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ABSTRACT 

The study sought to find out the influence of organisational learning and employees creativity on 

the quality of work life among employees in Ghanaian organisations. The design of the study was 

a sequential explanatory mixed research design. The populations consisted of all employees in 

Ghanaian organisations. Samples were drawn from lecturers in University of Cape Coast, 

Educational Foundations Department, nurses from University of Cape Coast hospital, staff from 

Vodafone Ghana, Ghana post office, Ghana commercial bank, high street branch and staff from 

Global Brigade NGO. The respondents consisted of both female and male employees who had at 

least a minimum of a Higher National Diploma degree. A stratified, simple random (balloting) and 

convenience sampling procedures were used. A questionnaire measuring creativity, learning 

opportunity, quality of work life, stress risk and work demands were administered to the 

respondents. Data was analysed using Pearson Product-Moment correlation coefficient, standard 

multiple regression analysis and hierarchical multiple regression analysis. Interview guide was 

developed based on the outcome of the study for further probing. A significant positive relationship 

was observed between the variables, (which are perceived creativity, perceived quality of work 

life, perceived organisational learning, perceived stress risk and perceived work demands). 

Creativity and learning was found to have a significant positive relationship with employees’ 

QWL. Learning at the organisational level was found to predict a significant portion of the variance 

in QWL than at the individual and team level. Furthermore, out of the various moderators 

proposed, only sex could not significantly moderate the relationship between learning and QWL. 

The relationship between creativity and QWL on the other hand was moderated by all the proposed 

moderators. The outcome of the study was discussed and recommendations made accordingly. 
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CHAPTER ONE 

INTRODUCTION 

1.1 Background of the study 

The world is evolving and encountering unending changes, organisations as an open system are 

not exempted from these changes. Drucker (1999) rightly pointed out that business and 

technological changes are threatening organisational sustainability in the modern world and 

managers are facing many challenges as a result of these changes. Organisations are continually 

encountering competitive pressures and are forced to review and come up with new techniques in 

an era dominated by globalisation and dynamism. Consequently, contemporary organisations seem 

to be witnessing dramatic changes in their overall approaches to business. In the midst of the 

seemingly rugged business terrain, creativity and innovation are considered to be key factors for 

survival, success and excellence (Santos-Vijande & Alvarez-Gonzalez, 2007). Scholars do agree 

that one way to ensure the development of these all important assets, human resource, is to create 

an environment supportive of learning and creativity. This implies that in order to survive and 

grow in this turbulent environment, organisations need to create work environments that will equip 

and enhance employees’ ability and willingness to drive the organisation to achieve its goals 

(Gupta & Chaudhary, 2012). 

According to Landey and Coute (2004), when Weber (1947) developed his theory of bureaucracy, 

he sought to depict a structured work environment necessary to achieve maximum effectiveness 

and success. However, because his model of organisation was associated with rigidity and 

irrational use of rules and procedures, it has been heavily criticized and negatively associated with 

creativity, one vital consideration as far as solutions to modern organisational problems is 
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concerned. Weber’s theory has therefore been challenged in favour of the contingency theory 

which asserted that there is no single best way to design organisational structures. The best way of 

engineering an organisation, is, however, based on, or contingent upon the internal and external 

situation of the company. With respect to organisational design, the contingency approach adjusts 

the design of the company to the sources of environmental uncertainties the organisation faces. 

The idea is to design an organisational structure that is flexible and hence can handle and adapt to 

uncertainties in the environment effectively and efficiently (Donaldson, 2001).  

Again, Agrell and Gustafson (1994) cited in Rasulzada (2007) have criticized the atmosphere in a 

structured work environment to be conservative, where new and different ideas are perceived as 

threat to the existing status quo. Although bureaucratic culture focuses on achieving success 

through structure, the rapid change, globalisation, technological advancement, foreign competition 

and several other variables that are so characteristic of the modern business scene make it next to 

impossible for organisations to survive by imposing orders and creating high levels of structure at 

the cost of organisational creativity (Rasulzada, 2007) and learning. Although this is not a recent 

development, the pace has accelerated hence the need to focus more research into learning and 

creativity in the work settings to come up with more and new ideas that could help organisations 

meet the demands of the environment.   

Critics have observed that the classical design does not give adequate attention to quality of 

working life, which often lead to the development of many difficulties. There have been 

observations of excessive division of labour and over dependence on rules, procedures and 

hierarchy deeply inherent in the design. For example, Aruns (2006) asserted that many specialised 

workers are often so deskilled that they lose pride in their work, and this is as a result of the routine 

and consistent nature of their job which demands the same skills all day. They therefore tend to do 
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the same job and apply the same skills each day to accomplish their task. The result has been high 

turnover and absenteeism, which have all, one way or the other, culminated in the decline of 

organisations’ growth and development. Research is continually revealing that most employees 

today, have a strong need for self-esteem, sense of belongings, high motivation and senses of 

growth and development. Without these factors being present at the work place most employees 

become detached, alienated, stagnant and at times even destructive. Although these can be 

achieved through employees’ relations and interactions and other factors in the organisation, it has 

been observed that in general, employees feel this is usually because of poor quality of work life 

(Aruns, 2006). 

Quality of Work Life was the term actually introduced in the late 1960’s. Kiriago and Bwisa (2013, 

pp. 291) indicated that “From that period till now the term is gaining more and more importance 

at the work place”. According to Walton (1985), quality of work life is the degree of psychological 

and physical comfort employees possess and feel as they execute their task in the organisation. 

Rethinam and Ismail (2008) defined QWL as the effectiveness of work environment that transmit 

to the meaningful organisational and personal needs in shaping the values of the employees that 

support and promote better health and well-being, job security, job satisfaction, competency 

development and balance between work and non-work life. Kashani (2012), also defined QWL as 

a philosophy or a set of principles, which holds that people are trustworthy, responsible and 

capable of making a valuable contribution to their organisation. Furthermore, Cummings and 

Worley (2005) asserted that QWL reflect the way of thinking about people, work and organisation 

involving a concern for employees’ wellbeing and organisational effectiveness. Arguing from the 

perspectives of Lawler (2005), this implies that prosperity and survival of organisations can be 

influenced by the way employees are treated. 
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Lal (1994) cited in Aruns (2006) asserted that quality of work life involves making the work 

environment convenient and a congenial place for the worker to work in. Thus quality of working 

life produces more humanized jobs for employees. The basic assumption of creating a humanized 

work for employees, according to Aruns, is that it is most advantageous when it provides a “best 

fit” among workers, jobs, technology and the environment. Furthermore, the rationale for 

considering quality of work life in designing jobs is to come up with excellent jobs for employees 

as well as production, with the aim of ensuring employees’ wellbeing. High quality of work life 

therefore, enables organisations to maximize their unique and diverse skills, and potentials of each 

employee (Aruns, 2006). It aims to serve the higher order needs of workers as well as their basic 

needs, bring out the higher skills of workers and also provide an encouraging work environment 

that supports the enhancement of employees’ skills. 

Furthermore, Rasulzada (2007) indicated that paying attention to employees wellbeing, and in that 

case, quality of work life (QWL), is crucial because of its ability to influence employees’ attitudes, 

behaviour, decision making and interaction with colleagues, and also, its ability to spill over to 

their family and social life. For instance, psychologically healthy individuals have been found to 

experience warm and trusting relationships, feel that they are developing as individuals, have a 

purpose in their lives, feel that they can shape the world around them to meet their needs, and feel 

capable to direct their actions from internal standards (Çeçen & Cenkseven, 2007). In addition, 

individuals who experience high well-being, tend to be superior decision makers, demonstrate well 

interpersonal behaviour and receive higher overall performance ratings (Wright & Cropanzanbo, 

2004). Also, according to Warr (1990), employees who are satisfied with their lives and aspect of 

their work have been found to be more co-operative and helpful to their colleagues, more punctual, 

report fewer sick days and remain employed for longer period than more dissatisfied employees.  
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The review of literature on the definitions of QWL reveals some common variables such as the 

improvement of work environment and the treatment of employees to ensure their physical and 

psychological (mental) wellbeing as well as the economic health of the organisation. In view of 

this, organisations are expected to treat their employees in ways that would invoke their 

organisational commitments and loyalty.  

This study on the other hand focused on QWL as employees’ perceptions to which the 

organisational environment meets the full range of their needs for their psychological wellbeing at 

work. 

In spite of its relevance, the psychological wellbeing of employees may be at risk, especially in 

this contemporary world of work where the need arises for organisations to adapt to the numerous 

changes they encounter as a result of globalisation and technological advancement, a more focus 

on customers’ services and the likes (Kinnunen, Geurts & Mauno, 2004). If these changes are not 

dealt with, employees are likely to experience a lack of wellbeing, and negative stress, hence a 

perceived low quality of work life. Keyes, Hysom and Lupo (2000) explained employees’ 

psychological wellbeing as their perception and assessment of the quality work of life and the 

quality of their psychological and social functioning.  

Rasulzada (2007) citing Karesek and Theorell (1990) indicated that many of the dimensions that 

work to enhance organisational creativity had been found to relate with conditions necessary for 

the psychological well-being of employees. For example, dimension such as challenge, freedom, 

autonomy and low levels of conflict are essential to harness the psychological well-being of 

employees. In this case, when an individual experiences less opportunity to influence decision, 

less freedom in his or her work, and less control in situations where he or she encounters high 
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workload, stress is likely to be experienced, as a consequence, commitment and participation may 

decline and employees might no longer see their work as meaningful. Rasulzada (2007), in his 

study on creativity and psychological wellbeing, found that creativity and innovation in the 

organisation are means to improve employees’ psychological wellbeing. According to him, it is 

vital to increase organisational creativity and a climate for creativity not just to attain a competitive 

value and remain attractive in the market, but also for the individual to achieve a better 

psychological well-being. 

Shalley, Zhou, and Oldham (2004) indicated that creativity is a core competence for contemporary 

organisations that encounter changing consumer demands and ever-increasing performance 

standards because of globalisation, and rapid technology changes. Therefore, considering 

organisations quest to adapt and react to the constant changes facing the work environment, 

creativity is seen as a necessary condition for development (Runco, 2004). Zhou and Shalley 

(2003) highlighted in their study that where creativity is encouraged, it serves as a motivation tool 

that increases employees’ tendency to be curious, cognitively flexible, risk taking and persistent 

in the face of barriers. Creative individuals are thought to be happier, more committed and often 

strive to achieve self-actualization (Csikszentmihayi, 1997). Presently, creativity is no longer 

regarded as an innate quality that only a small number of individuals possess (Amabile, Conti, 

Coon, Lazenby, & Herron, 1996). Rather, it is increasingly seen as a competence that can be 

improved or developed in most individuals through adequate experience and training (Scott, 

Leritz, & Mumford, 2004). Although individual dispositions such as motivation and problem-

solving style account for substantial variation in individual creativity, organisational context also 

has significant potential to cultivate creativity (Amabile et al., 1996).  



7 
 

The above literature reviewed depicts a relationship between creativity and psychological well-

being, literature is very scarce in this field, and no study exist on the impact of creativity on 

employees quality of work life (Carr, 2005) and more especially in the Ghanaian context. In view 

of this, the present study expected to find a significant influence of creativity on employees’ quality 

of work life in Ghanaian organizations. Furthermore, focusing on Keyes, Hysom and Lupo’s 

definition of psychological wellbeing, it could be assumed that if creativity correlates positively 

with employees psychological wellbeing (Scottish Executive Social Research, 2005), then it is 

also expected to positively correlate with employees’ quality of work life. The present study sought 

to investigate this assertion. 

According to Kelley and Littman (2001) organisational creativity is hand in hand with 

organisational learning. From their perspective, organisational culture and a climate supporting 

openness and creativity are vital preconditions for a successful learning and innovation. Therefore 

where there is a demand for deep and more personalised learning, there is a demand for creativity. 

This implies that a work environment that requires and supports the acquisition and transfer of 

acquired knowledge, is more likely to demand and support creativity.  

Learning is undoubtedly a core concept of human resource development which focuses on various 

techniques for developing employees of an organisation that are knowledge management, learning 

organisations, training and development, management development and others. Organisational 

learning has been defined by Miller (1996) as the knowledge acquisition made by actors 

(individual and groups) when it can and are available to apply it in decision making process, or 

use to influence others within the organisation. Learning takes place in the organisation at the 

individual, team and organisational level. 
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Individuals make teams and teams are the building blocks of any organisation. It is an undeniable 

fact that every organisation needs individuals to put their best for making it successful, but more 

important is continuous learning of these individuals. These individuals are the employees of an 

organisation that accelerate the process of learning, and holistically an organisation grows. 

Individuals, who do not learn or acquire new skills according to dynamic business scenarios, 

ultimately prove to be a poor performer and burden on organisational resources (Pak, 2007). In the 

present world of hyper competition, those organisations who do not learn, adapt, or change their 

business process according to new trends or demands, cannot survive in today’s corporate world 

and this is the vital reason why management theories emphasise on continuous or incessant 

learning (Kim, 1993). Sharifi and Eslamiyeh (2009) emphasized that better and faster learning than 

competitors are the only source of strength and survival of organisations; hence, there are fewer 

chances to get success without learning continuously and acquisition of knowledge by the 

individuals of a firm. Therefore, in order for organisations to gain higher level of knowledge and 

skills, there is the need to promote the learning process at all levels (individual, team and 

organisational). 

Due to the continuous technological, economical and organisational changes, lifelong learning in 

the workplace has become almost compulsory, and enterprises are starting to see themselves as 

learning organisations. Organizational learning is a complex process that refers to the development 

of new knowledge, and has the potential to change behaviour (Huber, 1991; Slater & Narver, 

1995). According to Kelley and Littman (2001), organisational learning is a process in which 

organisations make use of information from past events to adapt better to future events. It is a long 

established process that involves changing individual and organisational behaviour (Murray & 

Donegan, 2003). It has been observed that firms that have developed a strong learning culture are 
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good at creating, acquiring and transferring knowledge and insight (Garvin, 1993; Huber, 1991). 

Jones (2000) stressed the importance of organisational learning for organisational performance. 

According to him, all organisations beyond the work sectors, such as health, financial, education, 

manufacturing, telecommunication and others, are affected by the vast changes occurring at both 

the national and international level as a result of globalisation, liberalisation and economic crisis 

impact. Therefore, in order to fine tune with the global changes, organisations must embrace and 

also create opportunity for learning and flexible environment where employees can bring on board 

new and novel ideas to problem solving which are tailored towards a better performance.  

Learning has been found to correlate with employees’ quality of work life.  For instance, Darafs 

(2012) conducted a comparative study and found that there is a significant relationship between 

organisation learning and quality of work life. Sonnentag, Kuttle, and Fritz (2010) also observed 

that perception of the quality of work life can impact employees’ learning orientation. Research in 

the area of learning, creativity and quality of work life are very scarce in the Ghanaian context. It 

is in light of this that the study hones to investigate the influence of organisational learning and 

employees’ creativity on the quality of work life among employees in Ghanaian organisations. 

1.2 Problem Statement 

According to Kiriago and Bwisa (2013), quality of work life in the past era focused on how 

employment affects the general wellbeing and the health of workers. Its focus has however 

changed in contemporary world, gearing toward the need for organisations to give good 

environment to their workers including financial and non-financial opportunities. The quality of 

work life approach is gaining much value in recent times due to its much focus on the need to 

regard and treat people as an asset to the organisation rather than as costs. the QWL approach 

believe that people perform better when they are allowed to participate in managing their work 
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and making decisions, by giving them a degree of autonomy in performing their task. It also seeks 

to motivate people by satisfying not only their economic and social needs, but also their 

psychological needs. This can be achieved where employees are given the opportunities to acquire 

new and novel ideas and knowledge, as well as the room to apply them to their job. 

When such opportunities are given to employees, it harnesses their sense of superiority over the 

task they perform. This tend to increase their self-esteem, job satisfaction and morale, motivation, 

efficiency and effectiveness, capacity to adopt new technologies and methods, adapt effectively to 

change and also reduce employee turnover, as well as enhance the image of the organisation. 

Furthermore, more opportunities for learning and creativity at the work place, helps optimise the 

development of human resource that helps the employee to achieve the individual as well as 

organisational goals (Benson, 2006). Some studies have also revealed that where learning is 

encouraged, it increases the job skills and knowledge of employees at all levels and expands the 

horizons of their intellect and their personality, helps in indicating the sense of team work, team 

spirit, and inter team collaborations, aids the employees to be more effective in decision making 

and problem solving, develop leadership skills , better attitudes, and other aspects that successful 

workers usually display (Price 2007; Bratton & Gold, 2003). Arguing from these perspectives, 

considering the relevance of learning and creativity in the organisation, it could be envisioned that 

the absence of these opportunities could be very detrimental to the wellbeing of employees as well 

as the organisation.  

Although several factors, (such as performance, commitment, motivation and others) have been 

researched on, there is limited study that link creativity and learning to employees’ QWL. Research 

in this area is non-existent in the Ghanaian context (Aryeetey & Sanda, 2012), meanwhile 

Ghanaian organisations are not exempted from these changes that are hitting the global 
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organisations from different angles. It is therefore more imperative for research to be conducted in 

this area to aid organisations in Ghana to improve the quality of work life of their employees. In 

light of this the study examined the influence of organisational learning and employees’ creativity 

on employees quality of work life, addressing them as opportunities for learning and creativity on 

the job and how employees perceive this as affecting their QWL.  

Furthermore, studies have revealed that some factors (such as gender, age, educational level, work 

demands, stress risk and others) have been observed to affect employees’ perception of QWL 

(Fonseca & Verma, 2001; Crouter, Bumpus, Head & McHale, 2001; Lai, Chang & Hsu, 2012; 

Scully, Kirkpatrick, & Locke, 1995; Bolhari, Rezaen, Bolhari & Zare, 2012; Tabassum, Rahman 

& Jahan, 2011). 

