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INTRODUCTION AND DESIGN OF THE STUDY
Quality of work life is the level of happiness or dissatisfac-
tion with one’s career. Employers have started concentrat-
ing on providing best work environment to its employees 
to get the best results. A good quality of work life reduces 
absenteeism, accidents & attrition. Quality of work life is 
useful to improve production, organizational effectiveness, 
morale of employees and the economic development of 
the country. QWL has been defined as “The quality of re-
lationship between the employees and the total working 
environment”. Quality of Work Life is the essential concept 
of favourable situations in a working environment. A bet-
ter Quality of Work Life improves the growth of the em-
ployees along with the organization’s growth (Pugalendhi, 
Subburethina, Umaselvi, Nakkeeran, Senthil 2011)1. Gu-
naSeelan & Maimunah 2008 defines QWL as “The effec-
tiveness of work environment that transmit to the meaning-
ful organizational and personal needs in shaping the values 
of the employees that support and promote better health 
and well-being, job security, job satisfaction, competency 
development and balance between work and non-work 
life.” Quality of work life has also been defined as “A phi-
losophy or a set of principles, which holds that people are 
trustworthy, responsible and capable of making a valuable 
contribution to their organization. It also involves treating 
people with respect.” (Farideh, 2012)2 

The initial step taken was the origin of the Quality of Work 
Life Legislation enacted in the early 20th century to pro-
tect employees from job-injury and to eliminate hazardous 
working conditions. This was followed by the unionization 
movement in the 1930s and 1940s. Emphasis was given 
to job security at the work place and economic gains for 
the workers. The 1950s and 1960s saw the development 
of different theories by psychologists proposing a “posi-
tive relationship between morale and productivity”, and 
the possibility that improved human relations that would 
lead to the enhancement of both. Attempts at reform to 
acquire equal employment opportunity and job enrichment 
schemes were also were introduced. Finally, in the 1970s 
the ideal of QWL was conceived which, according to Wal-
ton, is broader than the earlier developments and is some-
thing that must include ‘ the values that were at the heart 
of the earlier reform movements’ and ‘human needs and 
aspirations’. 

The term “Quality of Work Life” appeared in Research 
Journals and the press in USA only in 1970s. The term 
quality of work life was introduced by Louis Davis3. The 
first International QWL conference was held in Toronto 
in 1972. The international council for quality of work life 
was established in 1972. From 1980 onwards QWL was 
increasingly placed on employee - centered productivity 

programs. From the mid 1990s till date organizations are 
faced with challenges of economizing and corporate re-
structuring. QWL is reemerging where employees are seek-
ing out more meaning. Rising educational levels and occu-
pational aspirations in today’s slow economic growth and 
reduced opportunities for advancement, are rising con-
cerns for QWL and for career and personal life planning. 

ABOUT EDUCATIONAL INSTITUTIONS
An Educational Institution  is a place where people of dif-
ferent ages gain an education, including preschools, child-
care, elementary schools, colleges and universities.

The following are the types of Educational Institutions
1 Early childhood

2 Primary

3 Secondary

4 Further and higher education

Further and higher education
	 Career college

	 Community college

	 Junior college

	 Liberal arts college

	 Madrasah

	 Residential college

	 Sixth form college

	 Technical college or Institute of Technology

	 University college

	 Institute of technology (Polytechnic)

University
	 Corporate university

	 International university

	 Local university

	 Jamiah

	 Medieval university
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	 Nizamiyya

	 Private university

	 Public university

	 University of the Third Age

	 Urban university

	 Vocational university

Historical Perspective of Teaching in India
The entire Indian social organization since ancient times is 
planned on the principle that it should, in all its classes, 
ranks, and grades, offer the best scope for the develop-
ment of the individual as its center and chief concern. 
Nowhere is this distinctive tendency more manifest than 
in the sphere of education and learning. It is the physi-
cal, mental, emotional, spiritual and social elevation of the 
individual which is necessarily the epicenter of the whole 
education system in India. 

Since ancient times, education therefore, has also been 
necessarily individual. It has always upheld an intimate 
relationship between teacher and the taught. An erudite 
teacher edified his pupil and according to Shatpat Brah-
man, held his student “within him as in a womb, impreg-
nates him with his spirit, and delivers him in a new birth”. 
Such a pupil then became a ‘dvija’ or ‘twice born’ in a new 
existence. 

