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ABSTRACT  

 Importance of organizational social capital as an organizational intangible asset and 

the effect of this intangible asset on employees' quality of work life have been considered in 

recent years by those who are interested in issues of the organization and management. 

Dealing with this issue by most researchers illustrates the undeniable role of organizational 

social capital on quality of work life of employees who want to continue their existence in the 

modern turbulent world. The goal of this study was to investigate the relation between 

organizational social capital and employees' quality of work life at the University of Isfahan. 

The study was conducted using descriptive-field method. The statistical population included 

eight-hundred thirty employees among whom one-hundred thirty persons were selected 

through random stratified sampling. Tools of data collection included organizational social 

capital questionnaire with 16 questions and employees' quality of work life questionnaire 

with 36 questions. Experts' views were used to confirm the content validity and face validity 

and thus the questionnaire was confirmed. Cronbach's alpha coefficient was used to confirm 

the reliability that was equal to 0.90 and 0.93 for organizational social capital and employees' 

quality of work life respectively. Correlation coefficient and regression coefficient were used 

for inferential analysis of data. The significant relation between the two major indexes was 

equal to 0.60 using Pierson correlation coefficient. As this value is positive it can be said that 

there is a positive and significant correlation between organizational social capital and 

employees' quality of work life. Also values of Pierson correlation coefficient were calculated 

to determine the significant relation between organizational social capital and each one of its 

components with employees' quality of work life. These values are positive which show the 

relations are direct and there is a positive and significant correlation between employees' 

quality of work life and each one of the components. It means that whatever the amount of 

these components is higher, degree of employees' quality of work life is increased in the 
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statistical population under study. According to the obtained results using regression 

coefficient, components of identity, commitment and trust can affect employees' quality of 

work life. 
 

KEYWORDS: Social Capital, Intangible Asset, Organizational Social Capital, Employees' 

Quality of Work Life   
 

INTRODUCTION 

 Naturally existence of three kinds of capital (natural, physical and human capital) 

beside each other has been assumed as a basis for economic development and performance. 

Organizational social capital is formed and developed in social relations not in physical tools 

of production. It is applied to trust, mutual perception and shared values and behaviors. As 

probability of opportunism, employees' misuse and cheating is more in big organizations, 

organizational social capital is needed to prevent such behaviors and enhance employees' 

quality of work life. Managers should be aware of the importance of social capital and how it 

grows so that job enrichment and increasing of employees' quality of work life will be 

facilitated. Human capital like intelligence, education, skill, etc is not the only factor that 

guarantees success of people in the organization; rather the organizational environment and 

social networks and organizational conditions help reinforce or weaken success of people in 

the organization. Those organizations which invest in their human resources through human 

resources development plans cannot neglect the important role of social capital. The goal of 

this study was to investigate the relation between organizational social capital and employees' 

quality of work life.    

In the following social capital, organizational social capital and employees' quality of work 

life are mentioned first and their dimensions are explained. Then the proposed model is tested 

in the framework of a case study at the University of Isfahan by representing the research 

methodology. Finally the findings and conclusion are presented.  

 

Concept of social capital  

"Social capital" contains the resources that are accessible from inside the business or 

individual networks. These resources include the information, thoughts, directions, business 

opportunities, financial capital, power, emotional support, benevolence, trust and 

cooperation. The term "social" in social capital indicates that these resources are not regarded 

as personal assets and no one is owner of them lonely. They are inside of the networks of 
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relations. If the individual assumes human resources as what he/she knows (sum of your 

knowledge, skill and experiences), having access to social capital depends on those whom 

he/she knows; that is size, quality and diversity of business networks and personal networks 

of relation are effective on it. Moreover, social capital depends on those whom the person 

does not know of course if he/she is in relation with others through networks indirectly 

(Alvani et al., 2004: 14).   

The term "capital" indicates that social capital like human capital or economic capital has a 

generative nature; that is it enables the individual to create value, perform works, obtain 

his/her purposes, completes his/her missions in life and help his/her portion in the world. 

