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 The aim of this study is to determine the quality of work life of faculty and staffs in 

Payame Noor University of Golestan using descriptive survey research method. The 

population of research consisted of all the professors and staffs of this university, the 

sample comprised of 80 staffs and 80 faculty members selected by Table Jersey and 
Morgan and random sampling. Data were analyzed using a QWL questionnaire 

developed by the researchers. The reliability of the questionnaire was achieved 86% via 

Cronbach Alpha technique and the results were analyzed by SPSS software using One-
Way ANOVA test. Four questions were developed in this research and the results 

showed: no difference was found between professors and staff's quality of work life in 

universities of Golestan Province. Among components of QWL of Golestan universities 
professors, only the component space of working life is statistically significant. Also, 

for QWL of staffs, the difference between the components social dependency of work 

life, space of working life, and social integrity and cohesion of three universities is 
significant. 
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INTRODUCTION 

 

 Today's, society is organizational community. Nowadays, a major part of our lives spends in organizations 

or in relation to them. Any organization doing specialized or multiple tasks makes the particular and general 

purposes happen for the society and people. These goals and tasks are more complex and difficult than to be 

reached and accessed by a person or small group. Hence, the flow of life depends on organizations; and 

community development and conservation relies on work and their efficient function. The people do their works 

in organizations more effectively. As a result, the quality of organizations activities and the performance of 

society affairs are influenced by how people do. 

 Nowadays, undoubted workforce is the most prominent capital that organizations hold. One of the solutions 

that can help organizations to be successful is the managers efficiently utilize their human capital. In other 

words, they have productive workforce. So, the importance of this study on one hand depends on the 

significance of productivity of workforce and sustainability of organizations and on the other hand significance 

of the quality of work life and its direct role in utilization of human resources. For the first time, the term 

"QWL" was introduced during an international conference on workplace relations regarding work matters in 

House of Jordan in 1972. After General Motors and the United Auto workers began a program to reform and 

rebuild work, QWL devoted more attention [36]. Concern for the quality of work life peaked in 1970s. This 

concern was obtained after the traditional areas of scientific management and bureaucracy consequences arising 

from anti-humanistic work conditions, task-oriented, impersonal, and unrewarding and often not efficiently was 

created. As a result, abused all levels of personal dignity, and violated human resources. Then this concern 

subsided in 1980s and again became predominant in the 1990s. In other words, the concept of QWL has been 

used about 30 years ago. QWL can increase with reaction and response to individual needs and enthusiasm 

[41,61]. 

 Robbins has defined QWL as a process by which an organization through the development of a number of 

mechanisms respond to employees' needs. And allow them to fully participate in their decision making that 

design their working lives. The quality of work life is a multidimensional construct that may not be immortal 

and global one [36]. The quality of work life is a complex issue consisting of work environment variables and 
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the individual general assessment of his job. This environment will increase in term of intensity and complexity; 

and job opportunities will have further change by forming networks that influence on education and university. 

Stability and predictability in workplaces are characteristics that are determined as a part of the quality of work 

life, while the current educational environment are characterized by instability and unpredictability. Quality of 

work life means the kind of person attitude toward his job. It means to some extent of mutual trust, respect, 

appreciation, interesting works, and suitable opportunities for investment (material and spiritual) have been 

provided for employees by managers in workplaces. The amount of quality of work life within the organizations 

is estimated through measurement of satisfaction, low absenteeism, and high motivation of employees.  

 Though the teachers and staff of the universities are the representative of the highest working group in 

educational system of Iran; and despite the importance of the quality of work life, basic needed resources for 

their works are not provided and few studies have investigated the nature of work, working environment and 

their quality of work life, while the study provides useful feedback for leaders who are eager to manage staff 

and organizational outcomes. There are deficiencies in the system including unsuitable physical environment for 

work training, and poor communication with other non-professional and professional groups. Also, because they 

have few representatives in discussions of management and policy at the macro level, they are unable to meet 

basic requirements for work [13]. 

