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Abstract

The quality of life at work increases employees’ abilities to practice gained talents to face work
challenges. Efficient internal USR practices supporting working conditions, developing new skills,
opportunities for advancement, and the opportunity for work-life balance contribute to increasing the
quality of work-life QWL. Accordingly, universities are trying to maintain their employees’ quality
work-life by leading their human resources managers to implement internal USR practices. Hence, this
study aims to examine the relationship between the Internal University Social Responsibility Practices
USR as independent variables and the Quality of Work Life (QWL) of Al Jinan university staff as a
dependent variable. The results indicate that the work-life balance, training and education, working
conditions, human rights, workplace diversity, and job enrichment have a positive significant impact on
the quality of work-life; hence to maintain a good quality of work-life for the workforce, universities
should implement efficient USR practices internally.
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1. Introduction

The constraints imposed by the environment as well as the social pressure are pushing companies
especially education institutes to confront new major challenges that are taking into consideration the
internal University Social Responsibilities USR strategies, therefore, going beyond the economic and
financial dimensions (Alzyoud & Bani-Hani, 2015). Concerning the social dimension, the institute
objectives are to measure the employee’s involvement in the organization in terms of working
conditions, career development, and internal communication. Institutes are trying to satisfy internal
stakeholders by leading their human resources managers to implement innovative practices (Altmann &
Ebersberger, 2013). However, even if there is clear progress in terms of social innovations and internal
USR practices, there exists a gap between these practices and organizational actions. Though, this gap
would lead to ask the following question: is these USR practices can be classified as more social
responsibilities or more social reputation? Indeed, human resource management is a powerful tool for
the institute to adopt a more socially responsible behavior. This research seeks to show that human
resource management tends to be more attentive to its workforce and is forced to propose internal
socially responsible practices. USR is considered a fundamental concept that initiates a redesign of
human resource management systems. USR is embraced as an exploratory and managerial procedure
that aims to enrich the strategic vision and mission of the institute, and lay the foundations for an
innovative HRM (Hilliard, 2013). This paper is organized as follows: the first section deals with the
research problem, research questions, research objectives, and explored the background of the study to
highlight its importance. The second section will treat the literature review to explain the studied
variables which include the internal university social responsibility practices, the work-life balance,
training and education, working conditions, job stability, human rights, workplace diversity, job
enrichment, and the quality of work life. The third section with explore the research method and will
focus on the quantitative study, the sampling procedures, the conceptual framework, and the research
hypotheses. The fourth section will present the major findings and interpretations, finally, the last
section will be dedicated to the conclusion and the recommendations.

1.1 Research Problem

University social responsibility practices are implemented in two main dimensions specifically:
external social responsibility and internal social responsibility. Although, internal stakeholders are the
central players in the managerial debate (Wanat & Stefanska, 2015). Hence, the staff is more presented
as a partner, it is considered the reason for their integration in the university strategy. In the
contemporary era, education institutes are considering the term of team or associates to replace the term
of staff or employees. Therefore, associates no longer represent a simple potential to manage but are
perceived as internal actors to train, satisfy, and motivate. In other words, internal social responsibility
is correlated to numerous HRM mechanisms including working conditions, training and education, job
enrichment, and the social climate in the institute (Chatterjee, 2018). Also, the principle of integrating

workplace diversity and work-life balance are considered major practices to be integrated into the
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workplace. However, the implementation of these practices remains the major problem in achieving a
satisfactory quality work-life QWL for the workforce. Therefore, the major interrogation that will guide
this study is: “what is the impact of internal social responsibility practices on the quality of work-life
QWL of Al Jinan university staff?

1.2 Research Questions

The following are the research questions that will guide this study:

Q1: Is there a relationship between work-life balance and Quality of Work-Life?

Q2: Is there a relationship between training and education and Quality of Work-L.ife?

Q3: Is there a relationship between working conditions and Quality of Work-Life?

Q4: Is there a relationship between job stability and Quality of Work-Life?

Q5: Is there a relationship between human rights and Quality of Work-Life?

Q6: Is there a relationship between workplace diversity and Quality of Work-Life?

Q7: Is there a relationship between job enrichment and Quality of Work-L.ife?

1.3 Research Objectives

This project highlights that the major duty of the HRM is to merge economic efficiency with the
internal practices of USR. Human resources should integrate and preserve the interest of each
stakeholder (Wanat & Stefanska, 2015). Therefore, this project studies the integration of the internal
social responsibility USR into multiple HRM practices that affect the different dimensions of the
well-being of associates and the quality of work life. For the empirical objective, this project aims to
study the relationship between the Internal University Social Responsibility Practices USR, namely
Work-Life Balance, Training and Education, Working Conditions, Job Stability, Human Rights,
Workplace Diversity, Job Enrichment and the Quality of Work Life (QWL) of Al Jinan university staff.
Therefore, the major research objectives guiding this study are the following:

1) To assess the efficiency of internal USR practices at Al Jinan University Lebanon.

2) To evaluate the relationship between internal university social responsibility USR practices
counting the work-life balance, training and education, working conditions, job stability,
workplace diversity and job enrichment on the quality of work-life of Al Jinan University.

3) To present suitable recommendations for universities according to the empirical studies
analysis.

1.4 Background of the Study

The topic of work-life quality has been discussed before the deployment of the University Social
Responsibility USR (Chan & Hasan, 2018). However, the implementation of this approach has played a
supportive role namely when the institute had co-constructed its social responsibility policies with its
associates otherwise known as institute staff. Henceforth, education institutes must communicate
internally its willingness to develop a USR policy, explain its major purposes, and the reasons for its
approach. To launch a consistent USR approach, the institute must listen to their associates’ opinions to

involve them in their USR strategies and to ensure their support in achieving organizational goals.
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Consequently, to advance the USR approach and maintain a good quality of work-life for the workforce,

education institutes should implement efficient USR practices internally (Polak-weldon, 2013).

2. Literature Review

Nowadays, universities need to deliberate innovative human resource management models, with the
initial goal of leveraging their performance as well as their competitive position in the market. The
human resource management is now considered as a supportive function of the organization that
enables the latter to stand from its competitors (Pompper, 2017). According to a recent study conducted
by Lockwood in 2003, human resources practices based on innovative policies have changed
dramatically in recent years. These policies have focused on the resource dimension that deals with the
issue of acquisition, appraisal, conservation, and enrichment of the human capital. Nevertheless,
modern institutes are concerned with the quality of employees’ life at work. These institutes have
recognized that guaranteeing a better work-life quality is crucial to increase productivity and ensuring a
competitive advantage (Truxillo, Cadiz, & Hammer, 2015).

