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ABSTRACT

Purpose–Itisofutmostimportanttoretaincompetentemployeesforthesuccessofevery

organization.Mereuseofmoney,technologyandinfrastructurecannotbringsuccesstoan

organizationunlessanduntilitsemployeesaresatisfied.Foremployeesatisfaction,employeesmust

beself-motivated.Thusobjective,ofthisstudyistoanalyzethefactorsthataffectthequalityofwork

lifeoffacultymembersworkinginpublicandprivatesectorUniversitiesinPunjab.

Design/Methodology-Datawerecollectedfrom atotalofsixUniversitiesofPunjabStateofIndia

(ThreeGovernmentandThreePrivateUniversities).FacultymembersteachingindifferentUniversitieswere

thesamplingunitforpresentstudy.Facultymemberswereaskedtofillquestionnaire.

Findings-Asfarascomparativestudyisconcerned;thefactorsthatmotivatestothe employeesofboththe

sectorstoworkefficientlyaresalary&rewards,betterleaveplans,reasonableworkinghoursandopportunities

forpromotion.Therearefewfactorswhichcreateaversionamongemployeesofboththesectors.Theseare

toomuchworkload,conductoftopmanagement,longtravellinghoursandinternalpolitics

Originality-Althoughvastliteratureexistsaboutqualityofworklifeindifferentsectorsbut,hardlyveryfew

studieshavebeenconductedinIndiatoinvestigateQWLinhighereducationsectorparticularlyinPunjab.

PresentstudyaddstotheliteraturebyscourintothisaspectinIndianhighereducationsector.

Keywords:Motivation,University,JobSatisfaction,Qualityofworklife,Compensation,Workload

1.Introduction:Qualityofworklifereferstothelevelofpleasureordispleasurewithone’sowncareer.

Theemployeeswhoenjoytheircareeraresaidtohaveabetterqualityofworklife,whilewhoarenot

satisfiedwiththeirjobhavealowerqualityofworklife.Variousvariablesaretakenwhichaffect

qualityofworklifeofbothGovernmentandPrivateUniversityTeachers.Forthesuccessofevery
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organization,itisofutmostimportancetoretaincompetentemployees.Mereuseofmoney,

technologyandinfrastructurecannotbringsuccesstoanorganizationunlessanduntilitsemployees

aresatisfied.Foremployeesatisfaction;employeesmustbeself-motivated.Asmentionedinhygiene

twofactortheory,thepresenceofhygienefactorsdoesnotcreatesatisfactionbutabsenceofthese

definitelycreatesdissatisfaction(Herzberg1923).Duetochangesinworkenvironment,i.e.,

technologyhighcompetition,riseofemployeeunionsetc.;employersarenotonlyofferingpayas

compensation,butareconsideringotherbenefits,bothintrinsic&extrinsic,tocreateaquality

workingenvironmentthatwillattractandretainthebestbrainsintheindustry.Thequalityofworklife

canbeexplainedasthequalityofassociationamongtheemployeesandtheworksurroundingssuch

thattheemployeeshaveanimportantpressureinstructuringtheorganizationalsurroundingsin

techniquesutilizedtoraisenotonlytheirpersonalinspirationandjobsatisfactionbutalsotheprofits

andproductivityoftheorganization.

Thequalityofworklifecoversnumerousareaslikegettingridofthehealthhazardsforthe

employees,sufficientfaircompensations,securityofjob,benefitsforemployees,profitsharing,work

schedulesandtheworkplacecontribution.Asfarascomparativestudyisconcerned;thefactors

thatmotivatetheemployeesofbothsectorstoworkefficientlyaresalary&rewards,betterleave

plans,reasonableworkinghoursandopportunitiesforpromotion.Employeesoftenexpectvarious

qualityrequirementsfromworkplace;thesecanbeclassifiedintopersonal,anticipatory,motivational

insights,jobfreedomandworkingconditions.AworkermusthaveanoptimisticawarenessofQWL

intheorganization.She/heshouldpossiblystruggletofurtherdeveloptheworkingconditions,raise

thequalityandproductionofproducts(Runcie,1980).Theknowledgeofafairnumberoffirms

showsthatanumberofparticularstructures,rolesandthesystemsofsupportmustbeinposition

andfunctioningefficientlyinorderthattheprogramofqualityofworklifestayfeasible,grow,engage,

saturatethecultureoftheorganizationandcreatelongtermbenefitsandsuccess.Theexperiences

acrossthenationsufficientlyrevealthatdevelopmentinqualityofworklifehassimilarscopeand

potentialinsystemizedtheproductivity(LedfordandLawler,1982)andthewholeeffectivenessof

theorganization(BuchananandBoddy,1982)asalsodecreasingtheturnover,absenteeism,

grievances(Goodman,1980)andaccidentsintheindustry(Havolovic,1991).

