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ABSTRACT 

 
The study is to examine the relation between work life quality and Payam Noor university personnel's organizational operation scopes, 
West Azerbaijan Province. The method is correlative-descriptive and the universe includes all full-time personnel of the university in  

academic year 2012-13; they are 190 of them 81 ones were selected by stratified random sampling. Two questionnaires were used to 

collect the study data for work life quality based on Richard Walton's model and organizational operationscopes based on Kaplan's and 
Norton's model. Having collected data they were analyzed by multivariate variance, multiple regression, independent unilateral variance 

analysis, Pearson correlation coefficient and SPSS software. The study findings indicate the work life quality components have positive 

and significant relation with each organizational operation scope (p<0.02) and the components: fair and enough payments, safe and 
hygienic work environment, providing growth possibility, continuous security, rules observation  in the organization, social dependence of 

 work life,general life space, social integration and human potentials development have predictive and significant relation with 

organizational operation scopes. 
 

Key words:Work life quality, organizational operation, Payam Noor university personnel. 

 

 

INTRODUCTION 

 

Nowadays the world changes occur so deeply 

and rapidly that they influence all people's individual 

and social life dimensions so the environment with 

complicated elements always changesand 

necessitates new and flexible demands. In actual 

world the power, economic potential and welfare of 

each country depend on benefiting optimally from 

potentials, industriesand specially the country's 

human force. Competent and skillful human force is 

valuable factor and infinite  source for organizational 

and state development the biggest source  and main 

factor for the country development. In past work, 

capital and land were the main production factors, 

but now technologic changes, human force and 

productivity increase are considered as growth and 

development factors[6]. Nowadays the organizations' 

competitive advantage is efficient, powerful and wise 

human force. So the personnel's power and wisdom 

are the most important and valuable sources of any 

organization and play important role in the 

organization development. In actual competitive 

world the organizational human element is an 

important device to create organizational change and 

survival and achieve the goals. Sometimes the 

question is proposed in organizations, "How is it 

possible to improve the managers' and employees' 

operation"? Surely it is not possible to answer 

explicitly and decisively the question, but it is 

evident that education, enabling and developing 

human force are of the most important factors to 

promote and strengthen organization's culture level 

and play important role [3].  

Having flourished hidden abilities and potentials 

the communities have developed and achieved their 

goals; specially ones who know the importance and 

role of human force in improving the productivity, 

the value and power of trusty human force and spend 

important sources and abundant energy of the 

management to create an environment where the 

personnel may do their best to share in the work 

improvement. Actual organizations work in unsure 

and turbulent environment and take some strategies 

such as minimization, reorganization, etc. in such 

environments to overcome the challenges and 

uncertainties. Occupational opportunities in and out 

of organization are always essential points for 

organizations invested considerably in human force 

management; on this basis the employees experience 

their jobs by a new system of employment 

regulations, expectations and conditions [4].  
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So having focused onlearner and creative 

organizations the management based on today 

borderless science is the result from new and 

different messages to the directors and employees in 

line with directing their jobs. On one hand, 

contemporary organizations expect people to resort 

to continuous learning for good, think globally and 

work in self-directing teams and extend to the culture 

to respond on time and rapidly the clients' demands. 

On the other hand, the organizations are obliged to 

endure the expense of technical and behavioral 

education necessary for people in such environment. 

Also the people have accepted that they cannot many 

expectations from organization in field of 

guaranteeing stable and long term occupational 

directions. It seems necessary more to have skillful 

managers to combine people's occupational needs 

and organization's demands in such environmentto 

achieve organizational goals and missions.  

High education is the main axis of human 

development throughout world. Universities play key 

role in educational systems, but varied governmental 

and private high education centers include colleges, 

technical schools, laboratories, remote learning 

institutes, etc. create potentials necessary for 

development. In evolutionary conditions of world the 

universities should be able to renew continuously 

their abilities to meet environment demands and 

guarantee their survival and effectiveness(9); this 

important issue is realized by its inputs including 

capital, construction, equipment’s, program, 

possibilities and human force(Professor and student). 

The university inputs include education, research, 

services presentation, maintaining and transferring 

cultural heritage and technology and the outputs 

include specialist and skillful human force in field of 

innovation, invention, scientific discovery and 

science borders developmentwhen the employees 

play key role in universities and it is important to 

study about work life quality and personnel's 

organizational operation. Work life quality is an 

attitude trying to improve the employees' life quality 

and meet occupational needs declined to a producing 

factor's role beside other ones such as capital and 

became self-alienated [5]. In fact, work life quality 

program addresses different objective and subjective 

fields of the employees. Walton defines work life 

quality as the employees' reaction to the work  

speciallyits necessary outcomes to meet occupational 

needs and mental health; by virtue of the definition 

work life quality emphasizes on personal outcomes, 

work experience and the way to improve work to 

meet personal needs. Walton has issued a theoretical 

paradigm to define work life quality; his paradigm 

has eight components namely fair and enough 

payment,safe and hygienic work environment, 

providing growth possibility, continuous security, 

and rules observation in the organization, social 

dependence of work life, general life space, social 

integration and human potentials development [10]. 