In view of this the study examined the extent to which age, gender, work demands and stress risk 

affected the relationship between learning and QWL and creativity and QWL. 

1.3 Aims and Objectives of study 

The general aim of the study is to find if opportunity for learning and creativity at the work 

place can influence employees QWL. Specifically, the following objectives were examined: 

 To investigate the relationship between creativity and employees’ QWL. 

 To examine the relationship between learning and employees’ QWL. 

 To ascertain whether learning at the organisational level will predict employees’ QWL 

more than at the team and individual level. 

 To find out if work demands, stress risk, type of work and gender would moderate the 

relationship between creativity and employees’ QWL. 
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 If work demands, stress risk, type of work and gender would moderate the relationship 

between learning and quality of work life. 

1.4 Relevance of the study 

The study seeks to build on the existing knowledge of how these variables could harness quality 

of work life, thereby building on a comprehensive review of literature on employees ‘quality of 

work life in Ghana.  

Furthermore, the study aims at providing an opportunity to broaden the field’s knowledge about 

how learning opportunities and autonomy that gives room for employees’ creativity to bring their 

creative ideas on the job, may influence employees’ quality of work life, and how this relationship 

can be influenced by certain demographic factors such as gender and the type of work employees 

do. It will also add up to empirical studies in the study area as well as filling the gaps in the 

literature. 

In addition it will enlighten human resource managers and policy makers on how these variables 

influence employees’ quality of work life and also provide vital information to other researchers 

and students researching into this area. 

Normally, it is the concern of management to establish and meet certain expectations, whether 

relating to making a profit or delivering a service efficiently and cost effectively. This study will 

inform managers on the importance of harnessing employees’ quality of work life through the 

creation of learning and creativity opportunities for employees’, in order to meet the organisation’s 

goals in this era of change.  

To assist decision makers in identifying key workplace issues in order to develop strategies to 

address and improve the QWL in the organisation. Organisations can use the findings arising from 
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this study to programme for interventions in different areas such as working conditions and job 

designs.  

The findings of this research will significantly be of value to managers of various organisations 

especially the human resource managers. Although managers perceive the important links between 

quality of work life and organisational performance, they however face barriers to progress in this 

area. With the increased knowledge the study will provide, it will be easier for them to argue their 

case for taking action to improve the quality of jobs and work environment.  

Finally, the study will aim at developing a model that will help explain the relationships among 

the variables under study especially in the Ghanaian context. 
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CHAPTER TWO 

REVIEW OF LITERATURE 

This chapter presents a review of literature related to the study. The literature review focused on 

theoretical and empirical studies in relation to the study. The review is organized under the 

following sub headings: 

 Theoretical framework 

◦ Systems approach to creativity- DIFI model 

◦ Herzberg's Motivation-Hygiene Theory 

◦ Observe-Assess-Design-Implement-Cycle 

 Review of related studies 

◦ Learning and quality of work life 

◦ Creativity and quality of work life 

◦ Learning and creativity 

 Rationale of the present study  

 Conceptual model 

 Definition of terms 
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2.1. Theoretical Framework 

2.1.1. Domain Individual Field Interaction Model of Creativity 

The Domain Individual Field Interaction (DIFI) model of creativity was used for the study. The 

model was developed by Csikszentmihalyi (1988). The DIFI model states that creativity is 

dependent on persons, processes, products and places. The three interrelated subsystems identified 

in the DIFI model are the domain, field and the individual. Domain refers to a structured 

knowledge system a person must access and become expert of in order to change its rules and to 

create something new. According to Moneta and Csikszentmihalyi (1999) fields are important and 

necessary to insure that ideas or products that do not qualify as creative do not pass as creative. 

However, fields can also have a limited effect, for example, they can be too conservative and as a 

consequence, creative ideas or product may not be allowed and as result development and growth 

of the individual and the organization can be hindered. Therefore the domain and field need to be 

well suited to recognize novel ideas. The function of the last sub system, individuals, is to produce 

novelty and to introduce variations within the field. According to Csikszentmihalyi (1999), 

creativity is brought jointly by these three sub systems.  

Work environment should be structured in a way that will give room for employees to acquire and 

transfer knowledge to their job and also generate new and novel ideas to solve problems related to 

their job. The basic theory of this study therefore is that when the work environment is structured 

in a way that creates the opportunity for employees to learn and transfer their knowledge on the 

job, and also gives room to employees to bring on board creative ideas to the job, their QWL will 

be ensured. This implies that, where learning and creativity is present and allowed, perception of 

QWL is established. 
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Although the Domain Individual Field Interaction (DIFI) model of creativity used for the study is 

obsolete, the idea depicted by the theory is still relevant in today and future organisations. In the 

present world of work, innovation, creativity, flexibility and so on has become the norm. 

Organisations now require employees to be creative on the job so as to enhance productivity 

(Allen, 2000). 

The theory is relevant as it enlightens management on how the work environment, the knowledge 

employees acquire and employees themselves interact to ensure a creative work environment. 

In spite of its obsolete nature, the idea and knowledge inherent in the theory informs organization 

on how they can sustain a creative work environment and since the present study seeks to enlighten 

management on how ensuring creative work environment could improve employee QWL, the 

theory proved relevant for the study. 

2.1.2. Herzberg's Motivation-Hygiene Theory 

Frederick Herzberg performed studies to determine which factors in an employee's work 

environment caused satisfaction or dissatisfaction. The aim was to better understand employees’ 

attitudes and motivation. He published his findings in 1959, in a book titled, “The Motivation to 

Work”. Using a qualitative study, he found that the factors which results in employees’ job 

satisfaction were different from the ones causing their job dissatisfaction. In the quest of explaining 

the findings of his study, he developed the motivation-hygiene. Herzberg called the satisfiers 

motivators and the dissatisfiers hygiene factors. According to him, hygiene denotes the 

maintenance factors that are necessary to avoid dissatisfaction which by themselves do not provide 

satisfaction. 
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The table below presents the main factors Herzberg identified as causing dissatisfaction and the 

top main ones leading to satisfaction, listed in the order of higher to lower importance. 

Factors Affecting Job Attitudes as proposed by Herzberg (1959) 

 

Causing Dissatisfaction    Leading to Satisfaction    

 

Company policy 

Supervision 

Relationship with supervisor   

Work conditions 

Salary 

Relationship with peers 

Personal life 

Relationship with subordinates  

Security 

Status 

      Achievement 

Recognition 

Work itself 

Responsibility 

Advancement 

Growth 

 

 

Herzberg explained that managing using hygiene factors is the process of providing incentives or 

a threat of punishment to cause someone to do something. He therefore argued that these provide 

only short-run success because the motivator factors that determine whether there is satisfaction 

or no satisfaction are intrinsic to the job itself, and not mere incentives. 

According to Herzberg there are two distinct human needs portrayed. First, there are physiological 

needs that can be fulfilled by money, for example, to purchase food and shelter. Second, there is 

the psychological need to achieve and grow, and this need is fulfilled by activities that cause one 

to grow. This study is reviewed in relation to Herzberg’s view on employees’ psychological need 

to achieve and grow. 

He further postulated that for motivation-hygiene theory to work, addressing hygiene factors are 

not enough to achieve satisfaction, factors that are intrinsic to the work itself and can lead to 
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employees satisfaction with their work must be considered and addressed accordingly. He regarded 

the latter to be the effective and best way to achieve a long term gain. 

Herzberg argued that job enrichment, a continuous management process, is an essential 

requirement to achieve intrinsic motivation. To achieve this, Herzberg asserted that: 

 

 The job should have sufficient challenge to utilize the full ability of the employee. 

The present study’s argument: In view of Herzberg’ assertion, the present study indicate 

that without opportunity for learning and creativity, employees cannot take up such 

challenging jobs. In that case, jobs cannot be well enriched to achieve intrinsic motivation, 

hence job satisfaction; an indicator of QWL (European Foundation for the Improvement of 

Living and Working Conditions (EWON), 2002; Lokanadha & Mohan, 2010) cannot be 

achieved. 

 Employees who demonstrate increasing levels of ability should be given increasing levels 

of responsibility. 

The present study’s argument: in view of this, the present study indicates that employees 

can only demonstrate increasing levels of ability to perform their task if they are well 

equipped and have a full authority over their task. This can be achieved if they are given 

the room for growth and advancement (which can be achieved where employees are given 

the opportunities to acquire new knowledge and also transfer the acquired knowledge to 

the decisions and problem solving in relation to the task they perform). 

 If a job cannot be designed to use an employee's full abilities, then the firm should consider 

automating the task or replacing the employee with one who has a lower level of skill. If a 

person cannot be fully utilized, then there will be a motivation problem. 
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Although there are critics who say this model is simplistic and obsolete, it was useful for the 

present study. For instance 

 It helps to explain how learning and creativity opportunities (which leads to employees’ 

growth and advancement) improves employees’ QWL (as a result of derived satisfaction 

from their job). 

 

2.1.3. Observe-Assess-Design-Implement-Cycle 

Learning is undoubtedly a core concept of human resource development which focuses on various 

techniques for developing employees of an organisation that are knowledge management, learning 

organizations, training and development, management development and others. Organisational 

learning has been defined by Miller (1996) as the knowledge acquisition made by actors 

(individual and groups) when it can and are available to apply it in decision making process, or 

use to influence others within the organisation. Kim (1993) presented the “Observe-Assess-

Design-Implement-Cycle” for the individual learning. This cycle, he believed, is helpful for the 

individuals to concrete new experiences with the help of observing and learning. Although 

individual learn through various mechanisms and initiate self-learning at diverse stages of 

professional life, yet this individual learning is ineffectual for an organisation unless it is not been 

transformed in  “institutionalisation” which transforms individual learning into organisational 

learning. He further stressed that an individual initiate self-learning (intuition) and finds his own 

meaning of real world (interpretation), then share these mental models in teams of individuals and 

integrates ideas to reach on mutual consensus (integration). This team learning leads to 

organizational learning when team mental models are being institutionalized in an organisation. It 

shows that foremost and imperative process is of team learning which proves to be a bridge 
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between individual and organisational learning. Teams are the building blocks of an organisation, 

which manage knowledge of human capital and accelerate organisational development. As Fauske 

and Raybould (2005) pointed out that basic essence of organisational learning lies in team learning, 

companies with hyper growth rate need to address team learning at every stage so that 

organisational learning can be achieved.  

The theory is, learning in the organisation is in a cyclical form, beginning from the individual level 

where individuals are given the opportunity to acquire new knowledge, then to the team level, 

where acquired knowledge is shared among the members, and then to the organizational level, 

where new knowledge acquired is transferred or institutionalised in the organisation. In view of 

this, it is theorized that merely acquiring knowledge, and or sharing of acquired knowledge among 

members, do not adequately boost employees satisfaction or wellbeing, unless there is an 

opportunity to transfer and see the effect of the acquired knowledge on the organisation’s growth 

and development. Therefore, learning at the organizational level is imperative if organisations seek 

to harness the QWL of their employees. 

Although the theory is obsolete, it helps explain how learning flows from the individual level, to 

the team level and the organizational level. This helps throw more light to one of the study’s 

objective, the quest to find out if individual level learning will improve employees QWL than at 

the team and organizational level. 

2.2. Review of Related Literature 

2.2.1. Creativity and quality of work life 

White and Bednar (1991) indicated that when employees perform jobs that are very interesting, it 

can have a positive impact on their attitudes. In this regard, employees’ work should not be 
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fragmented, deskilled, and tightly controlled, but must entail qualities, such as autonomy and 

variety, and also provide employees with opportunities for continued learning and development, 

career advancement, as well as employment and income security. 

According to a study presented by Right Management's research team at the World Economic 

Forum, organizations that promote employees health and well-being are three and a half times 

more likely to support and encourage creativity and innovation. In their study, Seventy-two percent 

of respondents who rated their organisation highly for actively promoting health and well-being 

also rated it highly for encouraging creativity and innovation. Their findings, as reported by 

Schmidt (2010) indicated that to organize a comprehensive organisational effectiveness program, 

organisations must involve a wellness initiative through creative opportunities on the job. In their 

study however, less than half of the nearly 30,000 workers who participated in the study reported 

that their organisations actively promote health and wellness (Schmidt, 2010) through creativity. 

Indicating that employees’ perception on organisation’s support and encouragement of creativity 

as a means of harnessing their wellbeing was low. 

Furthermore, Rasulzada (2007) conducted a study on creativity and psychological wellbeing and 

found that creativity and innovation in the organisation are means to improve employees’ 

psychological wellbeing. According to him, it is vital to increase organisational creativity and a 

climate for creativity not just to attain a competitive value and remain attractive in the market, but 

also for the individual to achieve a better psychological well-being. He pointed that for an 

employee to feel psychologically well, then he or she need to experience the organisation as 

creative and innovative.  Review of literature revealed a very scarce study in the area of employees’ 

creativity and QWL, and none in the African context. In view of this, the study investigated the 
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relationship between employees’ creativity and QWL. The following hypothesis was therefore 

proposed: 

H1: There will be a significant positive relationship between creativity and employees’ QWL. 

2.2.2. Learning and quality of work life 

In order to adapt to the global changes ‘hitting’ organisations from different angles across the 

globe, organisations must embrace and also create opportunity for learning and flexible 

environment where employees can bring on board novel ideas toward better performance. 

Learning has been found to correlate with employees’ QWL. Fonseca and Verma (2001) 

conducted a study and found that increasing workplace demands such as learning, even though 

necessary for achieving competitiveness, are not contributing to the QWL of employees. 

According to them, when learning demands are increased in the organisation, it tends to have a 

negative impact on the perception of work life balance which in turn affects the psychological 

wellbeing of employees, hence their QWL.  

Again, studies have found that it is essential that work environments support ongoing learning and 

continuous development, as well as the utilization of employees’ knowledge. This expands their 

thinking beyond training programs to consider how skills and knowledge are continuously 

renewed on the job, what is often termed as a “learning based work environment”. Such an 

environment enables the use of skills, knowledge, and abilities; ability to take initiatives and 

learning of new ways to do one’s job better” (Graham, 2006; Chenowthem, Jeon, Goff & Burke, 

2006; Korst, Eusebio-Augeja, Chamorra, Aydin & Gregory, 2003), thereby enhancing employees’ 

wellbeing and QWL. 
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Furthermore Yeo and Li (2012) posited that employees’ perception of QWL has the potential to 

impact their learning orientation simply because they can rely on learning to help them seek new 

opportunities to improve their overall job satisfaction which in turn affects their life outside of 

work. Therefore, giving the opportunity and support, employees, are more likely to be more open 

to learning and training opportunities as it enhances their ability to take up new and challenging 

opportunities. 

Darafs (2012) on the other hand conducted a comparative study and found that there is a significant 

relationship between application of learning organisation components and QWL, however, he 

found that the strength of relationship was different between the two populations (India and Iran) 

he studied. This implies that QWL is perceived differently in different context and situations. The 

present study would be conducted in the Ghanaian context. The rational is to expand and bridge 

the knowledge gap in this area. Review of literature reveals an inconsistency in the relationship 

between learning and employees’ QWL. This study contributes to the literature by investigating 

more into the relationship between learning and employees’ QWL, assessing organisational 

learning at the individual, team and organizational level. The following hypothesis is therefore 

proposed: 

H2: There will be a significant positive relationship between organisational learning and 

employees’ QWL. 

 

Kim (1993) whiles explaining his Observe-Assess-Design-Implement-Cycle model, indicated that 

individual learning and team learning have a positive effect on organisational learning. According 

to him, individuals and teams bring on board their acquired knowledge and experiences to their 
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job which leads to organisational improvement. For example, individuals tend to share, support 

and exchange their ideas, knowledge, opinions, experiences and others with other members of their 

team when performing their task in the organisation. In view of this, Barker and Neailey (1999) 

indicated that team learning occur where sharing of knowledge among individuals leads to an 

expansion and improvement of the team members knowledge base and overall effectiveness in 

future problem solving and decision making. Furthermore Edmondson (2002) asserted that 

organisational learning on the other hand occur when opportunity is made available for new found 

or acquired knowledge to be transferred to other sections of the organisation. This he believed 

could be achieved through cross-functional team learning or inter-departmental learning. 

Furthermore, using a structural equation model to analyse a total of 200 cases, collected from 50 

different Small and medium size enterprises, Song, Jeung and Cho (2011) found that individual 

learning process has a significant impact on team or group learning process, which in turn 

influences the overall organizational process sequentially. 

Since the study seeks to investigate learning at the individual, team and organisational level, the 

following hypothesis was proposed: 

H3: Learning at the organisational level will predict a significant portion of the variance in 

employees’ QWL more than at the team and individual level. 

 

Literature has revealed that learning opportunities and skills discretion have proven to have a 

positive influence on job satisfaction and reduced job stress which according to Scully, 

Kirkpatrick, and Locke, (1995) would lead to better QWL. With respect to learning, where 

employees are given greater autonomy on their job, it increases their acquisition and application 
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of knowledge whereas greater participation is held to promote cognitive growth via enhanced 

knowledge transfer among employees (Scully, Kirkpatrick, & Locke, 1995). Such a job 

environment expands knowledge base leading to a better understanding of how the job is related 

to other organisational practices and a greater ability to solve problems. “In such a situation, 

employees gain the cognitive and behavioural repertoire to predict, control or cope with uncertain 

demands thus decreasing the likelihood of poor QWL” (Rethinam & Ismail, 2008). 

