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ABSTRACT

Diversity and the human resource role is gettingewattention with an increase in of the job marked the
impact of globalization. Many organizations havepliemented various types of initiatives to deal vdthersity, and one
of the initiatives is the changing role of humamsaerce development. This paper offers a frameworkntreasethe
strength of the worker’s diversities and improvédedsity in organizations by an applied Lewin-Schehange model.
The purpose of this paper is to link pervious resean diversity and human resource roles in Madagsganization. This
paper also examined the usage of change modetbviensity in organizations. This paper recommends $trategies for
accomplishing better diversity in organizationsamtpe models and organization policy.
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INTRODUCTION

Human resource practices and diversity have be@mmenportant issue in organizations due to rapishemic
growth and advancement. Human resource develophasnbecome one of the most important tools to emnrdurther
equalize diversity, equity and reform in the wodqd#. McLagan (1989) defined human resource developmas an
integrated use of training and development, orgditiz development, and career development to ingiodividual,
group, and organizational effectiveness. In cohtt@ammings and Worley (2005) agree that workplpedgormance is
the defining paradigm for human resource developraad they encourage learning as a defining panadiég the field.
Indirectly, human resource and diversity in work®patterns change drastically based on the depfandridwide trade

markets.

The patterns require organizations to become mhoesified, especially in multiracial and multieth countries.
Thus, organizations are facing a challenge to ieemd train workers to become more aware and ctenpen a
diversified workforce. Human resource practitionevdl face the challenges of bringing competent kess into
organizations and meeting the workers’ needs ampectations (Lo, Mohamad, & La, 2009). To be morengetitive,
human resource practitioners need to play an aatigeguiding role to improve organization perfore@nOrganizations
need to choose its workers well, invest the empmeyaith the proper responsibilities, support groank respect needs in

order to achieve the organization’s strategic laamg & Wan Ismail, 2008).

In recent years, human resource practice in r@oguworkers has change due to globalization inwekforce.
McGuire and Bagher (2010) describe that globaliratand workforce mobility’s increasing effects dfetsity are
becoming a more pressing priority for human ressutevelopment professionals. The new trend is tpl@mworkers
who have the knowledge, expertise, and skills &itds suited employment and who can make greatdribations to the

workforce market. A diversified workforce, espelgiagh management should emphasize building spesKilts, creating
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policies and drafting practices to get the bestnfrevery employee (D’Netto&Sohal, 1999). The sitoitis forcing
organizations to shift from their current practiaefiuman resource to becoming more aware of weckfdiversity trends
and their positive social and economic impactseBiity was selected as a best practice area diaceying demographics
make it more important to select, retain and marsadi&verse workforce (Reichenberg, 2001). To becglokal players,
organizations also need to provide workers with @l broader skills in order to meet the workpldeenands and

challenges.
BACKGROUND

Workforce diversity has recently become an impuriasue in organizations due to rapid changesamemics
and advancement. Diversity in workforce includdsddferences that define individuals such as aeltiethnicity, race,
gender, nationality, age, religion, disability, sak orientation, education, experiences, opinioasd beliefs that
individuals bring to organizations (Kersten, 200@0jorkforce diversity has become one of the mostoirtgmt tools to

emerge to further equal opportunity in the workplathus, organizations need to become more diiedsif

Furthermore, organizations are facing a challdngecruit and train employees to become more ctanpén a
diversified workforce. In other words, the humasaerce practitioners will face the challenges afiging better fitted

workers into organizations and meeting the workeeg€ds and expectations (Lo, Mohamad, & La, 2009).

To be sure that organizations benefit from worséodiversity, the human resource practitioners s¢eccome
out with some guidelines and incorporate these timéir policies and practices. One of the moreialiff problems that
must be addressed in effecting these policies wérdification is the availability of human resowst®nagers that
understand diversity. Thus, structural changedéndrganization can only be successful if thereffisctive manpower
participation (Wan Abdullah, 2004). Human resoypcactitioners need to play adynamic and guiding inlenabling an
organization to choose its workers well, invest éngployees with the proper responsibilities, supgoowth and respect

needs in order to achieve organization’s stratbg&iness objective (Long & Wan Ismail, 2008).

In order to achieve the objectives, the organiratieeds to come out with a policy and strategio pb enhance
and promote workforce diversity. In recent yearamhn resourceshave been known for recruitmentnitigiiand
development. Swanson(2001) describes human resderedopment as a process of developing and unteasiuman
expertise through organization development andopeied training and development for the purpose mproving
performance. However, the trend is changing and amumesources now are more focused on diverse atgecs
astransferringknowledge, expertise, and skills ofkers to better suited employment with greatetrdoutions to the job

market.

A diversified workforce, especially in managemshbuld emphasize building specific skills, creatpaicies
and drafting practices to get the best from evenpleyee (D’Netto&Sohal, 1999). The situation isdiog organizations
to shift from their current practices in human rgses to becoming more aware of workforce diversitynds and their
positive social and economic impacts. Diversity wakected as a best practice area since changmggilaphics make it
more important to select, retain and manage a sveorkforce (Reichenberg, 2001).

