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I. Intreeftuton ad

This p r represents an attest to describe and sumarize con-

ceptusl thinking and empirical research on the issue of the quality of

working life (QVL) during the fifteen-year period 1957-72. Also intended

to be a comanon piece to an notated bibliographb' the present paper

describes the development of the classification scheme for QWL as used

in the bibliography and in the present paper, describes the search and

classification procedures developed, and provides an initial sample

of the substantive findings. The term quality of working life, as used

in the bibliography and in the present paper, refers primarily to the

quality of working life from the point of view of the individual worker.

The past several years have been a period of significant demon-

strations of growing goverintal and public awareness of the quality

STaylor, J.C.; Landy, J.; Levine, M.; and Kamath, D.R., The Quality
ofWorkin_LIfe: An Annotated Bibliography 125T-72, a research report to
The Manpower Auinistration, U.S. Department of Labor (Los Angeles: Cen-
ter for Organisational Studies, Graduate School of Management, University
of California, 19T3).

The bibliogrphy reviews and abstracts what has been reported on
several aspects of the quality of working life during this period. It
vas undertakenas the initial step in classifying empirical research deal-
Ing With the quality of working life as the phenomenological experience
of people at work. The bibliography classifies such studies and is an-
notated to abstract the elements in the studies that deal with quality of
working life. The specifics of the abstracts are indexed and cross-
referenced in tables, enabling the user to locate pertinent or relevant
information.
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of working life: Senate bearings that led to the introduction of the

first bill in recent years (S. 3916) to fund a study of worker aliena-

tion and further research on ways to reduce it; the Ford Foumdation's

sponsorship of an international conference of social scientists on the

quality of working life and the effects of ongoing research and action

projects; and efforts by business, government, and the social sciences

to ccme to grips with the issues. Clearly, the time is right to review

what social science has to offer in accumulated knowledge as a basis for

further steps to Improve the quality of working life.

Historically, the idea of quality of working life has included

only the issues of wAges, hours, an physical working conditions. These

issues have been the prime concern of organized labor and have been well

served by that concern. Wages, hours, and physical working conditions

are still included in any definition of quality of working life, but

the concept is expanding to include much more. An enlarged definition

of quality of working life could include such elements as meaningful and

satisfying work, social support (both in the work itself and for dealings

with an impersonal organization), control and influence, career oppor-

tunities, and the relationships between work and other parts of employees'

lives. Economists and physicians can tell us how much pay is a living

wage, and how much noise or heat, or how many hours of work, the

human body can take without dmige. Yet we do not know how much worker

influence, social support, or impact on other parts of employees' lives

is enough (or too such) for a high quality of working life. It is clear

however that we need to know more about these and other aspects of the

quality of working life.



Industrial orsizations are experiencing a pbenomenon of worker

alienation that results in high absence and turnover, even in tight job

markets. Business also claim that those employees who are on the jcb

and working are reluctant to vork with the Intensity or dedication that

American management once belie it could expect from its workers. fee

interest of society In the broader isleatioms of the quality of life

is reflected in the concern of germe t for all aspects of its citi-

zens' experiencs-including work experiences. At the individual level,
a current social trend toward personal freedoa, on the job as well as

off, has resulted in the Ie's increasing deand for more relevance

and involvmnt In his .

Scm scientific investigation preceded the contemporary develop-

ments described above. For emwle, social scientists have for soe

years been interested in work motivation, although in areas of societal

and individual concern their studies have been less systematic. During

the past two or three decades research in these areas has centered pri-

maily on Job satisfaction and bas been directed toward increasing orga-

nizational productivity. Job satisfaction has been used and is still

used as the primary criterion for the quality of working life as it is

seen by the individual. However, attempts to assess the quality of jobs

and work by man of surveys of the degree of job satisfaction have

recently been called into question by the following condition: although

Job satisfaction statistics suggest that things are getting better all

the time, absenteeism and turnover seen to be increasing.

See Yankelovich, D. "The Maning of Work" presented at the 43rd
American Assembly, Cobmbia University, New York, November 1, 1973.



4

Although a review of research on job satisfaction, or on produc-

tivity, would be useful at this tim, we decided to try another tack on

the subject of the quality of working life. We undertook to assess the

empirical research on behavioral rather than on attitudinal outcomes of

the quality of working life.

To begin with, we presined that to embrace the principal aspects

of the quality of working life, such conventional elements as wages, hours,

and working conditions must be joined with control and influence, social

support, meaningful work, career prospects, and the impact of work on

the total life of the inlividual. These additions seemed to cover the

sorts of employee complaints we were hearing (and hearing about), and

they also seemed to cover much of the recent social science research on

job satisfaction and organizational productivity.

We were interested in these additional variables as they affect

measurable behaviors (e.g., absenteeism), reported behaviors (e.g.,

casing to work early), or reported perceptions of behaviors (e.g., the

behaviors of peers or superiors)--all in contrast to reported feelings

or attitudes (e.g., satisfactions). If we were to study demonstrable

relations between variables in the work setting and these crite-

rion behaviors, then, whatever the results, we would come closer to

defining (and perhaps assessing) the quality of working life in terms

of behavioral reactions to working life; furthermore, we would avoid the

pitfalls of using job satisfaction as a criterion.*

*See L. E. Davis, Job satisfaction Research: A Post-industrial
View (Industrial Relations, 10, 1971, 176-193) for one view of such
drawbacks of job satisfaction.



probim t1m beem on of psrating a list of criteria that

could be directly aWlied or perationalise in behavioral term, or

from Ahch more-or-loss direct bhvioral outemes could be expected.

Such criteria clA beem the outeom -sasoes of the quality of vorking

life, and could be c idered t to or even substitutes for job

Sas tion mines. The criteria wul not thiselves be "quality,"

but they would allo the user to _Ikcup his or her own mind about ow

such of meooe of these would be m* (or too much) for a definitio

of quality.

Althoughs e xcluded a large portion of the available Literature

as being "male studies" (on ag no behavioral measures related to

characteristics of the job or work), much liteature reied to be

oid If vr were to look at fifteen yers of publications. We

therefore tested elven t ories that we felt would cover the major

outcm variables, that colld also be operationalised in behavioral

tems, and that consciously excluded attitudes per se. These eleven

quality of working life criteria, which. ill be described in more detail

in the following section, are as follows:

Alienation

Health and safety

Economic security

Self-estem

Self-actualieation

Work envirouent

Control and influence

Organisational enclosure

Career aspirations

'xtra-w rk activities

I-
.1



We fully realize that these categories are not perfect, but our Informel

tests established that they were at least useful for the task at hand.

During the past two decades, the quality of working life has not

been studied syatmatically but such research has been done on 'human

relations" at work. What we need to do at this point in our collective

experience is to smarize what has been done, evaluate how well it has

been done, and identify the gaps in this knole base.

The present paper therefore uniertakes three tasks. First, it

considers the theoretical and conceptual probles of defining the quality

of working life. Second. it examines the results of social science

research on work over the past fifteen years. This portion of the paper

is based on a bibliographic search of the relevant literature, supported

by a Haoxwer AdmInistration Contract of 1972. The present review of the

literature includes a continuation of the foregoing discussion of method-

ological and measuruient issues, as well as a description of general

results and trends and a sampling of specific findings. The third task

undertaken here is to look ahead from the present position of social

science--to coent upon and recaend changes in research directions

on the basis of what is known coupled with whatever guesses can be made

about the future.

To sumarize briefly the results of the second task (a more detailed

discussion will follow): past research into the quality of working life,

taken as a whole, contains nothing that is likely to radically change

the directions of study in the field. Nor does the literature contain

many surprises. The state of the art, as represented by research for

*Taylor et al., 22. cit.



the period 1957-197, is hracterlsed by large-scale, static invati-

gations; over ti.., they chow increasing conern for the dignity of the

Individual. m major sepnt of research has eamined Job and wm*

dmnds; sore recent studies in this area are beginning to illustrate

se effects of job design ca behavior.

Qmality of working life a related to issues of concern

to the society as a whole is less well represented in the liter-

ature. wbt of such evidence is to be found in British and

Scandinavian studies. It is encouraging, however, to note an

Increasing t to report reseach on lsues of dignity,

d l t, concerns o the whole person.

ere is Als a trend tard explaining penncena in terms of

multiPle causes; mediating and contingency variables have begum to

replace aml, tfo-elment modls of cause and effect.

Othewise, hoever, the research coucted during the past fifteen

years is deficient in field inetigations that are both intensive and

systamtic. Few cas evaluate change over time, althoagb longitudinl
studies are becoming sore frequent.

Finally, th our bibliogrqthic search was undertaken spcif-
ically to review studies that m ued the qu ty of working life, or

its outcomes, in te of behavior we found the shortage of quantifi-

able behavioral of QvL to be so acute that we were forced to

include studies of mPLOYees' attitudes toumrd elmnts of the work life

setting. If we are to learn effectively from studies now In proress

or about to begin, this lack ist be overc. Our findings, then, sqor the

strong concern, roently expressed In various quarters, for standardization

of measurment in QUI research.

7
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II. A Framework for the Qui of Working Life

A. Problem of Dewloping Evaluation Criteria

As indicated above, one of the central impediments to defining

quality of working life or to diffusing approaches to its enhancesent is

the deficiency of information on the research that has been conducted.

Such research has been reported in a wide scattering of journals cover-

ing a variety of disciplines. There has been no central forum for

quality of working life concerns. One result has been a curious situa-

tion: occasional books on the subject have been treated as prophesies,

whereas articles in professional journals have received relatively slight

attention. Meanmile, organizational leaders and govermental policy-

makers, seeking both ideas and objective results, have been confused by

the disjointed and not infrequently conflicting information placed

before them.

Central to the evaluation problem is the definition of quality of

working life, for if we cannot agree.n what we mean by quality of work-

ing life, then the problem of evaluating our attempts to improve it

become nearly insurmountable. The key to studying, evaluating, or diffus-

ing information about the quality of working life lies in the formula-

tion of some coherent body of theory as a basis for examining ongoing

sytems and intervening in ways that will improve those systems. To

identify and measure successful outcomes of such interventions, it is

necessary to develop a set of conditions and relationships that we can

agree constitute the quality of working life.

