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Abstract

Background: Existing literature on QWL and CG supports that effective
compliance of CG is dependent on how the institution is nourished with the
spirit of QWL and CG maintains relationship between the company’s man-
agement, board of directors, shareholders, employees, and auditors and
stakeholders. Moreover, QWL consider different components like autono-
my of work, compensation and rewards, job satisfaction and job security,
quality of work life, relation and co-operation, training and development,
work environment.

Objectives: The main purpose of this paper was to investigate the factors,
dimensions and policy implications to foster quality of work life (QWL)
situation in organizations, especially in the Nepalese corporate sector.

Methods: Fully based on qualitative desk review and analyses.

Results: This paper has attempted to establish relationship between the
determinants of QWL situation and corporate governance (CG) from a
positivists’ perspective. In the present Nepalese context, several challeng-
ing factors, such as, employee attitude, working environment, opportuni-
ties, nature of work, stress, job challenges, development and career poten-
tial are affecting QWL attainment.

Conclusions: QWL promotes adequate and fair compensation, safe and
healthy working condition, opportunity to use and develop human capabil-
ities, opportunity to growth and security, social integration, constitution-
alism, social relevance of work life; work and total life span of the people.

Implications: Robust QWL standardization, monitoring and evaluation be
in place to govern all corporate entities in a meaningful manner.

Paper type: Review paper
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Introduction

In today’s dynamic business environment, managing an organization has become a very
much complex job. The organizations are forced to attract and retain a competitive work-
force to become able to counter the ever-increasing competition. In this respect, quality of
work life (QWL) focus seems to serve as an important instrument to boost employee morale
and competence making them able to respond with improved level of productivity. As a re-
sult, QWL has assumed inversing interest and important in both industrialized as well as
developing countries. Another scholar, Biswakarma (2015) has claimed that quality work
environment factors are critical issues when examining the work life of employees with an
aim to reduce absenteeism, accidents and attributes and at the same time, with an increment,
productivity, institutional effectiveness, employee and economic development of the country
as well. Hence, it is important to an organization to well-formulated HR practices, policies
and executes them effectively to boost employee quality of work life.

QWL is a process of work organizations, which enables its members at all levels to ac-
tively participate in shaping the organizations, environment, methods and outcomes. This
value-based process is aimed towards meeting the twin goals of enhanced effectiveness of or-
ganization and improved quality of life at work for employees. Moreover, quality of work life
can be possible through induction training, motivated employees, job security, satisfaction,
health and safety measures, teamwork, management leadership, employee compensation,
empowering to employees, salary, wages and condition of service and reward system (Shan-
ker, 2014).

Likewise, QWL increase individual productivity, accountability, commitment, better
teamwork, communicator, improved morale, better understanding of what individual work
for life balance, increase productivity and reduced stress. Additionally, corporate governance
focuses on directing and controlling the companies. The essence of the corporate world lies
in promoting transparency and accountability and in fulfilling the fair expectation of the
shareholders. Similarly, QWL minimize the labor turnover and absenteeism, improve quality
of work life, job design, career development, flexible work (Shanker, 2014; Ali, 2010).

Another scholar has defined that corporate governance as a broad term that describes the
processes, customs, policies; laws and institutions that direct the organizations and corpora-
tions in the way they act administer and control their operations. It works to achieve the goal of
the organization and manages the relationship among the stakeholders including the board of
directors and the shareholders. It also deals with the accountability of the individuals through
a mechanism, which reduces the principal-agent problem in the organization.

Consequently, the quality of work life (QWL) influences quality of life (QOL) of em-
ployees in organization. Technological advancement focuses on economic growth and pro-
ductivity whereas QWL scale up the human and environmental values.On the other hand,
growing number of women employees’ level up awareness on working time, salary, child care
and other facilities which enhance quality of work life. Additionally, salary and good benefits
increase loyalty and favorable working environment, which improve good approach of em-
ployee retention in an organization (Narenhan, Harunnisa, Norfadzilla & Freziamella, 2014).
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QWL is designated to improve employee satisfaction. Moreover, it strengthens work-
place learning, better manage, building cooperation, restructuring task carefully, improving
work environments and managing human resources. QWL boost QOL through spillover, seg-
mentation and compensation. Spillover effect works life through affective work experience.
Likewise, segmentation isolates experiences and affects the working attitude of the employ-
ees. Compensation included sufficient and fair remuneration, social integration and safe and
healthy working conditions (Sirgy, Reilly & Efraty, 2008) has examined QWL programs relat-
ed to the working environment. QWL develop and reform the entire organizational structures,
teamwork, quality circles and ethical corporate culture. Also, QWL improve job performance,
job motivation employee loyalty, turnover rate, employee absenteeism and employee commit-
ment to the organization (Sirgy, Reilly & Efraty, 2008).

Corporate governance means the extent to which companies are run in an open and
honest manner. It is a system approach by which companies are directed and controlled.
The essence of the corporate world lies in promoting transparency and accountability and in
fulfilling the fair expectation of the shareholders (Ali, 2010). Another scholar has defined that
corporate governance as a broad term that describes the processes, customs, policies; laws
and institutions that direct the organizations and corporations in the way they act administer
and control their operations. It works to achieve the goal of the organization and manages the
relationship among the stakeholders including the board of directors and the shareholders.
It also deals with the accountability of the individuals through a mechanism, which reduces
the principal-agent problem in the organization.

The primary objective of the present work was to assess the QWL scenario in Nepalese
corporate sector. More specifically, this paper has attempted to --

a. assess the key element or factors influencing the QWL,
determine how the quality of work life effect on organization performance,
examine the strategies adopted by Nepalese corporate sectors,
determine the challenges, problems in implementing the QWL strategies,
identified the role of corporate governance in quality of work life,
procure the future implication in order to maintain QWL in Nepalese corporate sector.

I

Quality Work Life means having good supervision, good working conditions, good
pay and benefits and an interesting challenging and rewinding job. High quality work life is
sought through an employee relation’s philosophy that encourages the use of quality work
life efforts which are systematic attempts by an organization to give workers greater opportu-
nities to affect their jobs and their contributions to the organization’s overall effectiveness. It
is the responsibility of the management to develop QWL among the employees to reduce the
evil effects of lower level of QWL. Good corporate governance where there is transparency
and accountability as well as close interaction among the employees forms the management
could have positive impact in maintaining QWL.

For development-oriented economies like Nepal, and rapid change of competitive busi-
ness environment the organization need to have competitive workforce to counter the compe-
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tition. To keep the competitive force in an organization the quality of work life is the important
issue because it reduce the absenteeism, task error, conflict at work and turnover and improve
the morale of an employees, production and institutional effectiveness. Biswakarma (2015) has
stated that employee engagement and working conditions is the most affecting factors in quali-
ty of work life and the quality of work life is better and less stressful in non-financial sector than
financial sectors. Likewise, Adhikari, Hirasawa, Takakubo and Pandey (2011) has identified
that there is no equal employment opportunity for men and women, lack of governance, wage
discrimination between male and female, low capacity utilization of organization and increased
dissatisfaction among employees at work, poor labor policy. So, these finding shows that in
the context of Nepal the quality of work life in corporate sector has not satisfied because of the
poor implementation of corporate governance in an organization which creates the problem of
inequality, stressed and unsatisfied. So, the attempt was made to study the overall quality of
work life situation among the employees in Nepalese corporate sectors.
The present work has focused on issues, challenges, current scenarios facing quality of
work life (QWL) situation with specific reference to the following research questions:
a. What are the key elements or factors to be considered important in promoting
QWL situation in the Nepalese corporate sector at present?
b. How favorable are the prevailing national and institutional policies to promote
QWL situation in the Nepalese corporate sector?
c.  What are the likely outcomes of effective QWL compliance in the corporate sector
in context of Nepal?
d. What are the ways forward to transform the overall QWL situation in the Nepalese
corporate sector?

