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Abstract 
Introduction:The research paper “Trust as a missing link between Quality of work life and Subjective well-be-

ing”, was developed at KIET School of Management, KIET Group of Institutions in the year 2019.

Problem: Organizations have initiated the search for intervening strategies whenproviding primed quality of 

work life to retain potential employees for heightened productivity, efficiency, effectiveness and performance. 

Objective: The main aim of thisstudy is to examine the influence of quality of work life on subjective well-being 

of employees. Furthermore, the present study also explores the aforementionedassociation with the mediating 

effect of trust.

Methodology: The study is comprised of 350 managers working in IT industries. The participants were a con-

venient purposive sample. The data wasanalyzed by a number of statistical techniques such as: Pearson’s 

Product Moment Method and Stepwise Multiple Regression Analysis, which were used to explore the influence 

of quality of work life on trust and subjective well-being. 

Conclusion: This study makes a theoretical contribution in understanding trust as a missing link between QWL 

and subjective well-being. 

Originality: The most important aspect which binds an employee to the organization is the level of trust and 

the well-being of employees at the workplace.This perspective has currently been neglected by the manage-

ment practitioners and it can be stated that low levels of trust and well-being, when overflowing into the other 

domains of life,lead to further distrust and life dissatisfaction and makes an employee less productive and 

incompetent when confrontinglife challenges. 

Restrictions: The research paper is entirely relianton cross-sectional data that could also be extended while 

selecting larger multicultural samples for the better understanding and measurement of cognitive processes 

across organizational cultures.

Keywords: Subjective well-being, Trust,Quality of work life.

Resumen
Introducción: el trabajo de investigación “La confianza como un eslabón perdido entre la calidad de vida laboral 

y el bienestar subjetivo”, fue desarrollado en KIET School of Management, KIET Group of Institutions en el año 

2019.

Problema: las organizaciones han iniciado la búsqueda de estrategias de intervención al proporcionar una 

calidad de vida laboral para retener a los empleados potenciales para una mayor productividad, eficiencia, 

efectividad y rendimiento.

Objetivo: el objetivo principal de este estudio es examinar la influencia de la calidad de la vida laboral en el 

bienestar subjetivo de los empleados. Además, el presente estudio también explora la asociación mencionada 

anteriormente con la mediación efecto de la confianza.

Metodología: El estudio está compuesto por 350 gerentes que trabajan en industrias de TI. Los participantes 

fueron convenientes, muestra intencional. Los datos se analizaron mediante una serie de técnicas estadísticas 

como: Método momento Pearson del producto y análisis de regresión múltiple por pasos, que se utilizaron para 

explorar la influencia de calidad de vida laboral en confianza y bienestar subjetivo.

Conclusión: este estudio hace una contribución teórica en la comprensión de la confianza como un eslabón 

perdido entre QWL y bienestar subjetivo.

Originalidad: el aspecto más importante que une a un empleado a la organización es el nivel de confianza y 

el bienestar de los empleados en el lugar de trabajo. Esta perspectiva ha sido descuidada actualmente por la 
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gerencia profesionales y se puede afirmar que hay bajos niveles de confianza y bienestar, cuando se desbordan 

en el otro dominios de la vida, conducen a una mayor desconfianza e insatisfacción de la vida y hace que un 

empleado sea menos productivo y competente al enfrentar desafíos de la vida.

Restricciones: El trabajo de investigación es completamente dependiente de datos de sección transversal que 

también podrían extenderse a muestras multiculturales más grandes para una mejor comprensión y medición 

de los procesos cognitivos. a través de culturas organizacionales.

Palabras clave: bienestar subjetivo, confianza, calidad de vida laboral.

Resumo
Introdução: o trabalho de pesquisa “Confiança como elo perdido entre a qualidade de vida no trabalho e o 

bem-estar subjetivo”, Foi desenvolvido na KIET School of Management, KIET Group of Institutions em 2019.

Problema: as organizações começaram a busca de estratégias de intervenção, fornecendo uma qualidade 

de vida útil para reter funcionários em potencial para maior produtividade, eficiência, eficácia e desempenho.

Objetivo: o principal objetivo deste estudo é examinar a influência da qualidade de vida no trabalho no bem-es-

tar subjetivo de funcionários. Além disso, o presente estudo também explora a associação mencionada com 

mediação. efeito de confiança.

Metodologia: O estudo é composto por 350 gerentes que trabalham nas indústrias de TI. Os participantes fo-

ram convenientes, exibição intencional Os dados foram analisados ​​usando uma série de técnicas estatísticas, 

tais como: método do momento de Pearson do produto e análise de regressão múltipla stepwise, que foram 

usadas para explorar a influência qualidade de vida no trabalho com confiança e bem-estar subjetivo.

Conclusão: este estudo faz uma contribuição teórica na compreensão da confiança como elo perdido entre a 

QVT e bem-estar subjetivo.

