and expected QWL and the differences among levels (hierarchical) with 

respect to perception of QWL. Comparative bar graphs were also drawn to 

express the proportions of QWL among hierarchical levels. Correlational and 

regressional analysis were done to examine the effect of quality of work life on 

group cohesiveness. 

4.10 Statistical Tools Used 

All data were processed through micro computer using Statistical Package- for 

Social Sciences (SPSS) developed by Nie et. al. (1975). 

To analyze the data for the present study following statistical tools were used. 

For Hypotheses One and Two : Employees existing and expected QWL and the 

impact of designation, experience and age on existing and expected QWL. 

a) Mean and SD scores on all factors of existing QWl and expected QWL were 

analyzed. 

b) The significance of difference of existing and expected QWL was analyzed 

with the help ofthe Z-test. 

For Hypothesis Three: Hierarchical effect in perceiving QWL. 

a) Mean and SD scores on all factors of QWL and total QWL for all five levels 

of (i) Administration department, (ii) Cane department, (iii) Factory 

department and (iv) Finance department and mean and SD across on all factors 

of QWL and total QWL for all five levels (combined departments) of the 

organizations. 
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b) The significance of difference of departments among levels of each 

department on all factors of QWL and total QWL and the significance of 

difference between departments (same level) on all factors of QWL and total 

QWL was analyzed with the help of 't' test. 

c) Two-way analysis of variance of QWL across four departments and total 

QWL ofthe organizations. 

For Hypothis Four: The effect of QWL on Group cohesiveness. 

a) Mean and SD scores of group cohesiveness across four departments (groups). 

b) Correlations and regressions between QWL factors and group cohesiveness 

across four departments. 



CHAPTER 5 

. EXISTING AND EXPECTED QWL 

- AN ANALYSIS 



126 

Analysis of responses of 150 employees of five sugars mills (Syampur Sugar 

Mills Ltd., Rajshahi Sugar Mills Ltd., Natore Sugar Mills Ltd., Rangpur Sugar 

Mills Ltd. and Joypurhat Sugar Mills Ltd.) selected for the study are presented in 

this chapter. Data about the employees were obtained from the subjects through a 

questionnaire and the responses from the subjects are analyzed. 

5.1. Existing and Expected QWL of Sugar Mill Employees 

There is a significant gap between the existing and expected QWL of sugar 

mill employees (Hypothesis-!). 

Today the main issue of any organization is productivity. Runcie (1980) remarked 

that positive perception of employees on QWL in the company will strive to 

improve the working conditions, production and the quality of products. The basic 

purpose of QWL is to develop work environments that are excellent for 

employees as well as for production. QWL is important for job performance, job 

satisfaction, labour turnover, labour management relations and such other factors 

which play a major role in determining the over all well-being of any industrial 

organization. 

Productivity in an enterprise and in the economy as a whole is based upon a 

combination of human, organizational, technological and capital investment 

factors (Beach, 1991). QWL progammes make an attempt to increase employee 

satisfaction and performance through motivation. Human beings in an enterprise 

perform a major task to achieve desired productivity and financial viability. So 

QWL programmes have direct and indirect influences on productivity. The core of 

QWL concepts is the value of treating the employee as a human being and 

emphasizing his or her development. 



Table 34: Mean, Standard Deviation and Z Scores of the Existing and 
Expected Quality of Worl< Life Determinants of SSML. N=22 

Determinants ofQWL Existing Expected 
Z Values 

Mean SD Mean SD 

Participation in Decision-
2.18 0.96 4.50 0.51 -10.0103** 

Making 

Career Advancement 2.82 0.66 4.68 0.57 -I 0.0040** 

Job Safety and Security 3.23 0.69 4.82 0.39 -9.4093** 

Achievement 3.27 0.63 4.36 0.66 -5.6033** 

Compensation 2.32 0.72 4.91 0.29 -15.6507** 

Interpersonal Relations 3.77 0.53 4.55 0.51 -4.9740** 

Recognition and Praise 2.91 0.61 4.64 0.58 -9.6402** 

Job Stress 4.09 0.53 4.41 0.73 -1.1638 

Pay and Allowance 1.45 0.86 5.00 00 -19.3616** 

Working Conditions. 3.27 0.83 4.32 0.78 -4.3239** 

**Significant at 1% level of significance. 
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Table-34 shows the mean scores, standard deviation scores and Z values of each 

of the determinants of QWL as perceived and expected by the Syampur Sugar 

Mill's employees. From this table it is observed that for existing QWL 'pay and 

allowance' has the lowest score (mean score 1.45) and 'job stress' has the highest 

score (mean score 4.09). It is also observed that for expected QWL 'pay and 

allowance' has the highest score (mean score 5.00) and 'working conditions' has 

the lowest score (mean score 4.32). Z values for nine determinants out of ten 

determinants of QWL are significant at l% level of significance. This shows that 

except in the case of QWL determinant-'job stress' a significant gap exists 

among all other QWL determinants regarding existing and expected quality of 
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work life in Syampur Sugar Mills' employees. Thus it can be said that there is a 

significant gap between the existing and expected quality of ~ork life among the. -

Syampur Sugar Mill's employees. 

Table 35: Mean, Standard Deviation and Z Scores of the Existing and 
Expected Quality of Work Life Determinants of RASML. N=40 

Determinants ofQWL Existing Expected Z Values 

Mean SD Mean SD 

Participation in 2.22 0.97 4.92 0.27 -16.9597** 
Decision-Making 

Career Advancement 2.75 0.81 4.90 0.30 -15.7424** 

Job Safety and Security 3.10 0.81 4.70 0.46 -10.8634** 

Achievement 3.00 0.55 4.27 0.45 -11.3029** 

Compensation 1.75 0.63 4.47 0.51 -21.2235** 

Interpersonal Relations 3.95 0.50 4.55 0.50 -5.3666** 

Recognition and Praise 3.27 0.51 4.72 0.45 -13.4833** 

Job Stress 3.90 0.78 4.52 0.51 -4.2076** 

Pay and Allowance 2.10 1.03 4.90 0.30 -16.5070** 

Working Conditions. 3.22 0.66 4.30 0.79 -6.6353** 

**Significant at 1% level of significance. 

The above table shows the mean scores, standard deviation scores and Z values of 

each of the determinants of QWL as perceived and expected by the Rajshahi 

Sugar Mill's employees. From this table it is observed that for existing QWL 

'compensation' has the lowest score (mean score 1.75) and 'interpersonal 

relations' has the highest score (mean score 3.95). It is also observed that for 

expected QWL 'participation in decision making' has the highest score (mean 

score 4.92) and 'working conditions' has the lowest score (mean score 4.30). 
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Z values for all ten QWL determinants are significant at 1% level of significance. 

This shows that a significant gap exists between the existing and expected quality 

of work life in Rajshahi Sugar Mills Ltd. Thus it can be said that there is a 

significant clear and wide gap between the existing and expected quality of work 

life among the Rajshahi Sugar Mill's employees. 

Table 36: Mean, Standard Deviation and Z Scores of the Existing and Expected Quality of 
Work Life Determinants of NSML. N=29 

Determinants of QWL Existing Expected Z Values 

Mean SD Mean SD 

Participation in Decision-
1.83 1.04 4.97 0.19 -15.9943** Making 

Career Advancement 2.83 0.89 4.93 0.37 -1 1.7330** 

Job Safety and Security 2.79 0.68 4.72 0.53 -12.0552** 

Achievement 2.55 0.83 4.45 0.51 -10.5031** 

Compensation 2.07 0.46 4.69 0.47 -21.4539** 

Interpersonal Relations 4.07 0.37 4.83 0.38 -7.7166** 

Recognition and Praise 3.14 0.69 4.79 0.41 -1 1.0706** 

Job Stress 4.28 0.70 4.59 0.50 -1.9406 

Pay and Allowance 2.14 0.35 4.86 0.35 -29.5927** 

Working Conditions. 3.41 0.68 4.93 0.26 -11.2436~* 

**Significant at 1% level of significance. 

Table-36 shows the mean scores, standard deviation scores and Z values of each 

ofthe determinants ofQWL as perceived and expected by the Natore Sugar Mill's 

employees. From this table it is observed that for existing QWL 'participation in 

decision making' has the lowest score (mean score 1.83) and 'job stress' has the 

highest score (mean score 4.28). It is also observed that for expected QWL 
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'participation in decision making' has the highest score (mean score 4.97) and 

'achievement' has the lowest score (mean score 4.45). Z values for nine QWL 

determinants out of ten determinants are significant at 1% level of significance. 

This shows that except in the case of QWL determinant-'job stress' a clear and 

wide gap exists among all other QWL determinants regarding existing and 

expected quality of work life in Natore Sugar Mills'employees. Thus it can be said 

that there is a significant gap between the existing and expected quality of work 

life among the Natore Sugar Mill's employees. 

Table 37: Mean, Standard Deviation and Z Scores of the Existing and 
Expected Quality of Work Life Determinants of RSML. N=25 

Determinants ofQWL Existing Expected Z Values 

Mean SD Mean SD 

Participation in Decision- 2.20 1.08 4.92 0.28 -12.1896** 
Making 

Career Advancement 2.76 1.01 4.84 0.37 -9.6687** 

Job Safety and Security 3.24 0.66 4.52 0.51 -7.6731** 

Achievement 2.92 0.70 4.20 0.41 -7.8892** 

Compensation 2.00 0.82 4.16 0.37 -12.0052** 

Interpersonal Relations 4.12 0.33 4.44 0.51 -2.6339** 

Recognition and Praise 3.52 0.65 4.72 0.46 -7.5348** 

Job Stress 4.40 0.71 4.88 0.33 -3.0654** 

Pay and Allowance 2.44 0.65 4.88 0.33 -16.7359** 

Working Conditions. 3.60 0.58 4.36 0.91 -3.5214** 

**Significant at 1% level of significance. 

Table-37 shows the mean scores, standard deviation scores and Z values of each 

of the determinants of QWL as perceived and expected by the Rangpur Sugar 

Mill's employees. From this table it is observed that for existing QWL 'job stress' 
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has the highest score (mean score 4.40) and 'compensation' has the lowest score 

(mean score 2.00). It is also observed that for expected QWL 'participation in 

decision making' has the highest score (mean score 4.92) and 'achievement' has 

the lowest score (mean score 4.42). Z values for all ten QWL determinants are 

significant at 1% level of significance. This shows that a significant clear and 

wide gap exists between the existing and expected quality of work life in Rangpur 

Sugar Mills Ltd. Thus it can be said that there· is a significant gap between the 

existing and expected quality of work life among the Rangpur Sugar Mill's 

employees is true for all ten determinants. 

Table.38: Mean, Standard Deviation and Z Scores of the Existing and Expected Quality 
of Work Life Determinants of JSML. N=34 

Determinants of QWL Existing Expected Z Values 

Mean SD Mean SD 

Participation in Decision- 2.26 0.96 4.97 0.17 -16.2081** 
Making 

Career Advancement 2.62 1.04 4.91 0.38 -12.0595** 

Job Safety and Security 3.41 0.61 4.91 0.29 -12.9495** 

Achievement 2.97 0.94 4.65 0.49 -9.2411** 

Compensation 2.18 0.46 4.62 0.49 -21.1692** 

Interpersonal Relations 4.15 0.44 4.38 0.49 -2.0364* 

Recognition and Praise 3.68 0.73 4.35 0.54 -4.3025** 

Job Stress 4.15 0.66 4.79 0.41 -4.8029** 

Pay and Allowance 2.62 0.80 4.94 0.24 -16.1966** 

Working Conditions. 3.59 0.50 4.50 0.86 -5.3339** 

**Significant at I% level of significance. 

*Significant at 5% level of significance. 
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Table-38 shows the mean scores, standard deviation scores and Z values of each 

of the determinants of QWL as perceived and expected by the Joypurhat Sugar 

Mill's employees. From this table it is observed that for existing QWL 'job stress' 

and 'interpersonal relations' have the highest score (mean score 4.15) and 

'compensation' has the lowest score (mean score 2.18). It is also observed that for 

expected QWL 'participation in decision making' has the highest score (mean 

score 4.97) and 'recognition and praise' has the lowest score (mean score 4.35). Z 

values for all ten QWL determinants are significant at 1% & 5% level of 

significance. This shows that a significant gap exists between the existing and 

expected quality of work life in Joypurhat Sugar Mills Ltd. Thus it can be said that 

there is a significant gap between the existing and expected quality of work life 

among the Joypurhat Sugar Mill's employees. 

Table 39 : Overall Mean, Standard Deviation and Z Scores of the Existing and 
Expected Quality of Work life Determinants. N = ISO 

Determinants of QWL Existing Expected Z Values 

Mean S.D. Mean S.D. 

Participation in Decision-Making. 2.15 1.00 4.89 .31 -32.0532** 

Career Advancement 2.76 .87 4.91 .31 -28.5108** 

Job Safety and Security 3.15 .72 4.76 .43 -23.5126** 

Achievement 2.95 .76 4.39 .52 -19.1518** 

Compensation 2.03 .65 4.57 .50 -37.9344** 

Interpersonal Relations 4.03 .44 4.55 .50 -9.5621 ** 

Recognition and Praise 3.36 .63 4.65 .49 -12.9271** 

Job Stress 4.13 .70 4.64 .52 -7.1630** 

Pay and Allowance 2.18 .86 4.91 .28 -36.9685** 

Working Conditions 3.41 .66 4.49 .77 -10.1751** 

**Significant at I %level of significance. 
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Table-39 shows the mean and standard deviation scores of each of the 

determinants of QWL as perceived and expected by the sugar mills employees. It 

is observed that 'compensation' has the lowest score (mean score 2.13) and 'job 

stress' has the highest score (mean score 4.13) for existing QWL. 

5.2 Discussion of Results 

Results presented in Table-34, 35, 36, 37 and 38 show that there is a clear and 

wide gaps between the existing and expected mean scores of the Q WL 

determinants. It means that the employees of the selected Sugar Mills have 

expected better opportunities, facilities and avenues for their present jobs. Z 

values are significant for nine QWL determinants out of ten determinants. It 

means that a significant gap exists between the existing and expected quality of 

work life in the selected Sugar Mills. 

Table-39 shows the mean and standard deviation scores for each of the 

determinants of QWL as perceived and expected by the sugar mill employees. It 

is observed from this table that 'compensation' has the lowest (mean score 2.03) 

and 'job stress' has obtained the highest (mean score 4.13). For five out of the ten 

determinants of QWL taken for this study. viz. 'participation in decision making', 

'career advancement', 'achievement'. 'compensation'. and 'pay and allowance', 

the mean score were less than 3 on a five point rating scale. This signifies that the 

employees of sugar mills feel that the QWL in sugar mills is not very conducive 

for their professional growth and career development. These factors do have an 

adverse impact on job satisfaction and productivity in the sugar industry. 

In the expected determinants of QWL, the sugar mill employees rated 'career 

advancement' and 'pay and allowance' as the highest (mean score 4.91), followed 

by 'participation in decision making' (mean score 4.89) and 'job safety and 
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security' (mean score 4.76). The lowest rated determinant was 'achievement' 

(mean score 4.39). 

A comparison of the existing and expected mean scores ofthe QWL determinants 

shows that except for QWL determinant 'job stress'; there is clear and wide gaps 

between what is actually perceived to be present and what is expected. 

To sum up, it can be said that though there is less 'job stress' in the sugar industry, 

the employees want an environment which ensures their professional growth, 

career development, financial solvency and job satisfaction. 

It can be seen from Table-39 that Z-values for all the ten determinants are 

significant at 1% level of significance. This shows that a significant gap exists 

between the existing and expected quality of work life in the sugar industry. Thus 

the first hypothesis that there is significant gap between the existing and expected 

quality of work life among the sugar mill employees is true for all the ten 

determinants. 

In India, Kumar and Shanubhogue ( 1996) studied 1 00 teachers of two universities 

on 10 QWL factors viz., amenities at work, participation in decision making, 

achievement, career advancement, job safety and security, compensation, 

recognition and praise, interpersonal relations, job stress and job enrichment. 

They concluded that there was a significant gap between the existing and expected 

QWL of university teachers. Singh and Maggu (1980) examined the perceived 

quality of work life in the Indian industries. They found that overall perceived 

quality of work life in Indian industries was poor. They collected data from 251 

managerial level employees from 42 organizations spread all over India. They 

concluded that the QWL in Indian public sector is poor and there exists significant 

gap between what the managers expect and what they have. Chander and Singh 

( 1993) found that there was a significant gap between the actual and expected 

QWL in the University. 



CHAPTER-6 
-·-··- . 

THE IMPACT OF DESIGNATION, 

EXPERIENCE AND AGE ON 
EXISTING AND EXPECTED QWL 
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This chapter presents the analysis of responses of 150 employees of five selected 

sugar mills in Bangladesh with a view to examine the impact of designation, 

experience and age of the sugar mill employees on existing and expected QWL. 

Data were obtained from the subjects through a questionnaire and responses from 

the subjects are analyzed. For comparison of responses, subject were divided into 

groups according to designation (officer, supervisor, staff and worker), experience 

(up to 10 years, 11-20 years and more than 20 years) and age (up to 40 years, 41-

50 years and above 50 years). 

6.1 Designation, Experience and Age of the Respondents and 

Their Perception on QWL 

Designation, experience and age of employees do not alter their rating of 

existing and expected QWL (Hypothesis-2). 

In this chapter, attempt is made. to find out whether QWL has any significant 

relations with demographic variable, (i.e. designation, experience and age) of the 

sugar mill employees. Several researches have been conducted in this area. Haque 

(1992) found that no significant relationship exists between perceived QWL and 

worker's age, education and job experience. Ghosh and Kalra (1982) in their study 

found that age, income, qualification, experience, etc influenced QWL. Rahman 

(1984) in his study on the industrial worker of India found that workers having 

low educational background and lower income had better perception on QWL 

than those having higher education and higher income. Wadud (1996) in a study 

found that younger group and higher experienced group had significantly higher 

perception on QWL than the older group and the lower experienced groups. 



Table 40: Mean and Standard Deviation Scores of Existing QWL Determinants Across 
Designation. 

Designation 
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Determinants of QWL Officer Supervisor Staff Worker 

Mean SD Mean SD Mean SD Mean SD 

Participation in Decision 3.04 .88 2.28 .79 1.61 .80 2.13 .98 
Making 

Career Adv"iincement 2.89 .88 2.88 .73 2.76 .99 2.65 .85 

Job Safety and Security 3.25 .52 3.08 .86 3.18 .71 3.11 .77 

Achievement 3.21 .69 3.00 .58 2.92 .82 2.85 .79 

Compensation 2.32 .72 1.96 .73 2.08 .56 1.87 .58 

Interpersonal Relations 3.79 .57 3.96 .20 4.08 .44 4.15 .42 

Recognition and Praise 3.32 .67 3.04 .54 3.43 .64 3.50 .59 

Job Stress 4.46 .51 4.12 .53 4.10 .83 4.00 .70 

Pay and Allowance 2.75 .93 2.40 .76 2.00 .75 1.93 .77 

Working Conditions 3.57 .63 3.52 .51 3.61 .53 3.11 .77 

n 28 25 51 46 

Table--40 presents the mean and standard deviation scores of the subjects across 

designation (officer, supervision, staff and worker) for all the determinants of 

existing QWL. From this table it is observed that in officer category for existing 

QWL 'job stress' has the highest score (mean score 4.46) and 'compensation' has 

the lowest score (mean score 2.32). In supervisor category it is observed that 'job 

stress' has the highest score and 'compensation' has the lowest score. It is also 

observed that in staff category 'job stress' has the highest score and 'participation 

in decision making' has the lowest score. In worker category it is observed that 
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'interpersonal relations' has the highest score and 'compensation' has the lowest 

score. 

Table 41 : Mean and Stand.ard Deviation Scores of Expected QWL Determinants Across 
Designation. 

