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Abstract- This study investigates the effect of quality of work life (QWL) on the managerial skills. It was conducted on an 
accidental sample of 126 governmental employees in Egypt. The data were collected by using a questionnaire. The data were 
statistically analyzed using (SPSS) percentages, median, standard deviation, simple correlation coefficient and multiple 
regression function. The most important results were the percentage of respondents with a high level of quality of work life 
was 22%, The percentage of respondents with a high level of managerial skills dropped to 28%, the results showed a 
significant correlation between the level of managerial skills and the level of quality of work life at level Probability 0.01, 
and the level of quality of work life was found to be one of the most influential variables at the level of managerial skills. 
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I. INTRODUCTION 
 
The term “Quality of Work Life” coined in 1972 
during the International Conference on Labor 
Relations. The term "Reengineering HR" was given 
great attention by scholars as a result of its focus on 
the application of the Reengineering HR method, it 
with the opportunity to reformulate it. Harris, P. R., 
Moran, R. T., & Moran, S. V. (2004). 
Recently, the Quality of Work Life (QWL) has 
become an important tool in the struggle for best 
employees. Organizations are seeking the ways for 
increasing the QWL in order to retain the best 
employees and attract the most talented employees. 
Since the mid of 1990s subject faced with challenges 
of downsizing and corporate restructuring,  
QWL is reemerging. with rising educational levels 
and occupational aspirations in today's slow 
economic growth and reduced opportunities for 
advancement.(Thompson, 1983). 
The modern interest in quality of work life is 
stimulated by efforts to change the scope of people 
jobs in attempting to motivate them and improve 
levels of commitment within the workplace. Human 
Resource departments are directly involved in 
achieving this goal through changes in employee 
relations (Hodgetts and Hegar, 2007). 
 
II. QWL CONCEPT 
 
Quality of work life (QWL) is viewed as substitute 
for the control approach of managing people that 
consider people as an 'asset' to the organization rather 
than costs, A high level of work satisfaction is an 
important factor for achieving high levels of 
commitment and productivity. It is, therefore, a core 
issue for an organization to promote the creation and 
maintenance of a sustainable and pleasant working 
environment. (Darren, et al, 2007) 
QWL is defined as “an approach or method in which 
specific technique and approaches are used for 

improving work”. QWL is a way of thinking about 
people, work, and organizations (Svenn et. al, 2009). 
QWL means something different for each individual, 
and is likely to vary according to the individual age, 
career stage, and/or position in the industry Fereday J, 
Oster C ,(2010).  
QWL calls for efforts to realize this goal through the 
active involvement of people throughout the 
organization, Charles N, Harris C, (2007) Stresse that 
the concept of QWL refers to good health, happiness, 
self-esteem, satisfaction with life, mental health,  
QWL is not limited to overcoming difficulties and 
dealing with obstacles and negative things only. But 
also development of positive aspects T, Takahashi M, 
(2013). 
Tanaka S, Maruyama Y, Ooshima S, Ito H (2011) 
believed that good compensation for work, equality 
and justice among all workers. 
Wu Sy, Li Hy, Tian J, Zhu W, Li J, Wang Xr (2011) 
proposes 8 important axes to determine the QWL: 
fair, fair wages, safe and healthy working conditions, 
development of human capacities, development and 
occupational safety, social integration, trust and 
confidence within the general social milieu. 
Cimete G, Gencalp NS, Keskin G (2003) focuses on 
the concept of QWL because it includes the workers 
perceptions of to the level of the physical and moral 
environment of work. The components of the 
physical and moral environment represent a number 
of factors, the most important of which are 
advantages and benefits, incentive systems, job 
security, participation in decision making,  
Hancke K, (2014) defines QWL with job satisfaction, 
ability to meet obligations, availability of human 
relations, low complaints and grievances, low 
absences and turnover rates.  
 
