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Abstract 
The pharmaceutical sector is one of the most important sectors at the level of countries because it has a big role 
in the development and sustain of other sectors. Therefore, the aim of this study examined the role of quality of 
work life in building learning organization in the (16) Jordanian Pharmaceutical manufacturing companies. For 
the sample unit and analysis involved the employees selected randomly from the different areas in the target 
companies. In addition to, the researcher designed a questionnaire containing of (31) items to get the data 
required from respondents in order to attain study objectives. Moreover, the current study sought to explore the 
role of quality of work life in building learning organization in the Jordanian Pharmaceutical Manufacturing 
companies. The result of the current study found that the quality of work life have a positive impact on building 
learning organization in Jordanian Pharmaceutical manufacturing companies and the highest impact for job 
satisfaction, then safety and healthy work conditions whereas the work environment is the lowest impact. 
Therefore, the current study recommends that the Jordanian Pharmaceutical manufacturing companies should 
focuses on quality of work life and their dimensions like job satisfaction, safety and healthy work conditions and 
work environment to build learning organization and achieve a benefits bundle or mutual interests to both 
employees and organizations. On the other hand, the current study applied on Jordanian Pharmaceutical 
Manufacturing companies’ .Therefore, there is a need to conduct more study in the future because the result of 
current studies limited and narrow. And also there is a need to take other dimensions of quality of work life like 
adequate and fair compensation and the social relevance of work life. And conduct further future studies on other 
sectors such as hotel, hospital and tourism. Moreover, conducting comparative studies with others sectors such as 
banks and clothes manufacturing companies. 
Keywords: quality of work life, learning organization, empowerment, continues learning, dialogue and inquiry, 
strategic leadership 
1. Introduction 
The pharmaceutical sector is one of the most important sectors at the level of countries because it has a big role 
in the development and sustain of other sectors. For this reason, there is an interested in researchers about 
pharmaceutical sector in Jordan, whereas these companies need to achieve quality through environment that 
characterized by safety and stability in order to enhance and increase their contributions in the society in the 
whole, this will help the organizations to work efficiently and effectively and then sustain their contribution in 
economic development.  
The quality of work life is considered an necessary concept for the employees' life because this is refer to a 
suitable balance between work and personal life that will ensure in organizational productivity and job 
satisfaction of employee’s (Islam, 2012). Therefore, the quality of work life is an important and critical factor 
that will help the organizations to keep and attract qualified personnel that will make them more interested in 
organization (Mbui, 2014). 
Additionally, the learning organization is a critical factor that assists the organization to gain competitive 
advantage. According to (Wang & Ellinger, 2008; Curado, 2006) described the learning organization as a main 
process helps the organization to achieve organizational success. 
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According to Al-Abri and Al –Hashmi (2007) the learning organization is a considered a philosophy requires 
many considerations should the organization take it in account such as a clear strategy and well defined goals. 
Moreover, the learning organization is very important concept that used widely by academic and practitioners. 
Therefore, many researchers such as (Kanten, Kanten, & Gurlek, 2015) suggested that the concept of learning 
organization emphasis on learning as a vital constituent such as (values, vision and goals). 
One technique that uses to achieve the quality of work life was a learning organization approach through the 
learning organization components such as (empowerment, continues learning, dialogue and inquiry, strategic 
leadership). Therefore, the pharmaceutical sector striving achieve the quality of work life by adapting and using 
the learning organization components. 
Therefore, the current study tries to explore the impact of quality of work life on learning organization. And 
through rereading the literature found there is an absence of studies that’s linked and measured the impact of 
quality of work life on learning organization especially on the Jordanian Pharmaceutical Industries sector. For 
these reason, the study conducts in order to measure the impact of quality of work life on learning organization. 
On the other hand, most of the previous studies used the quality of work life and its impact on job involvement 
such as (Salem & Abu Jara, 2015). Other previous studies focused on the Impact of quality of work life on 
employee satisfaction such as (Soni & Rawal, 2014). Some of other previous studies focused on the Impact of 
quality of work life on job satisfaction such as (Bhatnagar & Soni; Fatehi et al., 2015). Therefore, all of previous 
studies that mentioned which confirmed that quality of work life is very important element for the business 
organizations through encourage employees by providing a suitable work environment in order to attain the 
competitive advantage. However, the current study aims to augment and enrich the literature and fill or cover 
this gap in knowledge in this area by testing empirically the impact of the role of quality of work life in building 
learning organization'. Therefore, the main question of study is: what is the impact of quality of work life on 
building learning organization? 
2. Literature Review  
2.1 Quality of Work Life 
Recently, the concept of quality of work life became a hot topic by researchers and at the same time there are 
many viewpoints about identified the comprehensive concept in order to cover all the elements and dimensions 
of quality of work life for several reasons: first, it will help the employees in organization to accomplish their 
tasks and functions accurately and timely in order to arrive the organization goals. Second, the quality of work 
life will achieve the welfare and happiness to employees in the organization. Therefore, the quality of work life 
subject is controversial among researchers. According to (Garg et al., 2012) they described the quality of work 
life as members in the organization are capable of satisfy their personal needs based on their experience. Other 