Figure 1 illustrated an overview of diversity mgament strategies that organizations can apply fremHuman
Resource Management Diversity stream by Konradsdeiseand Pringle (2006). The process invovled (ap&h resource

practices, (b) Workforce diversity, and (c) Indiwa, group and organization outcomes.
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Human resources is the first step in influencingrkforce diversity where it involves organizatisettings.In the
second process, workforce diversity will examine #ffects of diversity in organizations. The lastqess is linking the
individual, group and organization practices todhécomes.

RHuman 1 Workforce | 2 Individual, Group, and
esource j‘> Diversity Organization Outcome
Practices
A
3

Figure 1: Human Resource Management Diversity Straa (Konrad, Prasad, & Pringle, 2006)

The challenges facing diversity trends in organizes can only be properly addressed on the bésistiorough
understanding of the reforms needed. One way tdeeethese diversities are put into action is bgking through the
lens of change in organizations and the policies #ffect that change. Using the framework of tleavin-Schein change
model, this paper is viewed from a theoretical pecsive in organization settings. This paper wilhclude by suggesting
the areas in the Lewin-Schein change model thal teeée focused on in organization policy in ortteprepare workers

for diversity in organizations.
LEWIN-SCHEIN CHANGE MODEL

Organizations need to look forward to ways to ioverthe strength of the worker’s diversities. As@iire and
Bagher (2010) point out, increasingly participatioh diverse groups in the workplace requires humesource
development to commit and promote the cause ofrsitye One of the approaches is by applying thengbamodel to
organizations. While change is not an easy procag®nization should plan to make it happen. BrisBanks (2009)
point out organization has to be resolved and cdtacthto make the change and do what is necessgaydiess of any
inconveniences involved in the process. One ofctienge models that havebeen used to study divénsigcts is the

Lewin-Schein change model concept (Friday & Frid2303).

The model, also known as the unfreezing-changeeeé modelas it theorized a three stage modeharige.
There are many models that can be applied to th@naration. The challenges are in choosing thet khange model to
be applied to organizations. For this paper, theiheschein change model has been chosen as a iecklse this model
is one that has been used and tested to see #msighimpact and change in organizations (Alle&ntgomery, 2001;
Friday & Friday, 2003). Hence, the Lewin-Schein i model concept is one of the ways to ensuretligathange
qualities occur in organization are enhanced amored especially in diversity’s scope. Many orgatibns are adopting

the Lewin-Schein change model to meet the orgaoizaltchange and needsof diversity.

The model also needs to work in conjunction witle torganization policies and vision provided by the
organization’s top management. Although there aamyrthange models that can be applied to orgaoimtihe model

itself needs to be adjusted to meet the purpose.nddel can be utilized as a platform for an ozgtion to deduce the
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best plan for the development of the diversity @olin the context of learning and performancerttoglel tries to balance
the strategic, financial, and business goals o&mimations with the interests of the employees wat®doing the work
(Weinstein, 2005). Armstrong (2006) in his booklekped details about the three steps of change isesl®llows:

Unfreezing “altering the present stable equilibrium which soitg existing behaviors and attitudes. This prooasst take
account of the inherent threats that change presergeople and the need to motivate those affdotadtain the natural

state of equilibrium by accepting change” (ArmsgpR006, p. 347).
Moving

“developing new responses based on new informagimistrong, 2006, p. 347).
Refreezing

“stabilizing the change by introducing the newp@sses into the personalities of those concernadhgtrong,
2006, p. 347).

It is important for workers in organizations topexience the change in three difference stagesssitdly in
order to influence top management on diversityqylResearchers have used change models as a foaknwdiversity
studies. Allen and Montgomery (2001) use changeeatsoals a framework for creating diversity, whilédBy and Friday
(2003) used the change model as a framework foragiag diversity. The change model can also be tsedfluence
policies on diversity.

POLICIES ON DIVERSITY

Organizations need to promote a new policy in otdeecognize diversity. Implementation of a pplill give
benefits for organizations in term of applying aetsity organizational development approach. Omgitins should
create human resource policies that are suppaofivieeir diversity vision and goals (Allen & Montgery, 2001).Policy
on diversity should be flexible so that workers caske adjustments based on organizational prisriiecording to Cox
and Blake (1991) managing diversity may enhancarorgtional flexibility that as policies and prooeels are broadened
and operating methods become less standardizedyr¢famization becomes more acceptable and adaprablgdition,
diversity policy also needs to be clearly statedtsd workers will always know the objective in dgiit. Cox (1991)
points out that diversity policy in organizationsifh foster the workers’ mindset that diversity msapportunity and not a

problem.