 Researches have examined attention to the quality of work life of employees and have shown that attention 

to the important issues of executive individuals' work lives in the middle level can affect the behavior, daily 

performance and services the institute provides. Managers' Close attention to the QWL variables can accelerate 

more humane working environment [30]. However, the quality of work life needs a collaborative effort between 

managers and employees. Commitment to the development of a common understanding from what the meaning 

of QWL in a particular organization is has created a movement in quality improvement activities. The 

examination of QWL inner experience of the organization's members, along with mechanisms for sharing and 

negotiation about the meaning within and across organizational units, are the first stages in innovations (based 

on quality of work life) [55].  

 On The other hand, labor productivity and in-depth review of it are one of the priorities for development of 

any organization. Universities have also been no exception; and in recent years, many of them have tried to 

increase the size and quality of labor productivity. So they can effectively manage them in the competitive 

environment and the lack of resources, and ensures their survival. Because of the productivity is a factor that 

ensures durability and survival of organizations in the present competitive world [60]. Also, according to 

expansion of level of competition, technological complexity, the variety of tastes, resource shortage, rapid 

exchange of information, the importance of productivity and its examination is not secret [5]. 

 The purpose of this research is the understanding of the quality of working life and its scales in the 

universities' staffs of province Golestan. And its achievements can give clear information of this variable to the 

officials and planners of universities of Golestan. Thus, the study and knowledge of the quality of work life of 

employees is essential. In this study, we intend to respond to this question: how is the quality of work life of 

employees?  

 

Research Objectives: 

General Objectives: 

 Study of the quality of work life of faculty members and staff of Universities of Golestan 

 

Secondary Objectives: 

 Determination and explanation of quality of work life of faculty members of Golestan Universities 

 Determination and explanation of quality of work life of staff of Golestan Universities 

 Identification of the components of QWL of Faculty members of Golestan Universities 

  Identification of the components of QWL of staff of Golestan Universities 

 The comparison and evaluation of QWL of Faculty members of Golestan Universities 

 The comparison and evaluation of QWL of staff of Golestan Universities 

 

Research Methodology: 
 This study was conducted used a descriptive survey study. The population comprises all staff and faculty of 

Universities of Medical Sciences, Jame University of Golestan, and PN University. The sample consisted of 80 

staff and 80 faculty members and calculated through Standings Jersey and Morgan. They were selected through 

relative Stratified random sampling and also used Descriptive- Solidarity research method. 

 The baseline data were collected using two researcher-made questionnaires. which includes 30 questions, 

Questions 1 to 3 relate to the first dimension of Walton Model (fair pay) and the first question's options scores 

are reversed, questions 4 to 7 relate to the second dimension (healthy and safe work environment), questions 8 

to 12 of the third dimension (providing growth opportunities and job security), questions 13 to 15 relate to the 

fourth dimension (legalism at work), questions 16 to 18 relate to the fifth dimension (social dependence of work 
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life), questions 19 to 21 relate to the six (total living space) that options of question 19 have inverse scores. 

Questions 22 to 26 relate to the seven (integration and social cohesion) and questions 27 to 30 relate to the 

eighth dimension (development of human capabilities). After determining validity by faculty advisors and some 

management specialists, Cronbach alpha test for validity was obtained 86%. Data were analyzed using SPSS 

statistical software version 16 and research questions were examined using one-way ANOVA test.  

 

Results: 

First question:  
Table 13: Descriptive Indicators of the First Question . 

(How is the quality of work life of faculty in Golestan Universities?) 

Faculty Number mean Standard 

deviation 

Standard 

deviation of 

error 

Confidence interval 95% 

for mean 

Maximum minimum 

Lower 
limit 

Higher 
limit 

Payame noor 30 92.17 12.020 2.195 87.68 96.66 62 114 

Medical 

University 

30 95.30 13.147 2.400 90.39 100.21 62 120 

Jame 
University 

20 95.75 8.884 1.987 91.59 99.91 75 113 

Total 80 94.24 11.752 1.314 91.62 96.85 62 120 

 

 As you can see, the Mean of quality of work life of PNU professors is less than any other universities in 

other provinces. 

