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I . INTRODUCTION  

Quality of Work Life (QWL) refers to the quality of life of individuals in their working organizations. In general 

QWL is the favorableness or unfavorableness of a job environment for people (Bhatt, 1992). It exposes the 

quality of relationship between employees and the total working environment. Work has an important place in 

the life of men engaged in all productive pursuits. Thus the nature of work one is involved has a profound 

impact on shaping his personality, performance level and his commitment in the society (Ghosh, Perceptual 

differences in Quality of work life factors, 1984). The core of QWL concept is the value of treating worker as a 

human being and emphasizing changes in the socio technical system of work through improvements in physical 

and psychological work environment, design and redesign of work practices, hierarchical structure of production 

process brought with the active involvement of workers in decision making. 

American industrialist Carnegie once said, ñTake away my factory, machinery, money and all that I have, but 

leave my men. I will rebuild my industrial empire stronger and betterò. Thus their philosophy is that their 

strength is their human resource and they are by human resource and for human resource. Thus human resource 

is considered as the nerve centre of an organization as well as the society and the nation. As work is one of the 

necessary aspects of the total life experience of an individual, it becomes important to examine how personal 

characteristics influence his job (Yousuf, ). To create an effective organizational environment it is essential to 

measure the socio economic backgrounds of employees óand its effect on quality of work life. 

Socio Economic Background is an integral component of organizational health and an important element in 

industrial relations.  More than this it plays an inevitable role in human life. The socio economic background 

covers variables like sex, age, education, experience, monthly income, marital status and nativity which 

determine the employeesô status and his profile. When a person comes to work, he brings with him his total 

personality, his attitudes, likes and dislikes, his personal characteristics and these, in turn, influence the 

satisfaction he derives from his work (Ghosh, 1982). As work is one of the necessary aspects of the total life of 

an individual, it becomes important to examine how his personal characteristics influence his job. Personal 

characteristics here refer to bio ï social variables such as, age, marital status, education, length of service, 

income, gender. In the West, a number of studies have been carried out on the relationship between job 

satisfaction and personal characteristics (Herzberg et al, 1957; Ronam, 1970).  In India, such studies have 

mostly concerned themselves with the workersô population. Through this study an attempt is made to understand 

disposition of managerial and non managerial employeesô age wise with respect to Quality of Work Life.  

 

Abstract: Quality of Work Life (QWL) refers to the quality of life of individuals in their working 

organizations. In general QWL is the favorableness or unfavorableness of a job environment for people. It 

exposes the quality of relationship between employees and the total working environment. Work has an 

important place in the life of men engaged in all productive pursuits. Thus the nature of work one is involved 

has a profound impact on shaping his personality, performance level and his commitment in the society. As 

work is one of the necessary aspects of the total life experience of an individual, it becomes important to 

examine how personal characteristics influence his job. Socio Economic Background is an integral 

component of organizational health and an important element in industrial relations (Kapoor, 1967).  More 

than this it plays an inevitable role in human life. The socio economic background covers variables like sex, 

age, education, experience, monthly income, marital status and nativity which determine the employeesô 

status and his profile. To create an effective organizational environment it is essential to measure the socio 

economic backgrounds of employees óand its effect on quality of work life. Through this study an attempt is 

made to understand disposition of managerial and non managerial employeesô age wise with respect to 

Quality of Work Life of public and private sector manufacturing enterprises. 
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II . OBJECTIVES OF THE STUDY  

1. To study the disposition of Public and Private sector Managerial and Non- Managerial Employeesô - Age 

Wise. 

2. To test whether there is any significant difference within the age group of the managerial and non- 

managerial employeesô with respect to various parameters of quality of work life. 

 

III . METHODOLOGY  

The present study focus on selected large and medium size five public and five private sector manufacturing 

enterprises with not less than 500 employeesô of the north, the south and the central regions in Kerala. 

Employeesô of the enterprises are divided mainly into two sections: non- managerial employeesô and managerial 

employees. Table no. 1, explains the number of employeesô in each sector based on its levels. 

Table No.1: Employeesô at a Glance 

Nature of 

Companyôs 

Top Level 

Managersô 

Middle L evel 

Managersô 

Lower Level 

Managersô 

Non-Managerial 

Employeesô 
Total 

Public sector 

 
15 20 65 400 500 

Private sector 15 20 65 400 500 

Total 30 40 130 800 1000 

In order to test whether there is any significant difference within the age group of the employeesô with respect to 

various parameters of quality of work life, Post Hoc multiple comparison test is employed.  

 

IV . ANALYSIS AND INTERPRETATIONS  

A. DISPOSITION OF PUBLIC AND PRIVATE SECTOR NON- MANAGERIAL EMPLOYEESô - 

AGE WISE 

Age performs an important aspect in determining the QWL of any organisation. Age is never a static process. 

Based on its deviation, discrepancies occur among the employeesô with respect to their attitude, interest, 

behaviour, performance, ambitions, life styles, etc. That will definitely affect the working conditions. A general 

belief which is also proved by various studies is that young people have lesser satisfaction than old people. This 

is because thier exists  a wide gap between the young generation and the old generation with regard to their 

education, eficiency, experience, expectations, life styles, marital status and so many other factors.  