A teacher who converted him into a human-being from 
a simple creature thus possessed a venerable place in 
the society. Such teachers were expected to possess pi-
ety, religiousness, illuminated vision, high character, self-
confidence, and sound judgment, awareness of his social 
duties, efficiency and self-restraint. But how were these 
teachers trained and educated to imbibe these qualities in 
themselves and in their students. Before the introduction 
of English education in India, there were no direct evidenc-
es of teachers’ education in ancient or medieval India. 

Yet, considering the high ideals and standards of educa-
tional system during these periods, it is difficult to accept 
that a teacher was thus appointed without any kind of ba-
sic training or education to improve the physical facilities 
of training colleges. Valuable recommendations, conferenc-
es and refresher courses have been suggested  for those 
teachers who were already in service in order to raise the 
standard of school teachers. As a result, refreshes courses 
for teachers began to be organized, education depart-
ments were established in some universities and research 
degrees in Education was started. 

Present Situation in Teaching
For various reasons inside and outside a college, there is 
no scope for self-discipline and character building. So the 
students cannot form good habits, and after reading a few 
books they pass the examinations and become teachers 
outright. Once they become teachers, they think them-
selves all perfect and forget that, in order to be perfect 
teachers they should do lifelong study and self-discipline. 
So, students cannot find an ideal teacher before them and 
consequently become wild and wayward. So, it is natural 
that the modern teachers have no influence on their stu-
dents and the modern students have no appreciation for 
their teachers.

STATEMENT OF THE Problem
Quality of Work Life leading to career growth and self im-
provement of faculty is a real phenomenon and it is asso-
ciated with job involvement and satisfaction level of em-
ployees universally.  In this case, faculty members working 
in Engineering Colleges in Coimbatore District is consid-
ered for the study. There are many factors leading to the 
respondents to underperform in situations.  Some impor-
tant factors associated with their quality of work life is work 
environment, familial management, personal management, 
welfare and training and finally, pay and benefits, which is 
also classified as dimensions leading to quality of worklife 
among faculty working in select engineering colleges in 
Coimbatore District.  Theoretically, considering these fac-
tors having association with each other then there is a defi-
nite recuperation that can be achieved both by institution 
and faculty.  Hence, this study is an attempt to understand 
the QWL among the faculty working in select Engineering 
Colleges.  

OBJECTIVES OF THE STUDY
The following are the major objectives of the present 
study:

	To analyse the Quality of work life of faculty in select 
engineering colleges in Coimbatore city.

	To assess the demographic factors influencing the work 
life of the faculty members.

	To analyse the dimensions of quality of work life and its 
significant effect on faculty of engineering colleges.

	To contribute suggestions to improve the quality of 
work & life of the faculty.

Methodology
This study attempts to describe the various characteristics 
related to QWL teaching environment, and to find out the 
association between the selected socio-economic variables 
and the various dimensions of QWL. Hence descriptive 
and diagnostic research design has been adopted as de-
fined by Kothari C.R. (2007) Descriptive research studies 
are concerned with describing the characteristics of a par-
ticular individual, or a group, whereas diagnostic research 
studies determine the association between the variables. . 
In this study the researcher has chosen the teaching pro-
fessionals of select engineering  colleges in Coimbatore,  
Tamilnadu, India, affiliated to Anna University,  to find out 
the quality of work life. The universe of the study includes 
15 colleges located within the city limit and 3007 faculty 
were working during January to September 2014. The re-
searcher used disproportionate stratified random sampling 
method to select a sample of 275 respondents from the 
universe. The researcher used a standard questionnaire as 
a primary tool for data collection. The questionnaire fo-
cuses on 5 dimensions are namely, working environment, 
familial management, personal management, welfare & 
training and pay and benefits. The first part of the ques-
tionnaire deals with the socio-economic characteristics and 
the second part deals with various dimensions of quality of 
work life among teaching faculty in the Engineering col-
leges affiliated to Anna University.

STATISTICAL TOOLS USED
The following are the statistical tools used in this project to 
arrive at specific results

	Simple Percentage Method
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	M ultiple Correlation

	One-Way Anova

	Garrett Ranking Method

LIMITATIONS OF THE STUDY
One cannot judge an individual to be always consistent. 
Some respondents were hesitant to answer the questions. 
The respondents took a long time to fill up the question-
naire.

