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Abstract
Service profit chain is a well-received model to explain the sustainable competitiveness of many service
organizations. The model attributes a service organization’s financial and market performance to its
relationships with its customers and employees. According to the service profit chain, internal service
quality serves the foundation of the model and it ignites a chain effect leading to an organization’s growth
and profitability in the end. The purpose of this study is to provide an ad hoc analysis of two key elements
of the service profit chain. Specifically, this research explores the direct linkage between performance in
growth and profitability and quality of work life, which is a proxy for internal service quality in the
service profit chain model. The performances of companies with a reputation of high quality of work life
were contrasted to a control group of S&P 500 companies using COMPUSTAT data.
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Introduction
The effects of many human resource development factors on business performance have been
widely reported in business research literature in recent years. In service industries, where
services are often characterized by an encounter between service providers and customers, the
quality and capability of the service providers have a direct, significant effect on the service
delivery process and customer satisfaction. The initial interaction, having a great influence on
how customers evaluate the service quality, has been better known as the “moment of truth” as
customers start to form their opinion and expectation of the service delivery experience
(Normann, 1984). This brief encounter can be critical in achieving a reputation for superior
quality and repeated business.
The connection between workforce competence and customer service quality is conceptually
strong since most service delivery or tasks are often performed by an organization’s employees.
After years of organizational restructuring and work re-engineering, management comes to
recognize that a productive workforce is increasingly important to attain sustainable competitive
advantages for business organizations on a global basis (Bohl et al., 1996). For example, using
data from the retail banking futures project, Roth and Jackson (1995) empirically found that
service quality is directly linked with business performance. As the composition of workforce
continues to change, companies offering better benefits and supportive working environments
are expected to gain leverage in hiring and retaining valuable people.
Service profit chain is a well-received concept to explain the sustainable competitiveness of
many service organizations. This has been thoroughly explained in Heskett et al. (1994, 1997).
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In essence, the service profit chain proposes that growth and profitability are derived from loyal
customers who are satisfied with the perceived value of the service.
Service value is created by satisfied, committed, productive employees because they enjoy the
quality of work life (QWL) provided by the service organization.
Implying causal effects between each link, Heskett et al. (1997) proposed that QWL, which is
measured by the feelings that employees have toward their jobs, colleagues, and companies,
would ignite a chain effect leading to an organization’s growth and profitability in the end.
Research applies an ad hoc test for the service profit chain by comparing the differences of four
growth and profitability measures between companies with a reputation of QWL and a control
group of companies. While this approach will not provide any statistical evidence to validate
each individual linkage within the service profit chain, it does indicate whether QWL is a
significant factor in determining any difference of growth and profitability in a wide spectrum of
service industries. Thus, this research primarily targets a relatively high level of abstraction in an
effort to gain more understanding about this subject matter.
Previous research on service profit chain
Heskett et al. (1994) proposed a service profit chain model that attributes a service
organization’s performance to its relationships with its customers and employees. They
substantiated their proposed model with many field studies of service organizations. The service
profit chain has unified a large body of prior research studies, trying to link its individual
components together as follows.
The relationship between QWL and growth and profitability
The basic objectives of an effective QWL program are improved working conditions (mainly
from an employee’s perspective) and greater organizational effectiveness (mainly from an
employer’s perspective). Positive results of QWL have been supported by a number of previous
studies, including reduced absenteeism, lower turnover, and improved job satisfaction (Havlovic,
1991; Cohen et al., 1997; King and Ehrhard, 1997). Not only does QWL contribute to a
company’s ability to recruit quality people, but it also enhances a company’s competitiveness.
Common beliefs support the contention that QWL will positively nurture a more flexible, loyal,
and motivated workforce, which is essential in determining the company’s competitiveness
(Allan and Loseby, 1993; Meyer and Cooke, 1993; Bassi and Vanburen, 1997). Other studies
also found positive associations between progressive human resource management practices,
such as training and staffing selectivity, and common firm performance measures (Huselid,
1995; Delaney and Huselid, 1996). Employee satisfaction is essential to implementing highperformance or high-commitment work systems (Osterman, 1995), which often lead to high
financial and market performance. Roth (1993) empirically found statistically significant
correlations between a measure of QWL and business performance (in terms of market
performance, stakeholder value, and business sustainability) as well as differentiating
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competitive capabilities (in terms of service quality, delivery, employee knowledge, flexibility,
and technological leadership).

