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E ditorial
The compilation of each new edition of our journals brings fresh challenges: scholars with 
different interest and concerns, current thinking and research to present and elucidate, past 
standards to try to exceed. This is more so in a competitive world where one must excel always. 
We have enjoyed grappling with these challenges again in the production of this Volume 21 
Number 2, 2013 of our senior journal, IFE PSYCHOLOgIA .

One of our goals is to provide an integrated approach to psychology. Another is to show 
psychology as a dynamic discipline made up of people trying to explain different aspects of 
human behaviour and experience -  sometimes agreeing and sometimes not -  but asking 
important questions and trying to answer them scientifically.
In all, we have in this Volume, an unprecedented number of brilliant articles. They are thirty 
nine!

We hope you will enjoy this final outcome of our effort.

Sincerely,
Professor A. A. OLOWU, Ph.D; F.C.I.P.M; F.N.P.A; F.I.E 
Department of Psychology 
Obafemi Awolowo University,
Ile-Ife, Osun State, Nigeria.
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Quality of Work Life and Workers Wellbeing: The Industrial Social Workers
Approach

E. M. Ajala
D epartm ent of Social Work 

University of Ibadan 
Ibadan

E-mail: maiekaiala@ vahoo.com

The aim  of th is  study is to look a t quality of work life (QWL) and workers well
being through an  in d u stria l social workers approach. 264 employees random ly 
selected from confectionary organizations participated  in th is study. Five 
variables to m easu re  QWL: (job satisfaction (JS), capacity development (CD), 
work and  non-w ork .life balance (WLB), em otional supervisory support (ESS), 
organizational suppo rt (OS), were used  to m easure hea lth  and  wellbeing of 
employees in  the  workplace. The te st indicated the  jo in t effect of the 
independent variables contribu ted  significantly to the wellbeing of employees (Fs, 
245=49.039, p<0.05). Using th e  m ultiple linear regression, each of th e  five 
independent variables are significantly related to workers wellbeing in the 
following descending order: job  satisfaction (t=7.271, (1=,375), capacity 
development (t=6.26, p=.269), work and  non-work life balance (t=4.108, (3=.214), 
organizational support (t=3.986, p=.201) and  em otional supervisory support 
(t=2.655, P=.136). It w as recom m ended th a t a  proper understanding  of the 
construct of QWL an d  the dynam ic n a tu re  will enable hum an resource 
practitioners an d  in d u stria l social workers take proactive steps in integrating 
relevant strategies, policies, train ing  program s, procedures and coping strategies 
to improve the  quality of work life of employees so as  to guarantee their

will lead to an  excellent quality of work life 
(Hackm an and  Oldham s, 1980). The 
construc t here for quality of work life 
include rew ards from the organization su ch  
as  com pensation, promotion, recognition 
and development. It is clear th a t it is 
difficult for th e  organizations to fulfill the 
personal needs and  values of each  
employee through rew ard system  
(organization designs the job to m eet 
employees interest) hence the  definition of 
quality of work life by Beukem a (1987) as 
the degree to which employees are able to 
shape their jobs actively, in accordance 
w ith their opinions, in terests and needs. 
T hat is, it is  the degree of power an 
organization gives to its employees to 
design their work (emphasis on individual’s 
choice of in terest in  carrying ou t the 
organizational task).

Furtherm ore, a  look at quality of work life 
from the satisfying work environm ent m ade

The dynam ism  in th e  work cu ltu re  as a 
resu lt of globalization an d  business  
com petitiveness and  technology (Ratnam, 
2001) have changed em ployees outlook of 
w hat a  com pany is. The Maslow theory of 
fulfillment of h u m an  basic needs been 
determ inants of quality of work life (QWL) 
h a s  been rendered ineffective because the 
m eaning of quality of w ork life a s  the  degree 
to which work are able to satisfy im portan t 
personal basic needs th ro u g h  their 
experience in the organization is no longer 
relevant (Suttle, 1977). This is because  th is 
definition has neglected the fact th a t the 
construc t of quality of work life 
(hierarchical needs) is subjective and 
continuously evolves, due to ever growing 
needs of each and  every employee.