2.PreviousResearch

Themostcontentedteachersaretheoneswhofeeltheirjobsaresecureandtheyaretreated

asexpertsbythecommunity.Thisisoneofthekeyfactorsasthisensuresthattheyarecapableof

deliveringthestudentrequirementandtheyarecapableofutilizingtheiroverallskills(Waltonetal.,
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2003).Teacherswhosejobsaresecurearemorelikelytohaveprospectsforprofessional

development,interactcohesivelywithpeersandgreaterparentalinvolvementintheirschoolsandto

theirstudents(Gupta&Sharma,2011).

RewardsandBenefitsservesasamotivatingfactorforteacherstoperform wellinthe

colleges.Thisalsocreatesahealthycompetitionbetweenteachersinusingtheiroverallskillsintheir

performanceandstrivestoincreasetheoverallstandardofthecollege(Kaur,2012).Compensation

playsapivotalroleineffectivenessoftheuniversity.Lessercompensationwouldnotattractskilled

andexperiencedpeoplewithgreatperformanceandwouldnothelpinachievingthequalityin

impartingeducation,whilehighercompensationmightbeanoverheadwithcostsrunningmorethan

thedesired(Malarvizhi,2012;Islam,2012).

Universityshouldstrivetoprovideopportunityforeveryteammembertoshowcasetheirtalent,

proficiency,skills,capacityandabilities(Zakari,Khamis& Hamadi,2010).Utilizingteacher’s

capacitiesinareasotherthantheirpresentpositionwillhelpthemtounderstandthatmanagement

appreciatesandidentifiesthatwhatthestaffcouldprovidetotheuniversity.Thiscanalsoprovide

workvarietyandhelpstobreakuptheeverydaygrindofworkandalsohelpstogetfreefromthe

stressoftheroutinework(Gupta&Sharma,2011).

Teacherswillbedissatisfiedifrationalclimatedoesn’texistforthem todifferentiatework

fromfamily(Carretal.2003).Theuniversity’sdemandshouldn’tbeinterferingwithteacher’sfamily

responsibilitiesandpersonaldutiesapartfrom theircarrier(Azizetal.,2010;Al-Enezietal.eds.,

2009).Teachersexperiencepoormentalhealthandlowerjobsatisfactionascomparedtoother

groups(MillerandTravers2005).Thereisanassociationbetweenthequalityofworklifewiththe

commitmenttouniversityamongsome205studentswhopossessthestudentjobanditisfound

thatthereisaconsiderableassociationamongthewillingnesstoworkandthecommitmentto

university(Turner2005)whereasthereisasignificantandpositiveassociationbetweenthe

organizationalcommitmentandthequalityofworklife(Ashoob2006).Disappointmentwithquality

ofworklifemayaffectfacultiesirrespectiveoftheirpositions.Whentheuniversitiesstarttoidentify

thatthefacultieshavetheirlivesapartfromwork,trustandloyaltyamongfacultiesiscreated(Saraji

andDargahi,2006).Workloadpressure,roleambiguityandperformancepressurewerethepredictors

ofjobstress.Butmanagerialroleandrelationshipwithothershadnosignificantdirecteffectonjob

stress(Alam2009).Asfarasassociationintheperceptionofemployeestowardsqualityofworklife

andjobsatisfactionacrossthegenderandnatureofjobisconcernedthereisdifferenceinthe

perceptionofmalesandfemaleswithregardtodifferentdimensionslikeworkingconditions,work
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lifebalance,opportunitiesofgrowthandsocialrelevanceofjob(Shallaetal.2014).

3.Researchgap

Thereviewoftheexistingliteraturerevealsthatanumbersofstudieshavebeencarriedouton

variousaspectsofqualityofworklifebutaveryfewcomprehensivestudiesinthisareacouldbe

foundwhichprovidedetailedinformationregardingqualityofworklifeinuniversitiesofPunjab

region.Inthelightoftheabovediscussion,itwasfeltthatacomprehensiveanddetailedstudy

regardinguniversitiesintheregionwasneeded.Thecomparisonofthequalityoftheirworklivesin

universitieswillbeaneyeopenertoprivateaswellaspublicsectoruniversitiesinPunjabin

improvingtheworkenvironmentofthesefaculties.