2.1 Internal University Social Responsibility Practices

As per the study conducted by Plungpongpan in 2016, human resource management as a part of the
internal USR strategy has numerous advantages namely the cost reduction related to work problems
and employee turnover (Attig & Cleary, 2015). The study has found that a responsible HRM stimulates
innovation through employee engagement and contributes to improving employees’ productivity.
Responsible human resource management helps to enhance the company image, improve its reputation
in society, and facilitate the attraction and recruitment of talented employees. From this perspective,
innovative USR outlines raise the question of redefining human resource management into a more
socially responsible function (Vazquez et al., 2014). Consequently, HRM should be involved with
Internal University Social Responsibility practices including long-term training and education,
improving work-life balance, increased workplace diversity, and applying human rights principles,
equality for remunerations, and career prospects. Another recent study conducted by Dahan in 2012,
showed that the major USR interest includes the ability of management to increase the institute staff’s
involvement in decision making at work, attract and reveal the best talents. This interest is to follow an
employee-centric strategy as a USR social dimension. As a consequence, new socially responsible
challenges are presented to the human resources in terms of training, managing competencies,
developing a career, and ensuring responsible retirement plans for the workforce. Additional practices
including employment stability, employees’ rights, the promotion of diversity at the workplace, and job
enrichment are also considered as major focus areas for human resources (Ayala-Rodriguez et al.,

2017). These factors are presented below.

24
Published by SCHOLINK INC.



www.scholink.org/ojs/index.php/rem Research in Economics and Management \ol. 5, No. 4, 2020

2.1.1 Work-Life Balance

Work-life balance means harmonizing different activities and interests between an employee’s personal
life and work. By definition, work-life balance incorporates personal life and more broadly family life
and work to fulfill their commitment and responsibilities to both spheres of life, without being
penalized in terms of salary, career, continuous education, and tasks’ assignments (Deery & Jago, 2015).
Nevertheless, researchers have proposed different definitions that include the absence of conflicts
between personal and professional life, a strong commitment, and satisfaction obtained from multiple
activities. Therefore, the work-life balance does not have the same meaning and varies from one person
to another and also varies during different stages of life. Finding the right balance between work and
life is linked to the feeling of managing the workload and fulfilling personal goals and commitment.
However, failing to achieve this balance may result in increased stress, poor performance, and poor
quality of work-life (Abendroth & den Dulk, 2011).

2.1.2 Training and Education

For the proper installation of the USR approach, the university needs to train the employees thoroughly.
Well-implemented training will enable the university staff to achieve higher results. Universities
believe in training their workforce by offering them training courses and educational opportunities. The
latter is useful to acquire new knowledge and develop their skills (Baral & Bhargava, 2010). However,
the training quality does not depend on the sophistication of the transmitted knowledge bur the ability
of this training to develop critical behaviors and transmit essential know-how for the job, hence, the
training should allow installing a real quality of life at work. Conducting an employee training policy is
a long-term investment for the organization to enrich the skills and the know-how of the employees and
therefore improving their productivity and adapting associates to market expectations. Training and
education are powerful tools that fulfill USR obligations that increase employees’ skills and motivate
teams by offering adapted career paths (Lyonette, 2015).

2.1.3 Working Conditions

Working conditions refer to both materials and human elements that have a direct influence on
employees their daily work routine, it denotes the conditions of safety and hygiene of the institute
premises. Working conditions must be grasped and understood by the organization to provide
employees with a quality of life at work. With this intention, a healthy working condition is inseparable
from the well-being of the workforce and the working environment. Also, employees’ expectations in
terms of quality of life at work are essential, especially since they spend the greatest part of their life
there (Mossholder, Richardson, & Settoon, 2011). A good working condition appears to be the second
factor affecting the quality of life at work, just after the interest in the job itself. Employees’
expectations regarding both the working conditions and environment focus particularly on two types of
factors, the first factor is related to the work content in terms of tasks assigned, the workload and
autonomy at work, it is also related to the working environment in terms of safety, and risk prevention.

The second factor is related to the human relationship in terms of team spirit, feedback, recognition for
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tasks achieved, and participation in decision-making. It also includes the possibilities of organizing
working time regarding personal life objectives (Narehan et al., 2014).

2.1.4 Job Stability

The job security and stability are essential factors that maintain good quality work-life, hob stability is
measured by the time spent by an employee with the same employer or organization. Nowadays,
employees are looking for a more stable job through unions who advocate for stable employment.
However, the new trend in employment is the work by contract that induced a decline in long-term jobs
(Oswald et al., 2012). This type of job is not stable because studies showed that employees do not feel
any attachment to the organization they work for. Other researchers showed that to maintain a
motivated stable and productive workforce, employers need to ensure job stability as a basic need for
their workforce. These findings have an important significance on the organizational objectives and the
international labor organization through the development of decent work. Therefore, organizations
should adopt internal strategies that ensure job stability while allowing some flexibility. However, job
stability and security remain a great concern for employees due to high insecurity in the labor market.
For instance, countries experiencing economic crises like Lebanon, the feeling of instability and
insecurity at work can be high (Kanten & Sadullah, 2012).

2.1.5 Human Rights

Any organization wishing to be involved in the USR will be forced to take an interest in its primary and
secondary stakeholders and will have to ensure that they are well respected. Organizations need to
prevent any type of discrimination in the workplace which corresponds to the scope of actions with
regards to human rights. The well-being and the respect for human rights at the workplace are
embraced as essential matters of quality of life at work. Human rights should be placed as a center
obligation on any USR strategy (Hammell, 2015). The respect for human rights should be consistent
with the desire to implement the university social responsibility concept and emphasizes international
regulations’ issues. Universities play an undeniable role in the implementation and respect of human
rights because of the special place of these actors in society (Munn, 2013).