Quality components and indicators are looking 
forward to the organization's development according 
to the knowledge , which requires a pre-determined 
procedures focus primarily on the redesign of jobs to 



International Journal of Management and Applied Science, ISSN: 2394-7926                                                 Volume-4, Issue-7, Jul.-2018 
http://iraj.in 

Quality of Work Life and Its Impact on Developing the Managerial Skills in Governmental Organizations 
 
7 

improve organizational performance and support 
organizational strategy  (Haratani T (1998).  
We conclude that the concept of QWL emphasizes 
the complex meaning of several dimensions, 
sometimes referring to some interrelated factors that 
need to be carefully examined in order to build a 
conceptual and measurable pattern of professional 
satisfaction and participation in work, motivation, 
productivity, safety and security at work, comfort, 
happiness and personal characteristics for the 
employees within the organization, capacity 
development, compatibility between life, work and 
beyond. 
 
III. QWL ASPECTS 
 
Some aspects that determine the QWL in 
organizations could be defined  according to the 
researchers, as follows: 
 Quality of social relations: recognition of 
work, respect, listening to concerns, respect for 
colleagues and times of work, communication, social 
dialogue, participation in decision-making. 
 Quality of work organization: quality of 
work instructions, ability of the organization to 
support and help to solve problems related to 
dysfunction, career progression, obstacles and 
difficulties, fatigue at work, protection from risk in 
the organization. 
 Possibility of achievement and professional 
development:  Rewards, training, acquired rights, 
capacity development and career assurance. 
 Compatibility between work life and 
working hours,Tazaki M, Nakane Y (2011).  
 
IV. MEASURING QWL 
 
There are several studies that confirm the use of the 
total quality inventory for measuring quality in work 
and allows for organizational diagnosis and solutions 
to the various problems found from the base. The 
scheme of intervention to find the solution on the side 
that was answered and to know where the problem 
lies.  
(Martel et Dupuis, 2009), Takeuchi T, Yamazaki Y 
(2010) said that these components include:  
 Rewards for work: wages, marginal profits, 
guarantee of rewards. 
 Career path: the possibility of development, 
conversion from the workplace, training and mastery. 
 Working hours: working hours, extra hours of 
work, absence for family reasons. 
 Relationship with coworkers: sense of 
belonging, competition, relationship with colleagues 
and colleagues, conflict of roles. 
 Relationship with the work heads: the 
relationship with the boss, the relationship with 
subordinates the relationship with other workers, 
observations and evaluation, communication and 
receiving information. 

 Physical characteristics of the work 
environment: place of work, equipment and means of 
work. 
 Factors affecting job evaluation: effectiveness 
of work, type of job, efficiency and work, 
independence, diversity of tasks, participation in 
decision-making. 
 Factors supporting workers: care during 
absence, division of tasks, relationship with the 
union, sources of assistance available to workers.  
 
V. QWL INDICATORS 
 
QWL addresses the efforts and organized activities 
used by the HRM of the organization to provide a 
better work life for the employees in order to satisfy 
their needs by providing a good work environment. 
Based on researches, we can assigne some indecators 
for QWL as following: 
 Communication system: 
The organization is a vital environment for various 
officials  
Communication activities known as Yamazaki Y 
(2009). It is the exchange of information or the 
dissemination of official information about the 
organization, a group of communication activities 
occurring within the institution through formal and 
informal relations occurring within the organization. 
Hogg RV, Tanis EA (2001) 
 Proposals system: 
The QWL and employee participation programs 
assume that employees have new ideas and that the 
responsibility of the administration is to follow up 
and apply these ideas. Proposals systems offer an 
organized way to collect ideas from employees. Most 
modern proposals are dealt with in a "proposal box." 
Instead, the employee submits the proposal to an 
intermediate supervisor, Arakawa C, Kanoya Y, Sato 
C (2011). 
 The Organization's efforts: 
 The organization's efforts are necessary Indicators  
for the success of the functional quality through the 
optimal use of its organizational and administrative 
capabilities to streamline and rationalize the means of 
reconciling the employees' goals with those of the 
organization, Tzeng HM, Ketefian S (2002) 
 
VI. FACTORS WHICH INFLUENCING THE 
QWL 
 
Regular assessment of QWL can potentially provide 
organizations with important information about the 
welfare of their employees such as employee 
commitment, job Satisfaction, general well-being, 
work-related stress and the home-work interface.  
Yamazaki Y, Togasaki Y, Sakano J (2012) recently 
reported that a low level of well-being at work is 
estimated to cost about 5- 10% of Gross National 
Product per annum, yet Quality of Working Life as a 
theoretical construct remains relatively unexplored 
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and unexplained within the organizational 
psychology research literature. 
There are some factors that influence someone's 
QWL conditions: Schluter PJ et al, (2011). 
 Physical environment, a positive working 
environment is clearly influenced by the quality of 
buildings, interior decoration and cleanliness, 
personal and property security, as well as our 
personal and corporate approach to the environment.   
 Qualities of co-workers, the qualities of our 
co-workers can have a direct influence on our own 
performance at work since we often spend more time 
with our co-workers than we do with our families.  
 
