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ABSTRACT 

Quality of Work Life is very important for happy and productive workforce in organisations and their better performance. The 

Information Technology sector is a key one among services sector as it provides significant contribution to the economy.  The 

present study considers eight antecedents or factors and examines how it influences the Quality of work life among selected I.T 

sector employees.  Regression analysis is used to find the impact.  Previously all the variables included in each factor were 

validated with Cronbach alpha.  The work flexibility, interpersonal relationship and workload are found to be the important 

antecedents of Quality of work life in I.T. sector. 
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Introduction 

The quality of work life indicates the workplace environment, work nature, working interest and work atmosphere to enhance the 

productivity of employees and organization (Van, et al., 2011). The quality of work life covers not only the working atmosphere, 

but also the interpersonal relationship, supervision, and also the compensation and welfare measures offered by the organization 

(Habanen, et al., 2018). The better quality of work life results in better performance of organization (Arulsenthilkumar, et al., 

2008). The quality of work life among the employee in an organization depends on the strategy, policies, programs and processes 

of human resource management of an organization (Drobnic, et al., 2010). All these aspects indicate the importance of employees 

in the achievement of goals and objectives of an organization. It is essential to discuss the factors leading to quality of work life 

among the employees for future policy implications.  

Quality of Work life in IT sector 

Information Technology (IT) sector is one of the major sectors which provides more employment and also contribute to our GDP 

growth (Nearly 13 per cent of Indian GDP) in 2018. Since the IT sector is one of the important service sectors, it depends more on 

human resources and its productivity (Reddy and Reddy, 2010). The human capital is essential to maintain the quality of human 

resources and also their enrichment in their productivity (Lau, 2000). However, this sector faced a slowdown in last few years due 

to the rapid increase in digital technologies, cloud computing and block chain (Emadzadeh, et al., 2012). It leads to reduction of 

employment opportunities, compensation, wage stagnation and poor career development (Singh and Srivastava, 2012). Hence, the 

employees in IT sector are affected by larger extent which results in poor performance and lot of turnover (Shee and Pathak, 

2006). The association between antecedents and level of QWL among the employees are examined as significant by various 

researchers (Yadav and Khanna, 2014; Yadav et al., 2017). The hypothesis opted for the study is: 

H1: There is a significant impact of antecedents of QWL on the level of QWL among the employees in IT sector. 

Research Methodology 

Research was performed in IT sector for the study due to massive IT work force in India. The well known IT companies in 

Chennai were identified to collect the data. The research was performed in 6 IT companies namely HCL Info system, Tata 

consultancy services, Wipro Ltd., Tech Mahindra, Infosys and Cognizant technologies.  

Twenty employees per IT Company who were in the organization‟s payroll at the time of study were eligible to participative in 

this research. A self designed questionnaire was sent to all 120 employees. Only 84 employees responded the questionnaire at the 

fullest level. Hence, the data from 84 employees were chosen for the data analysis. The important tools applied to process the data 

are confirmatory factor analysis, Cronbach alpha and multiple regression analysis. The variables included in the concepts 

generated for the study are measured at five point Likert‟s scale. 

Results and Discussions 

The researcher analyzed the validity and reliability of variables in the included antecedents and the level of QWL among the 

employees initially with the help of convergent validity, content validity and internal consistency (Asgain and Dadashi, 2011). 

The criteria for convergent validity is the composite reliability and average variance are greater than 0.50 (Martel and Aupuis, 



Sambodhi Journal   ISSN: 2249-6661 
(UGC Care Journal)   Vol-43, No.-3, July to September (2020) 

Copyright ⓒ 2020Authors  Page 151 

2006). For the internal consistency, it is also greater than 0.60 (Hamann, et al., 2013). These are computed with the help of 

confirmatory factor analysis and Cronbach alpha. The present study has made an attempt to evaluate the (antecedents) factors 

leading to QWL among the in IT sector. 

Theoretical background and the concerned variables 

Quality of work life is the most important and significant for the organizational performance (Islam and Sienghai, 2009). The 

quality of work life is measured with the help of the factors related to work, content, working environment and employees‟ 

expectations from the organization (Pradhan and Pradhan, 2015). The variables included to measure the QWL are varying from 

researcher to researcher (Arif and Ilyas, 2013; Mortazavi, 2012). It also differs from one sector to another sector (Huang, et al., 

2016). The antecedents are the factors leading to determine the level of QWL among the employees (Abdullah et al., 2018). These 

are workload, work conditions, inter-personal relationship, organizational leadership, work flexibility, job security, work life 

balance and organizational culture. (Yadav and Kanna, 2014). 

