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Abstract: The Quality of Work Life has become increasingly important in-service organizations,
especially in the insurance sector, where employee job satisfaction and retention are vital for
success. This study looks at QWL among employees at private insurance companies in Virudhunagar
district, using a census method that included all 279 employees. Walton's Quality of Work Life
theory served as the main framework and included eight dimensions: fair and adequate pay, secure
work environments, chances for personal development, social integration at work, work-life balance
and the relevance of work in social life. Furthermore, the research emphasized the significance of
OWL as a crucial element in job satisfaction, affecting employee morale, performance, and dedication
to the organization. The relationship between QWL and job satisfaction was examined using
regression analysis, which showed a significant positive correlation. The results emphasize the
need to prioritize QWL initiatives in private insurance companies to boost satisfaction, reduce
turnover, and enhance organizational efficiency.

Keywords: Commitment, Job Satisfaction, Morale, Performance, Retention and Organisational
efficiency.
Introduction

The quality of work life in the insurance sector
comes from several factors. These include fair

relationships, teamwork, and supportive
leadership create a collaborative atmosphere.

pay, good working conditions and opportunities
for career growth and job security. A healthy work-
life balance, supported by flexible schedules,
manageable workloads, and helpful leave policies,
allows employees to keep their personal and
professional life in balance. Strong workplace
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Opportunities for personal development through
training and recognition improve employee skills
and satisfaction. Clear policies, ways to address
complaints, and fair practices build trust.
Meaningful work that reflects social values gives
employees a sense of purpose. Together, these
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factors boost employee well-being, motivation,
job satisfaction, and retention in the insurance
sector.

Review of Literature

Vineetha N. and Linus Benedicta D’Souza (2024)
examined the links between work quality, job
involvement, and occupational burnout. They
illustrated how these elements influence
employee well-being and performance. Nimmy
(2022) noted that the effects of globalization have
made HR management in Indian banking more
complex. It brings challenges like cross-cultural
training, pay structures, and technological
changes. According to the report, assistance from
the organization and incentives are crucial for
helping employees achieve their potential and
for ensuring long-term success. Shunmuga
Selvan and Abraham (2022) discovered that
workload, job insecurity, and a poor work-life
balance hurt LIC employees’ morale and
productivity. The study recommended stress
management programs, flexible schedules, and
stronger support from the organization to
improve performance and well-being. Jayachitra
and Nandini Jagan (2020) found that women
workers in private sector banks encounter issues
such as harassment, discrimination, limited career
growth, work-life balance, and childcare
challenges. Even while the standard of living at
work was seen as adequate, the study emphasized
the need for improvements in areas that received
low ratings to boost job satisfaction and well-
being. Yamini (2015) carried out a study
emphasizing the role of income in influencing
quality of work life (QWL) in order to ascertain
the association of income on various
components of QWL, including job satisfaction,
work environment and management support,
compensation and benefits, job/work pressure,
and work—family life. According to Azadehdel and
Chooran (2015), QWL components are strong
predictors of managerial satisfaction, and there
is a significant positive relationship between
QWL and job satisfaction among managers at
Alborz Insurance Company. Improving QWL,
particularly work-life balance, career
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development, and job security, greatly increases
employee engagement in organizations,
according to Albar et al. (2025). According to
Kumar (2025), work-life balance enhances
retention effects, but job satisfaction is still the
most powerful predictor of tenure intention
among IT workers. According to Dewangan and
Goswami (2025), systemic improvements in QWL
promote organizational citizenship behaviors
among university faculty by lowering role stress
and improving psychological well-being.
According to Sharma and Aggarwal (2024), QWL
has a positive impact on work-life balance in
hybrid work arrangements, with job satisfaction
and leadership support serving as important
mediators. According to Jayaraman et al. (2023),
QWL has a positive impact on construction
workers’ work-life balance and job satisfaction,
with collegiality and job security moderating
important effects and job satisfaction mediating
the relationship. According to research by
Akashdeep Joshi et al. (2025), work-life balance
plays a crucial role in the Indian banking industry
by mediating the relationship between workplace
spirituality and both organizational commitment
and job satisfaction. According to Zhou and Das
(2024), work-life perspectives in contemporary
Chinese companies are positively correlated with
employee engagement and job satisfaction,
which in turn improve employees’ attitudes
toward striking a balance between personal and
professional life. A nine-dimensional QWL scale
for nurses was validated by CFA from a
measurement standpoint, indicating its
applicability for evaluating multidimensional
work-life quality in healthcare settings
(Nanjundeswaraswamy, 2021). A psychological-
perspective QWL instrument was CFA-validated
by Riyono et al. (2022), confirming trust, care,
respect, learn, and contribute as important latent
constructs. Sundari and Poli (2025) discovered
that QWL factors have a substantial impact on
bank employees’ job satisfaction, underscoring
the significance of organized work-life
enhancements in service industries. According
to Sucietal. (2023), improving QWL can indirectly
support retention because job satisfaction
mediates the relationship between QWL and
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employee performance. Better QWL is linked to
lower turnover intentions, according to Subha et
al. (2022), with workers in industries with higher
QWL reporting noticeably lower turnover. Lastly,
Rubel (2023) discovered that job satisfaction
mediates the relationship between QWL and
employee outcomes, and that QWL positively
predicts job satisfaction, in-role performance, and
retention intention. Gazi et al., (2024) studied the
key factors influencing QWL among industrial
labor forces in developing nations include the
work environment, organizational culture, rewards
and compensation, autonomy, job satisfaction,
and security. In their study, Devikomathy, A., and
Suthakar, S. (2024) found that in Chennai’s quick-
service restaurant (QSR) sector, improved QWL—
specifically, the workplace environment and
financial reimbursement—correlates with higher
employee retention, indicating that QWL
improvements help lower turnover in high-
turnover industries. Anitha and Kalaiselvi (2025)
Although certain aspects, like growth and
security, need to be improved, private bank
employees report a positive correlation between
QWL and job satisfaction. According to Chanana
& Gupta (2016), job performance and employee
effort in banks are positively correlated with QWL
dimensions like rewards, work content, and
management support. Employee engagement and
performance in private banks are positively
impacted by QWL and work culture by Tiwari et
al. (2023).

