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Abstract QWL is conceptualized in terms of the interface between employee role
identities and work resources. QWL programs serve to enhance QOL by (1)
providing appropriate work resources to meet the expectations of employee role
identities, (2) reducing role conflict in work and non-work life, (3) enhancing
multiple role identities, (4) reducing role demands, (5) reducing stress related to
work and non-work role identities, and (6) increasing the value of the role identity.
We describe a variety of QWL programs related to work life (decentralized
organization structures, teamwork, parallel structures, ethical corporate mission and
culture, the organization work schedule, etc.) and non-work life (work at home,
flextime, compressed work week, part-time work arrangements, job sharing, etc.)
and show how they serve to enhance QOL using the language of work-life identity.
Doing so helps develop a research agenda based on the work-life identify model.
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In the last few decades, we have witnessed a trend indicating that many corporations
are increasingly implementing job satisfaction and empowerment programs (e.g.,
Wilkinson 1998). These programs promote employee well-being in the workplace
and they are often the result of management’s self-interest to promote profitability.
Management has found that programs designed to increase job satisfaction and
empower employees may increase employee productivity and job performance (e.g.,
Armenakis and Bedeian 1999; Greenhaus et al. 1987; Petty et al. 1984). In turn,
higher levels of productivity and performance serve to increase the organization’s
economic well-being.

From this perspective, management views employee participation in organization
development activities as a means to higher financial returns. While an economic
orientation may remain a necessity for business organizations, it need not preclude a
focus on employee well-being. Quality-of-work life (QWL) programs can result in
job satisfaction and quality of life (QOL, i.e., life satisfaction, happiness, and
subjective well-being). The often-overlooked non-financial consequences of QWL
programs are venerable ends in and of themselves (Wolf 1971).

At the core of the QWL movement is the satisfaction of employees’ needs
through organization development (e.g., McGregor 1960). Though QWL has been
associated with employee productivity, job satisfaction, organizational commitment,
and low turnover rates, QWL researchers have shown that QWL plays an important
role in life satisfaction and QOL (e.g., Kabanoff 1980; Lawler 1982; Lee et al. 2002;
Near et al. 1980; Sirgy et al. 2001). The current research agenda links QWL research
to overall QOL.

Based on Wolf’s (1971) challenge to enhance employee well-being, we make an
attempt in this paper to advance the research agenda pertaining to the QWL-QOL
relationship (in terms of the spillover between job satisfaction and life satisfaction).
Specifically, an interactionist model of the relationship between QWL programs and
QOL is proposed to spur the research agenda. The model considers how the multiple
roles assumed in various life domains (e.g., work, family, leisure, spiritual life, etc.)
define our “selves,” and how the relative fulfillment of needs posed by valued role
identities can be met through QWL programs. The fit between the requirements of
the person (as determined by salient role identities) and the conditions of the
environment (as determined by the characteristics of a QWL program) results in a
range of affective experiences. Based on the interactionist model, we hypothesize
how various QWL programs may contribute to QOL.

AWork-Life Identity Model

Both QWL and QOL represent conditions of work life and life in general. QWL
programs can contribute to QOL through satisfaction of basic and growth needs in a
variety of life domains: work, family, leisure, spiritual, among others (see Fig. 1).
The thread that binds a QWL program to QOL is the affect associated with the
multiple domains that comprise work and non-work activities. The most typical
indicator of this affect is self-reported satisfaction.

Job satisfaction is viewed as an attitude or, more recently, an emotional state
(Weiss et al. 1999) associated with one’s job experiences, whereas life satisfaction is
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considered to be an outcome of a cognitive calculus in which evaluations of all
salient life domains are cognitively integrated (summed or averaged). Given that job
satisfaction is positively related to life satisfaction (e.g., r=+.44; Tait et al. 1989), it
should follow that perceptions of QWL and QOL should also tend to be positively
related because affective reactions to work experiences spill over to non-work
domains, and vice versa. While Judge and Watanabe (1993) have argued that some
people can segment their feelings or compensate for divergent affective reactions
across life domains, they estimate that 68% of people experience reciprocal spillover
between job satisfaction and life satisfaction (see also Rain et al. 1991; Rice et al.
1985; Staines 1980).

The spillover from one’s experience in a particular life domain (e.g., work life,
leisure life, family life, spiritual life) to one’s satisfaction/dissatisfaction with life in
general may be affected by a variety of moderators. For example, a study conducted
by Efraty et al. (1999) has shown that the spillover between job satisfaction and life
satisfaction is moderated by organizational commitment. That is, employees who
reported a higher level of organizational commitment experienced greater spillover
than those who expressed lower levels of commitment. The authors explained this
finding using the saliency-bias hypothesis. Spillover of affect from one life domain
to another is more likely to occur when the domain is considered highly salient in the
mind of that individual than when the domain is not considered salient. Specifically,
employees who regard their jobs as very important in their lives are likely to
experience heightened satisfaction or dissatisfaction with their jobs, which in turn

 WORK ENVIRONMENT EMPLOYEE 

      PERSON/ENVIRONMENT 
INTERACTION

ROLE/SITUATION-SPECIFIC REACTIONS 
Love Your Boss, Love the Dog, Like your Hours, Love 

Spouse, Adore House, Etc. 

ROLE/GENERAL REACTIONS 
Job Satisfaction, Marital 

Satisfaction, Leisure Satisfaction, 
Spiritual Satisfaction, Etc. 

MOST GENERAL 
REACTIONS 

Life Satisfaction, 
Happiness, 

Subjective Well-
being 

LIFE EVENTS 
Events and Conditions over 

Time  
            

QWL PROGRAMS 
(e.g., participatory 
decision-making, 

childcare programs) 
 

THE SELF 
Affective Predispositions, 

Behavioral Predispositions, 
Values, Beliefs, & Needs 

ROLE IDENTITIES 
Roles Related to Work, 

Family, Leisure, 
Spiritual, Etc. 

Fig. 1 A work-life identity model of well-being

A Work-Life Identity Model of Well-Being 183



spills over horizontally to other non-work domains and vertically (bottom-up
spillover) to affect general life satisfaction.

Interestingly, both job- and life-satisfactions share a substantial dispositional
component (e.g., Diener et al. 1999; Hart 1999; Heller et al. 2002). A top-down
approach to the study of job and life satisfactions suggests that common traits (e.g.,
positive and negative affectivity) influence both. In fact, although personality
removes a huge chunk of the variance from the job–life satisfaction relationship, the
link still remains. It is interesting to note that situational influences on subjective
well-being (a bottom-up approach) have been found to account for a significant
amount of variance in subjective well-being (as cited in Diener et al. 1999; also see
Sirgy 2002). QWL programs traditionally assume a bottom-up approach to fostering
productivity and satisfaction. Perhaps the interaction between internal factors and
external circumstances may better predict outcomes from QWL programs, just as
Diener et al. (1999) suggest that examinations of Person-X-Situation effects may
better explain subjective well-being.

An interactionist model of the relationship between QWL programs and QOL
would necessarily include characteristics of the person (employee), characteristics of
the work environment (QWL programs), and the affective reactions that result from
the dynamic fit between the two. First, the employee is defined in terms of the self-
concept. The “self” may be described as the combination of affective predis-
positions, behavioral tendencies, values, and beliefs. It is organized in terms of social
roles (e.g., Stryker and Serpe 1994). Social roles occur within the various life
domains of work, family, leisure, spirituality, community, etc., but are more specific.
For example, at work, we may assume the roles of manager, professional, and team
member simultaneously; at home, we may be spouse, parent, and caretaker. Further,
the degree to which we identify with a role may make it more or less salient and
more or less important. As role demands are placed upon the individual, the urgency
and quality of response depend upon the centrality or salience of the role to the self-
concept. As role conflicts arise, satisfaction with work and life is adversely affected
(e.g., Lee et al. 2000).

The next ingredient of the model is the work environment. This environment is
composed of physical, cognitive, and emotional resources and demands related to
work. Because of the spillover of life domains, the reactions to the conditions of the
work environment do not exist in isolation. Ideal QWL programs serve to enhance
QOL by (1) providing appropriate work resources to meet the expectations of
employee role identities, (2) reducing role conflict in work and non-work life, (3)
enhancing multiple role identities, (4) reducing role demands, (5) reducing stress
related to work and non-work role identities, and (6) increasing the value or
importance of a role identity.

