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Abstract. One strategy that can integrate the interests of the company and the interests of
employees is the implementation of Quality of Work Life (QWL). This study aimed to construct a
new theory of QWL from the psychological perspective and develop its standardized measuring
instrument that can be used to assess the implementation of QWL as a strategy to improve
employee well-being and, at the same time, increase productivity. This study was conducted in
two steps. First, meta-ethnography was adopted to construct the psychological elements of QWL.
Further in the second step, Confirmatory Factor Analysis (CFA) was conducted to test the construct
validity of the QWL instrument. Five basic psychological constructs that represent QWL were
obtained from the meta-ethnography: "trust, "care", "respect”, "learn", and "contribute", and for
each construct was measured by five items. CFA of these five constructs involving 675 employees
showed that the QWL instrument is valid and reliable. SEM model with five aspects consisting
of five items each, fit with the research data (CFI= 0.89, RMSEA= 0.07). The QWL measuring
instrument in this study is suggested to be studied further as a predictor of variables related to
organizational behavior, such as job satisfaction, OCB, and work engagement.
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In the era of globalization, challenges for companies are increasingly complex. The rapidly changing
environment demands effective decision-making and the ability to adapt quickly. In addition to
increasingly fierce competition in terms of business strategy, competition also occurs in the fight for
maintaining quality of the human resources. A successful company not only relies on "revenue", but
also qualified and loyal human resources as partners in pursuing long-term success. Without qualified
human resources, the company will lose in the increasingly fierce competition in the long term. On
the other hand, qualified employees will not be loyal to one company if they do not experience a high
quality of work-life (Yuliawan & Himam, 2007).

To maintain and develop company or organization performance, "quality of work life" is an
important aspect. Why is QWL important? "Quality of work life" (QWL) is an integrative strategy that
aims to sustain and improve performance through maintaining employee well-being (Cascio, 1998).
By maintaining employee well-being, companies or organizations are expected to survive in the future

competition or performance (Taris & Schreurs, 2009).
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QWL was first introduced in 1972 at the International Industrial Relations Conference (May
etal., 1999). QWL received more attention after the United Auto Workers and General Motors took the
initiative to use the QWL program to redesign jobs. Robbins in (May et al., 1999) described QWL as a
process in which an organization responds to the needs of its employees by developing mechanisms
that allow them to share or be the decision maker in designing their work lives. Organizations must
begin to shift to a more humanistic management approach by placing human resources as the most
reliable vital asset to create competitive advantage (Riyono, 1997; Storey, J., Ulrich, D., Wright, P, 2019).
Human resources in the organization become important partners in determining every step towards
progress, development, and of course, achieving the organizational vision (Ulrich, 1997).

QWL is also associated with employee happiness. Research showed that happy employees
are productive employees; a happy employee is a dedicated and loyal employee (Karolin Korrevesk,
2010). A happy employee is a satisfied employee. This statement was first introduced during the
Human Relations Movement in the 1930s (Mayo, 1993). Employee happiness itself can be measured
by job satisfaction and many studies have shown that QWL significantly affects job satisfaction, job
involvement, performance, organization identification, and decreased turnover (Sirgy et al., 2001).
Research by Alserhan et al. (2021) showed that QWL has a positive significant effect on employee
happiness and a negative significant effect on turnover intention. Hence, a high level of QWL can
predict high employee happiness and low turnover intention.

From the previous explanation, it can be concluded that QWL is a comprehensive strategy that
covers all aspects of work-life. Its implementation in the form of corporate culture is essential. With
this implementation, the organization will provide many opportunities and facilitate existing human
resources to play an essential role to increase the competitive advantage. For example, in the United
States, companies from the "Fortune 100" periodically participate in a program called "Great Place to
Work" as a concrete form of the "Quality of Work Life" strategy in attracting quality human resources
(https:/ / greatplacetowork.com). "Great Place to Work" is a program that aims to build a company
culture that is both productive and fun. This culture is used as a promotion strategy for qualified and
prospective workers.

According to May et al. (1999), the main objective of an effective QWL is to improve working
conditions (especially from the workers’ point of view) and achieve higher organizational effectiveness
(especially from the employer’s point of view). A win-win situation between workers and employers
can be achieved if QWL is positively related to business performance.