 
Table 14: One-way ANOVA of the quality of work life of faculty. 

sig F Mean squares df Sum squares  

.476 .749 104.135 2 208.271 Variance between groups 

138.990 77 10702.217 Within-groups variance 

 79 10910.488 Total 

  

 Because of the variance between groups is (f = 0.749) and sig = 0.479, this test is not significant at p<0.05. 

This means that the mean difference between three academic groups was not significant, and the quality of work 

life in all three universities is statistically the same. 

 

Second question: 
Table 16: Descriptive Indicators of the Second Question. 

 (How is the quality of work life of staff?) 

Staff Number Mean Standard 

deviation 

Error of Standard 

deviation 

Confidence interval 

95% for mean 

Maximum minimum 

Lower 

limit 

Higher 

limit 

PNU 30 98.13 10.133 1.850 94.35 101.92 80 125 

Medical 
university 

30 91.70 13.381 2.443 86.70 96.70 60 117 

Jame 

university 

20 92.75 6.828 1.527 89.55 95.95 83 108 

total 80 94.38 11.108 1.242 91.90 96.85 60 125 

 

 As you can see, the mean of QWL of PNU staff is more than other provinces. And this is exactly quite 

unlike the quality of work life of faculty members that was less than other universities. And maybe this is a sign 

of PNU employee-oriented.  

 
Table 17: One-Way ANOVA of the quality of work life of staff. 

sig F Mean squares df Sum squares  

.059 2.939 345.617 2 691.233 Variance between groups 

117.604 77 9055.517 Within-groups variance 

 79 9746.750 Total 

 

 Because of the variance between groups is (f =2.939) and sig = 0.059, this test is not significant at p<0.05. 

This means that the mean difference between three academic groups was not significant, and the quality of work 

life in all three universities is somewhat the same. 

 

Third question: 

 (How are the components of the quality of work life of professors?) 
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Table 19: Descriptive Indicators of components of the quality of work life of faculty. 
components professors Number  Mean  Standard 