The last major component of the model is the result of the fit between the person
and the work environment. A negative discrepancy between role demand and work
resources results in negative affect whereas a positive discrepancy results in positive
affect. This proposition is based on role identity and self-discrepancy theories.
Distress arises from the disruption of the self in important social roles (Burke 1991).
We prefer that our self-concepts remain stable and unconflicted; role demands and
conflicts get in the way of this preference. Higgins’ (1989) self-discrepancy theory
suggests how this happens. Self-discrepancy theory differentiates among three
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aspects of the self: the actual, ideal, and ought self. Discrepancies between the
actual–ideal self and the actual–ought self predict different types of distress (Large
and Marcussen 2000) because they block the attainment of personal goals. This idea
extends to the discrepancies between our most important role identities and the
demands and resources of the work environment. If work demands disrupt our
important role identities, negative affect occurs. While sociological social psychol-
ogists have tended to focus on the negative affect produced by negative role
discrepancies (e.g., Large and Marcussen 2000), the implication is that met needs
should result in satisfaction. So, if work resources support our important role
identities, positive affect should result. And, as previously described, affect spills
over across role identities. Work role demands and conflicts that interfere with the
attainment of the goals that come with role identities decrease subjective well-being.
Conversely, work resources that facilitate personal goals maintain or increase it.
Furthermore, work resources contribute to QOL by enhancing multiple role
identities, increasing the value and meaningfulness of the work role identity, and
reducing work-role demands.

The Work-Life Identity Model of Well-being (see Fig. 1) is based on the
following premises:

(a) Whereas QOL is a condition, affect is a reaction; conditions and reactions to
conditions are different. Affect is the core element in the perception of QOL.
All references to QOL in this model relate to the perception of QOL (i.e., life
satisfaction, happiness, and subjective well-being).

(b) The self is composed of multiple role identities. These include work roles,
family roles, leisure roles, spiritual roles, etc.

(c) Affective reactions to events and conditions depend upon the salience of role
identities (i.e., those roles that are more important to the self are more
responsible for feeling states than those that are not as strong).

(d) Affect spills over across role identities. Thus, job satisfaction, leisure satisfaction,
family satisfaction, spiritual satisfaction, etc. are reciprocally related.

(e) Needs are a consequence of role identities. Central role identities represent
values and define our most important needs.

(f) Affect generated by a QWL program represents a bottom-up influence on life-
satisfaction, happiness, and subjective well-being.

(g) The goals of a QWL program must be relevant and appropriate to an
employee’s most important roles.

(h) QWL programs enhance QOL to the degree that they provide appropriate work
resources to meet the expectations of employee role identities, reduce role
conflict in work and non-work life, enhance multiple role identities, reduce role
demands, reduce stress related to work and non-work role identities, and
increase the value or importance of role identity.

This is the crux of our model. Identity theorists (e.g., Burke 1991; Stryker and
Serpe 1994) have thus laid the groundwork for explaining how both positive and
negative self-evaluations can result from the interaction between the social self and
the external environment. Increasing positive self-evaluations (or decreasing
negative self-evaluations) in important work and non-work role identities serve to
increase QOL.
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There are many QWL programs. We will discuss some of them in terms of two
major categories: QWL programs that affect work-related role identities and QWL
programs that impact non-work identities.

Satisfaction in Work Life and Spillover to Overall Life

QWL programs related to the work role identity can be categorized into four major
groups: (1) the work environment, (2) management/supervisory duties and
responsibilities, and (4) corporate policies dealing with employee pay and
promotion. We will discuss selected QWL programs in some detail. Tables 1 and
2 summarize the QWL programs that satisfy needs in work life, how these programs
affect QOL, and what kind of employees are most receptive to these programs.

QWL Programs Related to the Work Environment

We identified several QWL programs related to the work environment. These are
decentralized organizational structures, teamwork, parallel structures and quality
circles, and ethical corporate culture.

Decentralized Organizational Structures Based on the assumption that bureaucra-
tization is positively associated with job dissatisfaction and off-the-job alienation,
Efraty and Sirgy (1995) conducted a study showing workers in a decentralized
bureaucracy experience greater spillover (between job satisfaction and life
satisfaction) than workers in a centralized bureaucracy. Decentralized bureaucracies
allowed workers to enjoy greater work discretion and less immediate supervision.
Work discretion and low levels of supervision serve to reduce work role stress,

Table 1 QWL policies and programs that satisfy employee needs in work life

The work
environment

Job facets Management/
Supervisory duties and
responsibilities

Corporate policies related
to employee pay and
promotion

• Decentralized
organizational
structures

• Participation in decision-
making and high
involvement programs

• TQM • Promotion opportunities
from within

• Teamwork • Job enrichment programs

• Performance feedback
and role clarity
Behavior

• Incentive plans

• Parallel
structures and
quality circles

• Programs to enhance
occupational status and
prestige

• Ethical supervisory

• Ethical corporate
mission and
culture

• Co-leadership

• The
organization’s
work schedule
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Table 2 Summary table of mediator effects related to work-related QWL programs

QWL programs Hypothesized Mediators (QOL is enhanced through
the QWL program by …)

QWL programs related to the work environment
Decentralized organizational structures reducing work role stress, which in turn reduces negative self-

evaluations in work life. QOL is further enhanced by
increasing the value of the work role identity, which increases
the likelihood of positive self-evaluations in work life.

Teamwork providing employees with greater work resources to
achieve work role expectations. Achieving work role
expectations serves to increase the likelihood of positive
self-evaluations. Teamwork also serves to reduce work
role demand, which in turn serves to reduce the
likelihood of negative self-evaluations.

Parallel structures and quality circles providing employees with greater work resources to achieve
work role expectations. Achieving work role expectations
serves to increase the likelihood of positive self-
evaluations. Parallel structures and quality circles also
serve to reduce work role demand, which in turn serves to
reduce the likelihood of negative self-evaluations.

Ethical corporate mission and culture providing employees with resources to meet the “do-
gooder” work role, increasing the likelihood of positive
self-evaluations. Further, ethical firms serve to increase
the value of the work role identity, increasing the
likelihood of positive self-evaluations.

QWL programs related to job facets
Participation in decision-making and high-
involvement programs

enhancing the value of the work role identity, which in
turn increases the likelihood of positive self-evaluations
in the work domain.

Job enrichment programs enhancing the value of the work role identity, which in
turn increases the likelihood of positive self-evaluations
in the work domain.

QWL programs related to management/supervisory duties and responsibilities
Total Quality Management (TQM) allowing employees to engage inmultiple identities at work,

thus providing added meaning and value to the overall
work role. Furthermore, fulfillment of these varied roles is
likely to satisfy more needs, which in turn translates into
positive self-evaluations in the work domain.

Performance feedback and role clarity increasing the likelihood of meeting work role demand,
which in turn serves to generate positive self-evaluations
in the work domain.

Ethical supervisory behavior heightening the importance of the work role identity,
which increases the likelihood of experiencing positive
self-evaluations. Furthermore, ethical supervisory
behavior affects work satisfaction through perceptions
of procedural justice. Ethical supervisory behavior
serves to reduce role stress derived from perceptions of
injustice, thus decreasing the likelihood of negative self-
evaluations.

Corporate policies related to employee pay and promotion
Promotion opportunities from within enhancing the value of the work role identity and promoting

multiple work role identities (e.g., specialist, team player,
and supervisor/manager), which in turn increase the
likelihood of positive self-evaluations at work.

Incentive plans (incentive programs, group
incentive programs, profit sharing plans)

recognizing the outcome of meeting role demand, which
in turn contributes to positive self-evaluations and
positive affect in the work domain.
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which in turn help reduce negative self-evaluations in work life. This, of course,
serves to reduce spillover of negative affect from work life to overall life, thus
decreasing the likelihood of diminishing QOL returns. Furthermore, greater work
discretion and less immediate supervision serve to enhance the value of the work
role identity, which in turn leads to positive self-evaluations. Increases in positive
self-evaluations in relation to the work role identity (and decreases in negative self-
evaluations) contribute to higher levels of subjective well-being or QOL through
spillover.

