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Abstract 

About four decades have passed since the phrase “Quality of Work Life (QWL)” was 

first introduced. But in Bangladesh it is still a new concept to emerge. No initiative 

was taken to identify QWL in the private universities of Bangladesh, specially in terms 

of gender differences. Thus the study aims to make a comparative learning of the 

existing QWL between the males and female faculty members of the private 

universities through quantitative survey on 36 male and 36 female faculty members. 

The survey is conducted based on a structured questionnaire designed with 5-point 

Likert-scale. The sample includes 11 private universities. Several statistical tolls were 

applied for data analyses, i.e. factor analysis, correlational analysis, independent 

sample t-test, regression analysis, etc. The study reveals that a significant difference 

exists between male and female employees overall perception regarding QWL and 

particularly in one dimension of QWL relating to adequate and fair compensation. No 

statistically significant disparity is found in terms of the other dimensions, i.e. safe 

and healthy working conditions, immediate opportunity to use and develop human 

capacities, opportunity for continued growth and security, social integration in the 

work organization, constitutionalism in the work organization, work and total life 

space, and social relevance of work life. It is also explored that a higher QWL can 

lead to an increased job satisfaction among the faculty members. 

 

1.0 Introduction 
Quality of work life (QWL) is a philosophy, a set of principles, which holds that people 

are the most important resource in the organization as they are trustworthy, responsible 

and capable of making valuable contribution and they should be treated with dignity and 

respect (Straw & Heckscher, 1984). QWL encompasses mode of wages payment, working 

conditions, working time, health hazards issue, financial and non-financial benefits and 

management behavior towards employees (Islam & Siengthai, 2009). According to Gadon 

(1984), QWL programs have two objectives: (a) to enhance productivity and (b) to 

increase the satisfaction of employees. Thus QWL provides healthier, satisfied and 

productive employees, which in turn provides efficient and profitable organization 

(Sadique, 2003). Most organizations today view QWL as important, 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). 
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The reason behind choosing private university sector for this study is that it plays an 

important role in developing human resources and the economy of Bangladesh. Due to 

the massive destructions during the liberation war in 1971, the overall socio-economic 

conditions of the new born nation were in a huge turmoil. In addition, massive 

destruction of the institutional infrastructure, high growth rate of population, natural 

disasters, political instability all these made the situation of a new nation even worst. 

The huge impacts of these conditions had a profound impact on every socio-economic 

aspects of the new country including the education system (Joarder & Sharif, 2011). So 

the government of Bangladesh put in a constant effort to booster the country‟s higher 

education sector. With the opening up of the private universities in 1992, the number of 

private universities reached a total of 54 (UGC 2008). Bangladesh in this regard, has 

been very successful nation in terms of expanding of higher education in the private 

sector within short span of time (Joarder & Sharif, 2011). According to a survey in 2002, 

nearly 20,000 students got admission for their higher education in the private 

universities in Bangladesh. The number has dramatically increased to 1,24,267 students 

in 2006 (Mannan, 2009).  

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 

employed in this sector, it failed to gain recognition as sustainable employment provider 

(Hasan, Chowdhury & Alam, 2008), as faculty turnover is high is these private 

universities (Akhter, Muniruddin & Sogra, 2008). In fact the faulty turnover rate in the 

private universities is much higher compared to the public universities of Bangladesh 

(Mannan, 2009). Akhter, Muniruddin and Sogra (2008) also explored the reasons for 

leaving the jobs; lack of opportunities for career development, lack of flexibility & 

freedom, lower compensation, discrimination in rewards and benefits, conflict between 

management and faculty members, lack of academic and research environment, limited 

opportunity in job designing, etc. All these factors are essentially related with QWL, as 

it is mentioned earlier that QWL deals with both the intrinsic and extrinsic aspects of 

jobs. This scenario has created an urge to the private university policy makers to identify 

the underlying situations and reasons and brought them into consideration the QWL 

issue. Due to the importance of this sector, it is a necessity to evaluate the QWL of the 

faculty members of private universities. Because if employees feel that QWL is not 

adequate, they may leave the job and seek a better QWL. It has been further envisaged 

that faculty members play the key role in manipulating their services through providing 

better education and building the nation, as Hasan, Chowdhury and Alam (2008) 

mentioned that faculty turnover has an imperative effect on the ultimate education 

system. It is accepted that the organization with good human resources practices can lead 

to a high QWL for the employees, which ultimately lowers the intention of leaving the 

jobs. As ensuring QWL can ensure the employee job satisfaction and retention, the 

primary concern of the study is to explore current QWL condition in the private 

universities of Bangladesh.  
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The expansion of private higher education sector increased the female employment in 

this sector, as Akhter, Muniruddin and Sogra (2008) found in their study that female 

participation is gradually increasing in the private universities of Bangladesh. It is 

inspiring to mention here that women are increasingly emerging each year taking on the 

challenge to work in a male-dominated (Akhter, Muniruddin & Sogra, 2008), 

competitive and complex working environment of private university sector like any 

other private sectors of Bangladesh. They are contributing to business and export 

growth, supplies, employment generation, productivity, human and skill development of 

the country. Even though, women are entering into the private sector everyday, they are 

still defenseless and marginalized. Traditionally female participation in labor force has 

been restricted by social, cultural and religious norms (Baden et al 1994, Hossain & 

Kusakabe, 2005, Hafiza, 2007). It is generally viewed that female employees are 

somewhat neglected in their work places, which in turn can lead to lower level of job 

satisfaction and employee productivity (Islam & Saha n.d.). The female employees are 

found in vulnerable positions at the workplaces and gender discrimination in terms of 

pay, promotion and other facilities is visible in many private industries (Khan 2007; 

Bhuiya, 2007). Thus sex differences in particular could be described as an interesting 

issue in the socio-economic context of Bangladesh (Islam & Saha n.d.), as men are 

considered to be more powerful than their female counterparts and women are 

discriminated based on this long-established view (Hafiza, 2007). 

Given that female participation is increasing in private sector and discrimination is 

apparent in many private industries, this study aims to explore QWL among the male 

and female employees working in different private universities.  