In his studyLau (2000) concluded that work life 

qualityincreasescompany personnel's operation. Also 

Konrad andMengelconcluded that the work life 

quality programs have positive effect on the 

organizations' profitability. In a study Robert(2002) 

concluded that there is a positive and significant 

correlation between work life quality programs and 

personnel motivation. Having analyzed their 

collected data Rose et al. indicated that occupational 

satisfaction and equilibrium are of the most 

important predictors for work life quality.  

In their study Kazemnezhad et al. concluded that 

there is a positive and significant relation between 

work life quality and deans' effectiveness. In his 

study Kasaei (2006)  concluded that there is a 

positive and significant correlation between the work 

life quality elements based on Walton 

modelandcorrelation function. Abdolmaleki et al. 

[7]concluded that there is a positive and significant 

correlation between different dimensions of work life 

quality and witness personnel function. 

MirkamaliandNaranjipoosh[10]concluded that the 

professors of Tehran University and Sharif Industry 

University are relatively in unfavorable and high 

levels in view of work life quality and occupational 

satisfaction, respectively and there is a positive and 

significant correlation between work life quality 

elements based on Walton model and occupational 

correlation and also rules observation in 

organization, guaranteeing growth opportunity, 

continuous security and human potentials 

development have multiple correlations with 

occupational satisfaction.  

The organizations need to know their personnel's 

function by which improve their operation and create 

positive changes in their organization in order to 

achieve their goals. Lack of enough and complete 

knowledge concerning personnel, their talents and 

potential weak points is because the managers and 

supervisors have not proper assessment concerning 

their personnel's operation quality and quantity. 

Considering university has a great influence in 

any community, is developing continuously and 

creates roles, too it is necessary to study collegiate 

profession in its proper position. In past only few 

people benefited from academic personnel; over time 

and by new conditions most of the professions 

specially the important ones need education. Now by 

virtue of considerable increase of professors and high 

education programs more people may benefit from 

academic education[13]. This study examined the 

relation between work life quality variables based on 

Walton model and organizational operation scopes 

based on Kaplan and Norton point card model. 

 

Study  method, universe and measurement device: 

 

Considering the study subject defining the 

relation between work life quality andPayam Noor 

(Remote learning) university personnel's 
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organizational operation scopes, West Azerbaijan 

Province the study method is descriptive-correlation.  

The universe includes all full-time personnel of 

the university in  academic year 2012-13 namely 190 

ones.  

Considering the universe includes several 

universities the stratified random sampling method 

was used; the method is used when the universe is 

not congruous so the universe is divided in strata 

each one has congruous structure and then someones 

are selected randomly from each stratum. 

In present study two work life quality and 

organizational operation scopesquestionnaires were 

used as main devices to collect related data. 

There are several methods to define reliability. 

Coronbach alpha coefficient was used to define the 

reliability of the questionnaires; the method is used 

to assess internal harmony of the measurement 

device such as questionnaire or examinations with 

different qualities. In such devices response of each 

question may have different numerical amounts. 

Sarmad et al. believe that first it is necessary to 

assess the variance of the scores in each subset of the 

questions in questionnaire or subset and general 

variance to assess Coronbach alpha coefficient; then 

Coronbach alpha coefficient is gained by the 

formula. The content and superficial validity was 

certified by three professor of management 

department of university.  

Reliability coefficient of work life quality 

questionnaires were based on Richard Walton model 

and organizational operation scopes questionnaires 

were based on Kaplan and Norton point card model 

when translated and adapted to our community 

culture by Ghalavandi [9] and were  0.933 and 0.894, 

respectively.  

The findings of the study were analyzed in 

descriptive and inferential levels by SPSS statistical 

software.Statistics such as abundance, percent, mean 

and standard deviation were used in descriptive 

statistical level and multivariate variance 

analysis(Manoa analysis) was used in inferential 

statistics level in order to define correlation rate 

between each element of work life quality and all 

organizational operation scopes.  

 

Study findings: 

 

H1 (First hypothesis): There is relation 

betweeneach element of work life quality and all 

organizational operation scopes.  

coefficients F in Table 1 indicate there is a 

significant relation between fair and enough 

payment, safe and hygienic work environment. The 

findings from the hypothesis are in accord with 

Lau's, Robert's, Konrad's and Mengel'sand Rose's et 

al. because they found the same findings indicating 

there is a positive and significant correlation between 

work life quality and personnel motivation and 

providing growth possibility, continuous security, 

rules observation in the organization, social 

dependence of work life, general life space, social 

integration and human potentials development have 

not significant relation with allorganizational 

operation scopes so H1 is not confirmed in these 

cases.

