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ABSTRACT  

 The purpose of this study was to investigate the relationship between corporate 

identity and employees' quality of work life at the University of Isfahan. It was conducted 

using descriptive-field method. The statistical population included eight-hundred thirty 

employees of the university among whom one-hundred thirty persons were selected through 

stratified random sampling method. Standard questionnaire of Cheney's corporate identity 

(1983) which contained eighteen questions and employees' quality of work life questionnaire 

based on Cassio's model which contained thirty-six questions were tools of data collection. 

Content validity and face validity of the questionnaire were confirmed by the experts and the 

result indicated confirmation of the questionnaire. Also the result of confirmatory factorial 

analysis indicated suitability of the items. Reliability of the questionnaire was confirmed 

using Cronbach's alpha coefficient that was equal to 0.95 and 0.93 for corporate identity and 

employees' quality of work life respectively. Pierson correlation coefficient and Friedman test 

were used for inferential analysis of data. The significant relation between the two main 

indexes was equal to 0.73 through Pierson correlation coefficient and testing of the results. 

Since this value is positive it can be stated that there is a positive and significant correlation 

between corporate identity and employees' quality of work life. Values of Pierson correlation 

coefficient were calculated to determine the significant relation between corporate identity 

and each one of its components with employees' quality of work life. Positive values showed 

that these relations are direct and there is a positive and significant correlation between 

employees' quality of work life and each component. It means that whatever employees' 

quality of work life is higher, value of these components is increased in the statistical 

population under study. Finally, Friedman test was used to rank the effect of three 

components of employees' corporate identity (membership, loyalty and similarity) on their 

quality of work life.  
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INTRODUCTION  

 Positive identity is a competitive advantage for a corporation which has become 

extremely important in recent years. It is perceived that identity is a quality for a human 

which distinguishes him/her from others. This identity is perceived through appearance, 

behavior and values of the person. This is true for a corporation too. Most researchers have 

dealt with this subject that indicates the undeniable role of corporate identity in quality of 

work life of employees who want to continue their existence in the current turbulent 

environment. Realization of corporate behavior depends on employees' behavior and this is 

affected by the power of corporate identity. Corporate identity is affected by the centrality of 

perceived external prestige and managers should focus on the details of central values of the 

corporation, purposes, simultaneous dynamism and creating high levels of corporate identity. 

It is effective first on corporate behavior and then on the function and realization of corporate 

purposes and through this it affects quality of working life of employees. Quality of working 

life has become a major social subject across the world in the present age and experts have 

allocated a great portion of their time, budget and attention to it. The major purpose of this 

study is to investigate the relation between corporate identity and quality of working life of 

employees. 

In the following first corporate identity and quality of working life of employees are 

mentioned and their dimensions are expounded. Then the proposed model is tested in the 

form of a case study at the University of Isfahan by presenting the research methodology. 

Finally the findings are discussed and conclusions are presented.  

 

Research background  

External background  

Riessner (2010) conducted a survey entitled "change, meaning and identity at the workplace" 

in three manufacturing firms through an interview and concluded that corporate change is 

effective on identities of people. The conclusion is that corporate change affects peoples' 

identities and thus changes at the workplace are led to general revision in the biography of 

people and it has narrations which give meaning to their previous and future experiences. 

Taeer (2010) performed a study entitled "is regulating the identity simultaneous with 

controlling the employees?" and concluded that regulating the employees' identity can act as 
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hidden control. Also studying the literature in this regard shows that individual identity and 

corporate identity play a role with each other in determining the corporate identity.    

In a study entitled "transforming corporate identity under institutional change" Hee and 

Baruch (2009) show that institutional changes and systematic and legitimate changes act as a 

stimulant to give prominence to the subjects of ambiguous identity, crisis of identity, legality, 

abrogation of the perceived identity, leadership, organizational culture and strategic practices. 

This prominence is the result of external pressure and a new identity is the result of 

managerial interference that is determined through restudying the historical roots, renovation 

and duality.   

 

Internal background  

Najimi (2012) conducted a survey entitled "the effect of self-concept, identity and corporate 

values on organizational citizenship behavior among the employees of the Social Security 

Corporation" in Isfahan province and concluded that organizational citizenship behavior is 

affected by corporate identity, self-concept and corporate values and each variable of 

corporate identity, self-concept and corporate values has a positive correlation with 

organizational citizenship behavior. It means that organizational citizenship behavior can be 

enhanced by improving and reinforcing each one of the above variables. Also the results 

illustrate that self-concept moderates the relationship between corporate identity and 

organizational citizenship behavior but corporate values do not have a moderating role in this relation.  

In a survey entitled "studying the relationship between corporate identity and corporate 

commitment among the teachers of Teacher Training Centers in Isfahan and Chaharmahal-

Bakhtiary" Sadeghian Surky (2011) concluded that feelings and beliefs that create corporate 

commitment in an employee especially among the teachers in this survey are due to features 

inside the corporation that the individual has a high perception of them. These features that 

can be regarded as antecedents of corporate commitment have been proposed entitled 

membership, loyalty and similarity. In other words, there is a positive and significant 

relationship between corporate identity and corporate commitment.  

 

Corporate identity 

Today the issue of corporate identity is one of the most challenging corporate issues. This 

term contains concepts which have deep effects on peoples' life and societies and from the 

other side it has a direct relationship with employees' thought and performance. Corporate 

identity is a valuable term that is the hidden stimulant of many group acts and social efforts. 
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Briefly, corporate identity is a fundamental construct in corporate events and has been 

converted into the hidden factor of many corporate behaviors. Therefore, it has attracted an 

increasing attention in management researches (Navabi, 2012).  

