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ABSTRACT

The present study is a research paper base on Wal@WL model in order to associate between theleyap’s
QWL and their effectiveness in west Azerbaijan lmanin Iran. To test the hypotheses, questionniaictuding 32
guestions was designed. Fallowing the measurenfertiability and validity, the questionnaires wegéeven to the
sample. The number of the sample consisted ofulg6c who were selected based on Cochrane modelndlyze
the data, spearman correlation coefficient testimas applied. The obtain results reveal that thera isignificant
relationship between the variables of salary andhdfits, job security healthy and secure work envinent,
autonomy at work, providing the basis for skillsiegtion, and determining the job development dioectvith the
employees effectiveness.

Keywords: Quality of Work Life, Effectiveness, Walton’s QWNodel.

INTRODUCTION

To achieve the quality of work life, regular effarte required by the organizations which offerehgployees more
opportunities for their job effectiveness and dodieation on the overall effectiveness. Therefoverg organization
with optional and influential effectiveness is laud for the ways to cause the employees to reachdegree of
ability that apply their own ability and intellige@ which can be accomplished through appropriatel Q@¥VL
movement represents a sort of organization culturenanagement approach which employees feel owipersh
Autonomy, responsibility and self- steam. QWL ird#s all the measurements which are taken for thgepvation
of employee’s body and soul, and brings about teaiisfaction and gratitude. QWL is a complex isam is a
combination of job environment and personally ollexssessment process of job variable [10, 5]. Etlaad et al
interpret QWL as a set of real-life conditions irganization and believe that QWL particularly regmets the
employee’s attitudes and feelings of their job. TA&L mission is considerate to be the creatiorobfgatisfaction
for employees and assistance to organization inséhection. Preservation of employees demand et have
more monitoring and interference in their job adlwleey consider as the owner of their job [7]. QVid an
approach which justifies the adoption and proceslaczording to the improvement of general condstiohwork
environment. These policies cause the job to bégded in a way that reduces its monotony [19]. QWLla
philosophy, a set of principles, which holds thabple are the most important resource in the orgdion as they
are trustworthy, responsible and capable of makaigable contribution and they should be treateti dignity and
respect [6]. QWL consists of opportunities for aetinvolvement in group working arrangements orbfem
solving that are of mutual benefit to employeegmployers, based on labor management cooperatimplé also
conceive of QWL as a set of methods, such as amtons work groups, job enrichment and high-involvatne
aimed at boosting the satisfaction and productietyworkers [17]. Both employers and employees rmtter
appreciate the importance of the Quality of woffie lin an organization. Quality of work life is imgant to
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organizational performance. Quality of work lifeaas important factor that affects motivation at kvaQuality of
work life programs has two objectives: to enharfee groductivity and the satisfaction of employe@sality of
work life is the quality of the content of relat&mip between employees and their total working remment with
human dimensions added to the usual technical emdoenic ones. Glassier thinks that quality of wiifik implies
job security, good working conditions, adequate dad compensation, more even than equal employment
opportunity all together. The relationship betwedfectiveness and QWL is a mutual one, namely itharoving
QWL and emphasizing tangible factors such as salaryommodations, job security and the like proyidace of
mind and comfort of imagination for the employedsaay organization to a higher extent, this resudtshe
enhancement of workforce effectiveness [14]. Ondfieer hand, effectiveness in enhancement crediesliag of
achievement, usefulness, and effectiveness in waskronment (which is itself one of the human ng¢eddsthe
individual which leads to enhancement of QWL. Thene it can be said that the relationship betweféectiveness
and QWL is a mutual, interactive and progressiVatianship [20].

