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QUALITY OF WORKING LIFE: SCIENTIFIC 

CONCEPT AND MEASUREMENT 

METHODOLOGY 

 
Abstract: This article reveals a new and little-studied aspect 

of labour economics - the quality of working life. The 

author’s definition of the quality of working life is proposed, 

which opens an original view of human resources - from the 

standpoint of the workers themselves. The specified author’s 

view of human resources is based on the existing concept of 

development and disclosure of human potential. However, 

this concept presupposes the most efficient management of 

human resources in the interests of employers (growth of 

productivity and competitiveness) and the economy 

(acceleration of the rate of economic growth and 

development of an innovative economy). 

The concept of the quality of working life is considered as the 

peak of the evolution of the theory of labour economics 

reached to date. The original concept of labour as a factor of 

production assumed interchangeability, impersonality and 

low value of personnel for enterprises. The concept of human 

resources that followed took into account the individual 

characteristics of workers and presupposed an individual 

approach to motivating and stimulating work. 

The authors of this article are developing a scientific concept 

and measurement methodology (polycriteria assessment) of 

the quality of working life. With the help of the proposed 

author’s methodology, from the standpoint of the 

consequences for the quality of working life, two alternative 

approaches to human resource management are compared - 

labour norming and personnel marketing. The advantages of 

the marketing approach to human resource management are 

substantiated and recommendations for improving the 

marketing mix of personnel to develop the quality of working 

life are offered. 

Keywords: Employee commitment, Healthcare, 

Organizational efficiency, Quality of working life  

 

1. Introduction  
 

Human resources are a major factor in the 

company’s achievement of the expected 

results (Northouse, 2019). The specific 

qualifications of people in an organization 

affect how they use resources. An ineffective 

and operationally ineffective procedure will 

result in unforeseen costs for the company. 

Thus, the retention of employees is the first 

step towards the optimal achievement of the 

company’s goals. 
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Innovation and an effective leadership style 

are also needed as a strategy for maintaining 

customer satisfaction with their company 

and increasing employee motivation and 

productivity. Without a defined response 

strategy and customer assessment, the 

company will remain vulnerable to any 

competitors. 

Hermawati and Mas (2017) argue that one of 

the concepts for creating a better working 

environment for employees is quality of 

working life (QWL). 

Quality of working life is an attempt of 

employees to improve working conditions, 

duties, protection, benefits, labour safety, 

and compensation. This concept highlights 

the importance of respect for people in their 

working environment due to the fact that the 

main objective of the quality of working life 

is not to improve work but to highlight how 

work can improve the lives of employees. 

Consequently, the company must provide the 

resources that employees need to ensure the 

quality of working life within the company. 

An example of a higher quality of working 

life is the compliance of job duties with the 

requirements of employees. Employees are 

supposed to be well aware of their rights and 

benefits (Susilowati et al., 2020). 

Thus, quality of working life is a program 

designed to increase personnel satisfaction 

with their working environment together 

with their productivity. 

Specific characteristics of a company, such 

as leadership, operating procedures, policies, 

and any other supporting characteristics 

exhibited by an organization, can produce 

different results for each member of it. 

Quality of working life plays a significant 

role in the development of the attitude of 

employees towards the company, and also in 

how employee decides whether to stay or 

leave it. 

Employee’s dedication to a company can 

improve his/her performance through the 

employees’ belonging sense. When person 

feel satisfied with the company he works in, 

it affects their commitment to organizational 

responsibilities. 

Quality of working life has a great impact on 

society. Employees who feel happy in the 

company transfer their feelings to their 

family or community. Hence, quality of 

working life is essential to cope with 

demanding lifestyles and become a way to 

fulfil responsibilities and balance between 

work and family life. 

The concept of quality of working life has 

been attracting scholars for many years and 

interested psychologists and sociologists, but 

now it has gained popularity among 

scientists and academics. It is worth noting 

that if the personnel of a company are 

satisfied with the quality of their working 

life, they can surely achieve good results. 

According to Swamy et al. (2015), there are 

nine factors that describe the quality of 

working life. They are working environment, 

cooperation and relationships, learning and 

development, organizational culture and 

climate, manufacturing facilities, job 

satisfaction and safety, independence of 

work, and sufficiency of resources. 

