
Arabian Journal of Business and Management Review (Nigerian Chapter) Vol. 1, No. 3, 2013 

22 
 

SURVEYING THE RELATIONSHIP BETWEEN QUALITY OF WORK 
LIFE  COMPONENTS AND COUNTERPRODUCTIVE BEHAVIOR IN 

ARDABIL  PROVINCE OF MELLAT BANK EMPLOYEES 
 

Davood Masoomzadeh 
Department of Management, Germi Branch, Islamic Azad University, Gemri, Iran 

Mohammad Feizi (PhD) 1 
Department of Management, Meshkin Branch, Islamic Azad University, Meshkin, Iran 

Hossein  Alipour (PhD) 
Department of Management, Khalkhal Branch, Islamic Azad University, Khalkhal, Iran 

 
 
Abstract 
The nature of this study is correlation. We determined the amount of the sample size with the 
used of Cochran sampling method which the statistical sample is 163 of these bank 
employees which have been selected through the simple random sampling method. To 
gathering of data, we used a two questionnaires. In order to analyze the data resulted from 
collected questionnaires deductive and descriptive statistical methods are used, and to display 
some statistical data we used column diagram and in deductive level to test the hypothesis of 
the research we used Spearman correlation coefficients and Freedman Test. The results show 
that improving quality of working life of employees in Mellat bank Ardabil decreases 
counterproductive behavior. Also, The results show that increasing in fair and appropriate 
compensation, work conditions, chance of growth and security, constitutionalism, use and 
development of capacities, social integration in the organization causes to decreases 
counterproductive behavior. 
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INTRODUCTION  
Quality of work life can be defined as the environment at the work place provided to the 
people on the job. QWL programs is the another dimension in which employers has the 
responsibility to provide congenial environment i.e excellent working conditions where 
people can perform excellent work also their health as well as economic health of the 
organization is also met. The quality of personal life is always reflected in professional life 
and vice versa. Now a day to retain the employees in the organization providing healthy 
QWL is the key factor. In earlier times QWL means only job enrichment. In addition to 
improving the work system, QWL programs usually emphasize on development of employee 
skills, the reduction of occupational stress and the development of more co-operative labor-
management relations (Damirchi & Feizi, 2012). 
Quality of Work Life (QWL) is the favorableness or un-favorableness of the job 
environment. Its purpose is to develop jobs and working conditions that are excellent for both 
the employees and the organization. One of the ways of accomplishing QWL is through job 
design. Some of the options available for improving job design are:  
 Leave the job as is but employ only people who like the rigid environment or routine 

work. Some people do enjoy the security and task support of these kinds of jobs.  
 Leave the job as is, but pay the employees more.  
 Mechanize and automate the routine jobs.  
 And the area that OD loves - redesign the job (Damirchi & Feizi, 2012).  

                                                        
1 Correspondence another: PhD In Public Administration +989141550612 
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When redesigning jobs there are two spectrums to follow - job enlargement and job 
enrichment. Job enlargement adds a more variety of tasks and duties to the job so that it is not 
as monotonous. This takes in the breadth of the job. That is, the number of different tasks that 
an employee performs. This can also be accomplished by job rotation.  
Job enrichment, on the other hand, adds additional motivators. It adds depth to the job - more 
control, responsibility, and discretion to how the job is performed. This gives higher order 
needs to the employee, as opposed to job enlargement which simply gives more variety. 
Cunningham &  Eberle (1990) the chart below  illustrates the differences:  
Fig 1. Job Enrichment and Job Performance 
 
 
 
 
 
 
 
The benefits of enriching jobs include:  

 Growth of the individual  
 Individuals have better job satisfaction  
 Self-actualization of the individual  
 Better employee performance for the organization  
 Organization gets intrinsically motivated employees  
 Less absenteeism, turnover, and grievances for the organization  
 Full use of human resources for society  
 Society gains more effective organizations  

There are a variety of methods for improving job enrichment:  
 Skill Variety: Perform different tasks that require different skill. This differs from 

job enlargement which might require the employee to perform more tasks, but 
require the same set of skills.  

 Task Identity: Create or perform a complete piece of work. This gives a sense of 
completion and responsibility for the product.  

 Task Significant: This is the amount of impact that the work has on other people as 
the employee perceives.  

