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 The purpose of this paper is to determine the relationship between the employees’ 

perception of organizational culture and quality of work life (QWL). The researchers 
hypothesize that employees’ perception of organizational culture affects their QWL. 

We test this hypothesis using the structural equation model (SEM) instrument. This 

paper is based on two standard questionnaires: Denison’s questionnaire for assessing 
employees’ perception of organizational culture, and Walton’s questionnaire for 

evaluating their QWL. The Statistical data analysis has been proven that the employees’ 

perception of organizational culture affects the employees' QWL. There is no difference 
between the four cultural traits, and employees’ perception of the adaptability, 

involvement, consistency, and mission culture, all have a strong and positive effect on 

the employees’ QWL. Recommendations for practice and also future researches have 
been drawn in this paper. 
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INTRODUCTION 

 

 Considering the amount of time and energy people spend at their workplace, it is necessary for employees 

to be satisfied with their life at work. Since work takes an important place in many people’s life, it is likely that 

people's job and working environment not only affect their physical but also their psychological and mental 

well-being. One method for creating a unique and balanced workplace is to define policies and strategies for 

increasing the quality of work life in the organization and reinforce the related processes within the 

organizations’ socio-technical systems (Chan and Wyatt 2007). Sinha (2012) stated that if organizations are 

concerned about developing their human resources and gaining a competitive advantage in the marketplace, it 

seems necessary that they attend to one of their most precious assets, namely, their human resources by 

providing a high-quality work life experiences in order to respond to their various needs eliciting favorable job-

related responses in return (Sinha 2012). The notion “quality of work life” has received a great deal of attention 

in “organizational behavior” literature; and many studies have been done in this field. Most of the researches 

have studied QWL as an independent variable, and investigated the QWL relationship with variables like job 

satisfaction, organizational commitment, job involvement, morale, intention to quit, career development, 

individual and organizational productivity and performance (Havlovic 1991; Huang 2007; Koonmee et al. 2010; 

Lee et al. 2013; Li and Yeo 2010; Pavitra and Anju 2012). All of these researches have proved the importance 

and value of QWL for both employees and employers. few studies have examined factors affecting the QWL 

(Sinha 2012; Ahmad 2013; Baitul Islam 2012; Barzegar et al. 2012). This study aims to fill the niche by 

studying one of the variables that could have a potential impact on QWL (in fact individual’s perception of 

QWL), namely “organizational culture”. Goodman et al (2001). states that organizational culture shapes the 

implicit assumptions, values and beliefs that are shared by members of an organization, and operate 

unconsciously, These beliefs and expectations work as a normative order that powerfully affects how people 

perceive, think, feel and behave. Thus, organizational culture may directly or indirectly influences individual’s 

QWL (Goodman et al. 2001). The purpose of this research is to find out the relationship between individual’s 

perception of organizational culture and QWL.  
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Literature review: 

Quality of work life: 

 The term “quality of work life” originated from the concept of open socio-technical system introduced in 

1970s that helps to ensure autonomy, interdependence, and self-involvement at work with the idea of “best fit” 

between technology and social organization. Although the open socio-technical system is a traditional and basic 

concept, it supposes that those job conditions that satisfy the social and psychological needs of the employees 

are critical to achieve optimal system performance and the “right” technical organization. An improved QWL 

initiative helps to fulfill technical and social requirements of job in the organizations (Adhikari and Gautam 

2010).  

 Although QWL originated over three decades ago, the researchers' interest in this field is still noticeable. 