Designation 

Determinants of QWL Officer Supervisor Staff Worker 

--- . 
Mean so Mean so Mean so Mean so 

Participation in Decision 
4.93 .26 4.88 .33 4.82 .39 4.93 .25 

Making 

Career Advancement 4.82 .48 4.92 .28 4.88 .33 4.95 .21 

Job Safety and Security 4.75 .44 4.72 .46 4.76 .43 4.70 .47 

Achievement 4.43 .50 4.16 .55 4.41 .50 4.43 .50 

Compensation 4.61 .49 4.40 .50 4.57 .50 4.65 .48 

Interpersonal Relations 4.57 .50 4.48 .51 4.63 .49 4.48 .51 

Recognition and Praise 4.50 .58 4.76 .44 4.65 .48 4.70 .47 

Job Stress 4.50 .69 4.64 .49 4.67 .48 4.70 .47 

Pay and Allowance 4.96 .19 4.96 .20 4.88 .33 4.89 .31 

Working Conditions 4.54 .79 4.48 .82 4.49 .76 4.50 .75 

11 28 25 51 46 

The above table shows the mean and standard deviation scores of the subjects 

across designation (officer, supervisor, staff and worker) for all the determinants 

of expected QWL. It is observed from this table that 'pay and allowance' has the 

highest score and 'achievement' has the lowest score in officer category. In 

supervisor category 'pay and allowance' has the highest score and 'achievement' 
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has the lowest score also. In staff category 'pay and allowance' and 'career 

advancement' have the highest score and 'achievement' has the lowest score for 

expected QWL. In worker category 'career advancement' has the highest score 

and 'achievement' has the lowest score. 

Table 42 : Z- Values Across Designation of Existing and Expected QWL Determinants Gap. 

Designation 
Determinants ofQWL 

Officer Supervisor Staff Worl<er 

Participation in Decision Making -10.8990** -15.1842** -25.8834** -18.7768** 

Career Advancement -10.1882** -13.0459** -14.5080** -17.8165** 

Job Safety and Security -11.6523** -8.4077** -13.5935** -11.9542** 

Achievement -7.5760** -7.2562** -11.0793** -11.4619** 

Compensation -13.9135** -13.7882** -23.6864** -25.0443** 

Interpersonal Relations -5.4435** -4.7461** -5.9642** -3.3877** 

Recognition and Praise -7.0460** -12.3463** -10.8907** -10.7896** 

Job Stress -.2467 -3.6021 ** -4.2455** -5.6308** 

Pay and Allowance -12.3199** -16.2876** -25.1008** -24.1858** 

Working Conditions -5.0797** -4.9978** -6.7826** -8.7706** 

n 28 25 51 46 

** Significant at I %level of Significance. 

Table--42 presents Z values across the designation (officer, supervisor, staff and 

worker) of existing and expected QWL determinants gap. From this table it is 

observed that except 'job stress' at officer category all other QWL determinants 

are significant at 1% level of significance. 
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Table 43 : Mean and Standard Deviation scores of Existing QWL Determinants Across 
Experience. 

Experience in Years 

Determinants of QWL Up to 10 years 11-20 years More than 20 years 

Mean SD Mean SD Mean SD 

Participation in Decision Making 1.73 .88 2.04 1.00 2.45 .97 

Career Advancement 2.91 .87 2.75 .95 2.71 .85 

Job Safety And Security 3.36 .58 3.08 .73 3.16 .76 

Achievement 3.14 .83 2.99 .74 2.82 .77 

Compensation 2.09 .61 2.07 .64 1.96 .69 

Interpersonal Relations 4.00 .44 4.03 .44 4.02 .49 
~--··- . 

Recognition and Praise 3.41 .59 3.39 .59 3.38 .65 

Job Stress 4.23 .69 4.24 .57 4.02 .80 

Pay and Allowance 2.00 .82 2.32 .87 2.14 .86 

Working Conditions 3.55 .67 3.44 .60 3.34 .72 

n 22 72 56 

The above table presents the mean and standard deviation scores of the subjects 

across experience for all determinants of existing QWL. From this table it is 

observed that within employees upto 10 years experience category 'job stress' has 

the highest score and 'participation in decision making' has the lowest score. In 

11-20 years experience category it is observed that 'job stress' has the highest 

score and 'participation in decision making' has the lowest score. In more than 20 

years experience category it is observed that 'interpersonal relations' and 'job 

stress' have the highest score and 'pay and allowance' has the lowest score. 
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Table 44 : Mean and Standard Deviation Scores of Expected QWL Determinants Across 
Experience 

Determinants of QWL Up to 10 years 11 -20 years More than 20 years 

Mean SD Mean SD Mean SD 

Participation in Decision Making 4.82 .39 4.93 .26 4.86 .35 

Career Advancement 4.82 .39 4.94 .23 4.88 .38 

Job Safety and Security 4.64 .49 4.75 .44 4.80 .40 

Achievement 4.32 .48 4.39 .49 4.39 .56 

Compensation . 4.50 .51 4.53 .50 4.63 .49 

Interpersonal Relations 4.59 .50 4.60 .49 4.46 .50 

Recognition and Praise 4.68 .48 4.64 .51 4.66 .48 

Job Stress 4.68 .48 4.64 .56 4.63 .49 

Pay and Allowance 4.95 .21 4.92 .28 4.89 .31 

Working Conditions 4.32 .78 4.67 .67 4.36 .84 

n 22 72 56 

Table-44 shows the mean and standard deviation scores of the subjects across 

experience for all determinants of expected QWL. It is observed from this table 

that employees of upto I 0 years experience category has scored highest on QWL 

determinant 'pay and allowance' and has scored lowest on QWL determinants 

'achievement' and 'working conditions'. Employees of 11-20 years experience 

category has scored highest on QWL determinant 'career advancement' and has 

scored lowest on QWL determinant 'achievement'. It is also observed that 

employees of more than 20 years experience category has scored highest on QWL 

determinant 'pay and allowance' and has scored lowest on QWL determinant 

'working conditions'. 
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Table 45 : Z-Values Across Experience of Existing and Expected QWL Determinants 
Gap. 

Determinants ofQWL Experience in Years 

Up to 1 0 years 11 -20 years More than 20 years 

Participation in Decision 
-15.0573** -23.7334** -17.4889** 

Making 

------ -

Career Advancement -9.3964** -19.0116** -17.4409** 

Job Safety and Security -7.9072** -16.6251** -14.2898** 

Achievement -5.7725** -13.3849** -12.3398** 

Compensation -14.2168** -25.7017** -23.6096** 

Interpersonal Relations -4.1550** -7.3442** -4.7033** 

Recognition and Praise -7.8318** -13.6004** -11.8544** 

Job Stress -2.5111 * - 4.2476** -4.8658** 

Pay and Allowance -16.3465** -24.1389** -22.5113** 

Working Conditions -3.5124** -11.6044** -6.8993** 

n 22 72 56 

** Significant at I %level of Significance. 

* Significant at 5 % level of Significance. 

Table-45 presents Z values across the experience of existing and expected QWL 

determinants gap. From this table it is observed that 'job stress' at up to I 0 years 

category is significant at 5% level of significance and all other QWL determinants 

are significant at I% level of significance. 
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Table 46 : Mean and Standard Deviation Scores of Existing QWL Determinants Across 
Age 

Age in Years 
Determinants of QWL 

·-····- . Upto 40 years 41 -50 years Above 50 years 

Mean SD Mean SD Mean SD 

Participation in Decision Making 1.64 .79 2.50 .94 2.90 .97 

Career Advancement 2.79 .98 2.69 .80 2.85 .88 

Job Safety and Security 3.11 .78 3.24 .63 2.90 .85 

Achievement 2.92 .80 3.00 .73 3.05 .76 

Compensation 2.07 .64 1.93 .56 2.15 .81 

Interpersonal Relations 4.04 .46 4.02 .48 3.90 .55 

Recognition and Praise 3.40 .66 3.36 .58 3.30 .57 

Job Stress 4.06 .75 4.24 .68 4.20 .83 

Pay and Allowance 2.11 .85 2.22 .84 2.45 1.00 

Working Conditions 3.40 .69 3.47 .63 2.15 .81 

n 72 58 20 

Table-46 shows the mean and standard deviation scores of the subjects across age 

for all the determinants of existing QWL. It is observed from this table that 

employees of upto 40 years age category has scored highest on QWL determinant 

'job stress' and has scored lowest on QWL determinants 'participation in decision 

making'. Employees of 41-50 years age category has scored highest on QWL 

determinant 'job stress' also and has scored lowest on QWL determinant 

'compensation'. This t~ble depicts that employees of 50 years age category has 

scored highest on QWL determinant 'job stress' and has scored lowest on QWL 

determinants 'compensation' and 'working conditions'. 
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Table 47 : Mean and Standard Deviation Scores of Expected QWL Determinants Across 
Age. 

Age in Years 

Determinants of QWL Upto 40 years 41-50 years Above 50 years 

Mean SD Mean SD Mean SD 

Participation in Decision Making 4.86 .35 4.91 .28 4.95 .22 

Career Advancement 4.89 .32 4.93 .26 4.85 .49 

Job Safety and Security 4.72 .45 4.78 .42 4.85 .37 

Achievement 4.33 .47 4.38 .52 4.50 .60 

Compensation 4.58 .50 4.55 .50 4.55 .51 

Interpersonal Relations 4.56 .50 4.57 .50 4.45 .51 

Recognition and Praise 4.68 .50 
. 

4.62 .49 4.65 .49 

Job Stress 4.61 .57 4.74 .44 4.45 .51 

Pay and Allowance 4.89 .32 4.93 .26 4.95 .22 

Working Conditions 4.56 .75 4.48 .75 4.30 .92 

n 72 58 20 

Table-47 shows the mean and standard deviation scores of the subjects across age 

for all the determinants of expected QWL. This table depicts that employees of 

upto 40 years age category has scored highest on QWL determinants 'career 

advancement' and 'pay and allowance' and has scored lowest on QWL 

determinants 'achievement'. It is also observed that employees of 41-50 years age 

category has scored highest on QWL determinants 'career advancement' and 'pay 

and allowance' and has scored lowest on QWL determinant 'achievement' also. 

Employees of above 50 years age category have scored highest on QWL 
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determinants 'participation in decision making' and 'pay and allowance' and has 

scored lowest on QWL determinant 'working conditions'. 

Table 48 : Z- Values Across Age of Existing and Expected QWL Determinants Gap 

Determinants of QWL Age in Years 

Up to 40 years 41-50 years Above 50 years 

Participation in Decision 
-31.6212** -18.7130** -9.2173** 

Making 

Career Advancement -17.2846** -20.2800** -8.8801 ** 

Job Safety and Security -15.1708** -15.4897** -9.4070** 

Achievement -12.8946** -11.7261 ** -6.6969** 

Compensation -26.2240** -26.5785** -11.2132** 

Interpersonal Relations -6.4944** -6.0433** -3.2793** 

Recognition and Praise -13.1172** -12.6382** -8.0320** 

Job Stress·-- __ -4.9542** -4.7015** -1.1477 

·-
Pay and Allowance -25.9723** -23.4713** -I 0.9192** 

Working Conditions -9.6583** -7.8530** -7.8442** 

n 72 58 20 

**Significant at I %level of significance. 

Table-48 presents Z-values across the age of existing and expected QWL 

determinants gap. From this table it is observed that all QWL determinants are 

significant at 1% level of significance. 
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6.2 Discussion of Results 

The mean and the standard deviation scores of the sample across designation for 

all the determinants of QWL are presented in Table-40 and Table-41. The Table-

40 shows that irrespective of the desi·gnation of the respondents, they feel that 

QWL is not satisfactory in the sugar industry. Among the officers 'compensation', 

'pay and allowance' and 'career advancement' are perceived to be the poorest in 

that order. In case of the supervisor's 'compensation', 'participation in decision 

making', 'pay and allowance' and 'career advancement' are perceived to be the 

poorest. Among staffs 'participation in decision making' 'pay and allowance', 

'compensation' and 'career advancement' are perceived to be the poorest. In case 

of workers 'compensation', 'pay and allowance', 'participation in decision 

making', 'career advancement' and 'achievement' are perceived to the poorest. 

However, it is very clear from the Table-40 that except job stress (for the all 

designation), 'interpersonal relations' (for the two designation viz., staff and 

worker), all other determinants have been rated as poor. 

From Table-41, the expected mean score is more than 4 for all variables in the 

case of sugar industry employees of all designations. 

This proves that the designation (officer, supervisor, staff and worker) of the sugar 

industry employees does not significantly alter their perception of QWL. 

The results of the Z-test, as presented in Table-42, reveal that the Z-values are 

significant at 1% level of significance for all the variables, except 'job stress' 111 

the case of officer. 

These results show that except for job stress in the officer level the designation of 

the sugar industry employees does not have much effect on their perceptions of 

QWL. 
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Table-43 shows the mean and the standard deviation scores of the sample across 

experience for all determinants of existing QWL. An analysis of this table reveals 

that for all the three experience groups, i.e., up to 10 years, 11-20 years and more 

than 20 years, the QWL has been perceived more or less identically. 

'Participation in decision making' 'pay and allowance' 'compensation' and 

'career advancement' have been rated as the lowest by the respondents. 

Table-44 shows the mean and the standard deviation scores of the expected QWL 

across experience for all determinants. The expected mean scores are more than 4 

for all variables of QWL. 

The Z-values (as shown in Table-45) are significant at 1% and 5% levels of 

significance for all the determinants in all experience groups. These results prove 

the finding that there are significant differences in the existing and expected QWL 

in the sugar industry as perceived by the employees, irrespective of their 

experience level. 

Table-46 shows the mean and the standard deviation scores of the sample across 

age for all determinants of existing QWL. The table shows that for the three age 

groups, i.e., up to 40 years, 41-50 years and above 50 years, the QWL has been 

perceived more or less identically. 'Participation in decision making' (upto 40 

years age group mean score - 1.64) and 'compensation' in all age groups have 

been rated as the lowest by the respondents. 

Table-47 shows the mean and the standard deviation scores ofthe expected QWL 

across age for all determinants. The expected mean scores are more than 4 for all 

determinants for all age groups of QWL. 

The results of the Z-test, as presented in Table-48, reveal that the Z-values are 

significant at 1% level of significance for all the determinants except 'job stress' 

in the case of 'above 50 years' age group. These results show that expect for 'job 
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stress' the age groups (upto 40 years, 41-50 years and above 50 years) ofthe sugar 

industry employees do not have much effect on their perceptions of QWL. 

This analysis acceptsthe second hypothesis that the designation, experience and 

age of employees do not alter their rating of the existing and expected quality of 

work life in sugar industry. Thus it can be concluded that except for 'job stress' 

which is relatively acceptable in the selected sugar industry, the other nine 

determinants do need immediate attention from the government and the concerned 

authorities to improve the quality of work life. 

The present findings are in agreement with the conclusion of Hoque and Rahman 

(1999), who reported: QWL does not differ significantly according to 

demographic variables (i.e. age, education, experience and income) of the 

workers. Chander and Shing (1993) also found that the designation, experience 

and age did not have any significant impact on ratings of the actual and expected 

QWL. The present findings support the earlier' findings by Haque (1992) and 

Rahman (1984) that the workers do not differ significantly in perceived QWL 

according to their age. 

The present finding however do not find support in the studies of Ghosh and Kalra 

(1982) who found that QWL was influenced by age, income, qualification, 

experience, etc. Kumar and Shanubhogue (1996) found that the perceptions of 

QWL were affected by designation. 



CHAPTER 7 

QWL AND HIERARCHICAL LEVELS 

-AN EMPIRICAL ANALYSIS 
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Statistical analysis of responses and discussion of results of 650 employees of 

selected five sugar mills viz., Syampur Sugar Mills Ltd., Rajshahi Sugar Mills 

Ltd., Natore Sugar Mills Ltd., Rangpur Sugar Mills Ltd., and Joypurhat Sugar 

Mills Ltd. for the study are presented in this chapter. Data were obtained from 

subjects through a questionnaire and the responses from the subjects are analyzed. 

Quality of work life of various hierarchical levels (executive, supervisor, skilled 

employee, semi-skilled employee and unskilled employee) was compared through 

mean comparison, 't' test and analysis of variance. 

7. 1 Hierarchical Effect -in Perceiving QWL 

There are differences among five hierarchical levels across and between the 

department in perceiving employees quality of work life (Hypothesis-3). 

Relevant QWL factors for this hypothesis are-adequate income and fair 

compensation. safe and healthy working conditions, immediate opportunity to 

develop human capacity. opportunity to continued growth and security. social 

integration in the work 01:ganization. constitutionaism in the work organization. 

work and totall(fe space, the social relevance of working life and job stress. 
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Table 49: Mean Scores and SO Scores of all Levels Across the Department for Factor 

One ofQWL. 

Levels 

Skilled Semi-skilled Unskilled 
Depart- Executive Supervisor 

employee employee 
ments N = 121 N =93 

employee 

N = 231 N =88 N = 117 

Mean SD Mean SD Mean SD Mean SD Mean SD 

Administra-
3.23 2.92 2.36 2.57 3.43 

tion 1.34 I .55. 1.49 1.45 1.47 
N = 31 N = 26 N=44 N=34 N=32 

N = 167 

Cane 3.66 3. I 5 2.69 2.24 2.03 
1.32 I. I 8 1.58 1.4 I 1.34 

N = 146 N =27 N =29 N=58 N=15 N=17 

Factory 3.39 3.37 2.57 1.98 1.93 
1.43 1.35 1.38 1.30 1.22 

N =244 N = 38 N = 30 N=84 N=31 N=61 

. - .. 
Finance 3.50 3.29 2.41 2.48 2.08 

1.36 1.40 1.51 1.63 1.34 
N = 93 N = 25 N = 8 N=45 N=8 N=7 

The above table presents the mean scores for QWL factor one, i.e., adequate 

income and fair compensation of all levels across the departments. The table 

shows that the highest score on QWL factor one was obtained by executives of 

cane department followed by executives of finance department and executives of 

administration department. The minimum score was obtained by unskilled 

employees of factory depmiment followed by semiskilled employees of the same 

department. 
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Table 50 : Mean Scores and SO Scores of all Levels Across the Department for Factor 

Two ofQWL. 

Levels · 

Skilled Semi-skilled Unskilled 
Depart- Executive Supervisor 

employee employee employee 
ments N = 121 N = 93 

N =231 N = 88 N = 117 

Mean so Mean so Mean SO Mean so Mean so 

Administra-
3.83 3.47 3.69 3.04 3.06 

tion 1.44 1.32 0.95 1.40 1.3 I 
N = 31 N =26 N=44 N=34 N=32 

N = 167 

Cane 3.69 2.85 3.25 3.47 
1.63 

2.76 
1.17 1.45 1.43 1.26 

N = 146 N =27 N = 29 N=58 N=15 N=17 

Factory-··· . 3.28 3.58 2.90 3.75 3.26 
1.29 1.29 1.47 1.21 0.94 

N = 244 N = 38 N = 30 N=84 N=31 N=61 

Finance 3.64 3.88 3.38 3.79 2.67 
1.25 0.99 1.41 1.35 1.53 

N = 93 N = 25 N = 8 N=45 N=8 N=7 

The above table presents the mean scores of QWL factor two safe and healthy 

working conditions for all levels across the departments. The table shows that the 

highest score on QWL factor two was obtained by supervisors of finance 

department followed by executives of administration department and semiskilled 

employees of finance department. The lowest score was obtained by unskilled 

employees of finance department followed by unskilled employees of cane 

department. 
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Table 51 : Mean Scores and SD Scores of all Levels Across the Department for Factor 

Three of QWL. 

Levels 

Sid lied Semi-skilled Unskilled 
Depart- Executive Supervisor 

employee employee employee 
ments N = 121 N =93 

N =231 N = 88 N =I 17 

Mean so Mean so Mean so Mean so Mean so 

Administra-
4.16 3.54 3.19 3.57 3.39 

tion 0.99 1.28 I. I 6 1.2 I 1.50 
N = 31 N =26 N=44 N=34 N=32 

N = 167 · ., - . 

Cane 3.85 3.86 3.56 3.33 
1.29 

3.18 
1.31 1.12 1.38 1.22 

N = 146 N =27 N =29 N=58 N=I5 N=l7 

Factory 4.00 3.72 3.79 2.92 3.34 
1.05 1.32 1.39 1.37 1.33 

N =244 N = 38 N = 30 N=84 N=31 N=61 

Finance 3.98 3.17 3.61 3.03 3.13 
1.05 1.46 1.37 1.37 1.50 

N = 93 N =25 N =8 N=45 N=8 N=7 

Table-51 presents the mean scores of QWL factor three, i.e., immediate 

opportunity to develop human capacity for all levels across the departments. The 

table shows that the highest score on QWL factor three was obtained by 

executives of administration department followed by executives of factory 

department. The lowest score was obtained by skilled employees of factory 

department followed by semiskilled employees of the same department. 
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Table 52 : Mean Scores and SO Scores of all Levels Across the Department for Factor 

Four ofQWL. 

