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Abstract

The Nigerian economy has continued to witness renewed and sustained recession, characterized
by inflation, unemployment and declining businesses, and have caused industrial relation actors
to think differently about their goals. Employees are regarded as the central fulcrums of all
socio-economic activities. Therefore, this study is centered on examining the impact of Quality
of work-life of employees on Organizational performance. This paper adopted survey rescarch
method. Primary data was sourced using questionnaires. Multi stage sampling technique was
employed for the research work given the population of 2364 with the sample size of 236. The
techniques employed for the data analysis were Linear Regression Analysis and Pearson
Correlation Analysis. The study concluded that Quality of Work life of Employees has a
significant impact on organizational performance. Based on the findings, the study
recommended that organizations should give more attention to giving employees- satisfactory
compensation scheme which includes salary, bonuses, incentive schemes ete, give immediate
opportunity for use and development of human capacities and encourage work & total life space
for their employees in order to ensure higher organizational performance.

Keywords: Quality of work-life, Employees, Organizational performance, compensation,

human capacities
© MAUTECH Publication Department of Management Technology Modibbo Adama University of Technology, Yola. Nigeria

21| Page



ISSN-2616-1060

Mautech International Journal of Management ang
Entrepreneurship
Volume 1, Number 2

June 2079

92

Introduction
Gilobalization and  dynamism in work

environment have affected job and life
satisfaction which have emerged as the
prominent  issucs in  the field of
organizational behavior. Considering that
the goal of every organization is to prosper
and maintain its competitiveness, businesses
are forced to pay attention to employees who
attain high levels of job performance, which
is positively related to the quality of work-
life (Eskildsen and Dahglaard 2000). This
could be attributed to the fact that employees
who attain high levels of job and life
satisfaction tend to be highly motivated and
work more efficiently, which leads to the
overall improvement of the organizational
performance in the unpredictable global
business environment of today (Ghiselli,
Lopa and Bai 2001).Work has been an
important part in the life of human beings. It
has been accepted that work influences
individuals’ affective state and well-being.
Today, quality of work-life (QWL) is
viewed as an essential dimension of the

quality of life, as a high. QWL is crucial for

organizations to attract and retain workers
(Boonrod, 2009). When organization offers
quality of work-life to their employees, it is
a good indicator to boost its image in
attracting and retaining employees. This is
important as it indicates that firms are able
to offer appropriate working environment to
employees (Noor and Abdullah, 2012).

Many factors contribute to QWL. These
include adequate and fair remuneration, safe
and healthy working conditions and social
integration in the work organization that
enables an individual to develop and use all
his or her capacitics (Gupta and Sharma,
2011). Quality of Work-life (QWL) is a
philosophy, a set of principles, which holds
that people are the most important resource

)

in the o.rganization as they are tms“"ﬂnh\»

rcspo.nsxb.lc and capable of making "aluzsbi.:

co.ntnbquor?s and they should be ”L‘a!c;!
with  dignity and respect (Tabussum

Rahman & Jahan, 201 1) Rose, Beh. Uli uné
Idris, 2006). QWL is a multidimensional
coxjnstruct that includes concepts such as jop,
satisfaction and security, compensation ang
reward systems, training and Career
development opportunities, work
environment, organizational culture ang
climate, relation and cooperation, autonomy
of work, adequacy of resources an;i
facilities.

The way and manner in which business
organizations design task and responsibility,
working conditions, employee security,
health and safety packages of employees,
pay and benefit(s), supervising schedule will
facilitate attainment of organizational
objectives such as profitability, productivity
1.e. effectiveness and efficiency etc. Most
businesses have adopted these operational
measures and strategies that will guarantee
QWL in Organization but still the same;
there are ugly trends of non-performance,
low market share revealing non-profitability

‘among other things. It is as a result of this

that, this study seeks to investigate the
impact of quality of work-life of employees
on organizational performance specifically
on indicators which include effectiveness
and efficiency in terms of productivity,
organizational commitment and employce
turnover.