In many European countries a risk-approach with regard to health and safety at work has been 

extended to the aspect of psychological well-being at work. For instance, according to the 

resolutions of European Parliament, “jobs that offer no opportunities to learn at and during work 

reduce workers to machines, that aren’t able to learn while working either. Such jobs must 

therefore be qualified as ‘inhuman work’ that inhibits the well-being of workers (reported by 

Kineke, 1991).  

It is therefore rational to argue that learning opportunities and stress risks in jobs goes hand in 

hand; hence the enhancement of one dimension of well-being involves the reduction of the other 

dimension. Also, the Dutch law described risks to well-being as:  

 work that overloads people psychologically. In this case, work leads to 

enduring stress reactions and strain.  

 work that provides insufficient chances to learn and develop oneself at and 

through work. In this case, work does not allow the employees to apply, 

maintain or develop their competences.” 

This depicts a close relationship between learning opportunities and stress risks.  
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In view of this the study sought to find the effect of perceived stress risk and job demands on the 

relationship between organisational learning opportunities and employees’ QWL.  

2.2.3. Learning and Creativity 

“An idea or creative process that has at its foundation outdated, inadequate or incorrect knowledge 

is likely to disintegrate under the weight of reality, especially in today’s continuously changing 

and competitive environment. A sustained investment in learning and development ensures an 

organisation’s key resource, human capital, remains current and retains a prolonged shelf life” 

(Yousie & Harjee, 2013). Beyond that, they pointed that it is often the learning process that 

unleashes untapped creativity and potential through additional awareness, insight, and reflection. 

In spite of the interdependencies between learning, creativity or innovation, all flourish under very 

similar conditions which includes collaborative, empowering, open, and trusting environments 

where knowledge is easily shared, transferred, leveraged, and renewed. According to them, 

learning and creativity often does not follow a linear path and are enhanced through a social 

component such as discussion, debate, and interaction with others. In addition, both learning and 

creativity may also involve taking risks, demonstrating courage, challenging previous 

assumptions, or making connections through different perspectives. 

Tuomi-Gröhn (2003) pointed out that transferring learning and acquired knowledge to the job 

requires and employees innovative and original ideas, which according to Kerosuo and Toiviainen, 

(2011) can be expanded from workplace to multiple levels, involving both individual and 

organizational layers.  

Kelley and Littman (2001), found that organizational creativity is hand in hand with organizational 

learning. According to them, organisational culture and a climate supporting openness and 
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creativity are vital preconditions for a successful learning and innovation hence demands for deep 

and more personalised learning are in line with the demands for creativeness. This implies that 

opportunity for learning creates more room for creativity as it enable employees to reflect and 

apply the knowledge gain to come up with new and novel ideas to problem solving in the 

organisation.  

Literature suggests interdependence between learning and creativity; however, limited studies 

have focused on this area. The study therefore investigated the interaction effect of organisational 

learning and employees’ creativity on their QWL. This is vital as it helped to know if employees 

QWL would be more harnessed when given the opportunity both for creativity and learning, than 

when given only an opportunity for learning, or creativity. Lightening out the sole effect of 

learning and creativity on QWL in comparism to their interaction effect will inform managers on 

how best to utilize these variables in improving employees QWL. To the best of knowledge, this 

study represents the first attempt to describe the relationship between employees’ creativity and 

organisational learning especially in the Ghanaian context. Although others have made related 

arguments, they ignored the importance of learning and creative opportunities as a way to elaborate 

and expand organisational knowledge.  

Several studies have found that QWL of employees differ based on certain demographic variables. 

For instance, Hoque and Rahman (1999) conducted a study and found that workers of the private 

sector textile mills perceived significantly higher QWL than the workers of the public sector textile 

mills. Subsequently, Sadique (2003) conducted a study on the employees of sugar mills and 

explored a significant difference between the white collar and blue collar employees’ QWL. 

Hossain and Islam (1999) on the other hand found a positive relationship between QWL and job 

satisfaction among government hospital nurses in Bangladesh. Kanagalakshmi and Devei (2003) 
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conducted a study on perception of QWL among textile manufacturing workers and found that 

demographic factors such as age and educational level have a significant relationship with 

perception of QWL. Furthermore they found that work environment also had a significant 

relationship with employees QWL. They conducted their study using chi square and ANOVA 

focusing on five textile industries. Mandaviya (2013) replicated Kanagalakshmi and Devei (2012) 

study at Rajkot, Surat and Ahmedabad and found that demographic factors and work related factors 

have a significant relationship with perception of QWL. Their study also focused on the textile 

factories. 

In terms of gender differences in QWL, Wadud (1996) found that QWL was notably higher among 

the private sector women employees than their counterparts in the public sector. Furthermore, 

Kumar and Shanubhogue (1996) analyzed and compared the existing and expected QWL in 

universities and found a similar gap. Later on, Elias and Saha (2005) found in their research that 

female workers’ quality of working life was significantly lower than that of their male counterparts 

in the tobacco industry. Tabassum, Rahman and Jahan (2011) conducted a study on QWL among 

male and female employees and found a significant difference exist between male and female 

employees QWL. Again, replicating their study using a population of lecturers in the university, 

they found a significant difference between gender and QWL. However, Gupta and Hyde (2013) 

found no significant difference between gender and QWL when conducting a study on 

demographics and QWL in nationalized banks in India. Also, literature reveals that not all 

employees receive the same opportunities for learning in the workplace. Research by Rainband 

(2000) suggests that unskilled employees are the least likely to receive opportunities for learning. 

More specifically, part-time employees, many of whom are women, have less access to 

opportunities for workplace learning than full-time employees.  
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 In view of the above, the following hypotheses would be proposed: 

The following hypothesis would therefore be tested: 

H4: The relationship between organizational learning and QWL would be moderated by work 

demands, stress risk, type of work and gender.  

H5: The relationship between creativity and QWL would be moderated by work demands, stress 

risk, type of work and gender. 

 

Literature in QWL seeks to study QWL based on its dimensions, however, none has specifically 

looked at the opportunities for knowledge acquisition and transfer to the work as well as the 

opportunity for employees to bring on new and novel ideas to execute task as an independent 

variable with the tendency to impact on employees QWL. In much the same way, literature in 

QWL tend to focus on either the relationship between learning and QWL, demographics and QWL, 

or creativity and employees wellbeing, none has sought to find how other work related factors and 

demographic factors affect these relationships and how they interact to affect employees QWL. 

Relationship established between learning and QWL are not consistent. Direction of the 

relationship has not been established. Furthermore, very limited study had studied organisational 

learning and employees’ creativity as opportunity given to employees to harness their QWL. Also 

studies in QWL seek to focus only on quantitative or qualitative methods. This study will however, 

combine the two thereby focusing on a mixed research design. These are but few gaps in the 

literature which this study seeks to fill. 
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2.3. Rationale of the study 

In Ghana, as in many developing economies, there is the need for firms to develop more flexible, 

democratic and effective forms of work organisation in order to meet environmental changes. 

However, there is no research evidence in the literature providing knowledge on the impact of 

performance-oriented programs such as quality of work life (Aryeetey & Sanda, 2012) on 

organizational factors in Ghanaian organisations. There is no doubt that organizations in Ghana, 

as it is with those in other developing economies, are encountering series of change, (for instance, 

technological advancement, changing values and expectations). It has therefore become very 

imperative for organisations to adapt effectively to this changing work environment in order to 

meet up with expectations and also survive in this competitive world economy (Abrahamson, 

2004).  

Mainstream research on “quality of work life” tends to focus on either developed economies and 

or Western countries. A review of the literature has revealed that less focus has been shown to 

“quality of work life” research in developing economies (Mensah & Asamani, 2013). Nemerzitski 

(2012) recommended that a lot of study should be conducted in this area in order to bridge and 

expand knowledge from one domain to another. Ghana will therefore provide a unique context for 

this study, because of its uniqueness in terms of cultural values such a more focus on collectivist 

society and higher regard for authority (power distance) which influence people’s decision to 

conform to laid down standards hence hampers their ability to challenge the status quo. 

Creativity studies have been undertaken extensively in the literature, especially in the West, Far 

East, and Europe, however, not much has been done in Africa, and for that matter, Ghana as 

indicated by Nyarko, Asumeng and Atindanbila, (2012). For instance, a study was conducted by 

Mpofu, Myambo, Mogaji, Mashego, and Khaleefa (2006) on the perspectives of African on 
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creativity, using a sample size of 211 among Arab-Africans and Sub-Saharan-Africans. Although 

their target population was Africans, Ghana was exempted. Again the sample consisted of African 

indigenes, and not necessarily from any profession. In Ghana, empirical studies on creativity 

whether in organisations or schools are virtually non-existent. The little research that has been 

conducted in this area has been limited to academic settings (Gilson, 2008; Nyarko, Asumeng & 

Atindanbila, 2012). This study sought to bridge this gap by focusing on creativity not only in the 

academic settings, but also in the organisational settings. Furthermore, the present study addressed 

learning and creativity as an opportunity given to employees at work and not as a personality. 

Learning and creativity in this study is also addressed in relation to employees’ QWL, and other 

factors such as work demands, stress risk, gender and type of employees’ work, which are likely 

to affect learning, creativity and QWL. 

Considering how crucial employees quality of work life is, and the vital role opportunity for 

learning and creativity could play in its achievement, and the limited research done in this area, 

especially in the area of employees’ creativity (Rasulzada, 2007), it is  deemed right to research 

into this area.  

2.4. Statement of Hypotheses 

In view of the reviewed literature, the following hypotheses were be tested: 

H1: There will be a significant positive relationship between creativity and employees’ QWL. 

H2: There will be a significant positive relationship between organizational learning and 

employees’ QWL. 

H3: organizational learning at the organisational level will predict a significant portion of variance 

in the QWL of employees more than at the team and individual level. 
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H4: The relationship between organizational learning and QWL would be moderated by work 

demands, stress risk, type of work and gender. 

H5: The relationship between creativity and QWL would be moderated by work demands, stress 

risk, type of work and gender. 
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2.5. DEFINITION OF TERMS 

Organisational learning: Perceived opportunities given to employees to acquire and transfer 

knowledge to their job. 

Employees’ creativity: Perceived opportunities granted to employees to bring on board new, 

novel and creative ideas to resolve job related problems. 

Employees’ quality of work life: Employees’ perceptions to which the organisational 

environment meets the full range of their needs for their psychological wellbeing at work. 

Stress risk: Extent to which employees perceive risk in the course of performing their task in the 

organisation. 

Work demands: Extent to which employees' perceive their task at work to be very demanding 

and stressful. 
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CHAPTER THREE 

METHODOLOGY 

The methodology focused on the description of procedures and techniques that was used in 

gathering data for the study. It also dealt with the research design, the population, sample and 

sampling techniques, sample size, tools for data collection, data collection procedure and their 

administration, and ethical procedures. 

3.1. Population 

Sample for the study was derived from a population of both process oriented organisations 

(organization that recognize the need to increase flexibility and decrease structure so that change 

can be dealt with) and hierarchical organisations from both the public and private sectors in Ghana. 

The population specifically focus on the financial, educational, health and telecommunication 

organisations. This was to ensure a wide coverage of work sectors in Ghana. For convenience 

purpose, the study focused on only two regions in Ghana; Greater Accra and Central region. The 

target population was all banking staff in Ghana Commercial Bank Limited, high street branch, 

lecturers at University of Cape Coast, department of psychology, nurses in University of Cape 

Coast hospital, customer service and marketing staff at Vodafone Ghana and Ghana Post Office 

and all staff in Global Brigade Non-Governmental Organisation.  

3.2. Sample and Sampling Procedure 

The stratified and simple random, specifically the balloting, sampling procedure was used in 

selecting the organisations for the study. The stratified sampling procedure was used to group 

organisations in Ghana into health, financial, education, telecommunication and non-governmental 

organisation. The balloting technique was then used to select the organisation for the study. Sample 
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was selected using convenient sampling procedure. Individuals in the selected organisation which 

met the inclusion criteria (for example, been a staff of the organisation for at least a year) and those 

who were willing to be part of the study were sampled for the study 

3.3. Sample size 

Using Krejcie and Morgan’s (1970) formulae, the study focused on a sample size of 255. This 

comprised 48 staffs (bankers) from Ghana Commercial Bank Limited, 24 lecturers from University 

of Cape Coast, psychology department, 63 staff (nurses) from University of Cape Coast hospital, 

56 customer service and marketing staff from Vodafone Ghana Limited, 52 staff customer service 

and marketing staff from Ghana Post Office and 12 staff from Global Brigade Non-Governmental 

Organisation (NGO).  

Below is a table depicting the characteristics of the sample: 
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Table 1: Demographic Characteristics of Participants (234) 

                                 N                                                           %                 

Sex     

             Male                                                             127                                             54.30  

             Female                                                          107                                            45.70  

 Total                                                                         234                                               100 

Type of work 

             Teaching                                                         24                                            10.30       

             Banking                                                          45                                                        19.20              

             Customer service/marketing(Vodafone)        48                                                        20.50              

             Nursing                                                           57                                                        24.40              

             Customer service/marketing(PostOffice)      48                                                         20.50              

             NGO                                                               12                                                          5.10              

Total                                                                          234                                                           100                

              

 

Table 1 showed that the study comprised a total of 234 respondents of which 127 (representing 

54.30% of respondents) were males whereas the remaining 107 (representing about 45.70%) were 

females. This implies that more males than females responded to the items. 

The table also revealed that out of the 234 respondents, 10.30% (representing 24 respondents) were 

teaching staff, 19.20% (representing 45 respondents) were banking staff, 20.50% (representing 

48% of respondents) were marketing and customer service providers from Vodafone, 24.40% 

(representing 57 respondents)were nursing staff, 20.50% (representing  48 respondents) were 

marketing and customer service providers from Ghana post office and the remaining 5.10% 

(representing 12 respondents) were staff working for an NGO. 
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3.4. Research Instruments 

3.4.1. Quality of work life scale 

A standardized questionnaire on quality of work life, developed by Karl Albrecht (2013), was used 

to measure employees’ quality of work life. The items were scored on a 5 point Likert scale, 

namely; strongly disagree (a point of 1), disagree (2), uncertain (3), agree (4) and strongly agree 

(5). A higher grading indicated a higher perception of QWL. The instrument encompass items such 

as; “I believe the work I am assigned to do makes good use of my knowledge and skills”, “My 

physical work environment enables me to do my job effectively”, ‘The organization offers me 

opportunities to grow and learn new skills”, “I have a chance to move up to a better job if I do well 

in this job and Overall, I would say my morale on the job is high”. 

3.4.2. Creativity Scale 

The creativity scale developed by Amabile (1996), (Cronbach alpha ranges from .66-.91), was 

used to measure employees’ creativity. The items were scored on a 5 point Likert scale, namely; 

strongly disagree (a point of 1), disagree (2), uncertain (3), agree (4) and strongly agree (5). A 

higher grading indicated a higher perception of creativity opportunity. The creativity scale required 

respondents to response to items such as “Lack of funding to investigate creative ideas is a problem 

in this organization”, “This place seems more concerned with the status quo than with change”, 

“A person cannot do things that are too differently around here without provoking anger”, “The 

main function of employees in this organization is to follow orders which come down through 

channels” and “This organization is open and responsive to change”. 
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3.4.3. Orgnisational learning scale 

The DLOQ-A scale developed by Marsick and Watkins (2003) (coefficient alpha ranges from .71 

- .91) was used to measure learning. It comprised three levels; individual, team and organizational 

levels. Individual level consisted of 11, team level consisted of 6 items and organisational level 

consisted of 22 items. The items were scored on a 5 point Likert scale, namely; almost never, (a 

point of 1), seldom (2), sometimes (3), often (4) and almost always (5). A higher grading indicated 

a higher perception of learning opportunity in the organisation. Items included in this instruments 

includes; “In my organization, people openly discuss mistakes in order to learn from them”, “In 

my organization, teams/groups have the freedom to adapt their goals as needed”, “My organization 

enables people to get needed information at any time quickly and easily”, “My organization 

supports employees who take calculated risks and In my organization”, “leaders generally support 

requests for learning opportunities and training”. 

3.4.4. Work demands scale 

The work demands questionnaire used for the study was adapted from Jackson and Rothmann 

(2005), Job demands and Resource scale and Robert Karesek (1985), Job Content Questionnaire. 

The Job demands and Resource scale has about seven dimensions including organizational support 

(Cronbach alpha=0.88), job insecurity (Cronbach alpha=0.90), relationship with colleagues 

(Cronbach alph-0.76), control (Cronbach alpha=0.71), reward (Cronbach alpha=0.78), growth 

opportunities (Cronbach alpha=0.80 and overload (Cronbach alpha=0.75). the study adapted only 

the items related to overload, control and growth opportunities. Furthermore, the nine (9) questions 

were taken from Karesek's Job Content Questionnaire (JCQ) which has a Cronbach alpha of 0.66. 

The items were scored on a 5 point Likert scale, namely; strongly disagree (a point of 1), disagree 

(2), uncertain (3), agree (4) and strongly agree (5). A higher grading indicated a higher perception 
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of high work demands. The scale included items such as; “I have enough variety in my work”, 

“My  job offers me opportunities for personal growth and development”, “My  job offers me the 

possibility of independent thought and action”, “I can participate in the  decision about when a 

piece of work must be completed” and “I am asked to do an excessive amount of work”. 

3.4.5. Stress Risk Scale 

The stress risk assessment scale was adapted from Greaves (2012), stress at work risk assessment 

for managers’ scale. The scale has six (6) dimensions namely job demands, control, support, 

relationship, role and change. The items were scored on a 5 point Likert scale, namely; strongly 

disagree (a point of 1), disagree (2), uncertain (3), agree (4) and strongly agree (5). A higher 

grading indicated a higher perception of stress risk at work. “I understand how my work fit into 

the overall aim of the organisation”, “My manager is accessible and approachable, especially if I 

have any work related problem”, “I feel I am using my skills to full effect”, “I am encouraged to 

use my own initiative”, and “My manager allows me to work as flexibly as possible, especially in 

times of workload pressures”, are some of the items found on the stress risk scale. 

