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ABSTRACT: Work has always been an essential part of our life. We need work to prosper and lead our life to achieve goals. The 

aim of the present study is to investigate the Work-related Quality of Life of teachers working in Government schools and Private 

schools. To fulfill the aim of the study, 30 Government School teachers and 30 Private School teachers from educations organization 

were selected from Surat, Gujarat, India. They were asked to solve a test assessing Work-Related Quality of Life, developed by 

Easton et al. in 2012. This test contains six domains. As a result, it was found that out of all Government school teachers, 29% of 

teachers fall in the low range, 34% of teachers fall in the average range and 37% of teachers fall in the high range, whereas, out of 

total Private school teachers, 0 % of private school teacher’s fall in low range, 6% of teachers fall in the average range and 94% 

teachers fall in the high range of work-related quality of life. The overall result indicates that private school teachers are more 

satisfied with their work-related quality of life as compared to government school teachers. 

KEYWORDS: Work-Related Quality of Life, Teachers, Job satisfaction, Work condition, General well-being.  

 

INTRODUCTION 

Work has always been an essential part of our life. We need work to prosper and lead our life to achieve goals. Working in different 

environments has their pros and cons. In today's time of competition where everyone is thriving for excellence through their work, 

we might make adjustments along the way. Due to these adjustments, our quality of living life is compromised. At any job place, 

making these adjustments and balancing life becomes difficult. To explain how the demands of work and conditions at the job-place 

affect our living quality; we have to understand the ‘Quality of Work Life’ model. The Quality of Work Life positively affects better 

and quality work and organizational performance.  

Hackman and Oldham referred to the ‘Quality of Work Life’ (QWL) in 1976. As per their view ‘potential motivators for better work 

are variety in skill, task significance, autonomy, task identity, and feedback’. This definition emphasizes on the job’s physical aspect 

and also how it motivates for work hard. Some research has been focused on the ‘mental’ and ‘physical’ well-being of employees, 

such as: ‘Quality of Work Life’ is related to the employee's total health aspects like- mental, physical, psychological, and spiritual 

needs; QWL is based on the increasing level of physical and psychological well-being. It is also related to the reputation of 

employees and is helpful to change organizational culture (Wright & Cropanzano, 2000). While other definitions of  QWL 

emphasized different points such as the ‘relationship between work environment and ‘work performance’ while others have 

concentrated on well-being (Huzzard, 2003). Quality of Work Life as a theoretical concept, aims to capture the soul of an individual's 

work experience in the broadest sense. The Quality of Work Life of an individual is affected by the direct experience of work and 

by some direct and indirect factors which influence this experience, like job satisfaction and other factors that broadly reflect life 

satisfaction and a general feeling of well-being  (Danna & Griffin, 1999). As one of the main factors taken was job engagement, 

there is a positive association between ‘job engagement and Quality of Work Life’  (Gokhale, 2018). The most noted factors in the 

different definitions were individual’s job satisfaction, safe work environment, and healthy/ unhealthy working conditions, the social 

environment in an organization, employee’s life satisfaction, various aspects of the work role, the relationship between life and job, 

organizational commitment, etc. (Gokhale, 2018). 

Theories on Quality of Work Life were defined in various ways, with inconsistency, and also with contradictory thoughts (Gokhale, 

2018), (Easton and van Laar, 2002). A thorough review of the literature conceptualized Quality of Work Life as more than job 

satisfaction or/and related intrinsic factors. Along with job satisfaction, they have included the general well-being of individuals, 

the role of work-home interaction; work-stress experiences, the physical environment, and individual’s control at work. General 

Well-Being reflects psychological well-being and general physical health aspects. ‘General well-being’ both influences and is 

influenced by work. Home-Work Interface is related to the work-life balance and is about having a measure of control over when 

to work, where, and how to work. Job and Career Satisfaction is very important in an individual’s overall quality of working life. It 

https://doi.org/10.47191/ijsshr/v6-i8-17
http://www.ijsshr.in/


Work-Related Quality of Life among Government School Teachers and Private School Teachers 