 

2. Methodology  
  

A research method is a scientific way of 

obtaining data for certain purposes and uses. 

The type of study used in this article is 

descriptive, quantitative, and factor analysis. 

Descriptive research was conducted for the 

purpose of determining the value of each 

variable, that is, regardless of whether one or 

more variables are independent, without 

relationships or comparisons with other 

variables. These variables can systematically 

describe a population or a specific area of 

analysis for research efforts but they are not 

used to draw broader conclusions. The 

quantitative method is defined as a research 

method based on the philosophy of 

positivism, used to study specific 

populations or samples, collect data by using 

research tools, quantitative or statistical 

analysis of data to test predetermined 
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hypotheses. Factor analysis are used to 

reduce data; factors (also called dimensions 

or components) can be found, which can 

represent the original variables. The function 

of factor analysis is to identify the 

fundamental parameters that can explain the 

correlation of some variables. 

 

3. Literature review 
 

A wide range of studies has been devoted to 

various aspects of the quality of working 

life. The original theoretical and 

methodological approaches to the study of 

the quality of working life are laid down in 

the works of foreign classics, founders of the 

theory of human relations and theories of 

motivation E. Mayo, F. Herzberg, A. 

Maslow, D. McGregor, E. Lawler, K. 

Adelfer, J. Galbraith, and D. McClelland, 

who placed the employee at the centre of the 

work organization system, substantiated the 

importance of socio-psychological factors 

and the presence of a persistent causal 

relationship between the degree of job 

satisfaction and the increase in staff 

performance. 

The analysis of the quality of working life as 

an element of the quality of life (definition 

of the concept, a system of indicators for 

measurement, analysis and assessment), and 

also the conditions that remove the 

alienation of labour and ensure the quality of 

working life, taking into account the 

peculiarities of the Russian economy, is 

carried out in the works of Russian 

scientists: V.N. Bobkova, B.M. Genkin, 

H.A. Gorelova, Yu.P. Kokin, P.S. 

Mstislavsky, V.G. Makushina, P.V. 

Savchenko, G.E. Slezinger, P.E. Schlender, 

etc. 

The development of the concept of the 

quality of working life in the context of the 

need for a qualitative improvement of the 

entire labour management system, measures 

for the humanization of labour, aimed at 

improving it in different countries, can be 

traced in the works of Augustrianto et al. 

(2019), Becker and Lee (2019), Cvetanovic 

et al. (2014), and Hoa et al. (2020). The 

relationship between labour productivity and 

the quality of the working life of personnel 

was studied by Elizur and Shye (2014), Kara 

et al. (2018), and Nazarenko (2013) through 

socio-technical methods of changing the 

organization of work at the individual and 

group levels, based on the concept of 

autonomy. 

The development of work enrichment 

programs aimed at improving the quality of 

working life, the participation of workers in 

management as the main mechanism for 

agreeing with the goals of workers and their 

groups, are devoted to the work of foreign 

scientists: Aryeetey and Sanda (2018), Back 

et al. (2016), Dargahi and Seragi (2017), 

Gilang et al. (2019), Bagtasos (2015). The 

focus of the implementation of the programs 

was concentrated on the quality of the 

relationship between the employee and his 

production environment, covering contacts 

with material factors of production and the 

social environment. 

Taylor (1896) also represented the quality of 

working life as a holistic approach that 

includes: 

• the main external labour factors of 

wages, hours, and working 

conditions; 

• internal working ideas about the 

specifics of the work itself;  

• the powers of the employees; 

• participation of employees in 

decision-making; 

• fair and equal approach to work; 

• the appropriate scale of the future at 

work; 

• the social significance of the work 

or product; 

• the impact on additional work 

activities. 

In this context, quality of working life 

emerged as an overarching conceptual 

framework, since it includes: the opportunity 

to show employee’s talents and capabilities 

to face challenges and situations that require 
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personal initiative and independent direction; 

activities deemed worthwhile for the 

individuals involved but not an activity in 

which everyone understands the role of an 

individual game in achieving some common 

goals; and a sense of acceptance of pride in 

what you do and in what you do well. 

