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ABSTRACT 
In today's high tech, fast-paced world, the work environment is very different than it was a generation ago. According to the Institute of Industrial Engineers, it is 

not uncommon for a person to change careers on an average of six times in his or her lifetime. On an average we spend around eight to twelve hours daily in the 

work place, that is one third of our entire life; it does influence the overall quality of our life. It should yield job satisfaction, a fulfillment of having done a task, 

without any flaw and having spent the time constructively and purposefully. Regular assessment of Quality of Work Life (QWL) can potentially provide 

organizations with important information about the welfare of their employees, such as job satisfaction, general well-being, work-related stress and the home-

work interface. This study contributes to the literature of Quality of Work Life by testing the relationship between QWL and job security, autonomy in decision 

making, job satisfaction and attitude of management by using a questionnaire to survey a sample of 32 finance professionals in three multinational corporations 

(MNCs) in Dubai, United Arab Emirates. The global recession has created a major ruckus on these individuals in Dubai, as they had to endure tremendous 

pressures from banks, sub-contractors, and all other entities related to financial obligations of the organization due to huge outstanding accounts receivables, 

loans and payments to banks, redundancy payments to employees who faced lay-offs and not to mention about the bounced checks and financial frauds/scams. 

The findings indicate that 72 percent of the finance professionals consider their Quality of Work Life good compared to their counterparts in the industry. Further 

the results indicated a significant positive relationship between QWL and Job security, Autonomy in decision making, Job satisfaction and Attitude of 

management. 

 

KEYWORDS 
Autonomy, Job satisfaction, Job security, Quality of Work Life (QWL), Stress. 

 

INTRODUCTION 
uality of Working Life is not a unitary concept, but has been seen as incorporating a hierarchy of perspectives that not only include work-based factors 

such as job satisfaction, satisfaction with pay and relationships with work colleagues, but also factors that broadly reflect life satisfaction and general 

feelings of well-being (Danna & Griffin, 1999). More recently, work-related stress and the relationship between work and non-work life domains 

(Loscocco & Roschelle, 1991) have also been identified as factors that should conceptually be included in Quality of Working Life. Work is an integral part of our 

everyday life, as it is our livelihood or career or business. On an average we spend around twelve hours daily in the work place, which is one third of our entire 

life; Even if it is a small step towards our lifetime goal, at the end of the day it gives satisfaction and eagerness to look forward to the next day. Regular 

assessment of Quality of Working Life can potentially provide organizations with important information about the welfare of their employees, such as job 

satisfaction, general well-being, work-related stress and the home-work interface. Studies in the UK University sector have shown a valid measure of Quality of 

Working Life exists and can be used as a basis for effective interventions. 

The global financial crisis of 2008–2009 became prominently visible in September 2008 with the failure, merger or conservatorship of several large United 

States-based financial firms. The underlying causes leading to the crisis had been reported in business journals for many months before September, with 

commentary about the financial stability of leading U.S. and European investment banks, insurance firms and mortgage banks consequent to the subprime 

mortgage crisis.  

With the global recession and the fall in oil prices, most Gulf countries are expected to have limited economic growth in 2009. Many companies in the region 

have responded with staff cuts and recruitment. Freezes, with professionals in investment, administration and marketing functions most affected. Demand for 

infrastructure and audit professionals has increased.  The UAE and Dubai in particular, has seen its share of vacancies fall, with some residents seeking 

opportunities in other Gulf States. However, it still has significant recruitment levels and remains the region’s most popular destination. Limited pay increase is 

expected in the near term, due to falling inflation, reduced demand, rising global unemployment and strength of the US dollar.  Economic growth is expected to 

recover in 2010, with employment activity gaining momentum as a result, but in the long run remaining dependent on the oil price. 

In the past, financial figures were the major factor in defining good company, but in recent years, Quality of Work Life is increasingly being identifies as 

progressive indicators related to the function and sustainability of business organizations (koonmee 2010).  

Worrall and Cooper (2006) reported that a low level of well-being at work is estimated to cost about 5-10 per cent of Gross National Product per annum, yet 

Quality of Working Life as a theoretical construct remains relatively unexplored and unexplained within the organizational psychology research literature. 