PERCENTAGE ANALYSIS
Table 1 : Age of the Respondents

Age Number of Re-
spondents Percentage

Below 25 138 50

26 to 35 27 10

36 to 45 62 23

46 to 55 29 11

Above 55 19 7

Total 275 100

The above table shows that half (50%) of the respondents 
belong to the age below 25 years, 23% of the respond-
ents belong to the age between 36 and 45 years, 11% of 
the respondents belong to the age from 46 to 55 years, 
10% of the respondents belong to the age from 26 to 35 
years and the remaining 7% of the respondents belong to 
the age above 55 years.

Table 2 : Gender of the Respondents

Gender Number of Re-
spondents Percentage

Male 82 30

Female 193 70

Total 275 100

It is clear that a majority (70%) of the respondents are fe-
male and 30% of the respondents are male.

Table 3 : Educational Qualification of the Respondents

Educational Quali-
fication

Number of Re-
spondents Percentage

Post Graduate 105 38

M.Phil. 110 40

Ph.D., 60 22

Total 275 100

It is understood that maximum (40%) of the respondents 
have qualified with Master of Philosophy, 38% of the re-
spondents are post graduates and the remaining 22% of 
the respondents are doctorates.

Table 4 : Experience of the Respondents

Experience Number of Re-
spondents Percentage

Below 5 years 74 27

6 to 10 years 83 30

11 to 15 years 46 17

16 to 20 years 34 12

Above 20 years 38 14

Total 275 100
 
The above table shows that maximum (30%) of the re-
spondents have experience between 6 and 10 years, 27% 
of the respondents have experience below 5 years, 17% 
of the respondents have experience between 11 and 15 
years, 14% of the respondents have experience above 20 
years and the remaining 12% of the respondents have ex-
perience from 12 to 20 years.

Table 5 : Monthly Income of the Respondents

Monthly Income Number of Re-
spondents Percentage

Below Rs.30000 60 22

Rs.30000 to 40000 82 30

Rs.40000 to 50000 44 16

Above Rs.50000 89 32

Total 275 100
 
The above table reveals that most (32%) of the respond-
ents have monthly income above Rs.50000, 30% of 
the respondents monthly income is from Rs.30000 to 
40000, 22% of the respondents monthly income is be-
low Rs.30000 and the remaining 16% of the respondents’ 
monthly income is between Rs.40000 and 50000.

Table 6 : Multiple Correlation based on attributes lead-
ing to quality of work life of faculty working in select 
engineering colleges

Factors
Work 
Envi-
ron-
ment

Familial 
Manage-
ment

Personal 
Man-
age-
ment

Welfare 
and 
Training

Pay and 
Benefits

Work 
Envi-
ron-
ment

Pearson 
Correlation 1 .018 .023 -.052 .104

Sig. 
(2-tailed) . .771 .705 .387 .084

N 275 275 275 275 275

Familial 
Man-
age-
ment

Pearson 
Correlation .018 1 .473(**) -.002 .195(**)

Sig. 
(2-tailed) .771 . .000 .975 .001

N 275 275 275 275 275

Per-
sonal 
Man-
age-
ment

Pearson 
Correlation .023 .473(**) 1 .052 .200(**)

Sig. 
(2-tailed) .705 .000 . .391 .001

N 275 275 275 275 275

Welfare 
and 
Train-
ing

Pearson 
Correlation -.052 -.002 .052 1 .227(**)

Sig. 
(2-tailed) .387 .975 .391 . .000

N 275 275 275 275 275

Pay 
and 
Ben-
efits

Pearson 
Correlation .104 .195(**) .200(**) .227(**) 1

Sig. 
(2-tailed) .084 .001 .001 .000 .

N 275 275 275 275 275
 
**  Correlation is significant at the 0.01 level (2-tailed).

X1: Working Environment

X2: Familial Management

X3: Personal Management

X4: Welfare and Training
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X5: Pay and Benefits

The correlation based on the quality of work life among 
faculty working in Engineering Colleges in Coimbatore 
with the dimensions namely, work environment, personal 
management, familial management, welfare and training 
and pay and benefits.  

There is a significant positive correlation towards quality of 
work life among faculty working in Engineering Colleges in 
Coimbatore.  The level of significance at 1% level between 
the factors namely, Personal Management and Familial 
Management (r=0.473, sig. 0.000), Familial Management 
& Pay and Benefits, (r=0.195, Sig.0.001), Personal Manage-
ment and Pay and Benefits (r=0.200, Sig.0.001), Welfare 
and Training and Pay and Benefits (r=0.227, Sig. 0.001).  

To sum up, it is inferred that the pay and benefits has sig-
nificant correlation with the other dimensions and there is 
significant positive correlation found among familial and 
personal management that leads to quality of work life 
among the faculty working in Engineering Colleges in Co-
imbatore.

