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INTRODUCTION 

 “ Quality of work life improvements are defined as any activity which takes place at every level of an 

organization, which seeks greater organizational effectiveness through the enhancement of human dignity 

and growth… a process through which the stake holders in the organization and management, union and 

employees learn how to work together better … to better… to determine themselves that actions, changes 

and improvements are desirable and workable in order to achieve the goals of an organization”. 

Quality of Work Life refers to the relationship between a worker and his environment, adding the human 

dimensions to the technical and economic dimensions. Within which work is normally viewed and designed. 

� Focuses on problem of creating a humane working environment. 

� Creation of more involving, satisfying and effective jobs and work environment for the people at all 

levels of the organization. 

� Brings together needs and development of the people to the organization. 

� This prospective is needed to understand how the world of work can be adoptively evolved in order 

to cope with the uncertainty, complexity and turbulence of the environment in which it is immersed. 

 Rationale for the Study 

The extent to which managers recognize QWL and its potential advantages and disadvantages defines an 

organization’s approach towards employee’s efficiency.  No organization in this world of globalization 

would survive with taking care of out quality of work. It is the duty of the management to critically 

evaluate the benefits of quality of Work life in their organization. On the other hand the management 

should put in place conditions which would enhance the workforce diversity in their organizations, more 

especially in their strategies formulation on the diversity of workforce. Hence, with the good quality of the 

work life for employees, the organization would be internally and externally competitive. 

 Scope of the Study 

The study focused on the quality of work life in the Software companies. It focuses on the work style of 

employee in an organization. The study explains the employee efficiency of working and it determines the 

employee abilities to their work. 

Objectives of the study 

1. To know the quality of work life in Software companies 

2. To bring about improvement in quality of a product or service by forming groups and using the 

ideas and thoughts of the group. 

3. To find out effects of quality of work life initiatives on employees. 

4. To find out way to improve quality of work life 

Research Methodology 
Research Design: The research design used in this research is partly exploratory (secondary data) and 

partly descriptive (primary Data) in nature. 
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5. Sample size: The sample size of about 100 employees was taken for the Study 

6. Data Collection: 

Data was collected from employee from different departments in an Organization. 

7. Primary Data: 

The primary data was collected through questionnaire. About 100 employees would be taken 

from four Selected software Companies for the Study. 

8. Secondary Data: 

The secondary data was collected from journals, magazines, text books, websites and other 

publications. 

Data analysis  

9. Statistical tool such as Cross tabulation, charts, graphs, percentages and may be used to analyze 

the collected. Data. 

Period of the study:  about 50 days 

 Limitations of the Study 

The following are the Limitations of the Study. 

1. The period of the study is limited to 50 days. 

2. As the data will be collected during the working hours of the employees, they may not respond 

promptly. 

3. This research will be limited to about 100 Employees of Selected Software companies at 

Hyderabad. 

4. The Data collected may become outdated in future as employees opinion changes. 

5. Scope of further Research 

The Study helps in knowing the impact of Quality of work life on Performance of software Companies. In 

today's fast-paced work environment a successful organization is one where quality of work life can have 

both positive and negative outcomes in organizations. In terms of organizational learning, organizations 

are still stuck on the problem of getting people to value diversity and have not yet determined ways to 
utilize and exploit it. Managing Quality of work in organizations absolutely dependent upon the 

acceptance of some primary objectives to which employees are willing to commit, such as the survival of 

the firm so this study will be a touch bearers for other companies and individuals to follow. 

LITERATURE REVIEW 

The Quality of work life movement provides a value frame work and a philosophy which has a long term 

implication for the human development and enrichment. It tries to balance both the work and family life. 

Hence integrated approach with regard to Quality of work life is required for the success of an individual 

and an organization. This underlines the necessity of searching studies on the nature of human relations 

and the problems of human relations and the problems of human behavior in the organization and suggest 

measures to cope with the problems. Hence, an in depth on aspects like Quality of work life can throw 

light on many non-identified aspects of human behavior which may help in understanding the issues 
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involved and improving the overall performance of these organizations. There it is found that there is need 

to study in greater detail about the topic. 

