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Abstract

The paper focused on how managing human resource proactively has improved employee quality of
work life in organizations in Southern Nigeria. Subsequently, data was generated through
guestionnaire from 653 respondents. Three hypotheses were tested with T-Distribution at 0.05 level
of significance. The results shows that managing human resource proactively has made insignificant
improvement on employee quality of work life; unsafe work environment, inadequate and unfair
compensation, absence of opportunity for personal growth and job security, constant infringement
on personal leisure and family needs amongst other factors impedes managing human resource
proactively and averts improvement on employee QWL in the organizations and the little
improvement in employee QWL has not made any impact on workers attitude to work in
organizations in Southern Nigeria. The author observed that there may not be any universal
inclination for improving employee QWL because of number of factors, but recommends flexibility in
work schedule, creating autonomous work group and enriching the job as a methods of improving
employee QWL; making work more satisfying by giving employees freedom of operation and added
responsibility as well as opportunity to schedule own work and ensure that job and human behaviour
are directly related through work design.

Keywords: Proactive, Human Resource, Management, Quality and Work life

Introduction

Over the last hundred years, management of employee potentials in organizations has been evolving
dramatically, usually in response to external conditions. Though human resource management
gained momentum during the human relations movement era of the early 20th century (Kaufman,
2001). It was at this point that researchers began documenting ways of creating business value
through the strategic management of the workforce (Tubey, 2015). The concept has gone through a
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number of stages and it is still going. The early part of 18™ century saw a concern for improved
efficiency through careful design of work. During the middle part of the century emphasis shifted to
the employee's productivity. Recent decades have focused on increased concern for the quality of
working life, total quality management and worker's participation in management. These three
phases may be termed as welfare, development and empowerment. These phases were initially
dominated by transactional work such as payroll and benefits administration, but due to
globalization, company consolidation, technological advancement, and further research, it now
focuses on strategic initiatives like mergers and acquisitions, talent management, succession
planning, industrial and labour relations, diversity and inclusion (Richard, 2010).

An organized form of HRM emerged during the industrial revolution as the World shifted from an
agricultural economy to an industrial economy. Companies were forced to develop and implement
effective ways of recruiting and keeping skilled workers (Giri, 2008). Other factors such as hazardous
working conditions and pressure from labour unions also increased the importance of effective
management of human resource. The manufacturing efficiencies brought about by industrialization
came several shortcomings related to working conditions. Employees started seeking and agitating
for better deal and improvement in working conditions. Two other important factors which
contributed to the emergence of modern human resources management were the industrial welfare
movement and Frederick W. Taylor's (1856-1915) Scientific Management that outlined management
methods for attaining greater productivity from low-level production workers (Giri, 2008). HRM as a
professional discipline was especially bolstered by the passage of the Wagner Act in 1935 (also known
as the National Labour Relations Act), which remained the basic U.S. labour law through the 1990s.
It augmented the power of labour unions and increased the role and importance of personnel
managers (Karl, 2006).

By 1930s and 1940s, the general focus of HRM changed from a focus on worker efficiency and skills
to employee satisfaction. That shift became especially pronounced after World War Il, when a
shortage of skilled labour forced companies to pay more attention to workers' needs. Influenced by
the famous Hawthorne productivity studies and similar research, employers began to emphasize
personal development and improved working conditions, as a means of motivating employees (Karl,
2006). In the 1960s and 1970s the USA government furthered the HRM movement with a series of
regulations created to enforce fair treatment of workers, such as the Equal Pay Act of 1963, the Civil
Rights Act of 1964, the Employee Retirement Income Security Act of 1974 (ERISA), and the
Occupational Safety and Health Act of 1970. Because of these acts, companies began placing greater
emphasis on HRM in order to avoid lawsuits for violating this legislation. HRM's importance continued
to grow during the 1980s for reasons such as changing workforce values which require HRM
professionals to adapt organizational structures to a new generation of workers with different
attitudes about authority and conformity. Shifting demographics forced changes in the way workers
were hired, fired, and managed. Other factors contributing to the emergence of HRM during the
1980s and 1990s were increasing educational levels, growth of service and white-collar jobs,
corporate restructuring (including reductions in middle management), more women in the
workforce, slower domestic market growth, greater international competition, and new federal and
state regulations (Giri, 2008). The prominence of these discussions points to the fact that

234



INTERNATIONAL JOURNAL OF ACADEMIC RESEARCH IN BUSINESS AND SOCIAL SCIENCES

Vol. 10, No. 4, April, 2020, E-ISSN: 2222-6990 © 2020 HRMARS

improvement in quality of work life is always upper most in the minds of employees in organizations
where they trade their skills.

Statement of Problem

The Industrial and business environment in Nigeria, broadly speaking does not make for safe work
environment. Effective occupational health care, suitable working time, and appropriate salary which
are the other major aspects of QWL are also lacking. The safe work environment provides the basis
for a person to be happy at work. The work should not pose a health hazard for the person. The
employer and employees are aware of their risks and rights, and could achieve a lot for their mutual
benefit. The working time has been indicated by the State according to the legislation but
enforcement has not been effective. Studies have equally revealed that poor QWL was related to lack
of independence to make decisions, increased workload, role conflicts, lack of opportunities for
career advancement, low salary, lack of professional autonomy, lack of stakeholders support and
insufficient welfare services and they adversely affects the quality of work life. Theoretically business
organization in Nigeria, design task and job responsibility, working conditions, employee security,
health and safety packages of employees, pay and benefit(s), supervising schedule but practicability
have always not been satisfying and these have seriously and negatively affected the attitude of
employees in these organizations. It was on these notes that the paper peer into the under listed
objectives.

