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abstract The present study attempts to establish the association between Quality of Work Life (QWL) and job satisfaction among the 
veterinary doctors of Punjab. Multiple linear regression analysis has been employed to examine how far the factors of QWL identified with 
the help of factor analysis affect the job satisfaction. Job satisfaction is a dependent variable and factors, ‘Monetary Consideration’, ‘Social 
Relations at Work’, ‘Constitutionalism at Work’, ‘Pride in Job’, ‘Facilitation for Current Performance and Future Growth’, ‘Nature of Job’, 
‘Security and Safety’, ‘Innovative and Challenging Job’, ‘Fair and Unbiased Attitude of Top Officials’, ‘Less Educated and Ignorant Clients’, 
‘Space and Infrastructure’, ‘Insufficient Diagnostic Facilities and Staff’, and ‘Reporting’ are independent variables. The results of the present 
study reveal strong association of ‘Monetary Consideration’, ‘Facilitation for Current Performance and Future Growth’, ‘Security and 
Safety’, ‘Nature of Job’, and ‘Space and Infrastructure’ with job satisfaction. The eight variables which were not found significant include; 
‘Social Relations at Work’, ‘Constitutionalism at Work’ ,‘Pride in Job’, ‘Innovative and Challenging Job’, ‘Fair and Unbiased Attitude of Top 
Officials’, ‘Less Educated and Ignorant Clients’, ‘Insufficient Diagnostic Facilities and Staff’, and ‘Reporting’. The present study conducted on 
veterinarians working under department of animal husbandry, Punjab can make a niche in this area. Commitment on the part of government 
and department itself to work on the activities and initiatives which promote QWL and job satisfaction of the respondents can create a sound 
and harmonious working environment to get the desired results. 
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Introduction

As the work culture has changed drastically in the recent 
years, the traditional concept of work to fulfill human’s 
basic needs is also facing out. The basic needs continue to 
diversify and change according to the evolution of the work 
system and standards of living of a work force (Rethinam 
et al., 2008). Lau & May (1998) define quality of work life 
as the workplace strategies, operations and environment 
that promote and maintain employee satisfaction with an 
aim to improving working conditions for employees and 
organisational effectiveness for employers. Quality of 
work life is a generic term including a range of techniques 
and processes that are designed to give employees greater 
discretion and control over their work. The principle 
behind all QWL initiatives is that greater participation and 
involvement in decision making by employees will lead to 
increase in satisfaction, motivation and commitment, which 
in turn might lead to improvements in performance (Heery 

& Noon, 2001). Serey’s (2006) work on quality of work life 
is quite conclusive and best meets the contemporary work 
environment. The definition has been related to a meaningful 
and satisfying work. It includes (i) an opportunity to exercise 
one’s talent, capacities and to face challenges/situations 
that require independent initiative and self-direction; (ii) 
an activity thought to be worthwhile by the individuals 
involved; (iii) an activity in which one understands the role 
the individual can play in the achievement of some overall 
goals; and (iv) a sense of taking pride in what one is doing 
and in doing it well. This issue of meaningful and satisfying 
work has been merged with discussions of job satisfaction, 
and believed to be more favorable to quality of work life.

Job satisfaction and dissatisfaction may be regarded as an 
attitude based on the worker’s feeling about what he should 
be receiving in, or getting out of a job compared with what 
he actually perceives himself to be receiving (Lawler, 1982). 
Wanous & Lawler (1972) felt that this expected/ received 
ratio can also be expressed as the degree to which the worker 
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perceives that his needs are being met in a job.  The relationship 
of job satisfaction with quality of work life is another aspect 
of working life that is investigated by researchers (Herzberg, 
Mausner & Snyderman, 1959; Herzberg, 1968). From a 
business perspective, quality of work life (QWL) is important 
since there is evidence demonstrating that the nature of the 
work environment is related to satisfaction of employees and 
work-related behaviours (Greenhaus et al., 1987).

