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BACKGROUND AND OBJECTIVES: The Quality of Work-Life is a dynamic construct 
shaped by various individual, demographic, occupational, organizational, psychological, 
and social factors. It encompasses job satisfaction, work-life balance, stress 
management, participation, engagement, and commitment. This study aims to 
develop a comprehensive Quality of Work-Life model for the employees in the Tehran 
municipality through the Lens of Job Demands-Resources theory, which posits that job 
resources can mitigate job demands and enhance employee well-being. The research 
assesses the current Quality of Work-Life status within this organizational context.
METHODS: In this study, a sequential qualitative-quantitative mixed method was 
utilized. The qualitative section employed a systematic review, with its findings informing 
the hypotheses for the quantitative section. The quantitative segment involved survey 
methodology, with data analysis conducted using SmartPLS and SPSS software. A hybrid 
cluster-stratified sampling was used. About 1372 employees sent their answers, and 
after data cleansing, 1343 answers were analyzed and interpreted. 
FINDINGS: The results indicate that Organizational Employer Brand (SM = 0.198, 
p < 0.05), Organizational Work-Life Balance (SM = 0.429, p < 0.05), Organizational 
Psychological Atmosphere (SM = -0.151, p < 0.05), Salaries and Benefits (SM = 0.133, p 
< 0.05), and Social aspect - Communication with Coworkers (SM = 0.066, p < 0.05) have 
a significant direct effect on Quality of Work-Life and no direct relationship between 
Job factors and Quality of Work-Life (SM = 0.074, P= 0.068) between Organizational - 
Physical Conditions and Quality of Work-Life (SM = 0.029, P= 0.344) and between Social 
aspect - Communication with Managers and Quality of Work-Life (SM = -0.026, P=0.412). 
Additionally, it is found that Organizational - Physical Conditions (SM = 0.300, p < 0.05), 
Organizational Work-Life Balance (SM = 0.281, p < 0.05), Social aspect - Communication 
with Coworkers (SM = 0.291, p < 0.05), and social aspect - Communication with Managers 
(SM = 0.209, p < 0.05) significantly affect Organizational Psychological Atmosphere and 
indirect effect on Quality of Work-Life.
CONCLUSION: Findings from the Partial Least Squares - Structural Equation Modeling 
analysis reveal no direct effect of physical conditions, job factors, or communication with 
managers on the Quality of Work-Life, although indirect relationships were supported. 
Direct relationships were noted between psychological atmosphere, communication 
with coworkers, salary, and benefits, organizational branding, and work-life balance 
with Quality of Work-Life. According to the Job Demands-Resources theory, this study 
highlights that resources like organizational branding, psychological atmosphere, work-
life balance, and communication significantly enhance the Quality of Work-Life in Tehran 
municipality, illustrating their essential role in promoting employee well-being.
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INTRODUCTION
The issue of improving the Quality of Work-Life 

(QWL) within the Tehran municipality has emerged 
due to several concerns, including a decline in 
employee satisfaction over recent years, a necessity 
to enhance employees’ happiness levels, which is 
evidenced by a noticeable decrease in enthusiasm 
for work within the occupational environment, and 
a prevailing sentiment that ineffective measures and 
a lack of corrective actions to enhance QWL have 
led to employee burnout and turnover, resulting in 
organizational silence. Consequently, the primary 
research question aimed at addressing these issues is: 
What is the appropriate model for measuring the QWL 
in municipalities? In this research, we intend to design 
a comprehensive model for measuring the QWL in 
municipalities, however, as the Tehran Municipality is 
the largest and most capable municipality in Iran, the 
model is finally used for evaluating the status of QWL 
in this municipality. The relationship between humans 
and technology increasingly focuses on promoting 
human welfare and redefining productivity. In this 
article, human resources are crucial in addressing 
pivotal questions related to organizational practices: 
How can organizations implement initiatives that 
enhance employee well-being? What practical 
strategies should be adopted? How can organizations 
successfully balance personal and professional 
responsibilities? How can both organizations and 
individuals facilitate the advancement of these 
initiatives? Human resources professionals are 
essential in designing and implementing QWL 
initiatives, ensuring a balance between personal and 
professional responsibilities while fostering a culture 
of well-being and productivity. A critical approach to 
addressing these concerns is through the concept 
of QWL, which encompasses various dimensions, 
reflecting employees’ perceptions regarding financial 
remuneration, workplace safety, working conditions, 
interpersonal relationships, and the overall 
significance of work in their lives (Guest, 1979). This 
study reviews relevant literature while utilizing JD-R 
theory as a framework, highlighting the need for QWL 
models to be tailored to the specific requirements 
of institutions, such as the Tehran Municipality. 
The urgency for enhanced QWL has become 
increasingly evident within the Tehran Municipality, 
as reflected by declining employee satisfaction 
in recent years. A notable decrease in employee 

enthusiasm, a perception of ineffective measures, 
and a lack of corrective actions have contributed to 
burnout and turnover. This phenomenon has given 
rise to ‘organizational silence,’ where employees 
refrain from expressing their concerns or ideas 
due to management’s perceived lack of response. 
Consequently, the primary research question arises: 
What is the appropriate model for measuring QWL 
in municipalities? This research aims to design a 
comprehensive QWL assessment model for Tehran 
Municipality, Iran’s largest and most resourceful 
municipality. Research indicates that QWL is integral 
to organizational strategies to enhance productivity 
and improve the complexities associated with quality 
of life in a competitive environment (Horst et al., 
2014). Effective QWL initiatives are linked to improved 
employee productivity, job satisfaction, mental 
health, and reduced burnout. For instance, flexible 
work hours, wellness programs, and opportunities 
for skill development have proven successful in many 
organizations (Parakandi et al., 2016, Abdirahman, 
2018). Well-implemented QWL programs also 
promote greater employee satisfaction, engagement, 
and overall enthusiasm in the workplace. There is a 
significant interconnection between QWL initiatives 
and employee engagement. Individuals who 
experience higher levels of health and well-being 
demonstrate increased enthusiasm and cooperation 
compared to their less fortunate counterparts. 
Additionally, prioritizing wellness programs is crucial 
for minimizing turnover, as employees are inclined to 
seek better working conditions even in challenging 
job markets (Oosthuizen et al., 2016). Research 
from the Pew Research Center reveals that factors 
such as inadequate wages, limited advancement 
opportunities, and a lack of flexibility substantially 
contribute to employee turnover (Parker et al., 
2022). Moreover, a well-structured QWL program 
is vital for preventing negative consequences such 
as depression and burnout, which adversely affect 
employee motivation (Wang et al., 2019). Evidence 
suggests that effective wellness programs significantly 
reduce absenteeism. A meta-analysis comprising 
over 46 studies demonstrates that such programs 
encourage healthier employee behaviors, aid in stress 
management, and contribute to lower absenteeism 
rates (Parks et al., 2008). Emphasizing physical and 
mental health within QWL initiatives is critical, as 
healthy employees exhibit lower risk factors and foster 