2.1.6 Workplace Diversity

The strength of education institutes depends on the accrued knowledge of its workforce. Therefore,
promoting diversity denote the promotion of experiences as a strength for staff growth. By reaching
2055, the majority of international companies will certainly have a diversified workforce. Diversity
incorporates ethnic groups, race, gender, age, sexual orientation, religion, citizenship status, as well as
diverse variances among individuals (Boreham et al., 2016). This move toward workplace diversity
will have a direct impact on both the organization and the workforce. Moreover, studies found that
modern organizations will be facing major challenges especially for human resources management in
managing this diversity among their associates. Hence, managing workplace diversity effectively will
gain a distinguishable advantage edge in terms of recruiting best-talented employees (Hofhuis et al.,

2015). HRM needs to set conflict management strategies, they need to understand the workforce
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backgrounds, behaviors, and beliefs to settle any problem and to manage diversity efficiently.
Managing diversity efficiently is based on eliminating all forms of discrimination and making better
use of human resources available in the workplace. For education institutes, adopting workplace
diversity in their recruiting strategies is considered a USR strategy that has a direct impact on the
quality of work-life of employees.

2.1.7 Job Enrichment

Job enriching though the work content has a direct influence on the feeling of quality of work life. The
possibility of obtaining a higher level of education can be a motivational factor for QWL provided that
these employees changes are recognized by their organization and allow them to advance at their work
or to change position. Therefore, employees who develop new skills are more committed to the
organization and more involved in their work. According to recent researches, academic and
administrative staff feel that they have skills and abilities that are not used by their institute. Therefore,
it is essential to solicit these skills when making work decisions. In these studies, it was recommended
that skills assessment sheets of annual performance appraisal should be drawn for future development
while taking into consideration individuals’ wishes and the institute objectives (X. W. Chan et al., 2016).
In other words, a performance appraisal should be planned to include job enrichment skills to ensure
better quality work-life objectives. Also, managers have always expressed that job enrichment is a key
factor that motivates employees to increase their productivity. Job enrichment can take the form of
receiving constant feedback, involving them in daily meetings, and citing them in university
publications. A relevant factor in establishing better communication systems and meeting staff
expectations (Cooklin et al., 2015).

2.2 Quality of Work Life (QWL)

The quality of work can be defined as the opportunity for employees to practice their gained talents and
abilities to face work challenges. It can also be defined as the degree to which employees have the
opportunity to satisfy crucial personal needs in their work experience (Lapierre et al., 2006). The
quality of work-life embraces any strategy that contributes to creating more harmonious living
conditions. Major factors embrace the following factors: healthy and safe working conditions, fair and
adequate wages and compensation, the chance of developing new skills and the possibilities of using
gained skills, the opportunity to participate in decision-making, opportunities for advancement, the job
security, social interactions within the establishment, organizational climate and finally the opportunity
for work-life balance (Nayeri et al., 2011). Quality of work-life can be achieved if adequate working
conditions are met, these conditions include tasks variety, employee’s autonomy to complete tasks, and
the feedback provided during and after completing tasks. Numerous studies referred to the different
aspects that influence quality work-life namely, employees’ remunerations, career advancement
opportunities, working conditions, and job security. Quality of work life is defined as the social process
that allows the workforce to develop within the organization (Yahya Al-Qutop & Harrim, 2011). QWL

groups actions that harmonize the improvement of employees’ working conditions and the overall
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performance of the organization. However, researchers also added that the definition of QWL goes
beyond the factual description of working conditions and meeting related factors by introducing the
notion of feelings. Therefore, QWL is a multidimensional concept, associated with objective elements
related to the work organization and also composed of subjective and personal factors. In this sense, it
is possible to say that there is no universal definition of this notion.

2.3 Summary of the Literature Review

As per a recent study conducted by Srivastava in 2014 on the quality of work-life, the researcher found
that the job quality index can be created from six sub-indices including wages and remunerations,
working conditions, work-life balance, job security, and stability, facilitating access to training
education and the possibility of work advancement and succession planning. Another study (Beloor et
al., 2017) confirmed that the integration of the quality of life at work parameters is more relevant in the
light of the following interpretations: managing diversity is a potential source of performance if it leads
to a better quality of life at work, the correlation between USR and quality of work-life is based on the
notion of cause and effects, therefore the quality of life at work is an extension and the results of
efficient internal social responsibility. Also, the quality of life at work depends on the balance between
work-life. according to a study conducted by Cooklin in 2015, the majority of employees expressed
their needs through working conditions, job stability, hence the institute should take these demands into

considerations to achieve the well-being of the workforce.

3. Research Method

This section is dedicated to the research method and techniques. This study will follow Saunders’ onion
for data collection and implementing suitable research design. First of all, this study is classified as a
descriptive and explanatory used to ask questions and clarify the reasons behind a problem. This study
observed and described a social case study without affecting or influencing any behavior (Terrel, 2012).
Secondary data was collected from books, previous researches, and published journals on the internet.
These data helped to form the literature review and to build the conceptual framework of the study, it
helped to define the Internal University Social Responsibility practices. For the primary data, this study
has considered the quantitative method to attain the objectives and to verify the proposed hypotheses.
Therefore, the researcher opted for a questionnaire as a survey tool that allowed the Al Jinan university
staff to participate in the study anonymously. Accordingly, the questionnaire is useful to test and
measure a large number of observations needed for a quantitative research method. University social
responsibilities either internally or externally are classified as descriptive research with valuables
variables that are worthy to be quantitively tested (Saunders, 2017). In this study, there is a good reason
to study the relationship between the studied factors by following other descriptive studies that led to

the observation of a statistical association.
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3.1 Positivism Philosophy

The positivism approach as a philosophy indicates that human science starts with observable facts.
From this perspective, the researcher relies on available resources to explain reality. Positivism
considers that reality exists, it is considered as an ontological hypothesis (Saunders, 2017). The
scientific method of this project has started with the theory of internal USR practices, collecting data
that supports this theory, and conducting a questionnaire to collect primary data.

3.2 Quantitative Method

The quantitative research is appropriate because there is an existing theoretical framework for USR
practices. This quantitative research involves the collection and analysis of quantifiable data namely
percentages for the studied variables including statistical tests, regression analysis, and structural
equation modeling. The goal of quantitative research is to obtain information that can be deduced from
a large population. This deductive approach goes from the general to the particular, from the principle
to the consequence, in this project, the researcher has started by stating the concept and ends with the
hypothesis’s verification. We have started by clarifying the relationship between different variables and
then verifies it through the empirical study (Saunders, 2017). The questionnaire will be evaluated by
using the five points of the Likert scale of an agreement to measure the research variables. This
questionnaire was divided into eight sections. The first section is concerned with work-life balance and
consisted of 9 items, the second section deals with training and education (6 items), the third section
was entitled the working conditions (6 items), the fourth section treated the job stability (5 items),
human rights (6 items), workplace diversity (5 items), job enrichment (6 items), these sections
represented the independent variables while the eighth section treated the Quality of Work-Life (QWL)
as a dependent variable with nine items. Also, the demographic section embraced the gender, age,
marital status, type of contract with the institute, and work position.