From the discussion above well knit relationship can be 
anticipated between QWL and job satisfaction. The same 
fact can be witnessed in research e.g. Kaye & Sutton 
(1985) suggested a strong connection that exists between 
productivity and quality of working life for offi ce principals 
with particular attention being paid to job satisfaction. 
Efraty and Sirgy (1990) conceptualised QWL in terms of 
need satisfaction stemming from an interaction of worker’s 
needs (survival, ego, social, and self actualisation needs) 
about those organisational resources relevant for meeting 
them to fi nd out the effect of need satisfaction on employee 
behavioural response, i.e. job satisfaction. Lau & May 
(1998) empirically established positive relation between 
elements of QWL (pay and benefi ts, opportunities, job 
security, pride in work and company, openness and fairness, 
camaraderie, and friendliness) and overall employee 
satisfaction of two groups of companies in US. May et al.
(1999) further enhance the study of Lau & May (1998) 
and provide empirical evidence establishing the direct link 
between elements of QWL and employee satisfaction to 
the overall fi nancial performance of the fi rm. Hossain & 
Islam (1999) investigated the overall quality of working life 
(QWL), job satisfaction, and performance of the government 
hospital nurses in Bangladesh and revealed a signifi cant 
positive correlation between QWL and performance, 
and job satisfaction and performance. Lewis et al. (2001) 
attempted to determine whether intrinsic and extrinsic 
variables of job predict satisfaction with quality of work life 
of employees of seven health care organisations located in 
South Central region of Ontario, Canada. The study reported 
that pay, benefi ts, supervisor style, and decision making 
authority play major role in satisfaction with QWL. Sirgy 
et al. (2001) studied the predictive effect of QWL on job 
satisfaction on the basis of pooled sample of 226 faculty and 
staff from 2 different universities and 15 accountants from 
several accounting fi rms in the United States. It was found 
that job satisfaction is a positive function of QWL. Sturman 
(2002) used job satisfaction as one of the scales to measure 
the perceived quality of working life among 389 primary 
and 285 secondary school teachers in England. Saraji & 
Dargahi (2006) provided insights into the positive and 
negative attitudes of 908 Iran Hospitals’ employees towards 
their quality of life. These attitudes were measured with the 
help of 14 factors including satisfying and interesting work 
as one of the factor. The results revealed that interesting 

as well as satisfying work were the most important issues 
for a high QWL. Conklin & Desselle (2007) developed a 
multidimensional scale to measure work satisfaction as 
an integral component of quality of work life among 885 
pharmacy faculty members and determined its reliability 
and validity using 6 domains of work satisfaction. Lee et al. 
(2007) validated a need based measure of quality of work 
life developed by Sirgy et al. (2001). They conceptualised 
the QWL construct in terms of employee satisfaction with 
two sets of major needs, lower and higher order needs. The 
conceptual model posited that QWL has a positive infl uence 
on job satisfaction. Islam & Siengthai (2009) conducted an 
exploratory study on the infl uence of worker’s quality of 
work life on job satisfaction and organisational performance 
and found that QWL is positively and signifi cantly related to 
employee’s job satisfaction.

The literature reviewed highlights that QWL established 
signifi cant relationship with job satisfaction. Danna & Griffi n 
(1999) see QWL as a hierarchy of concepts that include non-
work domains, such as life satisfaction (at the top of the 
hierarchy), job satisfaction (at the middle of the hierarchy) 
and more work-specifi c facets of job satisfaction, such as pay, 
co-workers, and supervisor (lower in the hierarchy). During 
the 1990s, scholars and practitioners regained an interest in 
the study of QWL and this concept has become of renewed 
concern and increased importance to the organisation and its 
human resources both in terms of employee job satisfaction 
and in terms of the ultimate performance of the organisation. 
QWL refers to employee satisfaction with a variety of needs 
through resources, activities and outcomes stemming from 
participation from the work place (Sirgy et al., 2001). This 
assertion is consistent with Danna & Griffi n’s (1999) view 
of QWL. Many researchers (Efraty et al., 1991; Lau & May, 
1998; Lewis et al., 2001; Gifford, 2002; Lee et al., 2007; Saad 
et al., 2008; Islam & Siengthai, 2009; Koonmee et al., 2009) 
have supported QWL as an antecedent of job satisfaction. 
But there are researchers who have supported the other side 
of the causal nature of this relationship, i.e. believing that job 
satisfaction causes QWL (Kaye & Sutton, 1985; Sturman, 
2002; Mott et al., 2004, Sale & Smoke, 2007; Anbarasan & 
Mehta, 2009; Azril et al., 2010). Hence, the construct of job 
satisfaction establishes two way relationships with QWL, 
but the present study views QWL as an antecedent of job 
satisfaction.