Numerous studies of working life have 

shown that what happens in the workplace 

has a great impact not only on individuals 

and their families but also on their 

productivity and achievement of the 

company’s goals (Brunges and Foley-Brinza, 

2014; Fakhri et al., 2019). 

Yankovskaya (2014) observed that quality of 

working life operations is more complex in 

the public sector than in the private sector. 

Nanjundeswaraswamy and Swamy (2013) 

found a significant correlation between the 

quality of working life of managers from 

three industrial sectors, namely public, 

private and cooperative, with all 

motivational variables such as job 

satisfaction and job engagement. 

Dechawatanapaisal (2017) found that job 

quality among banking professionals was not 

high due to the recruitment of super-

qualified staff for routine jobs. An unfair 

remuneration system that demotivated the 

best employee performers, frustration with 

the absence of an alternative job 

opportunities, little chance of promotion, 

suspension from work, etc. 

Becker and Lee (2019) noted that private-

sector workers perceive a significant and 

higher quality of working life than their 

public sector colleagues. 

Nazarenko (2013) also found that although 

job security is higher in the public sector; so 

far, the quality of working life has been 

perceived to be higher in the private sector 

than in the public sector due to: promoting 

prospects, good and fair wages, capable 

management, favourable working conditions, 

and participation in decision-making. 

 

 

 

4. Results  
 

To assess the quality of working life, let us 

single out a set of indicators that, in our 

opinion, reflect it most fully: employment, 

labour safety, wages, qualifications, and 

labour productivity. These are the most 

important indicators of the quality of 

working life, which also make it possible to 

assess the differences in the most 

problematic aspects of the social and labour 

sphere at the regional level. Employment of 

the population is an important indicator for 

assessing the quality of working life, as it 

provides access to material resources and 

territorial mobility. 

This study used a survey method that 

provides broad coverage, flexibility, and 

ease of entry for related groups of population 

or events. Data collection was carried out 

independently, in terms of determining the 

level of quality of working life. Participation 

was provided by prior appointment and 

consent via phone calls from the company. 

The researcher visited each organization at 

least twice to establish rapport and 

strengthen contacts with senior management 

and relevant staff to ensure that the 

submission and collection of questionnaires 

were smoothly completed. The third visit 

was undertaken to ensure some degree of 

interest and commitment on the part of 

respondents to collecting questionnaires if 

data collection was not possible in the 

second round, in addition to re-appealing by 

telephone. Questionnaires that were not 

received after the fourth week were 

classified as not responding. As this study is 

not a copy of any previous research, the 

questionnaire was developed based on a 

literature review and a combination and 

match approach were applied to modify the 

proposal or abandon it at all, when 

necessary, according to local conditions. 

While scholars helped in assessing the 

credibility of faces, professional managers at 

the multinational corporation verified the 

credibility of the content.  
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The final questionnaire was pre-tested on 19 

managers. All values of the coefficients were 

above 0.8, which corresponded to the 

recommendation for an acceptable level of 

reliability > 0.7. The total alpha was 0.8768. 

There were only 64 items in the 

questionnaire, measuring four coefficients 

(three independent and one dependent). We 

have used a ten-point scale, where 1 was 

“strongly disagree” and 10 was “strongly 

agree”. The type of statistical analysis 

required for this study (i.e., multiple 

regression analysis) dictated the use of an 

interval scale that ensured that the distances 

between adjacent numbers were the same 

and did not have a true zero. 

Thus, the anchor points of the scale were 

limited to extremes with no intermediate 

values. In addition, for a narrow scale, there 

are low levels of cross-correlation and 

limited variance. A stratified random 

sampling procedure was used. The selection 

of respondents using this method includes a 

complete list of industrial companies, 

multinational corporations (MNCs) and 

small and medium-sized enterprises (SMEs). 

In just two and a half months in 2020, 475 

respondents were reached, representing well 

a target group of approximately 2,622 

managers and executives. 

The collected quantitative data were 

subjected to various statistical analyzes. 