231

Int. J. Hum. Capital Urban Manage., 10(2): 229-250, Spring 2025

habits that support overall well-being (Greenhaus et 
al., 2003; Parakandi et al., 2016; Kaya et al., 2020). 
Enhancing QWL and overall employee well-being 
correlates with increased morale and happiness within 
the workforce. According to Maslow’s Hierarchy of 
Needs, when employees satisfy their fundamental 
needs, they are more likely to pursue higher-level 
needs related to self-esteem and creativity (Bibi 
et al., 2022; Arndt et al., 2015). Ultimately, QWL 
programs significantly enhance productivity, elevate 
employee satisfaction and engagement, decrease 
turnover rates, attract and retain talent, and foster 
overall job security and safety. To strengthen QWL, 
organizations should prioritize employees’ interests 
and capabilities, cultivate enjoyment in their work, 
and provide opportunities for skill development 
through job enrichment and challenges. Actively 
involving employees in decision-making processes 
enhances their sense of autonomy, underscoring the 
critical role of QWL initiatives (Parakandi et al., 2016, 
Pawar, 2013, Heffernan et al., 2016, Ho et al., 2020, 
Haider et al., 2018, Soomro et al., 2018, Cooper et al., 
2019, Nielsen et al., 2017, Sahni,2019, Kim et al2017, 
Zheng et al., 2015, Hayat et al., 2002, Emre et al., 
2021). In summary, this article examines the factors 
influencing QWL through the lens of JD-R theory, 
emphasizing the importance of tailored approaches 
to enhance employee well-being, particularly within 
the context of the Tehran Municipality. By prioritizing 
QWL initiatives, organizations can foster a more 
engaged, motivated, and productive workforce.

QWL
The concept of QWL has undergone significant 

evolution over time. Before 1970, various measures 
related to QWL were considered, though they 
did not explicitly use the term itself. The formal 
introduction of QWL occurred at the International 
Labor Relations Summit in 1972, where it was defined 
as a comprehensive approach concerned with worker 
well-being and organizational effectiveness. The 
focus during the 1970s was on humanizing the work 
environment by establishing joint committees to 
address workplace issues. By the 1980s, discussions 
increasingly centered on the idea that QWL derived 
from work conditions that promote individual 
growth, taking into account income, benefits, and job 
satisfaction. In the 2000s, the emphasis shifted toward 
creating safe and satisfying work environments, 

leading to the contemporary understanding of QWL 
as an amalgamation of strategies and practices 
designed to enhance employee quality of life, a 
concept that is continually evolving and adapting to 
the needs of the workforce (Zhang et al., 2020; Ko et 
al., 2021; Baquero, 2023).  As the concept evolved, it 
transitioned from focusing on objective criteria, such 
as employment rates and job security, to a greater 
emphasis on subjective measures like job satisfaction. 
This shift, noted by scholars like Henry Mintzberg and 
Stephen Robbins, underscores the significant role of 
individual perceptions in QWL assessments (Autrata, 
2023; de Jong et al.,2015). Today, the dynamic nature 
of QWL necessitates that organizations implement 
comprehensive programs addressing objective and 
subjective factors to optimize employee well-being 
and satisfaction. The evolution of the QWL concept is 
illustrated in Fig. 1 (Shinde et al., 2022; Ko, 2021; Lee 
et al., 2018).

According to research in the field of QWL 
programs with multiple goals, various perspectives 
categorize this concept into four main categories. 
The first category includes articles that present 
models, theories, and foundational patterns from 
scholars such as Robbins, Walton, Griffin, Maslow, 
McClelland, Herzberg, and Alderfer (Walton,1973 
& 1979, Danna & Griffin,1999; Trivedi et al., 2019; 
McClelland, 2019; Herzberg, 1966; Alderfer, 1972, 
Emre et al., 2021; Fischer et al., 2022). The second 
category focuses on examining the outcomes and 
impacts of these programs, including aspects like 
productivity, performance, job burnout reduction, job 
satisfaction enhancement, and increased trust and 
enthusiasm among employees (Shinde et al., 2022; 
Lawler,1982; Carter,1989; Danna & Griffin,1999; 
Adhikari et al., 2010; Kanten et al., 2012). The third 
category investigates the components influencing 
these programs, such as employee rights and 
benefits, health and safety measures, participation in 
decision-making processes, safe working conditions, 
ergonomics, and job variety (Walton,1973 & 1979, 
Danna & Griffin,1999; Trivedi et al,2019; Sirgy et al., 
2001; Adhikari et al., 2010; Kanten et al., 2012; Chan 
et al., 2007; Babu,2022, Ko,2021; Lee et al,2018). 
Lastly, the fourth category addresses the challenges 
and obstacles in implementing these programs, 
highlighting issues like discrepancies between 
managers’ and employees’ goals, a lack of problem-
solving experience, difficulties in achieving broad 
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participation, and the inclination of both managers 
and employees to adhere to traditional management 
practices (Abdullah et al., 2021; Hsu et al., 2006; 
Akter et al., 2019; Jayakumar et al., 2019; Gregory 
et al,2009; Majumder et al., 2021; Srivastava et al., 
2014; Shinde et al., 2022). Based on the discussions 
during the concept’s evolution and the literature 
review on QWL, it appears that research on QWL 
with multiple goals has been comprehensive, leading 
to the identification of distinct categories within 
the concept. The first category comprises papers 
that introduce models, theories, and foundational 
patterns articulated by renowned scholars such 
as Robbins, Walton, Griffin, Maslow, McClelland, 
Herzberg, and Alderfer (Walton,1973 & 1979, Danna 
& Griffin,1999; Trivedi et al., 2019; McClelland, 2019; 
Herzberg, 1966; Alderfer, 1972, Emre et al., 2021; 
Fischer et al., 2022). The second category delves 
into the outcomes and effects of these programs, 
including productivity, performance, reduction of job 
burnout, and enhancements in job satisfaction, trust, 
and enthusiasm (Shinde et al.,2022; Lawler,1982; 
Carter,1989; Danna & Griffin,1999; Adhikari et al., 
2010; Kanten et al., 2012). The third category explores 
the components influencing these programs, such as 
rights and benefits, health and safety, participation 
in decision-making, safe working conditions, 
ergonomics, and the variety and richness of jobs 

(Walton,1973 & 1979, Danna & Griffin, 1999; Trivedi 
et al., 2019; Sirgy et al., 2001; Adhikari et al.,2010; 
Kanten et al., 2012; Chan et al., 2007; Babu,2022, 
Ko,2021; Lee et al., 2018). Lastly, the fourth category 
addresses the obstacles and challenges associated 
with implementing these programs, providing a 
comprehensive understanding of the field and 
strategies for overcoming these hurdles (Abdullah 
et al.,2021; Hsu et al., 2006; Akter et al., 2019; 
Jayakumar et al,2019; Gregory et al,2009; Majumder 
et al.,2021; Srivastava et al., 2014; Shinde et al., 2022). 
Perhaps because of the breadth of this concept, it is 
not easy to address all these categories in a single 
paper. Therefore, this article focuses on the factors 
that cause the formation of the QWL program in the 
organization and examines this concept through the 
lens of the JD-R theory. QWL is defined in various 
ways, reflecting diverse perspectives on the issue. 
Walton identified eight key factors that contribute to 
QWL, including adequate and fair compensation, safe 
and healthy working conditions, opportunities for 
personal and professional growth, job security, social 
integration within the organization, constitutionalism 
at work, the interplay between work and quality 
of life, and the social relevance of work (Walton, 
1973 & 1979). Beinum (1974) defined QWL as the 
degree of excellence achieved through work and 
working conditions that enhance overall satisfaction 

 
 
 
 