QWL, according to Mirkamali, S. M. and Thani, F. N. (2011), comes from the concept of an open
socio-technical system designed to ensure autonomy at work, interdependence, and self-involvement
with the idea of "the best fit" between technology and social factors of the organization. In contrast,
Rethinam and Ismail (2008) defined QWL as the effectiveness of the work environment, which is
reflected in a meaningful organization and the fulfillment of individual needs in forming values that
support and promote health and well-being in the organizational environment.

In line with some of the definitions of QWL above, Lawler (1982) highlighted that the primary

dimension of overall QWL in organizations is to improve employee welfare and productivity. Mirvis
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and Lawler explained that "a good QWL environment attracts employees, trains and develops them,
advances them, provides them with enriching experiences, invites their participation in job-related and
organization-wide decision, and, at the same time, provides them with stable environment, adequate
income and benefits, fair treatment, due process, and safe and secure place to work" (Mirvis & Lawler,
1984, Pg.200).

Furthermore, the most common interaction between the increased employee well-being and
productivity is job design. Job design that can provide higher employee satisfaction is expected to
make employees more productive. Organizations give employees the freedom to design their work
according to their preferences, interests, and needs. However, suppose that the organization gives
appropriate authority to design work activities for employees, employee work activities can likely
match employees’ needs, and later on will support organizational performance.

QWL not only contributes to the company’s ability to recruit qualified employees but also
increases the organization’s competitive advantage (Huzzard, 2003). QWL will foster a more
loyal, flexible, and motivated workforce, which is very important in determining the organization’s
competitive advantage (Dwatra & Riyono, 2016). In the context of human resource development,
employees play an essential role in the process of organizational change (transformation). Thus, it is the
organization’s responsibility to provide good QWL for its human resources. QWL plays an essential
role in changing the organizational climate to technically and humanely lead to a better quality of
work-life (Luthans, 1995). A human resource development program as an effective form of QWL can
encourage human resources to contribute their abilities and knowledge to the organization.

High QWL is very important for organizations to attract and retain employees. Many factors
contribute to QWL, including an adequate and fair remuneration system, safe and healthy working
conditions, and social integration in work organizations that enable individuals to develop and use all
their capacities (Gupta & Sharma, 2011). If employees have positive feelings about all of these factors,
they will be more motivated to stay in the organization, do their job well, and feel that their work-life is
balanced with their personal life. It is what shows the high QWL of the organization (Gupta & Sharma,
2011).

Bernardin and Russell (1993) revealed that Quality of Work Life (QWL) emphasizes the level
of satisfaction, motivation, involvement, and commitment of individuals experienced in their lives at
work. QWL is the degree to which individuals can fulfill their critical personal needs, such as the
need for autonomy while working in an organization. Organizations interested in improving QWL
generally seek to instill a sense of security, justice, pride, democracy, autonomy, responsibility, and
independence (Bernardin & Russell, 1993). They seek to treat members of their organization fairly,
open lines of communication at all levels, provide opportunities for all members of the organization
to participate in decisions that affect them, and empower them to handle work tasks (Bernardin &
Russell, 1993).

Cascio (1998) described nine important components in QWL: employee involvement, balanced
compensation, job security, work environment safety, pride in the institution, career development,

available facilities, problem-solving, and communication. Cascio (1998) stated that to implement QWL
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successfully, the following requirements are needed: (1) managers should be good leaders and able to
guide their employees, not as "bosses" and dictators ("care" elements); (2) openness and trust, these
two factors are the main requirements in implementing the QWL concept in management (the "trust"
element); (3) information related to operations and management must be communicated to employees
and suggestions from employees must be taken seriously (the "trust and care" element); (4) QWL must
be carried out on an ongoing basis starting from the process of solving problems faced by management
and employees to building cooperation in solving these problems (the "contribution" element; and (5)
QWL cannot be carried out unilaterally by management alone, but the participation of all employees
needs to be increased (the "contribution" element).

Chander and Singh (1983) suggested several conceptual areas to understand QWL: fair and
adequate compensation, safe and healthy working conditions, development of human resource
competencies, growth and security, social interaction, work autonomy, and democracy in the
environment. Serey (2006) attributed QWL to several conditions, such as opportunities to train
employees’ talents and capacities to face challenges and situations that require independent initiative
and direction; activities that enable employees to engage; activities where employees understand their
role in achieving all objectives; and appreciate the things individuals do well.

