
M
.JO

SE
PH

SIR
G

Y
,D

A
V

ID
E

FR
A

T
Y

,PH
IL

L
IP

SIE
G

E
L

and
D

O
N

G
-JIN

L
E

E

A
N

E
W

M
E

A
SU

R
E

O
F

Q
U

A
L

IT
Y

O
F

W
O

R
K

L
IFE

(Q
W

L
)

B
A

SE
D

O
N

N
E

E
D

SA
T

ISFA
C

T
IO

N
A

N
D

SPIL
L

O
V

E
R

T
H

E
O

R
IE

S

(A
ccepted

14
F

ebruary,2001)

A
B

S
T

R
A

C
T.

A
new

m
easure

of
Q

W
L

w
as

developed
based

on
need

satisfaction
and

spillover
theories.T

he
m

easure
w

as
designed

to
capture

the
extentto

w
hich

the
w

ork
environm

ent,
job

requirem
ents,

supervisory
behavior,

and
ancillary

program
s

in
an

organization
are

perceived
to

m
eet

the
needs

of
an

em
ployee.

W
e

identifi
ed

seven
m

ajor
needs,each

having
severaldim

ensions.T
hese

are:(a)
health

and
safety

needs
(protection

from
illhealth

and
injury

atw
ork

and
outside

of
w

ork,and
enhancem

entof
good

health),(b)
econom

ic
and

fam
ily

needs
(pay,

job
security,

and
other

fam
ily

needs),
(c)

social
needs

(collegiality
at

w
ork

and
leisure

tim
e

off
w

ork),
(d)

esteem
needs

(recognition
and

appreciation
of

w
ork

w
ithin

the
organization

and
outside

the
organization),

(e)
actualization

needs
(realization

of
one’s

potential
w

ithin
the

organization
and

as
a

professional),
(f)

know
ledge

needs
(learning

to
enhance

job
and

professional
skills),

and
(g)

aesthetic
needs

(creativity
at

w
ork

as
w

ell
as

personal
creativity

and
general

aesthetics).
T

he
m

easure’s
convergent

and
discrim

inant
validities

w
ere

tested
and

the
data

provided
support

to
the

construct
validity

of
the

Q
W

L
m

easure.
Furtherm

ore,the
m

easure’s
nom

ological(predictive)
validity

w
as

tested
through

hypotheses
deduced

from
spillover

theory.T
hree

studies
w

ere
conducted

–
tw

o
studies

using
university

em
ployees

and
the

third
using

accounting
firm

s.
T

he
results

from
the

pooled
sam

ple
provided

supportfor
the

hypotheses
and

thus
lent

som
e

supportto
the

nom
ologicalvalidity

to
the

new
m

easure.

A
lthough

there
is

no
form

al
definition

of
quality

of
w

orking
life

(Q
W

L
),

industrial
psychologists

and
m

anagem
ent

scholars
agree

in
general

that
Q

W
L

is
a

construct
that

deals
w

ith
the

w
ell

being
of

em
ployees,

and
that

Q
W

L
differs

from
job

satisfaction
(e.g.,

C
ham

poux,1981;D
avis

and
C

herns,1975;E
fraty

and
Sirgy,1988;

H
ackm

an
and

Suttle,
1977;

K
abanoff,

1980;
K

ahn,
1981;

L
aw

ler,
1982;

N
ear

et
al.,

1980;
Q

uinn
and

Shephard,
1974;

Q
uinn

and
Staines,

1979;
Staines,

1980).
Q

W
L

differs
from

job
satisfaction

in
that

job
satisfaction

is
construed

as
one

of
m

any
outcom

es
of

Q
W

L
.Q

W
L

does
not

only
affect

job
satisfaction

but
also

satisfac-
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R

esearch
55:

241–302,2001.
©

2001
K

luw
er

A
cadem

ic
P

ublishers.
P

rinted
in

the
N

etherlands.



242
M

.JO
SE

PH
SIR

G
Y

E
T

A
L

.

tion
in

other
life

dom
ains

such
as

fam
ily

life,leisure
life,sociallife,

financiallife,and
so

on.T
herefore,the

focus
of

Q
W

L
is

beyond
job

satisfaction.
It

involves
the

effect
of

the
w

orkplace
on

satisfaction
w

ith
the

job,
satisfaction

in
non-w

ork
life

dom
ains,

and
satisfac-

tion
w

ith
overalllife,personalhappiness,and

subjective
w

ellbeing.
For

exam
ple,

D
anna

and
G

riffin
(1999)

view
Q

W
L

as
a

hierarchy
of

concepts
that

includes
life

satisfaction
(top

of
the

hierarchy),
job

satisfaction
(m

iddle
of

the
hierarchy),

and
w

ork-specific
facet

satisfaction
such

as
satisfaction

w
ith

pay,
co-w

orkers,
supervisor,

am
ong

others.
In

this
paper,

w
e

define
Q

W
L

as
em

ployee
satis-

faction
w

ith
a

variety
of

needs
through

resources,
activities,

and
outcom

es
stem

m
ing

from
participation

in
the

w
orkplace.T

hus,need
satisfaction

resulting
from

w
orkplace

experiences
contributes

to
job

satisfaction
and

satisfaction
in

otherlife
dom

ains.Satisfaction
in

the
m

ajor
life

dom
ains

(e.g.,
w

ork
life,

fam
ily

life,
hom

e
life,

leisure
life)

contributes
directly

to
satisfaction

w
ith

overalllife.
W

hy
is

quality-of-w
ork-life

(Q
W

L
)

im
portant?

T
here

is
som

e
evidence

show
ing

thata
happy

em
ployee

is
a

productive
em

ployee;
a

happy
em

ployee
is

a
dedicated

and
loyal

em
ployee

(e.g.,
G

reen-
haus

et
al.,

1987).
M

uch
research

has
show

n
that

Q
W

L
m

ay
have

a
significant

im
pact

on
em

ployee
behavioral

responses,
such

as
organizational

identification,
job

satisfaction,
job

involvem
ent,job

effort,
job

perform
ance,

intention
to

quit,
organizational

turnover,
personal

alienation
(e.g.,

C
arter

et
al.,

1990;
E

fraty
and

Sirgy,
1990;

E
fraty

et
al.,1991;

L
ew

ellyn
and

W
ibker,1990).D

anna
and

G
riffin

(1999),in
a

recent
review

and
synthesis

of
the

literature
on

health
and

w
ell

being
in

the
w

orkplace,
provided

m
uch

evidence
for

the
consequences

of
low

levels
of

health
and

w
ell-being.T

hese
include

absenteeism
,

reduced
productivity

and
efficiency,

reduced
productand

service
quality,high

com
pensation

claim
s,costly

health
insurance,and

directm
edicalexpenses. 1

T
here

are
tw

o
dom

inant
theoretical

approaches
in

the
Q

W
L

literature,
nam

ely
need

satisfaction
and

spillover
(see

L
oscoco

and
R

oschelle,
1991,

for
an

excellent
review

of
the

Q
W

L
litera-

ture).
O

ur
m

easure
of

Q
W

L
is

based
on

these
tw

o
theoretical

perspectives.
T

he
need

satisfaction
approach

to
Q

W
L

is
based

on
need-satisfaction

m
odels

developed
by

M
aslow

(1954),M
cC

lelland
(1961),

H
erzberg

(1966),
and

A
lderfer

(1972).
T

he
basic

tenet
of
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this
approach

to
Q

W
L

is
that

people
have

basic
needs

they
seek

to
fulfill

through
w

ork.
E

m
ployees

derive
satisfaction

from
their

jobs
to

the
extent

that
their

jobs
m

eet
these

needs.
For

exam
ple,

Porter
(1961)

developed
a

Q
W

L
m

easure
to

gauge
need

satisfaction
in

an
organizational

context.
Porter’s

N
eed

Satisfaction
Q

uestion-
naire

(N
SQ

)
w

as
used

to
assess

(a)
the

level
of

em
ployee

needs
thatare

pursued
on

the
job,(b)

the
levelof

organizationalresources
relevant

to
the

needs
experienced

by
the

em
ployee,

and
(c)

the
congruence

betw
een

a
person’s

needs
and

organizational
resources

–
w

ith
greater

congruence
reflecting

increased
need

fulfillm
ent

by
the

organization.Four
need

categories,including
seven

needs
based

on
M

aslow
’s

hierarchy
w

ere
covered

by
the

N
SQ

m
easure.

T
hese

are:

•
Survivalneeds:

•
Security

needs,and
•

Pay.

•
Socialneeds:

•
N

eed
of

interpersonalinteractions
friendships,and

•
N

eed
form

em
bership

and
being-in-the-know

in
a

significant
socialgroup.

•
E

go
needs:

•
N

eed
for

self-esteem
,and

•
N

eed
for

autonom
y.

•
Self-actualization

needs.

U
sing

security
needs

as
an

exam
ple,

respondents
are

asked:
“T

he
feeling

of
security

in
m

y
position:

(a)
H

ow
m

uch
is

there
now

?
A

nd
(b)

how
m

uch
should

there?”
T

he
response

scale
is

a
7-point

scale
varying

from
“m

inim
um

”
(1)

to
“m

axim
um

”
(7).

T
he

rating
of

the
first

of
the

tw
o

questions
yields

a
m

easure
of

perceived
organizationalresources,w

hile
rating

of
the

second
question

yields
a

m
easure

of
need

level.
T

he
possible

scores
of

organizational
resources

and
needs

range
from

1
to

7
forthe

security
need,the

need
for

pay,and
the

need
for

being-in-the-know
,allof

w
hich

are
repres-

ented
by

one
item

each.
T

he
need

for
interpersonal

interactions
and

friendships
are

represented
by

tw
o

item
s,self-esteem

and
self-

actualization
are

represented
by

three
item

s
each,

and
the

need
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for
autonom

y
is

represented
by

four
item

s.
N

eed
satisfaction

(an
index

of
congruence

betw
een

organizationalresources
and

personal
needs)

is
derived

by
taking

the
absolute

difference
betw

een
“is”

(organizational
resources)

and
“should”

(need)
scores.

T
he

nom
o-

logical(predictive)
validity

of
this

m
easure

w
as

established
by

H
all

et
al.(1970)

(cf.C
ohen

et
al.,1997;G

olem
biew

skiand
Sun,1988,

1989,1990).
T

he
spillover

approach
to

Q
W

L
posits

that
satisfaction

in
one

area
of

life
m

ay
influence

satisfaction
in

another.
For

exam
ple,

satisfaction
w

ith
one’s

job
m

ay
influence

satisfaction
in

other
life

dom
ains

such
as

fam
ily,leisure,

social,
health,

financial,
etc.

(e.g.,
A

ndrisani
and

Shapiro,
1978;

B
rom

et
et

al.,
1990;

C
rohan

et
al.,

1989;
C

router,
1984;

G
eorge

and
B

rief,
1990;

K
abanoff,

1980;
K

avanagh
and

H
alpern,

1977;
L

eiter
and

D
urup,

1996;
L

evitin
and

Q
uinn,1974;

L
oscocco,

1989;
O

rpen,
1978;

R
ice

et
al.,1980;

Schm
itt

and
B

edian,
1982;

Schm
itt

and
M

ellon,
1980;

Staines,
1980;

Steiner
and

T
ruxillo,

1989).
T

here
is

horizontal
spillover

and
verticalspillover.H

orizontalspillover
is

the
influence

of
affect

in
one

life
dom

ain
on

a
neighboring

dom
ain.

For
exam

ple,
job

satisfaction
m

ay
influence

feelings
of

satisfaction
in

the
fam

ily
life

dom
ain,

and
vice

versa.
To

understand
the

concept
of

vertical
spillover,w

e
need

to
firstunderstand

the
notion

ofdom
ain

hierarchy.
L

ife
dom

ains
(job,

fam
ily,

leisure,
com

m
unity,

etc.)
are

organized
hierarchically

in
people’s

m
inds.

A
t

the
top

of
the

hierarchy
is

the
m

ost
superordinate

dom
ain,

nam
ely

overall
life.

Feelings
in

this
m

ost
superordinate

dom
ain

reflect
w

hat
quality-of-life

(Q
O

L
)

researchers
call

life
satisfaction,

personal
happiness,

or
subjective

w
ell

being.
Subordinate

to
the

m
ost

superordinate
life

dom
ain

are
the

m
ajor

life
dom

ains
such

as
fam

ily,job,leisure,com
m

unity,and
so

on.
Satisfaction/dissatisfaction

w
ithin

each
of

these
m

ajor
life

dom
ains

“spills
over”

to
the

m
ost

superordinate
dom

ain,
thus

affecting
life

satisfaction.
For

exam
ple,

satisfaction
in

the
job

dom
ain

spills
over

vertically
(bottom

-up)
affecting

life
satisfaction.

T
his

is
verticalbottom

-up
spillover,w

hich
is

differentfrom
vertical

top-dow
n

spillover.
T

he
latter

concept
refers

to
the

influence
of

life
satisfaction

on
a

particular
life

dom
ain

(e.g.,
job

satisfaction).
R

elated
to

the
concepts

ofspilloverare
the

concepts
ofsegm

entation
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and
com

pensation.
Segm

entation
is

the
opposite

of
spillover.

T
hat

is,
the

individual
chooses

to
block

any
spillover,

thus
segm

enting
affectin

thatlife
dom

ain
(W

ilensky,1960).For
exam

ple,ifa
person

feels
dissatisfied

w
ith

his
job,

he
m

ay
segm

ent
his

negative
feel-

ings
w

ithin
the

job
dom

ain,
thus

preventing
these

feelings
from

affecting
other

aspects
of

his
personal

life.
C

om
pensation

refers
to

the
balance

of
affectbetw

een/am
ong

the
life

dom
ains.If

the
person

is
dissatisfied

in
one

life
dom

ain,
he

m
ay

choose
to

overcom
e

this
dissatisfaction

by
engaging

in
enjoyable

activities
in

another
life

dom
ain,

thus
ensuring

satisfaction.
T

herefore,
the

satisfaction
in

one
dom

ain
“com

pensates”
for

the
dissatisfaction

in
another.

For
exam

ple,
if

a
person

is
highly

dissatisfied
w

ith
his

job,
he

m
ay

choose
to

becom
e

m
ore

involved
in

church
activities

and
derive

pleasure
from

those
activities.

D
oing

so
overcom

es
the

deficiency
in

satisfaction
experienced

in
the

w
ork

dom
ain.

T
he

purpose
of

this
paper

is
to

report
on

the
developm

ent
of

a
new

m
easure

of
Q

W
L

based
on

both
need

satisfaction
and

spillover
theories.

T
he

new
m

easure
builds

on
Porter’s

(1961)
N

eed
Satis-

faction
Q

uestionnaire
(N

SQ
)

in
the

w
ay

it
em

ploys
a

com
parable

taxonom
y

of
needs

in
an

organizational
context.