The research problem will be addressed through these research questions: 

1. Is there any significant difference between the QWL of the male and female 
faculty members? 

2. Is the QWL of the male faculty members better than the female faculty 
members? 

3. What are the aspects of QWL that led to a better QWL among the male and 
female faculty members in the private universities of Bangladesh? 

4. What are the problem areas of QWL in the concerned private universities of 
Bangladesh? 

 
 

2.0 Objectives of the Study 

The study purports to explore and gain better understanding of QWL in the private 

universities of Bangladesh. The contribution of this study is to explore the perception of 

QWL issues among the male and female faculty members of private universities in 

Bangladesh. By understanding their perspectives, the university management can derive 

ways to improve employee productivity. By conducting this study, the findings should 
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help both management and faculty members of the private universities to understand 

QWL, the emerging issue in human resource management. Specifically, the four 

objectives are: 
 To explore whether there is any significant difference among male and female 

faculty members‟ perception over QWL issues; 
 To investigate which factors affect overall perception of QWL of male and 

female faculty members; 
 To examine the problem areas of QWL in the private universities in Bangladesh; 
 To make suggestions to university management on devising policies on QWL. 

 

3.0  Literature Review 
 

3.1 QWL and its Dimensions 

The evolution of QWL began in 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 et al, 2006). QWL is a concept of behavioral science, 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 participants 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 quality of life in the society”. 
(Gadon, 1984, Wyatt & Wah, 2001, Sadique, 2003, Rose et al. 2006, Islam & Siengthai, 
2009). Since the phrase was found the method of defining QWL varied and encompassed 
several different perspectives (Loscocco & Roschelle, 1991). Robbins (1989) defined 
QWL as "a process by which an organization responds to employee needs by developing 
mechanisms to allow them to share fully in making the decisions that design their lives at 
work”. According to Feuer (1989) QWL can be described as the way an individual 
perceives and evaluates the characteristics intrinsic to his/ her past experience, education, 
race and culture. Lau and Bruce (1998) defined QWL as the workplace strategies, 
operations and environment that promote and maintain employee satisfaction with an aim 
to improving working conditions for employees and organizational effectiveness for 
employers. 

It is difficult to best conceptualize the QWL elements (Seashore, 1975). Walton (1975) 
proposed eight major conceptual categories relating to QWL: (1) adequate and fair 
compensation, (2) safe and healthy working conditions, (3) immediate opportunity to use 
and develop human capacities, (4) opportunity for continued growth and security, (5) 
social integration in the work organization, (6) constitutionalism in the work organization, 
(7) work and total life space and (8) social relevance of work life. According to Gadon 
(1984), QWL efforts include the areas of personal and professional development, work 
redesign, team building, work scheduling, and total organizational change. The key 
elements of QWL include job security, job satisfaction, better reward system, employee 
benefits, employee involvement and organizational performance (Havlovic, 1991). 
According to Lau and Bruce (1998), QWL is a dynamic multidimensional construct that 
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currently includes such concepts as job security, reward systems, training and career 
advancements opportunities, and participation in decision making. Arts, Kerksta and Zee 
(2001) focused on the following factors:  job satisfaction, involvement in work 
performance, motivation, efficiency, productivity, health, safety and welfare at work, 
stress, work load, burn-out etc. 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 implied tangible and intangible that make somewhere 
a good place to work. According to Royuela, Tamayo and Suriñach (2007), European 
Commission (EC) proposed ten dimensions 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) 
diversity and non-discrimination, and (10) overall work performance. Skinner and 
Ivancevich (2008) urged that QWL is associated with adequate and fair compensation, safe 
& healthy working conditions, opportunities to develop human capacities, opportunities 
for continuous growth and job security, more flexible work scheduling and job 
assignment, careful attention to job design and workflow, better union-management 
cooperation, and less structural supervision and development of effective work teams. 
According to Sadique (2003), a high QWL exists when democratic management practices 
are prevailing in an organization and all the managers, employees, workers, union leaders 
share organizational responsibility. QWL is defined as the favorable condition and 
environment of employees‟ benefit, employees‟ welfare and management attitudes 
towards operational workers as well as employees in general (Islam & Siengthai, 2009). 
 

3.2 Importance of QWL 
 

Walton (1975) mentioned, “dissatisfaction with working life is a problem which affects 
almost all workers at one time or another, regardless 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.” Thus, QWL stimulates the employee 
job satisfaction (Ruzevicius 2007), and is essential for improving organizational and 
operational productivity (Sink & Tuttle, 1989). Employees who are provided with a high 
QWL are more productive, and effective (Janes & Wisnom, 2010), because QWL 
programs can improve employee morale and organizational effectiveness (Hanlon & 
Gladstein, 1984). Pay, benefits, supervisory style - these extrinsic determinants of QWL 
play a major role for job satisfaction (Lewis et. al, 2001). Moreover, QWL has direct 
impact on human outcomes and it significantly reduces absenteeism, minor accidents, 
grievances, and quits (Havlovic, 1991). It is found that employee turnover can be 
minimized with better QWL (Newaz, Ali & Akhter, 2007) as a high QWL is essential 
for organizations to continue to attract and retain employees (Saraji & Dargahi, 2006). 
Thus it can be said that 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 
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psychological results of the work which affect the employee (Arts, Kerksta & Zee, 
2001). According to Dargahi and Yazdi (2007), QWL incentives may be the most 
powerful type of reward managers can offer. Managers who help employees to improve 
their QWL at home as well as at work reap rewards in loyalty, productivity and 
retention. 
 

3.3 Past Researches on QWL in Bangladesh 

In Bangladesh, there were not much direct studies on QWL. Moreover most of the 
researches did not explore the QWL among the faculty members of private universities. 
As according 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 dimension and its measuring methods. 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 the 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, 2010). Hoque and 
Rahman (1999) found that QWL is important for job performance, job satisfaction, labor 
turnover, labor management relations which play a crucial role in determining the 
overall well being of any industrial organization. They found in their study that workers 
of the private sector textile mills perceived significantly higher QWL than the workers 
of the 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 difference 
between the white collar and blue collar employees‟ QWL. Hossain and Islam (1999) 
found a positive relationship between QWL and job satisfaction among government 
hospital nurses in Bangladesh. Uddin, Islam and Ullah (2006) also found a positive 
relationship 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 the private sector women employees than their counterparts in the 
public sector. Kumar and Shanubhogue (1996) analyzed and compared the existing and 
expected QWL in universities and found a considerable gap. 