3.3 Sampling Procedures

This study has taken both the administrative employees and the academic staff at Al Jinan university
Tripoli campus. The sampling technique adopted in this study is the stratified random sampling because
the sample is well defined geographically and is attained by dividing the elements of a population into
distinct groups, called strata, and selecting in each group (stratum) a simple random sample (Delice,
2010). In the below table, the sample profile that includes Al Jinan staff’s demographic characteristics
will be presented. Both Al Jinan campuses counted 200 employees when the survey was conducted.
This number varies due to the type of contract. The researcher distributed 100 questionnaires therefore
the collection rate targeted was 50% of the sample. These demographics incorporated employees’
gender, age, marital status, type of contract, and their work position. Precisely, 100 questionnaires were
distributed at Al Jinan University. These questionnaires were divided in terms of distribution, 25 were
distributed by the human resources manager at the university campus of Tripoli. The additional 25

questionnaires were distributed by the researcher at the campus. 45 questionnaires were collected back
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from the Tripoli campus and 37 were collected from the Saida campus, therefore the total collected

questionnaire were 82 the response percentage of 82%.

Table 1. Al Jinan Staff’ Demographic Characteristics

Frequency Percent  Valid Percent Cumulative Percent
Valid Male 29 354 354 354
Gender Female 53 64.6 64.6 100.0
Total 82 100.0 100.0
Valid 18-29 20 24.4 24.4 24.4
age range 30-39 29 354 35.4 59.8
40-49 12 14.6 14.6 74.4
Above 50 21 25.6 25.6 100.0
Total 82 100.0 100.0
Valid Single 12 14.6 14.6 14.6
Marital Status ~ Married 60 73.2 73.2 87.8
Divorced 4 49 4.9 92.7
Widowed 6 7.3 7.3 100.0
Total 82 100.0 100.0
Valid Full timer 65 79.3 79.3 79.3
Type of contract Contractual per hour 9 11.0 11.0 90.2
with the Contractual per year 8 9.8 9.8 100.0
institute Total 82 100.0 100.0
Valid Employee (administrative, 26 31.7 31.7 31.7
Work Position  admission)
Instructor/ lecturer 6 7.3 7.3 39.0
Assistant professor 33 40.2 40.2 79.3
Associate professor 9 11.0 11.0 90.2
Professor 8 9.8 9.8 100.0
Total 82 100.0 100.0

» Gender: according to the above table, the majority of the studied sample was females more

precisely 64.6% while males had a percentage of 35.4%.

» Age range: the age distribution of the studied sample showed that 24.4% of them were aged

18-29 years old, 35.4% were aged between 30-39 years old, 14.6% were aged between 40-49

years old, and 25.6% were aged Above 50 years when conducting the study.
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» Marital status: the studied sample shows that 14.6% were single, 73.2% were married, 4.9%
divorced, and 7.3% were widowed when the study was conducted.

» Type of contract with the institute: the study showed that the majority of the staff are
permanent staff, more precisely 79.3% are a full-timer, 11% are contractual per hour, and 9.8%
are contracted by year.

» Work Position: the distribution of the sample showed that 7.3% were instructors, 40.2% were
assistant professors, 11% were Associate professors and 9.8% were professors when

conducting the study.

3.4 Conceptual Framework

Internal University Social
Responsibility Practices

Work-Life Balance

Training and Education

2
Working Conditions 3
Quality of Work Life
- \—H\. (QWL)
Human Rights HS -

Workplace Diversity ——-/H-G/'/'

Job Enrichment ’-//ﬂl/’/

Figure 1. Conceptual Framework

3.5 Research Hypotheses

»  H1: Work-Life Balance

H1.,: there is no significant relationship between work-life balance and Quality of Work Life

HL1. ,: there is a significant positive relationship between work-life balance and Quality of Work Life

»  H2: Training and Education

H2.,: there is no significant relationship between training and education and Quality of Work Life
H2. ,: there is a significant positive relationship between training and education and Quality of Work
Life

»  H3: Working Conditions

H3.,: there is no significant relationship between working conditions and Quality of Work Life
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Ha3. ,: there is a significant positive relationship between working conditions and Quality of Work Life
> H4: Job Stability

H4.,: there is no significant relationship between job stability and Quality of Work Life

H4. ,: there is a significant positive relationship between job stability and Quality of Work Life

»  H5: Human Rights

H5.o: there is no significant relationship between human rights and Quality of Work Life

H5. ,: there is a significant positive relationship between human rights and Quality of Work Life

»  H6: Workplace Diversity

H&6.,: there is no significant relationship between workplace diversity and Quality of Work Life

He. ,: there is a significant positive relationship between workplace diversity and Quality of Work Life
»  H7: Job Enrichment

H7.o: there is no significant relationship between job enrichment and Quality of Work Life

H7. ,: there is a significant positive relationship between job enrichment and Quality of Work Life

4. Findings and Interpretations

This section will present the major findings and interpretations of the study, which was based on a
quantitative study analyzing 82 participants forming the studied sample of Al Jinan University. This
section will be divided into three parts, the first part will show the reliability test of the studied
variables, the second part will present the KMO and the component matrix, the third part will be
dedicated for hypotheses verification throughout the linear regression.

4.1 Reliability Analysis

Table 2. Reliability Statistics

sections Cronbach’s Alpha Based on Standardized
Cronbach’s Alpha Items N of Items
Work-Life Balance .827 827 9
Training and Education .833 .843 6
Working Conditions .890 .891 6
Job Stability .849 .849 5
Human Rights .863 .854 6
Workplace Diversity .800 .895 5
Job Enrichment .834 .840 6
Quality of Work Life (QWL) .885 .890 9

The above table shows the reliability test for the studied variables according to their related items,

results showed the studied sections are reliable, Cronbach Alpha for Work-Life Balance has a value of
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(0.827), Training and Education has a Cronbach Alpha of (0.833), Working Conditions has Cronbach
Alpha value of (0.890), Employment Stability (0.849), Human Rights (0.863), Workplace Diversity
(0.800), Job Enrichment (0.834), Quality of Work Life (QWL) has a value of (0.885) all these values
are greater than 0.6 which means that the included questions (items) are acceptable and reliable ranging
between 0.6< a < (.7 as an acceptable range.