Teamwork A team is a small group of people with complementary skills, who work
together to achieve a common goal for which they are collectively accountable (Brill
1976). Teamwork, characterized by reciprocal trust and respect among team
members, serves to enhance both QWL and QOL (e.g., Nandan and Nandan 1995;
Qvale and Hanssen-Bauer 1990). It promotes work role identity by providing
employees with greater work resources to achieve work role expectations (than non-
teamwork) through the participation required by goal setting, problem solving, goal
clarification and prioritization, and conflict resolution. Achieving work role expect-
ations, in turn, serves to increase positive self-evaluations. The latter generates
positive affect in the work domain, which in turn spills over to overall life, thus
increasing subjective well-being. One can also argue that teamwork serves to reduce
work demands by shifting this responsibility to the team and away from the self.
This serves to decrease negative self-evaluations that may arise when work role
expectations are not met.

Parallel Structures and Quality Circles Jobs generating higher levels of involvement
involve parallel structures, also known as “collateral structures,” “dualistic
structures,” or “shadow structures” (e.g., Galbraith 1998). Jobs with parallel
structures provide an alternative setting to address problems and propose innovative
solutions free from the formal organization structure. Quality circles are an example
of parallel structures. Quality circles consist of small groups of 13–15 employees
who volunteer to meet periodically, usually once a week for an hour or so, to identify
and solve productivity problems (Galbraith 1998). These group members make
recommendations for change, but decisions about implementation of their proposals
are reserved for management.

Parallel structures, characterized in terms of voluntary employee meetings to
identify and discuss problems at work, serve to enhance employee/work-
environment fit and need satisfaction in the work domain. Just in the same way
that teamwork is hypothesized to affect QOL, parallel structures promote work role
identity. It does so by providing the employee with additional resources to meet
work demands. Doing so increases the likelihood of positive self-evaluations in
work life (as a direct result of meeting work role expectations), which in turn spills
over to overall life. Furthermore, parallel structures reduce work role stress by
shifting responsibility of task completion away from the self and towards the
group.

Ethical Corporate Mission and Culture An ethical corporate mission and culture are
important in enhancing work-related identity by generating positive affect that spills

188 M.J. Sirgy et al.



over to other life domains. The results of a two-year empirical study based on face-
to-face interviews showed that working for an ethical organization gave the
employees a sense of meaning and purpose (Mitroff and Denton 1999). The study
uncovered five basic designs or models in which organizations can contribute
meaning and a sense of purpose in work. These are the religious-based organization
(e.g., church-affiliated and -run businesses), the evolutionary organization (a firm
that begins with a strong association with a particular religion and over time evolves
to a more ecumenical position), the recovering organization (an organization that
focuses on helping people solve certain problems and in doing so fosters a sense of
spirituality), the socially responsible organization (firms in which their founders or
heads are guided by strong spiritual/ethical principles that they apply directly to their
business for the betterment of society), and the values-based organization (the
founders or managers are guided by general philosophical principles or values that
are not aligned or associated with a particular religion or spirituality).

Organizations with a high ethical corporate mission and culture may provide a
better person-environment fit than organizations with a low ethical mission and
culture. (For evidence of how a caring, ethical organization contributes to employee
higher-order need satisfaction, see Giacalone’s and Jurkiewicz’s 2002 literature
review.). Many employees may desire to engage in tasks that can contribute to the
betterment of the human condition. An ethical organization places demands on their
employees that are more congruent with the employees’ work role identity (in the
role of a “do-gooder”) than other organizations. Also, ethical organizations may
provide more work resources to meet the demands of the “do-gooder” than other
organizations. Such organizations increase the value of the work role identity in the
sense that employees feel that their work is meaningful because they help others.
Under these conditions, employees are likely to experience high levels of positive
self-evaluations, which in turn contribute to subjective well-being.

QWL Programs Related to the Job

Several QWL programs are related to the job. These are participation in decision-
making/high involvement programs and job enrichment programs.

Participation in Decision-Making and High-Involvement Programs In a seminal
study, Teas et al. (1979) found that participation in decision-making and high-
involvement programs contribute positively and significantly to work satisfaction
(see Levine 1995, for a review). High involvement programs act as a conduit to help
employees express their thoughts and feelings in important organizational decisions,
and this input is likely to influence the final management decision. High
involvement programs afford employees with a greater sense of meaningfulness in
their work activities, which increases the value of their work role identity.

Job Enrichment Programs Job design is the process of defining job tasks and work
arrangements to accomplish them. This process may determine the amount of
satisfaction that workers experience at work. As noted by Schermerhorn et al. (2000,
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p.153), the best job design is always one that meets organizational requirements for
high performance, offers a good fit with individual skills and needs, and provides
opportunities for job satisfaction. Enriched jobs enhance motivation to work as
prescribed by the Job Characteristics Model (Hackman and Oldham 1980). The Job
Characteristic Model identifies five job characteristics that are essential for job
design—skill variety, task identity, task significance, autonomy, and feedback. If
they are present, these job characteristics are likely to enhance the meaningfulness of
work, experienced responsibility for outcomes and knowledge of actual results, as
well as work-related outcomes such as intrinsic work motivation, quality of work
performance, and satisfaction with the work. Thus we can argue that job enrichment
programs contribute to QOL by enhancing the value of the work role identity, which
in turn increases positive self-evaluations in the work domain. Increasing positive
self-evaluations in the work domain contributes to subjective well being.

QWL Programs Related to Management Duties/Responsibilities
and Supervisory Behavior

Several QWL programs relate to management duties and responsibilities. These
include Total Quality Management, performance feedback and role clarity, and
ethical supervisory behavior.

Total Quality Management (TQM) The idea underlying TQM is that all members of
the organization are committed to high quality results, continuous improvement, and
customer satisfaction. TQM also prescribes employee involvement and empower-
ment. Popovich-Hill and Hubbard (1995) conducted a study in the hospitality field
to examine the effect of TQM on QOL. They found that indeed TQM had a positive
impact on work and life satisfaction. TQM allows employees to assume multiple role
identities within the work domain, including the role of planner, team member,
coordinator, communicator, producer, and responsible party. Engaging in multiple
identities at work provides adds meaning and value to the overall work role.
Furthermore, fulfillment of these varied roles is likely to satisfy more needs, which
in turn translates into positive self-evaluations contributing to subjective well-being.

Performance Feedback and Role Clarity The seminal study by Teas et al. (1979)
found that salespeople’s need fulfillment is directly related to role clarity and
performance feedback; higher levels of role clarity and performance feedback lead to
higher levels of job satisfaction. Role clarity and performance feedback help
employees meet their work role expectations. Meeting those expectations generate
positive self-evaluations, which in turn contribute to subjective well-being.
Performance feedback and role clarity facilitate learning and enhance job
performance.

Ethical Supervisory Behavior Employees view their jobs as purposeful and
meaningful when their immediate supervisor treats them honestly, fairly, and with
care. Thus, ethical supervisory behavior promotes the work role identity by
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heightening the importance of the work role. Meeting those work role expectations is
then likely to generate high levels of positive self-evaluations. Positive self-
evaluations in the work domain contribute significantly to subjective well-being.

Ethical supervisory behavior affects work satisfaction through perceptions of
procedural justice. That is, employees feel dissatisfied with their work when they
perceive that their supervisors are not living up to their own role expectations of
what a “good and ethical supervisor” should do. In a classic sociological analysis of
the effects of supervisory style, Hopper (1965) has shown that close or punitive
supervision becomes frustrating to subordinates when it violates the subordinates’
normative expectations of authority. More recently, the literature on organizational
justice (e.g., Cropanzano et al. 2002) provides more evidence to support this
contention. In role theory terms, feelings of inequity translate into role stress, which
contribute to negative self-evaluations adversely influencing subjective well-being.

Corporate Policies Related to Employee Pay and Promotion

In this section we will discuss two sets of QWL programs related to employee
promotion and incentives, namely promotion from within and incentive plans.

Promotion from Within Self-actualization, according to Maslow (1954), is the desire
to become more and more from what one is to anything that one is capable of
becoming. Promotion and career progress are important in that regard. Progressive
companies have promotion-from-within programs (Messmer 2004). This means that
open positions are filled, whenever possible, by qualified candidates from within the
company. Promotion from within programs serves to enhance the value of the work
role identity and promotes multiple work role identities (e.g., specialist, team player,
and supervisor/manager). Meeting the needs of more role identities and highly
valued role increase the likelihood of experiencing positive self-evaluations at work,
which in turn contribute significantly to subjective well-being.

Incentive Plans There are many incentive plans that organizations use to reward
their employees and satisfy employee needs for self-actualization, self-esteem, and
social recognition. These include individual incentive programs, group incentive
programs, and profit-sharing plans.

