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Abstract 
 The objective of the study is to examine the impact of Quality of Work life (QWL) as a determinant of 
managerial effectiveness in Business Organizations.  A case study of Nigeria Breweries Plc Lagos was chosen. 
The data for the study was obtained mainly through primary and secondary sources.  Five (5) point Likert 
rating scale questionnaire were used to obtain data from the respondents.  Two hypotheses were formulated and 
tested using Analysis of Variance Test (ANOVA). The findings from the study revealed that several 
challenging factors are affecting quality of work life (QWL) attainment in Nigerian Breweries Plc. These 
include, employee attitude, working environment, opportunities for growth and advancement, nature of work, 
stress, job challenges, development and career potentials amongst others. The study also reveals that several 
strategies are adopted by the firm to improve quality of work life (QWL) in enhancing managerial effectiveness.  
These are, adoption of self- managed teams, rewards, work force awareness, work life balance strategy, freedom 
of choice amongst others. The study recommends that adoption of QWL programmes such as enrichment, social 
– technical redesign of tasks / works self-managed teams, participation by employees in decision making, 
workers empowerment approaches, fair compensations, better communication between management and labor 
and above all adequate security for workers to facilitate managerial effectiveness. 

 

 

1.1 Introduction  
 Quality of worklife (QWL) can be equated with a set of objectives, organizational conditions, 
practices and also with employees’ perceptions that they are safe, satisfied and able to grow and 
develop as human beings.  As observed by Ahmad (2015) Quality of worklife (QWL) of an 
organizational employee has to deals with job of an employee, design of their workplace and what 
they need to make products or to deliver services more effectively. 
  Various domestic and international competitions compelled organizations to become 
more productive and managers respond to this challenge by innovating ways to improve 
productivity.  Some organizations which have been successful, account for their success by 
providing their employees with a good quality of work life. The executive managers have realized 
the need to develop a work climate that motivates the employees to perform better in order to 
enhance the productivity of their organizations. This realization gave birth to a concept called 
“Quality of worklife” (QWL) which focuses on improving the conditions of work to create a 
supportive and healthy work environment. 
According to Mullins (1997), the concept quality of work life (QWL) will best be understood if it is 
seen as a goal, as a process for achieving that goal and as a philosophy setting out the ways people 
should be managed. 
(a) QWL as a goal: - Improving organizational performance through the creation of more 
challenging satisfying and effective jobs and work environments for people at all levels of the 
organization.  
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(b) QWL as a process: - Calling for efforts to realize this goal through the active involvement 
and participation of people throughout the organization. Through their involvement people can 
make more meaningful contributions to the business and experience greater feelings of satisfaction, 
pride in accomplishment and personal growth. 
(c) QWL as a Philosophy: - Viewing people as “assets” to be “released” and developed, and 
capable of contributing knowledge, skills, experience and commitment, rather than as “Costs” that 
are merely extensions of the production and to be controlled. 
 The term QWL was originally coined at the first international conference on QWL in 1972 at 
Arden House, Toronto in Canada (Davis and Cherns, 1975).  It is a philosophy, a set of principles, 
which holds that people are the most important resource in the organization as they are trustworthy, 
responsible and capable of making valuable contribution and that should be treated with dignity 
and respect (Reddy and Reddy, 2010, P. 827).  Infact, it can be previewed that QWL is basically the 
quality of the relation of an employee with the work environment and other job related experiences 
in broader sense.  QWL provides the employees authority and opportunity to develop their sense of 
decision making regarding their job, work environment and their productivity.  
Broadly speaking QWL involves good working conditions, health, and safety of the employees, good 
pay and benefits and good supervision. 
 Ahmad (2013) succinctly captured that, QWL has different meanings to different people. 
Terms like “work improvement”, “job enrichment”, “worker’s participation”, “industrial 
democracy” have been widely used to mean quality of working life programme implemented. 
Manufacturing organizations e.g Nigeria Breweries Plc Lagos, banking firms in Nigeria over time in 
a bid for improving the quality of working life of employee have adopted many methods into use in 
order to make their operations more meaningful, organizing workers into smaller, more cohesive 
groups, letting employees and groups make more decisions about what they do and how they do it, 
and change the work schedules to suit a worker’s needs.  Job are being designed and redesigned to 
make the work compressing, the work weekly, having flexible work hours, and by using part time 
workers in order to guarantee managerial effectiveness and productivity attainment, still the same, 
there are ugly instances and trends of decline in performance and inability to non-attainment of 
organizational goals and objectives. This have necessitated the curiosity of the researcher to establish 
while there is such a ugly trend despite the concerted efforts of QWL strategies aimed at 
repositioning the organization.  
 QWL is the degree to which complete range of human needs are met, workers that are loyal 
to their organizations and are satisfied with the ways their jobs are designed will feel that their work 
fulfils all the organizational obligations. 
 In Practice, QWL requires a willingness to share power, extensive training for workers and 
managers and lots of patience by all those involved in the programme. It is pertinent that workers 
know the basic issues relating to costs, quality, profit and loss of the organization and managers 
should understand their new roles as leaders, helpers and information gatherers.      
1.2 Statement of the Problem 
The way and manner in which business organization design task and job responsibility, working 
conditions, employee security, health and safety packages of employees, pay and benefit(s), 
supervising schedule will facilitate attainment of managerial effectiveness and productivity. 
Most business organizations have adopted these operational measures and strategies, that will 
guarantee quality of working life (QWL) in organization but still the same there are ugly trends of 
non-performance, low markets share revealing that there is lack of managerial effectiveness.  The 
researcher therefore intends to survey and establish why it is so.      
1.3 Objectives of the Study 
(1) To determine the challenging factors affecting the attainment of quality of working life 
(QWL) in enhancing managerial effectiveness in Nigeria Breweries Plc. 
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(2) To evaluate the strategies adopted by Nigeria Breweries Plc to improve quality of working 
life (QWL) in order to attain managerial effectiveness.   
 