4.NeedandAimofStudy

Thisstudyaimstoanalyzethefactorsaffectingqualityofworklifeoffacultymembersworkingin

publicandprivatesectoruniversitiesinPunjab.Toachieveorganizationalgoals,itisnecessarythatthe

employeesmustbereadytoworkwithzealandenthusiasm.Forthispurpose,efficientworking

conditionsshouldbeprovidedtothem

5.Methodology

Thepresentstudyisbasedonprimarydataandsecondarydata.Inthisresearch,primarydata

werecollectedfromfacultymembersofgovernmentandprivateuniversitiesofPunjab,withthehelp

ofquestionnaire.Thequestionnairewasdevelopedfortherespondentsanditwasspecificallybased

upontheobjectivesofthisstudy.Thesecondarydatahavealsobeencollectedfromjournals,books

andpublishedreportsofvariouscommitteessuchasYashPalCommitteeReport2009,CSO(2008)

andStatisticalAbstractsofPunjab.Universitieswereselectedonthebasisofquotasamplingand

respondentswereselectedonthebasisofconveniencesampling.Thesurveywasconductedvia

emailandFacetofaceinterviews.Thesamplesizeisanimportantfeatureofanempiricalstudyin

whichgoalistomakeinferencesaboutapopulationfrom asample.Atotalof550survey

questionnaireshadbeensent,outofwhich510questionnaireswerereceivedback.Eachofthe

completedquestionnaireswasscreenedforerrorsorincompleteresponses.However,incases

wheremorethan25%ofthequestionsinthesurveyquestionnairewereleftunanswered,those

werenotconsideredfordataanalysis.Aftercarryingoutthescreeningprocess,only500(250

fromeachsector)responseshavebeenconsideredcompleteandvalidfordataanalysis.Taking

intoconsiderationtheobjectivesofthestudy,astructuredquestionnairewaspreparedtomeet

theobjectives.Thequestionnairewasframedonthebasisofpreviousliteratureanddiscussion

withexpertsoftherelatedfield.Thesuggestionsofexpertsledtomanymeaningfulmodifications.
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Thepreliminarydraftwaspre-testedon50respondents,including25from publicsector

universitiesand25from privatesectoruniversities.Questionnaireswerereceivedbackwith

suggestions,onthebasisofwhichthefinalquestionnairewasrevisedandthensentforfinal

survey.Allthequestionswerecloseended.Factoranalysiswasusedtoanalyzethedata.

6.AnalysisandConclusions

TheabovestatementsreflectperceptionoffacultymembersofPublicandPrivateUniversities.

Thesestatementswereshortlistedonthebasisofreviewofpreviousstudies(Walton,1972;Gordon,

1984andGilgeous,1998),discussionwithexpertsandinstitutions.Facultymemberswereaskedto

expresstheirlevelofagreement/disagreementwithrespecttovariousstatementsbasedonfive-

pointLikertscale.Factoranalysiswasappliedtosummarizethedataintolessandmeaningful

factorsrelevanttothesample.

6.1PerceptionofGovernmentUniversityTeachers–AFactorAnalysisApproach

Datawereexaminedforitssuitabilityforfactoranalysis.Reliabilityismeasuredbyusing

Crohnbach’sAlpha.Crohnbach’sAlpharangesfrom0to1.TheCrohnbach’sAlphaoflikertscaled

itemsinthequestionnairewas0.732whichisdeemedtobegood.Correlationmatrixwascomputed

whichdepictedthattherewereenoughcorrelationstocarryoutfactoranalysis.Communalityand

factorloadingswerehighenoughtoprovethesuitabilityofdataaswellastheKaiser-Meyer-Oklin

measureofsamplingadequacy(KMO)was0.715whichindicatedthatthesamplewasgoodenough

forsampling.Barlett’sTestofSphericityshowedstatisticallysignificantnumberofcorrelations

amongthevariables.Hence,alltheabovementionedparametersrevealedthatdatawasfitforfactor

analysis.

TheEigenvaluesarethetotalvarianceattributedtothatfactor.AnyfactorthathasanEigen

valuesoflessthan1doesnothaveenoughtotalvarianceexplainedtorepresentauniquefactorand

isthereforedisregarded.TheEigenvaluesrepresentthetotalvarianceexplainedbyeachfactor.Out

of34statementslistedforassessingqualityofworklifeafterapplyingfactoranalysistotalvariance

that12factorsextractedtogetherfor62.357%oftotalvariancesoitispossibletoeconomizeonthe

numberofvariablesfrom34to12.

