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Abstract

Employees are the most valuable asset in any organization. A successful and highly productive business
can be achieved by improving the employee’s quality of work life. The purpose of the study was to
examine the effect of quality of work life on employee commitment in SHEMU manufacturing PLC in
Dire Dawa, Ethiopia. Both quantitative & Qualitative research approach and explanatory research
design was adopted to explain effect of independent variables on the dependent variable. The Target
population of the study is 401 employees of SHEMU manufacturing PLC the population was sub divided
in terms of their department and respondents was randomly selected from a list of population through
stratified random sampling technique The primary data was collected by structured Questioners and
analysis was made by used SPSS Software 2023 and analyzed by inferential statistics and descriptive
statistics, the secondary data was collected from source such as book, document, existing research
paper, journals & websites. The study finds that there is a significant relationship between employee
commitment and the five independent variables and to boost employee commitment, management
should focus on and improve the quality of the work life parameters (adequate income and fair
compensation, safe and healthy working condition, opportunity for carrier growth and security,
constitutionalism and social integration).
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1. Background of the Study

Work constitutes a fundamental aspect of human existence. It is not only individuals spend a
significant portion of their lives, but also it plays an indispensable role in shaping the social,
economic, and psychological dimensions of the world. The commitment and satisfaction of the
workers within this sphere garnered a substantial attention due to their far-reaching consequences
on individual and collective levels. The understanding of why people work, how they perceive their
employing organizations, and what fulfils them in their careers is a crucial inquiry. Employee
commitment is the employee's attachment to the organization and its goals. Committed employees
are more likely to be satisfied with their jobs, perform at a high level, enhanced performance,
heightened productivity and stay with the organization for a long time. Committed employees also
more likely to surpass their job requirements, displaying organizational citizenship behavior that

contributes to a positive work environment (Smith, 2020).

Quality of work life (QWL) is encompasses a variety of factors that contribute to the well-being and
satisfaction of employees at work. QWL includes factors such as compensation and benefits, career
growth and development opportunities, work-life balance, job security, physical work environment,
social relationships at work, and organizational culture. The Quality of Work Life (QWL) holds
significance both for the company and its employees. QWL encompasses deliberate efforts by
employers to establish an environment that provides employees with satisfying work experiences,
fostering loyalty and personal dedication to the company. QWL comprises both intrinsic and
extrinsic elements that contribute to employee contentment and discourage unethical behavior.
Effective QWL initiatives are associated with reduced employee dissatisfaction and increased

commitment (Maimunah I. &., 2021)

The world dynamics nature of modern-day workforce shaped a confluence factor such as rapid
technological advancements, changing socio-economic structures, and the ongoing globalization of
industries (Kacmar, 2018) Employee commitment across diverse global organizations (Babatunde,
2021) (Xing, 2019). In Africa, where industrialization and workforce expansion are prevalent, the
relationship between QWL and commitment become a central topic of investigation (Ladzani,
2020). In Ethiopia, the industrial sector continues to flourish, understanding how QWL influences

commitment is critical (Gebru, 2018) (Tamiru, 2020).

According to (Risla &. 1., 2018), QWL defined as QWL refers to the favourableness or UN

favourableness of a working atmosphere for people. It indicates to the Excellency of a relationship
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between employees and the total working atmosphere. It is concerned with increasing labor
management cooperatives to solve the problems of Improve the work of the organization and
employee commitment. Kaushik and Tonk (2008) Mentioned that QWL can be defined as the level
of interaction between employees personal and external factors and their work-related rewards,
work experiences, and work environment. According to Richard E. Walton (1973), QWL is defined
as "the extent to which employees can satisfy important personal needs through their experiences in

the organization, while at the same time achieving the organization's goals" (Walton, 1973).
1.1. Statement of the problem

The relationship between the quality of work life and worker commitment has been recognized as a
critical aspect in organizational behavior and human resource management. However, there is a
need to further explore and understand the specific effects of the quality of work life on worker
commitment, considering the evolving dynamics of the modern work environment. (Risla & Ithrees,
2018), It was explained that the two most significant and fundamental themes in today's
organizational behavior are quality of work life and employee commitment. QWL has emerged as
a major worry for both modern employees and businesses (Risla & Ithrees, 2018). The application
of QWL interventions in African organizations is limited, and knowledge of the practical strategies
that can effectively enhance worker commitment in the African context is underdeveloped.

