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Abstract

In Bangladesh, Quality of Work Life (QWL) is still a new concept to emerge although
four decades have passed since its inception. Very few initiatives have been taken to identify
employee QWL in different sectors of Bangladesh (i.e. banking, hospitals, tobacco, schools,
etc.) and the private higher education sector is still unexplored. Thus the current study aims to
explore the perception of the faculty members of private universities in Bangladesh about their
QWL. The study looks in detail at the prospects and problems of QWL and its related dimen-
sions. A quantitative survey of 72 full-time faculty members from 11 private universities is
conducted based on a structured questionnaire designed with a 5-point Likert-scale. First, a
validity and reliability test is conducted. According to the factor mean values, three most posi-
tively perceived QWL dimensions are social relevance of work life, safe and healthy working
condition, and social integration in the work organization. Correlational analysis reveals a
significant relationship between QWL and its dimensions. Several nonparametric t-tests are
conducted to explore whether the QWL of the faculty members vary due to the differences in
gender, faculty/department, education, job position, experience, and marital status. The results
reveal significant differences about the perception of QWL exist in terms of gender and faculty/
department of the university. At the end step-wise regression analysis reveals, social relevance
of work life, adequate and fair compensation, and constitutionalism, are three dimensions of
QWL which work as predictor variables to determine the QWL of the faculty members in
private universities.

Keywords: quality of work life, private universities, faculty members

'Ms. Ayesha Tabassum holds an MBA (HRM and Marketing) degree from North South University
(Bangladesh). Currently she is working as an Assistant Professor in the Faculty of Business Administration of

Eastern University (Bangladesh). She has several journal article publications and international conference
proceedings. Her area of research interest includes HR practices and strategies, Quality of work life, work-
family conflict, service quality, higher education, etc.

2Ms. Tasnuva Rahman holds an MBA (HRM) degree from University of Dhaka (Bangladesh).
Currently she is working as an Assistant Professor in the Faculty of Business Administration of Eastern
University (Bangladesh). She has several journal article publications and international conference proceed-
ings. Her area of research interest includes Quality of work life, work-family conflict, service quality, etc.

3Ms. Kursia Jahan holds a Masters degree in Statistics from University of Dhaka (Bangladesh).
Currently she is working as an Assistant Professor in the Faculty of Business Administration of Eastern
University (Bangladesh). She has several journal article publications and international conference proceed-
ings. Her area of research interest includes Quality of work life, work-family conflict, service quality, etc.

*The paper was presented at the 5% IITUC International Conference organized by the International
Islamic University Chittagong, Bangladesh on 17-18 September 2011 at IDB Bhaban, Dhaka.

36 ABAC Journal Vol. 32 No. 3 (September-December 2012, pp.36-57)
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INTRODUCTION

Quality of Work Life (QWL) is probably
the most powerful type of reward that man-
agers can offer to employees in today’s com-
petitive business world (Dargahi & Yazdi,
2007). QWL can be defined as a favorable
working environment that supports and pro-
motes satisfaction by providing employees
with rewards, job security and career growth
opportunities (Lau, Wong, Chan & Law,
2001). Employees, who are provided a high
QWL, are more productive and effective
(Janes & Wisnom, 2010). Moreover, QWL
has a direct impact on human outcomes and

it significantly reduces absenteeism, minor ac-
cidents, grievances, and resignations
(Havlovic, 1991). QWL can develop jobs and
working conditions that are excellent for
people as well as for the economic health of
the organization (Kanagalakshmi & Devei,
2003). In fact, individual’s quality of working
life directly influences the quality of life value
(Ruzevicius, 2007) as the factors of QWL
could be defined as physical and psychologi-
cal results of the work which affect the em-
ployee (Arts, Kerksta, & Van-der, 2001).
Thus QWL provides healthier, more satisfied
and more productive employees, which in turn
increases the efficiency, productivity and prof-
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itability of the organization (Sadique, 2003).
Most organizations today view QWL as an
important mechanism, but do not formally link
it to any of their strategic or business plans
(Periman, 2006), which affects the employee
job satisfaction and retention (Havlovic, 1991;
Newaz, Ali, & Akhter, 2007). This scenario
has created an urge for the private university
policy makers to identify and evaluate the un-
derlying situations and reasons and has
brought them to the consideration of the QWL
issue. Faculty members play the key role in
manipulating their services through providing
better education and building the nation, thus
faculty turnover has a crucial effect on the ul-
timate education system of any country
(Hasan, Chowdhury, & Alam, 2008). Due to
the importance of this sector, it is a necessity
to assess the QWL of the faculty members of
private universities. Because if any employee
feels that QWL is not adequate in the organi-
zation, he or she may leave the job and seek
a better QWL. It is accepted that through
good human resources practices an organi-
zation can lead to a high QWL for the em-
ployees, which increases the performance and
satisfaction level of employees and ultimately
lowers the intention to leave the job. As QWL
can help ensure better employee commitment
and retention, the primary concern of the study
is to examine the QWL of faulty members in
private universities in Bangladesh.

OBJECTIVES OF THE STUDY

The study purports to explore and gain
abetter understanding of the QWL of faculty
members of the private universities in
Bangladesh. By conducting this study, the
findings should help both management and
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faculty members of the private universities to
understand QWL, which is an emerging is-
sue in human resource management. Specifi-
cally, the objectives are to,

« investigate which factors affect the
overall perception of QWL of the faculty
members;

o examine the problem areas of QWL
in private universities of Bangladesh;

« explore whether there is any signifi-
cant difference among the faculty members’
perception about QWL issues due to the dif-
ferences in gender, faculty, teaching experi-
ence, job position, marital status, etc.

LITERATURE REVIEW
QWL and its Dimensions

The evolution of QWL began in the late
1960s emphasizing the human dimensions of
work that was focused on the quality of the
relationship between the worker and the
working environment (Rose, Beh, Uli, & Idris,
2006). QWL is a concept of behavioral sci-
ence, and the term was first introduced by
Davis at the Forty-Third American Assembly
on the Changing World of Work at Columbia
University’s Arden House. The selected par-
ticipants assembled there concluded in their
final remarks that “improving the place, the
organization, and the nature of work can lead
to better work performance and a better qual-
ity of life in the society” (Gadon, 1984; Wyatt
& Wah, 2001; Sadique, 2003; Islam &
Siengthai, 2009). Since the phrase was pio-
neered, the method of defining QWL has var-
ied and encompassed several different per-
spectives (Loscocco & Roschelle, 1991).
Robbins (1989) defined QWL as “a process



An Evaluation of the Quality of Work Life: A Study of the

by which an organization responds to em-
ployee needs by developing mechanisms to
allow them to share fully in making the deci-
sions that design their lives at work™. Accord-
ing to Feuer (1989) QWL can be described
as the way an individual perceives and evalu-
ates the characteristics intrinsic to his/ her past
experience, education, race and culture. Lau
and Bruce (1998) defined QWL as the work-
place strategies, operations and environment
that promote and maintain employee satis-
faction with an aim to improving working con-
ditions for employees and organizational ef-
fectiveness for employers.