Originalidade: o aspecto mais importante que une um funcionário à organização é o nível de confiança e o 

bem-estar dos funcionários no local de trabalho. Essa perspectiva foi atualmente negligenciada pela adminis-

tração profissionais e pode-se dizer que existem baixos níveis de confiança e bem-estar, quando transbordam 

no outro domínios da vida, levam a uma maior desconfiança e insatisfação da vida e tornam um funcionário 

menos produtivo e competente ao enfrentar os desafios da vida.

Restrições: O trabalho de pesquisa é completamente dependente de dados transversais que também podem 

ser estendidos a amostras multiculturais maiores para uma melhor compreensão e medição dos processos 

cognitivos. através das culturas organizacionais.

Palavras-chave: bem-estar subjetivo, confiança, qualidade de vida no trabalho.

1. Introduction
Today, amidst the ‘war for talent’, it is quintessential for a well-functioning organiza-
tion to capture the hearts and minds of employees in order to maintain an adequate 
and qualified workforce. Towards this end, a high quality of work life (commonly ab-
breviated as QWL) is what organizations aspire for and which is further considered as 
a win-win situation for all working in the organization[1],[2], [3]. The term QWL was first 
introduced after performing an experiment within an organization for the first time, 
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developed by General Motors in the late 1960s. The concept of QWL also draws from 
the ‘open socio-technical system’ which arrived in the 1970s,providing autonomy at 
the workplace, interdependence, and self-involvement with the initiative of “best fit” 
among technology and societal organization. 

Another variable which has been a part of this study is trust, an attitudinal 
outcome. Trust is the belief that one person will not deliberately or knowingly harm 
another person but will look after the interests of the other [4]. Trust can be further 
divided asa cognitive evaluation of performance (rational) or based on affective re-
sponse (emotional).  In this paper, the prime focus is on interpersonal trust within the 
organizations. Research on trust mainly focuses on conflict resolution, citizenship 
behavior, job satisfaction, a supervisor’s and subordinate’s support and strategic col-
laboration and cooperation. But still there is a dearth of research from the perspective 
of up to what extent quality of work life leads to trust (positive attitudinal behavior at 
the workplace) of IT employees and generates confidence within them so that the 
employees are competent enough to be resilient to adversities, which can further be 
contributed to positive and optimistic personality. Furthermore, the most prominent 
challenge for organizations is talent acquisition and retentionwhilst the most chal-
lenging work for employees is to have fun at their job in the IT industry and also to 
encourage the well-being of employees at the workplace, that is, “subjective well-be-
ing (written as SWB)”.

 The extent to which quality of work life contributes to the perception of trust 
and SWB of employees working in IT industries is not wellknown. There is a dire need 
of researchthatconsiders IT employees just as human beings.Their attitudinal and be-
havioral outcome through workplace must be the major concern while transcending 
them as true human beings. This would direct IT organizations’ efforts to enhance life, 
not only in the workplace but also at non-work domains, and help employees perceive 
their life as fully engaging and meaningful. Therefore, the main aimof this present 
study is to analyze the level of trust as a missing link between quality of work life and 
subjective well-being.

1.1 Concept of Quality of Work Life (QWL): Using the framework of QWL, the term 
“QWL is the favorableness or unfavorableness of a total job environment and working 
conditions that are excellent for people as well as for the economic health of the orga-
nization”[5]. McDonald defined that there are seven factors [6] which comprise QWL 
in an organization which are as follows:
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a)	 Support from Manager or Supervisor (SMS): This dimension refers to the 
extent to which the manager or supervisor is seen to deal fairly with all em-
ployees, and whether he or she is seen to be open to new ways of working. 

b)	 Freedom from Work-related Stress (FWS): It denotes the degree up to which 
employees feel their workload is justifiable. 

c)	 Salary and Additional Benefits (SAB): This dimension denotes the adequacy 
of salary in comparison to the work assigned with respect to their qualifi-
cation, work experience and responsibilities at workplace. It also includes 
the adequacy of any additional benefits employees receive.

d)	 Job Satisfaction, Challenge, Use of Skills, and Autonomy (JSCA): This di-
mension focuses on whether employees feel happy and enjoy the work 
which is assigned in their jobs. The extent to which work allows employees 
to do what they feel they are best at and is perceived as being challenging, 
stimulating and offering a variety of tasks to be performed. 

e)	 Relationships with Work Colleagues (RWC): In this dimension, emphasis 
is given to the degree to which employees feel that they have harmonious 
relationships with their colleagues. 

f)	 Involvement and Responsibility at Work (IRW): It reflects the degree to 
which employees feel more engrossed intheir own work and contribute to 
decision making at work.

g)	 Communication, Decision-making, and Job Security(CDJS): It indicates 
the level to which communication within the organization is perceived as 
being good, and employees feel properly informed about the work of the 
organization as a whole and its broader goals. 