W
e

believe
our

new
m

easure
is

significantly
better

than
Porter’s

N
SQ

on
several

grounds.F
irst,the

m
easure

does
not

only
capture

need
satisfaction

per
se

butalso
em

ployees’
perceptions

of
organizationalsources

of
need

satisfaction
stem

m
ing

from
the

w
ork

environm
ent,job

require-
m

ents,
supervisory

behavior,
and

ancillary
program

s.
T

hus,
our

m
easure

m
ay

have
better

diagnostic
value

for
m

anagem
ent

action.
M

anagers
can

adm
inister

this
m

easure
to

their
em

ployees
(through

a
confidentialand

anonym
ous

survey),and
the

survey
results

should
reveal

strategic
gaps

in
the

organization’s
w

ork
environm

ent,
job

requirem
ents,supervisory

behavior,and
ancillary

program
s.

Second,
the

validity
of

our
m

easure
is

not
only

tested
through

traditionaltests
of

convergence
and

discrim
ination

validity
butalso

tested
through

specific
hypotheses

logically
deduced

from
spillover

theory
and

to
a

lesser
extentneed

satisfaction
theory.W

e
are

aw
are

that
need-based

theories
of

Q
W

L
have

been
criticized

in
relation

to
the

need
prepotency

notion,
i.e.,

the
assum

ption
that

low
er-

order
needs

have
a

stronger
prepotency

than
higher-order

needs
(e.g.,O

’B
rien,1986;R

oberts
and

G
lick,1981;Salanick

and
Pfeffer,
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1977).Itshould
be

noted
thatour

Q
W

L
m

easure
is

partly
based

on
M

aslow
’s

taxonom
y

of
needs,nothis

notion
of

need
prepotency.

T
hird,ourm

easure
does

notrely
on

com
puting

a
difference

score
betw

een
“actual

states”
and

“need
levels.”

Such
difference

scores
have

been
criticized

by
m

any
m

ethodologists
(e.g.,

B
erger-G

ross,
1982;

C
ronbach

and
Furby,

1970;
Johns,

1981;
Peter,

C
hurchill

and
B

row
n,

1993;
W

all
and

Payne,
1973).

In
particular,

m
easures

based
on

difference
scores

have
been

criticized
as

being
potentially

unreliable,
having

system
atic

correlations
w

ith
their

com
ponents,

having
spurious

correlations
w

ith
other

variables,having
question-

able
constructvalidity,and

restricting
variance.

T
H

E
Q

W
L

M
E

A
S

U
R

E

T
he

basic
prem

ise
of

our
Q

W
L

construct
and

m
easure

is
that

w
orkers

bring
a

cluster
of

their
needs

to
their

em
ploying

organi-
zation

and
are

likely
to

enjoy
a

sense
of

Q
W

L
to

the
extent

that
these

needs
are

satisfied
through

w
ork

in
thatorganization.Specific-

ally,w
e

conceptualize
Q

W
L

in
term

s
of

satisfaction
of

seven
needs.

M
athem

atically
stated,

Q
W

L=
N

S
hs +

N
S

ef +
N

S
s +

N
S

t +
N

S
a +

N
S

k +
N

S
cs

w
hereN

S
hs

=
satisfaction

of
health

and
safety

needs
w

hich
involves

three
need

dim
ensions:

•
Protection

from
ill

health
and

injury
at

w
ork,

i.e.,
safety

at
w

ork;
•

Protection
from

illhealth
and

injury
outside

ofw
ork,i.e.,job-

related
health

benefits;
•

E
nhancem

entof
good

health,i.e.,encouragem
entatw

ork
of

preventative
m

easures
of

health
care;

N
S

ef
=

satisfaction
of

econom
ic

and
fam

ily
needs

w
hich

involves
three

need
dim

ensions:

•
Pay,i.e.,adequate

w
ages;

•
Job

security,i.e.,feeling
secure

know
ing

thatone
is

notlikely
to

getlaid
off;
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•
O

ther
fam

ily
needs;

i.e.,
having

enough
tim

e
from

w
ork

to
attend

to
fam

ily
needs;

N
S

s
=

satisfaction
of

social
needs

w
hich

involves
tw

o
dim

en-
sions:

•
C

ollegiality
atw

ork,i.e.,positive
socialinteractions

atw
ork;

•
L

eisure
tim

e
off

w
ork,i.e.,having

enough
tim

e
from

w
ork

to
relax

and
experience

leisure;

N
S

t
=

satisfaction
of

esteem
needs

w
hich

involves
tw

o
dim

en-
sions

•
R

ecognition
and

appreciation
of

one’s
w

ork
w

ithin
the

organization,
i.e.,

recognition
and

aw
ards

for
doing

a
good

job
atw

ork;
•

R
ecognition

and
appreciation

of
one’s

w
ork

outside
the

organization,
i.e.,

recognition
and

aw
ards

by
the

local
com

m
unity

and/or
professional

associations
for

w
ork

done
w

ithin
the

organization
or

on
behalf

of
the

organization;

N
sa

=
satisfaction

of
actualization

needs
w

hich
involves

tw
o

dim
ensions:

•
R

ealization
ofone’s

potentialw
ithin

the
organization,i.e.,job

is
perceived

to
allow

recognition
of

potential;
•

R
ealization

of
one’s

potential
as

a
professional,

i.e.,
job

is
perceived

to
allow

the
person

to
becom

e
an

expert
in

his
or

her
field

of
expertise;

N
S

k
=

satisfaction
of

know
ledge

needs
w

hich
involves

tw
o

dim
ensions:

•
L

earning
to

enhance
job

skills,i.e.,perceives
opportunities

to
learn

to
do

the
job

better;
•

L
earning

to
enhance

professionalskills,i.e.,perceives
oppor-

tunities
to

learn
to

becom
e

an
expertin

one’s
field;

N
S

cs
=

satisfaction
of

aesthetics
needs

w
hich

involves
tw

o
dim

ensions:

•
C

reativity
atw

ork,i.e.,perceives
opportunities

to
be

creative
in

solving
job-related

problem
s;

•
Personal

creativity
and

general
aesthetics,

i.e.,
perceives

opportunities
atw

ork
to

allow
personaldevelopm

entof
one’s

sense
of

aesthetics
and

creative
expression.
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T
he

need
satisfaction

m
easure

consists
of

16
item

s
relating

to
the

16
need

satisfaction
dim

ensions
of

the
seven

needs
–

one
item

for
each

dim
ension.

T
he

idea
of

m
ultiple

indicators
w

as
ruled

out
because

of
the

greatnum
ber

of
constructs

and
dim

ensions
tapped

in
the

questionnaire
and

the
possible

response
bias

thatm
ay

resultfrom
lengthy

questionnaires.Subjects
are

asked
to

respond
to

each
item

by
checking

a
7-point

scale
ranging

from
“V

ery
U

ntrue”
to

“V
ery

T
rue”

(see
A

ppendix
1

for
the

dim
ensions

and
the

indicators).
N

ote
thatQ

W
L

is
conceptualized

as
a

sum
m

ation
of

satisfaction
of

various
needs.

W
e

assum
e

that
each

of
the

16
need-satisfaction

dim
ensions

contributes
som

ething
unique

and
distinctive

to
the

conceptual
dom

ain
of

the
Q

W
L

construct.
N

ote
that

w
e

do
not

assum
e

thatcertain
need

dim
ensions

vary
in

prepotency.(O
fcourse,

there
are

likely
to

be
individual

differences
in

prepotency
am

ong
the

16
need

dim
ensions.Future

research
m

ay
study

w
hatindividual

difference
variables

accountforvariations
in

the
im

portance
ofthese

need
dim

ensions.).T
herefore,w

e
use

a
sum

m
ation

index
to

capture
need

satisfaction
across

all16
need

dim
ensions.

Testing
the

C
onstructValidity

ofthe
Q

W
L

M
easure

Testing
the

factor
structure

of
the

Q
W

L
m

easure
is

an
effective

m
ethod

of
dem

onstrating
constructvalidity.T

he
Q

W
L

m
easure

has
16

item
s

reflecting
7

different
needs.

A
second-order

confirm
atory

factoranalysis
can

be
used

to
testthe

factorstructure
ofthe

m
easure.

C
onstructvalidation

can
be

dem
onstrated

w
ith

results
show

ing
that

16
observed

item
s

arise
from

seven
first-order

factors
(reflecting

seven
differentneeds)

and
these

seven
first-order

factors
arise

from
a

single
second-order

factor
(Q

W
L

).

Testing
the

N
om

ological(P
redictive)

Validity
ofthe

Q
W

L
M

easure

To
provide

nom
ologicalvalidation

of
our

Q
W

L
m

easure
(based

on
our

conceptualization
of

Q
W

L
as

em
ployee

satisfaction
of

seven
m

ajor
needs

w
ith

each
m

ajor
need

divided
into

several
dim

ensions
of

needs),w
e

hypothesized
antecedents

and
consequences

of
Q

W
L

(see
Figure

1).

H
ypothesis

1
and

1a
(T

he
P

redictive
E

ffects
ofthe

N
eed

Satisfaction
w

ith
the

W
ork

E
nvironm

ent,
Job

R
equirem

ents,
Supervisory

B
eha-
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F
igure

1.
A

ntecedents
and

C
onsequences

of
Q

W
L

.

vior,and
A

ncillary
P

rogram
s

on
E

m
ployee’s

O
verall

W
ork-R

elated
N

eed
Satisfaction):T

he
hypothesized

antecedents
are

(a)
need

satis-
faction

w
ith

the
w

ork
environm

ent,
(b)

need
satisfaction

w
ith

job
requirem

ents,
(b)

need
satisfaction

w
ith

supervisory
behavior,

and
(d)

need
satisfaction

w
ith

ancillary
program

s.
In

other
w

ords,
the

m
ore

em
ployees

perceive
that

the
w

ork
environm

ent,
job

require-
m

ents,
supervisory

behavior,
and

ancillary
program

s
m

eet
their

needs,
the

m
ore

likely
they

w
ould

experience
high

need
satisfac-

tion
(H

ypothesis
1

or
H

1).T
hese

four
dim

ensions
of

organizational
sources

of
need

satisfaction
are

partially
derived

from
a

review
of

the
literature

on
w

ork
and

em
otional

w
ell

being
(L

oscocco
and

R
oschelle,1991).

B
ut

m
ore

specifically,
w

e
hypothesize

that
satisfaction

of
a

particular
need

is
directly

related
to

perceived
aspects

of
the

w
ork

environm
ent,job

requirem
ents,supervisory

behavior,and
ancillary

program
s

thataddress
thatneed

(H
ypothesis

1a).Forexam
ple,satis-

faction
of

health
and

safety
needs

(the
need

for
protection

from
ill
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health
and

injury)
is

im
pacted

by
one’s

w
ork

environm
ent

(e.g.,
sanitary

condition
and

accident
rate

at
w

ork),
job

requirem
ents,

(e.g.,
the

health
and

safety
effects

of
the

physical
dem

ands
of

the
job),and

supervisory
behavior

(e.g.,supervisor
protects

em
ployees

from
job-related

injuries
and

related
health

hazards
at

w
ork),

and
ancillary

program
s

(e.g.,
placem

ent
of

signs
in

the
w

ork
place

alerting
them

and
w

arning
them

of
potentialhealth

hazards).
In

relation
to

need
satisfaction

through
the

w
ork

environ-
m

ent,
studies

have
show

n
that

factors
such

as
physical

and
social

w
ork

environm
ent

affect
em

ployees’
em

otional
w

ell
being

(e.g.,
C

um
m

ings
and

M
alloy,1977;G

laser,1980;L
aw

ler,1986;Sheppard
and

H
errick,1972;

Sim
m

ons
and

M
ares,1985;

Susm
an

1976).For
exam

ple,
noisy

and
noxious

w
ork

sites
cause

em
otional

distress
(e.g.,

K
ahn,

1981;
M

enaghan
and

M
erves,

1984).
Furtherm

ore,
socialsupportfrom

co-w
orkers

influence
em

ployees’
m

entalhealth
(e.g.,

C
aplan

et
al.,

1980;
L

oscocco
and

Spitze,
1990;

L
ow

e
and

N
orthcott,1988).
W

ith
respect

to
the

Q
W

L
determ

inant
of

need
satisfaction

through
job

requirem
ents,

one
can

argue
that

the
various

needs
of

em
ployees

are
easily

frustrated
w

hen
job

dem
ands

are
too

great
(L

oscocco
and

R
oschelle,1990).Studies

have
show

n
thatexcessive

w
orkloads,

forced
overtim

e,
and

am
biguous

or
conflicting

role
dem

ands
cause

em
otional

distress
(e.g.,

B
acharach

et
al.,

1990;
C

aplan
et

al.,
1980;

H
ouse

et
al.,

1979;
M

enaghan
and

M
erves,

1984).
Studies

also
have

show
n

that
factors

such
as

job
rew

ards,
substantive

com
plexity,

challenge,
autonom

y,
and

m
eaningfulness

of
w

ork
affectem

otionalw
ellbeing

(e.g.,A
delm

ann,1987;C
aplan

et
al.,1980;

C
um

m
ings

and
M

alloy
1977;

L
aw

ler
1986;

L
ow

e
and

N
orthcott,1988;L

oscocco
and

Spitze,1990;Sheppard
and

H
errick,

1972;
Sim

m
ons

and
M

ares,
1985;

Susm
an,

1976).
For

exam
ple,

a
study

by
M

cFarlin
and

R
ice

(1991)
has

dem
onstrated

thatjob
facets

(e.g.,
opportunity

to
take

action,
freedom

to
do

w
ork

ow
n

w
ay,

learning
opportunities,

opportunity
to

suggest
w

ork
procedures,

involvem
ent

in
the

solution
of

w
ork

problem
s,

perform
ance

feed-
back,and

contactw
ith

clientorcustom
er)contribute

significantly
to

job
satisfaction

(cf.R
ice

et
al.,1991).Team

w
ork,as

a
job

require-
m

ent,has
been

argued
to

enhance
both

Q
W

L
and

job
perform

ance
(e.g.,N

adan
and

N
adan,1995;Q

vale
and

H
anssen-B

auer,1990).
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W
ith

respect
to

need
satisfaction

through
supervisory

behavior,
studies

have
show

n
that

supervisory
behavior

affect
em

ployees’
em

otionalw
ellbeing

(e.g.,C
aplan

etal.,1980;L
oscocco

and
Spitze,

1990;
L

ow
e

and
N

orthcott,1988).For
exam

ple,Teas,
W

acker
and

H
ughes

(1979)
conducted

a
study

in
w

hich
salespeople’s

need
fulfillm

ent
w

as
directly

related
to

perform
ance

feedback.
T

hat
is,

higher
levels

of
perform

ance
feedback

leads
to

higher
levels

of
job

satisfaction
and

Q
W

L
.

T
he

study
also

found
that

participa-
tion

in
decision

m
aking

and
role

clarity
contributes

positively
and

significantly
to

Q
W

L
.

