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ABSTRACT

The purpose of this study is to examine the relationship between organizational culture and quality of work life of
employeesin Islamic Azad University of Tabriz (IAUT). Statistical population of survey is all employees who work
in different organizational posts of IAUT (N=796). The Sample has been selected based on a stratified random
sampling method using Cochran formula (n=260). We have used Hofstede Organizational questionnaire for
collecting information based on Queen and Gareth model and Walton work life quality questionnaire. Both of them
were standard questionnaires and have good stability and validity. Findings of the research show that:

- Thereisdirect and significant relation between organizational culture and quality of employees work life.

- Thereisdirect and significant relation between every components of work life quality.

- Governed culture of the university is kind of Idiologic.

Keywords: Organizational culture, quality of work life, Isl&anAzad university of Tabriz.

INTRODUCTION

In today's organizations, human force is considasethe main capital of organizations. In fact, hans considered
as the basic unit of work, production and developimend it has important role in organizations amdug
activities, so that human with unlimited potentad yet unknown - unknown origin was the origindoAmatic
developments. Therefor the process of planningealization of organizational goals based on prapiézation of
human force and the role of the skilled and expertiuman force has a particular importance in ggidhe
organization. In fact, for optimal use of the aekiments of science and technology, we must deveddential
capabilities and actualized them and properly &@dirhuman force [1]. Universities as the most infhied
organizations in each community are faced with mome problems and a lot of anxiety particularlyétation to
society, economy and culture. Promotion of highduoation system is possible from primary educatithe
classroom is where the phenomenon occurred thatcaleed socialization, while helping accumulation
empowerments and human capital in the economi@ewdte empowerments.

From appearance of universities to date, many dwagd developments occurred in the educationreystéhen
people in different periods, find that universitfesse been unable to meet their needs and solirgptioblems, they
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show their own grievances in various forms andslbbvious that they do not neglect today's undbirand
ineffective management Which leads to collapse ediication system [17]. Given that the universites an
essential component in the scientific productiod areate professionals and is the main axis of edimg ideas
into product and knowledge into industry, developtraf countries is related to developing of univties and it is
in turn, depends on the quality of work life of doyees. While organizational culture has a londdmig but it is
the topic that recently has found its way in mamaget knowledge, particularly in the scope of orgatibnal
developments and organizational behavior. The milbas long been used to describe the qualityf@bli human
society, and much has been said about it but abeubrganization culture or what is basis of pe'sghehavior in
organizations has been said a little short.

Organizational culture

Overall, the combination of two words or the cortcefp"culture” and "organization” has emerged a rtbiuking

that none of the two words have no idea on. Thariggtion is a metaphor for the order and arrangénehile

cultural elements necessity are not ordered ambticreate by order. Consequently, culture in teraction with
the organization creates vision and values thasiooally place their order within the organizatjaa]. Hannagan
(2002) believes that organizational culture cardbscribed as "the way we do things based on it"shdbakki
refereed the definition of Stanely Davis as a cha comprehensive definition that is: "organizagloCulture is a
pattern of shared values and beliefs that givesningao the members of the organization and proemmmands
for their behavior in the organization [16]. Haoms(1993) describes organizational culture as & ded outlook
that create a certain feeling about the organinatio

Quinn and Garth has been divided organizationaliceiinto four categories:

1. Consensus and participatory culture
2. Rational culture

3. Ideological culture

4. Hierarchical culture

And that includes nine main organizational varialiteat have unique situation in every culture:

Goal of the Organization, performance criteria,i@ptreference, power source, How to decide, ledmerstyle,
compliance and accept manner, evaluation criterime&mbers, employees' motivation. They believe thatcan
place the culture of each organization in a specifitural group with respect to these variableég.[1

The roots of organizational culture
What is certain is that organizational culture cawer be without foundation. The goal here is tedrine what
factors is essential in creating an organizaticodture.

» Founders of the organization

Founders of an organization have an essentiakrelgtion of primary culture.

It is Founders of organizations that think and decbout identity and entity of the organizatioattiare established
and about the organization's goals and what theyoaking for and how to move. Organizations havestory for
their own and the past history of the organizattosmome part of organization's culture.

* Environment

In many cases, important and determining role dfucel is determined by the surrounding environmérite
organization for existence and survival needs tviz The actions of organization must be in diten of its goals
and also satisfy the inner and outsider world. angncases these are in one direction.