Objectives of the Study
The following objectives are imperative to this study:
» To determine the extent that proactive human resource management has helped to improve
employee quality of work life in selected organizations in Southern Nigeria.
» Tofind outif there are factors impeding proactive human resource management and so averts
improvement in employee QWL in the selected organizations in Southern Nigeria.
» To ascertain whether the improvement in employee QWL if any has made notable impact on
employees’ attitude to work in the selected organizations in Southern Nigeria.

Research Questions
» To what extent has proactive human resource management helped to improve employee
quality of work life in the selected organizations in Southern Nigeria?
» Are there factors that impede proactive human resource management and avert
improvement in employee QWL in the selected organizations in Southern Nigeria?
» Has the improvement in employees’ QWL if any made any notable impact on their attitude to
work in the selected organizations in Southern Nigeria?

Research Hypotheses
» H,: Proactive human resource management has made insignificant improvement on
employee quality of work life in the selected organizations in Southern Nigeria.
» H,: Unsafe work Environment, Inadequate and unfair compensation, Absence of Opportunity
for personal growth and job security, Constant infringement on personal leisure and family
needs and Lack of protection for personal privacy, dissent, and due process are the factors
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that impedes proactive human resource management and avert improvement in employee
QWL in the selected organizations in Southern Nigeria.

» H,: The improvement in employees’ QWL has not made any notable impact on their attitude
to work in the selected organizations in Southern Nigeria.

Conceptual Framework of the Study

Concept and component of Employee Quality of Work life

Quality of work life (QWL) is a concept of behavioural science, and the term was first introduced by
Davis in 1972 (Mathur, 1989; Hian & Einstein, 1990). Nadler and Lawler (1983) say QWL is a process
by which an organization responds to employees’ needs by developing mechanisms to allow them to
share fully in making the decisions that affect their lives at work. The key elements of QWL in the
literature include job security, job satisfaction, better reward system, employee benefits, employee
involvement and organizational performance (Havlovic, 1991; Scobel, 1975).

Jaiswal (2014) remarks that quality of life is sociological and psychological phenomenon. But
sociologists are not putting their interest in industrial sector, where the workers are the core
potential resource for organizational performance. To Kulkarni (2013) QWL is defined as the
favourable conditions and environments of a workplace that support and promote employee
satisfaction by providing them with rewards, job security, and growth opportunities. Kulkarni (2013)
says QWL is a comprehensive programme designated to improve employees' satisfaction and it is not
only concerned with the monetary aspects but also conditions of employment, interpersonal
conflicts, job pressure, lack of freedom and absence of challenging work, etc. Kulkarni (2013)
concludes that it is a way of thinking about people, work and organization and creates a sense of
fulfillment in the minds of the employees and contributes toward greater job satisfaction, improving
productivity, adoptability and overall effectiveness of an organization. Maks, Mirvis, Hackett, &
Grady, (1986) observe that there are two kinds of indicators for defining quality of life. One is an
objective indicator, for example money and the other is subjective indicator, such as financial status,
living standard, job etc. In a nutshell, objective indicators define quality of life in terms of goods while
subjective indicators are defined as quality of life as perceived by individuals. Lowe (2001) opines that
quality of worklife is not a sum of its component units, quality of worklife is more than interaction,
attitude, aspiration, fears, satisfaction or dissatisfaction, and it creates cross cultural similarities and
dissimilarities.

Many factors determine the meaning of quality of worklife (QWL), one of which is work environment
(Rethinam & Maimunah, 2008). As the work culture changes drastically in the recent years, the
traditional concept of work to fulfill humans’ basic needs are also fading out. The basic needs have
continued to diversify and change according to the evolution of the work system and standards of
living of the workforce (Rethinam & Maimunah, 2008). The explanation by Suttle (1977) that QWL is
the degree to which work is able to satisfy important personal basic needs through their experience
in the organization, is no longer relevant. Generally, jobs in the contemporary work environment
offer sufficient rewards, benefits, recognition and control to employees over their actions. Although
to some extent contemporary workforce are compensated appropriately, their personal spending
practices, lifestyles, leisure activities, individual value systems, health and so forth can affect their
levels of need. It is similar to the argument posted in the Maslow’s hierarchy of needs in which each
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individual has different level of needs because in reality what is important to some employees may
not be important to others, although they are being treated equally in the same organization. This
definition, focusing on personal needs has neglected the fact that the construct of QWL is subjective
and continuously evolves due to an ever growing need of each and every employee.

