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The Influence of Strategic Human Resource Management on Job Satisfaction
and Quality of Work Life in Higher Educational Institutions: A Thematic

Review Analysis
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Abstract

The digital revolution in higher education institutions (HEIS) has significantly impacted
organizational frameworks, job procedures, and teaching and learning dynamics. Human Resource
Management (HRM) plays more vital in ensuring job satisfaction and improving the quality of work
life (QWL) of employees in these organizations. The present study aims to explore the influence of
Human Resource Management (HRM) on job satisfaction and the quality of work life (QWL) among
employees of higher educational institutions in digital era. The study adopts a qualitative approach,
drawing insights from a comprehensive review of existing literature. Key themes such as digital
competency development, virtual performance appraisals, and online professional growth initiatives
are explored alongside traditional HRM practices. The findings indicate that vital HRM approaches,
including employee engagement & career development, remain essential, incorporating digital tools
and flexible policies is critical for addressing the unique challenges of the digital age. This research
provides valuable insights into how HRM tactics can be implemented to meet the standards set by
digital era to foster a supportive and adaptive work environment in higher educational institutions.

Keywords: Quality of Work Life, Digital Era, Human Resource Management, Job Satisfaction,

Faculty Well-Being, Digital HR Practices.
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INTRODUCTION:

In the twenty-first century, digital
connective technologies have had a significant
impact on many spheres of society, including
the political, social, and economic. The rapid
global advancements in digital communications
and learning technologies are driving
organisational adjustments and new initiatives.
The 21st century has seen the rise of digital
connective technologies, which are bringing
about significant changes in every aspect of life
and indicating that a new era has begun: the
digital age. Education is one of the core areas
of Ilife that has been redesigned to
accommodate the evolving nature of what it
means to live in this new era. Higher education
institutions (HEIs) play a crucial role in
knowledge production and dissemination,
making them especially vulnerable to change
pressures (Sahin & Alkan, 2016). As a result,
HEIs are being forced to assess their current
structures and make drastic changes to better
meet the demands of the twenty-first century
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due to the global competition for knowledge
economy, which is being driven by the
dominant roles of digital connective tools (Rust
& Kim, 2012) (Odabasi, Firat, & Izmirli,
2010).

Human Resource Management in Digital
Era:

Higher education, in line with its vision and
mission, is an establishment that generates top-
notch human resources to compete in the
digital age (Keskes et al., 2018). Digital
technologies have a growing impact on human
resource management (HRM), which is
impacted in numerous of ways, as well as
employee working life (Parry & Strohmeier,
2014). Human resource management is a
strategically important asset that helps
organizations get an edge on their competition
(Schroeder, 2013). In regard to human resource
management in the digital age, Palmer et al.
(2017) assert that it is therefore more
diversified and people-oriented, with the duty
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of creating demanding, varied tasks to keep
young workers more engaged. Technology
enhances HR functions such as planning,
recruitment, performance management, reward
management, health and safety, employee
relations, and work design. However, it also
creates new demands for the HR function to
align human capital with digital needs. HR
management practices have been indicated to
have a major impact on job satisfaction, which
in turn influences employee retention,
performance, and overall organizational
effectiveness (Armstrong, 2014).

Human Resource Management and Job
Satisfaction:

The word job satisfaction refers to people's
attitudes and sentiments regarding their work.
Positive attitudes towards the job reflect job
satisfaction. Job discontent is indicated by
negative and unfavorable views regarding the
job (Armstrong, 2006). Job satisfaction is a
combination of individual's perspectives and
emotions regarding their current jobs. Extreme
job contentment and extreme dissatisfaction are
two extremes of people's job satisfaction.
Individuals may also hold opinions regarding
many facets of their jobs, including the type of
jobs they perform, their coworkers, superiors or
subordinates, and their compensation (George
et al., 2008).

Human Resource Management and Quality
of Work Life:

Quality of work life has been defined as the
workplace tactics, operations, and environment
that encourage and maintain employee
happiness with the goal of enhancing working
conditions for employees and organizational
effectiveness for employers. QWL is an
ideology and set of principles that maintains
that people are the organization's most valuable
resource because they are dependable,
accountable, and capable of making significant
contributions (Lal & Sekhri, 2019). As such,
they should be treated with respect and dignity
(Tabassum et al., 2011). Quality of Work life
has a significant impact on employee
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motivation at work and is essential to
organizational effectiveness. (Smith and Gupta,
2011). Human resource management processes
are directly connected to QWL since they
influence the workplace in different ways.
HRM approaches that encourage improved
work-life balance and comprehensive QWL
include telecommuting choices, flexible work
hours, and supportive leadership (Bakker &
Demerouti, 2007).