Some research studies reveal a positive correlation between age and job satisfaction. Workers in the advanced 

age group tend to be more satisfied probably because they are adapted to thier job conditions. However, there is 

a sharp decline after a point, as perhaps, an individual aspires for better and more prestigious jobs in the later 

years of his life.  

Table No. 2: Age - wise Disposition of Employees 

QWL Parameters Mean Sector Mean Age wise 

 
Adequate and Fair Compensation 

 
21.62 

 21-30 31-40 41-50 51-60 Total 

Public 24.33 20.66 18.19 20.89 20.38 

Private 22.17 23.96 23.31 23.01 22.85 

Safe and healthy working 

conditions 
23.85 

Public 25.80 29.00 20.09 25.47 23.71 

private 23.72 22.08 21.42 25.63 24.00 

Opportunity to Use and Develop 
Human Capacity 

18.57 
Public 24.66 18.33 19.25 19.73 20.23 

private 17.42 15.75 16.52 16.92 16.91 

Opportunity for Continued 

Growth and Security 
15.06 

Public 19.80 12.33 13.43 16.91 15.73 

private 13.34 15.15 14.08 15.23 14.39 

Social Integration in the Work 

Organisation 
13.36 

Public 20.00 15.33 12.96 10.49 13.26 

private 15.19 14.87 10.44 11.86 13.46 

Social Relevance of Work Life 12.80 
Public 19.42 15.33 11.55 10.03 12.45 

private 13.00 12.55 11.00 14.05 13.15 

Work and the Total Life Space 12.80 
Public 13.23 11.00 11.65 11.22 11.69 

private 13.42 12.62 14.33 14.82 13.92 

Constitutionalisation in the work 

Organisation 
10.71 

Public 12.47 12.33 09.16 09.21 09.92 

private 11.57 10.15 11.08 12.07 11.51 

Superior Subordinate 
Relationship 

19.41 
 

Public 22.76 21.00 18.05 16.40 18.34 

private 20.05 22.03 21.97 19.96 20.47 

Welfare Facilities 27.64 
Public 30.95 25.33 19.39 23.17 23.10 

private 31.27 30.94 30.05 34.11 32.19 

Source : Survey data 

Studies by Natraj and Hafeez (1965), Sinha and Nair (1965), Ghosh and Shukla (1967), Rao(1970), Vasudevan 

and Rajbir (1976), Bhatt (1992), Vasagam(1997) and Nazir (1998) found no significant relationship between 
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age and job satisfaction, there by suggesting that job satisfaction is independent of age. At this point an 

endeavor is made to know the primacy of age on QWL of the public and the private sector employees.  

Based on the scale of ranking of questions in the descending order, it can be seen from table that satisfaction 

level is more among in the age group of 31-40  in the public sector and 41-50 in the private sector respectively.It 

is also disclosed that the dissatisfaction level is more in the age group of 21-30 in the public sector and 51-60 in 

the private sector respectively.  

B. MULTIPLE COMPARISON OF AGE AND QWL OF NON- MANAGERIAL EMPLOYEES 
In order to test whether there is any significant difference within the age group of the non- managerial 

employeesô with respect to various parameters of quality of work life, Post Hoc multiple comparison test is 

employed. For the purpose of analysis the following hypothesis is set: 

Ho: There is no age - wise significant difference in the disposition of employeesô with respect to the quality of 

work life parameters. 

1.  AGE Vs ADEQUATE AND FAIR COMPENSATION 

H0:  There is no age - wise significant difference in the disposition of employeesô with respect to 

adequate and fair compensation. 

Table No.1A: Age Vs Adequate and Fair Compensation (ANOVA) 
Parameters Due to factors Sum of squares df Mean square F Sig 

Adequate and fair 

compensation 

Adequate and fair 

compensation 
1616.321 3 538.774 16.142 <.001 

Error 26568.159 796 33.37   

Total 28184.480 799    

Source: Survey data 

 

For testing the null hypothesis concerning age Vs adequate and fair compensation ANOVA test is conducted. It 

is found that significant difference exists at one per cent significant level. As a result, the null hypothesis is 

rejected or in another way, significant difference exists among in the age group in the case of adequate and fair 

compensation. To find which all groups show these differences, multiple comparison tests is applied. 

Table No.1B: Different  Age Groups Vs Adequate and Fair Compensation (Post Hoc test) 

Source: Survey data   *The mean difference is significant at the .05 level 

By applying post hoc multiple comparison test, it is found that significant differences exists between the 

following age groups (21-30 and 51-60), (31-40 and 51-60), (41-50 and 51-60) at 0.05 level of significance. 

Table no. 1 B discloses that the age group coming under 51-60 is different from other age groups. This may be 

because, as human beings become aged, they desire more and better remuneration to maintain their standard of 

living. The null hypothesis is rejected and it can be concluded that significant difference exists in the disposition 

of employeesô of various age groups towards adequate and fair compensation.  