A large number of peoples’ lives will be spent at work. Most people recognize the importance of sleeping well, and actively try to enjoy the leisure time that they 

can snatch. Too often, people tend to see work as something they just have to put up with, or even something they do not even expect to enjoy. 

Some of the factors used to measure quality of working life pick up on things that do not actually make people feel good, but which seem to make people feel 

bad about work if those things are absent. For example, noise – if the place where someone works is too noisy, they might get frequent headaches, or find they 

cannot concentrate, and so feel dissatisfied. But when it is quiet enough they do not feel pleased or happy - they just do not feel bad. This can apply to a range 

of factors that affect someone's working conditions. Other things seem to be more likely to make people feel good about work and themselves once the basics 

Q 
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are comfortable at work. Challenging work (not too little, not too much) can make them feel good. Similarly, opportunities for career progression and using their 

abilities can contribute to someone's quality of working life. 

FIGURE 1: SHOWING THE VARIOUS CONSTRUCTS OF QUALITY OF WORK LIFE 

 

 
The success of any organization is highly dependent on how it attracts recruits, motivates, and retains its workforce. Today's organizations need to be more 

flexible so that they are equipped to develop their workforce and enjoy their commitment.  Therefore, organizations are required to adopt a strategy to improve 

the employees 'quality of work life' (QWL) to satisfy both the organizational objectives and employee needs. 

 

STATEMENT OF THE PROBLEM 
Multinational Corporations (MNCs) are recognized for their dedication to providing satisfying and innovative work environments that attract and retain top-

notch finance talent. "Now, more than ever, organizations are relying on the knowledge and skills of financial professionals, viewing them as valuable assets to 

the workplace," said Jim Kaitz, AFP's (Association of Finance Professionals) president and CEO. "While these are difficult economic times, companies should not 

diminish their focus on attracting and retaining top talent," said Richard T. Roth, CPA, managing director of The Hackett Group.  

Robert Half Management Resources Survey (2010) found that executives face greater job demands today than five years ago. More than eight in 10 (81 per cent) 

chief financial officers (CFOs) interviewed recently said they believe it's more difficult to be a company leader today than it was five years ago. 

2010 has seen unprecedented turmoil sweep through the economy of Dubai.  Without the oil and gas resources of its neighbours to provide shelter from the 

storm of global recession, Dubai’s heavy reliance on financial services, construction, real estate and tourism spelled gloomy news for its expatriate professional 

community, many of whom had come to accept exuberant prosperity and a lavish lifestyle as the norm. Where skill shortages and high salaries once meant good 

times for talented finance professionals, prudence and caution now prevail.  

The recession has reduced the demand for finance professionals and their working life has changed for many expatriate accountants in Dubai. The mood 

amongst people here isn’t good and a mass small and medium-sized companies closing down, unemployment is rising and many employees face salary cuts. 

People are finding it tough going – and with revenues and margins falling, management teams are keeping a sharp eye on cost reductions. However, even so, 

there are still good opportunities for management accountants. In fact, though, it’s not all doom and gloom, despite the high profile given in the financial press 

to Dubai’s fall-out from the global recession.  

Although the job market has tightened, there’s still scope for well-trained, experienced people. In fact, the economic turmoil may even have honed the skills of 

some Dubai-based finance professionals. People used to be concerned primarily about how to get high returns and deal with surplus funds, cash was taken for 

granted. But with the onset of the financial crisis, everyone was forced to start learning basic business principles once again; namely, that cash is king. With 

investors withholding funds and customers delaying payments – or even going out of business – many finance managers in companies here have been forced to 

shift their focus to cash generation, for instance, by negotiating credit facilities with banks. 

The majority of accountants who have been made redundant but have chosen to stay in the Gulf haven’t sought to change career paths; instead, many will 

consider a broader range of locations outside Dubai: More vacancies are becoming available in Abu Dhabi and Saudi Arabia, whose economies have proved more 

robust at withstanding the global recession. Even the construction and property sector is recovering there, due to government investment in infrastructure. And 

Doha’s continued development as a regional centre of excellence for science and technology mean opportunities are being created in Qatar too.  