4.2 Factor Analysis

The conducted factor analysis showed that all the scales are adequate for factor analysis with a KMO
value that is higher than 0.5 which demonstrates a very good validity of the measured variables with a
Bartlett test Sig. of 0.000 < 0.001.

Table 3. KMO and Bartlett’s Test

sections KMO test Bartlett’s Test of Sphericity N of Items
Work-L ife Balance 735 Chi-Square: 235.263
Sig: 0.000
Training and Education 715 Chi-Square:151.767
Sig: 0.000
Working Conditions .894 Chi-Square:202.845
Sig: 0.000
Job Stability .859 Chi-Square:241.214
Sig: 0.000
Human Rights 713 Chi-Square:74.806
Sig: 0.000
Workplace Diversity 763 Chi-Square:179.199
Sig: 0.000
Job Enrichment 728 Chi-Square:70.794
Sig: 0.000
Quality of Work Life (QWL) .846 Chi-Square: 205.427
Sig: 0.000

The KMO is used to calculate the sampling suitability, in the above table the quality of work-life has a
KMO value of 0.84% that is considered reliable as it is greater than 0.5 (50%). Besides, the Bartlett test
has P-value Sig = 0.000 that is greater than a = 0.05, besides the Chi-Square is of a high value of
205.427 therefore, the item of this variable is valid and significant to continue the study.

The factor analysis refers to statistical techniques as an introduction to the principal component
analysis. The factor analysis makes it possible to check whether items can be grouped in coherence

with the planned scales and if the construct of the questionnaire aims to measure distinct factors.
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Thereafter, each item should be associated with the factors representing the scale measured. The first

part of the PCA principle factor analysis is shown in the communalities.

Table 4. Communalities

Initial Extraction
Work-Life Balance 1.000 .700
Training and Education 1.000 811
Working Conditions 1.000 .257
Job Stability 1.000 672
Human Rights 1.000 797
Workplace Diversity 1.000 T77
Job Enrichment 1.000 .720
Quality of Work Life (QWL) 1.000 .800

Extraction Method: Principal Component Analysis.

By definition, the initial value of communalities is always 1 which is represented in our case, while the

extraction represents the proportion of variance of the studied variable. The above table showed that all

variables are represented with high values which is a good indicator for the variables to fit in the

factorial model. As we observe all variables have an extracted component value higher than 0.5, for

instance, work-life balance has a value of 70% which fits well in the factorial model, training, and

education fits well in the factorial model with a percentage of 0.811.

Table 5. Total Variance Explained

Initial Eigenvalues

Extraction Sums of Squared Loadings

Component Total % of Variance ~ Cumulative % Total % of Variance ~ Cumulative %
1 3.497 43.707 43.707 3.497 43.707 43.707
2 1.137 14.215 57.921 1.137 14.215 57.921
3 .844 10.550 68.471

4 .749 9.362 77.833

5 .622 7.779 85.611

6 584 7.302 92.913

7 339 4.237 97.150

8 228 2.850 100.000

Extraction Method: Principal Component Analysis.
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The above table shows that the first three sections have a satisfactory value of 68.5% which contributes

to the total variances.

Scree Plot

Eigenvalue
"

1 2 3 4 5 6 7 8

Component Number

Figure 2. Scree Plot
The scree plot represents the validity of the total variance explained and shows that the variables can be
grouped into a maximum number of two factors since it shows a sharp decline after the second point.

This data is also presented by the eigenvalue that is above 1.

Table 6. Component Matrix

Component
1 2
Work-Life Balance 753 .182
Training and Education 671 .600
Working Conditions .606 .041
Job Stability .738 .619
Human Rights .687 157
Workplace Diversity .668 177
Job Enrichment 714 .100
Quality of Work Life (QWL) 711 542

Extraction Method: Principal Component Analysis.

a. 2 components extracted.

All the studied variables load well in the first component, the able table shows that Work-Life Balance,
Training and Education, Working Conditions, Employment Stability, Human Rights, Workplace

Diversity, Job Enrichment as dependent variables are highly correlated with the first component.
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4.3 Variables Correlations

Table 7. Correlation Matrix

Quality of Work Life

Work-Life Balance

Training and Education

Working Conditions

Job Stability

Human Rights

Workplace Diversity

Job Enrichment

Pearson Correlation
Sig. (2-tailed)
Pearson Correlation
Sig. (2-tailed)
Pearson Correlation
Sig. (2-tailed)
Pearson Correlation
Sig. (2-tailed)
Pearson Correlation
Sig. (2-tailed)
Pearson Correlation
Sig. (2-tailed)
Pearson Correlation
Sig. (2-tailed)

452
.000

*k

.702
.000

*%

344
.002

*k

476
.003

*%x

341
.002
273"
.003

.390
.000

All the above correlations are significant and positive with Sig. a value of less than 0.005. This test is

useful to meet our objectives. We can this test since the studied variables are measured on the nominal

scale.

4.4 Multiple Linear Regression Analysis

The regression analysis is used to model relationships between different variables (dependent and

independent). The relationships between the data will be used for predicting and generating a prediction

model. The below tables show the results between internal USR practices as the dependent variable and

the quality of work-life as the dependent variable.
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Table 8. Model Summary

Std. An error of the

Model R R Square Adjusted R Square Estimate

1. Work-Life Balance 7128 507 .503 48938
2. Training and Education 7028 492 486 .32935
3.  Working Conditions 7128 532 503 43391
4. Job Stability .697° 507 .503 .45495
5. Human Rights .822% .676 .552 43446
6. Workplace Diversity .697° .586 .583 44459
7. Job Enrichment 728 529 526 42563

Predictions can be made using linear regression analyzes, whereby the relationships between the data

will be used as a basis for predicting and generating a prediction model. Regression and correlation

analysis is considered as a component of multivariate analytical methods and is used in very different

domains. The absolute value of R indicates the strength with absolute values. The R-value shows that

the data is satisfactorily adjusted to the model. It can be determined that the work-life balance accounts

for 71% from the variation, training and education accounts for 70% from the total variation, working

conditions account for 71%, employment stability accounts for 69%, human rights accounts for 82%,

workplace diversity accounts for 69%, and job enrichment accounts for 72% from the total variation in

the quality of work life.

