!

Journal Website

Article history:

Received 27 March 2024
Revised 14 May 2024
Accepted 01 June 2024
Published online 20 June 2024

Dynamic Management and Business Analysis

Volume 3, Issve 1, pp 69-85

E-1SSN: 3041-8933

Developing a Model of Quality of Work Life Based on Organizational
Justice, Organizational Optimism, and Organizational Resilience among
Employees of the Education Departments in Tehran Province

Farzaneh Jandaghi'®, Fattah Nazem?"®, Soghra Afkaneh?

L PhD student, Department of Educational Management, Roudehen Branch, Islamic Azad University, Roudehen, Iran.
2 Professor, Department of Educational Management, Roudehen Branch, Islamic Azad University, Roudehen, Iran.
3. Assistant Professor, Department of Educational Management, Roudehen Branch, Islamic Azad University, Roudehen, Iran.

* Corresponding author email address: nazem@riau.ac.ir

Article Info

ABSTRACT

Article type:
Original

How to cite this article:

Jandaghi, F., Nazem, F., Afkaneh, S.
(2024). Developing a Model of Quality of
Work Life Based on Organizational
Justice, Organizational Optimism, and
Organizational Resilience among
Employees of the Education Departments
in Tehran Province. Dynamic
Management and Business Analysis, 3(1),
69-85.
https://doi.org/10.22034/dmbaj.2024.203
6764.1056

Lo © o

© 2024 the author(s). Published by
Knowledge = Management  Scientific
Association. This is an open access article
under the terms of the Creative Commons
Attribution 4.0 International (CC BY 4.0)
License.

Objective: This study aimed to develop a comprehensive model of quality of work
life based on organizational justice, organizational optimism, and organizational
resilience among employees of the Education Departments in Tehran.
Methodology: The research employed a mixed-method (qualitative-quantitative)
approach. In the qualitative phase, semi-structured interviews were conducted with
15 experts in management and sociology, and the initial data were collected and
analyzed. Following this, a questionnaire was designed based on the qualitative
findings and distributed among 450 employees of the Education Departments in
Tehran. Data analysis was conducted using Structural Equation Modeling (SEM)
and the AMOS and SPSS software. Findings: The findings revealed that all three
variables—organizational justice, organizational optimism, and organizational
resilience—are significantly related to the quality of work life. Organizational
justice was identified as the strongest predictor of quality of work life, while
organizational optimism and organizational resilience also had direct and indirect
impacts on improving quality of work life. Additionally, organizational justice
played a mediating role in the relationship between organizational optimism and
resilience with the quality of work life. Conclusion: The results of this study
indicate that attention to organizational justice, organizational optimism, and
organizational resilience can lead to an improvement in the quality of work life for
employees in educational organizations. It is recommended that managers
strengthen these variables to create a supportive and positive work environment,
thereby enhancing employee satisfaction and commitment.

Keywords: Quality of Work Life, Organizational Justice, Organizational
Optimism, Organizational Resilience, Education
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EXTENDED ABSTRACT
Introduction

Quality of Work Life (QWL) has emerged as a critical concept in organizational behavior and
human resource management, reflecting the overall conditions and experiences of employees in the
workplace that impact their well-being and satisfaction (Rusu, 2016). In recent years, the importance of
QWL has been increasingly recognized, especially in educational institutions where the work environment
can directly influence both employee performance and student outcomes. Organizational justice, which
refers to employees’ perceptions of fairness in decision-making, resource distribution, and organizational
procedures, has been identified as a key determinant of QWL (Virtanen & Elovainio, 2018). Research
suggests that higher levels of perceived organizational justice are associated with greater employee
satisfaction, commitment, and overall QWL (Akter et al., 2023; Dong et al., 2020)

Alongside organizational justice, other factors such as organizational optimism and organizational
resilience have also been highlighted as significant contributors to QWL. Organizational optimism
pertains to the positive outlook and hopefulness that employees have regarding the future of their
organization, which can enhance their engagement and satisfaction (Sherief & Ramamoorthy, 2023; Sulton
& Suyono, 2020). Organizational resilience, defined as the ability of an organization to recover from
challenges and crises, also plays a crucial role in maintaining and improving QWL, particularly in times
of stress or change (Huang, 2024; Yeni et al., 2022).

This study aimed to develop a comprehensive model of QWL based on these three key variables—
organizational justice, organizational optimism, and organizational resilience—among employees of the
Education Departments in Tehran. By exploring the relationships between these variables and QWL, the
study sought to provide insights that could help educational organizations enhance the well-being and
productivity of their employees.