W
ith

respect
to

need
satisfaction

through
ancillary

program
s,

one
can

argue
that

there
are

m
any

ancillary
program

s
designed

to
enhance

Q
W

L
.C

om
m

on
program

s
are

those
that

m
anipulate

w
ork

arrangem
ents

such
as

full-tim
e

w
ork-at-hom

e,
part-tim

e
w

ork-at-
hom

e,flextim
e,com

pressed
w

ork
w

eek,and
regular

w
ork

arrange-
m

ents
(e.g.,D

uxbury
and

H
aines

1990,1991;
R

onen,1981).O
ther

ancillary
program

s
include

safety
im

provem
ent

program
s

(e.g.,
C

ooperand
D

avis,1997),program
s

dealing
w

ith
alcoholabuse

(e.g.,
T

se
and

Jackson,1990).

H
ypothesis

2
(T

he
P

redictive
E

ffect
of

Q
W

L
on

O
rganizational

C
om

m
itm

ent):
T

he
concept

of
organizational

com
m

itm
entis

based
on

the
assum

ption
that

com
m

itm
ent

is
com

prised
of

three
factors:

(a)
a

strong
belief

and
acceptance

of
the

organizational
goals

and
values;(b)

a
readiness

to
exerteffort

on
behalf

of
the

organization;
and

(c)
a

strong
desire

to
rem

ain
a

m
em

ber
of

the
organization

(Porter
et

al.,
1974;

M
ow

day
et

al.,
1979).

E
xtensive

review
s

of
the

literature
on

the
concept

of
organizational

com
m

itm
ent

(e.g.,
M

ow
day

et
al.,

1982)
dem

onstrate
that

organizational
com

m
it-

m
ent

is
related

to
high

job
perform

ance
(e.g.,

M
ow

day
et

al.,
1974),overallorganizational

effectiveness
(e.g.,Steers,1977),low

em
ployee

turnover
(e.g.,Porter

et
al.,1974),and

high
job

satisfac-
tion

(e.g.,A
ranaya

et
al.,1982;A

ranya
and

Ferris,1984;
L

achm
an

and
A

ranya,1986).
B

ased
on

the
literature,

w
e

hypothesized
em

ployee
need

satis-
faction

enhances
the

likelihood
of

organizational
com

m
itm

ent
(see

Figure
1).W

e
reasoned

that
a

w
orker

w
ho

enjoys
a

sense
of

Q
W

L
(i.e.,need

satisfaction)
via

her/his
em

ploying
organization

is
likely

to
feel

positive
about

the
organization,

and
this

positive
attitude

is
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likely
to

result
in

com
m

itm
entto

the
organization.T

hus,w
e

hypo-
thesize

thatQ
W

L
is

positively
related

to
organizationalcom

m
itm

ent
(H

ypothesis
2

or
H

2).

H
ypothesis

3
(T

he
P

redictive
E

ffect
of

Q
W

L
on

Job
Satisfaction):

O
ne

can
easily

argue
thatQ

W
L

affects
job

satisfaction
(e.g.,D

anna
and

G
riffin,1999;H

alletal.,1970;Porter,1961).E
m

ployees
w

hose
Q

W
L

is
high

are
likely

to
feel

satisfied
w

ith
their

jobs.T
hat

is,the
individual

w
ho

experiences
a

higher
level

of
need

satisfaction
is

likely
to

experience
a

higher
levelof

job
satisfaction.W

hy?
T

his
is

because
based

on
the

theoreticallogic
ofspillovertheory

(W
ilensky,

1960),affectis
com

partm
entalized

in
a

variety
of

life
dom

ains,e.g.,
fam

ily
life,

leisure
life,

com
m

unity
life,

and
w

ork
life.

T
he

w
ork

life
dom

ain
is

considered
to

be
a

psychological
space

in
w

hich
all

affective
experiences

related
to

w
ork

are
stored

in
thatpsychological

space.
A

ffective
experiences

in
the

w
ork

life
dom

ain
stem

from
satisfaction

of
the

em
ployee’s

needs
as

m
anifested

at
w

ork.
T

hus,
the

extentto
w

hich
a

person’s
needs

are
satisfied

atw
ork,the

greater
the

overall
satisfaction

w
ith

the
job,i.e.,job

satisfaction.B
ased

on
thatlogic,w

e
hypothesize

thatQ
W

L
is

a
predictorofjob

satisfaction
(H

ypothesis
3

or
H

3).

H
ypothesis

4
and

4a
(T

he
P

redictive
E

ffect
of

Q
W

L
on

Satis-
faction

in
N

on-w
ork

L
ife

D
om

ains):
Q

W
L

does
not

only
affect

job
satisfaction

but
also

satisfaction
in

other
life

dom
ains

such
as

leisure,
fam

ily,
financial,

health,
education,

friendships,
neigh-

borhood,com
m

unity,spiritual,environm
ent,housing,cultural,and

socialstatus
(H

ypothesis
4

orH
4).T

his
is

because
satisfaction

from
one

life
dom

ain
tends

to
spillover

to
other

life
dom

ains
(W

ilensky,
1960).

A
s

described
earlier,

this
phenom

enon
is

know
n

as
“hori-

zontal
spillover”

(in
contrast

to
“vertical

spillover”).
H

orizontal
spillover

refers
to

the
notion

that
feelings

of
satisfaction

in
one

life
dom

ain
(e.g.,w

ork
life)

affect
the

satisfaction
of

another
(e.g.,

fam
ily

life).V
erticalspillover,on

the
other

hand,refers
to

the
influ-

ence
of

satisfaction
in

certain
life

dom
ains

on
one’s

overall
assess-

m
ent

of
life

in
general

(the
m

ost
superordinate

life
dom

ain).
T

his
particular

type
of

spillover
is

referred
to

as
“bottom

-up
spillover.”

In
contrast,

there
is

“top-dow
n

spillover”
in

w
hich

feelings
of

life
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satisfaction/dissatisfaction
influences

satisfaction/dissatisfaction
in

particular
life

dom
ains

such
as

fam
ily,job,health,leisure,and

so
on

(see
Figure

1).
Furtherm

ore,one
can

argue
thatm

eeting
em

ployee
needs

through
w

ork
overlaps

significantly
w

ith
other

life
dom

ains.
H

ence,
satis-

faction
in

a
particular

life
dom

ain
(e.g.,

fam
ily

life)
is

directly
influenced

by
Q

W
L

because
the

w
ork

dom
ain

plays
a

direct
role

in
satisfying

needs
pertaining

to
that

life
dom

ain.
For

exam
ple,

consider
the

social
needs

satisfied
through

w
ork.

T
he

life
dom

ain
of

friendship
overlaps

significantly
w

ith
friendships

at
w

ork
and

outside
of

w
ork.Satisfaction

of
the

socialneeds
atw

ork
thus

should
m

ake
a

significantcontribution
to

overallsatisfaction
feltin

relation
to

friendships
atlarge.

B
ased

on
this

logic,
w

e
hypothesize

that
satisfaction

of
health

and
safety

needs
at

w
ork

contributes
positively

to
satisfaction

in
tw

o
prim

ary
life

dom
ains

–
health

and
job;satisfaction

of
econom

ic
and

fam
ily

needs
at

w
ork

contributes
positively

to
satisfaction

in
three

prim
ary

life
dom

ains
–

fam
ily,finances,

and
job;

satisfaction
of

socialneeds
atw

ork
contributes

positively
to

satisfaction
in

three
prim

ary
life

dom
ains

–
leisure,

friendships,
and

job;
satisfaction

of
esteem

needs
at

w
ork

contributes
positively

to
satisfaction

in
tw

o
prim

ary
life

dom
ains

–
social

status
and

job;
satisfaction

of
actualization

needs
at

w
ork

contributes
positively

to
satisfaction

in
the

spiritual
and

job
life

dom
ains;

satisfaction
of

know
ledge

needs
at

w
ork

contributes
positively

to
satisfaction

in
tw

o
prim

ary
life

dom
ains

–
education

and
job;

and
satisfaction

of
aesthetics

needs
at

w
ork

contributes
positively

to
satisfaction

in
four

prim
ary

life
dom

ains
–

culture,
com

m
unity,

the
environm

ent,
and

job
(H

ypo-
thesis

4a
or

H
4a).

H
ypothesis

5
(T

he
E

ffect
of

Q
W

L
on

L
ife

Satisfaction
through

the
M

ediation
of

Job
Satisfaction

and
Satisfaction

in
the

Various
L

ife
D

om
ains):

T
he

spillover
concept

suggests
a

positive
relationship

betw
een

w
ork

and
non-w

ork
experiences

im
plying

that
job

satis-
faction

or
dissatisfaction

is
generalized

(spills
over)

to
other

life
dom

ains
(spillovereffect),thus

affecting
life

satisfaction
or

dissatis-
faction.C

onversely,one’s
overall

life
satisfaction

or
dissatisfaction

spills
over

to
job

satisfaction
or

dissatisfaction.
C

om
prehensive
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review
s

of
the

research
literature

(K
abanoff,

1980;
L

iou,
Sylvia

and
B

runk,
1990;

Tait
et

al.,
1989;

R
ice

et
al.,

1980;
R

ain
et

al.,
1991)

reporta
consistentpositive

relationship
betw

een
job

satisfac-
tion

and
life

satisfaction
across

a
variety

of
settings

and
individuals.

N
um

erous
studies

have
suggested

that
w

ork
or

on-the-job
experi-

ences
and

satisfaction
influence

non-w
ork

satisfaction
(e.g.,C

aplan
etal.,1980;C

ourter,1984;G
reenhaus

etal.,1987;K
abanoff,1980;

L
eiter

and
D

urup,
1996;

L
oscocco

and
R

oschelle,
1991).

Som
e

studies
(e.g.,Schm

ittand
B

edeian,1982;Schm
ittand

M
ellon,1980)

reported
findings

suggesting
a

reciprocal
relationship

betw
een

job
and

life
satisfaction,as

proposed
by

R
ice

etal.(1980).
A

s
a

continuation
of

our
argum

ent
(expressed

in
hypotheses

3
and

4),one
w

ould
expect

that
need

satisfaction
at

w
ork

affects
life

satisfaction
through

job
satisfaction

and
satisfaction

felt
on

other
life

dom
ains

(e.g.,leisure,fam
ily,social,financial,health).Specific-

ally,itis
hypothesized

thatQ
W

L
does

notinfluence
life

satisfaction
directly

butindirectly
through

job
satisfaction

and
satisfaction

from
other

life
dom

ains
(H

ypothesis
5

or
H

5).

M
E

T
H

O
D

Sam
pling

and
M

ethod
ofD

ata
C

ollection

T
hree

sam
ples

w
ere

collected
for

this
study

–
tw

o
sam

ples
involved

faculty
and

stafffrom
tw

o
differentuniversities,and

the
third

sam
ple

involved
accountants

from
various

accounting
organizations.

T
he

subjects
involved

in
Sam

ple
1

w
ere

selected
from

payroll
lists

of
a

southw
estern

urban
university

in
the

U
nited

States.T
he

size
of

that
population

at
the

tim
e

of
data

collection
w

as
490.

D
ata

collection
w

as
done

through
a

m
ailsurvey;490

questionnaires
w

ere
m

ailed
out

to
faculty

and
staff

during
fall

sem
ester

of
1998.Tw

enty
question-

naires
w

ere
returned

because
ofchange

in
status;180

questionnaires
w

ere
returned

com
pleted.From

those,seven
w

ere
discarded

because
of

significant
problem

s
noted

in
com

pleting
the

questionnaire.T
he

netresponse
w

as
37

percent.
T

he
subjects

involved
in

Sam
ple

2
w

ere
selected

from
faculty/

staffdirectory
ofa

M
id-A

tlantic
ruraluniversity

in
the

U
nited

States.
T

he
size

of
thatpopulation

atthe
tim

e
of

data
collection

w
as

6,500.
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O
ne

thousand
nam

es
w

ere
random

ly
selected

from
the

directory
and

a
survey

questionnaire
w

as
m

ailed
to

them
during

fall
1998

sem
ester.Forty-six

survey
questionnaires

w
ere

returned
because

of
sam

ple
respondents

m
oved

on;
310

com
pleted

questionnaires
w

ere
returned.T

he
finalresponse

rate
w

as
32.5

percent.
T

he
subjects

involved
in

Sam
ple

3
w

ere
selected

from
several

accounting
firm

s
located

in
the

U
nited

States.
T

he
size

of
that

population
at

the
tim

e
of

data
collection

w
as

200.
D

ata
collection

w
as

done
through

a
m

ail
survey.Tw

o
hundred

questionnaires
w

ere
m

ailed
out

to
accountants

during
the

spring
of

1999;
15

question-
naires

w
ere

returned
because

of
change

in
status

or
address;and

73
questionnaires

w
ere

returned
com

pleted.
T

he
net

response
w

as
39

percent.
W

e
collected

three
sam

ples
from

various
organizations

for
the

purpose
ofensuring

high
variance

in
the

study
construct.N

o
attem

pt
w

as
m

ade
in

this
study

to
generalize

these
results

to
the

populations
from

w
hich

the
sam

ples
w

ere
derived.

T
his

is
because

our
goal

in
this

study
is

construct
and

nom
ological

validation
of

the
Q

W
L

.
T

herefore,
our

m
ajor

concern
here

w
as

to
m

axim
ize

the
internal

validity
of

this
study,notexternalvalidity.

T
he

Survey
Q

uestionnaire

Subjects
w

ere
introduced

to
the

survey
questionnaire

via
a

cover
letter

from
the

principal
investigators

describing
the

objectives
of

the
study

as
aim

ing
to

assess
the

quality
of

w
ork

life
in

their
organi-

zation.
Subjects

w
ere

assured
that

their
responses

w
ould

rem
ain

confidential
and

anonym
ous.

T
he

questionnaire
consisted

of
ten

sections.T
he

firstseven
sections

ofthe
questionnaire

related
to

satis-
faction

w
ith

seven
categories

of
hum

an
needs

(and
16

dim
ensions

w
ithin)

and
item

s
relating

to
the

w
ork

environm
ent,

job
require-

m
ents,

supervisory
behavior,

and
ancillary

program
s

as
they

relate
to

the
satisfaction

of
each

need
satisfaction

dim
ension.T

he
eighth

section
of

the
questionnaire

included
a

m
easure

of
organizational

com
m

itm
ent,

w
hile

the
ninth

section
focused

on
m

easures
of

job
and

life
satisfaction.