» Employees of Organization

What is certain is that we should select worthy gbeofor work in organization and has activities &od/
predetermined objectives. If we select people #rat not synchronized with the organizational celtand the
primary function and approach that has been craayetie founders, and they are not consistent andod move
toward them and reject the culture of the orgaiopatif they become a high-ranking individuals oamagers in
organization can change the organizational cultund become part of the culture of the current degdion roots
and sources. So most organizations try to choaserianagers among its members [16].
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Quality of work life

Quality of working life first was invented in Eurepduring the 1950's (1959-1950) and was formed chase
investigations of Eric Trist et al., in Tavistockiversity, London, in the field of human relatiorkhis studies
examines the organization's technical and humarmmlions and assess relationships between themh waicsed
to create technical-social systems related to gdigh that today in the United States will covestrf the actions
related to QWL [20]. Cummings & Worley divided QWiistory as the quality of working life movement tavo

periods. The first period of the 1950s is describdve. The second period of the 1960s and whéhrigikhts are
far more important that provide equal opportunity édmployment and equal rights for equal works veenesidered
as part of responsibilities of employers and orgadns. QWL in the first period were consideredhasindividual
results of work for satisfy person's basic needkiarnhe second period was considered as work rdsttmimprove
QWL and discussions were taken into consideratioch sas: Job enrichment, Authority working groupsint]
committees of staff and management and participatial involvement of staff in making important csons.

QWL has a multi-dimensional structure and can r@piovide a united, universal and consensus digfinfor it.
Since the beginning of the QWL movement, numeraubs\aried definitions has been presented for itrtihée &
Davis define appropriate QWL as Enjoyment of gotaivardship, good working conditions, adequate wageb
benefits and the challenging, interesting and dgefu [19]. Cerrto (1998) defines involvement of gloyee in
decision making as QWL and stated that work quatigans that providing opportunity for employeesrtake
decisions their working conditions. Richard Waltwas provided a framework for QWL that has eight porents
and believes that the expected benefits of thesgrgms include Improvement of organizational maqrale
productivity and effectiveness. The important poirat needs attention is that all these varia@iegelated to each
other and emphasis on one or more of them doesesoh enough. QWL are eight constituent components:

» Fair and adequate payment: It means Equal paydealevork and making payments in accordance witliaso
norms and employees standards.

» Safe and healthy work environment

It means create safe working conditions in termspbfsical and also determine logical work time. dils
Environment must decrease the pollutions that irapact on physical and mental status of employees.
 Provide opportunities for continued growth and siégu

It means providing improvement in the ability obgress, applying obtained skills and providing siguincome
and employment.

» Legalism in the organization

It means providing the freedom to speak without ffaretaliation of higher authorities and give mattention to
the rule of law than human dominance.

» Social dependence on working life

It is referred to understanding of employees akoutal responsibility of the organization.

» Social dependence on working life. It refers to h@amployees Percepts and understanding about the
organization's social responsibility.

 Total living space. It means to establish a baldretereen work life and other parts of employees lif includes
non-work activities that people have in outsidehaf organization and investigation the effect ofkvactivities on
the private lives of employees.

* Integration and social cohesion: it creates a vgrlkatmosphere and space that enhances employass' ae
belonging to the organization and this feeling thaty needed to the organization.

» Development of human capacities: It referred tovig® opportunities for using independence and catfitrol in
the work, take advantage of various skills, actesgppropriate information and planning about erypés [12].

Incorrect perceptions of the quality of work life

1- QWL is not only for first employees of produgtitine. The issue of employee’s compatibility witte work
environment is important in all organizational leveOf course, the QWL improvement in the productime
causes the supervisor level managers spend lesgdidisciplinary issues.

2- QWL does not offer immediate solution to solvelgems. The process of overcoming the barriersvéen
management and employees and other issues, iseacimsuming job. Many quality programs do not paevi
tangible and measurable results in short term.

3- QWL is not a system of exploitation of worke@WL's philosophy is based on different values othan the
traditional values of the organization [5].
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4- QWL is not always equal profit; QWL may get @osto profit after several stages of innovation.
5- QWL may not be identical for all employees andnmbers of the organization. Different perceptiohQuwL
makes the situation is different for employees.

6- QWL cannot always be satisfactory; some of tinpleyees and even top managers may lose theirigosifth
effective implementation of QWL.

7- QWL is not a passing fad, but also is a stahté@dered program.

Research background

Hazrati (2009) showed in their study that the gyadf working life of teachers depends on managersing and
higher serving of manager means higher qualityafking life components. Allame (1999) found in thetiudy that
the Walton pattern of life quality organizationaltare based on quality of life can be expand ®lglamic values
of development. This study also showed that d@ezlgattern of working life quality reduces psyduyital stress
in the workplace [19]. Kheradmand and Nazim (20d@cluded in their study that there is direct aighificant
relation between hierarchical, participative antioreal organizational culture and employee’s perfance [12].
Jooyani (2007) in his study concluded that thelistakirect and significant relation between orgatian culture
and work satisfactions and cultural factors havergf and undeniable on work satisfaction. Rafi'80@) shows
that in general, working life quality of employeissnot satisfactory based on employees’ approah [Aliyi
(2007) in his research assessed the level of wglifie quality of employees as medium and conclutthed there is
not direct and significant relation between workiifg quality and age, sex, history and maritaktista Rastgari
(2008) shows that application of every componentwofrking life quality caused improved performanck o
employees [19]. In another study Pardakhtchi (208@)cluded that greatest satisfaction is relatedrtowth
opportunities and the lowest satisfaction is reldtefringe benefits of job [19]. Jamshidi (2000pgested that none
of the components of working life can be assessdtgh level of quality.