Individual Incentive Programs give income over and above base salary to
employees who meet work-related role expectations. Merit pay can be construed as a
type of an individual incentive program. Much evidence has shown that individual
incentive programs are directly linked to job performance (e.g., Tharp 1985). These
programs are perceived as the outcome of meeting role demand, which in turn
contributes to positive self-evaluations and positive affect in the work domain,
spilling over to subjective well-being.

Group Incentive Programs give pay over and above base salary to all team
members when the team collectively meets a project goal. There seems to be much
evidence suggesting that group incentive programs serve to improve job perfor-
mance and employee productivity (e.g., Bartol and Hagmann 1992), which in turn
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serve to enhance work satisfaction. This occurs as a result of recognizing the group
incentive as an outcome of meeting role demand.

Profit-Sharing Plans are organization-wide incentive programs that provide
employees with a share of the firm’s profits. There are many forms of profit-sharing
plans such as stock options, stock appreciation rights, performance achievement
plans, restricted stock plans, phantom stock plans, and book value plans (see Redling
1982, for a review). One can easily argue that profit-sharing plans go a long way to
enhance satisfaction in the work domain as well as non-work domains (e.g., family
life. leisure life, social life). Profit sharing is a means to generate more resources to
promote role identity at work and outside of work.

Satisfaction in Non-work Life and Spillover to Overall Life

QWL programs that promote non-work role identities and need satisfaction were grouped
in three categories. The first is alternative work arrangements, the second is components of
employee’s compensation package, and the third is ancillary programs. Tables 3 and 4
summarize the QWL programs related to non-work life, how these programs affect
QOL, and what kind of employees are most receptive to these programs.

Alternative Work Arrangements

Alternative work arrangements involve a QWL program designed to minimize work-
family conflict and help employees balance the demands of their work and family lives.
Greenhaus and Beutel (1985) suggested that the most common type of work-family
conflict is time-based conflict, experienced when the time devoted to one role makes
the fulfillment of the other difficult. Common programs tend to manipulate work
arrangements such as full-time work-at-home, part-time work-at-home, flextime,
compressed workweek, and part-time work arrangements (e.g., Duxbury and Haines
1991; Schermerhorn et al. 2000). Alternative work arrangements typically affect life
satisfaction by reducing work-family conflict, which in turn enhances satisfaction with
work and family life (e.g., Higgins and Duxbury 1992; Kopelman et al. 1983). For
comprehensive overviews of alternative work arrangements, refer to the studies
conducted by Frone and Yardely (1996) and Parker and Wall (1998).

Table 3 QWL policies and programs that satisfy employee needs in non-work life (e.g., family, leisure,
financial, health, spiritual, community)

Alternative work arrangements Employment benefits Ancillary programs

• Work at home • Health benefits • Childcare programs
• Flextime • Retirement benefits • Elder care programs
• Compressed work week • Supplemental pay benefits • Fitness programs
• Part-time work arrangements • Social programs & events

• EAPs and counseling services• Job sharing
• Innovative programs
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Work at Home Full-time (or part-time) work at home—sometimes referred to as
“teleworking,” “telecommuting,” and “flexiplace”—involves allowing employees to
fulfill their job duties and responsibilities from their home, thus spending significantly
more time at home than at the office. Madsen (2003) conducted a survey to investigate
the differences in work-family conflict between full-time worksite employees and full-
time teleworking employees. The study results indicated that teleworkers had lower
levels of work-family conflict in various dimensions. Research has shown that
multiple roles involving both work and family may decrease stress because of
increased opportunities for need satisfaction (e.g., Valdez and Gutek 1989). It may be
that work at home contributes to QOL by reducing conflict between family and work
roles; work at home serves to reduce the work role demand and concomitant stress,
and enhance multiple role identities-work and family roles.

Flextime Flextime refers to the use of flexible work schedules to help employees
integrate work and life demands (Kossek et al. 1999). A variation of flextime is
“flexyears.” Under this program, employees can choose (at six-month intervals) the
number of hours they want to work each month over the next year (International
Management 1982). Research has shown many firms use flextime; however, a
majority of surveyed managers expressed more concerns about flextime than other
forms of alternative work arrangements (e.g., part-time work and leave of absence).
With respect to the effect of flextime on non-work life, Lucas and Heady (2002)
conducted a survey of 125 full-time employed commuters from Atlanta, Georgia, the
city with the largest average commute distance in the world. They found that
commuters with flextime reported less stress and fewer feelings of time urgency than
those without flextime. Thus, flextime provides employees with resources allowing
them to engage in work and non-work roles with less stress. By the same token,
flextime allows employees to engage in work and non-work roles with relative ease,
thus satisfying more needs.

Compressed Work Week A compressed workweek refers to working more hours
during the day but taking longer weekends (or days off) to allow the employee to
spend more time on non-work matters. Much research has shown that employees
gain from compressed workweek. For example, one study reported a 20% reduction
in commuter trips (Northrup 1991). Another study has shown that childcare
expenses can be reduced significantly by adopting a compressed workweek
(Solomon 1991). A recent review (Madsen 2003) of the compressed workweek
concluded that such a program has positive and long-lasting effects on both the
organization and the employees. These positive effects may be due from reduced
stress from commuting and the financial burden of childcare.

Part-Time Work Arrangements Part-time work arrangements refer to working less
than the traditional 40-hours/week. Part-time work arrangements, characterized by
working part-time to allow the employee to spend more time with family members,
serves to reduce work-related stress by lowering work role demands; it helps meet
role demand in the context of both work and family roles; it decreases conflict
between work and family roles; it enhances multiple role identities; and it helps
promote the family caretaker role by enhancing its perceived value. Doing so
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Table 4 Summary table of mediator effects related to non-work-related QWL programs

QWL programs Hypothesized Mediators (QOL is enhanced
through the QWL program by …)

Alternative work arrangements
Work at home reducing conflict between family and work roles; work at

home serves to reduce the work role demand and concomitant
stress, and enhancesmultiple role identities—work and family
roles. Doing so decreases the likelihood of negative self-
evaluations arising from failing to meet role demands in both
work and family domains and satisfying more needs
stemming from multiple roles.

Flextime reducing conflict between family and work roles; work at home
serves to reduce the work role demand and concomitant stress,
and enhances multiple role identities—work and family roles.
Doing so decreases the likelihood of negative self-evaluations
arising from failing to meet role demands in both work and
family domains and satisfying more needs stemming from
multiple roles.

Compressed work week reducing stress from commuting and the financial burden of
childcare.

Part-time work arrangements reducing work-related stress generated by work role demands,
helping meet role demand in the context of both work and
family roles, decreasing conflict between work and family
roles, enhancing multiple role identities, and helping promote
the family caretaker role by enhancing its perceived value.
Doing so increases (decreases) the likelihood of positive
(negative) self-evaluations in work and family roles.

Job sharing reducing work-related stress by reducing work role demands,
helping meet role demand in the context of both work and
family roles, decreasing conflict between work and family
roles, enhancing multiple role identities, and helping promote
the family caretaker role by enhancing its perceived value.
Doing so increases (decreases) the likelihood of positive
(negative) self-evaluations in work and family roles.

Employment benefits
Insurance benefits (worker’s
compensation, life insurance, health
insurance)

helping meet demand of roles such as financial provider and
family caretaker. Doing so decreases the likelihood of
negative self-evaluations in the context of these non-work-
related roles.

Retirement benefits (social security,
pension plans,
and early retirement)

helping meet demand of roles such as financial provider and
family caretaker. Doing so decreases the likelihood of negative
self-evaluations in the context of these non-work-related roles.

Supplemental pay benefits (unemployment
insurance, length of vacation,
buyback of unused sick leave, parental
leave, and severance pay)

helping meet demand of roles such as financial provider and
family caretaker (unemployment insurance); helping
employees to reduce work role stress and promote non-work
roles in family, social, leisure, and cultural life (length of
vacation); rewarding work, thus promoting the work role
identity (buyback of unused sick leave); enhancing the role
of parent in family life (parental leave); helping reduce
work and family role stress related to conditions of plant
closing, downsizing, etc. (severance pay).

Ancillary programs
Childcare programs reducing conflict between work and family roles, which in turn

serves to reduce the likelihood of negative self-evaluations in
work and family domains.