T
he

last
(tenth)

section
of

the
questionnaire

contained
dem

ographic
questions

related
to

gender,age,educational
level,

salary,
occupational

title,
years

of
service

in
current

type
of

w
ork,and

years
of

service.
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M
easures

for
C

onstructs
U

sed
for

N
om

ological(P
redictive)

Validation

To
provide

nom
ological

validation
of

the
Q

W
L

m
easure,

the
goal

w
as

to
testfive

hypotheses.H
1

posits
thatthe

w
ork

environm
ent,job

requirem
ents,supervisory

behavior,and
ancillary

program
s

have
a

directeffecton
em

ployee
need

satisfaction.T
he

m
easures

pertaining
to

Q
W

L
(i.e.,

overall
need

satisfaction,need
satisfaction

attributed
to

the
w

ork
environm

ent,need
satisfaction

attributed
to

job
require-

m
ents,need

satisfaction
attributed

to
supervisory

behavior,and
need

satisfaction
attributed

to
ancillary

program
s)

are
as

follow
s:

T
he

m
easure

of
need

satisfaction
w

ith
w

ork
environm

entfocuses
on

the
extent

to
w

hich
one’s

w
ork

environm
ent

facilitates
satisfac-

tion
of

seven
need

states.
T

he
m

easure
is

com
posed

of
16

item
s

corresponding
to

the
16

need
dim

ensions.Subjects
are

instructed
to

respond
to

each
item

by
agreeing

or
disagreeing

w
ith

the
accuracy

of
the

statem
ent

on
a

7-point
scale

ranging
from

“V
ery

U
ntrue”

to
“V

ery
T

rue.”
H

igher
ratings

m
ean

higher
satisfaction

w
ith

the
need

dim
ension

in
question.

A
sam

ple
item

of
the

w
ork

environ-
m

ent
m

easure
as

it
relates

to
the

satisfaction
of

one’s
need

for
health

and
safety

is:
“M

y
place

of
w

ork
is

safe
and

sanitary.”
A

sam
ple

item
of

the
w

ork
environm

ent
m

easure
as

it
relates

to
the

satisfaction
of

one’s
need

for
creativity/aesthetics

is
“A

t
(nam

e
of

organization),everyone
is

encouraged
to

express
his/her

creativity”
(see

A
ppendix

2).
T

he
m

easure
of

need
satisfaction

w
ith

job
requirem

ents
focuses

on
the

extent
to

w
hich

the
em

ployee’s
job

requirem
ents

facilitate
satisfaction

of
seven

need
states.

T
he

m
easure

is
com

posed
of

16
item

s
corresponding

to
the

16
dim

ensions
of

the
seven

needs.
Subjects

are
instructed

to
respond

to
each

item
by

agreeing
or

disagreeing
w

ith
the

accuracy
of

the
statem

ent
on

a
7-point

scale
ranging

from
“V

ery
U

ntrue”
to

“V
ery

T
rue.”

T
he

higher
the

rating
the

higher
is

the
satisfaction

w
ith

the
job

requirem
ents

as
enhancing

need
satisfaction.A

sam
ple

item
of

the
job

requirem
ents’

m
easure

as
itrelates

to
the

satisfaction
of

one’s
need

for
health

and
safety

is:
“T

he
physical

dem
ands

of
m

y
job

are
not

hazardous
for

m
y

health
and

safety.”
A

sam
ple

item
of

the
job

requirem
ents

m
easure

as
it

relates
to

the
satisfaction

of
one’s

need
for

creativity/aesthetics
is
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“M
y

job
requires

m
e

to
express

a
certain

degree
of

creativity”
(see

A
ppendix

3).
T

he
m

easure
need

satisfaction
w

ith
supervisory

behavior
focuses

on
the

extent
to

w
hich

the
behavior

of
the

em
ployee’s

super-
visor

facilitates
satisfaction

of
seven

need
states.

T
he

m
easure

is
com

posed
of

16
item

s
corresponding

to
the

16
dim

ensions
of

the
seven

needs.
Subjects

are
instructed

to
respond

to
each

item
by

agreeing
or

disagreeing
w

ith
the

accuracy
of

the
statem

ent
on

a
7-point

scale
ranging

from
“V

ery
U

ntrue”
to

“V
ery

T
rue.”

H
igher

ratings
m

ean
greater

satisfaction
w

ith
supervisory

behavior
contrib-

uting
to

need
satisfaction.A

sam
ple

item
ofthe

supervisory
behavior

m
easure

as
it

relates
to

the
satisfaction

of
one’s

need
for

health
and

safety
is:

“M
y

supervisor
does

his
or

her
best

to
protect

m
e

and
others

from
job

injuries
and

related
health

hazards
at

the
w

ork
place.”

A
sam

ple
item

of
the

supervisory
behavior

m
easure

as
it

relates
to

the
satisfaction

of
one’s

need
for

creativity/aesthetics
is

“M
y

supervisor
encourages

m
e

to
express

creative
thinking

on
the

job”
(see

A
ppendix

4).
T

he
m

easure
need

satisfaction
w

ith
ancillary

program
s

focuses
on

the
extent

to
w

hich
certain

program
s

facilitate
satisfaction

of
seven

need
states.

T
he

m
easure

is
com

posed
of

16
item

s
corres-

ponding
to

the
16

dim
ensions

of
the

seven
needs.

Subjects
are

instructed
to

respond
to

each
item

by
agreeing

or
disagreeing

w
ith

the
accuracy

of
the

statem
ent

on
a

7-point
scale

ranging
from

“V
ery

U
ntrue”

to
“V

ery
T

rue.”
H

igher
ratings

m
ean

greater
satis-

faction
w

ith
ancillary

program
s

contributing
to

need
satisfaction.

A
sam

ple
item

of
the

ancillary
program

s
m

easure
as

it
relates

to
the

satisfaction
of

one’s
need

for
health

and
safety

is:
“T

he
janitors

and
m

aintenance
people

w
e

have
at

w
ork

do
a

good
job

keeping
the

place
clean

and
sanitary.”

A
sam

ple
item

of
the

ancil-
lary

program
s

m
easure

as
itrelates

to
the

satisfaction
of

one’s
need

for
creativity/aesthetics

is:
“T

he
design

of
m

y
w

ork
facilities

is
beautiful”

(see
A

ppendix
5).

N
ow

w
e

turn
our

attention
to

describing
the

m
easures

of
constructs

involved
in

hypotheses
2–5.

H
ypothesis

2
posits

that
Q

W
L

enhances
the

likelihood
of

organizational
com

m
itm

ent.T
hat

is,Q
W

L
is

positively
related

to
organizationalcom

m
itm

ent.T
here-

fore,
w

e
need

a
m

easure
of

organizational
com

m
itm

ent
to

test
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this
relationship.

W
e

used
the

O
rganizational

C
om

m
itm

ent
Q

ues-
tionnaire

(O
C

Q
–M

odw
ay

et
al.,

1979)
to

m
easure

organizational
com

m
itm

ent.R
espondents

express
their

agreem
entor

disagreem
ent

(a
7-pointL

ikertscale:1=
strongly

disagree
to

7=
strongly

agree)to
a

series
of15

statem
ents

(see
A

ppendix
6).T

hese
statem

ents
dealw

ith
an

individual’s
belief

in
and

acceptance
of

the
values

and
goals

of
the

organization,w
illingness

to
exert

considerable
effort

on
behalf

of
the

organization,
and

his/her
desire

to
m

aintain
m

em
bership

in
the

organization.E
xam

ple
item

s
are:

“I
find

thatm
y

values
and

the
organization’s

values
are

very
sim

ilar.”
“I

am
w

illing
to

put
in

a
greatdealofeffortbeyond

thatis
norm

ally
expected

in
orderto

help
this

organization
to

be
successful.”

“I
w

ould
acceptalm

ostany
type

of
job

assignm
ent

in
order

to
keep

w
orking

for
this

organization.”
R

esponses
w

ere
sum

m
ed

to
create

a
single

m
easure

of
an

indi-
vidual’s

com
m

itm
ent

to
the

organization.
Since

the
organizational

com
m

itm
entm

easure
w

as
a

m
ultiple

indicatorm
easure,a

C
ronbach

A
lpha

reliability
analysis

w
as

conducted
on

the
pooled

sam
ple.

Item
s

9,
11,

and
15

w
ere

deleted
as

a
function

of
the

reliability
analysis.T

he
resultantC

ronbach
A

lpha
w

as
0.78.

H
3

posits
thatjob

satisfaction
is

a
positive

function
of

Q
W

L
.W

e
m

easured
job

satisfaction
using

a
single

indicator-item
,com

m
only

used
in

quality-of-life
studies

(e.g.,
A

ndrew
s

and
W

ithey,
1976;

E
fraty

and
Sirgy,

1990,
1992;

E
fraty

et
al.,

1997).
T

he
m

easure
involved

asking
subjects

“H
ow

do
you

feelaboutyourpresentjob
in

general?”
R

esponses
w

ere
captured

on
5-pointrating

scales
ranging

from
“very

dissatisfied”
(1)

to
“very

satisfied”
(5)

–
(see

exact
m

easure
and

norm
s

in
A

ppendix
7,#2).

H
4

posits
that

Q
W

L
contributes

significantly
to

satisfaction/
dissatisfaction

in
other

life
dom

ains
such

as
fam

ily,leisure,health,
and

so
on.

Satisfaction/dissatisfaction
in

other
life

dom
ains

besides
w

ork
w

as
m

easured
using

single
indicator-item

s
in

the
sam

e
m

anner
thatjob

satisfaction
w

as
m

easured.T
hese

m
easures

w
ere

borrow
ed

from
past

quality-of-life
studies

(e.g.,
A

ndrew
s

and
W

ithey,
1976;

E
fraty

and
Sirgy,

1990,
1992;

E
fraty

et
al.,

1997).
T

he
m

easure
involved

asking
subjects

“H
ow

do
you

feel
about

your
(particular

life
dom

ain,
e.g.,

fam
ily

situation
in

general)?”
R

esponses
w

ere
captured

on
5-point

rating
scales

ranging
from

“very
dissatisfied”
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(1)
to

“very
satisfied”

(5).
T

he
descriptive

statistics
for

the
life

dom
ain

satisfaction
m

easures
are

show
n

in
A

ppendix
7,

#1
and

#3–15.
H

5
posits

that
Q

W
L

(need
satisfaction)

affects
life

satisfaction
through

the
m

ediating
effects

of
job

satisfaction
and

satisfaction
in

other
life

dom
ains.W

e
m

easured
life

satisfaction
using

a
single

indicator-item
in

the
sam

e
m

anner
job

satisfaction
and

satisfac-
tion

in
other

life
dom

ains
w

ere
m

easured.
A

gain,
w

e
borrow

ed
this

m
easure

from
past

quality-of-life
studies

(e.g.,
A

ndrew
s

and
W

ithey,1976;E
fraty

and
Sirgy,1990,1992;E

fraty
etal.,1997).T

he
m

easure
involved

asking
subjects

“H
ow

satisfied
are

you
w

ith
your

life
as

a
w

hole?”
R

esponses
w

ere
captured

on
5-pointrating

scales
ranging

from
“very

dissatisfied”
(1)to

“very
satisfied”

(5)(see
exact

m
easure

and
norm

s
in

A
ppendix

7).

R
E

S
U

L
T

S

T
he

results
are

reported
by

tw
o

m
ajor

tests,
one

pertaining
to

constructvalidity
and

the
other

pertaining
to

nom
ologicalvalidity.

Testing
C

onstructValidity
ofthe

Q
W

L
M

easure

A
s

noted
previously,

Q
W

L
has

been
conceptualized

as
a

higher-
order

construct
com

posed
of

satisfaction
of

seven
needs,

and
each

need
has

its
corresponding

observed
indicators.

A
second-order

confirm
atory

factor
analysis

w
as

conducted
and

the
results

are
s

show
n

in
Table

I.T
he

second-order
m

odelrepresents
the

data
w

ell.
A

ll
of

the
loadings

are
large

and
significant

(i.e.,t-values
of

stand-
ardized

loadings
are

greaterthan
2.0)and

the
second-orderm

odelof
Q

W
L

provided
a

good
fitto

the
data

(χ
2
,97

=
366.2,p

=
0.0;G

FI
=

0.92;A
G

FI
=

0.88;C
FI

=
0.89;N

FI
=

0.86;R
M

SE
A

=
0.07).Q

W
L

produced
a

reliability
coefficientof

0.78.

Testing
the

N
om

ological(P
reditive)

Validity
ofthe

Q
W

L
M

easure

B
efore

testing
the

nom
ological

validity
of

the
Q

W
L

m
easure

through
hypothesis

testing,
w

e
perform

ed
a

set
of

analyses
to

dem
onstrate

the
convergent

and
discrim

inant
validity

of
the

constructs
involved

in
the

hypothesis-testing
part

of
the

study.
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TABLE I

A Second-Order Confirmatory Factor Analysis for QWL

Indicator Health & Economic Social Esteem Actualization Knowledge Aesthetics

Safety & Family Needs Needs Needs Needs Needs

Needs Needs

First Order Loadings (χij)

Protection from ill health an injury at work 0.53 (2.74)

Protection from ill health and injury outside 0.41 (2.75)

of work

Enhancement of good health 0.21 (2.42)

Pay 0.66 (9.70)

Job security 0.53 (8.74)

Other family needs 0.73 (9.83)

Collegiality at work 0.34 (1.36)

Leisure time off work 0.48 (1.35)

Recognition/appreciation of work within 0.75 (1.16)

Recognition/appreciation of work outside 0.60 (1.17)

Realization of one’s potential within 0.89 (11.42)

Realization of one’s potential outside 0.68 (12.34)
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TABLE I

Continued

Indicator Health & Economic Social Esteem Actualization Knowledge Aesthetics

Safety & Family Needs Needs Needs Needs Needs

Needs Needs

Learning to enhance job skills 0.74 (15.50)

Learning to enhance job skills 0.88 (14.79)

Creativity at work 0.65 (5.12)

Personal creativity and general aesthetics 0.32 (5.39)

Second Order Loadings (γjk)

First order construct QWL

Health & safety needs 0.89 (2.68)

Economic & family needs 0.83 (8.43)

Social needs 0.92 (1.33)

Esteem needs 0.98 (1.14)

Actualization needs 0.81 (9.45)

Knowledge needs 0.73 (10.78)

Aesthetics needs 0.60 (4.75)

NOTES: All loadings are standardized and t-values in parenthesis.
Model fit χ2

,97 = 366.2, p = 0.0, GFI = 0.92, AGFI = 0.88, CFI = 0.89, NFI = 0.86, RMSEA = 0.07
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B

L
E

II

W
ithin-C

onstructC
onfirm

atory
Factor

A
nalyses

and
R

eliability

C
onstruct

#
of

Factor
χ

2
(df)

P
G

FI
C

FI
R

M
SE

A
Standardized

item
s

A
lpha

Q
W

L
7

1
41.19

(9)
0.00

0.97
0.96

0.08
0.78

JR
7

1
118

(14)
0.00

0.94
0.84

0.12
0.71

W
E

7
1

74.24
(14)

0.00
0.97

0.96
0.08

0.83

SB
7

1
144.5

(14)
0.00

0.92
0.96

0.13
0.77

A
P

7
1

40.1
(14)

0.00
0.98

0.97
0.05

0.77

O
C

12
1

445
(54)

0.00
0.87

0.87
0.11

0.87

L
egend:

Q
W

L
=

quality
of

w
ork

life
JR

=
need

satisfaction
based

on
job

requirem
ents

W
E

=
need

satisfaction
based

on
the

w
ork

environm
ent

S
B

=
need

satisfaction
based

on
supervisory

behavior
A

P
=

need
satisfaction

based
on

ancillary
program

s
O

C
=

organizationalcom
m

itm
ent

G
iven

the
large

num
ber

of
constructs

and
item

s
in

the
m

odel,
the

follow
ing

steps
w

ere
taken

to
establish

convergentand
discrim

inant
validity

of
the

m
easures

involved
in

the
theoretical

m
odel.