Stepwise regression, a method by which 

each predictor variable is selected for 

inclusion in the model based on the 

significance of the t-statistic in the stepwise 

selection, was chosen based on the 

prerequisite that multicollinearity, which is a 

common problem in multiple regressions, 

could be somewhat circumvented. In this 

research, a default value of 0.05 was used to 

determine the significance level. Tables 1-3 

contain summary statistics, Cronbach’s 

alphas and a zero-order correlation matrix 

for the studied variables. 

A total of 480 people were collected, five of 

which were not employed because their 

positions did not meet the sample 

requirements, since they were not managers. 

Consequently, the final usable sample was 

reduced to 475, which gave a 95% return 

rate. In general, the samples were considered 

to be representative of the populations of the 

respective study areas. 67.2 % of the 

respondents were men and 32.8% were 

women. The majority of the respondents 

were between the ages of 30-39 (49.7%).

 

Table 1. Summary statistics 
Statistics Y1 (QWL) X1Career 

Satisfaction 

X2Career 

Achievement 

X3Career Balance 

Mean 6.39 6.39 6.68 5.68 

Median 6.50 6.40 6.85 5.60 

Standard deviation 1.46 1.11 1.41 1.15 

Minimum 2.30 2.70 2.08 1.93 

Maximum 10.00 10.00 10.00 10.00 

Interquartile range 2.00 1.50 1.77 1.53 

Asymmetry 

percentile 

-0.209 -0.242 -0.570 0.112 

25th   5.40 5.70 5.85 4.93 

50th        6.50 6.40 6.85 5.60 

75th        7.40 7.20 7.62 6.47 

90th        8.24 7.80 8.39 7.13 
Source: Calculated by the authors. 
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Table 2. Calculation of the Pearson correlation coefficient 
Mean     

Description of statistics Total career tenure Tenure with current 

employer 

Y1 QWL 

Total career length 1 0.699** 

0.000 

0.120** 

0.009 

Length of stay with current 

employer 

 

0.699** 

0.000 

1 0.135** 

0.003 

a Pearson correlation, b Sig. (2-tailed), n = 475. 
** Correlation is significant at 0.01 level (2-tailed) 

Source: Calculated by the authors. 

 

Table 3. Descriptive statistics, zero-order correlations and Cronbach’s alpha QWL and 

predictor variables 
Variat

ions 

 X s Y X1 X2 X3 

Y QWL (10) 6.3882 1.45784 0.84    

X1 Career satisfaction (10) 6.3905 1.11479 0.60 0.87   

X2 Career achievement (13) 6.6766 1.41228 0.71 0.72 0.82  

X3 Career balance (15) 5.6749 1.14991 0.14 0.34 0.25 0.91 
Source: Calculated by the authors. 

 

The average age is 36.33 years (SD = 6.905), 

the youngest is 24 years old, the oldest is 58 

years old. Most of the responders were 

married (77.5%), next were single (20.4%), 

divorced/separated (0.8%) and living with a 

partner (0.8%). Most of the responders have 

a bachelor’s degree (49.7%), a diploma 

(30.1%), a professional degree (10.9%), a 

master’s degree (8.2%) and a certificate 

(1.1%). 44.2% of respondents have a total 

work experience of fewer than 10 years, then 

by 43.6% (11-20 years), 11.2% (21-30 

years), and 1.1% (> 30 years). They have 

worked on average 12.5 years (SD over their 

career = 6.9639), minimum 3 months and 

maximum 37 years, average work 

experience 9.2 years (SD experience = 

6.116), minimum 3 months and maximum 

32 years with current employer. 

Thus, based on the ten-point scale used, the 

minimum rating for the quality of working 

life (QWL) was 2.30 and the maximum was 

10.00, which gives a range of 7.70, as shown 

in Table 1. The average rating for the quality 

of working life was 6.40 with a standard 

deviation of 1.46. The average rating for the 

quality of working life (QWL) was 6.39, 

which means that the overall level of the 

quality of working life is good. The 25th 

percentile of quality of work of life (QWL) 

is 5.40, and the 75th percentile is 7.40, and 

thus the interquartile range (IQR) is 2.00. 