Quality of work life is the perception of employees’ mental and physical satisfaction
at work, which impact on the performance of employees towards the organization. If em-
ployees are satisfied with the working life they are positive towards their jobs, organization,
management and colleagues and if not then increase employee absenteeism, reduce the pro-
ductivity, increase the rate of employee turnover. So, the employees’ performance matter
a lot in organization they are the major components of organization who perform the ac-
tivities of organization and lead towards the end results. Quality of work life is the quality
of relationship between employees and total working environment. Paying attention to the
needs of employees can benefit the company in terms of productivity, employee loyalty and
company reputation, which represent the good governance as well. It is concern for human
dimensions of work and relates to job satisfaction and organizational development. In order
to transform of labor laws, healthy and hygienic culture, rules and regulation in the corporate
sector QWL is essential. Similarly, in the corporate houses to empower the employee, moti-
vate them, reduce the employee turnover and increase the productivity of the organization it
works. This study would also be beneficial for the academic sectors. It works as the reference
for the future researchers intending to undergo systematic inquiry in this particular domain
of organizational management and administration.
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Quality of work life programmers are desirable for both employee and performance
needs, because it acts a motivating factor for better working, comprehends conditions at
employment, includes work environment and social integration and further seeks to employ
the higher skills of work and provide an environment that encourages them to improve their
skills. In order to maintain the good governance, effective working environment is needed. It
is therefore essential to see the problem in its totality and hence planned approach is needed
to study the quality of work life. If quality of life at work could be improved, it would benefit
and reward the individual employee, the company, its customers and society as a whole with
good governance. That is why it is necessary to talk about work life quality.

QWL is the relationship between employees and total working environment. Paying at-
tention to the needs of employees can benefit the company in terms of productivity, employee
loyalty and company reputation, which represent the good governance as well. It is a concern
for human dimensions of work and relates to job satisfaction and organizational develop-
ment. In order to transform of labor laws, healthy and hygienic culture, rules and regulation
in the corporate sector QWL is essential. Similarly, in the corporate houses to empower the
employee, motivate them, reduce the employee turnover and increase the productivity of the
organization it works. This study is also beneficial for the academic sectors. It works as the
reference for the researchers.

QWL programmers are desirable for both employee and performance needs, because
it acts a motivating factor for better working, comprehends conditions at employment, in-
cludes work environment and social integration and further seeks to employ the higher skills
of work and provide an environment that encourages them to improve their skills. In order
to maintain the good governance, effective working environment is needed. It is therefore
essential to see the problem in its totality and hence planned approach is needed to study the
quality of work life. If quality of life at work could be improved, it would benefit and reward
the individual employee, the company, its customers and society as a whole with good gover-
nance. That is why it is necessary to talk about work life quality.

For the purpose of making it simple to understand among the readers of this paper, the
present researchers have established a set of operational definitions of the key terminologies
used in this paper.

Autonomy of work: The autonomy is the ability of the employees to control over work-
ing situation. In autonomy of work the power are decentralized among the employees where
employees can take part in decision-making process. Moreover, workers plan, coordinate,
control, organize and make decision on work related activities. It provides opportunities of
independency at work and provides authority to perform related task (Beh & Rose, 2007).

Compensation and rewards: Compensation and Reward play as motivational factors.
The best employees are awarded for motivating them and build sense of competition among
employees. Moreover, compensation increases interest of employees toward their work.
Moreover, payment of individual should be on the basis of their performance, responsibility
handling, individual skills and knowledge and accomplishments (Mirvis & Lawler, 1984).

Job performance: Job performance refers as the performance assessment and manage-
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ment which is the total expected organizational value how employees done their activities
and execute it over a standard period of time (Pradhan &Jena, 2017).

Job satisfaction and job security: Job Satisfaction is measured by appreciation,
co-workers behavior, communication, job conditions, fringe benefits, nature of work, policies
and procedures, personal growth, promotion and opportunities, security, supervision and
recognition. Likewise, Job security affects individual performance in organization. Low job
security increases sense of loose of job that is why they might not focus on their performance.
On the other hand, High job security enhances employee’s loyalty and productivity toward
organization. The job security contains factors such as individual performance, performance
of company and current economic situation (Nanjundeswaraswamy & Swamy, 2013).

Organizational culture and climate: Organizational culture is driven by organizations
values, vision, and norms and believes. Promotional opportunities and reward evaluation
criteria control over the organization’s policies. These two elements are significantly related
with the quality of work life, which enforce on organizational commitment, job satisfaction
and turnover. Moreover, higher the opportunities for the employees promote higher QWL.
Organizational policies, procedures, leadership style, operations and general contextual fac-
tors are directly effect on the quality of work life. The organizational culture and climate is
one of the dimensions, which control over the quality of work life (Mirvis & Lawler, 1984).

Relation and co- operation: The communication between management and employees
drive positive relation and co-operation between these parties. Employees who have author-
ity to involve in decision-making activities, conflict management, and take part in meetings
are more loyal toward the organization. Moreover, organization associates with career devel-
opment activities of the employees and increase sense of belonging among them. Acceptance
of employees is based on their skills, knowledge, capabilities, ability and traits rather than
race, sex, and physical appearance. Thus, QWL leads to self-confidence and self-efficiency of
employees toward their work and activities (Beh & Rose, 2007).

Training and development: Training and development is necessary for the organiza-
tional who aimed for better performance of individual and group in organization. Training
and development increase personal empowerment skills and ability. The goals of training
and development are to improve organizational efficiency and improve quality of work life
(Mirvis & Lawler, 1984).

Work environment: Working environment denotes place where employees work to-
gether. It is denoting as the social and professional environment where worker interact with
each other and build warm relationship. Work environment focus on safe and healthy envi-
ronment, which ensure good health, decrease bad labor management relations and continu-
ity of services. Employees are valuable asset of organization, they must have mentally and
physically sound environment. These activities makes employees more cheerful and confi-
dent and highly productive (Lau & May, 1998).
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Methodology of works

The study is mainly based on the exploratory research design heavily confined to literature
review, peer group discussion along with the support of expert research person to determine
the quality of work life in Nepalese corporate sectors. The study took around two months of
time period to complete the overall research.

The study intends to gather qualitative data that describes the present policies, issues,
dimensions, factors challenges and restraining factors of quality of work life in corporate
sectors. Along with that the current scenario and practices adopted by enterprises in order to
improve the QWL situation in corporate sectors has been analyzed. To accomplish the objec-
tive of our study more effectively the instruments like Internet, books, articles and magazines
were referred. It has helped us to gain more knowledge and link our field of study to meet the
objectives of our research work.