Cox and Blake (1991) suggested five key componentsansform traditional organization to diversityes: (1)
Leadership, (2) Training, (3) Research, (4) Analysid change of culture and human resource manageystems, and
(5) Follow up. However, this paper only covers tagpects i.e. Leadership and Training because ghikei first and

second major factors that influence diversity pplit organizations.
LEADERSHIP

In order for an organization to be diversified apply diversity policy, it needs new styles ofdeeship. One
indicator of successful diversity programs is déeescompany leadership (Allen & Montgomery, 2001)gadizations
have invested significant resources in training aledelopment of its leaders to enhance the quatifficiency,
effectiveness, and productivity of organizationadishewsky, 2007).Leadership now becomes moreetigitlg because

of the diversity in the workforce. With increasimgpbalization, greater knowledge of the interactidietween these
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factors can be beneficial for assessing the effectiss of current theories, as well as benefitimgtiting leaders and
decision makers. The diversity of workforces inamgations makes the leadership task more chatigriggcause leaders
have to use different strategies to accomplishgitien jobs or task. Researchers in organizatioehhbiior suggest that
different workers, although sharing similar needsme to expect different things from the job beeatisey have

fundamentally different needs (Lee, 1998).

Diversity in the workforce has changed the foclieadership behavior; from focusing on one grotipvorkers,
it has now expanded the focus to multiple and dwearontexts. Therefore, leadership should takerdadgea of workers’
diversity and apply new styles of leadership andngie leadership behavior. Research does not dirtiakl worker
satisfaction to a specific leadership style. Indtemany suggest that leadership style needs tot ddagme culture or

situation as it attempts to reduce worker dissatigfn (Applebaum et al., 2004).

Leadership behavior in workforce diversity caroadsrengthen the work climate and culture of orgatidns. It
can develop the harmonious combination of apprapteadership behaviors with certain types of ogional cultures
that lead to improved employee performance. Acogrdo Allen and Montgomery (2001), diversified leeghip in the
organization increases productivity and innovatibrough the generation of new ideas, and the dpusat of more
motivated minority employees. The organizationsahiail to embrace cultural diversity effectivelpcado not adopt a
holistic approach to eliminate discrimination am§ustice will adversely affect both employees andtomers (Kundu,
2003). It is important to embrace the leadershimb®r in a diverse workforce to create good attels that can lead to a
better organization culture and work climate. Qutis a system of shared meaning held by membatsdtktinguishes
one organization from other organizations (Applebaat al., 2004). The current situation is forcimgamizations to shift
from its current practices in leadership to becgmitore aware of leadership behavior with respeetdrkforce diversity

and their positive social and economic impacts.
PROFESSIONAL DEVELOPMENT

The basic knowledge in human resources is traiaimg) development. To better understand the needseof
workers in diversity, human resource practitiongmsuld develop training and development that camideel across the
organization. In the long run, training and profesal development will enhance workers'diversitydamcrease
organization performance. An effective understagdifithe concept of diversity requires a multidimienal approach,
which needs to be integrated into relevant trairsing development initiatives (Moore, 1999). As rmrdd earlier in this
paper, there are three major areas in the LewimiScbhange model that need to be focused in aligmiith the
organization diversity policies. A better undersiimg of this concept will give an advantage tooigation top
management in terms of implementation. Therefoosy the Lewin-Schein change model can impact tharmegtion’s
diversity policies needs to be understood by aléle of workers, including management. Professialgalelopment in

diversity covers areas such as managing organizdii@rsity, diversity training, and diversity ewvation.
Managing Organization Diversity

In the earlier stage of the Lewin-Schein changdehi covers the Unfreezing stage where orgamunatneed to
recognize different backgrounds of workers’ divistsiThis means that organizationsneed to motivhé&e workers to
recognize different backgrounds of workers. Oneewtlorkers are motivated, they are ready to move te next stage.

The next stage in unfreezing is managing the diyelrs order to be one of the best providers in edsity
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training,organizations need to inculcate the knagte paradigm. In the organizational context, kndgée must involve
the act of knowing discovered in the solution adlgems (Lustri, Miura, & Takahashi, 2007). It hasbecome a culture
that is implemented across all the organizatiomgn&naging the diversity, the organizations havienfarove knowledge
access, especially in diversity areas, by providinitiative.Organizations typically attempt to aeté diversity through a
special program or a series of initiatives (AllenlM®ntgomery, 2001). One of the initiatives to manggdiversity is by
creating diversity mission statements, visions, godls for an organization. According to Friday dfritay (2003),
corporate diversity mission statements, visiong] gpals must be formulated to articulate the pugpot diversity

initiatives that serve within the organization dhd desired outcome can be achieved from thetinitia