1.4 Research Questions  
(1) What are the challenging factors affecting the attainment of quality of work life (QWL) in 
enhancing managerial effectiveness of Nigeria Breweries Plc.  
 

(2) To what extent has Nigeria Breweries Plc adopted strategies to improve quality of working 
life (QWL) in order to enhance the attainment of managerial effectiveness. 
 

1.5 Research Hypotheses 
Ho1: There are no challenging factors significantly affecting the quality of work life (QWL) 
attainment in enhancing managerial effectiveness of Nigeria Breweries Plc. 
Ho2: Strategies adopted by Nigeria Breweries Plc to improve quality of work life (QWL) have not 
enhanced the attainment of managerial effectiveness.  
 

2.0 Review of Related Literature  
2.1 The Concept of Quality of Worklife  
Serey (2006) proposed the definition of quality of worklife (QWL) which is related to the current 
work environment.  The definition explains the most meaningful and satisfying way of work which 
includes: 
1. An opportunity to exercise one’s talents and capacities, to face challenges and situations that 
require independent initiative and self – direction. 
2. An activity thought to be worthwhile by the individuals  
3. An activity in which one understands the role the individual plays in the achievement of 
some overall goals and  
4. A sense of taking pride in what one is doing and is doing it well.  
 Quality Work Life (QWL) programmes are to develop working conditions that satisfy 
employee needs. The satisfaction of employee needs can be determined considering how much he is 
engaged in work emotionally and intellectually. So, QWL activities incorporate socio – psychological 
needs of employees, requirements of particular technology and structure and processes of an 
organization.  Its main objective is to focus on creating a good working environment, with the result; 
employees work together cooperatively and contribute their best to achieve the organizational goals.  
The basic purpose to improve QWL is to change the climate at work so that human technological 
organizational interface leads to better quality of work life.  
 Bruce Warman in Ahmad (2015), an organizational development consultant concerned with 
General Motors, defines quality of worklife (QWL) “as a goal and process”.  The goal is the creation 
of more effective, satisfying jobs and work environment for people at all levels of the organizations 
and process is, QWL, realizing this goal by active participation.  Lau, Wong, Chan and Law (2008) 
operationalized QWL as the favourable working environment that supports and promotes 
satisfaction by providing employees with rewards, job security and career growth opportunities. 
 Haskett, Sasser and Schlesinger (1997) define QWL as the feelings that employees have 
towards leading to the organizations growth and profitability. Buekema (1987) describes QWL as the 
degree to which employees are able to shape their jobs actively, in accordance with their options, 
interests and needs.  It is the degree of power an organization gives to its employees to design their 
work. 
 From the above positions, one can establish that the current work environment should offer 
sufficient rewards, benefits, recognition and control to employees over their actions to some extent, 
but still their personal lifestyles, leisure activities, individual value systems, health and other 
personal issue that are pertinent for their well-being.  The executive management should endeavour 
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to develop jobs and working conditions that are excellent for the employees to facilitate and make 
them productive in work settings.  
 According to Bateman and Snell (1999) quality of work life (QWL) programs create a 
workplace that enhances employee well – being and satisfaction.  The general goal of QWL 
programs is to satisfy the full range of employee needs.  They emphatically stressed that QWL has 
eight categories: - 
1. Adequate and fair compensation  
2. A safe and healthy environment  
3. Jobs that develop human capacities  
4. A chance for personal growth and security  
5. A social environment that foster personal identity, freedom from prejudice, a sense of 
community, and upward mobility. 
6. Constitutionalism or the rights of personal privacy, dissent, and due process. 
7. A work role that minimizes infringement on personal leisure and family needs.  
8. Socially responsible organizational actions. 
 Luthans (2001) observed that, the overriding purpose of a QWL program is to change and 
improve the work climate so that the interface of people, technology, and the organization makes for 
a more favourable work experience and desired outcomes.  This can be attained through employees 
who are truly empowered and work within a participatory, problem – solving framework and 
committed to the organization and to the union in order to realize organizational effectiveness and 
productivity.  
 