The obtained values  for the 25th and 75th 

percentiles showed that 50% of respondents 

have a quality of working life (QWL) rating 

from 5.40 to 7.40. The 90th percentile of 

quality of working life (QWL) is 8.24, which 

means that 90% of respondents have a 

quality of working life score of 8.24 or less. 

In other words, only 10% of respondents 

received quality of working life score above 

8.24. According to ratings below 4 is low, 4-

6 is average, 7-8 is good, and above 8 is 

excellent, which indicate satisfaction, 

managers, were very satisfied with their 

level of quality of working life. Managers 

who consider their level of quality of 

working life to be good (49.5%), moderate 

(30.7%), excellent (13.1%) and low (6.1%). 

The results in Table 3 show that the mean 

ratings for the explanatory variables, in 

descending order from high to low: career 

achievement (M = 6.6766, SD = 1.4123), 

career satisfaction (M = 6.3905, SD = 1, 
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1148) and career balance (M = 5.6749, SD = 

1.1499). As shown in Tables 2 and 3, quality 

of working life (QWL) is positively 

associated with career satisfaction (r = 0.60, 

p = 0.001), career achievement (r = 0.71, p = 

0.0001), career balance (r = 0.14, p = 0.001). 

To find out the predictors of quality of 

working life, a stepwise regression method 

was used. Based on the stepwise method 

used, only four predictive variables were 

found to be relevant to explain the quality of 

working life. The three predictive variables 

are career satisfaction (X1), career 

achievement (X2), and career balance (X3). 

As shown in the coefficient Table 3, the 

estimates of the model coefficients for þ0 are 

1.175, þ1 - 0.178, þ2 - 0.365.3 - 0.125, and þ4 

- 0.383. Thus, the estimation model looks 

like this: 

Y (QWL) = 1.175 + 0.178 (X1) + 0.365 (X2) 

+ 0.125 (X3) + E 

Where: 

X1 = career satisfaction,  

X2 = career achievement,  

X3 = career balance. 

An R-square of 0.626 means that four 

predictor variables account for about 62.6% 

of the quality of working life variance. This 

is a pretty decent result. The variation 

analysis has showed that the F-statistic 

(157.126) is very large and the 

corresponding p-value is very significant 

(0.0001) or lower than the alpha value 0.05. 

This indicates that the slope of the linear 

regression model scoreline is not zero, 

suggesting that there is a linear relationship 

between quality of working life and the three 

predictor variables.  

 

Table 4. Estimation of model coefficients  
QWL size B (irregular 

coefficients) 

Beta error Standardized 

coefficients 

t p-value 

Constant 1.175 0.275  4.278 0.0001 

Career achievement (X2) 0.365 0.047 0.354 7.748 0.0001 

Career balance (X3) 0.125 0.038 0.098 3.269 0.001 

Career satisfaction (X1) 0.178 0.055 0.136 3.209 0.001 
Source: Calculated by the authors. 

 

As shown in Table 4, the highest beta is 

0.429, which is consistent with the 

organizational climate. This means that this 

variable makes the strongest unique 

contribution to the explanation of the 

dependent variable (QWL) when the 

variance explained by all other predictor 

variables in the model is controlled. The beta 

value for career achievement is the second 

highest (0.354), followed by career 

satisfaction in third place (0.136). The beta 

value for career balance is the smallest 

(0.098), indicating that he made the least 

contribution. Based on the resulting 

diagnostic collinearity, none of the model 

measurements has a condition index above 

the threshold of 30.0, none of the tolerance 

values is less than 0.10, and the VIF statistic 

is less than 10.0. This indicated that there 

was no serious problem of multicollinearity 

among the predictor variables of the model. 