Even though, organizations have a diversity missimtement, vision, and goal to achieve, it iy amlitten on
paper. The implementations of a mission statenwvésign, and goal are crucial parts because it needsnitment from all
levels of management, including workers. Organiretihave an advantage in implementing the missaiarsent, vision,
and goal because they have resources. The advarntageded cost, resources, acquisition, marketinggtivity, problem-
solving, and organization flexibility (Cox, 1991Jhe combination of these resources will lead thgaization in
becoming more competitive.According to Allen and rgwmery (2001), management must devote adequate
organizational resources to diversity. Once thewoization knows how to properly manage the diverditwill become

easier to increase organization performance.
Diversity Training

The most widely used tool among organizations anaging diversity is training (Cox, 1991). The msg of
diversity training is to give awareness to workersl facilitate the integration of diversity in onjgations. In addition,
organizations also value diversity training asaifpfm to make better decisions on diversity poliElyere are two types of
diversity training for organizations as suggestgd_ox and Blake (1991) including awareness trairsing skill-building
training. The goal for this training is as a stagtpoint for managing diversity. Awareness trainfaguses on creating an
understanding of need for, and meaning of managmnthvaluing diversity (Cox & Blake, 1991). The aemess training
will provide workers with self-awareness issuesdorersity in the organization. Skill-building traing educates workers
on specific cultural differences and how to resptindifferences in the workplace (Cox & Blake, 199lhese two types

of training have to be in line with the change magded in organizations to have an impact on warker

In contrast, several critiques have been pointegdimut the concept of diversity training. Allerdaviontgomery
(2001) argue that diversity training may addresscrilnination and oppression that is deep-seated, odten makes
members of dominant groups’ uncomfortable. If trening creates resistance among organizationakewvsy it is an
indicator that workers are still in the unfreezstgge. In addition, training also has a limitatiborganizations use it in
isolation. Cox and Blake (1991) remark that iiniportant to treat training as an on-going educatimcess rather than a
one-shot seminar. Therefore, organizations needet@lop training programs that cover all levelswafrkers in the
organization. The training should be a continualcpss, which includes new workers and existing exskFor this
reason, Allen and Montgomery argue that while tiganization is recruiting its future diverse staffid nurturing current

minority employees, it also needs to provide exgs8taff with diversity training.
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Diversity Evaluation

Organizationsthrough human resource departmerdgstieir own assessment to evaluate diversity aetiteof
the program or every year. The purpose of diveesigluation is to see what improvements can be.daieand Kleiner
(2001) remark that the organizations that are cdtachto diversity training are constantly lookimy fvays to measure the
effectiveness of training to determine how effeetliversity training is. Upon completing the evaio@a, the human
resource office will write a report that summarizesformance and ways to enhance diversity andtyolih addition,
these findings will be merged with anorganizati@nfprmance report that shows key indicators based strategic plan.
The strategic plan is a holistic and shared undedstg of how the organization achieves the dediudare position
(Kettunen, 2006). In anorganizations context, eatidn is considered a tool that can be used sirtolathers tool such as
Total Quality Management, Key Performance Indicgt@trategic Planning, Critical Success Factor alaBce Score
approaches, all of which are currently being usébowut the success rate that is required. Accortlingriday and Friday

(2003), conducting assessments are essentialistdpsising a planned change diversity strategy.
CHALLENGED AND RESISTANCE TO DIVERSITY

In order to successfully adopt any change modebieersity into organizations, it is important ¢consider the
two most influential factors. The future developmefia Lewin-Schein change model needs to condluediversity in
organizations. It is important to consider the pecsive of the Lewin-Schein change model from oizgtion culture.
Once the management knows how to deal with thifad is easier to apply change models in ardadiv@rsity into

organization policy.
ORGANIZATIONCULTURE

As mentioned earlier, in organizations, the mafluéntial factor that should be considered whigalthg with
adopting a change model is the organization's i@iltlio be competitive organizations must change fatiow a path
driven by human skill and diversity. The organiaats culture that inculcates diversity aspects khaiso educate the
workers at the foundational level of organizatioBg.doing this from the foundation level, it is &asfor the workers to
apply any changes in policies. It also ensurestttetvorkers will be prepared in terms of attitaasel knowledge in order

to expose better organization diversity.
CONCLUSIONS

To apply change models from others organizatiothsanplement it, especially in a diversity conteigt,a very
difficult task. A lot of factors should be considdr such as the external environment and the eullifferences as a
barrier. In addition, the change model should gnad with the organization’scurrent policies. H&at is not applicable,
the model should be modified to suit the policiesduse most of the policies are already in plaatheéR than change the
policies, it is more practical to modify the chamgedel. By examining how the change model can litethef workers, top
management should apply this to the next phaséeiftganization’s strategic plan. The top managémskould see
diversity as one of the important elements of 2éntury skills that will change the organizati®y. understanding the

concept, top management should inculcate the diyersributes into the implementation of the npaticy process.
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ABSTRACT

Coimbatore, the hub of textile spinning and waguiills is known adanchester of South India The Quality
of Work Life intends to develop, enhance and willuman resource effectively, to improve qualitypodducts, services
and reduce cost of production and to satisfy thekars’ psychological needs for self-esteem, paditon, recognition,
etc., and with a view to motivate them. The CoirobatDistrict Textile Units have problems relatimgléabor, production
and marketing and as a result, the performanceaffststed. In addition to technological and compediproblems, the
labor problem poses a threat to the textile inguatyd hence it became necessary for this industrgohcentrate on
Human Resource related problems. The extended mgpHaurs, compulsory overtime, committed deliveligghe units,
shorter manufacturing cycles, etc., increased ttess level of the employees at their job and keapb dissatisfaction
which ultimately end up with higher attrition rat@sd low morale. Majority of the employees of thastustries feel that
their units are not providing adequate measurésmlance their work and personal life and therehygsfing to provide a

comfortable climate for the employees to attainQmlity of Work Life.

