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 Objective:The purpose of the present study was to provide a structural model for social 

capital in banks based on quality of work life. Background: The population of the 
research included all the employees of Tejarat Banks located in Tehran, the capital city 

of Iran. Hence, 600 employees were selected using stratified and cluster random 

sampling. The instruments used were two questionnaires: Abili and Abilis’ (2011) 24-

item questionnaire measuring social capital and its three key cognitive, relational, and 

structural dimensions with Cronbach Alpha of 0.98 and Walton’s (1973) 29-item 

quality of work life questionnaire with eight underlying constructs of safe and healthy 
working condition, future opportunity for continued growth and security, 

constitutionalism in the work organization, the social relevance of work life, work and 

the total life space, social integration in the work organization, immediate opportunity 
to use and develop human capacities, and  adequate and fair compensation with 

Cronbach Alpha of 0.93. Results:   The results of path analysis using LISREL software 
indicated that dimensions of the quality of work life had a direct effect on social capital 

with the indices of 0.87. Conclusion: Furthermore, the model showed that out of the 

factors of the quality of work life the factor of constitutionalism had the highest direct 
effect on the cognitive construct of the social capital. Overall, the proposed model 

showed full fit. 
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INTRODUCTION 

 

Social capital is considered a crucial and vital ingredient in the development of economic institutions 

[18,47,12]. A vast variety of social processes, patterns and practices determine the  social capital of  a  social 

unit, including social support, integration, social cohesion [30], team work, density of exchanges with 

colleagues [40], reduced probability of opportunism, cost of monitoring [44], encouraging cooperative behavior, 

facilitating the development of new forms of association and innovative organization [17,44] resolving disputes 

[55], taking advantage of new opportunities [22], and featuring the structure, not of the individual actors within 

the social structure; an ecologic characteristic. [33]. 

The concepts of social capital seem to have been classified in to three different groups: 

 Cognitive dimension: The cognitive dimension of social capital refers to attributes like a mutual 

belief or shared paradigm that promotes a common understanding of collective goals and the proper ways of 

acting in the social environment [53]. The social capital's cognitive dimension may enable knowledge sharing in 

the sense that stories, shared language, customs and traditions can bridge the tacit-explicit division as well as 

division in terms of, for example, old-timers-newcomers [21]. The cognitive dimension refers to those resources 

that provide shared representations, interpretations, and systems of meaning among parties. This includes shared 

language and codes as well as shared narratives, which increase the mutual understanding among individuals 

and help members communicate more effectively. [9]. 

 Structural dimension: The structural dimension of social capital focuses mainly on the density of 

networks and on bridging structural holes [8,57]. Structural social capital facilitates information sharing, and 

collective action and decision making through established roles, social networks and other social structures 

supplemented by rules, procedures and precedents. [54]. 

 Relational dimension: McDonald [38] has tried to include a motivational element into the design of 

expertise recommender systems. He augmented an expert recommendation system with social networks. 

Therefore, the recommender system would suggest first those experts who had the closest social ties with the 

person asking. 
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Quality of Work Life (QWL) is one of the most major issues in every organization, including job security, 

better reward systems, higher pay, opportunity for growth, participative groups, increased organizational 

productivity, and a good indicator to boosts its image in attracting and retaining employees [6], Quality of Work 

Life can be defined with regard to the employees’ satisfaction, work related behaviors [5], the attempt to 

develop more satisfying work conditions through the collaborative efforts of management and employees [36], 

job security, stability and continuance of that job [42]. Attracting and retaining the employees [3], and 

improving one’s work to satisfy the personal needs. The techniques and approaches to improve the quality of 

work life are as followings: job enrichment, self-managed teams, and labor-management committees [11], 

enhancing the performance of the employees and organizations, reducing absenteeism, minor accidents, 

grievances, and quitting, job satisfaction and performance [39], shedding light on task content and physical 

features of the job [26,25], which can be regarded as supports to fulfill the technical and social requirements of 

the job in our organizations [2].  

One conceptualization of quality of work life, based on the need-hierarchy theory of Maslow, 

regards quality of work life as employee satisfaction of seven sets of human developmental needs: which are 

health and safety needs, economic and family needs, social needs, esteem needs, actualization needs, knowledge 

needs, and esthetic needs [37]. 