With such a basis we can also enumerate and compare the costs of

a low quality of working life and the benefits of a high quality of
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working life. suc beefits, or tb. absence or such costs, seem to have

created the current rand professional interest in the quality of

working life. In aemloying organisations, the costs at a low quality
of ng life my inde worker ab"nces and turnover; sabotage of

product and plant; increase in mack adeinistrative costs as supervision,

quality control, and w edling; and the u rutilization oa han

resoure". To gofWuhr,wS cam talk about costs to society. Ther
seems to be sme eviden of izcreasing socio-political costs: decreased

citizen involvement in the political process, and limited national skl

resources as a cnqnce of the rigid skill distribution associated

with fractionated jobs. costs to Indviduals of a low quality of

vorking life ca be seen to be _sted skills, limited personal develop-

ment, ills(sp iCal as well as mental), insecurity, and poor rela-

tioships off the Job, in the femi7, in the coiunity, and during

leisure time.

But to consider these costs is to consider only what might be

eliminated or reduced, or hay we miht improve our own society or world

society as a function of improving work. The solution is not to measure

work satisfaction or worker alienation as entities; the solution is to

develop a set of criteria that will serve a nmber of quality of working
life perspectives. Just as the costs of a LOw quality of working life

can be seen to affect orgaizations, societies, and individuals in

Thes effects are suested in a nmber of recent publications.
C. f., Walton, RN.., "Row To Counter Alienation in the Plant," Naard
Business Review, December 1972, pp. 70-81.

c.f., Sh ard, H.L. and Herrick, I.Q., WhereHave All the
Robots Gone? (New York: Free Press, 1972).
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different ways, it Is possible to differentiate perspectives on the

quality of working life, according to the points of viev of organizations,

societies, or indriduals. For the individual, quality of working life

is the emerienc of being at work and working. For the meploying orga-

nization, quality of orlding life can be se as a consequence--the

central concept Of motivation to wor. F the societal point of view,

quality of working life can be seen a a determinant of national produc-

tivity, product quality, e iomtal quality, and the health of the

political ystan.

It is also possible to consider different national or inter-

national perspectives. 03lity of working life in the United States is

more likely to be defined in tems of workplace democracy or direct par-

ticipation in work-related decisions, eras in Yugoslavia or in

Scandinavian coutries it my more readily include issues of representa-

tive industrial _ocray or co-determination. In other, less indus-

trialised countries, for scme years to cone, the definition of quality

of working life my center on equate levels of job security, pay, and

physical working conditions.

Given this variety of perspectives on the quality of working life,

it seems useful, if not essential at this early stage in the study of

qualty of working life, to begin to develop a set of criteria for quality

of working life that atet s to incoporate all of these points of view.

Given the preseAt state of quality of working life definitions, it does

not *ems PM to attest in the present paper a list (and there-

fore taclt Aeficition) of quality of working life criteria that satisfy

these VWlous pAoite of view.



II

A problem in developing evalution criteria for quality of working

life, beywid the diseprate or varied viewpoints, involves the nature of

aue5 or criteria: are tW aual aures of the quality of

working life, or we they aseof tbe characteristics of working

life? ft the an haM, we ean talI about criteria for the quality of

wking life based directly an measures of working life characteristics;

for imtace the mgmt of control and influence exercised on the job.

On the other hand, w may defin the criteria of quality of working life

as the outcnes of the quality of ng life; for example the amount

of individua Skill deelopment on the Job ca be a measure of "self-

actualization." We ca define the measures as "elements" of the quality

of working life, or we an fine th as ncasequences of thone elements"

of the quality of working life. In the first instance, deciding that is

to be iluded ia the criteria requires only that we determine a list

of Job or work charateristics or elmnts (and it does not include the

levels at hich these characteristics can'be considered to represent

high or low quality.) The second clas of masures, bowever, requires

selecting a set of variables that are actually consequences or outcones

of work characteristics or elemts. The distinction can thus be

expressed as that between the Job or work itself (its characteristics

or elements) and the resultant behaviors (outcomes or consequences),

all of which are expressed as criteria of the quality of working life:
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Job or ekC Naristics Reylkant Behaviors

(direct measures) (outcme vetables)

Work envProument Alienation
Control and influence Health and safety

Zcnam~ic security
Belt-este
Self-actualization
Organizational enclosure

Career aspirations Career aspirations
Extra-work activities
Ho1 asd faily

Career aspirations appears in each set of criteria, as discussed in

the following section.

B. Operationalizing Evaluation Criteria

We have attempted in the present analysis to create a set of

evaluation criteria (both direct and outcome) for the quality of working

life which would satisfy our concern for measures, which were reasonably

direct and objective, and which would permit assessment of the literature

from the several viewpoints distinguished above. In reality we had a

viewpoint of our own to start with--that of the individual rather than

that of the employing organization or of society--and the resultant list

of criteria reflects it.

The rationale for assiMing that the use of one point of view would

serve for the others is given some support in the recent efforts of a

group assessing QWL evaluation criteria. In September 1972, at the

Ford Foundation-sponsored Conference on Quality of Working Life, a

special task force undertook to develop criteria for quality of working
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life. Thy began with recogtion of the indvidual, orgenizatioual,

and societal Perspectives.' T task force assumed that definitions of

relavaut criteria differ, depending upon perspective. They too took the

position that, of the three perspectives, the individual point of viev

mm the msat central. It follow that the societal viev could be con-

sidered a function of the individual's quality of working life. The

task force went oan to say that tbey assnod the same to be true for the

view of the auploying organization; that is, quality of vorking life for

the organization can be defined as a result of individual quality of

marking life. 2w task force asumed that the relationship is an in-

transtive one: that quality of w g life for the individual, although

it ca define quality of worki life for the organization or for the

society, should not as readily be defined by the.

The basic list of eleven criteria has been presented above. Wat

follow here is a description of our originel conceptualization of these

eleven criteria, combined with the description of some of the specific

measures and variables we found in the literature and assigned to those

criteria. The criteria are presented in both conceptual and operational

ters. In addition each criterion will be identified either as a direct

measure of a work characteristic or as an outconc or resultant measure.

*C.f. "Report of the Task Force on Evaluation," International
Conference on the Qaality of Working Life, Arden House, Harriman, N.Y.,
September 24-29, 1972. U~ublished. Available from Quality of Working
Life Program, Graduate School of managment, University of California,
Los Angeles. Los Angeles, Calif. 90024.

*In the interest of brevity and readability the examples given as
actual measures found in the literature for each criterion represent
only a portion of those observed. Readers interested in additional detail
are referred to the technical apeziices of the bibliography.
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To reiterate, this list of eleven "quality of working life criteria"

represents a list of variables that we hoped would allow us to classify

many if not moot work characteristics and behavioral outcomes of working

life.

The quality of working life criteria were initially defined con-

ceptually and subsequently defined operationally in the following ways:

1. The alienation criterion was defined conceptually as a dis-
tancing or eatr ent of the job occupant from the job, from the task,
from the organization, or from himself as an employed person. Alienation
is clearly an outcome variable, rather than a characteristic of the work.
The concept of alienation was mot frequently measured or evidenced, we
found, by absen, voluntary turnover, tardiness, job-hopping, propen-
sity to leave, grievances, work stoppages, strikes, positive attitudes
toward strikes, expressed boredom or dislike of the job, perceived
meaninglessness of work, lack of personal involvement, or withdrawal
from the work situation.

2. The health and safet criterion was conceptually defined as
the state of health, both mental and physical, and the notion of being
safe from physical danger. This criterion is also an outcome variable.
Mental health was evidenced in the literature in measures of stress,
tension, pressure, anxiety, depression, schizophrenia, and frustration.
Physical health was most frequently measured by sickness-caused absence,
coronary disease, ulcers, psychosomatic disorders, fatigue, biochemical
stress, medical claims, infirmary calls, and the like. The third
element, safety, was most frequently measured by accidents, measures of
unsafe work area, and danger.

3. The economic security criterion, an outcome measure, concep-
tually was composed of wages, security of employment, seniority systems,
pension schemes, and the like. Economic security was most frequently
found to be measured ter payment schemes (such as piece rates, incentive
plans, Scanlon plans, and bonuses), fringe benefits, and earnings poten-
tial. Pay and salary satisfaction was also measured. Economic security
was also found to be measured by such things as job security, threats
to security, layoffs, loss of job, unemployment, irregular employment,
risk of compulsory retirement, savings or lack of savings, and uncer-
tainty about the pay system.

4. The self-esteem criterion, an outcome measure, conceptually
was defined as one's satisfaction with oneself, one's feeling of self-
worth, and one's attitudes toward strength of occupational identity, as
well as objective status and perceptions of status. Self-esteem was
found to be measured in the literature in a number of ways. Perceived
authority and responsibility were measured by satisfaction with decision-
making, perception of the job as responsible, constant inspection of



one's work by superiors, ea the like. The sense of confidence and
achievrnt me found to be measured by, OcMg other things, perception
of the Job as requiring skill, prite in the capacity to do the work,
feeling the work 'load ws or was not too heavy to do vell, pride of
Wmeanhip, a arnie of doing soething worthtile, and Job pride. Rec-
ognition or respect on the Job was m u by such things as respect
from peers, rspect frm colleague, Professional recognition in one's
field, recognltion of a job well dons, and rewards for performance.
Status and prestie wr m u by such things as perceived status
a io in the organiztion, hierarchical status, professional
identification or professiomlism, and feelin or social inferiority.

5. The self-atualiZtion criterion waS conceptualized in two
coonents. Te first cWOnn Ms individual learning and growth
(5a); the second ws the individuals utilization of his own knowledge
and skills (Sb). Both of these can be seen as outcome variables.