Software organisations are increasingly becoming more important for developed as well as developing 

economies. Indian software organisations had a phenomenal growth in the last decade and are expected to 
play a much bigger role in the next millennium in the growth of Indian economy. This growth has been 

due to availability of highly competent and cost competitive software professionals in India. These unique 

advantages have led to Indian software organisations becoming problem solvers and subcontractors to a 

large number of fortune 500 companies. This in turn has led to Indian software professionals being in 

touch with the best of the software companies anywhere in the world. They have been learning from their 

client organisations and have become professionally more competent. Realizing that they are as good as 

the best of the software professionals anywhere in the world, the aspirations of Indian software 

professionals have been increasing on a continuous basis and they have also become more demanding. In 

fact many Indian software organisations feel that expectations of Indian software professionals are 

unrealistic and cannot be sustained for long. It is feared that if this trend continues India may soon lose its 

cost competitiveness in the software industry.  

It is in the above context that this study will explore and examine the human challenges and issues in 

Indian software organisations.  

Therefore, organizations are required to adopt a strategy to improve the employees’ ‘quality of work 

life'(QWL) to satisfy both the organizational objectives and employee needs. These case lets discuss the 

importance of having effective quality of work life practices in organizations and their impact on 

employee performance and the overall organizational performance. 

The software engineers and consultants working with the company enjoy flexibility in working 
environment that encourages creativity and skills development. For instance, flexi work timings for all, 

option to work from home for certain positions, pursuing courses or even teaching special subjects in 

schools and colleges help to provide space to individuals and pursue their passions so long as work 

objectives are not compromised. In other words, individuals set their own targets and share them with 

their colleagues and leaders who are there to help. 

No one works within narrowly defined or rigid boundaries in the company; all staff is encouraged to 

broaden their understanding of all aspects of the problem, i.e. the technical and user sides, while 

remaining engaged in the areas of their interest and expertise. This way every professional develops a 
broader vision and acquires attitudes to perform as a more responsible and committed team member, one 

who is sensitive to each other’s roles but who is not shy of making suggestions or constructive criticism. 

This study is important in the present day context as that would facilitate to focus on optimum balance 

between work and life. Adverse work-life balance policies can distress business performance in a number 

of ways.  

In a spirited labour market, employers can be a focus for better human resources by submission of work-

life balance policies together with competitive compensation packages. Work-life balance policies can 

diminish costs by enlightening employee retention rates. Work-life balance policies can boost productivity 

and profitability of the organization. Work-life balance policies can also reduce stress and contribute 

favourably to a protected and improved workplace by combating fatigue, thus tumbling the possibility of 

adverse movements of employees in the workplace. 

Numerous studies have been conducted on work-life balance. According to a major Canadian study 

conducted by Lowe (2005), 1 in 4 employees experience high levels of conflict between work and family, 

based on work-to-family interference and caregiver strain. If role overload is included, then close to 60 
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percent of employees surveyed experience work-family conflict. Today’s workers have many competing 

responsibilities such as work, children, housework, volunteering, spouse and elderly parent care and this 

places stress on individuals, families and the communities in which they reside. Work-life conflict is a 

serious problem that impacts workers, their employers and communities. It seems that this problem is 

increasing over time due to high female labour force participation rates, increasing numbers of single 

parent families, the predominance of the dual-earner family and emerging trends such as elder care. It is 

further exasperated with globalization, an aging population, and historically low unemployment.   The 

Negative Effects of Work Life Conflict Long work hours and highly stressful jobs not only hamper 

employees’ ability to harmonize work and family life but also are associated with health risks, such as 

increased smoking and alcohol consumption, weight gain and depression. Work life conflict has been 

associated with numerous physical and mental health implications. According to a 2007 study by Duxbury 

and Higgins, women are more likely than men to report high levels of role overload and caregiver strain. 

This is because women devote more hours per week than men to non-work activities such as childcare, 

elder care and are more likely to have primary responsibility for unpaid labour such as domestic work. 