Understanding practical, culturally sensitive approaches is essential (Ganaba, 2018).

Quality of work life (QWL) and employee commitment are two important concepts in
organizational behavior. QWL refers to the overall quality of an employee's work experience, while
employee commitment refers to the employee's attachment to and involvement in the organization.
Research shows that there is a positive relationship between QWL and employee commitments,
employees who have a high QWL are more likely to be committed to their organization (Parvar,
2013) (Sharma, 2023). There are an organization who work effectively and efficiently on the quality
of work life (QWL) for their employee but as a research gained from pilot study ,shemu soap and
detergent PLC have gap to work effectively and efficiently on the QWL to their employees.
Information is gained from pilot study in shemu soap and detergent PLC show that it has limitation

on enhancing the commitment of its employees by facilitating thing for further quality of work life.

As aresult, the goal of this study is to fill a gap on SHEMU PLC by considering QWL parameters,
as well as to examine important parameters to the effect of Work Life on employee commitment,
such as safe and healthy working conditions, adequate income and fair compensation, opportunities

for career growth and security, constitutionalism, and social integration.
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2. Literature Review

Worker commitment is the degree to which an employee is attached to and involved in their work.
Committed employees are more likely to be productive, engaged, and satisfied with their jobs. They
are also more likely to stay with their employer for a longer period of time (Risla &. L., 2018). (Lau,
Wong, & M., 2001)Explained that QWL is a comfortable workplace that promotes employee
satisfaction through rewards, job security, and career opportunities. Furthermore, Kaushik and Tonk
(2008) explain that HRQoL can be defined as the degree of interaction between employees' personal
and external factors and their rewards, work experience and work environment. AS (Parvar,
2013)describe the monitoring of employee’s views about the quality of their work and the quality
of their work life helps the employers get an idea of where improvements in an organization can be
made. The most important factors, with different goals for each organization, area structure that is
influenced by the work of employees and compensates employees for participation and input to

work processes for problem solving and decision making

On the other side of the definition, Allen and Meyer (1996) define organizational commitment as a
psychological condition that relates the criteria in the employee relationship in the organization and
the implications of the decision to remain in the organization. Meyer & Allen (1991), mention
Employee commitment includes three dimensions of emotional commitment, continuous
commitment and normative commitment. Despite their differences, all of the theories listed above
suggest that QWL can have a positive impact on worker commitment. Batvandi &Ghazavi, (2017)
explained that the quality of working life is a comprehensive program that increases employee's
satisfaction and their learning from environment leading to an increase in employee commitment.
This is because QWL can help to meet employees' basic needs, provide them with opportunities for
growth and development, and treat them fairly. According to Parsa et al., 2019 the goal of the quality
of work life is to achieve effective strategies for promoting individual and organizational
productivity. By increasing the quality of work life, employees will probably become more
committed to their organization. (Risla &. I., 2018) In their study explained that different dimensions
of Quality of Work Life O'Reilly and Chatman (1989) defines employee commitment as “an
individual's psychological attachment to an organization,” which includes engagement in work,

loyalty, and beliefs about the organization's values

The aim of the quality of work life, according to Parsa et al. 2019, is to develop successful techniques
for enhancing both individual and organizational productivity. Employee commitment to the

company will undoubtedly increase if the quality of work life is improved.
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Geda (2013) asserts that QWL and Employee commitment have a direct and advantageous link. It
implies that employee commitment is directly correlated with quality of work life. An organization's
shift in Quality of Work Life inevitably alters the commitment of Employees. It is evident that
adequate and fair pay, safe and healthy working conditions, and conditions, opportunities to use and
develop human potential, and employee commitment. Mohammadhu, K.A. and Atham GI (2018)
concluded in their study that different dimensions of the quality of working life (adequate income
and fair pay, healthy and safe working conditions, professional development and security, social
inclusion and constitutionality in work organization) have an impact on the Employees are
committed. There is a significant and positive association between constitutionalism and worker

participation.