With regrd to the learning and growth component (5a), the liter-
ature was found to contain a mber of apects, including challenge,
klledge and education as prerequisites for jobs, learning on and from
the job, learing other than on the Job, personal development and cre-
ativity, and satlfaction of needs for those things.

The second cognent (Sb), ue of existing competencewas also
found to be mas In the literature in a variety of ways. Included
were such thing as creativity (creative problem-solving, creative
thinking, expressing new ids, being exp ntal, and so forth),
satisfaction with contributions to technical knowledge, and opportunity
and freedom to pursue one's own research aim. Use of existing compe-
tence was found to be directly measured by such things as using skifls
and abilities, decision-making regarding work methods, worker interven-
tion in the process, and tear collaboration. A mber of studies measured
the use of existing competence and satisfaction with opportunities for
the use of existing competence. Prceived use of existing competence and
perceived unused competence were also measured in a number of studies,
by such things as feeling that one's skills w not used on the job,
feeling that one could do more difficult work, and perceptions of being
excluded from problem-solving or decision-making.

As can be seen, self-actualization masures can be divided in
several ways, such as (a) the dands of the Job for growth and learning
and for use of existing oetence, and the ities for using
existing competence; or (b) o of employees that they either
have enough or need more of these things. In some cases these latter
measures were simly satisfaction scores, whereas in other cases they
were actual perceived amounts or perceived degrees of ortunity.

6. The environment criterion w conceptualized as including not
only the traditional cmponent of working conditions in the bysical
sense (6a) but also the social work enviroiment (Q), which includes the
interactions among people in task-related interactions as well as in
organizationally relevant and informal social interactions. Of the
criteria so far described, work enviromnt is the first of the work
characteristic, rather than "outcom," tye.

The first component, physical work enviroiment (6a), was found
to include environmental factors such as noise, heat, smoke, and daner;
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general physical working conditions such as provision of recreation and
other facilities; and uqpredictability of surroundings, as well as
technology-related factors such as supplies and equipment and types of
tools. This category also picked up measures of workers' improvement
of the workplace and included measures of workplace layouts, spatial
separation, lack of mobility or drabness of surroundings.

Social work enviroment (&6), the second ccuponent of work en-
virorinet, was found in the literature to include a nimber of dimensions
or measures. Specifically, the most important of these categories were
non-task-oriented interpersonal relations, superior-subordinate rela-
tions, and peer or work-group relationships In general. The first of
these three important categories, the non-task-oriented interpersonal
relations, was specifically found to be measured by perceptions of
congeniality, intimacy, opportunity for interactions, compatibility,
conflict, cohesion, emotions in group settings, and the like. The
second category, superior-subordinate relationships, was primarily
characterized by measurer of supervisory and leadership styles, such as
"initiating structure" versus "consideration," contact with superiors,
and perceptions of the relationships.

The third category, work-group or peer relationships, included
such measures as peer leadership, teamwork, task interdependence, group
cooperation, joint problem-solving, participative groups, self-suf-
ficiency of groups, and mutual influence within groups. In addition to
these three major categories, a number of other, less frequently found
neasures were included in several other major headings. Comunication
and information flow, for example--including patterns of communication
and sociametric choices of workmates or supervisors--were found in
several instances. Social isolation was another category. Satisfaction
of social needs was yet another category. Stresses and strains within
the social system and hierarchical structure of the social system was
another general social environmental subhead, as was work-group charac-
teristics and behavior (group size, opportunity for interaction, age,
age ratios, and so forth). Social work environment was one of the most
frequently observed qtaMlity ef working life variables.

7. The control and influence criterion is considered another
characteristic of the work rather than an outcome. Control and influ-
ence conceptually was seen as the notion of influence over one's task,
degree of self-control, cr discretion on the job. Control and influ-
ence included the notion of devolutinn of authority that has been a
popular concept in the organizational, and human relations literature for
at least the past several decades.

The specific variables that we found in the literature of the past
fifteen years and that we felt contributed to measures of control and
influence were the following: authority (perceptions of or satisfaction
with); autonomy (perceptions or satisfaction with); decision-making,
freedom, industrial democracy, managerial influence, influence among
peers, influence on the organization or the environment, authoritarian
vs. permissive leadership styles, participation, responsibility, and
structural constraints on control and influence (span of control, bureau-
cratization, formalization of roles, hierarchical authority, branch or
departmental autonom). Control and influence, like social work environ-
ment, was found very frequently in the literature.



8. The sati l *s ure criterion ts seen as an outcome
variable. Organizational 1 t concept Invented for the bibli-
WWp anduM meant to apture st nations as involvement on the job,
motivation, feslirg Ineluded, emitment, and loyalty. Thes concepts.
the, define At we termed organizatial enclosure. We called it
"enls " to distinidsh it as an organisatIoml or workplace vari-

able as opposed to a pzly individual varlable such as "involvokent,"
and to distinaui* it also from positive terms such A "incluiton."
And we called it "orgsnizatioaal" to distinguish it from the alienation
criterion.

Ogaizatiomal enclosure and alienation represent the two extrem
ends of the total ran of values from total coitment to organzation
to total wI r it. At a neutral point on the scale, there is
neither organia n enclosure nor aliention. Between the neutral
point and the ends of the scale either organization enclosure or aliena-
tion increases. In other words, one extreme of the scale reprsents an
attraction to, and the other extre re sents a distancing from, the
organization.

In the literature, me found organizational enclosure measured
emirically in the following ways: the ouence between the goals of
the individual and the goals of the organization; the goal integration
or satisfction with role epectation. We included measures of job
involvent (identifying with the job); involvement In and impotance
of work role; introst in the product; voluntary overtime; and arriving
early for r Another s of ational enclosure us job
tezmr and organizatioal tenure, In those cases in which tenure ws
considered by the original wte to be a measure of ecitaent to the
organization. LeaFlty to t emploer, to the organization, or to the
superior, or the refusal to be trn rred, were considered to be aspects
of general loyalty. Fin , organizational identification and inte-
gration,, including maures of identification with the organization or
nazugeria objectives, identification with one's wrk unit, perceived
involvement, sense of membership, and sae of belonging. Included
here mre such things as reduction in turnover and opposition to unionism.

9. The cr criterion Includes, on the one hand, ca-
reer opportunities, and an the other hand, career aspirations and ex-
pectations. This criterion Includes both work characteristics and out-
cors. We did not want to overlook the emerging idea of horizontal
careers, as opposed to vertical caree: career uccess can be considered
not only in terms of vertical premotIon through the hierarchy but also in
horizontal terms, such as growing and becoming more skillful or talented
within a particular line of skilled or responsible endeavor.

In the literature we found career aspirations and characteristics
measured most frequently within the thre general categories of actual
advancement or promotion; the pereption of )ortunity for advancement
and promotion; and career goals and mobility. Te latter category
including mobility striving, expectations, aspirations, career advance-
ment and developent, occupational status, and career anxiety.

10. The extra-work activities criterion is used to refer pri-
marily to the impact or outcoe of aspects of the job upon extra-work
activities. ConcePtuaU7, we saw extra-work activities divided into four
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basic activities. The first two of these were the leisure-time activities
involved with consmmption (10i) and creation (l(b). These two categories
were separated conceptually in that the former is used to refer to quality
of life in general as a function of affluenee and material possessions.
The latter category w seen as a creativity function--a utilization of
skills and ability in leisure time--which, although it might involve con-
suption, did not necessarily do so and was not central to the consp-
tion. A third category within extra-work activities was counity-citizen
involvement (10e): the use of one's tim (or the ability to use one's
time in either civic or citizen affairs. Voting activities or behaviors
were included as an aspect of cinzmity-citisen involvement. In this
context we were specifically long for work characteristics--quality
of working life--that could be directly related to cinunity-citizen
involvement.

U. Hoe ad faily, the final criterion in the total list, and
the fourth "extra-work variable was the impact of quality of working
life, on family relationships, and their disruption due to working hours,
conditions of work, or stresses or strains created by the job.

Operationally, in the literature we found a number of measures
for the various extra-work activities. In general, extra-work activities
were found to be a d by social and personal adjustment: outside
social ties, social isolation vs. participation, value systems, and the
notion of "blue-collar blues." The specific category of leisure-time
consntion (lz)wa found to include measures of standard of living,
desire for conumer goods, n ing, shopping, and passive leisure
activities. Creation (10b) was found to be measured by creativity off
the job. The first major category of coamunity-citizen involvement
(lOc) included a numer of measures in several major categories: anamie
or normlessness; comity-civic participation, Which included member-
ship in voluntary organizations; church and community participation;
locality-based social networks; and alienation from one's society or
social role. The second major category was informal social relations
with workuates away from the workplace. The third included political
involvement and attitudes, which incorporated voting and other in-
volvement in electoral politics, party affiliations, perceived indi-
vidual impact on the political process., and attitudes toward labor
union-political party links. Race attitudes and ethnic prejudice, in
the few studies that measured these things, were also included under
comunity-citisen involvement.

Finally, hone and family activities (U) were found to be measured
by disruption of work and family relationships, by work anxiety, and by
overtime. The social life centering in the nuclear family, family
leisure patterns and chages in those patterns, familial roles, kinship,
social networks, Marital status, family responsibility, and family
expectations were all found as variables in the studies reviewed for the
bibliography and included in the home and family criterion.
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TM fegoin eleven mJor eatogories of our definition of the

quality of ng life i t cod be considered to be elements

of all of the three perspetives as quality of woridag life discussed

aboe. Our definition of quality of working life us basd on the per-

spoctive of the indvi&l. Qmlity of working life s taken to be

the nooal 3nperie of people at work; hoever, we were at

leat Uminiy interested in Vt ponts of view of the organization

and of soeiety, ci all s they -aftete quality of working life for

the Iividual. for tat reason we icme the measures of political

efficacy or the iact of wk politicl i vement and civic in-

olunt, as wel as the ixpat of anontdily life and on other

extra-_k activities. 2se are clearly peat of the quality of working

life the -oeitalpoint of view. t orgaisatioal perspective of

quality of working life includa organsatimul enclosure as wel as

career aspiration. Both of these e e e variables that orga-

nisations t would recognisea" reflecting quality of working

life: identification with on's task and work, high ccmitment to

organisational goals a missions, and geat loyalty to WNnaSment.
kbnmgmnt and workers also often se quality of working life as the op-

portunity to get ahead. The ereetion of vertical promotion opor-

tunities is or can be considered a notion of quality of working life

from the organizatiomsl point of view.