The work environm ent th a t is able to fulfill 
em ployees’ personal needs is considered to 
provide a positive interaction  effect, which
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Heskett, Sasser an d  Schlesinger (1997) to 
define quality of work life as  the  feelings 
th a t employees have tow ards their job, 
colleagues and  organizations th a t ignite a 
chain leading to the  organizations growth 
and profitability. Similarly, Lau, Wong, 
C han and Law (2001) explained quality of 
work life to be the  favourable working 
environm ent th a t suppo rts  an d  prom otes 
satisfaction by providing em ployees with 
rewards, job security  and  career growth 
opportunities.

Looking a t having m eaningful and 
satisfying work a s  param ete rs  th a t are 
involved in job  sa tisfaction  leading to 
quality of work life th a n  quality  of work life 
defined by Serey (2006) h as  been  related  to 
m eaningful and  satisfying w ork m ake the 
following clarifications: an  opportunity  to 
exercise one’s ta len ts  an d  capacities, to face 
challenges and  s itua tions th a t  require 
independent initiative an d  self-direction; an 
activity thought to be worthwhile by the 
individuals involved, an  activity in which 
one u n d erstan d s th e  role the  individual 
plays in the achievem ent of some overall 
goals; and a  sense  of tak ing  pride on what 
one is doing an d  in doing it well. This 
definition is quite conclusive an d  best met 
the contem porary work environm ent and 
can be seen to be very relevant to the 
confectionary in d u stry  were personal 
achievem ent a t work, produce acceptance 
by consum ers, sp u r em ployees and 
organization to job  sa tisfaction  and 
increased profitability. This article therefore 
fall in line with th e  definition of Cum m ings 
and  Worley (2005) th a t quality  of work life 
include aspects th a t affect em ployees job 
satisfaction an d  productivity  and  these 
aspects are, rew ard system s, physical work 
environm ent, employee involvement, rights 
and  esteem  needs.

There is the need to ask  a  m ajor question. 
W hat is the concern  of quality  of work life? 
The im pact of technology w ith the  increased 
in autom ation h a s  led to g reater de-skilling, 
dehum anization, an d  alienation  at 
workplace. F urtherm ore, in order for 
organizations to gain advantage of 
com parative cost advantage there is the 
reduction of reliance on dom estic labour 
through outsourcing. This h as  made

workers to face heavy workloads, significant 
stress for meeting targets and deadlines, 
greater control, less autonom ous and  less 
job security th a n  ever before (Gayathiri and  
R am akrishnan, 2013). Therefore, there  is 
the need to explore ways to create better 
work life conditions for workers tow ards 
achieving high perform ance, enhancing  job  
satisfaction and reducing th re a t of 
employee attrition  (Hannif, B urgess an d  
Connell, 2008).

Quality of work life h as  been defined by 
researchers in different ways, w hich h as  
brought about certain  equivalents su c h  as 
work quality, function of job conten t, 
employee’s well-being, working
environm ent, balance between job  dem ands 
and decision autonom y, the quality  of the 
relationship between employees, or the 
balance between control need a n d  control 
capacity (Korunka, H oonakker an d  
Carayon, 2008; Lewis Brazil, Krueger, 
Lohfeld and  Tjam, 2001; Schouteten, 2004; 
Van Laar, Edw ards and  Easton, 2007). 
Thus, quality of work life becam e 
recognized as a  m ulti-d im ensional 
construct and  m aking the  categorization 
neither universal nor eternal.

Considering Brock-Utne (2000) no ta tion  
th a t the m ost im portant determ inan ts of 
quality of work life are w hether an  employee 
finds h is job interesting, h a s  good 
relationships w ith m anagers an d  
colleagues, h a s  a  high income, is allowed to 
work independently  and  h a s  clearly defined 
career advancem ent opportunities and  in 
conjunction with the consideration of 
European Foundation for the Im provem ent 
of Living Conditions (2002) th a t described 
quality of work life as  a  m ulti-d im ensional 
construc t th a t is m ade u p  of in te rre la ted  
factors like job satisfaction, job  
involvement, motivation, productivity, 
health , job security, com petence 
development and  balance betw een w ork 
and non-w ork life, th is research  based  on 
industria l social work approach is  adopting 
the following construc ts to evaluate quality 
of work life a t  the workplace.