ResultsofPrincipalComponentAnalysiswithVarimaxRotation,incasePublicSector

Universities,arepresentedinTable4below.The1stfactorexplainsthelargestportionofthetotal

variance,the2ndfactorforthemostoftheresidualvariance,subjecttobeinguncorrelatedwiththefirst

factor.Thesecondfactorexplainsthesecondhighestvarianceandsoon.TheEigenvaluesforthe

factorsareindecreasingorderofmagnitudeaswemovefrom variable1tovariable12.Factor1
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accountsforavariance4.885which(4.885/34)or14.367%ofthetotalvariance.Likewisethesecond

factoraccountsfor(2.566/3.4)or7.548%oftotalvarianceandsoon.Allfactorloadingsgreaterthan

0.5havebeenconsideredforfactoranalysis.

Table4

PrincipalComponentAnalysiswithVarimaxRotation:PublicSectorUniversity

Factor
Number

NameofDimension(%
ofvariance)

Label Statement Factor
loadings

1 JobSatisfactionand
SelfEsteem(7.965%)

F3 GoodRelationshipwithco-workers 0.639

F12 Facultymembershavefriendly
relationswitheachother

0.669

F13 Fellowcolleaguesareready 0.708

F16 Ifeelsatisfiedafterperformingmy
work

0.584

2 EffectRecognitionand
CareerProgression

(7.309%)

F7 Sufficientmotivationalstrategies 0.577

F8 Supportfromthetopmanagementis
helpfulinaccomplishingatask

0.628

F9 Universityrecognizesand
acknowledgemywork

0.643

F10 Adequateopportunitiesforself
improvementandcareerprogression

0.515

F24 Allthefacultymembergenerally
supportallthemembersofthe
universities

0.695

3 Employeeloyaltyand
Growth(6.032%)

F5 Effectivepromotionalopportunitiesin
theuniversity

0.584

F15 Onthebasisofmyownstandards,I
amsatisfiedwithpersonal
development

0.510

F28 Facultymembersinthisuniversity
communicatewellwitheachother

0.787

F29 Allthemembersaregenerally
committedtotheirwork

0.587

4 QualityonWorkPlace
(4.920%)

F20 Ifeelthatmyuniversityprovides
maximumfacilitiesfordoingmywork
properly

0.688

F17 Ifeelgoodaboutthequalityofwork
performed

0.515

5 ConduciveEnvironment
(4.897%)

F6 Goodsafetymeasuresadoptedatthe
university

0.725

F22 Idonotfeelunderpressurefrom
anybodyincarryingoutmyduties

0.579

6 LowerSelfEsteem

(4.820%)

F18

F27

Therearemanypoliticalproblemsin
thisUniversity

Mostofmyactivitiesareroutineand
boring

0.816

0.574

7 EmployeeDevelopment F21 Iamdevelopingnewskillsand 0.704
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Factor
Number

NameofDimension(%
ofvariance)

Label Statement Factor
loadings

(4.679%) abilitiesatwork

F34 Mysuperioralwaysallowstoattend
refreshercoursesandconferences

0.558

8 Workloadotherthan
teaching(4.487%)

F32 Ifeeltoomuchburdenedforresearch
work.

0.582

F33 MyuniversityorganizesFDfortheup
gradationoffacility

0.815

9 Rationality(4.464%) F11 Favoritismdoesnotplayanypartin
theinstitutionofwork

0.754

F25 Facultymembersaregiven
recognitionfortheircreativework

0.511

10 Organizational
satisfaction(4.309%)

F2 Jobsecurityexistsatmyuniversity. 0.741

F14 Ifeelthatmysuperiorsgive
reasonableattentiontomy
suggestionsasregardsmethodof
work

0.566

11 Organizational
communicationand
economicbenefit

(4.269%)

F1 Thereisareasonableperiodical
increaseinsalary

0.795

F23 Thereisanactivelowofideas 0.501

12 Criticalfactors(4.205%) F19 Readytoshiftjobatsamepositionin
adifferentorganization.

0.586

F26 Employeroverdrivetheemployees 0.701

Factor1:Jobsatisfactionandselfesteem

Thissuggeststhatfactor1isthecombinationsoffourvariables.FacultyofPublicSector

Universityperceivesthatthereexistsjobsatisfactionandselfesteem.Thisfactorexplains

(7.965%)variancewith4 statements.HighestcoefficientisforthestatementF3,“Good

relationshipwithco-workers”(0.639),followedbyF12“Facultymembershavefriendlyrelations

witheachother”(0.669)whereasnextvariableF13statesthat“Fellowcolleaguesarereadytohelp

indistress”(0.708)andonemorestatementwhichisextractedinfactor1isF16“feelingof

satisfactionafterperformingmywork”.Ourresultsgohandinhandwiththeresultsofstudy

conductedbySchulzandPauline(2009),JohanssonandHeikinaro(2004)whotoofoundthat

teachersderivedmostoftheirjobsatisfactionfrominterpersonalrelations.

