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Abstract: 

Previous citizens had honesty and devotion to their work. However an employee today does not believe in these job 

principles. He tries really hard to get a wonderful living wage. The standard of working life, a systematic approach to architecture 

and a promising growth in the wide field of enrichment of work, is also the most interesting encouragement. Adequate and equal 

pay decent working practices, the ability to exploit and improve human potential, job opportunity, social inclusion of the 

workforce, employment and quality of life, social importance of the workplace etc are the requirements for evaluation. The 

research indicates that the productivity of workers improves as job satisfaction is increased. The quality of work life therefore can 

contribute to corporate efficiency; organization, happiness with work, encouragement for employees; personal growth and 

improvement can improve talents, which in turn can increase competitiveness and benefit. It is also critical that the proper 

working environment certainly influences the efficiency of the job. The key purpose of this research is to study the quality of life 

of the workers of the private sector. The proposed interviews and aims are to discuss the different questions and employment 

quality of private sector employees. In order to ask for views and issues, 50 private service personnel were chosen randomly for 

study. In the analysis, both primary and secondary data sources are used.  
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Introduction: 

Jobs in the grassroots sector feel dissatisfied by low wages, bad working conditions, unfavorable employment conditions, 

unfavorable treatment of their supervisors and the like while managers feel frustrated because of the isolation from their working 

conditions, interpersonal disputes, position disputes, job stresses, and lack of independence in the workplace, the absence of 

employment [1-3]. Quality of working life can mean things challenging for various individuals but in recent years the philosophy 

of work, organization and fundamental philosophy is a participatory one. The consistency of the corporate theory of work life 

reflects on the integrity of workers, their nature of participation in their work and their organization’s objective of excellence. Job 

efficiency is workers on an organization's level who use their experience, expertise and skills in their new workplace. Job 

efficiency is a comprehensive and wide-ranging approach not only to workforce enhancement, but also to an interdisciplinary 

study and intervention area incorporating industrial and organizational psychology, economics, and industrial architecture, 

philosophy of organizational growth, leadership and industrial relations. A variety of sources have advocated the quality of work 

life with enthusiasm [4-7].  

Aim of Quality of Work Life (QWL): 

The quality of working life (QWL) represents a major move away from conventional science management career 

designs, which concentrated primarily on specialization and usefulness for executing smaller tasks. As it progressed, its goal was 

complete division of labor, widespread hierarchy, and labor standardization. The aim was to minimize costs with the use of 

unqualified work that could be quickly prepared to do a small part of a task. There was a broad hierarchy that narrowly imposed 

the right way to work to manage job efficiency as described technical people. As a result, higher turnover and absenteeism, 

deteriorating productivity and dissatisfaction of staff occurred when jobs were tired of changing conditions. Adequate and equal 

pay are some of the requirements for assessing quality of work life (QWL): there are different opinions on adequate 

compensation. The Equal Salaries Committee described the fair pay as the compensation that is above but below the minimum 

salary. Secure and stable working environment: Because of humanitarian considerations, most organizations have healthy and safe 

working environments. The likelihood of utilizing and building individual talents is enhanced in such a manner that the person can 

exert greater control of his job, as is generally believed. Opportunity for job growth: In all groups of workers, prospects for 

advancement are restricted because of qualification barriers or because of limited higher level access at a higher level. The 

standard of work life (QWL), by extending one's ability, expertise and qualification, offers a future for continued development and 

security. Global inclusion in the economy: Social workforce integration can be accomplished by a free approach to discrimination, 

respect for the core labor movements, a sense of civic transparency and an increase of people-to-people. Jobs and quality of life: 

The quality of life at work (QWL) maintains a healthy relationship between employment, work and the home. This means that 

families and social life should not be influenced by working hours, including extra work, working at uncomfortable periods, 

corporate trips, transitions, holidays etc. Social significance of jobs: Quality of working life (QWL) is concerned with socially 

advantageous job importance [8-9]. 

Specific Issues in Quality of Work Life: 

 Pay and stability of employment: Many of the other facets of job satisfaction remain dominated by fair wages. In view of 

the rise in the cost of living, a variety of attractive wages means should be created and the improvement of human 

resource management facilities will provide greater flexibility. 

 Occupational Stress: Stress is an emotional burden, the mechanism and physical circumstances are taken into account 

and stress is dictated by the essence of the work. Conditions of work, working hours, work schedule break, skill and 

temperament of the worker, and work needs align. 
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 Organizational Health Programs: Organic wellness services are geared at teaching workers on health conditions, how to 

protect and improve health, etc. A decline in absenteeism, referral to a hospital, injury, over-employment and premature 

death [10-12] results in successful adoption of these services. 

 Recognition: Acknowledgement of employers rather than staff improves QWL's participative administration, 

appreciation of leisure programs, felicitation of employees' achievement, enrichment, reputation and decent 

appointments, membership offering of clubs or associations, vehicles that provide a holiday are some of the ways in 

which you can achieve the efficiency of your employees Cool ties with the worker's supervisor: harmonious relationships 

with the worker's supervisor give the worker a sense of social association, membership, performance etc. Promotion 

Seniority and merit: Seniority is commonly seen in working staff as a criterion for promotion. Merit is seen as the 

framework for controlling workforce development and for recruiting ministerial staff, seniority is favored. The 

employees themselves changed after contributing to the crisis.  