Constructs to Evaluate Quality o f Work Life 
at the Workplace
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(aj Job Satisfaction
The relationship of job  satisfaction with 
work life quality is an aspect of working life 
tha t is often investigated by researchers. 
Job satisfaction, a  pleasurable, positive, or 
optimistic emotional sta te  resulting from 
the self-appraisal of one’s work or work 
experience, has been found to be positively 
associated with the desire to work and  the 
meaning tha t one finds in a  job (Yip and  Ng, 
2002; Resnick and Bond, 2001). It is seen 
as an  im portant indicator of working life 
quality (Cohen, Kinnevya and Dichtera, 
2007; Aryee, Fields and  Luk, 1999} 
determining the extent to which the 
employee is satisfied or is (en thusiastic  
about his job (Aryee, Fields and  Luk, 1999). 
Quality of work life is said to differ from job 
satisfaction (Kabanoff, 1980; Near, Rice and 
Hunt, 1980; Staines, 1980; Cham poux, . 
1981; Lawler, 1992) bu t quality of work life 
is thought to lead to job  satisfaction. 
Quality of work life is the impact of the 
workplace on satisfaction in work life (job 
satisfaction), satisfaction in non-work life 
domains, and satisfaction with overall life 
(Sirgy, Efraty, Siegel and Lee, 2001).

The resu lts of previous stud ies indicate th a t 
many different aspects of the  job, such  as 
pay, promotions, supervision, fringe 
benefits, one’s co-workers support, and 
excessive working hou rs (Watson, 
B uchanan, Campbell and Briggs, 2003) are 
associated with levels of satisfaction.. 
Insufficient com pensation and poor 
promotion prospects were key sources of 
dissatisfaction (Martinsons and Cheung, 
2001). Therefore, job satisfaction appears to 
stem from the interaction between the 
employee, the job itself and  the 
organizational context w ithin which the job 
is carried out. It is clearly seen therefore, 
that physical conditions th a t allow the 
utilization of the ability of employees, proud 
of working in an organization and a  sense 
of belonging tha t leads to job  satisfaction 
are among the item s adopted in any study 
of quality of work life.

(b) Capacity Development 
The purpose of career planning as part of 
an  employee development programme is not 
only to help employees feel like their 
employers are investing in them , b u t also

help people m anage the many aspects of 
their lives and deal with the fact th a t there 
is a  clear promotion track (Sinha, 2012). 
Employers can no longer promise job 
security, but they can help people m aintain 
the skills they need to remain viable in the 
job m arket (Moses, 1999). As a result of 
competition both in home and international 
market, there is high demand for quality of 
products through the use of new 
technology. Technological changes in 
production process require working harder 
with newer skills (Islam, 2002). However, 
employees are still not finding comfort in 
working with the new technology, because 
of the lack of needs-based training as well 
as the lack of on-the-job training (Islam and 
Siengthai, 2009). It should be realized tha t 
the basic philosophy of quality of work life 
is in regard to employee learning capability 
(Camman, 1984) and learning organization 
environment (Zain, 1999). If th is is not met, 
jobs come under th rea t and insecurity set 
in with a  resu ltan t increase in employees’ 
dissatisfaction and low work performance. 
It is established tha t career-related 
dimensions (career satisfaction, career 
achievement and career balance) predict 
significantly the quality of work life of 
employees (Sinha, 2012).