Hackman and Oldhams (1980) underscore the constructs of QWL in relation to the interaction
between work environment and personal needs. The work environment that is able to fulfill
employees’ personal needs is considered to provide a positive interaction effect, which will lead to
an excellent QWL. They emphasized that, the personal needs are satisfied when rewards from the
organization, such as compensation, promotion, recognition and development meet their
expectations. For instance, Maruthamuthu, Chitra, Pramothine and Surendar (2018), note that a
formal leave policy for employees with dependents recognizes and encourages the need to care for
sick children or elderly parents. Parallel to this definition, Lawler (1982) characterizes QWL in terms
of job characteristics and work conditions. He highlights that the core dimension of the entire QWL
in the organization is to improve employees’ well-being and productivity. The most common
interaction that relates to improvement of employees’ well-being and productivity is the design of
the job. Job design that is able to provide higher employee satisfaction is expected to be more
productive. However, he accepted the fact that QWL is composite, because it comprises physical and
mental well being of employees. A definition by Beukema (1987) portrays QWL as the degree to which
employees are able to shape their jobs actively, in accordance with their options, interests and needs.
It is the degree of power an organization gives to its employees to design their work. This means that
the individual employee has the full freedom to design his job functions to meet his personal needs
and interests. This definition emphasizes the individual’s choice of interest in carrying out the task.
However, this definition differs from the former which stresses on the organization that designs the
job to meet employees’ interest. It is difficult for the organization to fulfill the personal needs and
values of each employee. However if the privatized organizations provides the appropriate authority
to design work activities to the individual employees, then it is highly possible that the work activities
can match their employees’ needs that contribute to the organizational performance. In the same
vein Heskett, Sasser & Schlesinger (1997) describe QWL as the feelings that employees have towards
their jobs, colleagues and organizations that ignite a chain leading to the organizations’ growth and
profitability. A good feeling towards their job means the employees feel happy doing work which will
lead to a productive work environment. This definition provides an insight that the satisfying work
environment is considered to provide better QWL. Proceeding to previous definitions, Lau, Wong,
Chan, & Law (2001) operationalize QWL as the favourable working environment that supports and
promotes satisfaction by providing employees with rewards, job security and career growth
opportunities. Indirectly the definition indicates that an individual who is not satisfied with reward
may be satisfied with the job security and to some extent would enjoy the career opportunity
provided by the organization for their personal as well as professional growth.

The recent definition of QWL by Serey (2006) is quite convincing and best meet the modern work
environment. The definition is related to meaningful and satisfying work. It includes (i) an opportunity
to exercise one’s talents and capacities, to face challenges and situations that require independent
initiative and self-direction; (ii) an activity thought to be worthwhile by the individuals involved; (iii)
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an activity in which one understands the role the individual plays in the achievement of some overall
goals; and (iv) a sense of taking pride in what one is doing and in doing it well. This issue of meaningful
and satisfying work is often merged with discussions of job satisfaction, and believed to be more
favourable to QWL.

Quality of Work Life (QWL) has become one of the important issues in organizations (Majumder,
2006). In term(s) of working conditions, export-oriented enterprises are supposed to maintain their
international standards. However, working conditions are changing by the force of technological
advancement. In addition, it has been observed that technology has also changed the work culture
in both service and manufacturing enterprises (Mathur, 1989; Ratnam, 2001). Technological
innovation in the work process has evidently brought about higher level of product quality and
volume of production (Rahman, 2005; Islam, 2002; Yussuf, 2008). The basic philosophy of QWL is in
regard to employee learning capability (Camman, 1984) and learning organization environment (Zain,
1999). Otherwise jobs become under threat and insecure, result in an increased level of employee
dissatisfaction on work performance. It is well known that employee intrinsic motivation has an
impact on organizational performance. Herzberg, Mausner, and Snyderman (1959) had shown that
motivated employees tend to perform better. Company needs to find out the factors that influence
employees’ satisfaction and ensure their quality of work life (Gilgeous, 1998).

In this regard, QWL can simply be defined as the quality of the relationships between employees’ life
activities outside the work environment and the total working environment. It is seen as a crucial
component in working life which facilitates and promotes employees positive attitudes and
behaviours in the work environment. Osibanjo, Oyewunmi, Abiodun, and Oyewunmi (2019) remark
that all things related to welfare and comfort of employees in work life is known as Quality of work
life. The main purpose was to alleviate the challenges militating against quality of employees’ life at
the workplace. This frees the mind of the employee from worries that serve to take his or her
concentration from work, These behaviours represent the fundamental factors for organizational
success and customer satisfaction.

Empirical Evaluation of Quality of Work Life

Zohurul and Siengthai (2009) in their study on Quality of work life and organizational performance:
Empirical evidence from Dhaka Export Processing Zone in Bangladesh, measured quality of work life
and organizational performance using Herzberg hygiene factor starting with the wage policy affects
organizational performance. Wage policy is the core components to measure employees’ satisfaction
and quality of work life. Organizations as employers set the wages in line with their internal policy
and the wages are varied from enterprises to enterprises and from job to job. Though Government
has a set of instructional manual which sets the minimum wages, sometimes employers do not follow
these instructions but are rather guided by their internal policy framework. Minimum wage is the
level of what the least paid employee is entitled to his take home whether on daily, weekly or monthly
basis, depending on the payment pattern of the country in question. The higher the minimum wage
the better the effect on motivation and high QWL.

Zohir (2007) identified that financial benefit and social welfare, security and leave provisions have
positive impact on worker’s quality of work life. And these set(s) of benefits have impact on firm

238



INTERNATIONAL JOURNAL OF ACADEMIC RESEARCH IN BUSINESS AND SOCIAL SCIENCES

Vol. 10, No. 4, April, 2020, E-ISSN: 2222-6990 © 2020 HRMARS

performance. Zohir, (2007) also notes that non-financial benefit plays positive role for workers quality
of life and firm performance. For example, canteen facilities, festival bonus, attendance bonus,
transport facilities and wage increment.