Factor2:EffortRecognitionandCareerProgression

Thisfactorexplainsacombinationof5statementswith7.309%ofvariance.ThestatementF7

scoredthehighestscore.Itissufficientmotivationalstrategies”(0.577),followedbyF8“support
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fromtopmanagementishelpfulinaccomplishingatask”(0.628).ThestatementF9statesthat

“universityrecognizesandacknowledgemywork”withfactorloadings0.643isalsoa

combinationofF10“Adequateopportunitiesforselfimprovementandcareerprogression”(0.515)

andstatementF24Allthefacultymembersgenerallysupportallthemembersoftheuniversities

withfactorloadings0.695.Effortrecognitionandcareerprogressionalsofallinlinewiththe

findingsofJenkinsonsandChapman(1990),Sweeney(1981).

Factor3:Employeeloyaltyandgrowth

Thisfactorexplains6.032% ofvariancewith4statements.Thesestatementsindicatethat

employeescommittedtowardstheirdutiesandsufficientpromotionalopportunitiesareprovided

todeservingemployees.ThehighestVarimaxcoefficientissecuredbythestatementF5,

“EffectivePromotionalOpportunitiesintheUniversity”(0.584),followedbyF15,“Onthebasisof

myownstandards;IamsatisfiedwithPersonalDevelopment”(0.510).Othertwostatementsare

relatedtocommitmentandgoodcommunicationsystem,areloadedonthesamefactor.These

areF28,“Facultymembersinthisuniversitycommunicatewellwitheachother”withfactor

loadings0.787andF29,“Allthemembersgenerallycommittedtotheirwork”(0.587).Theresults

contradictwithstudiesconductedbySonmezerandEryaman(2008).

Factor4:QualityonWorkPlace

Publicuniversityprovidesmaximum facilitiestoconductresearchworkaswellastoperform

otheractivities.Factor4thexplaining4.920%ofvariancewith2statements.ThestatementF2,“My

Universityprovidesmaximum facilitiesfordoingtomyworkproperly”(0.688)followedbyF17

“Feelinggoodaboutthequalityofworkperformed”(0.515).Bhanugopaletal.(2008)alsofound

thatthereiscorrelationbetweenqualityofworklifeandworkenvironment.

Factor5:ConduciveEnvironment

The5thfactorexplains4.897%ofvarianceof2statements.Thehighestcoefficientis0.725in

caseofthestatementF6,“Goodsafetymeasuresadoptedatmyuniversity”followedbyF22,“Ido

notfeelunderpressurefrom anybodyincarryingoutmyduties”(0.579)employeesfeels

comfortableisthisenvironmentandworkefficiently.ItisalsofoundinthestudyofMirvisand

Lawler(1984)thatqualityofworklifeisassociatedtoworkingenvironment,workinghoursand

safeworkingconditions.

Factor6:LowerSelfEsteem
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Factor6enlistsnegativestatementswhichleadtodecreasethemoraleofemployees.Itconsists

of2statements.Factor6explains4.820%ofvariance.Thehighestcoefficientis0.816incaseof

statementF18,“Therearemanypoliticalproblemsinthisuniversity”andF27,“Mostofmyactivities

areroutineandboring”withfactorloadingsof0.484.

Factor7:EmployeeDevelopment

Factor7enlistsstatementsrelatedtoemployeedevelopment.7th factorexplains4.679% of

variancewith2statements.ThestatementF21,“Iamdevelopingnewskillsandabilitiesatwork”

0.704followedbyF34,“Mysuperioralwaysallowstoattendrefreshercoursesandconferences”

withfactorloadingof0.558.

Factor8:Workloadotherthanteaching

Thisfactorisacombinationof2statementswith4.487% ofvariance.ThestatementF32

highlightsthat“Ifeeltoomuchburdenedforresearchwork”(0.582)followedbyotherstatement

F33“MyuniversityorganizesFDPfortheupgradationoffaculty”(0.815).Thesestatementscreate

extraburdenotherthanteachingonuniversityfaculty.

Factor9:Rationality

Factor9enlistsfavourablestatementswhichleadtojobsatisfactionamongpublicsector

universityfaculty.Itconsistsof2statements.Factor9explains4.64%ofvariance.Thehighest

coefficientis0.754,incaseofstatementF11,“FavouritismdoesnotplayanypartintheInstitution”

andF25,“Facultymembersaregivenrecognitionfortheircreativework”(0.511).