Capacity development opportunity will 
provide essential training that will help the 
individual employees to be equipped with 
the new skills to spearhead in their career. 
Most contemporary organizations do not 
limit themselves to ju s t training an  
employee for a  job, bu t they go beyond to 
furnish them with a  support system th a t 
encourages workplace learning. Learning 
opportunities and skill discretion have been 
proven to have a positive effect on job 
satisfaction and reduce job stress tha t will 
lead to better quality of work life (Rethinam 
and Ismail, 2008). Therefore, lack of 
capacity development in a working 
environment may cause employees to 
experience poor quality of work life.

(c) Work and Non-Work Life Balance 
A major com ponent of quality of work life, 
which is im portant for both the employees 
and the employers, is the relationship 
between work and home life. What 
happened in the workplace have significant
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im pact on ind iv iduals a n d  families 
(G reenhaus and  Powell, 2006; K ossek and  
Ozeki, 1998). The com bination  of a 
fluc tua ting  w ork env ironm en t with 
com peting job and  family com m itm en ts h as  
negatively affect em ployees in  th e  form of 
lowered m orale an d  m otivation , reduced  
productivity , and  in c rease  b u rn o u t and  
tu rn o v er (Galinsky an d  S tein , 1990; 
B enedict and Taylor, 1995). F urtherm ore , 
th e  inability of em ployees to  ba lance  the 
dem and  challenges of th e ir  w ork and  
persona l life h a s  co n trib u ted  to the 
esca la ting  s tress  a n d  conflict of today’s 
workforce (Edwards aq d  R o thbard , 2000). 
Therefore, em ployees now adays are  more 
likely to express a  s trong  d es ire  to  have a 
h a rm o n io u s balance am ong  career, family 
life an d  le isure activities. The ILO 
C onvention of 1981 s ta te d  th a t  it is 
n ecessary  for o rgan izations to  help 
em ployees to balance th e ir  w ork  a n d  n o n 
w ork dem ands (Lewis, 1997).

The th re a t of im balance in  w ork  a n d  n o n 
w ork life h as  im plications n o t only on the 
em ployees b u t a lso  on  organizations, 
governm ent an d  society (Gizywaiz and  
M arks, 2000; Sw anson , Power and  
S im pson, 1998). L ess conducive 
env ironm ents in th e  w orkplace have a  
g rea ter im pact on hom e life th a n  vice versa 
(R ethinam  a n d  Ism ail, 2008). It h a s  been 
found  th a t conflict betw een w ork a n d  n o n 
w ork life is assoc ia ted  w ith  im paired  
psychological w ell-being a n d  o th e r  negative 
outcom es. Similarly, p rob lem s associa ted  
w ith  family responsib ilities a re  additional 
so u rces th a t m ay d im in ish  q u ality  of work 
life in  em ployees (Allen, H erst, B ru ck  and  
S u tto n , 2000). Bradley (2001) a rgued  th a t 
constan tly  increasing  w ork d em an d  creates 
a n  isolation of em ployees from  their 
fam ilies. Personal a n d  family 
responsib ilities are  neg lected  in  th e  process 
of securing  an  econom ic p ro sp ec t; hence, it 
deterio ra tes th e  in te rac tio n  of family life 
th a t  reduces quality  of w ork life.

(d) Emotional Supervisory Support 
E m otional su p p o rt a t  w ork  m ay help 
balance work a n d  family ro les b ecau se  it 
co n trib u tes  to th e  em ployee’s energy level 
(Van D aalen, W illem sen a n d  Sanders, 
2006). A supportive su p e rv iso r m ay help

boost a n  em ployee’s energy level by 
d iscussing  fam ily-related p rob lem s, 
reinforce th e  em ployee’s positive self-im age 
by giving feedback, and  reduce s tre s s  by 
showing u n d ers ta n d in g  for the  em ployee’s 
family life (Halbesleben, 2006; Lapierre an d  
Allen, 2006). Supervisory em otional su p p o rt 
a s  a  resou rce  help  boost em ployees w ork 
outcom es m o st w hen they replace su c h  
resources th a t employees lack a t hom e 
(Edward an d  R othbard, 2000; G re en h a u s  
and  Powell, 2006). Supervisor su p p o rt is 
no t aim ed prim arily  a t com bining w ork an d  
family ta sk s , b u t it is hoped  to  help  
em ployees in  general function  b e tte r  a t 
work a n d  find a  w ork life fit (Anderson, 
Coffey an d  Byerly, 2002). It is therefore 
expected th a t  em ployees w ith  th e  few est 
family su p p o rt resou rces a t hom e will profit 
m ost from  supervisory  support.