Table 9. ANOVA

Model Sum of Squares df Mean Square F Sig.

1. Work-Life Balance  Regression 3.497 1 3.497 20.581 .000
Residual 13.593 80 170
Total 17.090 81

2. Training and Regression 8.412 1 8.412 77.552 .000

Education Residual 8.678 80 .108

Total 17.090 81

3. Working Conditions Regression 2.027 1 2.027 10.766 .002
Residual 15.062 80 .188
Total 17.090 81

4. Job Stability Regression 531 1 531 2.567 .003
Residual 16.558 80 .207
Total 17.090 81

5. Human Rights Regression 1.989 1 1.989 10.537 .002
Residual 15.101 80 .189
Total 17.090 81

6. Workplace Diversity Regression 1.277 1 1.277 6.458 .003
Residual 15.813 80 .198
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Total 17.090 81
7. Job Enrichment Regression 2.597 1 2.597 14.336 .000
Residual 14.493 80 181
Total 17.090 81
a. Dependent Variable: Quality of Work Life (QWL)
b. Predictors: (Constant),
It can be concluded that both values extracted from the one-way ANOVA and the regression analysis
helped the researcher to reject the null hypotheses and accept the alternative hypotheses, therefore, the
equation is statistically significant for example, the Work-Life Balance: (F value = 20.581, P value =
0.000 < alpha = 0.005) consequently rejecting the null hypothesis and the Training and Education: (F
value = 77.552, P value = 0.000 < alpha = 0.005) consequently rejecting the null hypotheses.
Table 10. Coefficients
Standardized
Unstandardized Coefficients  Coefficients
Model B Std. Error Beta t Sig.
1. Work-L.ife (Constant) 1911 516 3.703 .000
Balance Work-Life Balance 551 121 452 4.537 .000
2. Training and (Constant) 2.004 .257 7.801 .000
Education Training and 551 .063 .702 8.806 .000
Education
3. Working (Constant) 3.155 335 9.423 .000
Conditions Working Conditions 271 .083 .344 3.281 .002
4. Job Stability (Constant) 3.834 .260 14.764 .000
Employment Stability 102 064 176 1602  .003
5. Human Rights (Constant) 3.460 246 14.082 .000
Human Rights .200 .062 341 3.246 .002
6. Workplace (Constant) 3.589 .262 13.705 .000
Diversity Workplace Diversity 167 .066 273 2.541 .003
7. Job Enrichment (Constant) 2.738 400 6.843 .000
Job Enrichment .368 .097 .390 3.786 .000
a. Dependent Variable: Quality of Work Life (QWL)

The coefficient indicates the meaning of the relationship, in this case, when the work-life balance
increases, the quality of work-life increases. All the studied variables have a high at the value which
contributes significantly to the model. Consequently, when there is an increase in the independent
variables, it will reflect an increase in the dependent variable. The above table shows that there is a
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significant relationship between the studied variables. The multiple linear regression equation is as
follow:

1) Work-Life Balance: 1.911 + work-life balance * 0.551

2) Training and Education: 2.004 + training and education * 0.551

3) Working Conditions: 3.155 + working conditions * 0.271

4) Employment Stability: 3.834 + employment stability * 0.102

5) Human Rights: 3.460 + human rights * 0.200

6) Workplace Diversity: 3.589 + workplace diversity * 0.167

7) Job Enrichment: 2.738 + job enrichment * 0.368

Table 11. Verified Hypotheses

HL1. ,: there is a significant positive relationship between work-life balance and Quality of Work
Life

H2. ,: there is a significant positive relationship between training and education and Quality of
Work Life

Ha3. ,: there is a significant positive relationship between working conditions and Quality of
Work Life

H4. ,: there is a significant positive relationship between job stability and Quality of Work Life
H5. 5: there is a significant positive relationship between human rights and Quality of Work Life

He6. .: there is a significant positive relationship between workplace diversity and Quality of
Work Life

H7. .: there is a significant positive relationship between job enrichment and Quality of Work
Life

As a conclusion from the data discussed above, it has been found that internal USR practices have a
positive influence on the staff quality work-life QWL. More specifically, work-life balance, training
and education, working conditions, human rights, workplace diversity, and job enrichment have a
positive significant impact on the quality of work life. Hence, findings helped to achieve the research
objectives. In terms of working conditions, university staff is experiencing a positive quality of life at
work: the quality of the work carried out, the quality of relationships experienced at work. These results
go along with the studies of (Chan & Hasan, 2018; Chatterjee, 2018). Besides, results are supported by
the findings of the study conducted by Deery and Jago in (2015) verifying that the quality of life at
work requires a balance between private and professional life. Also, training and learning opportunities
contribute to a better quality of work-life, because employees gain confidence and acquire the
appropriate behavior to solve problems, control, or cope with uncertain demands that can deteriorate

their quality of work-life (Lyonette, 2015; Ayala-Rodriguez et al., 2017). This study confirms the
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results of the following authors ((Beloor et al., 2017; Chan & Hasan, 2018; Chatterjee, 2018). These
studies have verified a positive relationship between USR practices and quality work-life. Given such

favorable results, universities are encouraged to develop and pursue their USR activities.