It is difficult to best conceptualize the
QWL elements (Seashore, 1975). Walton
(1975) proposed eight major conceptual cat-
egories relating to QWL as (1) adequate and
fair compensation, (2) safe and healthy work-
ing conditions, (3) immediate opportunity to
use and develop human capacities, (4) op-
portunity for continued growth and security,
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(5) social integration in the work organiza-
tion, (6) constitutionalism in the work organi-
zation, (7) work and total life space and (8)
social relevance of work life (see Table 1).
QWL efforts include the areas of personal
and professional development, work rede-
sign, team building, work scheduling, and to-
tal organizational change (Gadon, 1984). The
key elements of QWL include job security,
job satisfaction, better reward system, em-
ployee benefits, employee involvement and
organizational performance (Havlovic, 1991).

According to Lau and Bruce (1998) QWL
isadynamic multidimensional construct that cur-
rently includes such concepts as job security,
reward systems, training and career advance-
ments opportunities, and participation in deci-
sion making. Arts, Kerksta and Zee (2001) fo-
cused on the following factors: job satisfaction,
involvement in work performance, motivation,
efficiency, productivity, health, safety and wel-
fare at work, stress, work load, burn-out, etc.

Table 1: Walton’s Criteria and Indicators of QWL

Criteria Indicators of QWL
1. Fair and appropriate | - Internal and external fairness - Allotment of productivity profits
compensation - Justice in the compensation - Proportionality between wages

2. Work conditions

Reasonable hours of working
Safe and healthful physical
environment

Absence of unhealthy

3. Use and development
of capacities

Autonomy
Relative self-control

Multiple qualities
Information on the total process

4. Chance of growth
and security

Possibility of career
Personal growth

Perspective of wage advance
Job Security

5. Social integration in

Absence of prejudice

Relationship

the organization Equality - Communitarian sense
Mobility
6. Constitutionalism Rights of protection to the worker | - Freedom of expression
Personal privacy - Impartial treatment
Labor laws
7. Work and the total Balanced paper in the work - Few geographic changes
space of life Stability of schedules - Time for leisure of the family

8. Social relevance of
the work in the life

Image of the company
Social responsibility of the
company

Responsibility for the products
Job practices

Source: Campos and Souza (2006)
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According to Saraji and Dargahi (2006), QWL
refers to the things an employer does that add
to the lives of employees. Those “things” are
some combination of benefits explicit and im-
plied tangible and intangible that make some-
where a good place to work. According to
Royuela, Tamayo and Surifiach (2007), the
European Commission (EC) proposed ten di-
mensions for QWL, which are (1) intrinsic job
quality, (2) skills, life-long learning and career
development, (3) gender equality (4) health and
safety at work, (5) flexibility and security, (6)
inclusion and access to the labor market, (7)
inclusion and access to the labor market, (8)
social dialogue and worker involvement, (9) di-
versity and non-discrimination, and (10) overall
work performance. Skinner and Ivancevich
(2008) urged that QWL is associated with ad-
equate and fair compensation, safe & healthy
working conditions, opportunities to develop hu-
man capacities, opportunities for continuous
growth and job security, more flexible work
scheduling and job assignment, careful attention
to job design and workflow, better union-man-
agement cooperation, and less structural super-
vision and development of effective work teams.
According to Sadique (2003), ahigh QWL ex-
ists when democratic management practices are
prevailing in an organization and all the manag-
ers, employees, workers, union leaders share
organizational responsibility. QWL is defined as
the favorable condition and environment of em-
ployees’ benefits, employees’ welfare and man-
agement attitudes towards operational workers
as well as employees in general (Islam &
Siengthai, 2009).

Importance of QWL
A low QWL may affect the quality of ser-

vices and organizational commitment (Von de
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Looi & Bender, 1995). This indicates that
employees who commit themselves fully to
achieving the organization’s objectives should
experience a high Quality of Work Life
(Kotze, 2005). Employees who feel a great
deal of work related well-being and little job
distress are expected to have a good QWL
(Riggio, 1990). It is evident from past re-
searches that QWL programs can lead to
greater self-esteem and improved job satis-
faction (Suttle, 1977) and satisfied employ-
ees are more likely to work harder (Yoon &
Suh, 2003) and provide better services, which
can lead to increased customer satisfaction
(Johnson, 1996; Griffith, 2001). On the other
hand, absence of QWL leads to dissatisfac-
tion with the job, absenteeism, lack of moti-
vation and morale, increased accident rates,
lack of productivity, etc., which are the ma-
jor reasons for poor organizational perfor-
mance (Stephen & Dhanapal, 2012). As
Walton (1975) mentioned, “dissatisfaction
with working life is a problem which affects
almost all workers at one time or another, re-
gardless of position or status. The frustration,
boredom, and anger common to employees
disenchanted with their work life can be costly
to both individual and organization”.

Singh and Srivastav (2012) linked QWL
with organizational and individual efficiency
in their recent work. According to these schol-
ars, “a good QWL leads to enhanced orga-
nizational efficiency as well as individual effi-
ciency of employees. Organizational efficiency
is enhanced through better working condi-
tions, improvement in organizational environ-
ment, reduction in costs and improved pro-
ductivity. Individual efficiency and productiv-
ity is enhanced and leads to the development
of competencies at work through HR prac-
tices leading to enhanced motivation, job com-
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mitment and satisfaction”.
Past Researches on QWL in Bangladesh

In Bangladesh, there were not many di-
rect studies on QWL. Moreover most of the
research did not explore the QWL among the
faculty members of private universities. Ac-
cording to Uddin, Islam and Ullah (2006),
with QWL being a relatively new concept,
most of the work done in this area is rather
theoretical, dealing mainly with its proper
identity, its dimensions and its measuring meth-
ods. Most studies focus on the relationship
of QWL with some of the result variables such
as performance, productivity, job satisfaction,
etc. (Joshi, 2007). Tabassum, Rahman and
Jahan (2010) found in their study that male
employees perceived higher QWL than their
female colleagues. In another study conducted
by the same authors, it was found that there
is a significant difference among the QWL of
the employees of local private and foreign
commercial banks of Bangladesh (Tabassum,
Rahman, & Jahan, 2011). Hoque and Rahman
(1999) found that QWL is important for job
performance, job satisfaction, labor turnover,
labor management relations which play a cru-
cial role in determining the overall well-being
of any industrial organization. They found in
their study that workers in private sector tex-
tile mills perceived significantly higher QWL
than the workers in public sector textile mills.
Islam and Siengthai (2009) found that QWL
has impact on the organizational performance
of the garments enterprises of DEPZ. Sadique
(2003) conducted a study on the employees
of sugar mills and explored a significant dif-
ference between the white collar and blue
collar employees’ QWL. Hossain and Islam
(1999) found a positive relationship between
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QWL and job satisfaction among government
hospital nurses in Bangladesh. Uddin, Islam
and Ullah (2006) also found a positive rela-
tionship between QWL and job satisfaction.
Elias and Saha (1995) found in their research
that female workers’ quality of working life
was significantly lower than that of their male
counterparts in the tobacco industry. Wadud
(1996) found that QWL was notably higher
among private sector women employees than
their counterparts in the public sector. Kumar
and Shanubhogue (1996) analyzed and com-
pared the existing and expected QWL in uni-
versities and found a considerable gap.