ANOVA
H0 : There is no significant analysis of Variance between 
Age of the faculty members and attributes measuring qual-
ity of work life

H1 : There is significant analysis of Variance between Age 
of the faculty members and attributes measuring quality of 
work life

Table 7 : Analysis of Variance between Age of the fac-
ulty members and attributes measuring quality of work 
life 

QWL  Sum of 
Squares df Mean 

Square F Sig.

Work 
Envi-
ron-
ment

Be-
tween 
Groups

32.881 4 8.220

2.016* .092Within 
Groups 1100.755 270 4.077

Total 1133.636 274

Fa-
milial 
Man-
age-
ment

Be-
tween 
Groups

35.264 4 8.816

2.218* .067Within 
Groups 1073.281 270 3.975

Total 1108.545 274

Per-
sonal 
Man-
age-
ment

Be-
tween 
Groups

52.397 4 13.099

2.126* .078Within 
Groups 1663.603 270 6.161

Total 1716.000 274

Wel-
fare 
and 
Train-
ing

Be-
tween 
Groups

37.813 4 9.453

1.637 .165Within 
Groups 1559.183 270 5.775

Total 1596.996 274

Pay 
and 
Ben-
efits

Be-
tween 
Groups

34.875 4 8.719

1.726 .144Within 
Groups 1363.612 270 5.050

Total 1398.487 274
 
* Significant @ 10% level 

The above table shows that,

	There is no significant difference between age of the 
faculty members and attributes measuring quality of work 
life such as Welfare and Training F=1.637, Sig.0.165 and 
Pay and Benefits F=1.726, Sig.0.144  is not significant and 
hence the null hypothesis is accepted.

	There is significant difference between age of the fac-
ulty members and attributes measuring quality of work life 
such as namely, Work Environment, (F=2.016, Sig. 0.092),  
Familial Management, (F=2.218, Sig.0..067), and finally, 
Personal Management, (F=2.126, Sig..078) is significant @ 
10% level and hence the null hypothesis is rejected.

H0 : There is no significant analysis of Variance between 
Educational Qualification of the faculty members and at-
tributes measuring quality of work life

H1 : There is significant analysis of Variance between Edu-
cational Qualification of the faculty members and attributes 
measuring quality of work life

Table 8 : Analysis of Variance between Educational 
Qualification of the faculty members and attributes 
measuring quality of work life 

QWL  Sum of 
Squares df Mean 

Square F Sig.

Work 
Envi-
ron-
ment

Be-
tween 
Groups

15.925 2 7.963 1.938

 

 

.146

 

 
Within 
Groups 1117.711 272 4.109

Total 1133.636 274  

Familial 
Man-
age-
ment

Be-
tween 
Groups

40.461 2 20.230 5.152**

 

 

.006

 

 
Within 
Groups 1068.085 272 3.927

Total 1108.545 274  

Per-
sonal 
Man-
age-
ment

Be-
tween 
Groups

9.495 2 4.747 .757

 

 

.470

 

 
Within 
Groups 1706.505 272 6.274

Total 1716.000 274  

Welfare 
and 
Train-
ing

Be-
tween 
Groups

17.471 2 8.735 1.504

 

 

.224

 

 
Within 
Groups 1579.526 272 5.807

Total 1596.996 274  

Pay 
and 
Ben-
efits

Be-
tween 
Groups

10.238 2 5.119 1.003

 

 

.368

 

 
Within 
Groups 1388.249 272 5.104

Total 1398.487 274  
 
** Significant @ 5% level 

The above table shows that,

	There is no significant difference between educa-
tional qualification of the faculty members and attributes 
measuring quality of work life such as Work Environment, 
(F=1.938, Sig.0.146), Personal Management, (F=0.757, 
Sig.0.470), Welfare and Training (F=1.504, Sig.0.224) and 
Pay and Benefits (F=1.003, Sig.0.368) is not significant and 
hence the null hypothesis is accepted.
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	There is significant difference between educational 
qualification of the faculty members and attributes meas-
uring quality of work life with regards to Familial Manage-
ment, (F=5.152, Sig.0.006) is significant @ 5% level and 
hence the null hypothesis is rejected.

H0 : There is no significant analysis of Variance between 
Experience of the faculty members and attributes measur-
ing quality of work life

H1 : There is significant analysis of Variance between Ex-
perience of the faculty members and attributes measuring 
quality of work life

Table 9 : Analysis of Variance between Experience of 
the faculty members and attributes measuring quality of 
work life 

QWL  Sum of 
Squares df Mean 

Square F Sig.