When it is said that social capital is generative it means that no one is successful without it 

and cannot survive (Alvani et al., 2004: 16).  

Those who have created social capital and use it can find better jobs, receive more wage, 

promote faster and enjoy more influence than their secluded counterparts who are reluctant to 

use the power of social capital or have no ability. Those organizations that make a profit from 

a stronger social capital can achieve the required capitals for entrepreneurship and bravery 

activities, improve organizational learning, use verbal marketing leverage, make a profit from 

the ability to find strategic allies and defend their resources well against unfriendly 

suggestions (Alvani et al., 2004: 41).    

 

Definition of social capital  

Social capital means the resources that are in the social structure and are accessible or 

mobilized for advantageous acts and purposes (Lin, 2001: 29). In defining the social capital 

Putnam et al. state that this term includes saving the active relations among people; trust, 

mutual perception and shared values and behaviors that bring the members of human 

networks together and makes cooperative act possible (Cohen et al., 2001). According to 

Coleman (1999) social capital includes commitments and expectations, power relations, 

potential capacity of information and effective executive norms and guarantees (Coleman, 1999).  

Social capital has fewer liquidity and convertibility than economic capital (Romo et al., 

1995). Like other capitals social capital has features such as substitution and 

complementariness. In substitution feature stronger relations can be used to compensate for 

lack of human and financial capital. Also social capital can complement other capitals in the 

organization, for example, social capital enhances the efficiency of economic capital by 

reduction of transaction costs (Lazerson, 1995).  
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Social capital was proposed formally and as a serious discussion by Kreitner and Kinicki for 

the first time in sixth edition of their book entitled "organizational behavior" that was 

published in 2004. Social capital is one of the characteristics of the social organization which 

facilitates participation and mutual trust to gain shared benefits (Putnam, 1998). 

Organizational social capital is the manner of human relations inside the organization. By 

human relations we mean the quality of cooperation, mutual trust and organizational 

commitment. Therefore, social capital can be led to better knowledge sharing, creating 

relations based on trust and teamwork morale among the members. If there is no social 

capital in the organizations, human capitals cannot do team work with each other and create 

synergism. Social capital focuses on social networks and norms bound with transact and trust. 

Two major sections of social capital are the structural and cognitive dimensions. Structural 

social capital facilitates information sharing and collective act and helps decision-making by 

social roles and networks that complete rules, procedures and antecedents. Cognitive social 

capital is applied to shared norms, values, trust, attitudes and beliefs. Therefore, it is more a 

subjective and intangible concept (Yokl, 2006).  

 

Advantages of social capital 

Some experts have mentioned the advantages of social capital as below:  

1- One of the major advantages of social capital is about the information. Social capital 

facilitates having access to extensive information resources, improves quality of information 

and provides up-to-date information.  

2- Social capital has been investigated in inter-organizational scope too so that Podolni et al. 

(1988) showed that the inter-organizational network helps organizations obtain new 

knowledge and skills.  

3- Social capital helps employees find jobs and create an enriched resource of new forces for 

the organization, facilitates transaction of resources among the units and creates innovation.  

4- Social capital decreases turnover rate and degree of organizational experience and 

organizational disintegration, facilitates entrepreneurship and helps form new companies.  

5- Social capital reinforces relations with suppliers and regional production networks and is 

an effective factor on facilitating organizational learning (Adler et al., 2002).  
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Methods of creating and retaining the social capital in the organization 

Given to the importance of social capital in social and organizational development, it is 

necessary to perform various plans to increase this capital. Some of these acts at the 

organizational level are: 

1- Encouraging and reinforcing the social, trade and professional institutions: 

encouraging to establish and reinforce social institutions is one of the structural 

solutions to increase social capital.  

2- Paying attention to social capital enhancement in public education and employee 

training: educational systems are one of the most important processes in societies to 

create social capital (Alavi, 2002).  