QWL is closely related to job satisfaction (Sirgy et al., 2001). QWL is the quality of the physical
and social conditions in which employees work, while job satisfaction is the attitude of employees
to these conditions (Sirgy et al., 2001). Therefore, aspects of QWL are often similar to aspects of job
satisfaction, only from a different point of view. Regarding job satisfaction, Herzberg (1968) two-factor
theory provides a difference between satisfiers or things that can lead to satisfaction, with what is
called dissatisfiers or things that cause dissatisfaction. QWL measurements that have been known in
the literature are more related to dissatisfier factor, namely salary, working conditions, relationships
with superiors, relationships with coworkers, and matters related to work facilities (Anderson &
Brooks, 2005). Meanwhile, according to Herzberg (1968), what acts more as a motivator to improve
performance is the satisfier factor related to challenges, responsibilities, and autonomy. This satisfier
factor was further developed by Hackman and Oldham (1976) in their theory of the job characteristic
model.

Seeing how vital a QWL strategy is for the progress and future of the organization, it is necessary
to develop a proper, standard, and normed tool that can truly measure the level of QWL in the
organization. The QWL measurement tool that developed in this research can later become a standard
measuring tool and applied by companies.

The QWL measurement tool developed in present study will measure work-life quality from
aspects that align with aspects of the job characteristic model proposed by Hackman and Oldham
(1976). Theoretically, the Job characteristics model developed by Hackman and Oldham (1976)
explains the relationship between job characteristics and individual responses to work. This theory
of job characteristics was tested to diagnose job designs to determine how jobs were redesigned to
increase employee motivation and productivity and then used to evaluate the effect of job changes on

employees (Scott et al., 2005).
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Hackman and Oldham (1976) revealed that job characteristics are a job trait that creates
psychological conditions for high work motivation, satisfaction, and performance (Scott et al., 2005).
Hackman and Oldham (1976) also proposed five essential job characteristics that should be present in
all jobs. The characteristics of this job include skill variety, task identity, task significance, autonomy,
and feedback. Skill variety is an opportunity to use the various skills possessed by employees to
do a job. Task identity is how the job requires complete, precise, or easy-to-understand tasks. Task
significance is the degree to which a job affects the lives of others. Task autonomy is how the job gives
employees freedom of action concerning work processes. Task feedback is an opportunity to find out

how effectively someone is doing their job.

Method

This study was conducted in two steps. First, meta-ethnography was adopted to construct the
psychological elements of QWL. Further in the second step, Confirmatory Factor Analysis (CFA) was

conducted to test the construct validity of the QWL instrument.

Study 1

Meta-ethnography is a method to synthesize, critically analyze, and reinterpret qualitative studies or
theories to achieve a new conceptual understanding (Allen, 2017; Noblit & Hare, 1988). This study
followed France et al. (2019) proposed guideline to meta-ethnography. First, I searched for published
literature focused on the theories about quality of work life from previous theorists and research. I
included articles that mentioned QWL in the title of the article, assuming that those articles discuss
QWL as a main focus. The literature search resulted in 15 published journal articles and book chapters.
Next, I analyzed findings from previous research of theories that are related to, or contradict each other
and identified common findings across studies. The last step involved interpreting these findings with

sound and meaningful explanations that resulted in QWL constructs to be validated in the Study 2.

Study 2

Confirmatory Factor Analysis (CFA) was conducted to test the construct validity of the QWL
instrument. Data collection was done through questionnaire that contain the aspects of the QWL.
The questionnaire was distributed to the employees from a number of different organizations who had
been working at least one year in the company with the assumption that they already experienced the
QWL climate.

The data collection was assisted by Master students at the Faculty of Psychology. The procedure
of selecting subject in data collection is as follows: (1) research assistants contacted the human
resources (HR) department to get permission for data collection; (2) research assistants distributed the
questionnaires and informed consent to the employees through the HR office; (3) the employees who
had signed the informed consent filled the questionnaire and submitted them to the human resources

department; (4) after all questionnaires were collected, the human resources department sent them
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back to the students for analysis; (5) all data collected from all students were then compiled by the

researcher and analyzed all together as one combined database.