During the 1990s, scholars and practitioners revived an interest in the study of QWL and this concept has been 

recognized as a great concern and after a short period of time its importance increased for the organizations and 

their human resources both in terms of employees’ job satisfaction and in terms of the ultimate performance of 

the organization (Chan and Wyatt 2007). QWL is a philosophy which believes that people are the most 

important resource in the organization as they are reliable, responsible and competent, and they should be 

treated with dignity and respect (Che Rose et al. 2006). Some researchers illustrate QWL as a hierarchical 

concept that include non-work domains such as life satisfaction (at the top of the hierarchy), job satisfaction (at 

the middle of the hierarchy), and other work-related facets of job satisfaction such as pay, co-workers, and 

supervisors (at the bottom of the hierarchy) (Sinha 2012). There is no certain and widely accepted definition of 

QWL, and there are various definitions of this concept (Adhikari and Gautam 2010). Some of the most repeated 

definitions are defined as below: 

 Nadler and Lawler III (1983) stated that QWL refers to “an individual’s perception of, and attitudes 

towards, his or her work and the total working environment” (Sinha 2012). Robbins and Judge (2009) defined 

QWL as “a process by which an organization responds to employees’ needs by developing mechanisms to allow 

them to share fully in making the decisions that design their lives at work” (Robbins and Judge 2009). QWL is 

the perceptions to which the organizational environment satisfies the full range of employees’ needs for their 

well-being at work (Koonmee et al. 2010). 

 Walton (1973) proposed eight major conceptual categories that provide a framework for analyzing the 

prominent features of QWL. These factors include: Adequate and fair compensation, Safe and healthy working 

conditions, Immediate opportunity to use and develop human capacities, Future opportunity for continued 

growth and security, Social integration in the work organization, Constitutionalism in the work organization, 

Work and the total life space, and the Social relevance of work life (Walton 1973). The benefits of QWL 

initiative go to both employees and employers. Employees believe that with the existence of QWL initiatives 

they feel safe, relatively well satisfied and able to grow and develop (Adhikari and Gautam 2010). Employers 

can expect to see reduction in minor accident, grievance, absenteeism, and turnover rates through the installation 

and institutionalization of a QWL process (havlovic 1991).  

 Researches on QWL suggest that there are different relationships between the work life satisfaction, and for 

instance, employees’ engagements in work, and their commitment to the work. The commitment of employees 

can be encouraged by an organization only through improving their quality of work life (Ahmad 2013). 

Common beliefs support the claim that QWL will positively nurture a more flexible, loyal, and motivated 

workforce, which are essential in determining the company’s competitiveness (Lau and May 1998). It is 

suggested that companies providing better QWL and supportive working environments will likely become more 

successful in hiring and retaining valuable people. Besides better human resource outcomes, the practices of 

QWL seem to also promote business performance (Huang et al. 2007). In sum, the main benefits of an effective 

QWL program are improved working conditions mainly from employee’s perspective and greater organizational 

effectiveness basically from an employer’s perspective (Adhikari and Gautam 2010).  

 The elements that are relevant to an individual quality of work life include task, working environment, 

organizational culture, administrative system and the relationship between on the job and off the job life (Baitul 

Islam 2012). As we can see, one of the elements that could have a relationship with, and affect employees’ 

QWL, is “organizational culture”.  

 

Organizational culture: 

 The idea of considering organizations as cultures, where there is a system of shared meaning among 

members, is a relatively recent concept. The origin of culture as an independent variable affecting employee’s 

attitude and behavior can be traced back to the notion of institutionalization. Institutionalization operates to 

create shared understandings among members about what is appropriate and, fundamentally, acceptable 

behavior (Robbins and Judge 2009, 584-585). Current literature in organizational culture has its roots in the 

early 1980s. Deal and Kennedy (1982) and Peters and Waterman (1982) focused attention on the strategic 

importance of organizational culture and stimulated interest in the topic (Denison, Haaland, and Goelzer 2003).  
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 Part of the difficulty in understanding culture is due to its elusive nature. Culture diffuses all over the 

organization and provides its distinctive character. Most of the internal characteristics in an organization evolve 

as a representative of its culture and vice-versa (Goodman et al. 2001). The biggest danger in trying to 

understand culture is to oversimplify it. This assumption that culture is just “the way we do things around here”, 

“the rites and rituals of our company”, “the company climate”, “the reward system”, “our basic values”, is no 

longer acceptable. These are all manifestations of the culture, but none is the culture at the level where culture 

matters (Schein 2009, 21).  

