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Abstract: Psychological empowerment may provide more 

satisfaction towards a job and better productivity towards 

employees’ work and life. The aim of this study is to investigate the 

link between psychological empowerment and the quality of work 

life [QWL] in a government-linked company in Malaysia.  

Employing a cross-sectional survey research design, 182 

employees from a financial sector company were recruited using 

simple random sampling method. The Psychological 

Empowerment Questionnaire [Spreitzer, 1995] and Quality of 

Work Life Questionnaire [Walton, 1980] were used to measure 

psychological empowerment and the quality of work life [QWL].  

Data was analyzed using Statistical Package for Social Science 

[SPSS]. Results showed that, the overall level of psychological 

empowerment is at a high level, while the level of quality of work 

life [QWL] is at a moderate level.  The findings also showed that 

the relationship between psychological empowerment and the 

quality of work life has a very weak relationship.  It can be 

concluded that, psychological empowerment is associated to 

quality of work life among the employees in a Malaysian 

government-linked company 

 
Keywords : cross-sectional, government-linked company, 

psychological empowerment, quality of work life. 

I. INTRODUCTION 

There is increasing trend of turnover intention especially 

among younger generation of employees [1]. Quality of Work 

Life [QWL] is viewed as an important part for an organization 

to attract and maintain potential employees in order to remain 

in this competitive world [2].  Walton [3] highlighted quality 

of work life as a culture that creates a high level of 

commitment among colleagues in an organization.  High 

quality of work life is essential for an organization in order to 
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retain and attract employees to stick with the organization [4].  

By improving the quality of work life among employees, 

employees’ productivity can be increased and higher 

probability for the employees to work in an effective way to 

achieve their goals.  Furthermore, having quality of work life 

will lead to better well-being of the workers and society [5].  

Those who are enjoying their jobs are said to have high 

quality of work life rather than those who are unhappy with 

their jobs [6]. In Malaysian context, one study showed that 

public sector employees demonstrated a higher satisfactory 

level of quality of work life compared to private sector 

employees [7]. On the other hand, empowerment is one of the 

strategies that had been widely used by the organizations in 

the public and private sectors to improve their employee’s 

performance towards achieving the organization’s goals and 

good quality of work life.  In line with this, theorists also 

explained that empowerment is an emerging construct used 

for organizational effectiveness [8].  Empowering employees 

is also an innovative way to redesigning work process and 

correcting errors in production and service area [8]. 

Psychological empowerment had evolved over time through 

the work of a number of researchers [10–12].  Psychological 

empowerment will provide increasing satisfaction towards 

job and better productivity in the employees’ work life.  Many 

studies have indicated that an empowering work environment 

can improve employee outcomes such as satisfaction, work 

engagement and performance [13,14].    

 There are many research that had been conducted on 

psychological empowerment and quality of work life [QWL] 

that are related to organizational commitment [15], employee 

engagement [16], turnover intentions and job satisfaction 

[17–19].  Despite this, limited research that had been 

conducted which focused specifically on the psychological 

empowerment and the quality of work life in a specific 

category of organization – the government-linked companies.  

Therefore this study builds on earlier works by investigating a 

different variable that might be important to this specific 

category of organization. Furthermore, past research on 

psychological empowerment and the quality of work life 

usually been conducted in other Asian and Middle East 

countries such as in India [20,21], Indonesia [22] and also 

Iran [23,24].  But to the knowledge of the authors, research on 

psychological empowerment and quality of work life in 

Malaysian context is scarce.  Malaysia is a multiracial country 

with different races, cultures and beliefs that are being 

practiced by the citizens in Malaysia.   
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These differences among the employees can give an 

impact towards how the employees perceived their job based 

on the environment of workplace and engagement with their 

colleagues.  It is also argued that the way people belief and 

value their works will change their behavioral outcomes [10].  

This means that the beliefs of the employees will show how 

they behave to empower themselves and having a good 

quality of work life. 

Other than that, many of the previous studies that had 

been found related to psychological empowerment and 

quality of work life is being conducted in the settings of 

services and trade sector, education and healthcare sector 

which are mostly related to the middle-level executives, 

teachers and the nurses.  However, there is only one study that 

is been conducted among the employees in a financial sector 

which towards the bankers in Indonesia [22].  Therefore, there 

is a need to conduct this study among the employees in the 

financial sector because of the nature of work and more 

workload were found to be causes of stress among employees 

in the financial sector of Malaysia [25]. Therefore, the main 

aim of this study is to examine the link between psychological 

empowerment and quality of work life in a government-linked 

company focusing on the financial sector which related to the 

employees in an investment field.  

II. MATERIALS AND METHODS 

This descriptive study is cross-sectional in nature. The 

population of the study consists of 367 employees who are 

working in a government-linked company in Malaysia.  

Therefore, the sample size should be at least 186 [26].  This 

study employs simple random sampling method to distribute 

the questionnaires in which 182 respondents returned the 

completed questionnaires. Psychological empowerment was 

assessed using a The Psychologival Empowerment 

Instrument by Spreitzer [11] while quality of work life was 

assessed using The Quality of Work Life [QWL] 

questionnaire by Walton [3].  The Statistical Packages for 

Social Science [SPSS] was used to analysed the data. 