2.2 Basic Components of Quality of Worklife (QWL) 
 As noted by Ahmad (2015) employers are honestly trying to address the issues of employee 
turnover and job satisfaction. To achieve this goal many companies have now focused on structured 
groups and conducted employees’ satisfaction surveys to find out the reasons by which they can 
make their employees happy.  They found out that worklife policies and practices are of great 
importance and make employees fell valued and in turn they exhibit positive work outcomes such as 
job satisfaction, loyalty, retention and balance between job and family life.    
Some major issues which can form the basic components of QWL are summarized below;  
a. Employment Security 
 In this era of downsizing, mergers and acquisitions, lay – offs and restructuring, many 
employees have started fearing for their jobs, steady and regular jobs have now become a thing of 
the past. This has included employees’ loyalty towards organizations and their retention in that 
organization.   
 More so, innovation in work practices and technologies is also posing threat to the 
employment. Organization of Economic Cooperation and Development (OECD) (1996) noted that 
job security has become the most critical and controversial issue in contemporary work 
environments, job security is the most important characteristic of QWL and symbolizes the 
capability of organizations to provide steady and regular employment irrespective of any change in 
work environment. This job security of employees should be the most fundamental concerns of 
higher management especially in the work environment where many aspects of jobs are delegated.     
b. Health and Well – being 
 This refers to the physical and psychological state of an individual in any working condition. 
It has been established by various workers like Asakura and Fujigaki (1993), Jacovides, Fountoulakis 
and Kaprins (2003) that working conditions influence both directly and indirectly on workers’ health 
and well – beings. They also found out that higher job demand leads to higher strain work 
environment and adversely affects the health and well – being of employees. 
 Similarly, healthy work environment provides the assurance of good health and 
psychological conditions to the employees which enable them to perform their duty efficiently. Thus, 
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unstressful workplace not only provides the financial reimbursement or other benefits to the 
employee but it also gives them a feeling of satisfaction and gratification that they experience.  These 
feelings in turn result in good health and well-being of the employees (Sev, 2011). 
c. Job Satisfaction  
 Various research studied conducted on job satisfaction have revealed that employees who 
are more satisfied with their jobs are more loyal and committed to their organization.  On the other 
hands, individual who are not satisfied with their jobs are more likely to abandon their organization 
either temporary by absenteeism or permanently by turn over. The scope of job satisfaction varies 
with the industries however, general concepts such as physical conditions that allows the utilization 
of the ability of employees, proud of working in an organization and a sense of belonging that leads 
to job satisfaction are among the items adopted in the study of QWL (Lamond and Spector, 2000). 
d. Professional and Personal Life Balance 
 Striking the balance between the professional and private life has become a major concern for 
both the employer and the employees in an organization.  Because of excessive competition 
nowadays, it has become quite difficult to balance professionals and private life.  
Ahmad (2013) noted that, a balance in professional and personal life is a major component of QWL 
as employees today are more desirous to have a harmonious, balance between career and family.  
This balancing act has been continuously recommended both at the international levels and national 
levels in several countries.  Allen et al (2000) emphasized that problems associated with family 
responsibilities are other sources that may reduce QWL among professionals.  They also stated that 
when an employee has higher work responsibility, there will be more spiller of negative work 
outcomes on family life. The demand of managing responsibilities both at work and home is a 
potential source of stress also.  It is also observed that, conflict related to work and personal 
demands leads to negative health outcomes for employees, may decrease organizational 
commitment, job satisfaction and increased exhaustion which finally leads to poor QWL. The work 
pressures also affect an employee’s social environment hence; if timely corrective measures are not 
taken then it may result in a poor social life. 
 Bijeveld, Andries and Rijkevorsel (2000) have suggested some alternatives such as career 
breaks, flexible working arrangements and family friendly employment policies to maintain the 
balance between work and non-work life. Therefore, balance between work and non – work life is 
suggested as one of the measures of QWL. 
 