Levels 

Skilled Semi-s killed Unskilled 
Depart- Executive Supervisor 

employee employee employee 
ments N = 121 N =93 

N = 231 N = 88 N = 117 

Mean so Mean so Mean so Mean so Mean so 

Administra-
3.73 2.93 3.34 2.67 2.60 

tion 1.30 1.43 1.47 1.54 1.32 
N =31 N =26 N=44 N=34 N=32 

N = 167 

Cane 3.75 3.11 3.12 3.03 2.35 
1.34 1.32 1.65 1.56 1.12 

N = 146 N =27 N =29 N=58 N=15 N=17 

Factory 3.01 3.01 2.99 2.46 2.39 
1.47 1.46 1.46 1.44 1.07 

N = 244 N = 38 N = 30 N=84 N=31 N=61 

Finance 3.70 4.34 2.89 2.91 2.75 
1.31 0.94 1.51 1.49 1.65 

N = 93 ._._N = 25 N = 8 N=45 N=8 N=7 

Table-52 presents the mean scores of QWL factor four opportunity for continued 

growth and security for all levels across the departments. The table depicts that 

supervisors of finance department and executives of cane department scored 

higher on QWL factor four where as unskilled employees of cane department and 

unskilled employees of factory department had low scores on QWL factor four. 
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Table 53 : Mean Scores and SD Scores of all Levels Across the Department for Factor 

Five ofQWL. 

Levels 

--·· -. 
Skilled Semi-skilled Unskilled 

Depart- Executive Supervisor 
employee employee employee 

ments N = 121 N =93 
N =231 N =88 N = 117 

Mean SD Mean SD Mean SD Mean SD Mean SD 

Administra-
4.01 2.99 3.64 3.66 3.19 

tion 1.22 \.47 1.43 1.28 \.48 
N =31 N =26 N=44 N=34 N=32 

N = 167 

Cane 4.12 3.70 3.S5 2.89 3.44 
1.10 I.S2 1.48 1.49 1.40 

N= 146 N =27 N=29 N=S8 N=lS N=I7 

Factory 3.88 3.34 3.22 3.72 2.87 
1.21 I.S3 1.49 1.26 I.S I 

N = 244 N = 38 N = 30 N=84 N=31 N=61 

Finance 4.01 3.79 3.86 3.36 3.38 
1.25 1.22 1.3S 1.37 lAS 

N = 93 N = 2S N = 8 N=4S N=8 N=7 

The above table presents the mean scores of QWL factor five social integration of 

work organization for all levels across the departments. It is observed from the 

table that the highest score on QWL factor five was obtained by executives of 

cane department followed by executives of administration and finance 

departments. The minimum score was obtained by unskilled employees of factory 

department and semiskilled employees of cane department. The remaining levels 

across the departments fall on medium range of scores. 
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Table 54 : Mean Scores and SD Scores of all Levels Across the Department for Factor Six 

ofQWL. 

Levels 

Sl<illed Semi-skilled Unskilled 
Depart- Executive Supervisor 

employee employee employee 
ments N = 121 N =93 

N =231 N =88 N = 117 

Mean SD Mean SD Mean SD Mean SD Mean SD 

Admiriistra-
3.63 2.88 3.36 3.23 3.44 

tion 1.22 1.40 1.09 1.03 1.28 
N=3! N=26 N=44 N=34 N=32 

N = 167 

Cane 3.72 3.61 
1.42 

3.29 2.78 
1.55 

3.35 
1.33 1.24 0.82 

N = !46 N =27 N =29 N=58 N=I5 N=I7 

Factory 3.42 3.72 3.04 2.69 2.96 
1.36 1.25 1.17 1.35 1.28 

N =244 N = 38 N = 30 N=84 N=3! N=6! 

Finance 4.00 3.13 2.87 3.13 3.62 
1.00 1.39 1.55 1.92 0.97 

N = 93 N = 25 N = 8 N=45 N=8 N=7 

Table-54 presents the mean scores of QWL factor six, i.e., constitutionalizm in 

the work organization of all levels acros~ the departments. This table shows that 

the executives of finance department had highest score on this factor followed by 

the executives of cane department and supervisors of factory department. The 

minimum score was obtained by semiskilled employees of factory department and 

semiskilled employees of cane department. 
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Table 55 : Mean Scores and SD Scores of all Levels Across the Department for Factor 

Seven of QWL. 

Levels 

Sl{illed Semi-skilled Unskilled 
Depart- Executive Supervisor 

employee employee employee 
ments N = 121 N =93 

N =231 N =88 N = 117 

Mean SD Mean SD Mean SD Mean SD Mean SD 

Administra-
4.34 3.77 3.37 3.26 3.15 

tion 1.00 1.48 1.54 1.53 1.60 
N=3I N=26 N=44 N=34 N=32 

N = 167 

Cane 4.23 3.93 . 3.24 4.13 2.99 
I.I6 1.28 1.65 1.07 1.6 I 

N = 146 N =27 N =29 N=58 N=l5 N=I7 

Factory 4.23 3.06 3.39 3.68 3.32 
1.1 I 1.78 1.35 1.49 1.31 

N =244 N = 38 N = 30 N=84 N=3I N=6I 

Finance 4. I3 3.16 3.90 3.78 3.21 
1.26 I.I4 1.37 1.29 1.52 

N = 93 N = 25 N = 8 N=45 N=8 N=7 

The above table presents the mean scores of QWL factor seven work and total life 

space for all levels across the departments. This table shows that executives of 

administration department had ·the highest score on QWL factor seven and the 

lowest score was obtained by unskilled employees of cane department. The 

remaining levels across the departments had high scores on QWL factor seven. 
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Table 56 : Mean Scores and SD Scores of all Levels Across the Department for Factor 

Eight of QWL. 

Levels 

Skilled Semi-skilled Unskilled 
Depart- Executive Supervisor 

employee employee employee 
ments N = 121 N =93 

N =231 N=88 N = 117 

Mean SD Mean SD Mean SD Mean SD Mean SD 

Administra-
4.08 2.71 3.70 3.71 3.14 

tion 1.02 1.39 1.20 1.14 1.31 
N = 31 N =26 N=44 N=34 N=32 

N = 167 

Cane 3.89 3.69 3.59 3.03 2.91 
0.98 1.38 1.42 1.42 1.26 

N = 146 N =27 N =29 N=58 N=15 N=17 

Factory 3.92 3.76 3.03 3.22 3.32 
1.12 1.20 1.31 1.16 1.17 

N =244 N = 38 N = 30 N=84 N=3l N=6l 

Finance 3.87 2.77 
1, 78 

3.64 3.13 3.70 
1.20 1.29 1.53 1.0 l 

N =93 N = 25 N =8 N=45 N=8 N=7 

Table-56 presents the mean scores of QWL factor eight the social relevance of 

working life for all levels across the departments. This table shows that the 

executives of administration department had the highest score on QWL factor 

eight, whereas supervisors of administration department, supervisors of finance 

department and unskilled employees of cane department had low scores on this 

factor. 
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Table 57 : Mean Scores and SD Scores of all Levels Across the Department for Factor 

NineofQWL. 

Levels 

Skilled Semi-s killed Unskilled 
Depart- Executive Supervisor 

employee employee employee 
ments N = 121 N=93 

N =231 N =88 N = 117 

Mean SD Mean SD Mean SD Mean SD Mean SD 

Administra-
4.20 3.40 3.77 3.85 3.28 

tion 0.87 1.35 1.12 0.97 1.39 
N =31 N =26 N=44 N=34 N=32 

N = 167 

Cane 4.12 3.97 3.64 3.76 3.57 
1.04 1.05 1. I 9 0.93 0.81 

N= 146 N =27 N=29 N=58 N=15 N=\7 

Factory 4.08 4.08 3.86 3.20 
1.49 

3.56 
1. I I 1.25 1.18 1.08 

N = 244 N = 38 N = 30 N=84 N=3I N=61 

Finance 4.07 3.I7 3.51 3.71 3.00 
1.21 1.46 1.38 1.20 !.55 

N = 93 N =25 N =8 N=45 N=8 N=7 

Table-57 presents the mean scores of QWL factor nine job stress for all levels 

across the departments. It is evident from this table that the executives of 

administration department had the highest score on QWL factor nine, whereas 

unskilled employees of finance department had the lowest score on this factor. 

The remaining levels across the departments had high scores on QWL factor nine. 
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Table 58 : Mean and SD Scores of all Levels Across the Department for Total QWL. 

Levels 

Sl<illed Semi-skilled Unskilled 
Depart- Executive Supervisor 

employee employee employee 
ments N = 121 N =93 

N =231 N = 88 N = 117 

Mean so Mean so Mean SD Mean so Mean so 

Administra-
3.96 3.20 3.41 3.32 3.11 

tion 1.16 1.44 1.33 1.38 1.46 
N =31 N=26 N=44 N=34 N=32 

N = 167 

Cane 3.90 3.59 3.36 3.10 2.96 
1.21 1.34 1.49 1.47 1.35 

N = 146 N =27 N =29 N=58 N=15 N=17 

Factory 3.76 3.52 3.02 3.05 2.98 
1.36 1.27 1.41 1.41 1.44 

N=244 N = 38 N = 30 N=84 N=31 N=61 

Finance 3.89 3.36 3.40 3.17 3.09 
1.19 1.44 1.48 1.50 1.47 

N =93 N =25 N =8 N=45 N=8 N=7 

The above table presents the mean scores of total QWL for all levels across the 

depa.rtments. This table shows that the executives of administration department 

obtained the highest score on total QWL. The high scores on total QWL were 

obtained by executives of cane department, executives of finance department, 

executives of factory department, supervisors of cane department and supervisors 

of factory department. On the other hand, low scores were obtained by unskilled 

employees of cane and factory departments. 



Table 59 : Mean and SO Scores on QWL for all Levels of the Sampled Sugar Mills. 

Levels 

QWL Executivk Supervisor Skilled Semi-skilled Unskilled 
Factors N= 121 N=93 employee employee employee 

N =231 N = 88 N = 117 

Mean so Mean so Mean so Mean so Mean so 

XL 3.48 1.37 3.25 1.36 2.64 1.49 2.22 1.42 2.I3 1.34 

Xz 3.59 1.23 3.35 1.37 3.23 1.39 3.43 I .4 I 3.10 1.15 

x3 4.00 1.10 3.66 1.28 3.22 1.39 3.25 1.32 3.32 1.38 

x4 3.50 1.40 3.13 1.42 3.07 1.53 2.68 1.52 2.46 l.l9 

x, 3.99 1.17 3.39 1.51 3.51 1.47 3.53 1.35 3.07 !.50 

x6 3.66 1.26 3.40 1.40 3.13 1.27 2.95 1.35 3.19 1.23 

x1 4.26 1.09 3.54 1.55 3.45 1.49 3.60 1.45 3.22 1.45 

Xs 3.95 1.08 3.36 1.45 3.42 1.35 3.37 1.27 3.23 1.23 

X~ 4.12 1.06 3.77 1.28 3.72 1.:22 3.59 1.22 3.45 1.18 

Total QWL 3.87 1.21 3.44 1.41 3.25 1.44 3.17 1.43 3.02 1.40 
-

0\ 

--- --- ------ ---------- ------- ------
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Table-59 presents the mean and SD scores on all factors of QWL for all five 

levels of the industry. The following observations were made from the table: 

Factor 1: Adequate income and fair compensation : The highest score was 

obtained by executives (3.48) followed by supervisors, skilled employees, 

semiskilled employees and unskilled employees (2.13). 

Factor 2 : Safe and healthy working conditions : The highest score was obtained 

by executives (3.59) followed by semi-skilled employees, supervisors, skilled 

employees and unskilled employees (3 .1 0). 

Factor 3: Immediate opportunity to develop human capacity : The highest score 

was obtained by executives ( 4.00) followed by supervisors, unskilled employees, 

semiskilled employees and skilled employees (3 .22). 

Factor 4 : Opportunity for continued growth and security: The highest score was 

obtained by executives (3.50) followed by supervisors, skilled employees, 

semiskill~~ employees and unskilled employees (2.46). 

Factor 5: Social integration in the work organization : The highest score was 

obtained by executives (3.99) followed by semiskilled employees, skilled 

employees, supervisors and unskilled employees (3 .07). 

Factor 6: Constitutionalism in the work organization : The highest score was 

obtained by executives (3 .66) followed by supervisors, unskilled employees, 

skilled employees and semiskilled employees (2. 95). 

Factor 7: Work and total life space : The highest score was obtained by executives 

( 4.26) followed by semiskilled employees, supervisors, skilled employees and 

unskilled employees (3.22). 
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Factor 8: The social relevance ofworking life : The highest score was obtained by 

executives (3.95) followed by skilled employees, semiskilled employees, 

supervisors and unskilled employees (3.23). 

Factor 9: Job stress : The highest score was obtained by executives (4.12) 

followed by supervisors, skilled employees, semiskilled employees, and unskilled 

employees (3.45). 

Total OWL: The highest score was obtained by executive's (3.87) followed by 

supervisors, skilled employees, semiskilled employees, and unskilled employees 

(3.02). 

----.Fig. Q : Bar diagram of Total QWL for Administration Department 
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Table 60 :' evalues among Hierarchical Levels within Administration Department for Factors ofQWL and Total QWL. 

Groups Compared 
pegree o 

XI x2 x3 x4 Xs freedom x6 x1 Xs x9 Total 
I 

I 2 3 4 5 6 7 8 9 10 II 12 

Admn. Executive 
55 

Admn. Supervisor 
0.5225 1.1050 2.0470* 2.21 !0* 2.8636** 2.1613* 1.7266 4.2846** 2.7002** 2.2072* 

Admn. Executive 
73 Admn. Skilled employee 1.5207 0.5728 3.7835** 1.1858 1.1708 1.0054 3.0765** 1.4347 1.7896 1.8572 

Admn. Executive 
63 

Admn. Semiskilled empl. 3.0805** 2.4800* 2.1391 * 2.9834** 1.1259 1.4324 3.3332** 1.3738 1.5258 2.0135* 

Admn. Executive 
61 

Admn. Unskilled empl. 
2.4245* 2.4854* 2.3966* 3.4224** 2.3954* 0.6027 3.5267** 3.1709** 3.1372** 2.5633* I 

Admn. Supervisor 
68 0.8287 -0.8081 

Admn. Skilled employee 1.1737 -l.l388 -1.8187 -1.5994 1.0651 -3.1435** -1.2366 -0.6190 

Admn. Supervisor 
58 2.2353* 1.2082 -0.0928 Admn. Semiskilled empl. 0.6682 -1.8839 -1.1163 1.2976 -3.0612** -1.5029 -0.3276 

Admn. Supervisor 
56 1.6596 1.1814 0.4041 Admn. Unskilled empl. 0.9122 -0.5134 -1.5889 1.5174 -1.2097 0.3312 0.2721 

Admn. Skilled employee 
76 1.6652 2.4395* -1.4080 

Admn. Semiskilled empl. 
1.9551 -0.0641 0.5349 0.3137 -0.0373 -0.3313 0.2916 

Admn. Skilled employee 
74 1.0345 2.4319* -0.6555 2.2604* 

Admn. Unskilled employee 
1.3347 -0.2935 0.6049 1.9325 I. 7005 0.9317 

Admn. Semiskilled empl. 
64 -0.5841 -0.0598 0.5381 0.1977 Admn. Unskilled empl. 

1.3823 -0.7364 0.2855 1.8888 1.9415 0.6007 
l,_- - - -

* Significant at 0.05 level. * * Significant at 0.0 I level. 
0\ 
00 
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To test the significance of difference among levels within same department 

't' values were calculated for all factors of QWL and total QWL. 

Table-60 shows the following significant observations among the levels within 

administration department. 

1. Executive and supervisor group was found to be significantly different at 0.01 

level for factors five, eight and nine. It was also found to be significantly 

different at 0.05 level for factors three, four, six and total QWL. 

2. Executive and skilled employee group was found to be significantly different 

at 0.01 level for factors three and seven only. 

3. Executive and semi-skilled employee group was found to be significantly 

different at 0.01 level for factors one, four and seven. It was also found to be 

significantly different at 0.05 level for factors two, three, and total QWL. 

4. Executive and unskilled employee group was found to be significantly 

different at 0.01 level for factors four, seven, eight and nine. It was also found 

to be significantly different at 0.05 level for factors one, two, three, five and 

total QWL. 

5. Supervisor and skilled employee group was found to be significantly different 

at 0.01 level for factor eight. 

6. Supervisor and semiskilled employee group was found to be significantly 

different at 0.01 level for factor eight and significantly different at 0.05 level 

for factor one. 

7. Skilled employee and semi-skilled employee group was found to be 

significantly different at 0.05 level for factor two. 

8. Skilled employee and unskilled employee group was found to be significantly 

different at 0.05 level for factors one and four. 

All other factors were found to be insignificant among levels within 

administration department and for the total QWL. 



Table 61 :' evalues among Hierarchical Levels within Cane Department for Factors ofQWL and Total QWL. 

Groups Compared 
Degree of 

XI x2 XJ x4 Xs x6 x1 Xs x9 freedom 

I 2 3 4 5 6 7 8 9 10 ]] 

Cane Executive 
54 1.5578 2.3748* -0.0308 1.7998 !.1769 0.2986 0.9167 0.6211 0.5366 Cane Supervisor 

Cane Executive 
83 2.7694** 1.3949 0.9163 1.7339 1.7828 1.4546 2.8073** 0.9918 1.7992 Cane Skilled empl. 

Cane Executive 
40 3.2610** 0.5064 1.2392 1.5735 3.0546** 2.0689* 0.2750 2.3157* 1.1147 Cane Semiskilled empl. 

Cane Executive 
42 3.9654** 2.4608* 1.6953 3.5867** 1.7958 1.0281 2.9683** 2.8903** 1.9319 Cane Unskilled empl. 

Cane Supervisor 
85 1.3850 -1.2243 1.0146 -0.0284 0.4417 1.0806 1.9727* 0.3125 1.2664 Cane Skilled empl. 

Cane Supervisor 
42 2.2684* -1.4422 1.4130 0.1791 1.6866 1.7819 -0.5180 1.4892 0.6424 Cane Semiskilled empl. 

Cane Supervisor 
44 2.9556** 0.2129 1.9235 1.9889* 0.5761 0.6887 2.1841* 1.9090 1.3505 Cane Unskilled empl. 

Cane Skilled empl. 
71 1.0036 -0.5161 0.5827 0.1903 1.5374 1.3471 -1.9786* 1.3614 -0.3596 

Cane Semiskilled empl. 

Cane Skilled empl. 
73 1.5635 1.2740 1.0232 1.8019 0.2726 -0.1874 0.5523 1.7783 0.2271 

Cane Unskilled empl. 

Cane Semiskilled empl. 
30 0.4317 1.3875 0.3379 1.4289 -1.0762 c 1.3227 2.3244* 0.2533 . 0.6179 

Cane Unskilled empl. 

* Significant at 0.05 level. ** Significant at 0.0 I level. 

------------- ---- -------------- -------· 

Total 

12 

0.9063 

!.6458 I 

1.9009 

2.3997* 

0.7012 

1.1127 

1.5350 

0.6040 

0.9931 

0.2808 
-

-.1 
0 
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Table-61 shows the following observations among levels within cane department. 

1. Executive and supervisor group was found to be significantly different at 0.05 

level for factor two. 

2. Executive and skilled employee group was found to be significantly different 

at 0.01 level for factors one and seven. 

3. Executive and semiskilled employee group was found to be significantly 

different at 0.01 level for factors one and five. 

4. Executive and unskilled employee group was found to be significantly 

different at 0.01 level for factors one, four, seven, eight and at 0.05 level for 

factor two, and total QWL. 

5. Supervisor and skilled employee group was found to be significantly different 

at 0.05 level for factor seven. 

6. Supervisor and semi-skilled employee group was found to be significantly 

different at 0.05 level for factor one. 

7. Supervisor and unskilled employee group was found to be significantly 

different at 0.01 level for factor one and at 0.05 level for factors four and 

seven. 

8. Skilled employee and semi-skilled employee group was found to be 

significantly different at 0.05 level for factor seven only. 

9. Semi-skilled employee and unskilled employees group was found to be 

significantly different at 0.05 level for factor seven. 

All other factors were found to be insignificant and total QWL also were found 

insignificant. 



Table 62 :' PValues among Hierarchical Levels within Factory Department for Factors ofQWL and Total QWL. 