1.2 Concept of Trust: Trust is the key concept in sociology and psychology for know-
ing about human beings and social systems. Trust can be defined as “a psychological 
state comprising a willingness to accept vulnerability based on positive expectations 
of the intentions or behavior of another”[7]. The current study has adopted the con-
cept of trust which has been propounded by Daniel J. McAllister and defined the term 
trust as, “the extent to which a person is confident in and willing to act on the basis of, 
the words, actions and decisions, of another”[8]. According to McAllister, trust consti-
tutes two dimensions:

a)	 Cognition-based trust (CBT): It is the extent of willingness/confidence that 
exists in theother party’s reliability and competence.This factor is rational 
in nature which is further used for trusting the other party.
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b)	 Affect-based trust (ABT): This dimension of trust is defined as subjective in 
nature, as the perceived trustworthiness of one is based on the emotions, 
moods and feelings of the other party.

1.3 Concept of Subjective Well-Being (SWB): Ed Diener coined the term SWB and 
conceptualized as to ‘how people evaluate their lives’. According to Diener (1984), 
SWB comprises two components (a) cognitive component (life satisfaction) and (b) 
affective component (emotional well-being)[9]. In this research, a tripartite model of 
subjective well-beingexists in which three interrelated yet distinct factors were used: 
Positive Affect, Negative Affect and Life Satisfaction. 

a)	 Life Satisfaction (LS):  It is a conscious cognitive judgment of one’s verve 
at a particular point in time ranging from negative to positive or vice versa.

b)	 Positive Affect (PA): The pleasurable feeling which shows the degree to 
which a person feels happy, excited, proud and determined. 

c)	 Negative Affect (NA): Negative affect or painful feeling which shows the 
degree to which a person feels upset, scared orirritable.

On the basis of the above discussion, thepresent study aims to analyze the 
construct ‘trust’ as a missing link between the associations of quality of work life and 
subjective well-being of employees. It has been hypothesized that the positive work 
experiences (perception of quality of work life) will influencethe generation of trust 
among members whilstemployees would also experience subjective well-being. As 
a result, IT employees perceive their lives as more meaningful with a sense of hap-
piness, activeness, absence of stress andfeelingaccepted while having harmonious 
relationships within the family and other domains of life. Thus, we hypothesise:

H1: Quality of work life will influence trust.
H2: Quality of work life will influence Subjective well-being.
H3: Trust will mediate the association among Quality of work life and Subjective 

well-being.

2. Methodology
2.1 Procedure and Sample: The samples for this study were collected through conve-
nience sampling and consist of 350 employees working in the IT industry. The sample 
is comprised of managers, working in IT industries. Of the 350 sample, the majority 
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proportion (70%) was male, while 30% were female. The participants were also further 
informed about maintaining the privacy of responses.

2.2 Instruments and Scoring: The data for the study was gathered and measured by 
three scales. The description of each scale has been given as follows:

a)	 Personal Information Sheet: The personal information sheet included 
a list of questions such as: Name of the employee, Designation,Age, 
Marital Status, Gender, Educational Qualification, Work Experience and 
Organization’s Name.

b)	 Quality of Work Life Scale (QWLS): QWL has been measured by a QWLS 
scale which was developed by Angus S. McDonald [6] and consists of 7 
dimensions and 53 items. Participants responded on a five-point Likert-
scale ranging from 1= strongly agree to 5= strongly disagree. The reliability 
of the scale was reported as 0.94. 

c)	 Trust: Trust was measured by Daniel J. McAllister [8] scale which consists 
of 11 items and 2 dimensions. The items in the scale are measured on a 
7-point format, ranging from 1= Strongly Disagree to 7=Strongly Agree. One 
total score of trust has been reported, while scores for the two dimensions 
of trust were also obtained. The Cronbach alpha for the affect-based trust 
was 0.89 and cognition-basedtrust was 0.91 respectively, which is relati-
vely high.

d)	 Subjective Well-Being Scale (SWBS): For measuring well-being of emplo-
yees within organizations, two scales were used.These identified the three 
dimensions of Subjective Well-Being such as: Life satisfaction, Positive 
Affect, and Negative Affect.
•	 Life satisfaction: The Satisfaction with Life Scale (SWLS) which was 

developed by Diener, Emmons, Larsen & Griffin (1985) was used to 
measured life satisfaction, which consists of 5 items and the scale 
ranges from 1= Strongly Disagree to 7= Strongly Agree. The reliability 
co-efficient of the scale is 0.87. 

•	 Positive Affect and Negative Affect: Positive Affect and Negative Affect 
Scale (PANAS) developed by Watson, Clark & Tellegen [10] was used to 
measure 20 items of affective dimension. PANAS is a five-point Likert 
scale and the responses ranged from (1) Very slightly or Not at All to 
Extremely (5). The Cronbach alpha for the positive affect was 0.84 and 
negative affect was 0.90 respectively, which is relatively high.
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2.3 Statistical Analysis: The collected data wasput into the software (SPSS) for ap-
plying the technique (Stepwise Multiple Regression Analysis), to analyze the effect of 
trust as a missing link between QWL and SWB. In addition, EFA was implied to study 
the factor structure of the variables taken in the study. Furthermore, the bootstrap-
ping approach using SEM was employed to study QWL as independent and SWB as 
dependent variables respectively, whereas the third construct, trust, acted as a medi-
ator variable. The analysis was completed using SPSS® 17 for Principal Component 
Analysis, Pearson correlation and Stepwise Regression Analysis and AMOS®20 was 
employed for mediation effect.