Farid et al. (2015) concluded that among academics there is a very significant association between
quality of work life and employee engagement. This study also draws on existing literature and
suggests an improvement in HRD strategies on how the ministry and relevant universities can
improve employee engagement. And this study shows that, by QWL size, safe and healthy working
conditions have a significant positive impact on the engagement of employees in the organization.
Quality of work life (QWL) and employee commitment are two important concepts in
organizational behaviour. QWL refers to the overall quality of an employee's work experience,
while employee commitment refers to the employee's attachment to and involvement in the
organization. Research shows that there is a positive relationship between QWL and employee
commitments, employees who have a high QWL are more likely to be committed to their

organization (Parvar, 2013) (Sharma, 2023).

Mahdad, Mahdavirad and Golparvar (2011) make a study which assesses the relationship between
dimensions of Quality of Work Life with Employee commitment and its components. In the study
data were analysed by Pearson correlation coefficient and stepwise regression. As per the results
gained from of analysis, showed that there was a strong significant relation between Adequate
income and fair compensation and significant relation between Opportunity for continued growth
and security, Human progress capabilities, with three organizational dimensions of affective,

continuance and normative.

Worker commitment is the degree to which an employee is attached to and involved in their work.
Committed employees are more likely to be productive, engaged, and satisfied with their jobs. They

are also more likely to stay with their employer for a longer period of time (Risla &. 1., 2018).
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(Lau, Wong, & M., 2001)Explained that QWL is a comfortable workplace that promotes employee
satisfaction through rewards, job security, and career opportunities. Furthermore, Kaushik and Tonk
(2008) explain that HRQoL can be defined as the degree of interaction between employees' personal
and external factors and their rewards, work experience and work environment. AS (Parvar,
2013)describe the monitoring of employee’s views about the quality of their work and the quality
of their work life helps the employers get an idea of where improvements in an organization can be
made. The most important factors, with different goals for each organization, area structure that is
influenced by the work of employees and compensates employees for participation and input to

work processes for problem solving and decision making

On the other side of the definition, Allen and Meyer (1996) define organizational commitment as a
psychological condition that relates the criteria in the employee relationship in the organization and
the implications of the decision to remain in the organization. Meyer & Allen (1991), mention
Employee commitment includes three dimensions of emotional commitment, continuous

commitment and normative commitment

Despite their differences, all of the theories listed above suggest that QWL can have a positive
impact on worker commitment. Batvandi &Ghazavi, (2017) explained that the quality of working
life is a comprehensive program that increases employee's satisfaction and their learning from
environment leading to an increase in employee commitment. This is because QWL can help to
meet employees' basic needs, provide them with opportunities for growth and development, and
treat them fairly. According to Parsa et al., 2019 the goal of the quality of work life is to achieve
effective strategies for promoting individual and organizational productivity. By increasing the
quality of work life, employees will probably become more committed to their organization. (Risla
&. 1., 2018) In their study explained that different dimensions of Quality of Work Life O'Reilly and
Chatman (1989) defines employee commitment as “an individual's psychological attachment to an
organization,” which includes engagement in work, loyalty, and beliefs about the organization's
values The aim of the quality of work life, according to Parsa et al. 2019, is to develop successful
techniques for enhancing both individual and organizational productivity. Employee commitment

to the company will undoubtedly increase if the quality of work life is improved.