 To have a better understanding of organizational culture, some of the most cited definition are as given 

below:  

 Schein (2009) stated that “culture is a pattern of shared tacit assumptions that was learned by a group as it 

solved its problems of external adaptation and internal integration, that has worked well enough to be considered 

valid and, therefore, to be taught to new members as the correct way to perceive, think, and feel in relation to 

those problems” (Schein 2009, 27). Robbins and Judge (2009) believe that organizational culture refers to “a 

system of shared meaning held by members that distinguishes the organization from other organizations. This 

system of shared meaning is a set of key characteristics that the organization values” (Robbins and Judge 2009, 

585). Deal (1986) defined culture as the human invention that creates integration and meaning and inspires 

commitment and productivity. Uttal (1983) defined it as a system of shared values (what is important) and 

beliefs (how things work) that interact with a company’s people, organizational structures, and control systems 

to create behavioral norms (Lund 2003).According to the given definitions, organizational culture can influence 

how people set personal and professional goals, perform tasks and employ resources to achieve them. 

Organizational culture affects the way in which people consciously and unconsciously thinks and makes 

decisions (Lok and Crawford 2004). A number of scholars have developed frameworks for measuring 

organizational culture. Using data from 764 organizations, Denison and Mishra (1995) showed that four 

different cultural traits, namely involvement, consistency, adaptability, and mission, were related to different 

criteria of organizational effectiveness. Denison and Neale (1996), and Denison, Cho and Young (2000) 

expanded the four traits of organizational culture to include three sub-dimensions for each trait for a total of 12 

dimensions (Denison et al. 2003).  

 
Table 1: Cultural Traits’ Sub-dimensions 

Cultural Traits Sub-dimensions 

Involvement Empowerment 

Team Orientation 

Capability Development 

Consistency Core Values 

Agreement 

Coordination and Integration 

Adaptability Creating Change 

Customer Focus 

Organizational Learning 

Mission Strategic Direction and Intent 

Goals and Objectives 

Vision 

 

 Organizations can use the culture to affect the work, organization and life related perceptions and feelings 

of their employees. Thus, the potential influence of organizational culture on QWL is quite tangible and 

intelligible.  

 

Organizational culture and QWL: 

 A strong organizational culture not only gives direction to the behavior of the people but also makes them 

feel better about what they do and encourages them to work harder (Ahmad 2013). Baitul Islam (2012) in his 

study found that an appropriate organization culture, compensation policy, career growth and relative facilities 

can lead to a satisfied employee mindset and improved QWL, which ensure the overall organization 

productivity (Baitul Islam 2012).Organizational culture shapes the environmental experiences to which 

employees are exposed and to which employees will react. The relative balance of the four cultural traits within 

an organization’s culture could have a major impact on how its members view the QWL (Gifford et al. 2002). 

An organization with an involvement culture as its dominant culture has a different effect on perceptions and 

attitudes of its employees in comparison to when this organization has an adaptability culture, for example. 

Among scarce researches studying both organizational culture and QWL, Goodman et al. (2001) using the 

competing values framework for measuring organizational culture, reported that group cultural values are 

positively related to organizational commitment, job involvement, empowerment and job satisfaction, and 

negatively related to intent to turnover. While, hierarchical cultural values are negatively related to 

organizational commitment, job involvement, empowerment and job satisfaction, and positively related to intent 
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to turnover (Goodman et al. 2001). One of the imperfections of their study is that they didn’t measure QWL as 

an identifiable and unique variable, but considered QWL as the sum of outcomes named above. Instead, in this 

paper, researchers study QWL as a unique and measurable concept using Walton’s (1973) model. Considering 

the literature and researches published, and also author’s perception of the concepts, here is the main hypothesis 

and four secondary hypotheses: 

H1: the employees’ perception of organizational culture affects their QWL 

H1a: the employees’ perception of involvement culture affects the employees’ QWL 

H1b: the employees’ perception of consistency culture affects the employees’ QWL 

H1c: the employees’ perception of adaptability culture affects the employees’ QWL 

H1d: the employees’ perception of mission culture affects the employees’ QWL  

 

 
 

Fig. 1: illustrates the conceptual model of this research.. 