Walton [56] isolated eight variables related to the quality of work life: 

 Adequate and Fair Compensation: The major and initial impetus for employment is earning a living. 

How well that aim is achieved fundamentally affects the quality of working. More than any other criteria, 

adequacy of compensation is a relative concept and there simply is no consensus on the objective or subjective 

standards for judging the adequacy of compensation. Fairness in compensation, on the other hand, has various 

operational meanings. Job evaluation specifies the relationships between pay and factors such as training 

required, job responsibility, and noxiousness of working conditions. 

 Safe and Healthy Working Conditions: It is widely accepted in our society that workers should not be 

exposed to physical conditions or hourly arrangements that are unduly hazardous or detrimental to their health. 

Legislation, union action, and employer concern have resulted in continually rising standards of satisfactory 

working conditions. 

 Immediate Opportunity to Use and Develop Human Capacities: The industrial revolution and a 

simplistic extension of its underlying logic have taken much of the meaning out of work. Work has tended to be 

fractionated, deskilled, and tightly controlled. The planning of work has been separated from its implementation. 

These tendencies have progressed in varying degrees from one job to the next; therefore, jobs differ in how 

much they enable employees to use and develop their skills and knowledge. 

 Opportunity for Continued Growth and Security: Here the focus shifts from the job to career 

opportunities. Although the opportunity for self-improvement through education and hard work has been 

considered an American birth right, the typical industrial job can now be completely learned within a few weeks 

or a few years, after which the blue-collar worker has reached nearly the peak of his earnings and can look 

forward to only minor improvements. 

 Social Integration in the Work Organization: The preceding categories relate to the work’s immediate 

and long-range opportunities of expressing and developing individual abilities. Since work and career are 

typically pursued within the framework of social organizations, the nature of personal relationships becomes 

another important dimension of the quality of working life. Whether the worker has a satisfying identity and 

experiences self-esteem will be influenced by the attributes in the climate of his work place such as freedom 

from prejudice, egalitarianism, mobility, supportive primary groups, community, and interpersonal openness. 

 Constitutionalism in the Work Organization: The labor unions have brought constitutionalism to the 

work place to protect employees from arbitrary or capricious actions by employers. In unorganized employment, 

there are wide levels of variation in the extent to which the organizational culture respects personal privacy, 

tolerates dissent, adheres to high standards of equity in distributing organizational rewards, and provides for due 

process in work-related matters. The following aspects of constitutionalism are key elements in providing higher 

quality to working life: Privacy, free speech, equity, due process. 

 Work and Total Life Space: The relationship of work to the total life space is best expressed by the 

concept of balance. The balanced role of work is defined by work schedules, career demands, and travel 

requirements that do not take up leisure and family time on a regular basis. Likewise, balance refers to 

advancement and promotion that do not require repeated geographical moves. 

 Social Relevance of Work Life: The socially beneficial roles of employing and the socially injurious 

effects of its activities have increasingly become salient issues for employees. Organizations which are seen to 

be acting in a socially irresponsible manner will cause increasing numbers of employees to depreciate the value 

of their work and careers, which in turn affects worker self-esteem. [56]. 

Quality of Work Life was conceptualized in terms of need satisfaction stemming from an interaction of 

workers' needs of survival, social needs, ego needs, self-actualization needs and those organizational resources 

relevant for meeting them [13]. Satisfaction shows that it corresponds to a psychological state resulting from the 
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difference between the situation in which a person finds himself or herself and the situation in which that person 

wishes to be [33,45]. Quantity and quality of leisure time created by the job [27], and the recognition of the 

quality of work life will lead to productivity and higher job performance, [20], commitment between the needs 

and development of the individual, the goal and development of  the organization [23]. Since today’s life 

demands are quite stressful, quality of work life is important as it contributes to the environment as well as 

family structure by offering ways to fulfill individuals responsibilities [5]. 

According to Eurostat (2000), knowledge society is characterized by the relevant growing of intangible 

assets and social activities; due to this factor, social capital is one of the forms of capital of the World Bank 

classification that is acquiring the greatest level of importance. Lesser and Cothrel [29] note that, social 

activities have an eminent role in the knowledge-based economy. There are a set of critical resources that enable 

the creation of essential competences out of which, social activities increase the capacities for the creation, 

sharing and management of knowledge generating sustainable competitive advantages [7]. Lazerson [28] 

remarks that social capital solves conflicts, improves consensus with surrounding organizations, enhances the 

understanding with public administration, supports the development of business strategy, mitigates the 

imperfections of information in the market, and reduces transaction costs. In today’s complex, competitive 

world, increasing the social capital is necessary to guarantee organizational survival and banks competitive 

advantage. 