Results

Study 1

Meta-ethnography resulted in five psychological constructs that are important as an indicator of QWL.:
trust, care, respect, learn, and contribute. Most of the QWL explanations in the earlier section of
this paper aim at achieving an effective work environment that brings together the interests of the
organization and the needs of employees. QWL also emphasizes the good feelings that come from
the interaction between the individual and the work environment. And thus, it can be concluded
that Quality of Work Life (QWL) is oriented toward a balance between productivity and employee
welfare (Cascio, 1998). The measure of well-being here is the extent to which it has a psychological
impact, such as trust ("trust’) (Cascio, 1998; Gupta & Sharma, 2011), caring (‘care’) (Mirkamali, S. M.
and Thani, E N., 2011; Rethinam & Ismail, 2008), and mutual respect ('respect’) (Cascio, 1998; Gupta &
Sharma, 2011). Meanwhile, productivity measures also include attitudes and behaviors that encourage
the achievement of optimal work results, namely the willingness to learn ("learn’) (Gupta & Sharma,
2011; Luthans, 1995) and commitment to contribute ('contribute”) (Cascio, 1998; May et al., 1999).

1. Trust Trust in present study is defined as an attitude of mutual trust between members of the
organization, both superiors and subordinates and fellow co-workers. Trust is built by taking an
attitude and honesty shown in communication, there is consistency between what is said and action
(Hughes, 2006). Superiors trust subordinates by delegating risk-appropriate tasks to subordinates,
sharing information about plans and problems within the organization, or involving subordinates

in important decision-making.

Covey (2011) argued that trust is a belief (confidence), so that when someone has trust in another
person, then that person shows confidence for that person. Trust is a hidden variable that affects
everything. Covey analogized trust as a source of water on earth that flows through wells. The
wells referred to iinnovation, collaboration, empowerment, Six Sigma, and other expressions of
total quality management, brand loyalty, and other strategic initiatives in the organization. The
presence of trust affects the quality of interaction and agreement making in order to build lasting

contributions.

Mishra and Morrisey in (Laschinger & Finegan, 2005)) argued that open communication, sharing
important information, involving more workers in decision making greatly encourages trust in
the organization and also increases productivity. Meanwhile, low trust is closely related to poor

communication, resulting in conflict.

Trust can also be explained as a positive expectation that other people will not take personal

advantage or exploit someone. Trust cannot be easily given or earned, instead, it requires
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effort. Positive expectations on trust are based on one’s knowledge, familiarity, and experience

in interacting with others so that it takes time to develop.

According to Lussier (2008), there are three types of trust based on levels in organizational human
relations, namely: (1) Deterrence-based trust, trust based on expectations. Deterrence-based trust
is the most fragile belief in the existence of a violation or inconsistency that can destroy human
relations. This deterrence-based trust occurs because of the expectation that the trustee will give
an expected response. People do what they say because they are afraid of the consequences if they
don’t do it. When starting a new job, people tend to worry if they create commotion or get into a
problem with colleagues and superiors, so they try to do a good job; (2) Knowledge-based trust,
trust based on knowledge. This trust is based on the experience of dealing with other people.
It is based on the knowledge that a person has about other people so that predictions can be
made about the behavior of others. The better you know people, the better their behavior can
be predicted, and trust can be given to them. If there is an inappropriate behavior prediction
that causes disappointment or the sense of being taken advantage of by others. Often in this
trust, understanding or explanation of the violation can be made, followed by acceptance and
forgiveness; (3) Identification-based trust, trust based on identification. This trust occurs when
there is a close emotional relationship that exceeds that of a co-worker. Employees seek each other’s
best interests, and are willing to take action for others. Managers strive to achieve this level of trust
because team members feel very comfortable and trust one another, can have an expectation of one

another, and function well despite the absence of another team member.

Trust is seen as a factor that helps to unlock other potentials, for example by sharpening the level of
intra-organizational knowledge that is shared among like-minded individuals, which then drives
innovation and achievement. Therefore, by establishing a culture of trust within the organization
as one of the important values of QWL, the company is better equipped to face the challenges of

this volatile external environment.

2. Care Care is an attitude of mutual care and help between members of the organization, by superiors
and subordinates and fellow co-workers. Organization members will help each other to solve
unexpected organizational problems (Ibrahim & Aslinda, 2013), volunteer to perform additional

tasks when needed (Pavalache-Ilie, 2014), maintain the organization’s reputation (Fu, 2014).

