
1st International conference on Quality of Life 
June 2016 
Center for Quality, Faculty of Engineering, University of Kragujevac  

1st International conference on Quality of Life June 2016                215 

 
 
 

Tijana Cvetic1) 

Slavko Arsovski1)  
Miladin Stefanovic1)  

Aleksandar Djordjevic1)  
 

1)Faculty of Engineering, 
University of Kragujevac, 

Serbia {t.cvetic, cqm, 
miladin,adjordjevic}@kg.ac.rs 

 

IMPACT OF STANDARDIZED 
MANAGEMENT SYSTEMS ON QUALITY OF 

WORKING LIFE 
 

Abstract: In this paper, connection is made between 
standardized management systems ISO 9001, ISO 14001 
and ISO 18001 with satisfaction of stakeholders (interested 
parties) of a particular organization. Increase in 
satisfaction of stakeholders is assumed to increase the 
quality of working life. 
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1. INTRODUCTION 

 
Satisfaction of stakeholders (interested 

parties) of a particular organization undoubtedly 
affects the competitiveness and image of the 
same. The term quality of life at work (Quality 
of Working Life - QWL) is given to the 
importance of the late 1960s as a way of 
understanding the effects of workplace health 
and general well-being. By the 1970s, concern 
of employers was aimed at improving working 
conditions. 1980s concept of quality of life at 
work also included other aspects of improving 
job satisfaction and productivity such as the 
reward system, employee commitment, and 
respect of the rights of workers.  

Radical changes in the business world such 
as globalization, information technology, global 
business competition and scarcity of natural 
resources have caused changes in respect of 
employees in the definition of "good" company. 
The trend of the past has been to define the 
image of the company based on its financial 
indicators. Today, ethics, quality of life at work 
and job satisfaction of the workers themselves 
are the main prerequisites for the sustainability 
of business organizations.  

Quality of life at work is a broad concept 
that offers many different perceptions and 
therefore it is difficult to define. Many authors 
believe that the quality of life at work is based 
on a subjective feeling of employees in the 
organization while most psychologists agree  
that the term quality of life at work relates to the 
very well-being of employees [1]. 

2. QUALITY OF WORKING LIFE 
 

To ensure satisfaction and customer 
loyalty, organizations must consider the welfare 
of their employees and work environment, the 
impact of its operations and processes in the 
local community. The long-term effects that 
their products have during and after use must 
also be taken into account. Standardized 
management systems such as ISO 9001, ISO 
14001 and ISO 18001 have been developed to 
meet these requirements. Dealing with these 
three standards separately and ensure that they 
match with the existing strategy of the 
organization proved to be extremely 
challenging, which is why organizations have 
integrated management systems into its 
management portfolio. The need for integrated 
management systems was created as a solution 
for adding ISO 14001 or ISO 18001 standards to 
already existing ISO 9001 standard. [2]. 

Quality of life at work does not only 
represents job satisfaction but it is one of its 
many aspects. It is generally accepted that 
different people have different views on what 
constitutes a high quality of life at work. The 
impact on the individual's working life is the 
outcome of many interactive factors, where the 
character of each individua may vary from group 
to group and from time to time. An important 
distinction can be drawn between the subjective 
and objective aspects of quality of life at work 
(quality of working life). The subjective aspect 
of quality of life at work stems from the workers 
who receive them directly by filling out their 
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duties and indirect actions undertaken, as well as 
the subjective feeling of well-being and 
satisfaction indicators. The objective aspect of 
quality of life at work stems from the results, 
where its main features contribute to creating 
value both for the individual and for the 
economy as a whole [3]  

Quality of life at work is a multi-
dimensional concept that scientists have defined 
in different ways. Some studies link the concept 
of QWL with the well-being of workers, living 
conditions at work, sufficient income, the 
distribution of profits, employee autonomy, 
social interactions, employee satisfaction, 
employee involvement, promotion and labor 
relations. Walton (1975) emphasizes eight 
dimensions of QWL's: 
1) Adequate and fair compensation 
2) Safe and healthy work conditions,  
3) The permanent possibility of using human 

resource development,  
4) an opportunity for further growth and 

security,  
5) social integration in the organization  
6) the constitutionality of a working 

organization 
7) Work and the total living space 
8) The social significance of working life.  