Extensive work has been done to trace out the notion of 
quality of work life, its measures and factors infl uencing 
it throughout the World. Many professions have been the 
subject matter of research on quality of work life but there 
has been limited research as far as the systematic evaluation 
of quality of work life with job satisfaction in Indian health 
care sector is concerned.
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This paper attempts to explore the relationship between QWL 
and job satisfaction among the veterinary doctors in Punjab. 
The universe of the study consists of all the veterinary 
doctors employed by Punjab government on permanent 
basis and this number was 649 in October, 2010. Initially the 
questionnaire designed for data collection was e-mailed to 
all the veterinary offi cers, but due to the lukewarm response 
of the offi cers they were approached personally and through 
their senior offi cers and fi nally a total of 322 questionnaires 
were collected. QWL and job satisfaction have been 
measured by using models of Walton (1975) and Warr et al. 
(1979) respectively.

QWL Scale 

QWL is best described as the favourable working 
environment that supports and promotes satisfaction by 
providing employees with rewards, job security and career 
growth opportunities (Lau et al., 2001). Accordingly, and for 
the purpose of this study QWL is defi ned as the combination 
of physical, psychological, and social factors that infl uence 
employee’s satisfaction. On the basis of Walton’s (1975) eight 
major conceptual areas of QWL along with an additional area 
(nature of work) found relevant for the study; a scale was 
developed through an iterative process comprising 64 items 
under each area for the purpose of exploring the determinants 
of QWL. The conceptual categories considered were nature 
of work, compensation, safe and healthy working conditions, 
opportunity to use the capacity to work, opportunity for 
growth, social integration at work place, constitutionalism 
in work organisation, and the social relevance of working 
life. The respondents were required to indicate their level 
of agreement about the given statements on a 5 point Likert 
scale ranging from, ‘strongly agree’ to ‘strongly disagree’. 
The weights; 5, 4, 3, 2 and 1 were assigned for ‘strongly 
agree’, ‘agree’, ‘undecided’, ‘disagree’ and ‘strongly 
disagree’ for the purpose of analysis. A pilot survey was 
conducted among 39 doctors revealing alpha value of the 
scale as 0.833. Factor analysis of 64 variables revealed 17 
factors explaining 90.59 percent variance and identifi ed 9 
variables with multiple and confl icting loadings and were 
therefore excluded from the scale. Following the suggestions 
of respondents, two statements were added leading to total 
of 57 statements in the fi nal scale. The alpha measure of 
internal consistency of the scale has been found to be 0.851.

Job Sati sfacti on Scale 

The fi fteen item job satisfaction measures developed by 
Warr et al. (1979) were used to assess the level of job 

satisfaction among veterinary doctors. The responses 
were sought on a fi ve point likert scale; Very Dissatisfi ed, 
Moderately Dissatisfi ed, Undecided, Moderately Satisfi ed, 
and Very Satisfi ed. The response ‘Very Dissatisfi ed’ has been 
assigned a weight of 1, ‘Moderately Dissatisfi ed’ a weight of 
2, ‘Undecided’ a weight of 3, ‘Moderately Satisfi ed’ with a 
weight of 4 and ‘Very Satisfi ed’ a weight of 5.  Cronbach 
alpha, a coeffi cient of internal consistency of the original 
scale, varies from 0.83 to 0.90 for different samples whereas 
the alpha value for the present study comes out to be 0.893. 

R��u�t� �nd Di�cu��ion

Principle component analysis with Varimax Rotation was 
employed on QWL scale to examine the structure of the 
job of veterinary doctors. The factor analysis of 57 items 
identifi ed 12 items with weak and multiple loadings and thus 
excluding from the analysis. Finally, 45 items have been 
analysed and used for further analysis. Cronbach Alpha, a 
measure of reliability of internal consistency of the scale has 
been found to be 0.828 for 45 items. Factor analysis of 45 
variables yielded 13 factors which explained 64.36 percent 
of variance. The factor loadings which are greater than 0.45 
(ignoring sign), are interpreted. All the extracted factors 
with their respective percentage of eigen value, variance 
explained, number of variables and range of loadings under 
each are reported in Table 1. 

QWL and Job sati sfacti on

In order to identify the factors of quality of work life 
associated with job satisfaction of veterinary doctors, 
correlation analysis has been performed. The correlation 
analysis is used to describe the strength and direction of 
the linear relationship between two variables. Factor scores 
have been calculated by multiplying the rotated component 
matrix with the original raw scores for 13 factors identifi ed 
with the help of factor analysis. 