Although some accountants in more adversely affected world economic centres have regarded the Middle East as a market for their talents, candidates already 

based there are generally favoured: Employers prefer to hire people with local knowledge, unless there’s a specific technical skill that can’t be sourced locally, 

Longer-term Middle East experience and the ability to speak Arabic are definitely assets.  Working in Dubai gives people the Middle East experience that many 

employers in the Gulf want, a number of accountants who live in Dubai but now commute 90 minutes each way to Abu Dhabi due to the down turn in the 

economy.  

Employers have a much more positive outlook – but with a healthy dose of realism; nobody in the UAE expects a return to the excessive levels of recruitment 

previously seen. There’s a far greater emphasis on only hiring into business-critical roles – anything deemed to be a luxury or just a nice-to-have is unlikely to be 

given the green light. 

Therefore, the researchers have to come to this conclusion that as finance professional job entails a lot of responsibilities, risks in financial decisions and 

subsequently immense stress, organizations will have to definitely attract and retain financial professionals by lucrative emoluments and benefits and a healthy 

working environment. Herein, the current study, financial professionals of select MNCs of Dubai, United Arab Emirates (UAE) will be administered with a 

structured undisguised questionnaire that will aim at measuring their overall QWL and the professionals work attitude, level of job satisfaction/stress, job 

security, autonomy at work and well-being. 

 

RATIONALE FOR THE STUDY 
The researcher’s rationale for selecting particularly this category of professionals is due to the increasing concerns within the financial industry, it is important 

for employers to understand how to successfully retain their financial professionals. With increased satisfaction, job security, positive work attitude, autonomy 

for decision-making at work, pay-equity and overall well-being, organizations financial potential will be on uptrend; and employers will continue to retain these 

professionals and earn profits. Recent economic changes due to the current recession, including mergers and acquisitions, bankruptcies and changing 

regulations, have created increased stress among finance industry professionals. The surviving financial professionals have been impacted physically, with 

increased workloads, and emotionally, though increased anxiety and pressure from dealing with client concerns. The researchers through this study would 

attempt to highlight certain continuous improvement strategies that employers need to understand in terms of the challenges the finance professionals face, 

and suggest organizations to develop techniques and service structures that promote success and satisfaction among those professionals. 

 

OBJECTIVES OF THE STUDY 
The main objectives of this research are as follows:- 

To measure the Quality of Work Life among Finance Professionals of select MNCs in Dubai, United Arab Emirates. 
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To identify the impact of the following attributes on the measure level of Quality of Work Life among the Finance Professionals: Work Attitude, Job Satisfaction, 

Autonomy, Pay / Pay-Equity, Stress, and Job Security. 

 

HYPOTHESES 
Hypothesis 1: There is no significant association between the demographic profiles of finance professionals with their perception about QWL  

Hypothesis 2:  There is no significant association between job satisfaction and QWL  

Hypothesis 3: There is no significant association between autonomy at work and QWL  

Hypothesis 4: There is no significant association between attitude of management towards employees and QWL  

Hypothesis 5: There is no significant association between quality of life and Quality of Work Life (with special reference to the professional being able to 

devote enough time for family responsibilities)  

 

REVIEW OF LITERATURE 
Suman Ghalawat  (2010) states that QWL is a Process of work organizations which enables its members at all levels to actively participate in shaping the 

organizations’ environment, methods and outcomes. This value based process is aimed towards meeting the twin goals of enhanced effectiveness of 

organization and improved quality of the life at work for employees. Work is an integral part of our everyday life, as it is our livelihood or career or business. On 

an average we spend around twelve hours daily in the work place, that is one third of our entire life; it does influence the overall quality of our life. It should 

yield job satisfaction, give peace of mind, a fulfillment of having done a task, as it is expected, without any flaw and having spent the time fruitfully, 

constructively and purposefully. Even if it is a small step towards our lifetime goal, at the end of the day it gives satisfaction and eagerness to look forward to the 

next day.  The factors that influence and decide the Quality of Work Life are: Attitude, environment, opportunities, nature of job, people, stress level, career 

prospects, growth and development, risk involved and reward.  