2.3 Factors Affecting Quality of Work Life (QWL)   
 Ahmad (2013) observed that, there are various factors that influence and decide the quality 
of work life in the work environment. Some of them are; 
a. Attitude:  An individual’s attitude reflects his or her value, personality and perception.  
These values and perceptions help a person to act in a particular manner.  Attitude in the context of 
QWL related with knowledge, skills, expertise, experience, sense of belongingness in the 
organization and many other relevant factors. 
It is pertinent for employees who are assigned respective tasks and responsibilities that, they should 
be acquainted with all of these above factors that may affect his or her QWL. 
b. Environment: Environment relates to all the influence whether external or internal which 
has a critical effect upon the organization and its people. An employee has to be well versed with his 
or her job may involve dealing with customers of different temperament, likings, behaviors, who 
have varied tolerance level preference, behavioral patterns, and intelligence etc. He or she should 
also be well adapted to any work environment which may be encountered by him or her and it may 
be like handling dangerous machines or animals.  They should be utmost concern with maximum 
safety levels and be conscious of what they are doing.  In this way, they will remain safe and secure 
and enhance their QWL.    
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c. Opportunities: Wangchuck (2013) noted that there are many jobs that provide opportunities 
to the employees for advancement and enrichment of their qualities and skills like – learning, 
research innovation, self-development, exploration etc. whereas, some of the jobs are boring, routine 
jobs that don’t have any space for improvement in any case so, becomes uninteresting. It is natural 
that if given the opportunity, most of the employees would prefer first type of job for their career 
and satisfaction. 
d. Nature of Work: Some employees perform jobs which involve high level of risks along with 
responsibilities.  For example, a driver, fire fighter, site engineer etc. These people need to be more 
conscious when performing, their duties in order to avoid any risks on job which may be as lethal as 
using their lives or any body part.  The risk involved in these jobs is generally permanent and 
irreversible. 
 Some jobs involve being more prudent and tactful in handling the situations, for example – a 
doctor, a judge, a pilot etc. Any action of these people will affect not only him or her but it may 
adversely affect the other person involved in their action.  
Some other types of jobs give a highly secure working environment to their holders but demands a 
high accountability and responsibility.  E.g – the job of a teacher, a security guard, a CEO of a 
company.  These people cannot afford to be sloppy as their jobs involve things of substance and 
worth. 
 Likewise, each job offers pros and cons to the employees and it is up to them how efficient 
they are in performing their jobs without any risk. This practice will help them in their QWL.  
e. Organizations Possess top level managers, middle level managers and lower subordinates: 
Organizational stakeholder has to encounter these levels of people in an organization. Out of 
organization, one can face a diverse pool of persons with different attitudes, purpose, mindset and 
nature. Anyone who interacts with different types of people should possess a high level of 
discretion, cool temperament, tactics and other positive human values.  
f. Stress: This is an uncomfortable feature for the human body, as it is an individual’s adaptive 
responses to a demand.  Stress is generally associated with the tasks or jobs an employee is expected 
to performs as it may arise from work overload, inadequate resources and other task characteristics. 
Different people in an organization experiences different types of stress which may be either 
physiological, physical, and mental stress or psychological emotional stress.  Ahmad (2013) observed 
that people holding high positions anywhere in the world are likely to be susceptible to great 
psychological stress and may sometimes experience physiological stress.  
On the other hand, people performing menial jobs or low grade jobs are highly prone to 
physiological stress rather than psychological ones.  It has been established that psychological stress 
is more dangerous and fatal than physiological (Sev 2006). 
g. Job Challenges:  The job involving no risks and with a set routine makes it lose sheen and 
causes it to become dull.  Employee performing these types of jobs very often become prone to 
boredom and loses their interest in that job. To avoid the situation, it is ambit necessary that job 
should offer at least some challenges to the workers so that in pursuing those challenges they take 
interest in the job.           
Challenges within the job enables an employee enhance his knowledge, skills and potentials whereas 
routine job makes a person dull, frustrated and less enthusiastic. Risky jobs also increase the 
confidence of the employee and provide great satisfaction in accomplishing these jobs.    
h. Development: If an organization fails to provide opportunity for growth and personal 
development of an employee, it becomes very difficult to retain those highly talented personnel in 
that organization. This can lead to a difficulty of finding new talents with equal level of experience 
and skill from amongst the large group. 
The most common form of development provided by organization is mentoring, coaching, job 
rotation and tuition assistance (Dessler 2011) with this is place, QWL will be enhanced.   
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i. Career Potential: Career is a series of jobs an individual has over his or her lifetime. This job 
may reflect an upward trajectory meaning that one will have increasing responsibilities, 
compensation and more prestigious title with each subsequent position (Mckay in Ahmad, 2013). 
Career development provides the basis for ongoing learning and development and also, helps to 
increase the individuals, personal satisfaction and motivation and conjointly decides quality of work 
life.  Career development has become the primary responsibility of individuals in the organizations.  
Organizations must ensure the accessibility of a healthy and feasible atmosphere for the employees. 
There is a need to carry on learning with the rate of change of workplace environments. This may 
foster increase control at one’s learning and development and motivating work life.    
 