IJSSHR, Volume 06 Issue 08 August  2023                       www.ijsshr.in                                                          Page 4746 

relates to how the workplace provides you best things at work. ‘Control at work’ indicates to the level to which you feel you can 

exercise what you consider to be an appropriate level of control within your work environment. ‘Working Conditions’ indicate the 

extent to which you are satisfied with the fundamental resources, working conditions, and necessary security to do your job 

effectively. ‘Stress at Work’ indicates the extent to which you see work pressures and demands as acceptable, not excessive or 

stressful work. Understanding all this is necessary to accommodate different viewpoints when we want to see what affects and 

influences the Quality of Work Life, at the group or individual level. The psychological capital of preschool teachers positively 

influenced their occupational commitment (Cheng & Gan,2020). 

The theories on the Quality of Work Life have been inconsistently defined and at times contradictory (Easton & Laar, 2012). After 

a thorough review of the literature, researchers conceptualized the Quality of Working Life as wider than job satisfaction or intrinsic 

factors related to the job. Along with the job satisfaction, researchers have included general well-being, the work home interaction, 

experienced stress at work, physical work environment, and also the level of control at work.General Well-Being (GWB): This 

measures the degree to which an individual feels good. It includes physical and psychological well-being: both of which are 

influenced by and influence work. With low well-being, the individual may find it difficult to concentrate on the job or work, which 

reduces work performance. Physical ill-health affects to individual’s work performance, which in turn can negatively affect 

psychological well-being. On the other hand, high well-being may increase the employee’s performance/likelihood to work more 

and better. Therefore, it is necessary to create awareness among employees regarding their psychological well-being. 

Simultaneously, also on, how it can be enhanced or maintained, instead of waiting till problems arise. 

Home-Work Interface (HWI): This is an aspect under which an employee tries to balance the demands of work and home. The 

imbalance between these two demands leads to conflict. It’s very common these days when an individual find it difficult to leave 

work behind after reaching home; he may even find it difficult to be fully present at work due to pressures at home. Frone et al 

(1997) have noted that family-work conflict is negatively associated with job performance (Frone et al., 1997).  

Job and Career Satisfaction (JCS): This measures the level of satisfaction the individual has with his ability to do his work and 

having a sense of achievement. Job satisfaction is defined as the positive emotional reaction and attitude an individual has towards 

their (Oshagbemi, 1999). Various researchers have also added environmental factors such as promotions, career opportunities, pay, 

and job security (Porter & Steers, 1973),  (Sousa-Poza & Sousa-Poza, 2000). In a meta-analysis of 485 studies, Faragher, Cass, and 

Cooper found that job satisfaction is a significant predictor of physical and psychological well-being. 

Control at Work (CAW): This factor assesses the level at which the employee feels that he is involved in the decisions which affect 

him at work. It indicates the perception of an individual’s control in the work environment. A significant positive relationship was 

noted between personal control and job satisfaction (Spector, 1986). A further study, (Spector, 2002) noted that an individual’s 

perception of control at work negatively influences emotional reactions, physical health problems (whether it’s short-term or long-

term), and counterproductive behavior at work. 

Working Conditions (WCS): This factor reflects the level of employee satisfaction; satisfaction, which an employee has regarding 

the working conditions includes physical, fundamental resources, and security. Although this seems to be a factor in job satisfaction, 

there are also a few differences between the two factors. The workplace makes the individual feel good, which develops Job 

Satisfaction in individuals; while working conditions indicate the employee's perception that the organization can fulfill their basic 

requirements. Certain working conditions (dust, fumes, heat, etc.) may physically affect the employee by influencing them to avoid 

the workplace and increasing turnover also (Oxenburgh&Marlow,2005) 

Stress at Work (SAW): This factor assesses the level of stress experienced at work. Stress can be defined as the state of physical or 

psychological strain. It imposes demands for adjustment upon the individual (Corsini, 2002). Stress at the workplace is a highly 

studied variable in the context of other variables such as workplace conflict (Aziz & Cunningham, 2008), job performance (sanchez 

et al., 2012), life satisfaction (Bedeian et al., 1988), organizational commitment ((Babakus et al., 1999),(Jamal, 2007), (Ward et al., 

1996); (Lopopolo, 2002). Therefore, this is one of the important variables that must be studied in the context of quality of working 

life. 