Levine et al. (1984) suggests seven most 
important generators of OWL,  
1) The degree to which superiors treat 

employees with respect,  
2) Diversity in the daily work schedule,  
3) Work challenge,  
4) The feeling that proven work opens future 

opportunities for advancement,  
5) Self respect,  
6) degree to which the life outside of work 

affects the life at work and the degree to 
which completed work contributes to 
society [4].  
According to various researchers, the 

quality of life at work represents the degree of 
employee satisfaction. Employee`s activities in 
the organization are regulated by specific 
standards and regulations, laid down in social 
and labor relations in the conditions of risk and 
uncertainty.  

Quality of life at work is formed as a result 
of the interaction of many different factors. This 
determines not only the need for systematization 
and classification of factors, but also factors 
critical analysis of the position of formation of 
quality of working life. Quality of working life 
components are fair wages, safe and healthy 

working conditions, job security and content of 
work [5]. 

 
3. MEASURING QUALITY OF 
WORKING LIFE 
 

Measuring quality of life at work is not an 
easy task since the business environment is 
composed of a large number of components. 
There is no consensus on a definition of quality 
of life at work or a consensus on what makes a 
quality job [6]. As mainly, measurement of 
quality working life is based on the reports of 
employees which often encounter potential 
limitations of this type of measurement to be 
reflected in the bias of employees themselves 
(subjectivity). The advantages of this type of 
measurement are reflected in obtaining first-
hand information and subjective feeling. 

There are subjective and objective 
indicators of the quality of life at work. The 
objective often include salary, benefits, 
autonomy and control, opportunity for 
advancement and job security. Mostly the 
components of quality of life at work are 
subjective because they are based on the analysis 
of questionnaires. Subjectivity may vary due to 
the choice of the questionnaire and the way the 
data is collected. Objectivication lies in the 
collection of data of employees from the 
administration while the subjectivity lies in the 
data collected from the workers themselves. 
There are two approaches to measuring the 
quality of working life: 
1) First approach measures the quality of 

working life through various specific 
dimensions of work such as wages, internal 
awards, advancement opportunities and 
security and then all these components 
combine to give a general assessment of the 
quality of working life.  

2) The second approach is based on the direct 
inquiry to employees to assess their job 
satisfaction.  
The best example is to question employees 

about their level of job satisfaction. This 
approach does not measure all relevant 
characteristics but already assumes that 
employees are able to self-rate their general 
satisfaction. The disadvantage of this approach 
is the lack of information on the evaluation of 
various dimensions of the work and environment 
[7]. 

Many authors have measured the quality of 
life at work using a variety of models, some of 
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them are: Model proposed by Dupius (1989), 
QLSI (Quality of Life Systematic Inventory), 
which improves the perception of quality of life 
and its evaluation. Quality of life at work as an 
element of the quality of life can also be 
measured with the help of this model, which was 
labeled QWLSI (Quality of Working life 
Systematic Inventory) [8]. 

The second, qualitative study was 
conducted among the severely mentally ill 
persons in social enterprises through two 
interviews. Data collected in this way were 
analyzed by Colaizzo`s method. The results 
show that the quality of life and safety of people 
represents a sense of belonging to the company 
[9]. 

H. Narehan performed the testing of 
connectivity of the quality of life at work with 
the quality of life in multinational companies in 
Malaysia. The results from 179 respondents 
indicate a significant impact on the quality 
working life to the quality of life and the authors 
propose to multinational companies planning 
programs in order to increase the quality of 
working life [10]. 

Group of authors from Iran indicates a 
positive link between the quality of life at work 
and career advancement among Iranian 
academics. The results of their study suggest 
where the possibility of increasing the quality of 
life of academics at universities had a high 
impact on the education system and community 
development in the country [11]. 