2.4 The KMO and Bartlett’s Test: The KMO measure of the QWL scale was found 
to be 0.871and the Bartlett test, χ² value was found to be (1378) = 16532.96 with p < 
0.001. For the Trust scale, KMO was measuredas 0.922 and the Bartlett test χ² value 
was found to be (55) = 2789.55 with p < 0.001. Lastly, for SWB, KMO was measured 
as 0.734 and the Bartlett test χ² value was found to be (300) = 4661.62 with p < 0.001. 

2.5 Factor Structures of the Measures: To study the scales of QWL, Trust and SWB, 
Principal Component Analysis (PCA) with Kaiser’s Varimax Rotation Method was 
used. The QWL scale was subjected to factor analysis on the basis of Exploratory 
Factor Analysis, and seven factors were found with eigenvalues greater than 1.00 
which are represented in Table 1. The seven factors reported for 66.75 percent of the 
total variance. The items which havemore than 0.50 factor loading will be further used 
for analysis. The communalities ranged from 0.27 to 0.86but factor analysis of QWL 
scale and its factors have shown that 44 items were extracted out of the 53 items for 
further analysis. 

Table 1. Items marked with * have factor loadings less than 0.50 and are excluded 
from the scale.

Items
Component

h2

1 2 3 4 5 6 7
Support frommanager 1 0.58 0.59

Support frommanager 2 0.72 0.75

Support frommanager 3 0.41* 0.53

Support frommanager 4 0.62 0.64

Support frommanager 5 0.46* 0.66

Support frommanager 6 0.65 0.81

(continúa)
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Items
Component

h2

1 2 3 4 5 6 7
Support frommanager 7 0.67 0.62

Support frommanager 8 0.65 0.65

Support frommanager 9 0.68 0.82

Support frommanager10 0.68 0.71

Freedom from work related stress   1 0.60 0.66

Freedom from work related stress  2 0.48* 0.53

Freedom from work related stress  3 0.62 0.77

Freedom from work related stress  4 0.70 0.64

Freedom from work related stress  5 0.66 0.64

Freedom from work related stress  6 0.78 0.72

Freedom from work related stress  7 0.75 0.62

Freedom from work related stress  8 0.62 0.47

Salary and additional benefits  1 0.32* 0.72

Salary and additional benefits  2 0.78 0.79

Salary and additional benefits  3 0.74 0.77

Salary and additional benefits  4 0.87 0.78

Salary and additional benefits  5 0.74 0.79

Relationship with work colleagues  1 0.68 0.55

Relationship with work colleagues  2 0.63 0.61

Relationship with work colleagues  3 0.57 0.81

Relationship with work colleagues  4 0.32* 0.55

Relationship with work colleagues  5 0.40* 0.65

Involvement and responsibility at work  1 0.58 0.50

Involvement and responsibility at work  2 0.71 0.61

Involvement and responsibility at work  3 0.88 0.86

Communication, decision-making and job 
security  1 0.50 0.59

Communication, decision-making and job 
security  2 0.55 0.60

Communication, decision-making and job 
security  3 0.79 0.68

Communication, decision-making and job 
security  4 0.61 0.63

Communication, decision-making and job 
security  5 0.73 0.84

Communication, decision-making and job 
security  6 0.91 0.84

Communication, decision-making and job 
security  7 0.53 0.69

Communication, decision-making and job 
security  8 0.70 0.70

(continúa)

(viene)
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Items
Component

h2

1 2 3 4 5 6 7
Communication, decision-making and job 
security  9 0.32* 0.27

Communication, decision-making and job 
security 10 0.57 0.59

Job satisfaction, challenge, use of skills and 
autonomy  1 0.49* 0.60

Job satisfaction, challenge, use of skills and 
autonomy  2 0.59 0.69

Job satisfaction, challenge, use of skills and 
autonomy  3 0.51 0.63

Job satisfaction, challenge, use of skills and 
autonomy  4 0.55 0.56

Job satisfaction, challenge, use of skills and 
autonomy  5 0.80 0.79

Job satisfaction, challenge, use of skills and 
autonomy  6 0.63 0.67

Job satisfaction, challenge, use of skills and 
autonomy  7 0.65 0.64

Job satisfaction, challenge, use of skills and 
autonomy  8 0.55 0.66

Job satisfaction, challenge, use of skills and 
autonomy  9 0.47* 0.77

Job satisfaction, challenge, use of skills and 
autonomy 10 0.53 0.72

Job satisfaction, challenge, use of skills and 
autonomy  11 0.59 0.67

Job satisfaction, challenge, use of skills and 
autonomy  12 0.65 0.76

Eigen values 7.92 7.40 5.04 4.81 3.87 3.51 2.74

% of Variance 14.95 13.97 9.51 9.19 7.31 6.63 5.175 66.75

Source: own work

For factor analysis of the Trust Scale shown in Table 2, the same procedure was 
applied, while considering the two dimensions of trust which accounted for 69.48 of 
variance. Two factors were analyzed and a total of 11 items.10 items were extracted for 
further analysis as they had a factor loading of greater than0.50. The communalities 
ranged from 0.57 to 0.86.