Rethinam and Maimunah (2008) in a comparative study on construct of quality of worklife: a
perspective of information technology professionals in Putra-Malaysia and Bahrain, found that
effective strategic human resource policies and procedures are essential to govern and provide
excellent QWL among IT professionals. Conversely, poor human resource strategic measures that are
unable to address these issues can effectively distort the QWL, which will eventually fail the
organizations’ vision of becoming competitive globally or increase performance locally. Tabassum
(2012) carried out a study in Bangladesh to determine the interrelations between Quality of Work
Life Dimensions and faculty member job satisfaction in the private universities through quantitative
survey on 72 full-time faculty members. The study reveals that all the dimensions of QWL are
positively correlated with the job satisfaction of faculty members, which indicate that enhancement
in the dimensions of QWL can lead to increased amount of job satisfaction, which could as well
increase the performance of the private universities. Jenal and Pradhan (2014) carried a study to
investigate the empirical relationship between work place spirituality and work-life balance amongst
employees and executives of manufacturing Public Sector industries in Eastern Indian sub-continent.
Using purposive random sampling, 206 employees and executives was selected for the study. The
researchers found a moderately significant relationship between spiritual competences with work
life balance irrespective of demographic profile. The findings have suggested revitalizing both the
aspects together for establishing an effective behavioural intervention in an organizational set up.
Harish and Subashini (2014) took a study of some Indian industries on quality of work life. The study
found that quality of work life encompasses the sum total of healthy experiences that individuals
experience in various facets of life. Harish and Subashini (2014) also discovered that a sizable
component of the quality of life is the quality of life experienced by organization members at the
work place.

Quality of WorkLife (QWL) is a multi-dimensional construct, made up of a number of interrelated
factors. It is associated with job satisfaction, job involvement, motivation, productivity, health, safety
and well-being, job security, competency development and balance between work and non work life
(De Jonge & Landerweerd, 1993; Hood & Smith, 1994; European Foundation for the Improvement of
Living and Work Conditions, 2002). These authors equally remark that QWL is also viewed as a wide-
ranging concept, which includes adequate and fair remuneration, safe and healthy work conditions
and social integration in the work organization that enables an individual to develop and use all his
or her capacities.

Considering the nature of work in the contemporary environment, Rethinam and Maimunah (2008)
see QWL as the effectiveness of work environment that transmit(s) to meaningful organizational and
personal needs in shaping the values of the employees that support and promote better health and
well-being, job security, job satisfaction, competency development and balance between work and
non-work life which eventually culminate in improved organizational performance.

Sundaray, Sahoo and Tripathy, (2009) examine the impact of employee relations initiative on quality
of work life of the employees of TTPS and OPTCL, as well as analyzed the relevance of various
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employee relations measures in improving quality of work life environment in organizations. The
study was based on case study method and two major industrial units of power sector in Orissa, which
were selected for the study. The selected organizations are Talcher Thermal Power Station (TTPS), a
Unit of National Transmission Power Corporation (NTPC), and Orissa Power Transmission Corporation
Ltd., (OPTCL), a unit government of Orissa undertaken. The study revealed that the organizations
adopted employee relations measures like empowerment and involvement, suggestion schemes,
collective bargaining, grievance and conflict management, and union-management relations to
improve quality of work life of the employees. As a result of those measures, the performances of
the organization have improved significantly and employees became more committed towards their
organizations.

The empirical evaluations above show that earlier studies on employee quality of work life
concentrated on organizations outside the Nigerian environment and have not looked at employee
quality of work life relatively to the anticipatory nature of human resource management. Therefore,
this paper was structured to cover up this vacuum.

Theoretical Underpinnings of the Study

Theory as a coherent statement or set of linked ideas that explains observed facts or phenomena
which sets out the laws and principles of something known or observed or a hypothesis confirmed
by observation, experiment etc. or a belief that can guide behaviour, has applicative nature in social
sciences. Its value precisely lies in its ability to fulfill one primary purpose, which is to explain the
meaning, nature, and challenges associated with a phenomenon, often experienced but unexplained
inthe World around us. Then, we may use that knowledge and understanding to act in more informed
and effective ways. In this paper, theory is used to explain how some aspects of human behaviour
are organized, thus enabling us to make predictions about such behaviour. Some of the important
theories on aspects human behaviour are Maslow’s Hierarchy of Needs Theory and Herzberg’s Two-
Factor Theory. These theories provide a base to explain the concept of quality of work Life in
organization.

Abraham Maslow’s needs theory depicts the complexity of human nature by describing various levels
of human needs and satisfaction. There are five need clusters, which are: Physiological needs, Safety
needs, Social needs, Esteem needs and Self actualization needs. These needs are arranged in a
hierarchy from the lower needs to higher needs. The physiological needs have to be satisfied before
one move up to the social needs and so on. As soon as the lower order needs are satisfied, people
seek satisfaction from the higher order needs. As recapitulated in the needs fulfillment theory, a
person is satisfied if his needs are fulfilled and he gets what he wants. If he does not get what he
wants, he becomes dissatisfied. Employees find greater satisfaction in task, physical and social
environments which are able to offer them opportunity for work life improvement.