2.4 Strategies for Improving Quality of Worklife (QWL) 
 The main aim of QWL is to create a work environment where employees work together in 
cooperation with each other and contribute to fulfill the organizations goals. 
In other words, we can say QWL is the shared responsibility of both, the management and the 
employee. Hackman and Oldham (1976) drew attention to what they described as psychological 
growth needs as relevant to the consideration of quality of working life. Several such needs were 
identified, skills variety, task identity, task significance, autonomy and feedback.  They suggested 
that such needs have to be addressed if employees are to experience high quality of working life. 
Shuttle (1977) have suggested some strategies to improve QWL in organizations; 
a. Self-Managed Teams: 
 Self-managed teams are basically implemented to improve the QWL and productivity.  Self-
managed team refers to a group of employees also called autonomous work groups or socio – ethical 
teams.  It aims at achieving balance between the human and technical systems of an organization.  It 
is guided by its team leader. The leader is responsible for encouraging the group to enhance its 
problem solving and self-evaluation skills.  This promotes a shared sense of responsibility and 
accomplishment among all the members of the team, and motivates them to perform better.  
Additionally, to the above, other principles recommended by experts to improve the QWL are; 
i. Safety and security has to be provided to the employees at the workplace to avoid the fear 
and stress in the minds of people. 
ii. Everyone should be considered equal under the law as per rewards are concerned and the 
main criteria considered for awarding rewards should be hard work of an employee. 
iii. The organization should provide opportunities and facilities to improve the individual 
personality and potentiality of the people. 
iv. There should be a more meaningful participation of all the people at all the levels in all the 
decision making process.   
b. Rewards: 
 Reward systems may be financial or non – financial in nature.  Financial rewards include 
increase in salary or special performance bonus. Non – financial rewards include responsibility, 
opportunities for growth and development along a career ladder etc. Thus, QWL approach can be 
used to minimize industrial conflicts and reduce mistrust between labour and management. 
The supervisors and managers influence the productivity of the workers and the success of QWL 
initiatives and also motivate the workers to enhance quality of work. Also, they influence design of 
jobs, the development of the reward system and development of team work (Koontz and Weihrich, 
2006).    
c. Role of Human Resource (HR) Manager: 
 HR managers need to develop working strategies outlining the relationship between 
participation of management and employee and subsequently collective issues can be undertaken 
and resolved between the two. The manager must understand their new role as leaders, helpers and 
information gathers.  The manager should look into the various aspects of employee welfare, such as 
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compensation benefits, health and safety, employee services, counseling and other relevant issues to 
facilitate the overall important of QWL. 
 
   
d. Workforce Awareness: 
 It is important to understand the thinking of the workforce, before launching any QWL 
programme.  Involvement of the managers, engineers, workers, representatives and even outside 
consultants is necessary at the initial stage.   All employee should be made aware for the 
introduction of QWL programme and its expected impacted. 
The management should develop career path for employees, train them and periodically assess their 
skills.  Career guidance can be made more effective if such career development activities are taken 
up in coordination with other activities carried out by HRM department.     
e. Design and Maintain Inter-Group Relationship: 
 To improve the quality of work life, management should pay attention to the dynamics of 
intra-group and inter-group relationships.  Management should be open to all the groups in all 
decisions and activities of the organization.  Inter-group meetings may be used to minimize the 
unfavourable effects of inter-group conflict, then improving QWL. 
f. Freedom of Choice:  
 The employee should be given freedom to work in the ways they feel to a certain extent. Job 
design has impact on the motivation, satisfaction and productivity of employees.  Although there is 
no specific job design strategy to improve the quality of work life, but then also the management 
should encourage the involvement of workers in designing jobs.  There must be freedom of 
employees to make decisions regarding distribution of work, production methods, selection of team 
members etc.  work redesign helps in actual and attitudinal changes that manifest in the socio – 
cultural and political systems. 
The implementation of suggestion scheme is also necessary because it helps in improving the system 
of the organization.    
g. Work – life balance strategy: 
 According to Dinting (2009), there should be a work – life balance in which employees 
should achieve a satisfactory equilibrium between work and non – work activities (i.e parental 
responsibilities and wider caring duties, as well as other activities and interests). This entails 
adopting a flexible time option schedule for employees in order to balance organization 
requirements and personal expectations / life style.     
 