researchers such as (varghese & Jayan, 2013) defined the quality of work life broadly as a part of whole quality 
of life which affected by working environment and not only relevant to job satisfaction.  
Additionally, the quality of work life defined as a philosophy considered the individuals as assets (not added cost) 
which help the organization through their knowledge and skills and experience commitment to achieve their 
goals and objectives (Janmohammadi et al., 2015). 
According to Mejbel et al. (2013) describes the quality of work life as a comprehensive program that designed in 
order to increase and achieve employees’ satisfaction. 
On the other side, the organization should have quality of work life to acquire new or potential employees and 
keep the current employees by finding suitable work environment for them. Therefore, the 
Nanjundeswaraswamy and swamy, (2012) mentioned that the high quality of work life is considered a 
fundamental requirement for organizations in order to progress and continue to attract new employees and 
maintain the current employees. 
In general, the term of concept of quality of work life can be defined as positive emotional reactions and 
individuals attitudes about their job (Aketch et al., 2012). According to Anand (2014), the quality of work life 
involves eight dimensions like commitment to workplace, adequate and fair compensation, job satisfaction, skills 
utilization and opportunity for growth, training and development, safety and healthy working conditions, social 
integration in the work organization and work environment. According to Walton (1974) the dimensions of 
quality of work life involves adequate income and fair compensation, safe and healthy working conditions, 
immediate opportunity to use and develop human capacities, opportunity for continued growth and security, 
constitutionalism in the work organization, social integration in the work organization, work and the total life 
space and Social relevant of work life. 
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Based on previous reviews the researcher selects the following variables (job satisfaction, safety and healthy 
working conditions, work environment) as dimensions of quality of work life for the purpose of current study. 
2.1.1 Job Satisfaction 
The job satisfaction is one of the most significant components or elements of quality of work life which indicate 
if the business organization successful or not. Hence, the successful of organizations should take in account 
workers morale and job satisfaction because this is very important in job performance (Muindi & K’Obonyo, 
2015). According to Islam (2012), the job satisfaction and external environment and personal effect are directly 
on quality of work life. Additionally, the linked between job satisfaction and quality of work life consider 
another part of working life which often examined by researchers (Sinha, 2012). Therefore, many researchers 
such as (Hassan et al., 2011) described the job satisfaction as favorableness or non-favorableness with which 
workers see their work. 
According to Ganguly (2010), the job satisfaction is the attitudes of employees about their work or refers to a 
psychological behavior of employees to their works and also how the employees feel about their work. 
From the above definitions we can reach to the following points: 
1. Job satisfaction is one of the main pillars of business organizations to attain their goals. 
2. Success in organizations depend on the range of satisfy the needs workers. 
3. The job satisfactions describe the group of attitudes and values that employees hold toward their work. 
4. It is impossible separated the concept of job satisfaction from quality of work life because the job 
satisfaction is a part of quality of work life. 
2.1.2 Safety and Healthy Work Conditions 
In recent years, there is much attention about Safety and healthy work conditions subject by academics and 
researchers. Therefore, the safety and healthy work conditions is considered a priority because it is very 
important and necessary in order to enhance and encourage the workers in the organization in many tools and 
methods (Muthuviknesh & Kumar, 2014). Moreover, the organization should attract the employees to the health 
professions in order to reduce the risks and increase their performance .According to (Mathis & Jackson, 2003) 
the Occupational safety and health refer to the general physical, mental and psychological welfare of the person. 
Moreover, the Safe and healthy working condition can be described as a safe physical working condition with 
minimum hours working (Walton, 1947). 
Addition to, the Safe and healthy work conditions mean using suitable work procedures and tools which fit with 
the employees in the organization such as safe handling practices, first aid and avoid using dangerous materials 
and equipment and protective clothes and devices (Varghese & Jayan, 2013). 
On the other hand, some researchers such as (Kapinos et al., 2012, p. 7) divided the workplace conditions into 
three groups for major care providers such as physical environment, organizational culture and human resources 
practices. 
The organizations whatever provide services or products should give more attention regarding a topic of safety 
and healthy work conditions by using protection tools to avoid the employees from injury and other dangerous 
cases. And the management of the organizations must take the procedures' and polices about health and safety 
their employee's in order to keep them more long time as possible. 
2.1.3 Work Environment 
The work environment plays a crucial role in providing quality of work life for staff or employees in the 
organization. Therefore, many organizations seek to make all the requirements of the work environment to be 
available such as the relationships between the supervisors and subordinates and between the coworkers due to 
the competition among business organizations and in order to enhance and achieve high performance. According 
Linguli (2013), the work environment is often described good or bad environment. The good environment 
achieved when the employees feel comfortable and appreciated in their position. Whereas, the bad work 
environment refers to the workers feel underappreciated and not satisfy or non-stability in their job. 
2.2 Learning Organization  
Nowadays, the term of learning organization has become used widely and commonly in many organizations. 
This is because majorities of organization have moved from traditional operations to complex and flexible one 
(Wang, 2006). According to Kanten, Kanten and Gurlek (2015), the Learning organization described as an 
organization that emphasis on learning as a critical element in many aspects such as its values, goals and visions 
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as well as whole of its functions. Moreover, some researchers define the learning organization as an organization 