(e) Organizational Support
The level of support offered by the  
organization is  a n  indication of th e  work-life 
quality  in  organizations. O rganizational 
su p p o rt is defined as th e  ex ten t to  w hich  
em ployees perceive th a t  th e  o rganization  
values th e ir  con tribu tions a n d  ca re s  a b o u t 
th e ir w ellbeing (Sinha, 2012). This is  a  key 
factor in  in fluencing em ployee com m itm en t 
to th e  organization , job  sa tisfac tion  a n d  
general quality  of work life. R esea rch ers  
have found  a  positive re la tionsh ip  betw een  
organizational support and work-life quality  
of w orker an d  th is  re la tionsh ip  have 
positive im pact on  organ izational 
com m itm ent, em ployee perform ance a s  well 
a s  jo b  sa tisfaction  (Rhoades an d
E isenberger, 2002; Dixon an d  Sagas, 2007).

(f) H ealth  a nd  Well-being
H ealth an d  wellbeing of quality  of w ork  life 
refer to physical and psychological a sp ec ts  
of an  ind iv idual in  any w ork env ironm ent. 
An u n s tre ss fu l work environm ent p rovides 
com fortable w ork life. Therefore h ig h e r jo b  
dem and  w hich leads to h igher s tra in  w ork 
environm ent will affect em ployees’ h e a lth  
an d  wellbeing. It is noted th a t h igher job  
dem and  le ad s  to  h igher s tra in  w ork  
environm ent, hence its  negative effort on 
h ea lth  a n d  well-being of em ployees 
(Iacovides, F ountoulak is and  K aprin s 
(2003). An u n s tra in ed  w ork env ironm en t 
en su re s  good hea lth  and  psychological
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conditions which enable the em ployees to 
perform job and  non-work rela ted  functions 
w ithout inhibitions. Thus, it leads to an  u n 
stressful work environm ent providing 
comfortable work life (Rethinam and  Ism ail, 
2008).

Keeping the  phenom enon of quality of work 
life in m ind, Carayon, Haim s and  K raem er 
(2001) revealed tha t s tress arises in  the  
process of interaction  between a person  an d  
the  work environm ent th a t th rea ten s  th e  
individual’s physical, psychological and  
physiological hom eostasis. They fu rth e r 
reported th a t employees exposed to h igh 
strain  work environm ent over a  few years 
show higher systotic blood p ressu re . 
Furtherm ore, depression an d  anxiety are 
other forms of s tress  th a t  con tribu te 
tow ards th e  deterioration of hea lth . 
Depression an d  anxiety allow em ployees 
develop s tress  th a t can  h a rm  job  
perform ance, hea lth  an d  slow down th e  
ability to cope w ith the work environm ent.

Method

Design and population
A questionnaire survey w as u n d e rta k en  
w ith confectionary industrie s in S outh-w est 
Nigeria w ith non-m anagerial em ployees who 
are  u n d er different supervisors an d  are  
involved in the production process. These 
sets of respondents were chosen because 
their actions are responsible for th e  
determ ination of productivity level, 
profitability and  su stenance of the 
organization. They are m ore suitable for the  
construc ts of QWL u n d er consideration. 
Sampling
A simple random  sam pling m ethod w as 
used  to set one hund red  responden ts from 
each workplace (Sword Sweet 
Confectionaries (Nig) Ltd, Dufil Prim a Foods 
Pic. and  Sum m al Foods Ltd.). Of th e  320 
Q uestionnaires adm inistered , 246 were 
retu rned  an d  found usable.

Data A nalysis
D ata were analysed using  descriptive 
sta tistics, regression analysis to te s t the 
form ulated hypotheses an d  the  significance 
and  reliability of the findings.