 Promotion: A promotion happens if the person transitions to a position higher than the previous one. Promotion is 

considered dry promotion without any rise. Typically a dry promotion is decorated by granting the employee a new and 

longer title that has little impact on employee promotions. If promotion offers workers the ability to transition into 

positions that offer greater personal fulfillment and recognition, such benefits are still required to inspire them to boost 

their performance [13-14].  

Career Planning:  

To keep its workers, a company must fulfill its inherent desires to improve and grow its work. A career plan is a plan 

where workers' future career is planned out from the point of entry into their employer removal. The employee learns from this 

schedule the job pathways and preparation and learning centers they should pursue to prepare for further assignments. Career 

training is primarily performed for supervisory and supervisors only and not for other company workers. Therefore the proposal 

for "blue-eyed" employment is also represented. Career preparation is an important part of the planning process without which we 

cannot get an image of the individual in the company who has the promise to improve and will therefore be prepared for higher 

tasks in future [15].  

Advantages of career planning: It allows workers to benefit from the facilities for training and development. You are 

persuaded that rewards are not just an opportunity or a relation in your lap. It enhances employee commitment to the company 

because you feel assured that the company takes care of you and can effectively align your priorities with corporate goals. It 

allows workers to stay in the business. As a result, our laboratory lowers our turnover and recruits staff. This produces stronger 

reputation companies on the job market and tends to recruit professional workers. It helps to prepare the workforce as well as 

grow the enterprise and accomplish the organizational target successfully [16-17].  

Findings: 

Personal information of the employees: 

 Age: Age: 18% of people under the age of 30 years, 26% from 31-40, and the remaining 56% of people under the age of 

41 years. Age: The bulk of those interviewed are therefore aged 41 years. 

 Gender: 64% of those polled are women and 36% are males. Intimates' educational qualification: 52% of participants are 

qualified by PUC and technical expertise, 26% are qualified and 22% are post-secondary. 

 Work experience: 18 percent of respondents had a work experience of only 5 years, 42 percent have 5-10 years and 40 

percent would have a work experience of over 10 years. 

 Area: 84% of those polled are urban and just 16% are rural, which indicates that most would have more opportunity to 

pursue private jobs in towns. 

 Working condition:  

 Field of Working: private service interviewees are similarly taken from five main areas. Each of the NGOs, technicians, 

private businesses, such as clerical, office support, private banks and schools constitute 20% of the population. 

 Working condition: 54% of respondents said they were in outstanding working conditions and 46% said that the work 

condition was adequate. 46% of workers are pleased with the wage rate earned, 30% are simply satisfied and the 

remaining 24% are not satisfied. 

 Carrier growth prospects: 44% of respondents feel they have opportunities for career growth, 26% don't want them and 

they don't have the chance for career growth and the remaining 30% don't realize their work and longevity. 

 Job satisfaction: Employment satisfaction can also be used within the wider sense of the different matters that influence 

the work experience or standard of work of the employee. Job happiness can also be understood in relation to other main 

indicators like overall well-being, tension. 44% of respondents are extremely pleased with their new work, 40% are fairly 

satisfied with their job, and 6% of respondents are disappointed with their present job. An employee's appreciation will 

satisfy them and also develop their self-esteem. 74% of respondents are respected by their employers and believe they 

have a reputation, but 26% feel they are overlooked or do not accept their job or service in the private sector. Employees 

at the office are supplied with facilities and such facilities can be updated when and when the employer's condition and 

wish. Thirty percent of respondents earn services, incentives and leave, but 70 percent of respondents are not happy with 

private-sector benefits and facilities. Payment and compensation are a problem, with the remaining 58 per cent not happy 

with the income standard and the pay system of pay for the majority of 42 per cent of respondents. It was unpredictable, 

and payment in increments was always late and uncertain. Yet they agree that they will make progress in the case of an 

emergency. Both these elements have an effect on job efficiency, either directly or indirectly.  
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Conclusion: 

The word job efficiency is understood as a fact that one third of the life of an employee is spent in the workplace. What 

you do at the office, you take it back home and your job success is influenced by the situation in your home. The research 

indicates that the productivity of workers improves as job satisfaction is increased. Thus we can infer that by increasing work 

output it can contribute to more organizational success, organizational engagement, job satisfaction, and encouragement for 

workers, contributing in turn to higher productivity and benefit. The fact that appropriate working conditions definitely impact job 

quality [18-19] is also significant.  

Suggestions: 

The recommendations are based on the study: the general working environment should be strengthened to keep the 

workers happier in the workplace. Workers should provide a forum for complaining in a suggestion box, which gathers feedback 

on employees, so that they can enhance their level of success and employee quality. Daily training is required in the growth of 

skills and job efficiency. For those who sustain consistency at work, a better incentive scheme can be created. Employees should 

be granted promotions, wages and increases based on experience, hard work and achievement [20-24].  
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