(viene)
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Table 2. Items marked with * have factor loadings less than 0.50 and are excluded 
from the scale.

Variables/Items
Component

h2
1 2

Affect-based Trust 1 0.75 0.57

Affect-based Trust 2 0.82 0.68

Affect-based Trust 3 0.62 0.57

Affect-based Trust 4 0.83 0.70

Affect-based Trust 5 0.75 0.65

Cognition-based trust 1 0.87 0.75

Cognition-based trust 2 0.86 0.73

Cognition-based trust 3 0.78 0.63

Cognition-based trust 4 0.88 0.78

Cognition-based trust 5 0.85 0.72

Cognition-based trust 6 0.04* 0.86

Eigenvalues 6.46 1.18

% of Variance 58.71 10.76 69.48

Source: own work

In Table 3 the same procedure was applies for SWB through Principal Compo- 
nent Analysis, which extracted 20 items from 25 items. The communalities ranged 
from 0.20 to 0.71. The dimensions of SWB accounted for 47.91 percent of variance. 

Table 3. Items marked with * have factor loadings less than 0.50 and are excluded 
from the scale.

Items
Component

h2

1 2 3
Life Satisfaction1 0.71 0.66

Life Satisfaction2 0.80 0.71

Life Satisfaction 3 0.61 0.41

Life Satisfaction4 0.64 0.45

Life Satisfaction5 0.46* 0.24

Positive Affect 1 0.72 0.56

Positive Affect 2 0.46* 0.37

Positive Affect 3 0.48* 0.48

Positive Affect 4 0.76 0.64

Positive Affect 5 0.81 0.68

(continúa)
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Items
Component

h2

1 2 3
Positive Affect 6 0.71 0.55

Positive Affect 7 0.82 0.68

Positive Affect 8 0.61 0.38

Positive Affect 9 0.69 0.59

Positive Affect 10 0.55 0.33

Negative Affect 1 0.53 0.30

Negative Affect 2 0.69 0.54

Negative Affect 3 0.51 0.50

Negative Affect 4 0.35* 0.20

Negative Affect 5 0.71 0.53

Negative Affect 6 0.76 0.58

Negative Affect 7 0.51 0.27

Negative Affect 8 0.60 0.36

Negative Affect 9 0.52 0.52

Negative Affect 10 0.33* 0.43

Eigen values 5.91 3.58 3.24

% of Variance 20.76 14.34 12.80 47.91

Source: own work

Besides this, thereliabilities of the scales after being subjected to PCA are dis-
cussed further.  The over-all Cronbach-alpha reliability for the QWL scale has been 
reported to be 0.89. For the 7 dimensions, reliability isas follows:  SMS (0.77), FWS 
(0.76), SAB (0.76), RWC (0.73), IRW(0.78), CDJS(0.79), JSCA(0.79). For the Trust scale, 
the over-all Cronbach-alpha reliability has been reported to be (0.85). The reliability of 
2 dimensions of trust are as follows:  ABT (0.75) and CBT (0.85) respectively. For the 
SWB Scale, the over-all Cronbach-alpha reliability has been reported to be 0.67. The 
reliability dimensions are as follows: LS (0.71), PA (0.78) and NA (0.76), respectively.

3. Results and Discussion
The present study investigates the influence of QWL on Trust. In addition to this, the 
study investigates the influence of QWL on SWB. Furthermore, the construct ‘Trust’ 
as a missing link between QWL and SWB.