Statement of the Problem

In the competitive insurance sector, employees
have a significant part in providing quality
services, managing client relationships, and
driving organizational growth. But they frequently
encounter difficulties like high workloads, stress
from customer demands, irregular hours, limited
chances for advancement, and poor work-life
balance. These issues can hurt their Quality of
Work Life (QWL), which affects their motivation,
productivity, and overall job satisfaction. Despite
its importance, there is not much investigation
on the relationship between QWL and job
satisfaction in private insurance companies,
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especially in areas like the Virudhunagar district.
It’s vital to understand how QWL impacts
employee satisfaction to create effective HR
practices, improve employee well-being, and
boost organizational performance. This study
aims to examine the elements that affect QWL
and its effect on job satisfaction among
employees in private insurance companies.

Objectives of the Study

e To know the socio demographic
variables of the employees in private
insurance sector

e To analyse the Walton’s model of
quality of work life

e To measure the connection between
work-life quality and employee job
satisfaction

Hypothesis

7

«  There is no impact of quality of work
life on employee job satisfaction

Research Methodology

A pre-tested interview schedule was employed
to gather firsthand information from employees
in private insurance companies. Journals,
magazines, newspapers, textbooks, and other
sources were used to gather secondary data. The
Tamil Nadu district of Virudhunagar is the study’s
primary focus. In the study area, 279 white-collar
employees are employed by 16 private insurance
company branches. Because of the small
population, the researcher intended to carry out
the research using a census. The goal of the
research was to determine the variables that affect
the work-life balance of insurance industry
workers. Using IBM AMOS version 22 software
and confirmatory factor analysis, researchers
discovered these factors.

Importance of QWL in the Service Sector

1. Enhancing Employee Satisfaction and
Retention
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High QWL contributes directly to job
satisfaction. The employees are more likely to
stick with their company if they feel appreciated
and supported. This reduces turnover rates,
which is crucial in industries like IT, insurance,
and hospitality, where skilled employees are in
high demand.