Literature review on evolution of quality of work life (QWL)
Quality of work life is about the individual’s working life, which includes factors such as
social relationship, health, income and other factor related to happiness and fulfillment. At
early nineteenth century F.W Taylor has introduced Scientific Management Theory and cre-
ates awareness of human resources. The Scientific Management Theory mentioned about
division of labor, close supervision, hierarchy and management principles. The continuous
research on human behavior improves their job satisfaction, productivity and commitment.
The quality of work life (QWL) means employees should be treated with respect, which in-
creases sense of belongings toward the organization. Moreover, quality of work life enhances
employee satisfaction and organizational effectiveness. In 1930s there was hazardous work-
ing condition, there was not employee protection rules, which increase risk in working en-
vironment. In 1940s unionization movement was taken place and it started to work for job
security and economic gains for the employees. In 1950s and 1960s different psychologists
developed different theories regarding individual work life. The evolution enhances positive
relationship between productivity and morale. The reforms bring equal employment oppor-
tunity and job enrichment schemes. Likewise, In 1970s the idea of quality work life was intro-
duce which include values, human needs and aspirations. In 1972 international conference
was conducted at Arden House, New York. International conference presented quality of
working life and formed international council for quality of working life (ICQWL). After con-
ference meeting held in Toronto in August 1981 on Quality of working life it becomes issue
for the organization to boost Quality of work life of workers (Hian & Einstein, 1990).

Conceptual perspectives of corporate governance

Before delving further on the subject it is very important to define the concept on corporate
governance. There are vast amount of literature available on the subject, which ensure that
there exist innumerable definitions of corporate governance. To get a fair view on the subject
it would be prudent to give a narrow as well as broad definition on corporate governance. Ba-
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sically corporate governance involves a set of relationships amongst the company’s manage-
ment, its board of directors, its shareholders, its auditors and the other stakeholders of the
company (Abid, Khan & Rafiq, 2014). These relationships, which involve various rules and
incentives, provide the structure through which the objectives of the company are set, and
the means of attaining these objectives as well as monitoring performance are determined.

Corporate governance is the system of directing and controlling the whole corporation
affairs on the behalf of the stakeholders by ensuring that the directors of company should
aware about their duties, obligations and responsibilities to act for their company, and ac-
countable with their stakeholders for their actions to manage the corporation soundly and
effectively Sharma(2015). The OECD Principles of Corporate Governance states: Corporate
governance is the framework through they distribute the responsibilities and authorities to
complete their duties and it is also protect the right of shareholders and stakeholders, and
transparent the information and disclosure timely within organization and define the role of
board to evaluate and monitor the management and take accountability of their action.

The term corporate governance has been defined in many ways where many of the schol-
ars have given their point of view on it. It is a system approach where the organizational rules
and regulation are installed in an entity to give life by fulfilling all the legal requirements. The
governance is complex and multi-faceted concept that is difficult to define in precise way so,
it comprises of all aspects the mind map and a lot more areas and parties involved as men-
tioned above. The key aspect of corporate governance includes transparency of corporate
structure and operations; the accountability of managers and the boards to shareholders;
and corporate responsibility towards the stakeholders (Ali, 2010). While corporate gover-
nance essentially lays down the framework for creating long term trust between companies
and the external providers of capital, it would be wrong to think that the importance of cor-
porate governance lies solely in better access of finance.

Nowadays, companies around the world are realizing that the better the corporate gov-
ernance, better in adding the value to their operational performance. However it improves
the strategic thinking at the top by including the independent directors who bring a wealth of
experiences and a host of new ideas. It also rationalizes the management and monitoring of risk
that a firm faces globally. The decision making process will also be rationalized with the help
of corporate governance by careful articulation of it through top management and it definitely
integrates the integrity of financial reports. Hence, the companies with good corporate gover-
nance are uniformly transparent, systematic and with segregation of power between owners
and the managers. The investors have appreciated such companies always. Boards of directors
are the investors’ custodians of trust and they take the decisions on their behalf in the interest
of the company’s progress with malice towards none and charity for all the stakeholders who
impact the success or failure of the company. Therefore it is better to have the understanding
of corporate governance from the narrow as well as from broader perspective.
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Policy implications of corporate governance

The practice of corporate governance in public as well as private sector has been increas-
ing. Similarly the policy implication from the government side has been given much more
emphasis because the organizations as well as government have also realized that the im-
portance of corporate governance in each and every sector as well as what are the positive
and negative consequences of not implying the corporate governance so the policy and its
implication are being seen and applied in most of the organizations. Governance is taking the
center stage in most of the discussions on public welfare issues is the state because despite
good strategy programmers and adequate budgets, the implementation of these projects is
not only slow but inordinately delayed so that the benefits to the stakeholders are in a trickle
which ultimately is attributed to the failures of governance.

Business enterprises are equally sensitive for their success and failure on good corporate
governance. Globalization, the liberal market led business environment, the new modes of busi-
ness finances, the ever widening scope of stakeholders and the ever emerging new technologies
are all jointly and/or severally enhancing the risks of doing business anywhere in the world in-
cluding Nepal. Though corporate culture in Nepal is of a very recent origin and only slowly gain-
ing ground, it is therefore, very important that good practices are inculcated in our corporate
culture from the very beginning. FDI in infrastructural and hydro projects will definitely induce
large investment in joint stock companies and will require effective and productive management
structures by laws as well as by practices so as to meet the acceptance of all stake holders.

According to Agarwal (2019), corporate governance, the good governance of a country,
is the backbone for the health of a company. If the corporate culture is sound and high stan-
dard Nepal can invite global corporation in terms of investment in large projects. The legal
environment will pave the easy but it will not be enough to attract global investors unless
our corporate culture matches global standards. It will be upon our chambers also to play
the catalytic role through the awareness programs. The government also has to encourage by
incentives good corporate practices. At least, the public sector boards can take the lead and
show more transparency in disclosures of their performance and decision making process.
Stress on merit and to be seen taking decisions on merit will be the first step.

Many corporations in Nepal as well as in the world have failed because the board of
directors was not engaged in the operation nor were they organically involved in the strate-
gy. They were guided by the briefings of the senior management and endorsed what was fed
to them and took decisions without adding any value of their own. So long as the operation
are smooth the role of the board of directors remains exalted but as soon as the threat starts
looming the board of directors normally finds itself much maligned. The status is the same
whether the company is private or public. Good corporate governance basically avoids the
above. It predicts threats, weaknesses and gives reliable sustainability to its strengths and
explores opportunities all the time to enhance shareholder’s value. The Company Act of Ne-
pal has to immediately acknowledge the necessity of improving the corporate governance
of Nepalese companies and find ways to amend it in such a way that it compares well with
international ones. Through bad corporate governance companies may end not with a bang
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but a whimper without anybody knowing it (Agarwal, 2019). Some of the policy implications
on the corporate governance can be as such:

a. Workers voice needs to be addressed and participation in policy level decision-mak-
ing should be enhanced. Dialogue culture between the employer and employees
needs to be introduced. It is an effective tool for organizational culture change and
for performance improvement and also reduces the dissatisfaction and unrest of
firm production.

b. Legal aspect and social compliance has to be reviewed and monitored regularly
and correction measure to be taken in time to time.

c. Appointment letter has to be issued for all level employees and career prospect to

be ensured.

Paternal leave to be introduced along with maternity leave benefits for women.