Groups Compared 
Degree of 

XI x2 XJ x4 Xs x6 x1 Xs x9 freedom 

I 2 3 4 5 6 7 8 9 10 II 

Factory Executive 
66 0.0589 -0.9522 0.9747 000 1.6259 -0.9357 3.3193** 0.5668 000 

Factory Supervisor 

Factory Executive 
120 2.9576** 1.3718 4.7804** 0.0699 2.3950* 1.5781 3.3547** 3.6289** 0.9710 

Factory Skilled employee 

Factory Executive 
67 4.2423** -1.5476 3.7068** 1.5601 0.5363 2.2252* 1.7562 2.5414* 2.8099** 

Factory Semiskilled employee. 

Factory Executive 
97 5.4173** 0.0890 2.5949** 2.4235* 3.4830** 1.6977 3.5435** 2.5220* 2.3052* 

Factory Unskilled employee 

Factory Supervisor 
112 2.7460** 2.2427* 3.1865** 0.0644 0.3760 2.6839** -1.0530 2.6763** 0.8630 

Factory Skilled employee 

Factory Supervisor 
59 4.1120** -0.5310 2.3213* 1.4812 -1.0604 3.0893** -1.4771 1.7871 2.4948* 

Factory Semiskilled employee. 

Factory Supervisor 
89 5.1236** 1.3452 1.2844 2.2960* 1.3898 2.6829** -0.7880 1.6724 2.0488* 

Factory Unskilled employee 

Factory Skilled employee 
113 2.2008* 2.8774*~ -0.4467 1.7337 -1.6609 1.3647 -0.9938 -0.7108 2.4735* 

Factory Semiskilled employee 

Factory Skilled employee 
143 2.8491 ** -1.6780 -2.3950* 2.7215** 1.3885 0.3907 0.3121 -1.3757 1.5656 

Factory Unskilled employee. 

Factory Semiskilled employee. 
90 0.1817 2.1405* -1.4173 0.2631 2.6920** -0.9389 1.1890 -0.3886 -1.3249 

Factory Unskilled employee. 

* Significant at 0.05 level, ** Significant at 0.0 I level. 

Total 

12 

0.7370 

2.7662** 

2.1750* 

2.8455** 

1.6672 

1.2875 

1.7592 

-0.1007 

0.1712 

0.2288 

-..I 
N 
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Table-62 shows the following observations among levels within factory 

department. 

1. Executive and supervisor group was found to be significantly different at 0.01 

level for factor seven only. 

2. Executive and skilled employee group was found to be significantly different 

at 0.01 level for factors one, three, seven, eight and total QWL, and at 0.05 

level for factor five. 

3. Executive and semiskilled employee group was found to be significantly 

different at 0.01 level for factors one, three, nine and at 0.05 level for factors 

six, eight and total Q WL. 

4. Executive and unskilled employee group was found to be significantly 

different at 0.01 level for factors one, three, five, and seven and at 0.05 level 

for factors four, eight and nine. 

5. Supervisor and skilled employee group was found to be significantly different 

at 0.01 level for factors one, three, six, eight and at 0.05 level for factor two 

only. 

6. Supervisor and semi-skilled employee group was found to be significantly 

different at 0.01 level for factors one, six and at 0.05 level for factors three and 

nme. 

7. Supervisor and unskilled employee group was found to be significantly 

different at 0.01 level for factors one, six and at 0.05 level for factors four and 

nme. 

8. Skilled employee and semi-skilled employee group was found to be 

significantly different at 0.01 level for factor two and at 0.05 level for factors 

one and nine. 
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9. Semi-skilled employee and unskilled employee group was found to be 

significantly different at 0.01 level for factors one, four and at 0.05 level for 

factor three only. 

10. Semi-skilled employee and unskilled employee group was found to be 

significantly different at 0.01 level for factor five and at 0.05 level for factor 

two. 

All other factors were found to be insignificant and total QWL also were found 

insignificant. 



Table 63 :' PValues among Hierarchical Levels within Finance Department for Factors ofQWL and Total QWL. 

I Groups Compared 
Degree of 

XI x2 XJ x4 Xs x6 x1 Xs x9 
I freedom 

I 2 3 4 5 6 7 8 9 10 II 

Finance Executive 
31 0.3776 -0.4939 1.7259 -1.2746 0.4706 1.9467 1.9353 2.0017* 1.7436 

Finance Supervisor 

Finance Executive 
68 2.9954** 0.7688 1.1713 2.2510* 0.4710 3.2800** 0.6921 0.7324 1.6975 Finance Skilled employee 

Finance Executive 
31 1.7616 -0.2900 2.0693* 1.4378 1.3465 1.6898 0.6803 1.4210 0.7338 Finance Semiskilled employee . 

Finance Executive 
30 2.4489* 1.7305 1.7223 1.6044 1.2269 0.8939 1.6347 0.3414 1.9469 

Finance Unskilled employee 

Finance Supervisor 
51 1.5337 0.9581 -0.8293 2.6150** -0.1369 0.4432 -1.4385 -1.6579 -0.6369 

Finance Skilled employee 

Finance Supervisor 
14 1.0662 0.1521 0.1978 2.2958* 0.6630 000 -1.0186 -0.4338 -0.8082 

Finance Semiskilled employee 

Finance Supervisor 
13 1.7033 1.8436 0.0523 2.3342* 0.5951 -0.7797 -0.0727 -1.2179 0.2187 

Finance Unskilled employee 

Finance Skilled employee 
51 -0.1195 -0.7622 1.1034 -0.0346 0.9633 -0.4220 0.2301 1.0028 -0.3842 

Finance Semiskilled employee 

Finance Skilled employee 
50 0.5449 1.2264 0.8522 0.2256 0.8671 -1.2369 1.2228 -0.1172 0.8956 

Finance Unskilled employee. 

Finance Semiskilled employee 
13 0.5142 1.5071 -0.1350 0.1974 -0.0275 -0.6087 0.7862 -0.8370 0.9994 

Finance Unskilled employee 

* Significant at 0.05 level. ** Significant at 0.0 I level. 

Total 

12 

1.0431 

1.4187 

1.3994 

1.4954 

-0.0707 

0.2584 

0.3588 

0.4043 

0.5159 

0.1040 

-.1 
Vl 
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Table-63 shows the following observations among levels within finance 

department. 

I. Executive and supervisor group was found to be significantly different at 0.05 

level for factor eight only. 

2. Executive and skilled employee group was found to be significantly different 

at 0.0 I level for factors two, six and at 0.05 level for factor four. 

3. Executive and semiskilled employee group was found to be significantly 

different at 0.05 level for factor three. 

4. Executive and unskilled employee group was found to be significantly 

different at 0.05 level for factor one only. 

5. Supervisor and skilled employee group was found to be significantly different 

at O.tH level for factor four. 

6. Supervisor and semi-skilled employee group was found to be significantly 

different at 0.05 level for factor four only. 

7. Supervisor and unskilled employee group was found to be significantly 

different at 0.05 level for factor four only. 

All other factors were found to be insignificant and total QWL were found to be 

insignificant. · 



Table 64 :' t>Values between Departments for Factors ofQWL and Total QWL within Executive Level. 

Groups Compared 
Degree of 

Xt Xz XJ x4 Xs x6 x7 Xs x9 Total 
freedom 

I 2 3 4 5 6 7 8 9 10 II 12 

: 

Executive Administration 
56 -0.6566 0.4024 1.0243 -0.0576 -0.3584 -0.2687 0.3 879 0.7206 0.3190 0.1926 

Executive Cane 

Executive Administration 
67 0.1189 1.8550 0.6459 2.1304* 0.4423 0.6679 0.4279 0.6142 0.4911 0.6763 

Executive Factory 

Executive Administration 
54 -0.1930 0.5939 0.6584 0.0856 000 -1.2208 0.6957 0.7331 0.4673 0.2219 

Executive Finance 

Executive Cane 
63 0.7741 1.3117 -0.5118 2.0736* 0.8179 0.8844 000 -0.1192 0.1469 0.4466 

Executive Factory 

Executive Cane 
50 0.4304 0.1490 -0.3928 0.1359 0.3556 -0.8527 0.2980 0.0660 0.1602 0.0300 

Executive Finance 

Executive Factory 
61 -0.3045 -1.0969 0.0740 -1.9014 -0.4281 -1.8116 0.3315 0.1685 0.0338 -0.4168 

Executive Finance 
---- -

* Significant at 0.05 level. 

-.J 
-.J 



Table 65 :' evalues between Departments for Factors ofQWL and Total QWL within Supervisor Level. 

Groups Compared 

I 

Supervisor Administration 
Supervisor Cane 

Supervisor Administration 
Supervisor Factory 

Supervisor Administration 
Supervisor Finance 

Supervisor Cane 
Supervisor Factory 

Supervisor Cane 
Supervisor Finance 

Supervisor Factory 
Supervisor Finance 

* Significant at 0.05 level. 
** Significant at 0.01 level. 

Degree of 
freedom 

2 

53 

54 

32 

57 

35 

36 

XI Xz x3 

3 4 5 

0.2167 1.6513 -0.9889 

-0.3626 -0.3449 -0.5161 

-0.0978 -0.8079 0.6925 

-0.6684 -2.0448* 0.4906 

0.2857 1.8820 1.4449 

0.1487 -0.6093 1.0251 

I 

x4 Xs x6 x1 Xs x9 

6 7 8 9 10 II 

-0.4854 -1.7565 -1.9161 -0.4299 2.6204** -1.7574. 

-0.2065 -0.8694 2.3722* 1.6080 3.0344** -1.9563* 

-2.6060** -1.3944 -0.4424 1.0681 -0.0999 0.4138 

0.2757 0.9064 -0.3161 2.1490* -0.2018 -0.3654 

-2.4576* -0.1538 0.8500 1.5385 1.5685 1.7514 

-2.4320* -0.7803 1.1598 -0.1501 1.8669 1.7680 
... 

Total 

12 

-1.0403 

-0.8387 

-0.2748 

0.1953 

0.4233 

0.2840 

I 

. -.) 
00 
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To test the significance of difference between departments having same levels 't' 

values were calculated for all factors of QWL and total QWL. 

Table-64 shows the following observations between departments of factors of 

QWL and total QWL within executive level. 

1. Adm1ni'stration and factory department was found to be significantly different 

at 0.05 level for factor four only. 

2. Cane and factory department was found to be significantly different at 0.05 

level for factor four only. 

All other factors were found to be insignificant and all total QWL were found to 

be insignificant. 

Table-65 shows the following observations between departments of factors of 

QWL and total QWL within supervisor level. 

1. Administration and cane department was found to be significantly different at 

0.01 level for factor eight. 

2. Administration and factory department was found to be significantly different 

at 0.01 level for factor eight and at 0.05 level for factors six and nine. 

3. Administration and finance department was found to be significantly different 

at 0.01 level for factor four. 

4. Cane and factory department was found to be significantly different at 0.05 

level for factors two and seven. 

5. Cane and finance department was found to be significantly different at 0.05 

level for factor four. 

6. Factory and finance department was found to be significantly different at 0.05 

level for factor four only. 

All other factors were found to be insignificant and total QWL were found to be 

insignificant. 



Table 66 :' t'Values between Departments for Factors of QWL and Total QWL within Skilled Employee Level. 

Groups Compared 

1 

Skilled employee Administration 
Skilled employee Cane 

Skilled employee Administration 
Skilled employee Factory 

Skilled employee Administration 
Skilled employee Finance 

Skilled employee Cane 
Skilled employee Factory 

Skilled employee Cane 
Skilled employee Finance 

Skilled employee Factory 
Skilled employee Finance 

* Significant at 0.05 level. 
** Significant at 0.0 I level. 

Degree of 
freedom 

2 

100 

126 

87 

140 

101 

127 

x. x2 x3 

3 4 5 

0.7461 1.7657 -1.4347 

1.3259 3.226** 1.6333 

1.6035 1.2136 -1.5592 

0.4704 1.4101 3.2543** 

0.9094 -0.4604 -0.1830 

0.6072 -1.7926 -3.2093** 

x4 Xs x6 x1 Xs x9 

6 7 8 9 10 II 

0.6986 0.3086 0.2973 0.4055 0.4137 0.5604 

1.2852 1.5355 1.5040 -0.0758 2.8270** -0.4170 

1.4242 -0.7465 1.7216 -1.7163 0.2271 0.9747 

0.4944 1.3008 1.2213 -0.5900 2.4193* -1.0883 

0.7279 -1.0952 1.5280 -2.1654* -0.1844 0.5128 

0.3664 -2.4008* 0.7003 -2.0345* -2.5340* 1.5122 

Total 

12 

0.1757 

1.5151 

0.0335 

1.3800 

-0.1355 

-1.4338 

00 
0 
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Table-66 shows the following observations between departments of factors of 

QWL and total QWL within skilled employee level. 

1. Administration and factory department was found to be significantly different 

at 0.01 level for factors two and eight. 

2. Cane and factory department was found to be significantly different at 0.01 

level for factor three and at 0.05 level for factor eight. 

3. Cane and finance department was found to be significantly different at 0.05 

levei for factor seven only. 

4. Factory and finance department was found to be significantly different at 0.01 

level for factor three and at 0.05 level for factors five, seven and eight. · 

All other factors were found to be insignificant and all total QWL were found to 

be insignificant. 

Table-67 shows the following observations between departments of factors of 

QWL and total QWL within semi-skilled employee level. 

1. Administration and cane department was found to be significantly different at 

0.05 level for factor seven. 

2. Administration and factory department was found to be significantly different 

at 0.05 level for factors two, three and nine. 

3. Cane and factory department was found to be significantly different at 0.05 

level for factor five only. 

All other factors were found to be insignificant and all total QWL were found to 

be insignificant. 



Table 67 :' PValues between Departments for Factors ofQWL and Total QWL within Semi-skilled Employee Level. 
I 
I 

Degree 
Groups Compared of XI Xz XJ x4 Xs x6 x1 Xs x9 

freedom 

I 2 3 4 5 6 7 8 9 10 11 

Semi-skilled employee Administration 
47 0.2836 -0.9423 0.6894 -0.7512 1.8456 1.2013 2.3593* 1.7834 0.3030 Semi-skilled employee Cane 

Semi-skilled employee Administration 
63 1.1084 -2.1776* 2.0311 * 0.5663 -0.1902 1.8225 -1.1192 1.7164 2.1024* Semi-skilled employee Factory 

Semi-skilled employee Administration 
40 -0.2059 -1.3718 J.1087 -0.3988 0.5890 0.2064 -0.8877 1.2125 0.3514 

Semi-skilled employee Finance 

Semi-skilled employee Cane 
44 0.6188 -0.6556 0.9691 1.2251 1.9731 * 0.2020 1.0404 -0.4838 1.3312 Semi-skilled employee Factory 

Semi-skilled employee Cane 
21 -0.3687 -0.4739 0.5202 0.1783 -0.7398 -0.4752 0.6964 -0.1567 0.1111 

Semi-skilled employee Finance 

Semi-skilled employee Factory 
37 -0.9218 -0.0815 -0.2101 -0.7828 0.7084 -0.7523 -0.1734 0.1832 -1.0719 

Semi-skilled employee Finance 

* Significant at 0.05 level. 

Total 

12 

-0.5043 

0.7717 

0.2723 

0.1097 

-0.1080 

-0.2085 

00 
N 



Table 68 :' t ~ Values between Departments For Factors ofQWL and Total QWL within Unskilled Employee Level. 

Degree 
Groups Compared Of XI x2 x3 x4 Xs x6 x1 Xs x9 

freedom 

I 2 3 4 5 6 7 8 9 10 II 

Unskilled employee Administration 
47 1.2608 0.7730 0.5683 0.6635 -0.5732 0.2620 0.3325 0.5926 -0.7896 

Unskilled employee Cane 

Unskilled employee Administration 
93 2.2618* -0.8574 0.1666 0.8376 0.9881 1.7368 -0.5562 -0.6836 -1.0855 

Unskilled employee Factory 

Unskilled employee Administration 
37 0.8100 0.6933 0.4154 -0.4345 -0.3087 -0.3493 -0.0901 -1.5482 0.4660 Unskilled employee Finance 

Unskilled employee Cane 
76 0.2926 -1.7948 -0.4462 -0.1350 1.3972 l.l871 -0.8729 -1.2568 0.0354 

Unskilled employee Factory 

Unskilled employee Cane. 
22 -0.0830 0.1497 0.0855 -0.6924 0.0945 -0.6963 -0.3089 -1.4696 1.1927 

Unskilled employee Finance 

Unskilled employee Factory 
66 -0.3052 1.4667 0.3909 -0.7948 -0.8494 -1.3178 0.2072 -0.8235 1.2410 

Unskilled employee Finance 

* Significant at 0.05 level. 

Total 

12 

0.3511 

0.4316 

0.0328 

-0.0537 

-0.2092 

-o.2o11 I 

I 

00 
t...J 
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Table-68 shows that within unskilled employees' level, administration and factory 

department was found significantly different at 0.05 level for factor one only. All 

other factors were found to be insignificant and all total QWL also were found 

insignificant. 

Table 69: Two-Way Analysis of Scores ofQWL 

Source of Variation ss DF MS F 
Level of 

Significance 

Between Factors 3.946 8 0.493 14.5 0.01 

Within Subjects 3.516 4 0.879 25.8529 0.01 

Residual 1.099 32 0.034 

Total 8.561 44 

Table-69 presents that between factors for total QWL variance is significant at 

0.01 level and within subjects variance is also significant at 0.01 level. 

Table 70 : Analysis of Variance of Scores of QWL for Administration Department 

Source of Variation ss DF MS F 
Level of 

Significance 

Between Factors 2.701 8 0.338 4.4474 0.01 

Within Subjects 3.927 4 0.982 12.9211 0.01 

Residual 2.447 32 0.076 

Total ~--·· ·- . 9.075 44 

Table-70 shows that between factor variance is significant at 0.01 level and within 

subjects variance is also significant at 0.01 level for administration department. 
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Table 71 : Analysis of Variance of Scores of QWL for Cane Department. 

Source of Variation ss DF MS F 
Level of 

Significance 

Between Factors 4.355 8 0.544 6.5542 O.Oi 

Within Subjects 4.612 4 1.153 13.8916 0.01 

Residual 2.669 32 0.083 

Total 11.636 44 

The above table shows that between factor variance is significant at 0.01 level and 

within subjects variance is also significant at 0.10 level·for cane department. 

Table 72 : Analysis of Variance of Scores of QWL for Factory Department 

Source of Variation ss DF MS F 
Level of 

Significance 

Between Factors 5.088 8 0.636 5.5304 0.01 

---. 
Within Subjects 3.476 4 0.869 7.5565 0.01 

Residual 3.689 32 0.115 

Total 12.2535 44 

Table-72 shows that between factor variance and within subject variance is found 

to be significant at 0.01 level for factory department. 
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Table 73 : Analysis of Variance of Scores of QWL for Finance Department 

DF MS F 
Level of 

Source of Variation ss 
Significance 

Between Factors 3.495 8 0.437 2.9133 0.05 

Within Subjects 3.421 4 0.855 5.7 0.01 

Residual 4.804 32 0.150 

Total I 1.720 44 

The above table shows that between factor variance is found to be significant at 

0.05 level and subject variance is also found to be significant at 0.01 level for 

finance department 

7.2 Discussion of Results 

The general discussion of results of the present study is concerned with the 

hypothesis that there are differences among five hierarchical levels across and 

between the department in perceiving employee's quality of work life. 

The study was conducted on five hierarchical levels of four departments of the 

sugar industry engaged in manufacturing sugar. All the five levels-executive 

supervisor, skilled employee, semiskilled employee and unskilled employee 

across four departments (administration, cane, factory and finance) were 

compared on nine sub-scales of QWL which is now under discussion. 
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The standard deviation for all the factors of all five levels of four departments are 

not found to be large indicating the homogeneity of responses with in the 

organization from a hierarchical view. Let us now analyze the results based on 

factors: 

Factor 1 : Adequate Income and Fair Compensation 

Table-49 shows that executives of cane, finance and administration department 

have high scores on this factor relating to QWL. Unskilled employees of factory 

department and semi-skilled employees of factory department have obtained the 

low score on this factor from their mean scores. This indicates that higher 

personnel are more comfortable with the economic factor of working life than 

lower (unskilled and semi-skilled) levels. Higher levels (executive and supervisor) 

employees are not easily replaceable and to train the employees in those levels is 

obviously expensive. These experienced and trained persons look forward for 

better avenues if they are not satisfied with their basic requirements i.e., pay etc. 