After analysis of the quantitative data, it became necessary to collect qualitative data to support 

some of the hypothesis tested as a result of scarce literature in the field. Five (5) Human Resource 

Personnel and ten (10) employees conveniently selected form the various organisations were 

interviewed. Semi-structured interview guide was therefore developed based on the outcome of 

the research hypothesis tested. The interview guide contained questions such as; 

1. Does your organisation support or encourage learning? 

2. Do all employees have equal access to learning and creativity opportunities in your 

organisation? 

3. Is access to learning and creativity opportunities dependent on the type of work one does? 
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4. How do male and female staff in your organisation differ in taking up such opportunities? 

5. Does your organisation create learning opportunities at the individual, team and 

organisational level? 

6. Which of the various levels of learning opportunities do employees prefer most? 

 

3.5. Piloting of Instruments 

The instruments were piloted in the Ga West district in the Greater Accra region and Awutu Senya 

District (specifically Kasoa) in the Central region. Questionnaires were distributed to staff from 

Kasoa Polyclinic, Tigo Ghana, Kings University College, and Prudential Bank Limited. Reliability 

was established using the cronbach alpha. The rational was to test the instrument on respondents 

that have similar characteristics as the target populations.  

Quality of work life consisted of 34 items and a cronbach alpha of 0.94 was determined. Four (4) 

items (The organization offers fringe benefits that are valuable to me My supervisor provides the 

resources I need (equipment, materials, information, etc.) to do my job effectively, My supervisor 

shows appreciation for the contribution I make and My supervisor handles performance problems 

constructively), did not contribute much, hence they were removed. In view of this the QWL scale 

used consisted of 30 items and a cronbach alpha of 0.95 after the second piloting of the instrument. 

Creativity consisted of 20 items and a cronbach alpha of 0.50. Six (6) items (Around here, people 

are allowed to try to solve the same problems different ways, People around here are expected to 

deal with problems in the same way, There are adequate resources devoted to innovation in this 

organisation, this organisation gives me free time to pursue creative ideas during the workday , in 

this organisation, we tend to stick to tried and true ways, and assistance in developing new ideas 

is readily available) were removed as they contributed less to the cronbach alpha. Creativity scale 
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used therefore consisted of 14 items and a cronbach alpha of 0.77 after the second piloting of the 

instrument. 

Learning opportunities in the organisation consisted of 39 items and a cronbach alpha of 0.90. It 

comprised three levels; individual, team and organisational levels. Individual level consisted of 11 

items and a cronbach alpha of 0.60, team level consisted of 6 items and a cronbach alpha of 0.74 

and organisational level consisted of 22 items and a cronbach alpha of 0.93. Two (2) items (In my 

organisation, people help each other learn, and in my organisation, people are rewarded for 

learning) from the individual level, an item (In my organisation, teams/groups are confident that 

the organization will act on their recommendations) from the team level, and three (3) items (My 

organisation gives people control over the resources they need to accomplish their work, My 

organisation encourages people to think from a global perspective, and My organisation 

encourages everyone to bring the customers' views into the decision making process) from the 

organisational level, were removed from the questionnaires. The learning scale used therefore 

consisted of 33 items and a cronbach alpha of 0.96. Individual level consisted of 9 items and a 

cronbach alpha of 0.93, team level consisted of 5 items and a cronbach alpha of 0.76 and 

organisational level consisted of 19 items and a cronbach alpha of 0.94. 

Work demands consisted of 23 items and a cronbach alpha of 0.71. Eight (8) of the items (which 

are: My work puts me in emotionally upsetting situations, My  job offers me opportunities for 

personal growth and development, My work gives me the feeling that I can achieve something, I 

have freedom in carrying out my work activities, I have influence in the planning of my work 

activities, My job requires working very hard, My job requires long periods of intense 

concentration, and waiting on work from other people or departments often slows me down in my 
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job) were removed. The work demands scale used therefore consisted of 15 and with a cronbach 

alpha of 0.82.   

Stress risk consisted of 19 items and a cronbach alpha of 0.86. Out of this, three (3) items (which 

are: I have sufficient training to do my job, I encounter problems with my work environment, my 

roles and responsibilities at work are clearly spelt out) were removed from the items. The stress 

risk scale used therefore consisted of 16 items and a cronbach alpha of 0.88.  

3.6. Research Design 

The design adopted for the study was the mixed research design. In a broader sense, both 

qualitative and quantitative research methods were used. The Explanatory Sequential Design was 

used for the study. It is a two-phase mixed methods design. This design starts with the collection 

and analysis of quantitative data. This first phase is followed by the subsequent collection and 

analysis of qualitative data. The second, qualitative phase of the study is designed so that it follows 

from (or connects to) the results of the first quantitative phase. Because this design begins 

quantitatively, investigators typically place greater emphasis on the quantitative methods than the 

qualitative methods (Creswell, Plano, Clark, Gutmann, & Hanson, 2003). Specifically, the follow 

up explanation model was employed. The follow-up explanations model is used when a researcher 

needs qualitative data to explain or expand on quantitative results (Creswell, Plano, Clark, 

Gutmann, & Hanson, 2003). 

The rationale was to use the qualitative data to explain and expand the quantitative data. The 

researcher employed the mixed research method as a result of the following: 

1. Since both quantitative and qualitative researches have their strength and weaknesses, 

combining them will help offset their weaknesses to draw on the strength of both 

approaches. 
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2. Employing both approaches will help bring together a more comprehensive account of the 

area under study as compared to employing a single approach. This is to ensure a total 

completeness of the study. 

3. Employing both approaches will enhance the utility of the study. That is, adopting a mixed 

research method will make the study more useful for practitioners, researchers and others. 

3.7 Data Collection Procedures 

The questionnaire was self-administered by the researcher to the respondents in the various work 

sectors. Permission was sought, and authenticated by letters of introduction which was obtained 

from the Department of Psychology. The researcher first introduced herself, seek consent and 

explain the purpose of the study to the respondents. Although the introduction of the questionnaire 

captured such areas as confidentiality and anonymity of the respondents, and how the information 

would be used, the researcher still assured the respondents that information they provide would be 

treated confidential and as anonymous as possible. The respondents were also informed about their 

right of free exit. The researcher further explains to the respondents about how the results of the 

study would be published, reported or used. After the respondents have given their consent to 

participate in the study, the researcher allotted about three days to each of them to complete the 

items in the questionnaire in order not to distract them from their work. This duration is to allow 

the respondents some comfort to respond accurately to the items in the questionnaire. As far as the 

interview is concerned, the researcher personally visited the interviewees in their work places 

where the interview took place during their free time, basically during their lunch break. 
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3.8 Ethical considerations 

The researcher ensured the following; 

Voluntary Participation / Withdrawal: respondents were not under any coercion to take part in 

this study. They were not under any pressure to take part in the study, to please the investigator or 

the research staff. They were free to participate in this research and withdraw at any time. There 

were not entitled to any penalty or loss of benefits they when they stop taking part in this study. 

The decision to participate or not to participate had no effect on their job status. 

Confidentiality: respondents study records were kept as confidential as possible. All information 

collected from the surveys was kept as confidential as possible. There was absolutely no names or 

signatures identifying the participants of the study which was to ensure confidentiality. However, 

there was the need for certain people to see the study records. By law, anyone who looked at these 

records must keep them completely confidential. The only people who were allowed to see these 

records were: 

 the research team, including the researcher and her supervisors.  

 certain government and university people who need to know more about the study. For 

example, individuals who provide oversight on this study may need to look at the records. 

This is done to make sure that the study is been done in the right way. They also need to 

make sure that respondents’ rights and safety are protected in the course of the study. These 

individuals include: 

 members of the  ISSER ethical clearance board. 

 staffs of the department of Psychology, University of Ghana. 
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Risks or Discomfort: This research is considered to be of a minimal risk. This implies that the 

risks associated with this study are the same as what respondents tend to face every day. There are 

no known additional risks to those who take part in this study. 
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CHAPTER FOUR 

RESULTS 

This chapter presents the result of the study. It consists of presentation and description of figures. 

The chapter is organised as follow. The first part presents a preliminary analysis of data, whereas 

the second part present results for testing hypothesis. The second part in turn is organised under 

three (3) sub sections; sub section one (1) presents results from a Pearson product-moment 

correlation coefficient (for testing hypothesis 1 and 2), sub section two (2) presents results from a 

standard multiple regression analysis (for analysing hypothesis 3) whereas sub section three (3) on 

the other hand presents results from a hierarchical multiple regression analysis (for testing 

hypothesis 4 and 5). These different approaches were employed since they were appropriate in 

testing the stated hypotheses. These sections were followed by the summary of the results and a 

conceptual model of the study’s outcome. The final part reports qualitative data collected. 

The study focused on 255 sample size selected from organisations across the Ghanaian work 

sectors, namely; education, health, financial, telecommunication and a Non-governmental 

organisation. Specifically the study was conducted at University of Cape Coast, Educational 

Foundations Department, University of Cape Coast, Hospital, Ghana commercial Bank, High 

Street branch, Vodafone Ghana, Head Office, Ghana Post Office, Head Office and Global Brigade 

NGO in the Central and Greater Accra region of Ghana. 

The study's units consisted of 24 lecturers of whom all 24 answered (100% response rate), 63 

nurses of whom 57 answered (90.48% response rate), 48 banking staff of whom 45 responded 

(93.75% response rate), 56 staff from Vodafone Ghana of whom 48 responded (80.36% response 

rate), 52 staff from Ghana Post office of whom 48 responded (92.31% response rate) and 12 staff 
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from the Global Brigade NGO of whom all staff responded (100% response rate). Therefore, out 

of the total of 255 sample size, 234 respondents responded to the items, implying a total of 91.76% 

response rate. The analysis of the study was therefore based on the response rate. 

Most of the participants from these sectors had an academic background, a minimum of a Higher 

National Diploma and also included managers and supervisors. One common characteristics of the 

sample is that staff from each organisation directly provides customer services to their clients.  

Using Krejcie and Morgan's formulae of sample size selection, the distribution was a 

representative for the whole individual work unit of each organisation studied.  

4.1. Data Analysis 

Data was analyzed quantitatively using SPSS version 21. Pearson Product-Moment Correlation 

Coefficient was used to determine the relationship between the variables. The rationale was to 

determine the relationship between the predictor variables and the criterion variables, as well as 

the relationship between the moderator variables and ant criterion variable.  

Hypothesis 1 and 2 were analyzed using Pearson product-moment correlation coefficient, the 

rationale was to determine the relationship between the independent variables and the dependent 

variable. Hypothesis 3 was analyzed using standard multiple regression analysis, the rationale was 

to determine the best predictor of the criterion variable among several predictor variables. 

Hypothesis 4 and 5 were analyzed using Hierarchical multiple regression analysis, the rationale 

was to determine the moderating effect of the moderator variables on the strength relationship 

between the predictor and criterion variables. In other words, the hierarchical multiple regression 

test was employed to determine the impact of the moderating variables on the strength of 

relationship between the predictor variables and the criterion variable. 
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Partial correlation was also computed to determine how genuine the relationships between the 

predictor variables and the criterion variable were. 

The qualitative data collected was analysed using content analysis. 

4.2. Presentation of Results 

4.2.1. Preliminary Analysis 

Statistical calculations were made in SPSS (version 21) for windows. The data was screened for 

missing value and violation of assumptions prior to analysis. There were no missing data. The 

occurrence of outliers in the solution was checked visually by inspecting the standardized residual 

of every case in each regression analysis. No major deviation in outliers was found. Review of 

scatter plot of the independent variables (creativity and learning) and the dependent variable 

(QWL) indicated linearity was reasonable.  The assumption of normality was tested. The Q-Q plot 

and histogram also suggested that normality was reasonable. Durbin Watson statistics was 

computed to evaluate the independence of errors and it was 1.33, which is considered acceptable. 

This implies that the assumptions of independent errors were met. Scatter plot also provided 

evidence of homogeneity of variance. Data was also checked for multicollinearity. None of the 

tolerance values were close to zero (0) for all variables, implying no collinearity. Tolerance was 

greater than 0.10 (0.41) and the variance inflation factor (VIF) was less than 10 (2.45).  

Below is the presentation and description of figures: 

 

 

 



50 
 

Table 2: Summary of Descriptive Statistics, Skewness and Kurtosis of the Variables in the 

study (N=234). 

Variables Mean SD Minimum Maximum Skewness Kurtosis 

       

1. QWL 109.61 23.70 46.00 139.00 -0.75 0.41 

2.Creativity 47.80 12.33 22.00 105.00 0.40 0.41 

3.Learning 113.75 31.22 48.00 189.00 -0.49 -1.05 

4. Work Demands 53.73 11.57 29.00 110.00 0.44 1.46 

5. Stress Risk 59.48 12.17 31.00 81.00 -0.19 -1.15 

6. Sex 1.46 0.50 1.00 2.00 0.17 -1.99 

7. Type of work 3.41 1.40 1.00 6.00 -0.08 -0.95 

 

4.3. Hypotheses Testing 

Four (4) major statistical tests were used to analyse the hypothesis. The interrelationship between 

the independent variables, moderators and criterion variable in the study were explored using 

Pearson Product-Moment correlation coefficient test. It was also used to test hypothesis 1 and 2. 

Standard multiple regression was used to test hypothesis 3 whereas hierarchical multiple 

regression, specifically, the procedure proposed by Baron and Kenny (1986) were used to test for 

the moderation effect (hypothesis 4 and 5).   

The results are presented in the table below: 
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Table 3: Pearson-Product Moment Correlation among the Variables in the study (N=234). 

VARIABLES 1  2 3 4 5 6 7 

 

1. QWL 

  

 

 

 

 

 

  

      

 

 

 

 

2.Creativity 0.73**       

3.Learning 0.87**  0.77**      

4. Work 

Demands 

0.64**  0.53** 0.71**     

5. Stress Risk             0.57**                                                                                    0.59** 0.63** 0.71**    

6. Type of work -0.54** -0.51** -0.55** -0.53** -0.76**   

7. Gender -0.17* -0.16* -0.12* -0.08ns -0.06ns 0.01ns  

Statistical significance: *=p < 0.05,    **=p<0.01,     ns=Not Significant 

 

The results from table 3 indicated that all the variables (independent and moderators) significantly 

correlated with the criterion variable. The descriptors developed by Davis (1971) were used to 

interpret the magnitude of the relationship between the variables. The indicators are as follow: 

 0.70 or higher = very strong association 

 .50 -0 .69= substantial association 

 .30 -0.49 = moderate association 

 .10 – 0.29 = low association 

 .01 -0.09 = negligible association. 



52 
 

Partial correlation showed a significant relationship between learning and QWL (r=0.75) and 

creativity and QWL (0.55). According to Kenny (2009), for a moderation effect to occur, a 

significant relationship between the predictor variable and the criterion variable must be established. 

 

Hypothesis 1  

Hypothesis 1 examined the relationship between creativity and employees’ QWL. It was therefore 

stated that “there will be a significant positive relationship between creativity and employees’ 

QWL”. A Pearson Product-Moment correlation coefficient was used to test this hypothesis. The 

results are presented in the table 3 above. The result indicated that there is a significant positive 

relationship between creativity and QWL (r = 0.73, n= 234, p<0.01). This implies that where 

creativity is encouraged and supported, QWL of employees are improved. The hypothesis that 

“there will be a significant positive relationship between creativity and employees’ QWL” was 

supported. 

Hypothesis 2 

Hypothesis 2 explored the relationship between learning and employees’ QWL. The hypothesis 

was stated as “there will be a significant positive relationship between learning and employees’ 

QWL. Results of a Pearson product moment correlation coefficient, indicated that (from table 3) a 

significant positive relationship exist between learning and QWL (r = 0.87, n =234, p< 0.01). This 

implies that where learning opportunities are made available and supported, QWL of employees 

is improved. Therefore the hypothesis that “there will be a significant positive relationship between 

learning and employees’ QWL” was supported. 
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Hypothesis 3: 

Hypothesis 3 stated that learning at the organisational level (OL) will predict a higher QWL of 

employees than at the team (TL) and individual level (IL). This hypothesis was tested using the 

standard multiple regression analysis. The result is presented in tables 6 and 7 below; 

Table 4: Summary table of the Pearson-Product Moment Correlation among Variables 

(N=234). 

Variables                              QWL                                IL                                     TL                             OL 

QWL                                                                            0.84*                                 0.82*                         0.84* 

IL                                                                                                                           0.89*                         0.88* 

TL                                                                                                                                                            0.89* 

OL                       

Statistical significance: p < 0.05 

 

Table 5: Summary of a Standard Multiple Regression Model for the Predictive Ability of 

Creativity on QWL 

                                       B                SEB                  Beta                       t                   P F 

Variables 

 241.61* 

Constant                      35.12               2.94                                           11.94            0.00 

IL     0.99         0.20               0.39               4.89            0.00 

TL               0.54              0.38               0.12                    1.42               0.16 

OL    0.53              0.10               0.40              5.11                0.00 

R= 0.87; R2 =0.76; Adjusted R2 =0.76; p<0.05 *significant at p<0.05 
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Table 4 revealed the correlations of the predictor variables in relation to the criterion variable 

(QWL). It could be observed that all the predictor variables significantly correlated with the 

criterion variable.  