KEYWORDS: Quality of Worklife,Psychological Needs,Work Envirnent, Job Satisfaction, Motivation,Workload, ,

Overtime,Rest Hours ,Discrimination,Lay off Perfance Appraisal, Scheme workers
INTRODUCTION

Textile Industry in Coimbatore District

Coimbatore, the hub of textile spinning and weavinitls is known asvlanchester of South India The growing
knitwear exports from nearby town Tirupur and hotegtiles exports from Karur and handlooms from Erdths
contributed to tremendous growth and demand fonrépg and weaving mills in and around Coimbatorarng are
supplied to local market as well as exported t@otountries. Coimbatore yarns are famous for gaiality and pricing.
Many textile mills have upgraded their textile miaehy and increased the capacity to the growingisexd the textile

market.
Review of Literature

The researcher has reviewed nearly 109 artiates frarious sources relevant to the chosen ressapith
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Statement of the Problem

The Quality of Work Life intends to develop, enharand utilize human resource effectively, to imgrauality
of products, services and reduce cost of productiod to satisfy the workers’ psychological needs Jelf-esteem,
participation, recognition, etc., and with a viesvrhotivate them.The Coimbatore District Textile tdrihave problems
relating to labor, production and marketing andaesult, the performance gets affected. In additiotechnological and
competitive problems, the labor problem poses eathto the textile industry and hence it became=ssary for this

industry to concentrate on Human Resource relateiolgms.

The extended working hours, compulsory overtinmnmmitted deliveries by the units, shorter manufaatu
cycles, etc., increased the stress level of thd@mps at their job and lead to job dissatisfactidnich ultimately end up
with higher attrition rates and low morale. Majgritf the employees of these industries feel thatrthnits are not
providing adequate measures to balance their wodk personal life and thereby struggling to provadeomfortable

climate for the employees to attain the Quality\adrk Life.
Scope of the Study

The study aims to analyze the HR problems relati¢d Quality of Work Life of workers employed in Xide
Units in Coimbatore District and is expected tovie an insight into the issues of Quality of Waife of the employees.
The Textile Units will be able to identify the pilens related to the QWL of its employees, theirgabsfaction and work
life balance. The study is expected to identify bodtlenecks in implementing the QWL programmes dnedperception
level of the employees about the implementatio@WfL programmes. The Textile Units in Coimbatoretidis would be
in a position to take adequate steps forward tadmg the QWL of their employees and to frame appatg guidelines

and policies to amend QWL programmes successfalliiyta make periodic surveys to assess the QWL.
Objectives of the Study
The following are the broader objectives of thalgtu
1. To study the Quality of Work Life attained by thagloyees of Textile Units in Coimbatore District.
2. To study the effectiveness of the employees ineatig their Work Life Balance.

3. To study the personal profile of the employees ettile Units in Coimbatore District and its influmnon the

various dimensions of Quality of Work Life.
4. To identify the critical dimensions related to Qtyabf Work Life and to develop a Research Model.
5. To identify the critical factors that influence®tQuality of Work Life to a greater extent.
6. To analyze the support rendered by the employearagoove the Quality of Work Life of their employee
Hypotheses
1. The following hypotheses have been framed in laftihe above objectives:
2. Employees do not attain their Quality of Work Lifignificantly.

3. Employees do not achieve their Work Life Balangm#icantly.
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4. The personal profile of the employees and the gmmumccording to age, gender, income, educational
qualification, size of the organization and natof¢he organization does not influence the QualityVork
Life.

5. The factors Job factor, Job culture & climate amdtiBipation in Union do not significantly influeadhe

Perceived Work Quality.

6. The factors Health Outcome and Benefits & Work Lakdnot significantly influence the Perceived Life

Quality.
7. There is significant difference between the theatimodel and the model arrived at from the resedath
Period of the Study

Both primary and secondary data were employetiénstudy. Primary data was collected from the nedpots

using a questionnaire. Data collection was donanduhe period of November 2008 to April 2011.

For tracing the achievements and developmentiseof extile Units in Coimbatore District, seconddsta for a

period of 10 years was considered.
METHODOLOGY
Research Design
Descriptive method of research has been usedfdyzng the quality of work life which exists ihe industry.
Construction of Questionnaire

In this study, the researcher used a psychometriteihto assess the perceived Life Quality and perdéWNork
Quality. Dimensions (factors) that seem to be higklated to each other were clubbed together o f@ new broader
dimension provided such clubbing on the face ofvits theoretically justifiable. As a result of thike number of

dimensions got reduced to six from the initial tiyetwvo.