The ritming quality of working life criteria refer basically to

the individual. lb ntions of health and safety and econoic security

(criteria 2 and 3) have been included In the quality of working life
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concept for at least the lest three decades. The notion of alienation

is the antithesis of organisational enclosure. A high quality of working

life would imply the absence of alienation, but it my not necessarily

involve full citnint to or identification vith one's job and work,

espeially as one's work affects one's other roles such as civic partic-

ipant or family Per. The criteria of self-esteem, aelf-actualization,

social work enviromnt, and control and influence nay be seen as

strictly individual aspects of the quality of working life; however,

these also affect organizational end societal features.

This set of eleven QWL criteria form the core of the bibliography

both conceptually (as the implicit definition of QiI) and empirically (as

the starting point for the actual literature search). Let us turn to the

application of the criteria in the methodology of the literature search.

III. The MethodologY for the Bibliographic Search

The search was conducted in two major phases. The first phase

included both setting up the procedures and informally assessing the re-

liability of the judgment of the abstractors in their selection and iden-

tification of variables as representing QWL criteria. The second phase

involved the actual literature search and selection required to produce

the bibliography. The abstracting team, three abstractors and their

supervisor, mat once a week during the ten months of the total process.

We found that the abstractors, Nio had been in considerable agree-

ment regarding the conceptual definition of the eleven criteria before

the search began, vore able to agree with the selection and classification

of QW criteria variables by one another during the first phase.

Furthermore, agreement on the selection and classification of "work

characteristics and outcomes" measures in the literature as OIM criteria
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as maintained as the Corkiconid.

Me secood Pmae of the search involved the revi of -

lanuae @periodicals ad books co..ei t riod fro 197 to 1912,

as a as recent u bliied t cal ror and case abstracts. The

preared re pri i these in the applied social sciences;

that is, industrial sIg, sciology, pthlic adinistration, mnage-

meat, a i r relation. S ls m draw frc older

literature and fros popular riodicals. _ major bais of the choice

of an article or book ms that it reportd the exaimation and behav-

ioral _ea nt at at least ow of the eleven criteria.

We fo that these criteria do rpresent the most genral vria^blse

that avbe been in t litete. St does not mean that books

and articles l and abstracted in thw bablograqkt make specific

referene to am or another of ths eleven parmeters. Rather, it

saee that selected fIN reports only studies reporting the

associations betman at ma clsfi a bekaioral measure of a

quality of w 9 life criterion, and itever indiviul, work, or orga-

nisatioml fkctw us med, and Ot ma coded the subject matter of

eah article ad bock aecording to te list of eleven variables. Uie

practical result Us been to neit literature in a may that mkes

the bibliolraf strictly relvent to tb task at hand, even though scme

abstracts do net reveal the ful scope o w research reptd in the

origiml source.

svral masuremant Issues boom anret as ma undertook the

bibliepraahy. he"secbme the baic stanrds by chich ma determined

wdather to incl1de in the bibliegreAW an article reporting nasmat

of on of our quality of working lift rters.
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First, as discussed above, we were interested in studies in which

onm ar ore of the quality of work1ig life criteria were measured quanti-

tatively and in which associations with sAe other organizationl, work,

or individual factor were reported. This standard was quite easily met

by journal articles, since most of the Journals we reviewed published

articles Prim ily of a quantitative nature; however, it wesore diffi-

cult to apply this standard to caes and books.

Another standard for inclusion of an article or book was whether

quality of working life criteria wer measured in behavioral terms. In

part, that issue had to do with our definitions of the quality of working

life criteria; by definition, we cded attitudinal meaures such as

job satisfaction or satisfaction with supervisor, work group, and so forth,

except where they could be used as perceptions of working life or as sur-

rogates for behavioral measures. In the main, however, we tried to

exclude those studies in which attitudes alone--as opposed to perceptions

of behavior or measures of behavior--were used.

We also intended to include articles and books which relied upon

archival or record data, or that reported coqpaative analyses of quanti-

tative findings already published.

Our first and second standards for inclusion were that a study

considers some behavioral measure of one or more QWL criteria and the

relationship of that measure to som other work-related variable.

Furthermore we required that the study reports empirical investigation

of that other work-related variable.

Such "other" variables are those which could be included in a

universe of factors that are related in some y to the quality of work-

ing life. These other variables are of three kinds: correlates of QWL
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criteria (i t, or casa variables); ooantiumncy or control

(indivirkl) variable; aed 4u9iI variab ; each wIl be discussed

belm. e the aietes for walty of urking lie--ibich ue

classiried in , tll t , Ad Un soubt in the liter-

ate--the tre to" of qmlty or life variables vu not

anticipated In aiim. As beg as g qUty of wrkift life criteria

soct idth muM, h With iblab they wiw asso-

ciated ee Ily lectI ,taMd, a subquely collaped into a

smaller set of categories.

Card&%so t~- *- Us[ r V MMUr _and ent or calsal
variabls m be roed to as qmityorof rkift life criteria cor-

relates. A th ca be i_na loos ame to bave

c VW*¢ quality of a l t, that des Mt

ix.y that aw but a very few stdies tt su directl causal

als. Associatioe m e I _ d, r, ther by statistical

correltion or by ace otw los rom wd. _ase depdent

variables, according to w post beclsc on, ve as follows:
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IrI n , VARIAg MS

Pkuctiami division
Forsli1satiom of policy , rules

IiRu Stu

IAS~4PWAOMc.M Of imits

Duin'~iccharctiities

Aige
Locatiom
Proalt,

ship
Orgenisatiomal enviromnt
mtralilsation-ecentralization

Union recogition

Orgnietom eo s

OCCUPATIOKAL MD JOB CR CTITI

TYpe
Tim e onitions

Nbbility
Supervision
Wo, mbrk oup
Status and prestige

Technology
Job enge
Technology chan
Decision making
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n_first mjor categoy of qualty of working life criteria cor-

relates Is orgwnsational variables. 7e orgenisational corlates of

quality of working lift parmeters inclaf such functions of the orga-

niatim p e as ondtil , organizational fun tional

division ad the fo lisation of orenizationsl policy aw rules.

Organisaticesl teristics also iDe such structural characteristics

as hierarchy, th doiat pommr base, the of units within

the orgaization, and the reword struc of the organization.

__ secon jor cat- 7 of qality oaf wrking life corrlates is

oncer with workpac. first pae of characteristics describes

the job or w mh as its ; the second ponp centers on stwu as-

pects of the o as vio; and te third deals with cdange

in the VWor enviroi t.

te foragoin insitriables eaening the organization

an the are central to the stWW of the quality of working

life, since thwy fo the context from Adb w exper e a ate and

by *idh ty m be ed.

Coni wor osatroLl (I1mividwal) Varabes foloing Me clas

sified as extniyor eoumIo vatriabless, for reasons discussed below.

IUXC Oil CWMl. CINIKY13WAL) VARIA~N=
INDIYIDUAL r,of hTIW

Age

Sex

Ibiltal amd femnily responsibility
Caltwral baedkp

NrsM slty needs, exeeatens, life style
Skils abilities, health

D&catiou
las:mms
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The variables that deal with personal background characteristics

differ frm the independent variables. In view of the emphasis in the

present literature search and analysis on the objective dimension of the

work situation as an i eent variable, it is difficult if not impossible

to justify the inclusion of personal ba nd characteristics in the

same fremework. This does not deny that in our search of the literature

we found studies that reported empirical examination of the relation of

what we term nWL criteria to such personal background characteristics.

In fact, a large portion of the research reports reviewed and abstracted

were so classified. However, these individual variables can be theoretically

considered not as causal but as control or contingency variables to the rela-

tionships between work variables and QIL criteria. As will be reported

below, contingency studies have became more mmerous over the past few

years, and more individual variables are being used in those models.

Demographic Variables: Certain other variables also are included in the

analysis and presented in the bibliography. These variables, referred

to as demographic variables, are those Which represent scne specific

characteristic of the work, the organization, or the individuals in a

given study. These variables were not, however, examined in relationship

to the quality of working life criteria, in the study in which they

were found. The dmgraphic variables are as follows:
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IV. General Results: The State of the Art

A. General Statistics

The bibliography reviewed fifteen years of empirical research

covering the period from 1957 to 1972. The 365 studies that were

abstracted produced 1,078 separate notations of QWL criteria in-

cluded in the bibliography. Of these 1,078, 718 were from articles

published in Journals or periodicals. The remainder were divided

about equally between published books and monographs, and unpub-

lished reports of research. In all, some 5,070 associations were

noted between one or more of the quality of working life corre-

lates (specified in the preceding section) and the 1,078 notations

of the eleven criteria of quality of working life. (See Figure 1)

The bibliography was originally assembled to permit assessment

of the focus of each study with regard to the eleven QWL criteria.

Initially, it was therefore important to account for the sheer

frequency of the 5,070 associations we found in the literature we

searched. Figure 1 provides the source data which permit this

count. These relationships are usually presented in the literature

as "statistically significant," although more informal associations

are also occasionally reported. In only a very few cases are non-

relationships reported where a test of association is attempted.

These frequency counts also include some few studies where both

variables (row and column) were studied simultaneously; their as-

sociations being neither described nor implied.

Figure 1 presents the breakdown of the total of 5,070 assoc-

iations between the eleven criteria of Quality of Working Life and

the 42 classes of correlates. This figure, derived from the summary

output from the bibliography, provides an overall view of the
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iariables measured during the 1957-72 period. As canl be seen in

the columns, the differences among the quality of working life

criteria totals are slight, awd no statistically significant dif-

ferences among proportions are evidenced.