Instrumentation
All the constructs of the research  were 
m easured with in strum en ts th a t are based 
on modified four point rating  scales of 1 for 
strongly disagree to 4 for strongly agree. 
The reliabilities of the in strum en ts were 
obtained through cronbach’s alpha te s t 
value.
(a) Employees Jo b  Satisfaction

Q uestionnaire (EJSQ): Job  satisfaction 
was m easured with five variables 
adapted from Hackm en and  Oldham  
(1980) scale for job  satisfaction as  
adapted by Islam  and Siengthai (2009). 
Adapted scale h a s  reliability of 0.84.

(b) Capacity Development Q uestionnaire
(CDQ): This was m easured with five 
variables adapted  from Karl Albrecht 
(2013) ‘Employee Quality of Work Life 
Survey (EQWLS)’. Adapted scale h a s  
reliability of 0.84.

(c) Work and  non-w ork life balance
Q uestionnaire (WNWLBQ): This is a  6 
item scale adapted  from Zare, Hamid, 
Haghooyan, Zolfa and  Asl, Z ahra Karim
(2012) ‘Determ ining an d  Prioritizing the 
Criteria and Scale of Quality of Work 
Life (QWL)’. The adapted  scale has  
reliability of 0.71

(d) Emotional Supervisory Support
Q uestionnaire (ESSQ): This is a  five 
item scale adapted  from Karl Albrecht
(2013) “Employee Quality of Work Life 
Survey (EQWLS)’. Adapted scale has  
reliability of 0.75.

(e) Organizational Support Q uestionnaire
(OSQ): This is an  adapted version of Lau 
and May, 1998 -  “A win-win paradigm  
for quality of work life and  business 
perform ance”. It is m ade u p  of 6 item s 
and  h as  reliability of 0.80.

(f) Health and  Wellbeing Q uestionnaire
(HWQ): This is a  10 item scale adapted  
from ‘M easure of Well-Being: An 
Empirical and  Critical A ssessm ent 
Q uestionnaire’ of Kletnmack, Carlson, 
and Edwards (1974). The adapted  scale 
h as  0.85 reliability.

Results
The dem ographic resu lt showed th a t of the 
264 respondents, 184 were male while 62 
were female. Most of the respondents (62%) 
were between 32 an d  41 years of agefmean
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37 years), 85% have worked for between 2 
and  10 years in  th e ir  present 
establishm ents. 95.5 of th e  responden ts are 
m arried. All respondents have h ad  training

(either on-the-job or off-the- job). All these 
attribu tes m ake the  respondents su itab le 
for the m easurem ent of the  co n stru c ts  of 
QWL under research.

Table 1: Regression analysis show ing the joint contribution o f quality o f work life and health  and  
wellbeing o f employees_____________________________________________________________________
Source of 
variation

DF Sum of 
Squares

Mean Square F Sig. R R
Square

Adjusted 
R Square

Std. Error o f 
the Estimate

Regression 5 4573.26366 914.6527 49.039 .000 .711 .505 .493 4.673
Residual 240 4476.33823 18.6514
Total 245 9049.60189
a. predictors: (constant), JS , CD, WLB, ESS, OS, HW

Regression resu lt h as  been u sed  to te s t the 
hypothesis to m easu re  the  relationship 
between job satisfaction (JS), capacity 
development (CD), work an d  non-w ork life 
balance (WLB), em otional supervisory 
support (ESS), organizational su p p o rt (OS), 
hea lth  and well being (HW) of employees.

The correlation of coefficient is .711, th e  R- 
Square ad justed  is .493 m eaning th a t  all 
th e  independent variables can  explain 
about 49.3% of the total variation in  th e  
health  and well-being of employees because 
the  result is statistically significant a t  the  
level of 0.05.

Table 2: Coefficient (a)

Model Unstandardized Coefficient Standardized Coefficient t Sig.