Influence of HRM on Job Satisfaction and
Quality of Work Life among employees of
Higher Education Institutes

The hiring and selecting procedure are one of
the main HRM procedures that influences job
satisfaction. Job satisfaction is found to be
higher when candidates are chosen based on
how well their values, abilities, and the culture
of the company mesh (Sharma & Goyal, 2023).
Employees who are happy in their positions are
more likely to feel appreciated, which increases
job satisfaction. Faculty and staff at higher
education institutions are more likely to be
content with their positions if they believe that
HRM practices assist their professional growth
(Baloch et al., 2023). Another HRM technique
that affects job satisfaction is performance
management.

Performance reviews that are open, equitable,
and constructive provide workers a sense of
accomplishment and development by assisting
them in identifying their areas of strength and
growth (Sinha & Chaudhary, 2024). In higher
education, where performance is frequently
driven by intrinsic motivation, a fair
remuneration plan that recognizes employees'
efforts is essential to preserving employee
happiness (Gul et al., 2023).
Employees' quality of work life can be greatly
enhanced by HRM procedures that foster a
positive and healthy work environment. One of
the most significant HRM practices that has an
impact on workers' quality of life is work-life
balance efforts. Colleges and universities
frequently struggle to manage workloads,
particularly for faculty members who are
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expected to conduct research, teaching, as well
as administrative tasks. HRM practices that
support remote work, flexible scheduling, and
fair leave guidelines can reduce stress and
enhance work-life balance, which will improve
workers' general quality of life (Raza et al.,
2023). Employees' entire quality of life is
greatly enhanced by positive interpersonal
interactions, which can be fostered by HRM
practices (Ali et al., 2023).

REVIEW OF LITERATURE:

Human Resource Management (HRM)
practices in higher educational institutions have
long been recognized as critical to the overall
success of academic organizations. With
technological advancements reshaping the
landscape of education and the workplace,
HRM strategies are pivotal in creating an
environment that not only supports the
wellbeing of employees but also enhances
institutional ~ flexibility and  innovation.
Research highlights that digital platforms can
improve communication, collaboration, and
feedback loops among staff members, which is
critical in fostering an inclusive and supportive
work environment (Melnyk et al.,, 2023).
Platforms like employee engagement apps,
virtual town halls, and digital surveys offer a
space for faculty and administrative staff to
voice concerns, suggest improvements, and
engage in meaningful dialogue. Digital tools
also facilitate transparent communication,
which helps in bridging gaps between senior
administration and staff, fostering trust, and
improving organizational commitment.
Professional development is a crucial element
in fostering an adaptive and innovative work
environment. With the rise of e-learning and
online training platforms, HRM in higher
education institutions can offer continuous
learning opportunities that are flexible and
accessible to a diverse workforce. In the digital
era, employees expect the opportunity to
enhance their skills without the constraints of
physical space or time (Kaufman et al., 2022).
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According to a study by Evans et al. (2022),
HR departments that invest in fostering a
culture of innovation through digital platforms
can drive change at all levels of the institution.
Digital tools such as collaborative project
management software and innovation hubs
allow faculty and staff to contribute ideas and
collaborate on initiatives that promote
institutional growth.