 

Method: 

 The population in this study comprises the employees of seven large companies in an industrial park in Iran 

with 2144 employees in-total. A sample of 250 employees were selected and questionnaires were distributed 

among these seven companies using stratified random sampling method (considering the size at each company). 

A total of 190 completed questionnaires were returned, but only 172 was usable for data analysis (representing a 

response rate of 68.8 percent).  

 72.7 percent of the respondents were male and the rest were female. In terms of age group, 52.2 percent of 

the respondents were under 30 years old, 39.5 percent were between 31-40 years old, 7 percent were between 

41-50 years old, and 2.3 percent were more than 50 years old. In terms of marital status, 71.5 percent of the 

respondents were married, and the rest were unmarried. With respect to organizational level, 57 percent of the 

respondents were operational employees, 24.3 percent were at supervisory positions, and 18.7 percent were at 

managerial levels. In terms of work experience, 52.9 percent of the respondents had less than 5 years of 

experience, 44.8 percent had between 5-15 years of experience, and 2.3 percent had more than 15 years of 

experience.  

 Organizational culture was measured using Denison et al. (2003) organizational culture model. This model 

consists of four cultural traits named involvement culture, consistency culture, adaptability culture, and mission 

culture. The standard questionnaire comprises 60 items representing 15 items for each of the four traits (five 

items for each sub-dimensions). Using the professors and experts’ viewpoints, 12 items were eliminated because 

of some overlap with other items, and also the sentences became simplified to be understandable for every 

employees.  

 A five-point interval scale was employed to measure each of the responses. The respondents were asked to 

indicate their responses ranging from 1 (strongly agree) to 5 (strongly disagree). The internal consistency 

(Cronbach’s ) were obtained in order to assess the reliability of the measurement instruments. The Cronbach’s 

 for the organizational culture and each of the four cultural traits were acceptable (table 1).  

 
Table 2: Cronbach’s  for OC and its traits 

Variables Cronbach’s  

Organizational culture 0/7 

Involvement culture 0/8 

Consistency culture 0/8 

Adaptability culture 0/7 

Mission culture 0/8 

 



31                                                                     Sepanta Sokouti et al, 2014 

Advances in Natural and Applied Sciences, 9(4) April 2015, Pages: 27-33 

 QWL was measured using Walton (1973) standard 32-items instrument consisting of the following eight 

factors: 

 Adequate and fair compensation; 

 Safe and healthy working conditions; 

 Immediate opportunity to use and develop human capacities; 

 Future opportunity for continued growth and security; 

 Social integration in the work organization; 

 Constitutionalism in the work organization; 

 Work and the total life space; and 

 Social relevance of work life 

 A five-point interval scale was used, ranging from 1 (strongly agree) to 5 (strongly disagree). Table 2 

displays The Cronbach’s  for the QWL and its eight factors. 

 
Table 3: Cronbach’s  for QWL and its factors 

variables Cronbach’s  

Quality of work life 0/7 

Adequate and fair compensation 0/7 

Safe and healthy working conditions 0/7 

Immediate opportunities to use and develop human capacities 0/7 

Future opportunity for continued growth and security 0/7 

Social integration in the work organization 0/7 

Constitutionalism in the work organization 0/8 

Work and the total life space 0/7 

Social relevance of work life 0/8 

 

 The researchers have chosen these instruments for measuring the two variables because of their approved 

validity derived from numerous researches and studies using them.  

 

Data analysis: 

 Data were analyzed using the statistics software SPSS version 19.0 to extract the descriptive statistics and 

Pearson correlation, and also LISREL version 8.51 to test the causal relationship between the variables.  

 

Results: 

 Table 3 presents the structural equations model’s statistics. The Chi-square statistic of the model is non-

significant (2 = 117.59, degree of freedom = 48, P = 0.00), which means that no significant difference exists 

between our data and the model. In addition, all the fit indices well exceed the recommended cut-off values. GFI 

value of 0.90, NFI value of 0.91, the AGFI value of 0.83, and the RMSEA value of 0.092 indicate that our 

hypothesized model fits the data very well.  