The inspirational part of success is to hold a reputed job. On an average, we spend around twelve hours daily in the work place that is one third of our entire life. 

Job, occupies one's thoughts, prefixes the schedule of the day, determines the purchasing power of an individual, and contributes to the social identity. Today's 

literate workforce expects more than just pay from their work. The dynamic work environment demands equal importance to both technology and human 

needs, where the individual perspectives play a key role in humanization of work atmosphere and democratization of work relations. 

Davis (1983) defines QWL as "the quality of the relationship between employees and the total working environment, with human dimensions added to the usual 

technical and economic considerations". Quality of Working Life cannot be attained unless all needs arising in organizational settings are taken care of (Sinha and 

Sayeed, 1980). As organizations are struggling to survive and become more efficient, an accrued interest has evolved around the concept of professionals 

working life. (Dolan et al., 2008). Quality of Work Life (QWL) should be viewed as a two way process, from organizational perspective it should consider, 

employee as the most important resource as they are trustworthy, responsible and capable of making valuable contribution and they should be treated with 

dignity and respect (Straw and Heckscher, 1984). Whereas from the employee's perspective, QWL should be conceived as a set of methods, such as autonomous 

work groups, job enrichment, high-involvement aimed at boosting the satisfaction and productivity of workers (Feuer, 1989). 

EMERGENCE OF QWL CONCEPT  

Quality of Work Life is a concept of behavioral scientist, and the term was first introduced by Davis in 1972 (Mathur, 1989; Hian and Einstein, 1990). According to 

Robins (1990) QWL is “a process by which an organization responds to employee needs by developing mechanisms to allow them to share fully in making the 

decisions that design their lives at work”. The key elements of QWL in the literature include job security, job satisfaction, better reward system, employee 

benefits, employee involvement and organizational  

The behavioral scientist Abraham (1973), Hall (1976), Andrews and Withey (1976), Campbell et al., (1976) and Blishen et al., (1975) believe and state their views 

of ‘quality of work’ that it is the combination of statistical and psychological factors. They assessed responsibility as subjectivity and the other people well-being 

as objective indicators. Stone (1978) has stated in his paper on organic solidarity and life quality indicators that quality of life has been accepted by psychological 

factors. That has been considered as an individual satisfying or frustrating factors. Later, Mishra (1985) found in his study that age and length of service did not 

affect QWL. It was a function of income of the employees, income leads to high QWL, and higher level of education higher level of QWL.  

QWL AND ORGANIZATIONAL FACTORS 

QWL practice involves acquiring, training, developing, motivating and appraising for the best performance of the employees as per organizational objectives. 

Indeed, core elements of QWL are of working conditions, employee job satisfaction, employees’ behavioral aspects, and employees’ financial and non-financial 

benefits, growth and development, and supervision (Lau & May, 1998; Hackman & Oldham, 1975; Taylor & Bowers, 1972).  

Job satisfaction can be understood by explaining people want to come to work. Locke (1976) defined job satisfaction as “a positive emotional state resulting 

from the appraisal of one’s job or job experiences”. Though various researchers identified it in different ways and conclude that it’s a combination of 

physiological, psychological and environmental circumstances, the result of this combination is a person’s job satisfaction. Job satisfaction has significant effect 

on organizational performance in terms of wages, salary, incentives, boss-subordinate relationships, company policy, promotion, jobs itself, co-worker 

relationship (hygiene factors) (Nash, 1985). Job satisfaction in recent year has become associated with Quality of Work Life movement.  