2. Improving Customer Satisfaction

Customer satisfaction and staff well-being are
directly related. Contented workers are more
inclined to deliver top-notch customer service.
For instance, motivated staff members can
respond to client inquiries in banking and
insurance with professionalism and patience,
improving the company’s standing.

3. Boosting Productivity and Performance

QWL builds a motivated workforce that is
dedicated to organizational goals. Employees
who take pleasure in their work environment are
more productive and innovative. This, in turn,
enhances service quality and competitiveness.

4. Reducing Stress and Burnout

The service sector often requires long working
hours, emotional demands, and high customer
expectations. QWL initiatives like stress
management programs, flexible working
arrangements, and counseling support can help
reduce burnout and improve resilience.

5. Supporting Organizational Growth and
Competitiveness

In a global market, service firms compete based
on customer experience and service quality. By
investing in QWL, companies develop a
workforce that is skilled, motivated, and able to
adjust to change, which ensures sustainable
growth.

Challenges in Ensuring QWL in the Service
Sector

1. Workload Pressure
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One of the biggest challenges in the service
sector is workload pressure. Employees
often need to handle a large number of tasks
within tight deadlines. In fields like banking,
insurance, call centers, and healthcare,
employees regularly face performance
targets, high call volumes, and demanding
interactions with clients. This pressure can
result in physical and mental exhaustion,
decreased job satisfaction, and even poorer
customer service. Over time, heavy
workloads without enough rest can lead to
burnout, absenteeism, and high turnover
rates, which impact employees and disrupt
the efficiency of the organization.

2. Customer-Centric Stress

Service sector jobs entail speaking with clients
directly, which can be emotionally challenging.
Employees must stay polite, patient, and positive,
even when dealing with rude, unhappy, or
demanding customers. This “emotional labor”
makes employees hide their feelings to act
professionally, which can lead to mental strain.
For instance, call center workers may take abusive
calls but are expected to keep calm. In hospitality,
staff often must meet unrealistic customer
requests. This kind of stress, if it lasts too long,
can lower morale, cause anxiety, and lead to
detachment from work responsibilities.

3. Job Insecurity

Numerous employments in the service sector are
contractual, temporary, or can be outsourced.
This creates a feeling of job insecurity among
employees. Fields like hospitality, retail, and IT
services are very competitive and unstable, often
seeing frequent layoffs or short-term hiring.
Workers in these environments may constantly
fear losing their jobs, which creates a sense of
insecurity about the future. Employees who
experience job uncertainty may experience mental
health issues, become less dedicated to the
company, and be less inclined to put their best
effort and talents into their work.

4, Lack of Career Growth
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The perception that there aren’t many
opportunities for job growth is a big worry for
workers in the service industry. Many jobs
concentrate on repetitive duties and provide few
chances for advancement or skill improvement.
For example, call center representatives frequently
perform the same tasks over and over again with
little opportunity for promotion. Retail workers
may also encounter sluggish or ambiguous job
advancement pathways. Employees may get
demotivated if they believe they have few
possibilities for the future. Reduced productivity
and increased turnover may result from this drop
in motivation. Long-term talent development is
also impeded by the absence of growth
possibilities. These problems show that better
work-life balance solutions that take into account
the realities of service work are needed.

5. Work-Life Disparity
The service business frequently faces work-
life imbalance due to erratic shift patterns,
long hours, and continuous operations.
Healthcare, IT, business process outsourcing,
and hospitality are among the industries
where employees are frequently required to
work on the weekends, holidays, or at night,
leaving little opportunity for personal or
family time. Relationships may suffer, stress
may be generated, and general job discontent
may result from this imbalance. The inability
to manage personal and professional
obligations can eventually lead to weariness,
disinterest, and a decline in the caliber of work
produced.
Future of QWL - Insurance Sector
The insurance sector is undergoing a
significant change due to digitalization,
regulatory shifts, customer expectations, and
workforce dynamics. In this changing
environment, the future of QWL will be crucial
for employee satisfaction, organizational
performance, and customer trust. Since the
industry is very service-oriented and depends
on human interaction, the well-being, motivation,
and engagement of employees will remain key to
organizational success.
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1. Digitalization and Work Redesign