The criteria that account for the largest proportion of assoc-

iations are alienation (criterion 1), economic security (3), self-

esteem (4), social work environment (6B), and control and influ-

ence (7). Organizational enclosure (criterion 8) also accounts for

a relatively high percentage of associations. It can be seen in

Figure 1, however, that the largest proportion of associations with

any single criterion is accounted for by control and influence, which

entered into more than 13 percent of the total number of associations.

"he criteria that account for the lowest proportion of associations

include the physical working environment (6A) and all extra-work

activities (10 and 11).

What this means is that, in the Journals and books reviewed

for the bibliography, a relatively large number of studies have in-

vestigated such things as worker alienation, worker turnover, self-

esteem, pay-related issues, discretion, control and influence, and

the social environment. On the other hand, there has been rela-

tively very little investigation of the impact of quality of work-

ing life on home and family and on such extra-work activities as

Consumption, creation, and community-citizen involvement. Also

snarsely represented in the literature are aspects of quality of

tite physical working environment. It should be noted, however,

that the ergonomics, industrial engineering, and operations-re-

search literature should reveal a rather heavier emphasis on the

P~hysical working environment; that literature, however, was
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systmaticalJy excluded from the present bibliography because it

was considered a mre traditional area of the quality of Working

life. It is Interesting to speculate, hoveverthat although work-

ing conditions and physical vorking environment are considered

a traditional area of the quality of working life, pal and atti-

tudes towerd py -- also traditional quality of working life char-

acteristics -- ae quite heavily represented in the literature

reviewed for the present quality of working life bibliography.

The su=ary row totals show, first of all, that occupational

and Job characteristics account for a nominally greater proportion

(44 percent) of the total associations with QWL criteria than do

either orgnizational variables (31 percent) or individual res-

pondent characteristics (25 percent). This difference produces a

Chi Square goodness of fit test to a rectangular distribution

which is significant only at the 10 percent level of confidence.

It is interesting but not surprising to note that of the correlate

variables as classified hereany of those most frequently found

in the literature are those most easily identified (such as hier-

archial level, Job type, or sex), or are easily quantified (such

as member age, or tenure with the Job or company). These frequen-

cies night indicate the frequent reporting of "targets of oppor-

tunity," or associations of QWL criteria with variables that were

merely at hand due to their identifiable characteristics or quan-

titative nature, rather than variables of interest with regard to

QWL in their own right. (The potential phenomenon identified here

may bring to mind the drunk who looked under the street light for

his lost keys, because it was dark where he lost them.) On the

other hand, frequent associations are noted for correlate variables
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that do not fit this explanation. In other words,variables like

reward structure,job and work demands, supervisory and work group

styles and behaviors, technology types, and member personality

characteristics clearly represent sore systematic measurement, and

therefore, presumably, more direct concern with the associations

vith QWL criteria on the part of the original investigators. In.

sum: although much has been reported recently in some areas which

are easily identified, much has also been done in certain areas

where measurement is more difficult.

B. Recent Trends

Analysis of General Findins by Time Period. The section above

describes the major findings in term of the sheer frequency with

which certain quality of working life correlates, quality of work-

ing life parameters, and major dimensions appeared. The present

section will examine the trends over time in the fifteen-year period

covered by the bibliography. Although fifteen years is not a par-

ticularly long time span in social sciences literature, it is a

comparatively long period for considering issues in the experience

of vork. For that reason, examining the literature for that period

in five-year sections has the potential for revealing some inter-

esting trends in the quality of working life parameters that were

studied. Figure 2 presents the major findings for the eleven

criteria of quality of working life, as well as their totals for

the three fie-year time periods: 1957-61, 1962-66, and 1967-72.

Figure 2
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Pruqraey 0f WL Criteria
_a byd Three Tim Periods

QWL Criteria 1957-61 i96266 1967-T2 Ibtal
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Alienation

Health and Safety

Economic Security

Self-Etem
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The totals show a significantly increasing number of studies

in the literature as, we go from the earlier period to the later

one. Approximately 14 percent of all studies in the present bib-

liography belong to the five-year period from 1957 to 61; 28 per-

cent are from 1962 to 66; and 58 percent became available between

1967 and 72.

Analysis of trends over time shows clearly that the absolute

number of appearances of QWL criteria is increasing at a rapid rate

in the literature. Reviewing the specific percentages of individual

cell entries, however, suggests that the studies dealing with 'self-

esteem, "actualization,' and 'control and influence,' do not signi-

ficantly increase relative to studies dealing with 'health and safety,'

and 'economic security.'

For the areas of 'growth and development' and 'extra-work act-

ivities,' the frequencies are maller, the trends being even less

clear. For the 'learning and growth' criterion, the proportion in-

creases (from 10 percent to 36 percent) between 1957-61 and 1962-

66. Between 1962-66 and 1967-72, the proportion increases to 52

percent of the total. For 'extra-work activities,' criteria 10,

and 11, the period 1957-61 shows a slightly higher percent-

age of the total for all criteria (16+ percent) than does the se-

cond period (1962-66, 23 percent). Neither of these trends, however,

differs significantly from the overall distribution.

Analysis of general findings by tp of journal. The distribu-

tion of studies by Journal has boen undertaken as illustrated in

figure 4. The criteria of quality of working life, plus the totals,

ae presented against four major categories of Journals: sociology,



psychology, organisational sclemee, and business. Figure 3 hbows
the specific breadon of periodicals in each of the tour major

Figures 3 and

Figure 4 reeals that the psychology journals contained the

major proportion of studies involving alienation, economic security,

self-estem, growth and learning, and socal erk environment. The

psychology Nd orgsnisational sciences Journals bhae, between them,

the largest she of the studies conc ing utilization of skilis,

control and influenc, and organiational enclosure. The psychology

Jounals alone accout for nearly 43 percent of the total number of

studies reported; the sociology jonals account for almost 15 per-

cent of the total. Toe organizational science literature accounts

for some 28 prcent of the studies, and 14 percent of the studies

are from busines periodicals.

As ve look at some of the specific quality of working life di-

mensions such as growth and develoont we find, as we might expect,

two-thirds of the learning and growtb studies are reported in the

psycbology literature. Further, these studies were most frequently

reported in the JunlorApled Bhir Science (JABS), vhich

carried few quantitative empirical studies; therefore, as suggested

In Figure 2, the frequency of studies concerning learning and growth

tended to accelerate slightly during the period from 1962 to 1966,wber

JABs vas first publishing and reporting on quantitative research

on sensitivity and training groups. That kind of study is becoming

1ess frequent, which is reflected In the slightly diminished number



Figure 3

Periodicals Fevieved for QWL Bibliography, Classified in Four Major Categories

I. Psychology
1. Journal of Applied Psychology
2. Personnel Psychology
3. Organizational Behavior and Human Performance
4. Occupational Psychology
5. Journal of Applied Behavioral Science
6. Journal of Abnormal and Social Psychologr
7. Archives of mnironmental Health
8. Psychsomtic Medicine
9. Family Process

II. Sociology
1. Journal of Social Issues
2. Gerontologist
3. Industrial Medicine and Surgery
i. American Journal of Sociology
5. British Journal of Industrial Medicine
6. American Sociological Review
7. Journal of Chronic Diseases
8. Journal of Health and Social BebaVior
9. Social Forces

10. Sociol and Social Research
11. Journal of Occupationl Medicine

III. Organizational Science
1. Human Relations
2. Administrative Science Ouarterly
3. Science
I. National Academky of Science

IW. Business
1. Industrial Relations
2. U.S. Rew and World Report
3. Harvard Business Review
4. Annual Proceedings Institute of Industrial Relations
5. Industry and Labor Relations Review
6. Industrial EnmIneering
7. Acader of Management Proceedings
8. Academy of M t Journal
9. Personml



Figure

requey of O1L Criteria
ed ia Four Ctowries of Periodicals

QWL Criteria Sociolog PaeholoW a'isatieowl hiness ibtal Frequency
SBeoie

Alienation 9

Health & Safety 12

Econmic Securty 8

Self Esteem 6

Self Actual-
ization 0

Learning &

Growth 1

Utilization
of Skils

Work Environnt

s iysical 2

Social 12

Control &
Influence 12

Organizational
Ecclosure 7

Career Char-
acteristics 9

EWtra Work
Activities 3

Consuption 2

Creativity 1

Citizen In-
volvement 8

Home & Tem-
ily 9

34

15

27

29

13

20

18

1

55

43

24

10

T

0

1

3

6

16

5

10

13

13

5

13

31
31

27

12

2

1

3

2

3

16

3

10

T

2

9

75

35"

55

56

30

31

30

9
107

16 112

10 68

4 35

5 17

1 4
1 6

17?

2 200

Frequency Ibtal 106 306 202 103 718

Percent ibtal 1i3.8 42.6 28.1 14.5 100

* Distribution differs total distribution. 8ig j.05.** Distribution differ total distribution. BigS.01.
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of empirical studies on growth and development for 1967-72.

The reduction in scientific investigations of training groups

has occurred because the groups themselves are increasingly seen

as tools of the organizational development specialists, rather

than as an important or central research topic.

The dimension of life roles outside of work is heavily ac-

counted for by sociology and psychology Journals;approximately

63 percent of all studies concerning that dimension are accounted

for by both of those categories of Journals combined. It is also

important to note that, predictably, the research drawn from the

sociology literature was most heavily weighted in the area of

c unity-citisen involvement and home and family.