Gayathiri & Ramakrishnan [12] explore the 
concept and variables of measuring the quality 
of life at work and connection between 
employed medical staff satisfaction with their 
performance. The main idea of this paper is to 

point out that with increasing the quality of life 
at work job satisfaction increases which 
improves the performance of an organisation.  

In today's business environment, 
organizations must be flexible and must 
implement strategies to improve the quality of 
life at work of employees in order to meet the 
organization's objectives and the needs of 
employees. Quality of life at work has caused 
great interest and importance to all countries. 
Quality of life at work is related to the level of 
happiness or satisfaction of a person in their 
workplace. For those who enjoy their careers 
and in their workplace is said to have a high level 
of quality of life at work. Organizations that 
cherish the quality of life at work see employees 
as a valuable part of the system in the 
organization and not as an expense. This 
approach motivates employees that in addition 
to economic organizations are in pursuit to 
satisfy their social and psychological needs [13].  

 
4. STANDARDIZED MANAGEMENT 
SYSTEMS IN FUNCTION OF 
QUALITY OF LIFE 
 

In detailed processing of management 
systems requirements (QMS, EMS, OHSAS), 
we see the direct influence of requirments to the 
satisfaction of stakeholders. Raising the 
satisfaction of internal stakeholder raises the 
overall quality of life at work. Organizations by 
implementing management systems need to 
fulfill requirements set by those same systems. 
This paper gives some review over those 
requirements which have direct impact on 
stakeholders.  

 

Table 1. ISO 9001 requirements with impact on stakeholders 
No Requirement Impact on stakeholders 
4.1 Understanding of organisation and its context  
4.2 Understanding the needs and expectations of stakeholders  
5.1.2 Leadership and commitment to the needs and expectations of beneficiary  
5.2 Quality policy  
5.3 Organizational roles, responsibilities and authorizations  
6.1 Measures for dealing with risks and opportunities  
7.1.2 Infrastructure  
7.1.3 Process environment  
7.2 Competence  
7.3 Consciousness  
7.4 Communication  
8.2.4 Communication with beneficiaries  
8.6.3 Assets of users or suppliers  
8.6.5 Activities after delivery  
9.1.2 Customer satisfaction  
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Table 2. ISO 14001 requirements with impact on stakeholders 
No Requirement Impact on stakeholders 
4.2 Policy of environmental protection  
4.3.2 Legal and other requirements  
4.4.3 Communication  
4.4.6 Control over operations  
4.4.7 Preparedness for emergency responses  
4.5.3 Non-compliances, corrective actions and preventive measures  
4.5.5 internal audits  

Table 3 ISO 18001 requirements with impact on stakeholders 
No Requirements Impact on stakeholders 
4.3.1 Identifying hazards, risk assessment and the establishment of 

management  

4.3.2 Legal and other requirements  
4.4.1 Resources, tasks, responsibilities, authority and authorization  
4.4.2 Competence, training and awareness  
4.4.3.1 Communication  
4.4.3.2 Participation and consultation  
4.4.6 Control over operations  
4.4.7 Preparedness for emergency responses  
4.5.3.2 Non- compliances, corrective actions and preventive measures  

 
Requirements of these three standards show us 
that in oder to have impact on quality of working 
life for all stakeholders and in this particular case 
employees, organizations can implement these 
standards and by meeting their requirements 
increase overall quality of life at work. 
 
5. CONCLUSION 
 

Successful organizations understand the 
need to control their most important activities. 
The primary purpose of standardized 

management system is to provide a framework 
to organizations for achieving business goals. 
The second purpose is the fulfillment of the 
needs and demands of stakeholders which 
represent its most important and valuable 
resource. It is important that the organization 
understands who its stakeholders are and what is 
their impact on the organization. Stakeholders 
and their demands and expectations affect the 
management system of the given organization. 
Extensive understanding and incorporation of 
these needs in the management system can be of 
great help in achieving business goals and also 
increase the quality of life at work. 
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