Transport and housing facilities to be enhanced for all.

f. To ensure Employees satisfaction and Quality of work life in public as well as pri-
vate enterprises. Employers need to embrace a certain level of employment securi-

o

ty, job safety, free from job anxiety, reasonable wage, family day/leisure life, social
life enjoyment opportunity, participation in decision-making.

Teamwork activities to be developed for more productivity/performance/training to be
introduced in all level for performance and job satisfaction.

Best practices of corporate governance

Google: Google is one of the best examples of using the quality of work life in their organi-
zation. Google since 2007 every year held the number-one “Best Companies to Work For”.
They get over 2.5 million applicants which is equal to 6,849 per day and about 5 per minute.
The reason behind everyone try to be in Google is their working environment where every
employees are attracted to work. To attract and retain the workforce they need to be happy
and motivated at work.

Google provide such environment where every employee wants to remain. Google has
been one of the first companies who understand the need for employee and provide the flex-
ible time scheduled and work as their terms for example they should go massage, swimming
or any activities during working hour, or work from home with a sick child no one cares.
They provide average salary $140,000 for experienced workers and $93,000 for the employ-
ees who have even less than one year which is a better salary than other company. Except
monetary compensation, employees get clean work spaces, along with good cafeteria where
varieties of food are available not only the varieties of food but also more healthier and tasty
employees can take advantage of perks like free healthy and gourmet meals, laundry and
fitness center, generous paid parental leave, and on-site childcare besides that employees
also enjoy the various facilities like pools, bowling alleys, hair-cut, playground and massage
at any time they want even in the middle of the workday all facilities available in organization
through which they able to satisfied the physiological needs of employees.
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Google also provide facilities of health insurance, life insurance, financial planning to
make the employees feel safer their future and satisfy the safety need. They allow kids and/
or pets to come to work, open office structure to communicate with anyone and makes
all employees feel love /belonging in organization. They provide the freedom to employees
how they’d like to work and also freedom to be a creative by encouraging employees to set
their determined goals themselves, and create the environment from where they learn from
their failures. There is internal competition within the company at the same project various
teams work on it and the credit will get only those team who able to get the final product and
respect their hard work which play as a role of motivators. And provide the opportunity of
take responsibility, maintain the reputation, recognition and prestige and respect from other
which satisfy the esteem need of employees. To fulfill self-actualization need Google donate
to charities that the employees chose and also offering them one paid day a year to volunteer.
These things increase employee happiness, which has a direct relationship with productivity.

They are not only able to satisfy the need of the employees but also have good corporate
governance inside the organization by creating a culture of transparency in an organization
where they share value across the organization. However, there is equality in an organization
by hiring or providing opportunity to the different races of people like White, Asian, Black,
Hispanic, Native American and Pacific Islander which shows diversity of culture in an orga-
nization and provides equal importance.

So, from analysis the working environment of the Google we see that the company has
all the factors that help to maintain the quality of work life in the organization. They provide
safe and healthy working condition, adequate and fair competition, and social relevance of
work life, work and total life span, opportunity to growth and security, opportunity to use and
develop human capabilities and as a result their employee performance is productive and
employees are also satisfied from the working environment of the organization which makes
them a successful company. Google’s success at motivating and retaining its workforce like
no other company so far has been able to do.

Relationship between QWL and CG in the Corporate Sector
In the era of cutthroat competition, the amount of time and energy people spent at the
workplace has increased to a great extent. Therefore, it is important for employees to be satisfied
about their life. Quality of work life is a philosophy, a set of principles, which holds that people
are the most important resources in the organization as they are trustworthy, responsible and
capable of making valuable contribution and they should be treated with dignity and respect
(Gupta, & Hyde, 2016). According to Keith (1989), quality of work life refers to favorableness
and unfavorable of a job environment for the individual. It is a generic free that covers person’s
feelings about every dimension of work including economic rewards and benefits, security,
working conditions, organization and interpersonal relationship and its intrinsic meaning in a
person’s life. The basic purpose of quality of work life is to develop work environment that are
excellent for employees as well as for organization. The elements that are essential and relevant
to an individual’s quality of work life include task, the physical work environment, social envi-
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ronment within the organization, administrative system and relationship between life on and
off the job. It could be argued that a better quality of work life makes employees satisfied with
their job at their workplace and that contentment trickles down to their home and family life.
The quality of work life is mainly concerned with the job security of employees, safety, proper
hygiene that should be categorized for both male as well as female employees which needs to
be made mandatory by the compliance of corporate governance so that the effectiveness and
efficiency in the implication of it can be seen in the corporate sector.

The employees’ satisfaction depends on the quality of work life provided by the orga-
nization. And to maintain the quality of work life depends on the corporate governance of
corporate sectors. The factors that affect employee satisfaction were the healthy and suit-
able working environment, fair policies and practice, caring organization, appreciation, pay,
promotion feel of belongings, initiation and leadership, feel of being loved, safety and se-
curity, challenges, responsibilities, creativity in job, personal interest and hobbies, respect
from co-workers, relationship with supervisors, feedback, flexibility, and nature of work .The
components of the corporate governance are fairness, transparency, responsibility and ac-
countability Huillier (2014). Through the components of the corporate governance the or-
ganization provide the quality of life to the employees by making the organization policies
and rules that support the employees and develop culture at where they have freedom to
work and maintain the good working environment at where employees able to show their
creativity. As already mentioned about the relationship between the quality of work life and
corporate governance, there is a positive relationship between these two terms. However,
more the implementation of quality of work life situation in an organization more will be the
compliance of corporate governance.

In the context of Nepalese corporate sector, the implication of corporate governance has
not been practiced effectively however the policies are made but implementation is quite slow
as compared to others. As a result employee’s turnover rate is also high in corporate sector
resulting low productivity of the organization. Similarly, women needs to be considered and
prioritized accordingly rules and regulations related to them need to be made so that the orga-
nization doesn’t have to bear the loss of losing the qualified employees. Keeping these things in
mind the study shows the importance of quality of work life and the relationship between the
corporate governance in the real life scenario. Therefore, the relationship between the QWL
and corporate governance is considered to be one of the inseparable parts of the organization.

Conceptual perspectives of quality of work life (QWL)

Quality of work life has always been up in studying organizational behavior. Quality of work
life, in short, refers to the level of satisfaction, motivation, involvement and commitment of
individual experience with respect to their lines at work (Gautam, 2010). The key elements
of QWL in the literature include job security, job satisfaction, better reward system, em-
ployee benefits, employee involvement and organizational performance. According to the
American Society of Training and Development (1979), it is a process of work organization,
which enables its members at all levels to actively participate in shaping the organization’s
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environment, methods and outcomes. This value-based process is aimed towards meeting
the twin goals of enhanced effectiveness of the organization and improved quality of life for
employees. Quality of work life has a direct relationship with the Quality of life of workers be-
cause Quality of work life does not only include the work-related factors such as welfare mea-
sures, benefit measures, safety measures, wages, relationship with colleagues, supervision,
communication and participation in decision-making but also factors that broadly reflect life
satisfaction and general feelings of well-being.