deviation 

Standard 

error of 
deviation 

Confidence interval 

95% for mean 

max min 

Low 

limit 

High 

limit  

Fair pay PNU 30 8.27 1.999 .365 7.52 9.01 5 12 

Medical  30 8.83 1.895 .346 8.13 9.54 4 13 

Jame  20 9.15 2.477 .554 7.99 10.31 4 13 

Total  80 8.70 2.095 .234 8.23 9.17 4 13 

Healthy and safe 

work environment 

PNU 30 10.47 3.104 .567 9.31 11.63 4 15 

Medical  30 12.13 2.825 .516 11.08 13.19 6 17 

Jame  20 11.40 3.440 .769 9.79 13.01 5 17 

Total  80 11.32 3.137 .351 10.63 12.02 4 17 

Providing Growth 
opportunities and 

job security  

PNU 30 15.10 3.575 .653 13.76 16.44 6 20 

Medical  30 15.57 3.901 .712 14.11 17.02 7 23 

Jame  20 13.65 3.233 .723 12.14 15.16 7 20 

Total  80 14.91 3.657 .409 14.10 15.73 6 23 

Legalism at work  PNU 30 8.43 2.885 .527 7.36 9.51 3 14 

Medical  30 9.13 3.235 .591 7.93 10.34 4 15 

Jame  20 9.65 2.207 .494 8.62 10.68 6 14 

Total  80 9.00 2.882 .322 8.36 9.64 3 15 

Social dependence PNU 30 10.97 2.399 .438 10.07 11.86 4 15 

Medical  30 10.43 2.837 .518 9.37 11.49 5 15 

Jame  20 10.85 2.601 .582 9.63 12.07 4 14 

Total  80 10.74 2.599 .291 10.16 11.32 4 15 

Total living space PNU 30 7.73 2.504 .457 6.80 8.67 3 12 

Medical  30 9.23 1.960 .358 8.50 9.97 4 12 

Jame  20 9.75 1.832 .410 8.89 10.61 7 14 

Total  80 8.80 2.291 .256 8.29 9.31 3 14 

Social integration 
and cohesion 

PNU 30 17.13 3.192 .583 15.94 18.33 10 24 

Medical  30 16.40 3.673 .671 15.03 17.77 9 23 

Jame  20 18.75 3.626 .811 17.05 20.45 9 24 

Total  80 17.26 3.564 .398 16.47 18.06 9 24 

Development of 

human capabilities 

PNU 30 14.07 2.100 .383 13.28 14.85 10 19 

Medical  30 13.57 3.277 .598 12.34 14.79 7 20 

Jame  20 12.55 3.605 .806 10.86 14.24 4 19 

Total  80 13.50 3.006 .336 12.83 14.17 4 20 

 

 As you can see, the mean of components fairly pay, healthy and safe working environment, work life social 

dependency, legalism at work, and total living space are less than any universities in other provinces. But in 

components developing human capabilities and social dependency of work life, the mean of professors of PNU 

is more than other universities. In other dimensions, the condition of PNU is in the middle. 

 
Table 20: One-Way ANOVA of components of work life of the professors. 

components Sum of squares Sum of squares df Mean of squares F sig 

 

 
Fairly pay 

Variance between groups 10.217 2 5.108 1.169 .316 

Within-groups variance 336.583 77 4.371 

Total 346.800 79  

Healthy and safe 
work environment 

Variance between groups 41.817 2 20.908 2.188 .119 

Within-groups variance 735.733 77 9.555 

Total 777.550 79  

Providing Growth 

opportunities and 
job security 

Variance between groups 45.771 2 22.885 1.744 .182 

Within-groups variance 1010.617 77 13.125 

Total 1056.388 79  

Legalism at work Variance between groups 18.617 2 9.308 1.125 .330 

Within-groups variance 637.383 77 8.278 

Total 656.000 79  

Social dependence Variance between groups 4.604 2 2.302 .335 .716 

Within-groups variance 528.883 77 6.869 

Total 533.488 79  

Overall living 

space 

Variance between groups 57.817 2 28.908 6.235 .003 

Within-groups variance 356.983 77 4.636 

Total 414.800 79  

Social integration 

and cohesion 

Variance between groups 67.071 2 33.535 2.758 .070 

Within-groups variance 936.417 77 12.161 

Total 1003.488 79  

Development of 

human capabilities 

Variance between groups 27.817 2 13.908 1.561 .217 

Within-groups variance 686.183 77 8.911 

Total 714.000 79  
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 As you can see, only in the component work life space, sig is 0.03 which indicate that the mean difference 

of the quality of work life of faculty members in all three universities is significant. In other components, there 

is no difference among professors.  

 The ANOVA test checks the mean difference of the three universities at the same time and does not tell us 

which university differs from others in components of QWL. So in order to answer the question of what 

significant difference is between which universities, Bonferroni post hoc test was used for post-mortem. The 

result is shown in table 21. 

 
Table 21: Bonferroni post-mortem test from the components of professors' QWL. 

Component of 

QWL 

Staff Difference of 

mean 

Error of standard 

deviation 

sig Difference interval 95% 

Low limit High limit 

 

Overall living 
space 

PNU- medical -1.500* .556 .026 -2.86 -.14 

PNU- Jame -2.017* .622 .005 -3.54 -.50 

Medical- PNU 1.500* .556 .026 .14 2.86 

Medical- Jame -.517 .622 1.000 -2.04 1.00 

Jame-PNU 2.017* .622 .005 .50 3.54 

Jame- Medical .517 .622 1.000 -1.00 2.04 

 

 As can be inferred from Table 21 using Bonferrony post-mortem test, there is a significant difference 

between PNU and Medical university (sig=0.026), and also between PNU and Jame university (sig=0.005) in 

component overall living space. But such differences were not seen between Jame and Medical University 

(sig=1.00). 