Research Questions

The general objective of this study is t©

examine the impact of quality of work-life

of  employees on organizational

performance. The specific objectives are wi-

i. ascertain the impact of quality of
work-life  of  employees  ©On

© MAUTECH  Publication Department of Management Technology Modibbo Adama University of Technology, Yola. Nigeria

22| Page



ISSN-2616-1060

Mautech International Journal of Management and
Entreprencurship
Volume I, Number 2

organizational  effectiveness  and
cificiency;
il examine the influence of quality of
work-life of  employces on
organizational commitment; and |
Il investigate if a relationship  exists
between QWL dimensions  and
cmployee turnover in PZ  Cussons
Nigeria ple.

Literature Review

The term *Quality of work-life’ (QWL) has
different meanings to different people, it is
consider as in(h‘lslrial' democracy  or
codetermination with increased employee
participation in the decision making process.
For others, particularly managers  and
administrators, the term denotes
improvement in the psychological aspects of
work to improve productivity. Unions and
workers interpret it as more cquitubic
sharing of profits, job security and healthy
and humane working conditions. Others
view it as improving social relationships at
workplace through autonomous
workgroups. Some others. take a._broader
view of changing the entire organizational
climate by humanizing work,
individualizing organizations and changing
the structural and managerial systems
(Reddy and Reddy, 2010).

Although studies on the Quality of work
Life (QWL) have been conducted since the
carly 20" century, there is no consensus
about the real meaning of this term. There is,
however, an agreement among rescarchers
in this specific field that refers to it as a
subjective and dynamic construct (Aketch,
Oderta, Chepkuto 2012).

Quality of work life is a concept of
behavioral science, and the term was first
introduced by Davis in 1972 (Mathur,
1989, Hian and Einstein, 1990). According

June 2019
L J

to Robins (1990 QWL is “a process by
which an organization responds to employee
needs by developing mechanisms to allow
them to share fully in making the decisions
that design their lives at work™ Quality of
Work-Life also refers to the favorableness or
unfavorableness of a job environment for
people. It is the quality of relationship
between employees and the total working
cnvironment (Davis 198) The American
Society of Training and Development also
refers to it as “a process of work
organization which enables its members at
all levels to actively participate in shaping
the organization’s cnvironment, methods
and outcomes”

/\ccording to Mullins (1997), the concept
quality of work life (QWL) will best be
understood if it is seen as a goal, as a process
for achicving that goal and as a philosophy
setting out the ways people should be
managed.

(@) QWL as a goal: - Improving
organizational performance through the
creation of more challenging, satisfying and
cflective jobs ond work environments for
people at all levels of the organization.

(b) QWL as a process: - Calling for efforts
to realize this goal through the active
involvement and participation of people
throughout the organization. Through their
involvement people can make more
meaningful contributions to the business and
experience greater feelings of satisfaction,
pride in accomplishment and personal
growth.

(¢) QWL as a Philosophy: - Viewing
people as “assets” to be “released” and
developed, and capable of contributing
knowledge,  skills, experience and
commitment, rather than as “Costs” that are
merely extensions of the production and to
be controlled.

© MAUTECH  Publication Department of Management Technology Modibbo Adama University of Technology, Yola, Nigeria
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Dimensions of QWL

Quality of work-life as a contemporary field
in Human Resources Management made
organizations realize their potential for
enhancing their employees’ commitment
and organizational performance. Therefore,
a comprehensive model for employers who
want to ensure QWL for their employees
was derived from Walton’s preposition
(Reddy and Reddy 2015). Walton (1973)
proposed that an ideal quality of work-life
program will include practices in eight
major areas as discussed below:

i) Adequate and fair compensation

This is fundamental to QWL. Human beings
work for livelihood. Therefore, success of
rest of the initiatives depends upon
fulfillment of this. However, important here
1s that compensation offered must be
adequate implying it must be proportionate
to labor, and there should be internal
consistency among salaries of employees.

ii) Safe and healthy working conditions
Unsafe and hazardous.working conditions
cause problems to both employers and
employees. There may be little advantage to
the employer in short-term but in medium
and long-term, it adversely affects the
Therefore, adequate
investment must be made to ensure safe and
healthy working conditions.

productivity.

iii) Immediate opportunity of use and
develop human capacities

The works have become routine,
meaningless and too specialized, depriving
the employees of fulfilment satisfaction.
Therefore, efforts should be made 1o
increase the autonomy, perspective and
exposure to multiple skills.