The researcher decided to have three dimensiansleb factors, Job culture & climate and Pardétign in union
to measure the perception regarding the Work Qualihe next three dimensions Health outcomes, Woak and

Benefits were used to measure the perception riggtite Life Quality.
Sample Design

For the purpose of the study, Coimbatore Disitias considered as the area of the study. The mave\s was
conducted using a self-explanatory questionnaiepaned on a five point Likert scale (Ranging framorsgly agree to
strongly disagree). Using this questionnaire, deda collected from 640 employees from 32 textilésuaf Coimbatore
District. The units were selected by Stratified &am Sampling Method on the basis of Proportiondbadtion. The
inclusion of employees of different department® IBlow Room, Carding, Drawing, Simplex, Spinninggn@ Winding

and Packing provided representation to the sample.
Sources of Data

The study has used both primary and secondary &atmary data was collected from 32 units by using
guestionnaire. Secondary data was collected frenuiiit heads of the units surveyed, SIMA, SITRASPA, SICA.
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Tools of Analysis

The collected data is tested for its appropricsnesing KMO and Bartlett's tests and reliabilgytésted using
the Cronbach’s Alpha Test( the high value of Cratbmalpha Coefficient: 0.925 indicates good cdesisy of items in
the scale). The data collected were organizedsified and analyzed using a wide range of appat@rtatistical tools
like Factor Analysis, Mean, Range, Standard DemmtiChi-Square, ANOVA, Inter-Correlation Matrix, fression

Analysis, Path Coefficient Analysis and other ral@vones to attain the objectives of the study.
QWL Model

Based on the literature review and the dimensionshfe study, a suitable theorized model was atreved it is
furnished in the following page. The researchentified the appropriate indicators for each dimensio be measured.
The dimensions which overlap and having closeimglahip with one another are clubbed together éansingle dimension
to avoid practical difficulties in the processinigdata. The employee’s perception regarding theofadike Job factor, Job
culture and climate and Participation in union \atiés are grouped as Perceived Work Quality. Thepleyee’s
perception regarding the factors like Health outeemWork load and Benefits of employment are grduge Perceived
Life Quality. The Quality of Work Life is assessealsed on these Perceived Work Quality and Life iual

Chart: Model of Quality of Work Life

Perceived Work Ouality

Balance of Work and
Life Cmality of
Work Life

Job Factors \

Job Cultuwre & Chmate

Participation in Union

Health Cutcomes

ey e~

Work Load

Benefits & Compensation

— Perceived Life Quality

A) Work Quality

The inter-correlation matrix of explanatory varieblnamely X1: Job Factors, X2: Job Culture & Clema(3:

Union with dependant variable Y: Work Quality isrished in the table given below.
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INTER-CORRELATION MATRIX

Table 1: Inter-Correlation Matrix

Job factor Jg%ﬁ#‘lg&e Union | Work Quality
Job factor 1.000
Job Culture & Climate 0.381** 1.000
Union 0.428** 0.105** 1.000
Work Quality 0.725** 0.251** | 0.377* 1.000

Inference
The correlation is significant at 1% level ofraficance.

It is seen from the above table the correlatiamben all the explanatory variables are highly isiceint and
positive in two cases. Further it is also seendldahese explanatory variables are highly, sigaiftly and positively

correlated with the dependent variable Work Quality
PATH COEFFICIENT ANALYSIS

The direct effect of each of the explanatory Malga on the dependent variable and the indireeicefif each

explanatory variable on the dependent variableutjinamther explanatory variables are furnished éntéile given below.

Table 2: Direct & Indirect Effect of Explanatory Variables on Y: Work Quality

Explanatory variables ‘]Ot_) Job_CuItu.re & Union: X3 W(_)rk_
factor:X1 Climate: X2 Quality: Y
Job factor:X1 0.714 -0.021 0.032 0.725**
Job Culture & Climate:X4 0.272 -0.029 0.008 0.251*
Union:X3 0.306 -0.003 0.074 0.377*

Inference
The test is significant at 1% level of significanc

It is seen from the above table that among thdaegpory variables, two explanatory variables ngmé&l: Job
factor and X3: Union had higher positive directeeffon the dependent variable Y. The variable Xb ddad higher
positive indirect effect on Y through X3. Similarthe variable X3 also had positive indirect effect the dependent
variable through X2. Hence the two explanatory alslgs X1: Job factor and Union: X3 are substagtiatiportant

contributing variables to Y: Work quality.
REGRESSION ANALYSIS

Step wisemultiple regression analysis of Y: Work Quality seowvas performed with overall score of the
variables X1: Job Factors, X2: Job Culture & CligjaX3: Union and the following regression modeffitted for

performance :

Y =bo+bl1X1+b2X2+b3 X3+ ..........
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Where b1, b2, b3, b4 and b5 are partial regressomfficients, bo: constant. The results are pitesein the
following table:

Table 3: Regression Model for Y: Work Quality

. Regression Standard| t- value 2
VETEIES Coefficient| Error (d.f =636) R
Constant 27.442 2.209 12.420 .532
Job factor: X1 0.210 0.010 21.644*F
Job Culture & Climate: X2 -0.053 0.065 -0.824
Union: X3 0.323 0.122 2.649*

Regression Fitted Y = 27.442 + 0.210 X1- .053 X2 + 0.323 X3
Inference

*:Significant at 5 % level  **: significant dt% level to the extent as evidenced by the follgWANOVA table.