The use of technologies like artificial intelligence
(AI), robotic process automation (RPA), and data
analytics is altering how work is done in
insurance. Many routine tasks are being
automated, so employees can concentrate on
advisory roles, problem-solving, and managing
customer relationships. This change will improve
QWL by cutting down on boring tasks, However,
it could also call for the acquisition of new abilities
and flexibility. To ensure that workers feel
comfortable and secure in their evolving
positions, firms must fund training and upskilling
initiatives.

2. Flexible Work Arrangements

Post-pandemic work models have made remote
and hybrid work common, even in traditionally
office-based industries like insurance. In the
future, flexibility will be a vital part of QWL, letting
employees manage personal and professional
responsibilities more effectively. Insurance
companies are likely to implement policies that
support telecommuting, flexible hours, and online
collaboration, which will help reduce stress and
boost overall satisfaction.

3. Focus on Mental Health and Well-being

The insurance industry can be stressful because
of sales targets, customer pressure, and
regulatory demands. Future QWL initiatives will
focus more on mental health support, providing
workshops on stress management, counseling,
wellness programs, and mindfulness practices.
Employers will increasingly understand that
protecting employees’ mental health is not just a
nice-to-have, but a necessary step to maintain
productivity and lower turnover rates.

4. Employee and

Participation

Empowerment

With younger workers entering the field, there
will be greater expectations for participatory
management and empowerment. Employees will
want their voices to be heard, to take part in
decision-making, and to have chances to
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influence organizational strategies. Future QWL
will therefore emphasize creating open
communication channels, feedback systems, and
collaborative work environments.

5. Diversity, Equity, and Inclusion

The insurance sector is becoming more global
and diverse, so future QWL practices will need
to ensure fairness and inclusivity. Organizations
that actively promote cultural diversity, gender
equality, and equitable treatment will attract and
retain top talent. Inclusive policies will improve
employees’ sense of belonging, lower stress
related to discrimination, and boost the
organization’s reputation.

6. Career Development and Continuous
Learning

As the industry evolves, employees will want
clear paths for career advancement. Future QWL
initiatives  will focus on professional growth
through mentorship, certification programs, and
leadership development. Employees who perceive
prospects for advancement will likely feel higher
job satisfaction and remain committed to their
organizations.

7. Integration of ESG and Ethical
Practices

Sustainability and the importance of corporate
social responsibility are growing more important
in various industries, including insurance.
Employees increasingly value organizations that
show ethical practices, environmental
responsibility, and social commitment. Thus,
future QWL will extend beyond workplace
conditions to include the pride and sense of
purpose employees gain from working for a
socially responsible employer.

Walton’s Model of Quality of Work Life
e Adequate and Fair Compensation

Compensation is a key motivator for
employees. Sufficient pay ensures that
workers meet their basic needs. Fair

compensation recognizes their skills, efforts,
and contributions. In the insurance sector,
this includes competitive salaries for roles
like policy advisors, claims officers, and
customer service executives. It also includes
incentives such as performance bonuses,
commissions, or profit-sharing. Fair
compensation motivates employees, reduces
turnover, improves loyalty, and shows that
the organization values their input. For
example, an insurance company that offers
target-based commissions and yearly
performance bonuses rewards employees for
their efforts and results.

e  Safe and Healthy Working Conditions

Employees are protected from physical and
psychological harm in a safe and healthy
work environment. This includes ergonomic
workplaces, proper ventilation, safety
protocols, and stress-free surroundings. In
the service sector, long periods of desk work,
customer interactions, and digital tasks can
lead to fatigue, eye strain, or mental stress.
Companies can provide adjustable chairs,
wellness programs, or regular health check-
ups to support physical and mental health.
For example, insurance companies that
introduce wellness rooms, ergonomic
workstations, and regular health
assessments for office staff improve overall
quality of work life.