In Herzberg’s two factor theory, mere fulfillment of basic needs is not sufficient for job satisfaction.
Man tries to actualize himself in his job. His self actualization needs act as factors of satisfaction. The
theory postulates two types of work variables i.e. Satisfiers and dissatisfies. Satisfiers are those things
or situations which lead to job satisfaction which include: achievement, recognition, advancement,
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responsibility etc. are things which give high satisfaction. As these are related to the actual content
of the job they are known as ‘job-content factors’ or “motivators.”

Dissatisfies are those things or situations that result in job-dissatisfaction. Matters relating to
company policy, supervision, salary and working conditions etc. are things that commonly result in
dissatisfaction. As these are related to the context in which a person performed the task, they are
known as ‘job-context factors’ or ‘hygiene factors.” Though both kinds of factors fulfill the needs of a
worker, job-satisfaction results primarily from the ‘motivators.” QWL includes adequate and fair
compensation, work conditions, opportunity for development and growth, job security, social
integration, work life balance, involvement and recognition, and workload.

It is essential for the organization to develop quality relation between its employees and working
environment because now-a- days, demands of job creates imbalance between family and work life
due to job pressure and conflicting interests. The threat of imbalance in work and non-work life has
implications not only on the employees but also on organizations, governments and society
(Grzywacz and Marks, 2000 in Chakraborty, Chatterjee & Saha, 2019); Swanson, Power and Simpson,
1998 in 1noufal & Shani, 2019). Supporting this view, Sari, Bendesa and Antara (2019), observe that
QWL is achieved if employees get job satisfaction, both in participating in decision making, as well as
in having opportunities to develop.

Methodology

The paper adopted the survey research design, while stratified sampling method was used to select
the sample population of 29 organizations with staff strength of 71291 from eight nine (89)
organizations located at the South Eastern part of Nigeria (see appendix 1& Il sample frame). From
the 71291 staff of the selected organizations 653 respondents were derived using Cochoran’s formula
(see appendix Il for details). The validity of on the data collection instruments was done by ten
seasoned research experts. They ensured that the research instruments (the questionnaire) covered
the objectives of the paper thereby achieving the content and face validity of the instruments. The
reliability of the instrument was achieved by Test-Retest method and the data obtained was
subjected to further manipulation using Spearman’s Rank-order correlation formula. The co-efficient
of reliability of 0.98 obtained indicate that the instrument was highly reliable (see appendix 1V). The
guestionnaire was structured on a five 5 point rating scale. Therefore, the responses are Strongly
Agree (AG)5 points, Agree (A)4 points, Disagree (DA)3 points, Strongly Disagree (SDA)2 point and
Unsure (US)1 point. Analysis of data was by mean average and so any variable with mean score of 3.5
and above was accepted while any variable with a mean score below 2.5 was rejected.

Data Analysis

Question Distribution

Out of 653 questionnaire distributed, 627 representing 96% of the total questionnaire shared were
correctly filled and returned. This 96% representing 627 of the respondents is what was actually used
for the study. Tables and mean score were used to present and analyze the data generated.
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Analysis of Respondents Characteristics

Implicit in this study is the fact that respondents’ behaviour and answers on the survey questions are
influenced by their unique qualities. These qualities include their age, gender, civil status, educational
attainment, and length of stay in the companies.

A look at the age bracket of the respondents revealed that 51% of the respondents aged between
33years and above, 31% aged between 28 to 32 years, 15% aged between 23 to 27 years, while the
least of 3% is within the age bracket of 18-22 years. This means that a considerable number of the
respondents were among the young adult members of the population. In terms of sex distribution,
male respondents are 74% while the female respondents are 26%. On education, respondents with
tertiary qualification ranked highest with 84% cumulative, followed by those with secondary
education ranking 16%. This showed that most of the respondents had formal education and can read
and write and so can be able to contribute to the study. For length of service, it was observed that
the highest percentage 16% of the respondents have served the organization for between 1-5 years
while 21% have worked with the organization for 6-10 years, 28% have served the organization for
11 to 15 years, the remaining 35% have been with the organization for 16 to 20 years. The highest
percentage of participants in the study have great length of time in the organizations studied and
stand a better chance of contributing meaningfully to the study. On designation of respondents, 16%
of the respondents are within the rank of Top management team, 22% are within the rank of branch
managers and departmental heads, while 28% are within the rank of administrative officers. The
remaining 34% is made up of clerks and shop floor staff. This indicates that a good number of the
respondents are knowledgeable about “proactive HRM and quality of worlife”.

This section focused on analyzing response of research participants on the subject matter. The
analysis was based on mean score rating using data collected through the Likert five point scales
weighted questionnaire.

From the mean rating in table 4.1, (see appendix I) options 1, 2 and 3 were accepted, while options
4 and 5 were rejected. This indicates that proactive human resource management has made very
little and insignificant improvement on employee quality of work life in the selected organizations in
Southern Nigeria. Options 4 and 5 support this conclusion from a different angle. Critical evaluation
of an average organization in Nigeria reveals that financial benefit are unfair and not equitable and
social welfare is lacking, security of job not assured, safety and health of employees are not seen as
component of employee benefits as they are exposed to all manner of risks at their work place, no
opportunity for workers to use their skills, abilities and initiative in planning and implementing the
work, some employees are denied the opportunity for career progression for expressing their mind
on issues that affects their work, some employees are required to work for late hours, some are
frequently transferred while some do a lot of travelling as a part of their duty and leave provisions
which have positive impact on worker’s quality of work life is lacking, this is replicated in most
organizations studied.