Analysis of cross national research. Another interesting

aspect of the state-of-the-art review of QWL research in the past

fifteen yeas is a gross national comparison of the kinds of studies

and variables measured in studies done in other countries, especi-

ally Northern Europe and Britain,so far as the literature is avail-

able to us. Just as the analyses reported above are relatively

crude or gross measures of the state of the art, so is the present

analysis of the literature available to us. Although the analysis

should use the reports of social researchers in their native coun-

try, reporting on what they are doing, the present analysis simply

reports the types of measures and the kinds of associations mani-

tested in studies in which the country where the data originates

is known. Tbere is no control for the nationality of the invest-

igator. It should also be noted that, as mentioned above, the

bibliograpbW is co opd primarily of abstracts from books, art-

ieles, and uMpublisbed iaueripts available in the Etlish
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laagpw,. AlthoUh there vys en attempt to produce ftilish-1lune

abstracts orreig*-aarag* artileos wm published docmmea, it

m not real to W sigaifsicat depee. Therefore, the data

reortd hr con ntly f wmrces published in 1lish. W

this token the results to follow awt be reed vith caution. Other

studiss available only in the lngs of study origin might prowide

different conclusions.

Th fross nationl caMarison s1imp utilizes the cross-taholar

indices repesented by Tables and 21 In the annotated biblio-

Ps-Ph.0 In the bibliograp1W, the classification codes separated

stedies lnto those 6one In the United States,in the United Kiag0 ,

is , "Other. Thi classification breaks dovn into not-

unresonable frequencies for statistical display as vell as for

cross-tabular search procedwes. Th pr*sent analysis takes the

data specified In the bibli and not only reviews the geeral

patter or distribution of stuies Involving the eleven QWL criteria

and theb eventee correlates; it also eamines some of the charac-

teristics of the specific studies making up the pattern.

United M. Although the frequencies are proportionately
rather mAll when Compared with the United States, studies under-

taken In the United Kingdom represent rather a heavy proportion of

studies involving organizational clmate, technology, and organiza-

tional change.

Studiep undertaken in Britain contain a proportionately high

frequency of quality of working life criteria. British studies are

proportionally rich in the categories of alienation, physical work

enviroment, and bane and family, although the absolute number of

te biblioa contains an error In Tables 1 and 21. "hrope" and
"U.K."ncoleheadings should be Interbohaed In both tables.
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studies is smal for the latter two. Fea if any quality of working

life parameters are under-represented in the British sample.

Closer examination of some of the studies undertaken in the

United Kingdom shows that these studies have focused upon technology,

job, or organizational structure, measuring the effects upon behav-

iors and/or attitudes of differences in the aforementioned corre-

lates. A rather large proportion of research undertaken in the United

Kingdom countries has studied alienation. However, unlike studies

in the United States -- where alienation is measured both conceptu-

ally (as estrangement) and behaviorally -- in Britain, the majority

of research has focused exclusively on behavioral manifestations of

alienation, such as tardiness, absence, or labor turnover. Finally,

studies undertaken in the United Kingdom represent a considerable

research investment in studying correlates of various reward sys-

teas and effects on working-class attitudes and behavior of achiev-

ing relatively high incomes.

rpj. Although the European studies account for about the

same proportion of total research as studies in the United Kingdom,

there seem to be relatively fever manifestations of the quality of

workinc life correlates. There seem to be fewer European studies

involving status or prestige, training, organizational changes, or

cmmber characteristics. Job characteristics, especially job demands,

sees to be reasonably well represented in these studies. European

studies contain a proportionately lower frequency of quality of

working life criteria or parameters, no one of which in particular

seems to be overrepresented. In European studies, however, self-

etea, self-actualization, and the idea of organizational enclosure

se_ to be underrepresented or absent.
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Ws theit It MO of mm interest and value to seperatt the.

5wopea_ studios Into thee tht Were undertaken in Seandinaia and

those repoIn datar the r-- of rope. most of te

studies fm Nava deal With the inividul correlates of either

the effects of partilpation or th deir for it. Sm other Nr-

wegnsties look at the efftets of iomus work mroups and

Varioms _ ta conditioms on attitudes and behavior of the

work toc. In the Odish studies, rresarch bas been on the

errects of c ial, orgizatioal, and job changes on blue-

collar andit-Gella workers. A research progre dealing with

correlates of mtional and physological stress reactions has al-

de stufies usnga i "seale. Finally, lo

discernibe trends in Finnish e wa revealed as a result

of the litertur semrchN nd m wnsh studies were abstracted at

all. in the rest or western rope, r h has been stly on

the effects of techical cbhn. In Frace, researh has been dome

on attitudinl chaes associated with teb logical chages in

vhit*-colla orgaisations, and on behavioral changes associated

witb changes in blue-colr c . only reference from

emny to e included in the bibli concerned itself vith

effects of a chang to an electronic data-processing systas. In

Eastern irope, the majority of the r ch abstracted for the

bibliograph was done in yuWgovia and cetered on the correlates -

attitudes, perception, and behavior - of industrial democracy as

epitomized bF workes' Participation In workers councils.

Other Nations. On the basis of rather liited data reported in

the bibliography, Vw can conclude tentatively that studies done

in other nations exhibit roughly the se distribution of quality
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of working life parameters and their correlates as do the studies

undertaken in the United Kingdom, Europe, and the United States.

United States. The bulk of the studies reviewed in the bib-

liography dealt with samples either from the United States or of

unknown origin. In many cases, even those that were not identi-

fied could be assmed to be from the United States. A review of

the data derived from the U.S. samples, therefore, will reflect

not only those studies that identify themselves as including or

involving American samples but also those using samples that can

reasonably be assumed to be American.

There is little to distinguish the American sample from the

total data; in fact, since these data account for such a large

proportion of the total, they can be described as defining the

total. For that reason, many of the characteristics in the biblio-

graphy as a whole can also be used to characterize the American

sample. As an example, the heavy emphasis on organizational hier-

archy, Job type, Job demands, supervision, and member character-

istics can be seen as rather similar to the descriptions of the

bibliographic results as a whole, reported above. It should be

noted, however, that only a relatively smal1 proportion of studies

deals with the quality of working life correlates of organizational

changes, technological changes, or work group characteristics and

behaviors.

Self-actualization, social work environment, and control and

influence also are very heavily represented in the American sample.

However, studies dealing with extra-work activities are nimer-

ically more but proportionately less in the American sample than
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La th otber natomal s-le. Th qullty of wrking life p.ra-

mste of and fmily and the enea extra-wrk activities

catWory ae particularly asd, we CeSteistics

of the pbsIca naring euviromt. The1_unhr asis an pni-

cal envirot va esplied &abe as a bv-product of the decision

to exclue bins ensinewing, er c, an Industrial engineering

liteature fro the UiLMIke Ameican neele ems to

differ from the studies u take in other countries pinarily on

the basis of lss esinatiom of iwk group vriables o the causal

side or bm ad findly sad other extra-mork activities on the out-

put side.
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V. Substantive Findings: Some Sample Results

In addition to its function as a measure of what variables have

been studied and vhat may be in need of additional attention, the

bibliography was intended as a resource document for investigators

who wish to delve ore deeply into the substantive results involving

the relationships between any QWL criterion and any specified cor-

relate. The particular indexes for the bibliography were therefore

constructed for that purpose. In this section we will present a

sample of these substantive searches, using the bibliography index,

and their results. The sample of relationships chosen was derived

from the major intersections in Figure 1.

Having decided on several relationships of interest, and taking

them one by one, the first step was to obtain from the index a list

of all study abstracts that report use of the correlate variable of inter-

est. For example, one relationship chosen for presentation here is that

between job demands and alienation. The first step, therefore, was

to obtain a list of all abstract numbers listed in the index under

'Job demands.' The next step involved scanning each abstract listed

for the code (1), which denoted appearance of the QWL criteria

'alienation' in whatever terms the original investigator used. It

was then straightforward to summarize the statement of relation-

ships from each abstract while at the same time specifying what

exactly was used by the original investigator as the QWL "criteria"

and its "correlate." This substantive analysis permits investiga-

tion of such questions as, What correlates in particular were found

related to certain QWL criteria? In what direction did the relation-

ships go? Were they statistical correlations, or were the reports
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of obsered or aassmed linke over tim.t Were they simple cor-

relations, or were they contingent upon other variables? In all

cases, h er, the user mut decide at which level the particular

QWL criteria becenes "quality" or "high quality" or "good quality"

no such conclusions re made in the Present analysis.

Of the 639 relationships (li2x18 a 756, minus 117 empty cells),

presented in Figure 1, the following 9 are chosen for presentation

here.

QYL Criterion (associated with) Correlate

Alienation Organization size
Alienation Job denands

Self-estem Organization climate
Social work environment Job type
Social work environment Supervision
Control and influence Organization hierarchy
Control and influence Organization reward structure
Control and influence 2echnolog'
&tra-wrk activities Technology

i Mw first such relationship

in our example is that between the QWL criterion alienation and the

correlate organization size.

In examining the eight* studies where alienation and organization

size vere measured, vw find that although the results suggest absence

and turnover rates (classed as measures of alienation) are associ-

ated with large size of plant or cWnpa., more than half the studies

introduce additional variables into the causal chain. These contin-

gency variables are mentioned in early studies (i.e., 1958) as well

as in later ones (i.e., 1972). Other msaaes found in the liter-

ature and included in alilnation as related to organizational size

OM* nuabers of the bibliography abstracts are: 1009, 1015, 1052,
1101, 1207, 1262, 5023, 8035.
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are grievance rates, increased identification with unions, and ab-

sence of loyalty.

Alienation and Job Demands. The second relationship examined

is that between alienation and job demands. The analysis shoved that,

although job demands have been studied over the past fifteen years,

the pattern of outcomes is different for earlier as opposed to later

studies. If we examine the 45 individual abstracts (referred to in

Figure 1) that contain measurement of both job demands and aliena-

tion, we find that 35' of them actually report examination of rela-

tionship between job demands and alienation. The remainder are

simply studies in which both variables were studied simultaneously;

their association is neither described nor implied. Among the 15

studies carried out between 1957 and approximately 1965, 4 generally

conclude that there is no relationship between job dissatisfaction,

absenteeism, turnover, or feelings of alienation and job character-

istics or job demands; 9 report repetition, machine pacing, and other

such Job demands as related to estrangement as noted;and only 2 re-

port more job challenge and complexity related to lover alienation.