e Opportunity to Develop Human
Capacities

Employees perform better when they can use
and improve their knowledge and skills. Jobs
that feel repetitive or unchallenging can
lower motivation. Opportunities for skill
enhancement like workshops, certifications,
cross-functional projects, or problem-
solving assignments help employees grow
both professionally and personally. In the
insurance sector, employees may benefit
from training in digital tools, customer
relationship management, underwriting, or
regulatory compliance. For instance, a
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company that provides regular training
sessions in new insurance software helps
employees manage tasks more efficiently
and increases job satisfaction.

e  Opportunity for Continued Growth and
Security

Employees appreciate job stability and
chances for career advancement. Job
security and growth opportunities, including
promotions, expanded roles, or long-term
career paths, reduce anxiety and boost
commitment. In service industries like
insurance, career ladders for sales officers,
underwriters, and managers encourage
employees to excel and stay loyal to the
company. An example is an insurance firm
that provides clear promotion pathways from
trainee to senior agent along with mentorship
programs, Providing a feeling of security to
employees and growth.

e Social Integration at Workplace

Workplace relationships greatly impact
employee morale and satisfaction. Social
integration includes teamwork, effective
communication, peer support, and inclusion.
In the insurance sector, collaboration
between sales teams, customer service, and
claims departments is essential. Employees
who feel socially integrated are more
committed, cooperative, and productive. For
example, team-building workshops, cohesion
and a sense of belonging are fostered in
insurance offices through departmental
activities and cooperative projects.

e  Constitutionalism in the Organization

Employees want fairness, transparency, and
respect for their rights. Constitutionalism
involves protection against unfair treatment,
grievance mechanisms, and fair policies. It
also means respecting employee opinions
and treating everyone with dignity. In service
organizations, clear appraisal systems,
ethical leadership, and anti-discrimination

policies support constitutionalism. For
instance, an insurance company that
maintains a transparent grievance process
and unbiased performance evaluations
builds trust and fairness.

¢ Work and Total Life Space

Quality of work life closely relates to an
employee’s the capacity to strike a balance
between obligations at work and at home.
Burnout and discontent can result from
personal life disruptions caused by excessive
job hours, night shifts, or high levels of
stress. Flexible scheduling, remote work
choices, leave policies, and leisure activities
are all ways that organizations can support
work-life balance. For example, an insurance
company that allows field agents and back-
office personnel to work remotely and have
flexible office hours might assist staff in
juggling work and family responsibilities.

e Social Relevance of Work Life

Employees feel motivated when they see
their work as meaningful and beneficial to
society. They want to make a positive impact
through their jobs. In the insurance sector,
employees help clients secure financial
protection, plan for the future, and manage
risks. When employees recognize the
societal benefits of their work, they develop
pride, loyalty, and engagement. For example,
insurance agents who assist clients in
buying health or life insurance plans can take
pride in providing financial security, which
enhances their job satisfaction.

Importance of Job Satisfaction in the Insurance
Sector

Services are the main focus of the insurance
industry. The primary conduit between the
business and its clients is its workforce. Success
in the insurance sector is mostly dependent on
interpersonal relationships, trust, and the caliber
of customer service, in contrast to product-based
sectors. Here, job satisfaction is more than just
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personal fulfillment; it has a direct impact on long-
term profitability, customer loyalty, and the
organization’s performance.

loyalty, leading to repeat business and
positive word-of-mouth.

1. Improves Employee Performance and
Productivity

How well employees do their duties is
significantly influenced by their level of job
satisfaction. Employee satisfaction increases
motivation, dedication, and willingness to
go above and beyond to meet organizational
objectives. This can result in more accurate
risk assessment, improved client advisory
services, and faster claim processing in the
insurance industry. For instance, an
insurance agent who enjoys their work is
likely to engage actively with clients, provide
thorough policy explanations, and maintain
strong relationships, benefiting the
organization overall.