Lina and Van Bourne studied the ways that specific employment actions may increase social 

capital in the organization. They argued that when organizations follow stable employment 

procedures they use service compensation systems that rewards team works and the groups 

instead of the individuals, chooses people and rewards those who value collective work and 

takes step to create and enhance social capital of the organization (Bolino et al., 2002).  

Alvani and Shirani suggested that governmental managers can act through the following 

ways to overcome the problem of decreased trust of citizens and create social capital and 

trust: 

1- Binding to ethics: mangers who apply ethical principles in organizational 

performances and decisions create relations which are led to social capital.  

2- Sense of social responsibility: whenever citizens ensure that the management of 

organizations feels responsible for them and is sensitive to be responsive against the 

society, they will have a positive perception towards the organization and social 

capital can be produced through trust and confidence and distrust can be moderated.  

3- Unification with the society: one of the problems that causes to eliminate social 

capital is managers' separation from the society that is appeared differently. If 

managers or citizens have a sense of unification, citizens will have the same feeling 

mutually and it is under such unity and peace that trust-based relations are created 

between the organization and the society. This is the main element of social capital 

(Alvani & Shirani, 2002).   
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Several models about social capital 

A) Nahapiet and Ghoshal's model 

Nahapiet and Ghoshal (1998) considered three various dimensions for social capital through 

organizational approach: structural dimension, relational dimension and cognitive dimension.  

 

 

 

 

 

 

 

 

 

 

Figure 1- Dimensions of social capital (Sabatini, 2008: 460)  

1- Structural dimension 

This dimension refers to total model of relations among the people, that is you have access to 

whom and how (Burt, 1992). The most important aspects of this element include network 

relations among people, network configuration and appropriate organization.  

2- Cognitive dimension 

This dimension of social capital refers to the resources that provide manifestations, 

interpretations and systems of shared meanings among the groups. The most important 
aspects of this element include shared language and codes and shared anecdotes (Cicourel, 1973).  

3- Relational dimension  

This dimension describes personal relations that people make with each other due to record of 

their interactions. The most important aspects of this element include trust, norms, 

obligations and expectations and identity (Nahapiet and Ghoshal, 1998).   

Feizi and Faghihi's model  

Feizi and Faghihi have followed Nahapiet and Ghoshal's model to a large extent in their 

research and have considered background dimension in their model instead of cognitive 

dimension. This dimension contains effective external factors on the organization (Table 1).  

 

 

Dimensions of social 

capital  

Relational 

dimension  

Structural 

dimension  

Cognitive 

dimension 
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Table 1- Feizi and Faghihi's model  
Social capital variables in Feizi and Faghihi's viewpoint 

Background factors  

-legal factors  

-political development factors  

-economic factors  

-information and communication technology factors 

Relational factors  

-mutual relations  

- sense of duty 

-organizational culture 

-sincerity 

-identity 

-mutual trust 

- organizational norms  

Structural factors  

-concentration  

-combination  

-size  

Source: (Feizi and Faghihi, 2007, p 18) 

Kreitner and Kinicki's model  
Kreitner and Kinicki have not classified the dimensions of social capital. They have listed the 
various variables effective on social capital as the Table 2. 
Table 2- Kreitner and Kinicki's model 
Social capital variables in Kreitner and Kinicki's viewpoint 

-shared purposes 

-shared values  

-trust   

-respect and mutual goodwill 

-supportive and friendly groups 

-positive role model  

-empowerment and participation   

- communications 

-sense of belonging and participation  

-cooperation  

-team work  

-friendly relations  

-being decisive against aggression  

-functional conflict  

-win win negotiations  

-philanthropy and voluntary acts   

(Source: Kreitner and Kinicki, 2007, p 14) 



JOURNAL OF INTERNATIONAL ACADEMIC RESEARCH FOR MULTIDISCIPLINARY 
Impact Factor 1.393, Volume 1, Issue 9, October 2013 

 

412 
www.jiarm.com 

Having compared these three models, it is clear that effective external factors on social 

capital have not been considered in Nahapiet and Ghoshal's model, while this problem has 

been eliminated in Feizi and Faghihi's model to some extent. Although effective variables on 

social capital have not been classified in Kreitner and Kinicki's model but variables of shared 

purposes and shared values are the same cognitive dimension in Nahapiet and Ghoshal's 

model and other variables can be considered in the relational dimension of social capital. 