Swanson (1998) reviewed and updated recent financial analysis research on human resource
development, which generally supports a positive relationship between human resources
practices and business performance. Increased growth and profitability would provide additional
financial resources for management to reinvest in employees, thereby further enhancing QWL.
Because of the generally accepted “good work equals high performance” assumption (Schurman,
1998), employee satisfaction is always an important management goal in job design and human
resource policies. However, studies of direct relationships between job satisfaction and
productivity have not always been consistent (Page and Wiseman, 1993; Davidson and Worrell,
1990). Given the important managerial implications of the links between worker satisfaction and
business performance, more longitudinal or comparative analyses are needed to validate and
unify this area of research. This study proposes the following hypotheses:
H1: QWL companies have a higher sales growth than the control group companies.
H2: QWL companies have a higher asset growth than the control group companies.
H3: QWL companies have a higher ROA growth than the control group companies.
H4: QWL companies have a higher profit margin than the control group companies.
Methodology
One approach to a comprehensive study of the service profit chain is to evaluate the statistical
significance of each linkage in the model. Such an approach requires extensive resources and
efforts to survey many service companies, which are beyond the scope of this study. Instead, an
ad hoc approach was employed to test if QWL is indeed a significant factor for a company’s
growth and profitability. This approach facilitates an indirect evaluation of the service profit
chain model with its first and last elements (that is, the internal service quality and growth and
profitability elements as shown in Figure 1.) Many prior studies also tested the indirect effect of
some of the elements in the model without involving every element as presented in the service
profit chain. For example, Hallowell (1996) studied the linkages between customer satisfaction
and customer loyalty and between customer loyalty and profitability. In addition, several studies
in a special issue of the journal Human Resource Planning in 1991 reported findings supporting
the idea that employee satisfaction is linked to customer satisfaction. These studies have been
across a wide variety of service industries, such as banking, truck rental, retailing, and
consulting, and thus have a high degree of generalization.
This research evaluated the performances, in terms of growth and profitability, based on a
sample of QWL and S&P 500 companies. After eliminating all privately held companies (for a
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lack of published financial information) and all manufacturing or industrial companies based on
their primary SIC, only 29 QWL companies remained for the purpose of this study. The control
group consisted of 208 service companies selected from the list of S&P 500 using their SIC
codes as a guide. To ensure there was a proper comparison of these two groups of companies, a
statistical test was first performed on their latest sales figures. The test found no evidence of any
bias of business size (p = 0.9036).
All financial data used in this study were extracted from COMPUSTAT (updated in June 1999),
a widely used, reliable financial database for financial analysts and academic researchers.
Growth was defined by five-year trends on two measures: sales growth (SG) and asset growth
(AG). Profitability was defined by the five-year growth rate of return on assets (ROA) and the
five-year average profit margin (PM). All trend data represented the log linear growth rates for
SG, AG, and ROA data over the prior five fiscal years. To this end, this study compared the
performance of the QWL companies and a control group of companies with independent twosample t-tests.
Comparative analysis is a commonly used research methodology to explore the effect of unique
characteristics of subjects. In particular, the independent two-sample t-test procedure has been
used in studying QWL and related topics with secondary sources of data. For example, Allan and
Loseby (1993) investigated the effect of no lay-off policies on corporate financial performance
by comparing companies that practice job security and companies that do not. Likewise,
Golembiewski and Sun (1989) used a large panel of QWL evaluative studies to test the
difference of QWL applications in public and business sectors. Lau and May (1998) also used a
similar technique to compare the financial performance between the QWL companies in 1994
and the S&P 100 companies.
Results and analysis
The first two research hypotheses tested whether the QWL companies have a higher growth rate,
measured by the five-year trends of sales growth (H1) and asset growth (H2), than that of the
S&P 500 companies. Analysis of the data revealed that higher sales growth (p = 0.00058) and
assets growth (p = 0.0313) for QWL companies are all supported (see Table I). The results
indicated that QWL companies indeed enjoy higher growth rates than those of S&P 500
companies, and their differences are statistically significant. On average, QWL service
companies have an average sales growth rate of 23.1 percent, while the control group companies
have only 14.5 percent, suggesting that QWL companies are growing almost 60 percent faster
than average S&P 500 companies.
The next two research hypotheses tested whether the QWL companies have a higher
profitability, measured by the five-year trends of ROA (H3) and the profit margin (H4), than the
S&P 500 companies. The analysis yielded mixed results. On the one hand, the result showed that
QWL companies are more profitable than S&P 500 companies in terms of the ROA growth rate
(p = 0.0005). On average, QWL companies enjoyed 7.9 percent growth per year for their ROA
while the control group companies had only a 3.7 percent growth, suggesting that profitability of
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the QWL companies, in terms of asset utilization, is growing more than twice as much as that of
control group companies. On the other hand, although QWL companies still managed to have a
higher average profit margin than their counterparts, the difference was not statistically
significant (p = 0.1977). On this account, the QWL companies have an average profit margin of
41.9 percent, compared to the control group companies, 37.4 percent.