Factor10:OrganizationalSatisfaction

The10thfactorexplains4.309%ofvariancewith2statements;thestatementF2scoreshighest

score,“Jobsecurityexistsatmyuniversity”(0.741),followedbyF14“Ifeelthatmysuperiorsgive

reasonableattentiontomysuggestionsasregardsmethodofwork”(0.566).

Factor11:OrganizationCommunicationandEconomicBenefits

Thisfactorexplains4.269%ofthevariancewith2statements.Thisfactorshowsthatthereistwo

waycommunicationstomakehealthyenvironmentandeconomicbenefitsarereasonably

providedtothefaculty.ThehighestvarimaxcoefficientissecuredbythestatementF1,“Thereis

reasonableperiodicalincreaseinmysalary”(0.795),followedbyF23,“Thereisanactiveflowof

ideas”withfactorloadings0.501.
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Factor12:CriticalFactors

Thefactor12thexplains4.205%ofvariancewith2negativestatements.ThestatementF19,“Ready

toshiftjobatsamepositioninadifferentorganization”(0.586)followedbyF26,“Employer

overdrivetheemployees”withfactorloadingsof0.70%.

PerceptionofPrivateUniversityTeachers–AFactorAnalysisApproach

Outof34factors,only12factorsextractedtogetherwith71.133%oftotalvariance,soitispossible

toeconomizeonthenumberofvariablesfrom34to12.The1stfactorexplainsthelargestportionof

thetotalvariance,thesecondfactorforthemostoftheresidualvariance,subjecttobeing

uncorrelatedwiththefirstfactor.TheEigenvaluesforthefactorsareindecreasingorderof

magnitudeaswemovefromvariable1to12.Factor1accountsforvariance5.934which(5.934/34)

or17.454%oftotalvariance.Likewise2ndfactoraccountsfor(3.056/34)or8.989%oftotalvariance

andsoon.Table5indicatesthat12factorhavebeenextracted.

Table5

PrincipalComponentAnalysiswithVarimaxRotation-PrivateSectorUniversity

NamingofFactor(PrivateSector)

Factor
Number

NameofDimensions(%of
variance)

Label Statement Factor
loadings

1 JobSatisfactionandSelf
Esteem

(8.944%)

F3 Goodrelationshipwithco-workers 0.561

F12 Friendlyrelationswitheachother 0.742

F13 Fellowcolleaguesreadytohelpindistress 0.686

F15 Feelingofsuccess 0.702

F14 Superiorsgivereasonableattentiontomy
suggestions

0.583

F16 Ifeelsatisfiedafterreformingmywork 0.526

2 EffortRecognitionand
OrganizationalCommunication

(7.905%)

F9 Universityrecognizesandacknowledgemy
work

0.512

F21 Iamdevelopingmyskillsandabilitiesat
work

0.572

F23 Thereisanactiveflowofideas 0.580

F24 Co-workerssupporteachother 0.626

F25 Facultymembersaregivenrecognitionfor
theirwork

0.800

3 QualityonJobFreedom

(7.392%)

F6 Goodsafetymeasuresadoptedatuniversity 0.651

F7 Sufficientmotivationalstrategies 0.588
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Factor
Number

NameofDimensions(%of
variance)

Label Statement Factor
loadings

F8 Supportfromtoplevelmanagement 0.703

4 EmployeeloyaltyandGrowth

(6.371%)

F1 Thereisreasonableperiodicalincreaseinmy
salary

0.559

F28 Facultymembersinthisuniversity
communicatewellwitheachother

0.850

F29 Allmembersgenerallycommittedtotheir
work

0.769

5 WorkloadotherthanTeaching

(6.329%))

F32 Iamtoomuchburdenedforresearchwork 0.672

F33

F34

MyuniversityorganizesFDPfromup
gradationoffaculty

Supporttoattendconferencesandrefresher
courses

0.730

0.703

6 LowerSelfEsteem(5.839%) F18 Therearemanypoliticalproblemsinthis
university

0.766

F27 Mostofmyactivitiesareroutineandbooking 0.677

7 WorkPressure(5.420%) F19 Iamreadytojoinifsametypeofjobunder
sametermsandconditionsinadifferent
organization.

0.837

F30 Ihavenotimetopursuemyareaofinterest 0.511

8 Opportunityof

Growth

(5.002%)

F10 Adequateopportunitiesforselfimprovement
andcareerprogression

0.585

F22 Idonotfeelunderpressurefromanybodyin
carryingoutmyduties

0.835

9 CriticalFactors(4.787%) F26 Employeroverdrivetheemployees 0.538

F31 Ihavetodotoomuchclericalwork 0.583

10 Rationality

(4.780%)

F4 Thereisrationalperformanceandappraisal
system.

