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Abstract

The purpose of this study is to identify and conceptualize the components of work life quality among employees of the
Ministry of Education based on organizational justice, organizational resilience, and organizational optimism. This research
employed a qualitative approach using inductive content analysis. Participants included 15 experts and specialists in
management and sociology, selected through purposive sampling until theoretical saturation was reached. Data were
collected through semi-structured in-depth interviews and document analysis, and analyzed through open, axial, and
selective coding. The results indicated six overarching structures of work life quality: economic structure (fair and timely
compensation), physical structure (workplace safety and hygiene), psychological structure (growth, job security, and
freedom of expression), human capabilities (work—life balance and social responsibility), managerial structure
(empowerment, trust, and rule of law), and social structure (colleague cohesion, mutual trust, and access to scientific and
informational resources). These structures highlight the multidimensional nature of work life quality and the pivotal role of
justice, resilience, and optimism in shaping it. Work life quality in the Ministry of Education is a multidimensional construct
that requires simultaneous attention to economic, physical, psychological, human, managerial, and social aspects.
Organizational justice, resilience, and optimism constitute the core pillars that provide a comprehensive framework for
improving working conditions, employee satisfaction, and organizational performance.

Keywords: Quality of Work Life, Organizational Justice, Organizational Resilience, Organizational Optimism, Education
System
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Extended Abstract

Introduction

The concept of quality of work life (QWL) has emerged as a multidimensional construct encompassing not
only the economic and physical aspects of employment but also the psychological, managerial, and social
dimensions that determine employees’ overall well-being and effectiveness in organizations. QWL refers to
the degree to which employees can satisfy their personal needs through their experiences in the workplace,
encompassing fairness in compensation, job security, opportunities for growth, participative decision-making,
safe working conditions, and work—life balance. As organizations have become increasingly complex and
employees’ expectations have shifted toward more holistic and meaningful work environments, QWL has
gained renewed scholarly and practical attention (Darmoko, 2024).

Among the many factors influencing QWL, organizational justice has consistently been recognized as a critical
determinant. Organizational justice refers to employees’ perceptions of fairness in distributive outcomes,
procedural mechanisms, and interpersonal treatment within organizations. Employees who perceive their
organizations as just and equitable are more likely to exhibit higher satisfaction, stronger commitment, and
lower turnover intention, all of which contribute positively to QWL (Yeni et al., 2022; Yuliyasti et al., 2022).
The fairness of organizational processes, particularly in salary distribution, promotions, and performance
evaluations, plays an essential role in shaping employees’ experiences and perceptions of their workplace.
Previous research confirms that organizational justice significantly mediates employees’ satisfaction with their
professional and personal lives (Sulton & Suyono, 2020; Wachyuni & Purba, 2020).

Another vital dimension of QWL is organizational resilience, which reflects an organization’s ability to adapt
to challenges, recover from disruptions, and sustain performance during crises. Resilience at the organizational
level fosters employees’ sense of stability and psychological safety, thereby enhancing their confidence in the
future of their institution. In environments where employees perceive their organizations as resilient, they are
more likely to experience reduced stress and improved psychological well-being, which in turn strengthens
QWL (Golparvar & Parsakia, 2023). This perspective resonates with the broader literature suggesting that
resilience not only mitigates burnout and stress but also empowers individuals and teams to flourish even in
dynamic or adverse circumstances (Faghfouriazar, 2023).
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A further determinant of QWL is organizational optimism, defined as employees’ collective belief in positive
organizational outcomes and opportunities. Optimism at the organizational level functions as a motivational
resource that fosters hope, enhances engagement, and strengthens collective efficacy. Employees in optimistic
organizational climates are more likely to maintain high levels of satisfaction and engagement, which are
central components of QWL (Jandaghi et al., 2024). This is aligned with the growing body of research
indicating that positive organizational psychology constructs, such as optimism, are associated with improved
work satisfaction, reduced stress, and enhanced performance outcomes (Golparvar & Parsakia, 2023).
International and national research supports the integration of these three components—organizational justice,
resilience, and optimism—into comprehensive models of QWL. For example, studies in diverse contexts have
shown that distributive justice, work—life balance, subjective well-being, and self-efficacy collectively
influence employee performance and organizational citizenship behaviors (Arivani et al., 2023). Similarly,
empowerment and trust climates have been found to mediate the relationship between fairness and QWL,
illustrating how fairness perceptions interact with organizational dynamics to shape employees’ experiences
(Kaniz M. Akter et al., 2023). In educational contexts, investigations reveal that justice, optimism, and
resilience serve as crucial predictors of teachers’ and staff members’ occupational well-being and quality of
life (Maarefvand & Shafiabady, 2024; Sojoodi et al., 2023). These findings underscore the need for context-
specific models that reflect the unique dynamics of education systems and their workforces.