The relationship between Human Resource
Management (HRM) practices and job
satisfaction has long been a subject of
academic interest. In the context of higher
education institutions, this relationship is
further complicated by the increasing reliance
on digital tools and technologies, which
influence  how HRM  strategies are
implemented and perceived by employees. As
the digital era reshapes organizational
practices, understanding the influence of HRM
on job satisfaction within higher education
institutions is crucial. In the context of job
satisfaction, various studies have highlighted
the role of HRM practices such as clear
communication, fair performance evaluations,
and opportunities for professional growth
(Kumar et al., 2020). According to the results
of the survey conducted by Siikranli, D. (2020),
digitalization is strongly tied to employee
productivity because digitalization improves
employee happiness, which leads to an increase
in staff productivity. Additionally, challenges
such as digital burnout have emerged, as
faculty members struggle to balance the
increased workload brought on by digital tools
with their personal lives (Gupta & Sharma,
2022). This demonstrates that while digital
tools can improve HRM efficiency, they must
be used thoughtfully to maintain faculty
engagement and satisfaction.  Studies show
that digital learning platforms significantly
contribute to job satisfaction by empowering
employees to take control of their career
growth (Poh, 2024). By providing access to
personalized learning resources, HR
departments can support employees in
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achieving their professional goals. Moreover,
online learning tools also help employees build
a sense of competence and self-efficacy, which
are key determinants of job satisfaction
(Przytuta et al., 2023). The flexibility of digital
learning is particularly important for faculty
and administrative staff in higher education, as
it helps them maintain a healthy balance
between work responsibilities and professional
development. Another crucial factor gaining
increasing attention in recent years, particularly
within the context of higher education
institutions (HEIS) is Quality of Work life
balance (QWL). In this review, we explore
existing literature on the relationship between
HRM practices and QWL in higher education
institutions, particularly in light of digital
transformations that have altered the nature of
work. The term Quality of Work Life (QWL)
refers to the overall well-being of employees,
including aspects like job satisfaction, work-
life  balance, personal growth, and
organizational support. The quality of work life
is integral to employee  motivation,
engagement, and productivity, all of which
have a direct impact on the performance and
success of an institution (Warr, 2020).
Literature suggests that HEIs that prioritize
QWL tend to have more motivated and
committed employees. A study by Zohra and
Nadeem (2020) emphasizes that faculty
members’ QWL in HEIs is influenced by
organizational support, opportunities for career
advancement, and job autonomy. These factors,
when managed effectively through HRM
strategies, can lead to higher job satisfaction
and productivity. However, research on QWL
in the digital era has begun to shift focus on
remote working, digital communication tools,
and the potential impact of technology-induced
stress (Baptiste, 2020). While digital tools
enhance flexibility and connectivity, they can
also lead to issues such as work-life boundary
blurring and digital fatigue, which negatively
impact QWL (Pfeiffer et al., 2018). Digital
transformation has brought about significant
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changes in HRM practices. In particular, the
increased use of  technology for
communication,  recruitment,  performance
monitoring, and training has created new
opportunities for improving QWL.

However, study conducted by Gamage (2020)
point to the potential downside, such as the
over-reliance on technology leading to reduced
face-to-face interaction, which may negatively
affect employees’ mental health and social
well-being. However, the boundaries between
work and personal life can become increasingly
blurred as faculty are expected to engage with
technology beyond traditional working hours.
Digital burnout, caused by prolonged screen
time and constant connectivity, has become a
common issue among educators, which
negatively affects their QWL (Singh & Kaur,
2023). According to the results of the survey
conducted by  Siikranli, D. (2020),
digitalization is strongly tied to employee
productivity because digitalization improves
employee happiness, which leads to an increase
in staff productivity. Virtual performance
appraisals are efficient and can provide faculty
with timely feedback, but they may fail to
capture the qualitative aspects of a faculty
member’s performance, such as teaching style,
mentoring effectiveness, and contributions to
the academic community (Sharma et al., 2020).
While existing literature acknowledges the
importance of HRM strategies in enhancing
QWL, there are several areas that warrant
further exploration like Al-driven HRM
practices are gaining traction in recruitment
and performance management, there is a lack
of studies examining how these technologies
specifically impact QWL in HEIs (Vidal et al.,
2019). The effects of digital technology on
employees’ mental health and well-being
remain  under-explored, particularly in
academic environments. Research should
investigate how HRM strategies can mitigate
digital fatigue and enhance psychological well-
being. Another under-researched area is the
intersection of HRM strategies with diversity,
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equity, and inclusion (DEI) in HEIls. How
HRM can create inclusive, supportive
environments for all employees—especially in
the digital context—requires more attention
(Jain et al., 2022). Given the rise of hybrid or
remote teaching, understanding how HRM
strategies can maintain employee engagement
and motivation in virtual environments in HEIs
is crucial.