Elder care programs reducing conflict between the work role and the caretaker
role, which in turn serves to reduce the likelihood of
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increases (decreases) the likelihood of positive (negative) self-evaluations in work
and family roles, contributing to subjective well-being.

Job Sharing Job sharing refers to situations in which specific job-related duties and
responsibilities are shared between two ormore employees (Voydanoff 1989). About 10%
of firms questioned in one survey indicated that they allow for job sharing (Solomon
1994). Job sharing has become increasingly popular recently, especially in industries
hard hit by unemployment and job losses. An example of such an industry is travel and
tourism because of September 11 (Sherwyn and Sturman 2002). Some large companies
have created job-sharing programs such as the Barclay Bank in the U.K. (Human
Resource Management Digest 2003), where there is a national on-line job-sharing
register to help employees find a potential job-share partner. Job sharing may serve to
enhance family well-being. Job sharing promotes the development of one’s work role
identity as well as at least one valued non-work role identity—that of a parent, spouse or
caretaker—by providing resources that reduce the conflict between the two.

Employment Benefits

A majority of companies in the U.S. offer at least some employment benefits to their
employees (Grossman and Magnus 1988). For example, about 92% of medium and
large firms and 69% of small firms provide health insurance. Most firms also
provide retirement/pension benefits—88% of large firms, 78% of medium-sized
firms, and 73% of small businesses. Social security is legally required and
contributes toward most employees’ retirement income (Grossman and Magnus
1988). A discussion of employment benefits in terms of insurance benefits,
retirement benefits, and supplemental pay benefits follows.

Insurance Benefits There are essentially three types of insurance benefits provided
to employees in the U.S.: worker’s compensation, life insurance, and medical/health
insurance. Worker’s compensation is a program that provides income and medical
benefits to work-related accident victims or their dependents regardless of fault.
Some companies have instituted rehabilitation programs for injured employees
(Bialk 1987). These include exercise programs, career counseling to guide injured

Table 4 (continued)

QWL programs Hypothesized Mediators (QOL is enhanced
through the QWL program by …)

negative self-evaluations in work and family domains.
Fitness programs reducing work and non-work stress, which in turn serves to

reduce the likelihood of negative self-evaluations in work
and non-work domains.

Social programs and events promoting social role identity—helping meet demand of the
social role, which serve to increase the likelihood of
positive self-evaluation in social and leisure domains.

Employee assistance programs and
counseling services

helping employees better fulfill their work and non-work
roles as well as reduce work and non-work role stress.
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workers into less strenuous jobs, and nursing assistance. Obviously, one can predict
that the worker’s compensation program provides the injured employees a living
allowance to satisfy basic needs affecting family’s finances and health. Thus,
worker’s compensation can be construed as a QWL program that helps people meet
demand of their roles as a financial provider and family caretaker, and obviously
applies only to people who are accident victims.

Retirement Benefits Most U.S. companies offer at least three forms of retirement
benefits: Social Security, pension plans, and early retirement. Social Security in the
U.S. provides three types of benefits: (1) retirement benefits, (2) survivor’s or death
benefits, and (3) disability payments (Dessler 1997, p. 518). Thus, social security
benefits help employees meet demand of their roles as a financial provider and
family caretaker.

Supplemental Pay Benefits This program involves payment to employees for time
off for holidays, vacations, jury duty, funerals, military duty, illness, sabbaticals, and
maternity leave. It also includes unemployment insurance payments for laid-off or
terminated employees and it contributes to employee well-being in the same way
that insurance and retirement benefits do.

The average number of annual vacation days is generally high in industrialized
countries. For example, the U.S. average is about 10 days/year, 30 in Sweden and
Austria, 25 in France, and 20–25 in the U.K., Spain, Norway, Finland, and Belgium
(Matthes 1992). Vacation allows employees to reduce work role stress and promote
non-work roles in family, social, leisure, and cultural life.

With respect to sick leave, most employers grant full pay for a specified number
of days—usually up to 12 days/year. Some employers offer a buyback of unused
sick leave at the end of the year by paying their employees a daily equivalent pay for
each sick leave day not used (Bunning 1988). A buyback option may serve to
promote the work role identity by rewarding work.

Over 100 countries have enacted some form of parental leave policies with most
assuring at least 2–3 months of paid job absences (Ruhm 1998). A study of parental
leave in Europe has shown that parental leave serves to increase the employment rate
of women (Ruhm 1998). Parental leave may contribute to QOL by enhancing the
role of parent in family life.

Severance pay—a one-time payment when terminating an employee—varies from
3–4 days wages to several months of wages. Many countries have laws that force
employers to provide severance pay under conditions of plant closings and
downsizing (Dessler 1997, p. 511). Having severance pay serves to reduce work
role stress. Thus, employees, in their role of being financial providers to their
families, can deal better with job layoffs in case of plant closings, downsizing, etc.

Ancillary Programs

There are many ancillary programs found in the QWL literature designed to meet
employee non-work needs. These include childcare programs, elder care programs,
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fitness programs, social programs and events, employee assistance programs, and
innovative programs.

Childcare Programs Many large employers offer subsidized childcare assistance in
the form of covering the full or partial cost of childcare or providing childcare services
at the work site (Blain and Haywood 2004). Subsidized daycare is becoming
increasingly popular in the U.S. (Bureau of National Affairs 1988). Research has
uncovered the positive effects of subsidized childcare to those organizations having
them. These organizational effects include increased ability to attract employees,
lower absenteeism, improved morale, favorable publicity, and lower turnover, among
others (e.g., Campbell and Campbell 1988; Peterson and Massengill 1988).

Ezra and Deckman (1996) used data from the 1991 Survey of Federal Employees
to investigate how the use of family-friendly policies (e.g., childcare programs,
flextime) affects federal employees’ satisfaction with their jobs and work/family
balance. The study found that on-site childcare programs help employees,
particularly mothers, face the demands of both work and family better. Ostensibly,
this is due to the fact that the needs of both work and non-work roles are
simultaneously met; and work-family conflict is reduced.

Elder Care Programs These programs are designed to help employees who take
care of their elderly parents. Many companies offer a variety of plans such as
company-sponsored elder care centers and subsidies to help employees cover the
cost of placing their parents into an elder care center (e.g., Earhart et al. 1993). Elder
care programs have the potential to enhance QOL of employees who have parents in
need in significant ways. They do so by minimizing the conflict between the work
role and the caretaker role.

Fitness Programs The scope of employee fitness programs ranges from company-
paid memberships at private fitness clubs to complete on-site facilities. Falkenberg
(1987) reviewed much of the evidence available concerning the effects of employee
fitness programs on employee well-being and the organization. The effects include
the following:

& Higher-fitness levels reduce stress and improve health;
& Long-term participation in fitness programs changes employee mental state (i.e.,

employees show less signs of depression and anxiety); and
& Short-term participation in fitness programs affects mood states (i.e., stimulates

positive feelings about one’s self, generates feelings of muscular endurance and
increased physiological arousal that translate into feelings of exhilaration and
relaxation).

Falkenberg (1987) argued that much of the evidence points out that employee
fitness programs serve to reduce stress symptoms, absenteeism, and lateness.
Reduction of stress occurs when employees exercise during demanding work
periods, which may serve to reduce stress in both work and non-work roles. Reduced
absenteeism and lateness occur when employees are better able to schedule work and
non-work activities.
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Social Programs and Events Some employers provide various social and recrea-
tional opportunities for their employees. These include company-sponsored athletic
events, dance clubs, annual summer picnics, craft activities, employee retreats, and
parties (Bureau of National Affairs 1992). QOL is likely to be impacted through the
social life domain. That is, employees’ QOL is enhanced through these QWL
programs by increasing social and leisure well-being.

Employee Assistance Programs (EAPs) EAPs are services that provide employees
with counseling or treatment for problems such as alcoholism, gambling, or stress (e.
g., Employee Benefits 2005; Rockett 2004). One study estimated that 50–75% of all
large U.S. companies offer variations of EAPs (Hellan 1986).

In the hospitality industry, Tse and Jackson (1990) argued that alcohol abuse is
more likely because the work environment encourages drinking. The environment
associated with food, drink, and entertainment is conducive to drinking alcohol. The
environment is also quite stressful because service is time-pressured. EAPs
combating alcohol abuse can play a significant role in employee life satisfaction.