 

3.4  Private Higher Education Industry in Bangladesh 

Since the birth of Bangladesh, with the ever-increasing population, the demand for higher 
education has increased by many-folds. After liberation war, the four higher education 
institutions along with the twenty seven newly established public universities were 
insufficient to fulfill this demand (Uddin, 2006). In order to address this rising demand, 
establishments of new higher educational institutions from private sector were also 
essential. The private universities in Bangladesh is actually an entirely new phenomenon 
dating back only to 1992 with the formation of "Private Universities Act 1992" (Mannan, 
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2009). The primary objectives of the private universities were to create more opportunities 
for higher education within the country along with public universities, as well as, partially 
prevent the outflow of foreign currency by the students going abroad for higher studies. 
From the inception, higher education in the private sector has been well accepted, and 
within a short span of time, 54 private universities have been in operations since 2008, 
where over 6000 full-time faculty members are working which reflects the tremendous 
growth of Private Universities in Bangladesh (UGC, 2008). According to Joarder and 
Sharif (2011) higher education in the private sector has made tremendous growth in terms 
of establishments. The authors observed that in terms of number of students‟ enrolment 
between public and private universities, the private universities are enjoying the superior 
position between them. The growth rate of students‟ enrolment is high at the private 
universities as compared to public universities during the year 2006 to 2008 (Joarder & 
Sharif, 2011). Thus, the authors concluded that it is clear that the importance of private 
universities in Bangladesh, and these institutions are playing significant roles in the 
development of human resources in the country. 
 

 

4.0 Methodology 
 

4.1  Development of the Measuring Instruments 

According to Loscocco and Roschelle (1991), the most common assessment of QWL is 

the individual attitude. 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 effectiveness of their work organizations (Rose et. al, 2006). 

Thus a structured questionnaire was designed based on the literature review for 

achieving the objectives of the study. The following eight components of QWL 

proposed by Walton (1975) are considered for the study. 

(1) adequate and fair compensation,  

(2) safe and healthy working conditions,  

(3) immediate opportunity to use and develop human capacities,  

(4) opportunity for continued growth and security,  

(5) social integration in the work organization,  

(6) constitutionalism in the work organization,  

(7) work and total life space  

(8) social relevance of work life 
 

As indicated in the literature review, several authors and researchers (Walton 1975, 
Havlovic, 1991; Sadique, 2003; Royuela et. al, 2007; Islam & Siengthai, 2009) considered 
the above mentioned components or factors as the determinants of QWL. 

The questionnaire used in the survey consisted of two sections. The first section, 
including 51 statements, was designed to measure the perception by faculty members on 
QWL issues and job satisfaction. Respondents were asked to rate their level of 
agreement on each statement from „„1‟‟ as „„strongly disagree‟‟ to „„5‟‟ as „„strongly 
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agree‟‟. The last section was the demographic information of respondents namely; 
gender, age, marital status, number of children, education level, income level, position, 
years of service in the respective university and in higher education sector. To increase 
reliability and to assure appropriateness of the data collection instrument, the 
questionnaire was subject to a pilot test conducted with 10 faculty members working in 
private universities in Bangladesh. The English language of the questionnaire was 
reviewed. Some statements were subject to a refinement on language proficiency and to 
avoid workplace and cultural sensitivity. 
 

4.2 Data Collection 
 

Data were collected by visiting the private university premises and distributing the 

questionnaires. The questionnaires were distributed and collected within October 2010-

December 2010. In total, twelve private universities were considered for the survey 

based on Probability Proportionate to Sample (PPS) sampling technique. 
 

4.3 PPS Technique for Selection of Universities 

For applying PPS, the required academic fee for undergraduate program has been 

considered for preparing the categories. Six categories have been made based on the 

academic fee for undergraduate program. The number of full-time faculty members of 

each university is considered for the calculation PPS. Finally, two universities are 

selected from each category (the highlighted universities) based on the systematic 

random sampling technique. The following table shows a detail about the PPS 

application. 
 

5.4 Sample Size Selection Procedure 
There are approximately 1,428 full-time faculty members who are working in the 

selective 12 universities. Considering the Confidence Level of 99% and Confidence 

Interval of 15, the sample size of 70 was found. Among 70 respondents, individuals 

were selected based on the faculty member proportionate ratio of each university to the 

selective sample population that is 1,428. The following table shows the number of 

faculty members included in the study from each university. 

Table 1: Distribution of selected universities and respondent 
 

Name of the University 

 

Full-time 

Faculty 

Members 

%of 

Population 
 

No. of Faculty 

Members for 

Survey 

BRAC University 140 0.098039216 8 

North South University (NSU) 150 0.105042017 10 

American International University 

Bangladesh (AIUB) 255 0.178571429 14 

United International University (UIU) 119 0.083333333 8 

Daffodil International University 137 0.098845599 8 

Northern University 154 0.107843137 10 
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ASA University 60 0.042016807 4 

Bangladesh University 70 0.049610206 4 

Bangladesh University of Business and 

Technology (BUBT) 70 0.049019608 4 

Asian University 129 0.090336134 8 

Millennium University 25 0.017507003 4 

Atish Dipankar University of Science and 

Technology (ADUST) 77 0.053921569 4 

A total sample respondent of 72 is included for data analysis purpose as it was not 

possible to collect data from AIUB though the researchers attempted for data collection 

several times. As the research has the main focus on gender basis comparison, equal 

numbers of male and female faculty members are considered from each university. 
 