5. Conclusion and Recommendations
5.1 Conclusion
The quality of work life is considered as a proactive approach that aims to improve the staff experience
trough organizational strategies and managerial practices. In this framework, USR is presented as a
practical policy that highlights the social rationality of the organization. Results of this paper support
the seven hypotheses. The empirical outcome of this paper is supported by the results of the researches
done by (Lockwood, 2003; Alzyoud & Bani-Hani, 2015; Altmann & Ebersberger, 2013;
Ayala-Rodriguez et al., 2017), these studies have also proven a positive relationship between internal
USR practices and the quality of work life. Also, the result of this study is reinforced by recent studies
conducted by (Beloor et al., 2017; Boreham et al., 2016; Chan & Hasan, 2018; Chatterjee, 2018). These
recent studies have shown the importance of USR and quality of work-life from employees’
perspectives. It has demonstrated that linking the USR to human resource management is a broad topic
that covers a wide range of human resources practices ranging from human rights respects to helping
associates to maintain a work-life balance, therefore, reaching the desired quality of work life. The
quality of work-life QWL is a source of motivation for the staff that increases their performance,
decrease their turnover. The QWL is a long procedure with continuous improvement that deserves to be
explored. Internal social responsibility is concerned with the quality of life at work, achieved as
efficient human resources management mission, it is built through a beneficial, constructive
conversation with the internal associates and social partners to advance the quality of employment, to
ensure human rights, healthy and safe working conditions and environment, to promote training and
education and workplace diversity (Lyonette, 2015; Ayala-Rodriguez et al., 2017).
5.2 Recommendations
As a conclusion, the internal social responsibility of USR practices is an essential lever to improve the
quality of life at work. Education institutes should rethink their traditional human resources practices to
improve their internal strategies and safeguard its implementation through constant follow up and
feedback to internal associates. Institutes should organize meetings for the associates to raise their
awareness about internal USR strategies. Hence, from this study, we can recommend the following:

» To propose working measures that ensure an efficient work-life balance

» To promote workforce recognition and autonomy in the work through constant on the job and

off the job training
» To encourage and support associates demonstrating a willingness to excel in their education
» To provide job stability by providing tenure and internal promotion to reduce stress and

increase job security
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» To incorporate USR internal practices that increase the quality of work-life for the associates
by following strict human rights rules and regulations as declared by the government.
» To increase the involvement of the institute management and its board of directors to establish
and implement a sustainable policy to improve the quality of life at work.
» To improve the working conditions by mobilizing the resources needed to accomplish tasks.
» To encourage diversity in the workplace by promoting gender equality, and benefits from
diversified opinions and backgrounds.
Finally, this study is considered as a contribution to the understanding of the USR practices at the
universities by adding knowledge by examining its effects on the staff quality of life at work. It showed
that deeper researchers can be done to analyze the university staff perceptions of these internal
practices and to evaluate the organizational trust and job engagement as elements of QWL in the future.
Further findings are useful to address the perceived areas for improvements. Such an approach shows
that university staff is embraced as an integral part of USR who can contribute to achieving long-term

benefits for the organization.
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APPENDIX A

QUESTIONNAIRE

Hello, my name is Mazen Fawaz Massoud, a Ph.D. student at Al Jinan University. I’m currently

conducting a study to evaluate the quality of work-life as an internal university social responsibility.

This is considered as an assembly of internal practices that takes the institute staff well-being and their

quality of life as a priority. Your participation in the survey is vital to complete our project. Your

collaboration in evaluating the below statement is appreciated. Please keep in mind that all the

information collected will be strictly private and confidential and will be used for academic purposes

only.

i€ A leall BLaal) 53 s il Al 3 o el Wlla 58l lia aalas (ol 5580 (il ¢ 3 gmna 5158 ) Sle (asl ¢ Lin s

AsllS agiln e iy dgall i ga old; 215 ) AGlANAN il jlaall qand A ey 138 yiiny Axalall LueLaiaY) 4l 5 junell

s O A lie) (gl O (o g ol ) s 8 el glas i iy Ui 5 e JLaSY (5 0n el i) 8 oli€ L
i 208V Gial 52 DU Lgalatiia) s 5 el 3 ju g Aalss () S Lgaan oy 3 il sleall

Please, evaluate the below nine sections by using the scale | .5 &) 1 (e GUEY) Gebiie aladinly slial all AludY) sy o8 ¢ @l ye

of agreement from 1 to 5. Only one answer is required for 5 le S 4, sllag Lo 3aa 5 A0la))
each statement
Strongly Disagree Disagree Neutral Agree Strongly Agree
Jag) Gsdl gl Y Gl Y sl e Gl las 3l
1 2 3 4 5
1. Work-Life Balance Jardl ga Bliadl 5158

WLB | Having a positive balance between my work and my personal life is important for my