Fig.  1: The evolutionary process of the concept of the QWL of employees 
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Fig.  1: The evolutionary process of the concept of the QWL of employees
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and performance, primarily impacting individuals 
before influencing organizations (Kumar, 2018). 
Sirgy et al., (2001) defined QWL as the level of 
employee satisfaction derived from meeting various 
needs through workplace resources, activities, and 
outcomes, identifying seven domains: health and 
safety, economic and family needs, social needs, 
esteem needs, actualization needs, knowledge needs, 
and aesthetic needs. Furthermore, QWL is described 
as the overall level of satisfaction, motivation, 
involvement, and commitment that individuals 
experience concerning their work lives (Srivastava 
et al., 2014). In this study, according to the reviewed 
articles and the research objective, the following 
definition is based on “The QWL is a dynamic process 
that is influenced by resources such as individual 
and demographic, occupational, organizational, 
psychological, social characteristics and work-life 
balance that results such as job satisfaction, stress 
management at work, participation, and It affects 
commitment. In other words, the goal is to reduce 
job demands and establish a balance between 
those demands and the available resources, 
thereby fostering a healthier work environment 
and enhancing QWL.”  To determine the range of 
these resources and measure the concept of QWL, a 
research survey was conducted in the Municipality of 
Tehran City, Iran, in 2023.

Job Demands-Resource (JD-R) theory
The JD-R theory, developed by Bakker and 

Demerouti in 2001, is a framework that explains how 
job characteristics influence employee well-being and 
performance. It categorizes job aspects into two main 
types. First, job demands: these aspects of the job 
require sustained effort, such as high workload and 
time pressure, which can lead to excessive stress and 
burnout. Second is job resources, these are supportive 
elements of a job and catalysts for personal growth. 
They help employees achieve their goals, reduce the 
impact of demands, and promote personal growth. 
Examples include social support, autonomy, and 
development opportunities. The theory posits that 
balancing job demands and resources determines 
employee engagement and well-being. When 
resources are sufficient to meet demands, employees 
experience higher motivation and job satisfaction. 
Conversely, high demands with low resources lead 
to stress and decreased performance. The JD-R 

theory highlights the importance of fostering a 
supportive work environment to improve the QWL, 
enhance engagement, and boost productivity within 
organizations (Bakker et al., 2014). Collectively, the 
JD–R theory and model provide an essential framework 
for organizations aiming for a holistic approach to 
fostering work engagement and well-being, thereby 
enhancing QWL (Berthelsen et al., 2018 & Radic et 
al., 2020). Today, with its seven fundamental tenets 
(Bakker et al., 2017), the JD-R theory is a vital lens 
for understanding the QWL. The first tenet, which 
classifies job characteristics into demands and 
resources, offers a framework for understanding their 
contributions to QWL. The second tenet elaborates 
on how these demands and resources influence 
health impairment and motivational processes, 
underscoring their importance in shaping employees’ 
work quality. The third tenet highlights specific work 
conditions that foster employee flourishing, which is 
crucial for enhancing QWL. The fourth emphasizes 
the positive effects of job resources on motivation, 
particularly under high job demands, which is 
essential for maintaining work engagement and well-
being. The fifth one indicates that personal resources 
can function similarly to job resources, reinforcing 
that both significantly improve QWL. The sixth 
asserts that motivation enhances job performance, 
while job strain detracts from it, illustrating the 
direct connection between QWL and productivity. 
Finally, the seventh tenet posits that motivated 
employees are more inclined to engage in job crafting 
behaviors, a hopeful prospect that can boost their 
job and personal resources and improve their QWL. 
Finally, as mentioned, through the synthesis of the 
literature and what we have found through extensive 
search and analysis, QWL is a broad concept that 
can be analyzed through a robust and encompassing 
viewpoint. Therefore, to reach the desired levels of 
welfare, productivity improvement, happiness, stress 
reduction, and life well-being, we need to design our 
model based on the most relevant theories in the 
field. Accordingly, the authors chose the JD-R theory 
as the best fit for the model. For making a balance 
between the job demands and resources needed to 
conduct the job activities, a model is needed to help 
the managers create the balance by reducing the 
negativity and improving the positivity of the work. 
JD-R helps in creating the balance. Accordingly, the 
following theoretical illustration sheds light on the 
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inter-relationships between the factors affecting the 
demands as well as influential factors on the resources 
(Fig. 2). The final Partial Least Squares - Structural 
Equation Modeling (PLS-SEM) of the current research 
assists the municipality managers in improving the 
QWL through the lens of the JD-R theory.

A major factor that we focused on was finding 
the most important resource in the municipality 
according to the demand so the managers could 
initially prioritize the investments in the selected 
resources. This is also another reason for choosing the 
mentioned theory. In our research, the concentration 
is on the resource side of the job. Job factors, salaries 
and benefits, organizational-physical conditions, 
and other relevant and emphasized concepts of the 
theory are extracted and utilized in our conceptual 
model, which is presented in the next section. 

MATERIALS AND METHODS
Survey design and data collection

Since the main purpose of this research is 
to investigate and measure the QWL of Tehran 

Municipality employees and it is a practical-
developmental purpose, a mixed method has been 
chosen for the research in this method. Mixed 
methods research is an approach that combines both 
quantitative (numerical) and qualitative (descriptive) 
research methods within a single study. Systematic 
review has been used in the qualitative part and 
survey research has been used in the quantitative 
part of the method. In terms of the method of 
document data collection, the developmental part is 
systematic and in the practical part, the data collected 
in Tehran Municipality has been used. In the current 
research, an attempt has been made to review the 
concept of the QWL of employees with a focus on 
Tehran municipality and propose a model for it with 
a systematic review from 2013 to 2023. According to 
(Fink et al., 2005), it is recorded to identify, evaluate, 
and interpret the documents.

Qualitative part - Systematic review of research 
background

The literature review often pursues two main 

 

 
Fig. 2: QWL balance through the lens of JD-R 
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goals: firstly, it summarizes current studies by 
identifying patterns, topics, and issues, and secondly, 
it helps to identify the conceptual content of a 
specific field and plays a role in the development of 
theory. To examine the patterns and targeted coding, 
the output of the systematic method has been used 
as an input for the qualitative method of thematic 
analysis to extract the main sub-themes and finally 
draw the model of the QWL of the employees. The 
following steps of a systematic review are described 
in order (Nagendrababu et al., 2020). As shown in Fig. 
3, to review the literature, the seven stages of the 
systematic review of Scaringella and Radziwon were 
used, and the following steps were followed in this 
method (Scaringella et al., 2018).

In this study, the steps are as follows:

Steps 1 and 2: Initial database search and setting of 
the systematic review protocol

In this step, according to the specific approach 
of the current research to the QWL, keywords were 
selected in three general categories as described in 
Table 1. The first category of keywords, mentioned 
under the title of type 1 terms, is aimed at modeling 
and similar and related words. The term type 2 
is related to the keyword QWL. Type 3 terms are 
related to keywords related to employees so that 

the research focuses on the quality-of-life models of 
employees, and the extracted articles have specific 
content. Finally, Type 4 was assigned to studies related 
to municipalities. However, due to the research 
limitations, keywords and the specialized search 
field were generally selected to obtain the maximum 
possible output. Also, Scopus and Web of Science 
databases were chosen as reference databases for 
the research because of the comprehensiveness of 
the resources and content.