Antony in his research showed that perceptionaafity of working life is not so good among emplegencluding
job-related aspects such as relationships with dosve and the organizational commitment was alsoveoy
positive, and yet not nor negative but it is eveddaneutral [8]. Nonaka (2005) in their study canleld that till the
dominant culture in organization does not evolveating new knowledge and guidance leads to ndtrigd9].

The research hypotheses

A) The main hypothesis

There is a relationship between organizationaluceland quality of work life of employees.

B) Subsidiary hypothesis

1 - There is a relationship between organizaticodlre and fair and adequate payment.

2 - There is a relationship between organizationdlire and health and safety workplace of empleyee
3 - There is a relationship between organizaticndlire and providing opportunities for continugdwth and
security.

4 - There is a relationship between organizationtilire and the Legalism in the organization.

5 - There is a relationship between organizaticodlre and working life social dependence.

6 - There is a relationship between organizaticndlire and employee’s general space of workirgg lif
7 - There is a relationship between organizaticollire and the integration and social cohesion.

8 - There is a relationship between organizaticodlre and human development features.

MATERIALS AND METHODS

The purpose of current study is applied and itshoeis correlated descriptive. Statistical popolaf the study is
all employees of IAUT (n=796). The sample numbetedrined 260 people based on Cochran formula. én th
process of the research 40 people do not partecijpathe study for some reasons such as dislikeooservation.
Finally, after adjustment of samples, 220 peoplé working field selected by relational stratifiehdom sampling
method. For collecting information, two standardesfibnnaires were used, Hofstede organizationalercut
questionnaire based on Quinn and Gareth model 28tlguestion that have closed answer and Richardowal
Quality of working life questionnaire with 40 quiests that have closed answer. Reliability of thistfguestionnaire
obtained by Cronbach Alpha 0.74, and the seconddaiability gained by Cronbach Alpha 0.82. Forndamntent
validity of the findings supported by professiogebups and supervisors and advisors and Pearsmlatan factor
were used for hypothesis test.
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RESULTS

Table 1 shows that average score of employees %/d8.6This score regarded to range of scores steghtsat
dominant organizational culture in IAUT is Ideologi.

Tablel. Score and type of organizational culture

Culture type Hierarchical | Rational | Ideological | Consensus
Range of grouping 23-28.75 29-57.5 | 57.75-86.25| 86.5-115
Score 69.34

Culture type Ideological

We use Pearson correlation factor for test all biypsis. The results provided in table 2.

Table2. Correlation between organizational culturewith quality of work life and its components

Variables Quality .
Organizational of Fair Safe Grsc;lv(\:/g:i?nd Legalism Social General Integrzgtlon Capabilities

9 working | payment| environment y 9 dependency| space . development
culture life opportunity cohesion
Pearson 0.81 0.53 0.43 0.62 0.65 0.50 0.39 0.59 0.57
i‘é’;‘f'cance 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Numbe 22C 22C 22(C 22(C 22C 22C 22C 22(C 22C

o= 0.05
DISCUSSION

The result obtained from the first hypothesis sowteat there is positive and significant correlatioetween
organizational culture and quality of working lid employees and organizational culture factorsahaery strong
and undeniable effect on promotion of employeeskimgr life quality. The results is consistent witbsults of
Hazrati (2009), Jooyani(2007), Mirzaei (2010), Kd@mand and Nazem (2010). The results obtained §econd
hypothesis showed in table 2. These results shatithiere is significant relation between organtadi culture and
quality of work life components. It means that origational culture create improvement in all compatis quality
of work life. In the other word, every componentatity of work life is affected by organizational lture. The
results is consistent with results of FardipoorO@0) Hazrati (2009), Rastgari (1999), Mirzaei (2D&0d Allame
(2008). The result of present study, generally,wsdtb that there is positive and significant relatioetween
organizational culture and quality of work life ah@gher organizational culture caused greater iwgment in
quality of work life components.

Recommendations

It is recommended for university authorities torpaie culture type of university to the Consensus@articipatory
culture.

- The results of present study revealed that the IAtbmpletely exit from Hierarchal culture and it is
recommended to the university authorities to avfaddh return to this type of organization culture fgrforming
modern policies.

- The Results showed that the power reference irutiiversity is the president of university. It isggested that
more importance be given to charismatic leadership.

- It is suggested that more importance be givenltcoahponents of quality of working life.
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