(viene)
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3.1Stepwise Regression Analysis
3.1.1 Quality of work life will significantly predict trust: Stepwise regression analysis 
was employed to verify H1. Table 1 represents the prediction of trust as a dependent 
variable and QWL as an independent variable. The seven dimensions of QWL have 
been putinto the regression equation, and results show that SMS has predicted af-
fect-based trust (ABT) with the calculated R as 0.63 (F=228.65**, p>0.01, β =0.61, 
R2=0.39 ); while SMS and IRW were jointly predicted with the multiple R as 0.66 (F= 
134.35**, p<0.01, β =0.21, R2=0.44); SMS, IRW and SAB with multiple R as 0.67 (F= 
95.23**, p<0.01, β=0.17, R2=0.45) and 45% of variance in the prediction of affect-based 
trust (ABT). As a whole, the strongest predictors of affect-based trust were found 
to be SMS with the beta value as 0.48. In a similar manner, cognition-based trust 
(CBT) has been predicted by CDJ with the R value as 0.55 (F= 150.85**, p>0.01, β 
=0.55, R2=0.30); CDJ and RWC were jointly predicted with the multiple R as 0.64 (F= 
122.48**, p<0.01, β=0.35, R2=0.41); CDJ, RWC and FWS with multiple R as 0.67 (F= 
98.05**, p<0.01, β =0.28, R2=0.46); CDJ, RWC, FWS and SMS with multiple R as 0.69 
(F= 79.63**, p<0.01, β =0.19, R2=0.48); CDJ, RWC, FWS, SMS and SAB with multiple R 
as 0.69 (F= 65.56**, p<0.01, β =0.12, R2=0.48); RWC, FWS, SMS and SAB with multiple 
R as 0.70 (F= 80.40**, p<0.01, β =0.17, R2=0.49); with a calculated variance of 49% in 
the prediction of cognition-based trust (CBT). As a whole, the strongest predictors of 
CBT with the reported β value as 0.35 wereRWC. On the basis of the interpretation of 
the resultswith in Table 4, SMS and RWC were considered as the potential predictors 
of trust. 

Table 4. Stepwise Regression Analysis for the Influence of Trust

Variables R R2 ∆ R2 S.E.m F-value df Beta
D.V: ABT SMS 0.61 0.39 0.39 4.41 228.65** 1,348 0.61

SMS, IRW 0.66 0.44 0.43 4.26 134.35** 1,347 0.58, 0.21

SMS, IRW,SAB 0.67 0.45 0.44 4.21 95.23** 1,346 0.48, 0.18, 0.17

D.V: CBT CDJ 0.55 0.30 0.30 4.86 150.85** 1,348 0.55

CDJ, RWC 0.64 0.41 0.41 4.37 122.48** 1,347 0.45, 0.35

CDJ, RWC,FWS 0.67 0.46 0.46 4.21 98.05** 1,346 0.26, 0.37, 0.28

CDJ, RWC,FWS, SMS 0.69 0.48 0.47 4.13 79.63** 1,345 0.17,0.35, 0.24, 0.19

CDJ, RWC,FWS, SMS,SAB 0.69 0.48 0.48 4.12 65.56** 1,344 0.10, 0.34, 0.23, 0.16, 0.12

RWC,FWS, SMS,SAB 0.70 0.49 0.48 4.13 80.40** 1,343 0.35, 0.26, 0.19, 0.17

Note: ** significant at p<0.01.

Source: own work
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3.1.2: Quality of work life will influence Subjective well-being: Following the same 
procedure and enteringseven predictors, the seven dimensions of QWL,these predic-
tors jointly contributed in the prediction of dimensions of subjective well-being. The 
results  (influence of QWL on SWB) mentioned in Table 2, reported that out of all 
the dimensions of quality of work life, SAB has influenced life satisfaction(LS) with 
the calculated R as 0.45 (F=89.29**, p>0.01, β=0.45, R2=0.20); SAB and FWS jointly 
with multiple R as 0.50 (F= 57.99**, p<0.01, β=0.24, R2=0.25); SAB, FWS and RWC 
with multiple R as 0.53 (F= 46.58**, p<0.01, β=0.20, R2=0.28) and jointly account-
ed for 28% of variance in the influence of life satisfaction (LS). Overall results show 
that SAB is the strongest predictor of life satisfaction (LS) with the β value as 0.39. 
Positive affect has been predicted by SMS with the calculated R as 0.35 (F=47.61**, 
p>0.01, β=0.35, R2=0.12) ; SMS and CDJ jointly with multiple R as 0.37 (F= 27.67**, 
p<0.01,β=0.19, R2=0.13); SMS, CDJ and FWS with multiple R as 0.39 (F= 21.72**, 
p<0.01, β=0.18,R2=0.15); SMS, CDJ, FWS, and SAB with multiple R as 0.41 (F= 17.56**, 
p<0.01, β=0.14,R2=0.16) and jointly accounted for 16% of variance in the influence of 
positive affect. Overall, SMS and CDJ were the strongest influencers of positive affect 
with the calculated R as 0.30 respectively.

Negative affect has been predicted by FWS with the calculated R as 
0.42(F=76.37**, p>0.01, β=-0.42, R2=0.18) ; FWS and SMS jointly with multiple R as 
0.44(F= 41.57**, p<0.01, β=-0.13, R2=0.19); FWS, SMS, and JSCA with multiple R as 
0.48(F= 34.03**, p<0.01, β=-0.24, R2=0.22) and jointly predicted for 22% of variance in 
the prediction of Negative Affect. Overall, FWS is the strongest influencer of negative 
affect with the calculated βeta value as -0.39. Further, from the interpretation of the 
results of Table 5, SAB, SMS, CDJ and FWS were found to be the potential influencers 
of SWB.