VII. QWL AND JOB SATISFACTION 
 
Krueger, et al, (2004) defined job Satisfaction as the 
degree to which an individual fulfills important needs 
in health, security, food, love, appreciation, and 
praise during the job as the emotional responses of an 
individual to a particular job. The feeling of the 
individual towards the managers and his colleagues 
and opportunities for promotion.  
When reviewing recent studies of job satisfaction, it 
can be seen that some theoreticians at the moment 
emphasize the close relationship between the 
expectations of workers about their work and the 
reality in the organization.  
The focus on the topic of job satisfaction is based on 
working and organized factors. (Bunn WB et al, 
2001) found that after many studies in the field of 
organizational behavior, it was based on the idea that 
satisfaction and function could be an indication of 
rest within the work environment. Behavior may be 
that affects the activity and performance of the 
organization and in this case the satisfaction will 
become a reflection of the organizational activity and 
each person has internal motives to achieve his needs, 
failure to achieve these motives will lead to 
frustration. Davenport TH ( 2001)  
 
VIII. QWL AND EMPLOYEE COMMITMENT 
 
Researches and scholarly writings suggest that 
employee commitment is a work condition related to 
QWL. 
Guest, (1979) described the characteristics of a work 
environment which provide QWL to be cooperative, 
evolutionary, open, informal, and interpersonal. Such 
work environment QWL is considered as an ethical 
and productive because it can be derived only if 
managers have trust and confidence in their 
employees (Drobni , S, et al, 2010). It is also the 
employee commitment occurred in organizations 
where the essential factors, corporate policies and top 
management’s leadership, support its existence. 
Privacy rights, the needs for maintaining work-family 
balance, J. Eds, (2014). 
The importance of QWL in most researches and 
writings have been linked to employees’ job 

outcomes such as productivity, job satisfaction, 
employees’ commitment, and increased retention.  
TEJ, J.,(2012) suggest that companies with high 
QWL can also have high employee commitment and 
high customer satisfaction which will in turn provide 
higher growth and profitability to the companies.  
Hodgetts, R., & Hegar, K. (2007), reported that QWL 
is strongly related to work commitment and the sense 
of efficacy. 
Huang, Katinda, C. (2010) measures QWL in four 
dimensions: work-life balance; job characteristics; 
supervisory behavior; and compensation and benefits. 
The findings show that the perception of QWL has a 
significant impact on employee commitment. They 
also show that the perception of balancing family and 
work life has a very strong positive effect on reducing 
employees’ intention to leave a company.  
De Klerk, J. J. (2005) reported that Literature review 
further reveals that an individual having high 
commitment shows loyalty and intention to stay with 
the organization and shows personal interest towards 
the employment. 
An employee experiencing a high quality of work life 
is highly committed to the organization and 
contributes to the organization performance Otieno, 
P. A. (2010). 
As Ruzevicius, J. (2007), it is possible that employees 
may not feel obliged to repay their organization’s 
provision of work-life practices with an increase in 
positive, work-related behaviors or attitudes. Instead, 
they may perceive that access to such practices is an 
entitlement, rather than an example of favorable 
treatment. It is difficult to estimate the extent to 
which employees construe such practices as favors 
versus rights 
 
IX. THE MANAGERIAL SKILLS 
 
The managerial skills in this study referring to: 
 Technical skills: 
Technical skills represent the ability to perform 
business with minimal resources and with the highest 
possible efficiency and are clearly demonstrated 
during the implementation phase.  
 Intellectual skills: 
Intellectual skills in this study refering to the ability 
to make decisions and solve problems and the clearly 
demonstrated skills during the decision-making.   
 Human skills: 
Human skills include the ability to interact with 
others through effective  
communication and are clearly demonstrated during 
planning, organizing, monitoring and evaluation 
phases. 
 