Geda (2013) asserts that QWL and Employee commitment have a direct and advantageous link. It
implies that employee commitment is directly correlated with quality of work life. An organization's
shift in Quality of Work Life inevitably alters the commitment of Employees. It is evident that

adequate and fair pay, safe and healthy working conditions, and conditions, opportunities to use and
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develop human potential, and employee commitment. Mohammadhu, K.A. and Atham GI (2018)
concluded in their study that different dimensions of the quality of working life (adequate income
and fair pay, healthy and safe working conditions, professional development and security, social
inclusion and constitutionality in work organization) have an impact on the Employees are
committed. There is a significant and positive association between constitutionalism and worker

participation.

Farid et al. (2015) concluded that among academics there is a very significant association between
quality of work life and employee engagement. This study also draws on existing literature and
suggests an improvement in HRD strategies on how the ministry and relevant universities can
improve employee engagement. And this study shows that, by QWL size, safe and healthy working

conditions have a significant positive impact on the engagement of employees in the organization.

Quality of work life (QWL) and employee commitment are two important concepts in
organizational behaviour. QWL refers to the overall quality of an employee's work experience,
while employee commitment refers to the employee's attachment to and involvement in the
organization. Research shows that there is a positive relationship between QWL and employee
commitments, employees who have a high QWL are more likely to be committed to their

organization (Parvar, 2013) (Sharma, 2023).

Mahdad, Mahdavirad and Golparvar (2011) make a study which assesses the relationship between
dimensions of Quality of Work Life with Employee commitment and its components. In the study
data were analysed by Pearson correlation coefficient and stepwise regression. As per the results
gained from of analysis, showed that there was a strong significant relation between Adequate
income and fair compensation and significant relation between Opportunity for continued growth
and security, Human progress capabilities, with three organizational dimensions of affective,

continuance and normative.
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Adequate Income and fair

compensation

Social integration

. Employee Commitment

Constitutionalism

Opportunity for carrier Growth and

security

Fig. 1. Conceptual framework of the study

3. Materials and Methods

This design is appropriate for this study because to evaluate the impact of quality of work life on
employee commitment. This study was focus on the employees of SHEMU soap and detergent plc.
These employees possess the relevant information needed to address the research questions, and
they are representative of the population of interest. SHEMU PLC has a total of 401 employees,
distributed across six distinct departments. Due to the large population size, it was necessary to use
stratified random sampling to select a representative sample of participants. Also stratified random
sampling was used

The researcher was utilizing both primary and secondary data sources for data collection. Primary
data was obtained through a structured questionnaire administered to selected respondents.
Furthermore, secondary data sources such as books, documents, existing research papers, journals,
publications, and websites are consulted. The raw data was analysed by using the Statistical Package
for the Social Sciences (SPSS) software 2023. The findings were presented using descriptive
statistics, with the mean utilized to describe the central tendency of the data. The multiple regression
equation for this study was derived based on the analysis of the data and the regression model.

Y =B0 +Bx1 + Bx2 + Bx3+ Bx4+............. BkXk+ei

Where, Y= EC =Employee commitment

X1= Safe and healthy working condition

X2=Adequate and fair compensation
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X3= Social integration
X4= Constitutionalism

X5= opportunity for carrier growth and security Data Analysis

4. Data Analysis and Interpretation

Analysing the data got from the field, the data was sorted, coded, and then analysed statistically
using SPSS. First, the demographic characteristics of the respondents were analysed by use of
frequencies and percentages. Simple linear regression Co-efficient analysis was used to test the
relationship among the variables and regression coefficient models to determine the extent to which
the independent variables impact on the dependent variable.

Descriptive Statistics for Demographic Variables

4.1. Response Rate

To obtain representative data, 201 questionnaires were developed and distributed to Employees of
Shemu PLC .From 201 questionnaires distributed to the respondents 192 were collected and the
analysis is done based on the valid data obtained from 192 employees of Shemu PLC. The remaining

9 questionnaires are not returned back to the researcher yet.