 

Advantages of social capital in organizations  

While physical capital is applied to material things and human capital is applied to the 

characteristics and capabilities of people, social capital refers to the relations among people 

(Timberlake, 2005, p. 35). Social capital has the following advantages for the organization:  
1) Social capital causes to solve the social evasiveness problem (Nasre Esfahani, 2006: 31).  

2) In an organization where people have trust in one another and conduct the expected 

interactions social cooperation and interactions will have the least expense and less 

time and expenses will be needed to ensure commitments of the other party.  

3) Social capital improves decision-making status so that it is led to various ways for 

decision by extending awareness and information sharing.  

4) People who have relations with each other enjoy more flexibility and negligence, less 

selfishness and more empathy.  

5) The major advantage of social capital is to decrease transaction costs, because it is 

resulted in cooperation and coordination and decreases bureaucracy (Nafukho, 

2006:119). 

6) Social capital can increase capability of the organization in knowledge management 

(Hoffman & Sherif, 2005, : 98) 

7) High social capital in the organization guides win-lose status and zero-sum game 

towards the win-win status (Tymon & Stumpf, 2003, p. 19) 

8) Experts have confirmed a strong and positive relation between social capital and 

health (Tajbakhsh, 2006: 924).  

 

Signs of social capital weakness in the organization 

Whatever the supply of social capital is high in the organization, the need to compile rules 

and regulations and establish supervisory institutions is decreased. Managers can recognize 
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the amount of social capital in the organization through the following factors. Whatever the 

amount of these factors is high in the organization, social capital will be fewer.   

1- Several inspection and supervisory units  

2- Administrative violations 

3- Employees' disrespect to the organization 

4- Failure of teams and committees of the organization 

5- Reluctance towards learning and knowledge sharing  

6- Lack of cooperation and participation  

7- Rumour    

8- Character assassination   

9- Absenteeism and leave  

10- Political behavior and sectoral approach in the organization 

The above factors can affect productivity of the organization and create problems for it in 

achieving its purposes (Leana & Burren, 1999, p.3).  

Employees' quality of work life will be discussed below.  

 

Quality of work life 

The term quality of work life was proposed at the end of the 1960's for the first time (Saraji et 

al., 2006). This term includes a range of theoretical concepts in order to decrease corporate 

problems (Martel Jean et al., 2006). Quality of work life has a dynamic and multi-

dimensional structure that contains concepts such as job security, reward systems, 

educational and job progress opportunities and participation in decision-making. Duetsch and 

Schurman stated that quality of work life plans that were used in US increased employees' 

participation in decision-makings related to modern technology, work environment and skill 

training (Duetsch & Schurman, 1993). More exactly, quality of work life is a set of methods 

and actions that help increase and maintain employees' satisfaction and its purpose is to 

improve their work conditions and increase efficiency of the corporation (Saraji et al., 2006). 

Reviewing the existing literature shows that there is no common and accepted definition for 

quality of work life and various variables such as corporate policy, leadership styles, methods 

and operations affect employees' attitude towards quality of work life (Lewis et al., 2007). 

Quality of work life can be defined as positive and satisfactory conditions of employees from 

the environment in which they work and their satisfaction with reward, job security, health 

and safety, enhancement and development of educational opportunities and supervisory 
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support (May, Lau & Johnson, 1999:4). Indeed, quality of work life demonstrates a kind of 

corporate culture or management method according to which employees have a sense of 

ownership, self-regulation, responsibility and self-esteem (Chan & Wyatt, 2007: 502).  