Broadly, the concept of QWL involves four major aspects: (i) safe work environment,
(ii) occupational health care, (iii) suitable working time, and (iv) appropriate salary. The safe
work environment provides the basis for a person to be happy at work. The work should not
pose a health hazard for the person. The employer and employees are aware of their risks and
rights, and could achieve a lot for their mutual benefit. The working time has been indicated
by the State according to the legislation. QWL is defined in terms of the degree to which the
work environment of an organization motivates effective job performance or in some cases
the degree to which it safeguards the physical and psychological well-being of employees, and
in other cases in terms of the degree to which it limits stress-inducing factors. High quality
of working life has been equated with high employee motivation and with a high level of em-
ployee satisfaction (Lawler, 1975).

Dimensions of QWL

Job satisfaction Life survival, morale, effectiveness and employee maintenance are closely
related with the provision of the quality of work life. Quality work life generally concern with
the overall climate of work. Followings are the eight dimensions of quality of work life: ad-
equate and fair compensation, safe and healthy working condition, opportunity to use and
develop human capabilities, opportunity to growth and security, social Integration, constitu-
tionalism, social relevance of work life and work and total life span.

Figure 1: The eight dimensions of QWL

Social relevance Adequate and fair Opportunity for
of work life compensation developing using
l human capacity
Opportunity for QWL Social
continued growth Walton integration
and security

l

Work and total life
space

Safe and healthy
working conditions

Constitutionalism

Source: Walton, R. E. (1973). Quality of working life: what is it?
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a. Adequate and fair competition: Quality of work life measures on the basis of ade-
quate and fair compensation. There should be equitable balance between effort and reward.
The compensation should help the employee in maintaining a socially desirable standard of
living and should be comparable to the pay for similar work elsewhere. Several factors must
be considered for determining such compensation, e.g. ability of the organization to pay,
demand and supply of labor, cost of living of labor and job valuation, etc.

b. Safe and healthy working condition: Economic and social development of country
has change the life style of blue collar and white collar. Improvement of the working style has
change the perception of workers. Now, International Labor Office (ILO) covers the matter
related to safety, health and working condition where they mention about training for safe-
ty, health and working conditions; people, safety, health and technical equipment; chemical
risks to health; workplace climate; lighting and noise; ergonomics; working organization and
working time and daily activity for safety; health and well-being. Modifying the working envi-
ronment many companies are improving quality of work life of employees. This law safeguards
employee’s physical and emotional working conditions. Safe and healthy working condition
provides the basis for the employee to enjoy working (Kinicki, Carson & Bohlander, 1992).

c. Opportunity to use and develop human capabilities: Quality work life continuous-
ly works on the development of human capacities. The company focuses on scaling up the
qualities of the employees through improving schemes or sponsoring different activities like
education and training to them according to their needs. The productivity of the worker de-
pends on their knowledge, skills and their working pattern. The companies overview employ-
ee needs, behavior and requirement and add value if necessary. The integral part of relevant
factors for the human capacities development are provides certain work autonomy, use of the
worker’s skills and knowledge, to performance and task and have prior planning. Moreover,
it describe about autonomy, multiple qualities, information on the total work process and
relative self-control (Walton, 1973).

d. Opportunity to growth and security: Security and job stability is most important
aspect associate with quality of work life. Job security provides the sense of assurance of em-
ployment security, which increases enthusiasm toward the working activities in organization.
Quality of work like provides variation in job design, which motivate employee to use, devel-
op their skills and knowledge, involvement, self-esteem and accept challenge obtained from
the work. Thus, quality of work develops human capacities and security (Cascio, 2000). The
associated aspects are capacity and knowledge development, scaling opportunity for worker
using their skill and knowledge. It can be measure through career growth, training, personal
growth, salary advancement prospects and job security (Das & Vijayalakshmi, 2013).

e. Social integration: The personal relationships become an important dimension of the
working life. The company ensures that every worker cooperate with each other and main-
tain personal relationships. The social integration symbolizes organizational structures, create
supportive primary groups, social emotional support and encourages interpersonal openness
among organizational members. Social integration involves process of changing and improving
job, which motivate employees toward their work. It provides the employee with opportunity



Shrestha et al.: Quality of work life (QWL) situation in the Nepalese corporate sector 133

for the achievement, greater recognition and responsibility. Social integration makes closer
social distance between employees and maintains peaceful social relations. Social integration
focused on making safe, stable and prosperous workplace. It brings sense of closeness among
the employees, which create harmony and enhance positive vibration in the workplace. Like-
wise, social integration strengthens the condition in workplace through maintaining peaceful
social relations of coexistence, collaboration and cohesion (Ouppara & Sy, 2012).

[ Constitutionalism: Constitution in the work organization is existence in order to protect
workers from abusive actions. Moreover, it represents worker protection rights, labor rights,
fair treatment, discussion, regulation for rules and regulations, opportunity to give opinion,
privacy, freedom of expression, equality, fairness and respect individuality for their individual
particular characteristics are factor related with constitutionalism(Das & Vijayalakshmi, 2013).

g. Social relevance of work life: The companies always search for the improvement of
their image and reputation. The companies are socially responsible. Moreover companies
continuously work to enhance corporate image, corporate social responsibility, community
integration, and quality of services, human resources policy, product liability and employ-
ment practices (Walton, 1973).

h. Work and total life span: Work and total life span directly related to the balance be-
tween time devoted to work and personal life. Work and total life span portrayed balance ole
at work, time for family leisure, few geographic changes and time stability Spending quality
time with family reflect positive impact which influence family routine, recreation possibility
and leisure time and rest (Walton,1973).

Additional insights on components of QWL
There are different types of industries where QWL has been practiced. Different scholars have sug-
gested with different composition of elements of QWL consideration across different industries.

Service industries: Beh and Rose (2007) have examined the component related to the
services industries. Service sector is related with intangible goods, which include information
sector services, transportation services, warehousing services, professional, technical and sci-
entific services, health care services, waste management services, entertainment, education,
hospital, hotel, social assistance services, after sale services, housekeeping, nursing and teach-
ing, corporate advisory services, art and recreation services and so on. All these service sector
focuses on the managing Quality of work life through various components. Some components
related to QWL of service sector are adequate and fair competition, safe and healthy working
environment, develop opportunities for human resource capabilities, opportunities for growth
and security, social integration, constitutionalism and social relevance of work life

Corporate service: Corporate service integrated human resource and administration func-
tion in order to enhance service delivery quality and focusing on the welfare of all employees.
Corporate advisory advices their client for advancing their business entity. Moreover, corporate
service related with examining the legal, tax, finance, market and risk factors, which involve in
making new changes to business. Corporate service provide advisory service related with compa-
ny incorporation, registered agent, finance and banking, accounting and tax services, investment
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and stock exchange and so on (Mirvis & Lawler, 1984). The major components of QWL related
to corporate service are safe and healthy working environment, equitable and fair wages, equal
employment opportunities, career advancement opportunities, trust in senior management, fa-
vorable working environment and balance between work and non-life work

Nursing and hospitals: According to Hoodles and Bourke (2009), nurses in hospitals
feel monotony in the job due to routine work activities, which can negative effect on the
QWL. Thus, QWL components related with the nurses in hospital are job satisfaction, work
role ambiguity, conflict management, favorable working environment, reduce job stress, job
involvement, organizational commitment, refreshment programs, balance of work and fam-
ily, involvement in decision making activities, provide opportunities to learn new skills and
recognition of efforts.