ANOVA
Table 4: Analysis of variance for regression
Source SS DF MS F
Regression 16029.36 3 5343.12 | 241.04**
Residual |14097.63 636 | 22.16608
Inference

The F test is significant at 1% level of significa.

The multiple regression model indicated that duhe explanatory variables, two Variables nigme X1 and

X3 are significantly contributing to Y. The analysf variance of multiple regression model forndicates the overall
significance of the model fitted. The coefficiertt @etermination R value showed that these variables put together

explained the variations of to the extent of 3.2
B) Life Quality

The inter-correlation matrix of explanatory variebinamely X1: Health Outcomes, X2: Work load, X&ng&fits

with dependent variable Y: Life Quality is furnishim the table given below.
INTER-CORRELATION MATRIX

Table 5: Inter-Correlation Matrix

Inference

Health : X1 |Workload : X2 |Benefits : X3 Life quality : Y
Health: X1 1.000
Workload: X2| 0.016 1.000
Benefits: X3 0.141** 0.336** 1.000
Life quality: Y| 0.322** 0.434** 0.692** 1.000

Impact Factor (JCC): 2.7831
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The correlation is significant at 1% level of sfgrance.

It is seen from the above table the correlatiowbenh all the explanatory variables are highly digant and
positive in two cases. Further it is also seen #ilathese explanatory variables are highly, sigaiftly and positively

correlated with the dependent variable life quality
PATH COEFFICIENT ANALYSIS

The direct effect of each of the explanatory Malga on the dependent variable and the indireeicefif each

explanatory variable on the dependent variableutjinamther explanatory variables are furnished éntéile given below.

Table 6: Direct & Indirect Effect of Explanatory V ariables on Y: Life Quality

Exple_matory Health:X1 | Workload:X2 | Benefits:X3 | Life quality: Y
variables
Health: X1 0.236 0.004 0.082 0.322**
Workload: X2 0.004 0.235 0.195 0.434**
Benefits: X3 0.033 0.079 0.580 0.692**

Inference
The test is significant at 1% level of significanc

It is seen from the above table that among theetleixplanatory variables, two explanatory variahbmely X2:
work load and X3: benefits had higher positive direffect on the dependent variable Y. The variat#ealso had higher
positive indirect effect on Y through X3. Similartiie variable X3 also had positive indirect effect the dependent
variable through X2. Hence the two explanatory alslgs X2: work load and X3: benefits are substiytianportant

contributing variable to Y: Life quality.
REGRESSION ANALYSIS

Step wisemultiple regression analysis of Y: Life Quality seawas performed with overall score of the variable

X1: Health Outcomes, X2: Work Load, X3: Benefaad the following regression model is fitted forfpemance :
Y =bo +b1X1+b2X2+b3 X3+ ..........

Where bl, b2, b3, b4 and b5 are partial regressi@fficients; bo: constant. The results are priesem the following
table:

Table 7: Regression Model for Y: Life Quality

variabies | BEessen) Saneard | o]
Constant 58.419 6.588 8.868| -580
Health: X1 1.453 0.160 9.093**
Workload: X2 2.409 0.280 8.602**
Benefits: X3 3.898 0.185 21.029*1

Regression Fitted Y = 58.419 + 1.453 X1+ 2.409 X2 + 3.898 X3

Inference
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The test is significant at 1% level of significarto the extent as evidenced by the following ANObaBle.

ANOVA
Table 8: Analysis of variance for regression
Regression
232261.9 3 | 77420.6292.27**
Residual
168467.7 636 | 264.8864
Inference

The F test is significant at 1% level of significa.

The multiple regression model indicated that ladl B explanatory variables are significantly cdmiting to Y.
The analysis of variance of multiple regression eiddr Y indicates the overall significance of thodel fitted. The
coefficient of determination Rvalue showed that these variables put togetherimgul the variations of Y to the extent
of 58.0 %.

CORRELATIONS FOR PWQ & PLQ

Table 9: Correlations for PWQ and PLQ

Pearson Correlation 1 0.721*
Significance (2-tailed) 0.000

N 640 640
Pearson Correlation 0.721* 1
Significance (2-tailed)| 0.000

N 640 640

Inference
The correlation is significant at 1% level of sfgrance.
The correlation between perceived work quality pecteived life quality is 0.721.