Research Gap:

The digital revolution in higher education
institutions (HEIs) has drastically transformed
organizational structures, jobs processes, and
teaching-learning dynamics. The widespread
adoption of digital technology, ranging from
virtual educational platforms to advanced
administrative systems, has raised new
demands for teachers, staff, and administrators.
In this perpetually evolving landscape, Human
Resource Management (HRM) plays an
increasingly substantial part in assuring job
satisfaction and improving the quality of work
life (QWL).

Despite extensive research on HRM practices
in traditional work environments,
comparatively  fewer attention has  been
confined to the specific impact of digitalization
(e.g., virtual communication platforms, Al-
driven performance management, e-learning
systems) on higher education institutions and
its relationship to HRM, job satisfaction, and

QWL.

METHODOLOGY:

Rationale of the study:
1. It has been discovered that a
significant gap exists after a

comprehensive review of the relevant
literature on the aforementioned
variables. A specific focus on HRM's

involvement in strengthening these
variables in higher  education
institutions  throughout this digital

revolution is underexplored and needs
more substantial study.

2. There has been extensive
research on HRM methods in the digital
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era in the business sector but there is a
scarcity of studies on HEIs, where work
culture, academic aims, and employee
expectations may differ.
3. Furthermore, this study will fill
that vacuum by exploring how HRM
practices can be enhanced to strengthen
job satisfaction and the quality of work
life in HEIs in the digital age.
Objectives:
1. To explore the influence of
Human Resource Management on job
satisfaction and quality of work life
among employees among higher
education institutions in Digital Era
2. To investigate the impacts
(positive and negative) of job
satisfaction and quality of work life
among employees of higher education
institutions in Digital Era
Sample:
All the research that was relevant and was
based on employees in higher education
institutions was included in the analysis.
Design:
This present study adapts a qualitative research
methodology on secondary data. The focus lies
on the identification, analysis, and
interpretation of qualitative data patterns
derived from the original dataset and its
outcomes.

Procedure:
To fulfil the objectives of the present research,
literatures related to it were thoroughly

investigated. The database preferred for this
procedure were Google Scholar and SCOPUS.
The keyword used were ‘job satisfaction’;
‘quality of work life’ ‘Human Resource
Management; ‘Digitalization’, ‘employees’,
‘educational institutions’; and ‘India education
institution’.

RESULTS AND DISCUSSION:

A theme Analysis was conducted in this study
that focuses exclusively on employees at
Higher Educational Institutions in India. A
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systematically approach was adopted
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to guidelines implied by Braun and Clarke (2006)

identify both positive and negative themes. The were carried out.

i i

—

Figure 1: Thematic analysis steps adopted from Braun and Clarke, 2006

An extensive examination of previously
published content ~was accomplished,
incorporating exploratory research, review
studies, and other relevant sources. The
foremost objective of this study was to
identify and extract reoccurring themes. The
articles deemed most relevant were compiled
using predefined criteria for inclusion. During
this stage, numerous themes emerged.

Subsequently a comprehensive
examination and eradicating reiterated themes,

inadequately articulated concepts, and those
irrelevant to the stated objectives, a subset of
positive and negative impacts was identified.
Each theme illustrates a distinct connection
between job satisfaction and quality of work
life. The present research focuses at both
positive and adverse impacts. Several themes
have been identified from a survey of previous
literature:

Theme 1: Positive Impacts and their sub-themes

Figure 2: Themes extracted from the review of literature (Arora et al., 2024)

Digital Tools Enhancing Engagement.
Digital tools have significantly enhanced
employee engagement by improving
communication, collaboration, and feedback
loops, which foster inclusivity and
organizational trust (Melnyk et al., 2023).
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Skill Development Opportunities. E-learning
platforms and continuous training opportunities
contribute to career growth and self-efficacy,
enabling employees to achieve personal and
professional development (Kaufman et al.,
2022; Przytufa et al., 2023).
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Work-Life Balance Initiatives. Work-life
balance initiatives, such as flexible scheduling
and remote work options, allow employees to
better manage professional and personal
responsibilities, thereby improving their overall
quality of life (Raza et al., 2023; Przytuta et al.,
2023).

Recognition of  Efforts.  Additionally,
transparent performance appraisals and fair
compensation systems play a vital role in
enhancing employee satisfaction and retention
(Sinha & Chaudhary, 2024; Gul et al., 2023).

Vol-18 (1) January-2024
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Supportive Leadership. Furthermore,
inclusive leadership and diversity, equity, and
inclusion (DEI) initiatives foster a supportive
work environment where employees feel
respected and valued (Buhler, 2021; Jain et al.,
2022).