Manufacturing industries: The manufacturing industries are related to the trade based
business where they manufacture raw materials into finished goods. Some examples of manu-
facturing industries are all food industries, chemicals, pharmaceuticals, textiles, machines and
equipment. QWL in work place promote employee satisfaction and increase the commitment lev-
el of employees toward their work to be performed (Lau & May, 1998). The components of QWL
related to manufacturing services are job security, reward system, training, career advancement
opportunities, participation in decision making activities, health and safety standards at work,
amount of work to be done and social aspect and human relations of work life.

Issues, Challenges and driving and restraining forces to QWL
in Corporate Sector

A good quality of work life (QWL) is essential for organizations to attract and retain em-

ployees. QWL programs are designed to improve employee motivation and job satisfaction.
Considering the significance of the concept of QWL the present study attempts to examine
critically the importance of quality of work life in Nepalese corporate sector with the compli-
ance of corporate governance. It is difficult to best conceptualize the QWL issues. One of the
major interpreters of QWL movement has proposed eight major conceptual areas for under-
standing QWL. These are (1) adequate and fair compensation, (2) safe and healthy working
conditions, (3) immediate opportunity to use and develop human capacities, (4) opportunity
for continued growth and security, (5) social integration in the work organization, (6) consti-
tutionalism in the work organization, (7) work and total life space and (8) social relevance of
work life (Kaur & Randhawaa, 2012). Besides the mentioned issues there are other several
issues that come in the way and some of them are as follows:

a. Pay: Various alternative means for providing wages should be developed in view of
increase in cost of living index, increase in levels and rates of income tax.

b. Occupational stress: It is determined by the nature of work, working conditions,
working hours, pause in work schedule, worker’s abilities and nature and match
with the job requirements.

c.  Organizational health programs: These programs cover drinking and smoking cessation,
hypertension control, other forms of cardiovascular risk reduction and family planning.
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d. Participative management and control of work: Worker’s participation in man-
agement and decision-making improves QWL. Workers also feel that they have
control over their work, use their skills, perform job better if they are allowed to
participate in the creative and decision making process.

e. Recognition and rewards: Recognizing and rewarding employees and consid-
ering them as associates increases QWL. Congratulating the employees for their
achievement job enrichment, offering prestigious designations to the jobs, pro-
viding well-furnished and decent work places are some means to recognize the
employees (Kaur & Randhawaa, 2012).

f.  Job security: Job security leads to a sense of belongingness and association with
the organization. Job insecurity reduces morale and leads to lower order QWL.

g. Adequacy of resources: For increasing the performance every work related re-
sources must be at place and should match with stated objective.

Often it is observed that management fails to provide sufficient QWL, especially in the
areas of job security, perks, and pay, for a fear incurring high cost. However, if management
wants to develop a cohesive, loyal, and dedicated workforce, a clear and nurturing policy
must be in place.

There are some of the restraining factors of quality of work life that are mostly seen in
the organization and in order to overcome from those issues mentioned above restraining
factors or the factors that affect to maintain quality of work life are as follows:

Work and life balance: Work and life balance deals with encouragement, and improve-
ment in workers retention and turnover, reduces recruitment and training costs, reduces
all forms of absenteeism, provides positive publicity for organizations, improves motivation
and loyalty and thence productivity and increases customers satisfaction. Work life balance
is all about flexible working, greater virtual communication, workload, and work time, high
commitment and cognitive demands.

Role ambiguity: It is also one of the factors that affect the quality of work life if role and
responsibility is not identifies properly then confusion might be created in the organization
that simply can hamper the productivity of individual as well as of the organization. The clarity
with which individuals perceive their work roles has been linked to several important organiza-
tional outcomes, including job performance, organizational commitment and Job Satisfaction.

Job insecurity: It is also one of the major factors that affect the quality of work life because
job security helps to have a balanced work life so that each and every wants, desire will be ful-
filled if there is job security and job guarantee. Nowadays most of the young generation keeps on
switching from one job to another that leads to the insecurity and inconsistency in job. Therefore
if organization fails to give job security then the quality of work life cannot be maintained.

Social support supervisor: Hawkins and Shohet (2004) also stated that a good super-
visor could also help one to use one‘s resources better, manage one‘s workload and challenge
in appropriate ways of coping. Supervision includes monitoring, implementing changes and
maintaining the co-operative culture. Supervisory behavior is to co-operate with others in the
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team, persist in overcoming obstacles to complete a task, define the supervisor's decisions and
voluntarily do more than the job -requires to help others or contributing to unit effectiveness.

Physical conditions: The perceived ability of an individual to perform accustomed func-
tions and activities of daily living as part of the expectation of an organization largely de-
pends on their physical conditions. A healthy work environment provides the basis for the
person to enjoy working. Physical conditions include satisfaction with physical health.

Working conditions: Working conditions centers on the physical space that the em-
ployee is working in or a space that will be of use in the future. It also includes features like
temperature, loud noise, crowding, poor lighting, cleanliness, ventilation, humidity and ade-
quate tools. An ideal work condition should be mentally stimulating.

Current Scenario and Practices of QWL in Organizations

In the past the Government of Nepal (GON), to a large extent, remained inefficient to de-
velop proper mechanism to monitor and supervise workplaces ensuring fair practices, such
as standardized wage system and implementation of child labor standards (Gautam, 2010).
Although the government enacted different acts in the past, it was not found to be very suc-
cessful for their enforcement at the organization level.

Labor Act 1992, Child Labor Act 2000 and Trade Union Act 1992 are seemed to be
enough, if they are honestly implemented. The government and employee are not so success-
ful in implementing provisions of labor laws. The fact is that both the government and em-
ployers have failed to follow and implement proper mechanism of labor legislations. There
are a number of lapses in the implementation of labor laws in Nepalese company. Due to lack
of proper implementation of Act in Nepalese corporate sector the effectiveness is hardly seen
for the productivity of the organization.

In today’s work place we can find the better QWL as compared to previous decades.
Employer and employees are more aware and educated about the QWL. In context of Nep-
alese organization, the International Labor Organization (ILO) has been played a key role
for improving the quality of work life. The ILO monitors trends and developments regarding
working time, work organization, and work-life balance around the world and analyses key
and emerging issues, in order to provide ILO constituents and policymakers with practical
information and research based policy advice grounded in state-of-the-art knowledge.

Government of Nepal (GON) is also taking a number initiative or measures to maintain
and improve QWL situation. Although not adequate in the changing situation of Nepal, Gov-
ernment has been playing different roles to implement QWL initiatives.

First, it has formulated different labor related acts, rules and regulations. Second, the
government has been trying to ensure that QWL mechanism is properly developed and or-
ganizations are also working in accordance with the rules and regulations. Third, since the
government is still the largest employer in the economy government itself sitting on the ne-
gotiation table to bargain with trade unions in order to reach an agreement on different hu-
man resource and labor related issues (Adhikari, 2005).
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The Government of Nepal has been entitled to fix the minimum remuneration, dearness
allowances and facilities of workers and employees on the recommendation of the Minimum
Remuneration Fixation Committee. Similarly, the standard of safety required as per necessity
is also published time to time in the Nepal Gazette. The Act makes sufficient provisions for
keeping workplace free from dust,, and hazardous chemicals, adequate supply of light and wa-
ter and health and sanitation facilities at work place. Similarly, labor unions are there to protect
the rights of workers and employees considering provisions in the given labor legislations.