The normal PP plot of the standardized 

regression residuals showed that all observed 

values fall approximately along a straight 

line, indicating that the residuals are from a 

normal distribution. The scatter plot 

(standardized predicted values versus 

observed values) shows that the relationship 

between the dependent variables and 

predictors is linear, and the variances of the 

residuals are equal or constant. Since there is 

no problem of multicollinearity between the 

predictors included in the model and the 

normality assumptions, all equality of 

variance and linearity are met, that is why it 

is reasonable for us to conclude that the 

estimated multiple regression model is valid 

and respectable enough. 
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5. Discussion  
 

Without a doubt, given the data, the most 

important indicator of the quality of working 

life is the organizational climate, followed 

by career achievement, career satisfaction, 

and career balance. This finding is consistent 

with what has been found by other 

researchers that companies and individuals 

are interdependent and that an organizational 

climate of warmth, friendliness, and fair 

reward is conducive to a high-performance 

focus, is beneficial for increasing motivation 

and satisfaction in one’s work, and a sense of 

fulfilment, which will ultimately affect their 

work. Likewise, employees in organizations 

with favourable management relationships, 

group decision-making, and corporate goals 

experienced less burnout. Back et al. (2016) 

also found that Korean employees apprehend 

a more negative organizational climate as 

thoroughly counterproductive to positive 

workplace attitudes (e.g., support, 

recognition, rewards, and responsibility). In 

addition, respondents who worked for 

multinational corporations had a slightly 

higher level of quality of working life. The 

higher the income of the respondents, the 

higher the level of the quality of working 

life. However, respondents were not satisfied 

with the balance of their careers. This fits 

with the literary point of view and is 

expressed in the conflict between work and 

family life. The results show that 

respondents are satisfied with their 

achievements in career growth (63.8%) but 

not in terms of career balance (36.6%). 

Participation in a work (family) role is 

hampered by participation in a family (work) 

role. 

Leaders who value their careers very highly 

will find that it affects the amount of time 

they can devote to their families. Report 

supported this by showing that the family’s 

moral support and the distractions it entails 

make it an important factor in the quality of 

working life. There is a significant difference 

in the quality of working life between 

married and single (F = 1.644, df = 463, p = 

0.02). Those who are married and have 

children have a higher level of quality of 

working life than those who are single. 

Previous researchers have observed that in 

the early stages of their careers, people are 

often willing to sacrifice their personal lives 

in the interests of their career growth. 

However, as people reach adulthood in their 

careers, it has been found that they pay more 

attention to the balance between their work 

and family life. Previous research has shown 

that in marriage, people place their personal 

lives ahead of their jobs. Likewise, being a 

parent increases the importance that people 

place on their family role. Several studies 

show that happy family life is correlated 

with high levels of job satisfaction and 

objective career achievement. This is 

confirmed in this example study. In this 

study, the E&E industry includes mainly 

Japanese companies, in which workers tend 

to be more central to work and place more 

emphasis on employment and stability. This 

finding is consistent with data from Jabeen et 

al. (2018). 

 

6. Conclusions  
 

From a practical point of view, our results 

show that organizational climate does matter 

and that it matters the most among 

predictors. In this regard, organizations need 

to place great emphasis on their practices 

and create a favourable environment for their 

employees to gain recognition for their 

careers in leadership positions and progress. 

The organizational climate is essential for 

the quality of working life level. It also 

implies that organizations can take tactical 

actions to improve the work climate to 

achieve the desired quality of working life 

and specific desired work behaviour and, 

indirectly, the main consequences of 

productivity. Quality of working life 

increases when managers are satisfied with 

their organizational climate, which is the 

main factor, followed by career achievement, 

career satisfaction, and career balance. In 

this light, there must be a harmonious 
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relationship between the organization and 

the individual so that the partnership 

between the needs and values of the 

individual and the environment is firmly 

established and beneficial. In a positive, 

participatory work climate, managers have a 

higher sense of accomplishment, and the 

organizational climate forms the 

psychological foundation for achieving 

quality of working life. The result of this 

study supports the hypothesis that quality of 

working life satisfaction is related to the 

degree to which a person believes that his or 

her criteria for success have been met, 

especially if the person attaches great 

importance to these criteria, which include 

organizational climate, payment, respect, 

personal growth, and the balance of family 

life. This supports a materialistic work ethic 

that emphasizes corporate power, income, 

and personal growth as part of their careers. 

It can also be concluded from the data 

obtained that a person’s family life is 

significantly correlated with his or her 

quality of working life level. 
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