In general, one might argue that EAPs help employees better fulfill their work
roles and their non-work roles as well as reduce work and non-work role stress. In
addition to enhancing employees’ QOL, EAPs contribute to the financial health of
employers. Evidence suggests that EAPs reduce health costs, improve productivity,
decrease absenteeism, decrease employee turnover, and increase employee morale
and job satisfaction (e.g., Rockett 2004).

Innovative Benefits One study of innovative benefits (Dessler 1997, p. 527; The
Research Staff of Hewitt Associates 1995) found Canadian companies offer benefits
such as

& lakefront vacations;

& weight loss programs;
& child adoption assistance;
& company country club membership;
& season tickets to cultural activities and events such as the ballet, theaters,

concerts, and museums;
& lunch-and-learn programs (employees can attend talks on a variety of subjects

such as stress management, weight control, computer literacy, fashion, and
travel);

& home assistance program (monetary assistance to help employees purchase a
home),

& subsidized employee transportation (e.g., car pooling systems);
& food services (coffee wagons, vending machines, and cafeteria services); and
& executive perks (e.g., company car, chauffeured limousine, security system,

company plane, yacht, executive dinning room, liberal expense account, club
membership, and credit cards, among others)

We don’t have the space in this article to attempt to explain the psychological
dynamics of each of these innovative benefits program. However, the same work-life

198 M.J. Sirgy et al.



identity principles should apply. That is, QWL programs serve to enhance QOL by (1)
providing appropriate work resources to meet the expectations of employee role
identities, (2) reducing role conflict in work and non-work life, (3) enhancing multiple
role identities, (4) reducing role demands, (5) reducing stress related to work and non-
work role identities, and (6) increasing the value of the role identity.

Conclusion

This paper is designed to motivate industrial/organizational psychologists, management
scholars, and QOL researchers to engage in research to further develop our
understanding of the QWL-QOL relationship. We believe that the QWL programs
discussed in this paper can play a significant role in employee life satisfaction,
happiness, and subjective well-being. Future research could systematically and
methodically test the QOL effects of these QWL programs guided by our interactionist
model. Different QWL programs tend to affect different role identities in different ways.
Some meet multiple roles. Some are effective in generating more resources facilitating
the realization of role expectations. Some are effective in reducing conflict within a
specific role identity or between two or more role identities. Others are designed to
clarify and articulate role expectations to match work and non-work demands. The QOL
effects of many of the QWL programs may also be moderated by a set of demographic
and dispositional factors that deserve attention.

References

Armenakis, A. A., & Bedeian, A. G. (1999). Organizational change: a review of theory and research in the
1990s. Journal of Management, 25(3), 293–315. doi:10.1177/014920639902500303.

Bartol, K., & Hagmann, L. (1992). Team-based pay plans: a key to effective teamwork. Compensation and
Benefits Review, (November-December), 24–29. doi:10.1177/088636879202400606.

Bialk, B. S. (1987). Cutting workers’ compensation costs. The Personnel Journal, 66(7), 95–97.
Blain, J. & Haywood, J. (2004). The rise of employer-sponsored childcare. The British Journal of

Administrative Management, May/June, 24–26.
Brill, N. I. (1976). Teamwork: Working together in the human services. Philadelphia, PA: Lippincott

Company.
Bunning, R. (1988). A prescription for sick leave. The Personnel Journal, 67(8), 44–49.
Bureau of National Affairs (1988). Child care benefits offered by employers. Bulletin to Management,

March 17, 84–85.
Bureau of National Affairs (1992). Employee benefit costs. Bulletin to Management, January 16, 12–14.
Burke, P. J. (1991). Identity processes and social stress. American Sociological Review, 56, 836–849.

doi:10.2307/2096259.
Campbell, T. A., & Campbell, D. E. (1988). Employers and childcare. The Personnel Journal, 67(4), 84–

87.
Cropanzano, R., Ambrose, M. L., Greenberg, J., & Cropanzano, R. (2002). Procedural and distributive

justice are more similar than you think: a monistic perspective and research agenda. Advances in
Organizational Justice.

Dessler, G. (1997). Human resource management (7th ed.). Upper Saddle River, NJ: Prentice-Hall.
Diener, E., Suh, E. M., Lucas, R. E., & Smith, H. L. (1999). Subjective well-being: three decades of

progress. Psychological Bulletin, 125(2), 276–302. doi:10.1037/0033-2909.125.2.276.
Duxbury, L., & Haines, G., Jr. (1991). Predicting alternative work arrangements from salient attitudes: a

study of decision-makers in the public sector. Journal of Business Research, 23, 83–97. doi:10.1016/
0148-2963(91)90060-B.

A Work-Life Identity Model of Well-Being 199

http://dx.doi.org/10.1177/014920639902500303
http://dx.doi.org/10.1177/088636879202400606
http://dx.doi.org/10.2307/2096259
http://dx.doi.org/10.1037/0033-2909.125.2.276
http://dx.doi.org/10.1016/0148-2963(91)90060-B
http://dx.doi.org/10.1016/0148-2963(91)90060-B


Earhart, K., Middlemist, R. D., & Hopkins, W. (1993). Elder care: an emerging employee assistance issue.
Employee Assistance Quarterly, 8(3), 1–10. doi:10.1300/J022v08n03_01.

Efraty, D., & Sirgy, M. J. (1995). Occupational prestige and bureaucratization effects on the spillover
between job satisfaction and life satisfaction: a re-conceptualization. In M. J. Sirgy & A. C. Samli
(Eds.), New dimensions of marketing/quality-of-life research (pp. 253–266). Westport, CT: Quorum
Books.

Efraty, D., Sirgy, M. J., & Siegel, P. (1999). The job/life satisfaction relationship among professional
accountants: psychological determinants and demographic differences. In E. Diener & D. Rahtz
(Eds.), Advances in quality of life studies (pp. 129–157). Dodrecht, The Netherlands: Kluwer
Academic.

Employee Benefits (2005). BUYER GUIDE: employee assistance programs. Employee Benefits, January
13, p. 47.

Ezra, M., & Deckman, M. (1996). Balancing work and family responsibilities: flextime and childcare in
the federal government. Public Administration Review, 56(2), 174–180. doi:10.2307/977205.

Falkenberg, L. E. (1987). Employee fitness programs: their impact on the employee and the organization.
Academy of Management Review, 12(3), 511–522. doi:10.2307/258517.

Frone, M. R., & Yardely, J. K. (1996). Workplace family-supportive programs: predictors of employed
parents’ importance ratings. Journal of Occupational and Organizational Psychology, 69(4), 351–
367.

Galbraith, R. (1998). Designing organizations. San Francisco: Jossey-Bass.
Giacalone, R. A., & Jurkiewicz, C. L. (Eds.). (2002). Handbook of workplace spirituality and

organizational performances. Armonk, New York: M.E. Shape.
Greenhaus, J. H., & Beutell, N. J. (1985). Sources of conflict between work and family roles. Academy of

Management Review, 10, 76–88. doi:10.2307/258214.
Greenhaus, J. H., Bedian, A. G., & Mossholder, K. W. (1987). Work experiences, job performances, and

feelings of personal and family well-being. Journal of Vocational Behavior, 31, 200–215.
doi:10.1016/0001-8791(87)90057-1.

Grossman, M., & Magnus, M. (1988). The boom in benefits. The Personnel Journal, (November), 51–59.
Hackman, J. R., & Oldham, G. R. (1980). Work redesign. Reading, MA: Addison-Wesley.
Hart, P. M. (1999). Predicting employee life satisfaction: a coherent model of personality, work and non-

work experiences, and domain satisfactions. The Journal of Applied Psychology, 84(4), 564–584.
doi:10.1037/0021-9010.84.4.564.

Hellan, R. T. (1986). Employee assistance: an EPA update: a perspective for the ’80s. The Personnel
Journal, 65(6), 51.

Heller, D., Judge, T. A., & Watson, D. (2002). The confounding role of personality and trait affectivity in
the relationship between job and life satisfaction. Journal of Organizational Behavior, 23, 815–835.
doi:10.1002/job.168.

Higgins, E. T. (1989). Self-discrepancy theory: What patterns of belief cause people to suffer? In L.
Berkowitz (Ed.), Advances in Experimental Social Psychology (vol. 22, (pp. 93–135)). San Diego:
Academic.

Higgins, C. A., & Duxbury, L. E. (1992). Work-family conflict: a comparison of dual career and
traditional-career men. Journal of Organizational Behavior, 13, 389–411. doi:10.1002/
job.4030130407.