4.5 Statistical Tools of Data Analysis 
The study is based on the data collected to measure the faculty members‟ perception and 

satisfaction for assessing their QWL. The measurement scale is Likert scale and thus, it 

is interval scale. Thus data is in numerical scale and the data is continuous. Though the 

data is in continuous scale, the Probability-Probability plot (P-P plot) has given the view 

that it is not distributed normally. At first factor analysis has been applied for data 

reduction. Then, correlation analysis has been performed to know about the feature of 

the linear relationship exists between the factors and quality of work life. As the data do 

not follow the normal distribution and the measurement is taken on attitude and 

behavioral sense, Spearmen‟s rank correlation technique has been applied which is non-

parametric. Then, central value and dispersion of all factors has been estimated through 

mean and standard deviation respectively for male and female faculty members 

separately. The distribution of QWL for male and female has been compared with all the 

features along with box-plot diagram that gives the indication of difference. Finally, a 

test has been performed to know about the difference between central observation from 

two independent samples – male and female faculty members. The normality assumption 

is a prerequisite of the test of independent- two –sample test. Thus a non-parametric test 

– Mann-Whitney test has been applied in this special case. The p-value of this test has 

given the indication about the inherent difference of all factors and above all QWL. 

 

4.6 Limitations of Methodology 
Several limitations of this study should be considered. First of all, the results may not 

represent the whole sample population, as a relatively small sample size was employed. 

Second, the data were collected only from the universities which are established in 

Dhaka city. Thus the results may not symbolize the actual perception of the private 

university faculty members regarding QWL in context of total Bangladesh. Third, the 

ratio of male and female respondents in this study may not reflect the definite male and 

female participation in the private university labor force.  
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5.0 Findings 

5.1 Profile of the Respondents 
Seventy two valid responses were received at the end of December 2010. Respondents 

are full-time employees in the private universities of Bangladesh. A summary of the 

demographic profile of the respondents is presented in Table 2. Male and female 

constitutes 50% and 50% respectively; 55.6% are 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 respondents (75%) is married. About 8.3% respondents 

obtained are graduates, 83.3% completed Master‟s degree, and the rest are PhD holders. 

In terms of job title, about 70.8% respondents hold Lecturer job position and 20.8% are 

Senior Lecturers. About 45.8% respondents are from Business Administration 

department and 27.8% are from 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 are 

serving in the current university for 1 to 5 years.  In fact, 79.2% of the respondents are in 

teaching profession for 1 to 5 years. It is found that around 28% of the respondents have 

either one or two children. 
 

Table 2: Demographic profile of respondents (N=72) 
 

Characteristics Respondents(%) Frequency 

Sex   

Male 50.0 36 

Female 50.0 36 

   

Age   

21-30 years 55.6 40 

31-40 years 37.5 27 

41-50 years 6.9 5 

   

Department   

Business Administra tion 45.8 33 

Engineering 15.3 11 

Arts 27.8 20 

Law 11.1 8 

   

Job Title   

Lecturer 70.8 51 

Senior Lecturer 20.8 15 

Assistant Professor 4.2 3 

Associate Professor 4.2 3 
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Education   

Graduate 8.3 6 

Masters 83.3 60 

PhD 8.3 6 

   

Salary   

10,000-20,000 22.2 16 

21,000-30,000 36.1 26 

31,000-40,000 22.2 16 

41,000-50,000 6.9 5 

Above 50,000 12.5 9 

   

No. of years in present university   

Less than 1 year 19.4 14 

1 to 5 years 79.2 57 

6 to 10 years 1.4 1 

No. of years in teaching profession   

Less than 1 year 11.1 8 

1 to 5 years 79.2 57 

6 to 10 years 8.3 6 

11 to 15 years 1.4 1 

   

Marital Status   

Single 25.0 18 

Married 75.0 54 

   

No. of children   

0 72.2 52 

1 18.1 13 

2 9.7 7 

 

5.2  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). Siddiqi (2010) mentioned about three 
types of validity in his study: content validity, predictive validity, and construct validity. 
Duggirala, Rajendran and Anantharaman (2008) defined the content validity as the 
assessment of the correspondence between the individual items and concept. Malhotra 
(2010) defines the content validity as face validity. This study addresses content validity 
through the review of literature and adapting instruments used in previous research.  
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Reliability differs from validity in that it relates not to what should be measured, but 
instead to how it is measured. Hair et al. (2007) defined reliability as the extents to which a 
variable or set of variables is consistent in what it is intended to measure. As the current 
study uses multiple items in all constructs, internal consistency analysis method is applied. 
The Cronbach alpha with acceptable cut off point 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 internal 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 reliable. Table 3 represents 
the Cronbach alpha value of all the dimensions. 

 

 

Table 3: Cronbach alpha and mean of Item scales and QWL dimensions 
 

Dimensions of QWL 

 

Mean 

 

Cronbach Alpha 

 

Adequate and fair compensation 2.86 0.795 

Safe and healthy working conditions 3.14 0.911 

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 3.11 0.792 

Constitutionalism in the work organization 3.07 0.84 

Work and total life space 2.99 0.847 

Social relevance of work life 3.42 0.889 

Overall QWL 3.44 0.962 

 

To decide whether to continue with all the dimensions, principal component analysis 

was conducted with varimax rotation. The Kaiser–Meyer–Olkin (KMO) measure of 

sampling adequacy and the Bartlett‟s test of sphericity were pursued to test the fitness of 

the data. A KMO value greater than 0.6 was accepted. According to KMO test result and 

Bartlett‟s test result as presented in Table 4, it can be ascertained that the sample are 

adequate 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 

results of KMO‟s sampling adequacy test, as all the values are significant at 0.01. 
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Table 4:  KMO measure of sampling adequacy test result 

 

Dimensions of QWL 

Kaiser-Meyer-Olkin 

Measure of Sampling 

Adequacy. 

Bartlett's Test 

of Sphericity 

Sig. 

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 humancapacities 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 

 

5.3 Correlation between QWL, its Dimensions and Job Satisfaction 

The Spearman correlation analysis is conducted to identify whether the dimensions of 

QWL are related with QWL and whether QWL is related with job satisfaction for the 

current study. As Table 5 represents, all the dimensions of QWL are correlated with 

QWL as the p-value for all the correlations are 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 dimensions of QWL, i.e. adequate and fair 

compensation, safe and healthy working conditions, immediate opportunity to use and 

develop human capacities, opportunity for continued growth and security, social 

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

and total life space, and social relevance of work life can lead to an increase in overall 

QWL. 