The broad literature has been investigated 
through a comprehensive search of published articles 
in highly ranked journals indexed by Scopus and Web 
of Science. It is worth mentioning that to achieve a 
manageable and, at the same time, representative 
sample of documents, the entry and exit criteria of 
the Systematic Literature Review (research protocol) 
were set as described in Table 2. The selected entry 
criteria for the search are based on the filtering and 
classification options presented in international 
databases like ScienceDirect. Based on the opinion 
of (Webster et al., 2002), high-quality contributions 
are mainly found in authoritative sources such as 
academic journals and conferences. Therefore, the 
current research focuses on articles with a high-level 
impact factor. 

Method and qualitative criteria for selection and 
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exclusion of systematic review articles on QWL as 
described in the following Table 3:

 Steps 3-5: Article content evaluation, article selection, 
and tracking references

  The selection of articles was a meticulous 
process, following a three-stage selection model 
(title, abstract, text). The process is shown in Fig. 4

Step 6: Content analysis and coding of concepts 
The critical factors are identified at this stage, and 

content information is analyzed. Finally, based on the 
81 articles, Identification of crucial QWL invariants. 
After coding the articles, 611 codes were identified 
and categorized into 173 primary codes. 74 titles 
were re-categorized based on the principal axes, and 
coding was finalized in 8 concepts, including Work, 
Occupational, psychological, social, Organizational, 
Individual and demographic, Human resources 
policies, and Organizational ecosystem factors. For 
coding the concepts, the  authors first reviewed the 
characteristics, abstracts, outcomes, results, and 
discussion of the articles. The detailed latent concepts 
for the factors affecting the QWL were extracted from 
the relevant paragraphs and phrases of the literature 
as primary codes. Similar concepts were categorized 
together as high-level axial codes. Finally, the axial 
codes were integrated into selective coding. A sample 
of the extracted codes is presented in Table 4:

Step 7: Exploratory Factor Analysis (EFA): Extracting 
relevant factors of the QWL of employees

In this stage, the final analysis and review 

of the codes and categories were conducted, a 
questionnaire was prepared and distributed to 
create a consensus among the experts, and based 
on the results, SPSS software and EFA were used. 
EFA is a statistical technique used to identify the 
underlying structure of a set of variables. It aims to 
discover relationships between observed variables 
and constructs that may explain these relationships. 
Before conducting the EFA, the set of variables 
extracted from the literature was delivered to a 
group of 12 experts who had the relevant proficiency 
in the field. Their expertise was mostly concentrated 
on human resources management, municipality 
activities, and QWL. The initial questionnaire was 
distributed, evaluated, and approved by the experts 
in terms of content and the provided structure of 
the questions. After the initial evaluation, EFA is 
typically used to reduce data to a smaller set of 
summary variables and examine the underlying 
structure of the concepts. In this research, several 
EFA methods (Principal Component Analysis, 
Principal Axis Factoring, Maximum Likelihood) were 
applied to find the best number of factors affecting 
the QWL, extracted from the initial variables. 
For conducting the EFA, the questionnaire was 
distributed among 69 supervisors, managers, and 
experts who were working in the fields of human 
capital management, working life improvement, 
HR planning, and relevant fields of expertise. After 
choosing the Principal Component Analysis as the 
best algorithm, the varimax rotation method is used 
for extracting the factors that are described in the 
next section. 

Table 2: Systematic Literature Review protocol of employees QWL 
 

 Inclusion Criteria Non-inclusion Criteria 
Period 2013 -2024 Before 2013 

Language English & Persian Except for English and Persian 

Type of Document Articles Notes, books, theses, as well as less relevant articles in the industry and 
internet resources 

Search Type Topic & Titles - 
 

�able �: �ethod and �ualita�ve criteria for selec�on and exclusion of systema�c review ar�cles on QWL 
 

Selection Method 

Refinement of articles in three stages: 
1- Checking the titles of articles and removing articles. 
2- Examining the abstract and keywords of the selected articles of the first stage 
Qualitative evaluation of the selected articles of the second stage (matching between the problem, methodology, 
and conclusion) 

Focus Criteria Priority is given to articles that deal with the development of the QWL model 
Preference should be given to articles with multiple references (if there are many sources) and a high impact factor.

 
 
  

Table 2: Systematic Literature Review protocol of employees QWL

Table 3: Method and qualitative criteria for selection and exclusion of systematic review articles on QWL
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Varimax rotation: 
Commonly used in EFA, this is an orthogonal 

rotation method that simplifies the correlation 
matrix by creating new variables that are linear 
combinations of the original variables. Varimax 
rotation aims to achieve a simple structure in which 
each factor has a high loading on only one or two 
variables, making it easier to interpret the factors. 
In this Kaiser-Meyer-Olkin (KMO) test, the number 
is 0.97, which indicates suitable data for conducting 
the exploratory factor analysis test. Based on the 
above method, the dimensions of the questionnaire 
to model the QWL of Tehran municipality employees, 
it was discovered to be somewhat different from 
the proposed model resulting from the analysis of 
themes, and some dimensions have been divided 
into smaller dimensions, which are further described 

as these dimensions and their names. It is shown in 
the following Table 5.

According to the exploratory factor analysis 
results, 8 factors were selected and extracted from 
the final rotation matrix based on the highest factor 
loadings. Afterward, the selected factors were 
provided to experts in the field to approve the inter-
relationships among them. The Partial Least Squares 
(PLS) is used for this purpose, and its results are 
explained in the next sections. Based on the results of 
the factor analysis and synthesizing the factors with 
the relevant literature, the following hypotheses are 
designed and evaluated using PLS:

• H1: Organizational Psychological Atmosphere 
(OPA) has a significant positive effect on QWL.

• H2: Job Factor (JF) has a significant positive 
effect on QWL.

  

 

 

  

  

�o� of ini�al sources: 484 

Accepted sources according to 
�tle review: 2�0 

Eliminated sources according to �tle
review: 202 

Accepted sources according to 
abstract review: 133 

Eliminated sources according to 
abstract review: 117 

Accepted sources according to 
text review: 83 

Eliminated sources according to full
text review:82 

Final accepted sources: 81 

Added sources according to 
reference backtracking: 4 

Fig�  4: ��e process of selec�ng ar�cles for a s�stema�c review of QWL 

Fig.  4: The process of selecting articles for a systematic review of QWL
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Table 4: Content Analysis and Coding of QWL Concept 
 

Primary codes Axial Coding Selective Coding 
meaningfulness 
Meaningful work 
Professional challenges 

Task Identity 

Job Factor (JF) 
Applying all the potentials in the job 
Job complexity 
Number of tasks 

Skill Variety 

Feedback 
Mastery of the environment feedback 

Independence and freedom Autonomy
Compensation for services and financial benefits 
Compensation for services and benefits - economic needs Compensation-financial 

Salaries and Benefits Factor 
(SBF) 

Compensation for services and benefits - non-financial rewards Compensation-non-
financial 

Compensation and benefits - fair wages fair wages 
Benefits - On-site health care 
Advantages - car cleaning services 
Support for employees' families 
Shorter working hours 
Time flexibility 
Continuous growth opportunity 

Benefits 
 

self-esteem 
Individual resilience 
self-efficacy 
cheerfulness 
Sacrifice 
hope 
positivity 
Fulfilling other community obligations 

Personality and individual 
behaviors 

Organizational Psychological 
Atmosphere (OPA) 