°
iv) Future opportunity for contingg
growth and security

This is related to career aspects o
employees. Meaningful career paths myq be
laid down and career mapping of employee,
is to be followed. The provisions of
advancement opportunities play a centry)

role in QWL.

v) Social integration in the work
organization

Relationships between and among the
employees is an indicator of healthy work
organization. Therefore, opportunities must
be provided for formal and informal
interactions. All kind of classes, religions,
races, crafts, and designations must be
treated equally on a social platform. In other
words, it creates an cgalitarian environment.

vi)Constitutionalism in  the work
organization

This is related to organizational norms that
affect the freedom of an individual
employee. Efforts must be made to see right
norms are formed in the organization. It
means norms that accommodate the privacy
of an individual employee, freedom of
speech, equity and freedom to dissent on
some aspects.

vii) Work and the total life space
Employees should not be all owed 1©
continuously  exert themselves. The
continuous hard work causes psychologi‘?"’l
and physical strains. Therefore, there has ©
be a balance between personal and
professional life. Organizations must creat¢
proper work offs to enrich the life
employees.
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viii) The social relevance of work life
Employeesmust be given the perspective of
how his/her work in the organization helps
the society. This is essential to  build
relevance of the employee’s existence to the
society he/she lives in.

Objectives of QWL

According to Reddy & Reddy (2010) the
main objectives of the QWL programmes
are:

|. To improve employee satisfaction;

2. To improve physical and psychological
health of employees which create positive
feelings;

3.To enhance productivity, accountability,
commitment of employees;

4. To reinforce workplace learning;

5. For better teamwork and communication;
6. To improve safe working conditions;
7.To provide Human Resources
Development Programmes;

8.To improvethe management of the on-
going change and transition;

9. To build the image of the company as best
in recruitment, retention, . and in. gChcrul
motivation of employees; and

10. To participate in management at all
levels in shaping the organization.

Theoretical Framework

There are a number of theories postulated by
authors in relation to Quality of Work life of
employees. They include:

a) Socio-technical Systems Theory.

b) Social exchange Theory.

Socio-technical Systems theory

Socio-technical systems theory is based on
two  underlying  assumptions: (a)
organizational  performance  can be
improved by allowing employees at lower
levels to assume more responsibility for

their eflorts, and (b) employces will become
more responsible and self-directed as their
work offers opportunities to fulfil important
psychological needs, such as learning,
growth, self-esteem and significance in their
working lives. The major objective of the
STS theory approach to organizational
change is to optimize jointly the
organizational goals and the needs of the
employees (Cherns & Davis, 1975). The
Socio-Technical Systems theory posits that
organizations fully engaging cmployees in
work design promote employee fulfilment
while *  simultancously achieving
organizational goals.

STS theory recommends simultancous
modification of technical and social systems
to create work designs that can lead both to
greater task productivity and to increased
fulfilment of organization members (
Hackman, 1980). Socio-technical systems
(STS) theory promotes a parallel approach
to addressing social aspects of the work
environment, such as recruitment,
socialization, and retention, while
addressing technical aspects of work, such
as the policies, systems, and tools supporting
work, as a means to achieve maximum
organizational efficiency and workforce
stability. It also predicts an increase in
satisfaction and  productivity  through
designing work that optimized person-
technology interactions.