that encourages and promotes the learning to all their employees (members) and it converts permanently (Vemic, 
2007). 
According to Farrukh and Waheed (2015), the concept of learning organization is an organization that helps their 
employees to learning constantly and changes itself in order to achieve competitive advantage in the certain 
business environment.  
The learning organization can be defined as a place or location where people learn together and improved team 
learning behavior in order to be effective organizational change agents (Aksu & Ozdemir, 2005). According to 
Dawoood et al. (2015) described the learning organization as a group of people who have a constant and 
improved ability to learn inside the company. In the other words, the learning organization is focus on two sides 
which are the individuals or groups inside the organization and what they have of experiences and skills which 
reflect the willing and ability to learn, this will lead to achieve organization goals.  
On the other hand, the learning organization needs a requirement like new vision of leadership which means the 
role of leadership by defining the vision and motivation in order to create or find mechanisms or tools to 
participate all of employees through share the vision and work together (Bordeianu et al., 2014). 
Leufven et al. (2015) and Marsick and Watkins (2003) identified the seven dimensions of learning organization 
such as dialogue and inquiry, empowerment, continuous learning,, systems connections and embedded systems, 
team learning, collaboration and strategic leadership .according to Leufven, Marsick and Watkins research, the 
current study adopted the following dimensions: empowerment, continues learning, dialogue and inquiry, and 
strategic leadership. 
2.2.1 Empowerment  
According to Goh (1998), the empowerment concept is important characteristic of learning organizations. In 
addition to, the concept of empowerment is considered an important feature of learning organization and can be 
defined as opinion which acts as an essential characteristic for organization in order to enhance and increase its 
learning ability (Farrukh & Waheed, 2015, p. 78). 
On the other hand, the empowerment is the tool that use organizations processes in order to find or generate and 
shared a combined vision and get the feedback or response from the organization members regarding the gap 
between the current position and the new vision (Marsick & Watkins, 2003). 
Therefore, the empowerment is the process that allowing or enabling members of organization to participate or 
share in policy making in order to aware how to get something done and evaluate their needs and find or create 
or find a collective vision ( Nazari & Pihie, 2012). 
2.2.2 Continues Learning 
According to Nazari and Pihie (2012) the continues learning refer to how organization developing and improving 
the learning in organization by acquiring or learning values and skills and new knowledge, and then creating or 
find continuous learning opportunities through experiments in order to develop personal and job career. 
Watkins and Marsick (2004) defined the Continues learning as an organization’s effort to generate or create 
continuous learning opportunities for all of organization members. According to (Seng, 1990) continues learning 
help or assist the organization or individual to faster learn and perform or achieve the tasks distinctively from 
other competitors. 
2.2.3 Dialogue and Inquiry 
According to Nazari and Pihie (2012) defined the concept of dialogue and inquiry as the extent to which culture 
available in organization that allows to their members to have open connection with open mind talk, discuss and 
explain their skills and experiences. Moreover, other researcher defined the dialogue and inquiry as the existence 
of a learning culture that let the members in organization to communicate in an open fashion (Al-Qatamin & 
Batayneh, 2015). 
The dialogue and inquiry can be defined as philosophy that used by organization through focused on 
organization culture in order to enhance and encourage all the employees to deal with each other efficiently and 
effectively.  
2.2.4 Strategic Leadership 
According to Abuzaid (2016) Strategic leadership is described as a broader vision of leadership. Therefore, 
Strategic leadership refers to the leader role more than the personal ties linked the leader with it is whom follow 
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the leader (Carter & Greer, 2013; Lin & McDonough, 2011; abuzaid, 2016). While (Montgomery, 2008) has 
been defined the strategic leadership as the leaders capability to inspire or generate and recreate causes for the 
organization’s continued presence. 
From the reviewing the studied related to strategic leadership; the strategic leadership can be defined as a 
philosophy or practices that used by a leader and the nature of relationship between the leader (supervisors) and 
the follower (subordinates) in order to achieve organization goals. 
3. Study Hypothesis 
The study basically aimed to explore the role of quality of work life in building learning organization. 
Hence, the main hypothesis is: 
H0: There is no statistically significant impact at significance level (α ≤ 0.05) of quality of work life on learning 
organization. The main hypothesis is divided into several sub-hypotheses: 
H01: There is no statistically significant impact at significance level (α ≤ 0.05) of quality of work life on 
empowerment. 
H02: There is no statistically significant impact at significance level (α ≤ 0.05) of quality of work life on 
Continues learning. 
H03: There is no statistically significant impact at significance level (α ≤ 0.05) of quality of work life on 
dialogue and inquiry. 
H04: There is no statistically significant impact at significance level (α ≤ 0.05) of quality of work life on 
strategic leadership. 
4. Methodology 
The purpose of current study is the exploring the impact of quality of work life in building learning organization 
from the view of employees working in the Jordanian Pharmaceutical manufacturing companies. Therefore, the 
researcher in the current study adopted descriptive and analytical research methods to gather the data required 
from the respondents (targeted) by distributed the questionnaire and then analyze the collected data by used the 
statistical techniques. 
4.1 Study Population and Sample 
The population of study comprised of (16) Jordanians Pharmaceutical manufacturing companies. The study 
sample included all the study population. The sampling unit and analysis (respondents) included (200) 
employees selected randomly from the different areas in the target companies. Table (1) explains the 
characteristics of study sample (respondents') include the gender, years of experience in the company and their 
ages. 
 