Private University Sector of Bangladesh

The private university sector plays an im-
portant role in developing human resources,
the economy and society of Bangladesh. Due
to the massive destruction during the lib-
eration war in 1971, the overall socio-eco-
nomic conditions of the newly born nation
were in serious turmoil. In addition, massive
destruction of the institutional infrastructure,
the high growth rate of the population, natu-
ral disasters, and political instability all made
the situation of a new nation even worst. The
huge impacts of these conditions had a pro-
found impact on every socio-economic as-
pect of the new country including the educa-
tion system (Joarder & Sharif, 2011). So the
government of Bangladesh put in a constant
effort to bolster the country’s higher educa-
tion sector. With the opening up of private
universities in 1992, the number of private uni-
versities reached a total of 54 (UGC, 2008).
Bangladesh in this regard, has been a very
successful nation in terms of expanding higher
education in the private sector within a short
span of time (Joarder & Sharif, 2011). Ac-
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cording to a survey in 2002, nearly 20,000
students got admission for their higher edu-
cation in private universities in Bangladesh
which indicates the growth of the private uni-
versities and the entire education system of
our country. The number has dramatically in-
creased to 1,24,267 students in 2006 (Man-
nan, 2009). In fact, the growth rate of stu-
dents’ enrolment is high in private universities
as compared to public universities (Joarder
& Sharif, 2011).

Around 4,821 full time faculty members
are working in the 51 private universities of
Bangladesh (UGC, 2008). Though such a
large number of human resources are em-
ployed in this sector, it has failed to gain rec-
ognition as sustainable an employment pro-
vider (Hasan, Chowdhury, & Alam, 2008),
as faculty turnover is high in these private uni-
versities (Akhter, Muniruddin, & Sogra,
2008). In fact, the faulty turnover rate in pri-
vate universities is much higher as compared
to public universities of Bangladesh because
of poor QWL (Mannan, 2009). Akhter,
Muniruddin and Sogra (2008) also explored
the reasons for leaving the jobs; lack of op-
portunities for career development, lack of
flexibility & freedom, lower compensation,
discrimination in rewards and benefits, con-
flict between management and faculty mem-
bers, lack of academic and research environ-
ment, limited opportunity in job designing, etc.

RESEARCH METHODOLOGY

Development of the Measuring Instru-
ments

The most common assessment of QWL is
individual attitudes (Loscocco & Roschelle,
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1991). This is because individual work attitudes
are important indicators of QWL. The ways that
people respond to their jobs have consequences
for their personal happiness and the effective-
ness of their work organizations (Rose, Beh,
Uli, & Idris, 2006). Thus a structured question-
naire was designed based on Walton’s (1975)
theory of QWL for achieving the objectives of
the study. As indicated in the literature review,
several authors and researchers (Islam &
Siengthai, 2009; Sadique, 2003; Havlovic,
1991; Royuela, Tamayo, & Suri ach, 2007)
considered Walton’s theory for determining
QWL in their studies.

The questionnaire used in the survey con-
sisted of two sections. The first section, includ-
ing 51 statements, was designed to measure the
perception by faculty members on eight dimen-
sions of QWL and job satisfaction. Respon-
dents were asked to rate their level of agree-
ment on each statement from “1” as “strongly

n disagree” to “5” as “strongly agree”. The last

section was demographic information about re-
spondents, namely: gender, age, marital status,
number of children, education level, income level,
position, years of service in the respective uni-
versity and in higher education sector. To in-
crease reliability and to assure the appropriate-
ness of the data collection instrument, the ques-
tionnaire was subject to a pilot test conducted
with 10 faculty members working in private uni-
versities in Bangladesh. The English language of
the questionnaire was reviewed. Some state-
ments were subject to a refinement of language
proficiency and to provide workplace and cul-
tural sensitivity.

Data Collection and Sampling Procedure

Data were collected by visiting the pri-
vate university premises and distributing the
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questionnaires. The questionnaires were dis-
tributed and collected within October 2010-
December 2010. Two stage cluster sampling
was considered to implement the focus of the
research interest which was obtained by first
selecting a sample of a cluster and then se-
lecting again a sample of elements in the
sampled cluster. In the present context, the
set of private universities resemble the pri-
mary sampling units and the corresponding
faculty members employed in that particular
set of universities serve the role of the sec-
ondary sampling units.

In Bangladesh, the total number of pri-
vate universities is 51 where about 4,821 full-
time faculty members are employed (UGC,
2008). Out of them, 41 private universities
are located in the capital representing the larg-
est fraction in this concern. The target popu-
lation was, then, concentrated in these uni-
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versities situating in the capital city for both
greater proportionate roles as well the con-
venience of the researchers. Out of these 41
universities, 5 were deducted from the list,
including the University in which the research-
ers are currently employed, for reducing the
subjective bias as the personal involvement is
relatively high in those 5 cases (see Table 2,
the shaded universities were eliminated from
the sample). Thus finally 41-5=36 is the re-
duced size of the “Target Population”.

The target population was divided into three
clusters in the following way so that inter-het-
erogeneity would be confirmed in the aspects
ofacademic fee, location of the university, num-
ber of admitted students and also the number of
courses. To other ways, the clusters were ex-
ternally more or less homogeneous in terms of
total number of universities and faculty mem-
bers (see Table 3). Moreover, in case of cluster

Table 2: Target population - Private Universities of Bangladesh

BRAC | NSU IUB AIUB UlU EWU ULAB | SEU Daffodil | Stamford
Royal | Northern | IUBAT | SUB Asia | Prim- ASA Eastern | Ahsa- | Presi-
Pacific | asia nullah |dency
Bangla- | MIU World | Prime IBAIS | Darul BUBT | UODA |Green |Dhaka
desh Thsan
City Uttara Victoria | People’s | Asian | Islamic | South UITS
Asia
Table 3: Clustering the Target Population- Forming of Primary Sampling Unit
1* cluster Totalnumber | 2" Cluster | Totalnumber | 3" Cluster | Total number
of faculties of faculties of faculties
1 [BRAC 140 IUB 137 AIUB 235
2 |NSU 150 EWU 128 SEU 118
3|UIU 119 ULAB 47 Stamford 215
4 | Daffodil 162 Primeasia 77 Royal 22
5 |Northern 154 Ahsanullah 219 TUBAT 82
6|ASA 60 Presidency 48 SUB 65
7|Bangladesh 87 World 136 Asia Pacific 107
8 |BUBT 70 Prime 64 Dhaka 85
9 |Asian 129 IBAIS 75 City 32
10 | Victoria 21 UODA 174 Uttara 67
11 |Millennium 25 Islamic 48 UITS 81
12 | Atish 77 South Asia 29 Shanto 90
Total 1194 1182 1199
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sampling, only the sampled clusters are consid-
ered instead of taking representation from each
stratum, all three clusters were formed in such a
way that each of them can be a miniature of the
target population.