Social Exchange Theory

Social exchange theory is a social
psychological and sociological perspective
that explains social change and stability as a
process of negotiated exchanges between
parties. Social exchange theory posits that
human relationships are formed by the use
of subjective cost-benefit analysis and the
comparison of alternative (Liang, Krause &

OMAUTECH  Publication Department of Management Technology Modibbo Adama University of Technology Yola, Nigeria
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Bennet.2001) The theory has roots in
cconomics, psychology and sociology.
Social exchange theory features many of the
main assumptions found in rational choice
theory and structuralism. It is also used
frequently in the business world to imply a
two sided, mutually comingcn( and
rewarding process involving transactions or
simply exchange (Liang, Krause & Bennet,
2001)

Social exchange theory provides a lens for
understanding how employees achieve task

performance and commit to their

organizations through the relationship
between employees and their organization.
Social exchange occurs when both parties
value the exchange relation based on mutual
trust and reciprocity (Blau,1964). When
employees perceive their organization’s
efforts for their own well-being and
perceive their organization as contributing
more than it promised to provide, they
are  willing to strengthen their social
exchange relationship. Indeed, employees

—
have a strong intention to e

' ' > (GF :

p '.V ”]er

. Hons lo

the organization (Wayne, Shore & Lide

v ‘n.

organization by increasing their ¢

1997). High quality of employees Work-Jife
in the workplace 1s viewed as the result of
organizational efforts for the employeeg'
wellbeing and  this — experience ey
employees  to feel an  obligation
contribute to organizational success. The
higher the quality of work-life nl'cmployccs.
the greater amounts of cognitive, emotiony],
and physical resources they will devote 1o
perform their job dutics. When the
organization fails to provide economic or
emotional resources, the employees are
more likely to withdraw and disengage
themselves from their roles.

For the purpose of this study, the socio-
technical systems theory will be adopted in
explaining the relationship between Quality
of Work life of Employees and
Organizational performance; though it is not
in any way to say that it is more superior 0
the other theory.

©MAUTECH  Publication Department of Management Technology Modibbo Adama University of Technology, Yola, Nigeria
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Mcethodology

The study employed the descriptive survey
design and thus made use of Primary Data.
A sample of 236 respondents was drawn
using the multi-stage sampling technique
where the stratified sampling technique was
adopted initially stratify the total population
Into two strata i.e. the top management level
and other staffs in the organization. The
Kumar Technique (1976) as used for the
stratum allocation giving a total sample of
I5 & 221 respondents from the top
management level and other staffs in the
organization respectively. Then, the simple
random sampling technique was used to
ensure that every member of the population
ve an equal chance of being selected into
th sample.

:I‘

Questionnaire was used as the instrument to
collect data from the respondents. The
Questionnaire was divided into two (2)
sections: Section A and Section B. Section
A consists of questions on the Socio-

emographic = charactenistics . of - the
respondents such as sex, age,
employment

working
duration of the
r:Spondean as well as the level of
educational qualification. Section B consists
tions on the research

arizbles that were used to elicit responses
to examine the impact of Quality of work-
1 emplovees on Organizational

category,

specific

life of

Test of Hypotheses

HO,: There is no significant impact of quality of work-life

effectiveness and efficiency.

—

performance. The questions were closeq.
ended questions and the \'ariublcq in the
Section B are measured on a 5 point | ikery's

Scale:  Strongly  Agree-5, Agreeq
Undecided-3, Disagree-2, and Slrongly
Disagree-1.
Descriptive
counts and percentages were used for e
analysis and interpretation of data gotten op
the rescarch questions while hypotheses
testing and analysis were carried out with

statistics such as  frequeney

linear regressions analysis and Pearson
Correlation analysis.

Hypotheses

HOy: There is no significant impact of

Quality of work-life of employees on
organizational effectiveness and efficiency.

HO:There is no significant influence of

Quality of Work life of Employees on
Organizational commitment.
HO:: There is no significant relationship

between QWL dimensions and turnover in
PZ Cussons Nigeria PLC.

‘Data Presentation and Analysis

In order to obtain an objective result on the
study, 236 questionnaires were administered
to the staffs of PZ Cussons Nigeria, PLC of

which 225 questionnaires were duly
completed and returned.

of employees on Organizational

Table 1: Model Summary
“-{C\..vl R R Squarc .‘\dJL‘.S‘Cd R Std. Ermr Ofthe
Square Estimate
1 475 226 213 677
C MAUTECH Fuddicatonm Dieparrmen: of Manapemeny Trfmw.'p(\ Modi b

b0 Adameg U
niversiry ,
v of Technology, Yola, Nigeria
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a. Predictors: (Constant), QWL of Employees.