Descriptive analysis was used to identify the demographics 

information, level of psychological empowerment and level 

of quality of work life. Moreover, Spearman correlation was 

used to investigate the relationship between psychological 

empowerment and level of quality of work life. 

III. RESULTS 

Table I below demonstrated the findings from data collection 

for the demographics section. 

 

Table I: Demographics Information 

 

Demographics Information [n=182] 
Frequency 

[f] 

Percentage 

[%] 

Gender 
Male 84 46.2 

Female 98 53.8 

Age Range 

20 to 30 years 37 20.3 

31 to 40 years 48 26.4 

41 to 50 Years 72 39.6 

51 to 60 Years 25 13.7 

Ethnicity 

Malay 113 62.1 

Chinese 37 20.3 

Indian 32 17.6 

Work 

Experiences 

0 to 1 Year 11 6.0 

2 to 5 Years 44 24.2 

6 to 10 Years 34 18.7 

More than 10 Years 93 51.1 

Income 

Level 

RM2000 to RM3000 12 6.6 

RM3001 to RM4000 56 30.8 

RM4001 to RM5000 50 27.5 

RM5001 and above above 64 35.2 

Total 182 100 

 

The level of psychological empowerment, quality of work life 

and the relationship between psychological empowerment 

and quality of work life are shown in Table 2. Overall, the 

respondents were reported to experience high level of 

psychological empowerment [3.83±0.37] and possesses 

moderate level of quality of work life [3.49±0.39]. In terms of 

the link between psychological empowerment and quality of 

work life, a significant and weak positive relationship was 

recorded [r=0.25, p<0.002]. In other words, employees who 

experience moderate level of psychological empowerment are 

linked with moderate level of quality of work life.   

 

Table II: Psychological empowerment and quality of 

work life among employees 

 
Variables and dimensions M SD Level 

Psychological empowerment 3.84 0.37 High 

    Meaning 4.13 0.55 High 

    Competence 4.11 0.48 High 

    Self-Determination 3.86 0.56 High 

    Impact 3.29 0.64 Moderate 

Quality of work life 3.49 0.39 Moderat

e 

    Adequate and fair compensation  3.50 0.64 Moderate 

    Safe and healthy working condition 3.82 0.80 High 

    Opportunity for using and developing     

    human capacity 

3.49 0.54 Moderate 

    Opportunity for continue growth and  

    security 

3.39 0.58 Moderate 

    Social integration in the work  

    organization 

3.37 0.53 Moderate 

    Employment right 3.31 0.60 Moderate 

    The effect of job demand on personal   

    lives 

3.32 0.71 Moderate 

    Social relevance of work life 3.75 0.63 High 

Psychological Empowerment*Quality of work life [r = 0.25***] 

*Note: ***p<0.001; n=182 

IV. DISCUSSION 

Based on the findings, there are three dimensions that 

show a high level of psychological empowerment which are 

the meaning, self-determination and competence.  While the 

impact dimension scored a moderate level result. The highest 

mean score among the four dimensions was shown by the 

meaning dimension. This showed that the employees in this 

company having their own internal drive or motivation in 

doing their work.  Besides that, the employees also feel that 

their job is very important to them.  This findings are in line 

with a previous study [22] that found there are three 

dimensions which are meaning, competence, and impact were 

perceived as good [mean between 3.41 to 4.20].  While, 

indicator of self-determination is perceived very good [on 

average between 4.21 to 5].  In contrast, another study found 

high level of competence and meaning only while the 

self-determination and impact score were at the moderate 

level [8]. 
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This research shows that the there are two dimensions 

which showed a high level of quality of work life [QWL].  The 

dimensions are safe and healthy working condition and social 

relevance of work life.  While the other six dimensions which 

are adequate and fair compensation, opportunity for using and 

developing human capacity, opportunity for continue growth 

and security, social integration in the work organization, 

employment right and the effect of job demand on personal 

lives were at the moderate level. This findings are consistent 

with most of the result from a study which also found the 

overall dimensions of quality of work life shows an average 

level for each dimensions [27].  The most important factors 

that influence the quality of work life is an adequate and fair 

compensation and safe and healthy working condition [27]. In 

this study the safe and healthy working condition shows a high 

level which indicated that a comfortable working 

environment is needed by the employees in order to have a 

good quality of work life.  The work done by the employees 

also is important for the community which make them 

appreciate the value of their work. 

 There was a very low positive relationship between the 

psychological empowerment and the quality of work life 

among the employees in this company.  This result is in line 

with the previous studies [21,22]. The result shows that the 

psychological empowerment is positively correlated to the 

quality of work life.  Besides that, one of these previous study 

also shows that overall psychological empowerment 

dimensions are significantly related to quality of work life 

[21].  Based on this result, it shows that psychological 

empowerment directly influence the quality of work life. 

Higher psychological empowerment will give a good quality 

of work life among the employees. 

V. CONCLUSION 

As a conclusion, this study argued that psychological 

empowerment and the quality of work life [QWL] are 

interrelated to each other, particularly in this financial 

company of a government-linked organization in Malaysia. 

Employees who have great motivation in themselves are 

associated with having good quality of work life [QWL]. 

Psychological empowerment and the quality of work life are 

important for our life because it balances ourselves and the 

environment surrounds us.  It is hoped that this study will give 

benefits to the employees and also the organizations in order 

to have a great quality of work life. 
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