By applying the method of simple random
sampling technique procedure, the 1* cluster
was selected out of those three (see Table 3,
the shaded one). This first stage sampling unit
consists of 12 universities having a total of 1194
full-time faculty members serving.

Then in the second stage, Probability Pro-
portional to Size (PPS) sampling technique
was adapted. Considering the Confidence
Level 0f 95% and Confidence Interval of 10,
the sample size of 89 was found for 1194
full-time faculty members.

After arigorous effort by the data collec-
tion team, a total of 72 completed question-
naires were found out of 89 total distributed
questionnaires. From Victoria University no
response was found after several unsuccesful
attempts (see Table 4).

Statistical Tools of Data Analysis

The study is based on the data collected

to measure the faculty members perception
about their QWL. The measurement tool is
the “Likert scale” specially designed for rat-
ing of perception of the respondent which can
be considered as numerical scale.

Insight into the academia thus can be ex-
pressed in this quantitative basis with a continu-
ous range of information. Though the data is in
continuous format, the Probability-Probability
plot (P-P plot) gave the view that it was not
distributed normally which is very logical in the
case of measurement of opinion. At first, factor
analysis was applied for data reduction. Then,
correlation analysis was performed to know
about the feature and extent of the inherent lin-
ear relationship existing between the factors and
quality of work life. As the data do not follow
the normal distribution and the measurement was
taken on attitude and behavioral sense,
Spearmen’s rank correlation technique was ap-
plied which is suitable for ranking data and also
the test is non-parametric. Central value and dis-
persion of all factors was estimated to observe
the main characteristics of distribution. Statisti-
cal Test was performed to know about the dif-
ference existing between the independent
samples on the basis of different features of fac-

Table 4: The Secondary Sampling Unit

1**Cluster Total Number of Full-time Proportionate Size of Completed Responses

Faculty Members Sampling Units found Through Survey
1|BRAC 140 10 8
2|NSU 150 11 10
3|UIU 119 9 8
4| Daffodil 162 12 10
5| Northern 154 11 10
6| ASA 60 4 4
7| Bangladesh 87 7 4
8| BUBT 70 5 4
9| Asian 129 10 8
10| Victoria 21 2 0
11| Millennium 25 2 2
12| Atish 77 6 4
Total 1194 89 72
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ulty members. As the data do not possess the
normality criterion, non-parametric tests were
considered instead of their parametric counter-
parts. Differences between two independent
samples was judged through the Mann-Whitney
testand in the same way for detecting the varia-
tion among more than two independent samples,
the Kruskal-Wallis test was applied. Lastly,
multiple regression analysis was considered as
arelevant statistical tool for finding the model
with the best parsimonious set of predictors in-
fluencing the overall QWL.

RESULTS
Profile of the Respondents

Seventy-two valid responses were re-
ceived at the end of December 2010. Re-
spondents are full-time employees in private
universities of Bangladesh. Male and female
constitutes 50% and 50% respectively;
55.6% were aged between 21 to 30 years,
37.5% respondents aged between 31 to 40
years and 6.9% respondents aged between
41 to 50 years. Three-forth of the respon-
dents (75%) were married. About 8.3% re-
spondents obtained were Bachelor’s degree
holders, 83.3% completed Master’s degree,
and the rest were PhD holders. In terms of
job titles, about 70.8% respondents hold a
Lecturer job position and 20.8% are Senior
Lecturers. About 45.8% of respondents are
from the Business Administration department
and 27.8% are from the Arts department.
About 36.1% of the respondents get TK 21,
000 - TK 30,000 as salary. According to the
sample, 79.2% of the respondents have been
serving in the current university for 1to 5
years. Infact, 79.2% of the respondents have
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been in the teaching profession for 1 to 5
years. It is found that around 28% of the re-
spondents have either one or two children.

Validity and Reliability Analysis

Hair, Black, Babin, Anderson and Tatham
(2007) defined the validity as “the degree to
which a measure accurately represents what it
is supposed to”. Validity is concerned with how
well the concept is defined by the measure(s).
There are three types of validity; content valid-
ity, predictive validity, and construct validity
(Siddiqi, 2010). Content validity is the assess-
ment of the correspondence between the indi-
vidual items and concept (Duggirala, Rajendran,
& Anantharaman, 2008). Content validity is also
known as face validity (Malhotra, 2010). This
study addresses content validity through the re-
view of literature and adapting instruments used
in previous research.

Reliability differs from validity in that it
relates not to what should be measured, but
instead to how it is measured. Reliability is
the extent to which a variable or set of vari-
ables is consistent in what it is intended to
measure (Hair, Black, Babin, Anderson, &
Tatham 2007). As the current study uses mul-
tiple items in all constructs, the internal con-
sistency analysis method is applied.

The Cronbach alpha with acceptable cut
off point at 0.70 demonstrates that all attributes
are internally consistent (Fujun, Hutchinson, Li,
& Bai, 2007). The Cronbach alpha value for
this study is 0.962 including all the item scales,
which meets the criteria of cut off point. In fact,
all the individual dimensions under QWL meet
the criteria of cut-off point according to the in-
ternal consistency reliability, as all the values of
Cronbach alpha are greater than 0.70. Thus all
the item scales and dimensions of the study are
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reliable. Table 5 represents the Cronbach alpha
value of all the dimensions. To decide whether
to continue with all the dimensions, principal
component analysis is conducted with a varimax
rotation. The Kaiser-Meyer-Olkin (KMO)
measure of sampling adequacy and the Bartlett’s
test of sphericity are pursued to test the fitness
of the data. A KMO value greater than 0.5 is
accepted.

According to the KMO test result and
Bartlett’s test result as presented in Table 6,
it can be ascertained that the samples are ad-

equate enough to conduct further statistical
analysis, as the KMO test value for all the
dimensions are greater than 0.60. In fact, the
Bartlett’s test of sphericity supports the re-
sults of KMO’s sampling adequacy test, as
all the values are significant at 0.01.

Estimation of Centre and Dispersion
Measure

Table 7 represents the descriptive mea-
sures for all the dimensions of QWL and job

Table 5: Cronbach alpha and Mean of QWL dimensions

Dimensions of QWL Mean Cronbach Alpha
Adequate and fair compensation 2.86 0.795
Safe and healthy working conditions 314 0911
Opportunity for continued growth and security 2.70 0.895
Opportunity to use and develop human capacities 2.99 0.707
Social integration in the work organization 311 0.792
Constitutionalism in the work organization 3.07 0.840
Work and total life space 2.99 0.847
Social relevance of work life 342 0.889
Overall QWL 344 0.962
Table 6: KMO Measure of Sampling Adequacy Test Result
Kaiser-Meyer-Olkin Bartlett’s Test of
Dimensions of QWL Measure of Sampling Sphericity Sig.
Adequacy
Adequate and fair compensation 0.638 0.000%*
Safe and healthy working conditions 0.870 0.000*
Opportunity for continued growth and security 0.840 0.000*
Opportunity to use and develop human capacities 0.771 0.000*
Social integration in the work organization 0.725 0.000%*
Constitutionalism in the work organization 0.791 0.000*
Work and total life space 0.703 0.000*
Social relevance of work life 0.699 0.000*

* Significant at the 0.01 level

Table 7: Estimation of Centre and Dispersion of QWL Dimensions

Mean Std.Dev. | Min. Max.