Similarly, job satisfaction is also positively correlated with QWL, as the p-value is less 

than 0.01 and the coefficient value is positive. Thus it can be implied that an increase in 

QWL can improve the job satisfaction of the faculty members. 
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Table 5: Correlation between QWL, its dimensions and job satisfaction 

 

Variables  1 2 3 4 5 6 7 8 9 10 

Overall QWL 

Correlation 

Coefficient 1.00                 

 

  Sig. (1-tailed) .                  

Adequate and fair 

compensation 

Correlation 

Coefficient 0.62 1.00               

 

  Sig. (1-tailed) 0.00* .                

Safe and healthy 

working conditions 

Correlation 

Coefficient 0.56 0.62 1.00             

 

  Sig. (1-tailed) 0.00* 0.00 .              

Opportunity for 

continued growth 

and security 

Correlation 

Coefficient 

0.54 0.56 0.64 1.00           

 

  Sig. (1-tailed) 0.00* 0.00 0.00 .            

Opportunity to use 

and develop human 

capacities 

Correlation 

Coefficient 

0.30 0.38 0.46 0.63 1.00         

 

  Sig. (1-tailed) 0.00* 0.00 0.00 0.00 .          

Social integration 

in work 

organization 

Correlation 

Coefficient 

0.39 0.26 0.42 0.49 0.55 1.00    

 

  Sig. (1-tailed) 0.00* 0.01 0.00 0.00 0.00 .     

Constitutionalism 

in work 

organization 

Correlation 

Coefficient 

0.56 0.59 0.60 0.68 0.47 0.52 1.00     

 

  Sig. (1-tailed) 0.00* 0.00 0.00 0.00 0.00 0.00 .      

Work and total life 

space 

Correlation 

Coefficient 0.40 0.51 0.68 0.65 0.56 0.52 0.65 1.00  

 

  Sig. (1-tailed) 0.00* 0.00 0.00 0.00 0.00 0.00 0.00 .   

Social relevance of 

work life 

Correlation 

Coefficient 0.59 0.55 0.56 0.76 0.42 0.38 0.61 0.64 1.00 

 

  Sig. (1-tailed) 0.00* 0.00 0.00 0.00 0.00 0.00 0.00 0.00 .  

Job satisfaction 

Correlation 

Coefficient 0.82 0.71 0.65 0.67 0.45 0.47 0.71 0.57 0.69 

 

1.00 

  Sig. (1-tailed) 0.00* 0.00 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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5.4 Gender Wise Descriptive Measures 

A clear distinguish can be observed between the QWL of male and female faculty 

members in this specific territory through observation the centre and dispersion of the 

two cases. Table 6 represents all the dimensions of QWL, overall QWL and job 

satisfaction of the male and female faculty members. The mean and median response of 

the female faculty members are greater than their male counterparts in case of Adequate 

and fair compensation, safe and healthy working conditions, opportunity for continued 

growth and security, constitutionalism in the work organization, work and total life 

space, and social relevance of work life. The female faculty members‟ perception about 

overall QWL and job satisfaction is also greater than the male faculty members. Though 

none of the difference is significantly high, an inherent discrimination is obvious. 

 

Table 6: Contrast of dimensions of quality of work life: descriptive measures 

 

Dimensions of Quality of Work life 
Mean Median 

Male Female Male Female 

Adequate and fair compensation 
2.6389 3.0903 2.6875 3.1875 

Safe and healthy working conditions 
3.1176 3.1694 3.0000 3.4000 

Opportunity for continued growth and security 
2.6429 2.7579 2.7857 2.8571 

Opportunity to use and develop human capacities 
3.0444 2.9500 3.0000 2.6000 

Social integration in the work organization 
3.1597 3.0764 3.5000 3.0000 

Constitutionalism in the work organization 
2.9097 3.2431 3.0000 3.1250 

Work and total life space 
2.9410 3.0556 3.0000 3.0000 

Social relevance of work life 
3.3148 3.5278 3.3333 3.6667 

Overall QWL 
3.14 3.75 3.00 4.00 

Employee Job Satisfaction 
3.00 3.5 3.00 4.00 

 

 

5.5 Testing the Difference in QWL of Male and Female Employees 

Mann-Whitney U Test results indicates (see Table 7), at 5% significance level, median 

response of male faculty members significantly varies from that of female employees for 

only one dimension of QWL, Adequate and fair compensation. As a whole, median 

QWL and median job satisfaction of male is also significantly different from that of 

female faculty members at 5% level. 

Combining the Mann-Whitney U Test result with Table 3 it can be ascertained that there 

is a significant difference between the male and female faculty members‟ perception 
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regarding the adequacy and fairness of compensation provided by their universities, as 

the p-value is less than 0.05. As the median value of male faculty members (2.68) is 

slightly smaller than the median value of the female faculty members (3.18), it can be 

derived that female employees of the private universities in Bangladesh are slightly more 

positive about the adequacy and fairness of the compensation. 

A significant disparity is also presumed between male and female faculty members‟ 

perception about overall QWL according to Mann-Whitney U Test result, as p-value is 

less than 0.05. The median values of the male and female employees support this 

finding, as the median value of females (4.00) is greater than their male counterpart 

(3.00), which signifies that the female faculty members are more satisfied with their 

quality of work life than the male colleagues. 

The female faculty members of private universities are more satisfied with their job 

compared to the male faculty members, which is found from the Mann-Whitney U Test 

result, as p-value is less than 0.05. This is strongly supported by the median value, as the 

female employees‟ perception (4.00) differs from the male employees (3.00).  

According to the Mann-Whitney U Test result, the differences in perception of male and 

female faculty members of the private universities are not statistically significant 

regarding the following dimensions of QWL; safe and healthy working conditions, 

opportunity for continued growth and security, opportunity to use and develop human 

capacities, social integration, constitutionalism, work and total life space, and social 

relevance of work life. But the median values of the female employees regarding these 

aspects differ a little from the male employees. For all of the factors, the female 

employees‟ perception is more positive compared to the male employees except the 

opportunity to use and develop human capacities and social integration dimension.  

 
5.5 Testing the Difference in QWL of Male and Female Employees 

Mann-Whitney U Test results indicates (see Table 7), at 5% significance level, median 

response of male faculty members significantly varies from that of female employees for 

only one dimension of QWL, Adequate and fair compensation. As a whole, median 

QWL and median job satisfaction of male is also significantly different from that of 

female faculty members at 5% level. 