Conclusion
A large body of prior research supports the service profit chain concept. We used an ad hoc
approach to study two key elements of the service profit chain model, namely QWL and
performance. The study showed that service organizations that emphasized QWL for their
employees tended to have better sales growth, asset growth, and return on asset growth over a
five-year period when contrasted to other S&P 500 firms. While this research did not
differentiate among firms regarding their average profitability, it is generally recognized that
profitability suffers from accounting distortions and is generally not a useful measure for crossindustry comparisons (Davidson and Worrell, 1990). This is clearly an area for future research.
Nonetheless, the observed performance growth relationships with QWL are consistent with the
service profit chain model’s expectation of “increased employee loyalty” and “share of wallet.”
The findings here imply that the creation of strategies that strengthen the human resources
components of the service operations can have a positive chain effect on the service
organization’s financial performance.
Management and resource strategies aimed predominantly at financial goals such as being
profitable (typified by US companies) can operate in conjunction with providing a secure and
satisfactory workplace for employees. Companies need not sacrifice profitability in order to
provide for their employees. A win-win situation is not only feasible but also highly desirable.
Satisfied employees are often easier to manage than dissatisfied employees. A company’s effort
to provide more employee security, benefits, and incentives to boost employee morale can result
in important bottom line financial improvement that will benefit all stakeholders, notably the
investors and customers. As evidenced by many years of corporate restructuring efforts,
improved financial performance is not necessarily achieved by directly reducing labor costs.
Rather, increased financial performance is linked to sound human resource practices that
effectively increase the extent and degree of employee satisfaction.
Figure 1Concepted linkages of the service profit chain model
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Figure 2 An ad hoc service profit chain model

References
Allan, P, Loseby, P.H (1993), "No-layoff policies and corporate financial performance", S.A.M.
Advanced Management Journal, Vol. 58 No.1, pp.44-8.
Anderson, E.W, Sullivan, M.W (1993), "The antecedents and consequences of customer
satisfaction for firms", Marketing Science, Vol. 12 pp.125-43.
Vanburen, M.E (1997), "Sustaining high-performance in bad times", Training and Development,
Vol. 51 No.6, pp.31-42.
Blaine, M (1993), "Profitability and competitiveness: lessons form Japanese and American firms
in the 1980s", California Management Review, Vol. 36 No.1, pp.48-74.
Bohl, D.L, Slocum, J.W, Luthans, F, Hodgetts, R.M (1996), "Ideas that will shape the future of
management practice", Organizational Dynamics, Vol. 25 No.1, pp.6-13.
Spector, P.E (1987), "Unemployment, job satisfaction, and employee turnover: a meta-analytic
test of the Muchinsky model", Journal of Applied Psychology, Vol. 72 pp.374-81.
Cohen, S.G, Chang, L, Ledford, G.E (1997), "A hierarchical construct of self-management
leadership and its relationship to quality of work life and perceived work group effectiveness",
Personnel Psychology, Vol. 50 No.2, pp.275-308.
6
http://www.exclusivemba.com/ijemr