Adequate and fair compensation 2.86 0.83 15 475
Safe and healthy working conditions 3.14 094 14 5
Opportunity for continued growth and security 2.70 092 1 457
Opportunity to use and develop human capacities 3.00 0.73 1.6 44
Social integration in the work organization 3.12 0.85 1.25 5
Constitutionalism in the work organization 3.08 0.80 1 45
Work and total life space 3.00 0.83 1.25 475
Social relevance of the work in the life 3.42 0.95 1 5
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satisfaction. The highest mean value is ob-
served in social relevance of the work in the
life dimension and the lowest mean is found
in opportunity for continued growth and se-
curity dimension. The entire distributions of
dimensions are relatively consistent as none
of them possess huge variation in observa-
tion.

Correlation between QWL and its Dimen-
sions

The Spearman correlation analysis is con-
ducted in the special case of rating of per-
ception of the respondent to identify whether
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the dimensions of QWL are related with QWL
and also to determine the extent of the rela-
tionship.

Table 8 shows that all the dimensions of
QWL are significantly correlated with it at just
1% level of significance as the p-value for each
ofthe cases is less than 0.01. The nature of
the correlation is positive for all the cases, as
the coefficient values are positive. So it can
be ascertained that an increase in all the di-
mensions of QWL, i.e. adequate and fair com-
pensation, safe and healthy working condi-
tions, opportunity for continued growth and
security, opportunity to use and develop hu-
man capacities, social integration in the work

Table 8: Correlation between QWL and its Dimensions

Variables 1 2 3 4 5 6 7 8 9
Overall QWL Correlation | 1.00
Coefficient
Sig. (1-tailed)| .
Adequate and fair Correlation | 0.62 | 1.00
compensation Coefficient
Sig. (1-tailed)| 0.00*
Safe and healthy Correlation | 0.56 | 0.62 | 1.00
working conditions Coefficient
Sig. (1-tailed)| 0.00*| 0.00
Opportunity for continue | Correlation | 0.54 | 0.56 | 0.64 | 1.00
growth and security Coefficient
Sig. (1-tailed)| 0.00*| 0.00 | 0.00
Opportunity to use and | Correlation | 0.30 | 038 | 046 | 0.63 | 1.00
develop human capacities | Coefficient
Sig. (1-tailed)[ 0.00%| 0.00 | 0.00 | 0.00
Social integration in Correlation | 039 | 026 | 042 | 049 | 055 | 1.00
work organization Coefficient
Sig. (1-tailed)] 0.00*| 0.01 | 0.00 | 0.00 | 0.00
Constitutionalism in Correlation | 0.56 | 059 | 0.60 | 0.68 | 047 | 052 | 1.00
work organization Coefficient
Sig. (1-tailed)] 0.00%| 0.00 | 0.00 | 0.00 | 0.00 | 0.00
Work and total life space | Correlation | 040 | 0.51 | 0.68 | 0.65 | 0.56 | 0.52 | 0.65 |1.00
Coefficient
Sig. (1-tailed)| 0.00*| 0.00 | 0.00 | 0.00 | 0.00 | 0.00 | 0.00 |.
Social relevance of work | Correlation | 059 | 055|056 | 0.76 | 042 | 038 | 0.61 |0.64 | 1.00
life Coefficient
Sig. (1-tailed)| 0.00%| 0.00 | 0.00 | 0.00 | 0.00 | 0.00 | 0.00 |0.00

*Correlation is significant at the 0.01 level (1-tailed).
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organization, constitutionalism in the work or-
ganization, work and total life space, and so-
cial relevance of work life can lead to an in-
crease in overall QWL.

Testing the Difference in QWL based on
Gender

According to the Mann-Whitney U test
result, it is evident that the perception of over-
all QWL differs between the male and female
faculty members in private universities in
Bangladesh. This finding is significant at 10%,
as the p-value (0.020) is less than 0.10 (see
Table 9). Besides only one dimension of
QWL, adequate and fair compensation var-

ies among the male and female faculty mem-
bers (p-value =0.014; p<0.10). In most of
the cases, the mean rank of female is greater
than that of male, which indicates increased
satisfaction of the female regarding the QWL
dimensions compared to the male.

Testing the Difference in QWL based on
Faculty/Department

From the Kruskal-Wallis test at the 10%
significance level, it is evident that the per-
ception of overall QWL varies significantly in
terms of different faculty or department of the
private universities in Bangladesh (p-value =
0.088; p<0.10) (see Table 10).

Table 9: Testing Difference in QWL Based on Gender - Nonparametric Approach

Dimensions of QWL Gender of the Mean Rank Mann-Whitney U Test
Respondlents Statistics (p-value)

Adequate and fair compensation Male 30.44 430.000 (0.014%*)
Female 42.56

Overall QWL Male 31.19 457.000 (0.020%)
Female 41.81

* Significant at the 0.10 level

Table 10: Testing Difference in QWL Based on Faculty - Nonparametric Approach

Dimensions of QWL Faculty of the Mean Rank | Kruskal-Wallis Test
Respondents Statistics (p-value)
Adequate and fair compensation Business 36.73 7.431(0.059%)
Engineering 49.05
Arts 28.02
Law 39.50
Opportunity for continued growth Business 42.64 6.374(0.095%)
and sceurity Engineering 29.82
Arts 3442
Law 25.56
Social relevance of work life Business 43.50 9.303 (0.026%)
Engineering 26.27
Arts 29.00
Law 4044
Overall QWL Business 37.20 6.555(0.088*)
Engineering 42.55
Arts 28.30
Law 45.81

* Significant at the 0.10 level
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Significant difference was found in terms
of the following dimensions of QWL; ad-
equate and fair compensation, opportunity for
continuous growth and security, and social rel-
evance of work in life (p<0.10). In most of
the cases, the Faculty/Department of Law’s
mean rank is found as greater than other fac-
ulties, which indicates an enhanced percep-
tion of employee QWL among the faculty
members of the Faculty/Department of Law
compared to the other faculties/departments.

Testing the Difference in QWL based on
Job Position

Considering that the 10% significance
level of the Kruskal-Wallis test is con-
ducted and the result indicates no significant
difference in the case of overall QWL among
different job positions in the private universi-
ties of Bangladesh (p >0.10). Although sta-
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tistically significant differences are found in
terms of some QWL dimensions; these are
adequate and fair compensation, opportunity
for continuous growth and security, and so-
cial relevance of work in life (p<0.10) (see
Table 11). The mean rank value of different
groups produce a higher satisfaction rate
among the Associate Professors regarding
most of the QWL dimensions.