 Autonomy: This gives employees discretion and control over job related decisions.  
 Feedback: Information that tells workers how well they are performing. It can come 

directly from the job (task feedback) or verbally form someone else (Hackman and 
Oldham, 1975) 

Walton (1973) gives us a model of analysis of important experiments on QWL and considers 
eight conceptual categories that include factors of motivation summarized as follow: (Cyrillo 
and Adriano, 2006) 
Table 1 – Conceptual categories in Quality of Working Life – QWL2 

Criteria Indicators of QWL 
Fair and appropriate 
compensation 
 

−Internal and external fairness 
−Justice in the compensation 
−Allotment of productivity profits 
−Proportionality between wages 

Work conditions  −Reasonable hours of working 
                                                        
2 Source: Walton apud Fernandes (1996) 
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 −Safe and healthful physical environment 
−Absence of unhealthy 

Use and development of 
capacities 
 

−Autonomy 
−Relative self-control 
−Multiple qualities 
−Information on the total process 

Chance of growth and 
security 
 

−Possibility of career 
−Personal growth 
−Perspective of wage advance 
−Job Security 

Social integration in the 
organization 
 

−Absence of prejudice 
−Equality 
−Mobility 
−Relationship 
−Communitarian sense 

Constitutionalism  −Rights of protection to the worker 
−Personal privacy 
−Labor laws 
−Freedom of expression 
−Impartial treatment 

Work and the total space 
of life 

−Balanced paper in the work 
−Stability of schedules 
−Few geographic changes 
−Time for leisure of the family 

Social relevance of the 
work in the life 
 

−Image of the company 
−Social responsibility of the company 
−Responsibility for the products 
−Job practices 

 
Counterproductive work behavior (CWB) is employee behavior that goes against the goals of 
an organization (Sackett & et al, 2006). These behaviors can be intentional or unintentional 
and result from a wide range of underlying causes and motivations. It has been proposed that 
a person-by-environment interaction can be utilized to explain a variety of counterproductive 
behaviors (Fox & Spector, 1999). An other words, Counterproductive behaviors are those 
behaviors that tend to work against one's success in an organization. They may be mild or 
severe, chronic or acute. The role of the manager is to notice the behavior and proactively 
respond to it as soon as possible. If the person behaving negatively is your employee, letting 
these behaviors fester can damage your reputation and that of your employee. 
What are some examples of counterproductive behavior in the workplace? 

 Bullying 
 Back-stabbing 
 Shouting 
 Acting out 
 Showing favoritism 
 Ostracizing someone 
 Displaying negativity 

 Stirring the pot 
 Rumor spreading 
 Taking advantage of someone 
 Not listening 
 Complaining 
 Withdrawing 
 Not getting along with people 

Unfortunately, most counterproductive behavior could be labeled as "immature" behavior as 
well. Often people who display counterproductive behavior are intelligent and competent, but 
fall back on old patterns without thinking. They may lack emotional intelligence and 
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maturity. They may have come from a family where these types of behaviors were common, 
or from a work environment where high school-like behavior was tolerated. Perhaps there is 
an underlying personal problem and these behaviors are employed as a coping mechanism. 
Whatever the reason, the manager's role is to notice it, provide feedback, and set appropriate 
limits to extinguish the behavior as soon as possible. 
Counterproductive behavior (from the organization's perspective) includes aggression, 
hostility, sabotage, theft, violence, and withholding of output. It has been referred to by 
various authors/researchers as antisocial, counterproductive, deviance, and organizational 
aggression. The common thread is that these behaviors are committed by employees and they 
hurt their employers. In some circumstances, various forms of behavior (e.g., sabotage or 
theft) can have the same goal and purpose of retaliating against the employer for real or 
imagined injustices. In other cases, different behaviors can be committed for different 
reasons. For example, theft can be committed out of real need by a low paid employee with a 
sick child, or to restore equity by an employee who has lost a benefit. Thus the 
counterproductive concept is useful as a way to classify a variety of actions, but it should not 
be considered a unitary construct. (Spector, 2002). Theoretically, counterproductive behavior 
can be seen as a form of adaptation, which suggests that such behavior represents a cathartic 
means of adjusting to, or restoring control over, a frustrating or is satisfying job (Bennett & 
Robinson, 2003). The meta-analysis is by Colquitt, Conlon, Wesson, Porter, and Ng (2001) 
showed that different justice perceptions (e.g., distributive and procedural justice) were 
related uniquely to variables of interest in this study such job satisfaction and CPBs (a set of 
behaviors they called negative reactions that included employee theft and retaliatory 
behaviors). 
Generally, there are two kinds of Counterproductive behaviors interpersonal and 
organizational behavior. organizational Counterproductive are behavior (Personality 
deviations (vandalism, theft) and deviations from production (waste of resources, abuse of 
objects). interpersonal Counterproductive behavior are the political distortions (spreading 
rumors, rude and naughty) and Interpersonal aggression (harass, abuse off), (Colquitt & et al, 
2010) 
The main purpose this study is determine the relationship between quality of work life 
components and counterproductive behavior. And we have tried to answer this question: “are 
there relationship between quality of work life components and counterproductive behavior 
in Ardabil  province of Mellat Bank employees? 
 
RESEARCH HYPOTHESIS 
In this paper we have two main hypothesis and eight secondary hypothesis. The statistical 
way of analysis of hypotheses is two ways, H1 is acceptance of hypothesis and H0 is rejecting 
of hypothesis. In other words, it means that H1 has positive meaning and H0 has negative 
meaning.  