Care can also be seen in the form of a tendency to try to prevent problems between individuals
related to work Organ, in (LePine et al., 2002). All members of the organization will involve
themselves in the organization in a responsible and caring manner and care about life in the
organization. The superior treats each subordinate as an individual and is considerate of their
needs, abilities, feelings, and aspirations. They help individuals to develop their strengths or

strengths and spend time training and guiding them (Diaz-Saenz, 2011).

Because subordinates see their superiors” helping coworkers, they are likely to be inspired to do the
same or believe that they are expected to do the same. Given this caring value, employees will do

positive things that help or contribute to organizational goals.
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Elements of care in QWL can be in the form of holding counseling facilities in the workplace
for employees. According to Armstrong (2010), counseling is any activity in the workplace in
which another individual assumes responsibility and manages their decision-making, whether this
is work-related or personal, particularly with regard to self-development. With this counseling

activity, employees can be greatly assisted in carrying out their work normally.

. Respect

Respect is an attitude of mutual respect between members of the organization, both superiors and
subordinates and fellow co-workers. According to Spreitzer, G. M and Mishra, A. K. (2002),
respect is an important foundation for individuals to trust other individuals in the organization.
When organizational members are treated fairly and with respect, they are more likely to trust the
organization. Organizational members feel that their importance and presence in the organization
are taken into consideration and it encourages greater job satisfaction and commitment to the
organization. Members of the organization will work hard to help the organization achieve its
goals. This shows that valuing respect in the organization will reduce the turnover rate or the

desire to leave.

Keller (2001) explained that respect is a kind of obligation not to violate or interfere with personal
autonomy and individual rights. Each individual has different characteristics and roles or statuses,
so they must develop an attitude of respect in interpersonal relationships (humanity). Keller (2001)
also added that respect includes a responsibility to gain deeper knowledge of others than just

tolerance, admiration, and interference with other individuals.

. Learn

The "learn" element in QWL is the spirit of continuous learning in all members of the organization.
Based on learning theory (Ormrod, 2004), in the learning process someone will: (1) doing a whole
new behavior; (2) changing the frequency of their current behavior; (3) changing the speed of their
current behavior, (4) changing the intensity of their current behavior; (5) changing the complexity

of their current behavior; (6) responds to a particular stimulus differently.

In QWL, the organization members are given the widest opportunity to develop themselves and
are also empowered to handle various tasks. This allows them to constantly improve their skills,
abilities, and competencies in their work. With the spirit of continuous learning that will have a
positive impact on the progress and development of the organization. Therefore, nowadays there
is a lot of buzz about the "Knowledge Worker". An organization not only recruits employees and
places them in the right position but also has to consider the employee’s willingness to continuously

learn and develop in that position.

The continuous learning process in this organization is closely related to competency development.
Competency development is operationalized as a basic part of the job that provides opportunities
and stimulates growth in skills and knowledge for both career and organizational development

(Rethinam & Ismail, 2008). The existence of career development opportunities will provide
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important training that can help employees to complete their career and start with new skills. This
has become an important focus for many companies today to provide space and create some kind

of system that encourages learning in the workplace.

Rethinam and Ismail (2008) confirmed that learning opportunities in organizations have been
shown to have a positive influence on job satisfaction and reduce job stress which will lead to
better QWL. In line with the learning process, greater autonomy at work increases the acquisition
and use of knowledge. The work environment broadens the knowledge base, leading to a better
understanding of how work relates to other organizational practices and a greater ability to solve

problems.

In such situations, employees obtain cognitive and behavioral "lists" to predict, control, or cope with
uncertain demands thereby reducing the likelihood of low QWL levels in the organization. On the
other hand, high work demand with insufficient control reduces the ability and opportunity to
develop new skills and knowledge thereby encouraging the emergence of negative attitudes, such
as emotional exhaustion, depersonalization, and low personal achievement, which means reducing

the level of QWL in the organization (Permarupan et al., 2020).