The degree of freedom in expressing opinions 
Participation through comments 

Freedom in expressing 
opinions 

Organizational spirituality 
Organizational virtue Organizational spirituality 

Employer brand 
Proud of the organization 
Proud of the products 
Proud of the organization's services in the community 

Employer brand Organizational Employer 
Brand (OEB) 

Corporate social responsibility Corporate social 
responsibility 

Number of working hours 
Number of working hours per week 
Job sharing 
Intensive work week 

Quantity at work Organizational Work-Life 
Balance (OWLB) 

The amount of free time Quantity at leisure time 
Type of office 
Layout Office 

Organizational-Physical 
Conditions (OPC) 

safety equipment safety 
Light 
Sound 
Temperature 
physical conditions 

physical conditions 

Trust in colleagues Trust coworkers

Social aspect - Communication 
with Coworkers (SCC) 

Teamwork 
Commitment to teamwork Teamwork 

The level of participation of colleagues 
The level of communication with colleagues 

Quantity of 
communication with 

coworkers 

The level of communication with managers 
Quantity of 

communication with 
manager Social aspect - Communication 

with Managers (SCM) manager support 
Manager availability manager support 

Trust to manager Trust (manager) 
 

Table 4: Content Analysis and Coding of QWL Concept
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• H3: Salaries and Benefits Factor (SBF) has a 
significant positive effect on QWL.

• H4: Organizational Employer Brand (OEB) has a 
significant positive effect on QWL.

• H5: Organizational Work-Life Balance (OWLB) 
has a significant positive effect on QWL.

• H6: Organizational-Physical Conditions (OPC) 
have a significant positive effect on QWL.

• H7: Social aspect - Communication with 
Coworkers (SCC) has a significant positive effect on 
QWL.

• H8: Social aspect - Communication with 
Managers (SCM) has a significant positive effect on 
QWL.

Also, based on the studies, we found that there 
are inter-relationships among some of the factors 
extracted in the EFA phase through a deep analysis 
of the relevant literature. These relationships have an 
indirect impact on the QWL of employees:

• H9: Organizational-Physical Conditions (OPC) 
have a significant positive effect on OPA.

• H10: Organizational Work-Life Balance (OWLB) 
has a significant positive effect on OPA.

• H11: Social aspect - Communication with 
Coworkers (SCC) has a significant positive effect on 
OPA.

• H12: Social aspect - Communication with 
Managers (SCM) has a significant positive effect on 
OPA.

Fig. 5 is drawn based on hypotheses extracted 
from this stage, as well as the literature review and 
JD-R theory. As indicated in this figure and based 
on JD-R theory, demands can take various forms, 
including physical demands such as heavy lifting or 
prolonged standing, psychological demands like 
excessive workloads and emotional labor, social 
demands involving challenging interactions with 
colleagues or clients, and organizational demands 

�a�le 4� KMO and �ar�le��s �es�  
 
 

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .969 
�ar�le��s �es� of Sp�erici�y Appro�. ��i-Square 48078.624 

Sig. .000 
 
  

Table 5: KMO and bartlett’s test

 
 

 
 Fig.  5: Conceptual model of QWL 

  

�rgani�a�onal �syc�ological �t�os��ere 

Social as�ect - Co��unica�on wit� 
Managers 

Social as�ect - Co��unica�on wit� 
Coworkers 

�rgani�a�onal-��ysical Condi�ons 

�rgani�a�onal Work-�ife Balance 
 

�rgani�a�onal ���loyer Brand 
 

Salaries and Benefits Factor 

Job Factor 

Quality of Work-life 

Fig.  5: Conceptual model of QWL
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related to role ambiguity or insufficient management 
support. Such job demands are viewed as potential 
stressors that may lead to adverse outcomes, such 
as burnout and diminished well-being, resulting in 
low QWL. However, the JD-R model asserts that job 
resources—such as social support, autonomy, and 
opportunities for professional development—play a 
crucial role in mitigating these effects and enhancing 
QWL. The interaction and balance between job 
demands and resources is critical; high job resources 
can buffer the negative impacts of high job demands, 
leading to improved employee QWL. 

Next, the quantitative section presents the 
hypotheses derived from the qualitative section of 
the test and the results.

Quantitative part - survey research method
In this part, the survey research method is used. 

In this part, the output of the systematic method 
is used as the input of the quantitative part. In this 
section, the steps are as follows: 

Preparing the PLS questionnaire for QWL
Based on the codes as variables extracted from 

the systematic review, also illustrated as factors of the 
EFA, a questionnaire was prepared to measure the 
QWL in the Tehran Municipality. This questionnaire 
had 18 demographic questions and 56 questions 
related to different aspects of the QWL of Tehran 
Municipalities derived from the previous analysis. 
Demographic characteristics including age, gender, 
level of education, physical health, marital status, 
number of children, residential area, residential 
status, approximate commuting time, vehicle, 
ease of access to the workplace, nature of the job, 
position, type of employment, place of service, work 
experience, amount of salary, and benefits. 

Distribution and collection of data
Sampling

This study uses the departmental divisions of the 
Tehran municipality as the basic criteria for evenly 
distributing the questionnaire to the relevant experts 
in the field, a large entity comprising vice-chairs, 
general offices, autonomous bodies, and various 
subsidiaries. A hybrid cluster-stratified sampling 
method was utilized. With the research objective 
being the assessment of Employee QWL using 
the human capital approach, data from statistical 

populations across different areas (deputies) and their 
subsets, regional municipalities, independent bodies, 
and enterprises as distinct clusters were collected. 
Moreover, employee and laborer categories within 
the municipal staff served as strata for stratified 
sampling classification. Based on what was described 
in this sampling, an online questionnaire was sent to 
all expert personnel, and 1372 people answered in 12 
clusters and two classes of workers and employees 
(The response rate was 74%). The findings indicate 
that among the total sample, 454 respondents (33%) 
are women, 911 (66.3%) are men, and eight people 
(0.5%) chose “I don’t want to answer.” Additionally, 
the distribution of work experience reveals that 
individuals with less than ten years of experience 
constituted 267 respondents (19.7%), and those 
with 10-20 years and over 20 years of experience 
accounted for 789 (58.2%) and 300 (22.1%) 
respondents, respectively. In terms of age, 39 (8.2%) 
people are 30 and under 30 years old, 503 (6.36%) 
are between 31 and 40, 644 (9.46%) are between 40 
and 50, and the rest are 187 (6.13%) people over 51 
years old. In terms of educational level, 628 (7.45%) 
have a bachelor’s degree and below, 651 (4.47%) 
have a master’s degree, and 94 (8.6%) have a Ph.D. 
and above.

 
Measures

The proposed model consists of 8 constructs, 
namely OPA, JF, SB, OEB, SCC, OWLB, OPC, and 
SCM, which are measured by the items mentioned 
in Table 6. An example item is “I have satisfactory 
job autonomy in doing my duties”. JF is assessed 
using 8 items, and the other constructs are shown 
in Table 6. The survey comprises 56 question items 
extracted from the previous steps of research, 
and respondents provided ratings using a 5-point 
Likert scale. The scale ranges from 1, representing 
“strongly disagree,” to 5, indicating “strongly agree.” 
As mentioned, the technique used for data analysis is 
PLS-SEM with Smart-PLS 3.0. The SmartPLS software 
is acknowledged as a fitting choice for implementing 
PLS-SEM, as outlined by Sarstedt et al., (2014). PLS-
SEM is commonly endorsed within the realm of 
business management research (Hair et al., 2019) to 
investigate and validate intricate interconnections.