Table 1. Shows the characteristics of study sample 
Variable Category Frequency Percentage 
Gender Male 150 75.00 
 Female 50 25.00 
Years of experience Less than ( 5) years 20 10.00 
 From (5) to less than (10) years 32 16.00 
 From (10) to less than (15) years 45 22.50 
 From (15) to less than (20) years 57 28.50 
 (20) years and above 46 23.00 
Age From (18) to (25) years 18 00.09 
 From (26) to (32) years 42 21.00 
 From (33) to (40) years 44 22.00 
 (41) years and above 96 48.00 
Total  200 100% 

 
4.2 Study Instrument  
The study instrument composed a questionnaire developed according to the theoretical literature related to the 
quality of work life and learning organization. The questionnaire divided into three sections: The first section 
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composed the general variables (personal information) of the respondents, like the gender, years of experience, 
and the age of respondents. The second section involves the paragraphs associated to the quality of work life 
variable included sub variables that measured by (5) items for job satisfaction, and (3) items for safety and 
healthy work conditions, and (5) items for work environment, which developed by the researcher based on 
(Anand, 2014; Walton, 1974) study. The third section of the questionnaire involves the paragraphs linked to the 
learning organization variable that measured by (3) items for empowerment, and (3) items for continues learning, 
and (3) items for dialogue and inquiry, and (3) items for strategic leadership adopted from (Leufven et al., 2015; 
Marsick & Watkins, 2003). And the current study used the Likert Scale to answers the second and third part of 
questionnaire. 
4.3 Instrument Validity 
The instrument of study was presented to a group of academics and experts in the field of business 
administration in order to express their opinion regarding to procedures and the methodology of the current study 
and based on their opinions; the items of the questionnaire are comprehensives to all variables and the language 
is very simple. Therefore, the questionnaire is fit to the current research.  
4.4 Instrument's Reliability 
The current study used the Cronbach alpha coefficients in order to measure and confirm the consistency of 
internal among paragraphs of questionnaire. The value of Cronbach alpha for quality of work life items equal 
(0.79) while the value of Cronbach alpha for learning organization items equal (0.81) and the value for whole 
instrument equal (0.783). Therefore, the values of Cronbach alpha are accepted because it is more than (60%) 
according to (Sekaran, 2008). 
5. Discussion of results 
5.1 Presentation of Data  
The table (2) and table (3) show the means and standard deviations for quality of work life and its dimensions 
(Independent Variable) and learning organization. Whereas the table (2) shows the means and standard 
deviations for quality of work life and its dimensions (Independent Variable).while table (3) shows the means 
and standard deviations for learning organization and its dimensions (dependent Variable). 
 