Source: SPSS Print out (2018) Variables that will affect Organizational
The Model summary of Table 1 as shown effectiveness and efficiency asides Quality
above depicts a R?Value of 0.226. This of work life of employees® variables. This
implies  that  22.6%  variation  in implies that the regression model is useful
organizational efficiency is explained by for making predictions since the value of
quality of work life. Other 77.4% consists of R?is close to 1

Table2: ANOVAPY

Model Sum of Squares Df Mean Square F Sig.
| Regression 29.527 3 9.842 21.482 .000"

Residual 101.255 221 458

Total 130.782 224

a. Predictors: (Constant), Quality of Work life of Employees
b. Dependent Variable: Org. Effectiveness and Efficiency.

Source: SPSS Print out (2018) of Quality of work life of employees on
The ANOVA table is analyzed to see if any Organizational Effectiveness and
of the variables are significant. If the P-value Efficiency. This Implies that Highly
is greater than 0.05 then we accept the null Satisfactory Compensation Scheme alone
hypothesis. From the ANOVA table, the P- may not have a significant impact on
Value = 0.000 which is less than 0.05 that is Organizational Effectiveness and efficiency
the level of significance, then we reject the but when combined with Safety and health
null hypothesis and accept the alternative conditions will jointly impact
hypothesis i.e. there is a signiﬁczmt impact Organizational Effectiveness and efficiency.
Table 3: Cocfficients®
Model Unstandardized Standardized T Sig.
Coefficients CoefTicients
B Std. Error Bera
1 (Constant) 1.045 162 6.462 .000
Highly Satisfactory 19 053 136 2219 028
Compensation Scheme
High priority for the safety -.086 105 -.061 -.823 412
of workers ,
Good Safety and Health 519 .085 456 6.076 .000
Conditions

a. Dependent Variable: Organizational Effectivenes
© MAUTECH  Publication Department of Management Technology Modibbo Adama University of Technolcgy. Yola. Nigeria
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Source: SPSS Print out (2018)

The table 3 depicts a positive relationship
between Quality of work life of employees
on  Organization  Effectiveness ar?d
Efficiency. This means a unit increase l.n
Quality of Work life Variables (if
measurable in units) will give an increase in
the Organizational effectiveness and
efficiency. According to the results, the high
priority for the safety of workers could be
paid less attention to because it does not
have a positive impact on Organizational
effectiveness and efficiency but the other
Variables could be paid attention to i.e.
Highly Satisfactory Compensation Scheme
as well as good safety and health conditions
in the Organization since the have positive

impact on Organizational effectiveness and
elficiency.

Test of Hypothesis 11

HO2: There is no significant influence of

Organizational commitment.

However, when the independcm

Vanan

. Mgy
Organizational effectiveness ang effigje.

since the P-Value is 0.000 whic i less s,
the 0.05 level of significance This m:Q
that these are significant at 59, Signific,..

are combined they have a POsitive i

~
G

level.
Decision Rule: As a result of the OUteon
the null hypothesis is rejected on e b&ié
that the P-Value is less than 0.05. Then, g,
alternative hypothesis is accepted j e there
is a significant impact of Quality of Work
life of employees on Organizaiioy
effectiveness and efficiency. This agrees
with Lau (2000), Shyrkv and (2007) ang
Sev. et al (2016) Quality of work life is z
important  factor to  determine ith
effectiveness of organizations.

Quality of Work life of Employees o1

Table 4: Model Summary
Model | R R Square | Adjusted R |Std. Error of the
Square’ Estimate

a. Predictors: (Constant), QWL of Employees,

Source: SPSS Print out (2018)

The Model summary of Table 4 a5 shown
above depicts a R2Value of 0.068. This

implies  that  6.8% variation  of

Organizational commitment is explained
Quality of work-life. Other 93.2% consi

of Variables that will affect Organizatio®

) ) - ife ol
commitment asjdes Quality of work lif¢ U,
employees® variables. This is a very “'C.'.b.

model in making predictions since the K
far from 1.