Strategies for improving the QWL situation in the corporate sector
The major objective of QWL is to create a favorable working environment where employees
work together with mutual cooperation among each other and contribute to fulfill the orga-
nizational goals. In other words, it can be said, as QWL is the shared responsibility of both,
the management and the employee. In the modern scenario QWL acts as a strategy of Human
Resource Management for being recognized as the ultimate key for development among all the
work system. This is an integral part of any organization towards its whole growth. The need for
new perspective of QWL was needed because of the competitive advantage. The organization
can improve the QWL situation through considering following aspects (Desslers, 2011).

Firstly, job enrichment where people may feel monotonous by doing same kind of work
time and again. Kerzberg in his two-factor theory of motivation tried to use job as a medium
of developing people and changing some organizational practices. Job enrichment leads to
extension of job contents. It also develops competency of employees who voluntarily come
forward to share higher responsibilities.

Secondly, maintaining the work life balance strategy where there should be a proper
work life balance in which employees should achieve a satisfactory equilibrium between work
and non-work activities as such parental responsibilities and wider caring duties, as well as
other activities and interests. This entails adopting a flexible time option schedule for em-
ployees in order to balance organization requirements and personal expectations.

Thirdly, job rotation makes an employee to learn more about the new job at the new seat.
Job rotation can reduce the problems associated with specialization such as boredom and mo-
notony that are automatically removed, as the workers can become specialist at one prior task.

Fourthly, self-managed work teams which are also called as quality circles that can be
defined as a small group of people generally 3 to 12 members who are used in involving and
meeting for an hour every week to identify, analyze and solve the problems related to their
work. The solutions are sent to the management for implementation. Quality circles develop
a culture of participation among the workers. Self -managed team can encourage employees
in equal participation and also sharing of knowledge among the individuals.

Fifthly, recognition of work life issues is related to work life that should be addressed by
the company like why employee are happy and unhappy, do they need training. If these are
addressed properly, they will able to build the people centered organization.

Similarly, commitment to improvement of QWL can be improved if the employees are
themselves committed for improving the productivity and performance. The board through
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staff recognition and support programmers takes these steps. Board should prepare QWL
reports on periodic basis to boost the system. *

Autonomy at workplace where due delegation of authority and responsibility is consid-
ered to be an essential part of the organizational structure. People want freedom at workplace
in their own way, in terms of forming teams and making decisions. If they are allowed to do so,
it enhances the QWL.

The diverse work force of today does not want to work for fixed hours or days so there
should be a flexible working hours in an organization. Employee wants flexibility in their
work schedule so that professional and personal life can be managed together.

Quality of work life teams where the company Board members should form the com-
bined team of managers and workers and all the issues and common themes must be iden-
tified. All issues must be addressed like loss of morale, lack of trust, increased intensity of
work, reward; recognition etc. and commonly, managers and staff should arrive at solutions.

Workforce awareness is important to understand the thinking of the workforce, before
launching any QWL program. Involvement of the managers, engineers, workers, and repre-
sentatives and even outside consultants is necessary at the initial stage. All employees should
be made aware for the introduction of QWL program and it’s expected impacted.

Impact of effective QWL in corporate sector

Quality of Work Life (QWL) is a philosophy on employees’ organizational life satisfaction.
One of the challenging tasks for most of the organization is to maintain the organizational
commitment, employee job satisfaction, and retention of experienced and trained employ-
ees. Kotze (2005) has stated that quality of work life has two objectives: one is to humanize
the workplace and also to improve the quality of job experience of employee, and the other
one is to improve productiveness and efficiency of the organization. Hence quality of work
life can be considered as a response to the needs of employees as well as fulfilling the or-
ganizational need where series of improvement can be taken place in the organization. An
efficient employee who is very much devoted towards his work and loyal towards his organi-
zation is considered to be a productive employee.

Goulet and Frank (2002) have stated that it is expected from the employees working for
public organizations to be more committed towards their organizations than those working
for profit private organizations since public organizations have more job security compared to
for-profit private organizations, and that the literature has revealed the same results as well.
The success of any organization depends on how it attracts recruits, motivates and retains its
workforce. Organization needs to be more flexible so that they can develop their talented work-
force and gain their commitment towards their work.

The effective QWL makes the employee more positive and motivated towards their
work through the optimum utilization of the available resources in the organization so that
the productivity of the company can be increased. Providing quality at work not only reduces
attrition but also helps to reduce absenteeism and improve the job satisfaction. Not only does
QWL contribute to a company’s ability to recruit quality people, but also it enhances a com-
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pany’s competitiveness. Common beliefs support the contention that QWL will positively
nurture a more flexible, loyal, and motivated workforce, which are essential in determining
the company’s competitiveness.

QWL deals with making the work life and employee more qualified to increase produc-
tivity and efficiency of the employees so that the organization can achieve its objectives. Many
studies have revealed that there is the positive relationship between the effective QWL and
employee job satisfaction, organization commitment, and productivity. Dissatisfaction with
the working life affects the organization life as well. The frustration, boredom and anger com-
mon to employee can be costly to both individuals and organization. Organization progress and
profitability is directly linked with the satisfaction of its workforce. Therefore company needs
to be very much organized as well focused on what it wants from the employees as well as how it
can satisfy its employees (Biswakarma, 2015). A company that does not measure and improve
employee satisfaction may face increasing turnover, declining productivity and limited ability
to retain and attract qualified replacements. An effort towards QWL measurements helps in
efficient and effective allocation of resources to enhance productivity and stability of the work-
force that can lead to positive employee attitudes towards the work and the company, increased
productivity and intrinsic motivation, enhanced organizational effectiveness and competitive
advantage and enhance stakeholder relations and credibility.

Policy implications for the promotion of QWL in Nepalese
corporate sector

Biswakarma (2015) has stated thatQuality of work life reflects the quality relationship between
the employee and the total working environment of the organization. An organization is a place
where group of people from different ethnic diversity come together and works for the achieve-
ment of common organizational goal. Quality of work life represents the concern for job secu-
rity; job satisfaction of an employee’s where people enjoy the work that they are performing
within the organization in order to achieve the organizational goal.

In the context of Nepal, effective quality of work life can be maintained with the labor
legislations Act that has been designed by the government of Nepal. The Act basically con-
centrates on improving the quality of work life of people for the betterment of employees, dif-
ferent provision related to the job security and safety, remuneration, allowance, retirement
and related to other benefits that has been implemented in most of the organizations.

According to the legislation of Nepal both Labor Act 2074 and Child Act 2000 there has
been clear deviation in the implementations of labor laws and fulfilling the gap between the union
leaders that can be referred to a poor QWL situation in Nepalese firms. Hence looking at the
current situation of Nepalese corporate sector still there are some changes that need to be imple-
mented to bring the effective application of QWL in corporate sector has been addressed below:

In Nepalese corporate sector, the Human Resource Management Department should
ensure that there is periodic review of employee needs to facilitate improvement in Quality of



140 Quest Journal of Management and Social Sciences: Corporate Governance Edition—Vol.1, No.1, 2019

work life (QWL) and rise in the satisfaction level of employees. This should require adopting
quality of work life (QWL) program such as job enrichment, and socio technical redesign into
comprehensive efforts to improve the quality of working environment.

Efforts by the executive management of the organization by emphasizing the elements
of quality of work life program be included in total quality management, workers’ empower-
ment approaches / strategies to facilitate improved profitability of the organization.