Testing the Difference in QWL based on
Education

According to the Kruskal-Wallis test at
the 10% significant level, the overall QWL
does not vary based on the education of fac-
ulty members, as the p-value is greater than
0.10. But significant differences are found in
terms of two dimensions of QWL; opportu-
nity for continuous growth and security, and
opportunity to use and develop human ca-

Table 11: Testing Difference in QWL Based on Job Position - Nonparametric

Approach
Dimensions of QWL Faculty of the Mean Rank | Kruskal-Wallis Test
Respondents Statistics (p-value)
Adequate and fair compensation Lecturer 41.56 10.422 (0.015%)
Sr. Lecturer 24.50
Asst. Professor 20.17
Assoc. Professor 26.83
Opportunity for continued growth Lecturer 3732 6.309 (0.098%*)
and security Sr. Lecturer 2827
Asst. Professor 40.17
Assoc. Professor 60.00
Social relevance of work life Lecturer 39.80 7.721 (0.052%)
Sr. Lecturer 2327
Asst. Professor 41.50
Assoc. Professor 41.50

* Significant at the 0.10 level
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pacities (p <0.10) (see Table 12). In most of
the cases, the mean rank values of the PhD
holder faculty members are greater than the
other faculty members. Thus it can be ascer-
tained that PhD holder faculty members have
more positive perception regarding their QWL
and its related dimensions.

Testing the Difference in QWL based on
Experience in Teaching

In terms of teaching experience, no sig-
nificant difference is found based on the dif-

ferences in number of years in teaching pro-
fession of the faculty members (p > 0.10)
according to the Kruskal-Wallis test at the
10% significance level.

Though differences are found in terms of
three QWL dimensions; adequate and fair
compensation, social integration, and consti-
tutionalism (p < 0.10) (see Table 13). The
mean rank values indicate the faculty mem-
bers who have teaching experience of less
than 1 year are more positive about their
QWL and its related dimensions.

Table 12: Testing Difference in QWL Based on Education - Nonparametric

Approach

Dimensions of QWL Faculty of the Mean Rank | Kruskal-Wallis Test

Respondents Statistics (p-value)
Opportunity for continued growth Graduate 30.83 4.939 (0.085%)
and security Masters 3530

PhD 54.17
Opportunity to use and develop Graduate 51.00 7.748 (0.021%)
human capacities Masters 3345

PhD 52.50

* Significant at the 0.10 level

Table 13: Testing Difference in QWL Based on Teaching Experience -
Nonparametric Approach

Dimensions of QWL Faculty of the Mean Rank | Kruskal-Wallis Test
Respondents Statistics (p-value)
Adequate and fair compensation Less than 1 yr 53.19 6.875(0.076%)
ltoSyr 3491
6to 10 yr 2742
More than 10 yr 48.00
Social integration in work Less than 1 yr 53.94 7.877(0.049%)
organization ltoSyr 35.11
6to 10 yr 25.08
More than 10 yr 45.00
Constitutionalism in work Less than 1 yr 50.38 7.294 (0.063%*)
organization ltoSyr 36.35
6to 10 yr 2325
More than 10 yr 13.50

* Significant at the 0.10 level
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Testing the Difference in QWL based on
Marital Status

According to the Mann-Whitney U test
atthe 10% significant level, no significant dif-
ference is found in terms of overall QWL of
the faculty members based on the differences
in marital status. The only statistically signifi-
cant difference is found in terms of work and
total life space dimension of QWL among the
married and unmarried faculty members (p-
value =0.023; p<0.10) (see Table 14).

Multiples Regression Analysis: Seeking
the Important Dimensional Features of
QWL

To find out the predictors of QWL, a
stepwise regression method was used.
Stepwise Regression Method has been cho-
sen as it is a combined procedure using
both forward and backward elimination pro-
cedures. Based on the stepwise method used,
only three predictors were found to be as sig-
nificant in the case of multivariate analysis in
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explaining QWL. The three predictors are so-
cial relevance of work life (X)), adequate and
fair compensation (X)) and Constitutionalism
in work organization (X,). The result of the
above model in the table depicts that the es-
timated parameters are -Threshold amount
B,=0.033, Coefficients of X, = g, = 0.377,
Coefficients of X, = 8, = 0.375 and Coeffi-
cients of X; = 8, =0.339 (see Table 15).

Therefore, the estimated model is as be-
low:

Y = 0.033 +0.377X, + 0375X, +
0.340X,

Where, X =social relevance of work life,
X, = adequate and fair compensation, X, =
constitutionalism in work organization.

The Adjusted R* of the model, 0.556, im-
plies that the three predictor variables explain
about 55.6% of the variance in the QWL.
This is quite a respectable result in the practi-
cal case of data. This result reveals the fact
that all the above three predictors significantly
influence QWL in a positive way and QWL
is radically dependent on these three aspects
simultaneously.

Table 14: Testing Difference in QWL based on marital status - Nonparametric

approach
Dimensions of QWL Faculty of the Mean Rank | Mann-Whitney U Test
Respondents Statistics (p-value)
Work and total life space Single 26.81 311.500(0.023%*)
Married 39.73

* Significant at the 0.10 level

Table 15: Estimates of coefficients for the model

QWL dimension B Std. Beta t p- value
(Unstandardized | Error | (Standardized
Coefficients) Coefficients)
(Constant) 0.033 0.383 0.086 0.931
Social relevance of work life 0.377 0.136 0.327 2.759 | 0.007
Adequate and fair compensation 0.375 0.141 0.284 2.648 | 0.010
Constitutionalism 0.339 0.161 0.245 2.103 | 0.039

Notes: R =0.746; R*>=0.556; Adj. R>=0.537, Durbin-Watson = 1.671.
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DISCUSSION

In terms of the QWL of all the faculty
members of private universities in Bangladesh;
the faculty members perceive social relevance
of work life as most positive (factor mean
3.42), safe and healthy working condition as
second most positive (3.14), and social inte-
gration in work organization as third most
positive (3.11). On the other hand, the fac-
ulty members perceive opportunity for con-
tinuous growth and security most negatively
(mean value 2.70). The second most nega-
tively perceived dimension is adequate and
fair compensation (2.86) and third most nega-
tively perceived dimension is opportuni-
ties to use and develop human capacities
(2.99) and work and total life space (2.99).

Significant difference was found in terms
of overall QWL between the male and fe-
male faculty members. This finding is consis-
tent with research on QWL in the banking
industry and tobacco industry of Bangladesh
(Tabassum, Rahman, & Jahan, 2010; Wadud,
1996). The perceptions about adequate and
fair compensation also differ between males
and female faculty members. It can be quite
natural as the males in Bangladesh tend to
contribute most in the household income.