The remainder of the studies examined, those done since 1965,

show a changing trend. Virtually none reported no relationship

between alienation and job demands. Eight studies reported relation-

ships between excessive or nonchallenging job characteristics and

alienation. Ten studies, on the other hand, reported reduction in

alienation as a function of greater work complexity, challenge,

and discretion. In addition, three studies since 1965 reported

*The numbers of the bibliography abstracts are: 1049, 1079, lo84, 1107,
1108, 1128, 1154, lgo, 1202, 1207, 1222, 1250, 1251, 1255, 1262, 5002,
5oo4, 5009, 5010, 5014, 5022, 5037, 5038, 5043, 5044, 5048, 5049, 8005,
8013, 8018, 8026, 8929, 8030, 8031, 8034.
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alienation effects of a range of job demands.

Thn difference beteen earlier and later studies is not explained

by the data at hand and is not explained here. One tentative hypothesis

might be advanced, however. That hypothesis stems from Frederick

Herzberg's theories around the idea of intrinsic job satisfiers and

extrinsic job dissatisfiters.

Herzberg's early position was that extrinsic job characteristics

or job context are primarily related to job dissatisfaction. Many

of the studies done in the early sixties vere in support of that

position. Subsequent or later Herzberg vritings show that absentee-

im and turnover (among our measures of alienation) tend to be re-

duced as intrinsic job elements, or satisfiers, increase. The later

literature tends to support that idea. In studies dating from the

mid-sixties onward, the relationship betveen job demands and measures

of alienation such as absenteeism and voluntary turnover is found

to be stronger than is the relationship between job dissatisfaction

and work characteristics found in earlier studies.

Self-Esteem and Climate. Eight* of the 17 studies listed as

including both self-esteem and organizational climate actually re-

ported associations between these two variables. Of these eight

studies, seven were reported in the period 1967-72. These studies

can be divided into two groups. In one case mnaement climate,

in which individual view was subordinated to organizational need,

resulted in lower self-esteem as measured by feelings of earned

respect, perception of status, or feelings of self-importance.

The numbers of the bibliography abstracts are: 1099, 1114, 1156,
5000, 5007, 5015, 5040, 8020.
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Cases of the opposite management climate -- supportive, employee-

centered management thrust --show more tendency to be related to

satisfaction with "esteem needs" or satisfaction of need for recog-

nition. The former studies tend to be descriptive reports of case

studies, whereas the latter studies seem to be more results of

large-scale, static survey studies.

Social Work Environment and Job Type. Of the 19* studies re-

porting some association between social work environment and job

type, three quarters were reported during the five-year period 1962-

67. These studies report several different aspects of the general

relationship, such as differences between white- and blue-collar.

employees, supervisors and managers, staff and line, or nurses and

other professionals. Seven studies examined differences between

white- and blue-collar jobs, without other distinctions.

The major result is, however, that half of these studies made

between 1962 and 1967 report the impact of distinctions in job type

on values, desires,or attitudes regarding some aspect of the social

work environment.

Studies reported before 1962 describe such things as frequency of

interaction or assessments of authoritarianism among foremen, or the im-

possibility of team relationships on an assembly line. Similar behav-

ioral measures are more frequently reported in later studies (post-1967)

as well. Of the behavioral measures of social work environment and

their relationship to Job type, little consistency is found. In the

The numbers of the bibliography abstracts are: 1037, 1040, 1056, 1072,
1075, 1111, 1119, 1125, 1148, 1155, 1175, 1179, 1182, 1198, 1214, 5010,
5048, 5049, 5050.
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early studies, the sple of four abstracts Is divided _- fw dif-

ferent job tps, so no consistency Is possible. or the later

studies, three sWu ted that the relationships they reported we con-

tingent upon other varlUls such as technolog, managmut value,

or involvmat in scm speclal project. ?be reminder of the abstracts

e ie s t that blue-collar workers have fewer opportunities for

social intersction ad that blue-collar workers value it more. Futher,

both white-and blue-collar workers want supportive supervision sad blue-

coll works doen't mind tak-relevant leadership.

Social Work bviroint and S ersion. Over half the 2t studies

reportig association between these two variables were published dtwig

the past five years. ?urther, of the total abstracts, only

measues of the CIL criterion, social work enviroint, re reported

as attitudes toward, or satisfaction with, some relationship or need.

Sixteen of the studies investigated the effects of supervisor style

on subordinate social interaction. The studies divided themelves into

whether they emphasized the effects of "positive" behaviors, such as

consideration, participation, support, etc., or whether they eqmpsied

more negative styles like authoritarianim, close supervision, less

considerate, and structured styles. "Negative" and "positive" super-

visory styles were found related to subordinates' social work environment

as characterized:

'The numbers of the bibliography abstracts are: 1011, 1019, 1011, 1114,
1125, 1131, l1h8, 1166, 67, 1175, 1182, 1187, 120o, 1206, 1209, 1210,
1259, 1262, 1271, 5000, 5007, 5020, 5036, 5047
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Negative Suervisor Style Positive Supervisory Style
-Subordinates share effcrt

Distrust smng subordinates -Subordinates have social cohesion
No cooperation mong subordinates -tov intra-unit stress
Subordinates unable to call upon others
Strained social relations mDg

subordinates -Effective subordinate group
Subordinates share little vith peers -Better integration of sub-

ordinates as company and group
-Close and wars subordinate

relations
-Coopenation amog subordinates

The remainder of the abstracts reviewed dealt vith a variety of

other supervisory behaviors such as task-related leadership (which is

reported in several studies as related to subordinate social relations

contingent upon same other variable), less direct supervision, super-

visors' confidence in subordinates, necessity of communication, and

leaderless or self-naged situations. With the exception of task-

related leadership, these other cases lend little to the present

analysis because of their small number. The QUL criterion in mst of

these cases, hovever, remain the cooperation and cunication amng

subordinates in work groups.

Control and Influence and Organizational Hierarchy. Data in Figure 1

suggest a relatively high proportion of associations between organiza-

tional hierarchy and control and influence. Most studies we reviewed

indicated that, as we would expect, hierarchical level or position was

related to increased influence. Several mre recent studies, however,

suggested that the relationship may not be a simple and direct one.

For example, the relationship between hierarchical level and control

may be mediated by the respondents' line vs. staff assignment, by pay

The numbers of the bibliography abstracts are: 1023, 1033, 1057, 1062,
1073, 1085, 1087, 1098, 1103, 1105, 1119, 1132, 1139, 1161, 1196, 119T,
1198, 1199, 1200, 1205, 1212, 1216, 1238, 1255, 1262, 1214, 5000, 5002,
5004, 5005, 5010, 5011, 5015, 5021, 5029, 5031, 5040, 501o1, 5050, 8021,
8028.
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associated with bierarcheial level, or by the responeats' &, of

Grt k or ability.

Contro l IfU06ce. end Oreenisational Rewad Structwe. %a

of the 26 studies listed as including both the criterion _w'e, can

trol and influenc, and the corrlate mesure, revard structure,

actaaay reported relationships between them. Rination of thes

studies suggests that tbey can be divided into those coneering

!Mg1t for workers and those conernIng p scales for mnneg.int.

Mwt workers' pay system (piece work to pooled group pay) have

be shown associated with low vwker authority. For _n , on

the other hand, higher pay scales for the same hierarchical levels

were fowd associated with greater autn dndepe ce.

Tecknolow and Control and Influence. Of the 3A studies that

included both control and influence as a QWL criterion variable ad

technolog as a correlate, 28" studies also reported associations

between these two variables. Although a few recent references specify

scm contingencies and conditions for the association between techno-

logical characteristics and control at the workplace, most of the

studies reported mre siqilez anAlyses. The studies ca be divided

Into those which looked at differences between craft, mess produetio

(industrial), and sutomted, or continuo process (post industrial)

technologies; and those which looked at mre specific technological

characteristics such as predictability of work, complexity, specialize

tion of nuctions, and the l . Pbr the first set of studies, T

*Mb numers of the bibliaapW abstracts are: 1011, 1021, 1139,
1255, 5002, 5006, 5009, 50, 508, 501.

5Tbe nubers of the bibliopap1y abstracts are: 101o, 1063, 1091,
)158, 111. 1165, 1212. 1211., 1226, 1238, 1239, 1210, 1215, 1250,
121. 1262, 500, 5010. 5029, 5032, 5045, 5016, 5048, 519. 5051,
8006, 602, 8013.
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reported post-industrial technolog associated with greater control

and discretion, and 3 reported the reverse; for industrial technology,

2 studies reported low degree of control and influence. Four studies

of craft technolog reported considerable discretion. For the other

sorts of investigations, functional specialization is consistently

shown related to high mnagment control, as is predictability and

complexity in technological measurements.

Extra-work Activities and Technology. Extra-work activities were

seldom consistently related to anything, although the typical criteria

correlate measures of job type and personality were found relatively

frequently, as vere organizational characteristics such as age, size,

location, and the like. Workplace characteristics, job demands, tech-

nology, and time conditions were found to be related to extra-work

activities to some slight extent, in the few cases revealed by the

literature search.

A more careful examination of the particular association between

technology and extra-work activities shoved that a surprising pro-

portion of the studies concerned with technology as a causal variable

also considered some extra-work activity as an outcome. Aside from

this general finding, however, there was little consistency among the

studies' involved, aside from our observation that most of the

studies reported that technology either operated through or in conjunc-

tion with other variables (such as skill classifications or the neces-

sity for shift work) rather than alone or directly on extra-work

activities.

The numbers of the bibliography abstracts are: 1010, 1014, 1063,
1064, 109l, 1158, 1214, 1262, 5004, 5010, 5014, 502Q, 504a, 860.
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A. IuatIN

Tbe first erst that mst be made about the literature an the

qality of worting lite published during the past fifte1n yeas is

that it is not systematic, it is not very rich frem the standpoint

of w directions, and it contains few surprises.