First,
w

ithin
construct

confirm
atory

factor
analyses

w
ere

conducted
for

each
construct

(see
Table

II).T
he

results
indicate

that
all

m
easures

are
unidim

ensionaland
item

s
load

significantly
to

their
underlying

constructs
(see

Table
II).

Second,
a

series
of

nested
confirm

atory
factor

analyses
w

ere
conducted

for
each

constructpair–
C

hi-square
difference

tests
w

ere
conducted

betw
een

the
unconstrained

m
odel

and
the

constrained
m

odel
(Phi

=
1.0).

For
all

27
construct

pairs,
the

results
indicate

that
all

constructs
are

significantly
different

from
one

another
(see

Table
III).Statistically

speaking,the
unconstrained

m
odelprovided

a
significantly

betterfitthan
the

constrained
m

odel(p
<

0.05).T
hese

findings
are

evidence
in

support
of

the
discrim

inant
validity

of
the

theoreticalconstructs
and

their
m

easures
(see

Table
III).

G
iven

that
w

e
found

the
constructs

to
have

convergent
and

discrim
inantvalidity,w

e
proceeded

to
testthe

overallm
odelshow

n
in

Figure
1.T

he
results

are
reported

in
Table

IV
.Path

analysis
results
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TA
B

L
E

III

D
iscrim

inantV
alidity

of
the

C
onstructs

Paired
constructs

U
nconstrained

C
onstrained

C
hi-square

P-value

M
odel

M
odel

difference

C
hi-Square

C
hi-Square

(df
=

1)

(df)
(df)

Q
W

L
-W

E
750

(76)
806

(77)
56

P
<

0.05

Q
W

L
-JR

829
(76)

857
(77)

28
P

<
0.05

Q
W

L
-SB

618
(76)

765
(77)

147
P

<
0.05

Q
W

L
-A

P
365

(76)
438

(77)
73

P
<

0.05

Q
W

L
-O

C
692

(151)
1039

(77)
347

P
<

0.05

Q
W

L
-JS

73
(20)

114
(21)

41
P

<
0.05

Q
W

L
-L

S
88

(20)
829

(21)
741

P
<

0.05

W
E

-JR
520

(76)
585

(77)
65

P
<

0.05

W
E

-SB
701

(76)
1165

(77)
464

P
<

0.05

W
E

-A
P

367
(76)

392
(77)

25
P

<
0.05

W
E

-O
C

833
(151)

1301
(152)

468
P

<
0.05

W
E

-JS
102

(20)
1028

(21)
926

P
<

0.05

W
E

-L
S

93
(20)

1470
(21)

1377
P

<
0.05

JR
-SB

660
(76)

755
(77)

95
P

<
0.05

JR
-A

P
333

(76)
401

(77)
68

P
<

0.05

JR
-O

C
764

(151)
1032

(152)
268

P
<

0.05

JR
-JS

156
(20)

403
(21)

247
P

<
0.05

JR
-L

S
129

(20)
584

(21)
455

P
<

0.05

SB
-A

P
374

(76)
681

(77)
307

P
<

0.05

SB
-O

C
787

(151)
2402

(152)
1615

P
<

0.05

SB
-JS

149
(20)

2056
(21)

1907
P

<
0.05

SB
-L

S
148

(20)
2783

(21)
2635

P
<

0.05

A
P-O

C
668

(151)
1067

(152)
399

P
<

0.05

A
P-JS

64
(20)

668
(21)

604
P

<
0.05

A
P-L

S
51

(20)
889

(21)
838

P
<

0.05

O
C

-JS
519

(65)
1895

(66)
1376

P
<

0.05

O
C

-L
S

491
(65)

2703
(66)

2212
P

<
0.05

Q
W

L
-Fam

ily
75

(20)
919

(21)
844

P
<

0.05

Q
W

L
-L

eisure
140

(20)
919

(21)
779

P
<

0.05
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III

C
ontinued

Paired
constructs

U
nconstrained

C
onstrained

C
hi-square

P-value

M
odel

M
odel

difference

C
hi-Square

C
hi-Square

(df
=

1)

(df)
(df)

Q
W

L
-Finance

140
(20)

754
(21)

636
P

<
0.05

Q
W

L
-H

ealth
101

(20)
943

(21)
842

P
<

0.01

Q
W

L
-E

ducation
72

(20)
867

(21)
795

P
<

0.05

Q
W

L
-Friends

115
(20)

800
(21)

685
P

<
0.05

Q
W

L
-N

eighborhood
82

(20)
958

(21)
876

P
<

0.05

Q
W

L
-C

om
m

unity
82

(20)
862

(21)
780

P
<

0.05

Q
W

L
-Spiritual

78
(20)

944
(21)

866
P

<
0.05

Q
W

L
-E

nvironm
ent

80
(20)

861
(21)

781
P

<
0.05

Q
W

L
-H

ousing
97

(20)
941

(21)
844

P
<

0.05

Q
W

L
-C

ultural
73

(20)
916

(21)
843

P
<

0.05

Q
W

L
-SocialStatus

76
(20)

850
(21)

774
P

<
0.05

L
egend:

L
S

=
life

satisfaction
Q

W
L

=
quality-of-w

ork
life

JR
=

need
satisfaction

based
on

job
requirem

ents
W

E
=

need
satisfaction

based
on

the
w

ork
environm

ent
S

B
=

need
satisfaction

based
on

supervisory
behavior

A
P

=
need

satisfaction
based

on
ancillary

program
s

O
C

=
organizationalcom

m
itm

ent
Fam

ily
=

satisfaction
w

ith
fam

ily
life

dom
ain

L
eisure

=
satisfaction

w
ith

leisure
life

dom
ain

Finance
=

satisfaction
w

ith
financiallife

dom
ain

H
ealth

=
satisfaction

w
ith

health
life

dom
ain

E
ducation=

satisfaction
w

ith
education

life
dom

ain
Friends

=
satisfaction

w
ith

friend
life

dom
ain

N
eighbor=

satisfaction
w

ith
neighborlife

dom
ain

C
om

m
unity

=
satisfaction

w
ith

com
m

unity
life

dom
ain

Spiritual=
satisfaction

w
ith

spirituallife
dom

ain
E

nvironm
ent=

satisfaction
w

ith
environm

entdom
ain

H
ousing

=
satisfaction

w
ith

housing
life

dom
ain

C
ulture

=
satisfaction

w
ith

culturallife
dom

ain
Socialstatus

=
satisfaction

w
ith

socialstatus
life

dom
ain
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TA
B

L
E

IV

Testing
the

Q
W

L
M

odelatL
arge:G

oodness-of-Fitand
L

ISR
E

L
E

stim
ates

D
ependentvariable

Independentvariables
Pooled

E
stim

ates
(t-value)

R
2

Q
uality

of
w

ork
life

W
ork

environm
ent

0.22
(6.01)

0.73

Job
requirem

ent
0.54

(14.46)

Supervisory
behavior

0.13
(5.17)

A
ncillary

program
s

0.09
(2.32)

O
rganizationalcom

m
itm

ent
Q

uality
of

w
ork

life
0.07

(14.59)
0.28

Job
satisfaction

Q
uality

of
w

ork
life

0.10
(18.82)

0.39

Satisfaction
in

other
life

Q
uality

of
w

ork
life

0.04
(11.20)

0.19

dom
ains

L
ife

satisfaction
Job

satisfaction
0.21

(7.93)
0.42

Satisfaction
in

other
0.75

(15.42)

life
dom

ains

M
odelFit:

χ
2
,21

=
175.5,p

=
0.0,G

FI=
0.94,N

FI=
0.94,N

N
FI=

0.92,R
M

SE
A

=
0.12.

using
L

ISR
E

L
provided

supportfor
the

m
odeloverall(G

FI
=

0.94;
N

FI
=

0.94;N
N

FI
=

0.92;R
M

SE
A

=
0.12).

W
ith

respect
to

H
1

(the
effects

of
need

satisfaction
through

the
w

ork
environm

ent,job
requirem

ents,supervisory
behavior,and

ancillary
program

s
on

Q
W

L
),

the
L

ISR
E

L
estim

ates
of

the
w

ork
environm

ent,job
requirem

ents,supervisory
behavior,and

ancillary
program

s
are

all
reported

in
Table

IV
.

T
he

pooled
sam

ple
results

seem
highly

supportive
of

H
1

in
that

the
path

estim
ates

w
ere

all
significantin

relation
to

the
w

ork
environm

ent(path
estim

ate
=

0.22,
t-value

=
6.01),

job
requirem

ents
(path

estim
ate

=
0.54,

t-value
=

14.46),supervisory
behavior

(path
estim

ate
=

0.13,t-value
=

5.17),
as

w
ell

as
for

ancillary
program

s
(path

estim
ate

=
0.09,

t-value
=

2.32).T
hese

four
variables

accounted
for

73
percentof

the
variance

in
Q

W
L

.
W

ith
respectto

H
1a,the

results
are

show
n

in
Table

V
.T

he
pooled

sam
ple

results
pertaining

to
the

average
com

posite
of

health
and

safety
needs

indicate
thatsatisfaction

of
health

and
safety

needs
w

as
significantly

predicted
by

all
four

organizational
sources

of
need

satisfaction
–

the
w

ork
environm

ent,job
requirem

ents,supervisory
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TABLE V

Testing Hypothesis 1a through a Series of Multiple Regression

Dependent variable Independent Independent Independent Independent R-square

Need type Need dimension variable 1 variable 2 variable 3 variable 4

Work Job Supervisory Ancillary

environment (β) requirements (β) behavior (β) programs (β)

Health & safety needs Protection from injury at work 0.60∗∗ 0.14∗∗ 0.12∗∗ –0.01 0.52∗∗

Protect. Injury outside of work 0.07∗∗ 0.03 –0.004 0.75∗∗ 0.59∗∗

Enhancement of good health 0.09∗ 0.23∗∗ 0.004 0.02 0.08∗∗

Average composite 0.14∗∗ 0.14∗∗ 0.14∗∗ 0.38∗∗ 0.34∗∗

Economic & family needs Pay 0.64∗∗ 0.07∗∗ 0.12∗∗ 0.03 0.53∗∗

Job security 0.52∗∗ 0.02 0.35∗∗ –0.03 0.56∗∗

Other family needs 0.48∗∗ 0.20∗∗ 0.05 0.05 0.40∗∗

Average composite 0.56∗∗ 0.13∗∗ 0.16∗∗ 0.00 0.56∗∗

Social needs Collegiality at work 0.53∗∗ –0.03 –0.04 0.04 0.26∗∗

Leisure time off work 0.17∗∗ 0.55∗∗ 0.09∗∗ 0.11∗∗ 0.52∗∗

Average composite 0.36∗∗ 0.30∗∗ 0.09∗∗ 0.13∗∗ 0.46∗∗
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TABLE V

Continued

Dependent variable Independent Independent Independent Independent R-square

Need type Need dimension variable 1 variable 2 variable 3 variable 4

Work Job Supervisory Ancillary

environment (β) requirements (β) behavior (β) programs (β)

Esteem needs Recognition the organization 0.19∗∗ 0.02 0.51∗∗ 0.22∗∗ 0.57∗∗

Recognition outside of the org. 0.10∗∗∗ 0.11∗∗ 0.38∗∗ 0.05 0.22∗∗

Average composite 0.15∗∗ 0.07∗∗ 0.52∗∗ 0.18∗∗ 0.55∗∗

Actualization needs Realiz. potential within org. 0.52∗∗ 0.23∗∗ 0.14∗∗ –0.03 0.56∗∗

Realiz. potential as a pro. 0.19∗∗ 0.40∗∗ 0.12∗∗ 0.07 0.41∗∗

Average composite 0.36∗∗ 0.43∗∗ 0.11∗∗ 0.01 0.61∗∗

Knowledge needs Learning to enhance job skills 0.21∗∗ 0.46∗∗ 0.22∗∗ –0.06 0.47∗∗

Learning to enhance pro. skills 0.13∗∗ 0.55∗∗ 0.15∗∗ 0.10 0.52∗∗

Average composite 0.14∗∗ 0.66∗∗ 0.16∗∗ –0.04 0.69∗∗

Aesthetics needs Creativity at work 0.14∗∗ 0.33∗∗ 0.33∗∗ 0.05 0.38∗∗

Personal creativity/aesthetics 0.12∗∗ 0.25∗∗ 0.01 0.02 0.12∗∗

Average composite 0.14∗∗ 0.31∗∗ 0.05 0.096∗∗ 0.23∗∗∗

NOTES: Pooled data (N = 557).
∗p < 0.10; ∗∗p < 0.05
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behavior,
and

ancillary
program

s.
W

ith
respect

to
the

econom
ic

and
fam

ily
needs,the

average
com

posite
of

three
dim

ensions
(pay,

job
security,

and
other

fam
ily

needs)
w

as
m

ostly
predicted

by
w

ork
environm

ent,job
requirem

ents,supervisory
behavior,but

not
ancillary

program
s.

W
ith

respect
to

the
social

needs,
the

average
com

posite
of

the
tw

o
dim

ensions
(collegiality

at
w

ork
and

leisure
tim

e
off

w
ork)

w
as

significantly
predicted

by
all

four
organiza-

tional
sources

of
need

satisfaction.
W

ith
respect

to
the

esteem
needs,

the
average

com
posite

of
the

tw
o

dim
ensions

(recognition
and

appreciation
of

w
ork

w
ithin

the
organization

and
recognition

and
appreciation

of
w

ork
outside

of
the

organization)
w

as
found

to
be

significantly
predicted

by
all

four
organizational

sources
of

need
satisfaction.

W
ith

respect
to

the
actualization

needs,
the

average
com

posite
of

the
tw

o
dim

ensions
(realization

of
one’s

potential
w

ithin
the

organization
and

realization
of

one’s
potential

as
a

professional)
w

as
m

ostly
predicted

by
the

w
ork

environm
ent,

job
requirem

ents,supervisory
behavior,butnotancillary

program
s.

W
ith

respect
to

the
know

ledge
needs,

the
average

com
posite

of
the

tw
o

dim
ensions

(learning
to

enhance
job

skills
and

learning
to

enhance
professional

skills)
w

as
m

ostly
predicted

by
the

w
ork

environm
ent,job

requirem
ents,supervisory

behavior,butnotancil-
lary

program
s.