An examination of the Correlation Matrix in Table 2 
unveils several statistically signifi cant correlations. The 
job characteristics like ‘Monetary Consideration’ (0.441), 
‘Social Relations at Work’ (0.523), ‘Constitutionalism 
at Work’ (0.479), ‘Pride in Job’ (0.393), ‘Facilitation 
for Current Performance and Future Growth’ (0.536), 
‘Security and Safety’(0.230), ‘Innovative and Challenging 
Job’(0.220), ‘Fair and Unbiased Attitude of Top 
Offi cials’(0.465), ‘Less Educated and Ignorant Clients’ 
(0.115), ‘Space and Infrastructure’ (0.230), and ‘Reporting’ 
(0.143) have  been found positively and signifi cantly related 
with job satisfaction. It is inferred that the presence of above 
mentioned job characteristics improves the job satisfaction 
of the respondents, whereas job satisfaction has been found 
negatively associated with ‘Nature of Job’ (-0.084) and 
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Insuffi cient Diagnostic Facilities and Staff’ (- 0.018) but not 
found signifi cant.

The results of this study support the proposition that 
the degree of QWL is related to the degree to which the 
respondents believe that the requirements of their job 
have been met, like Powers (2004) identifi ed the essential 
components of QWL as basic extrinsic job factors of wages, 
hours and working conditions, and the intrinsic job notions 
of the nature of the work itself. QWL is said to differ 
from job satisfaction (Quinn & Shephard, 1974; Davis & 
Cherns, 1975; Hackman & Suttle, 1977; Kabanoff, 1980; 
Near et al., 1980; Staines, 1980; Champoux, 1981; Kahn, 
1981; Lawler, 1982) but QWL is thought to lead to job 
satisfaction. As Sirgy et al., (2001) opined that QWL refers 
to the impact of the workplace on satisfaction in work life 
(job satisfaction), satisfaction in non-work life domains, 
and satisfaction with overall life. Rethinam et al. (2008) 
viewed quality of work life as a wide ranging concept, which 
includes adequate and fair remuneration, safe and healthy 
working conditions that enables an individual to develop and 
use all his or her capacities. Most of the defi nitions aim at 
achieving the effective work environment that meets with the 
organisational and personal needs and values that promote 
health, well-being, job security, job satisfaction, competency 
development, and balance between work and non-work life. 

Multiple linear regression analysis has been employed 

to examine how far the factors identifi ed with the help of 
factor analysis affect the job satisfaction. Job satisfaction is 
a dependent variable and factors, ‘Monetary Consideration’, 
‘Social Relations at Work’, ‘Constitutionalism at Work’, 
‘Pride in Job’, ‘Facilitation for Current Performance and 
Future Growth’, ‘Nature of Job’, ‘Security and Safety’, 
‘Innovative and Challenging Job’, ‘Fair and Unbiased 
Attitude of Top Offi cials’, ‘Less Educated and Ignorant 
Clients’, ‘Space and Infrastructure’, ‘Insuffi cient Diagnostic 
Facilities and Staff’, and ‘Reporting’ are independent 
factors. With job satisfaction as a dependent variable, all 
job characteristics were allowed to enter by using ‘enter 
method’ and results of the regression model are reported 
in Table 3. It is revealed from the table that the variables 
which have emerged as signifi cant explain 37.9 percent 
of variance in job satisfaction of the respondents. The 
collinearity statistics reveal that none of the tolerance value 
is smaller than 0.10 and VIF statistics is less than ten, which 
indicate that there is no serious multi collinearity problem 
among the predictor variables of the regression model. Four 
variables which are signifi cant and positively affect the job 
satisfaction are ‘Monetary Consideration’, ‘Facilitation for 
Current Performance and Future Growth’, ‘Nature of Job’, 
and ‘Space and Infrastructure’.  The largest β coeffi cient 
is 0.981 for ‘Nature of Job’, which indicates that this job 
characteristic is the most signifi cant factor infl uencing job 
satisfaction of veterinary doctors. It is followed by ‘Space 
and Infrastructure’ (β = 0.900), ‘Facilitation for Current 