Tables 5 depicted a standard multiple regression analysis conducted to investigate the best 

predictor of QWL with regard to learning at the individual, team and organisational level. The 

model was statistically significant (F (3, 230) = 241.61, p<0.05). It could be observed from the table 

that individual learning and organisational learning significantly predicted QWL when all three 

variables were included (beta=0.39 and 0.40 respectively; p<0.05). However, organisational 

learning predicted QWL (beta=0.40; p=0.00) more than individual and team learning. The adjusted 

R2 value was 0.76%. This indicates that 76% of the variance in QWL was explained by the model. 

According to Cohen (1988) this is a large effect. The prediction that learning at the organisational 

level will predict employees QWL more than at the team and individual level was supported by 

the data.  

Hypothesis 4 

Hypothesis 4 predicted that the relationship between learning and QWL would be moderated by 

work demands, stress risk, type of work and gender. This was tested using a hierarchical multiple 

regression analysis. The moderating variables were addressed separately. The results are presented 

in the tables 6 below; 
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Table 6: Summary of Hierarchical Multiple Regression Model for the Moderation Effect of 

Work Demand, Stress Risk, Type of work and Gender on Learning and QWL of Employees  

                                                       B                    SEB              Beta                 t                  P 

Variables 

Step 1 

Constant                                      34.54             2.90                                 11.89                0.00 

Learning                  0.66             0.03            0.87              26.80          0.00 

Step 2 

Constant                                      55.16             8.39                                   6.57                0.00 

Learning                                        0.63             0.04            0.84              18.20                0.00 

Work demands                              0.10             0.09             0.05               1.05                0.30 

Stress Risk            0.53          0.82          0.03             0.65                0.52 

Type of work                               -1.56             0.65           -0.09               -2.41          0.01 

Gender                                         -1.54             0.77           -0.07               -2.00          0.05 

Step 3 

Constant                                      58.05             8.62                                    6.74               0.00 

Learning                                        0.58             3.45            0.76              17.13                0.00 

Work demands                              0.22             0.09             0.11               2.48                 0.01 

Stress Risk                                    0.12             0.08             0.06                1.50          0.14 

Type of work                               -2.43             0.66           -0.14               -3.70          0.00 

Gender                                         -1.57             0.77           -0.07               -2.04          0.04 

Learning*Work demands            -3.97             0.67           -0.19              - 5.93                0.00 

Learning*Stress risk                    -4.90             0.91           -0.17              -5.39          0.00 

Learning*Type of work                4.02             0.94            0.15                4.28          0.00 

Learning*Gender                          1.86             1.58            0.06                1.18                0.24 

 Note:  p<0.05.   DV=QWL, Step1, Predictors: (Constant), learning,  Step 2, Predictors (Constant), 

learning, work demands, stress risk, type of work and gender, Step 3, Predictors: (Constant), learning, 
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work demands, stress risk, type of work, gender, learning*work demands, learning*stress risk, 

learning*type of work and learning*gender  

 

Table 6 depicted a hierarchical multiple regression analysis conducted to investigate the 

moderation effect of work demands, stress risk, type of work and gender on the relationship 

between learning and QWL. 

Moderating effect of work demands 

Table 6 showed the coefficient and model summary output of the hierarchical regression model. 

The beta value and its associated standard error, t value and its significance could be observed, as 

well as R2 change and its associated significant value. The significant beta value was recorded for 

each step of the model. Model one (1) which included only learning accounted for 76% of the 

variance (Adjuster R2=0.76) in QWL. The inclusion of work demands into the variance (at step 2 

of the model) did not make a significant change in the variance (R2 change=0.00). The final model, 

that is model three (3) also included the interaction, and this accounted for an additional 3% 0f the 

variance, thereby accounting for 79% of the variance (Adjusted R2=0.79) in QWL. It could also 

be observed that learning alone significantly predicted QWL (beta=0.87, p<0.05). The moderator, 

work demands, alone could not significantly predict QWL (beta=0.05, p>0.05). The interaction on 

the other hand significantly predicted QWL (beta= -0.19, p<0.05).  The ANOVA results of the 

model summary table showed an overall significance of the model at each step. Model one (1), 

without interaction was significant, (F (1,232) =718.15, p<0.05). Model two (2) with the inclusion 

of work demands was significant (F (2,231) =356.77; p<005). Model three (3), with the interaction, 

was also significant (F (3,230) =287.08; p<0.05). The model was statistically significant.  



57 
 

Learning had a significant positive relationship (r=0.87, p=0.00) with QWL as shown in table 3. 

Following this, it was hypothesised that work demands will moderate the relationship (between 

learning and QWL). According to Kenny (2009), a moderator hypothesis is supported if the 

interaction term is significant. This prediction was accordingly supported by the data. The 

interaction terms between learning and work demands on QWL was statistically significant (beta=-

0.19, t=-5.93, p<0.05). The interaction term accounted for 79% (adjusted R2 =0.79) of the variance 

in the criterion variable (QWL).  According to Cohen (1988) this is a large effect. 

 

Moderating effect of stress risk 

Model one (1) which included only learning accounted for 76% of the variance (Adjusted R2=0.76) 

in QWL. The inclusion of stress risk into the variance (in step 2 of the model) did not make a 

significant change in the variance (R2 change=0.00). The final model that is model three (3) also 

included the interaction, and this accounted for an additional 3% 0f the variance. It accounted for 

78% of the variance (Adjusted R2=0.78) in QWL. It could also be observed that learning alone 

significantly predicted QWL (beta=0.87, p<0.05). The moderator, stress risk, alone could not 

significantly predict QWL (beta=0.03, p>0.05). The interaction on the other hand significantly 

predicted QWL (beta= -0.17, p<0.05).  The ANOVA results of the model summary showed an 

overall significance of the model at each step. Model one (1), without interaction was significant, 

(F (1,232) =718.15, p<0.05). Model two (2) with the inclusion of work demands was significant (F 

(2,231) =358.39; p<005). Model three (3), with the interaction, was also significant (F (3,230) =277.55; 

p<0.05). 

As indicated earlier, learning had a significant positive correlation with QWL as indicated in table 

3. It was however, predicted that perceived stress risk will moderate this relationship (between 
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learning and QWL). According to Kenny (2009), a moderator hypothesis is supported if the 

interaction term is significant. This prediction was therefore supported by the data. The interaction 

term between learning and stress risk on QWL was statistically significant (beta=-0.17, t=-5.39, 

p=0.00). The interaction term accounted for 78% (adjusted R2=0.78) of the variance in QWL. 

 

Moderating effect of type of work 

Model one (1) which included only learning accounted for 76% of the variance (Adjuster R2=0.76) 

in QWL. The inclusion of type of work into the variance (in step 2 of the model) resulted in an 

additional 1% (R2 change=0.01). The final model, that is model three (3) which included the 

interaction, accounted for an additional 2% 0f the variance, thereby accounting for  79% of the 

variance (Adjusted R2=0.79) in QWL. It could also be observed that learning alone significantly 

predicted QWL (beta=0.87, p<0.05). The moderator, type of work, alone also significantly 

predicted QWL (beta=0.09, p>0.05). The interaction on the other hand significantly predicted 

QWL (beta= 0.15, p<0.05).  The ANOVA results of the model summary. It showed an overall 

significance of the model at each step. It could be observed that model one (1), without interaction 

is significant, (F (1,232) =718.15, p<0.05). Model two (2) with the inclusion of type of work was 

significant (F (2,231) =369.45; p<0.05). Model three (3), with the interaction, was also significant (F 

(3,230) =270.89; p<0.05). The overall model was statistically significant.  

A significant positive relationship is observed between learning and QWL as shown in table 3. 

The introduction of type of work as a moderator supported the assertion that the relationship 

between learning and QWL will be moderated by type of work. The interaction term between 

learning and type of work on QWL was statistically significant (beta=0.15, t=4.28, p<0.05). The 

interaction term accounted for 79% (adjusted R2=0.79) of the variance in QWL. According to 
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Kenny (2009), a moderator hypothesis is supported if the interaction term is significant. This 

hypothesis was therefore supported. 

 

Moderating effect of gender 

Model one (1) which included only learning accounted for 76% of the variance (Adjuster R2=0.76) 

in QWL. The inclusion of gender into the variance (in step 2 of the model) did not make a 

significant change in the variance (R2 change=0.00, p=0.05). The final model, that is model three 

(3) included the interaction, and this accounted for an additional 3% 0f the variance, however, the 

additional change was not significant (R2 change=0.03, p>0.05). It could also be observed that 

learning alone significantly predicted QWL (beta=0.87, p<0.05). The moderator, sex, alone could 

not significantly predict QWL (beta=0.07, p=0.05). The interaction on the other hand could not 

also significantly predict QWL (beta= 0.06, p>0.05).   

The ANOVA results of the model summary showed an overall significance of the model at each 

step. Model one (1), without interaction is significant, (F (1,232) =718.15, p<0.05). Model two (2) 

with the inclusion of gender was significant (F (2,231) =365.69; p<005). Model three (3), with the 

interaction, was also significant (F (3,230) =244.67; p<0.05). The overall model was statistically 

significant.  

A significant positive relationship exists between learning and QWL as has been recorded form 

table 3. However, the prediction that "the relationship between learning and QWL will be 

moderated by gender" was not supported by the data. This implies that the interaction term between 

learning and gender on QWL was not statistically significant (beta=-0.06, t=1.18, p>0.05). 

According to Kenny (2009), a moderator hypothesis is supported if the interaction term is significant. 
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Therefore the hypothesis that the relationship between learning and QWL will be moderated by 

gender was not supported by the data. 

 

Hypothesis 5:  

Hypothesis 5 stated that the relationship between creativity and QWL would be moderated by 

work demands, stress risk, type of work and gender. This was tested using a hierarchical multiple 

regression analysis. The outcome of the study is presented in table 7 below; 
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Table 7: Summary of Hierarchical Multiple Regression Model for the Moderation Effect of 

Work Demand, Stress Risk, Type of work and Gender on Creativity and QWL of Employees 

                                                                            B                  SEB              Beta               t                    P             

Variables                                                                                                                             

Step 1                                               

Constant                                                42.79             4.28                               10.01            0.00                        

Creativity                            1.40             0.09            0.73    16.14             0.00              

Step 2                                                 

Constant                                                21.13             4.85                                4.36            0.00                                        

Creativity                                                1.04            0.09              0.54          11.27            0.00              

Work demands                                        0.72             0.10            0.35            7.36             0.00 

Stress Risk                      0.41             0.11            0.21            3.90   0.00 

Type of work                                         -3.88            0.85            -0.23           -4.57             0.00 

Gender                                                   -2.25            2.17            -0.05           -1.13             0.26 

Step 3                                                 

Constant                                                23.97             4.52                                5.31             0.00  

Creativity                                                1.09             0.09            0.57           12.71             0.00                

Work demands                                        0.69            0.09             0.34             7.53            0.00  

Stress Risk                                               0.47            0.10             0.24            4.66             0.00 

Type of work                                          -5.34       0.81           -0.32           -6.59            0.00 

Gender                                                   -2.43             2.15           -0.05           -1.12             0.00 

Creativity*Work demands                    -6.46            -1.03             0.24          - 6.25            0.00   

Creativity*Stress Risk                           -5.76             1.21           -0.20           -4.77             0.00 

Creativity*Type of work                        6.79             1.02             0.28            6.62             0.00 

Creativity*Gender                                  4.58             2.18             0.15            2.10             0.04 
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   p<0.05. * Significant at p<0.05. DV=QWL, Step1, Predictors: (Constant), creativity,  Step 2, 

Predictors (Constant), creativity, work demands, stress risk, type of work and gender, Step 3, 

Predictors: (Constant), creativity, work demands, stress risk, type of work, gender, creativity*work 

demands, creativity*stress risk, creativity*type of work and creativity*gender 

 

Tables 9 depicted a hierarchical multiple regression analysis conducted to investigate the 

moderation effect of work demands, stress risk, type of work and gender on the relationship 

between creativity and QWL.  

Moderating effect of work demands 

Model one (1) which included only creativity accounted for 53% of the variance (Adjusted 

R2=0.53) in QWL. The inclusion of work demands into the variance (in step 2 of the model) 

resulted in an additional 9% (R2 change=0.09). The final model, that is model three (3) also 

included the interaction, and this accounted for an additional 6% of the variance, thereby 

accounting for 67% of the variance (Adjusted R2=0.67) in QWL. It was also observed that 

creativity alone significantly predicted QWL (beta=0.73, p<0.05). The moderator, work demands, 

alone significantly predicted QWL (beta=0.35, p<0.05). The interaction on the other hand 

significantly predicted QWL (beta= 0.24, p<0.05).  The ANOVA results of the model summary 

showed an overall significance of the model at each step. Model one (1), without interaction was 

significant, (F (1,232) =260.40, p<0.05). Model two (2) with the inclusion of work demands was 

significant (F (2,231) =187.16; p<005). Model three (3), with the interaction, was also significant (F 

(3,230) =158.35; p<0.05). 

Creativity had a significant positive relationship with QWL (r=0.73, p<0.01) as indicated in table 

3. Following this, it was predicted that work demands will moderate this relationship (between 

creativity and QWL). The data supported this prediction. The interaction term between the 
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creativity and work demands was statistically significant (beta=0.24, t= 6.25, p<0.05). The 

interaction term accounted for 67% (adjusted R2=0.67) of the total variance in QWL. According 

to Cohen (1988) this is a large effect. 

 

Moderating effect of stress risk 

Model one (1) which included only creativity accounted for 53% of the variance (Adjusted 

R2=0.53) in QWL. The inclusion of stress risk into the variance (in step 2 of the model) resulted 

in an additional 3% (R2 change=0.03). The final model, that is model three (3) also included the 

interaction, and this accounted for an additional 4% of the variance, thereby accounting for 59% 

of the variance (Adjusted R2=0.59) in QWL. It was also observed that creativity alone significantly 

predicted QWL (beta=0.73, p<0.05). The moderator, stress risk, alone significantly predicted 

QWL (beta=0.21, p<0.05). The interaction on the other hand significantly predicted QWL (beta= 

-0.20, p<0.05).  The ANOVA results of the model summary showed an overall significance of the 

model at each step. Model one (1), without interaction is significant, (F (1,232) =260.40, p<0.05). 

Model two (2) with the inclusion of stress risk was significant (F (2,231) =145.75; p<005). Model 

three (3), with the interaction, was also significant (F (3,230) =113.90; p<0.05). The model was 

statistically significant.  

As indicated earlier, a significant positive relationship exists between creativity and QWL as 

shown in table 3. The introduction of a moderator, stress risk, with the prediction that stress risk 

will moderate the relationship between creativity and QWL was supported by the data. The 

interaction term between creativity and stress risk on QWL was statistically significant (beta=-

0.20, t= -4.77, p<0.05). The interaction term accounted for 59% (adjusted R2=0.59) of the variance 

in QWL. 
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Moderating effect of type of work 

Model one (1) which included only creativity accounted for 53% of the variance (Adjusted 

R2=0.53) in QWL. The inclusion of type of work into the variance (in step 2 of the model) resulted 

in an additional 4% (R2 change=0.04). The final model, that is model three (3) which included the 

interaction accounted for an additional 7% of the variance, thereby accounting for 63% of the 

variance (Adjusted R2=0.63) in QWL. It was also observed that creativity alone significantly 

predicted QWL (beta=0.73, p<0.05). The moderator, type of work, alone significantly predicted 

QWL (beta=-0.23, p<0.05). The interaction on the other hand significantly predicted QWL (beta= 

0.28, p<0.05).  The ANOVA results of the model summary. It showed an overall significance of 

the model at each step. Model one (1), without interaction is significant, (F (1,232) =260.40, p<0.05). 

Model two (2) with the inclusion of type of work was significant (F (2,231) =151.82; p<005). Model 

three (3), with the interaction, was also significant (F (3,230) =134.61; p<0.05). The overall model 

was statistically significant.  

As indicated earlier on, a significant positive relationship exists between creativity and QWL (see 

table 3). It was predicted that the introduction of a moderator, type of work, will affect this 

relationship (between creativity and QWL). This prediction was supported by the data. The 

interaction term was observed to be statistically significant (beta=0.28 t= 6.62, p<0.05). The 

interaction term accounted for 63% (adjusted R2=0.63) of the total variance in the criterion variable 

(QWL). According to Kenny (2009), a moderator hypothesis is supported if the interaction term is 

significant. The hypothesis was therefore supported. 
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Moderating effect of gender 

Model one (1) which included only creativity accounted for 53% of the variance (Adjuster 

R2=0.53) in QWL. The inclusion of sex into the variance could not significantly add to variance 

(R2 change=0.00). The final model, that is model three (3) which included the interaction 

accounted for an additional 1% (R2 change=0.01) of the variance in QWL. It could be observed 

that creativity alone significantly predicted QWL (beta=0.73, p<0.05). The moderator, sex, alone 

could not significantly predict QWL (beta=0.05, p>0.05). The interaction on the other hand 

significantly predicted QWL (beta= 0.15, p<0.05).  The ANOVA results of the model summary 

showed an overall significance of the model at each step. Model one (1), without interaction was 

significant, (F (1,232) =260.40, p<0.05). Model two (2) with the inclusion of gender was significant 

(F (2,231) =130.78; p<005). Model three (3), with the interaction, was also significant (F (3,230) 

=89.95; p<0.05). The overall model was statistically significant.  

Perceived creativity had a significant positive relationship with QWL as indicated earlier (see table 

3). Following this, it was hypothesised that sex will moderate the relationship between creativity 

and QWL. This prediction was accordingly supported by the data. The interaction term between 

creativity and sex on QWL was observed to be statistically significant (beta=0.15, t= 2.10, p<0.05). 

The interaction term accounted for 53% (adjusted R2=0.53) of the total variance in QWL. 