B Std. Error Beta

1 constant 66.498 2.728 24.374 .000

Jo b  satisfaction 3.145 .433 .375 7.271 .000

Capacity Development 3.025 .483 .269 6.260 .000

Work and Non-Work Life Balance 1.895 .461 .214 4.108 .000

Emotional Supervisory support 1.254 .472 .136 2.655 .000

Organizational support 1.772 .445 .201 3.986 .000

The coefficient Table 2 repo rts  th a t job 
satisfaction is highly significantly positive 
relationship with hea lth  and  wellbeing of 
employees and it h a s  explained 37.5%  of 
total variance. Similarly, capacity 
development has  a  positive an d  significant 
relationship w ith hea lth  and  well-being of 
employees and accounted  for 26.9%  of total 
variance. The following co n s tru c ts  had  the 
following positive rela tionship  w ith health  
and  well-being of em ployees and  the 
following contributions to to ta l variance:

work life balance 21.4%; em otional 
supervisory support 13.6% an d  
organizational support 20.1%.

Discussion
The findings showed th a t job sa tisfaction  a s  
enhanced quality of work life and  be tte r 
well-being of employees. This is in line w ith 
the  finding of T raut, Larsen and  Feim ar 
(2000) tha t a  better understand ing  of job  
satisfaction ensu res a su sta in ab le  
development of workforce and  well-being of 
employees. Furtherm ore, em ployees are  
likely to have higher well-being if they  are 
satisfied with their work and  organization
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and  they perceive th e ir quality  of w ork life 
positively, since em ployees experience in 
the w orkplace a n d  th e ir quality  of w ork life 
influence th e ir  h ea lth  a n d  psychological 
well-being (C han an d  W yatt, 2007; 
Srivastava, 2007).

Learning oppo rtun ities a n d  skill acqu isition  
have a  positive effect on job  sa tisfac tion  a n d  
reduce job  s tre s s  th a t leads to b e tte r  
quality  w ork life. W ith th e  capac ity  
developm ent, em ployees gain  th e  cognitive 
an d  behavioural capabilities th a t  im prove 
quality  of w ork life th ro u g h  im proved 
a ttitu d e s  a n d  reduc tion  of anxiety . T his is 
w hat th is  s tu d y  h a s  es tab lish ed  in  its  
finding. The positive co n trib u tio n  to h ea lth  
an d  w ell-being by capacity  developm ent is 
b u ttre ssed  by th e  fact th a t  a  h igh  quality  
work life is perceived to be one in  w hich 
the re  is a n  oppo rtun ity  to develop close 
personal ties an d  achieve ca reer goals w ith  
an  absence of excessive jo b  s tre s s  (S inha, 
2012).

F urtherm ore , is e s tab lish ed  th a t  th e  
re la tionsh ip  betw een w ork a n d  hom e life 
have effect on th e  quality  of w ork life a n d  
em ployees’ h ea lth  an d  w ell-being. This is  in 
line w ith th e  finding of Allen e t al (2000) 
th a t conflict betw een w ork a n d  non -w ork  
life im pairs psychological w ell-being a n d  
ca u se s  o th e r negative ou tcom es (including 
poor health). Em ployees no t b a lanc ing  w ork 
a n d  no-w ork life, especially th o se  hav ing  
long h o u rs  a t w ork, have ill h e a lth , b o th  
physical a n d  psychological (R ethinam  an d  
Ism ail, 2008). Therefore, th e  tim e a n d  
energy con su m ed  a t w ork m u s t be 
co m m en su ra te  to th e  tim e a n d  energy 
devoted to life, th u s  m a in ta in ing  fam ily a n d  
career balance for hea lthy  living.
It is also confirm ed th a t th e re  is positive 
significant re la tionsh ip  betw een em otional 
supervisory  su p p o rt a n d  w ell-being of 
em ployees b ecau se  em otional superv iso ry  
sup p o rt helps em ployees function  b e tte r  at 
work an d  find a w ork life fit (Anderson et 
al., 2002).
The finding show ed th a t  h igh  level of 
o rgan isa tiona l sup p o rt will reduce  r isk  of 
lower quality  of life a n d  prom ote good 
h ea lth  a n d  w ell-being of em ployees. 
O rgan isa tions shou ld  reduce th e  level of 
spill over betw een w ork a n d  non -w ork  life.