3.0 Methodological  Framework  
 The survey design adopted in this investigation was largely quasi-experiment hence it placed 
premium on simple survey. The population of the study consisted of all the staff of Nigeria 
Breweries Plc Lagos totaled at 2,360 as at December 31st, 2015.  
For the determination of the sample size, Yamane’s (1964) formula was used. The rationale was to 
attract the highest objectivity so as to guarantee validity and reliability in the research endeavour. 
In this research, the level of confidence is 95%, hence the significance level is 1 – 9 95% = 0.05 
Yamane’s formula is stated below; 
 n =     N  where:  n = sample size  
   1 + N (e)2    1 = constant value  
        N = population size  
        e=Coefficient of  
confidence or margin of error or allowable error or level of significance  
 n =  2,360  
   1 + 2,360 (0.05)2 
 n =  2,360  
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   1+ 2,360 (0.0025) 
 n =        2,360  
     1 + 5.9 
 n =        2,360  
            6.9 
  n = 342 
In ascertaining the validity of the measuring instruments for the research, content validity is applied 
and it consists of face and sampling validity. 
 For face validity, the expert opinion on the subject was sought to confirm the extent to which 
the questionnaire has face validity.  The experts consulted in this case are, the Managing Director/ 
CEO of the company, the executive director human resource management, Executive director 
finance and administration, Executive director commercials, and Executive director production. 
All confirmed the questionnaires used for the study as adequate for face validity. 
 To determine the reliability of the instruments, pilot testing was carried out and the 
questionnaires were administered to the study organization.  Consequently, Cronbach Alpha was 
used in determining the reliability of the instruments.  The SPSS analysis in the survey gave a 
Cronbach Alpha value of 0.80.  This means that our instruments are reliable. 
The analysis of variance test (ANOVA) is adopted for the test of research hypotheses.   
 

Data Presentation and Analysis 
Table 1:  Respondents views concerning challenging factors affecting quality of worklife 
(QWL) attainment in Nigeria Breweries Plc. 

Statement Respondent 
Category 

Degree of response 

  SA A U D SD Total 

There are several challenging factors 
affecting quality of worklife (QWL) 
attainment in Nigeria Breweries Plc 
such as attitude, environment, 
opportunities, nature of work, 
organizational managers, stress, job 
challenges, development, career 
potentials amongst other 

Top 
Management 

40 17 0 0 1 58 

Middle 
Management  

65 38 1 2 1 107 

Lower level 
managers 

115 55 2 3 2 177 

 Total 220 110 3 5 4 342 

Source: Field Survey at Nigeria Breweries Plc Lagos (2015) 
 There has been overwhelming view among the respondent as indicated in table 1 above 
pertaining challenging factors affecting quality of worklife (QWL) attainment in Nigeria Breweries 
Plc Lagos.  Respondents were of the view that numerous factors are responsible to this. They 
include; attitude of individual employees, internal and external organizational environment, lack of 
opportunities for employees for advancement and enrichment of their qualities of skills, research, 
innovations, self-development amongst other.  Other factors include, nature of work whether it is 
highly risky or not. The types of managers at top middle and lower levels (i.e their attitudes, 
mindsets, purpose and nature), stress associated with the tasks or jobs amongst others. 
 Infact 220 of 342 (or 64.32%) felt strongly that these factors are affecting quality of working 
life. 110 out of 342 (32.16%) also agree on the position. Only 12 out of 342 (or 3.50%) exhibited a 
contrary opinion on the notion. 
 

Table 2: Respondent opinion pertaining strategies adopted   by Nigerian Breweries Plc to 
improve Quality of Work life (QWL) in enhancing the attainment of Managerial effectiveness   

 Statement Respondent 
Category 

Degree of response 
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  SA A U D SD Total 

Strategies adopted by Nigerian 
Breweries Plc to improve quality of 
worklife in order to enhance 
managerial effectiveness include; self-
managed teams, rewards, role of 
human resources managers, 
workforce awareness, freedom of 
choice, work life balance strategy 
amongst others   