The research purpose is to construct a structural model of social capital in the banking business of Iran 

based on quality of work life. 

 

Methodology: 

Research Questions: 

1. What is the structural model of social capital based on quality of work life in Banks? 

2. Which variable does have the highest effectiveness on social capital? 

3. How predictive is the quality of work life in terms of promoting social capital? 

4. How much is the goodness of fit in this study? 

 

Method of the Study: 

The research methods which were used in this study are: library research to access the theoretical 

framework and the related literature; and the survey method to collect, classify, describe, and analyze the data. 

The population of the research included all the employees working in Tejarat Banks of Tehran city in Iran. In 

order to estimate the volume of the sample,

 

n=
z2σ2

d2  formula was used. Therefore, 600 employees were selected 

using stratified and cluster random sampling.  

The research instruments were two questionnaires: Abili and Abilis’ [1] 24-item questionnaire measuring 

social capital and its three key cognitive, relational, and structural dimensions with Cronbach Alpha of 0.98 and 

Walton’s [56] 29-item quality of work life questionnaire with eight underlying constructs of safe and healthy 

working condition,, Future opportunity for continued growth and security, constitutionalism in the work 

organization, the social relevance of work life, work and the total life space, social integration in the work 

organization, immediate opportunity to use and develop human capacities, and  adequate and fair compensation 

with Cronbach Alpha of 0.93. The results of the study were calculated through path analysis using LISREL 

software. 

 

Results: 

The data collected from the administration of the instruments were analyzed. These data included the 

different indexes of central tendency, variability and the distribution of staff’s groups, the staff members’ scores 

obtained from social capital and quality of work life  and their related components. The distribution of the staff 

members’ scores in the given variables had tendency toward normality . 
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Fig. 1: Path analysis model for components of quality of work life and social capital 

 

As shown in Figure 1, the Lambda rate of external latent variable of quality of work life components was 

0.82 for adequate and fair compensation,0.89 for safe and healthy working conditions,0.91 for future 

opportunity for continued growth and security,0.92 for constitutionalism in the work organization,0.87 for the 

social relevance of work life,0.88 for work and the total life space,0.91 for social Integration in the work 

organization, and 0.89 for immediate opportunity to use and develop human capacities. it’s worth mentioning 

that their accumulation form the quality of work life variable with the effectiveness rate of 0.87. It means that 

87% of the variation in the dependant variable of employees' social capital is explained by a collection of these 

indices. The variable of constitutionalism in the work organization indicates the highest amount of internal 

consistency in the external latent variable. 

The Lambda rate of internal latent variable of social capital components was 0.98 for cognitive,0.97 for 

relational, and 0.97 for structural. Their accumulation form the  social capital variable. The cognitive and 

relational of variable indicates the highest amount of internal consistency in the internal latent variable. 

Since the model’s goodness of fit index is 0.94, it can be stated that it has an acceptable fit. The calculated 

index indicates the direct effect of quality of work life components on social capital. Moreover, the model shows 

that the highest direct effect is related to constitutionalism in the work organization. The following table 

presents the indices related to the model’s fit. 

 
Table 1: Model’s fit indices 

Interpretation Rate Index 

High fit (more than 0.90) 0.91 Lewis-Tucker (Non-normed fit index) 

High fit (more than 0.90) 0.91 Bentler-Bonett’s (Normed fit index) 

High fit (more than 0.70) 0.73 Hoelter 
High fit (equal to or less than 0.05) 0.033 Root Mean Square Error (RMSE) 

High fit (more than 0.90) 0.94 GFI 

 

The five goodness of fit indices presented model’s fit and empirical data. Therefore, desirability adaptation 

is provided for the designed model and empirical data and can approve it as an appropriate model for the  social 

capital. 

 

Discussion: 

The results of path analysis method revealed that dimensions of employees' quality of work life impact on 

social capital. The results of the present study is in line with the results of the studies by Chitakornkijsil [10], 
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Taherian [52], Farahani [15], James [24], Alinezhad [4], Liukkonen et al [32], Requena [48], and Lowe and 

Schellenberg [34]. 