Work 
Envi-
ron-
ment

Be-
tween 
Groups

16.920 4 4.230

1.023 .396Within 
Groups 1116.716 270 4.136

Total 1133.636 274  

Fa-
milial 
Man-
age-
ment

Be-
tween 
Groups

24.774 4 6.194

1.543 .190Within 
Groups 1083.771 270 4.014

Total 1108.545 274  

Per-
sonal 
Man-
age-
ment

Be-
tween 
Groups

50.967 4 12.742

2.066*
.086

Within 
Groups 1665.033 270 6.167

Total 1716.000 274  

Wel-
fare 
and 
Train-
ing

Be-
tween 
Groups

31.930 4 7.982

1.377 .242Within 
Groups 1565.067 270 5.797

Total 1596.996 274  

Pay 
and 
Ben-
efits

Be-
tween 
Groups

55.792 4 13.948

2.805** .026Within 
Groups 1342.695 270 4.973

Total 1398.487 274  
 
** Significant @ 5% level 				  
* Significant @ 10% level

The above table shows that,

	There is no significant difference between experience 
of the faculty members and attributes measuring quality of 
work life towards Work Environment, (F=1.023, Sig.0.396), 
Familial Management, (F=1.543, Sig.0.190) and finally, Wel-
fare and Training (F=1.377, Sig.0.424) is not significant and 
hence the null hypothesis is accepted.

	There is significant difference between experience of 
the faculty members and attributes measuring quality of 
work life with regards to Personal Management, (F=2.066, 
Sig.0.086) is significant at 10% level and Pay and Benefits 
(F=2.805, Sig.0.026) is significant @ 5% level and hence 
the null hypothesis is rejected.

H0 : There is no significant analysis of Variance between 

monthly income of the faculty members and attributes 
measuring quality of work life

H1 : There is significant analysis of Variance between 
monthly income of the faculty members and attributes 
measuring quality of work life

Table 10  Analysis of Variance between monthly income 
of the faculty members and attributes measuring quality 
of work life 

QWL  Sum of 
Squares df Mean 

Square F Sig.

Work 
Envi-
ron-
ment

Be-
tween 
Groups

16.734 3 5.578 1.353 .257

Within 
Groups 1116.902 271 4.121

Total 1133.636 274  

Fa-
milial 
Man-
age-
ment

Be-
tween 
Groups

9.777 3 3.259 .804 .493

Within 
Groups 1098.768 271 4.054

Total 1108.545 274  

Per-
sonal 
Man-
age-
ment

Be-
tween 
Groups

11.820 3 3.940 .627 .598

Within 
Groups 1704.180 271 6.288

Total 1716.000 274  

Wel-
fare 
and 
Train-
ing

Be-
tween 
Groups

12.914 3 4.305 .736 .531

Within 
Groups 1584.083 271 5.845

Total 1596.996 274  

Pay 
and 
Ben-
efits

Be-
tween 
Groups

38.645 3 12.882 2.567** .050

Within 
Groups 1359.842 271 5.018

Total 1398.487 274  
 
** Significant @ 5% level

The above table shows that,

	There is no significant difference between monthly in-
come of the faculty members and attributes measuring 
quality of work life towards Work Environment, (F=1.353, 
Sig.0.257), Familial Management, (F=0.804, Sig.0.493) Per-
sonal Management, (F=0.627, Sig.0.598) and finally, Wel-
fare and Training (F=0.736, Sig.0.531) is not significant and 
hence the null hypothesis is accepted.

	There is significant difference between monthly income 
of the faculty members and attributes measuring qual-
ity of work life with regards to Pay and Benefits (F=2.567, 
Sig.0.050) is significant @ 5% level and hence the null hy-
pothesis is rejected.

To sum-up,
There is significant difference between age and attributes 
measuring quality of work life such as Work Environment, 
Familial Management and Personal Management is sig-
nificant @ 10% level, while significant difference between 
educational qualification and Familial Management is sig-
nificant @ 5% level, there is significant difference between 
educational qualification and Personal Management is sig-
nificant at 10% level, while experience and Pay and Ben-
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efits is significant @ 5% level and finally, there is significant 
difference between monthly income and Pay and Benefits 
is significant @ 5% level.  Therefore it is concluded that 
the null hypothesis is rejected.