IJEMR – November 2011-Vol 1 Issue 6 - Online - ISSN 2249 – 2585 - Print - ISSN 2249 - 8672

Davidson, W.N, Worrell, D.L (1990), "A comparison and test of the use of accounting and stock
market data in relating corporate social responsibility and financial performance", Akron
Business and Economic Review, Vol. 21 No.3, pp.7.
Delaney, J.T, Huselid, M.A (1996), "The impact of human resource management practices on
perceptions of organizational performance", Academy of Management Journal, Vol. 39 No.4,
pp.949-69.
Fitzsimmons, J.A, Fitzsimmons, M.J (1998), Service Management: Operations, Strategy, and
Information Technology, McGraw-Hill, Boston, MA, .
Golembiewski, R.T, Sun, B.C (1989), "Positive-findings bias in quality of work life research:
public-private comparisons", Public Productivity & Management Review, Vol. 13 No.2, pp.14554.
Gummesson, E (1993), Quality Management in Service Organization: An Interpretation of the
Service Quality Phenomenon and a Synthesis of International Research, International Service
Quality Association, Karlstad.
Hackman, J.R, Oldham, G.R (1980), Work Redesign, Addison-Wesley, Reading, MA, .
Hallowell, R (1996), "The relationships of customer satisfaction, customer loyalty, and
profitability: an empirical study", International Journal of Service Industry Management, Vol. 7
No.4, pp.27-42.
Havlovic, S.J (1991), "Quality of work life and human resource outcomes", Industrial Relations,
Vol. 30 No.3, pp.469-79.
Heskett, J.L, Jones, T.O, Loveman, G.W, Sasser, W.E. Jr, Schlesinger, L.A (1994), "Putting the
service-profit chain to work", Harvard Business Review, pp.164-74.
Heskett, J.L, Sasser, W.E. Jr, Schlesinger, L.A (1997), The Service Profit Chain, The Free Press,
New York, NY, .
Hian, C.C, Einstein, W.O (1990), "Quality of work life (QWL): what can unions do?", S.A.M.
Advanced Management Journal, Vol. 55 No.2, pp.17-22.
Wesdom, P.W, Griffeth, R.W (1995), Employee Turnover, South-Western, Cincinnati, OH, .
Huselid, M.A (1995), "The impact of human resource management practices on turnover,
productivity, and corporate financial performance", Academy of Management Journal, Vol. 38
No.3, pp.635-72.

7
http://www.exclusivemba.com/ijemr

IJEMR – November 2011-Vol 1 Issue 6 - Online - ISSN 2249 – 2585 - Print - ISSN 2249 - 8672

Jacoby, J, Kyner, D.B (1973), "Brand loyalty vs. repeat purchasing behavior", Journal of
Marketing Research, pp.1-9.
Jones, T.O, Sasser, W.E (1995), "Why satisfied customers defect?", Harvard Business Review,
pp.88-99.
King, A.S, Ehrhard, B.J (1997), "Diagnosing organizational commitment: an employee cohesion
exercise", International Journal of Management, Vol. 14 No.3, pp.317-25.
Lau, R.S.M, May, B.E (1998), "A win-win paradigm for quality of work life and business
performance", Human Resource Development Quarterly, Vol. 9 No.3, pp.211-26.
Levering, R, Moskowitz, M (1999), "The 100 best companies to work for in America", Fortune,
pp.118-44.
Locke, E.E (1976), "The nature and causes of job satisfaction", in Dunnette, M.D
(Eds),Handbook of Industrial and Organizational Psychology, Rand McNally, Chicago, IL,
pp.1297-349.
Meyer, D.G, Cooke, W.N (1993), "US labor relations in transition: emerging strategies and
company performance", British Journal of Industrial Relations, Vol. 31 No.4, pp.531-52.
Normann, R (1984), Service Management, John Wiley & Sons, New York, NY, pp.89.
Osterman, P (1995), "Work/family programs and the employment relationship", Administrative
Science Quarterly, Vol. 40 No.4, pp.681-700.
Page, N.R, Wiseman, R.L (1993), "Supervisory behavior and worker satisfaction in the United
States, Mexico and Spain", Journal of Business Communications, Vol. 30 No.2, pp.161-80.
Reichheld, F.F (1993), "Loyalty-based management", Harvard Business Review, pp.64-73.
Reichheld, F.F, Sasser, W.E (1990), "Zero defections: quality comes to services", Harvard
Business Review, pp.105-11.
Robbins, S.P (1989), Organizational Behavior: Concepts, Controversies, and Applications,
Prentice-Hall, Englewood Cliffs, NJ, .
Roth, A.V (1993), "Performance dimensions in services: an empirical investigation of strategic
performance", Services Marketing and Management, JAI Press, Greenwich, CT, Vol. 2 pp.1-47.
Roth, A.V, Jackson, W.E (1995), "Strategic determinants of service quality and performance:
Evidence from the banking industry", Management Sciences, Vol. 41 No.11, pp.1720-33.
8
http://www.exclusivemba.com/ijemr