2. Reduces Employee Turnover and
Retention Costs

The insurance sector competes fiercely for
skilled workers, especially in sales,
underwriting, and customer service. Job
dissatisfaction often leads to higher turnover,
which is costly due to recruitment, training,
and decreased productivity. Keeping job
satisfaction high lowers turnover and helps
retain experienced employees who
understand clients, products, and internal
processes. This promotes continuity in
service and strengthens company
knowledge.

3. TImproves Customer Satisfaction and
Loyalty

Employees who are satisfied are more
engaged, friendly, and responsive to
customer needs. In insurance, where trust
matters most, happy employees provide
better customer service, answer questions
accurately, and offer personalized solutions.
This boosts customer satisfaction and builds

4. Fosters Innovation and Problem-
Solving

Satisfied employees tend to think creatively
and suggest improvements. In an industry
affected by digitalization, changing rules,
and evolving customer demands, innovative
ideas are vital. Job satisfaction encourages
employees to recommend process
enhancements, embrace new technologies,
and respond effectively to organizational
changes.

5. Promotes Positive Work Environment

High job satisfaction leads to better
relationships among employees, reducing
conflicts and improving teamwork. In
insurance offices, collaboration between
sales teams, claims departments, and support
staff is crucial. A positive work environment
supports smooth operations and quick
resolution of client issues.

6. Enhances Employee Health and Well-
Being

Job dissatisfaction is linked to stress,
burnout, and absenteeism, all of which harm
performance and team spirit. Satisfied
employees experience less stress, improved
mental health, and greater resilience in
handling work demands. In the insurance
sector, where employees often face tight
deadlines, client complaints, and regulatory
pressures, maintaining high job satisfaction
is essential for productivity and well-being.

7. Connects Employees with
Organizational Goals

Satisfied employees tend to connect with
company values and objectives. This
connection boosts commitment, ethical
behavior, and responsibility in reaching
company goals. For insurance firms, where
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following procedures, compliance, and
ethical selling are critical, satisfied

Results and Findings

employees are more likely to act in the best
interest of clients and the organization.

Tablel: Profile of the Employees

S. No | Profile Results
1 | Gender 75.6 % are male
2 | Age 44.4 % are between 25 and 35 years old
3 | Education Level 46.2 % are graduates
4 | Marital Status 64.5 % are married.
5 | Area of Living Place 47.7 % live in semi urban areas.
6 | Designation 26.5 % of the employees work as sales executives.

Source: Primary Data
Application of CFA - QWL

In this paper, the researcher used Walton’s theory
of quality of work life. This theory includes eight
factors: adequate and fair compensation, a safe
and healthy work environment, opportunities to
develop human capacities, chances for career
growth, constitutionalism at work, social
integration at work, the connection between work
and quality of life, and social relevance at work.
For these factors, the researcher applied
confirmatory factor analysi

Adequate and Fair Compensation

Employees should receive fair pay that reflects
their work and qualifications. It includes five
statements: salary, bonus, rewards, incentives,
and extra benefits. Each statement has been
confirmed through reliability analysis. The
Cronbach’s alpha reliability value is 0.840. The
CFA and fit indices of the measurement model
are shown in Table 2.

AFCA
AFCZ

Figure 1: Adequate & Fair Compensation — First Order CFA (after M.I)

Table 2: Model Fit Indices of Adequate & Fair Compensation

P value CMIN GFI AGFI CFI TLI RMSEA
0.080 3.063 0.995 0.950 0.997 0.981 0.072
Source: AMOS Output

The result values match the threshold values
suggested by Marsh et al., 2004. The CMIN value
is less than 5, and the RMSEA value is below
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0.08. Additionally, the GFI, AGFI, TLI, and CFI
are all above 0.9. Therefore, adequate and fair
compensation shows a good model fit.
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Safe and Healthy Work Environment

The workplace must ensure physical and mental
well-being for employees. It contains 13

statements and every statement tested through
reliability analysis; the value is 0.810. The workout
model results are exhibited below.