RESULTS AND DISCUSSION
The structural model evaluation in this study, 
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conducted using SmartPLS 3.0 software, has yielded 
significant findings. Notably, due to low loadings 
(<0.5 as per Table 7), three items (J6, OEB1, OEB2) 
have been excluded. This underscores the importance 
of factor loadings within the 0.40 to 0.70 range, 
which may be eliminated for model enhancement 
(Hair et al., 2019). Table 7 shows Cronbach’s alpha, 
composite reliability, and AVE values for Job factors 
(0.884,0.909,0.590), Organization - employer brand 
(0.855,0.899, 0.644), Organizational work-life balance 
(0.850, 0.900, 0.693), Organizational - physical 
conditions (0.822,0.894, 0.737), Organizational 
Psychological Atmosphere (0.953, 0.958, 0.603), 
Salaries and benefits (0.869, 0.910, 0.717), Social 
aspect - communication with managers (0.818, 
0.889, 0.727), Social aspect - communication with 
coworkers (0.830, 0.886, 0.661), QWL (0.831, 0.870, 
0.458), indicating internal consistency reliability and 
convergent validity of scale items.

The assessment of discriminant validity in this 
study, employing the Fornell-Larcker criterion and 
HTMT, has yielded reassuring results. The Cornell-
Larcker results in Table 8 demonstrate the square 
root of AVE exceeding the correlation value between 
constructs, while HTMT values for J, OEB, OWLB, OPC, 

OPA, SB, SCM, SCC, and QL do not surpass 0.90. This 
validates the measurement model’s discriminant 
validity (Gold et al., 2001) and underscores the 
robustness of our study.

The results from PLS-SEM analysis in Fig. 6 and 
Table 9 reveal no direct relationship between JF and 
QWL (SM = 0.074, SD = 0.040, t-statistic = 1.828, 
P= 0.068) between OPC and QWL (SM = 0.029, SD 
= 0.031, t-statistic = 0.946, P= 0.344) and between 
SCM and QWL (SM = -0.026, SD = 0.031, t-statistic 
= 0.821, P=0.412). Thus, H2, H6, and H8 have to 
be rejected. Furthermore, the results indicate that 
OEB(SM = 0.198, SD = 0.036, t-statistic = 5.502, P= 
0.000), OWLB(SM = 0.429, SD = 0.027, t-statistic = 
16.113, P= 0.000), OPA(SM = -0.151, SD = 0.048, 
t-statistic = 3.104, P= 0.002), SB(SM = 0.133, SD = 
0.033, t-statistic = 4.076, P= 0.000), and SCC(SM = 
0.066, SD = 0.033, t-statistic = 1.965, P= 0.049) have 
a significant direct effect on QWL. Hence, H1, H3, 
H4, H5, and H7 are confirmed and supported by the 
data. Additionally, it is found that OPC (SM = 0.300, 
SD = 0.021, t-statistic = 14.434, P= 0.000), OWLB ((SM 
= 0.281, SD = 0.020, t-statistic = 13.938, P= 0.000), 
SCC (SM = 0.291, SD = 0.021, t-statistic = 13.579, P= 
0.000) and SCM (SM = 0.209, SD = 0.021, t-statistic 

Table 5: Labeling and categorizing the final factors for PLS-SEM 
 

Factors abbreviation Items Codes Examples 
Demographic factors DE 18 D1-D18  

Organizational 
Psychological 
Atmosphere 

OPA 15 

OPA1,OPA2,OPA3,OPA4,OPA5
,OPA6,OPA7,OPA8,OPA9,OPA
10,OPA11,OPA12,OPA13,OPA

14,OPA15 

The organization has programs that keep 
positivity alive in employees. 

Job factors JF 8 J1,J2, J3, J4, J5, J6 J7, J8 I have satisfactory job autonomy in doing 
duties 

Salaries and benefits 
factors SB 4 SB1, SB2,SB3,SB4 I am satisfied with my current salary in the 

organization. 
Organization - 

employer brand OEB 7 OEB1, OEB2, 
OEB3,OEB4,OEB5,OEB6,OEB7 

I feel satisfied with the image of the 
organization in society. 

Social aspect - 
communication with 

coworkers 
SCC 4 SCC1,SCC2, SCC3, SCC4 The level of communication with 

colleagues at my workplace is satisfactory. 

Organizational work-life 
balance OWLB 4 OWLB1, OWLB2, OWLB3, 

OWLB4 I am satisfied with my work and rest time. 

Organizational - 
physical conditions OPC 3 OPC1,OPC2,OPC3 I feel satisfied with the layout and physical 

conditions of my workspace. 
Social aspect - 

communication with 
managers 

SCM 3 SCM1, SCM2, SCM3 The level of communication with managers 
at my workplace is satisfactory. 

Quality of Work Life QWL 8 QL1, QL2, QL3, QL4, QL5, QL6, 
QL7, QL8 

I have enough money to meet my personal 
needs. 

I have enough energy to do daily tasks. 
 
  

Table 6: Labeling and categorizing the final factors for PLS-SEM
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Table 6: Measurement model 
 
 

Variables Items Outer Loadings Cronbach's 
Alpha 

Composite 
Reliability AVE 

Job factors 

J1 0.722 

0.884 0.909 0.590 

J2 0.794
J3 0.813 
J4 0.800 
J5 0.728 
J7 0.694 
J8 0.816

Organi�a�on - employer brand 

OEB3 0.842

0.855 0.899 0.644 
OEB4 0.586 
OEB5 0.815 
OEB6 0.861 
OEB7 0.873

Organi�a�onal work-life balance 

OWLB1 0.741

0.850 0.900 0.693 OWLB2 0.869 
OWLB3 0.875 
OWLB4 0.838 

Organi�a�onal - physical 
condi�ons 

OPC1 0.823 
0.822 0.894 0.737 OPC2 0.906 

OPC3 0.845

Organi�a�onal Psychological 
Atmosphere 

OPA1 0.733

0.953 0.958 0.603 

OPA2 0.737 
OPA3 0.712 
OPA4 0.759 
OPA5 0.795 
OPA6 0.829
OPA7 0.784 
OPA8 0.833 
OPA9 0.821 

OPA10 0.804
OPA11 0.784 
OPA12 0.732 
OPA13 0.787 
OPA14 0.701
OPA15 0.816 

Salaries and benefits 

SB1 0.853 

0.869 0.910 0.717 SB2 0.872 
SB3 0.808 
SB4 0.854 

Social aspect - communica�on 
with managers 

SCM1 0.836 
0.818 0.889 0.727 SCM2 0.852

SCM3 0.870 

Social aspect - communica�on 
with coworkers 

SCC1 0.770 

0.830 0.886 0.661 SCC2 0.822 
SCC3 0.830 
SCC4 0.828

Quality of Work-Life 

QL1 0.738 

0.831 0.870 0.458 

QL2 0.702
QL3 0.766 
QL4 0.731 
QL5 0.643 
QL6 0.589
QL7 0.656 
QL8 0.559 

 
  

Table 7: Measurement model
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Table 7: Discriminant validity 
 