0.528

F11 Favoritismdonotplyandpartinthe
institutions

0.836

11 QualityofWork(4.200%)

(IndependentFactor)

F17 Ifeedgoodaboutthequalityofwork
performed

0.785

12 Organizationalsatisfactions

(4.156%)

F2 Jobsecurityexistsatmyuniversity 0.713

F5 Effectivepromotionalopportunitiesinthe
university

0.671

Factor1:JobSatisfactionandSelfEsteem

Thefirstfactorexplains8.949%ofthetotalvariancewith6statements.ThestatementF12,“Friendly

relationswitheachother”(0.742),followedbyF15,is“Feelingofsuccess”(0.702)getssecond

highestcoefficient.ThestatementF13,“Fellowcolleaguesreadytohelpindistress”(0.683)scored

morethanthestatementF14,“Superiorsgivereasonableattentiontomysuggestions”(0.583),
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followedbyF16,“Ifeelsatisfiedafterperformingmywork”.(0.526)andleastcoefficientisF3,“Good

relationshipwithco-workers”withfactorloadingsof0.561.Theresultsgohandinhandwiththe

resultsofstudyconductedbySchulzandPauline(2009),JohanssonandHeikinaro(2004)whotoo

foundthatteachersderivedmostoftheirjobsatisfactionfrominterpersonalrelations.

Factor2:EffectRecognitionandOrganizationalCommunication

Thisfactorexplains7.905%ofthevariancewith5statements.Thehighestcoefficient0.800%is

scoredbythestatementF25,“Facultymembersaregivenrecognitionfortheirwork”followedbyF24,

“Co-workerssupporteachother”(0.626).ThefindingsofthestudyalsomatchedwithIslam(2012).

Heconductedstudyregardingthefactorsaffectingqualityofworklifeamongemployeesofprivate

limitedcompaniesinBangladesh.

Factor3:QualityonJobFreedom

Thefactorexplains7.392%ofthetotalvariancewith3statements.Thehighestcoefficientisscored

bythestatementF8,“Supportfromtopmanagement”.(0.703),followedbyF6,“Goodsafetymeasures”

adoptedatuniversity(0.651).ThestatementwhichscoredleastisF7,“Sufficientmotivational

strategies”(0.588).AsexplainedbyOwens(2006),thatcommitmenthasamajorandconstructive

influenceonjobperformanceandonretainingworkforce.

Factor4:EmployeeLoyaltyandGrowth

The4thfactorexplains6.371%ofvarianceswith3statements.ThestatementF28,“Facultymembers

communicatewellwitheachother”hasscoredhighestcoefficient(0.850),followedby2statements

F29,“Allmembersgenerallycommittedtotheirwork”(0.769)andF1,“Thereisreasonableincreasein

mysalary”(0.559).

Factor5:Workloadotherthanteaching

Thisfactorexplains6.371%ofvariancewith3statements.Thehighercoefficientisscored(0.730)by

F33,“MyuniversityorganizesFDPfortheupgradationoffaculty”followedbyF34,“Supporttoattend

conferencesandrefreshercourses”whereasF32,“Iamtoomuchburdenedforresearchwork”(0.672)

scoresleast.TheresultsalsofallinlinewiththestudiesDrago,CaplanandLynn(2005)inwhich

employeesfeelstressedwithhighcommitmentworksystemi.e.trainings,meetingsandinvolvement

injob.

Factor6:LowerSelfEsteem

The6thfactorexplains5.839%ofthetotalvariancewith2statements.Thehighcoefficientisscored
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bythestatementF18,“Therearemanypoliticalproblemsinthisuniversity”(0.766)followedbyF27,

“Mostofmyactivitiesareroutineandboring”(0.677).

Factor7:WorkPressure

Thisfactorexplains5.420%ofthetotalvarianceswith2statements.Thehighestcoefficientis

scoredbythestatementF19,“Iamreadytojoinasametypeofjobundersameworkingconditionsin

differentorganization”(0.837)followedbyF30,“IhavenotimetopursuemyareaofInterest”

(0.511).TheresultsmatchedwiththefindingsofMemeon(2008).

Factor8:OpportunityofGrowth

The8thfactorexplains5.002%ofvariancewith2statements.ThestatementsF22getsthehighest

coefficient(0.835),“Idonotfeelunderpressureincarryingoutmyduties”,followedbyF10,“Adequate

opportunitiesofselfimprovementandcareerprogression”(0.485).Thefindingsofthestudyalsofall

inlinewithSandrick(2003)foundthatintrinsicjobsatisfaction,jobdelightwasabetterpredictorof

selfesteemandopportunitiesofgrowthandcareerachievementarehelpfultoretainemployeesin

anorganization.