CORRELATIONS FOR PWQ, PLQ WITH QWL

Table 10: Correlations for PWQ, PLQ with QWL

Pearson Correlation 1 0.721**
Significance (2-tailed) 0.000 0.000
N 640 640 640
Pearson Correlation 0.721** 1 1
Significance (2-tailed)] 0.000 0.000
N 640 640 640
Pearson Correlation 0.937** 0.833** 1

Impact Factor (JCC): 2.7831 NAAS Rating 2.82
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Work Life Significance (2-tailed)

0.000

0.000

N

640

640

640

Inference

The correlation is significant at 1% level of sigance.

The correlation between perceived work quality gadlity of work life is found to be 0.937 and therelation

between perceived life quality and quality of wiif& is found to be 0.833.

QWL - PATH DIAGRAM

All the corresponding Pearson correlation valueditted on the input path diagram furnished beldve there is

no change in the direction of the relationshiphaf input path diagram, the output path diagramédssame as the input

path diagram.

Chart 5: Quality of Work Life — Path Diagram

Job Factors: 0.725

Job Culture & Climate: 0.251 7

Participation in Union: 0377

Health Outcomes: 0.322

Balance of Work and
Life: 0.721

Work Load: 0.434 \

P earceived Work Quality

Cmality of Work Life

0.833

Parcaved Life OQuality

Benefits & Comp ensation: 0.692

Outcome of Path Diagram
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1. The dimension Job factor is highly correlated wetbrceived Work Quality and the dimension Partiogratn

Union activities is moderately correlated whereas Gulture & Climate is not much correlated.

2. The dimension Benefits & Compensation is highlyelated with Perceived Life Quality whereas the eligions

Workload and Health Outcomes are only moderatelsetated.

3. The positive correlation value of 0.721 between BWQ and PLQ clearly indicates that there existpad
balance between these two factors. Hence we cariuttEnthat there is good Work Life Balance prewailin this

population.

4. The correlation values of PWQ (0.937) and PLQ (8)8®@ith the QWL highlights that both these factors
contribute greatly to the Quality of Work Life atite population perceives a better Quality of Woifie L

CONCLUSIONS

The summary of the salient findings and the eicaiverification of all the hypotheses, enable thhawing of

conclusion from the study.

Even though many labour related problems affezt3pinning Mills of Coimbatore District, the stubighlights
that the workers’ perception regarding the Qualdityvork Life is quite good. It is evident that tHemographic characters
such as the gender, marital status and spouse ym@h influence the Quality of Work Life. This imdites that the
employees when they get married and get exposéigter family commitments, their perception regagdthe QWL
varies. The union activities also considerablyuafice the QWL. It is clearly indicated that the daliure & climate only
moderately influence the QWL,; this may be due ® filact that almost all the organizations focus woviging a good
work environment for the workers. Health outcomed @aorkload influence the Quality of Work Life ton@goderate extent
and benefits influence the QWL of employees toempextent. These findings of this study concleisishow that there
are valid grounds to be optimistic about the nertofr Quality of Work Life of the Spinning Mills d@oimbatore District.
In future, the environment may be quite dynamic #raindustries have to pay more attention to aeBiR policies to
enhance and support the Quality of Work Life of #mployees. The above conclusion has some imgitsfior policy.

These are briefly discussed below.
IMPLICATIONS

The business world today is changing fast and ¢aaioreasingly volatile market conditions. Orgatias are
required to deploy strategies to improve the emgésy Quality of Work Life so as to satisfy both theganizational

objectives and employee needs.

Globalization has led to the worldwide competiti@amd the consequent restructuring, downsizing and
reorganizing of industries have negatively impaaeatployee morale. In this context, government stppil be needed
for ensuring the adoption of measures for the imgletation of Quality of Work Life through the impientation of an
individualized and selective piece of legislatiorstit the wide variety of situations and environinét is well known that
“one size may not fit for all” and industry-wiseljptes and guidelines are to be framed to enswgeffectiveness of QWL
programs. To satisfy new generation workforce, nizgions need to concentrate on job design ananizgtion of work.
Various programs like flexi time, alternative waréhedules, compressed work weeks, telecommutiog,caein be adopted

by organizations. The organizations should bestedepth attention to the following to achieve QWL.:
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1. Provide fair compensation and job security.

2. Maintain the physical and psychological healthroptoyees.
3. Provide personal and career growth opportunities.

4. Engage employees in decision-making.

5. Provide work life balance.

6. Have fun at workplace.

7. Encourage employees’ participation in healthy usion

In the developed countries, employers and unidag @ leading role in developing policies and pergs to
improve the Quality of Work Life. Employers are fieasingly adopting innovative arrangements andtioescto assist
their employees in reducing work-life conflict. Daigh collective bargaining, the unions promote mions that support

QWL. But in India, such initiatives are far feweh&n compared to the western countries.

The employers, union leaders and the governmetiebaan take the joint initiative towards the etioin of

policies and programs to improve the Quality of Whife. The government’s role is very importantsinch initiatives.
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