It is well known that employee intrinsic motivation has an impact on organizational performance and Herzberg et al. (1959) had shown that motivated 

employees tend to performs better. Company need to find out the factors that influence employees’ satisfaction and to ensure their Quality of Work Life 

(Gilgeous, 1998). In the same vein, Muqtada et al. (2007) assert that workers had their common complaints related to wage and working conditions such as 

working hours, late attendance, and working lunch. Workers perceived that management always pays them (workers) inadequate wages and low overtime, few 

days of leave, long work hour without compensation and enterprises are very strict about late attendance. This complaint creates disputes and dissatisfaction at 

work. As workers have no structured labor-management consultation and negotiation, therefore complaints generate conflict and unrest in the zone. The 

expression "Quality of Work Life" evolved in the late 19th century. The first study of its kind done in Hawthorne Western Electric's plant by famous sociologist 

Elton Mayo, in 1933, highlighted the importance of environmental factors on plant workers' performance. The results tempered the Taylorian performance of 

"Scientific management theory" applied until then (Mayo, 1960). This led to the paradigm shift that, money was not the only motivator, where as other 

environmental factors also play a significant role in influencing the employee productivity.  

Irving Bluestone, employee of General Motors, used the expression "Quality of work life" for the first time in late 1960s (Goode, 1989), to evaluate employee 

satisfaction. QWL as a discipline began in the U.S. in September 1972 when the phrase was coined at the International conference on "democratization of work" 

conference held at Columbia University's Arden House New York. In August 1973, the International Council for the Quality of Working Life was created, to 

promote research. Worrall and Cooper (2006) reported that a low level of well-being at work is estimated to cost about five-ten percent of Gross National 

Product per annum, yet Quality of Working Life as a theoretical construct remains relatively less explored within the organizational psychology research 

literature.  

After conducting an extensive literature review, the researcher have come to this understanding that there have been varied constructs researched by 

yesteryear scholars and men of great realization, but the present study aims to measure the QWL among finance professionals, which not many have done in 

the past.  

 

RESEARCH METHODOLOGY 
The current study has a descriptive research design that aims at gauging the demographic profile and perception of 32 financial professionals of three MNCs in 

Dubai, towards Quality of Work Life and its different constructs. A random representative sampling technique was used to retain its representatives and 
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manageability as it is commensurate with this quantitative research studies. An objective assessment of the qualitative factors is made possible through a 

structured un-disguised questionnaire that will measure the level of QWL and the impact of various constructs like, job security, workload, autonomy, job 

satisfaction/stress, pay-equity and work attitude. The questionnaire has a combination of scales used to measure the qualitative factors like the bipolar scale 

(YES/NO) and a four point scale, to suit the statements related to various constructs which will enable the professional in eliciting his feelings in a realistic 

manner. The primary data was tabulated and analyzed using simple percentage analysis – for the demographic profile of the respondents and subsequently, 

Statistical Package for Social Sciences (SPSS ver.11) was utilized to analyze the association between Quality of Work Life and demographic variable, as well as the 

independent variables through t-test and correlational analysis. 

 

LIMITATIONS OF THE STUDY 
� The sample size is small, due to the challenge of gaining access to the finance professionals and their non-response associated with their stressful and 

hectic schedules 

� Lack of clarity of some constructs has led to its elimination, despite its assumed importance.  

� The study was conducted exclusively in few areas of Dubai, United Arab Emirates during the period of Nov.2010 to January 2011. 

� Given the research base, it was not possible to visit the site of every organization in the survey; this was prohibitive in terms of both time, and finances. 

 

RESULTS AND DISCUSSION 
� 53 percent of the finance professionals were in the age group of 25-30 years, which indicates that majority of the finance professionals considered for this 

study are in their early or mid-career stage and the pro is that they are emotionally more intelligent to tackle stress and job insecurity, but the con being 

that their level of job satisfaction is not healthy and have lot of expectations regarding pay, scope for advancement and other benefits. 

 

GRAPH 1: SHOWING THE AGE DISTRIBUTION OF THE FINANCE PROFESSIONALS 

 
� 97 percent of the finance professionals were of Indian Nationality, which also signifies that majority of the multinational corporations in Dubai have the 

practice of hiring Indians as financial advisors/managers/executives in the organization, may be due to the ethnic profiling concept of them being wise with 

numbers as well as self-disciplined and regulated. 

� 91 percent of the finance professionals were men and the rest being women. This indicates that there are few women in Dubai who have been able to 

climb up to the managerial positions in the specialization of finance and on researching on this issue, it has been noticed that most women who are 

specialized in finance either chose to work in Banks or Universities and that explains the minor representation of women as finance professionals in the 

corporate. 