GARRETT RANKING
 
Table 11 : Garrett Ranking towards Achievement of 
Quality of Work Life

Attributes Rank-1 Rank-
2

Rank-
3

Rank-
4 Rank-5 Rank-6

Working En-
vironment 35 35 107 18 28 52

Physical 
Wellbeing 26 40 42 31 56 80

Psychologi-
cal Wellbe-
ing

76 62 13 7 67 50

Career Op-
portunities & 
Growth

111 97 36 2 22 7

Grievance 
Handling 7 29 58 65 49 67

Work Life 
Balance 20 12 19 152 53 19

 
Table 12: Garrett Ranking towards Achievement of 
Quality of Work Life

Attributes Garrett 
Score

Garrett 
Mean Rank

Working Environment 13342 48.52 3

Physical Wellbeing 11446 41.62 4

Psychological Wellbeing 14257 51.84 2

Career Opportunities & 
Growth 17625 64.09 1

Grievance Handling 10412 37.86 5

Work Life Balance 9368 34.07 6

Source : Computed from Primary Data
Interpretation
The above table shows that the ranking of the respondents 
stated that the achievement of quality of work life based 
on the attributes in which the respondents rated highly 
(64.09) towards Career Opportunities and Growth which 
achieved the 1st position, followed by the second position 
(51.84) was achieved towards psychological wellbeing, 3rd 
position (48.52) towards working environment provided by 
the institution, 4th position was towards physical wellbe-
ing, 5th position (37.86) was achieved towards the Griev-
ance Handling and finally, the sixth (34.07) was achieved 
towards Work life Balance.

The ranking towards achievement of quality of work life 
based on the attributes in which the respondents rated 
highly (64.09) towards Career Opportunities and Growth 
and finally, the sixth (34.07) was achieved towards Work life 
Balance.

FINDINGS, SUGGESTIONS 
	It is understood that half (50%) of the respondents 
belong to the age below 25 years, 23% of the respond-
ents belong to the age between 36 and 45 years, major-
ity (70%) of the respondents are female, maximum (40%) of 
the respondents have qualified with Master of Philosophy, 
maximum (30%) of the respondents have experience be-
tween 6 and 10 years. most (32%) of the respondents have 
monthly income above Rs.50000	

	it is found that the pay and benefits has significant cor-
relation with the other dimensions and there is significant 
positive correlation found among familial and personal 
management that leads to quality of work life among the 
faculty working in Engineering Colleges in Coimbatore.

	It is evident that there is significant difference between 
age and attributes measuring quality of work life such as 
Work Environment, Familial Management and Personal 
Management is significant @ 10% level, while significant 
difference between educational qualification and Familial 
Management is significant @ 5% level, there is significant 
difference between educational qualification and Personal 
Management is significant at 10% level, while educational 
qualification and Pay and Benefits is significant @ 5% level 
and finally, there is significant difference between month-
ly income and Pay and Benefits is significant @ 5% level.  
Therefore it is concluded that the null hypothesis is reject-
ed.

	It is clear that the achievement of quality of work life 
based on the attributes in which the respondents rated 
highly towards Career Opportunities and Growth and final-
ly, the least was achieved towards Work life Balance.

Few of the respondents have disagreed with the welfare 
and training provided by the institutions which shall be 
conducted effectively to improve the quality of work life 
and enhance the commitment of the faculty. Some of the 
faculty disagree that their institutions link their pay to the 
performance of the faculty members and it is suggested 
that the institutions shall get the feedback of the faculty 
to satisfy the benefits provided to the faculty. Few of the 
respondents disagree and strongly disagree that the initia-
tive towards career growth and development of the faculty 
does not satisfy the faculty which need to be improved by 
the management. It is suggested that to prove the model 
statistically and understand the path-wise significance of 
the study, structural equation modeling can be done which 
will help to prove each path and the level of regression of 
each path of the model. 

CONCLUSION
The study concentrates the work environment, familial, 
personal management and welfare and training, pay and 
benefits that covers the quality of work life dimension. 
When considering all these dimensions, there is a signifi-
cant correlation among three dimensions namely, familial, 
personal and welfare and training that has significant posi-
tive correlation with pay and benefits.  Whereas, the cor-
relation was found with familial and personal management 
that contributes towards the improvement of the quality 
of work life of their faculty based on understanding their 
needs, management shall consider the experience, strate-
gic gaps in the institutions and take necessary steps to im-
prove the quality of work life of the faculty.  This will help 
the institution  achieve  greater heights in their growth and 
also help the faculty to improve themselves with a stable 
commitment.
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