Table 2. The table below shows the means and standard deviations for quality of work life and its dimensions 
(Independent Variable). 

Job satisfaction Means Standard deviation 
1. Organization recognizes and appreciates individual achievements. 4.22 0.844 
2. I am satisfied with the freedom to make decisions at my level. 3.62 0.995 
3. The Technology used in my job is the best in the Industry. 4.05 0.839 
4. There is no discrimination of any type (social, racial, religious, sexual etc.). 4.01 0.753 
5. Job requires my personal involvement.  3.98 0.699 
Average 3.97  
Safety and healthy work conditions Means Standard deviation 
6. Organization gives high priority for the safety of its workers.  4.00 0.830 
7. My financial needs are fulfilled adequately by my pay. 4.76 0.799 
8. Company provides good security equipment and health care measures. 3.82 0.850 
Average 4.19  
Work environment Means Standard deviation 
9. My seniors help me to do my job better. 3.85 0.835 
10. For beginners this is a better place to start their career.  3.76 0.866 
11. My views are taken into account in resolving work-related problems. 3.82 0.952 
12. Workload given to me can be easily done. 4.19 0.880 
13. The work load given is reasonable and attainable. 3.96 0.932 
Average 3.91  

 
As explained in the above table 2 the results and finding refers that the safety and healthy work conditions levels 
for employees in the Jordanian pharmaceutical manufacturing companies are high with average of means (4.19). 
Also the item (My financial needs are fulfilled adequately by my pay) has the highest mean (4.76) while the item 
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(Company provides good security equipment and health care measures) has the lowest mean (3.82) within safety 
and healthy work conditions. Moreover, the results explained that the item (Organization recognizes and 
appreciates individual achievements) has the highest mean (4.22) whereas the item (I am satisfied with the 
freedom to make decisions at my level) has the lowest mean (3.62) job satisfaction. And lastly the results from 
table 2 explained that the item (Workload given to me can be easily done) has the highest mean (4.19) while the 
item (For beginners this is a better place to start their career) has the lowest mean (3.76) within work 
environment.  
 
Table 3. The table below shows the means and standard deviations for learning organization and its dimensions 
(dependent Variable) 

Standard 
Deviations 

Means Empowerment 

0.869 3.93 14. My organization recognizes people for taking initiatives.  
0.958 3.72 15. My organization gives people control over the resources they need to accomplish their 

work. 
0.740 4.20 16. My organization supports employees who take calculated risks. 
 3.95 Average 
Standard deviation Means Continues learning 
0.870 3.00 17. My organization, people help each other learn. 
0.648 4.50 18. In my organization, people are given time to support learning.  
0.890 3.80 19. In my organization, people are rewarded for learning 
 3.76 Average  
Standard deviation Means Dialogue and inquiry 
0.698 4.00 26. In my organization, people give open and honest feedback to each other.  
0.869 3.50 27. In my organization, whenever people state their view, they also ask what others think 
0.748 4.10 28. In my organization, people spend time building trust with each other. 
 3.86 Average  
Standard deviation Means Strategic leadership  
1.048 3.46 29. In my organization, leaders mentor and coach those they lead. 
0.780 3.00 30. In my organization, leaders continually look for opportunities to learn. 
0.660 3.65 31. In my organization, leaders ensure that the organization’s actions are consistent with its 