Table 5. Stepwise Regression Analysis for the Prediction of Subjective Well-Being

Variables R R2 ∆ R2 S.E.m F-value df Beta
D.V: LS SAB 0.45 0.20 0.20 4.49 89.29** 1,348 0.45

SAB, FWS 0.50 0.25 0.25 4.37 57.99** 1,347 0.32, 0.24

SAB, FWS,RWC 0.53 0.28 0.28 4.27 46.58** 1,346 0.39, 0.23, 0.20

D.V: PA SMS 0.35 0.12 0.11 5.40 47.61** 1,348 0.35

SMS, CDJ 0.37 0.13 0.13 5.39 27.67** 1,347 0.21, 0.19

SMS,  CDJ , FWS 0.39 0.15 0.15 5.29 21.72** 1,346 0.25, 0.27, 0.18

SMS,  CDJ, FWS, SAB 0.41 0.16 0.16 5.27 17.56** 1,345 0.30, 0.30, 0.17, 0.14

(continúa)
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Variables R R2 ∆ R2 S.E.m F-value df Beta
D.V: NA FWS 0.42 0.18 0.18 4.26 76.37** 1,348 -0.42

FWS, SMS 0.44 0.19 0.19 4.24 41.57** 1,347 -0.34,-0.13

FWS, SMS, JSCA 0.48 0.22 0.22 4.15 34.03** 1,346 -0.39,-0.27, -0.24

Note: ** significant at p<0.01 level

Source: own work

3.2: Mediation Analysis: To examine the hypothesis that trust will mediate the as-
sociation between QWL and SWB,a bootstrapping approach was used with the help 
of an AMOS® 20. Figure 1 represents the direct path (c) of QWL and SWB, while the 
mediated path between QWL and SWB via Trust (c’). Results exhibited in Table 6 in-
dicate that the indirect effect of QWL on SWB which is represented as (a × b) through 
trust was 0.100 (SE 0.044, CI at 95% significance level is 0.011- 0.181) and is signifi-
cant at p < 0.005. The results justified that the influence of QWL on SWB is decreased 
when trust mediated the path but still remained significant;thisshows the presence of 
partial mediation. It is sufficient to recommend that the causal path between QWL to 
SWB was partially mediated by trust. Thus, H3 of this research is partially supported.

QWL
C

QWL

SWB

SWB

TRUST

a b

c1

Figure1. Mediation path of QWL and SWB via Trust
Source: own work

(viene)
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Table 6. Mediation Results of QWL on SWB via Trust

Paths Std Coefficient SE CI for Indirect 
Effect P

Direct Effect QWL –SWB {ci} 0.43 0.061

Lower Bound= 0.011

Upper Bound= 0.181

***

Direct effect QWL-Trust {a} 0.63 0.026 ***

Direct Effect Trust -SWB {b} 0.16 0.071 ***

Total Effect QWL-SWB {c} 0.53 ***

Indirect Effect QWL-SWB {a×b} 0.100 0.044 ***

Source: own work

Further, Table 7 shows the findings of regression analysis. All the study vari-
ables are related to each other significantly (p<0.01). QWL is found to be a significant 
predictor of SWB (0.23). Similarly, QWL is found to be significant predictor of trust 
(0.27). Also, trust is found to be significantly in predicting subjective well-being (0.43). 
Thus, all the preconditions for mediation as suggested were met. For this study, quality 
of work life is an independent variable, subjective well-being acts as a dependent 
variable and the mediating variable is trust. On the basis of Table 7, it can be de-
duced that the conditions for mediation are met as the relationship of QWL and SWB 
when controloftrust was reduced to 0.43 from 0.23, however, it still remained signif-
icant (p<0.01). Thus, the results support partial mediation and hypothesis H3 is also  
partially supported.

Table 7. Regression Analysis to test the mediating effect

Variable B t-value F-value Df R2

Analysis 1: SWB on QWL 0.23 11.67* 136.10* 1,348 0.281

Analysis 2: Trust on QWL 0.27 15.08* 227.36* 1,348 0.395

Analysis 3:

Step 1: SWB on Trust 0.16 2.76*
73.14 2,347 0.297

Step 2: SWB on QWL 0.43 7.43*

Source: own work

3.3 Empirical support for the hypotheses: The present research has been proposed 
to investigate the influence of QWL on trust and subjective well-being of employ-
ees also to see the mediating effect of trust on QWL and SWB among IT employees. 
Thepresent findings have revealed that positive exposure and satisfaction at the 
workplace definitely enhance the level of trust and subjective well-being of IT em-
ployees by transforming them into fully functional peoplein all domains of life. 
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3.3.1 Prediction of Trust on the basis of Quality of Work Life: The findings reveal 
that the over-all QWL has proved to be a significant influence on trust. Table 4 in-
dicates that affect-based trust has been predicted by support from managers and 
supervisors, followed by involvement,responsibility at work, salary and additional 
benefits. The results reveal that support, healthy interaction and participation elicit a 
sense of reciprocation within IT employees [11] and can achieve new parameters in the 
professional life. The findings suggest that support, adequate benefits, involvement, 
responsibility and guidance at workplace also lead to supportive behavior, interac-
tion, and a sense of personal and professional security. Furthermore, cognition-based 
trust has been predicted by relationships with work colleagues followed by low stress 
and the support of supervisors, and salary and additional benefits. The results reveal 
that employees who believed that their colleagues are reliable, and are willing to act on 
the basis of their co-worker’s words, actions, and decisions, feeling more optimistic 
and enthusiastic about the organizational support [12]. On an overall basis, support 
from seniors and authorities, experiencing low stress, having job security, harmony at 
the workplace, healthy communication, salary, and active participation in making de-
cisions enhances the level of trust among employees. It can be stated that the overall 
quality of work life leads an employee to feel competent, consistent, discreet, fair, and 
integral with a sense of benevolence, faith, belief and reciprocation for enhancing the 
perception of trust among organizations.

3.3.2. Prediction of Subjective Well-being on the basis of Quality 
of Work Life 
Table 5 shows the prediction of subjective well-being of employees on the basis of 
quality of work life. The results reveal that the overall quality of work life has proved to 
be a significant influence on the subjective well-being of employees. Table 5 indicates 
that life satisfaction has been predicted by salary and additional benefits followed by 
low stress and relationships with work colleagues. The results reveal that economic 
factors like income and other additional benefits are vital to the employee’s perfor-
mance and the whole organization. It can also be stated that reduced work pressure 
and stress lead to employees enjoyingwork and developing positive relations and 
interactions with colleagues and seniors, and when carried to other spheres of life, 
establish mutual respect and trust with others (family members, friends and others) 
[13]. In addition, having harmonious relationships at the workplace that then spill over 
into the personal domain, promotes healthy and happy vibes with reduced stress, 
hostility, sadness and antagonism [14]. It reduces negative emotions and establishes 
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healthy relationships which generate a positive environment among friends, family 
and community, which in turn helps in welcoming a social environment withindividual 
experiences of societal and interpersonal well-being and life satisfaction. Therefore, 
it can be stated that workplace satisfaction and happiness when carried over to other 
domains of life, generates positivism, self-initiation, self-direction [15] and overall life 
satisfaction [16]. Similarly, positive affect has been predicted by support from man-
agers and supervisors followed by communication, decision making and job security 
and then low stress, salary and additional benefits. The results reveal that support, 
healthy interaction, communication, participation and adequate benefits elicit a sense 
of positive affect within IT employees and can achieve new parameters in professional 
life such as management and leadership;essential to the functioning of organizations 
within every society [17]. Furthermore, negative affect has been predicted by low 
stress followed by job satisfaction, challenge and autonomy and support of a super-
visor. The results reveal that experiencing stress, workload and low empowerment 
and performing less challenging tasks have a deterimental influence with the dis-
placement of aggression, frustration in personal relationships, poor communication 
and marital adjustment [18]which leads to negative emotions in one’s life. The results 
reveal that FWS negatively predicted NA which means that reduced stress helps in 
reducing negativity in both personal and professional domains of an individual life. 

3.3.3 Quality of Work Life and Subjective Well-being: Missing Link 
of Trust: 
H3 of the study presumed that trust acts as a mediator between quality of work life 
and subjective well-being. The results substantiate the fact that QWL is also related 
to trust. Scholars often define QWL as interpersonal, cooperative, open, informal and 
evolutionary. On similar lines, work environment laced with QWL is denoted as eth-
ical and productive because it establishes an environment of trust and faith in their 
employees. Becerra and Gupta [19] viewed that positive mood stating that a leader 
should demonstrate his/her positive behavioral intentions for the followers. In this 
way, the emotional bond between the leader and follower strengthens which increas-
es the probability of the development oftrust between them. Chawla and Kelloway 
[20] found that trust can be generated in organizations when communication, partic-
ipation, and job security were incorporated into the system. In addition, social capital 
was also associated with the norms of trust and SWB [21], [22],[23] and[24]. Hence, it 
is obvious to proclaim that trust mediates the relationship of quality of work life and 
subjective well-being and was proved to bethe missing link.
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4. Conclusion
 The present results of the study help toenlighten the role of various dimensions of 
QWL in predicting trust and the subjective well-being of employees. It has been iden-
tified that a trusted employee is a valuable asset available to an organization. The 
present study has focused on the Indian IT employees and the findings have indi-
cated that experiencing optimum quality of work life plays a significant function in 
determining and increasing subjective well-being of employees. In addition, the find-
ings suggest that understanding of psychological principles and premises of human 
behavior is crucial for the success of organizational plans and policies which have a 
spilled over effect on the family life of an employee. Thus, it is essential to identify and 
develop ways to facilitate the well-being among employees and the organizations. 
This further creates a feeling of happiness which indicates that ‘happy and satisfied 
workers produce more’ [25]. 
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