Fornell-Larcker Criterion 
 JF OWLB OEB OPC OPA QWL SCC SCM 

JF 0.768     
OWLB 0.513 0.832   
OEB 0.685 0.470 0.802   
OPC 0.566 0.452 0.505 0.859   
OPA 0.771 0.583 0.712 0.635 0.776   
QWL 0.418 0.563 0.452 0.351 0.428 0.676   
SCC 0.555 0.329 0.539 0.416 0.629 0.305 0.813 

SCM 0.573 0.343 0.450 0.418 0.599 0.258 0.576 0.853 

SB 0.495 0.524 0.529 0.503 0.655 0.425 0.348 0.340 

�eterotrait-Monotrait �a�o ��TMT� 

OWLB 0.582     
OEB 0.771 0.548   
OPC 0.653 0.537 0.598   
OPA 0.832 0.647 0.787 0.711   
QWL 0.468 0.643 0.524 0.402 0.458   
SCC 0.638 0.387 0.627 0.500 0.695 0.367   
SCM 0.651 0.395 0.515 0.491 0.648 0.295 0.671 

SB 0.558 0.607 0.613 0.592 0.720 0.452 0.407 0.392 
 
  

Table 8: Discriminant validity

 
 

Fig.  6: PLS-SEM results 
 

 

 

 

 

 

 

 

 

Fig.  6: PLS-SEM results
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= 10.061, P= 0.000) significantly affect OPA. Hence, 
H9, H10, H11, and H12 are confirmed and supported 
by the data. Based on the findings of this study, 
it has been shown that the quality of employees’ 
working lives is directly affected by work-life balance, 
the organization’s Employer brand, Organizational 
Psychological Atmosphere, communication with 
coworkers, and Salaries and benefits. Also, the 
organization’s work-life balance, physical conditions, 
communication with coworkers, and communication 
with managers affect the psychological atmosphere 
of the organization.

In addition to path coefficients, the Goodness of 
Fit measures also approve the validity of the model 
as provided in Table 10:

The qualitative and quantitative aspects of 
work and organization influence employees’ quality 
of life. One of the integral aspects of the QWL is 
work-life balance (Parakandi et al., 2016; Kaya et 
al., 2020), which is also strongly confirmed in this 
study. Organizational Work-Life Balance (OWLB) is 
a deliberate organizational initiative designed to 
minimize the work-life conflict of employees and 
enable them to be more effective in their work and 
other roles. In recent years, companies have become 
increasingly aware of the need to embrace the concept 
of work-life balance as an essential tool to facilitate 
sustainable human resources, which is crucial to 
attracting and retaining talent (Bhende et al., 2020; 
Szücs et al., 2011; Fontinha et al., 2019; Bhola et al., 

Table 8: Path coefficients 
 

Relationships 

 Original 
Sample (O) 

Sample Mean 
(SM) 

Standard 
Deviation 
(STDEV) 

T Statistics P Values Decision 

Direct effect    

Job factors -> QWL 0.072 0.074 0.040 1.828 0.068 Rejected 
Org work-life balance -> Org-

psychological atmosphere 0.281 0.281 0.020 13.938 0.000 Supported 

Org work-life balance -> QWL 0.429 0.429 0.027 16.113 0.000 Supported 

Org-Employer brand -> QWL 0.196 0.198 0.036 5.502 0.000 Supported 
Org-physical conditions -> Org-

psychological atmosphere 0.300 0.300 0.021 14.434 0.000 Supported 

Org-physical conditions -> QWL 0.029 0.029 0.031 0.946 0.344 Rejected 
Org-psychological atmosphere -> 

QWL -0.148 -0.151 0.048 3.104 0.002 Supported 

S- communication/coworkers -> 
Org-psychological atmosphere 0.291 0.291 0.021 13.579 0.000 Supported 

S- communication/coworkers -> 
QWL 0.065 0.066 0.033 1.965 0.049 Supported 

S- communication/managers -> 
Org-psychological atmosphere 0.209 0.209 0.021 10.061 0.000 Supported 

S- communication/managers -> 
QWL -0.026 -0.026 0.031 0.821 0.412 Rejected 

Salaries & benefits -> QWL 0.133 0.133 0.033 4.076 0.000 Supported 

Indirect effect   

Org work-life balance -> Org-
psychological atmosphere -> QWL -0.042 -0.042 0.014 3.043 0.002 Supported 

Org-physical conditions -> Org-
psychological atmosphere -> QWL -0.044 -0.045 0.015 3.005 0.003 Supported 

S- communication/coworkers -> 
Org-psychological atmosphere -> 

QWL 
-0.043 -0.044 0.014 3.026 0.002 Supported 

S- communication/managers -> 
Org-psychological atmosphere -> 

QWL 
-0.031 -0.032 0.011 2.940 0.003 Supported 

 
  

Table 9: Path coefficients
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Table 11: Desirability levels of QWL in Tehran Municipality

2016). Another qualitative factor is the Organizational 
psychological conditions of the organization (OPA), 
which directly and indirectly affect the quality of 
employees’ working lives (Teles et al., 2014; Zhang 
et al., 2020; Rathi, 2011; Allameh et al., 2018; Salehi 
et al., 2020). Therefore, in this field, the organization 
can take various measures to increase the morale 
of the employees. Creating a sense of positivity 
and hope in personnel, an atmosphere of respect 
among people, a balance in freedom of expression, 
the number of rules and regulations and norms, 
reducing discrimination and creating organizational 
justice, and training and developing soft skills in 
the organization can improve the organizational 
atmosphere and increase quality. It can also help 
people’s lives. Organizational Employee Brand (OEB), 
a concept that can improve the organizational and 
individual identity of people through the organization, 
can be another influential factor strongly confirmed 
in this research (Parvar et al., 2013). Communication 
and the social dimension of the organization (SCM, 
SCC) (Parvar et al,2013; Jiang et al., 2017; Wright et 
al.,2014) is one of the most essential and vital factors 
in creating a favorable psychological atmosphere 
and a high QWL that organizations must pay enough 
attention to in the organization. In a communication 
atmosphere where unresolved conflicts between 

employees and managers increase, burnout and 
fatigue from work, the rate of absenteeism increases 
(Md‐Sidin et al., 2010; Omar et al,2015; Rice et .al, 
1992), and the performance and productivity of 
people decrease. Organizational - Physical Conditions 
(OPC) (Walton,1973, Puciato et al., 2017, Platts et al., 
2013; McFarland, 2017) are another influential factor 
in the quality of employees’ working lives. This was 
not directly confirmed in this study but indirectly 
through the Organizational Psychological Atmosphere 
(OPA) on the QWL. It is practical. Finally, one of the 
most critical dimensions in this model is salary and 
benefits, or in other words, service compensation 
(Lewis et al,2001; Srivastava et al,2014; Swamy,2013; 
Swamy et al,2015), which is quantitatively one of 
the factors affecting the QWL of employees during 
different decades, which has a more prominent place 
in the early models of this concept. It has had, and it 
has also been confirmed in this model.