Finally,
w

ith
respect

to
the

aesthetics
needs,

the
average

com
posite

of
the

tw
o

dim
ensions

(creativity
at

w
ork

and
personal

creativity
and

general
aesthetics)

w
as

m
ostly

predicted
by

the
w

ork
environm

ent,job
requirem

ents,ancillary
program

s,butnot
supervisory

behavior.
H

2
states

thatQ
W

L
positively

influences
organizationalcom

m
it-

m
ent.T

he
pooled

sam
ple

L
ISR

E
L

estim
ate

ofthe
path

from
Q

W
L

to
organizationalcom

m
itm

ent(0.07)
w

as
significant(t-value

=
14.59),

accounting
for

28
percent

of
the

totalvariance
(see

Table
IV

).T
his

resultprovides
supportfor

H
2.

H
3

states
that

job
satisfaction

is
a

positive
function

of
Q

W
L

.
T

he
pooled

sam
ple

L
ISR

E
L

estim
ate

of
the

path
from

Q
W

L
to

job
satisfaction

(0.10)
w

as
significant

(t-value
=

18.82),accounting
for

39
percent

of
the

total
variance

(see
Table

IV
).

T
he

pooled
results

also
provide

supportfor
the

hypothesis.
H

4
states

that
Q

W
L

contributes
significantly

to
satisfaction

in
other

life
dom

ains
such

as
fam

ily,
leisure,

health,
and

so
on.

T
he
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pooled
sam

ple
L

ISR
E

L
estim

ate
of

the
various

paths
from

Q
W

L
to

satisfaction
in

other
life

dom
ains

(.04)
w

as
significant

(t-value
=

11.20),
accounting

for
19

percent
of

the
total

variance
(see

Table
IV

).T
his

pooled
sam

ple
resultw

as
provides

supportfor
H

4.
H

4a
states

that
satisfaction

in
a

particular
life

dom
ain

(e.g.,
fam

ily
life)is

directly
influenced

by
Q

W
L

because
the

w
ork

dom
ain

plays
a

directrole
in

satisfying
needs

pertaining
to

thatlife
dom

ain.
Specifically,satisfaction

of
health

and
safety

needs
at

w
ork

should
contribute

positively
to

satisfaction
in

tw
o

prim
ary

life
dom

ains
–

health
and

job;
satisfaction

of
econom

ic
and

fam
ily

needs
at

w
ork

should
contribute

positively
to

satisfaction
in

three
prim

ary
life

dom
ains

–
fam

ily,finances,
and

job;
satisfaction

of
social

needs
at

w
ork

should
contribute

positively
to

satisfaction
in

three
prim

ary
life

dom
ains

–
leisure,friendship,and

job;satisfaction
of

esteem
needs

at
w

ork
should

contribute
positively

to
satisfaction

in
tw

o
prim

ary
life

dom
ains

–
social

status
and

job;
satisfaction

of
actualization

needs
should

contribute
positively

to
tw

o
prim

ary
life

dom
ains

–
spiritual

and
job;

satisfaction
of

know
ledge

needs
at

w
ork

should
contribute

positively
to

satisfaction
in

tw
o

prim
ary

life
dom

ains
–

education
and

job;
and

satisfaction
of

aesthetics
needs

at
w

ork
should

contribute
positively

to
satisfaction

in
four

prim
ary

life
dom

ains
–

culture,com
m

unity,the
environm

ent,and
job.W

e
tested

this
hypothesis

by
regressing

all
the

seven
need

satisfaction
vari-

ables
againsteach

life
dom

ain
satisfaction.T

hese
results

are
show

n
in

Table
V

I.
W

ith
respect

to
the

im
pact

of
satisfaction

of
health

and
safety

needs
at

w
ork

on
satisfaction

in
the

health
and

job
life

dom
ains,the

regression
analyses

indicate
thatsatisfaction

of
health

and
safety

needs
did

indeed
significantly

predict
satisfaction

in
the

health
life

dom
ain

(B
eta

=
0.30,

p
<

0.01)
and

satisfaction
in

the
job

life
dom

ain
(B

eta
=

0.11,p
<

0.05).W
ith

respect
to

the
im

pact
of

satisfaction
of

econom
ic

and
fam

ily
needs

at
w

ork
on

satisfac-
tion

in
the

fam
ily,

financial,
and

job
life

dom
ains,

the
regression

analyses
indicate

thatsatisfaction
of

econom
ic

and
fam

ily
needs

did
indeed

significantly
predict

satisfaction
in

the
financial

and
job

life
dom

ains
(B

etas
=

0.35
and

0.12;
p

<
0.01),

but
failed

to
predict

satisfaction
in

the
fam

ily
life

dom
ain

(B
eta

=
0.03,p

>
0.10).W

ith
respectto

the
im

pactof
satisfaction

ofsocialneeds
atw

ork
on

satis-
faction

in
leisure,

friendship,
and

job
life

dom
ains,

the
regression
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TABLE VI

Regression Results Related to Hypotheses 4a

Dependent variable Independent Independent Independent Independent Independent Independent Independent

Satisfaction with life variable 1 variable 2 variable 3 variable 4 variable 5 variable 6 variable 7

domain (R2) Health and Economic and Social Esteem Actualization Knowledge Aesthetics

safety needs (β) family needs (β) needs (β) needs (β) needs (β) needs (β) needs (β)

Life overall (0.16∗∗) 0.20∗∗ 0.07 0.15∗∗ 0.02 0.12∗∗ –0.03 0.07∗

Job (0.46∗∗) 0.11∗∗ 0.12∗∗ 0.08∗∗ 0.18∗∗ 0.29∗∗ 0.14∗∗ –0.01

Family (0.06∗∗) 0.13∗∗ 0.03 0.09∗ 0.02 0.09∗ –0.04 0.05

Leisure (0.17∗∗) 0.10∗∗ –0.01 0.40∗∗ 0.08 0.01 –0.01 0.06

Finance (0.25∗∗) 0.17∗∗∗ 0.35∗∗∗ –0.02 –0.01 0.07 0.06 0.001

Health (0.10∗∗) 0.30∗∗ –0.00 0.06 –0.05 –0.00 0.02 0.02

Education (0.10) 0.10∗ 0.03 –0.06 0.11∗∗ 0.13∗∗ 0.08 0.01

Friends (0.18∗∗) 0.14∗∗ –0.03 0.33∗∗ –0.02 0.07 0.02 0.08∗
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TABLE VII

Continued

Dependent variable Independent Independent Independent Independent Independent Independent Independent

Satisfaction with life variable 1 variable 2 variable 3 variable 4 variable 5 variable 6 variable 7

domain (R2) Health and Economic and Social Esteem Actualization Knowledge Aesthetics

safety needs (β) family needs (β) needs (β) needs (β) needs (β) needs (β) needs (β)

Neighborhood (0.06∗∗) 0.2∗∗ 0.00 0.04 –0.00 0.05 –0.07 0.06

Community (0.1) 0.18∗∗ 0.06 0.13∗∗ –0.01 0.06 0.01 0.05

Spiritual life (0.05∗∗) 0.08∗ 0.04 0.12∗∗ –0.04 0.01 0.03 0.11∗∗

Environment (0.11∗∗) 0.15∗∗ 0.11∗∗ 0.01 –0.00 0.16∗∗ 0.02 –0.06

Housing (0.09∗∗) 0.18∗∗ 0.17∗∗ –0.01 –0.09 0.12∗∗ –0.09∗ 0.08∗

Cultural life (0.06∗∗) 0.05 0.04 0.15∗∗ 0.03 0.03 0.01 0.07

Social Status (0.11∗∗) 0.12∗∗ 0.05 0.09∗∗ 0.15∗∗ –0.02 0.01 0.05

NOTES: Pooled data (N = 557).
∗p < 0.10; ∗∗p < 0.05
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analyses
indicate

that
satisfaction

of
social

needs
did

indeed
signi-

ficantly
predict

satisfaction
in

the
leisure,

friendship,
and

job
life

dom
ains

(B
etas

=
0.40,

0.33,
and

0.08;
p

<
0.05).

W
ith

respect
to

the
im

pact
of

satisfaction
of

esteem
needs

at
w

ork
on

satisfaction
in

the
social

status
and

job
life

dom
ains,

the
regression

analyses
indicate

that
satisfaction

of
esteem

needs
did

significantly
predict

satisfaction
in

the
job

and
social

status
life

dom
ains

(B
etas

=
0.15

and
0.15;

p
<

0.01).
W

ith
respect

to
the

im
pact

of
satisfaction

of
actualization

needs
at

w
ork

on
satisfaction

in
the

spiritual
and

job
life

dom
ains,

the
regression

analyses
indicate

that
satisfaction

of
actualization

needs
did

indeed
significantly

predict
satisfaction

in
the

job
life

dom
ain

(B
eta

=
0.29,p

<
0.01)and

failed
to

significantly
predict

satisfaction
in

the
spiritual

life
dom

ain
(B

eta
=

0.01,
p

>
0.10).W

ith
respectto

the
im

pactof
satisfaction

of
know

ledge
needs

on
satisfaction

in
the

education
and

job
life

dom
ains,the

regression
analyses

indicate
that

satisfaction
of

know
ledge

needs
did

indeed
significantly

predictsatisfaction
in

the
job

life
dom

ain
(B

eta
=

0.14,
p

<
0.01),

but
failed

to
predict

satisfaction
in

the
education

life
dom

ain
(B

eta
=

0.08,p
>

0.10).Finally
w

ith
respect

to
the

im
pact

of
satisfaction

of
aesthetics

needs
atw

ork
on

satisfaction
in

culture,
com

m
unity,

the
environm

ent,
and

job
life

dom
ains,

the
regression

analyses
indicate

thatsatisfaction
of

aesthetics
needs

failed
to

signi-
ficantly

predictsatisfaction
in

the
culture

life
dom

ain
(B

eta
=

0.07,
p

>
0.10),satisfaction

in
the

environm
entlife

dom
ain

(B
eta

=
–0.06,

p
>

0.10),satisfaction
in

the
job

life
dom

ain
(B

eta
=

–0.01,p
>

0.10),
and

satisfaction
in

the
com

m
unity

life
dom

ain
(B

eta
=

0.05,
p

>
0.10).

T
hese

results
pertaining

to
the

pooled
sam

ple
are

consistent
w

ith
H

4a.
H

5
states

that
Q

W
L

affects
life

satisfaction
through

the
m

edia-
tion

of
job

satisfaction
and

satisfaction
from

other
life

dom
ains.

T
he

pooled
sam

ple
L

ISR
E

L
estim

ates
of

the
path

from
Q

W
L

to
job

satisfaction
is

0.10
(t-value

=
18.82),

accounting
for

39
percent

of
the

variance
in

job
satisfaction

scores.Q
W

L
also

w
as

successfulin
predicting

a
com

posite
(average)

of
satisfaction

scores
from

other
life

dom
ains

(path
estim

ate
=

0.04,t-value
=

11.20),accounting
for

19
percentof

the
variance

in
the

satisfaction
scores.Job

satisfaction
w

as
successful

in
predicting

life
satisfaction

(path
estim

ate
=

0.21,
t-value

=
7.93)

as
w

ellas
satisfaction

from
other

life
dom

ains
(path
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TABLE VIII

Two Stage Least Square (2SLS) Regression Results [with Individual Life Domains]

IV DV

QWL OC JS FAM LEI FIN HLT EDU FRI NGR COM SPR ENV HOU CUL STS LS

WE 0.24∗∗

JR 0.46∗∗

SB 0.17∗∗

AP 0.08∗∗

QWL 0.53∗∗ 0.63∗∗ 0.22∗∗ 0.25∗∗ 0.41∗∗ 0.18∗∗ 0.28∗∗ 0.33∗∗ 0.16∗∗ 0.28∗∗ 0.19∗∗ 0.26∗∗ 0.21∗∗ 0.23∗∗ 0.29∗∗

JS 0.26∗∗

FAM 0.36∗∗

LEI 0.14∗∗

FIN 0.06∗

HLT 0.12∗∗

EDU 0.02

FRI 0.09∗∗

NGR –0.02
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TABLE VII

Continued

IV DV

QWL OC JS FAM LEI FIN HLT EDU FRI NGR COM SPR ENV HOU CUL STS LS

COM 0.04

SPR 0.07∗

ENV –0.00

HOU 0.05

CUL –0.04

STS –0.00

R2 0.73 0.28 0.40 0.05 0.07 0.16 0.03 0.08 0.11 0.03 0.08 0.04 0.07 0.04 0.05 0.09 0.53

Note: ∗p < 0.10; ∗∗p < 0.05
WE = work environment; JR = job requirement; SB = supervisory behavior; AP = ancillary programs; QWL = quality of work life;
JS = job satisfaction; OC = organizational commitment; FAM = satisfaction with family life domain; LEI = satisfaction with leisure
life domain; FIN = satisfaction with financial life domain; HLT = satisfaction with health life domain; EDU = satisfaction with
education; FRI = satisfaction with friends; NGR = satisfaction with neighborhood; COM = satisfaction with community; SPR =
satisfaction with spiritual life; ENV = satisfaction with environment; HOU = satisfaction with house situation; CUL = satisfaction
with cultural situation; STS = satisfaction with social status; LS = life satisfaction.
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estim
ate

=
0.75,t-value

=
15.42),both

accounting
for

42
percentof

the
variance

in
life

satisfaction
scores

(see
Table

IV
).

A
tw

o-stage
least

regression
analysis

revealed
(see

Table
V

II)
that

53
percent

of
the

variance
in

life
satisfaction

scores
w

as
predicted

by
satisfac-

tion
from

the
various

life
dom

ains.
Satisfaction

in
the

various
life

dom
ains

w
as

successfully
predicted

by
need

satisfaction
(Q

W
L

)
–

the
range

of
prediction

w
as

3–40
percent(m

ultiple
R

-square).N
eed

satisfaction
w

as
successfully

predicted
by

needs
satisfaction

related
to

the
w

ork
environm

ent,
job

requirem
ents,

supervisory
behavior,

and
ancillary

program
s

(73
percent

of
the

variance
accounted

for).
T

hese
results

com
bined

provide
good

supportfor
H

5.

D
IS

C
U

S
S

IO
N

T
he

results
of

the
pooled

sam
ple

provide
construct

and
nom

olo-
gical

validational
support

for
our

Q
W

L
m

easure.
W

ith
respect

to
construct

validity,the
results

of
a

second-order
confirm

atory
factor

analysis
have

dem
onstrated

that
the

Q
W

L
m

easure
has

7
m

ajor
first-order

dim
ensions

reflecting
the

7
needs,and

each
need

has
the

corresponding
subdim

ensions
reflecting

the
16

factors.
W

ith
respect

to
the

nom
ological

validity
of

the
Q

W
L

m
easure,

the
L

ISR
E

L
goodness-of-fit

indices
w

ere
all

supportive
of

the
theoretical

m
odel.