� 53 percent of the finance professionals have a work experience of more than five years and it indicates that these professionals are in their mid-career 

stage or early stages. 

� 47 percent of the professionals work 11 hours and more in a month as extra beyond their regular schedule of 8 hours per day and 38 percent of them work 

less than 5 hours per month.  

� 75 percent of the finance professionals agreed that it is definitely somewhat hard to take time off during your work to take care of personal or family 

matters.  

� 53 percent of the professionals agreed that sometimes the demands of their family interfere with work on the job and 16 percent claimed that often it 

interferes, creating family-to-work spillover stress. 

� 72 percent of the professionals had only three hours to relax or pursue activities that they enjoy and 13 percent did not have any time at all for the same. 

Herein, we can interpret that the Quality of Work Life has a direct bearing on the quality of life, as the professionals do not get enough time to devote for 

themselves. 

� 91 percent of the professionals do not undertake any extra work from other employers even as freelancers, this is probably because of the strict labor law 

from the employers side that one he/she is sponsored by an employer then they lose their freedom to work as a part-timer or freelance in the same 

profession. In fact it is liable to financial fines to the worth of even up to AED.30, 000. 

� 69 percent of the professionals only sometimes took part with others in decision making that affects them, explaining the lack of decision making 

autonomy even in MNCs. 

� 97 percent of the finance professionals claimed that their relationship with management at work place in neither good nor bad. This clearly explains that 

the morale of these professionals towards management, which clearly lacks a family feeling. 

� The response was divided among the professionals when asked about getting a pay increase if a job was well done. 50 percent said a yes and other 50 

percent a no. This indicates that pay equity especially external equity is discriminating and there is relative deprivation of pay scales internally too. 

� 47 percent of the professionals claimed that they sometimes found their job stressful, 22 percent claimed often they felt stressful and 13 percent said that 

they always felt stressful. Stress is an independent variable, that appears to definitely have an impact on the Quality of Work Life of the professionals and if 

organizations do not work on stress reduction strategies, many of these professionals will look for greener pastures or will have reduction in their 

productivity. 

� 62.5 percent of the professionals claimed that they are only somewhat satisfied with their current jobs. Indicating that once the market situation gets 

better, many of these professionals will move on, in fact majority of them are already in the pipeline by having applied for immigrations and registered 

with headhunters for jobs in Abu Dhabi, Qatar, Saudi Arabia  and even India, wherein growth is at its best at this point of time. 

� 69 percent of the professionals rate their emotional intelligence as moderate at work. Perhaps patience and tolerance is something every professional in 

Dubai develops over a period of time, as majority of the management act democratic and think autocratic. 

� 72 percent of the professionals have rated the overall Quality of Work Life in their organization as good, since they feel that they have got the best of the 

opportunity compared to the market conditions and having retained their jobs during this economic recession and still being given performance based 

increments and bonus is a positive sign in many of these organizations. 
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� Only 57 percent of the professionals agreed on the fact that they had job security. In fact few professionals as a comment had written in the questionnaire 

that job security in Dubai means (Today + 30 days). As hire and fire policy is very vibrant in this market, many employees do find the lack of job security as a 

source of worry and chose to migrate to Canada, Australia, and New Zealand or to neighboring gulf countries. 

 

HYPOTHESIS TESTING 

Ho: There is no significant association between the demographic profiles of finance professionals with their perception about QWL  

H1: Null hypothesis is accepted, as the t-test clearly indicated that there is no positive association between gender and quality of work life. Most of the 

other demographic variables too like age, nationality, work experience and extra hours at work had no significant association with QWL. 

 

TABLE 1: SHOWING THE T-TEST RESULTS FOR ASSOCIATION BETWEEN GENDER AND QWL 

Sl.no Quality of Work Life Mean  S.D Statistical inference 

1 Male (n=29) 1.72 .455 T = .204 

P > 0.05 Not Significant  2 Female (n=3) 1.67 .577 

 

Ho:  There is no significant association between job satisfaction and QWL.  

H2: Null Hypothesis rejected, as it has been proven statistically that there is significant association between job satisfaction as an independent variable 

and QWL. 