Cassio (1998) defined quality of work life as employees' perception of their physical and 

mental hygiene at the workplace and mentioned its factors as below: employees' 

participation, career path improvement, solving the conflicts, communications, health, job 

security, fair compensation and a secure and honourable environment (Mirkamali, 2005). 

Also Armstrong believes that quality of work life means an employee's satisfaction with 

satisfying his/her needs through resources, activities and consequences obtained from 

involvement and participation at the work environment. Also he suggested that quality of 

work life is usually affected by work experience and job expectations of the individual in the 

future (Armstrong et al., 2007).  

Thomas summarized quality of work life in the following four scopes:  

1- job, physical and mental security  

2- equality and fairness of wage  

3- paving the way for progress and creating the opportunity for skill training and 

continuous learning  

4- Freedom and participation in decision-makings (Mirsepasi, 1993).  

Dastoon defines quality of work life as employees' reaction against work especially its 

essential consequences in satisfying job needs and mental health. Using this definition, 

quality of work life emphasizes personal consequences, work experience and manner of 

improving work in order to satisfy the individual's needs. Dastoon proposed a theoretical 

model to expound quality of work life that is as below:  

1- Fair and adequate payment 

2- Safe and hygienic workplace 

3-Providing an opportunity for permanent growth and security 

4- Legalism in the organization 

5- Social dependence of work life 

6- General space of life 

7- Social integration in the organization 

8- Development of human capabilities (Moorhed et al, 1998)  

There are methods to make work more pleasurable that improve quality of work life. These 

methods include:  
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1- providing the possibility of relation from bottom to top 

2- work facilitation instead of direction 

3- being flexible  

4- Being one part of the organization (Betil & Newstorm, 2002).  

Characteristics of quality of work life 

Characteristics of quality of work life include the following cases in viewpoint of experts:  

1- The effect of work on individuals towards effectiveness of the organization: In other 

words it is employees' reaction to work especially its individual consequences in job 

satisfaction and mental health. Characteristics based on individual consequence include fair 

payment, safe and healthy work conditions, suitable opportunity to disclose and develop 

capabilities of people, suitable opportunity for security and permanent growth in future, 

importance of work in the society, legitimacy of work and social proportionality of work.  

2- Work method; manner of doing work that includes specific techniques of work like job 

enrichment, technical-social systems, job development, job circulation, etc.  

3- Idea of participation in solving the problems and making decision in the organization 

(Salmani, 2006: 20).  

Some experts have mentioned meaningfulness of work, corporate and social proportionality 

of work, work challenge, work productivity, growth and security, skill training and 

permanent learning in work as characteristics of quality of work life (Salmani, 2006: 20)  

Process of changing the expectations of organizations and employees and quality of 

work life 

The mutual relationship of changing the social-economic conditions in shaping and changing 

the expectations of corporations from employees and employees' expectations from 

corporations is undeniable. This has been changed in industrial countries during five decades 

after the Second World War according to Table 2.  
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Table 2- Comparing change of expectations of organizations and employees after the Second 

World War (Mirsepasi, 2005: 160) 

Employees' purpose and 
expectations 

Purpose and expectations 
of the organization 

Time 

Finding a job to earn a 
living  

Increasing of efficiency 
and profitability through 
mass production and 
reductions of costs 

The two first decades after 
the Second World War 

Receiving welfare services 
and higher wage level  

Increasing of quality and 
competition by 
emphasizing the quality of 
products and services 

The third and fourth 
decades after the world 
War  

Increasing of quality of 
work life  

Emphasizing customer 
satisfaction and his/her 
demand and generalizing 
this philosophy in inter-
organizational working 
relationship 

The recent decade  

(Mirsepasi, 2005: 160)  

 

Research hypotheses 

Primary hypothesis: There is a significant relation between organizational social capital and 

employees' quality of work life at the University of Isfahan. 