 

Fourth question: 

(How are the components of QWL of staff?) 

 
Table 22: descriptive indicators of components of staffs' QWL. 

component staff number Mean Standard 

deviation 

Error of 

standard 

deviation 

Difference interval 

95% 

max min 

Low 
limit 

High 
limit 

Fairly pay PNU 30 9.17 1.487 .272 8.61 9.72 4 12 

Medical 30 8.87 1.943 .355 8.14 9.59 5 12 

Jame 20 8.40 1.903 .426 7.51 9.29 5 13 

Total 80 8.86 1.777 .199 8.47 9.26 4 13 

Healthy and safe 
work environment 

PNU 30 11.37 2.566 .469 10.41 12.32 6 17 

Medical 30 10.67 3.304 .603 9.43 11.90 5 19 

Jame 20 12.15 1.899 .425 11.26 13.04 9 15 

Total 80 11.30 2.762 .309 10.69 11.91 5 19 

Providing Growth 

opportunities and 
job security 

PNU 30 15.90 3.055 .558 14.76 17.04 11 22 

Medical 30 14.27 3.769 .688 12.86 15.67 8 24 

Jame 20 15.85 2.560 .573 14.65 17.05 12 20 

Total 80 15.28 3.292 .368 14.54 16.01 8 24 

Legalism at work PNU 30 9.67 2.090 .382 8.89 10.45 4 13 

Medical 30 9.43 2.128 .389 8.64 10.23 6 14 

Jame 20 10.20 2.167 .484 9.19 11.21 6 14 

Total 80 9.71 2.118 .237 9.24 10.18 4 14 

Social dependence PNU 30 11.57 1.716 .313 10.93 12.21 7 15 

Medical 30 11.10 1.936 .353 10.38 11.82 6 15 

Jame 20 8.95 2.762 .618 7.66 10.24 4 14 

Total 80 10.74 2.326 .260 10.22 11.26 4 15 

Total living space PNU 30 9.03 1.402 .256 8.51 9.56 6 11 

Medical 30 8.10 2.218 .405 7.27 8.93 3 13 

Jame 20 9.55 1.638 .366 8.78 10.32 8 14 

Total 80 8.81 1.877 .210 8.39 9.23 3 14 

Social integration 

and cohesion 

PNU 30 17.27 2.050 .374 16.50 18.03 14 23 

Medical 30 16.07 3.581 .654 14.73 17.40 8 25 

Jame 20 15.10 3.323 .743 13.54 16.66 8 22 

Total 80 16.28 3.106 .347 15.58 16.97 8 25 

Development of 

human capabilities 

PNU 30 14.17 2.052 .375 13.40 14.93 10 19 

Medical 30 13.20 2.280 .416 12.35 14.05 8 18 

Jame 20 12.55 2.685 .600 11.29 13.81 7 17 

Total 80 13.40 2.369 .265 12.87 13.93 7 19 

 

 As you can see, the mean of the components fairly pay, healthy and safe working environment, social 

dependency of work life, legalism at work, and total living space are more than any universities in other 

provinces. And in conjunction with other components, status of PNU is average. 
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Table 23: One-Way ANOVA test of the components of staffs' QWL. 

component Sum of squares Sum of squares df Mean squares F sig 

Fairly pay Variance between 
groups 

7.054 2 3.527 1.120 
 

.331 
 

Within-groups 

variance 

242.433 77 3.148 

Total 249.487 79  

Healthy and safe 

work environment 

Variance between 

groups 

26.617 2 13.308 1.778 

 

.176 

 