Higher salary according to ability, competency, experience and education which 

enhances employees value and demand in the market can not ignore any 

organization in the competitive era. According to the above reasons organization 

continues to pay a handsome salary to these classes to retain them in their 

organizations, as these classes cannot be easily replaced. The present 

organizations pay a moderate salary to its executives and supervisors. This may 

be the cause that executive and supervisors have shown good attitude regarding 

their income and salary, which ultimately keep them satisfied with work and life. 

On the other hand, supply is always higher than demand for semi-skilled and 

unskilled employees in developing countries like Bangladesh. This indicates that 

unskilled and semiskilled classes of employees cannot bargain for their salary 

effectively. As a result, they get lowest salary in the organization and it was 
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found that the employees of semiskilled and unskilled classes were not satisfied 

with their salary, as it becomes troublesome and difficult for them to survive their 

social life in a good manner. So the economic factor plays a major role in their 

perception of QWL. It is true that industrial workers have not paid in accordance 

with the rise in productivity and due to rate of inflation and they may not even 

have received a decent wage for existence. There is no doubt that workers and 

large section of other employees are largely agitated by economic factors, 

particularly now in view of rising cost of living. 

It is not surprising to find economic factors fundamental in creating conditions for 

a sense of satisfaction in life and at work. Inflationary economy creates increasing 

hardship for salaried employees and wage earners. Persons with fixed incomes 

find their income dwindling in real value (Mehta, 1977). In the present study the 

causes of better attitude of executives toward income and salary in their working 

life might be highlighted to the fact that executives of the sugar industry receive 

larger income as compared to other counter parts. 

The mean differences on this factor for all levels of various departments further 

confirmed by t-values (Table-60, Table-61, Table-62 and Table-63). The. 

significant differences are observed between hierarchical levels (executive, 

supervisor, skilled employee, semi -skilled employee and unskilled employee) 

within departments for economic factor of QWL. In other words, there are 

significant differences. in perceiving economic factor (component of QWL) 

between_ ~rp.ployees placed at high hierarchical level and lower levels. There are 

significant differences between employee's level of the most of the department 

also. These results support the hypothesis that there are differences between 

hierarchical levels of the sugar industry in perceiving the economic factor related 

to QWL. 

The level of the fair wage and salary depends upon cost of living. As the cost of 

living increases the employees demand for more pay for their work. Organizations 
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may fix wage and salary comparing with other organizations in the same region or 

similar organization. They may also fix pay levels based upon their capacity to 

pay etc. Johnson (1975) concluded that pay becomes important factor in job 

satisfaction only when it is seen as compensation for dissatisfaction in job 

situation. Economic aspects are one of the most important motivational factors 

for most of the employees. Walton in his eight point criteria to measure QWL 

placed the economic aspects like salary and other benefits at the first place. 

In an intensive case study of coal mine workers and junior level supervisors, 

salary/income - constituting objective economic factors emerged as the most 

important variable in explaining perceived life satisfaction (Mehta, 1978). In a 

review of Indian workers, Kapoor ( 1967) found that Indian workers ranked wages 

first in importance. He also found that good and sympathetic supervisors and 

comfortable working conditions were not considered to be important. 

Factor 2: Safe and Healthy Working Conditions 

Table-50 shows that unskilled employees of finance and cane department and 

supervisors of cane department and skilled employees of factory department have 

obtained low perception on this factor relating to QWL in comparison to other 

groups in the sugar industry as is evident from their mean scores. 

It has been observed that the space provided to unskilled employees of finance 

department and cane department was very little for performing their duty. The 

place provided to them was not only inadequate but hardly fit for comfortable. 

The supervisors of cane department showed low perception for safe and healthy 

working conditions in the sugar industry. The nature of job ofthis group is related 

to frequent outside travel. The supervisors of cane department perform their 

duties with cane growers and for this they visit different places, where the cane 
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cultivate. It was found that their response about physical working conditions was 

not satisfactory. Noisy factory atmosphere during crushing period impairs hearing 

of factory employees and as a result they fall in fatigue. It was also observed that 

skilled employees of factory department were little satisfied with this factor. 

It is widely excepted in our society that workers should not be exposed to physical 

or hourly arrangements that are unduly hazardous or detrimental to their health. 

Legislation, union action and employer concern have resulted in continually rising 

standards of satisfactory working conditions (Walton, 1973:p.l3). Safety and 

healthy working conditions, including reasonable hours of work and rest pauses, 

physical working conditions that ensure safety, minimize risk of illness and 

occupational diseases and special measures for protection of women and children 

(Aswathappa, 1997: p.307). 't' values for this factor indicate that there are. 

significant differences between hierarchical levels within department for the 

groups compared (Table-60, 61, 62 and 63). This supports our hypothesis that 

employees at different hierarchical levels in the sugar mills have differences in 

perceiving the safe and healthy working conditions. 

An employee is the key person of his family for earnings. The happiness of the 

family depends upon the good health and well being of the employee. Safe and 

healthy working conditions of an organization ensure good health of employee, 

labour- management relations, loyalty to services, higher productivity etc. So 

importance of environmental factors in the working life cannot be avoided. 

Factor 3 : Immediate Opportunity to Develop Human Capacity 

Table-51 shows that executives of administration department and factory 

department have high scores on this factor, while low scores are obtained by 

skilled employees and semiskilled employees of factory department. 
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From the above observation, it is clear that higher levels of the organizations are 

more positive than the lower levels. The reason being skilled employees offactory 

department felt that their job as mechanics or technicians are important to the 

organization but limited to certain work content. They did not get opportunities to 

develop their skills as supervisors. Supervisor's post in the factory department is 

very limited. As a result, very few skilled employees of factory department get 

opportunity to work as a supervisor. This creates a sense of frustration among 

them, which affected the perception of this factor in contribution to overall QWL 

for them as compared to other groups. 

It was observed that in factory department semiskilled employees were not 

satisfied with the scope of learning and training in their department. Semi-skilled 

employees of factory department stated their job in the sugar industry as unskilled 

employees. They do not have good educational background. Most of them were 

not any technical degree. Further learning and training scope in this department 

was limited. They did not get opportunities to develop their skills properly in the 

industry, which made low perception of this factor related to QWL. 

Let us now discuss the other hierarchical levels. Executives of administration 

department have obtained highest score on this factor. They were provided with 

better job facilities for implementation their ideas. Executives and supervisors of 

other departments have also obtained high scores on this factor. They were well 

informed with the latest technology and advancement in their area of 

management. They had freedom to express their new ideas, autonomy to take 

work from their subordinates and thus may have felt sense of pride in their jobs. 

This may be assumed as one of the key factors determining the trend of their 

scoring. 

Table-60, 61, 62 and 63 show that mean difference of QWL is significant for 11 

times out of 40 times between levels within department. Table-64, 65, 66 and 67 

show that mean difference of QWL is significant for 3 times only out of 24 times 
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between the group compared. This partially supports the hypothesis that there are 

differences among various hierarchical levels in perceiving QWL factors. 

Saiyadain (1997: p. 218) pointed out that the basic objective of training, however, 

is to establish a match between man and his job. This training is designed to 

improve knowledge, skills and attitude and thus, equip the individual to be more 

effective in his present job or prepare him for a future assignment. However, 

individual's growth should not be taken as an end. From the point of view of an 

organization, individual growth is a means to organizational effectiveness. 

Kalra (1972) collected data on participant's objectives in attending training 

programmes. His results showed that participants want the training programmes 

to help them to develop technical skills, managerial skills and communication 

skills. In a similar attempt, Srinivasan (1977) collected data on trainees. Focusing 

on the individual's motivation for attending tniining programmes, the study 

focused two areas - career development and continuing education. Sirota ( 1973) 

observed that under utilization of worker's skill and abilities cause low QWL and 

suggested that job enrichment programme is helpful to correct the problems of 

worker's skill and abilities. 

Factor 4 : Opportunity for Continued Growth and Security 

Table-52 shows that supervisors of finance department have obtained highest 

score for this factor and unskilled employees of cane department have obtained 

lowest score for this factor. From this Table-52 also it is observed that executives 

of administration department and cane department have obtained high score and 

unskilled and semiskilled employees of factory department have obtained low 

score for this factor. 
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From the above observations, it is evident that trend is similar like factor one of 

QWL, where higher levels of the organizations were more positive than the lower 

levels employees. 

The reason for such findings might be that supervisors occupy strategic positions 

in an organization. They are in continuous connection with lower level employees 

as well as_.higher level employees. They give instructions and get the work done 

by the lower level employees. The management looks upon them as up-comining 

leaders who would meet their needs in future and lower level employees perceive 

them as media to management. 

In the selected sugar mills supervisors as mid-level management representatives 

had undergone several training programmes on communication, leadership styles, 

human relation approach, career development etc. As a result they had obtained 

highest score on QWL regarding factor four. Similarly, executives were also 

close to the management and they got the opportunity to implement their new 

suggested ideas in the concerned departments. In this way their continued growth 

is maintained. In the case of factory executives this factor are not very much up 

the mark, it might be the fact that these subjects do not find such opportunities to 

grow and develop as other executives are getting in this industry, due to the 

routinized nature of their duties. 

Unskilled and semiskilled employees of all departments show low scores for 

factor four on QWL. It might be the reasons that scope of promotion for them are 

limited. The fact is that government is trying to denationalize these sugar 

industries and for this lower level employee's face insecure regarding their job. 

Training facilities for advancement in career for continued growth are not 

available to lower levels as a result low scores are observed. 

From Table 60, 61, 62 and 63 results show that mean differences of QWL are 

significant between levels and within department for most of the causes. Table 
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64, 65,66, 67 and 68 show that mean differences of QWL are significant in few 

cases for group compared. This supports the hypothesis that there are differences 

among various hierarchical levels in perceiving QWL factors. 

To improve QWL it is required that some restructuring of work place and 

organization of the changing expectations of employees takes place for 

maintaining and sustaining the individual growth in the organization for 

productivity. We may also consider that the studies relevant for this factor. 

Wilson (1973) found that QWL depends on the output and satisfaction of the 

workers. The factors related to this are: (1) The experiences of employees, 

(2) Feeling of responsibility and their enthusiasm to their work. Kumar and 

Hari Gopal (1978) found in their study that security needs (which is component of 

factor four) were more important to higher levels than to lower level managers. 

Even, Pandey et.al. (1975), showed that level of job satisfaction was low for 

supervisors as compared to workers. 

Factor 5: Social Integration in the Work Organization 

From Table-53, results show that executives of cane department have scored the 

highest on this factor and the low scores are obtained by unskilled employees of 

factory department, semiskilled employees of cane department and supervisors of 

administration department. Generally, in the sugar mills individual relations were 

satisfactory for all levels. Employees of all levels and departments had the sense 

of one community. They seemed to work as team and honored friendship among 

their colleagues and co-operated with each other and there by encouraged 

reciprocal help. But this was lacking among unskilled employees of factory 

department and semiskilled employees of cane department. They felt that higher 

level employees did not pay attention to the grievances of their junior level 
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employee-s- and their suggestions and ideas were not grven consideration m 

resolving working problems. 

The nature of personal relations rs an important dimension within the 

organization, where work and career are typically pursued. The sense of one 

community in work organization has an important place in the perception of 

QWL. Interpersonal relationships keep the employees in their fold and get the 

maximum output with least difficulty. 't' values for this factor (Table-60, 61, 62, 

63, 64, 65, 66, 67 and 68) indicate that significant differences are in perceiving 

social climate between higher and lower levels employees of administration, 

factory and cane department. This partially supports the hypothesis that there are 

differences among various hierarchical levels in perceiving QWL. 

Miller ( 1972) described teamwork as the successful union of people. The feeling 

of belongingness in the organization or group identity led to improve performance 

and personal satisfaction (Berkowitz and lay, 1956: Berkowitz et. al., 1957). 

Factor 6: Constitutionalism in the Work Organization 

Table-54 shows that executives of finance department, executives of cane 

department and supervisors of factory department have high scores on this factor 

while low scores are obtained by semiskilled employees of factory and cane 

departments, skilled employees of finance department and supervisors of 

administration department. 

The QWL depends on certain perceptions of organizational climate as democratic 

or as autocratic (Jain, 1991 ). From the observations it is clear that higher levels 

have obtained high scores. Higher levels were close to top management and they 

perceived organizational climate democratic because they did not feel that the. top 
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management was autocratic to them. The top management honoured them and 

evaluated their ideas and suggestions put by them as compared to lower levels. 

Executives of any department feel themselves as superior class as compared to 

other levels. The nature of their job allows them to boss over other and utilize 

their authority over decision-making. Executives of every department have 

freedom to work in their own style and get the work done from subordinates. All 

these factors may have made executives feel that constitution of the organization 

was in their favour. For the above reasons executive's attitude was positive 

towards constitutionalism. It is interesting that except unskilled employees of 

factory department, all other unskilled employees of different departments show 

positive attitude towards constitutionalism. The education status of unskilled 

employees was in low level. Their skill level was not satisfactory and they did not 

feel that their ideas might be considered in decision-making or other important 

policy-making process. To earn more money from the organization as an 

employee for their better life and economic solvency was the main motto. As a 

lower level employees their economic needs were much pressing than there higher 

order needs such as social status, prestige. As a result this section was not more 

conscious about this factor constitutionalism in the work organization. 

Semiskilled employees of factory department and cane department face 

sometimes-inhuman behaviour of the executive's class regarding performance of 

their duties. Our society is becoming democratic gradually but when these citizens 

enter induSTrial Climate as workers, they notice a big difference. In the rapid 

changing cultural context, participative management practice has become an 

imperative in Bangladeshi industry. 

't' values for this factor ( 60, 61, 62, 63, 64, 65, 66, 67, and 68) indicate that 

significant differences in perceiving constitutionalism in the work organization 

between higher and lower level employees within department for all the groups 

compared are in very few areas. This supports the hypothesis partially that 
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employees at different levels m the sugar mills have different perceptions on 

QWL factors. 

Rosow ( 1979) showed the significant importance of democracy and when lower . 

levels employees are given more opportunity to participate in decision making 

process and more freedom in carrying out tasks result in greater humanistic 

values. Thorsrud (1977) found that individual participation in the work improved 

industrial culture. Contrar to it, Kleiner (1983) suggested that bureaucratic

mechanistic type of organization is more humanistic for more people in America 

today. 

Factor 7: Work and Total Life Space 

From Table-55, it is observed that executives of all departments and semiskilled 

employees of cane department have scored higher on this factor, while unskilled 

employees of cane department have obtained lowest score on it. This factor 

indicates that an employee's work experience can have positive or negative effect 

on total life space. 

Employees higher levels of administration department, cane department, factory 

department and finance department are high status class due to nature of their job 

in the industry. They feel comfortable with their work life in comparison to the 

other working categories. As a result, upper classes of different departments 

showed positive attitude toward this factor. Semiskilled employees of .cane 

department showed positive attitude towards this factor, because most of them 

have involved in different type of job in the sugar industry. They perform their 

jobs only for crushing period every year from October to February. Every year 

they get enough time to maintain a good relation with family and they have the 

scope to supervise their own cultivation. Thus, they are independent and keep 
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positive attitude towards their life. This leads us to believe that it is not only the 

hierarchical level but the nature of jobs is also a determinant ofQWL. 

Incase of unskilled employees of cane department, they had rather negative 

attitude towards their life. These people in general are lacking in QWL. 

Uncertainty in their jobs may have resulted in this pattern of scoring. Supervis()rs 

of factory department also showed low score towards this factor. The cumulative 

effect of lengthy hours in their working conditions may have resulted for this type 

of scoring. 

An individual's work experience can have positive or negative effect on his life. 

Prolonged period of working conditions can have serious affect of family life. 

Good encouragement and initiative from management will go a long way to give 

employees happy look despite there monotonous lives. 

Table 60, 61, 62, 63, and 64 show that there are significant differences between 

executives and other levels of administration, cane and factory department and 

supervisors and other levels of cane department in perceiving quality of life. 

These differences may have occurred because of different types of experiences 

achieved from same organizational factor by different hierarchical levels of the 

sugar industry. 

Rice, et. al., (1985) showed that work expenence and outcomes can effect 

person's general quality of life directly or indirectly, through their effects of on 

family interaction, business activities and levels ofhealth and energy. 

Factor 8: The Social Relevance of Working Life 

It is indicated in Table-56, executives of administration, factory, cane and finance 

departments have scored higher on this factor, while supervisors of administration 

department and supervisors of finance department have obtained low scores on it. 
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Social relevance of work is a part of social integration. The social image and 

respect of employees work command influences his quality of work life. Now, it 

is an important matter to understand that social relevance. in the working life is a 

factor, which may affect the QWL of all five levels across the department. 

The employees of sugar industry believe that their organization holds a good 

image in the public as a government undertaking. This is a very morale-boasting 

phenomenon. Skilled, semiskilled and unskilled employees were generally 

satisfied with the existence of social integration in the industry and so they put 

positive attitude towards this factor. From the study it is found that supervisors 

levels do not possess positive attitude for this factor as compared to other levels. 

Employees of supervisor level do not get a chance to promote as executives in the 

organization. This might be the reason for such low scores, though wage and 

salary administration were adequate to keep them satisfied (information provided 

by the personal department and other records). 

't' values for this factor (Table 60, 61, 62, 63 and 64) indicate that there are 

significant__ gifferences between executive and other levels of administration 

department, cane department and factory department in perceiving social 

relevance of their job. 

Anitha and Rao (1998), in their study of bank employees, indicated that none of 

the sample employees have given a negative opinion to any of the queries 

regarding social relevance of work. 

Factor 9 : Job Stress 

From Table-57, the results show that executives of all four departments and 

supervisors of factory department have higher scores on this factor, while 

unskilled employees and supervisors of finance department, semiskilled 
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employees of factory department and unskilled employees of administration 

department have lower scores. 

In general, the responses of employees of different hierarchical levels are positive 

towards this factor. In order to perform jobs well in an organization, employees 

need a certain amount of information regarding what they are expected to do and 

what not to do. They need to know their rights, obligations, privileges and areas of 

freedom. The role ambiguity is generally stressful for employees in the 

organization because it reflects a situation where there is a lack of information. In 

the present study it was observed that employees of each level had the idea about 

their job role in the industry. The management maintained a good chain of 

command to perform employee's duties. As a result, role conflict was the 

minimum with in employees in the sugar industry and the perception for this 

factor was positive. 

't' values for this factor (Table 60, 61, 62, and 63) indicate that there are 

significant differences between executive and other level of administration 

department, and different levels of factory department. This supports the 

hypothesis partially that employees at different levels in the sugar industry have 

different perceptions on job stress relating to QWL. 

From the above results of the present study we have also noted that the factors 

show more or less consistent pattern of scoring for the different levels. For 

example, the executive level especially from the administration department shows 

as the top scorers, where as the unskilled employees of cane and factory 

department stands at the bottom. Let us now consider the effect of all the QWL 

factors to observe what kind of pattern reveals for perception ofQWL. 

From Table-58, the results show that executive of administration department has 

obtained the highest score on overall QWL and the low scores are obtained by 

unskilled employees of cane department and factory department, which is in the 

line with the findings on many sub scales of QWL. Overall QWL includes all the 
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sub factors of QWL, therefore, scoring on all those sub factors has affected total 

scores on QWL. This results show that trend of the results for total QWL are 

similar to scoring on other sub factors of QWL. 

From Table-59, the results of five hierarchical levels show that executive level has 

found the highest scorer while unskilled employee level has the lowest scorer for 

the total QWL. The differences between levels across and between departments 

are found to be significant for many groups (Table 60 to 68). Standard deviations 

for the different factors of all five levels do not show much variability in the 

responses with in-group level. 

Table-69 shows the results of analysis of variance of QWL for all hierarchical 

levels in the sugar industry. These results show significant differences among five 

hierarchical levels and also with in subjects of the sugar industry, which is 

supporting hypothesis-Three (H3). 

Analysis of variance was also carried out to find the overall. variance of QWL for 

all hierarchical levels of each department (administration, cane, factory and 

finance). The obtained results (Table 70, 71, 72, and 73) have shown significant 

hierarchical level differences for all the four departments. These results indicate 

that responses of five hierarchical levels of sugar industry are heterogeneous on all 

factors of QWL for all the four departments. This supports that there are 

differences among hierarchical levels in perceiving QWL. With in subject's 

variance it is also found to be significant for all departments. 