Factor9:CriticalFactors

Thisfactorexplains4.787%ofvariancewith2statements.ThehighestcoefficientisscoredbyF26,

“Employeroverdrivetheemployees”(0.583)followedbyF31,“Ihavetodotoomuchclericalwork”

(0.583).Sarmahetal.(2012),Mourkanietal.(2013)alsoconductedresearchonworkstressors.

Factor10:Rationality

Thisfactorexplains4.780%ofthetotalvariancewith2statements.ThestatementF11scored

maximum scoresoutofthese.Thestatement“Favoritism doesnotplayanypartinthis

Institution”.(0.828)followedbyF4,“ThereisrationalperformanceAppraisalSystem”(0.528).The

rationalityamongperformanceappraisaloffacultiesalsofallinlinewiththeresultsofstudy

AldakhilallahandParente(2002)whoservesasrevisedversionofoutdatedmethodsof

performanceevaluationintheeffectiveevaluationoftheperformanceoffacultiesthatfitswith

theideaofTotalQualityManagement(Almalki,2012;Almalki,Fitzgerald&Clark;2011).

Factor11:QualityofWork
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Thisfactorexplains4.200%ofthetotalvariancewithonlyonestatementF17,“Ifeelgoodabout

thequalityofworkperformed”(0.785).ThisisanIndependentfactor.Itselfitisanimportant

factorwhichisessentialtoevaluateoverallworkenvironment.Presentresultalsogohandinhand

withSheel(2012)thathighqualityofworkisessentialtoretainandattractemployeestowards

theirorganization.

Factor12:OrganizationalSatisfaction

The12thfactorexplains4.156%ofthetotalvariancewith2statementsthestatementF21“Job

securityexistsinmyuniversity”(0.713)followedbyF5,“Effectivepromotionalopportunitiesexist

inmyuniversity”(0.671).TheresultsalsowentalongwithfindingsofMoses(1999),Guptaand

Sharma(2010)thattheyofferfacilityofselfdevelopmentandprovidesprospectstoimprovetheir

job.Thereiscorrelationbetweenqualityofworklife,jobsecurityandopportunitiesofcareer

growth.

ComparisonofResultsofFactorAnalysisforPublicSectorandPrivateSectorUniversities

Applicationoffactoranalysistotheresponsesofpublicsectorandprivatesectorteachersreveals

12dimensions.Totalvarianceexplainedby12factorswas62.35%incaseofpublicsectoruniversity

teachersand71.13%incaseofprivatesectoruniversityteachers.Theseresultsrevealsthatfactors

discoveredasimportantinqualityofworklifearegreaterpreferredbyprivatesectoruniversity

teachersthanpublicsector.Therehasbeensimilarlyincaseof3factorsi.e.Jobsatisfactionand

selfesteemandeffortrecognitionandcareerprogressionandlowerselfesteemasthishasbeen

expressedthrough1stand2ndand6thfactorbypublicsectorandprivatesectoruniversityteachers.

However,theimportanceofotherfactorsdifferedconsiderably.The“workloadotherthanteaching”

appearsastheF8explaining4.48%varianceincaseofpublicsectorUniversity,whilefactor5th

explains6.32%varianceincaseofprivateuniversityteachers.Thereisafurther‘Rationality’features

asthe9thfactorwith4.64%ofvarianceincaseofpublicsectorwhileitfeaturesasF10with4.78%of

varianceinprivatesectorteachers.The‘Employeeloyaltyandgrowthisobservedasthe3rdfactorby

publicsectoruniversityteacherswith6.37%ofvariancewhileitisat4thlevelincaseprivatesector

with6.032%ofvarianceandcriticalfactorsfeaturesas12thfactorwith4.205%variancewhileit

featuresat9thlevelwith4.787%forprivatesectorteachers.Thefactor‘organizationalsatisfaction’

featuresat10thlevelwith4.309%ofvarianceinpublicsectorwhereasat12thlevelwith4.156%of

variance.Hence,privateuniversityteachersaremoreaffectedbyworkload,rationality,critical

factorsandorganizationsatisfaction.Acomparisonoftwosamplesillustratesthatthefactors

emergingfrombothuniversityteachersaresimilarinconstitutionbutprivateuniversityteachersfeel
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moreworkloadothersthanteachingandcriticalfactorsaswellastheyfeeltherearemoregrowth

opportunitiesinPrivateSectorUniversity.
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