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Abstract - This study examines the welfare measures 
provided to women faculty members in selected PG colleges in 
Ballari City and assesses their level of satisfaction. A 
descriptive research design was adopted, and primary data were 
collected from 100 women faculty members using a structured 
questionnaire through convenience sampling. The findings 
indicate that most respondents are satisfied with welfare 
measures such as maternity benefits, paid leave, medical 
facilities, and grievance redressal mechanisms. The study 
concludes that effective welfare measures improve job 
satisfaction, employee well-being, and work performance. It 
recommends strengthening welfare policies to create a more 
supportive and inclusive workplace for women faculty. 
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INTRODUCTION: 
 
Women faculty members play an important role in higher 
education by contributing to teaching, research, and student 
development. To perform effectively, they require a safe, 
supportive, and healthy working environment. Welfare 
measures such as maternity benefits, medical facilities, paid 
leave, workplace safety, and grievance redressal systems help 
improve their well-being and job satisfaction. Providing 
effective welfare measures benefits both employees and 
educational institutions by increasing motivation, productivity, 
and commitment. Although many PG colleges in Ballari City 
provide welfare facilities, the level of satisfaction among 
women faculty may differ from one institution to another. 
This study aims to examine the welfare measures available to 
women faculty members in selected PG colleges in Ballari City 
and evaluate their level of satisfaction. The findings will help 
institutions improve welfare policies and create a better 
working environment for women faculty. 
 
Literature Review 
 
1.Rao&Kumar(2018) 
Rao and Kumar examined the impact of employee welfare 
measures on women employees in educational institutions. The 
study found that facilities such as medical benefits, paid leave, 
and a safe working environment significantly improved job 
satisfaction and employee performance. The authors concluded 

that effective welfare measures increase motivation and 
organizational commitment. 
2.Sharma.(2019) 
Sharma studied the welfare policies available to women faculty 
in higher education. The research revealed that maternity leave, 
flexible working hours, and health benefits helped women 
maintain a better work-life balance. The study recommended 
that institutions strengthen welfare policies to improve 
employee well-being. 
3.Patil&Desai(2020) 
Patil and Desai analysed the relationship between welfare 
measures and employee satisfaction. The findings showed that 
grievance redressal mechanisms, paid leave, and welfare 
programes positively influenced employee morale and 
productivity. The study highlighted the importance of 
employee-friendly policies. 
4.Reddy.(2020) 
Reddy focused on workplace safety and welfare among women 
faculty members. The study found that a secure and supportive 
work environment increased confidence, job satisfaction, and 
teaching effectiveness. It suggested that institutions should 
prioritise employee safety and equal opportunities. 
5.Kaur&Singh(2021) 
Kaur and Singh examined the role of professional development 
in faculty welfare. The study concluded that regular training 
programes, workshops, and career development opportunities 
improved faculty skills, job performance, and overall 
satisfaction. 
6.Gupta&Verma(2021) 
Gupta and Verma investigated the effect of welfare facilities on 
employee retention in educational institutions. The findings 
indicated that colleges offering better welfare benefits 
experienced higher employee satisfaction and lower staff 
turnover. The authors emphasized continuous improvement in 
welfare practices. 
7.Naik(2022) 
Naik studied the challenges faced by women faculty in 
balancing professional and personal responsibilities. The 
research found that flexible working hours, childcare support, 
and family-friendly policies helped women manage their work-
life balance more effectively and reduced workplace stress. 
8.Joshi&Patel(2022) 
Joshi and Patel evaluated the importance of health and safety 
measures in higher education institutions. The study reported 
that medical facilities, health awareness programes, and safe 
working conditions improved the physical and mental well-
being of women faculty members. 
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9.Mehta(2023) 
Mehta examined the effectiveness of grievance redressal 
systems in educational institutions. The study found that 
transparent complaint-handling procedures increased employee 
trust, strengthened workplace relationships, and improved job 
satisfaction among women faculty. 
10.SureshRani(2024) 
Suresh and Rani studied the overall impact of welfare measures 
on women faculty members. The research concluded that 
institutions providing comprehensive welfare facilities, 
including health benefits, career development opportunities, 
and workplace safety, achieved higher employee satisfaction, 
motivation, and organizational commitment. 
 
Statement of the Problem 
 
Women faculty members play a vital role in higher education 
by contributing to teaching, research, and academic 
development. Their job satisfaction and performance are 
influenced by the welfare measures provided by educational 
institutions. Although many PG colleges offer facilities such as 
maternity benefits, medical support, paid leave, and grievance 
redressal mechanisms, the availability and effectiveness of 
these measures differ across institutions. Limited research has 
examined the welfare measures provided to women faculty 
members in PG colleges in Ballari City. Therefore, this study 
aims to assess the welfare measures available and evaluate the 
satisfaction level of women faculty members. 
  
 Objectives of the Study 
 
1.To identify the welfare measures provided to women faculty 
members in selected PG colleges in Ballari City. 
2.To assess the level of satisfaction of women faculty members 
regarding the welfare measures provided by their institutions. 
  
 Research Methodology 
 
The study adopted a descriptive research design to examine the 
welfare measures provided to women faculty members in 
selected PG colleges in Ballari City. 
Research Design: Descriptive Research 
Study Area: Selected PG Colleges in Ballari City 
Source of Data: Primary and Secondary Data 
Primary Data: Collected through a structured questionnaire 
from women faculty members. 
Secondary Data: Collected from books, journals, research 
articles, websites, and government reports. 
Sampling Technique: Convenience Sampling 
Sample Size: 100 women faculty members 
Data Analysis Tools: Percentage analysis, tables, and charts 
were used to analyze and interpret the collected data. 
  