According to Cohen (1988) this is a large effect. 
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4.4. Summary of Findings 

The following were the finding of the study: 

1. A significant positive relationship was found between creativity and QWL. This signifies 

that employees' QWL is perceived to improve where there are opportunities for creativity 

in the organisation as well as more room to access and use those opportunities in 

performing tasks. 

2. A significant positive relationship was found between organisational learning and QWL, 

implying that where learning opportunities and room to access and use them are 

perceived, improved QWL is also perceived 

3. Learning at the individual level significantly predicts employees QWL than at the team 

level but not at the organisational level. 

4. The relationship between organisational learning and QWL is dependent on work 

demands and stress risk perceived by employees in the course of performing their task. 

5. The relationship between creativity and employees' QWL is influenced by perceived 

work demands and stress risk in the organisation. 

6. The relationship between organisational learning and employees' QWL is dependent on 

the type of work they do, but not dependent on the gender of employees. 

7. Gender of employees and the type of work they do have a significant effect on the 

relationship between creativity and their QWL. 
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Fig. 2.  
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Fig.2. Observed model of the moderation effect of work demands, stress risk, sex and type 

of work on the relationship between learning and QWL and creativity and QWL. 

The observed model shows the relationship between predictor variables (creativity and learning) 

and the criterion variable (QWL). A significant positive relationship was observed. 

Furthermore, out of the various moderators proposed, only sex could not significantly moderate 

the relationship between learning and QWL. This implies harnessing employees QWL through 

learning opportunities is contingent on perceived work demands, stress risk and type of work.  The 

relationship between creativity and QWL on the other hand was affected by all the proposed 

moderators. This indicates that harnessing employees QWL by giving room for creativity 

opportunities is dependent on perceived work demands, stress risk, type of work and sex of 

employees. 

 

4.5. Report on qualitative data 

The qualitative aspect of the study sought to address the following questions 

7. Does your organisation support or encourage learning? 

8. Do all employees have equal access to learning and creativity opportunities in your 

organisation? 

9. Is the access to learning and creativity opportunities in the organisation dependent on the 

type of work one does? 

10. How do male and female staff in your organisation differ in taking up such opportunities? 

11. Does your organisation create learning opportunities at the individual, team and 

organisational level? 

12. Which of the various levels of learning opportunities do employees prefer most? 
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4.5.1. Results on qualitative data 

 

The following were reported; 

All the organisations from which the samples were selected gives opportunity for creativity and 

learning. For instance one of the HR stated that “for here, creativity opportunities and learning is 

open to everyone, no one is restricted based on a type of work. It is open to everyone. It is just that 

there is a level at which some people are limited.” 

Another also indicated that “at every level employees have access to put in novels ideas in solving 

problems at hand. For example, even employees at the account section although are limited in 

their ability to be autonomous, they are often required to come up with a new and convenient 

means of transacting business, making payments and all that.” 

An interview with the Human Resource Personnel of the selected organisations under study 

revealed that all employees are given equal access to learning opportunities but not creativity. It 

was further explained that the type of work one does determine whether he or she will be given 

creativity opportunity or not. Four out of the 5 Human Resource Managers interviewed used the 

financial department as an example. According to them, employees at the financial department 

(account, finance and audit) are required to operate strictly by the rules and regulations governing 

their operation. They further indicated that, where one comes up with creative ideas, vital in 

improving or facilitating their task, it must first be made known to management for further probing 

and approval before implementation. For instance, one manager said “employees at our financial 

department (account, finance and audit) are required to operate strictly by the rules and 

regulations governing their operation.  Where one comes up with creative ideas, which is vital in 
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improving or facilitating their task, it must first be made known to management for further probing 

and approval before implementation”. 

The interview also revealed that both males and females equally take up learning and creativity 

opportunities, however this is dependent on the age and level of education of the employees. 

According to them, the younger ones take up these opportunities more than the older ones. 

Whereas the highly educated ones are less likely to take up learning opportunities as compared to 

the less educated ones. Furthermore, it was revealed that, males take up creativity opportunities 

more than females this however, is also dependent on educational level of employees. It was 

indicated that highly educated ones take up creativity opportunities more than the less educated 

ones. One manager said “the ladies like taking up learning opportunities than the males especially 

in this organisation. Well maybe because they believe they grow faster than males, and that they 

will someday be more occupied in the house when they get married, they tend to take up these 

opportunities earlier so that they can have time for the home. 

Males take up creativity opportunities than females, this is because most of the males in the 

organisation occupy positions that allows them more rooms for creativity. Besides I believe males 

are risk takers and will always want to explore unlike ladies who will always want to follow and 

stick strictly to what they know.  

But all these however applies to the younger ones than the old ones in the organisation”. 

All the organisations indicated that they provide learning at the individual, group and 

organizational level. For instance one of the managers said “yes, we give scholarship, allow study, 

and provide training opportunities and so on. These allows the individuals to learn. 
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At the team level, we organise group workshops for teams. In fact most of our programmes are 

organised at the team level.” 

It was observed that most of the employees prefer individual level learning than the organizational 

and team level. 

An interview with about ten (10) employees revealed that those who preferred individual level 

learning indicated that it builds them up and gives them a sense of authority over their work, and 

a sense of security in this era of change. 

Those who preferred organizational level learning indicated that although they prefer learning at 

the individual level, they feel no use of it if they are not allowed to transfer what they learn to their 

job. 

“One lady stated that “I like to develop myself a lot, but tell me, what is the essence of it all if after 

all the knowledge I acquire, I am not given the opportunity to employ them to my job. I will feel 

much better if I am given the opportunity to transfer the knowledge I have acquired from the 

numerous trainings, seminars, lectures, schools organised etc. to my job. At least in that way I will 

feel my effort is not wasted but rather helpful to the organization.” 

Another indicated that, he prefers organisational level learning because it helps him to appreciate 

the needs of the organisation and deliver to achieve the overall objectives. 
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CHAPTER FIVE 

DISCUSSION, RECOMMENDATIONS AND CONCLUSION 

 

This chapter presents discussion of the findings, the implications derived from the findings and 

the limitations of the study. Suggestions for future research are also discussed. 

 

5.1. Discussion of Results 

5.1.1. Relationship between creativity and employees’ QWL 

It was hypothesised that, there will be a significant positive relationship between creativity and 

employees’ QWL. This prediction was accordingly supported. Creativity opportunity in the 

organisation positively correlated with employees’ QWL. This implies that where a creative 

climate is perceived, QWL is also perceived.  

Innovation is quickly becoming the word du jour although it has been in existence since creation. 

For the longest time, it has simply been referred to as creativity. In the contemporary world, 

innovation has become the norm. In every business advertisement or commercials on the media, a 

careful observation reveals that it is at least mentioned once. Aside this, the word has managed to 

creep it way into many books, articles, both academics and business, as well as job titles in the 

organization. An example is a position like Chief Innovation Officer. Looking at its relevance, one 

question to ponder on is who should be involved in creativity (spotting problems and identifying 

new and different solutions) at the organization? In a more logical sense, it should be “every 

employee.” However, up until recently, creativity and innovation were typically viewed as the 

responsibility of a small number of people, usually those working in the Research & Development 



73 
 

department. In today’s world of work, the acknowledgement and rewarding of creativity in the 

organisation has become the norm for organisations that aspire to be successful. Efforts are now 

engaged by organisations to create a work environment which supports creativity and creates and 

give more room for creativity opportunities. Ensuring that creativity thrives in an organization can 

lead to even greater employee engagement, motivation, productivity; factors that could improve 

employees' QWL (Rasulzada, 2007; Shalley, Gilson & Blum, 2000). Where there is no creativity, 

stagnation is present, that is no new ideas and efficient and modern ways of doing things or 

working are encouraged. Encouraging creativity at the workplace  involves giving employees the 

avenue to move away from the old ways of doing things, and from familiar environment  to 

explore, sometimes, completely in uncharted areas, with the aim of coming up or discovering 

something new and better for the growth of the organization. This tends to boost employees self-

esteem and self-awareness as well as their personal and professional development, more especially 

when employees excel in generating new and positive ideas that positively impacts the 

organization (Allen, 2000). 

The outcome of this study support a study conducted by Rasulzada (2007). He conducted a study 

on creativity and psychological wellbeing and found that creativity and innovation in the 

organization are means to improve employees’ psychological wellbeing. According to him, it is 

vital to increase organizational creativity and a climate for creativity not just to attain a competitive 

value and remain attractive in the market, but also for the individual to achieve a better 

psychological well-being. He pointed that for an employee to feel psychologically well, then he or 

she need to experience the organization as creative and innovative. Furthermore a study conducted 

by Lund (2003), revealed that organisational culture with innovation and flexibility results in a high 

level of employee job satisfaction, an indicator of QWL (Lokanadha & Mohen, 2010). 
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Organisations are now becoming abreast with the essence of creative opportunities at the work 

place to the employees. A practical example is Ghana Commercial Bank limited. Employees at the 

branch levels were tasked to do routine and boring task for a long period of time until one achieved 

a specific tenure. Currently, there is the introduction of job rotation which enables employees to 

change task within a period of time diminishing the routine nature of their job. Secondly employees 

are now made to solve customers' problems and issues (except critical ones that needs attention of 

managers and supervisors) using their own creative ideas, however, not outside the bank's code of 

conduct. 

Furthermore, a study presented by Right Management's research team at the World Economic 

Forum, throws more light on the outcome of the study. According to them, organisations that 

promote employees health and well-being are three and a half times more likely to support and 

encourage creativity and innovation. In their study, Seventy-two percent (72%) of respondents 

who rated their organization highly for actively promoting health and well-being also rated it 

highly for encouraging creativity and innovation. Their findings, as reported by Schmidt (2010) 

indicated that to organize a comprehensive organizational effectiveness program, organisations 

must involve a wellness initiative through creative opportunities on the job. In their study however, 

less than half of the nearly 30,000 workers who participated in the study reported that their 

organizations actively promote health and wellness (Schmidt, 2010) through creativity. This 

implies that employees QWL could be harnessed where there is a perceived organisation’s support 

and encouragement of creativity in handling task.  



75 
 

5.1.2. Relationship between organisational learning and employees’ QWL 

The next hypothesis which examined the relationship between perceived organisational learning 

and employees’ QWL predicted that there will be a significant positive relationship between 

perceived organisational learning and employees’ QWL. This assertion was supported by the data. 

This implies that employees will perceive an improved QWL in a work environment where 

opportunities to acquire and transfer new knowledge is supported and encouraged.  

In contrast to this outcome, Fonseca and Verma (2001) in their study found that increasing 

workplace demands, focusing on learning, even though necessary for achieving competitiveness, 

are not contributing to the QWL of employees. According to them, when learning demands are 

increased in the organisation, it tends to have a negative impact on the perception of work life 

balance which in turn affects the psychological wellbeing of employees, hence their QWL. 

 Learning however has a great number of relevance to employees which the researcher personally 

hold strongly that Fonseca and Verma (2001) might have overlooked. Some of the importance of 

learning has been confirmed by studies to improve employees' QWL. For instance learning 

increases job satisfaction and morale among employees, employee motivation, increased 

efficiency and effectiveness, increased capacity to adopt new technologies and methods, adapt 

effectively to change, increased innovation in strategies and products, reduced employee turnover, 

enhanced company image. It also helps optimise the development of human resource that helps 

the employee to achieve the individual as well as organisational goals (Benson, 2006). 

Furthermore, where learning is encouraged, it increases the job skills and knowledge of employees 

at all levels and expands the horizons of their intellect and their personality, helps in indicating the 

sense of team work, team spirit, and inter team collaborations, aids the employees to be more 

effective in decision making and problem solving, develop leadership skills , better attitudes, and 
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other aspects that successful workers usually display (Price 2007; Bratton & Gold, 2003, 

Armstrong & Foley, 2003). Majority of these outcomes as have been mentioned earlier, have been 

confirmed by studies to improve employees QWL. For instance conducting a survey to determine 

the nature and construct of QWL, the European Foundation for improvement of living and working 

condition (EWON) (2002) identified dimensions such as job security, job satisfaction, competence 

development and others. Lokanadha and Mohan (2010) also found other dimensions such as job 

security, job satisfaction, competence development and others. Walton's eight (8) categories of 

QWL included immediate opportunity to use and develop human capacity, opportunity for 

continuous growth and security, social integration in the work organisation, constitutionalism in 

the work place and social relevance of work life. 

The outcome of this study was however, in agreement of Darafs (2012) study, conducting a 

comparative study and using Pearson correlation coefficient, he found that a significant positive 

relationship exist between learning and QWL. Furthermore Yeo and Li (2012) posited that 

employees’ perception of QWL has the potential to impact their learning orientation simply 

because they can rely on learning to help them seek new opportunities to improve their overall job 

satisfaction which in turn affects their life outside of work. Therefore, giving the opportunity and 

support, employees, are more likely to be more open to learning and training opportunities as it 

enhances their ability to take up new and challenging opportunities. Learning therefore equip 

employees to face and meet change as it occurs, this in a way assures them of their job security 

knowing they are not rendered obsolete. 
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5.1.3. Learning at the organisational level will predict a significant portion of the variance 

in QWL of employees than at the team and individual level. 

It was hypothesized that learning at the organizational level will predict a significant portion of 

the variance in QWL than at the team and individual level. This assertion was accordingly 

supported by the data. This result implies that where employees perceived learning opportunities 

at the organisational level, they are more likely to perceive QWL than at the individual and team 

level. Although literature is very scarce in this field, several studies have found a significant effect 

of organisational learning on job satisfaction, an indicator of QWL (Lokanadha & Mohan, 2010). 

For instance conducting a study on organisational learning culture’s influence on job satisfaction, 

organisational commitment and turnover intensions, Hsu (2009) found a positive effect of 

organisational learning and job satisfaction. Also, Tsai, Yen, Huang, and Huang (2007) asserted 

that workplace learning promotes a high level of job satisfaction among employees, when 

conducting their study on motivating employees’ learning commitment. Furthermore, whiles 

working on the role of organisational learning on emotional intelligence and job satisfaction, Chiva 

and Alegre (2008) posited that where there is a stimulating context, organisational learning 

develops employees’ competencies and their job satisfaction. Chang and Lee (2007) on the other 

hand, focusing on sample of employees from the financial, insurance, manufacturing and service 

industries, found a positive relationship between organisational learning and job satisfaction. 

This can be explained from Kim’s (1993) assertion. According to him, individual learning and 

team learning have a positive effect on organisational learning. He continued to explain that 

individuals and teams bring on board their acquired knowledge and experiences to their job which 

leads to organisational improvement. For example, individuals tend to share, support and exchange 

their ideas, knowledge, opinions, experiences and others with other members of their team when 

performing their task in the organisation. In view of this, Barker and Neailey (1999) indicated that 
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team learning occur where sharing of knowledge among individuals leads to an expansion and 

improvement of the team members knowledge base and overall effectiveness in future problem 

solving and decision making. In addition, Edmondson (2002) asserted that organisational learning 

on the other hand occur when opportunity is made available for new found or acquired knowledge 

to be transferred to other sections of the organisation. This he believed could be achieved through 

cross-functional team learning or inter-departmental learning.  

Furthermore, using a structural equation model to analyse a total of 200 cases, collected from 50 

different Small and medium size enterprises, Song, Jeung and Cho (2011) found that individual 

learning process has a significant impact on team or group learning process, which in turn 

influences the overall organizational process sequentially. From this perspective, it can be argued 

that learning at the individual and team level is embedded in organisational level learning. The two 

interplay in a sequential manner to affect organisational learning. Hence individual learning and 

team learning in themselves cannot affect organisational learning. For instance Wang and Ahmed 

(2003) indicated that individual learning itself does not guarantee organisational learning, unless 

a transference process of knowledge among people with the purpose of institutionalisation occurs.  

According to Marsick and Watkins (1994), organisational learning was developed based on the 

prediction that organisations can learn. Although organisation in itself has no brains to enable it 

learn, it possess cognitive systems and memories, inherent in it members (employees). 

Organisations therefore learn through the opportunities given to employees to transfer acquired 

knowledge to problem solving and decision making in the organisation or making use of the 

knowledge new employees bring on board the organisation which the organisation previously did 

not have. In view of this, Hodgkinson (2000) defined organisational learning as coming together 



79 
 

of individuals to enable them support and encourage one another’s learning which will in the 

longer term be of benefit to the organization (p.157). 

The result was however in contrast with the outcome of the interview conducted. All the 

organisations interviewed, indicated that they provide learning at the individual, group and 

organisational level. It was however, observed that most of the employees preferred individual 

level learning to organisational and team level learning. 

An interview with about ten (10) employees revealed that those who preferred individual level 

learning indicated that it builds them up and gives them a sense of authority over their work, and 

a sense of security in this era of change. 

Those who preferred organisational level learning indicated that although they prefer learning at 

the individual level, they feel no use of it if they are not allowed to transfer what they learn to their 

job. 

“One lady made the following statement: “I like to develop myself a lot, but tell me, what is the 

essence of it all if after all the knowledge I acquire, I am not given the opportunity to employ them 

to my job. I will feel much better if I am given the opportunity to transfer the knowledge I have 

acquired from the numerous trainings, seminars, lectures, schools organised, etc. to my job. At 

least in that way I will feel my effort is not wasted but rather helpful to the organization.” 

 

 



80 
 

5.1.4. The relationship between learning and QWL would be moderated by work demands 

stress risk, type of work and gender.  

A significant positive relationship was established between learning and QWL, following this, it 

was hypothesized that work demands, stress risk, type of work and gender will moderate this 

relationship. These variables were addressed separately. It was found that work demands, stress 

risk and type of work moderated the relationship, however, the prediction the gender will moderate 

the relationship between learning and QWL was not supported.  