The present study encompasses Work-related Quality of Life variables to measure teachers' Quality of Working life. The 

inquisitiveness to explore more into this frequently used label to define the term motivated us to carry out empirical research on it. 

Moreover, the comparative study of Work-related Quality of Life among Government and Private school teachers has not been yet 

defined clearly by past researchers in this field. Thus, the findings of this study will be of scientific value in educational organizations 

and will serve as useful literature both for educational organizations as well as teachers for understanding the most important issues 

that affect the overall employee experience of work. Lastly, the results will not only add to the existing literature but also reinforce 

future work on the chosen variable and thus add to the overall theoretical frame of this field.  
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OBJECTIVE 

To study the significant difference in Work-related Quality of Life between Government and Private School Teachers.  

 

STATEMENT OF THE PROBLEM 

The Present study aims to investigate the Work-related Quality of Life of teachers working in Government schools and Private 

schools. The title of this study "Comparative Study of Work-related Quality of Life among Government and Private School 

Teachers", will cover the understanding employee’s contentment to use in planning interventions, monitoring workforce experience, 

and the effect of organizational change. 

 

MATERIALS AND METHODS 

For the present study, "The work-related Quality of Life (WRQoL) Scale devised by Simon A Easton & Darren L Van Laar (2018) 

was used. The test-retest reliability was found to be strong between sub-factors and overall scores (r=0.874). The teachers of 

Government and Private schools were treated as a population of the present study. The sample was selected based on purposive, 

cluster, and snowball sampling techniques to collect data from Surat, Gujarat, India. In the present study, 30 Government School 

teachers and 30 Private School teachers (total sample size -60) from educations organization have been selected. Both married and 

unmarried teachers were taken in equal numbers for the study to control the effect of possible extraneous factors. They were selected 

based on parameters of Age and Marital Status. The selection of the sample was restricted to an age range that is 25 years to 60 

years.  

 

PROCEDURE 

To collect the data with accuracy and avoid the language barrier, translation into Hindi and Gujarati and the test validation procedure 

was done by researchers. The data collection process was done by approaching to Educations Organization (Government and Private 

School Teachers) of Surat, Gujarat, India. The responses from participants were collected from both Individual and Virtual modes. 

The purpose of the research and beneficial outcomes were discussed with all participants. Consent to participate in research was 

taken.  

Further participants were instructed on the number of the statement of the test includes and its responses. Before starting with the 

questionnaire, all the participants were requested to fill up the Socio-demographic details. They were also informed that there is no 

time limit to complete the test but usually, this test takes 20 minutes. The same procedure was repeated in each school selected to 

collect the data for the study. 

 

RESULT AND DISCUSSION 

The purpose of the present study was to explore the level of Work-Related Quality of Life among Government and Private School 

Teachers. In addition, I also to know the significant difference in Work-related Quality of Life between Government & Private 

School Teachers. This study's results reveal significant differences between teachers working in government schools and teachers 

in private schools. Work-related quality of life of teachers in various related domains itself shows variations.  

Government School Teachers  

      Figure-1 

 

Fig.1 shows the percentage of government school teachers falling under low, average, and high ranges in various domains. 