The parameter adequate and fair compensation implies that the compensation should be adequate and fair 

enough. When adequate and fair compensation is demied there arises displeasure among employees. Previously, 

there was a condition in which the employeesô were satisfied with limited resources, but today it is not like that. 

The want, desires, ambitions, standard of living, etc are unlimited, irrespective of age group. The requirement of 

salary varies with age. Gradually employeesô expect better remuneration. So, the company should be in a 

position to satisfy employeesô with better remuneration for better return.  

 

2.  AGE Vs SAFE AND HEALTHY WORKING CONDITIONS 

H0 :  There is no age - wise significant difference in the disposition of employeesô with respect to safe and 

healthy working conditions. 

Table No.2A 

Age Vs Safe and Healthy Working Conditions (ANOVA) 
Parameters Due to factors Sum of squares df Mean square F Sig 

Safe and healthy 

working 
conditions 

Safe and healthy 

working conditions 
3277.066 3 1092.355 27.796 <.001 

Error 31282.114 796 39.299   

Total 34559.180 799    

Source: Survey data 

Parameter Age Within Age Mean difference 

 

Adequate and Fair Compensation 

21-30 51-60 3.753* 

31-40 51-60 3.634* 

41-50 51-60 2.771* 

51-60 

21-30 

31-40 

41-50 

-3.075* 

-3.634* 

-2.771* 
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For testing the null hypothesis concerning age Vs safe and healthy working conditions ANOVA test was 

conducted. It is found that significant difference exists at one per cent significant level. As a result, the null 

hypothesis is rejected. To find which all groups show these differences, multiple comparison tests is applied. 

 

Table No.2B: Age Groups Vs Safe and Healthy Working Conditions (Post Hoc Test) 

Parameter Age Within Age Mean difference 

 

Safe and Healthy 

Working Conditions 

21-30 51-60 3.933* 

31-40 51-60 3.976* 

41-50 51-60 5.205* 

51-60 

21-30 

31-40 

41-50 

-3.933* 

-3.976* 

-5.205* 

Source: Survey data *The mean difference is significant at the .05 level 

 

By applying post hoc multiple comparison test, it is found that significant difference exists  between the 

following age groups (21-30 and 51-60), (31-40 and 51-60), (41-50 and 51-60) at 0.05 level of significance.    

Table no.2 B discloses that the age group 51-60 is different from other age groups. Based on survey information, 

it can be reflected that as individuals become matured, they lose their much of their vigor and interest and 

become the victims of many diseases. But from the outlook of the company, it is not possible to give special 

safe and healthy working conditions to aged employees. The survey also shows that many difficulties are faced 

by aged employeesô to accept the new safety measures. The null hypothesis is rejected and it can be concluded 

that significant difference exists in the disposition of employeesô of various age groups towards the safe and 

healthy working conditions.  

 

3. AGE Vs OPPORTUNITY TO USE AND DEVELOP HUMAN CAPACITY 

H0:  There is no age- wise significant difference in the disposition of employeesô with respect to opportunity to 

use and develop human capacity. 

Table No.3A: Age Vs Opportunity to Use and Develop Human Capacity (ANOVA) 
Parameters Due to factors Sum of squares Df Mean square F Sig 

Opportunity to use 
and develop human 

capacity 

Opportunity to use 

and develop human 
capacity 

3277.066 3 1092.355 27.796 <.001 

Error 31282.114 796 39.299   

Total 34559.180 799    

Source : survey data 

For testing the null hypothesis concerning age vs. opportunity to use and develop human capacity, 

ANOVA test was conducted. It is found that significant difference exists at one per cent significant 

level. As a result, the null hypothesis is rejected. To find what all groups show these differences, 

multiple comparison tests are applied. 

Table No.3B: Age Group Vs Opportunity to Use and Develop Human Capacity 

(Post Hoc Test) 
Parameter Age Within age Mean difference 

Opportunity to Use and Develop Human Capacity 

21-30 

31-40 

41-50 

51-60 

-2.941* 

-1.780* 

-2.153* 

31-40 
21-30 

41-50 

2.941* 

1.161* 

41-50 
21-30 

31-40 

1.780* 

-1.161* 

51-60 21-30 2.153* 

Source: Survey data *The mean difference is significant at the .05 level 

By applying post hoc multiple comparison test, it is found that  significant difference exists  between the 

following age groups 21-30 (31-40, 41-50, 51-60) 31-40 (21-30.41-50) and 41-50 (21-30, 31-40) at 0.05 level of 

significance.  The table discloses that all the age groups is significantly different from each other. Based on the 

survey information, it can be reviewed that opportunity to use and develop human capacity is one of the 

exceptional parameters when the employeesô have different opinions.  

Divergence arises among the employeesô with respect to their desire or expectations from various variables of 

the concerned parameter concerned like autonomy and control in their work, providing immediate feedback for 

the work done, appreciation for better performance by superiors , highlighting outstanding individual 

contribution, etc. These factors can never be uniform with respect to employeesô of different age groups. As a 

result of this, the null hypothesis is rejected and it can be concluded that significant difference exists in the 

disposition of employeesô of various age groups towards opportunity to use and develop human capacity. 