The overall QWL among the faculty mem-
bers differs in terms of different faculties/de-
partments. This may happen due to the dif-
ferences in rules, procedures, and facilities
across different faculties. Excessive work
pressure in different departments may work
as a factor for varying QWL among faculty
members. Differences are found in terms of
adequate and fair compensation, working
conditions, opportunity for continuous growth
and security, and social relevance of work in
life among the faculty members of different
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job positions. It can happen as pay packages
and growth opportunities may differ in terms
of different job positions of an organization.
Differences are found in terms of opportunity
for continuous growth and security, and op-
portunity to use and develop human capaci-
ties among the faculty members of differ-
ent education level as well. This finding
can be expected as human expectations re-
garding growth and development changes with
increased education. Differences are also
found in terms of adequate and fair compen-
sation, social integration, job assignment, re-
sponsibility and constitutionalism between the
faculty members of varied teaching experi-
ences. [t may happen as human expectations
regarding pay package, freedom to express
opinion, privacy, and interpersonal relation-
ships may vary with the accumulation of ex-
perience. Significant difference is found in
terms of work and total life space dimension
of QWL among the married and unmarried
faculty members. This finding is consistent,
as the married faculty members may need
more facilities to balance their personal and
work life.

The QWL of the faculty members is
mainly influenced by the three predictor vari-
ables; social relevance of work life, adequate
and fair compensation, and constitutionalism.
The nature of the influence is positive, which
indicates that an increase in each of these vari-
ables can lead to an increase in QWL. Thus
it can be said from an overall evaluation of
QWL that privacy, employee welfare, free-
dom to express opinion, management con-
sciousness about employee needs, competi-
tive salary, financial benefits, performance
based incentives, university reputation, equal
employment opportunity, etc. can significantly
influence a faculty member’s QWL.
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CONCLUSION, LIMITATIONS AND
FUTURE RESEARCH DIRECTION

This study provides valuable implications
for the private universities of Bangladesh that
have a growing interest in attracting and re-
taining quality faculty members to distinguish
themselves in quality education. The study re-
vealed the most positively and negatively per-
ceived QWL dimensions by the faculty mem-
bers of private universities. Thus the private
university management should consider the
policy implications based on the concerned
issues of QWL improvement. It can be said,
undoubtedly, that an improved QWL leads
to a higher level of job satisfaction, which in
turn reduces the employee turnover rate. That
is why it will help to minimize the faculty mem-
ber turnover rate that is currently prevailing in
private universities in Bangladesh.

Faculty members of private universities
play a significant role for economic growth
by contributing their knowledge, skills and
effort. So human resources policies using a
combination of well-designed QWL initiatives
for the faculty members will lead to competi-
tive advantage as it will increase the job sat-
isfaction of the faculty members. This in turn
will motivate them to perform in a superior
way, leading the universities and their stake-
holders to a better future by yielding the ex-
pected outcome.

Although there are notable contributions
from this study especially for employee re-
tention by ensuring QWL, the results of this
study need to be viewed and acknowledged
in light of its limitations. First, the sample size
was considerably low. Moreover, only a few
universities were included in this study. Thus
the findings cannot be generalized. Therefore,
future research should be conducted on a
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larger scale by considering more private uni-
versities to authenticate the faculty members’
perceptions about QWL. Furthermore, to
enhance the development of QWL initiatives
in the HRM arena, the current QWL issues
should be refined in terms of modern HR
practices.

REFERENCES

Akhter, I., Muniruddin, G., & Sogra, K. J.
(2008). “A Trend Analysis of Faculty
Turnover at the private universities in
Bangladesh: A Business School Per-
spective”. Journal of Business Stud-
ies, 4(1).

Arts, E. J., Kerksta, J., & Van-der, Zee.
(2001). “Quality of working life and
workload in home help”. Nordic College
of Caring Sciences, 12-22.

Campos, L.C.A., & Souza, A.M. (2006).
“Study of the Walton’s Criteria of Qual-
ity of Working Life using Multivariate
Analysis in a Military Organization”. Pro-
ceeding of Third International Confer-
ence on Production Research - Ameri-
cas’ Region 2006 (ICPR-AMU06).

Dargahi, H., & Yazdi, M. K. S. (2007).
“Quality of work life in Tehran University
of Medical Sciences Hospitals’ clinical
laboratories employees”. Pakistan Jour-
nal of Medical Sciences, 23(4), 630-
633.

Duggirala, M., Rajendran, C., &
Anantharaman, R.N. (2008). “Provider-
perceived Dimensions of total quality
management in  healthcare”.
Benchmarking, 15(6), 693-722.

Elias, M. S. & Saha, N. K. (2005). “Envi-
ronmental Pollution and Quality of Work-

53



Ayesha Tabassum, Tasnuva Rahman and Kursia Jahan

ing Life in Tobacco Industries”. Journal
of Life Earth Science, 1(1), 21-24.

Feuer, D. (1989). “Quality of work life: a cure
for all ills?” Training: The Magazine of
Human Resources Development, 26,
65-66.

Fujun, L., Hutchinson, J., Li, D., & Bai, C.
(2007). “An empirical assessment and
application of SERVQUAL in mainland
China’s mobile communications industry””.
The International Journal of Quality
& Reliability Management, 24,(3), 244-
262.

Gadon, H. (1984). “Making Sense of Qual-
ity of Work Life Programs”. Business Ho-
rizons vol. January-February, 42-46.

Griffith, J. (2001). “Do satisfied employees
satisfy customers? Support-services staff
morale and satisfaction among public
school administrators, students, and par-
ents”. Journal of Applied Social Psy-
chology, 31(8), 1627-1658.

Hair, J., Black, W., Babin, B., Anderson, R.,
& Tatham, R. (2007). Multivariate
Data Analysis. 6™ ed. New Jersey:
Pearson Education, Inc.

Hanlon, M. D., & Gladstein, D. L. (1984).
“Improving the Quality of Work Life in
Hospitals: A Case Study”. Hospital
Health Service Administration, 29(5),
94-107.

Hasan, K. M. S., Chowdhury, M., & Alam,
M. A. (2008). “Faculty Turnover in Pri-
vate Universities of Bangladesh-A Criti-
cal Evaluation”. The Business and
Economics Review, 1(2),99-113.

Havlovic, S.J. (1991). “Quality of Work Life
and Human Resource Outcomes”. Indus-
trial Relations, 30(3), 469-479.

Hoque, M. E., & Rahman, A. (1999).
“Quality of working life & Job Behaviour

54

of Workers in Bangladesh: a compara-
tive study of private and public sectors”.
Indian Journal of Industrial Relations,
35(2), 175-184.

Hossain, M. M., & Islam, M. T. (1991).
“QWL & Job Satisfaction of GVT Hos-
pital Nurses in Bangladesh”. Indian
Journal of Industrial Relations, 35(3).

Islam, M. Z., & Siengthai, S. (2009). “Qual-
ity of work life and organizational perfor-
mance: Empirical evidence from Dhaka
Export Processing Zone”. Proceeding
of ILO Conference on Regulating for
Decent Work. Geneva: International
Labour Office.

Janes, P., & Wisnom, M. (2010). “Changes
in Tourism Industry Quality of Work Life
Practices”, Journal of Tourism Insights,
1(1).

Joarder, M. H. R., & Sharif, M. Y. (2011).
“Faculty Turnover in Private Universities
in Bangladesh: The Tripartite Investiga-
tion”. Proceeding of the International
Conference on Social Science, Eco-
nomics and Art 2011, Hotel Equatorial
Bangi-Putrajaya, Malaysia, 14 - 15 Janu-
ary 2011.