 
Table 1:Manoaanalysis findings: Relation between each element of work life quality and all organizational operation scopes. 

Dimensionsquality of work life WilksLambda CoefficientF Degrees 

of 
freedom 

 

The 

significance 
level 

 

The 

subscription 
rate 

A 

statistical 
power 

Paymentfairandadequate 97/0 20/1 4 31/0 23/0 37/0 

Workplacesafetyand health 93/0 54/2 4 04/0 07/0 81/0 

Provideopportunitiescontinuousgrowthand 

security. 

93/0 71/2 4 03/0 07/0 84/0 

The legalisminthe organization of work 96/0 56/1 4 18/0 04/0 47/0 

Working life،social ties 97/0 93/0 4 44/0 02/0 29/0 

Overall livingspace. 99/0 4/0 4 81/0 01/0 14/0 

IntegrationsandSocial Cohesion 98/0 81/0 4 51/0 02/0 25/0 

Development of human capabilities 
 

95/0 94/1 4 10/0 04/0 57/0 

 

Hypothesis 2 (H2): There is relation between 

organizational operation scopes and all elements of 

work life quality. 

F  coefficients in Table 2 indicate there is a 

significant and positive relation betweeneach element 

of organizational financial operation scopes, client, 

internal learning processes, growth and all  work life 

quality elements (P=0.05). So H2 is confirmed in 

four cases. The common rate between financial scope 

and allwork life quality elements is o.16 and 

statistical potency is 0.99 indicating the sample 

amount is enough for the hypothesis. The common 

rate between client scope and allwork life quality 

elements is 0.10 and statistical potency is 

0.86indicating the sample amount is enough for the 

hypothesis.  

The common rate between learning and growth 

scope withallwork life quality elements is 0.14 and 

statistical potentiality 0.99 indicatingthe sample 

amount is enough for the hypothesis. 
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Table 2:Manoa analysis findings: Relation between each element of all organizational operation scopes and all work life quality elements. 
Perspectivesorga

nizational 
performance 

Square root 

ofthe sum of 
Degrees of 

freedom 

 

The 

RootMean 
Coefficientf The 

significance 
level 

The 

subscription 
rate 

Statistical 

power 

 
Financial 

perspective 
Customer 

perspective 
Viewinternal 

process 
Viewoflearning 

 

28/21 

16/11 

70/22 

98/17 

 

8 

8 

8 

8 

 

66/2 

39/1 

83/2 

24/2 

 

83/3 

26/2 

23/4 

27/3 

 

0001 ./

02 ./

0001/0 

002 ./

 

16/0 

10/0 

18/0 

14/0 

 

 

 

99/0 

86/0 

99/0 

97/0 

 

 

Conclusion: 

 

The study was to examine the relation between 

work life quality and Payam Noor (Remote learning) 

university personnel's organizational operation 

scopes, West Azerbaijan Province. Considering the 

university personnel play essential role in its 

profitability the university should meet their material 

and spiritual needs and creates appropriate work 

environment for them to do their duties better?If the 

personnel's work life quality is emphasized more in 

order to be improved, they feel dependency and 

responsibility and then their potential increases. If 

the personnel's life quality is improved, they desire 

more success and have more creativity, efficiency 

and effectiveness. H1 analysis indicated that there is 

a positive and significant relation between safe and 

hygienic work environment and all organizational 

operation scopes. The H1 findings were in accord 

with the findings of Lau, Loier et al. and 

Kasaeibecause they found the same findings in their 

studies.  

H2 indicates there is a positive and significant 

relation between each element of organizational 

operation (Financial, client, internal learning 

processes and growth) scopes andallwork life 

elements(Fair and enough payments, safe and 

hygienic work environment, providing growth 

possibility, continuous security, rules observation  in 

the organization, social dependence of work life, 

general life space, social integration and human 

potentials development)and the common 

ratesoffinancial scopes, client, internal processes, 

learning and growth with all work life elements are 

0.16, 0.10, 0.18 and0.14, respectively.  The 

hypothesis findings are in accord with the findings of 

Loier et al. and Abdolmalekiet al.[7] because they 

found the same findings. The work life quality is a 

vast and comprehensive program which increases 

personnel’s function, enhances their learning and 

helps them in managing and changes. So by virtue of 

the study findings it is possible to develop 

considerably the organization profitability by 

creating a safe and sound environment where 

personnel feel calmness. 
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