Theme 2: Negative impacts and their sub-
themes

However, the analysis also highlights several
negative impacts of HRM practices in this
context.

Figure 3: Themes extracted from the review of
literature (Arora et al., 2024)

Digital Burnout. Digital burnout has emerged
as a significant issue, with excessive screen
time and constant connectivity leading to stress
and fatigue, thereby adversely affecting job
satisfaction and QWL (Gupta & Sharma, 2022;
Singh & Kaur, 2023).

Blurring Work-Life Boundaries. The
blurring of work-life boundaries, often caused
by expectations for employees to remain
digitally accessible beyond working hours,
exacerbates work-life imbalances (Pfeiffer et
al., 2018; Przytula et al., 2023).

Over-Reliance on Technology. An over-
reliance on technology reduces face-to-face

interactions, affecting interpersonal
relationships and emotional  well-being
(Gamage, 2020).

Challenges in Virtual Appraisals.

Additionally, virtual performance appraisals,
while efficient, may fail to capture qualitative
aspects of performance, such as teaching
effectiveness and mentoring capabilities, which
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are crucial in academic settings (Sharma et al.,
2020).

Lack of Tailored DEI (Diversity, Equity &
Inclusion) Practices. Limited integration of

DEI efforts in HRM strategies further
diminishes inclusivity and equitable treatment
(Jain et al., 2022).

Suggested solutions:

e To optimize the positive impacts of
HRM practices, organizations should
develop  comprehensive  strategies
addressing multiple sub-themes.

e By facilitating smooth communication,
cooperation, and feedback mechanisms
that promote inclusivity and trust inside
the business, digital tools can be used to
improve employee engagement.

e Furthermore,  offering  employees
opportunities for skill development
through e-learning platforms and
continuous training sessions fosters
their career development and increases
their self-efficacy, which results in both
professional and personal advancement.
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e |Initiatives for work-life balance, like
remote work choices and flexible
scheduling, are essential for enabling
employees in balancing their personal

and professional obligations and,
eventually, improving their overall
quality of life.

This thematic analysis clearly correlates with
the purpose of the current study, which is to
determine the influence of HRM on job
satisfaction and quality of work of employees
in higher education institutions in digital era.
There are both positive and negative impacts.

5. Conclusion:
In conclusion, organizational success depends
on the effective implementation of HRM
approaches that prioritize satisfying employee
experiences. The connection between HRM,
job satisfaction and quality of work life at
higher education institutions is a matter of
significant concern. The review of literature
emphasized that taking these constructs into
consideration can have a significant impact on
employees' overall well-being, quality of work
life and productivity.
It is imperative for higher education institutions
to recognize the wutmost importance of
establishing secured and compassionate
workplaces for their employees, in order to
promote a positive working environment.
Implications & Future Scope of the
Research:

e According to the findings, institutions

of higher learning should establish a

successful  work environment by
utilizing  digital  technologies for
participation, offering chances for
ongoing  skill  development, and

encouraging work-life balance through
flexible scheduling.

e Future research could delve further into
the  specific  programmes  and
regulations that institutions can use to
improve employee outcomes in terms
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of job satisfaction and quality of work
life.

e For Dbetter and more thorough
understanding of the role of Strategic
HRM and the factors impacting the Job
Satisfaction and Quality of Work L.ife,
supplementing quantitative data with
qualitative research methods.

REFERENCES:

Ahmad, S., & Schroeder, R. G. (2003). The
importance of HRM practices and
workplace trust in quality management.
International Journal of Quality &
Reliability Management, 20(1), 86-98.

Armstrong, M. (2014). Armstrong's Handbook
of Human Resource Management
Practice (13th ed.). Kogan Page.

Azeem, S. (2014). Impact of Human Resource
Management Practices on Employee Job
Satisfaction. International Journal of
Human Resource Studies, 4(2), 85-98.

Aziri, B. (2011). Job satisfaction: A literature

review. Management research &

practice, 3(4).

Bakker, A. B. (2011). An evidence-based
model of work engagement. Current
directions in psychological
science, 20(4), 265-269.

Bakker, A. B., & Demerouti, E. (2007). The
job demands-resources model: State of
the art. Journal of  managerial
psychology, 22(3), 309-328.