1 well-being
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ol age Apaddll (a5 e G ol O s s
WLB | My educational institute provides efficient WLB practices
2 Ulad 43 yhay Janll g 3Lall 0315 402l Jael (521 adail] sgnall a8, fE e
As a staff in the institute, | have enough energy to balance my responsibilities and
wLe Leisure time 1 123
3 £ 5 g Tl g s A3 31 sl AL (g S e (5] ¢ agrdll b JulaS
WLB | My well-being is significantly improved due to positive WLB practices
4 Al dandl aa slad) ) 58 il jlae sy S JS5 Lpnad ) bl ) Crians 120
WLB | | feel that I’m not able to balance my work and personal life
5 Laddtlay Jlee Al 50 o 8y il el e
WLB | I always think or worry about work when I’m not actually at work
6 dgaalll & 0 STY Lavie Jandl ol 81 5 Ll Sl 123
WLB | | always miss out quality time with my family or friends because of work pressure
7 Janll it oy Slanal 5l e w52 sall i 5 Ll ] 23
I believe that work-life balance policy in the institute should be customized to
wLe individual needs 1 123
8 4 i) bV s dgaal) 8 dlaadl 3Ll & ()51 sl Al Ganadd ray 4df adie
I believe that if | have good work-life balance the organization will be more effective
wLe and successful 1 123
° Blaiy ddlad ST s Jlae ol slally daall O i 0555 53l QIS 1Y) il e
2. Training and Education PO PRETgiil]
The institute has provided me with sufficient training to do my job effectively
TE1 s Lo Al A o 0 s 1 2] 3
I had training sessions in quality improvement skills
TE?2 1 2|3
53 gl Ganand O jlga (8 A 55 )50 gl OIS
The institute has provided enough training to emphasize service and educational
TE 3 | quality 1 123
Lagleil) 83 sall 5 Aaaall 83 5a o ASHN 3K oyl agaall 238
I have received training in group-discussion and communication techniques
TE4 YLV 5 e Lea) 8Ll i e oy paill el 123
I receive support if | decided to continue my education
TES (il 0 Aial ga <y 8 13) aeall ] 123
Training and education for new skills are always provided
TE® Laih Bagan Ol jlgal aalaill 5 g il b 55 oy 2R
3. Working Conditions Jandl gl
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WC I have good medical insurance for my family and me
1 123
1 Ul s lilad aa ke oyl )
WC | The institute has a fair promotion system
1123
2 Jole 4 i alai agaall (51l
WC | The institute strives to eliminate factors causing stress at work
1 123
3 Jaall (& 5 gill Apesall Jal g2l o eliaill dgaall asy
WC | Working and recreation hours are balanced at my workplace
1 123
4 e S (84 s alanin¥] 5 Jesd) Cile L
we Salaries and fringe benefits are sufficient to maintain good quality for my work and
5 life 1123
Slin s oleal am Basa e Jaliall 4818 4 la) ) il 5 il 5 )
WC | The institute provides good working conditions in term of temperature and ventilation 5| 3
1
6 Aseill 53 padl A )d Cum (e B dae a5k el i
4. Employment Stability s gil) ) i
My institute provides me with steady employment
ES1 - : 1123
Gl b gama J A
As an employee, I’m satisfied with the stability of my job
M}J\)ﬁu‘&g@\)hb&&ﬁ&ﬂ;
The idea of quitting this job is always on my mind
ES 3 1 123
83 AL e Adla gl oda ol i3 S8
As an employee, | always feel insecure at the workplace
ES 4 - - 1 123
el (S 8 el adny Wils el ¢ Cala gaS
S Being a full-timer at the institute provides me with the job security needed 5| 3
ES5 1
Al ks ol dleal) agadll 3 JalS ol 50 S
5. Human Rights Ol (5 8a
The institute has promoted and supported my participation in cultural life
HR 1 1 123
A slal) A (S lie acd g ety dgaall B
My institute always guarantee the highest standards of physical and mental health
HR 2 1123
Jalial) 5 Al Aaall ulas Jef Gils Uagaa Gaay
The institute has ensured tenure security that is free of discrimination
HR 3 1 123
Dnall e JA Aaih Adds (e agaall JiS
The institute respects the right to practice their religion
HR 4 - 1 123
oaldll 4y yadd JS A jlae (8 dgadll 4 ying
HR S The Institute adheres to local customs, values in term of ethnicity, race, and gender 1ol s
ol s (3l Cua (e il 5 dlaall Cilalally ageal) o 53l
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Top management always takes unfair employees’ decisions
HRO Aile e cpils gall ol i 58 Ll Llall 5,101 3als 23
6. Workplace Diversity Janl) (lsa b £ gill)
The university staff share their knowledge and expertise regardless of their ethnicity
wo or race 1 123
' Sl agilail e SRl (ans agl) yd 5 agh e Axalall il ge ol Ly
The university staff do not get distracted by culture or ethnicity differences because
wo we believe that we are all the same 1 123
2 O st Ban agdl aiied LY 38 jall ol AN DAY Aaala) il gaS Lialal iy
In the case of miscommunication, the staff sit down and talk about the differences
wo until they understand each other 1 123
° ) aguany | gagdy ia CUBEAY) (e () faaty s O sih gall (alag ¢ agdll ¢ g Alls
WD | | have an equal opportunity to access internal promotion in the workplace
4 Jaall 1S (8 GlaIall 48 1) ) J e sl 4 slasia )b (5] S0
WD I think that the institute has a discrimination policy when recruiting new personnel
5 20n (ailh sa (et e naill duslpes gl 2l (o i | S0
7. Job Enrichment gl &) Y
I have the chance to supervise the work of others as a part of my job
. e On e S Gy AV dae o ol Ji daa i ol 1
The institute provides me with the opportunity to develop my special abilities
JE2 Lalall 3508y kil s il agaall ey 23
The equipment and tools provided at my workplace are up-to-date and they help us in
JE 3 | improving our performances in the workplace 1 123
Jandl S 8 Sl aund 8 el s Base lae (S 8558 sl &l 0¥ 5 Clandl)
The institute encourages employees to acquire additional education
e Gl wlat Slo Jpanll o Gaila sall sgaall andy 2
The institute enforces me to complete an entire task by my own
JES @b U8 (e ALalS dage JlaS) e agrall i yi S0
My managers allow me to make my own decision to increase task efficiency
JE® aleall 32S Baly 3 Galall (5 51 58 3AH) (5 00 ) ansy 23
8. Quality of Work Life (QWL) badl g Jaad) 5352
QW | The institute always tries to meet my expectations
LF1 (il 55 Al Ll agaal) J sl . 2|3
QW | My institute is committed to the application of proper management practices
LF2 Laluall 5101 il jlas (Gaadaly Lingas o 3Ly 23
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QW | My institute is committed to understanding employees’ point of views

LF3 Crdba gall Hlatdga g agdy Lingaa o i RN

QW | | feel that I’m a part of a family at my workplace

LF4 e USe AL (e s 3a ol e Llz)ps e

The institute provides a wide range of direct and indirect benefits to improve the

QW quality of employees’ lives 1 2|3 |4

- O pall Bl Ao 53 (a5 p3liall e 58 plaall Ll Sl (e Ansl 5 A sana dgrall iy

QW | The institute policies provide a safe and healthy environment for all the workforce

LF6 Aalall (5 58l ppand dpmaan 5 Al Ay sgnall il i 58 Ec e

QW | The institute applies flexible policies to provide a good work-life balance for the staff

LF7 Ol gall g Janll (a1 5 511 5 e Cllpns dgaall Gy R

QW | Top management of the institute is concerned with the staff’s needs and wants

LF8 et 5 il sall Claliialy dgeall Llall 5 0¥ ias R

QW | | believe that the institute provides equal opportunities to the workforce

LF9 Alalall (g 8l A581SEa U 5 53 gl (of e R

Demographics

D1. Gender ol
1. Male 8 1
2. Female ! 2
D2. Your age range el
1. 18-29 18-29 1
2. 30-39 30-39 2
3. 40 - 49 40 - 49 3
4. Above 50 Above 50 4
D3. Marital Status dpad il Al
1. Single el 1
2. Married T 2
3. Divorced Glha 3
4. Widowed JaJl 4
D4. Type of contract with the institute o
1. Full timer & e 1
2. Contractual per hour delud) A Jlas 2
3. Contractual per year Aaull A Jlas 3
D5. Work Position Jaall
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1. Employee (administrative, admission) (S J 5 3y (5 )) ks ga 1
2. Instructor/ lecturer alaa / e 2
3. Assistant professor KPS IV G 3
4, Associate professor & i 4
5. Professor wla S 5
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