The mean score rating in table 4.2 (see appendix Il), revealed that options 1, 2, 3, 4 and 5 were all
accepted. This implies that Unsafe work Environment, Inadequate and unfair compensation, Absence
of Opportunity for personal growth and job security, constant infringement on personal leisure and
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family needs, lack of protection for personal privacy, dissent, and due process are the major factors
impeding proactive human resource management and therefore avert improvement in employee
QWL in organizations in Southern Nigeria. These core issues in employee quality of work life, are not
even given any form of consideration in most of the organizations studied.

The outcome of the mean score rating in table 4.3 (see appendix Ill), show that all the options were
rejected. This uncovered the fact that no reasonable improvement has been made on the quality of
work life of the employees. But if there is any, it is scarcely noticed and has not touched the life of
the employees to the extent that it can change their feeling about the organization. Therefore, their
attitudes toward the organization remain unsatisfied. As such relationships between workers,
between workers and managers are lost to bitterness and acrimony. The workers develop low morale
in their work, lateness and absenteeism from work become the order of the day while some act care
freely about work assigned to them, some even practice soldiering (the act of feigning to work),
pointing to the fact that they are not satisfied with their job. All these boils down to the fact that the
improvement on employees’ QWL has not made change on their attitude to work in most of the
organizations in Southern Nigeria.

Test of Hypotheses

Statement of Hypothesis 1

H, : Proactive human resource management has not made significant improvement on employee
quality of work life in the selected organizations in Southern Nigeria.

H;:Proactive human resource management has made significant improvement on employee quality
of work life in the selected organizations in Southern Nigeria significantly.

Level of Significant: « = 0.05

Test Statistic: To check for the significant impact of the variables under estimation we adopted T-
Distribution Analysis to estimate for inference.

Rejection Rule: Reject H if t.; > tyqp , Otherwise accept or Reject H,, if Sig — value < a =
0.05

SPSS OUTPUT FOR T-DISTRIBUTION

One-Sample Test

Test Value=0
95% Confidence Interval of
Sig. (2- Mean the Difference
T Df tailed) Difference Lower Upper
HYP1 6.266 24 .000 124.68000 83.6114 165.7486

Interpretation of Result
Based on the SPSS output above, we do have sufficient evidence to reject the null hypothesis (Hg )
and accept the alternative (H; ), since Sig — value = 0.000 < a = 0.05. Therefore, we conclude
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that proactive human resource management has made insignificant improvement on employee

quality of work life in the selected organizations in Southern Nigeria.

Statement of Hypothesis 2

1 H,:There are no factors impeding proactive human resource management and that avert
improvement on employee QWL in organizations in Southern Nigeria.

2 H;: Unsafe work Environment, Inadequate and unfair compensation, Absence of Opportunity for
personal growth and job security, Constant infringement on personal leisure and family needs
and Lack of protection for personal privacy, dissent, and due process are the factors that impedes
proactive human resource management and avert improvement on employee QWL in the
selected organizations in Southern Nigeria..

Level of Significant: « = 0.05

Test Statistic: To test the validity of the hypothesis we adopted one sample T-test.

Rejection Rule: Reject H, if t.q; > tiqp , Otherwise accept or Reject H, if P — value < a = 0.05

SPSS OUTPUT

One-Sample Statistics

Std. Std. Error
N Mean Deviation Mean
Eata 4.0180 10826 04841
One-Sample Test
Test Value=0
95% Confidence Interval of
Sig. (2- Mean the Difference
T Df tailed) Difference Lower Upper
gata 82.991 4 .000 4.01800 3.8836 4.1524

Interpretation of Result
Based on the data before me there is sufficient evidence to reject the null hypothesis and accept the
alternative since P — value = 0.000 < a = 0.05 at 2-tail test. Therefore, we conclude that unsafe
work Environment, inadequate and unfair compensation, absence of opportunity for personal growth
and job security, constant infringement on personal leisure and family needs and lack of protection
for personal privacy, dissent, and due process are the factors that impedes proactive human resource
management and avert improvement on employee QWL in the selected organizations in Southern

Nigeria.

Statement of Hypothesis 3
1. Hy:The improvement in employees’ QWL has not made any notable impact on their attitude to

work in the selected organizations in Southern Nigeria.

2. Hy:The improvement in employees’ QWL has made some notable impact on their attitude to
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work in the selected organizations in Southern Nigeria.
Level of Significant: « = 0.05
Test Statistic: To check for the significant impact of the variables under estimation we adopted T-
Distribution Analysis to estimate for inference.
Rejection Rule: Reject H if t.,; > tyqp , Otherwise accept or Reject H,, if Sig — value < a =
0.05
SPSS OUTPUT FOR T-DISTRIBUTION

One-Sample Test

Test Value=0
95% Confidence Interval of
Sig. (2- Mean the Difference
T Df tailed) Difference Lower Upper
HYP3 5.685 24 .080 125.36000 79.8473 170.8727

Interpretation of Result:

Based on the SPSS output above, we have no sufficient evidence to reject the null hypothesis (Hg )
and accept the alternative (Hq ), since Sig — value = 0.080 > a = 0.050. Therefore, we conclude
that the improvement in employees’ QWL has not made any notable impact on their attitude to work
in the selected organizations in Southern Nigeria.