Sts

Table 5: ANOVAY
Model Sum of Squares Df v B
1 Regression 19.639 'Zxx can Square F _q_'.%.;-/

Residual 267.40] 22) 540 410001
Total 287.040 224 1210
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’i
a. Predictors: (Constant), QWL of Employees.
b. Dependent Variable: Org.Com.

Source: SPSS Print out (2018)

The ANOVA table is analyzed to see if any
of the variables are significant. If the P-value
is greater than 0.05 then we accept the null
hypothesis. From the ANOVA table, the P-
Value = 0.001 which is less than 0.05 that is
the level of significance, and then we reject
the null hypothesis and accept the alternative
hypothesis ie. there is a significant
influence of Quality of work life of
employees on Organizational commitment.

Table 6: Coefficients®

s ISSN-2616-1060  Volume 1, Number 2 June 2019
: 9

This implies that employees’ full
participation in technical planning as a
single element of Quality of work life may
not significantly influence Organizational
commitment but when combined with
periodic  trainirg  and development
programmes for staff and fair attitude of
supervisors as well as equitable treatment
for employees will influence Organizational
commitment positively.

Model Unstandardized Standardized T Sig.
Coefficients Coefficients
B Std. Error Beta
1 (Constant) 2.894 313 9.237 | .000
Periodic training and 441 119 258 3.691 | .000
development programs for
self improvement. .
Employees’ full participation -316 119 -.187 -2.653 | .009
in technical planning. -
Fair attitude of Supervisors -.063 091 046 | -698 | .486
and Equitable treatment.

a. Dependent Variable: Org.com.

Source: SPSS Print out (2018)

The table 6 depicts a positive relationship
between quality of work life of employees
on Organization Commitment. This means

Quality of Work life Variables

an increase in
in the

will give a proportionate increase
Organizational Commitment. According to
the results, Full participation of employees
in technical planning, and fair attitude of
as equitable treatment

supervisors as well
positive

for employees do not have a
influence on Organizational commitment

but Periodic training and development
@ MAUTECH  Publication Department of Management Te

programmes for staff should be paid close
attention to since it has a positive influence
on Organizational commitment.

However, when the independent variables
are combined they have a positive impact on
Organizational effectiveness and efficiency
since the t-test coefficient is 9.2.37 and the
P-Value is 0.000 which is less than the 0.05
level of significance. This means that these
are significant at 5% significance level.

chnology Modibbo Adama University of Technology, Yola, Nigeria
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Decision Rule: As a result of the outcome,
the null hypothesis is rejected on the basis
that the P-Value is less than 0.05. Then, the
alternative hypothesis is accepted i.e. there
is a significant influence of Quality of Work
life of employees on Organizational
commitment. This is supported by the
findings of Sirgy et al. (2001) that the higher
an employee’s quality of work life, the more
positive his feelings about the organization

he works for ie his organizational
commitment,

& MAUTECH Publication l)rpuumrul of A’ull(l_l,'(l'll'lll Tc't'hnu’ug’\' A’U(Il[?bl) Adam U r Ll
! dama Unive, sity of Tech olo;
'V o 7 gV, Yola,

Jllne 2019

Comment on R%: The |oyw R?
0.226 and 0.068 of the aboye cmUes'ﬁf
regression tables are expecteq Sine icw
cross sectional data analysig .
supported by the findings of Arosay ._ls
Olowoyeye, & Oyeyemi (20] . Momm
R? is most important when we are dea ,
with predictions but since the fo‘mUlat:i
hypotheses are based on eXamining
IMPACT of independent variable o th;
dependent variable, the significance levelg
of the independent variables are enough ,
make the decision.
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110:: There is no significant relationship between QWL dimensions/constructs and employee

turnover in PZ Cussons Nigeria PLC. Table 7 :