Within-groups 

variance 

576.183 77 7.483 

Total 602.800 79  

Providing Growth 

opportunities and job 

security 

Variance between 

groups 

48.833 2 24.417 2.329 

 

.104 

 

Within-groups 
variance 

807.117 77 10.482 

Total 855.950 79  

Legalism at work Variance between 

groups 

7.154 2 3.577 .793 

 

.456 

 

Within-groups 
variance 

347.233 77 4.510 

Total 354.388 79  

Social dependence Variance between 

groups 

88.471 2 44.235 10.047 

 

.000 

 

Within-groups 

variance 

339.017 77 4.403 

Total 427.488 79  

Total living space Variance between 
groups 

27.571 2 13.785 4.235 
 

.018 
 

Within-groups 

variance 

250.617 77 3.255 

Total 278.188 79  

 

Social integration 

and cohesion 

Variance between 

groups 

58.417 2 29.208 3.197 

 

.046 

 

Within-groups 

variance 

703.533 77 9.137 

Total 761.950 79  

Development of 

human capabilities 

Variance between 

groups 

33.283 2 16.642 3.126 .050 

Within-groups 
variance 

409.917 77 5.324 

Total 443.200 79  

 

 As it can be seen, in the component social dependency of work life, sig=000, the component total living 

space sig=0.018 and in the component social cohesion and integration, sig= 0.046 which shows that the mean 

difference of QWL of three universities' faculty in three component is significant. In other components, there 

was no difference between professors. 

 As the ANOVA test checks out the difference of mean of the three universities components simultaneously, 

and does not tell us in the components of the quality of work life, which university differs from other 

universities, therefore, in order to answer this question, a post hoc test (post-mortem Ben Ferroni) was used 

which results are presented in Table 24.  
 

Table 24: Ben Ferroni post-mortem test from the components of staffs' QWL. 

 

component 

staff Difference of 

mean 

Error of standard 

deviation 

sig Difference interval 95% 

Low limit High limit 

Social dependence 
of work life 

PNU-Medical .467 .542 1.000 -.86 1.79 

PNU-Jame 2.617* .606 .000 1.13 4.10 

Medical-PNU -.467 .542 1.000 -1.79 .86 

Medical-Jame 2.150* .606 .002 .67 3.63 

Jame-PNU -2.617* .606 .000 -4.10 -1.13 

Jame-Medical -2.150* .606 .002 -3.63 -.67 

 
 

Space of work life 

PNU-Medical .933 .466 .146 -.21 2.07 

PNU-Jame -.517 .521 .973 -1.79 .76 

Medical-PNU -.933 .466 .146 -2.07 .21 

Medical-Jame -1.450* .521 .020 -2.72 -.18 

Jame-PNU .517 .521 .973 -.76 1.79 

Jame-Medical 1.450* .521 .020 .18 2.72 

Social integration 
and cohesion 

PNU-Medical 1.200 .780 .385 -.71 3.11 

PNU-Jame 2.167* .873 .046 .03 4.30 

Medical-PNU -1.200 .780 .385 -3.11 .71 

Medical-Jame .967 .873 .814 -1.17 3.10 



390                                                    Dr. Habib Allah Najafi Hezarjaribi, 2014 

Advances in Environmental Biology, 8(17) September 2014, Pages: 384-394 

Jame-PNU -2.167* .873 .046 -4.30 -.03 

Jame-Medical -.967 .873 .814 -3.10 1.17 

Development of 
human capabilities 

PNU-Medical .967 .596 .326 -.49 2.42 

PNU-Jame 1.617 .666 .053 -.01 3.25 

Medical-PNU -.967 .596 .326 -2.42 .49 

Medical-Jame .650 .666 .997 -.98 2.28 

Jame-PNU -1.617 .666 .053 -3.25 .01 

Jame-Medical -.650 .666 .997 -2.28 .98 

 

 As can be inferred from Table 24, using post hoc (post-mortem Ben Ferroni) declared that in the component 