Combining the Mann-Whitney U Test result with Table 3 it can be ascertained that there 

is a significant difference between the male and female faculty members‟ perception 

regarding the adequacy and fairness of compensation provided by their universities, as 

the p-value is less than 0.05. As the median value of male faculty members (2.68) is 

slightly smaller than the median value of the female faculty members (3.18), it can be 

derived that female employees of the private universities in Bangladesh are slightly more 

positive about the adequacy and fairness of the compensation. 
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A significant disparity is also presumed between male and female faculty members‟ 

perception about overall QWL according to Mann-Whitney U Test result, as p-value is 

less than 0.05. The median values of the male and female employees support this 

finding, as the median value of females (4.00) is greater than their male counterpart 

(3.00), which signifies that the female faculty members are more satisfied with their 

quality of work life than the male colleagues. 

The female faculty members of private universities are more satisfied with their job 

compared to the male faculty members, which is found from the Mann-Whitney U Test 

result, as p-value is less than 0.05. This is strongly supported by the median value, as the 

female employees‟ perception (4.00) differs from the male employees (3.00).  

According to the Mann-Whitney U Test result, the differences in perception of male and 

female faculty members of the private universities are not statistically significant 

regarding the following dimensions of QWL; safe and healthy working conditions, 

opportunity for continued growth and security, opportunity to use and develop human 

capacities, social integration, constitutionalism, work and total life space, and social 

relevance of work life. But the median values of the female employees regarding these 

aspects differ a little from the male employees. For all of the factors, the female 

employees‟ perception is more positive compared to the male employees except the 

opportunity to use and develop human capacities and social integration dimension. 

 

Table 7: Testing the difference in qwl of male and female: nonparametric approach. 
 

 Gender wise ranking Test Statistics 
 

Asymp. 

Sig. 

(2-tailed) Gender of 

the 

Responden

ts 

Mean 

Rank 

Sum of 

Ranks Mann-

Whitney U 

Wilcoxon 

W 

Z 

Adequate and 

fair 

compensation 

Male 30.44 1096.00 
430.000 1096.000 

-

2.460 
.014* 

Female 42.56 1532.00 

Safe and 

healthy 

working 

conditions 

Male 35.18 1266.50 

600.500 1266.500 -.536 .592 Female 
37.82 1361.50 

Opportunity 

for continued 

growth and 

security 

Male 35.01 1260.50 

594.500 1260.500 -.604 .546 Female 
37.99 1367.50 

Opportunity 

to use and 

develop 

human 

capacities 

Male 38.65 1391.50 

570.500 1236.500 -.878 .380 Female 

34.35 1236.50 
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Social 

integration in 

work 

organization 

Male 38.29 1378.50 

583.500 1249.500 -.732 .464 Female 
34.71 1249.50 

Constitutional

ism in work 

organization 

Male 32.97 1187.00 
521.000 1187.000 

-

1.446 
.148 

Female 40.03 1441.00 

Work and 

total life 

space 

Male 34.69 1249.00 
583.000 1249.000 -.734 .463 

Female 38.31 1379.00 

Social 

relevance of 

work life 

Male 34.83 1254.00 
588.000 1254.000 -.681 .496 

Female 38.17 1374.00 

Overall QWL Male 31.19 1123.00 
457.000 1123.000 

-

2.326 
.020* 

Female 41.81 1505.00 

Employee Job 

Satisfaction 

Male 31.67 1140.00 
474.000 1140.000 

-

2.060 
.039* 

Female 41.33 1488.00 
 

 Median Difference is significant at the 0.05 level (2-tailed). 
 

6.0  Discussion 

From the results, it is clear that all the dimensions of QWL considered for the study are 

positively correlated with overall QWL in the private universities of Bangladesh. This finding 

is consistent with the literature that states the relationship of QWL with its dimensions 

(Tabassum, Rahman & Jahan, 2010; Islam and Siengthai, 2009). Job satisfaction is also found 

as positively correlated with QWL. This is also consistent with several previous studies (Islam 

and Siengthai, 2009; Newaz, Ali & Akhter, 2007; Rose et. al, 2006).  

There is significant difference of QWL between male and female faculty members regarding 

the overall QWL and only one dimension of QWL; that is adequate and fair compensation 

(see Table 7). The other dimensions of QWL also differ in terms of male and female 

perception, but those are not statistically significant. As no study was conducted in the private 

university sector emphasizing the gender difference, the result cannot be supported with 

sufficient literature. However some researchers have explored the significant difference 

between male and female employees in the banking industry and tobacco industry of 

Bangladesh (Tabassum, Rahman & Jahan, 2010; Wadud, 1996; Elias & Saha, 1995).  

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 (mean value 3.42), 

safe and healthy working condition as second most positive (3.14), and social integration in 

work organization as third most positive (3.11). On the other hand, the faculty members 

perceive opportunity for continuous growth and security most negatively (mean value 2.70). 

The second most negatively perceived dimension is adequate and fair compensation (2.86) 

and third most negatively perceived dimension are opportunities to use and develop human 

capacities (2.99) and work and total life space (2.99).  
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7.0  Policy Implications 

According to the results of data analysis, the private universities of Bangladesh should 

devise their policies to improve quality of work life and job satisfaction of the faculty 

members. 

 The universities should provide sufficient amount of training programs such as 

grooming, group working, presentation, interpersonal training, and research 

oriented workshop for skill enhancement. 

 The universities should provide training programs on teaching methods, 

demonstration class, future orientation training. They can also provide scope for 

research and studying in abroad. 

 The payment date of salary should be convenient and flexible for the faculty 

members. 

 There should be a provision of salary fixation negotiation between the university 

authority and faculty members. 

 The universities should ensure that faculty members are satisfied with the 

provident fund, pension plan, festival bonus, & other remunerations. 

 The university can motivate their faculty members by evaluating and rewarding 

them regularly based on their performance. 

 The top-level management should involve their faculty members for important 

decisions making or they can decentralize their decision making authority. 

 They authority should ensure that the faculty members are participating in 

managerial and administrative procedures. 