 

The above figure shows the percentage of Government school teachers in different domains, where the General Well-Being (GWB) 

factor reflects psychological well-being and general physical health aspects. Under this factor 31% of teachers fall in the low range 

which indicates that they may find it difficult to concentrate on their job, reducing work performance. 29% of teachers fall under 

the average range which indicates that they feel good or content with their life in general. 30% of teachers fall in a high range which 

indicates that they are likely to work more and better. Home-Work Interface (HWI) factor measures the degree to which individuals 
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think the organization understands and tries to help individuals with pressures outside of work. Under this factor, 60% of teachers 

fall in the low range which indicates that they may find it difficult to leave work behind after reaching home, or they may even find 

it difficult to be fully present at work due to pressures at home. 17% and 22% of teachers fall in the average and high range, 

respectively, which indicates that they can balance the demands of work and home. Job and Career Satisfaction (JCS) factor reflects 

the extent to which individuals are content with their job and prospects at work. Under this factor, 26% of teachers fall in the low 

range which indicates that they are less satisfied with their ability to do their work and have low self-esteem and sense of 

achievement. 31% and 43% of teachers fall in the average and high range which indicates that they are satisfied with their ability to 

do work and have a good sense of achievement with high self-esteem, and fulfillment of potential. The control at work (CAW) 

factor shows how far an individual feels he/she is involved in decisions that affect him/her at work. Under this factor, 17% of 

teachers fall in the low range which indicates that they feel that they are not involved in the decisions which affect them at work 

which influence negative emotional reactions and physical health problems with the counterproductive behavior at work.  37% and 

46% of teachers fall in the average and high range which indicates they feel involved in the decisions which affect them at work 

and this leads to job satisfaction. Working Conditions (WCS) factor assesses the extent to which individuals are satisfied with the 

conditions in which they work. Under this factor, 34% of teachers fall in the low range which indicates that they are less satisfied 

with the fundamental resources available in the school, their working conditions, and the security necessary to do their job 

effectively. 37% and 29% of teachers fall in the average and high range which indicates they are satisfied with the fundamental 

resources of schools, working conditions, with the security necessary to do the job effectively. Stress at Work (SAW) factor assesses 

the extent to which individuals see work pressures and demands as acceptable and not excessive or stressful. Under this factor, 17% 

of teachers fall in the low range which indicates that they experience more stress at work which affects their work-related quality of 

life. 26% of teachers fall in the average range which indicates that they can manage stress at work. And 57% of teachers fall in a 

high range which indicates they experience low levels of stress at work. 

Figure-2 

 

Fig.2 Shows the percentage of the total population (government school) based on their work-related quality of life 

(WRQoL). 

 

Overall WRQoL scores reveal that 29% of teachers fall in the low range which indicates that they are substantially less satisfied 

with their work life in major areas.  34% of teachers fall in the average range which indicates their working life overall probably 

does not provide a high level of satisfaction, but also, they are not wholly dissatisfied either, and 37% of teachers fall in the high 

range which indicates their quality of working life is good and satisfying.  

Private School Teachers 

Figure-3 

 
Fig.3 shows the percentage of private school teachers falling under the low, average, and high ranges in various domains. 

29

34
37

LOW AVERAGE HIGH

26

6
0 0 0 3

37 37

6 6

23

0

37

57

94 94

77

97

GWB HWI JCS CAW WCS SAW

Low Aaverage High

http://www.ijsshr.in/


Work-Related Quality of Life among Government School Teachers and Private School Teachers 

IJSSHR, Volume 06 Issue 08 August  2023                       www.ijsshr.in                                                          Page 4749 

The above figure shows the percentage of private school teachers in different domains, revealing that under the GWB factor, 26 % 

of teachers fall in the low range which indicates that they may find it difficult to concentrate on their job, reducing work performance. 

37% of teachers fall in the average range which indicates that they feel good or content with their life in general. 37% of teachers 

fall in the high range which indicates that they are likely to work more and better. Under the HWI factor, 6% of teachers fall in the 

low range which indicates that they may find it difficult to leave work behind after reaching home, or they may even find it difficult 

to be fully present at work due to pressures at home. 37% and 57% of teachers fall in the average and high range which indicates 

that they can balance between the demands of work and home. Under the JCS factor, 0% of teachers fall in the low range. 6% and 

94% of teachers fall in the average and high range which indicates that they are satisfied with their ability to do work and have a 

good sense of achievement with high self-esteem, and also the fulfilment of potential. Under the CAW factor, 0% of teachers fall 

in the low range. 6% and 94% of teachers fall in the average and high range which indicates they feel involved in the decisions 

which affect them at work and this leads to job satisfaction. Under the WCS factor over 0% of teachers fall in the low range. 23% 

and 77% of teachers fall in the average and high range which indicates they are satisfied with the fundamental resources, working 

conditions, and security necessary to do the job effectively. Under the SAW factor, 3% of teachers fall in the low range which 

indicates that they experience more stress at work which affects their work-related quality of life. 0% of teachers fall in the average 

range and 97% of teachers fall in the high range which indicates they experience low levels of stress at work. 