In the present study, the QWL is measured with the help of ten variables. The antecedents of QWL are measured by eight factors. 

The variables in these factors are drawn from reviews (Gowrie, 2014; Colichi, et al., 2017).  

Association between the Antecedents of QWL and the Level of QWL 

Human beings are complex organizations. The satisfaction of human beings on the material wealth, social wealth, physical well 

being and psychological wellness are highly essential to establish the better QWL (Rai and Tripathi, 2015). Most of the 

researchers categorized the antecedents of QWL into three aspects namely being, belonging and becoming (Ashwini, 2014). The 

QWL depends on individuals‟ value system, social system and their cultural environment (Malini and Washington, 2014). These 

factors are playing an important role in the determination of QWL in the organization (Muindi, 2015). The results are given in 

Table.1 

TABLE 1 

Validity of variables in the Constructs  

Sl. No. Constructs No. of variables 
Cronbach 

alpha 
Composite reliability Average variance extracted 

1. Quality of work life 14 0.8414 0.8171 0.5657 

2. Work load 6 0.7902 0.7693 0.5314 

3. Working conditions  5 0.7744 0.7504 0.5233 

4. Inter-personal relationship  5 0.7542 0.7311 0.5162 

5. Organizational leadership 5 0.7644 0.7406 0.5212 

6. Work flexibility 5 0.7844 0.7644 0.5307 

7. Job Security  4 0.7224 0.7045 0.5044 

8. Work balance 6 0.8045 0.7962 0.5501 

9. Organizational culture  5 0.7944 0.7814 0.5417 

 

The variables included in the constructs developed for the study varies from 4 to 14. The Cronbach alphas of all nine constructs 

are greater than 0.60 which assures the internal consistency. The composite reliability and average variance extracted of all nine 

constructs are greater than 0.50 which assures the convergent and content validity. 

Employees’ view on Antecedents and Level of QWL in IT Companies 

The employees view on eight antecedents and the level of QWL are computed by the mean score of the variables included in each 

construct. The mean, standard deviation, coefficient of variation and „t‟ statistics are computed separately for each construct. The 

details are shown below. 

TABLE 2 

Antecedents and Level of QWL in IT Companies 

Sl. No. Constructs Mean 
Standard 
deviation 

Co-efficient of 
variation 

‘t’ statistics ‘p’ value 

1. Quality of work life 3.1441 0.5949 18.92 2.9889 0.0117 

2. Work load 3.0702 0.6245 20.34 2.3919 0.0342 

3. Working conditions  3.2996 0.5174 15.68 2.4033 0.0249 

4. Inter-personal relationship  3.0114 0.7309 24.27 2.1144 0.0502 

5. Organizational leadership 3.3441 0.5097 15.24 2.2088 0.0449 

6. Work flexibility 3.4024 0.4667 13.72 3.0117 0.0107 

7. Job Security  3.5119 0.5146 14.65 2.8244 0.0208 

8. Work balance 3.3441 0.4703 14.06 2.9179 0.0266 

9. Organizational culture  3.3089 0.4814 14.55 2.8646 0.0342 

 

The level of QWL at IT companies is only at a moderate level since its mean score is 3.1441 which replicate the findings of 

Nirmala (2010). The highly viewed antecedents of QWL among the employees are job security and work flexibility since its mean 

scores are 3.5119 and 3.4024 respectively which is similar to the findings of Almarshal (2015).  
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The lesser viewed antecedents of QWL are inter-personal relationship and work load since its mean scores are 3.0114 and 3.0702 

respectively which replicates the findings of Balwal and Balwal (2014). The mean of QWL and the all eight antecedents of QWL 

are significant at five per cent level. Hence, all the nine factors are included for further analysis. 

Influence of Antecedents of QWL on the Level of QWL among the Employees in IT Sector 

The multiple regression analysis has been administered do examine the impact of all eight antecedents of QWL on the level of 

QWL among the employees in IT companies. The results are presented in Table.3  

TABLE 3 

Regression Co-efficient of Antecedents of QWL on the Level of QWL in IT Companies 