 The management of university should provide paid time-off/vacation programs 

for all the faculty members to balance their work and family. 
 

8.0  Limitations And Future Research Direction 

Although there are notable contributions from this study especially for employee retention 

strategies, the results of this study need to be viewed and acknowledged in lights of its 

limitations. First, the sample size was considerably low. Moreover, only few universities 

have been included in this study. Thus the findings cannot be generalized. Therefore, 

future research should be conducted on a larger scale by considering more private 

universities from allover Bangladesh to authenticate the differences between the male and 

female faculty members‟ perceptions about QWL. The male and female faculty members 

were not taken based on the proportion of actual participation in the university labor force. 

Thus in future, the respondents should be picked based on the actual representation 

number in each category. For determining the population and sample, the researchers had 

to depend on the UGC report. But later on, it was explored that the statistics found in the 

UGC report do not match with the actual scenario in the private universities. Thus it is 

necessary to explore the actual statistics of the private universities by visiting the 

universities prior to conduct any research on this sector. This will definitely increase the 
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reliability of the study. Furthermore, to enhance the development of QWL initiatives in the 

HRM arena, it is necessary to focus on refining the current QWL issues.  
 

9.0  Conclusion 

This study provides valuable implications for the private universities of Bangladesh that 

have growing interest in maintaining gender equity for attracting and retaining quality 

faculty members. The study revealed statistically significant differences in male and 

female faculty members‟ perception regarding overall QWL and the determinant of QWL 

i.e. adequate and fair compensation. It was also found that the faculty members‟ job 

satisfaction is positively related with QWL of the faculty members. Thus the private 

university management should emphasize on the policy implications based on the 

concerned issues of QWL improvement. There is no doubt that an improved QWL can 

lead to higher level of job satisfaction, which in turn will reduce the faculty member 

turnover rate that is prevailing in the private universities of Bangladesh.  
 

A large number of female employees in private universities of Bangladesh are playing a 

significant role for economic growth by contributing their knowledge, skills and efforts. So 

transforming the workplace proactively using a combination of well designed QWL 

initiatives for both the male and female faculty members will yield competitive advantage 

as it will increase the job satisfaction of the faculty members. This in turn will motivate 

them to perform in superior way, leading the universities and their stakeholders to a better 

future by yielding the expected outcome. 

 

References 

Akhter, I., Muniruddin, G., & Sogra, K. J. (2008). A Trend Analysis of Faculty Turnover at the private 

universities in Bangladesh: A Business School Perspective. Journal of Business Studies, 4(1) , pp. 

Ahmad, S. & Khanal, D. R. (2007). Services Trade in Developing Asia: A case study of the Banking and 

Insurance Sector in Bangladesh. Asia-Pacific Research and Training Network on Trade Working 

Paper Series No. 38, pp. 

Arts, E. J., Kerksta, J., & Van-der, Zee. (2001). Quality of working life and workload in   home help. Nordic 

College of Caring Sciences, pp. 12-22.  

Baden, S., Green, C., Goetz, A.M., & Guhathakurta. (1994). Background report on gender issues in 

Bangladesh. BRIDGE, Institute of Development Studies, pp. 

Bhuiya, M. R. (2007). Seminar on Promoting Gender Equality at the Workplace. Dhaka: BRAC Centre, pp. 

Dargahi, H., & Yazdi, M. K. S. (2007). Quality of work life in Tehran University of Medical Sciences 

Hospitals‟ clinical laboratories employees. Pakistan Journal of Medical Sciences, 23 (4) , pp. 630-

633. 

Duggirala, M., Rajendran, C., & Anantharaman, R.N. (2008) Provider-perceived Dimensions of total quality 

management in healthcare. Benchmarking, 15(6), pp. 693-722. 

Elias, M. S. & Saha, N. K. (2005). Environmental Pollution and Quality of Working Life in Tobacco Industries. 

Journal of Life Earth Science, 1(1): , pp. 21-24. 



 

 

Quality of Work Life (QWL) among the Faculty Members of Private Universities in Bangladesh: A Gender Perspective 

 

 88 

Evans, A. & Vernon, K. (2007). Work–Life Balance in Hong Kong: Case Studies. Community Business. June 

2007, pp. 

Feuer, D. (1989). Quality of work life: a cure for all ills? Training. The Magazine of Human Resources 

Development, 26, pp. 65-66. 

Fisher, C. D., Schoenfeldt, L. F., & Shaw, J. B. (2004). Human Resources Management. New Delhi: Biztantra, 

pp. 

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) , pp. 244-262. 

Gadon, H. (1984). Making Sense of Quality of Work Life Programs. Business Horizons January-February: , pp. 

42-46. 

Hafiza, S. (2007). Seminar on Promoting Gender Equality at the Workplace. Dhaka: BRAC Centre, pp. 

Hair, J., Black, W., Babin, B., Anderson, R., & Tatham, R. (2007). Multivariate Data Analysis. 6th ed. New 

Jersey: Pearson Education, Inc, pp. 

Hasan, K.M.S., Chowdhury, M., & Alam, M.A. (2008). Faculty Turnover in Private Universities of 

Bangladesh-A Critical Evaluation, The Business and Economics Review, 1(2) , pp. 99-113.  

Hanlon, M. D. & Gladstein, D.L. (1984). Improving the Quality of Work Life in Hospitals: A Case Study. 

Hospital Health Service Administration 29(5): , pp. 94-107 

Havlovic, S. J. (1991). Quality of Work Life and Human Resource Outcomes. Industrial Relations, 30(3): , pp. 

469-479.  

Hoque, M. E. & Rahman, A. (1999). Quality of working life & Job Behaviour of Workers in Bangladesh: a 

comparative study of private and public sectors. Indian Journal of Industrial Relations, 35(2): , pp. 

175-184. 

Hossain, J. B. & Kusakabe, K. (2005). Sex segregation in construction organizations in Bangladesh and 

Thailand. Construction Management and Economics, 23: , pp. 609–619. 

Hossain, M. M.  & Islam, M. T. (1991). QWL & Job Satisfaction of GVT Hospital Nurses in Bangladesh. 

Indian Journal of Industrial Relations, 35(3) , pp. 