Methodology

This research employed a mixed-methods approach, combining qualitative and quantitative
methodologies to provide a robust analysis of the factors influencing QWL. In the qualitative phase, the
study began with semi-structured interviews conducted with 15 experts in the fields of management and
sociology. These experts were selected through purposive sampling based on their knowledge and
experience in organizational behavior and educational management. The interviews aimed to gather in-
depth insights into the perceptions of organizational justice, optimism, and resilience, and how these
factors influence QWL in the context of educational institutions.

The qualitative data were then analyzed using thematic analysis, which helped in identifying key
themes and patterns that informed the development of a questionnaire for the quantitative phase of the
study. The questionnaire was designed to measure the perceived levels of organizational justice, optimism,
resilience, and QWL among employees. The standardized questionnaires used in this study included the
Walton (1973) QWL scale, the Niehoff and Moorman (1993) organizational justice scale, the Seligman
(1998) organizational optimism scale, and the Prayag et al. (2018) organizational resilience scale.



In the quantitative phase, the questionnaire was distributed to 450 employees of the Education
Departments in Tehran, selected through multi-stage cluster sampling. This method ensured a
representative sample of the population under study. The collected data were analyzed using Structural
Equation Modeling (SEM) with AMOS software, complemented by descriptive statistics and
confirmatory factor analysis using SPSS. SEM was particularly useful in testing the relationships between
the variables and in validating the proposed model of QWL.

Findings

The findings of this study highlighted the significant roles of organizational justice, organizational
optimism, and organizational resilience in shaping the QWL of employees in educational institutions.
Organizational justice emerged as the strongest predictor of QWL, underscoring the importance of fairness
and transparency in decision-making processes within organizations. Employees who perceived higher
levels of justice reported greater satisfaction with their work environment and overall better QWL.

Organizational optimism was also found to have a positive and significant impact on QWL.
Employees with a more optimistic outlook on their organization’s future were more likely to experience
higher levels of job satisfaction and engagement, which in turn contributed to an enhanced QWL.
Furthermore, the study revealed that organizational resilience significantly contributes to QWL,
particularly in the face of challenges and changes. Additionally, the analysis showed that organizational
justice acts as a mediator between organizational optimism and resilience and QWL. This mediation effect
suggests that the positive impacts of optimism and resilience on QWL are enhanced when employees
perceive a high level of justice within the organization.

Discussion and Conclusion

The results of this study underscore the critical importance of organizational justice, optimism,
and resilience in enhancing the QWL of employees in educational settings. The strong predictive power
of organizational justice highlights the need for fair and transparent decision-making processes, equitable
distribution of resources, and respectful interpersonal interactions within organizations (Virtanen &
Elovainio, 2018). By fostering a sense of justice, educational institutions can significantly improve the
satisfaction, commitment, and well-being of their employees, which in turn can positively impact
organizational performance and employee retention (Akter et al., 2023; Anggiani & Wiyana, 2021).

The positive influence of organizational optimism on QWL suggests that educational organizations
should focus on creating a hopeful and positive work environment. Strategies such as effective
communication, supportive leadership, and recognition of employee efforts can help cultivate a culture of
optimism that enhances employee satisfaction and engagement (Kim et al., 2017). Organizational
resilience, on the other hand, plays a crucial role in helping employees navigate challenges and changes,
thereby maintaining and even improving their QWL in adverse situations (Ibrahim, 2023; Li, 2024).

The mediation role of organizational justice between optimism, resilience, and QWL further
emphasizes the importance of fairness in organizational practices. Educational institutions that prioritize
justice in their operations can amplify the positive effects of other organizational resources, leading to a

71
E-ISSN: 3041-8933


https://portal.issn.org/resource/ISSN/3041-8933

m) Jandaghi et al. Dynamic Management and Business Analysis 3:1 (2024) 69-85

more supportive and satisfying work environment for employees (Arivani et al., 2023; Kasim & Aldarmaki,
2019).

In conclusion, this study provides valuable insights into the factors that influence QWL in
educational settings. The findings suggest that by focusing on organizational justice, optimism, and
resilience, educational institutions can create a more positive and supportive work environment that
enhances employee well-being and performance. Future research should explore these relationships in
different organizational contexts and over longer periods to further validate and extend these findings
(Nuruzzaman & Talukder, 2016).
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