This is in line w ith Am inah (2002) th a t 
reducing th e  level of spill over m ay help  to 
reduce perceived s tre s s  a n d  psychological 
stress and  a ssis t to m a in ta in  some am o u n t 
of balance between work and  non-w ork 
environm ents.

Implications o f find ings fo r  Industrial Social 
Workers
Since employees a re  experiencing or have 
experienced changes in  m anagem ent or 
inform ation system s, th e  quality  of w ork life 
becom es dynam ic an d  n o n  sta tic . For 
exam ple, S tress m an ag em en t techn iques 
have been said to have som e sho rt-te rm  
benefits to relief s tra in s  b u t they can n o t 
eradicate th e  problem  com pletely, therefore, 
in d u stria l social w orkers and  em ployees 
should focus on th e  re la tionsh ip  betw een 
the individual jo b  context, working 
conditions and  changes in the  workplace. 
This will create  the  feeling of fulfillment, jo b  
satisfaction th a t will prom ote good h ea lth  
and  well being am ong em ployees.
Industrial social w orkers should  en su re  
th a t em ployers m ake developm ent of ca reer 
progression, job  contex t in w orking 
environm ent know n to em ployees, th is  will 
prom ote essen tial com petencies th a t will 
m ake em ployees excel in  the ir ca reers  
which th a t eventually  en su re  good quality  
of work life an d  good h ea lth  well-being. 
W orking long h o u rs  reflect poor h ea lth  bo th  
physically and  psychologically. W orkers 
hea lth  should  no t be sacrificed for the  sake 
of greater productiv ity  an d  efficiency in  the  
industry . Therefore, in d u stria l social 
w orkers should  endeavour to work on 
employees to balance w ork and  non-w ork 
life by having le isu re /re lax a tio n  tim e, 
balance w ork-fam ily rela tionsh ip . 
Employers should  provide sport cen tres, 
relaxation venues a n d  family p arty  life (even 
if only a t the end of th e  year.)
The study  will a s s is t  Industria l Social 
W orkers and  H um an R esource Personnel to 
co design work for th e ir em ployees u sing  
hum anistic  factors a s  determ inan t as 
contained in  th e  c o n s tru c ts  of th is  
research.

Conclusion and R ecom m endations 
Employees are the  soft a s se ts  a n d  th e  
h idden value of a com pany  (Abdeen, 2002) 
and  given the am o u n t of tim e and  energy
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people expend at the  workplace, it is 
im portant for employees to be satisfied 
about their life a t work. It is of note tha t 
benefits of quality of work life include job 
satisfaction, increased productivity, 
increase positive a ttitudes of employees and 
increase employees participation . Reduce 
absenteeism , lower ra te s  of com plaints, 
fever employees leaving the service and 
reduce disciplinary code.
A good hum an  resource practice th rough  
the assistance  of in d u stria l social workers 
would encourage em ployees to be more 
productive while enjoying the ir work. 
Therefore, policies are to be form ulated to 
govern and  provide excellent quality of work 
life am ong the em ployees so as  to achieve 
both employees and  organisational goals. 
A lternatives such  as career b reaks, flexible 
working arrangem ents an d  family friendly 
employment policies will balance work and  
non-work life thereby guaran tee ing  hea lth  
and wellbeing of employees.
The proper und erstan d in g  of th e  construc ts 
of QWL an d  the  dynam ic n a tu re  will enable 
hum an resource p rac titioners and  
industria l social w orkers take proactive 
steps in integrating relevant strategies, 
policies, train ing program s, procedures and 
coping strategies to improve the  quality of 
work life of employees.
Finally, em ployers should  create a  career 
growth opportunity  w ithin the ir workplace 
environm ent so as  to lead to better hea lth  
and wellbeing th a t m ay lead to better 
perform ance and  better productivity of their 
employees.
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