A
s

hypothesized,
em

ployees’
need

satisfaction
(Q

W
L

)
w

as
predicted

by
em

ployees’
need

satisfaction
stem

m
ing

from
the

w
ork

environm
ent,

job
requirem

ents,
supervisory

beha-
vior,

and
ancillary

program
s.

N
eed

satisfaction
w

as
successful

in
predicting

organizational
com

m
itm

ent,
job

satisfaction,
and

satis-
faction

in
other

life
dom

ains
(e.g.,

fam
ily,leisure,

financial,
health

education,
and

friends).
Furtherm

ore,
job

satisfaction
together

w
ith

satisfaction
in

other
non-w

ork
life

dom
ains

w
ere

significant
predictors

of
life

satisfaction.
W

ith
respect

to
H

1
(em

ployee
need

satisfaction
is

m
ostly

deter-
m

ined
by

the
em

ployee’s
perceptions

of
four

organizationalsources
of

need
satisfaction,

nam
ely

the
w

ork
environm

ent,
job

require-
m

ents,supervisory
behavior,and

ancillary
program

s),the
L

ISR
E

L
estim

ates
pertaining

to
the

pooled
sam

ple
provide

good
supportfor

this
hypothesis

and
thus

providing
nom

ologicalvalidity
to

the
Q

W
L

m
easure.T

hese
results

are
consistentw

ith
L

oscocco
and

R
oschelle’s
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(1990)
observation

that
these

four
dim

ensions
of

organizational
sources

of
need

satisfaction
seem

to
accountfor

m
ostof

the
studies

on
w

ork
and

em
otionalw

ellbeing.
H

1a
states

thatsatisfaction
of

a
particular

need
is

directly
related

to
perception

aspects
of

the
w

ork
environm

ent,
job

requirem
ents,

supervisory
behavior,

and
ancillary

program
s

that
address

that
need.

T
he

results
from

the
pooled

sam
ple

provided
good

support
to

H
1a.

Specifically,
the

average
com

posite
scores

of
health

and
safety

needs,
social

needs,
and

esteem
needs

w
ere

significantly
predicted

by
all

four
organizational

sources
of

need
satisfaction

–
the

w
ork

environm
ent,job

requirem
ents,supervisory

behavior,and
ancillary

program
s.

T
he

rem
aining

needs
(econom

ic/fam
ily

needs,
actualization

needs,
know

ledge
needs,

and
aesthetics

needs)
w

ere
significantly

predicted
by

three
of

the
four

organizational
sources

of
need

satisfaction.
E

conom
ic/fam

ily
needs,

actualization
needs,

and
know

ledge
needs

w
ere

predicted
by

w
ork

environm
ent,

job
requirem

ents,
supervisory

behavior,
but

not
ancillary

program
s.

In
contrast,aesthetics

needs
w

ere
predicted

by
the

w
ork

environm
ent,

job
requirem

ents,and
ancillary

program
s,butnotsupervisory

beha-
vior.Perhaps

the
reason

for
failing

to
provide

com
plete

supportfor
H

1a
m

ay
be

related
to

lack
of

variance
and

norm
al

score
distribu-

tion
of

the
variables

involved.R
esearch

involving
a

w
ider

range
of

organizations
m

ay
provide

com
plete

support
of

the
effects

of
the

organizationalsources
of

need
satisfaction

in
question.

H
2

states
thatQ

W
L

positively
influences

organizationalcom
m

it-
m

ent.
T

he
L

ISR
E

L
estim

ates
of

the
path

from
Q

W
L

to
organi-

zational
com

m
itm

ent
of

the
pooled

sam
ple

w
ere

significant.
T

his
overall

pattern
of

findings
provides

support
for

H
2,

thus
providing

nom
ological

validity
to

the
Q

W
L

m
easure.

T
hese

results
are

consistentw
ith

m
any

studies
thathave

dem
onstrated

a
link

betw
een

organizational
com

m
itm

ent
and

Q
W

L
(e.g.,

A
ranya

and
Ferris,

1984;L
achm

an
and

A
ranya,1986),

H
3

states
that

job
satisfaction

is
a

positive
function

of
Q

W
L

.
T

he
L

ISR
E

L
estim

ates
of

the
path

from
Q

W
L

to
job

satisfaction
of

the
pooled

sam
ple

w
ere

significant.T
his

overallpattern
of

findings
provides

supportfor
H

3,thus
providing

nom
ologicalvalidity

to
the

Q
W

L
m

easure.T
hese

results
are

also
consistentw

ith
past

research
(e.g.,H

alletal.,1970;Porter,1961).
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H
4

states
that

Q
W

L
contributes

significantly
to

satisfaction/
dissatisfaction

in
other

life
dom

ains
such

as
fam

ily,leisure,health,
and

so
on.T

he
L

ISR
E

L
estim

ates
of

the
paths

from
Q

W
L

to
satis-

faction
in

otherlife
dom

ains
across

allthree
studies

w
ere

significant.
T

his
overall

pattern
of

findings
provides

support
for

H
4

and
thus

providing
nom

ologicalvalidity
to

the
Q

W
L

m
easure.

H
4a

states
that

satisfaction
in

a
particular

life
dom

ain
(e.g.,

fam
ily

life)is
directly

influenced
by

Q
W

L
because

the
w

ork
dom

ain
plays

a
directrole

in
satisfying

needs
pertaining

to
thatlife

dom
ain.

T
he

statistical
results

of
the

pooled
sam

ple
show

som
e

support
for

H
4a.T

he
only

anom
aly

focused
on

satisfaction
w

ith
aesthetic

needs
and

the
prediction

thatthis
variable

should
accountfor

a
significant

portion
of

the
variance

in
satisfaction

in
com

m
unity

life,
cultural

life,the
environm

ent,as
w

ell
as

job
life.In

general,these
relation-

ships
w

ere
not

supported
by

the
data.

B
ased

on
these

results,
w

e
argue

that
future

developm
ents

of
the

Q
W

L
m

easure
m

ay
drop

the
aesthetics

need
dim

ensions
from

the
overallm

easure.T
his

deletion
is

notlikely
to

affectthe
integrity

of
the

m
easure.

H
5

states
that

Q
W

L
affects

life
satisfaction

through
the

m
edia-

tion
of

job
satisfaction

and
satisfaction

from
other

life
dom

ains.T
he

L
ISR

E
L

results
from

the
pooled

sam
ple

show
thatQ

W
L

does
indeed

significantly
predict

job
satisfaction

and
satisfaction

scores
from

other
life

dom
ains.Job

satisfaction
and

satisfaction
from

other
life

dom
ains

w
ere

successful
in

predicting
life

satisfaction.T
he

results
of

the
tw

o-stage
least

square
reinforced

the
L

ISR
E

L
observations.

In
sum

,the
total

pattern
of

results
pertaining

to
the

effect
of

Q
W

L
on

life
satisfaction

through
the

m
ediation

effect
of

job
satisfaction

and
satisfaction

from
other

life
dom

ains
w

as
supportive

of
H

5.
T

his
support

of
H

5
provides

additional
nom

ological
support

to
the

Q
W

L
m

easure.T
he

findings
pertaining

to
H

4,H
4a,and

H
5

are
all

consistentw
ith

the
rich

literature
on

spillover(e.g.,K
abanoff,1980;

K
ornhauser,

1965;
L

iou
et

al.,
1990;

R
ain

et
al.,

1991;
R

ice
et

al.,
1980;

Schm
itt

and
B

edeian,
1982;

Schm
itt

and
M

ellon,1980;
Tait

etal.,1989).
In

conclusion,
w

e
believe

that
the

pooled
data

reported
in

this
paper

provide
support

for
the

construct
and

nom
ological

validity
of

our
Q

W
L

m
easure.

T
he

m
easure

is
based

on
the

sim
ple

notion
that

the
organization

provides
resources

to
em

ployees
–

finan-
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cial
and

non-financial
resources,

and
these

resources
serve

to
satisfy

em
ployees’m

any
needs

(econom
ic,health

and
safety,social,

esteem
,etc.).N

eed
satisfaction

results
in

satisfaction
w

ith
the

job
as

w
ellas

other
life

dom
ains,thus

satisfaction
w

ith
life

in
general.

O
ur

concept
of

Q
W

L
has

som
e

resem
blance

to
H

ackm
an

and
O

ldham
’s

(1980)
w

ell-know
n

m
odelof

job
satisfaction.T

he
m

odel
show

s
that

job
satisfaction

is
determ

ined
by

five
facets

of
satisfac-

tion
–

four
extrinsic

rew
ards

(pay,security,socialrelations
atw

ork,
and

supervision)and
one

intrinsic
rew

ard
(opportunities

forgrow
th).

T
he

m
ostw

idely
used

facet-specific
m

easure
is

the
Job

D
escriptive

Index
(JD

I;Sm
ith

etal.,1969),w
hich

for
the

m
ostpartis

consistent
w

ith
H

ackm
an

and
O

ldham
’s

m
odel

of
job

satisfaction.O
ur

Q
W

L
m

odel
builds

on
H

ackm
an

and
O

ldham
’s

m
odel

by
m

odifying
and

further
expanding

the
list

of
extrinsic

and
intrinsic

rew
ards

a
la

M
aslow

.W
e

m
odified

the
H

ackm
an

and
O

ldham
’s

m
odelby

m
aking

the
distinction

betw
een

type
of

rew
ards

and
sources

of
rew

ards.W
e

view
supervision

as
a

source
ofrew

ard,w
hereas

pay,security,social
relations

at
w

ork,and
opportunities

for
grow

th
as

types
of

rew
ards

–
a

la
M

aslow
.

B
ased

on
M

aslow
’s

need
hierarchy

theory,
w

e
expanded

these
types

of
rew

ards
related

to
a

variety
of

extrinsic
and

intrinsic
needs,

i.e.,
health

and
safety

needs,
econom

ic
and

fam
ily

needs,
social

needs,
esteem

needs,
actualization

needs,
know

ledge
needs,

and
aesthetics

needs.
W

e
then

established
a

taxonom
y

of
sources

ofrew
ards,nam

ely
the

w
ork

environm
ent,job

requirem
ents,

supervisory
behavior,

and
ancillary

program
s.

H
ow

ever,
it

should
be

noted
thatH

ackm
an

and
O

ldham
’s

m
odelis

designed
to

explain
the

determ
inants

of
job

satisfaction,
those

job
characteristics

that
contribute

directly
to

global
feelings

of
satisfaction/dissatisfaction

w
ith

the
job.O

ur
Q

W
L

m
odel

is
designed

to
explain

the
determ

in-
ants

of
satisfaction

in
the

job
life

dom
ain,satisfaction

in
other

life
dom

ains,as
w

ell
as

overall
satisfaction

w
ith

life
(perceived

quality
of

life).
W

ith
respect

to
the

m
anagerial

im
plications

of
our

Q
W

L
m

easure,it
should

be
noted

that
the

m
easure

does
notonly

capture
need

satisfaction
per

se
but

also
em

ployees’
perceptions

of
organi-

zational
sources

of
need

satisfaction
stem

m
ing

from
the

w
ork

environm
ent,job

requirem
ents,supervisory

behavior,and
ancillary

program
s.In

other
w

ords,the
m

easure
is

very
usefulfor

diagnostic
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purposes.
M

anagers
are

advised
to

adm
inister

the
Q

W
L

m
easure

to
their

em
ployees

(through
a

confidential
and

anonym
ous

survey),
and

the
survey

results
should

reveal
strategic

gaps
in

the
organiza-

tion’s
w

ork
environm

ent,
job

requirem
ents,

supervisory
behavior,

and
ancillary

program
s.

H
ence,

the
Q

W
L

m
easure

helps
m

anage-
m

ent
identify

strategic
gaps

in
the

organization
and

take
action

to
enhance

the
Q

W
L

of
the

em
ployees.D

oing
so

should
go

a
long

w
ay

in
enhancing

job
perform

ance
and

organizational
com

m
itm

ent
and

reducing
turnover,absenteeism

,costs
related

to
claim

com
pensation

and
insurance,and

m
edicalcosts.

W
ith

respectto
future

research,w
e

recom
m

end
researchers

to
do

the
follow

ing:
First,

future
research

should
replicate

this
study

in
the

context
of

other
organizations

to
ensure

greater
variance

in
the

variables
pertaining

to
organizational

sources
of

need
satisfaction.

D
oing

so
w

ould
provide

better
data

to
testH

1a
in

its
entirety.

Second,the
Q

W
L

m
easure

m
ay

be
m

odified
som

ew
hatas

a
direct

function
of

the
study

findings
pertaining

to
H

4a.
Specifically,

the
results

of
this

study
failed

to
support

the
notion

that
satisfaction

w
ith

aesthetic
needs

contributes
to

satisfaction
in

com
m

unity
life,

cultural
life,

the
environm

ent,as
w

ell
as

job
life.

Perhaps,
a

m
ore-

nom
ologically

valid
m

easure
of

Q
W

L
m

ay
preclude

the
aesthetic

need
dim

ension.Future
research

m
ay

testthis
notion.

T
hird,future

research
using

our
Q

W
L

m
easure

should
focus

on
external

validity
considerations.

W
e

need
to

be
able

to
establish

norm
s

for
Q

W
L

standards
in

relation
to

different
types

of
organ-

izations,
e.g.,

universities,
banks,

hospitals,
and

on.
In

so
doing,

researchers
have

to
dem

onstrate
generalizability,

i.e.,
ensure

that
the

sam
ple

is
representative

of
the

em
ployee

of
the

organization,
ensure

that
the

organization
is

representative
of

the
population

of
organizations

in
question,etc.

Finally,other
form

s
of

validation
are

encouraged.
For

exam
ple,

other
Q

W
L

and
non-Q

W
L

m
easures

can
be

adm
inistered

together
w

ith
our

Q
W

L
m

easure
and

tests
of

convergence
and

discrim
inant

validity
can

be
conducted.M

ultitrait-m
ultim

ethodstype
ofconstruct

validation
can

be
attem

pted
and

are
highly

w
elcom

ed.
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APPENDIX I

The QWL (Need Satisfaction) Measure

Need type Need dimension QWL-need satisfaction indicator/measure M

(SD)

Health & safety needs Protection from ill health and injury at work I feel physically safe at work. 6.14
(1.12)

Protection from ill health and injury outside
of work

My job provides good health benefits. 5.78
(1.21)

Enhancement of good health I do my best to stay healthy and fit. 5.59
(1.14)

Economic & family
needs

Pay I am satisfied with what I’m getting paid for
my work.

3.58
(2.01)

Job security I feel that my job at (name of the organiza-
tion) is secure for life.

3.96
(1.88)

Other family needs My job does well for my family. 4.70
(1.59)
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APPENDIX I

Continued

Need type Need dimension QWL-need satisfaction indicator/measure M

(SD)

Social needs Collegiality at work I have good friends at work. 5.63
(1.25)

Leisure time off work I have enough time away from work to enjoy
other things in life.