Despite the growing evidence, gaps remain in understanding the complex interrelationships between justice,
optimism, resilience, and QWL, particularly within the education sector. Teachers and administrative staff face
significant occupational stressors such as workload, limited resources, and societal expectations, which make
QWL a pressing issue. Addressing this gap, the present study seeks to identify and systematize the components
of a QWL model for employees in the education system based on organizational justice, resilience, and
optimism. In doing so, the research provides an integrated framework that reflects both global insights and
local realities (Hermanto et al., 2024; Jandaghi et al., 2024; Syahrul et al., 2024).

Methods and Materials

This study adopted a qualitative content analysis approach to explore the dimensions of QWL in the education
sector. Participants were selected using purposive sampling, comprising 15 experts in management and
sociology with substantial knowledge of organizational behavior, education administration, and workforce
well-being. The sample size was determined by theoretical saturation, ensuring that no new themes emerged
after the fifteenth participant. Data collection relied on in-depth semi-structured interviews and a
comprehensive review of academic literature, policy documents, and organizational reports. Interviews were
designed to elicit participants’ insights regarding the components of QWL, with a specific focus on the roles
of organizational justice, resilience, and optimism.

The interviews were transcribed verbatim and analyzed through an inductive coding process. Data were coded
into basic themes, which were subsequently grouped into organizing themes and, finally, synthesized into
overarching global themes. This three-stage thematic analysis provided a structured framework to identify
patterns, relationships, and hierarchies among the emergent concepts. To enhance validity, findings were
triangulated with data from document reviews and existing literature. The analysis followed established
qualitative research procedures, emphasizing iterative comparison and continuous refinement of themes until
a coherent model emerged.

Findings

The analysis revealed that QWL in the education sector can be explained through six overarching structures:
economic, physical, psychological, managerial, human, and social.
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The economic structure encompassed themes related to fair and sufficient compensation, punctuality in
payment, and employees’ ability to meet living expenses. Participants consistently emphasized that timely and
equitable compensation was fundamental to their perception of justice and fairness in the workplace.

The physical structure referred to working conditions, particularly safety, hygiene, and reasonable working
hours. Respondents noted that safe and healthy environments significantly improved their job satisfaction and
overall well-being, highlighting the necessity of organizational investment in workplace infrastructure.

The psychological structure involved continuous opportunities for growth, fairness in managerial treatment,
freedom of expression, and job security. Employees indicated that beyond financial incentives, the ability to
grow professionally and express opinions freely was critical for maintaining motivation and engagement.
The human capability structure incorporated responsibility toward the environment, balancing work and family
roles, and opportunities for personal flourishing. Participants linked QWL with their ability to integrate work
demands into broader life responsibilities without undue conflict.

The managerial structure highlighted the importance of trust, empowerment, delegation, and adherence to rules
and regulations. Employees perceived managerial support and fairness in organizational processes as vital for
building confidence and reducing occupational stress.

Finally, the social structure emphasized workplace cohesion, trust among colleagues, opportunities for
academic participation, and access to information resources. Respondents underscored the role of social capital
and collective support in creating a positive and engaging work environment.

Discussion and Conclusion

The findings illustrate that QWL in the education sector is a multidimensional phenomenon that integrates
material, psychological, and social elements. Consistent with prior studies, fairness in compensation and
distributive justice emerged as central to employees’ perceptions of QWL (Yeni et al., 2022; Yuliyasti et al.,
2022). This finding supports existing evidence from public sector and service industries, where justice has
been identified as a key determinant of satisfaction and commitment (Jahangiri et al., 2020; Kasim &
Aldarmaki, 2019).

The results further affirm the significance of psychological and managerial factors such as empowerment,
fairness, and participative decision-making. These findings align with research emphasizing the role of trust
climates, transformational leadership, and empowerment in enhancing QWL (K. M. Akter et al., 2023;
Hermanto et al., 2024). Moreover, the study highlights that organizational resilience is essential in supporting
employees during periods of stress or instability, a conclusion consistent with literature demonstrating
resilience as a protective factor against burnout (Faghfouriazar, 2023; Golparvar & Parsakia, 2023).
Organizational optimism also emerged as a vital contributor, reinforcing the notion that positive organizational
expectations improve motivation, satisfaction, and well-being. This aligns with prior findings that optimism
fosters higher organizational commitment and improved performance (Jandaghi et al., 2024; Maarefvand &
Shafiabady, 2024). The recognition of optimism as a structural component of QWL reflects the increasing
relevance of positive organizational psychology in management scholarship.

In conclusion, this study contributes to the literature by providing an integrated model of QWL that
incorporates justice, resilience, and optimism within the education sector. The findings confirm that QWL
cannot be reduced to economic compensation alone but must be understood as a holistic construct involving
equitable practices, supportive management, psychological growth opportunities, and strong social
connections. By addressing these multiple dimensions, education organizations can create healthier and more
sustainable workplaces that not only enhance employees’ well-being but also improve organizational
performance and service delivery. This integrated approach underscores the necessity for policymakers and
administrators in the education system to prioritize justice, resilience, and optimism as foundational pillars of
employees’ quality of work life.
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