values. 
 3.37 Average  

 
As explained in the above table 3 the results and finding refers that the empowerment for employees in the 
Jordanian pharmaceutical manufacturing companies have a high level with average of means (3.95). In addition, 
the results from table 3 explained that the item (My organization supports employees who take calculated risks) 
has the highest mean (4.20) whereas the item (My organization gives people control over the resources they need 
to accomplish their work) has the lowest mean (3.72). 
5.2 Hypotheses Testing 
The current study used VIF test (Variance Inflation Factory), and test of Tolerance in order to confirm the 
suitability of data for the regression analysis test and confirm no correlation highly between the job satisfaction, 
safety and healthy work conditions and work environment (independent variables) (Multicollinearity) and 
Skewness Test in order to make sure there is a normal distribution of the data before using the regression 
analysis: The table 4 explains the results of both tests. 
 
Table 4. Explains the values of variance inflation factory test, values of tolerance test, and values of Skewness 
test  

Independent Variables 
(dimensions of quality of work life) 

Variance Inflation Factory
values 

Tolerance values Skewness 
values 

Job satisfaction  2.59 0.471 0.597 
Safety and healthy work conditions 2.99 0.459 0.581 
Work environment  2.83 0.468 0.588 
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As explained in the table above the results shown the Variance Inflation Factory values for whole independent 
variables lowest than (10) and Tolerance values highest than (0.05) that is refers to no correlation highly between 
the job satisfaction, safety and healthy work conditions and work environment (independent variables). In 
addition, the results from table 4 revealed that the values of Skewness lowest than (1) which indicates that there 
is a normal distribution of the data. Accordingly on these results the multiple linear regression analysis 
conducted in order to test the hypothesis of current study. The table 5 explains the model summary, and while the 
table 6 explains ANOVA analysis whereas a table (7, 8, and 9) explains beta and t values for the hypothesis of 
research. 
 
Table 5. The model summary 
Model R R Square Adjusted R Square Std. Error of The Estimate 
1 0.882 0. 774 0.763 0.408 
Note. *Predictors: (Constant), job satisfaction, safety and healthy work conditions, work environment. 
 
The results of Table 5 indicate that the value of R square has reached (0.774) indicating that (%77.4) of variance 
in variable (learning organization) can be explained by variation in quality of work life 
 
Table 6. The results of ANOVA analysis 

Model Sum of Squares Df Mean Square F Sig. 
1 Regression 300.192 4 61.522 1180.320 0.000 
Residual 28.520 196 0.071   
Total 328.712 200    

Notes. *Predictors: job satisfaction, safety and healthy work conditions, work environment; **Dependent Variable: learning organization  
 
The results of table 6 indicate that the value of (F) is (1180.320) and the significant (0.000) this is less than the 
identified value (0.05) therefore; the model is appropriate or fit and acceptable. 
 
Table 7. Presents the values of beta and t for the main study hypothesis 

Dimensions of quality of work life B  Std. Error Beta T  Sig. 
1 (Constant) 0.068 0.049    
Job satisfaction 0.751 0.035 0.650 33.221 0.000 
Safety and healthy work conditions 0.700 0.029 0.689 29.949 0.000 
Work environment 0.674 0.024 0.700 35.854 0.000 

Notes. * Statistically significant impact at significance level (α ≤ 0.05); **Dependent Variable: learning organization 
 
As shown in the table above table 7, the results of multiple regression analysis indicate that the quality of work 
life affects learning organization. Also the beta and t-tests values shown that the job satisfaction, safety and 
healthy work conditions, and work environment as a dimensions of quality of work life has a positive impact on 
learning organization at (α ≤ 0.05) and the highest impact for job satisfaction, and then for safety and healthy 
work conditions whereas the work environment is the lowest impact.  
 
Table 8. Presents the values of beta and t for the first sub hypothesis 

Dimensions of quality of work life B  Std. Error Beta T –test Sig. 
1 (Constant) 0.074 0.060    
Job satisfaction 0.695 0.051 0.680 24.511 0.000 
Safety and healthy work conditions 0.680 0.020 0.601 26.819 0.000 
Work environment 0.490 0.030 0.620 20.604 0.000 

Notes. * Statistically significant impact at significance level (α ≤ 0.05); ** Dependent Variable: Empowerment  
 
The table 8 explained the multiple regression analysis results refers to the quality of work life affects the 
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empowerment. Also, the beta and t-tests values shown that the dimensions of quality of work life (job 
satisfaction, safety and healthy work conditions, and work environment) have a positive impact on 
empowerment at (α ≤ 0.05) and the job satisfaction get the highest impact, then safety and healthy work 
conditions whereas the work environment is the lowest impact.  
 