Figure 2: Safe and Healthy Work Environment — First Order CFA (after M.I)

Table 3: Model Fit Indices of safe and healthy work environment

P value CMIN GFI1 AGFI CFI TLI RMSEA
0.000 3.088 0.930 0.970 0.957 0.932 0.073
Source: AMOS Output

Here, the CMIN value is less than 5, and the
RMSEA value is less than 0.08. The GFI, AGFI,
TLI, and CFI are all above 0.9. Therefore, a safe
and healthy work environment has a good model
fit.

Opportunity to Use and Develon Human Capacitv

Employees should have roles that use their skills
and creativity. They should also encourage
personal and professional growth. The model (6
statements) has a Cronbach alpha value 0f0.929.
The first-order CFA and model fit indices were
explained below.

Figure 3: Opportunity to Use and Develop Human Capacity — First Order CFA (after M.I)
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Table 4: Model Fit Indices of opportunity to use and develop human capacity

P value

CMIN

GFI

AGFI

CH1

TLI

RMSEA

0.016

2.798

0.985

0.936

0.994

0.981

0.077

Source: AMOS Output

The result values match the threshold values
suggested by Marsh et al., 2004. The CMIN value
is less than 5, and the RMSEA value is below
0.08. The GFI, AGFI, TLI, and CFI are all above
0.9. Therefore, the chance to use and develop
human capacity has a good model fit.

Opportunity for Career Growth

Career advancement and job stability improve
employee satisfaction. It contains seven
statements that have been tested. The reliability
value for the opportunity for career growth is
0.770. The dimension measurement model for the
opportunity for career growth is shown in Figure

Figure 4: Opportunity for Career Growth — First Order CFA (after M.I)

Table 5: Model Fit Indices of opportunity to use and develop human capacity

P value CMIN GFI AGFI CF1 TLI RMSEA
0.306 1.165 0.989 0.971 0.998 0.997 0.023
Source: AMOS Output

The result values match the threshold values
suggested by Marsh et al., 2004. The CMIN value
is less than 5. The RMSEA value is also below
0.08. The GFI, AGFI, TLI, and CFI are all above
0.9. Therefore, the chance to use and develop
human capacity shows a good model fit.

Constitutionalism at Work

Constitutionalism is the idea that government’s
power is defined and limited by a constitution.
This ensures that it operates within the
boundaries of established laws and systems. It
has included five statements; each tested for a
reliability value of 0.872. The workout model is
shown in Table 6.

SOOOE

Figure 5: Constitutionalism at Work — First
Order CFA (after M.I)
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Table 6: Model Fit Indices of opportunity to use and develop human capacity

P value

CMIN

GFI

AGFI

CFI1

TLI

RMSEA

0.254

1.336

0.993

0.974

0.998

0.995

0.033

Source: AMOS Output

Here, the CMIN value is less than 5, and the
RMSEA value is less than 0.08. The GFI, AGFI,
TLI, and CFI are all greater than 0.9. Therefore,
the chance to use and develop human capacity
shows a good model fit.

Social Integration at Work

A collaborative and inclusive environment
promotes belonging and teamwork. The
Cronbach’s alpha value for this model (7
statements) is 0.763. Figure 6 shows the
measurement model of social integration at work.

Figure 6: Social Integration at Work— First Order CFA (after M.I)
Table 7: Model Fit Indices of Social Integration at Work

P value CMIN GFI AGFI CF1 TLI RMSEA
0.009 2.341 0.978 0.938 0.976 0.949 0.066
Source: AMOS Output

The CMIN value is less than 5, and the RMSEA
value is less than 0.08. GFI, AGFI, TLI, and CFI
are all more than 0.9. Therefore, the opportunity
to use and develop human capacity has a good
model fit.

Work and Quality of Life

Work and quality of life are closely connected. A
positive and rewarding work experience can
greatly enhance a person’s overall well-being. On
the other hand, poor workplace conditions can
have a negative effect. It includes six statements.
A reliability study was performed on each item,
and the results gave a value of 0.884. Figure 7
displays the outcomes of this model.