Baloch, M. A., Memon, M. |., & Solangi, M.

M. (2023). Impact of professional
development programs on job
satisfaction ~ of  university  faculty
members.  International Journal of

Educational Research, 45(2), 211-223.

Baptiste, N. R. (2020). The Influence of
Technology on Work-Life Balance in the
Digital Era. Journal of Work and
Technology, 23(4), 210-227.

Buhler, A. (2021). Strategic HRM and
Employee  Well-being in  Higher
Education  Institutions.  Educational

193



Indian Journal of Psychological Science

9218
Management Administration &
Leadership, 49(1), 57-75.

Choi, S., Kim, D., & Lee, J. (2021). Digital
HRM Strategies  for  Employee
Engagement in the Post-Pandemic Era.

Journal of Higher Education Policy and
Management, 43(2), 123-138.

Dastmalchian, A., & Lee, S. (2020).

Technology, HRM Practices, and Employee

Satisfaction in the Digital Era. Human

Resource Management Review, 30(1), 45-59.

Devaraj, S., Conlon, E. J., & Krajewski, L.
(2004). Impact of e-commerce on
supply chain management: A cross-
sectional study of the USA.
International Journal of Production
Research, 42(10), 2171-2190.

Evans, T., Harris, P., & Jones, R. (2022).
Fostering innovation through digital
tools in higher education institutions.
Journal  of  Higher  Education
Management, 35(3), 241-257.

Fenech, R., Baguant, P., & lvanov, D. (2019).
The changing role of human resource
management in an era of digital
transformation. International Journal of
Entrepreneurship, 22(2), 166-175.

Gamage, D. (2020). Impact of Digital Tools on
Faculty QWL in the Age of Remote
Learning. Journal of Educational
Technology & Society, 23(3), 77-88.

Ghafoor, A., Qureshi, T. M., & Khan, M. A.
(2011). The impact of HRM practices
on organizational performance: A case
of banking sector in Pakistan.
International Journal of Business and
Social Science, 2(12), 276-284.

Guest, D. E. (2011). Human resource
management and performance: A
review and research agenda.
International  Journal of Human
Resource Management, 22(1), 23-37.

Gul, M., Sadiq, M., & Ahmad, R. (2023). The
effects of compensation and benefits on
faculty job satisfaction in higher
education institutions.  Educational

Neha Arora

Vol-18 (1) January-2024

ISSN 0976

Administration Quarterly, 58(4), 447-
465.

Gupta, M., & Sharma, P., (2011). Factor
Credentials Boosting Quality of Work
Life of BSNL Employees In Jammu

Region. Sri Krishna International
Research & Educational Consortium,
2(1), 79-89.

Hackman, J. R. (1976). Motivation through the
design work: Test of the
theory. Organizational Behavior and

Human Performance.

Hanna, D. E. (1998). Higher education in an
era of digital competition: Emerging
organizational models. Journal of

asynchronous learning networks, 2(1),
66-95.

Jain, P., Sharma, S., & Mehta, A. (2022).
Diversity and Inclusion in Digital HRM:
A Case Study in Higher Education
Institutions. Human Resource
Development International, 25(1), 90-
105.

Kanten, S., & Sadullah, O. (2012). An
empirical research on relationship quality
of work life and work
engagement. Procedia-Social and

Behavioral Sciences, 62, 360-366.
Kaufman, M., Robbins, R., & Hamilton, A.
(2022). Digital professional development

in academia: Emerging trends and
challenges.  Educational  Technology
Research and Development, 70(2), 265-
280.

Kelliher, C., & Anderson, D. (2010). Flexible
working and performance: A systematic
review of the evidence for a business
case. International Journal of
Management Reviews, 12(4), 452-474.

Khandekar, A., & Sharma, A. (2005).
Organizational learning and human
resource development: A conceptual
framework. International Journal of

Human Resource Management, 16(1),
85-101.

194



Indian Journal of Psychological Science

9218

Kozlowski, S. W. J., & llgen, D. R. (2006).
Enhancing the effectiveness of work
groups and teams. Psychological Science
in the Public Interest, 7(3), 77-124.