Sl. No. Antecedents 
Unstandardized 

co-efficient 
Standard 

error 
‘t’ statistics ß Significance 

1. Work load 0.2714 0.0454 5.9779 0.2441 0.0245 

2. Working conditions  0.1709 0.1446 1.8189 0.1402 0.1408 

3. Inter-personal relationship  0.2994 0.0345 8.6783 0.2643 0.0117 

4. Organizational leadership 0.1819 0.1504 1.2094 0.1624 0.1845 

5. Work flexibility 0.3446 0.1177 2.9278 0.2969 0.0077 

6. Job Security  0.1144 0.1245 0.9188 0.0889 0.4149 

7. Work balance 0.1247 0.1088 1.1461 0.1024 0.2048 

8. Organizational culture  0.1994 0.0741 2.6909 0.1706 0.0245 

 Constant 0.4179     

 R2 0.7842     

 

The significantly influencing antecedents of QWL on the level of QWL among the employees in IT sector are workload; inter 

personal relationship, work flexibility, and organizational culture since its regression co-efficients are significant at five per cent 

level which replicates the findings of Horst et al., (2014) and Gupta et al., (2016). 

A unit increase in the satisfaction on workload, inter-personnel relationship, work flexibility and organizational culture results in 

an increase in the level of QWL in IT companies by 0.2441, 0.2643, 0.2969 and 0.1706 units respectively. The changes in the 

level of antecedents of QWL explain the changes in QWL at IT companies to an extent of 78.42 per cent since its R
2
 is 0.7842.  

The important antecedents of QWL influence on the level of QWL among the employees in IT companies are work flexibility and 

inter-personal relationship which is similar to the findings of Sharma et al., (2016), Tamini et al., (2011) and Heidarie et al., 

(2012). 

Concluding Remarks 

The study concluded the role of antecedents of QWL in the enrichment of quality of work life among the employees in IT sector. 

The important antecedents of QWL are work flexibility, interpersonal relationship and workload. The work flexibility can be 

implemented by temporal and operational flexibility. The inter personal relationship can be improved by the implementation of 

participative management. At the same time, the companies are advised to focus on the workload. If it is optimum, the 

productivity of employees can be increased. Otherwise, at affects the productivity of employees. The workload of the employees 

may be determined or modified as per the view of both employees and employers. In total, the companies are advised to seed the 

participative management culture in their companies in order to enrich the QWL and improve organizational performance.  

REFERENCES 

1. Van de Voorde, K., Paauwe, P., and Van Veldhoren, M., (2011) “Employee well being and the HRM-Organizational Performance Relationship: A review of 

Quantitative Studies”, International Journal of Management Reviews, 14(1), pp.391-407. 

2. Habanen, J.J., Peeters, M.C.W., and Schaufeli, W.B., (2018), “Different type of employee well being across time and their relationship with job crafting”, 

Journal of occupational health psychology, 23(2), pp.289-301. 

3. Arulsenthilkumar, S., Punitha, N., Nadu, T., and Trainer, S.J., (2008), “Quality of work life for employees in super markets with reference to Coimbatore”, 

National monthly referred Journal of Research in Commerce & Management, 1(5), pp.108-116. 

4. Drobnic, S., Beham, B. and Prag, P., (2010), “Good job, Good life? Working conditions and quality of life in Europe”, Social Indicators Research, 99(2), 

pp.205-225. 

5. Reddy, L.M. and Reddy, M.P., (2010), “Quality of work life of employees: Emerging Dimensions”, Asian Journal of Management Research, 72(1), 

pp.827-839. 

6. Lau, R.S.M., (2000), “Quality of work life and performance – An Investigation of Two key elements in the service profit chain model”, International 

Journal of Service Industry Management, 11(2), pp.422-437. 

7. Singh, T., and Srivastav, S.K., (2012), “Quality of work life and organization efficiency: A proposed framework”, Journal of Strategic Human Resource 

Management, 1(1), pp.1-13. 

8. Shee, H.K. and Pathak,R.D., (2006), “Managing people and technology for enhancing competitiveness”, Journal of Transactional Management, 11(1), 

pp.63-80. 

9. Yadav, R. and Khanna, A., (2014), “Literature review on quality of work life and their dimensions”, IOSR Journal of Humanities and Social Science, 
19(1), pp.71-80. 



Sambodhi Journal   ISSN: 2249-6661 
(UGC Care Journal)   Vol-43, No.-3, July to September (2020) 

Copyright ⓒ 2020Authors  Page 153 

10. Yadav, R., Khanna, A., and Singh, D., (2017), “Exploration of relationship between stress and spirituality characteristics of male and female engineering 

students: A comprehensive study”, Journal of Religion and Health, 56(4), pp.388-389. 

11. Asgari, M.H., and Dadeshi, M.A., (2011), “Determining the relationship between quality of work life and organizational commitment of Melli Bank Staff in 

West Domain of Mazandaran in 2009-10”, Australian Journal of basic and applied sciences, 5(1), pp.682-687. 