Secondary hypotheses:  

1- There is a significant relation between identity and employees' quality of work life.  

2- There is a significant relation between commitment and employees' quality of work 

life.  

3- There is a significant relation between trust and employees' quality of work life.   

 

Methodology 

This study was conducted using descriptive-field as well as correlation method in which 

qualitative and quantitative data were investigated. Research variables were divided into two 

classes: dependent and independent. Independent variables included components of 

organizational social capital and dependent variables were factors of employees' quality of 

work life. The researcher used two questionnaires including organizational social capital 

questionnaire with 16 questions and employees' quality of work life with 36 questions. Also 

Likert scale was used to respond to the questions and the questionnaires were standard. 
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Content validity and face validity of the questionnaire were confirmed by the experts and the 

result indicated confirmation of the questionnaire. Similarly reliability of the questionnaire 

was confirmed using Cronbach's alpha coefficient that was equal to 0.90 and 0.93 for 

organizational social capital and employees' quality of work life respectively. Analysis 

methods in this study included descriptive statistics such as mean indexes and frequency and 

inferential statistics such as correlation and regression. 

All components of the independent variable have alpha coefficient more than 70%, thus they 

have the essential reliability for analysis. Also confirmatory factorial analysis of items related 

to employees' quality of work life explains 39.9% of changes of the observed variables that 

are significant at level 95%. The calculated Kmo for employees' quality of work life was 

equal to 0.678 and was more than 70% and significant for all components of the independent 

variable that shows suitability of these items. Sixteen items were measured in order to 

evaluate the independent variable. Analysis of the items show that sum of the above factors 

explain totally 32% of observed changes that are significant at high level. The calculated 

Kmo (0.758) reveals suitability of these items.  

 

Conceptual model of the study  

The conceptual model in this study has been proposed based on theoretical principles as it is 

observed in Figure 2.  

 

 

 

 

 

 

 

 

 

 

 Figure 2- The proposed model (by researchers)  
 

 

 

 

Organizational 
social capital  

 
 

Identity  
Commitment  

Trust  

Employees' quality of 
work life  

 
 

Participation  
Job progress  

Problem solving  
Communications  

Tendency towards 
work 

Job security  
Wage  



JOURNAL OF INTERNATIONAL ACADEMIC RESEARCH FOR MULTIDISCIPLINARY 
Impact Factor 1.393, Volume 1, Issue 9, October 2013 

 

418 
www.jiarm.com 

The statistical population and sample 

The statistical population included eight-hundred thirty managers and employees of the 

University of Isfahan. Stratified random sampling method was used. Thus, the sample size 

was obtained equal to one-hundred thirty persons according to Morgan Table. 

Table 6- Characteristics of the statistical sample 

Type of variable Elements of variable Frequency Percentage Mean  
Gender  Female  

Male  
63 
35 

64.3% 
35.7% 

1.357 

Age  Below 30 years old 
31- 40 years old 
41-50 years old 
51-60 years old 

16 
48 
33 
1 

16.3% 
49% 
33.7% 
1% 

 
2.19 

Education  Below diploma 
Diploma 
B.A 
M.A & PhD 

1 
20 
59 
18 

1% 
20.4% 
60.2% 
18.4% 

 

 
2.95 

Work experience  Below 5 years 
5-10 years 
11-15 years 
16-20 years 
More than 20 years 

12 
30 
21 
16 
19 

12.2% 
30.6% 
21.4% 
16.3% 
19.4% 

 

 
3 

 

Mean of gender was obtained equal to 1.357 that is closer to 1, therefore, most employees of 

this university are females. Age average of individuals was equal to 2.19 that shows the 

dominant age is between 31-40 years old. Average of education level was equal to 2.95 that 

indicates most individuals have B.A academic education and average of work experience in 

this organization was equal to 3 that indicates most individuals have work experience 

between 11-15 years.  