Furthermore, other studies show that women also experience less spousal support for their careers than 

their male counterparts. Although women report higher levels of work-family conflict than do men, the 

numbers of work-life conflict reported by men is increasing. Work-life conflict has negative implications 

on family life. According to the 2007 study by Duxbury and Higgins, 1 in 4 Canadians report that their 

work responsibilities interfere with their ability to fulfil their responsibilities at home.Employees, 

especially the younger generation who are faced with long hours, the expectations of 24/7 connection and 

increasing pressure of globalization are beginning to demand changes from their employers. Also, people 

in the elderly employee segment are working longer now than in the past and are demanding different 

work arrangements to accommodate their life style needs.   Current Practices  

DATA ANALYSIS AND INTERPRETATION                                                                                                                                                                    

1How motivating is the work environment in your organization? 

a) extremely motivating b) Fairly motivating  

c) Neither motivating nor demotivating d) Demotivating  

e)Highly demotiving 

OPTIONS NO OF PERSONS 

extremely motivating 31 

Fairly motivating 36 

Neither motivating nor demotivating 15 

Demotivating  12 

Highly demotiving 6 

                Table 4.2 

                                                                    
Figure4. 2 
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Interpretation: 

According to the graph, 31 respondents feel that the work environment is extremely motivating, 36 

respondents feel as fairy motivating. 18 respondents feel that the work environment is not motivating. The 

remaining 15 respondents have not stated whether the work environment is motivating or demotivating.  

2.What is your level of satisfaction with the working conditions provided by your organization. 

a) Highly satisfied b) Satisfied  c) Neither satisfied nor dissatisfied  

d) Not satisfied e) Not at all satisfied 

OPTIONS NO OF PERSONS 

 Highly satisfied 32 

Satisfied  43 

Neither satisfied nor dissatisfied 17 

Not satisfied 5 

Not at all satisfied 3 

                                                                   Table 4.3 

 

                                                              Figure 4.3 

Interpretation: 

From the above graph, we can see that the 75 respondents are satisfied with the working conditions provided 

by the organization while 8 respondents are not satisfied with the same. 17 respondents had not responded 

pertaining to the working conditions provided in the current organization.  

3. Do the departments in your organization cooperate with each other? 

a) Yes     b) No 

OPTIONS NO OF PERSONS 

Yes   18 

No 82 

                                                         

Table4. 4 
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                                                                                    Figure 4.4 

Interpretation: 

Almost 82% Departments support with other departments in the organizations while only 18% Departments 

does not support each other.  

4. There is a harmonious relationship with our colleagues in your organization. 

a) Strongly agree   b) Agree c) Neither agree nor disagree 

d) Disagree   e) strongly disagree 

OPTIONS NO.OF PERSONS 

Strongly agree 23 

Agree 36 

Neither agree nor disagree 20 

Disagree  12 

Strongly disagree 9 

                                                             Table 4.5 

 

                                                       Figure 4.5 
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Interpretation: 

From the above graph, 23 respondents strongly agree that they are maintaining pleasant relationship with the 

colleagues in the organization and 36 respondents agree with the same. While 12 respondents disagree and 9 

strongly disagree that the relationship is not harmonious with the colleagues in the organization. 

5. How far training programmes helps an employee to achieve the required skill for performing the job 

efficiently? 

a. Very little   b. little  c. To some extent  

d. Up to the mark  e. fully  

OPTIONS NO OF PERSONS 

Very little 27 

. little  31 

To some extent 19 

Up to the mark 14 

. fully 9 

                                                                    Table 4.7 

 

                                                                Figure 4.7 

Interpretation: 

From the above graph, only 9 respondents feel that the training programs help employees to achieve the 

required skill for performing the job efficiently. 14 respondents feel that they can help employee perform 

the job up to the mark. 19 respondents feel the training helps to extent and the 58 other employees feel that 

there is a little impact of training on the performance. 

6. Do you think the training programmes helps in improving relationship among employees? 

a) Yes     b) No 

OPTIONS NO OF PERSONS 

Yes 85 

 No 15 

                                                                      Table 4.8 
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                                                                                      Figure 4.8 

Interpretation: 

From the above graph, 85% of the respondents confirm that the training programs improve relationships 

while 15% of the respondents disagree that the training programs will not improve relationships.  