(social dependency of work life) of employees, the difference between the mean of PNU and Jame University 

(sig=000) and also Jame and Medical Universities (sig=0.002) is significant. But between PNU and Medical 

(sig=1.00) there was no difference. In the component (total living space), only between the mean of Jame and 

Medical University (sig=0.020), the difference is significant. But no difference was seen between PNU and 

Jame University (sig=0.973) and PNU and Medical University (sig=0.146). The mean of PNU and Jame 

university (sig=0.046) is significantly different in the component social integration and cohesion. But no 

difference was seen between Jame and Medical university (sig= 0.814), and also between PNU and Medical 

university (sig=0.385). And in the other components, there was no significant difference between university 

staffs. 

 

Conclusion: 

 The research finding declared that the mean of the quality of work life of PNU professors is 17.92, Medical 

University 30.95 and Jame University 75.95. To determine the significance of the difference between the mean 

of QWL of Universities' faculty, One-Way ANOVA Test was used. The test results indicate that the mean 

difference between three groups of professors from Golestan Universities is not statistically significant. And the 

quality of life in every three Universities statistically is the same. But can be inferred from figures and statistics 

that in comparison to other universities, the mean of QWL of PNU professors is so far. It means that the mean of 

QWL of PNU professors is less than other universities. It could have two reasons. The first reason is perhaps 

due to less attention to staffs of PNU, because it is an open and Distance University and its faculty members are 

very few. So Ministry of Science should pay more attention to life condition of PNUs' professors, because of 

importance of this University around the country. The second reason is based on Mr.Talkhabis study. In his 

research, He concluded that there is direct relationship between work holism and QWL of professors. So the 

professors who have work holism, have good quality of work life. As the professors in PNU don’t have too 

much power in education and they are less involved, naturally the quality of their work lives will be lower than 

other professors from other universities.  

 In association to the second question survey, results reveal that the mean of QWL of PUN staffs is 93.13, 

Medical University 91.70 and Jame University is 92.75. The test results indicate that the means difference of 

staffs in Golestan Universities is not significant.  But the quality of life in each three universities statistically is 

the same. And can be inferred that the mean of QWL PNU staff is more than other universities. This is exactly 

quite unlike the situation of QWL of professors in first question. Maybe this is a sign of PNU employee-

oriented. Based on the results from Shojaee and Khazayi, clearly explanation of the mission and vision of 

organizations for employees, poll of them about the organization's values, and efforts to address mental health 

and living conditions of employees can result in accepting the goals and values of the organizations.  

 Also, according to the findings from the components of QWL of Golestan Universities' faculty, the 

difference of component total living space in three universities faculty is statistically significant. But in other 

components there was no significant difference among universities' faculty members. In other words, in this 

component there is significant difference between the mean of Medical and PN Universities, and also PN and 

Jame Universities. But such difference was not seen between Medical and Jame Universities. 

 In association to the fourth question that was the difference between components social dependency of 

work life and work life space, and Social integration and cohesion of staffs in three universities, findings 

represented a significant difference in the mean of QWL of universities' faculties. But there was no difference 

between faculties in other components. In other words, there is a significant difference between the mean of 

PNU and Jame University and also Jame and Medical Universities' staffs in the component social dependency of 

work life. But there is no such significant difference between PN and Medical universities. In component space 

of work life of staffs, there was a significant difference just between the mean of Jame and Medical Universities. 

But between PNU and Jame University, and PNU and Medical University no significant difference can be seen. 