Figure-4 

 
Fig.4 shows the percentage of the total population (Private school) based on their work-related quality of life (WRQoL). 

 

Overall WRQoL score reveals that 0% of private school teachers fall in the low range.  6% of teachers fall in the average range 

which indicates their working life overall probably does not provide a high level of satisfaction, but also they are not wholly 

dissatisfied either, and 94% of teachers fall in the high range which indicates their quality of working life is good and satisfying.  

Comparison between Government and Private Schools teachers based on their scores 

Figure 5 

 

Fig. 5 presents the comparative differences between Government and private school teachers falling under the low range 

in various domains. 

 

The above figure shows comparative differences between Government and private school teachers falling in the low range on 

different domains, under the GWB factor over 31% of Government school teachers and 26% of Private school teachers fall in the 
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low range. This indicates that Government school teachers find it difficult to concentrate on their job which in turn reduces their 

work performance. Under the HWI factor, over 60% of Government school teachers and 6% of Private school teachers fall in the 

low range. This indicates that Government school teachers find it more difficult to leave work behind after reaching home, or face 

difficulty to be fully present at work due to pressures at home as compared to Private school teachers. Under the JCS factor over 

26% of Government school teachers and 0% of Private school teachers fall in the low range. This indicates that Government school 

teachers are less satisfied with their ability to do their work and have low self-esteem and a sense of achievement as compared to 

Private School teachers. Under the CAW factor over 17% of Government school teachers and 0% of Private school teachers fall in 

the low range. This indicates that Government school teachers feel that they are not involved in the decisions which affect them at 

work which influence their negative emotional reactions, also their physical health problems, and counterproductive behavior at 

work. Under the WCS factor over 34% of Government school teachers and 0% of Private school teachers fall in the low range. This 

indicates that Government school teachers are less satisfied with the fundamental resources in the school, with working conditions, 

and security necessary to do their job effectively as compared to Private school teachers. Under the SAW factor over 17% of 

Government school teachers and 0% of Private school teachers fall in the low range. This indicates that Government school teachers 

experience high stress at work as compared to Private school teachers. 

Figure 6 

 
Fig. 6 presents the comparative differences between Government and private school teachers falling under the average 

range in various domains. 

 

The above figure shows comparative differences between Government and private school teachers falling under the average range 

on different domains, where under the GWB factor over 29% of Government school teachers and 37% of Private school teachers 

fall in the average range. This indicates that Private school teachers feel better or more content with their life in general as compared 

to Government school teachers. Under the HWI factor over 17% of Government school teachers and 37% of Private school teachers 

fall in the average range. This indicates that Private school teachers are more able to maintain the balance between the demands of 

work and home as compared to Government school teachers. Under the JCS over 31% of Government school teachers and 6% of 

Private school teachers fall in the average range. It indicates that Government school teachers are satisfied with their ability to do 

work and have a good sense of achievement, with high self-esteem, and fulfilment of potential as compared to Private school 

teachers. Under the CAW over 37% of Government school teachers and 6% of Private school teachers fall in the average range. It 

indicates that the Government school teachers feel more involved in the decisions which affect them at work and this leads to job 

satisfaction. Under the WCS over 37% of Government school teachers and 23% of Private school teachers fall in the average range. 

This indicates that on average Government school teachers are more satisfied with the fundamental resources in the school, and 

working conditions, with the security necessary to do their job effectively as compared to private school teachers. Under the SAW 

over 26% of Government school teachers and 0% of Private school teachers fall in the average range. This indicates that Private 

school teachers experience a low level of stress at work as compared to government school teachers. 
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Figure 7 

 
Fig. 7 presents the comparative differences between Government and private school teachers falling under a high range in 

various domains. 