4.2. Demographic Characteristics of Respondents

The Demographic characteristics of the respondents are shown According to the Analysis, it
revealed that out of 192 respondents of the study, 36.5% are Female and the remaining 63.5% are
male. In regard of service year the majority of the 30.2% Repliers were 1 to 3 years, 19.3% are 3 to
5 years, 27.1under 1 year and year the majority of the 30.2% Repliers were 1 to 3 years, 19.3% are
3 to 5 years, 27.1under 1 year and23.4% are 5 years and above. In respect of Education qualification
26.6% of the respondents have First degree, 22.9 % have college diploma, 47.9% of the repliers are
Grade 10/12 completed and 2.6 % have second degree and above.

Table 1:- Descriptive Statics

Variables N Mean Std Deviation
Employee commitment 192 2.40 0.55
Safe and healthy working condition 192 2.08 0.62
Social integration 192 2.19 0.92
Constitutionalism 192 2.09 0.82
Adequate income and fair compensation 192 2 0.97
Opportunity for carrier growth and security 192 2 0.73

Source own survey 2023

The Above table 1 show that Adequate income and fair compensation has a mean of 2 and standard
deviation of 0.97, Safe and healthy working conditions has a mean of 2.08 and standard deviation

of 0.62, Opportunity for carrier growth and security has a mean of 2 and standard deviation of 0.73,
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Social Integration has a mean of 2.19 with standard deviation of 0.92 and Constitutionalism has a
mean of 2.09 and standard deviation of 0.82. The dependent variable (Employee Commitment) has
a mean of 2.40 and standard deviation of 0.55 as we know the standard deviation is a measure of
the spread or dispersion of the data points around the mean. While mean is a measure of central
tendency. It represents the average or typical values for a variable. The mean tell us most of the
respondent answer is “disagree

Table 2 above illustrates the strong and appositive Correlation effect between the dependent and
independent variables. The model synopsis displays Employee commitment can be explained by the
independent variables Quality of Work Life dimensions such as safe and healthy working
conditions, opportunity for career growth and security, social integration, and constitutionalism by

71.6%, according to the R Square of 0.716. Nevertheless, this study left 28.4% of the variance

Table 2. Correlation analysis

Sah Adq Si Co ocgs  ec
Sah  Pearson Correlation 1 528" 076 369" 408" .524™
Sig. (2-tailed) .000 295 .000  .000 .000
N 192 192 192 192 192 192
Adq Pearson Correlation 528" 1 -011 .701™ 497" .804™
Sig. (2-tailed) .000 878 .000  .000 .000
N 192 192 192 192 192 192
Si Pearson Correlation .076 -.011 1 021  -003 .169
Sig. (2-tailed) 295 878 773 970 019
N 192 192 192 192 192 192
Co  Pearson Correlation 369" 7017021 1 643 6717
Sig. (2-tailed) .000 .000 173 .000 .000
N 192 192 192 192 192 192
Ocgs Pearson Correlation 408" 4977 -.003 .643™ 1 540"
Sig. (2-tailed) .000 .000 970 .000 .000
N 192 192 192 192 192 192
Ec  Pearson Correlation 524" 804 169" 6717 540 1
Sig. (2-tailed) .000 .000 .019 .000  .000
N 192 192 192 192 192 192
**, Correlation is significant at the 0.01 level (2-tailed).

Survey data 2023
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The above table is show that all independent variables has significant relationship with dependent
variable (employee commitment). unexplained. Additionally, the correlation coefficient between

the independent and dependent variables is shown by the adjusted R square value.