Hopper, E. (1965). Some effects of supervisory style: a sociological analysis. The British Journal of
Sociology, 16, 189–205. doi:10.2307/588742.

Human Resource Management Digest (2003). Barclays pioneers a job-share register. Human Resource
Management Digest, 11(2), 14–17.

International Management (1982). After flexible hours, now it’s flex year. International Management,
March: 31–32.

Judge, T. A., & Watanabe, S. (1993). Another look at the job satisfaction-life satisfaction relationship. The
Journal of Applied Psychology, 78, 939–948. doi:10.1037/0021-9010.78.6.939.

Kabanoff, B. (1980). Work and non-work: a review of models, methods, and findings. Psychological
Bulletin, 88, 60–77. doi:10.1037/0033-2909.88.1.60.

Kopelman, R., Greenhaus, J., & Connolly, T. (1983). A model of work, family, and inter-role conflict: a
construct validation study. Organizational Behavior and Human Performance, 32, 198–215.
doi:10.1016/0030-5073(83)90147-2.

Kossek, E. E., Barber, A. E., & Winters, D. (1999). Using flexible schedules in the managerial world: the
power of peers. Human Resource Management, 38(1), 33–47 doi:10.1002/(SICI)1099-050X(199921)
38:1<33::AID-HRM4>3.0.CO;2-H.

200 M.J. Sirgy et al.

http://dx.doi.org/10.1300/J022v08n03_01
http://dx.doi.org/10.2307/977205
http://dx.doi.org/10.2307/258517
http://dx.doi.org/10.2307/258214
http://dx.doi.org/10.1016/0001-8791(87)90057-1
http://dx.doi.org/10.1037/0021-9010.84.4.564
http://dx.doi.org/10.1002/job.168
http://dx.doi.org/10.1002/job.4030130407
http://dx.doi.org/10.1002/job.4030130407
http://dx.doi.org/10.2307/588742
http://dx.doi.org/10.1037/0021-9010.78.6.939
http://dx.doi.org/10.1037/0033-2909.88.1.60
http://dx.doi.org/10.1016/0030-5073(83)90147-2
http://dx.doi.org/10.1002/(SICI)1099-050X(199921)38:1<33::AID-HRM4>3.0.CO;2-H
http://dx.doi.org/10.1002/(SICI)1099-050X(199921)38:1<33::AID-HRM4>3.0.CO;2-H


Large, M. D., & Marcussen, K. (2000). Extending identity theory to predict differential forms and degrees
of psychological distress. Social Psychology Quarterly, 63(1), 49–59. doi:10.2307/2695880.

Lawler, E. E. (1982). Strategies for improving the quality of work life. The American Psychologist, 37,
486–493. doi:10.1037/0003-066X.37.5.486.

Lee, M. D., MacDermid, S. M., & Buck, M. (2000). Organizational paradigms of reduced-load work:
accommodation, elaboration, and transformation. Academy of Management Journal, 43, 1211–1226.
doi:10.2307/1556346.

Lee, D. L., Sirgy, M. G., Efraty, D., & Siegel, P. (2002). A study of quality life, spiritual well-being, and
life satisfaction. In R. A. Giacalone & C. L. Jurkiewicz (Eds.), Handbook of workplace spirituality
and organizational performances (pp. 209–230). Armonk, New York: M.E. Shape.

Levine, D. I. (1995). Reinventing the workplace: how business and employees can both win. Washington
DC: Brookings Institutions.

Lucas, J. L., & Heady, R. B. (2002). Flextime commuters and their driver stress, feelings of time urgency,
and commute satisfaction. Journal of Business and Psychology, 16(4), 565–571. doi:10.1023/
A:1015402302281.

Madsen, S. R. (2003). The effects of home-based teleworking on work-family conflict. Human Resource
Development Quarterly, 14(1), 35. doi:10.1002/hdq.1049.

Maslow, A. H. (1954). Motivation and personality. New York: Harper.
Matthes, K. (1992). In pursuit of leisure: employees want more time off. HR Focus, no. 7.
McGregor, D. (1960). The human side of enterprise. New York: McGraw-Hill.
Messmer, M. (2004). Recognizing potential stars by promoting from within. Strategic Finance, 86(4), 9–11.
Mitroff, I. I., & Denton, E. A. (1999). A study of spirituality in the workplace. Sloan Management Review,

40(4), 83–92.
Nandan, S., & Nandan, M. (1995). Improving quality of care and quality of work life through

interdisciplinary health care teams. In H. L. Meadow, M. J. Sirgy, & D. Rahtz (Eds.), Developments in
quality-of-life studies in marketing (vol. 5, (pp. 80–86)). DeKalb, Illinois: Academy of Marketing
Science and the International Society for Quality-of-Life Studies.

Near, J. P., Rice, R. W., & Hunt, G. R. (1980). The relationship between work and non-work domains: a
review of empirical research. Academy of Management Review, 5, 415–429. doi:10.2307/257117.

Northrup, H. (1991). The twelve hour shift in the North American mini-steel industry. Journal of Labor
Research, 12(3), 261–278. doi:10.1007/BF02685463.

Parker, S. K., & Wall, T. D. (1998). Job and work design: organizing work to promote well-being and
effectiveness. San Francisco, CA: Sage.

Peterson, D. J., &Massengill, D. (1988). Childcare programs benefit employers, too. Personnel, 65(5), 58–62.
Petty, M. M., McGee, G. W., & Cavender, J. W. (1984). A meta-analysis of the relationships between

individual job satisfaction and individual performance. Academy of Management Review, 9, 712–721.
doi:10.2307/258493.

Popovich-Hill, P., & Hubbard, S. S. (1995). Quality of life in the workplace: The role of internal
marketing. In H. L. Meadow, M. J. Sirgy, & D. Rahtz (Eds.), Developments in quality-of-life studies in
marketing (vol. 5, (pp. 133–137)). DeKalb, Illinois: Academy of Marketing Science and the
International Society for Quality-of-Life Studies.

Qvale, T. U., & Hanssen-Bauer, J. (1990). Implementing QWL in large scale project organizations: ‘Blue
water’ site design in the Norwegian offshore oil industry. In H. L. Meadow & M. J. Sirgy (Eds.),
Quality-of-life studies in marketing and management (pp. 519–535). Blacksburg, VA: Virginia Tech,
Center for Strategy and Marketing Studies.

Rain, J. S., Lane, I. M., & Steiner, D. D. (1991). A current look at the job satisfaction/life satisfaction
relationship: review and future considerations. Human Relations, 44, 287–307. doi:10.1177/
001872679104400305.

Redling, E. (1982). The 1981 tax act: boom to managerial compensation. Personnel, 57(March-April), 26–35.
Rice, R. W., McFarlin, D. B., Hunt, R. G., & Near, J. (1985). Organizational work and the perceived

quality of life: toward a conceptual model. Academy of Management Review, 10(2), 296–310.
doi:10.2307/257971.

Rockett, R. (2004). Increases sales of EAP and work-life benefits. The National Underwriter. Life &
Health Insurance Edition, 104(30), 20.

Ruhm, C. J. (1998). The economic consequences of parental leave mandates: lessons from Europe. The
Quarterly Journal of Economics, 113(1), 285–315. doi:1162/003355398555586.

Schermerhorn, J. R., Hunt, J. G., & Osborn, R. N. (2000). Organizational behavior. New York: Wiley.
Sherwyn, D., & Sturman, M. C. (2002). Job sharing: a potential tool for hotel managers. The Cornell

Hotel and Restaurant Administration Quarterly, 43(5), 84–92.

A Work-Life Identity Model of Well-Being 201

http://dx.doi.org/10.2307/2695880
http://dx.doi.org/10.1037/0003-066X.37.5.486
http://dx.doi.org/10.2307/1556346
http://dx.doi.org/10.1023/A:1015402302281
http://dx.doi.org/10.1023/A:1015402302281
http://dx.doi.org/10.1002/hdq.1049
http://dx.doi.org/10.2307/257117
http://dx.doi.org/10.1007/BF02685463
http://dx.doi.org/10.2307/258493
http://dx.doi.org/10.1177/001872679104400305
http://dx.doi.org/10.1177/001872679104400305
http://dx.doi.org/10.2307/257971
http://dx.doi.org/1162/003355398555586


Sirgy, M. J. (2002). The psychology of quality of life. Dordechet, The Netherlands: Kluwer Academic.
Sirgy, M. J., Efraty, D., Siegel, P., & Lee, D. (2001). A new measure of quality of work life (QWL) based

on need satisfaction and spillover theories. Social Indicators Research, 55, 241–302. doi:10.1023/
A:1010986923468.