IJEMR – November 2011-Vol 1 Issue 6 - Online - ISSN 2249 – 2585 - Print - ISSN 2249 - 8672

Roth, A.V, Chase, R.B, Voss, C (1997), Service in the US: Progress Towards Global Service
Leadership, Pillans & Wilson Greenway, .
Rust, R.T, Stewart, G.L (1996), "The satisfaction and retention of frontline employees: a
customer satisfaction measurement approach", International Journal of Service Industry
Management, Vol. 7 No.5, pp.62-80.
Rust, R.T, Zahorik, A.J (1991), "The value of customer satisfaction", Vanderbilt University,
Nashville, TN, working paper, .
Schlesinger, L.A, Zornitsky, J.J (1991), "Job satisfaction, service capability, and customer
satisfaction: an examination of linkages and management implications", Human Resource
Planning, Vol. 14 No.2, pp.141-9.
Schneider, B (1994), "HRM – a service perspective: towards a customer-focused HRM",
International Journal of Service Industry Management, Vol. 5 No.1, pp.64-76.
Schneider, B, Bowen, D.E (1995), Winning the Service Game, Harvard Business School Press,
Boston, MA, .
Schurman, S.J (1998), "Invited reaction: comments on Lau and May’s research", Human
Resource Development Quarterly, Vol. 9 No.3, pp.227-34.
Scobel, D.N (1975), "Doing away with the factory blue", Harvard Business Review, Vol. 53
pp.132-42.
Dewell, C, Brown, P.B (1990), Customers for Life, Doubleday Currency, New York, NY, .
Shemwell, D.J, Cronin, J.J, Bullard, W.R (1994), "Relational exchange in services: an empirical
investigation of ongoing customer service-provider relationships", International Journal of
Service Industry Management, Vol. 5 No.3, pp.57-68.
Solomon, J (1998), "Companies try measuring cost savings from new types of corporate
benefits", The Wall Street Journal, pp.B1.
Steel, R.P, Ovalle, N.K. II (1984), "A review and meta-analysis of research on the relationship
between behavioral intentions and employee turnover", Journal of Applied Psychology, Vol. 69
pp.673-86.
Gorbacka, K, Strandvik, T, Gronroos, C (1994), "Managing customer relationships for profit: the
dynamics of relationship quality", International Journal of Service Industry Management, Vol. 5
No.5, pp.21-38.

9
http://www.exclusivemba.com/ijemr

IJEMR – November 2011-Vol 1 Issue 6 - Online - ISSN 2249 – 2585 - Print - ISSN 2249 - 8672

Straw, R.J, Heckscher, C.C (1984), "QWL: new working relationships in the communication
industry", Labor Studies Journal, Vol. 9 pp.261-74.
Swanson, R.A (1998), "Demonstrating the financial benefit of human resource development:
status and update on the theory and practice", Human Resource Development Quarterly, Vol. 9
No.3, pp.285-95.
Yi, Y (1990), "A critical review of consumer satisfaction", in Zeithaml V (Eds),Review of
Marketing, American Marketing Association, Chicago, IL, pp.68-123.

10
http://www.exclusivemba.com/ijemr