Table 3 ANOVA Fit model
Model Sum of Squares Difference Mean Square F Sig.
1 Regression  41.743 5 8.349 93.728 .000b
Residual 16.568 186 0.089
Total 58.311 191

a. Dependent Variable: EC
b. Predictors :( Constant), AIFC, SHWC, OCGS, CO and SI.
Sources: - Survey Data 2023

ANOVA model fit

To determine the significance of the outcome, it is crucial to look at the ANOVA. The ANOVA
model result for this study has a statistical significance value of 0.000.This suggests that there is a
good chance that the independent variable quality of work life will be able to predict the dependent
variable, which is employee commitment. As we seen the above table show that since the sig value
is 0.000, there is a statistically significant correlation between the dependent and independent
variables at the 1% significant level, indicating that the independent variables are AIFC, SHWC,
OCGS, Co, and SI. However, because there is heterogeneity in the impact of Quality of work life
dimensions on Employee commitment, not all Quality of work life dimensions have an equal

association with Employee commitment, according to the results of multivariate analysis.

4.3. Regression Coefficient

According to Table 4 the greatest beta coefficient for adequate income and fair remuneration was
0.602, which is consistent with a t statistic of 10.004. This means that this dimension of QWL makes
the strongest effect in the dependent variable Employee commitment the beta value for social
integration was the second highest, which is 0.166 with t-value of 4.212 followed by
constitutionalism with beta coefficient of 0.137 and t statistic of 2.175 The beta value for safe and
health working condition was 0.096 and t statistic 2.029. The last one opportunity for carrier growth
and security with beta value 0.115 and t statistic 2.177 this shows that all quality of work life

parameters have a strong influence on employee engagement.
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Table 4. Beta coefficient of quality of work life on employee commitment

Model Unstandardized Coefficients Standardized T Sig.
Coefficients
B Std. Error Beta

1 (Constant) 966 .096 10.094 .000
SHWC .085 .042 .096 2.029 .044
AIFC 340 .034 .602 10.004 .000
SI .099 .023 .166 4212 .000
CO .092 .042 137 2.175 .031
OCGS .086 .039 115 2.177 .031

Sources: - Survey Data 2023

Therefore, the model has been summarized in the following manner by using the outputs of SPSS
regression coefficients:

Y=B0+B1X1+B2X2+B3X3+B4X4+.......... BKXK+ &i

EC =0.966 +0.85X1+ 0.340X2+ 0.099X3+ 0.092X4+0.086X5

5. Summary of findings

As shown in the table 1 demonstrates that from all-out 192 respondents of the investigation, 63.5%
is male and the rest 36.5% is female. Subsequently, the researcher reasoned that the dominant parts
of the respondents are female. In the service year, from the respondents 30.2% of them are in the
scope of 1 to 3 years, trailed by 27.1% for the scope of under one year, 23.4% for the reach of 5
years and above & 19.3 % for the reach of 5 to 7 years. This indicates that the vast majority of the
respondents are 1 to 3 years work insight into the organization. According to the Working field,
74% of the respondents presently working in the organization are under production helper & security
department, 7.3% under lower, middle and lower management also the same amount 7.3%
production and warehouse supervisor,6.3% are finance and HR department,4.2% from quality
controller department Whereas 1% of them are from maintenance department Therefore, the
Majority of the respondents are working in the production helper and security department
Subsequently, many of the respondents are grade 10/12 completed which are 47.4%, followed by
26% of first degree holder ,24% had college diploma and 2.6 % have second degree and above

According to the result of the correlation summary table the significance for each of them has been
tested and there is a positive relationship between the dimensions quality of work life parameters
and employee commitment or there is significant relationship between dependent and independent
variable while independent variable SI has insignificant relationship with AIFC, OCG & CO also
the reliability of each variable has been tested and Cronbach alpha for each variables are 0.7 and

above which is acceptable.
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According to the regression study, employee commitment is positively and significantly impacted
by appropriate income and fair compensation, with a coefficient value of 0.602. Employee
commitment is also positively and significantly impacted by constitutionalism (coefficient value
0.137), opportunity for carrier growth, and security (coefficient value 0.115). Additionally,
according to this data, social integration and safe and healthy working conditions both significantly
and favourably affect employee commitment, which has a coefficient value of 0.166 and 0.096
respectively. The results show that every variable significantly and positively affects employee

commitment.