From the overall results, it is revealed that lower levels employees have low 

quality of work life in comparison to executives and supervisors of the sugar 

industry. From the present study it is evident that employees of lower levels 

(white collar and blue collar employees) have little autonomy to execute functions 

which contain decision making and their salary is comparatively very low as 

compared to executives and supervisors. It is very difficult to maintain their 

family with the salary and to match their lives with growing demands. This 
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finding indicates the class differences in the sugar industry. Sondhi and Bhardwaj 

(1986) found significant differences in the perception of working life by different 

hierarchical levels of the industry, as the higher status group perceiving it more 

favourable in comparison to lower level staff. The present findings are in similar 

with the conclusion of Porter and Lowler (1965), Payne and Mansfield (1978) and 

Newman (1975), whose reported: significant differences in perception of working 

life by different organizational levels. Jain (1991) also has shown departmental 

differences and hierarchical differences. 

Rao and Ganguli (1971) emphasized the relation of job level to overall job 

satisfaction. They found that job attitudes were positively associated with 

occupational level. Rao and Chattopadhyay (1974) found the differences in the 

perceptiotr uf the working atmosphere were dependent on the units of . the 

organization. Higher the status in the organization, higher the QWL factors score 

and vice-versa. This indicates that the individual who enjoyed greater benefits in 

terms of pay, fringe benefits and promotional opportunities considered then QWL 

as favourable. Chatterjee (1960) found that job security, good supervisor, and 

opportunity for promotions and satisfactory solutions of gnevances were as 

equally important as amount of pay to achieve satisfaction. 

From the observation of whole matters it may be concluded that relationship 

between 'QWL' factors and hierarchical levels is found to be skewed. From 

humanistic point of view government and management efforts are desirable to 

establish an effective and well-enriched work environment for the basic unit of 

any organization, i.e., employees-skilled, semiskilled and unskilled. Kochan and 

. Barocci (1985) stated that the government of any democratic society must balance 

several roles in the industrial relation system. The role of government entices 

balancing the conflicting interests of workers and employees by establishing 

procedures that govern collective bargaining, and by adopting minimum standards 

for safety, health, working hours and so on. 



CHAPTER 8 

QWL AND GROUP COHESIVENESS 
-AN EMPIRICAL ANALYSIS 
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PART A: QWL AND GROUP LEVEL APPROACH 

Quality of work life (QWL) programmes have recently been implemented in a 

considerable number of organizations. The goal of these programmes is the 

provision of a high quality of life for all organization members while at work. 

Probably the most common technique employed in QWL programmes is the 

redesigning of work for groups (Feldman and Arnold, 1983: p.281 ). According to 

Likert an organization will function best when its personnel function not as 

individuals but as members of highly effective work groups with high 

performance goals (quoted in Ahuja, 1993: p. 593). 

The group develops its goal clearly and it has resources to accomplish its goal. 

The group creates group leaders that can effectively co-ordinate the group efforts 

toward the achievement of their objectives. Groups serve purposes not only for 

themselves but for the organization as well. Groups provide personal relationship 

in the work place such as some one talk to another about job or personal problems 

and also provide understanding, companionship, supportive relations and 

friendship. Groups also provide an identity for the person at work place to achieve 

a feeling of belongings from which he can derive esteem, recognition and status. 

Groups provide companionship, share information, solve problems, and provide 

therapy. They may even set norms or acceptable performance standards for the 

members. The most basic group functions seem to be achieving goals, satisfying 

psychological needs, encouraging meaningful interactions, and maintaining or 

strengthening the group (Lewis, 1983: p. 47). 



205 

8.1 Group Cohesiveness 

By the term cohesiveness we mean how much members of a group like each other 

and want to remain members of the group (Shaw, 1981 ). Group members are 

more dedicated to group goals. Group cohesiveness results in the group acting in 

unified manner. This cohesiveness is a result of the degree to which the group 

goals help the satisfaction of the individual's needs. 

Cohesiveness results in a greater desire among employees to communicate. It also 

encourages feedback by reducing inhibitions. The more cohesive work group is 

more productive in its communication. (Lewis, 1983: p. 54). A highly cohesive 

group is composed of members, who value their association with the groups as a 

whole as well as with the other group members. On the other hand the members of 

low cohesive group are not dedicated to the group and its goals. In organizations 

with low cohesiveness, people allow the group to take unwise action rather than 

disagree. (Lewis, 1983: p. 55). 

Group cohesion or cohesiveness may simply be defined as the attractiveness of the 

members to the group or resistance of the members to leaving (Likert, 1961 ). A 

cohesive group provides satisfaction for its members or has a high probability of 

doing so. 

Group cohesiveness means satisfaction of members within the group (Heslin and 

Dunphy, 1964). Group cohesiveness means the degree to which group members 

are attracted to each other and are motivated to stay in the group (Robbins, 1998: 

p. 263). Group cohesiveness in terms of membership satisfaction with the group is 

focused on factor contribution to the member satisfaction with the group 

(Anantaraman, 1980: p. 25). 
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According to Ahuja (1993: p. 600) the vanous factors contributing to group 

cohesiveness are shown in the following figure no.-20. 

,---------------- -------------·-··-·-·-·-·-· -- ------

STATUS OF THE 
GROUP 

MEMBER DEPENDENCE ON 
SIZE OF THE GROUP -----3>- ~--- GROUPFORNEED 

AUTONOMY 

GROUP 
COHESIVENESS 

SATISFACTION 

IE---- LOCATION OF THE GROUP 

LEADERSHIP 
STYLE 

GOAL ACHIEVEMENT 
ORIENTATION 

Fig 20 : Factors Contributing to Group Cohesiveness 

GOAL ACHIEVEMENT 

NATURE OF THE 
GROUP 

Source: Ahuja, K. K. (1993), Management and Organization, Delhi: CBS Publishers 
and Distributors. 
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Litterer (1973) stated several factors, which influence the degree of cohesiveness 

of a group are shown in figure no.-21. 

DIFFERENTIATION IN GOALS 
AND STRATEGY 

SIZE OF THE GROUP 

.... 
/ 

.... 
/ 

CUSTOMS AND 
TRADITIONS 

\I 

GROUP 
COHESIVENESS 

t:\ 

./ 
..... 

/ ..... 

INTER GROUP AND INTRA 
GROUP COMPETITION 

Fig 21 : Several Factors of Group Cohesiveness (GC). 

DEGREE OF AN INDIVIDUALS 
DEPENDENCY ON A GROUP 

MEMBER TURN OVER 

Source: Litterer, J. A. (1973), The Quality of Organization, New York: John 

Willey and Sons, Inc. 

Deutch (1959) focused that the linkages among members are cohesive, rather than 

disruptive when the goals and interest of the members ;:tre co-operatively, rather 

than competitively, interrelated. Various aspects of these linkages have been the 

focus of research. The more of mutually linked goals or interests-such as 

friendship, work, money, the availability of other means of obtaining one's goals 

are the forces operating to restrain members from leaving the group, other 

interests or membership that are in opposition to continued membership in the 

group. 
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Bormann ( 1969) suggested a way to increase cohesiveness in a work group. 

According to him leaders can do several things to create greater cohesiveness in 

their work groups. Viz. 

I) Give the group an identity. Highly cohesive work groups always work out ways to 

confer identity on their units. They are never allowed to forget they are a part of a group 

that is important to them and to the entire organization. 

2) Stress teamwork and-recognize good work. Highly cohesive groups accept this basic 

principle, 'I don't care who gets the credit as long as we win!' They complement, offer 

help and recognize each other through social invitations, praise and point out the 

importance of a member's actions. 

3) Set cteur, attainable group goals and give group rewards. Highly cohesive groups have 

clearly specified, understood, and attained goals. Also their members are rewarded for 

outstanding work. They are provided group incentives (e.g., across-the-board salary 

increases, letters of commendation, dinners, or other social affairs), and 

4) Treat group members as people. Highly cohesive groups have leaders who go out of their 

way to treat members of their work groups as human beings and not as cogs in an 

inhuman machine. Group members know one another - their hopes, fears, aspirations, 

hobbies, families, and so forth. Each member is made to feel part of a team. The leader 

knows and respects him or her as an individual. 

Source of group cohesiveness was described by Feldman and Arnold (1983: p. 

435--436). According to them source of group cohesiveness are: 

I) Interaction. Chief among the sources of group cohesiveness is the amount of contact 

among group members. Groups become more cohesive when individual members spend 

more time with each other; 
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2) Shared goals. Groups that share common goals are likely to be more cohesive than those 

that do not. If group agrees on the purpose and direction of its activities, this serves to 

bind the group together; and 

3) Similarity of attitudes and values. One of the strongest sources of group cohesiveness is 

shared attitudes and values among group members. As to the folksaying 'birds of a 

feather flock together', the research is in strong agreement. 

Some of the important indicators of group cohesiveness are as follows: 

greater communication between group members, 

greater readiness of group members to be influenced by the group, 

more consensus among members on attitude and beliefs that relate 

group functioning, 

more sense of responsibility toward each other among group members, 

a great feeling of personal case, 

a great feeling of security within the group by the group members, etc. 

Since group c.oh.esiveness is central to the existence of group, it is natural that it's 

consequences and its determinants have been studied extensively (Hare, 1962; 

Collins and Guetzkow, 1964; Mcgrath and Altman, 1966). 

8.1.1 Consequences of Group Cohesiveness 

On almost every index of satisfaction and morale, cohesive groups rank higher 

than non-cohesive groups. Members of cohesive groups feel less tense and 

anxious and feel less pressure at work (Lott & Lott, 1965; Aronson, 1976). 
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Group cohesiveness affects group output and it has an effect on internal events in 

the group. It has usually been observed that variation from norms laid down by the 

group is less in the case of highly cohesive groups than in low-cohesive groups. 

The high-cohesive groups tend to conform to the norms, where as in the case of 

low-cohesive groups, some members go their own way and produce substantially 

more or less than the norms prescribed. The effect of group cohesiveness on 

internal events is considerable. Members together are better able to face pressures 

exerted from outside. Cohesiveness in the group increases interactions among 

members, which, in turn generate agreement in their opinions. This agreement in 

opinions breeds conformity and eliminates the existence of deviants (Dubin, et. al. 

1966). 

The single most important study examining the impact of group cohesiveness on 

productivity was conducted by Seashore (1954). Seashore found the relationship 

between cohesiveness and productivity was not as clear and unidimensional as the 

relationship-between cohesiveness and morale. One of the strongest influences 

group cohesiveness has on productivity is that it decreases productivity 

differences among members of a work group (Feldman and Arnold, 1983: p. 439). 

More important has been the recognition that the relationship of cohesiveness and 

productivity depends ofthe alignment ofthe group's attitude with its formal goals, 

or for work groups, those of the larger organization of which it is a part. The more 

cohesive a group, the more its members will follow its goals. If these attitudes are 

favourable (i.e., high out put, quality work, co-operation with individuals outside 

the group), a cohesive group will be more productive than a less cohesive group 

(Robbins, 1995: p. 1 07). 

The members of cohesive group usually enjoy being together. This means their 

more important ties are with their fellow members within their group rather than 

with outsiders. 
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Performance can also be enhanced under some circumstances by strengthening 

team work or group cohesiveness (House, 1996). The circumstances under which 

group cohesiveness leads to improved performance are tied closely to the group's 

attitudes and feelings about the organization. 

Cohesive group provides a source of security for their members. Members of 

cohesive groups feel less tension and anxiety and are better able to adjust with the 

pressure of work. 

8.1.2 Determinants of Group Cohesiveness 

Group cohesiveness implies consensus, unanimity or agreement among members 

on major issues. They share goals, information, values and beliefs culminating in 

common thinking. Members of the group feel highly attached to the group and 

attracted towards each other. The factors determining group cohesiveness are: 

1) Status of the group: In generally people feel loyalty towards a high status 

group than towards a low status group, if other things remaining same. A 

high status group receives gr~ater loyalty from its members, which in turn 

makes the group stronger and more likely to gain increased status. 

2) Size of the group: There is a relationship between the size of group and 

satisfaction of its members. Small groups are more closely knitted than 

large ones. Large groups generally face difficulties of communication and 

less satisfaction from work. 

3) Nature of the group: Heterogeneous groups (whose members have 

different interests arid back grounds) are often less effective in promoting 

their own interests than groups whose members are more homogeneous. 

Homogeneous groups whose members are alike on such factors as age, 
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education, status, experience, background, etc. are better when the task or 

goal requires mutual co-operation and conflict free behaviour. 

4) Communication: Groups whose members are located close together and 

can interact frequently and easily, are likely to be more cohesive and 

effective than those at a greater distance. The more cohesive a work group 

is the more productive in its communication. In fact one of the 

determinants of group cohesiveness is the communication with which 

messages can be transmitted through the group. 

5) Leadership Style: The different styles of leadership influence the group 

cohesiveness differently. An effective leader keeps the members of the 

group more close by helping them satisfy their social needs. 

6) External Threats: Most of the research supports the proposition that a 

group's cohesiveness will increase if the group comes under attack from 

external sources (Robbins, 1995: p. 1 05). Groups provide security for the 

individual members from pressure of other groups. This is because group 

members work together when they are threatened by common danger. 

7) Type of interdependence among members: Researches have proved that 

group attractiveness is greater when members are co-operatively 

interdependent than they are in competition. 

8) Management behaviour: The behaviour of a manager has a direct influence 

on the degree of cohesion that exists within group. A manager can creates 

among the group members, competition, solidarity, co-operative 

behaviour, close relations and can utilize the group cohesiveness for 

achieving the goals of the organization. 
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8.2 QWL and Group Cohesiveness (GC) 

An important aspect of quality of work life is the development of existing 

employees in the organization. Quality of work life represents a real concern for 

human values and beliefs of employees into their social life and creates interest 

and awareness of employees to devote themselves to the work both physically .and 

mentally. Work is the chief determinant of an individual's freedom, growth, self

respect, standard of living, social status as well as satisfaction. Only work should 

provide opportunities for human dignity and work place may favourable towards 

human-beings as the source of satisfaction, growth and quality of life and work. 

The human-being works in-groups and form groups to work. Group relation 

influences the work and the works in turn influence the personnel relationship 

within the group. The relationship of the group members must be brought into 

harmony in the organization of work for achieving goals and establishing better 

life at work. 

An organization achieves its goals through proper functioning of various 

functional groups (departments). Ultimately the effectiveness of an organization 

depends upon the effectiveness of these work groups (departments). These work 

groups consist of member of employees belonging to various position! levels and 

the works of an individual affect the total functions of the work group. 

The three levels viz., individual level, group level and organizational level are 

interrelated so that one has to integrate all the levels to explain any phenomena of 

the organization (Robbins, 1984). In an organization, development programme of 

QWL can not establish without reference of these three levels of organization. 

In this study the effect of quality of work life on group behaviour has been 

measured in terms of group cohesion, which may result in higher productivity in 
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the organizations. For any organization, increased productivity is the main and 

major objective for survival and development. 

A function of a group is task accomplishment. Work is organized in an 

organization frequently, so that employee must depend on each other to finish the 

task. Therefore, members of the group co-operate when they know they need each 

other to accomplish task (Sherif and Sherif, 1969). But this is not the only reason 

of co-operation. There are many reasons facilitating group cohesiveness, but we 

are not concerned with all those factors for the present study. 

It is important to note that group motives may have different effects from 

individual motives, and the two sets of motives may conflict (Festinger et. al., 

1956). In fact, it is not wise to expect that people will have set aside their self

interest. Groups become cohesive only because their members are united to best 

serve their individual interest. After that, cohesion itself becomes a goal if the 

member continues to gain satisfaction because of cohesiveness (Klien and Ritti, 

1984). 

From the management's viewpoint, management is interested to develop high 

levels of cohesiveness in work groups under conditions, where organizational 

goals and group goals are complementary (Seashore, 1954). The evidence 

suggests that productivity and cohesiveness tend to be correlated positively when 

organization serves the collective interest of group members (Likert, 1967). 

We may presume that QWL in any organization will have an impact on group 

behaviour. Group cohesiveness of any group may be a direct result of the extent of 

QWL. 
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PART B : EMPIRICAL ANALYSIS 

Analysis of responses of 200 employees selected for the study and discussion of 

results are presented in this section. Data were collected from the subjects of five 

selected sugar mills (Syampur Sugar Mills Ltd., Rajshahi Sugar Mills Ltd., Natore 

Sugar Mills Ltd., Rangpur Sugar Mills Ltd. and Joypurhat Sugar Mills Ltd.) 

through tw~ sets of questionnaires (Appendix-B and Appendix-C) and the 

responses from the subjects are analyzed. This section aims at inquiring as to 

whether QWL variables in any way are related to group cohesiveness of the 

various departments (administration, cane, factory and finance) of sugar mill. This 

section thus deals with the effect of QWL on group cohesiveness (Hypothesis-4). 

To examine the effect of QWL on group cohesiveness (GC), mean, standard 

deviation, correlation and regression analysis were used. In this section an attempt 

is made to examine how the independent variable QWL contributes in predicting 

the dependent variable group cohesiveness (GC). 

Table 74: Descriptive Statistics of all QWL Factors and Group Cohesiveness (GC). 

QWL Factors & GC Mean SD N 

X1 == Adequate income and fair compensation. 17.01 4.89 200 

X2 == Safe and healthy working condition. 11.18 1.99 200 

x3 == lmm~diate opportunities to develop human capacities. 39.69 6.55 200 

X4 == Opporti.inlty for continued growth and security. II. II 2.85 200 

X5 == Social integration in the work organization. 31.97 4.25 200 

X6 ==Constitutionalism in the work organization. 9.59 2.41 200 

X7 =Work and total life space. 16.97 2.85 200 

X8 =The social relevance of working life. 29.59 5.45 200 

x9 ==Job stress. •12.16 2.21 200 

G C == Group Cohesiveness. 38.89 4.90 200 

Table-74 shows mean and standard deviation (SD) scores of all QWL factors and GC. 
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Table 75 : Mean and SD Scores of QWL (all Departments) and Group Cohesiveness (GC). 

QWL GC 

Departments N 
Mean SD Mean SD 

Administration 61 177.57 29.48 38.44 5.44 

Cane 38 176.97 26.81 37.24 5.42. 
·--··- . 

Factory 68 183.35 15:59 39.57 3.76 

Finance 33 176.61 30.07 40.18 4.90 

Table-75 indicates mean and SD scores of QWL and GC for all departments 

(groups). The table shows that factory department had the highest QWL 

score and finance department had the highest score of GC. 

Table 76 : Simple Correlation between QWL Factors and GC for Various Departments 
(Groups). 

QWL Administration Cane 
Factors N=61 N=38 

XI .468** .242 

Xz .528** .505** 

x3 .592** .488** 

x4 .520** .313 

Xs .416** .364* 

x6 .297* .591** 

x1 .488** .336* 

Xs .562** .506** 

x9 .229 .354* 

** Correlation is significant at the 0.01 level . 

* Correlation is significant at the 0.05 level. 

Group Cohesiveness (Y) 

Factory Finance 
N=68 N=33 

.101 .623** 

.139 .634** 

.238 .626** 

.055 .224 

.495** .615** 

.277* .560** 

.306* .397* 

.575** .638** 

.146 .562** 

Table-76 shows all factors of QWL are positively correlated with group 

cohesiveness (GC) for all departments and the correlation are found mostly 

significant. 



Inter-correlations for some major variables of all the 200 employees from five 

sugar mills were found out to see the nature and extent of correlation existing 

among those variables. 

Table 77 : lntercorrelations among Some Major Variables (QWL Factors and GC) of 

Employees of Five Sugar Mills Taken Together (N = 200). 

1 2 3 4 5 6 7 8 9 

I.X 1 ~Adequate income 
and fair compensation. 

2.X2 = Safe and healthy 
.216** 

working condition. 

3.X3 =Immediate 
opportunities to develop .564** .418** 
human capacities. 

4.X4 =Opportunity for 
continued growth and .399** .367** .531 ** -
security. 

5.X5 =Social integration 
.465** .337** .647** .431 ** -in the work organization. 

6. X6 = Constitutionalism 
.481** .468** .582** .496** .456** 

in the work organization. -

7 .X7 = Work and totallifi 
.406** .398** .616** .344** .465** .468** -

space. 

8. X8 =The social 
.483** .532** .671 ** .483** .615** .676** .581 ** 

relevance of working life. 
-

9. x9 =Job stress .130 .466** .434** .356** .407** .455** .539** .411 ** -

10. GC =Group 
.311 ** .460** .506** .298** .470** .41 0** .400** .558** .285** 

Cohesiveness 

**Correlation is significant at the 0.01 level (2-tailed). 

Table-77 shows inter-correlations among the QWL factors and GC for all the 

employees 200. 
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Table:78 Intercorrelations among Some Major Variables (Age, Education, [nco me, Experience, QWL Factors and GC) of Employees 
of Five Sugar Mills Taken Together (N=200). 