Summary of Major Findings
It was found that managing human resource proactively has made very little and insignificant
improvement on employee quality of work life in the selected organizations in Southern Nigeria.

The study discovered that unsafe work Environment, inadequate and unfair compensation, absence
of opportunity for personal growth and job security, constant infringement on personal leisure and
family needs, lack of protection for personal privacy, dissent, and due process are the major factors
impeding proactive human resource management and therefore avert improvement in employee
QWL in organizations in Southern Nigeria.

The study further revealed that the little and insignificant improvement in employees’ QWL has not
made any notable impact on their attitude to work in the selected organizations in Southern Nigeria.

Discussion of major Findings

Result of data analysis on table 4.1 (see appendix 1) and result of the test of hypothesis one, revealed
that proactive human resource management has made very little and insignificant improvement on
employee quality of work life in the selected organizations in Southern Nigeria. Critical assessment
of an average organization in Nigeria reveals that financial benefit are unfair and inequitable, social
welfare is lacking, security of job not assured, safety and health of employees are not seen as
component of employee benefits as they are exposed to all manner of risks at their work place, no
opportunity for workers to use their skills, abilities and initiative in planning and implementing the
work, some employees are denied the opportunity for career progression for expressing their mind
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on issues that affects their work, some employees are required to work for late hours, some are
frequently transferred while some do a lot of travelling as a part of their duty and leave provisions
which have positive impact on worker’s quality of work life is lacking, this is replicated in most
organizations in southern Nigeria studied.

Result of data analysis on table 4.2 (see appendix 11) and result of the test of hypothesis two,
revealed that unsafe work Environment, inadequate and unfair compensation, absence of
opportunity for personal growth and job security, constant infringement on personal leisure and
family needs, lack of protection for personal privacy, dissent, and due process are the major factors
impeding proactive human resource management and therefore avert improvement in employee
QWL in organizations in Southern Nigeria. These core issues in employee quality of work life are not
even given any form of consideration in most of the organizations studied.

This is why the Federal Ministry of Labour and Employment in collaboration with the International
Labour Organization (ILO) in 2016 took the step to develop a baseline National Occupational Safety
and Health Profile to stimulate effective management of safety and health at work in Nigeria,
information from personal interview with key respondent show that the law made provision for fair
and adequate compensation for employees at work place but the level corruption in the system has
made it almost impossible for employee entitled to such compensation to enjoy it.

Result of data analysis on table 4.3 (see appendix 111) and result of the test of hypothesis three show
that the little and insignificant improvement in employees’ QWL has not made any notable impact
on their attitude to work in the selected organizations in Southern Nigeria studied. Quality in the
work life of the employees in the organizations in Southern Nigeria is scarcely noticed and has not
touched the life of the employees to the extent that it can change their feeling about their
organizations. Therefore, their attitudes toward the organization remain unsatisfied. As such
relationships between workers, between workers and managers are lost to bitterness and acrimony.
The workers develop low morale in their work, lateness and absenteeism from work become the
order of the day while some act care freely about work assigned to them, some even practice
soldiering (the act of feigning to work), pointing to the fact that they are not satisfied with their job.
All these boils down to the fact that the improvement on employees’ QWL has not made change on
their attitude to work in most of the organizations in Southern Nigeria.

Conclusion

It has come to fore that financial benefits in organizations in Southern Nigeria are unfair and
inequitable, social welfare is equally lacking, security of job is not assured, safety and health of
employees are not seen as component of employee benefits; employees have no opportunity to use
their skills, abilities and initiative in planning and implementing their work, some are denied the
opportunity for career progression for expressing their mind on issues that affects their work, some
are required to work for late hours and are frequently transferred while some do a lot of travelling
as a part of their duty. Leave provisions which have positive impact on their quality of work life is
lacking, work environment is unsafe, job is not secured, there is constant infringement on employees
personal leisure and family needs, personal privacy are not assured. Obviously, there is little or no
improvement in employee QWL in these organizations. Therefore, the attitudes of the employees
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remain unsatisfied. As such relationships between and amongst workers, between workers and
managers are lost to bitterness and acrimony. The workers develop low morale in their work, lateness
and absenteeism from work become the order of the day while some act care freely about work
assigned to them, some even practice soldiering (the act of feigning to work), pointing to the fact that
they are not satisfied with their job. The situation is made worst by the fact that the economy is filled
with multitude of white collar job seekers who are ready to accept anything as salary and so
employers see it as an opportunity and care less about how satisfied the employees are with their
work. These has rubbed off on the performance of the organizations as most them are found wanting
in the global competitive arena.

Employee quality of work life studies in relation to the anticipatory nature of human resource
management has never been given its pride of place in research efforts in Nigerian environment.
Again, organization in Nigeria has not deemed it necessary to develop quality relationship between
employees and working environment. They also lose sight of the fact that job demands creates
imbalance between family and work life due to job pressure and conflicting interests, as well as the
fact of threat of imbalance in work and non-work life which has implications not only for the
employees but also for organizations, governments and society. This paper call attention to these
issues and to the fact that complexity of human nature as depicted in Abraham Maslow’s needs
theory and Herzberg’s two factor theory is enmeshed in levels of human needs and satisfaction.