The result of the model summary bare that a linear combination of all the independent variables
considered under this study predicts (R2=71.6%) of the variance in the independent variables and
the ANOVA result indicated that, the values of R and R2 gained under the model summary part was
statistically significant at (F=93.728), the Result show us how much the independent variable can

describe the dependent variable employee commitment

5. Conclusions

The research was done in Shemu plc. Which is located in Ethiopia east region Dire Dawa the
research was done to investigate the effect of quality of work life parameters on employee
commitment since by pilot study there was a gap on employee commitment due to this reason there
was a high turnover rate? The primary goal of the study is to look into how employee commitment
is affected by the quality of work life. Consequently, the researcher has arrived at the following

conclusions based on the study's findings

According to the respondents' demographic profile, the majority of respondent s63.5 percent is
female and works in the department of production helper and security department The information
gathered showed that a large number of Shemu plc Company workers grade 10/12 completed are
more than degree holder, college diploma and secondary degree and above and have one to three
years of experience in the company. The correlation analysis shows that the independent variables
(adequate income and fair compensation, safe and healthy working condition, opportunity for carrier
growth and security, constitutionalism and social integration) have significant relationship with

dependent variable employee commitment.

6. Recommendations

Consequently, based on the research findings and analysis made by using the data collected from

the respondents the researcher the following remarks concerning the effect of quality of work life
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on employee commitment the following recommendation are forwarded based on the research
finding there is a gap on employee commitment on Shemu plc. The researcher prioritized his
recommendations classification of the five dimensions according to their importance and their

positive strength with the participation of employee

Adequate income and fair compensation have the strongest and most positive significant
relationship with employee commitment in the case of Shemu Company. Even so, the company has
its own pay and benefit schedule, and the study found some disparities in income and issues with
compensation. The organization has a weakness of providing sufficient benefits and rewards for
those employees with the best performance. The interval of salary revision should also be
reconsidered by the organization which should inline goes with inflation and other socioeconomic
factors. Safe and healthy working condition is the other dimension of quality of work life which has
positive and significant relationship with employee commitment. As it has been demonstrated in the
finding of the study, it has a positive significant relationship with employee commitment. The
organization can mitigate the situation by availing accommodate and enabling working facilities. It

should also provide safety materials based on the need of the employees’ respective tasks.

The dimension out of the five that positively and significantly relates to employee commitment is
opportunity for carrier growth and security. Based on the results of the need assessment, the
company should implement a variety of strategies to support staff career development programs,
either internally or through outsourcing. During this procedure, the ability, expertise, and
Employees' conduct would be more professional, and they would be prepared and qualified for
better jobs and advancements in one's career. Consequently, the company can present itself in an

appealing way .by fostering an environment where employees can freely pursue their careers.

Constitutionalism is the other dimension of quality of work life that, according to the study, has a
positive significant effect on employee commitment. Although it continues to have an impact on
employee commitment. The company needs to revaluate its ethics, values, and concepts, rules, bi-
laws, and other crucial documents that specify the overall operating and all employees are should

be treated equally without discriminating their gender age and status.

Additionally, social integration is the fifth dimension of work-life quality and has a positive
correlation with employee commitment. The organization should decide on resolution. Establishing
a familial atmosphere within the workforce may enhance their feeling of inclusion within the

company. One way to improve employee relationships is to set up social committees and arrange
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get-together programs that encourage employees to meet each other at social gatherings outside of

work

Finally the study is restricted to the five aspects of work-life quality and how they affect employee
commitment. There exist additional dimensions that are not included in the study for example (work
and total life space, employee engagement and job satisfaction), despite their noteworthy influence
on employee commitment. Consequently, this research can be used as an entry point for additional
research in the future that concentrates on the other aspects not covered by this one and it is very
important to the industry to solve the problem that decrease the commitment of the employees and

increase the productivity of the company
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