Figure 7: Work and Quality of Life — First
Order CFA (after MLI)
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Table 8: Model Fit Indices of work and quality of life

P value CMIN GFI AGFI CFI TLI RMSEA
0.116 1.653 0.987 0.962 0.995 0.990 0.046
SR
oRZ
B3
8R4
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iR
Figure 8: Social Relevance at Work — First Order CFA (after M.I)
Table 9: Model Fit Indices of Social Relevance at Work
P value CMIN GFI AGFI CF1 TLI RMSEA
0.333 1.147 0.994 0.975 0.997 0.992 0.022

Source: AMOS Output

The result values are matched with the threshold
values proposed by Marsh et al., 2004. The CMIN
value is less than 5, and the RMSEA value is less
than 0.08. The GFI, AGFI, TLI, and CFI are all
above 0.9. Therefore, the chance to use and
improve human capacity shows a good model fit.

Testing of Hypothesis

Regression analysis was employed by the
researcher to test whether employee job
satisfaction is impacted by work-life quality. Job
satisfaction is considered the dependent variable
in this analysis, while work-life quality is
considered the independent variable. Table 10
below discusses the regression analysis results.

Table 10: Result of Regression Analysis - Model Summary

Model R R?

Adjusted R? SE of the Estimate

1 0.865 0.748

0.746 7.38128

Source: Computed Primary Data

Job satisfaction and quality of work life are highly
connected among employees of private
insurance companies, according to regression
study. The correlation value (R) of 0.865 shows a
substantial positive relationship between
improvements in QWL and higher work
satisfaction. Employees’ perceived quality of work
life explains 74.8% of the variation in their job
satisfaction, according to a coefficient of
determination (R2) of 0.748. This illustrates the
significance of QWL factors, such as
compensation, working environment, career
advancement prospects, supervisor support, and
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work-life balance, in affecting employee
satisfaction.

The model’s stability and dependability are
validated by the Adjusted R2 value of 0.746, which
is close to the R2 value and shows that the
explanatory power of the model is not inflated by
the addition of new predictors. The standard error
of the estimate (7.38128), which shows the
average difference between the actual and

122-137| 134



anticipated job satisfaction levels, is within an
acceptable range because of the high R2 value.

Overall, there is strong evidence from the
regression model that job satisfaction is
significantly predicted by quality of work life.
Therefore, improving QWL dimensions is crucial

for private insurance companies looking to boost
employee retention, morale, and performance.

ANOVA - Quality of Work Life and Job
Satisfaction

This regression analysis model’s fitness is
evaluated, and Table 11 displays the ANOVA’s
findings.

Table 11: QWL and Job Satisfaction— ANOVA

Sum of Mean
Model Df F Sig.
Squares Square
Regression 19102.138 1 19102.138
1| Residual 6429.029 118 54.483 350.605 0.000
Total 25531.167 119

Source: SPSS Output

Dependent Variable: Job Satisfaction

Predictors: (Constant), QWL

The ANOVA test confirms the regression model’s
statistical significance with an F-value of 350.605
at a significance level of 0.000 (p < 0.05). This
proves the null hypothesis. The findings indicate
that Quality of Work Life (QWL) has a
considerable positive impact on employees’ job
satisfaction at private insurance organizations.

Suggestions

e Organizations must provide a safe,
supportive, and harassment-free work
environment. Employees should receive
training, career development, and
chances for promotion.

e They should also have access to work-
life balance initiatives, like flexible hours
and remote work options.

e Recognizing and rewarding employee
contributions regularly can help boost
morale.
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e Counseling and stress management
support should be available to assist
employees in handling work pressures.

e Encouraging teamwork, social
integration, and participatory
management practices will help create a
positive work culture.

Conclusion

The study highlights the important role
of work-life quality in improving job satisfaction
and retaining employees in private insurance
companies. Using Walton’s theory and
Confirmatory Factor Analysis, the research
reveals the different aspects of QWL and how
they affect employee well-being and company
success. The results indicated that strong model
fit across all dimensions, confirming the factors
that affect QWL. A well-designed QWL program
lowers turnover rates, boosts employee
performance, and fosters a positive workplace
culture.
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