Ho: There is no significant association between autonomy at work and QWL. 

H3: Null Hypothesis rejected, as it has been proven statistically that there is significant association between autonomy in decision making as an 

independent variable and QWL. 

Ho: There is no significant association between attitude of management towards employees and QWL  

H4: Null Hypothesis rejected, as it has been proven statistically that there is significant association between attitude of management towards employees 

as an independent variable and QWL 

Ho: There is no significant association between quality of life and Quality of Work Life (with special reference to the professional being able to devote 

enough time for family responsibilities)  

H5: Null Hypothesis rejected, as it has been proven statistically that there is significant association between employees feeling deprived of their family 

responsibilities due to work thereby creating negative perception toward work life. 

All the above stated hypothesis was proven with the help of a  correlational analysis (values illustrated in Table 2) that was able to establish a positive and 

significant association between the following independent variables - autonomy for decision making, job satisfaction, attitude of management, quality of life 

(time spent with family) and QWL. 

 

TABLE 2: SHOWING THE CORRELATION BETWEEN INDEPENDENT VARIABLES AND QWL 

Quality of Work Life in this organization is Correlation value Statistical inference 

How hard is it to take time off during your work to take care of personal or family matters .469(**) P < 0.01 

Significant 

n your job, how often do you take part with others in making decisions that affect you? -.355(*) P < 0.05 

Significant 

In general, how would you describe relations in your work place between management 

and employees? 

.420(*) P < 0.05 

Significant 

All in all, how satisfied would you say you are with your job? .520(**) P < 0.01 

Significant 

 

SUGGESTIONS & CONCLUDING REMARKS 
The UAE has been ranked number 1, as the country with the best quality of life in the Middle East and North Africa region in the prestigious Economist 

Intelligence Unit 2009 Quality of Life Index. Globally, the Quality of Life Index ranked the UAE 15th in the world out of 160 countries evaluated. The ranking 

reflects the prosperity the UAE has witnessed over the past years and the results of ongoing strategic initiatives introduced by the UAE government across all 

sectors including the economy, security, health and education. Abdullah Nasser Lootah, Secretary General of Emirates Competitiveness Council, commented on 

the Quality of Life Index, saying: "While the results are gratifying, our goal is to continue to improve the quality of life of our citizens. This determination and 

vision of our leadership, represented by UAE President H.H. Sheikh Khalifa bin Zayed Al Nahyan and H.H. Sheikh Mohammed bin Rashid Al Maktoum, UAE Vice 

President and Prime Minister and Ruler of Dubai, to keep citizens at the heart of the nation's development, and to work towards improving the quality of life of 

every individual living in the UAE." 

The researchers suggest the following strategies to the corporates and policy makers that will enable in enhancing the existing perception of Quality of Work Life 

among the finance professionals. We all desire a work experience that can fit neatly with our personal lives. Too often however peoples work life overpowers 

the rest of their life. And when that happens, we can very easily find ourselves struggling to keep up in all areas of our lives. The following ten tips are designed 

to apply as much to the CEO as they do to the front line worker:  

1) Have a personal vision of who you want to be and what you want to!  

2) Test out your own personal vision with that of your organizations - in how many ways do they support each other?  

3) Learn, and keep on learning - go to training sessions and in-services, enroll in college courses, read books. Know why, not just how.  

4)  Buddy-up - find ways to share the load with other team members. Sharing the load makes work easier to manage and less stressful.  

5) Share your successes - this allows you to learn from the successes of others, as well as giving you a boost when you need.  

6) Get it off your chest - talk things over with your buddy, friend, supervisor when things trouble you, don't keep it bottled up inside.  

7) Find joy in being of service to others - think about how the person you are serving is better off as a result of your work, and rejoice in that knowledge.  

8) Take time for breaks - pay particular attention to the need to refresh body, mind and spirit.  

9) Try out new ideas - to innovate is to grow. By using your creativity and innovation life becomes exciting and fulfilling.  

10) Have fun at work - laughter is the best medicine, but use only appropriate humor. Damaging someone else's self-esteem for the fun of it is no laughing 

matter.  
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