Lal, R., & Sekhri, R. (2019). Study of
Emotional Challenges in Teaching
Profession. International Journal of
Indian  Psychology, 7(2), 507-513.
DIP:18.01.061/20190702:10.25215/0702.
061

Lau, R. S. M., & May, B. E. (1998). A win-win
paradigm for quality of work life and
business performance. Human Resource
Development Quarterly, 9(3), 211-226.

Lawler, E. E. (1973). Motivation in Work

Organizations. Brooks/Cole Publishing.

Locke, E. A. (1976). The nature and causes of
job satisfaction. In M. D. Dunnette (Ed.),
Handbook of industrial and
organizational psychology (pp. 1297-
1349). Rand McNally.

Melnyk, S., Williams, M., & Patel, N. (2023).
Enhancing employee engagement in
higher  education  through digital
platforms. International Journal of
Educational Management, 37(1), 56-74.

Miller, R. J., Gupta, R., & Lee, S. (2024).
Workplace wellness initiatives in higher
education: Effects on employee well-
being. Journal of Academic Workplace
Health, 10(1), 75-89.

Pfeiffer, S., Lang, K., & Haen, D. (2018).

Work-life Balance and Digital Stress:

Managing Employee Expectations in the

Digital Workplace. Journal of

Occupational Health Psychology, 23(4),

456-468.

E. (2024). HR analytics in higher
education: Data-driven decision-making
for improved workforce management.

Journal of Higher Education Leadership,

19(1), 88-101.

Przytula, S., Kowalska, M., & Grzywacz, M.
(2023). Remote work and work-life
balance in higher education:
Opportunities and challenges in the

Poh,

Neha Arora

Vol-18 (1) January-2024

ISSN 0976

digital era. Journal of Academic
Administration, 29(4), 307-322.

Purwanto, A., Purba, J. T., Bernarto, I., &
Sijabat, R. (2023). Investigating the role

digital  transformation and human
resource management on the
performance of the

universities. Available at SSRN.

Raza, M. A., Zaman, M. Q., & Khan, M. A.

(2023). Work-life balance in higher

education: The role of HRM practices.

Journal of Human Resource

Management, 19(2), 129-140.

A. M. (2006). Antecedents and
consequences of employee
engagement. Journal of  managerial
psychology, 21(7), 600-619.

Saraji, G. N., & Dargahi, H. (2006). Study of
quality of work life (QWL). Iranian
Journal of public health, 35(4), 8-14.

Saykili, A. (2019). Higher Education in The
Digital Age: The Impact of Digital
Connective Technologies. Journal of
Educational Technology and Online
Learning, 2(1), 1-15.
https://doi.org/10.31681/jetol.516971

Sharma, P., & Goyal, S. (2023). Recruitment
and selection practices and their impact
on job satisfaction in academia. Journal
of Educational Administration, 29(3),

Saks,

255-268.

Sinha, S., & Chaudhary, R. (2024).
Performance  management and its
relationship with job satisfaction among
university staff. Human Resource
Development International, 14(1), 92-
108.

Sirgy, M. J., Efraty, D., Siegel, P., & Lee, D. J.
(2001). A New Measure of Quality of
Work Life (QWL) Based on Need
Satisfaction and Spillover Theories.
Social Indicators Research, 55(3), 241-

302.

Spector, P. E. (2022). Job satisfaction:
Application, assessment, causes, and
consequences. SAGE Publications.

195



Indian Journal of Psychological Science  Vol-18 (1) January-2024

9218

Tabassum, A., Rahman, T., & Jahan, K.,
(2011). A Comparative Analysis of
Quality of Work Life among the
Employees of Local Private and Foreign
Commercial Banks in Bangladesh. World
Journal of Social Sciences, 1( 1), 17 33.

Vidal, M., Casado, M., & Rodriguez, P. (2019).
Al in HRM: Impact on E 195 2
Experience and Job Satisfaction in
Higher Education. Journal of Human
Resources in Education, 36(2), 115-130.

Wright, T. A., & Cropanzano, R. (2000).
Psychological ~well-being and  job
satisfaction as predictors of job
performance. Journal of occupational
health psychology, 5(1), 84.

Zohra, 1., & Nadeem, S. (2020). Quality of
Work Life of Faculty Members in Higher
Education Institutions: A Case Study of
Pakistan.  International Journal of
Academic Research in Business and
Social Sciences, 10(7), 423-437.

Neha Arora

ISSN 0976

196



	Dr. Roshan Lal