Chitakornkijsil [10], studied various aspects of quality of work life issues, such as fair treatment for 

employees, working time, collective bargaining, the roles  of employees, and social responsibilities of the 

organization. He concluded that mass consumption, productivity, socio-cultural and economic factors affects the 

quality of work life. Taherian et al [52] carried out a study on the effect of social capital and quality of work 

life, and results demonstrated that out of the eight components of the quality of work life the factor of 

constitutionalism had the highest direct effect on the cognitive construct of the social capital. Farahani's [15] 

study on the role of social capital in the working environment and productivity concluded that social capital is 

considered an important source of productivity in business organizations. If employees feel to be receiving high 

level of organizational support and that their employers treat them well, they are likely to behave reasonably. A 

similar study by Alinezhad [4] reported that social capital is positively correlated to the quality of work life in 

teaching research center located in Shiraz. Social capital was also found of having predictive value in predicting 

the quality of work life. Liukkonen et al. [32] investigated social capital as a workplace characteristic that can 

potentially affect employees’ health. They used the indicator of trust, both in job security and in co-worker 

support to determine the extent to which social capital exists. The researchers determined that a high level of 

social capital existed for people who had a high level of coworker support. Requena [48] published an article 

entitled “social capital, satisfaction and quality of life in the workplace in Spain”. In this study, social capital has 

been defined as the set of cooperative relationships between social actors that facilitate collective action. The 

results of the analysis indicate that the models applied are significant, which confirms the examined 

propositions. Higher levels of social capital imply greater levels of satisfaction and quality of life at work. Social 

capital is a better predictor of the quality of life at work and job satisfaction than the characteristics of the 

worker, the company or organization, and the work environment. 
Lowe and Schellenber [34] have outlined a model for Canada that causally links social capital with the level 

of satisfaction and well-being generated by a work position. They examined how trust, commitment and 

social relations affect workers' personal and subjective achievements. In addition, it was found that both at 

individual and organizational levels social capital predicts greater work achievements.  

Regular assessment of the quality of work life can potentially provide organizations with important 

information about the welfare of their employees such as job satisfaction, work-family balance, job security and 

job stress. [51]. Quality of Work Life is a comprehensive and expanded program that increases member 

satisfaction, reinforces their learning with the environment, and helps them to manage change. Member 

dissatisfaction of quality of work life is a problem that harms all employees–without considering rank and 

situation. The aim of many organizations is increasing members’ satisfaction in all levels. However, this is a 

complex problem, because determining the related factors to quality of work life is difficult [49]. 

Social capital exists in the relationships between and among persons and extends the more that the position 

one occupies in the social network constitutes a valuable resource [16]. The importance of social capital lies in 

that it brings together several important sociological concepts such as social support, integration 

and social cohesion. Social capital also relates to norms and values. Another quality is it's easy 

operationalization in economic activities and organizations [31]. According to many analysts, such as Portes[41] 

and Putnam [43], it helps people resolve collective problems more easily, facilitates development, heightens 

awareness of our globally connected fates, fosters the flow of useful information and helps people cope with 

improve their health, find jobs and maintain businesses.the structure of individuals' contact networks - the 

pattern of interconnection among the various people with whom each person is tied [46]. also found that social 

capital is positively related to promotions and career satisfaction [50]. 

 

Conclusion: 

In the present study, social capital was discussed as an important factor in the information age. The results 

of the present research supported the direct effect of the quality of work life upon the social capital, Moreover, 

since the model showed that out of the factors of the quality of work life the factor of constitutionalism had the 

highest direct effect on the cognitive construct of the social capital it is suggested that: 

 Employees should be given the opportunity to freely express opinions. 

 The organization should employ modern methods for voicing and dealing with complaints. 

 Employees have a clear understanding of organizational goals. 

 Staff should receive emotional support from their superiors. 

 The staff should aim to reach acceptable agreements. 

 A Similarity and compatibility of personal values and goals should exist. 

 There should be a desire to achieve organizational goals. 

 Shared values and goals should be determined and shared among the employees. 

In conclusion, the newly-proposed results in this research can be effectively employed to enhance the social 

capital in similar organizations. 
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