Solomon, C. M. (1991). 24-employees. Personnel Journal, 70(8), 56ff.
Solomon, C. M. (1994). Job sharing: one job, double headache? The Personnel Journal, (September), 88–96.
Staines, G. (1980). Spillover versus compensation: a review of the literature on the relationship between

work and non-work. Human Relations, 33, 111–129. doi:10.1177/001872678003300203.
Stryker, S., & Serpe, R. (1994). Identity salience and psychological centrality: equivalent, redundant, or

complementary concepts? Social Psychology Quarterly, 57, 16–35. doi:10.2307/2786972.
Tait, M., Padgett, M. Y., & Baldwin, T. T. (1989). Job and life satisfaction: a re-evaluation of the strength

of the relationship and gender effects as a function of the date of the study. The Journal of Applied
Psychology, 74(3), 502–507. doi:10.1037/0021-9010.74.3.502.

Teas, R. K., Wacker, J. G., & Hughes, E. (1979). A path analysis of causes and consequences of
salespeople’s perception of role clarity. JMR, Journal of Marketing Research, 16, 355–369.
doi:10.2307/3150710.

Tharp, C. (1985). Linking annual incentive awards to individual performance. Compensation and Benefits
Review, 17(November-December), 38–43. doi:10.1177/088636878501700504.

The Research Staff of Hewitt Associates (1995). Innovative benefits. 160 Bloor Street East, Toronto,
Ontario, Canada: Hewitt.

Tse, E., & Jackson, G. A. (1990). Alcohol abuse in the workplace: Challenges and strategic implications
for the hospitality industry. In H. L. Meadow & M. J. Sirgy (Eds.), Quality-of life studies in marketing
and management (pp. 215–226). Blacksburg, VA: Virginia Tech, Center for Strategy and Marketing
Studies.

Valdez, R. L., & Gutek, B. A. (1989). Family roles: A help or hindrance for working women? In B. A.
Gutek & L. Larwood (Eds.), Women’s Career Development. Newbury. CA: Sage.

Voydanoff, P. (1989). Work and family: A review and expanded conceptualization. In E. B. Goldsmith
(Ed.), Work and family: Theory, research, and applications. Newbury Park, CA: Sage.

Weiss, H. M., Nicholas, J. P., & Daus, C. S. (1999). An examination of the joint effects of affective
experiences and job beliefs on job satisfaction and variations in affective experiences over time.
Organizational Behavior and Human Decision Processes, 78, 1–24. doi:10.1006/obhd.1999.2824.

Wilkinson, A. (1998). Empowerment: theory and practice. Personnel Review, 27, 40–56. doi:10.1108/
00483489810368549.

Wolf, W. B. (1971). The professor of management: the academy of management and professionalism.
Academy of Management Proceedings, 31, 1–6.

202 M.J. Sirgy et al.

http://dx.doi.org/10.1023/A:1010986923468
http://dx.doi.org/10.1023/A:1010986923468
http://dx.doi.org/10.1177/001872678003300203
http://dx.doi.org/10.2307/2786972
http://dx.doi.org/10.1037/0021-9010.74.3.502
http://dx.doi.org/10.2307/3150710
http://dx.doi.org/10.1177/088636878501700504
http://dx.doi.org/10.1006/obhd.1999.2824
http://dx.doi.org/10.1108/00483489810368549
http://dx.doi.org/10.1108/00483489810368549

	A...
	Abstract
	A Work-Life Identity Model
	Satisfaction in Work Life and Spillover to Overall Life
	QWL Programs Related to the Work Environment
	QWL Programs Related to the Job
	QWL Programs Related to Management Duties/Responsibilities �and Supervisory Behavior
	Corporate Policies Related to Employee Pay and Promotion
	Satisfaction in Non-work Life and Spillover to Overall Life
	Alternative Work Arrangements
	Employment Benefits
	Ancillary Programs
	Conclusion
	References




<<
  /ASCII85EncodePages false
  /AllowTransparency false
  /AutoPositionEPSFiles true
  /AutoRotatePages /None
  /Binding /Left
  /CalGrayProfile (None)
  /CalRGBProfile (sRGB IEC61966-2.1)
  /CalCMYKProfile (ISO Coated v2 300% \050ECI\051)
  /sRGBProfile (sRGB IEC61966-2.1)
  /CannotEmbedFontPolicy /Error
  /CompatibilityLevel 1.3
  /CompressObjects /Off
  /CompressPages true
  /ConvertImagesToIndexed true
  /PassThroughJPEGImages true
  /CreateJDFFile false
  /CreateJobTicket false
  /DefaultRenderingIntent /Perceptual
  /DetectBlends true
  /ColorConversionStrategy /sRGB
  /DoThumbnails true
  /EmbedAllFonts true
  /EmbedJobOptions true
  /DSCReportingLevel 0
  /EmitDSCWarnings false
  /EndPage -1
  /ImageMemory 524288
  /LockDistillerParams true
  /MaxSubsetPct 100
  /Optimize true
  /OPM 1
  /ParseDSCComments true
  /ParseDSCCommentsForDocInfo true
  /PreserveCopyPage true
  /PreserveEPSInfo true
  /PreserveHalftoneInfo false
  /PreserveOPIComments false
  /PreserveOverprintSettings true
  /StartPage 1
  /SubsetFonts false
  /TransferFunctionInfo /Apply
  /UCRandBGInfo /Preserve
  /UsePrologue false
  /ColorSettingsFile ()
  /AlwaysEmbed [ true
  ]
  /NeverEmbed [ true
  ]
  /AntiAliasColorImages false
  /DownsampleColorImages true
  /ColorImageDownsampleType /Bicubic
  /ColorImageResolution 150
  /ColorImageDepth -1
  /ColorImageDownsampleThreshold 1.50000
  /EncodeColorImages true
  /ColorImageFilter /DCTEncode
  /AutoFilterColorImages false
  /ColorImageAutoFilterStrategy /JPEG
  /ColorACSImageDict <<
    /QFactor 0.76
    /HSamples [2 1 1 2] /VSamples [2 1 1 2]
  >>
  /ColorImageDict <<
    /QFactor 0.76
    /HSamples [2 1 1 2] /VSamples [2 1 1 2]
  >>
  /JPEG2000ColorACSImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /JPEG2000ColorImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /AntiAliasGrayImages false
  /DownsampleGrayImages true
  /GrayImageDownsampleType /Bicubic
  /GrayImageResolution 150
  /GrayImageDepth -1
  /GrayImageDownsampleThreshold 1.50000
  /EncodeGrayImages true
  /GrayImageFilter /DCTEncode
  /AutoFilterGrayImages true
  /GrayImageAutoFilterStrategy /JPEG
  /GrayACSImageDict <<
    /QFactor 0.76
    /HSamples [2 1 1 2] /VSamples [2 1 1 2]
  >>
  /GrayImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /JPEG2000GrayACSImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /JPEG2000GrayImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /AntiAliasMonoImages false
  /DownsampleMonoImages true
  /MonoImageDownsampleType /Bicubic
  /MonoImageResolution 600
  /MonoImageDepth -1
  /MonoImageDownsampleThreshold 1.50000
  /EncodeMonoImages true
  /MonoImageFilter /CCITTFaxEncode
  /MonoImageDict <<
    /K -1
  >>
  /AllowPSXObjects false
  /PDFX1aCheck false
  /PDFX3Check false
  /PDFXCompliantPDFOnly false
  /PDFXNoTrimBoxError true
  /PDFXTrimBoxToMediaBoxOffset [
    0.00000
    0.00000
    0.00000
    0.00000
  ]
  /PDFXSetBleedBoxToMediaBox true
  /PDFXBleedBoxToTrimBoxOffset [
    0.00000
    0.00000
    0.00000
    0.00000
  ]
  /PDFXOutputIntentProfile (None)
  /PDFXOutputCondition ()
  /PDFXRegistryName (http://www.color.org?)
  /PDFXTrapped /False

  /SyntheticBoldness 1.000000
  /Description <<
    /ENU <>
    /DEU <>
  >>
>> setdistillerparams
<<
  /HWResolution [2400 2400]
  /PageSize [5952.756 8418.897]
>> setpagedevice