Islam, M. Z. & Siengthai, S. (2009). Quality of work life and organizational performance: Empirical evidence 

from Dhaka Export Processing Zone.  Proceeding of ILO Conference on Regulating for Decent 

Work. Geneva: International Labour Office, pp. 

Islam, N. & Saha, G. C. (n. d.). Job Satisfaction of Bank Officers in Bangladesh (Unpublished Dissertation). 

Dhaka, pp. 

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

Tourism Insights, 1(1). Available from http://scholarworks.gvsu.edu/jti/vol1/iss1/13, pp. 

Joarder, M. H. R., & Sharif, M. Y. (2011). Faculty Turnover in Private Universities in Bangladesh: The 

Tripartite Investigation. Proceeding of the International Conference on Social Science, Economics 

and Art 2011, Hotel Equatorial Bangi-Putrajaya, Malaysia, 14 - 15 January 2011, pp. 

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

Relations, pp.  

Kanagalakshmi, L. & Devei, N. B. (2003). A Study on Perception of Quality of Work Life among Textile 

Manufacturing Workers in Tirunelveli. Retrieved on January 10, 2010 from 

http://www.123oye.com, pp. 



 

 

Ayesha Tabassum, Farhana Khan 

 

 89 

Kashem, A. F., Abul, M., & Ullah, S. M. (2005). Performance Dynamics of Banking Industry in Bangladesh. 

Journal of Bangladesh Institute of Development Studies, 3, pp. 

Khan, N. (2007). Seminar on Promoting Gender Equality at the Workplace. Dhaka: BRAC Centre, pp. 

Khan, A. A (2008). Human Resource Management and Industrial Relations (2nd Edition). Dhaka: Abir 

Publications, pp. 

Kleiman, L. S. (2005). Human Resources Management: A Managerial Tool for Competitive Advantage (2nd 

Edition). New Delhi: Biztantra, pp. 

Kumar, H. & Shanubhogue, A. (1996). Quality of Work Life-An Empirical Approach. Manpower Journal, 

32(3): , pp. 17-32. 

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): , pp. 211-26. 

Lewis, D., Brazil, K., Krueger, P., Lohfeld, L., & Tjam, E. (2001). Extrinsic and Intrinsic Determinants of 

Quality of Work Life. Leadership in Health Service, 14(2): , pp. 9-15. 

Loscocco, K. A. & Roschelle, A. R. (1991). Influences on the quality of work and non-work life: two decades 

in review. Journal of Vocational Behavior, 39(2): , pp. 182–225. 

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

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

Mathis, R. L. & Jackson, J. H. (2005). Human Resources Management (3rd Edition). Bangalore: Thompson, 

pp. 

Newaz, M. K., Ali, T., & Akhter, I. (2007). Employee Perception Regarding Turnover Decision- In Context of 

Bangladesh Banking Sector. BRAC University Journal, 4(2): 67-74, pp. 

Periman, S. L. (2006). Human Resource Innovators, integrating quality of work life into organizational 

performance. Available from http://www.quaiindia.com 2006, pp. 

Rahman, M. I., Gurung, H. B., & Saha, S. (2006). Where the Job Satisfaction of Bank Employees Lies: An 

Analysis of the Satisfaction Factors in Dhaka City. The Cost and Management Journal of ICMAB, 

34(3) , pp. 

Robbins, S. P. (1989). Organizational Behavior: Concepts, Controversies, and Applications. New Jersey: 

Prentice Hall, pp. 

Rose, R. C., Beh, L. S., Uli, J., & Idris, K. (2006). Quality of Work Life: Implications of Career Dimensions. 

Journal of Social Sciences, 2(2) , pp. 61-67. 

Royuela, V., Tamayo, J. L., & Suriñach, J. (2007). The institutional vs. the academic definition of the quality of 

work life. What is the focus of the European Commission? Research Institute of Applied 

Economics, Working Papers 2007/13, Geneva: AQR-IREA Research Group, University of 

Barcelona, pp. 

Ruzevicius, J. (2007). Working Life Quality and Its Measurement. Forum Ware International, 2, pp. 

Sadique, Z. (2007). The Impact of Designation, Experience and Age on Existing and Expected Quality of Work 

Life: A Case Study of four Sugar Mills in Bangladesh. Daffodil International University Journal 

of Business and Economics, 2(1) , pp. 

Sadique, Z. (2003). Quality of Work Life among White Collar and Blue Collar Employees. Journal of the 

Institute of Bangladesh Studies, 26: , pp. 169-174.  

Saraji, G. N., & Dargahi, H. (2006). Study of Quality of Work Life (QWL). Iranian J Publication Health, 35 

(4), pp. 8-14.  



 

 

Quality of Work Life (QWL) among the Faculty Members of Private Universities in Bangladesh: A Gender Perspective 

 

 90 

Seashore, S. E. (1975). Defining and measuring 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 satisfaction and customer 

loyalty in the retail banking sector in Bangladesh. Proceeding of International Trade & Academic 

Research Conference (ITARC), London 2010, pp. 

Sink, D. S., & Tuttle, T. C. (1989). Planning and Measurement in Your Organization of the Future. Norcross, 

GA: IE Press, pp. 

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

Straw, R. J. & Heckscher, C. C. (1984). QWL: New working relationships in the communication industry. 

Labor Studies Journal, 9: , pp. 261-274. 

Tabassum, A., Rahman, T. & Jahan, K. (2010). Quality of Work Life Among The Male And Female 

Employees of Private Commercial Banks in Bangladesh. Proceedings of The International 

Conference on Business Competencies in a Changing Global Environment, South East University, 

Dhaka, 23 December 2010, pp.  

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. 43(2): , pp. 121-129. 

Uddin, M. S. (2006). Consumers‟ Evaluation of Quality and Cost of Education at Private Universities in 

Bangladesh. Journal of Socio Economic Research and Development, 3(1) , pp. 34-41. 

UGC. (2008). University Grant Commission (UGC) Profile. Dhaka: UGC, pp. 

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. 

Wyatt, T. A. & Wah, C. Y. (2001). Perceptions of QWL: A study of Singaporean Employees Development. 

Research and Practice in Human Resource Management, 9(2):, pp. 59-76. 