7. How would you rate the training programmes overall? 

            Very useful     5     4  3  2  1 little use 

OPTIONS NO OF PERSONS 

Very useful      41 

Useful 29 

Neutral 17 

Little bit use full 9 

Not at all use full 4 

                                                                 Table 4.9 

 

 

                                                                      Figure 4.9 
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Interpretation: 

From the above pie chart, it is shown that 41% of the respondents feel it as very useful, 29% of the 

respondents feel it as useful, 17% of them to some extent, 9% of the respondents to a little bit and 4 % of the 

respondents feel it as not at all useful.  

8 Ultimately what is your opinion regarding Quality of work life in your organization 

a) Excellent   b) Fair   c) Average 

d) Poor   e) Too Bad 

OPTIONS NO OF PERSONS 

Excellent 41 

Fair  36 

Average 12 

Poor  6 

Too Bad 5 

                                                          Table 4.11 

 

                                                                    Figure 4.11 

Interpretation: 

From the above graph, 41 respondents feel that the quality of work life in the organization is excellent, 36 

respondents feel it as fair, 12 respondents as average, 6 respondents as poor and the remaining 5 respondents 

as too bad.   

FINDINGS 

1. Most of the respondents have been working in the organization for more than 2years and they feel 

that their work environment is motivating and are satisfied with the working conditions. 

2. Up to half of the employees feel that the training programs conducted help them to a little extent in 

performing their job efficiently and to a great extent in improving relationship among themselves. 

Overall, they feel that the training programs are useful to them. 

3. The employees feel that they are given adequate and fair compensation for their work and their 

organization does a good job of linking rewards to job performance. There are also few employees 

who do not think so. 
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4. Considerable number of respondents does not think that their organization will pay salaries by 

considering the responsibilities at work and their work allows them to do in a particular area where 

they can do the best. 

5. The employees feel that there is a balance between the objectives stated and the resources provided 
to them. There are also some respondents who feel they are not given adequate resources. 

6. The employees are satisfied with their job and feel happy of the job security and the social security 

provided to them. 

7. The employees feel that the work life in their organization is qualitative. 

SUGGESTIONS 

1. Almost half of the respondents do not feel belonged to the organization. This may be due to various 

reasons though the impact is very much on the overall productivity and effectiveness of the organization. 

2. The employees feel that the organization does not consider the responsibilities of the employees while 

designing the salary package. The company needs to reconsider the compensation of the employees. 

4. The training programs conducted by the organization are not much effective according to the employees. 
Hence the organization needs to attend this problem and provide solutions to the employees. 

5. Innovative measures should be adopted by the organization in order to improve the employee engagement 

and make them much satisfied with their job. 

6. There are few respondents who feel their quality of work life is average. Special care should be taken of 

such employees to increase the productivity. 

 

CONCLUSION 

The study on the quality of work life was undertaken to give an insight in to the employee work life and its 

quality. The study was taken up with an objective to study the work life of the employees and their feelings 
on their work and other related issues. It was done to throw light on the employee perception of the work 

life quality in their organization and their expectations from the organization. 

The study is done at Hyderabad in a single organization with the employees as the respondents of the study. 

The sampling technique used was convenience sampling. The study has limitations like time which were 

taken care of. 

The data collected from the primary source and the secondary sources was analyzed using appropriate  tools 

like graphs, tables etc. From the study, it was found that the work life of the employees is highly qualitative. 

They feel that their work environment is motivating, the training and other opportunities are satisfactory and 
the cooperation among the departments and the relationships are harmonious. It was also found that 

considerable number of employees opines their responsibilities are not properly rewarded. 

The organization should take care that the employees have the sense of belongingness in them. The salary 

structure should be revised and redesigned on the basis of the responsibilities being held apart from other 

factors. The employees should be allowed to work in their area of interest so that they are highly involved 

and maximum productivity is obtained. Innovative measures should be adopted continuously to make the 

employee work life qualitative. 
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