Marshall, L. ]J., Mobley, S., & Calvert, G. (1995) suggested several strategies that can be used in
learning, including: (1) Modeling, the essence of this modeling process is to identify the ideal
behavior or skill and then imitate it or participate in applying it in work behavior; (2) Dialogue,
the dialogue process investigates issues on the basis of individual assumptions and highlights the
beliefs raised before making a decision; (3) Double column technique, the essence of this technique
is a written feedback process between one individual and another regarding the issues raised in
the dialogue process. The assumptions and beliefs that emerged during the dialogue process can
later be clarified and further emphasized; (4) Action-reflection learning, this process explains that
learning does not stop when an action is taken. This is when the learning process begins. So,
when thinking of an action, the individual will get a better understanding of the things that have

happened. What works and what doesn’t, and how individuals should take action in the future.
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5. Contribute

There is a passion to contribute to the common progress of the organization. Contributions made
by all members of the organization for the betterment of the organization include: maintaining
cooperative relationships at work, sharing leadership functions, using their competencies to
solve important problems in the organization, and supporting leadership and organizational
development (Yukl, 2006). In the process of this contribution, members of the organization will
also indirectly learn and develop. Scully et al. (1995) explained that greater participation — one
form of contribution — is made to develop cognitive growth through increased knowledge transfer

among employees.

Katz in (Bolon, 1997) suggested that organization members who want to contribute to the
organization will generally provide constructive suggestions for developing the organization,
training themselves for additional responsibilities, creating a favorable climate for the organization,
and participating in enforcing the rules within the organization so that work processes within the
organization can run smoothly. It can be concluded that organizational members have a passion to

do things that are beneficial to the organization.

Study 2

The variables in the preparation of the QWL measuring instrument are the QWL aspects which
consist of, first, "trust"”, namely the attitude of mutual trust between members of the organization,
both superiors and co-workers, which is built by involving openness, honesty, and sincerity in
communicating. It can be manifested in the form of delegating tasks that are quite risky to
subordinates, sharing information about plans and problems within the organization, or involving
subordinates in making important decisions. Second, "care", namely the attitude of mutual care
and assistance among members of the organization, both superiors and subordinates and fellow
co-workers by involving themselves in the organization in a responsible and caring manner and
caring about life in the organization; superiors treat each subordinate as an individual and pay
attention to their needs, abilities, feelings, and aspirations. Third, "respect”, namely mutual respect
between members of the organization, both superiors and subordinates and fellow co-workers by
increasing the ability to gain deeper knowledge about other people than just tolerance, admiration,
and interference with other individuals. Fourth, "learn", namely the spirit and willingness to
learn continuously in all members of the organization by constantly developing new skills and
competencies, adding new knowledge so that it will encourage the emergence of positive attitudes
in the organization. Fifth, "contribute", namely the spirit to contribute to mutual progress in the
organization in the form of providing the widest opportunity for each employee to channel their
sources of initiative and creativity in solving important problems faced by the organization, in

organizational development, and creating a pleasant climate within the organization.

The following is a blueprint of the QWL questionnaire which is described from the notion

of QWL as organizational cultural values in the form of organizational behavior shown by oneself,
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superiors, subordinates and co-workers. This blueprint was then translated into questionnaire items

to be tested empirically.

Table 1

QWL Measuring Blueprint

QWL
Aspects

Definition and Indicators

Total

Items

Trust

Mutual trust between members of the organization, both superiors and
subordinates and fellow co-workers, is built by openness, honesty, and
sincerity in communicating which can be manifested in the form of
trust from superiors to subordinates by willingness to delegate tasks
that are quite risky to subordinates, sharing information about plans
and problems within the organization, or involving subordinates in

important decision-making.

Care

Mutual care and mutual assistance among members of the organization,
both superiors and subordinates and fellow co-workers by involving
themselves in the organization in a responsible and caring manner and
caring about life in the organization; superiors treat each subordinate as
an individual and pay attention to their needs, abilities, feelings, and

aspirations.

Respect

Mutual respect among organizational members, both superiors and
co-workers, by increasing the ability to gain deeper knowledge about
other people, not just tolerance, admiration, and interference with other

individuals.

Learn

There is a spirit and willingness to learn continuously in all members of
the organization by constantly developing new skills and competencies,
adding new knowledge so that it will encourage the emergence of

positive attitudes in the organization.