 The employees’ perception of organizational culture and all four of the cultural traits have significant 

effects (P  0.01) on employees’ QWL. Results showed that the employees’ perception of organizational culture 

has a significant and strongly positive effect on their QWL (Beta = 0.86). Hence, the main hypothesis (H1) is 

supported. Moreover, 73% of the variance in QWL was explained by employees’ perception of organizational 

culture. Among the four cultural traits, the perception of adaptability culture show the strongest positive effect 

on employees’ QWL (Beta = 0.80), followed by perception of involvement and consistency cultures (Beta = 

0.79), and perception of mission culture (Beta = 0.63). Therefore, all of the four extrinsic hypothesis (H1a, H1b, 

H1c and H1d) were supported. In addition, 59%, 64%, 79% and 53% of the variance in employees’ QWL were 

explained by perception of involvement, consistency, adaptability, and mission culture, respectively.  

 
Table 4: structural equations model’s statistics 

Independent variable Beta 

 

t-value Squared multiple correlation 

Organizational culture 0.86 8.36 0.73 

Involvement culture 0.79 7.04 0.59 

Consistency culture 0.79 8.50 0.64 

Adaptability culture 0.80 8.35 0.79 

Mission culture 0.63 6.90 0.53 

 P  0.01 

 

Discussion and conclusion: 

 Adhikari and Gautam (2010) states that one of the determinants of improving employees’ QWL is the 

organizational culture (Adhikari and Gautam 2010). However, there is not enough knowledge about the 

relationship between organizational culture and people’s QWL. Thus, in this study the researchers have 

investigated the relationship between employees’ perceptions of organizational culture and QWL. 
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 The results indicate that the employees’ perception of organizational culture has a strong positive effect on 

their QWL. Perception of all the four cultural traits, showed a strongly positive effect on QWL. Perception of 

adaptability culture with attributes such as organizational learning, customer focus, and creating change; 

perception of consistency culture with indices such as coordination and integration, agreement, and core values; 

perception of involvement culture with elements such as empowerment, team orientation, and capability 

development; and perception of mission culture with traits such as strategic direction and intent, goals and 

objectives, and vision; all have a strong positive effect on employees’ QWL, respectively.  

 It is important to mention that there is no ideal culture for a specific organization. It is a case of the relative 

balance of the cultures that will vary, regarding the organization’s definition of success. In other words, 

organizations must encompass some elements of every four cultures (Goodman et al. 2001). In fact, every 

culture reflects one side of organization and views organization from a unique perspective, and every 

organization must shape its own culture using the elements of each of the four cultural traits. However, an 

overemphasis on any of the cultural traits may causes inefficiency in organizations. 

 The authors believe that if organizations are able to establish, nurture, and strengthen an appropriate culture, 

they will benefit from employees’ improved QWL. An organization’s vision, mission, values, and strategy 

define the suitable culture and the attributes should be embraced. Whenever an organization defines its culture, 

it’s the case of diffusion of culture throughout the organization, which is closely related to the concept of 

congruency between organization and its employees’ attitudes and perceptions. In fact, the more proportion 

between organization’s culture and its employees’ attitudes and characteristics, cause more perceived QWL.  

 Moreover, the authors propose that organizations should first define their appropriate culture clearly, then 

assess the employees to find whether there is a meaningful congruency between employees’ attitudes, 

characteristics, capabilities and competencies, and organizational culture’s requirements or not. Organizations 

must also concentrate on recruiting and hiring processes for choosing individuals whom best fit with the 

organizational culture (Ahmad 2013). States that an organizational culture with high human values is more 

adept at successfully attracting and retaining the employees than the corporate cultures that seem to devalue 

people and create barriers to the use of individual capabilities (Ahmad 2013). 

 The presented study focused on large organizations in an industrial park. Other researches could be done in 

different places and in different sectors, such as government, service, or non-profit organizations. In addition, 

studying other factors and variables that might affect QWL could be useful. As a further research, studying the 

relationship between person-organization fit and QWL is strongly recommended. 
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