 

Work demands moderated the relationship between learning and QWL. This implies that the 

presence of perceived high work demands reduced the predictive ability of perceived learning 

opportunities on employees' QWL. This could be argued from the point of view of Fonseca and 

Verma (2001). According to their findings, increasing workplace demands, even though necessary 

for achieving competitiveness, does not contribute to the QWL of employees. According to them, 

when workplace learning demands are increased in the organization, it tends to have a negative 

impact on the perception of work life balance which in turn affects the psychological wellbeing of 

employees, hence their QWL. This implies that where learning is much encouraged, much is 

demanded or expected from employees, and where work demands are on a rise, employees tend to 

spend much of their time in the work place having little or no time for their family or personal life, 

a contributing factor to employees QWL (Lokanadha & Mohan, 2010; The European Foundation 

for the Improvement of Living and Working Condition (EWON), 2002). The study conducted by 

Rehinam (2004) provides evidence to this outcome. Using a regression analysis, they found that 

job demand was a significant predictor of QWL among Information System personnel. 
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Furthermore, the study was also supported by some earlier studies. For instance the study 

conducted by Crouter, Bumpus, Head and McHale (2001) resulted that workload is negatively 

related to QWL. This they believe is because workload affects employees’ family life and also 

leads employees to job burnout (Houkes, Janssen, De Jonge & Bakker, 2003), and increases job 

stress, turnover intention and mental stress. Therefore, higher work demand is believed to be a 

factor detrimental to QWL (cited by Lai, Chang & Hsu, 2012). Some researchers however found 

a positive effect of work load on QWL. For instance Elmuti (2003) conducted a study on IASM 

team (Internet aided self-managed team) and found that when the working time of IASM team 

increases, their QWL is also raised. In addition, the study of Moore (2000) on technology 

professionals suggested an inverse relation between workload and turnover intention, which 

further implies the possibility of a positive relationship between workload and QWL. 

Perceived Stress risk was found to significantly moderate the relationship between perceived 

oranisational learning and QWL. This implies that where employees perceive high stress risk, the 

effect of learning opportunities on their QWL is reduced.  

Literature has revealed that learning opportunities and skills discretion have proven to have a 

positive influence on job satisfaction and reduced job stress which according to Scully, 

Kirkpatrick, and Locke, (1995) would lead to better QWL. Perceiving a risk of stress in the 

organisation is very detrimental to employees’ wellbeing and QWL. The study of Bolhari, Rezaen, 

Bolhari and Zare (2012) confirm this assertion. They found a negative impact of stress on 

employees QWL. In addition, the study's outcome is evident in the Dutch law. In the quest to 

ensure the wellbeing and health of employees in the European Countries, the Dutch law attempted 

to describe the concept, risk to wellbeing. The description included any work that overloads people 

psychologically. This implies that it considered work overload as detrimental to the psychological 
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health of employees. The Dutch law further explained that, any work that leads to enduring stress 

reactions and strain is a risk to the wellbeing and health of employees (reported by Kineke, 1991).  

In view of this it could be argued that encouraging and supporting learning at the work place alone 

is not enough to establish employees QWL. Other stressors should be identified and minimized, if 

not be eliminated. 

The type of work done by employees moderated the relationship between learning and QWL.  This 

implies that the type of work employees do has the ability to affect the predictive value of their 

perceived learning opportunities and on their QWL. This was supported by Sadique's (2003) study. 

He conducted a study on the employees of sugar mills and explored a significant difference 

between the white collar and blue collar employees’ QWL.  It can therefore be argued that the type 

of work one does will determine one's ability to either take up and make use of learning 

opportunities in the organisation or not.  

Gender, on the on other hand did not moderate the relationship between learning and QWL. It can 

therefore be said that supporting and encouraging learning in the organisation at all levels can 

impact on the QWL of employees in spite of their gender. In contrast to this outcome, Wadud 

(1996) conducted a study and found significant difference in males and females QWL. Elias and 

Saha (2005) conducted a study and also found a similar result. Furthermore, Kumar and 

Shanubhogue (1996) analyzed and compared the existing and expected QWL in universities and 

found a similar outcome. In addition, Tabassum, Rahman and Jahan (2011) conducted a study on 

QWL among male and female employees and found a significant difference exist between male 

and female employees QWL. Again, replicating their study using a population of lecturers in the 
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university, they found a significant difference between gender and QWL. This could be as a result 

of different choice of statistical tools.  

The outcome of the study was however in line with a study conducted by, Gupta and Hyde (2013). 

They found no significant difference between gender and QWL when conducting a study on 

demographics and QWL in nationalized banks in India. 

Literature also reveals that not all employees receive the same opportunities for learning in the 

workplace. Research by Rainband (2000) suggests that unskilled employees are the least likely to 

receive opportunities for learning. More specifically, part-time employees, many of whom are 

women, have less access to opportunities for workplace learning than full-time employees. If this 

is so then sex should moderate the relationship between learning and QWL. However, this could 

be explained from the perspective of Rainband's assumption that majority of women are part time 

employees which according to him explains why they have less access to learning opportunities in 

the organisation. The present study however, focused on organisations where all employees, both 

women and men are full time workers, working as lecturers, nurses, cashiers, customer service and 

marketing staff. Furthermore, the outcome of the interview conducted revealed that both males 

and females are given equal access to learning opportunities in the organization and also both 

equally take up these opportunities, however it was indicated that, this is mostly dependent on the 

age and level of education of the employees. 
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5.1.5. The relationship between creativity and QWL would be moderated by work demands 

stress risk, type of work and gender. 

A significant positive relationship was found between creativity and QWL. Following this, it was 

predicted that work demands, stress risk, type of work and gender will moderate this relationship. 

It was found that all the moderators significantly moderated the established relationship between 

creativity and QWL.  

Work demand was found to have a significant effect on the relationship between creativity and 

QWL. This implies that in a creative work environment where perceived work demand is high, 

employees QWL are likely to decline.  In much the same way stress also significantly moderated 

the relationship between creativity and QWL.  In other words, stress risk affected the strength of 

relationship between creativity and QWL. This implies that where employees perceive high stress 

risk, the impact of a creative work environment on their QWL could diminish. 

In contemporary organisations, the quest of meeting up with demands to meet up with competition 

and the turbulent world of work, work demands and pressures are on the increase as a result 

organisations require their workers to be more innovative and creative, and at the same time more 

efficient; a real indicator of paralysis. This can be further explained by the assertion of Amal and 

Awan (2011). They posited in their study that having large piles of work in a given targeted time 

can results in employees becoming stressed out from their work as well as their organisation. 

According to them, when this happens, the motive of employees’ job becomes to achieve targets 

within an allocated time, which affect their ability to use up creative opportunities and hence 

diminish the creativity within the organisation. In effect, it is very difficult for employees to be 

creative when they feel stale. Employees' often require space and time to be creative or use up 

creativity opportunities in the organisations. However, where work demands are high and 
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employees feel overloaded and stretched, or have no discretionary time, their ability to be creative 

could be impacted significantly. From the outcome of the study, it could be said that this negatively 

impact on employees’ QWL as well. Encouraging and supporting employees’ creativity alone is 

not enough. Management must put measures in place such as giving more room and space for 

employees to make use of the creativity opportunities the organisation has made available to them 

if employees’ QWL are their concern. Alleviating high work demands and stress risk at the work 

place is therefore a critical concern to all organisations which intend to survive and adapt 

effectively to this competitive and turbulent world of work.  

The moderation effect of type of work on the relationship between creativity and QWL was in 

support of Hackman and Oldham (1976, 1980) job characteristics model. According to the theory, 

if employees will achieve high internal motivation, growth satisfaction, general job satisfaction 

and low absenteeism and turnover (some indicators of QWL (Lokanadha & Mohan, 2010; Walton, 

1985), they need to experience some critical psychological states which can be achieved through 

skill variety, task identity, task significance, autonomy and feedback. This implies that for 

employees to achieve high motivation and job satisfaction that could enable them work effectively; 

there is the need for management to enrich their task. That is to say, the task they perform should 

require them to employ variety of creative skills and talents, be autonomous, and complete a whole 

and identifiable piece of work with visible outcomes as well as to have a positive impact on the 

organisation. It can therefore be argued that task which do not require the employment of these 

skills are likely to diminish employees QWL as it could render employees monotonous as a result 

of performing repetitive and routine task which in turn can affect their sense of competence 

(Lunenburg, 2011).   
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The characteristics of employees’ jobs (the type of work employees do) can therefore influence 

their ability to take up creativity opportunities in the organisation. To the extent that it is possible, 

allowing employees to have a choice in the types of activities in which they participate enables 

them to enjoy a certain degree of autonomy. Employees who perceive that they have freedom or 

flexibility in how they perform their jobs are also likely to feel free to be creative. Employees who 

enjoy positive and complex challenges are more likely to be creative, unless the challenges become 

overwhelming. This was supported by the interview conducted. It was revealed that the type of 

work one does determine whether he or she will be given creativity opportunity or not. Four (4) 

out of the five (5) Human Resource Managers interviewed used the financial department as an 

example. According to them, employees at the financial department (account, finance and audit) 

are required to operate strictly by the rules and regulations governing their operation. They 

further indicated that, where one comes up with creative ideas, which is vital in improving or 

facilitating their task, it must first be made known to management for further probing and approval 

before implementation. 

The moderating effect of gender on the relationship between creativity and QWL could be 

explained by the outcome of earlier studies. For instance, Wadud (1996) conducted a study found 

significant difference in males and females QWL. Elias and Saha (2005) conducted a study and 

also found a similar result. Furthermore, Kumar and Shanubhogue (1996) analyzed and compared 

the existing and expected QWL in universities and found a similar outcome. In addition, 

Tabassum, Rahman and Jahan (2011) conducted a study on QWL among male and female 

employees and found a significant difference exist between male and female employees QWL. 

Again, replicating their study using a population of lecturers in the university, they found a 

significant difference between gender and QWL. It could be argued from the above literature that 
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if males and females differ in their level of QWL then there is a probability that gender will predict 

employees QWL. The interview conducted supported this result. It was revealed that although both 

male and females are given equal access of creativity opportunity, males take up creativity 

opportunities more than females. This was however, indicated to be dependent on the educational 

level of employees. The highly educated ones were reported to take up creativity opportunities 

more than the less educated ones. 

5.2. Limitations 

Studies conducted in the form of a survey research in a natural setting are normally accompanied 

by multiple limitations. The following limitations have been identified. 

 First, the instruments were obtained from already validated measures. However certain 

items were eliminated from the scales, this was to improve upon the study reliability in 

order to suit the types of data required. This attenuation is likely to limit the reliability and 

the validity of the scale. To improve upon the instrument, a pilot test was done to minimize, 

and to a large degree, eliminate any undesirable and ambiguous statements that were likely 

to affect the results. 

 Second, the sample size and limited geographic location makes it impossible to 

accurately generalize the outcome of the study. The use of a cross sectional survey will 

also affect the ability to validly generalize the finding across situation and other 

conditions. Due to limited time and resources, this limitation could not be averted. 
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5.3. Strength 

In spite of the limitations, the study had the following as its strength  

 The focus of learning and creativity as opportunities made available for employees in the 

orgsnisation, makes this study unique from others as most studies addressed learning as a 

continuous development orientation, and creativity as a personality trait. 

 The use of gender, type of work, stress risk and work demand as moderators in the study 

made the study unique from others, expanding the scope of the literature. 

 

5.4. Practical Implication 

In real life, QWL is an inevitable phenomenon and it exists in all kinds of occupational categories 

although the magnitude varies depending on varied factors. If the employees' QWL is left 

unresolved, it will have substantial negative impacts on the overall development of the 

organisation. The outcome of this study therefore informs organisations on the need to create 

learning and creativity opportunities for employees, giving room (considering factors such as 

perceived high work demands and stress risk as well as the type of work employees do, that are 

likely to prevent employees from taking up such opportunities) for them to employ and apply 

acquired knowledge and novel ideas in making decision and solving problem in the course of 

performing their task, as these serve as a tool to harness employees' QWL. 
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5.5. Recommendations 

Based on the findings of the study, the following are recommended: 

 

 Organisations are entreated to provide and create a conducive atmosphere of learning and 

creativity, and also provide a room for employees to make use of these opportunities in 

solving problems and making decisions about the task they perform. 

 As organisations attempt to support and encourage learning and creativity in the 

organisation, there is the need to put up measure to mitigate factors, such as work demands, 

stress risk, type of work and gender) that are likely to prevent employees from taking and 

making use of the opportunities created. 

 Other socio-demographic variables such as, age, educational level, total years of working 

experience, occupational category, work practices and years of operations were not 

considered in the analysis. It is, therefore, suggested that these personal and professional 

factors should be taken into account as other antecedents of QWL of employees.  

 Future research can focus on a comparative study comparing how different work sectors 

differ in the level of creativity, learning and QWL. 

 Future research can replicate this study in relation to Hackman and Oldman's job 

characteristics model. 
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5.6. Conclusion 

In order to adapt to the global changes ‘hitting’ organizations from different angles across the 

globe, organizations must embrace and also create opportunity for learning and flexible 

environment where employees can bring on board novel ideas toward better performance. 

Employees’ QWL experiences are limited not only to them, but are also a matter of concern for 

the employers as well. In order to survive and keep up in today’s competitive world of work, 

organisations need high quality personnel instead of merely capital, technology or long-lived 

products. In fact, employees are the soft assets and the hidden value of a company (Abdeen, 2002). 

Hence, if organizations are concerned about developing their human resources and gaining a 

competitive advantage in the marketplace, it deems necessary that they attend to one of their most 

precious assets, namely, human resources, by employing high-quality working-life experiences in 

consonance their various needs eliciting favourable job-related responses in return. 

In sum, in the 21st century era, there is no doubt that sometimes genuine innovation and creativity 

is needed to solve problems and satisfy stakeholders. In most organisational settings, leaders are 

expected to be able to think creatively and come up with innovative solutions to work-based 

problems. And they often do. But encouraging and supporting work place learning as well as 

fostering and harnessing the creative abilities of every employee is likely to produce an even richer 

selection of essential and efficient knowledge and creative ideas and solutions to work tasks and 

problems. This is because diverse group members collectively possess knowledge and a variety of 

perspectives not found in just one person.  

The selected working condition factors (creativity and learning) show that to some extent, they 

have influence on QWL. Organisational learning and employees’ creativity are the significant 
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predictors of QWL. Therefore, if these components of work environment are ignored by the 

management, they would have substantial impact on the QWL of their staff and hence the 

organisation as a whole. 
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APPENDIX I 

UNIVERSITY OF GHANA 

DEPARTMENT OF PSYCHOLOGY 

QUESTIONNAIRE 

 

I am an M.Phil. Student pursuing Industrial and Organisational Psychology in University of 

Ghana. This questionnaire forms part of a study being conducted as part of my academic project. 

The purpose of the study is to find out the influence of organisational learning and employees 

creativity on the quality of work life among employees in Ghanaian organisations. By answering 

the questions on this survey, you can contribute your opinion and impression regarding your 

organisation’s working conditions. This survey has a series of questions that relate to your 

experiences as a working member of your organisation. Please read each statement carefully and 

decide how much you agree or disagree with it. You are kindly requested to read through the items 

and respond to the questions as objectively as possible. Information provided shall be treated as 

confidential and used solely for academic purposes. Your anonymity will also be granted. 

  

SECTION A 

DEMOGRAPHIC VARIABLES 

 

Sex:                                       1.Male                                             2. Female 

Name of organisation…………………………………………………………………….. 

Type of work…………………………………………………………………………….. 
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SECTION B 

This section seeks to examine employees’ perception of their Quality of Work Life in the 

organisation. PLEASE you are required to TICK (√) the appropriate option where SA – 

STRONGLY AGREE, A – AGREE, U- UNCERTAIN, D – DISAGREE AND SD – 

STRONGLY DISAGREE 

STATEMENT SD D U A SA 

1. I get personal satisfaction from the work I do in my job.      

2. I feel my work makes a valuable contribution to the success 

of the organization 

     

3. I believe the work I am assigned to do makes good use of 

my knowledge and skills 

     

4. The pay I receive for my job is appropriate, considering the 

work I am assigned to do 

     

5. I believe I have a secure job with this organisation for the 

foreseeable future 

     

6. My physical work environment enables me to do my job 

effectively 

     

7. My supervisor regularly lets me know what is expected of 

me in doing my job effectively 

     

8. My supervisor gives me the individual help and support I 

need to do my job effectively 

     

9. The organisation offers me opportunities to grow and learn 

new skills. 

     

10. I have a chance to move up to a better job if I do well in this 

one. 

     

11. My work group has a sense of team spirit      

12. People who work in this organisation try to cooperate and 

help each other. 

     

13. Management keeps us generally informed of the latest 

"news" that affects our interests 

     

14. People can speak up and voice their opinions frankly 

without fear of being punished 
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15. People have an equal chance to get ahead in this 

organisation regardless of sex, age, religion, racial or ethnic 

background, or other factors not related to their work 

performance 

     

16. If I have a grievance or other personal problem in my work, 

I can usually expect to have it resolved fairly 

     

17. There are people in the organisation I can go to for 

professional help if I am having personal, psychological, or 

health problems. 

     

18. The union I belong to does a good job representing me. (If 

you don't belong to a union, please leave blank). 

     

19. Alcohol abuse is low among the workers in my area of the 

organisation. 