X. STUDY FINDINGS 
 
  Regarding Technical Skills 
The findings indicate that there is a significant 
decrease in the percentage of respondents who 
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perform these skills on a permanent or sometimes 
basis, where 2% for start implementing the plans and 
following up the progress of  
implementation, 3% for the ability to motivate family 
members to implement plans, 5% for the ability to 
adjust targets during implementation, 6% for  
commitment to implementation steps, 8% for 
implementation in time. 
To implement the plan, 86% resort to postponement 
of implementation several times,76% waiver some 
objectives during the implementation. 
  Regarding Intellectual Skills 
The findings indicate that there is a decline in the 
percentage of respondents who always or sometimes 
do some positive practices on intellectual skills 
2%for decision making to solve problems, 5%for 
understanding the dimensions of the problem, 6% for 
finding the optimal solution for the problems and 
taking responsibility for choosing the solution of the 
problem, 9% for thinking and 
studying before making the decision, New 
information and replacements during problem 
solving, 18% for fixing time to solve problems. While 
the percentage of respondents who have always or  
sometimes performed some negative practices on 
intellectual skills, such as inability to learn about 
alternatives to problem solving and making decisions 
for personal emotions increased to 57%. The results 
for identifying the causes of the problem was 53%, 
rushing to make  
decisions 48%, relying on guessing  
methods and imitation in decision making 37%. 
 Regarding Human Skills 
The findings indicate a low percentage of respondents 
who have always or  
sometimes performed some positive  
human skills practices, the study reaching 1% to set 
specific targets in using the available resources, 4% 
to choose the best ways to exploit resources and 
determine the goal implementation, coordinate  
between different actions and determine the success 
and the failure reasons for any action, 5% to avoid 
waste of resources and rely during planning and  
coordination among working groups, 6% to discover 
new ways to improve work performance, 7% to 
develop contingency plans for emergency situations 
and exchange views with others during work 
evaluation, 8% to compare the results of the action 
plan with goals, 10% to goal setting and the ability to 
distinguish between monitoring and evaluation in the 
performance of any work, 12% for the ability to set 
up long-term plans, 19% for recording plan steps. 
 
XI. RECOMMENDATIONS 
 
Referring to the previous findings, this study 
recommends the following: 
 Participate the employees in the effective 
role in the decision-making of the various occasions. 

 Prepare publications that teach the employee 
about the regulations and procedures governing the 
work, as well as the systems of setting salaries, 
incentives, bonuses and performance evaluation 
criteria.  
 Develop a mechanism to encourage the 
employees to undertake organizational learning that 
will develop their managerial skills and help them to 
innovate. 
 Develop new methods to manage the 
employee’s career path. 
 Set up a mechanism to honor the outstanding 
employee. 
 Update the services provided to employees 
(health insurance – transportation, etc) 
 
CONCLUSION 
 
 Quality of work life (QWL) is specifically 
related to the employee’s happiness level. Each 
employee has different needs when it comes to their 
careers; the quality level of their work life is 
determined by whether those needs are being met 
(Price, A. (2011). Regardless their standards, those 
with a high quality of work life generally make 
enough to live comfortably, find their work to be 
interesting and achieve a level of personal satisfaction 
and commitment from the jobs that they do. In other 
words, employees who are generally happy with their 
work are said to have a high quality of work life, and 
those who are unhappy or unfulfilled by their work 
are said to have a low quality of work life and 
demonstrate lack of commitment. 
 From the research findings, it can be concluded 
that there is a strong positive linear correlation 
between QWL and the Managerial Skills among 
some of the governmental employees in Egypt, The 
most important results were the percentage of 
respondents with a high level of quality of work life 
was 22%, The percentage of respondents with a high 
level of managerial skills dropped to 28%,  
 the results showed a significant correlation 
between the level of managerial skills and the level of 
quality of work life at level Probability 0.01, and the 
level of quality of work life was found to be one of 
the most influential variables at the level of 
managerial skills. 
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