According to Walton and Davis believes the term QWAs introduced in the late 1960s as a way of fagusn the
effects of employment on health and general waligp@and ways to enhance the quality of a person’she job
experience [4, 15]. QWL is much broader and moverde than organizational development, in ensuaaeguate
and fair compensation, safe and healthy workingditimms, opportunities for personal growth and depment,

satisfaction of social needs at work, protectioneaiployee rights, compatibility between work anchsweork

responsibilities and the social relevance of wafiik{2]. Quality of Work Life (QWL) has been defideas “The
quality of relationship between the employees drel tbtal working environment”. QWL is concerned hwthe

overall climate of work and the impact on work goebple as well as on organization effectiveness IfL]Jan

organization, a high level of quality of work li{QWL) is necessary to continue to attract and metanployees.
Some researchers propose that the key constru@QS\if are higher payment, job security, better relaystems,
growth opportunity and participative groups amotigeos [6, 3, 16]. Lau, Wong, Chan and Law explaiQ&lL as

the suitable working environment that supports pirnotes satisfaction by providing employees witvards, job
security and career growth opportunities. SereynddfQWL.: is quite conclusive and best meet theaoporary
work environment. The definition is related to misgful and satisfying work. It includes (i) an oppmity to

exercise one’s talents and capacities, to facdestgds and situations that require independeritiivié and self-
direction; (ii) an activity thought to be worthwhilby the individuals involved; (iii) an activity imvhich one
understands the role the individual plays in theieement of some overall goals; and (iv) a sefiseking pride in
what one is doing and in doing it well [11]. Retlin and Ismail reviewed different researches ab@atnimgs and
constructs of QWL and designated that quality oflkwiife is a multi-dimensional construct and is raadf a
number of inter-related factors. Figure 1 indicatesstructs of QWL presented by Rethinam and Ismalil

Work and Non-
Work Life
Balance

Health and
Well-Being

Quality of Work
Life (QWL)

Competency
Development

Job
Satisfaction

Figurel. A Paradigm Showing the Constructs of QWL

In an overall definition, it can be said that “QVi&_the organizational employees’ imagination, caoshginsion or
interpretation of physical and mental optima in kva@nvironment. To evaluate the QWL, the models more
frequently found in the literature are Hackman @tdham; Westley; Wether and Davis; Walton; LawlEnpmas;
Werther, Morton, Harold Conts, Mintzberg, Robbingl &ernandes. In Iran, the Walton’s QWL model is ohthe
most accepted and used by the researchers QWLoWVptbposed eight major conceptual categoriesimglab
QWL as

1) adequate and fair compensation,
2) safe and healthy working conditions,
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3) immediate opportunity to use and develop hunzgacities,

4) opportunity for continued growth and security,

5) social integration in the work organization,

6) constitutionalism in the work organization,

7) work and total life space and [14], social relese of work life. Several published work shave [4dwler
proposed there are three distinctive elements of. @&¢ated interventions:

1) A concern about the effect of work on peoplevalf as organizational effectiveness,

2) The idea of worker participation in organizaabproblem solving and decision making

3) The creation of reward structures in the wor&plavhich consider innovative ways of rewarding esgipé input
into the work process such as gain sharing [8].

Hood and Smith argue that managers’ close attentiorQWL variables can facilitate more human work
environment which includes not only personnel basieds but also higher levels of needs, continegsldpment
and developed performance [13].

Based on Loscocco and Roschelle the ways that @eeppond to their jobs have consequences for pleegonal
happiness and the effectiveness of their work argdions [13]. Table 1 has shown the correlatealdeis to quality
of work life from research studies by research&000 to 2011.

Table 1. The correlate variables to quality of workife from research studies (2000-2011)

Researcher Variable

Railey (2000) Job Satisfaction

Pruijt (2000) Job Satisfaction, Absenteeism Reduction, Persorbiplacement Reduction, Service Leave Off,
| Organizational Commitment

Sigry and et al (2001) Job Satisfaction, Performafarticipation, Tendency To Service Leave Offj@Dizational Identity

Carllus, Considine (2001) Productivity, Quality, gdmteeism Reduction, Effectiveness, Participation

Ghasemi (2001) Productivity, Participation, ImpraféNorking Environment, Motivation, Job Enrichment

Krueger (2002) Motivation, Job Satisfaction

Federico (2003) Job Satisfaction, Employee Maintain

Cole (2005) Well-Being, Health, Performance

Rose and et al (2006) Career Satisfaction, Carebiefement, Career Balance

Hua (2006) Job Satisfaction, Job Pressure

Rethinnam, Ismail (2008) \é\/ec::rLl:rﬁl)rl]d None Work Life Balance, Health and Welisigg Competency Development, Job Satisfaction, Job