1 2 3 

I. Age -

2. Education 0.134 -

3. Income 0.511 ** 0.644** -

4. Experience 0.767** -.120 0.264+* 

5 = X1 (QWL Factor) 0.176* 0.107 0.217** 

6 = X2 (QWL Factor) -.002 0.014 0.062 

7 = X3 (QWL Factor) 0.210** 0.191** 0.232** 

8 = X4 (QWL Factor) 0.103 0.190** 0.242** 

9 = X5 (QWL Factor) 0.206** 0.273** 0.386** 

10 =X 6 (QWL Factor) -.041 -1.50* -.043 

II = X7 (QWL Factor) 0.070 0.086 0.058 

12 = X8 (QWL Factor) 0.076 0.109 0.167* 

13 = X9 (QWL Factor) 0.041 0.043 0.051 

14=GC 0.020 -.038 0.034 

* * Correlation is significant at the 0.0 I level. 
* Correlation is significant at the 0.05 level. 

4 

-
0.120 

0.069 

0.160* 

0.072 

0.182* 

0.031 

• 0.048 

0.107 

0.063 

0.142* 

5 6 7 8 9 10 11 12 13 14 

-

0.216** -

0.564** 0.418** -

0.399** 0.367** 0.531 ** -

0.465** 0.337** 0.647** 0.431 ** -

0.481 ** 0.468** 0.582** 0.496** 0.456** -

0.406** 0.398** 0.616** 0.344** 0.465** 0.486** -

0.483** 0.532** 0.671** 0.483** 0.615** 0.676** 0.581 ** -

0.130 0.466** 0.434** 0.356** 0.407** 0.455** 0.539** 0.411** -

0.311 ** 0.460** 0.506** 0.298** 0.470** 0.410** 0.400** 0.558** 0.285** -
-

N 

00 
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Table-78 shows inter correlation among the variables-age, education, income, 

experience, QWL factors and GC for all the employees (N==200) 

Department wise (groups) picture ofintercorrelations among QWL factors and 

GC are presented in Table-79, Table-80, Table-81 and Table-82. 

Table-79: lntercorrelations among QWL Factors and GC of Employees of Administration 
Department. (N=61). 

QWL Factors 
1 2 3 4 5 6 7 8 9 10 

&GC 

I =X 1 -

2 =X2 0.251 -

3 = X3 0.638** 0.499** -

4 = x4 0.398** 0.439** 0.538** -
..... 

5 = X5 0.602** 0.449** 0.698** 0.557** -

6 = X6 0.505** 0.378** 0.541 ** 0.502** 0.504** -

7= X7 0.523** 0.487** 0.757** 0.483** 0.567** 0.581 ** -

8=Xs 0.533** 0.487** 0.711** 0.655** 0.649** 0.651 ** 0.692** -

9 = x9 0.238 0.373** 0.506** 0.471** 0.390** 0.432** 0.705** 0.404** -

IO=GC 0.468** 0.528** 0.592** 0.520** 0.416** 0.297* 0.488** 0.562** 0.229 -

** Correlation is significant at the 0.01 level. 

* Correlation is significant at the 0.05 level. 



·Table 80 : lntercorrelations among QWL Factors and GC of Employees of Cane 

Department. (N=38). 

QWL 

Factors I 2 3 4 5 6 7 8 9 

&GC 

I =X1 -

2 = x2 0.297 -

3 =X3 0.543** 0.602** -

4=X4 0.281 0.454** 0.577** -

5 = Xs 0.410* 0.530** 0.621 ** 0.571 ** -

6=X6 0.407* 0.612** 0.742** 0.537** 0.626** -

7 = x1 0.516** 0.505** 0.567** 0.280 0.628** 0.584** -

8 = X8 0.424** 0.704** 0.612** 0.383* 0.628** 0.620** 0.596** -

9 = x9 0.263 0.628** 0.574** 0.510** 0.615** 0.737** 0.624** 0.630** -

IO=GC 0.242 0.505** 0.488** 0.313 0.364* 0.591 ** 0.336* 0.506** 0.354* 

** Correlation is significant at the 0.0 I level. 

* Correlation is significant at the 0.05 level. 
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Table-81: Intercorrelations among QWL Factors and GC of Employees of Factory 

Department. (N=68). 

QWL 
Factors I 2 3 4 5 6 7 8 9 
&GC 

I =X 1 -

2 = X2 -0.054 -

3 = x3 0.462** -0.003 -

4= x4 0.328** 0.206 0.403** -

5 = Xs 0.277* -.130 0.452** 0.275* -

6 = x6 0.417** 0.303* 0.366** 0.259* 0.253* -

7 = x1 0.116 0.232 0.139 0.055 0.286* 0.112 -

8 = Xs 0.278* 0.335** 0.444** 0.170 0.475** 0.575** 0.219 -

9 = x9 -0.163 0.392** 0.061 0.116 0.186 0.196 0.211 0.164 -

10=GC 0.101 0.139 0.238 0.055 0.495** 0.277* 0.306* 0.575** 0.146 

** c·orrelation is significant at the 0.0 I level. 

* Correlation is significant at the 0.05 level. 
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Table-82: lntercorrelations among QWL Factors and GC of Employees of Finance 

Department. (N=33). 

QWL 
Factors 
&GC 

1 =X1 

2 = x2 

3 =X3 

4 = x4 

5 = Xs 

6 = x6 

7 = x1 

8 = Xs 

9 = x9 

IO=GC 

1 2 3 4 5 

-

0.560** -

0.744** 0.604** -

0.622** 0.388* 0.680** -

0.672** 0.473** 0.726** 0.308 -

0.708** 0.707** 0.667** 0.725** 0.412* 

0.453** 0.391 * 0.616** 0.433 * 0.246 

0.796** 0.688** 0.819** 0.693** 0.672** 

0.476** 0.774** 0.616** 0.441 * 0.538** 

0.623** 0.634** 0.626** 0.424 0.625** 

* * Correlation is significant at the 0.0 I level. 

* Correlation is significant at the 0.05 level. 

6 7 8 9 

-

0.540** -

0.849** 0.605** -

0.697** 0.375* 0.609** -

0.560** 0.397* 0.638** 0.562** 
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Table (83, 84, 85 and 86) presents the effect of QWL factors on group 

cohesiveness across four departments of sugar mills through regression analysis. 

Table 83 : Stepwise Regression Analysis for Administration Department 

(Dependent variable : Group Cohesiveness) 

Variables in the equation Multiple R R square F p Beta 

X3 = Immediate opportunities 0.592 0.351 31.847 0.000 0.592 
to develop human 
capacities 

X2 = Safe and healthy working 0.650 0.422 21.214 0.009 0.309 
condition 

The above table shows that two independent variables (QWL factors) were 

entered in the equation and the order of inclusion was : immediate opportunities to 

develop human capacities and safe and healthy working condition. As each 

additional variable was entered, the multiple R and R2 increased. This indicates 

that immediate opportunities to develop human capacities and safe and healthy 

working condition are the best set of predictors of group cohesiveness having a 

combined contribution of about 42%. Allowing one of the independent variable to 

operate while controlling the other variables in the equation, it was found that 

immediate opportunities to develop human capacities has a positive contribution 

(beta = 0.592) and safe and healthy working condition has a positive contribution 

also (beta = 0.309). The individual contribution of these variables was statistically 

significant. 
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Table 84 : Stepwise Regression Analysis for Cane Department 

(Dependent variable : Group Cohesiveness) 

Variables in the equation Multiple R R square F p Beta 

X6 = Constitutionalism in the 0.591 0.349 19.315 0.000 0.591 
work organization 

The above table shows that only one independent variable entered in the equation. 

The result indicates that constitutionalism in the work organization has a 

contribution of about 35% to group cohesiveness. 

Table 85 : Stepwise Regression Analysis for Factory Department 

(Dependent variable: Group Cohesiveness) 

Variables in the equation Multiple R R square F p Beta 

X8 = The social relevance of 0.575 0.33 I 32.645 0.000 0.575 
working life 

X5 = Social integration in the 0.628 0.394 21. I 74 0.01 I 0.286 
work organization 

This table shows that two independent variables (QWL factors) were entered in 

the equation and the order of inclusion was : the social relevance of working life 

and social integration in the work organization. As each additional variable was 

entered, the-multiple Rand R2 increased. This indicates that the social relevance 

of working life and social integration in the work organization are the best set of 

predictors of group cohesiveness having a combined contribution of about 39%. 

Allowing one of the independent variable to operate while controlling the other 

variables in the equation, it was found the social relevance of working life has a 

positive contribution (beta = 0.575) and social integration in the work 

organization has a positive contribution also (beta = 0.286). The individual 

contribution of these variables was statistically significant. 
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Table 86 : Stepwise Regression Analysis for Finance Department 

(Dependent variable : Group Cohesiveness) 

Variables in the equation Multiple R R square F p Beta 

X8 = The social relevance of 0.638 0.407 21.314 0.000 0.638 
working life 

The above table shows that only one independent variable entered in the equation. 

The result indicates that the social relevance ofworking life has a contribution of 

about 41% to group cohesiveness. 

Note : P = 0.000 this prob value is less than significance level of a = 0.01, we conclude that the 

regression as a whole is significant [cited in Levin, R. I. And Rubin, B. S., (1998). Statistics 

For Management, i" ed. New Delhi: Prentice Hall oflndia Pvt. Ltd.]. 

8. 3 Discussion of Results 

The discussion of results of the present study is concerned with the hypothesis that 

the quality of work life has a definite effect on group cohesiveness. 

A person's attraction to a group is determined not simply by the characteristics of 

the group but also his view about those characteristics related to his needs and 

values. Each man has variety of needs of different intensities e.g., need for 

affiliation, status, recognition, security, money, etc. The greater the degree to 

which a group satisfy these needs, the greater will be its cohesiveness (Tripathi, 

1978). 

Before the discussion, few points are required to be highlighted here: 

1. This hypothesis is based of the idea that when work group members and 

their leader seek to build themselves into team (high group cohesion). 
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2. An attempt to establish the relationship between the independent variable 

(QWL) and dependent variable (group cohesiveness) is based on 

correlational approach. 

3. Many factors beside QWL factors, which may influence cohesiveness of 

the group, but in this investigation an attempt is made to study the group 

cohesiveness in perspective QWL factors only. It may be mentioned here 

that in social researches, total elimination of intervening variables is 

impossible. 

4. The departments of sugar mill used in the study are based on distinct and 

major functions. These structural and functional peculiarities of the 

departments may invite different QWL factors explanations for group 

cohesiveness. 

The department wise discussions of results are as follows: 

Administration Department: 

It is evident from the correlation analysis (Table-76 and Table-79) that out of nine 

QWL factors, eight are found to be positively and significantly correlated with the 

group cohesiveness. The highest correlation is observed for the factor immediate 

opportunity to develop human capacities (X3), followed by the social relevance of 

working life (XJ, safe and healthy working condition (X2), opportunity for 

conditioned growth and security (X4), work and total life space (X7), adequate 

income and fair compensation (XI), social integration in the work organization 

(X5) and constitutionalism in the work organization (X6). The QWL factor job 

stress (X9), is positively correlated also but not significant. 

An employee of an organization is most satisfied, with the opportunity to use and . 

develop his capability, provided by the organization. According to Maslow 

(1943), people want to satisfy their higher order needs once they satisfy their basic 
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needs like pay and good physical condition. These higher orders needs include 

recognition and social status. An employee provided optimum degree of freedom 

in work could improve him on the job, which gives him satisfaction. Ultimately 

scope to use and develop human capacities provides autonomy in work and 

participation in planning. According to Jain (1991) immediate opportunity to 

develop human capacities (X3) · emphasizes the autonomy, multiple ·skill 

information and whole task planning. The functions of administration department 

in the sugar industry include the active planning, major direction and coordination 

as a whole .. These types of functions of an organization ultimately involve the 

determination of objectives, the operating policies and results. In the present 

study, it was found that this department had freedom to express their new ideas 

and autonomy, which made sense of pride in employee's jobs. The effective and 

useful communication network was found in this department which leads group 

cohesiveness. It can be said that here structural advantage helps employees to 

develop their career, which was also found in this department. And in sugar mills 

departmental score for this factor immediate opportunity to develop human 

capacities (X3) is high and contributing in enhancing the cohesiveness. The QWL 

factor the social relevance of working life (XB) is found positively correlated with 

group cohesiveness in this department. The strong desire for finding some 

importance to be attributed towards their work life may have contributed to the 

positive relationship of the social relevance of working life (XB) and group 

cohesiveness. Employees who spend a lot of time at their workplace consider the 

physical working conditions an important factor. In this present study it was found 

that QWL factor-safe and healthy working condition (XJ) was good for 

administration department in the sugar industry. Seating atTangement, water 

facility, fresh air and sanitary conditions were found satisfactory for the 

employees of administration department who engage themselves in deskwork. 

Regarding QWL factor opportunity for continued growth and security (X,), it was 

found that vertical movements were more in this department compared to other 
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departments in the sugar industry. Employee's feelings about future career 

advancement helped them in binding the group cohesiveness. 

The factor work and total life space (X7) is found to be significantly correlated 

with group cohesiveness in administration department. Balanced relationship 

among work, non-work and family has important implication for group behaviour. 

Work is balanced when its schedule and demands are such that they do not take up 

much of leisure and family time. When an employee feels happy in a particular 

situation, he likes to continue his relation with that situation. Considering this 

view it can be said that if the work life provides satisfaction to an employee, he or 

she will develop good relations with his/her colleagues and it will enhance 

cohesiveness of the department. 

The factor adequate income and fair compensation (X,) is found significantly and 

positively correlated with group cohesiveness in this department. People work for 

good earning to maintain a better life. Adequate income and fair compensation 

refers to a just and fair balance between effort and gain. It includes such things as 

a fair job evaluation -training to perform the job reasonably, ability of the 

organization to pay, demand and supply of talent and skill, and profit sharing 

(Saiyadain, 1997). Compensation plays a major role in employee's satisfaction. 

Basically in a country like Bangladesh, where the employee's welfare 

programmes are not properly maintained, compensation is the main source of 

satisfaction of the employees. Compensation package includes all other fringe 

benefits and social welfare programmes. Fringe benefits gives employees a feeling 

of gaining something extra which enhance cohesiveness of the department. 

The QWL factor social integration in the work organization (X5) is significantly 

and positively correlated with cohesiveness of administration department. In this 

department workflow is continuous and there is demand of teamwork. Functional 

dependency on each other, positive response of linking, friendship in this 

department affects the cohesiveness of the department. 
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The factor constitutionalism in the work organization (X6) emphasizes an 

equitable treatment for employment. It is about the employee's rights and the 

ways of protecting his rights in the work place. Some of the important aspects of 

constitutionalism that affect employee's life are personal privacy, free speech, due 

process in work place, proper official procedure and access to justice. Table-76 

shows that employees of administration department are satisfied with factor 

constitutionalism in the work organization (X6). Management style through the 

equitable treatment may be the reason why constututionalism in work 

organization (X6) comes in the cohesiveness of the department. 

Regression analysis (Table-83) revealed that immediate opportunity to develop 

human capacity {X3) and safe and healthy working condition (Xj had emerged as 

prime factors in predicting group cohesiveness. 

Cane Department: 

Table-76 and Table-80 show that seven QWL factors are positively and 

significantly correlated with cohesiveness of cane department vrz., 

constitutionalism in the work organization (XJ, the social relevance of working 

life (XJ, safe and healthy working condition (Xj, immediate opportunity to 

develop human capacity (X3) social integration in the work organization (X5), job 

stress (X9) and work and total life space (X7). In this department other two QWL 

factors adequate income and fair compensation (X1) and opportunity for continued 

growth and security (X-1) are positively correlated but not significant. 

The correlations between seven QWL factors and group_ cohesiveness are found 

positively significant in the cane department. The highest correlation is observed 

between QWL factor constitutionalism in the work organization (X6) and group 

cohesiveness. In cane department of sugar industry the following functions are 

performed sugar cane plantation, sugar cane purchase, sugar cane transportation, 
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seed supply, loan sanction and extensive sugar cane field survey and visit. In this 

department teamwork is essential and continuous workflow is going on. Physical 

movements of the employees of this department affect the frequency of 

interactions with one another. These type of jobs create positive responses of 

linking, friendship and acceptance with one another. Sherif (1936), found that 

interaction increases the degree of interpersonal attraction. However, functional 

dependency on each other in the cane department affects the cohesiveness of the 

department, viz., administration, cane, factory and finance. It is observed from the 

regression analysis (Table-84) that constitutionalism in the work organization {X6) 

has emerged as prime factor in predicting group cohesiveness. 

Factory Department: 

In factory department, the significant positive correlation are observed between, 

the social relevance of working l(fe (X,J and group cohesiveness, social 

integration in the work organization (Xs) and group cohesiveness, work and total 

l(fe .space (X7) and group cohesiveness, constitutionalism in the work organization 

(X6) and group cohesiveness (Table-76 and Table-81 ). 

Regarding the social relevance of working life (X,J and social integration in the 

work organization (X5) it can be said that the soci~l image and respect, status and 

peer group influenced by employees work command and reaction to colleagues. It 

is management responsibility to provide satisfaction on these factors for any 

department. Social life and work life of an employee are inter-dependent. Various 

roles a man plays in his social system which influence his work life. The 

employees of factory department of sugar industry believe that their department 

holds a good image and this is a very morale-boasting phenomena which enhance 

cohesivet:~~ss ofthe department. 
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The QWL factor work and total life space (XJ plays an important role in 

employee's personal life. Mehta (1976, 1977) pointed out in his studies that 

employees perception regarding availability of influence and autonomy, economic 

compensation, interpersonal support, respectful supervisory beaviour are 

important factors of general life satisfaction. It can be said in the factory 

department -working hours and patterns, greater flexibility in the relation between 

work, family and non-work activities are contributing in enhancing the 

cohesiveness. 

Regarding constitutionalism in the work organization (X6) it can be said that in 

the factory department management takes care of the rights of employees without 

any discrimination and protects the basic privacy and also gives a chance to 

express employees views which contributing in enhancing the cohesiveness. 

Regression analysis (Table- 85) indicated ·that the social relevance of working life 

(X) and social integration in the work organization (X;) has emerged as prime 

factors in predicting group cohesiveness .. 

Finance Department: 

From the correlational analysis (Table-76 and Table-82) it is observed that eight 

QWL fact_?._r_s. out of nine are significantly and positively correlated with group 

cohesiveness in the finance department.. The highest correlation is observed 

between the social relevance of working life (Xs) and group cohesiveness. Sugar 

industry's images in society, challenging job etc, are the components of the social 

relevance of working life (X..J which influence one's job. Employees of finance 

department are found to be satisfied regarding most of these QWL components. 

They agree that they put in useful work to the society. Their social status has 

improved after joining at the sugar mill. Their job also secures dignity and respect 

in society. 
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Safe and healthy working condition (Xj is hygiene factor. It does not motivate the 

employees, but its absence causes dissatisfaction. Comfortable seating position, 

good lighting and ventilation, which keep the employees of finance department in 

good sprit throughout the day. It may be the cause to help in building the group 

together. 

Regarding other six QWL factors (X3 , X5 , X1, X9 , X6 and X7) it can be said that 

management efforts to enhance of employee's skill capability and potentialities 

lead the employee's development and help in building the group together. The 

regression analysis (Table-86) showed that the social relevance of working life(X,J 

contributing towards group cohesiveness. The present findings support the earlier 

findings by Jain (1991), who found that some ofthe QWL factors were positively 

contributed towards group cohesiveness. 

Thus it is evident that four factors: - social integration in the work organization 

(X5), constitutionalism in the work organization (Xr), work and total life space (X,) 

and the social relevance of working life (X,J are positively and significantly 

correlated with group cohesiveness for all departments. 

All other g~L factors are positively correlated with group cohesiveness (GC) for 

all departments and these correlations are found mostly significant. Regression 

analysis also supports that QWL factors have effect on group cohesiveness. Thus, 

we can sum up that quality of work life has a definite effect on group 

cohesiveness (GC). 



CHAPTER 9 

CONCLUDING OBSERVATIONS 
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9.1 Summary of the Study 

Quality of work life represents a real concern for human value with an awareness 

that all individuals devote valuable part of their lives to work. Quality of work life 

is basically the quality of life that an employee experien,ces at his work place. 