table 1: extracted factors

Sr no Factor 
Eigen
values 

Variance 
explained 

No. of
variables 

Range of loading 

1 Monetary Consideration 7.58 16.84 6 0.796-0.606

2 Social Relations at Work 3.95 8.77 6 0.753-0.638

3 Constitutionalism 2.71 6.03 4 0.715-0.477

4 Pride in Job 2.22 4.93 5 0.698-0.647

5 Facilitation for Current Performance and Future 
Growth 1.90 4.23 3 0.772-0.619

6 Nature of Job 1.71 3.8 3 0.822-0.673

7 Security and Safety 1.57 3.48 3 0.809-0.508

8 Innovative and Challenging Job 1.40 3.11 3 0.785-0.680

9 Fair and Unbiased Attitude of Top Offi cials 1.33 2.95 3 0.778-0.533

10 Less educated and Ignorant Clients 1.28 2.84 4 0.759-0.489

11 Space and Infrastructure 1.21 2.68 2 0.846-0.746

12 Insuffi cient Diagnostic Facilities and  Staff 1.12 2.48 2 0.772-0.661

13 Reporting 1.01 2.24 1 0.789
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Performance and Future Growth’ (β = 0.696). The β value 
0.519 for factor ‘Monetary Consideration’, which is the 
smallest contributor. The variable which is found to be 
signifi cant but negatively associated with job satisfaction is 
‘Security and Safety’ (β = - 0.899). 

The fi ndings are generally consistent with those from 
previous studies on QWL and employee satisfaction that 
were conducted in the industry and manufacturing sectors. 
Mirvis & Lawler (1984) highlighted that quality of working 
life was associated with satisfaction with wages, hours and 
working conditions, describing the, basic elements of a good 
quality of work life, as; safe work environment, equitable 
wages, equal employment opportunities, and opportunities 
for advancement. Since long time it is established that job 
satisfaction exhibits strong positive association in expected 
directions with measures of a large work attributes, which 
include diverse aspects of work contents (variety, task 
signifi cance and skill use), pay and other benefi ts, job 
security, promotion opportunities, recognition, work 
conditions, relations with co-workers and supervisors, 
effective communication structures in the fi rms and 
participation in managerial decision making (Locke, 1976; 
Hackman & Oldham, 1980; Wooden & Warren, 2003).

The results of the present study reveals strong association 
of ‘Monetary Consideration’, ‘Facilitation for Current 
Performance and Future Growth’, ‘Nature of Job’, and 
‘Space and Infrastructure’ with job satisfaction. The aim 

of every job is earning livelihood. Fixed and stable earning 
satisfi es the physiological and other family needs of the 
individual. So, the study produced monetary considerations 
as one of the factors satisfying the respondents. Facilitation 
for current performance and future growth has emerged as 
the other factor affecting job satisfaction which caters to the 
high order needs of self-actualisation. No doubt, that the 
nature of the job of a veterinarian is taxing and hard but daily 
six hours working makes them feel relaxed for half of the 
day and ultimately give them satisfaction. The nature of the 
profession is such that effi ciency of veterinarians depends 
upon the availability of space and infrastructure; this may be 
the reason that this factor has been perceived as signifi cant 
indicator of job satisfaction. The factor security and safety 
is the only one which is negatively and signifi cantly related 
to job satisfaction implying that respondents perceive 
inadequate arrangements for security and safety of their 
lives by the authorities. 

The eight variables which were not found signifi cant include  
‘Social Relations at Work’, ‘Constitutionalism at Work’ 
,‘Pride in Job’, ‘Innovative and Challenging Job’, ‘Fair and 
Unbiased Attitude of Top Offi cials’, ‘Less Educated and 
Ignorant Clients’, ‘Insuffi cient Diagnostic Facilities and 
Staff’, and ‘Reporting’. ‘Social relations at work’ is not 
found to be signifi cant. It might be due to the fact that the 
respondents have to work in association of two to three juniors 
in fi eld and need not interact frequently with their superiors. 
Similarly, constitutionalism at work, with respect to work 

Table 3: Regression Coeffi cients and Other
relevant Statistics

Factors
Unstandardised 

Coefficients
B

T-Values
Significance val-

ues.