1- There is a relationship between QWL and counterproductive behavior 
1-1 There is a relationship between Fair and appropriate compensation and 

counterproductive behavior 
2-1 There is a relationship between work conditions and counterproductive behavior 
3-1 There is a relationship between use and development of capacities and 

counterproductive behavior 
4-1 There is a relationship between chance of growth and security and counterproductive 

behavior 
5-1 There is a relationship between Social integration in the organization and 

counterproductive behavior 
6-1 There is a relationship between constitutionalism and counterproductive behavior 
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7-1 There is a relationship between work and the total space of lifeand counterproductive 
behavior 

8-1 There is a relationship between social relevance of the work in the life and 
counterproductive behavior 

2- Components of quality of work life from the perspective of bank employees do not have 
the same importance and priority 

 
METHODOLOGY  
The nature of this study is correlation. We determined the amount of the sample size with the 
used of Cochran sampling method which the statistical sample is 163 of these bank 
employees which have been selected through the simple random sampling method. To 
gathering of data, we used a two questionnaires. QWL Questionnaire, a 35 item scale 
according to Walton (1996) theory, and counterproductive behavior questionnaire, a 11 item 
according to Colquitt (2010) theory, all the reliability and validity of measures has examined. 
Questionnaires reliability was estimated by calculating Cronbach’s Alpha via SPSS software 
that is shown in the table 2. 
Table2. Results of questionnaires reliability from SPSS software 

Variables Cronbach's Alpha 
QWL 0.92 
Counterproductive Behavior 0.86 

 
In order to analyze the data resulted from collected questionnaires deductive and descriptive 
statistical methods are used, and to display some statistical data we used column diagram and 
in deductive level to test the hypothesis of the research we used Spearman correlation 
coefficients and Freedman Test. The analysis has performed with SPSS. 
 
ANALYSIS AND CONCLUSION 
Table 3, which present the correlations of each hypothesis. The results show that quality of 
work life and their dimensions are all significantly and related with counterproductive 
behavior. Strong negative correlation was found between Constitutionalism and 
counterproductive behavior (r= -0/511 and Sig =0.002). And weakness correlation was found 
relationship between fair and appropriate compensation and counterproductive behavior (r= -
0/016 and Sig =0.841). 
Table 3- Pearson’s correlation coefficients and t-test of variables 

Independent Variables dépend
ent 

Variabl
e 

n Pearson 
Correlati

on 

Level 
of sig. Results   

QWL CPB 160 -0.442 0.003 H1 
Fair and appropriate compensation CPB 160 -0.016 0. 841 H0 
Work conditions CPB 160 -0.303 0.039 H1 
Use and development of capacities CPB 160 -0.412 0.003 H1 
Chance of growth and security CPB 160 -0.482 0.002 H1 
Social integration in the organization CPB 160 -0.368 0.012 H1 
Constitutionalism CPB 160 -0.511 0.002 H1 
Work and the total space of life  CPB 160 -0.085 0.285 H0 
Social relevance of the work in the life CPB 160 -0.342 0.022 H1 
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The second main Hypothesis was; Components of quality of work life from the perspective of 
bank employees do not have the same importance and priority. This Hypothesis analysis with 
Freedman Test. The table 4 shows the results. 
Table 4, the result of  Freedman Test 

Statistics Value 
n 160 
Coefficient 262.05 
F 7 
Sig 0.001 

 
Findings show that Friedman significant test results in level of 99% is less than 0.001 
(p=0.0001<0.01), The null hypothesis was rejected and research hypothesis accepted.  
Components of quality of work life from the perspective of bank employees do not have the 
same importance and priority  
Table 4 shows The average group of each component of the quality of working life 
Table 4, average group of each component of the quality of working life 

Mean Items 
3.07 Fair and appropriate compensation 
4.31 Work conditions 
5.60 Use and development of capacities 
4.75 Chance of growth and security 
4.99 Social integration in the organization 
4.36 Constitutionalism 
2.75 Work and the total space of life  
6.16 Social relevance of the work in the life 

 
According to the above tables Component of QWL, Social relevance of the work in the life 
have the most importance and priority in employees QWL (with mean of 6.16). And Work 
and the total space of life have the lost importance in employees QWL (with mean of 2.75). 
The results show that improving quality of working life of employees in Mellat bank Ardabil 
decreases counterproductive behavior. Also, The results show that increasing in fair and 
appropriate compensation, work conditions, chance of growth and security, constitutionalism, 
use and development of capacities, social integration in the organization causes to decreases 
counterproductive behavior. 
According to research results, we suggest that: 

1. Managers  should avoid discrimination between employees. 
2. Managers  should give respect  to employees’ ideas and initiatives 
3. Provide safety and protection tools of individual and collective. 
4. provide an ideal environment for staff to work in minimum fatigue  
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