Recommendations

On these, the author notes and recommends that though there may not be any universal leaning for
improving employee QWL because of number of factors, but some more common practices adopted
for the purpose are: i) Flexibility in work schedule which may be three aspects, i.e. flexitime- a system
of flexible working hours and compressed work week. The extent that this flexibility is provided in
the work system becomes source of motivation to the employees,

ii) Autonomous work group which involve freedom of employees to choose their own teams, freedom
of decision making regarding the choice of methods for work and freedom of distribution of tasks
among group members and designing of work schedules which helps in creating positive feelings
among employees,

iii) Flexibility in work schedule Autonomous work group Job Enrichment which attempts to design a
job in such a way that it becomes more interesting and challenging so that the employee makes
meaning out of their work. The degree of job enrichment determines the degree of QWL; opportunity
for growth which involves employee, particularly the achievement-oriented ones, seeks growth
through their work. So if the work provides such employees opportunity for personal growth and to
develop their personality, they will feel committed to the job and the organization; participation
which involves giving employees opportunity to participate in decision making, particularly on the
matters directly concerned with their work has important bearing on their satisfaction and
performance. A higher degree of participation increases the QWL and overall organizational climate
and communication here involves the employees receiving information about the various aspects of
the organization which is down ward communication and employees having opportunity to share
their views, grievances and make suggestions for improving the work performance which is up ward
communication. These helps make QWL sound and possibly reflect on the performance of the
organizations.
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Employee(s) work must be made more satisfying by giving them freedom of operation and added
responsibility as well as opportunity to schedule own work in order to enhance their sense of
achievement and motivation. Giving employee opportunities to schedule own work offers them
opportunity to create leisure time and time to share with their families. Giving employee(s) work that
makes it difficult for them to have time for their families must be avoided.

Managers of organization in Southern Nigeria must ensure that job and human behaviour are directly
related through work design. This will bring about job satisfaction and eventual outcome of less
resentment and a more positive attitude to work. These positive attitudes reinforce behaviour which
is desirable and more lasting. Work redesign makes the organization a people oriented one and
people experience feelings of worth, personal growth and development and aspire for higher levels
needs such as self-esteem and self-actualization. Leave provision and implementation which gives
employee opportunity to share memorable time with their families make the employee happy and
more relaxed at work. The end result is improvement on the performance of the employees which
results to improvement on organizational performance.
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APPENDIX |
Table 4.1: Assess the extent that proactive human resource management has helped to improve
employee quality of work life in organizations in Southern Nigeria

SA

A

UN

DA

SDA

MS

Proactive human resource management have not made
significant improvement in the employee quality of
work life in the selected organizations in Southern
Nigeria

261

244

17

70

35

4.0

Proactive human resource management have made
very insignificant improvement in the employee quality
of work life in the selected organizations in Southern
Nigeria

225

242

24

72

64

3.78

Proactive human resource management have made
very little improvement in the employee quality of
work life in the selected organizations in Southern
Nigeria

277

251

18

36

45

4.08

Proactive human resource management have made
highly significant improvement in the employee quality
of work life in the selected organizations in Southern
Nigeria

96

73

24

197

237

1.92

Proactive human resource management have not made
any improvement in the employee quality of work life
in the selected organizations in Southern Nigeria

74

46

18

268

221

2.16

Source: Field Survey, 2019

APPENDIX Il

Table 4.2: factors that impede proactive human resource management and avert improvement in

employee QWL in the selected organizations in Southern Nigeria

S/ SA A UN | DA SDA | MS

N

1 | Unsafe work Environment 221 | 252 |9 86 59 3.78

2 | Inadequate and unfair compensation 270 | 235 |16 |45 61 | 3.97

3 | Absence of Opportunity for personal growth and job | 206 | 278 |18 |45 80 |3.77
security

4 | Constant infringement on personal leisure and family | 240 | 277 |18 |37 55 | 3.97
needs

5 | Lack of protection for personal privacy, dissent, and due | 245 |219 |9 27 127 | 3.68
process

Source: Field Survey, 2019
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APPENDIX Il
Table 4.3: Impact of the improvement on employees’ QWL on their attitude to work in the selected
organizations in Southern Nigeria

SA A UN | DA |SDA | MS

1 | The improvement in employees’ QWL has made | 99 66 12 | 280 | 170 | 2.11
employees in the selected organizations in Southern
Nigeria be conscientious in carrying out assigned duties.

2 | The improvement in employees’ QWL has improved the |91 78 10 | 148 | 300 |2.20
relationships between workers and between worker and
managers in the selected organizations in Southern
Nigeria.

3 | The improvement in employees’” QWL has made the | 18 163 |25 | 185 | 236 | 2.27
workers develop high morale in discharging their duties

4 | The improvement in employees’” QWL has made the | 41 31 19 | 331 | 204 |2.00
workers be satisfied with their work in the selected
organizations in Southern Nigeria

5 | Theimprovement in employees’ QWL has reduced level | 36 29 0 331 | 231 |1.90
of workers’ lateness and absenteeism in the selected
organizations in Southern Nigeria

Source: Field Survey, 2019
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