12. Martel, J.P. and Dupuis, G., (2006), “Quality of work life: Theoretical and Methodological Problems, and Presentation of a New Model and Measuring 
Instrument”, Social Indicators Research, 27(2), pp.333-368. 

13. Hamann, P.M., Schiemann, F., Bellora, L. and Guenther, P.W., (2013), “Exploring the dimensions of organizational performance: A construct validity 

study”, Organizational Research Methods, 16(2), pp.67-87. 

14. Pradhan, S., and Pradhan, R.K., (2015), “An empirical investigation of relationship and transformational leadership, affective organizational commitment and 

contextual performance”, Vision-The Journal of business perspective, 19(1), pp.227-235. 

15. Arif, S., and Ilyas, M., (2013), “Quality of work life model for teachers of private universities in Pakistan”, Quality of assurance in Education, 21(4), 

pp.282-298. 

16. Morsazavi, S., (2012), “The role of psychological capital on quality of work life and organizational performance”, Inter disciplinary Journal of 

Contemporary research in business, 4(1), pp.206-208. 

17. Yadav, R. and Khanna, A., (2014), “Employees satisfaction on quality of work life at State Bank of India”, International Conference on Humanities, 

Literature and Management, Dubai, 9-10, January. 

18. Abdullah, N.K., R.S.A., Rashid, N. Lukman, and M.Annam (2018), Quality of work life among nurses at a general hospital in Malaysia”, Economic and 

Business International Conference, 2017, (EBIC-2017) Atlantic Press. 

19. Gowrie, C., (2014), “Perceived factors than influences teachers‟ quality of work life in primary schools in one education District in Trinided and Tobago”, 
International Journal of Humanities Social Science and Education, 1(10), pp.101-113. 

20. Olichi, R.M.B., S.C.M., Bocchi, S.A.M., Lunia and R.C. Popin‟s (2017), “Interactions between quality of life at work and family: Integrative view”, 

International Archives of Medicine, 9(8), pp.1-17. 

21. Rai Rashmi and Shruti Tripathi, (2015), “A study of QWL and its influences on job performances: Anity University Noida”, Journal of Management 

Sciences and Technology, 2(2), pp.11-17. 

22. Ashwini, J., (2014), “Quality of work life evaluation among service sector employees”, Journal of business and management, 16(9), pp.1-12. 

23. Malini, H. and Washington, A., (2014), “Employees‟ motivation and valued rewards as a key to influence QWL from the perspective of expectancy theory”, 

TSM Business Review, 2(2), pp.26-32. 

24. Murindi, F., (2015), “Quality of work life, personality, job satisfaction, competence, and job performance Critical Review Literature”, European Scientific 

Journal, 11(26), pp.101-110. 

25. Normala, D., (2010), “Investigating the relationship between quality of work life and organizational commitment amongst employees in Malaysian firms”, 

International Journal of business and management, 5(1), pp.75-79. 

26. Almarshad, S.O., (2015), “A measurement scale for evaluating quality of work life: Conceptualization and Empirical Validation”, Trends in Applied 

Sciences research, 10(1), pp.143-156. 

27. Balwal, S., and Balwal, R., (2014), “Work life balance, family friendly policies and quality of work life issues: Studying employees‟ perspectives of working 
women in Oman”, Journal of International Women Studies, 15(2), pp.96-117. 

28. Horst, D.J., Broday, E.E., Bondarick, R., and Filippe, L., (2014), “Quality of work life and productivity: An overview of the conceptual framework”, 

International Journal of Management Studies and Research, 2(1), pp.87-98. 

29. Gupta, B., Hyde, A.M., and Anvesha, R., (2016), “Factors affecting quality of worklife among academicians”, International Journal of Education, 9(1), 

pp.8-19. 

30. Sharma, R., Sharma, P., and Pandey, V., (2013), “Motivation and quality of work life programmes as predictors of employee commitment: A study of service 
organization in Gwalior Region”, Journal of organization and Human Behaviour, 6(2), pp.33-42. 

31. Tamini, B.K., Yazdany, B.O. and Bojd, F.B., (2011), “Quality of work life as a function of organizational commitment and job burnout of government and 

private bank employees in Zuhedan City”, The Social Sciences, 6(1), pp.368-374. 

32. Heidarie, A., Askary, P., Saedi, S. and Gorjian, B., (2012), “Relationship between quality of work life, organizational health and commitment with job 

satisfaction”, Life Science Journal, 9(1), pp.2300-2306. 

 