Johnson, J. W. (1996). “Linking employee
perceptions of service climate to customer
satisfaction”. Personnel Psychology,
49(4), 831-851.

Joshi, R. J. (2007). “Quality of work life of
women workers: role of trade unions”.
Indian Journal of Industrial Relations.

Kanagalakshmi, L., & Devei, N. B. (2003).
“A Study on Perception of Quality of
Work Life among Textile Manufacturing
Workers in Tirunelveli”. http://www.
1230ye.com. January 10, 2010.

Kotze, T. (2005). “The nature and develop-
ment of the construct ‘quality of work



An Evaluation of the Quality of Work Life: A Study of the

life’”. Acta Academica, 37(2), 96-122.

Kumar, H., & Shanubhogue, A. (1996).
“Quality of Work Life-An Empirical Ap-
proach”. Manpower Journal, 32(3), 17-
32.

Lewis, D., Brazil, K., Krueger, P., Lohfeld,
L., & Tjam, E. (2001). “Extrinsic and In-
trinsic Determinants of Quality of Work
Life”. Leadership in Health Service,
14(2), 9-15.

Lau, R. S. M., & Bruce, E. M. (1998). “A
win-win paradigm for quality of work
life and business performance”. Human
Resource Development Quarterly, 9(3),
211-26.

Lau, T., Wong, Y.H., Chan, K.F., & Law,
M. (2001). “Information Technology and
the Work Environment-Does it Change
the Way People Interact at Work™. Hu-
man Systems Management,20(3),267-
280.

“Influences on the quality of work and
non-work life: two decades in review””.
Journal of Vocational Behavior, 39(2),
182-225.

Malhotra, N. (2010). Marketing Research:
an applied orientation, 6™ ed. Boston:
Pearson Education.

Mannan, A. (2009). Higher Education in
the 21°" Century Bangladesh. Paris:
UNESCO.

Newaz, M. K., Ali, T., & Akhter, 1. (2007).
“Employee Perception Regarding Turn-
over Decision- In Context of Bangladesh
Banking Sector”. BRAC University
Journal, 4(2), 67-74.

Periman, S. L. (2006). “Human Resource
Innovators, integrating quality of work life
into organizational performance”. http://
www.quaiindia.com. Retrieved on Janu-

Faculty Members of Private Universities in Bangladesh

ary 152010.

Rose, R. C.,Beh, L. S., Ulj, J., & Idris, K.
(2006). “Quality of Work Life: Implica-
tions of Career Dimensions”. Journal of
Social Sciences, 2(2), 61-67.

Robbins, S. P. (1989). Organizational Be-
havior: Concepts, Controversies, and
Applications. New Jersey: Prentice Hall.

Riggio, R. E. (1990). Introduction to indus-
trial/ organizational psychology,
Glenview, Illinois: Scott, Foresman and
Company.

Royuela, V., Tamayo, J. L., & Suri ach, J.
(2007). “The institutional vs. the aca-
demic definition of the quality of work life.
What is the focus of the European Com-
mission?” Research Institute of Applied
Economics, Working Papers 2007/13,
Geneva: AQR-IREA Research Group,
University of Barcelona.

a Ruzevicius, J. (2007). “Working Life Quality
Loscocco, K. A., & Roschelle, A. R. (1991).

and Its Measurement”. Forum Ware In-
ternational, 2.

Sadique, Z. (2003). “Quality of Work Life
among White Collar and Blue Collar
Employees”. Journal of the Institute of
Bangladesh Studies, 26, 169-174.

Saraji, G. N., & Dargahi, H. (2006). “Study
of Quality of Work Life (QWL)”. Ira-
nian Journal of Publication Health,
35(4), 8-14.

Seashore, S. E. (1975). “Defining and mea-
suring the quality of working life.” In Davis
LE and Cherns AB (Eds.), The quality
of working life, New York: The Free
Press, pp. 105-118.

Siddiqi, K.O. (2010). “Interrelations between
service quality attributes, customer satis-
faction and customer loyalty in the retail
banking sector in Bangladesh”. Proceed-
ing of International Trade & Academic

55



Ayesha Tabassum, Tasnuva Rahman and Kursia Jahan

Research Conference (ITARC), London
2010.

Singh, T., & Srivastav, S.K. (2012). “QWL
and Organization Efficiency: a Proposed
Framework™. Journal of Strategic Hu-
man Resource Management, 1(1), 1-
13.

Sink, D. S., & Tuttle, T. C. (1989). Plan-
ning and Measurement in Your Orga-
nization of the Future. Norcross, GA:
IE Press.

Skinner, S. J., & Ivancevich, J. M. (2008).
Business for the 21" Century.
Homewood, Boston: IRWIN.

Stephen, A., & Dhanapal, D. (2012). “Qual-
ity of Work Life in Small Scale Indus-
trial Units: Employers and Employees
Perspectives”. European Journal of
Social Sciences, 28(2),262-271.

Straw, R. J., & Heckscher, C. C. (1984).
“QWL: New working relationships in the
communication industry”. Labor Studies
Journal, 9, 261-274.

Suttle, J. L. (1977). “Improving life at work
problems and prospects”. In J. R. Hack-
man & J. L. Suttle (Eds.), Improving life
at work: Behavioral science ap-
proaches to organizational change,
California: Good Year, pp. 1-29.

Tabassum, A., Rahman, T., & Jahan, K.
(2011). “A Comparative Analysis of
Quality of Work Life among the Employ-
ees of Local and Foreign Banks in
Bangladesh”, World Journal of Social
Science, 1(1), 17-33.

Tabassum, A., Rahman, T., & Jahan, K.
(2010). “Quality of Work Life Among
The Male And Female Employees of Pri-
vate Commercial Banks in Bangladesh”.
Proceedings of The International Con-
ference on Business Competencies in

56

a Changing Global Environment,
South East University, Dhaka, 23 De-
cember 2010.

UGC. (2008). University Grant Commis-
sion (UGC) Profile. Dhaka: UGC.
Uddin, M. T., Islam, M. T., & Ullah, M. O.

(2006). “A Study on the Quality of
Nurses of Government Hospitals in
Bangladesh”. Proc. Pakistan Acad. Sci-

ence, 43(2), 121-129.

Von de Looi, J. F., & Bender, J. (1995).
“Not just money: quality of working life
as employment strategy”. Health Man-
power, 21(3), 27-33.

Walton, R. E. (1975). “Criteria for Quality of
Working Life”. In Davis LE and Cherns
AB (Eds.), The quality of working life,
New York: The Free Press, pp. 99-104.

Wadud, N. (1996). “Job Stress & QWL
Among Working Women”. Bangladesh
Psychological Studies, 6,31-37.

Wyatt, T. A., & Wah, C. Y. (2001). “Per-
ceptions of QWL: A study of Singaporean
Employees Development”. Research and
Practice in Human Resource Manage-
ment, 9(2), 59-76.

Yoon, M. H., & Suh, J. (2003). “Organiza-
tional citizenship behaviors and service
quality as external effectiveness of con-

tact employees”. Journal of Business
Research, 56(8),597-611.