 

Findings 

Primary and secondary findings were analyzed after collecting the questionnaires. The 

findings are represented in Table 5. In order to test the hypotheses t-value test was used that if 

it is more than 2, the hypothesis is confirmed and if it is less than 2, the hypothesis is rejected.  

As it is obvious in Table 7 there is a relatively strong and significant correlation among 

research variables.   
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Table 7- Testing the hypotheses 

Independent 

variable 
Dependent variable Kind of 

correlation 
Value of 

correlation 
t-value Sig 

Organizational 

social capital 
Employees' quality of 

work life  
Pierson 60% 2.65 0.000 

Identity   Employees' quality of 
work life 

Pierson 41% 2.30 0.000 

Commitment  Employees'  quality 
of work life 

Pierson 53% 2.25 0.000 

Trust  Employees' quality of 
work life 

Pierson 62% 2.45 0.000 

 

Values of Pierson correlation coefficient were calculated to determine a significant relation 

between organizational social capital and each one of its components with employees' quality 

of work life. The positive values show these relations are direct and there is a positive and 

significant correlation between employees' quality of work life and each one of the 

components. It means that whatever the amount of these components is more, employees' 

quality of work life is increased too. According to the obtained results using the regression 

coefficient components of identity, commitment and trust can affect employees' quality of 

work life. Thus, all hypotheses are accepted with 95% confidence.  

Table 8- Results related to testing the relationship between organizational social capital and 

employees' quality of work life  

Hypothesis number The related hypothesis Result of the test 

Secondary 

hypothesis 1 

There is a significant relation between employees' identity at the 

University of Isfahan and employees' quality of work life.  

Confirmed  

Secondary 
hypothesis 2 

There is a significant relation between employees' commitment 

at the University of Isfahan and employees' quality of work life.  

Confirmed 

Secondary 
hypothesis 3 

There is a significant relation between employees' trust at the 

University of Isfahan and employees' quality of work life.   

Confirmed 

Primary hypothesis  There is a significant relation between employees' 

organizational social capital at the University of Isfahan and 

employees' quality of work life. 

Confirmed 

 

Finally Friedman test was applied to rank the effect of each component of employees' 

organizational social capital that includes identity, commitment and trust. The results are 

shown in Table 9.  
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Table 9- Mean of ranks of variables constituting organizational social capital through 

Friedman test 

 

Three factors constituting employees' 

organizational social capital 

Mean of ranks 

Identity  1.79 

Commitment  2.34 

Trust  1.87 

   

As it can be observed in Table 9, the highest rank is related to commitment with mean rank 

(2.34). The second rank is related to trust with mean rank (1.87) and the lowest rank is related 

to identity with mean (1.79). The results indicate that identity and thus organizational social 

capital have the highest effect on employees' quality of work life. 

 

Discussion and conclusion  

According to findings, there is a high correlation between organizational social capital and 

employees' quality of work life. It means that whatever organizational social capital can be 

enhanced in the university, employees' quality of work life is increased too.   

According to the conducted analyses it is suggested that the university always considers 

purposes of the organization in its perspective and managers try to harmonize personal 

purposes of people with those of the organization. Similarly, managers should emphasize 

significant values as well as their institutionalization in the organization. They can provide 

employees' satisfaction and thus high performance and enhanced quality of work life for 

employees by observing justice in dealing with the personnel of various sectors. Social 

capital plays a more important role in organizations and societies than physical and human 

capital. Other capitals will lose their effectiveness in absence of social capital and achieving 

high quality of work life becomes difficult among the employees. The present study showed 

that social capital is effective on improving employees' quality of work life in the 

organization. Not only the managers and employees of University of Isfahan but other 

organizations can take action to increase employees' organizational social capital by means of 

suitable methods like participation and extending the networks among members, trust 

building among the members and organizational units, increasing of work commitment 
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among employees and customer reverence committee in the organization and finally enhance 

employees' quality of work life in the organization.  
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