Top 
Management 

30 20 0 0 2 52 

Middle 
Management  

75 35 2 3 0 115 

Lower level 
managers 

110 50 3 6 6 175 

 Total 215 105 5 9 8 342 

Source: Field Survey at Nigeria Breweries Plc Lagos (2015) 
 There has been overwhelming view among the respondents as indicated in table 2 above 
pertaining the strategies adopted by Nigerian Breweries Plc Lagos to improve quality of worklife 
(QWL) in enhancing the attainment of managerial effectiveness.  Respondents were of the view that 
self-managed teams, better financial and non – financial rewards, human resource managers, (HRM) 
developing working strategies outlining the relationship between participation of management and 
employee to facilitate better settlement of issues between parties, organizational workforce being 
aware of the expected impact of quality of worklife programmes, holding frequent meetings at inter-
group levels to address QWL issues and workers been given a freedom of choice to design jobs in 
way and manner that will facilitate high productivity attainment and effectiveness.  All these are 
strategies for QWL improvement. 
 Thus out of 342 subjects 215 (representing 62.86%) agreed strongly on the assertion or 
statement under reference.  Infact only 105 (30.70%) of the respondents only agree on the matter.  
Only 22 out of 342 respondents (or 6.43%) felt otherwise.      
 4.1 Test of Research Hypotheses 
Ho1: There are no challenging factors significantly affecting the quality of work life (QWL) 
attainment in Nigeria Breweries Plc for managerial effectiveness.  
 Dependent variable: Managerial effectiveness  

 Sum of Squares df Mean Square F Sig. 

Between Groups  
Within Groups  
Total  

12385.733 
3648.667 

16034.400 

4 
10 
14 

3096.433 
364.867 

8.486 .003 

  Interpretation  
 The Sig. value from our analysis above is 0.003.  This value is less than .0.5 because of this, 
we can conclude that there is a statistically significant factors affecting quality of work life (QWL) 
attainment in Nigeria Breweries Plc for managerial effectiveness. 
Ho2: Strategies adopted by Nigeria Breweries Plc to improve the quality of work life (QWL) have 
not enhanced the attainment for managerial effectiveness.  
 Dependent variable: Managerial effectiveness  

 Sum of Squares df Mean Square F Sig. 

Between Groups  
Within Groups  
Total  

11342.400 
3708.000 

15050.400 

4 
10 
14 

2835.600 
370.800 

7.647 .004 

  Interpretation  
 The Sig. value from our analysis above is 0.004.  This value is less than .0.5 because of this, 
we can conclude that there is a statistically significant strategies adopted by Nigeria Breweries Plc to 
improve the quality of work life (QWL) which enhanced the attainment in managerial effectiveness. 
 

5.0 Discussion of Findings  
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 Interestingly, the study has produced startling discoveries as evident from the data 
presentation and analysis above. 
First and foremost, it was found that there are several challenging factors which are significantly 
affecting the quality of work life (QWL) attainment in Nigeria Breweries Plc, Lagos. These 
challenging factors include individual attitudes relating to knowledge, skills, expertise, experience / 
regarding the task and responsibility assigned to employees, environment in which the employee 
work with respect to whether they are handling dangerous machines or animals, whether there are 
opportunities on the job for advancement and enrichment in quality skills like learning, research 
innovation and development, self-development, exploration etc or whether jobs are boring, 
uninteresting nature of task, the high risky nature of the job and responsibility, stress factors, the 
mindset of managers at work, failure of the organization to provide opportunities for growth and 
personal development of employee, lack of healthy and feasible atmosphere for employees amongst 
others. 
 This agree with the views of Schermerhorn, Hunt and Osborn (2005), who asserts that 
quality of worklife (QWL) is a prominent indicator of the overall quality of human experience in the 
work place.  A commitment to QWL can be considered as a cornerstone value of organizational 
behavior. 
Theorists with a strong human orientation such as Douglas McGregor (1960) set the stage for this 
value very early in the life of the discipline.  He contrasted what he called theory X assumptions – 
that people basically dislike work, need direction, and avoid responsibility – with theory Y 
assumptions – that people like work, are creative and accept responsibility. For McGregor, theory Y 
was the most appropriate, when people were treated well at work, he believed they would respond 
positively and as expected.  
 Nwachukwu (2009) emphasized that, the hallmarks of excellence in management and 
organizations include empowerment – involving people from all levels of responsibility in decision 
making; trust – redesigning jobs, systems and structures to give people more personal discretion in 
their works; performance based rewards – building reward systems that are fair, relevant, and 
consistent, while contingent on work performance; responsiveness – making the work setting more 
pleasant and supportive of individual needs and family responsibilities and work life balance – 
making sure that the demands of the job are a reasonable fit with one’s personal life and non – work 
responsibilities. 
 The implication of the above position is that executive management of Nigerian Breweries 
Plc Lagos needs to design and redesign suitable work conditions, job responsibilities, systems and 
structure in a way that will be interesting to employees. And fair relevant and consistent incentive 
packages / rewards are pertinent for employees to facilitate attainment of managerial effectiveness. 
More to the above, the strategies adopted by the Nigeria Breweries Plc Lagos in improving Quality 
of Work Life (QWL) in order to enhance managerial effectiveness include self – managed teams, 
rewards, reinforcement of the role of Human resources managers, work force awareness, constant 
meeting of inter-groups in organizations to minimize the unfavorable effects arising from conflicts, 
freedom of employees to participate in decision and work life balance between personal expectation 
and organizational requirements. This conforms the view of Hodgetts and Luthans (2000) who 
emphasized that having a socio technical job design culture that blend the personnel and the 
technology in the work place, emphasizing work centrality culture that defined the importance of 
work in an individual’s life relative to his or her other areas of interest (family, church, leisure) 
provides important insights into how to motivate human resource in different cultures. 
 Again, motivating human resources across cultures in an organization will lead to job 
satisfaction which will lead to more organizational commitment resulting to managerial 
effectiveness. Amstrong (2009), Sev (2013) maintains that with effective application of Human 
resource managers’ roles including service delivery roles, change agent roles, mediators’ roles, 
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internal consultancy role, guardian of value role, company spokesman’s role amongst others will 
enhance managerial performance and effectiveness.    Participative decision making in the 
organization by all employees will also lead to attainment of QWL and managerial effectiveness. 
Nwachukwu (2009) emphasized that managerial effectiveness means design the right thing.  
Effectiveness is the optimal balance among the various adaptation and maintenance of activities.  
These activities could include; 
a. Acquiring resources  
b. Making efficient use of inputs relative to outputs  
c. Producing outputs or services or goods  
d. Performing technical and administrative tasks rationally  
e. Investing in the organization  
f. Conforming to codes of behavior  
g. Satisfying the varying interest of people and groups  
 The implication of the above position is that, adequate attention by the executive 
management is necessary in addressing all the requirements and strategies for improving the QWL 
in order to attain managerial effectiveness by the Nigeria Breweries Plc Lagos.       
 