Collinearity Statistics

Tolerance VIF

FacScr1 .519 2.914 .004 .265 3.780

FacScr2 .376 1.351 .178 .199 5.030

FacScr3 .454 1.555 .121 .201 4.971

FacScr4 .440 1.518 .130 .317 3.158

FacScr5 .696 2.066 .040 .210 4.751

FacScr6 .981 3.859 .000 .628 1.592

FacScr7 -.899 -3.345 .001 .332 3.015

FacScr8 -.623 -1.610 .108 .521 1.921

FacScr9 .597 1.502 .134 .279 3.590

FacScr10 -.376 -1.297 .196 .729 1.373

FacScr11 .900 3.108 .002 .618 1.618

FacScr12 -.196 -.611 .542 .611 1.637

FacScr13 .309 .817 .415 .839 1.192

R2  =  0.404, adjusted R2  = 0.379, F value  = 16.066, Signifi cance Level  =  0.000
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assignment, transfer, promotion and grievance handling etc. 
might be perceived as same for all and part of the job, hence 
does not affect job satisfaction of veterinarians. The factor 
pride in job is also not revealed to be signifi cant; hence it may 
be perceived that the respondents are not enthusiastic about 
their job. Innovative and challenging job has been found to 
have no effect on job satisfaction of the veterinarians. The 
presence of bureaucracy and red tapism in government 
departments as well as legal complication discourages 
people to take initiatives and be innovative. Moreover, 
lack of autonomy and emphasis on strict compliance with 
large work rules might be compelling the doctors to work 
according to rule rather than be innovative. The respondents 
are found indifferent for fair and unbiased attitude of top 
offi cials simply because of need to comply with uniform 
rules and norms of governance of the department, where 
they hardly perceive the role of the top offi cials. The level of 
education and awareness of life stock owners undoubtedly 
contributes towards the effectiveness of the doctors but it 
seems that their way of dealing and cooperative behaviour 
leaves this variable insignifi cant for the doctors. Insuffi cient 
availability of diagnostic facilities and staff seems to be not 
affecting job satisfaction of respondents simply because 
these facilities are rarely put in use in hospitals in villages. 
Similarly respondents perceive reporting as part of their job 
at monthly meetings hence does not affect their level of job 
satisfaction. Hence it can be concluded that out of thirteen 
factors of QWL, only four factors are signifi cantly and 
positively related to job satisfaction and hardly one factor 
is adversely affecting the perceived job satisfaction of the 
respondents.  

QWL initiatives benefi t both employees and employers. In the 
presence of QWL initiatives employees feel safe, relatively 
well satisfi ed and able to grow and thus can develop as better 
human beings. They believe that QWL enhances their dignity 
through job satisfaction and humanizing work by assigning 
meaningful jobs, ensuring job security, making provisions 
for adequate pay and benefi ts, providing safe and healthy 
working conditions, giving opportunities to develop human 
capacity, ensuring growth and security, social integration, 
constitutionalism, getting freedom to self-expression and 
thus, help to increase individual productivity that supports to 
achieve organisational effectiveness (Walton, 1974; Suttle, 
1977; Guest, 1979; Carlson, 1980; Nachmias, 1988; Hian & 
Einstein, 1990;).

The present study conducted on veterinarians working under 
department of animal husbandry, Punjab can also make a 
niche in this area. Commitment on the part of government 
and department itself to work on the activities and initiatives 
which promote QWL and job satisfaction of the respondents 
can create a sound and harmonious working environment to 
get the desired results. 

Li�it�tion� o� t�� Stud� 

Being survey based, conducted with the help of a 
questionnaire, this study is inherited with the limitations 
of the chances of what is recorded and what is the reality 
due to well known problem of barriers in communications. 
Therefore, there may be some problem with the sample truly 
being representative of the population. Further the study 
suffers from the limitation of generalisation for other states, 
institutions and different category of employees appointed 
under varied terms and conditions. The results of the study 
need to be interpreted cautiously as the study does not make 
gender differentiation and one fourth of the data has been 
collected from single district due to uneven distribution of 
data. These limitations restrict the applicability of the study 
and such issues need to be controlled in future research.

Dir�ction� �or Futur� R����rc� 

Every study seems to be unique with respect to its subject, 
scope and context which limits its applicability, but always 
has more room to explore. Some of the suggested areas for 
further research in the given study are given below,

 ∑ Future research can be aimed at scaling other employee 
attitudes and behaviour like job involvement, 
professional commitment, intention to quit and 
absenteeism and relating these to QWL.

 ∑ Future research may focus on capturing the impact of 
QWL on performance of the employees over a period 
of time.

 ∑ State-wise comparison can be incorporated in the 
scope of future research.

 ∑ Comparative analysis can also be done to scale QWL 
of different categories of veterinarians working in 
fi eld, laboratory, farm and university, etc.
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