The above figure shows comparative differences between Government and private school teachers falling under the high range on 

different domains, where under the GWB factor over 40% of Government school teachers and 37 % of Private school teachers fall 

under the high range. This indicates that both groups are likely to work more and better. Under the HWI factor over 22% of 

Government school teachers and 57% of Private school teachers fall under the high range. This indicates that Private school teachers 

are more able to maintain the balance between the demands of work and home as compared to Government school teachers. Under 

the JCS factor over 43% of Government school teachers and 94% of Private school teachers fall under the high range. This indicates 

that Private school teachers are satisfied with their ability to do work and have a good sense of achievement. They also have high 

self-esteem, and fulfilment of potential as compared to Government school teachers. Under the CAW factor over 46% of 

Government school teachers and 94% of Private school teachers fall under the high range. This indicates that Private school teachers 

feel more involved in the decisions which affect them at work and this leads to job satisfaction. Under the WCS factor over 29% of 

Government school teachers and 77% of Private school teachers fall in the high range. This indicates that Private school teachers 

are more satisfied with the fundamental resources in the school, working conditions, and security necessary to do the job effectively 

as compared to Government school teachers. Under the SAW factor over 57% of Government school teachers and 97% of Private 

school teachers fall in the high range. This indicates that Private school teachers experience a low level of stress at work as compared 

to government school teachers. 

Figure 8 

 

Fig. 8 presents the comparative differences between Government and private school teachers based on their work-related 

quality of life (WRQoL). 

 

Overall WRQoL 29% of Government school teachers and 0% of Private school teachers fall under the low range. This indicates 

that Government school teachers are substantially less satisfied with their work-life in one or more areas as compared to Private 

school teachers. 34% of Government school teachers and 6% of Private school teachers fall in the average range. This indicates that 

the working life of Government school teachers overall probably does not provide a high level of satisfaction, but also, they are not 
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wholly dissatisfied either. 37% of Government school teachers and 94% of Private school teachers fall in the high range. This 

indicates that Private school teachers' quality of working life is better and satisfying as compared to Government school teachers.  

 

CONCLUSION 

The result indicates that private school teachers are more satisfied with their work-related quality of life as compared to government 

school teachers. This result also reveals that on the general well-being domain, the teachers from both the type of schools are 

showing the highest similarity in all three ranges (low, average, and high) as compared to any other domain like homework interface, 

job and career satisfaction, control at work, working conditions and also stress at work. This result also proves that a huge difference 

can be seen in the work quality of life as teachers working in private schools are mostly null in the low range. It is indicating toward 

satisfaction and good control at work in them as compared to the teachers working in government schools. Based on their responses, 

a good percentage of teachers from government schools are falling under the average range but a smaller number of teachers fall 

under the high range. However, it is also proven through this study that the majority of the teachers from private schools are showing 

their representation in the high range except for a few falling under the average and low range. In past research, a significant 

correlation was found between total work engagement as well as vigor with job and career satisfaction and its control at work. The 

dedication is associated with Job and career satisfaction and General Well-being Control at work had a positive correlation with  

Absorption(Gokhale, 2018). 

 

LIMITATIONS 

The findings were very particular as the respondents chosen for the study were teachers of Government and private schools of Surat, 

Gujarat only. More research in this field is needed before generalizing the interpretations. Other sectors such as industrial and 

medicine could also be involved so that better and more generalized results can be obtained along with an increase in sample size. 

Interview and survey could be used together to get more clear and accurate responses. This study may serve as a foundation for 

future studies in other sectors also as only Government and private school teachers of Surat, Gujarat were involved in this study.  

 

SUGGESTIONS 

School administration must identify the factors to make employees favorable towards the organization. They must design some 

employee-friendly policies. The administration must take steps to improve the working environment and working conditions of all 

employees.  
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