In the component Social integration and cohesion, there is a significant difference between PNU and Jame 

University, but no significant difference can be seen between Jame and Medical, and also PNU and Medical 

University. In other components there were no significant differences between universities' staffs. Today's, one 

major problem of educational organizations is the prevalence of poor quality of work life. The administrators of 

educational systems are faced to increasing expectations for participatory and more humanistic working 
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environment, the pressure to control costs while increasing efficiency and development of technology. They 

should learn to deal with staffs and make working environment as a learning environment for customer- 

employees' interaction. Since problems due to poor quality of work life were considerable and in addition to 

productivity, affect other aspects, managers can help increase the quality of work life regarding the effect of 

work on people and organizational effectiveness. Also, to increase the quality of work life, the survey and 

monitoring of work environment, issues determination and intervention application is essential. It is 

recommended that some efforts should be made to prevent the loss of quality of work life and consequently 

productivity. 

 

Suggestions: 

- We recommend the managers pay attention to various aspects of the workplace, and affect on the feeling of 

faculty and staffs regarding the quality of work life by increasing its quality and consequently also increase the 

efficiency of your unit. 

- It is suggested the factors affecting the quality of work life of faculty and staffs are determined based on 

priorities. Also, the factors affecting productivity should be examined. 

- You should design and perform some interventions to improve the quality of work life, and evaluate its 

effectiveness. 

- The scientific approach to examine how the quality of work life can be enhanced could be more effective in 

the context of the implementation of decent work in higher education. 

- We suggest you to pay special attention to the balanced role of work and providing the facilities to meet the 

basic needs of staffs' families in higher education. 

- It is suggested to not view the issue of the quality of work life within other issues, but it should be 

approached as a prerequisite. Also, it should be avoided the imagination that only one department or agency is 

responsible for this important affair; and it is better to address it in larger scale and with more seriously 

determination(will). 

- To have a qualified environment of work, the personnel should be the main element of organization, the 

man mind faces thinking and mental challenges, the environment develop and improve the person ability, and 

every thing will be done very well. 

- Giving new or better jobs to staffs represents that the organization values their success. And by doing this, 

encourages them to receive more success.  

- In order to institutionalize the quality of work life in higher education, it is better to form working groups. 

- Avoiding the madness in allocating scores to faculty members for promotion or changing scientific level 

(inordinate attention to publish articles), and instead increasing the importance and privilege of scientific and 

consulting services in doctrine of promotion, upgrade and status convert. 

- Definition of the profession of teaching and training (university level) as a super-profession and 

establishment of higher professional standards for hiring people who will work at teaching. 

- Using a permanent and consistent format in the public services of faculty members (if service projects have 

a logical sequence and stability, participation of faculty members will be reinforced). 

- Identifying types of communicative profiles of faculty members of universities and high education 

institutions, recognition of active and inactive isolated faculty members, and marginal faculty, indifferent ones, 

faculty members with high participation and academic politician. 

- Persuading active and inactive isolated faculty members to interact and cooperate more, and removing their 

communicational barriers by providing counseling or necessary skills to become more social. 

- Regulating Limits of academic freedom in the areas of publishing, teaching, working with internet, scoring 

system, teaching methods, evaluation, counseling services to students. 

- Elimination of gender inequality in favor of female faculty members in division and distribution of work in 

the field of teaching and research.  

 

Administrative and Applicable Recommendations: 

- Giving excessive salary, premium and welfare attendance to staffs causes culture of laziness and sloth. If 

these incentives are not based on scientific criteria and straight management practices, it cultivates quackery, 

flattery, abuse and fraud of others in order to acquire a higher social class and income in an organization. 

- Mentality reinforcement and psychic energy in work environment increase organizational and personal 

efficiency. If people feel very well doing some works, they try to carry out them very well. Also they try to find 

ways to work more effectively. Applying motivation is the easiest and most complex task of management.  

- One of needs we try to access, that is "to be ourselves". It means to be an individual who deserve that. 

Having motivation causes labor-intensiveness and this feature is clearly seen in the Japanese managers. Instill 

the feeling that social work has a personal aspect, creates close attachment to the labor.  
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- Consequently, the lack of attention to the quality of work life cause everyone try to look for ways to meet 

their needs. This problem causes more interference in social relations. And also increases depression due to 

future disappointment. 
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