     

20. Drug abuse is low among the workers in my area of the 

organization 

     

21. I feel physically safe in my work area.      

22. I feel physically safe coming to and leaving my work 

facility 

     

23. I am free from sexual, psychological, and physical abuse or 

harassment while working here 

     

24. This organisation operates according to honest, ethical 

business values 

     

25. The chief executive of this organisation is an effective 

leader 

     

26. The top management team of this organisation provides 

effective leadership 

     

27. I am optimistic about the future of this organisation      

28. I am proud to be a part of this organisation.      

29. Overall, I would say my morale on the job is high      

30. I plan to stay with this organisation for the foreseeable 

future 

     

 

 

31. Please write a few words to complete this sentence: "This would be a better organisation 

to work for if..."  

………………………………………………………………………………………………

………………………………………………………………………………………………
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………………………………………………………………………………………………

………………………………………………………………………………………… 

 

 

 

 

SECTION C 

This section seeks to examine employees’ perception of the opportunities and support the 

organisation grants to its members to bring on board as well as apply their creative ideas in 

executing their task. PLEASE you are required to TICK (√) the appropriate option where SA – 

STRONGLY AGREE, A – AGREE, U- UNCERTAIN, D – DISAGREE AND SD – 

STRONGLY DISAGREE. 

STATEMENT SD  D U A SA 

1. Creativity is encouraged here      

2. Our ability to function creatively is respected by the 

leadership 

     

3. The main function of employees in this organisation is to 

follow orders which come down through channels. 

     

4. Around here, a person can get in a lot of trouble by being 

different 

     

5. This organisation can be described as flexible and 

continually adapting 

     

6. The best way to get along in this organisation is to think the 

way the rest of the group does 

     

7. This organisation is open and responsive to change.      

8. The people in charge around here usually get credit for 

others' ideas 

     

9.  This place seems more concerned with the status quo than 

with change 

     

10. There is adequate time available to pursue creative ideas 

here. 

     

11. Lack of funding to investigate creative ideas is a problem in 

this organization 
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12. This organisation publicly recognizes those who are 

innovative. 

     

13. The reward system here benefits mainly those who don't 

rock the boat. 

     

14. A person cannot do things that are too differently around 

here without provoking anger. 

     

 

 

 

 

SECTION D 

This section seeks to examine employees’ perception of the learning opportunities the organization 

makes available to them at the individual, team and organizational level in the organization. 

PLEASE you are required to TICK (√) the appropriate option where AN – ALMOST NEVER, 

S – SELDOM, ST- SOMETIMES, O – OFTEN AND AA – ALMOST ALWAYS  

STATEMENT AN S ST O AA 

INDIVIDUAL LEVEL      

1. In my organisation, people openly discuss mistakes in 

order to learn from them. 

     

2. In my organisation, people identify skills they need for 

future work tasks. 

     

3. In my organisation, people can get money and other 

resources to support their learning. 

     

4. In my organisation, people are given time to support 

learning. 

     

5. In my organisation, people view problems in their work 

as an opportunity to learn 

     

6. In my organisation, people listen to others' views before 

speaking 

     

7. In my organisation, whenever people state their view, 

they also ask what others think. 

     

8. In my organisation, people treat each other’s opinion 

with respect 
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9. In my organisation, people spend time building trust with 

each other 

     

TEAM LEVEL AN S ST O AA 

1. In my organisation, teams/groups treat members opinions 

with respect, regardless of rank, culture, or other 

differences 

     

2. In my organisation, teams/groups have the freedom to 

adapt their goals as needed 

     

3. In my organisation, teams/groups focus both on the 

group's task and on how well the group is working.. 

     

4. In my organisation, teams/groups revise their thinking as 

a result of group discussions or information collected 

     

5. In my organisation, teams/groups are rewarded for their 

achievements as a team/group 

     

ORGANIZATIONAL LEVEL AN S ST O AA 

1. My organisation enables people to get needed 

information at any time quickly and easily). 

     

2. My organisation maintains an up-to-date data base of 

employee skills. 

     

3. My organisation creates systems to measure gaps 

between current and expected performance 

     

4. My organisation makes its lessons learned available to all 

employees 

     

5. My organisation measures the results of the time and 

resources spent on training. 

     

6. My organisation recognizes people for taking initiative.      

7. My organisation gives people choices in their work 

assignments 

     

8. My organisation invites people to contribute to the 

organisation's vision. 

     

9. My organisation supports employees who take calculated 

risks 

     

10. My organisation builds alignment of visions across 

different levels and work groups. 

     

11. My organisation considers the impact of decisions on 

employee morale. 

     

12. My organisation works together with the outside 

community to meet mutual needs. 
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13. My organisation encourages people to get answers from 

across the organisation when solving problems 

     

14. In my organisation, leaders generally support requests for 

learning opportunities and training. 

     

15. In my organisation, leaders share up to date information 

with employees about competitors, industry trends, and 

organisational directions 

     

16. In my organisation, leaders empower others to help carry 

out the organisation's vision. 

     

17. In my organisation, leaders mentor and coach those they 

lead 

     

18. In my organisation, leaders continually look for 

opportunities to learn. 

     

19. In my organisation, leaders ensure that the organisation's 

actions are consistent with its values 

     

 

 

SECTION E 

This section seeks to examine employees’ perception of the work demands inherent in their roles 

and responsibilities at work. PLEASE you are required to TICK (√) the appropriate option where 

SA – STRONGLY AGREE, A – AGREE, U- UNCERTAIN, D – DISAGREE AND SD – 

STRONGLY DISAGREE 

STATEMENT SD D U A SA 

1. I have too much task to do at work       

2. I work under - time pressure      

3. I have to be attentive to many things at the same time      

4. I have to give continuous attention to my work      

5. I have to remember many things in my work      

6. I have to contact  difficult people in my work      

7. I do not have enough variety in my work      

8. My  job does not offer me the possibility of  independent 

thought and action 
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9. I can participate in the  decision about when a piece of work 

must be completed 

     

10. My job requires working very fast      

11. I am required to do an excessive amount of work      

12. I do not have enough time to get the job done      

13. I am free from conflicting demands that others make.      

14. My tasks are often interrupted before they can be completed, 

requiring attention at a later time 

     

15. My job is very hectic.      

 

SECTION F 

This section seeks to examine employees’ perception of the stress risk they encounter in the course 

of their work in the organization. PLEASE you are required to TICK (√) the appropriate option 

where SA – STRONGLY AGREE, A – AGREE, U- UNCERTAIN, D – DISAGREE AND SD 

– STRONGLY DISAGREE 

STATEMENT SD D U A SA 

1. I feel I do not have just the right amount of work to do 

within my working hours. 

     

2. I feel that I am not able to fulfil the task and 

responsibilities of my job. 

     

3. I feel I do not have control over my pace of work       

4. I am included to an adequate extent in decision making 

which impact my working practices and priorities  

     

5. I feel I am not using my skills to full effect       

6. I  am not encouraged to use my own initiative       

7. My manager does not encourages me to take up new, 

challenging work 

     

8. My manager does not allow me to work as flexibly as 

possible, especially in times of workload pressures. 

     

9. My manager is accessible and approachable, especially  if I 

have any work related problem  
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10. I get enough support from my colleagues       

11. I get enough support from my manager       

12. I am not affected by any harassment at work       

13. I feel I can talk to my colleagues about any work related 

problem   

     

14. I feel that there are conflicting responsibilities in my job      

15. I understand how my work fit into the overall aim of the 

organisation  

     

16. I feel I can approach my manager if I have any concern 

about my responsibilities at work  

     

17.  How would you describe your overall stress level during the past 90 days? 

(Please leave blank if you do not want to supply this information.) 

1. Very high      2. High       3. Moderately high          4. Fairly low          5. Very low 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



120 
 

APPENDIX II 

ETHICAL APPROVAL  

              UNIVERSITY OF GHANA 

  
OFFICE OF RESEARCH, INNOVATION AND DEVELOPMENT 

Ethics Committee for Humanities (ECH) 

 

PROTOCOL CONSENT FORM  

 
 

Section A- BACKGROUND 

INFORMATION 

 

Title of Study:  

 

THE INFLUENCE OF ORGANISATIONAL LEARNING AND EMPPLOYEES’ 

CREATIVITY ON THE QUALITY OF WORK LIFE AMONG EMPLOYEES IN 

GHANAIAN ORGANISATIONS 

Student Investigator: 

 

PRISCILLA HANSON 

Certified Protocol 

Number 
 

 

 

General Information about Research 

The purpose of this study is to examine the influence of organizational learning and employees’ creativity 

on employees’ quality of work life. Agreeing to take part of this study will require you to respond to a 

questionnaire and participate in an interview session in relation to the study conducted. The interview 

session will take place some few days after responding to the questionnaire. You are not required to indicate 

your name or signature on the survey; this is to ensure your anonymity as a participant in this evaluation. 

 

Official Use only 

Protocol number 

 

Section B– CONSENT TO PARTICIPATE IN 

RESEARCH 
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Benefits 

The potential benefits you are likely to get from participating in this study is that, the information you 

provide could help managers of your organization to help improve your quality of work life in the 

organization by focusing on creating more opportunities for advancement (creativity and learning).  

 

 

Risk of the study  

This research is considered to be of a minimal risk. This implies that the risks associated with this study are 

the same as what you face every day. There are no known additional risks to those who take part in this 

study. 

 

Confidentiality  

Your study records would be kept as confidential as possible. All information collected from the surveys 

will be kept as confidential as possible. There will be absolutely no names or signatures identifying the 

participants of the study which will ensure confidentiality. However, certain people may need to see your 

study records. By law, anyone who looks at your records must keep them completely confidential. The only 

people who will be allowed to see these records are: 

 the research team, including the researcher, supervisors and any other research staff, 

 certain government and individuals in the University of Ghana who need to know more about the 

study. For example, individuals who provide oversight on this study may need to look at your 

records. This is done to make sure that the study is been done in the right way. They also need to 

make sure that your rights and your safety are protected in the course of the study. These include: 

 Ethics Committee for Humanities (ECH), Institute of Statistics, Social and Economics 

Research(ISSER, IRB) 

Compensation  

Although you are not going to be paid for the time you volunteer while being in this study, the researchers 

will not cease to appreciate your effort and time. 

Withdrawal from Study 

You should note that you are not under any coercion to take part in this study. You should not feel that 

there is any pressure to take part in the study, to please the investigator or the research staff. You are free 

to participate in this research or withdraw at any time. There will be no penalty or loss of benefits you are 

entitled to receive if you stop taking part in this study. Your decision to participate or not to participate will 

not affect your job status. 



122 
 

 

Contact for Additional Information  

If you have any question, concern or complaint about this study, you can contact Priscilla Hanson at the 

University of Ghana, Psychology Department. If  you have questions about your rights as a participant in 

this study, general questions, or have complaints, concerns or issues you want to discuss with someone 

outside the research, call the Ethics Committee for Humanities (ECH), Institute of Statistics, Social and 

Economics Research (ISSER, IRB) on (233-032)512502 , +233 057-7699900/1/2. If you experience an 

unanticipated problem related to the research contact Priscilla Hanson on 0207647905 or 

priscillahanson@ymail.com. 

Section C- VOLUNTEER AGREEMENT 

 

"I have read or have had someone read all of the above, asked questions, received answers regarding 

participation in this study, and am willing to give consent for me, my child/ward to participate in this 

study. I will not have waived any of my rights by signing this consent form. Upon signing this consent 

form, I will receive a copy for my personal records." 

 

____________________________________________   

Name of Volunteer 

____________________________________________   _____________  

Signature or mark of volunteer      Date    

If volunteers cannot read the form themselves, a witness must sign here:  

I was present while the benefits, risks and procedures were read to the volunteer. All questions were 

answered and the volunteer has agreed to take part in the research.  

 

____________________________________________   

Name of witness 

 

____________________________________________  _____________   

Signature of witness       Date 
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I certify that the nature and purpose, the potential benefits, and possible risks associated with participating 

in this research have been explained to the above individual.  

 

___________________________________________   

Name of Person who Obtained Consent 

 

___________________________________________  ______________   

Signature of Person Who Obtained Consent    Date   
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k_ _.,..•.. 

UNIVERSITY OF GHANA 

ETHICS COMMITTEE FOR THE HUMANITIES 

(ECH) 

 

P. 0. Box LG 74, Legan, Accra, Ghana 

My Ref.   0.................. 

Ms. Priscilla Hanson               4th March, 2014 
Department of Psychology 

University of Ghana 

Legon  

 

PROTOCOL ECH 027 13-14: THE INFLUENCE OF ORGANISATIONAL 

LEARNING AND EMPLOYEES' CREATIVITY ON THE QUALITY OF WORK LIFE 

AMONG EMPLOYEES IN GHANAIAN   ORGANISATIONS 

This is to advise you that the above reference study has been presented to  the Ethics 

Committee for the Humanities and the following actions taken subject to the conditions and 

explanation  provided below: 

 
Expiry Date:                    11/03/15 
 
On Agenda for:              Initial Submission 

Description:                     15/01/14                    

ECH Action :                      Approved 
 

Please accept my congratulations. -----·- ·- ------ ···--·-···· 

Yours Sincerely, 
 

 

Rev Prof. J. 0. Y Mante 

ECH Chair 
 

CC: Director, ISSER 
 

 

Tel:  +233-303933866                                                                                                                Emai l:  ech@isser.edu.gh 

mailto:ech@isser.edu.gh
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APPENDIX III 

SPSS OUTPUT 

 One-way ANOVA Table for the hierarchical multiple regression model 

Moderating Effect of Work Demands on Learning and QWL 

 

Model Sum of 

squares 

df Mean square F Sig. 

Step 1      

Regression 98904.57 1 98904.57 718.15 0.00 

Residual 31952.26 232 137.72   

Total 130855.83 233    

Step 2      

Regression 99055.12 2 49527.56 359.77 0.00 

Residual 31800.71 231 137.67   

Total 130855.83 233    

Step 3      

Regression 103275.50 3 34425.17 287.08 0.00 

Residual 27580.33 230 119.91   

Total 130855.83 233    

p <0.05 
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Moderating Effect of Stress Risk on Learning and QWL 

Model Sum of 

squares 

df Mean square F Sig. 

Step 1      

Regression 98904.57 1 98904.57 718.15 0.00 

Residual 31952.26 232 137.72   

Total 130855.83 233    

Step 2      

Regression 98962.56 2 49481.28 358.39 0.00 

Residual 31800.71 231 137.67   

Total 130855.83 233    

Step 3      

Regression 102533.60 3 34177.87 277.55 0.00 

Residual 28322.23 230 123.14   

Total 130855.83 233    

p <0.05 

 

Moderating Effect of type of work on Learning and QWL 

Model Sum of 

squares 

df Mean square F Sig. 

Step 1      

Regression 98904.57 1 98904.57 718.15 0.00 

Residual 31952.26 232 137.72   

Total 130855.83 233    

Step 2      
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Regression 99690.28 2 49845.14 369.45 0.00 

Residual 31165.55 231 134.92   

Total 130855.83 233    

Step 3      

Regression 101990.22 3 33996.74 287.08 0.00 

Residual 28865.61 230 125.56   

Total 130855.83 233    

p <0.05 

 

Moderating Effect of Gender on Learning and QWL 

Model Sum of 

squares 

df Mean square F Sig. 

Step 1      

Regression 98904.57 1 98904.57 718.15 0.00 

Residual 31952.26 232 137.72   

Total 130855.83 233    

Step 2      

Regression 99446.71 2 49723.36 365.69 0.00 

Residual 31409.12 231 135.97   

Total 130855.83 233    

Step 3      

Regression 99635-36 3 33211.79 244.67 0.00 

Residual 31220.47 230 135.74   

Total 130855.83 233    

p <0.05 
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Moderating Effect of Work Demads on Creativity and QWL 

Model Sum of 

squares 

df Mean square F Sig. 

Step 1      

Regression 69201.75 1 69201.75 260.40 0.00 

Residual 61654.08 232 265.75   

Total 130855.83 233    

Step 2      

Regression 80918.28 2 40459.14 187.16 0.00 

Residual 49937.56 231 216.18   

Total 130855.83 233    

Step 3      

Regression 88168.46 3 29389.49 158.35 0.00 

Residual 42687.37 230 185.60   

Total 130855.83 233    

 

p <0.05 

Moderating Effect of Stress Risk on Creativity and QWL 

Model Sum of 

squares 

df Mean square F Sig. 

Step 1      

Regression 69201.75 1 69201.75 260.40 0.00 

Residual 61654.08 232 265.75   

Total 130855.83 233    

Step 2      
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Regression 73003.69 2 36501.84 145.75 0.00 

Residual 57852.14 231 250.44   

Total 130855.83 233    

Step 3      

Regression 78209.87 3 26069.96 113.90 0.00 

Residual 52645.96 230 228.90   

Total 130855.83 233    

p <0.05 

 

Moderating Effect of Gender on Creativity and QWL 

Model Sum of 

squares 

df Mean square F Sig. 

Step 1      

Regression 69201.75 1 69201.75 260.40 0.00 

Residual 61654.08 232 265.75   

Total 130855.83 233    

Step 2      

Regression 69486.89 2 34743.45 130.78 0.00 

Residual 61368.94 231 265.67   

Total 130855.83 233    

Step 3      

Regression 70645.54 3 23548.51 89.95 0.00 

Residual 60210.29 230 261.78   

Total 130855.83 233    

p <0.05 
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Moderating Effect of Type of work on Creativity and QWL 

Model Sum of 

squares 

df Mean square F Sig. 

Step 1      

Regression 69201.75 1 69201.75 260.40 0.00 

Residual 61654.08 232 265.75   

Total 130855.83 233    

Step 2      

Regression 74317.25 2 37158.62 151.82 0.00 

Residual 56538.58 231 244.76   

Total 130855.83 233    

Step 3      

Regression 83372.50 3 27790.83 134.61 0.00 

Residual 47483.33 230 206.45   

Total 130855.83 233    

p <0.05 

 

 

 

 

 

 

 

 