Table 9. Presents the values of beta and t for the second sub hypothesis 

Dimensions of quality of work life B  Std. Error Beta T-test Sig. 
1 (Constant) 0.075 0.061    
Job satisfaction 0.720 0.029 0.647 29.260 0.000 
Safety and healthy work conditions 0.640 0.022 0.633 30.574 0.000 
Work environment 0.510 0.028 0.661 20.604 0.000 

Notes. * Statistically significant impact at significance level (α ≤ 0.05); ** Dependent Variable: continues learning  
 
As shown in table 9 the results of multiple regression analysis indicate that the quality of work life affects the 
continues learning. Also the beta and t-tests values shown that the dimensions of quality of work life (job 
satisfaction, safety and healthy work conditions, and work environment) have a positive impact on continues 
learning at (α ≤ 0.05) and the highest impact for job satisfaction, then safety and healthy work conditions 
whereas the work environment is the lowest impact.  
 
Table 10. Presents the values of beta and t for the third sub hypothesis 

Dimensions of quality of work life B  Std. Error Beta T –test Sig. 
1 (Constant) 0.073 0.060    
Job satisfaction 0.638 0.028 0.680 27.240 0.000 
Safety and healthy work conditions 0.497 0.025 0.635 25.399 0.000 
Work environment 0.557 0.023 0.652 29.110 0.000 

Notes. * Statistically significant impact at significance level (α ≤ 0.05); ** Dependent Variable: Dialogue and inquiry. 
 
As shown in table (10) the results of multiple regression analysis indicate that the quality of work life affects the 
dialogue and inquiry. Also the beta and t-tests values shown that the dimensions of quality of work life (job 
satisfaction, safety and healthy work conditions, and work environment ) have a positive impact on dialogue and 
inquiry at (α ≤ 0.05) and the highest impact for job satisfaction, then work environment whereas the safety and 
healthy work conditions is the lowest impact.  
 
Table 11. Presents the values beta and t for the fourth sub hypothesis 

Dimensions of quality of work life B  Std. Error Beta T –test Sig. 
1 (Constant) 0.070 0.059    
Job satisfaction 0.721 0.028 0.680 28.390 0.000 
Safety and healthy work conditions 0.567 0.022 0.636 29.476 0.000 
Work environment 0.663 0.025 0.669 25.341 0.000 

Notes. * Statistically significant impact at significance level (α ≤ 0.05); ** Dependent Variable: Strategic leadership  
 
As shown in table 11 the results of multiple regression analysis indicate that the quality of work life affects the 
strategic leadership. Also the beta and t-tests values shown that the dimensions of quality of work life (job 
satisfaction, safety and healthy work conditions, and work environment ) have a positive impact on strategic 
leadership at (α ≤ 0.05) and the highest impact for job satisfaction, then work environment whereas the safety 
and healthy work conditions is the lowest impact.  
6. Conclusion  
The current study sought to explore the role of quality of work life in building learning organization in the 
Jordanian pharmaceutical manufacturing companies. The results of the current study found that the quality of 
work life have a positive impact on building learning organization in Jordanian Pharmaceutical manufacturing 
companies and the highest impact for job satisfaction, then safety and healthy work conditions whereas the work 



ijbm.ccsenet.org International Journal of Business and Management Vol. 13, No. 9; 2018 

33 
 

environment is the lowest impact.  
7. Recommendations of Study  
Therefore, the present study recommends that the Jordanian Pharmaceutical manufacturing companies should 
focuses on quality of work life and their dimensions such as job satisfaction, safety and healthy work conditions 
and work environment to build learning organization and achieve a benefits bundle or mutual interests to both 
organizations and employees.  
8. Limitations of Study  
The present study applied on Jordanian pharmaceutical manufacturing companies. Therefore, the results of 
present study is limited and totally different from the sector to another section and from to country to another 
country. In the other words, the result of current studies limited and narrow and it is impossible to generalize it 
on other sectors. 
9. Further Researches 
According to limitations of present study there is a need to conduct more studies in the future. And there is a 
need to take other dimensions of quality of work life such as adequate and fair compensation and the social 
relevance of work life. And conduct further future studies in other sectors such as hotel, hospital and tourism. 
Moreover, conducting comparative studies with others sectors such as banks and clothes manufacturing 
companies. 
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