DATA ANALYSIS AND INTERPRETATION 

  
Interpretation 
The table shows the welfare measures provided by the 
institutions to women faculty. Drinking water (61%) and staff 
rooms (60%) are the most commonly provided facilities, 
followed by paid leave (53%) and medical facilities (49%). 
Maternity leave (41%), sanitation facilities (42%), and health 
insurance (37%) are provided to a moderate number of women 
faculty. Creche/childcare (14%) is the least provided welfare 
measure. Overall, the findings indicate that basic welfare 
facilities are more commonly available,  

  
Interpretation 
The data indicates that Casual Leave (CL) is the most 
commonly available type of paid leave, reported by 50% of the 
respondents. Sick Leave (SL) is available to 42%, while Earned 
Leave (EL) is available to 38% of the respondents Special 
Leave is available to 17%, whereas 9% of the respondents 
reported that they do not receive any paid leave. Overall, the 
findings show that casual leave and sick leave are the most 
commonly available paid leave benefits among the respondents 
3.Is maternity leave Provided ? 

  
Interpretation 
The chart shows that 79% of the respondents answered “Yes,” 
while 21% answered “No.” This indicates that the majority of 
women faculty have access to the welfare measure or facility 
considered in the question. However, a smaller proportion of 
respondents do not have access to it, suggesting that further 
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efforts may be needed to ensure that the welfare measure is 
available to all women faculty. 
4.If yes, what is the duration of maternity leave ? 
  

  
  
Interpretation 
The findings shows that 52% of the respondents reported 
receiving maternity leave up to 1212 weeks. A further 23% 
indicate that their maternity leaves range from 13 to 26 weeks, 
while 10% reported receiving more than 26 weeks of leave. The 
remaining 15% selected “not applicable” Oral, maternity leave 
of up to 12 weeks is the most commonly reported option among 
the respondents 

5.Does your institution provided medical reimbursement / 
health insurance? 
Interpretation 
The chart indicates that 70% of the respondents answered 
“Yes,” while 30% answered “No.” This shows that the majority 
of women faculty have access to the welfare facility 
6.Are separate sanitation and restrooms facilities available for 
women? 

  
Interpretation 

The chart shows that 79% of the respondents answered “Yes,” 
whereas 21% answered “No A considerable proportion of 
women faculty members have access to the welfare facilities 
and benefits examined in the study. However, the 21% who 
responded negatively suggest that the facility is not uniformly 
available to all respondents, highlighting the need for further 
improvement and wider implementation. 
7. Is a safe and secure working environment provided 

  
Interpretation 
The chart indicates that 61% of the respondents rated the 
welfare measures as “Good,” making it the most common 
response. 20% rated them as “Excellent,” while 15% 
considered them “Average.” Only 4% of the respondents rated 
the welfare measures as “Poor.” Overall, the findings suggest 
that the majority of women faculty have a positive perception 
of the welfare measures offered by their institutions. 
8.Does your institution have an internal complaints committee 
for women? 

  
  
Interpretation 
The chart shows that 83% of the respondents answered “Yes,” 
while 17% answered “No.” This indicates that a large majority 
of women faculty have access to the welfare facility or benefit 
considered in the study. However, the 17% negative response 
suggests that the facility is not available to all respondents, 
indicating a need for further improvement and wider coverage 
  
  
9.Are training and professional development programmes 
conducted 
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Interpretation 
The chart shows that 49% of the respondents occasionally 
receive or use the welfare facility, while 44% have availability 
of it regularly. Only 7% of the  respondents indicate the they 
did not have access to or make use of these facilities. Overall, 
the findings indicate that the welfare facility is available to 
most women faculty, although regular access could be 
improved 
10. Does the institution support work- life balance through 
flexble policies 
  

  
Interpretation 
The chart indicates that 80% Facilities or benefits, while 20% 
reported that they did not This suggests that the majority  
women faculty members are able to access or benefit from the 
welfare provisions examined in the study . However, the 20% 
negative response indicates that the measure is not available to 
all respondents and requires further improvement for wider 
coverage. 
  
Findings of the Study 
Most women faculty members were satisfied with the welfare 
measures provided by their institutions. 
Basic facilities such as maternity benefits, paid leave, medical 
facilities, and grievance redressal mechanisms were available 
in most colleges. 
Welfare measures positively influenced job satisfaction, 
motivation, and work performance. 
Workplace safety and institutional support contributed to a 
better working environment. 
Childcare facilities and health programmers need further 
improvement in some institutions. 
  
Suggestions: 
Provide creche and childcare facilities for women faculty. 
Ensure paid leave and maternity leave are provided as per rules. 
Improve medical facilities, health insurance, and 
reimbursement. 

Maintain a safe, supportive, and comfortable work 
environment. 
Strengthen the Women's Grievance Redressal Cell and conduct 
regular training programmes. 
 
Conclusion 
 
The study found that women faculty in PG colleges in Ballari 
City receive various welfare measures, including basic 
facilities, leave benefits, medical support, and professional 
development opportunities. Most respondents were satisfied 
with the welfare measures provided by their institutions. 
However, improvements are needed in areas such as childcare 
facilities, medical support, and workplace safety. Therefore, 
institutions should strengthen these welfare measures to create 
a safe, supportive, and comfortable working environment for 
women faculty. 
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