5.1 Conclusion and Recommendations  
 Quality of work life (QWL) issues should not be compromised by organizations. The 
executive management of organizations should recognize the fact that, the greater the intrinsic value 
of the work being performed, the more satisfying it is to the individual performing it. The greater the 
status attributed to work, an occupation, or a specific job, the more satisfaction yielding it becomes to 
the performer. Therefore, all the ingredients that will make work rewarding to employees such as job 
enrichment, socio technical redesign, rewards, self-managed teams, work force awareness amongst 
others be encouraged by organization management.  The study therefore recommends as follows: 
1. The Nigerian Breweries Plc Lagos Executive Management in relation with the Human 
Resource Management Department should ensure that there is periodic review of employee needs to 
facilitate improvement in Quality of work life (QWL) and rise in the satisfaction level of employees.  
This should require adopting quality of work life (QWL) programmes such as job enrichment, and 
socio – technical redesign into comprehensive efforts to improve the quality of working 
environment.      
2. Efforts by the executive management of the organization by emphasizing the elements of 
quality of work life programme be included in total quality management, workers’ empowerment 
approaches / strategies to facilitate improved profitability of the organization. 
3. Nigerian Breweries Plc Lagos executive management should endeavor to improve quality of 
work life of employees by adapting methods that will make work meaningful by organizing workers 
into smaller, more cohesive, groups letting employees and groups make and participate in decision 
making process about what they do and how they do it and change the work schedule to suit a 
worker’s needs. 
4. Constitution of work management teams to design and redesign work to make it more 
meaningful is pertinent.  Here work schedules should be made to be varied by compressing the 
work week, having flexible work hours and having part – time worker option is encouraged. 
5. Formation of quality assurance department headed by a director, who will ensure that all the 
strategies aimed at improving quality of working life (QWL) for attainment of managerial 
effectiveness by Nigeria Breweries Plc Lagos is pertinent. 
6. On a specific note, human resource management (HRM) department be reminded of their 
noble roles of service delivery, internal consultancy, guardian of value, change agency, facilitator, 
mediator, company spokesman, business partners and strategic roles to help reposition organization 
and by consistently reminding executive management of their noble responsibility of providing 
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QWL requirements that will make life meaningful and attractive for employee at all times to enhance 
managerial effectiveness in Nigerian Breweries Plc Lagos. 
7. Good organizational climate and healthy work environment that is conflict free be 
encouraged by executive management to facilitate high productivity, attainment.  This will be 
attained through good working conditions, health and safety of the employees, good pay and 
benefits and good supervision. 
8. Creation of learning opportunities by organization for employees and all round development 
of the human capital of organization is important. 
9. An amiable work environment that ensures good health and psychological conditions which 
enables the employees to perform all their tasks and functions without any restraint is 
recommended.  This will yield a friendly environment that will enhance employee – participation for 
organizational decision making and develop better communication between labor and management. 
Above all, will ensure fair compensation and security, for workers which will lead to better 
performance and make employees to show high loyalty to organization.                 
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