Khaghanizadeh et al (2009) Job Stress Reduction

Salamzadeh and et al (2009) Productivity

Dehghannayeri et al (2009) Productivity

Heinonen and saarima (2009 Productivity, Job fatii®n, Output Increase

Ansari, Aliabadi (2010) Productivity

Gholami (2010) Motivation, Job Enrichment, Opportunity For Car@&@savelopment Job Security, Participation of Worker
Decision Making, Improve The Quality of Working Ghitions

Koonmee and et al (2010) Job Satisfaction, Org#inizal Commitment, Team Spirit
Bharathi and et al (2010) Quality of Life in WorkjiEnvironment

Pardakhtchi (2010) Effectiveness, Job Satisfactwaductivity

Saedi and et al (2011) Organizational Health, Jaisfaction

Sabokroo (2011) Affective Intelligence, Productjvit

Adequate Income, Safe and Healthy Working Condstiddpportunity to Use and Develop Human Capadity,
Gupta and Sharma (2011) Opportunity for Career Growth, Social Integratiorttie Work Force, Constitutionalism in Work Orgaatian,
Eminence of Work Life, Social Relevance of Work

. Vision, Leadership, Participation, Process-Basedgafiration, Innovation, Result — Based Organization
Kebria and Bordbar (2011) Continues Improvgment p 9 9

Bighdeli (2011) Organizational And Personal Proilityt

MATERIALS AND METHODS

This research is correlative in terms of descrgptinethods and is applied in terms of purpose. Thsent study
populations are bank teller's staff. To select Hzemple, stratified random sampling approach has hsed.
Following share calculation of each class in sthe, sample (n=120) has been selected through sirapom
sampling method with in each class of specified Ineim Data collection instrument in this questionadior

measurement are effectiveness and five optionst I§aale. To determine the validity, the conteridity has been
used to collect the data. The reliability of quastiaire through Cronbach Alpha is 0.92. To meatheeQWL,

Walton’s questionnaire has been used.
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RESULTS AND DISCUSSION

Given that all of the independent variables ofgshaly have been measured in ordinal scale, ancd ghat the aim
of investigation and testing is the linear relasibip between independent and dependent variabtbeoftudy;
therefore, the most appropriate statistical tesfmgtesting the hypothesis of the study is Spearmarrelation
testing. The results of testing hypotheses inditteethe significant level of correlation testifog hypothesis one is
(p=0.013). In other words, an increase in salaagdeto an increase in the rat of employees’ effentiss. The
results of the tests for hypothesis two state that significant level is (p=0.04), and the obseraedrelation
coefficient between the two variable of job sequehd employees’ effectiveness (p=0.188) is diyesitjnificant
with a reliability of over 95%. Based on the resulf hypothesis there (p=0.026) the linear relatimm between the
two variability of healthy environment and work ef with the employees’ effectiveness is direcifjngicant. The
result of hypothesis four reveals that the sigaificof Spearman correlation between the two vagiablautonomy
at work and effectiveness is (p=0.001). The coti@micbetween the two variables is significant vatprobability of
over 99%. The significance level of testing numifdez is (p=0.001); thus, it can be said that prdpdbere is can
relationship is a significant relationship betwedba two variables of providing skills developmentdaeducation
with employees’ effectiveness over 99 percente Tésults of testing hypothesis number six statas the
significant level of Spearman Correlation betwelea two variable of determination of job developmdinection
and the rat of employees’ effectiveness in banlkgn@=0.001) with a probability of more than 99rqemnt.

CONCLUSION

The research results corresponding with researpbthgses are as follows:

- There is a relationship between employee’ incomportant and their effectiveness in banking.

- There is a relationship between employees’ jauisty and the rat of their in banking.

- There is relationship between employees’ jobisesy accommodation, and cure with their rat of&ffeness in
banking.

- There is a relationship between the related factd job quality and building design and employeaas of
effectiveness in banking.

- There is a relationship between manager’'s matimatreation and employees’ rat of effectivenedsanking.

- There is relationship between organization caoniand atmosphere and the rat of employees’ éffautss.
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