Therefore, based on the findings from analyzing 
the relationships among various organizational 
factors, QWL can be effectively interpreted 
through the JD-R theory. This theory posits that job 
characteristics can be categorized into demands and 
resources, which interact to influence employee well-
being and performance. In this study, organizational 
work-life balance emerged as a significant 

Table 10: Goodness of fit index 
 
 

Standardized Root Mean Square Residual (SRMR) 0.064 Good fit (≤ 0.08) 

Distance Unweighted Least Squares (d_ULS) 5.950 Indicates a strong fit; lower values preferred 

Discrepancy Goodness-of-Fit (d_G) 1.224 Reasonable fit 

Chi-Square 9,626.642 Significant at p < 0.01; indicates model fit 

Normed Fit Index (NFI) 0.800 Acceptable fit 
 
  

Table 10: Goodness of fit index

Table 11: Desirability levels of QWL in Tehran Municipality 
 
 

Variables Mean Mean Std. Error Desirability level 
SB 1/93 0/02 Low Desirability 

 OPA 2/41 0/02 Relatively Desirable 
OWLB 2/46 0/02 Relatively Desirable
OPC 2/65 0/03 Relatively Desirable 

JF 3/00 0/02 Relatively Desirable 
OEB 3/11 0/02 Acceptable Desirability 
SCC 3/37 0/02 Acceptable Desirability 
SCM 3/54 0/03 Acceptable Desirability
QWL  2/88 0/02 Relatively Desirable 
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resource that positively impacts the organizational 
psychological atmosphere and QWL, underscoring 
its motivational potential. Conversely, while job 
factors and organizational physical conditions were 
hypothesized to contribute positively to QWL, 
the results indicated that their direct effects were 
not statistically significant, suggesting that these 
factors may not function as adequate resources in 
this context. Additionally, the negative relationship 
between the organizational psychological 
atmosphere and QWL highlights the complexity of 
how demands can lead to strain when resources are 
insufficient. The supportive roles of communication 
with coworkers and managers not only emphasize the 
importance of social resources in fostering a positive 
work environment but also highlight their significant 
role in organizational settings. Overall, this analysis 
illustrates how the JD-R framework can elucidate 
the dynamics between job demands and resources, 
providing valuable insights for enhancing employee 
well-being in organizational settings. Using the model 
of the QWL of employees, the average response to 
the items of each dimension has been measured 
among the employees of Tehran Municipality, and 
the results are described in Table 11. As it is apparent 
in Table 11, based on the 5-point Likert spectrum 
from low desirability to high desirability, the items 
are respectively unfavorable (0-1), low desirability 
(1.1-2), relatively favorable (2.1-3), desirability It is 
acceptable (3.1-4) and desirable (4.1-5). In the Tehran 
Municipality, the quality of life of employees, as 
revealed by the collected data, follows a clear order 
of desirability. This order, from low to high, includes 
salary and benefits (SB), Organizational Psychological 
Atmosphere (OPA), Organizational Work-Life Balance 
(OWLB), Organizational - Physical Conditions (OPC), 
Job Factor (JF), Organizational - Employer Brand 
(OEB), Social aspect - Communication with Coworkers 
(SCC), and social aspect - Communication with 
Managers (SCM).

Analyzing the factors influencing employee 
perceptions, we find a nuanced landscape of 
strengths and weaknesses across different 
dimensions. The Salaries and Benefits Factor received 
a low desirability rating, indicating that employees 
perceive this aspect as inadequate, which may 
hinder overall job satisfaction and motivation. This 
underscores the need for immediate attention and 
improvement in this area. On the other hand, factors 

such as the Organizational Psychological Atmosphere, 
Organizational Work-Life Balance, and Organizational-
Physical Conditions were rated as relatively desirable, 
suggesting that while these areas are viewed 
positively, there is still room for improvement. 
The Job Factor emerged as a relatively desirable 
attribute, reflecting a balanced view of job demands 
and resources. Furthermore, the Organizational 
Employer Brand and social communication aspects—
specifically with coworkers and managers—were 
rated as acceptable in desirability, indicating that 
while these factors contribute to a supportive work 
environment, they may not fully meet employee 
expectations. Overall, the findings highlight critical 
areas for organizational development, particularly in 
enhancing salaries and benefits to bolster employee 
satisfaction while maintaining the positive aspects of 
workplace culture and conditions.

CONCLUSION 
The study has established that QWL are 

related by psychological factors, work-life balance, 
salaries and wages, physical conditions and safe 
environment, job factors, employer brand, social 
dimension—communication with colleagues, and 
communication with managers, however, all sizes 
of QWL are not uniformly related. The results of 
this research have been discussed and investigated 
to improve employees’ quality of life. The concept 
of employees’ QWL is comprehensive, and many 
organizational measures can be influenced by or 
affect it. On the other hand, one sector that can 
improve the QWL of employees in organizations and 
vice versa is the policies that direct the functions 
of human resources. Based on the findings of the 
qualitative section, 18 demographic characteristics 
have been examined in this model, and using the 
statistical findings in this organization, to set the 
letters, guidelines, strategies, and human resources 
policies, These items should include education level, 
place of service, amount of salary and benefits, 
gender, organizational position, type of employment, 
number of children, ease of access to the workplace, 
work experience, age, residence status, marital 
status, approximate commuting time, nature of the 
job, residential area, vehicle, and physical health 
should be given sufficient attention. In the QWL 
of Tehran municipality employees, factors such as 
psychological factors, work-life balance, salaries and 
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wages, physical conditions and safe environment, 
job factors, employer brand, social dimension—
communication with colleagues, and communication 
with superiors are completely controlled. It is an 
organization, and by making positive changes in 
this field, the organization can bring good results to 
the QWL of Tehran Municipality employees. Factors 
related to extra-organizational factors, including 
personal and economic factors, are less within the 
organization’s authority. However, in many cases, 
they have a significant impact on the quality of 
life of employees. For this type of dissatisfaction 
in the organization, people’s expectations should 
be kept at the level of awareness. The issue was 
pointed out to people in meetings, meetings, and 
many cases in the organization, and people should 
know that the quality of life at the personal level 
and national decisions also influence the quality of 
their work life. Analyzing Tehran Municipality’s work 
environment through the JD-R theory, a significant 
and widely accepted framework in organizational 
psychology, reveals critical insights into employee 
satisfaction and performance. The data indicates a 
low desirability for the Salaries and Benefits Factor, 
which may contribute to decreased employee 
motivation, highlighting a significant job demand that 
is not adequately met. In contrast, factors such as 
organizational psychological atmosphere and work-
life balance are rated relatively desirable, suggesting 
they serve as essential job resources that positively 
influence the QWL. The supported relationships 
between organizational work-life balance and the 
organizational psychological atmosphere and QWL 
underscore the importance of providing resources 
that enhance employee engagement and mitigate 
stress. Furthermore, while organizational and 
physical conditions were found to have a supportive 
effect on the psychological atmosphere, their direct 
impact on QWL was insignificant, indicating that 
simply improving physical conditions may only suffice 
if addressing other underlying demands. The findings 
also emphasize the role of social communication, 
particularly with coworkers, as a vital resource that 
fosters a positive psychological atmosphere and 
contributes to QWL. Overall, this analysis highlights 
the necessity for the Tehran Municipality to 
strategically enhance job resources while addressing 
unmet demands to improve employee well-being 
and organizational effectiveness. There are also some 

limitations to the research. Researchers of the current 
study had to focus on the available literature as well 
as the opinions of the accessible experts in the field. 
Another point to notice is the accessibility to the 
Tehran Minimality, the largest municipality of Iran for 
testing the status of QWL. Other municipalities in the 
country can also be evaluated based on the current 
model as future research endeavors. An important 
future research suggestion will be to share and discuss 
the findings of this research with the authorities and 
managers of the Tehran Municipality as well as other 
municipalities to concentrate and invest in the most 
relevant factors and indicators influencing the QWL.
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