QWL involves all aspects of employees work life like-economic, social, 

psychological and organizational. In a wider use, quality of work life covers all 

the aspect of work related life, including pay and allowance, working conditions, 

working hours, benefits and service, career development, human relations etc.,. 

that are relevant to employees satisfaction and motivation. Originally quality of 

work life activity occurred during the period 1969-1974, when a broad group of 

researchers, scholars, union leaders and government personnel became interested 

in how to influence the quality of an individual's on the job experiences (Nadler 

and Lowler, 1983). 

Dissatisfaction with working life is a great problem, which affects almost all 

employees, regardless of position or status. The present study undertook detail 

investigation on the different approaches of quality of work life of sugar mills in 

Bangladesh. 

The present study was undertaken to assess the views of employees on quality of 

work life (QWL) of five selected sugar mills (Syampur Sugar Mills Ltd., Rajshahi 

Sugar Mills Ltd., Natore Sugar Mills Ltd., Rangpur Sugar Mills Ltd. and 

Joypurhat Sugar Mills Ltd.) in Rajshahi Division in Bangladesh. The present 

study attempted to achieve the following objectives : 

1. To illustrate social profile of sugar employees and to measure their level 

of job commitment, job satisfaction and trade union involvement. 

2. To make a comparative learning of existing and expected QWL of 

different sugar mills. 
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3. To investigate the reaction of employees about the existing and expected 

QWL in the sugar industry. 

4. To see the impact of designation and the perception on QWL. 

5. To see the impact of age and experience on Q WL. 

6. To identify hierarchical effect in perceiving quality of work life. 

7. To find the effect of quality of work life on group cohesiveness. 

8. To determine the priorities assigned by the employees to various 

determinants of QWL. 

9. To analyze the problem areas of QWL in the concerned sugar mills 

vis-a-vis industry. 

10. To suggest some measures to be taken m improving QWL m the 

sampled industries. 

11. To make some recommendations for policy making m the light of 

findings ofthe present study. 

A sample- of 1 000 employees was drawn from five sugar mills out of 7009 

employees (representing about 15 % of the total manpower strength). In selecting 

subjects stratified and simple random sampling techniques were used. Data were 

collected from the sample subjects of the five sugar mills during the period from 

September, 1999 to March, 2000. Each subject was contacted personally and data 

were collected from the subject after making him convinced about the objectives 

and importance of the present study. 

Three sets of questionnaires (for existing and expected QWL, QWL for five 

hierarchical levels and the effect of QWL on group cohesiveness) were 

administered to each of the subject. Out of 1000 subjects 150 subjects furnished 

the necessary information for existing and expected QWL, 650 subjects furnished 

the necessary information for QWL regarding hierarchical levels and 200 subjects 

filled up questionnaires for the effect of QWL on group cohesiveness. Likert 
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scaling methods were applied in the preparation of the questionnaires. One 

questionnaire was prepared for employee's to analyze the perceptions and 

expectations about the quality of work life in the selected sugar mills. Ten 

determinants of QWL were selected for this questionnaire and each component 

carried two questions. A second questionnaire was prepared for employees to 

analyze hierarchical effect in perceiving quality of work life. Nine major faCtors 

of QWL were selected for this questionnaire and out of 52 items of QWL factors 

43 items were true keyed and 9 items were false keyed in this questionnaire. The 

other questionnaire was prepared for employees to analyze the effect of quality of 

work life on group cohesiveness. This third questionnaire was prepared according 

to the guideline of Survey Research Centre, University of Michigan. A pilot 

survey was conducted to ascertain the workability and face validity of the 

questionnaires. 

To attain the objectives of the study, following variables have been examined 

during the investigation. 

Independent Variables: 

a. Level of employees : executive, supervisor, skilled employee, semi-skilled 

employee arid unskilled employee. 

b. Demographic variables: designation, experience and age. 

c. Departments of the organization: administration, cane, factory and finance 

department. 

Dependent Variables: 

a. Quality of work life (QWL) ofthe employees. 

b. Group cohesiveness of four departments (groups). 

c. QWL factors. 
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The data were processed through microcomputer and grouped into different 

categories according to age, experience, education, designations (officer, 

supervisor, staff, worker), hierarchical levels (executive, supervisor, skilled 

employee, semiskilled employee, unskilled employee) and departments 

(administration, cane, factory, finance) of the sugar industry. Difference between 

the means were found out and the Z-values and t-values were computed to see the 

extent of difference and the significance level while studying existing and 

expected QWL and the differences among the hierarchical levels with respect to 

perception of QWL. Correlation and regression were computed to see the effect of 

QWL on group cohesiveness. 

The following are the major findings based on the examination of the hypotheses: 

Hypothesis - 1: There is a significant gap between the existing and expected 

quality of work life among the sugar mill employees. 

A comparison of the existing and expected mean score of the QWL determinants 

showed that except for QWL determinant job stress, there were clear and wide 

gaps between what is actually perceived to be present and what is expected. Z

values for all the ten QWL determinants were significant at 1% level of 

significance. This result indicated that a significant gap between the actual and 

expected quality of work life was in the sugar mill employees. It can be said that 

though there was little job stress in the sugar mills, the employees want an 

environment, which ensures their professional growth, career development, 

financial solvency and job satisfaction. 

Hypothesis-2: The designation. experience and age of employees do not alter 

their rating of the existing and expected quality of work life in sugar industry. 
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The results of analysis proved that the designation, expenence and age of 

employees did not alter their rating of the existing and expected quality of work 

life in sugar industry. The findings indicated that most of the determinants of 

QWL do need immediate attention from the government and the concerned 

authorities to improve the quality of work life. 

The analysis regarding hypotheses one (H1) and two (H2) showed that sugar 

industry was functioning in an environment, where four major determinants of 

QWL, i.e., participation in decision making, pay and allowance, compensation 

and career advancement were largely missing and the employees would like to 

see an environment that includes these determinants. 

Hypothesis-3: There are differences among .five hierarchical levels across and 

beMeen the department in perceiving their quality of work life. 

From the overall results it was revealed that lower levels employees had low 

quality of work life in comparison to higher levels like-executive and supervisor 

levels of the sugar industry. From this study it was evident that employees of 

lower levels (white collar and blue collar employees) had little autonomy to 

execute functions which contain decision making and their salary was 

comparatively very low as compared to executives and supervisors. These 

findings iriaieated the class difference in the sugar industry. On the observation 

and analysis of whole matters it was found that relationship between QWL factors 

and hierarchical levels was skewed. The results of analysis of variance showed 

significant hierarchical level differences for all the four departments 

(administration, cane, factory and finance). These results indicated that responses 

of five hierarchical levels (executive, supervisor, skilled employee, semiskilled 

employee and unskilled employee) of sugar industry were heterogeneous on all 

factors of QWL for all the four departments (administration, cane, factory and 

finance). These results supported that there were differences among hierarchical 

levels. Within subjects variance it was also found significant for-all departments. 
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Hypothesis - 4: The quality of work life has a definite effect on group cohesiveness 
(GC). 

The present stUdy pointed out that four factors of QWL social integration in the 

work organization, constitutionalism in the work organization, work and total life 

space and social relevance of the working life were positively and significantly 

correlated with group cohesiveness for all four departments (administration, cane, 

factory and finance). All other QWL factors were positively correlated with 

group cohesiveness for all departments and the correlations were found mostly 

significanCA ·stepwise regression analysis was done to examine the effect of 

QWL on group cohesiveness. These results indicated that there was a definite 

effect of QWL on group cohesiveness (GC). 

Quality of work life is related to productivity and job satisfaction. A poor QWL 

in an industry has an important effect on the mass production, quality of product 

and job satisfaction. It is important to provide an environment in which the 

employees work with satisfaction in all respects and maintain a sound social life. 

Ultimately employees' satisfaction can produce a better quality output and 

enhance their productivity. 

9.2 Conclusions and Recommendations 

9.2.1 Conclusions 

From the analysis of the results of the study following major conclusions 

emerged: 

( 1) Employees of sugar mills in Bangladesh are mostly dissatisfied with the 

existing quality of work life. The employees feel that the quality of work 

life in sugar mills is not conducive for their professional growth and 

career development. The QWL factors like-pay and allowance, 
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participation in decision making and compensation have an adverse 

impact on job satisfaction and productivity in the sugar industry. 

(2) Employees of sugar mills rated career advancement, pay and allowance 

as the highest in the expected determinants of QWL. 

(3) Employees of sugar mills showed that a significant gap exists between 

the actual and expected QWL. 

( 4) The designation, experience and age of the sugar mill employees did not 

alter their rating of the existing and expected quality of work life. 

(5) Executive's level showed the highest score, while unskilled employees 

of sugar mills showed the lowest score in perceiving their quality of 

work life. 

(6). The present study revealed that the QWL factors show more or less 

consistent pattern of scoring for the different groups (hierarchical levels). 

(7) The individual who enjoy greater benefits in terms of pay, fringe benefits 

and promotional opportunities in the sugar industry considered the 

quality of work life as favourable. 

(8) Sugar mill employees expressed in understanding the relationship of 

quality of work life to group cohesiveness that a significant and positive 

effect of quality of work life on group cohesiveness. 

9.2.2 Recommendations 

The following recommendations are made in the light of the findings of the 

present study for policy implications and desired changes in QWL of sugar 

industry. This will indeed, improve the level of productivity of employees and 

make them satisfied with the present job. 
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( 1) Amenities at ·work ought to be improved at the earliest as poor amenities 

make the employees dissatisfied. 

(2) The unions should realize the importance of QWL and strive towards its 

improvement. Especially trade unions can take steps to develop human 

resource by way of arranging seminars and lectures etc. Unions should 

also take joint efforts with management for the improvement of quality 

of work life. 

(3) Employees are dissatisfied with management's cooperation m their 

career development. As such management of sugar industry can provide 

career-counseling facilities to the employees to guide them in their 

career development. 

(4) Employee involvement concept is getting boosted-up now a days. The 

lower level employees should be given participation in organizational 

decision making process. These will certainly develop a sense of 

belongingness in them. 

(5) Management should undertake adequate training programmes for 

employees to make them satisfied, educated as well as motivated. 

( 6) Salary scales should be revised as rate of inflation is increasing which 

results into hike in the prices. 

(7) Employees of lower levels perform major tasks for the betterment of the 

inclustry. Management and policy makers should take care in order to 

make them satisfied in work and out side the work. 

(8) Proper amount of autonomy should be given to employees. They should 

be assigned tasks which' are full of involvement, challenge and risk. It 

will be surely improving their performance. 
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(9) Good interpersonal relations result into organizational efficiency. 

Management should feel that if they support the employees whole 

heartedly, the goals of the sugar industry would be achieved. 

The recommendation given in the light of the findings of the present study for the 

improvement of quality of work life of sugar mill employees which will help 

better performance, employer-employee relations and over all well being of the 

sugar industry. 
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Appendix-A 

Questionnaire for Existing and Exp~cted-QWf 

(Information will be kept confidential and will be exclusively used for academic research) 

[The study intends to investigate the employees' perception on quality of work 

life. In this questionnaire, 'quality of work life' means the relationship that exist 

between the employee and his working environment. Please answer as frankly as 

you can.] 

(a) N arne of the department .. .. .. .. .. .. .. .. . .. .. .. .. .. . (b) Designation ........ . 
(c) Age (years) .................. (d) Educational qualification .................... . 
(e) Gross salary (monthly) Tk .......... (f) Length of service (years) .......... .. 
(g) Marital status .............................. (h) Sex : Male D Female D 

Direction : Please give(./) mark for your reply. 

PART-A 

Q. I Do you agree that you have freedom of taking decisions for 

your job and implement them? 

Q. 2 Do you agree that everybody in your industry gets 

opportunities to improve his/ her job? 

Q. 3 Do you agree that your industry assures growth and security of 

job? 

Q. 4 Do you agree that your work gives you a feeling of 

achievement? 

Q. 5 Do you agree that rules and regulations in your industry fulfill 

adequate and fair compensation? 

Q. 6 Do you agree that interpersonal relation in your industry is 

quite satisfactory? 

Q. 7 Do you agree that the management appreciate your skills, 

abilities and performance? 

Q. 8 Do you agree that you feel tired when engaged in your work? 

Q. 9 Do you agree that your salary and perquisites offered by your 

industry is satisfactory? 

Q. I 0 Do you agree that your industry maintains a good working 

environment? 
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PART- B 

Q. 1 Do you think that you need more freedom of taking 

decision for your job and implement them? 

Q. 2 Do you think that everybody in your industry will 

get opportunities to improve his/ her job? 

Q. 3 Do you think that your industry will assure growth 

and security of your job? 

Q. 4 Do you think that your works will always give you 

a feeling of achievement? 

Q. 5 Do you think that rules and regulations in your 

industry will fulfill adequate and fair compensation? 

Q. 6 Do you think that interpersonal relation in your 

industry will quite satisfactory? 

Q. 7 Do you think that the management will always 

appreciate your skill, abilities and performance? 

Q. 8 Do you think that nobody will feel tired when 

engaged in work? 

Q. 9 Do you think that your salary will always 

satisfactory?- · 

Q. 10 Do you think that your industry will maintain a 

good & healthy working environment? 

;>, 

bil~ "' .... Obll 
~"' C/J 

Thank you very much for your kind cooperation. 
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Appendix-B 

Questionnaire for Hierarchical Effects on QWL 

(Information will be kept confidential and to be exclusively used for academic 

research) 

This questionnaire is intended to obtain some information from the technical and 

non-technical employees working in the sugar industries. The aim is to know and 

study the employees views and opinions. To make the task successful, it is 

essential that you answer each and every question and statement truly, without any 

hesitation . Your answers in this questionnaire would be kept confidential and 

would not be shown to any other industrial authority in your industry or 

elsewhere. They are to be used strictly for research purpose. 

(a) Name of the department ............................ (b) Designation ........ . 
(c) Age (years) .................. (d) Educational qualification .................... . 
(e) Gross salary (monthly) Tk .......... (f) Length of service (years) ........... . 
(g) Marital status .............................. (h) Sex : Male D Female D 

Direction : Please give (..!) mark for your reply. 

Q. I Do -you think that rules and regulations in your 

organization inhibit the acceptance of new ideas? 

Q. 2 Do you agree that rules and regulations in your 

industry fulfill adequate and fair compensation? 

Q. 3 Does your organization take care of the welfare of 

persons of all age? 

Q. 4 Are you satisfied with your present job? 
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Q. 5 Are you satisfied with your income from the work? 

Q. 6 Are you satisfied with the amenities, perquisites and 

facilities offered by your organization? 

Q. 7 Do you agree that your organization maintains a 

safe and healthy working environment? 

Q. 8 Do you agree that everybody in your organization 

gets opportunities to improve his/ her job? 

Q. 9 Do you think that the performance of an organization 

should be judged in terms of profit only? 

Q. I 0 Do you feel that your organization encourage 

reciprocal help? 

Q. 11 Is your organization assures growth and security of 

job? 

Q. 12 Do you feel proud to work for this organization? 

Q. 13 Do you feel that your job increases your social 

prestige? 

Q. 14 Do you feel loyalty to this organization? 

Q. 15 Does your organization function as a socially 

responsible unit? 

Q. 16 Do you think that your values and values of the 

organization are quite similar? 

Q. 1 7 Do you have freedom of taking decisions for your 

job and implement them? 

Q. 18 Do you agree that almost everyone here knows

who is working under whom? 

Q. 19 Do you get correct information about your work, 

duties etc.? 
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Q. 20 Do you feel isolation from your organization in 

terms of total task? 

Q. 21 Do you feel interested to join consultation on work 

schedule/ safety conference/ work group education 

conference? 

Q. 22 Do you cooperate with your colleagues? 

Q. 23 Are your colleague cooperative? 

Q. 24 Do you feel tired while engaged in your work? 

Q. 25 Do you feel your work monotonous? 

Q. 26 If you get similar job in other organization will you 

quit the present one? 

Q. 27 Does your work give you a feeling of achievement? 

Q. 28 Are you satisfied with the roles ofthe union in your 

industry? 

Q. 29 Does your supervisor/ boss get along well with you? 

Q. 30 Do you feel that the present working environment in 

your organization needs some changes? 

Q. 3 1 Do you think that introduction of some new 

techniques, new ideas will improve your job 

efficiency? 

Q. 32 Do you think that the on going liberalization policy 

will fasteF your organization's growth? 

Q 
..,.., 

. .:u Are you satisfied with the 'retirement plans' of your 

industry? 

Q. 34 Is the management appreciate your skills, abilities 

and performances? 

Q. 35 Do you think that your social relations are 

satisfactory? 
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Q. 36 Can you accept criticism? 

Q. 37 Do you feel a real responsibility to achieve the 

success of the industry? 

Q. 3 8 Is your organization aware of prevention of 

industrial pollution? 

Q. 39 Do you agree that group relation in your industry is 

quite satisfactory? 

Q. 40 Does your salary fulfill your financial needs 

adequately? 

Q. 41 Is the human relations cooperative and congenial in 

your industry? 

Q. 42 Do you think that your colleagues treat your job 

insignificant? 

Q. 43 Is your s_~~~ss caused by outside forces beyond your 

control? 

Q. 44 Are you satisfied with the current communication 

structure? 

Q. 45 Do you get adequate information about working 

problems of other departments and units in the 

industry? 

Q. 46 Is your industry overcrowded and dirty? 

Q. 47 Are you exhausted by daily demands at work and 

home? 

Q. 48 Do you feel that you are over compensated in your 

job? 

Q. 49 Do you make use of the industry sponsored training 

for your job? 
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Q. 50 Is your industry give you an opportunity to feel part 

of the management? 

Q. 51 Do you think yourself as part of the industry team? 

Q. 52 Do you exercise influence in getting a way out of 

dispute or conflict in your industry? 

"' >. 
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Thank you very much for your kind cooperation. 
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Appendix- C 

Questionnaire for the Effect of QWL on GC. 

(Information will be kept confidential and will be exclusively used for academic research) 

Here is a list of 1 0 statements related to Group Cohesiveness. There are five 

probable answers whichever you feel most suitable- kindly tick it out. 

(a) Name of the department ............................ (b) Designation ........ . 
(c) Age (years) .. .. .. .. .. .. .. .. .. (d) Educational qualification .................... . 
(e) Gross salary (monthly) Tk .......... (f) Length of service (years) .......... .. 
(g) Marital status .............................. (h) Sex : Male 0 Female 0 

Q. I Do you agree that working in a group is no problem in this 

organization? 

Q. 2 Do you agree that your colleagues encourage each other to work as a team? 

Q. 3 Do you agree that you get a friendly climate within the team 

generally? 

Q. 4 Do you agree that you are satisfied with the level of control in the 

group? 

Q. 5 Do you agree that all of you defend each other from criticism by 

outside? 

Q. 6 Do you agree that all of you help each other on the job better than other 

group'? 

Q. 7 Do you agree that all of you stick together better than other work group? 

Q. 8 Do you agree that you are loyal to your group members including the 

leader? 

Q. 9 Do you agree that interaction, problems solving, decision making 

activities of the group occur in a supportive atmosphere? 

Q. 10 Do you agree that the group is eager to help each member to develop 

his/ her full potential? 

Thank you very much for your kind cooperation. 
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Appendix-D 

Research Code Plan for Data Analysis 

Variable No. Variable Label Value Value Label 
v, Respondents I Executive 

2 Supervisor 
3 Skilled employee 
4 Semi-skilled employee · 
5 Unskilled employee 

Y2 Departments I Administration 
2 Cane 
3 Factory 
4 Finance 

v3 Type of organization I SSML 
2 RASML 
3 NSML 
4 RSML 
5 JSML 

v4 Age As recorded -
Vs Education 0 Uneducated 

I Class V 
2 Class X 
3 Graduate 
4 Masters 

v6 Income As recorded -
v7 Marital status I Married 

2 Unmarried 

Ys Exgerience As recorded -
v9 Sex I Male 

·--- .. 
2 Female 

VIO- x, Adequate income and fair Calculated -
compensation score 

v,,-X2 Safe and healthy working conditions Calculated score -
v,2- x3 Immediate opportunities to develop Calculated -

human capacities score 
v,3- x4 Opportunities for continued growth Calculated -

and security score 
V,4- Xs Social integration in the work Calculated -

organization score 
V 1s-X6 Constitutionalism in the work 

Calculated score -
organization 

v,6- X1 Work and total life space Calculated -
score 

V17- Xs The social relevance of working life Calculated score -
V1s- X9 Job stress Calculated score -
V,9-GC Group cohesiveness Calculated score -