4.68
(1.72)

Esteem needs Recognition./appreciation of work within the
organization

I feel appreciated at work at (name of the
organization).

4.46
(1.86)

Recognition/appreciation of work outside of
the org.

People at (name of the organization) and/or
within my profession respect me as a profes-
sional and an expert in my field of work.

5.06
(1.51)

Actualization needs Realization of one’s potential within the
organization

I feel that my job allows me to realize my full
potential.

4.68
(1.74)

Realization of one’s potential as a profes-
sional

I feel that I am realizing my potential as an
expert in my line of work.

4.82
(1.60)
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APPENDIX I

Continued

Need type Need dimension QWL-need satisfaction indicator/measure M

(SD)

Knowledge needs Learning to enhance job skills I feel that I’m always learning new things that
help do my job better.

5.56
(1.22)

Learning to enhance professional skills This job allows me to sharpen my profes-
sional skills.

5.35
(1.39)

Aesthetics needs Creativity at work There is a lot of creativity involved in my job. 5.26
(1.50)

Personal creativity and general aesthetics My job helps me develop my creativity
outside of work.

3.97
(1.55)
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APPENDIX II

The Need-Satisfaction-from-Work-Environment Measure

Need type Need dimension QWL-work environment indicator/measure M

(SD)

Health & safety needs Protection from ill health and injury at work My place of work is safe and sanitary. 5.96
(1.26)

Protection from ill health and injury outside
of work

Many of my co-workers talk a lot about how
to reduce the risks to live long and healthy
lives.

3.82
(1.62)

Enhancement of good health Everyone at work seems to talk about fitness,
health, and eating right.

5.59
(1.14)

Economic & family
needs

Pay I don’t hear much gripping from my fellow
co-workers about their pay.

3.25
(1.90)

Job security (Name of the organization) has a long history
of treating employees like family. Once
you’re in, your job is secure for life.

3.35
(1.66)

Other family needs (Name of the organization) cares for its
employees and their families.

4.21
(1.61)
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APPENDIX II

Continued

Need type Need dimension QWL-work environment indicator/measure M

(SD)

Social needs Collegiality at work My place of work is collegial. 5.37
(1.42)

Leisure time off work People at work seem to enjoy life outside of
work.

5.24
(1.33)

Esteem needs Recognition/appreciation of work within the
org.

Almost everyone at (name of organization) is
rewarded based on performance.

3.23
(1.87)

Recognition/appreciation of work outside of
org.

Almost everyone at (name of the organiza-
tion) is a recognized expert in his or her
field.

3.67
(2.38)

Actualization needs Realization of one’s potential within the org. (Name of the organization) helps its
employees realize their potential.

4.24
(1.66)

Realization of one’s potential as a profes-
sional

(Name of the organization) tries hard to help
its employees be the best they can be profes-
sionally.

4.14
(1.69)
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APPENDIX II

Continued

Need type Need dimension QWL-work environment indicator/measure M

(SD)

Knowledge needs Learning to enhance job skills (Name of the organization) helps its
employees learn the need job skills.

4.73
(1.55)

Learning to enhance professional skills (Name of the organization) tries hard to
educate its employees to become better
professionals.

4.29
(1.70)

Aesthetics needs Creativity at work At (name of the organization) everyone is
encouraged to express his or her creativity.

4.23
(1.78)

Personal creativity and general aesthetics The culture of (name of the organization)
encourages employees to express creativity
on the job and outside of their job.

3.97
(1.55)
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APPENDIX III

The Need-Satisfaction-from-Job-Requirements Measure

Need type Need dimension QWL-job requirement indicator/measure M

(SD)

Health & safety needs Protection from ill health and injury at work The physical demands of my job are not
hazardous for my health and safety.

5.81
(1.42)

Protection from ill health and injury outside
of work

My job is not too stressful. 3.67
(1.80)

Enhancement of good health My job helps me stay both physically and
mentally fit.

3.72
(1.53)

Economic & family
needs

Pay My job is designed with certain flexibility so
that I can choose to produce more for extra
money.

2.64
(1.79)

Job security The skill requirements of my job are such
that (name of the organization) cannot easily
replace me.

3.60
(1.78)

Other family needs I can easily manage my job and also attend to
the needs of my family.

4.63
(1.58)
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APPENDIX III

Continued

Need type Need dimension QWL-job requirement indicator/measure M

(SD)

Social needs Collegiality at work My job requires me to be part of one or
more teams or committees that meet regu-
larly during work hours to discuss job-related
matters.

4.52
(1.91)

Leisure time off work My job does not interfere with my leisure life. 4.10
(1.85)

Esteem needs Recognition and appreciation of work within
the organization

My job calls for certain kinds of skills that I
surely have.

6.16
(0.84)

Recognition and appreciation of work outside
of the organization

I feel like I have mastered (or making good
progress toward mastering) the skills of my
profession.

5.76
(2.81)

Actualization needs Realization of one’s potential within the
organization

My job requires me to make challenging
decisions affecting my deportment.

4.74
(1.80)

Realization of one’s potential as a profes-
sional

My job allows me to exercise many of my
talents and/or special skills.

5.22
(1.51)
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APPENDIX III

Continued

Need type Need dimension QWL-job requirement indicator/measure M

(SD)

Knowledge needs Learning to enhance job skills My job requires me to learn new things. 5.91
(1.05)

Learning to enhance professional skills My job requires me to think about things
that can help me grow as a person and as a
professional.

5.18
(1.50)

Aesthetics needs Creativity at work My job requires me to express a certain
degree of creativity.

5.44
(1.56)

Personal creativity and general aesthetics My job helps me develop a better appreci-
ation of creativity, art, and aesthetics.

3.81
(1.66)
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APPENDIX IV

The Need-Satisfaction-from-Supervisory-Behavior Measure

Need type Need dimension QWL-supervisory behavior indicator/measure M

(SD)

Health & safety needs Protection from ill health and injury at work My supervisor does his or her best to protect
me and others from job injuries and related
health hazards at the work place.

5.80
(1.36)

Protection from ill health and injury outside
of work

I don’t hesitate approaching my supervisor
to ask for time off to take care of a health
problem.

5.49
(1.61)

Enhancement of good health My supervisor comes across as caring for my
personal health.

4.91
(1.63)

Economic & family
needs

Pay I feel that my supervisor cares about my
economic well being.

4.26
(1.83)

Job security I can’t imagine that my supervisor would lay
me off.

4.49
(1.89)

Other family needs I don’t hesitate approaching my supervisor to
ask for time off to deal with family problems.

5.04
(1.72)
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APPENDIX IV

Continued

Need type Need dimension QWL-supervisory behavior indicator/measure M

(SD)

Social needs Collegiality at work I feel that management cares about making
the work place collegial, warm, and friendly.

4.40
(1.76)

Leisure time off work My supervisor cares that I have a life outside
of work.

4.47
(1.72)

Esteem needs Recognition and appreciation of work within
the organization

I feel that my supervisors appreciate the work
I do.

5.23
(1.64)

Recognition and appreciation of work outside
of the organization

My supervisor will do anything he or she
can so that my work will be recognized and
acknowledged outside (name of the organiza-
tion).

3.87
(1.76)

Actualization needs Realization of one’s potential within the
organization

I feel that my supervisor cares about helping
me realize my potential to help (name of the
organization).

4.68
(1.78)

Realization of one’s potential as a profes-
sional

My supervisor cares about who I am and
what I want to become professionally.

4.71
(1.80)
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APPENDIX IV

Continued

Need type Need dimension QWL-supervisory behavior indicator/measure M

(SD)

Knowledge needs Learning to enhance job skills My supervisor provides me with opportun-
ities to learn new things that can help me do
a better job.

5.09
(1.56)

Learning to enhance professional skills I feel that my boss cares about helping me
enhance my professional skills.

4.87
(1.76)

Aesthetics needs Creativity at work My supervisor encourages me to express
creative thinking on the job.

4.89
(1.65)

Personal creativity and general aesthetics My supervisor thinks highly of creative
people.

4.53
(1.99)
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APPENDIX V

The Need-Satisfaction-from-Ancillary-Programs Measure

Need type Need dimension QWL-supervisory behavior indicator/measure M

(SD)

Health & safety needs Protection from ill health and injury at work The janitors and maintenance people we have
at work do a good job keeping the place clean
and sanitary.

5.56
(1.41)

Protection from ill health and injury outside
of work

(Name of organization) offers a good health
benefits package.

5.67
(1.26)

Enhancement of good health (Name of organization) offers its employees
health benefits that include the use of fitness
facilities and programs.

5.11
(1.79)

Economic & family
needs

Pay (Name of organization) offers a program
to help employees invest and manage their
finances effectively.

4.53
(2.39)

Job security If layoffs are needed, (name of org.) has
an early retirement program that encour-
ages employees to retire early, thus avoiding
forced layoffs.

3.90
(1.69)

Other family needs We have a child care center at work. 2.09
(1.53)
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APPENDIX V

Continued

Need type Need dimension QWL-supervisory behavior indicator/measure M

(SD)

Social needs Collegiality at work We have a lounge where employees come
together, rest, and socialize for coffee breaks
and lunches.

3.81
(2.12)

Leisure time off work We have flextime at work. 4.23
(1.95)

Esteem needs Recognition and appreciation of work within
the organization

At (name of org.) every employee stands a
good chance of being publicly recognized by
the (name of organization) for outstanding
performance.

3.60
(1.83)

Recognition and appreciation of work outside
of the organization

(Name of org.) distributes information about
professional conf/seminars leading to profes-
sional certifications, recognition, and awards.

4.76
(1.74)

Actualization needs Realization of one’s potential within the
organization

(Name of organization) has a program that
ensures that employees are routinely and
periodically evaluated for possible promo-
tions.

4.45
(1.94)
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APPENDIX V

Continued

Need type Need dimension QWL-supervisory behavior indicator/measure M

(SD)

Realization of one’s potential as a profes-
sional

(Name of organization) has a program that
allows employees to take on increasingly
challenging tasks and greater responsibility.

4.03
(1.74)

Knowledge needs Learning to enhance job skills (Name of org.) has an educational program
that continuously exposes employees to
new standards/technologies to improve job
performance.

4.52
(1.68)

Learning to enhance professional skills (Name of organization) has a program
that subsidizes an employee’s educational
program of professional development.

4.41
(1.81)

Aesthetics needs Creativity at work The design of my work facilities is beautiful. 3.53
(1.75)

Personal creativity and general aesthetics Administration instituted a program that
trains and encourages employees to be
creative at work and in their personal lives.

3.18
(1.51)
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A
PPE

N
D

IX
V

I

T
he

O
rganizational-C

om
m

itm
entM

easure

Item
M(SD

)

1.
Iam

w
illing

to
putin

a
greatdealofeffortbeyond

thatnorm
ally

expected
in

orderto
help

(nam
e

of
organization)be

successful.
5.71

(1.30)

2.
I

talk
up

(nam
e

of
organization)

to
m

y
friends

as
a

great
organization

to
w

ork
for.

5.25
(1.53)

3.
I

feel
very

little
loyalty

to
(nam

e
of

organization).
(reverse

coded)
3.22

(1.94)

4.
I

w
ould

accept
alm

ost
any

type
of

job
assignm

ent
in

order
to

keep
w

orking
for

(nam
e

of
organization).

3.44
(2.20)

5.
I

find
thatm

y
values

and
the

(nam
e

of
organization)values

are
very

sim
ilar.

4.25
(1.71)

6.
Iam

proud
to

tellothers
thatIam

partof(nam
e

oforganization).
5.51

(1.31)

7.
I

could
just

as
w

ell
be

w
orking

for
a

different
organization

as
long

as
the

type
of

w
ork

w
as

sim
ilar.(reverse

coded)
4.55

(1.68)

8.
(N

am
e

oforganization)really
inspires

the
very

bestin
m

e
in

the
w

ay
of

job
perform

ance.
4.26

(1.71)

9.
Itw

ould
take

very
little

change
in

m
y

presentcircum
stances

to
cause

m
e

to
leave

(nam
e

of
organization).

3.28
(1.74)

10.
Iam

extrem
ely

glad
thatIchose

(nam
e

oforganization)to
w

ork
for

over
other

organizations
I
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as

considering
at

the
tim

e
I

joined.

5.22
(1.41)

11.
T

here’s
not

too
m

uch
to

be
gained

by
sticking

w
ith

(nam
e

of
organization)indefinitely.(reverse

coded)
3.73

(1.80)

12.
O

ften,
I

find
it

difficult
to

agree
w

ith
(nam

e
of

organization)
policies

on
im

portantm
atters

relating
to

its
em

ployees.(reverse
coded)

4.18
(1.63)

13.
I

really
care

aboutthe
fate

of
(nam

e
of

organization).
5.75

(1.14)

14.
Form

e
this

is
the

bestofallpossible
organizations

forw
hich

to
w

ork.
4.37

(1.61)

15.
D

eciding
to

w
ork

for
(nam

e
of

organization)
w

as
a

definite
m

istake
on

m
y

part.(reverse
coded)

2.12
(1.31)

N
O

T
E

S:
Item

s
9,

11,
and

15
w

ere
deleted

as
a

function
of

reliability
analyses.

T
he

resultantC
ronbach

A
lphas

w
as

0.78
(pooled).
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A
PPE

N
D

IX
V

II

T
he

L
ife-D

om
ain-Satisfaction

M
easures

Item
M(SD

)

1.
H

ow
satisfied

are
you

w
ith

yourlife
as

a
w

hole?
4.14

(0.77)

2.
H

ow
do

you
feelaboutyour

presentjob
in

general?
3.70

(0.98)

3.
H

ow
do

you
feelaboutyour

fam
ily

situation
in

general?
4.17

(0.86)

4.
H

ow
do

you
feelaboutyour

leisure
life

in
general?

3.59
(1.05)

5.
H

ow
do

you
feelaboutyour

financialsituation
in

general?
3.04

(1.19)

6.
H

ow
do

you
feelaboutyour

health
in

general?
3.73

(0.94)

7.
H

ow
do

you
feelaboutyour

education
in

general?
3.92

(0.93)

8.
H

ow
do

you
feelaboutyour

friends
and

associates
in

general?
4.05

(0.65)

9.
H

ow
do

you
feelaboutyour

neighborhood
in

general?
3.99

(0.82)

10.
H

ow
do

you
feelaboutyour

com
m

unity
in

general?
3.94

(0.82)

11.
H

ow
do

you
feelaboutyour

spirituallife
in

general?
3.95

(0.83)

12.
H

ow
do

you
feelaboutyour

environm
entin

general?
3.77

(0.80)

13.
H

ow
do

you
feelaboutyour

housing
situation

in
general?

3.93
(0.98)

14.
H

ow
do

you
feelaboutyour

culturallife
in

general?
3.86

(0.85)

15.
H

ow
do

you
feelaboutyour

socialstatus
in

general?
3.92

(0.80)
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