Basicall, the bibliogrpic seareh and review confi d that

little research has bees done In which the individual is the central

concern, except peraps for research that applies the standards of

job satisaotlon -sasures, which vas not reviewed in the present

effort.

AS rpre above, am 365 studies are reported in the annotated

bibllopaW. Although the bibliograpy does not enc ass all rele-

vast studies, it does nonetheless cover the vast majority of those

concerning qL criteria which were to be found in the published Jour-

nas and books and the unpublished reports and cases. which were

scanned during the anotation process - sources that st cover the

majority of such studies in the bglish-lsanguage literature. The

research that has been published in the pest fifteen years reflects

a growing balance of concern between the traditional quality of work-

Ing life parometers (wages, hours, and working conditions) and the sore

contemporary Issues of self-esteem and actualization. Interest in

control and influence as an important dimension of the quality of

vorking life has rently rmaned high througbout the period.

IMnagement and organization concerns have been reasonably well

served by studies relevant to motivation, subsued in the bibliography

under "organizational enclosure." By contrast, the more societally
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relevant dimensions -- work-related effects on employees' extra-work

life roles - have been studied very little but are coming into

prominance.

Overall, the gross frequency measures presented in Figure 1

reveal a large number of studies dealing vith economic security and

hvn relations concerns of the social working environment. Studies

examining (at least tangentially) self-esteem and actualization, con-

trol and influence, and alienation also are numerous, and these measures

are more representative of the quality of working life as3 it appears

it is becoming defined.

A review of the characteristics causal to the quality of working

life confirms the suspicion that, in the fifteen years of research

reviewed, a great deal of effort has been devoted to investigating

the characteristics of workers and organizations, whereas little

research has investigated work groups or technology variables as they

relate to the quality of working life. It is to the credit of social

sciences research during that period, however, that a relatively large

number of studies have investigated job demands, as well as job types

in general.

Increasingly, the most recent theoretical literature on the quality

of working life has emphasized the importance of job and organizational

structure and the necessity for redesigning both to enhance quality of

working life.

We can therefore report that the variable, Job demands. has recently

become important, perhaps as a function of Herzberg's ideas of job

0a.f. Work in America, Report of a Special Task Force to the Secretary,
Health, Education, and Welfare (Cambridge: MIT Press, 1973; and The
Chanaing World of Work, Report of the 43rd American Assembly, November
l- , 1973, Arden House, Harriman, New York.



enrichebnt. Of the rather large number of studies in the biblioraphy

which deal with job demads and alienation, for examle, a Dnumber

(about half) tend to report a particular pattern of findings that can

be di arsd "alienatiom.Job dissatisfaction-Job context." The

other half, dating frcm savhat later In the period studied here,

tend to report a different pattern: "allenation-absence and turnover

job content." Both job content and context are doubtless important,

and the descrepacies in the literature my perhaps best be seen as

a shift in the dep e varlable, rather than as a theoret'cal in-

consistency. It is important to note, however, that the shift in

emphasis Is from job context to job content.

Other studies reported in the bibliography show increasing support

for the idea of mediating or contingency variables operating between

causal variables and quality of working life parameters. For example,

the relationship between hierarchical level and degree of influence

may be mediated by such things as line vs. staff assignment, amount of

pay, and degree of expert knowledge.

Substantive Assessment and the Bibliography. The bibliography, to

be useful, should provide the user with substantive information regard-

ing what correlates in particular were found related to certain QWL

criteria. A sample of such findings has been reported above. A pri-

mary purpose of the present paper, however, has been to familiarise

the reader with some of the problems of evaluating and measuring QWL --

and to present one manner of doing so which vould permit cutting into

a bewildering and diverse array of literature for purposes of examining

it. Another purpose has b to ort where social science is today

with regard to what has been measured (and to hov frequently, when, and

C I
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where it was reported). The purpose of the present paper has not been

to undertake a substantive analysis of all relationships extant in the

literature reviewed.

The bibliography vas created as a source document, hopefully to

be used by individual investigators as a way of generating their own

analyses of criteria and correlates of interest to them, setting their

own levels of what they considered to be quality for those particular

criteria. The indexing system in the bibliography was designed with

that use in mind. Therefore, if we were to map in some meaningful,

substantive vay the entirety of quality of working life as represented

by the asmbly of annotated abstracts in the bibliography, we would

violate the spirit of investigation at this early stage. In the first

place, such a substantive review would require vast resources in data

processing and data analysis. But this constraint of resource avail-

ability pales before the more important question of priorities in the

use of those resources.

To the degree that the reader questions the particular choice of

QWL criteria as used in the present document and in the bibliography

he or she is a party to this second constraint. The bibliography

was created to help us to identify what has been done, and done well,

and as an aid in identifying what to do next. This step was taken in

the face of considerable disagrement amng concerned social scientists

about what constitutes QWL to begin with. It is our feeling that

further analysis of what do we kow "substantively" about QWL is

fruitless unless and until social science can agree on what is to be

assessed. Together, the criteria in the bibliography were purposely

chosen to be as broad and encompassing as possible; and at the same time,
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as individual measures, not to be sbot through with "rights" and "wrongs"

of value satemants or attitudes. Hopefully, the individual user of

the bibliography could zeamne, and assess these criteria as being good

or bad, rit or vwon, at whatevr level he or she chooses, Thus,

an analysis of substance which purports to take all data on all cr1-

teria at once would make little ams to most readers at this time.

Tere ssiaa y little or so as to vhat constitutes the

quality of working life and at what level quality obtains.

B. a .

The research design for the bibliography vas such that nov it is

very difficult to offer in the present paper comprehensive assessment

of the quality of research or ade of measures employed in the

studies reviewed. First, although quality of research was a considera-

tion in selecting studies for the bibliography, the prime criterion

was simply that a study reported same empirical or quantifiable mea-

surment of our eleven criteria for quality of vorking life and that

these vere associated with some other variable. Second, although we

were interested in method and tried to select for valid method and

measures, our design called for superimposing o eleven criteria upon

whatever measures were used In the studies we abstracted. Therefore,

it is impossible at this point to draw from a= bibliographic abstracts

wa meaningful generalizations about the quality of the measures used

in the original studies.

A flaw In our design may ell have been that it did not provide a

reliable meas for an overall evaluation of the measures used in past

research. We have attmpted, however, in the bibliography to Increase
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the collective value of the measures reported in the studies we ab-

stracted by combining their numerous and varied criteria into eleven

major parameters of quality of working life. We have been able to

conclude, however, that such of the potential value or past experi-

mentation as a guide for future action is lost because of the in-

equacies of the measures used in past research, not because the

quality of research is low but because social scientists have not

made explicit attempts to create any standardized measures for either

the outcomes or the causes of quality of working life.

The point of view of the individual of the quality of working life

is coming into its own. The measures of alienation, self-esteem, self-

actualization, and influence are neither standardized nor consistent,

and the results of relationships with them are inconsistent. But the

number of studies in this area is doubling every five years, and the

consistency of results is increasing. This consistency is obscured

somewhat by a shift from more simplex causal models to the use of

mediating and conditioning variables in more complex models. Of the

major trends in the area of quality of working life for the indivi-

dual, increased interest in investigating job characteristics and job

demands, and renewed interest in workgroup dynamics, loom large.

From the standpoint of quality of working life for the organiza-

tion, the characteristics or parameters of organizational motivation

or enclosure appear to be suitably measured and seem to be related to

many of the muo causal or correlate variables as are the other quality

of working life characteristics. Such causal variables are organiza-

tional climate and hierarchy, organizational reward structure, the

type and demands of organizational and job characteristics, supervisory
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characteristics, work groups, status and prestige, and technoloog, as

well as same amber characteristics (ag and Job tenure). Personality,

needs and expectations, andp- ena experiences are also i

in relation to the organizational enclosure measures.

Research on quality of working lite from a societal point of vise

has bes especl sca, eeept for som studies dome in airpe,

especially In Scandinavia. The research undertaken In the United

States and ortd in g 1is-sgiimge journals virtually ignores

the relatio ps bete work and extra-work characteristics, be-

havior, activities, and attitudes.

Finally, few of the studies reported in the bibliography are case

studies. Of such case studies, most were unpublished manuscripts that

were abstracted for the bibliograp; sost of th becam available

during 971 and 1972. The pity of case studies is indicative of

the sort of quantitative research reported in the Journals we emined

for the purposes of the bibliography; and examination of other Journals

probably would not have yielded much more, since such reports are

virtually unavailable at present. The Department of Labor, 'ASPE'

Research Program and the Task Force on Comparability of the Quality

of Working Life Conference both hae emphasised the need for case

studies using standardized measurement and evaluation. Until that need

is mt. there will be only limited ro t in the state of QWL

research. Standardized evaluation in particular is absolutely neces-

sary. There is also a need to examine in cause-and effect case studies

or experimental settings some of the characteristics that have been

described here in purely statistical term.

*"The Quality of hploymnt: Py 1974 R & D Plan" unpublished draft,
March 30, 1973.
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ftture directions for research on quality of working life should

include, first of all, continuations of research on the impact of

reorganizn Job and work characteristics. Additional case studies

should also be carried out and reported in the quantitative literature.

There still remins, hoverer, a need for additional static (as well

as longitudinal), comparative studies using large numbers of respon-

dents. Case studies must be undertaken in which specific changes are

made with an eye to evaluating certain characteristics. Finally, the

analysis of such studies should include a rather standardized list of

what might be components of quality of working life, and an attempt

should be made to measure these in same quantitative (i.e., frequency)

sense. The data reviewed here from the annotated bibliography on the

quality of working life suggest that such measures can be and have

been undertaken. Importance is the standardization of the measures;

and the creation of behavioral measurement wherever satisfaction or

attitudinal measurement alone is currently available. If that is done,

it will provide not only added strength in evaluation of case studies

but, more urgently needed, a base of coinn definitions. At this stage,

we appear to be willing to talk to one another about quality of working

life and what it is. We should continue the dialogue, because although

experiencing it is better than talking about quality of working life,

talking about it is better than nothing.
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