Contribute

There is a spirit to contribute to mutual progress in the organization
in the form of providing the widest opportunity for each employee to
channel their sources of initiative and creativity in solving important
problems faced by the organization, in organizational development, and

creating a pleasant climate for the organization.
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Total number of subjects in this study was 675 employees from various companies. The
results of the SEM analysis showed that the hypothesis was supported, that the five psychological
constructs are valid as independent factors of QWL. The SEM model with five aspects and each aspect
consisting of five items fits the research data (CFI = 0.89, RMSEA = 0.07). The complete model of
the QWL questionnaire can be seen in Figure 1. All items contributed significantly to each of the
predicted aspects. All five aspects of QWL are significantly correlated to each other, so that the QWL

questionnaire is unidimensional.

Figure 1
SEM Model of The QWL. Wuestionnaire

‘—> Trust1 074
e Trust2 0,72
0,62
e Trust3 TRUST
0,69
e Trust4 0,66
e Trustb
0,88
Q Care1 0,84
e Care2 078
(=) Care3 |22 CARE 092
0,67
e Care4 0,75
@ Care5 094 0,79
@ Resp1 0,78
@ Resp2 | 0.72
0,67 0,80
() Resp3 RESPECT 0,66
0,56
@ Resp4 0,4
@ Resp5 087 0,56
@ Learn1 | _ 944
@ Learn2 | 40,62 0,60
0,62
(o) Lean3 LEARN
0,78
@ Learn4 | 0,70
@ Learn5 0,72
@ Contr1 072
(=) Contr2 |{0.70
@ Contr3 078 CONTRIBT
0,62
@ Contrd [T 0,72
@ Contr5
Discussion

This study defines QWL as working conditions that can be represented as psychological

constructs that will influence the employee well-being and the company’s productivity. The
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measurements formulated in this research are based on essential psychological indicators that
represent the quality of work life. These psychological indicators are trust, care, respect, learning,
and contributing. Trust, care, and respect are the psychological conditions that will nurture a healthy
interpersonal relationship among the employees. Learn and contribute aspects will endorse individual
and organizational development that will increase the organizational competitiveness.

The results of this research will be helpful both practically and academically. For its practical
application, the five elements of QWL formulated in this study can be applied in building corporate
culture as mentioned by Cascio and Aguinis (2008), because corporate culture cannot be separated
from the quality side of interpersonal relationships (Pascale & Athos, 1981), which in this case is
formulated as QWL. In addition, further research that aims to measure the quality of organizational
culture can also be carried out. For example, in a company with a culture of excellent service, then
aspects of trust, care, and respect can be the basis of such excellent service. The learn and contribute
aspects can be used as indicators for what Cascio et al. (1997) had stated as the factors to improve
productivity and product quality. In an organizational culture, trust is an essential element in the
quality of interpersonal relationships. Respect and care will also represent the interaction pattern
between members of the organization. Other cultural dimensions, especially those related to learning
organizations, learn aspects are the core of the cultural building. Meanwhile, in all organizational
culture models, the benchmark for the quality and strength of the culture is the amount of contribution
or high performance produced by all members of the organization together.

For further studies that will measure QWL as an indicator of the quality of work-life, it can be
associated with other variables related to the company’s overall performance. Some further research
can be done to test the predicting power of this QWL to job satisfaction, OCB, and work engagement,

which theoretically should be related even though the focus of the analysis is different.

Conclusion

This study has formulated five elements that become indicators for the quality of work life
(QWL) from a psychological perspective. These five QWL indicators are psychological indicators
or are indicators of the quality of interpersonal relationships and the quality of enthusiasm for
self-development. First, indicators of trust, respect, and care are included in the quality of interpersonal
relationships as a measure of employee’s well-being. On the other hand, the aspects of learn and
contribute are indicators of employee’s attitude and motivation that can predict the productivity.

This study also formulated 25 items to measure the QWL which are categorized into these five
psychological constructs. The results of the study using Confirmatory Factor Analysis showed that the
25 items were validly divided into five factors. This study has yielded a valid measurement tool for

the assessment of QWL from the psychological perspective.
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Recommendation

With the production of a QWL measuring instrument that has been tested for its construct validity, it is
necessary to carry out further research that relates QWL to other variables in the organizational realm.
The variables that are hypothesized to have a close relationship with this QWL include organizational
citizenship behavior (OCB), job satisfaction, organizational commitment, work life balance, work

engagement.
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