Effective participation of an employee in the decision-making where the voice of each
and every employee need to be addressed in an effective way. For this organization should
come up with the policy of dialogue culture participation, it can be considered as a tool for the
organizational culture change as well as the improvement in the performance that can reduce
the dissatisfaction at work place.

Corporate sectors executive management should endeavor to improve quality of work
life of employees by adapting methods that will make work meaningful by organizing work-
ers into smaller, more cohesive, groups letting employees and groups make and participate in
decision making process about what they do and how they do it and change the work sched-
ule to suit a worker’s needs.

Constitution of work management teams to design and redesign work to make it more
meaningful is pertinent. Here work schedules should be made to be varied by compressing
the work week, having flexible work hours and having part time worker option is encouraged.

Good organizational climate and healthy work environment that is conflict free be en-
couraged by executive management to facilitate high productivity, attainment. This will be
attained through good working conditions, health and safety of the employees, good pay and
benefits and good supervision.

Policies especially for women should be designed so that paternal leave as well as ma-
ternal leave can be benefited for both the parents.

Ensuring the quality of work life and employee satisfaction in an organization just to
embrace the level of employment security, job security as well as job safety so that the em-
ployees will be free from the job anxiety, wage, leisure life, social life, enjoyment opportunity
along with that the decision making capacity of the employees.

As we know there are two types of rewards like intrinsic and extrinsic rewards among
these two extrinsic plays very important role. There are some extrinsic traits like jobs, wages
and salaries, incentives, facilities and other benefits are more essential traits that are required
to maintain the quality of wok life than that of the intrinsic traits of jobs. Working environ-
ment of the organization as well as the job security needs to be prioritized by the leaders just to
maintain the quality of work life. Therefore, all the ingredients that will make work rewarding
to employees such as job enrichment, socio technical redesign, rewards, self-managed teams,
and work force awareness amongst others are encouraged by organization management.
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Summary of findings

In organizational setting, quality of work life (QWL) relates with the employee satisfaction which
shows relationship between employees and total working environment and includes factors such
as social relationship, health, income and other factor related to happiness and fulfillment.

On other hand, effective corporate governance (CG) may be achieved by empowering ethi-
cal value proposition in operational performance of organization by helping to maintain quality of
work life through ensuring equality, responsibility, transparency, accountability in an organization.

The reason behind failure of Nepalese corporations may be partly because of lack of
effective measures of corporate governance in place and their strict compliance.

The Company Act of Nepal has made different provisions to maintain good corporate
governance in Nepalese corporations. For example, there has been provisions for employee
participation in policy level decision-making, providing paternal and maternity leaves, staff
transport and housing facilities, continuous tracking of employee satisfaction and quality of
work life in public as well as private enterprises and so on.

However, management of institutions with the spirit of existing provisions for effective
corporate governance has still remained still in infancy stage. As a result, the employees may
be less satisfied with their work life resulting with higher degree of staff turnover in corporate
sector that leads low productivity of the organizations.

Recommendations

Maintaining quality of work life in organization is one of the challenging works in corporate
sector. In the context of Nepal, human resource management and development (HRM/D)
department should ensure the improvement of QWL situation in respective organization in
order to increase the satisfaction level of the employees. Every organization, government
agencies and rest of corporate and development sectors should adapt and practice QWL pro-
grams as integral functional components. The following are recommendation for corporate
sector, government and development agencies to adapt QWL situation and policies to pro-
mote good corporate governance.

a. The executive management of each organization should emphasize maintaining
QWL by including programs like total quality management, worker’s empower-
ment approaches and improving productivity and profitability of the organization.

b. The organizations should encourage employees to participate in decision-making
activities to raise their voices in order to address their problems in effective way.
For these activities, first of all organizations should develop policy documents to
institute a culture of participation by means of open dialogues which may support
attainment of perceived ease of working in an organization, ultimately resulting in
improved level of performance.

c. In order to protect workers from abusive actions constitutionalism policy should
be developed through worker enactment of protection rights, labor rights, fair
treatment, regulation for rules and regulations, opportunity to give opinion, pri-
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vacy, freedom of expression, equality, fairness and respect individuality for their
individual particular characteristics.

As QWL improves the image and reputation of organization, it should be made a
shared mission of each organization to receive wider social acceptance of an orga-
nization. In fact, QWL should be recognized as part of organization’s responsibility
towards the society.

Internal and external conflict management improves the working style of workers.
Good corporate governance always aims for the creation of environment which is
free deconstructive conflict. Thus, human resource management and development
(HRM/D) department should play role of facilitator, mediator, company spokesper-
son, internal consultancy, change agency and conflict manager.

QWL situation and employee satisfaction are connected with each other. The em-
ployee satisfaction can be leveraged providing employment security, flexible time
table, fringe benefits, learning opportunities, rewards and compensation, improv-
ing co-worker behavior, flexible policies and procedures, appreciation, opportu-
nity for personal growth and security. Moreover, there should be transparency in
performance appraisal systems and regular training and development programs
should be connected with employee perceived needs for learning and develop-
ment.

In context of Nepal, governments at all levels should emphasize the enactment of
policies concerning promotion of workplace autonomy, comparative compensa-
tion and rewards, training and development, continuous employee performance
measurement and management, harmonizing organizational culture and climate,
job security, social integration, development of human capacities and security, so-
cial relevance of work life, work and total life span and constitutionalism.

Most of the organizations adopt vertical communication techniques, which create
communication gap between employees and senior management across different
levels of organizational structures. Therefore, horizontal communication systems
should be induced with the use of information communication technologies utmost.

From the above discussion in the context of Nepal, sustainable development and growth

of organizations can be possible when they focus on implementation of good corporate gov-
ernance with QWL sensitivity. Thus, organizations should create conducive environment by
making equality law, rules, regulation, policies, procedures and strategies, which support
QWL adherence situations. Thus, the regulatory authorities should play vital role to promote
more conducive corporate governance situation in the country.

Conclusions

This paper aimed at the identification of factors responsible for QWL transformation in or-
ganizations. More specifically, it has attempted to establish relationship between QWL and
corporate governance. After reviewing different studies related to QWL, it was found that
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there are several challenging factors significantly affecting the QWL situation in the Nepalese
corporate sector. The factors associated to individual employee include knowledge, skills, ex-
pertise, experience regarding the task and responsibility assigned. Similarly, organizational
factors include prevalence of rules and regulations, culture of employee training and devel-
opment, level of organizational inputs for job security and workplace safety, organizational
relationship, and so on.

Moreover, employee work with respect to whether they are handling dangerous tools,
machinery, subject to availability of opportunities on the job for advancement and enrich-
ment in quality of skills, learning for life, research innovation and prevalence of scope for
self-development.

Similarly, the jobs that are boring, uninteresting, risky in nature, less secure and stress-
ful are likely to invite organizational failure, at large. Such situations require prompt man-
agement action from the perspective of inducing QWL initiatives. Similarly, communication
barriers between top management and bottom-line staff also serve as strong impediments
against organizational transformation into ‘learning organizations’, which most of the work-
ers favor.

Nepalese corporate sector can be transformed by means of collective efforts from the
regulatory bodies, corporate management teams, employee unions and individual employees,
who should consider prevalence of QWL as a pre-requisite for effective corporate governance.
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