Correlations

Wark life [Job enables| Organization | High Staying | One of
affects sufficient | contributes | premium| with the | the few
disposition | time with | towards the job  |organizati | senous
to home life|  family. | improvement |satisfacti] onasa  feonsegqoe
of the socicty, on matter of | nces of
necessity | of the
arganizat
jon 15 the
scarcity
of
avatlable
alternativ
cs.
Work life affects Pcarson Correlation 1 433" 356" 074 047 -.082
dlsposmon to home life QI{! (Z—I:HIC(” 000 000 267 AR7 219
N 225 225 225 225 225 225
Job enables sufficient time Pearson Correlation 433" 1 A28 119 =092 -.061
with family. Sig. (2-tailed) 000 000 075 170 365
N 225 225 225 225 225 225
Organization contributes Pearson Correlation 356" A28 1 2857 -.039 - 119
towards the improvement Sig. (2-tailed) 000 000 000 560 075
of the socicty. N 225 225 225 225 225 225
High premium job Pearson Correlation 074 119 285" 1 401 288"
satisfaction. Sig. (2-tailed) 267 075 000 000 000
N 225 225 225 225 225 225
Staying with the Pearson Correlation .047 -.092 -.039 4017 1 545"
organization as a matter of Sig. (2-tailed) 487 170 560 000 000
e N 225 225 225 225 225 225
One of the few serious Pearson Correlation -.082 -.061 - 119 288" 545" !
consequences of leaving Sig. (2-tailed) 219 365 075 009 000
the org:xmzauon. is the N 225 225 225 225 95 25
scarcity of available
alternatives.

Source: SPSS Print out (2018)
From table 7 above, 3 variables of Quality
of work life of employees i.e. (Work life
affects disposition to home life, job enables
sufficient time with family, Organization
contributes towards the improvement of the

society) were correlated against cach other

and a significant relationship can be seen to

OMAUTECH  Publication Department of Management Technology Madibbo A
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** Correlation is significant at the 0.01 level (2-tailed).

exist between the QWL dimensions. Also,

three (3) variables of employee turnover

were correlated and it can be seen that a

significant relationship exists between them.

[t can also be seen there is a significant

relationship between QWL Dimensions and

Employee
Organization

ge

turmover
contributes

only

towards

dama University of Technology. Yola, Nigeria
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mprovement of the soctety and whe give room for  quality Circleg
c'.‘.‘."p‘m)m*s have high premium job pmicipatf)r}' management  jp Ih.;
satisfaction since it is significant at 0.000 organization and  participation &
which is less than 0.01 that is the technical planning, this shows to

Sigmificance level. The relationship between
them is given as 28.3% which mmplies a
weak relationship between both Quality of
work life dimensions and the Employee
MOV,

Decision Rule: Since QWL Dimensions and
Employee umover are significant at 0.000
less than 0.01, the null hypothesis is rejected
and the altermative hypothesis is accepted.
This implies that there is a significant
relationship between QWL dimensions and
Emplovee Tumover. This agrees with the
findings of Anderson, Coffey & Byerly
(2005) that Quality of work-life has a
positive  relationship  with  employees’
intention to stay on their job, the higher the
quality of work life, the lesser the intention
to leave the organization.

Conclusions and Recommendations

Based on the findings of this study, the study

concluded that Quality of work life of

employees has a significant impact on

Organizational performance. Based on the

findings, the study recommended that:

i. Organizations should pay more attention
to giving employees’ satisfactory
compensation scheme which includes
salary, bonuses, incentive schemes etc,
give immediate opportunity for use and
development of human capacities and
encourage work & total life space for
their employees in order to ensure higher
organizational performance.

ii. Managers should sponsor training and
retraining  programmes,  seminars,

workshops  and

employees’ self-improvement, and also
O MAUTECH  Publication Department of Management Technol,

conferences  for

oy Modibbeo

employees that the organization Views
them as Intellectual assets without which
it will be impossible 1o achieve
Organizational goals and objectiveg
With these, employees will attach apg
commit themselves more 1o g,
organization and its higher performance.

iii. For organizations to increase employees’
satisfaction with 1s paramount 1o
retaining them, they should ensure job
redesigning and enrichment that
provides an interesting, stimulating and
more challenging work environment,
also there should be flexible work
schedules for employees, job security
for employees on their job, employees’
work life balance etc.
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