Corporate identity is a reflection of social identity. According to the theory of social identity, 

individual identity is the person's perception from him/herself that contains the characteristics 

related to manner of thinking or special manner of the individual "such as tendencies and 

competences". Social identity helps adapt two poles of identity, i.e. uniqueness of the 

individual that is "individual identity" and unification with others that is "social identity" in 

inter-disciplinary studies of identity (Ashforth, 2001). Major principles of social identity 

theory have established a basis for conceptualization of corporate identity in two recent 

decades. To put it differently, corporate identity is a special form of social identity (Gautam 

et al., 2004).  

Although it might be claimed that Weber, Marx, Selznick and Durkheim et al. established the 

primary bases of identity in corporate relations but the concept of corporate identity has just 

been proposed in recent twenty years (Hatch & Schultz, 2004). Different definitions of 

corporate identity have been presented that show disagreement among the researchers in 

conceptualization of this term. Chatman and O'Reilly (1986) describe identity as involvement 

based on dependence. Ashforth and Mael (1989) the pioneers who changed social identity to 

corporate identity define corporate identity as understanding the uniqueness or attachment to 

the corporation. Indeed the issue of identity in corporate studies has been proposed about a 

concept known as corporate identity which shows perception, feelings and thoughts of 

members from the corporation (Hatch & Schultz, 1997). The most basic definition of 

corporate identity that is the basis of most studies regarding identity contains those aspects of 

the corporation which satisfy standards of "the central character, distinct and continuing 

temporary" (Hatch & Schultz, 1997).   

 

Nature of corporate identity 

Corporate identity plays a major role in the corporation especially when development is 

extremely fast and renewal of corporate structure is an important purpose. Identity of 

corporate behavior has root in time and history and has tendency towards being committed to 

something in the past. New identity characteristics rarely replace old characteristics. In fact 

they are added just to what exists as the consequence of history (Minner, 2006).  
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Models of corporate identity 

Numerous definitions have been proposed about corporate identity that show different 

viewpoints in this regard. Given to the limitations of this study it is not possible to mention 

all existing viewpoints. Therefore, only the important and fundamental viewpoints are 

mentioned.    

Foote's viewpoint: Foote (1951) used the term identification in corporate field for the first 

time and considered identity as the basis of motivation. He believed that corporate identity is 

commitment to a special identity or a group of identities. He claimed that human has 

tendency towards identification with his/her fellows in the groups. These groups classify the 

social world around him/her and affect his/her behavior. According to him, corporate identity 

is a concept of the individual as a member of a corporation. Foote used the term self-concept 

to define corporate identity and this self-concept motivates people to move across the 

advantages of the corporation (Foote, 1951). 

Li’s viewpoint: Li (1971) defined corporate identity as a "degree of personal identification of 

the individual with the corporation". His approach regarding corporate identity emphasizes 

three major aspects. The first characteristic is the sense of belonging resulted from common 

purposes with feelings of employees or those whose tasks provide their individual needs. The 

second characteristic is loyalty that refers to attitudes and behaviors which support corporate 

purposes or defend the corporation against the foreigners. Ultimately the third aspect is 

shared characteristics that are used as a shared similarity among the individual and others 

inside the corporation. Li's definition shows its distinction from others' constructs such as 

Brown. He used the term loyalty as a part of the definition of corporate identity that is related 

to attitudes and behaviors which support and defend the corporation (Li, 1971).   

Hall, Schneider and Nygren's viewpoint: Hall, Schneider and Nygren (1970) define corporate 

identity as a "process by which purposes of the corporation and the individual become 

integrated and congruent ". The focus of this viewpoint is to accept the purposes and values 

of the corporation by the individual. This viewpoint emphasizes two elements of accepting 

the purpose and value and emotional commitment to the corporation (Hall, Schneider & 

Nygren, 1970).  

Godfrey and Whetten (1998) defined three major models of corporate identity including 

function-oriented, interpretive and postmodern. The function-oriented model is 

conceptualized based on employees' ideas that how they think, what they are, what they want 

to be and corporate identity in this model is an objective phenomenon. For this reason, it is 
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observable and can be manipulated. Based on the interpretive model researchers intend to 

explain the question "who we are" or "who we want to be" and is described as a social 

phenomenon. Social groups try to converge about this concept (Juya & Chittipeddi, 1991). In 

postmodern model, identity is proposed as reflection of a temporary thinking about the fact 

"who we are" and instability of identity and its permanent restructuring have been stressed 

(Hatch & Schultz, 2000).  

Albert and Whetten stated that corporate identity will be changed when corporations:  

- Are formed.  

- Finish something.  

- Grow and develop.  

- Experience a change in the concept "we" (like undertaking something or merging). 

- Have the experience of employees' decrease (Albert & Whetten, 1985).  

Albert and Whetten's viewpoint was regarded as a basis for most researches on corporate 

identity. But some researchers challenged the aspects of major definition of corporate identity 

(centrality, distinction and continuity). Juya et al proposed that durability and stability of 

identity is less than the previous conceptualization due to the mutual effect between identity 

and imagination- how others see the corporation and how the members believe in their 

viewpoint. Also they believe that instability of identity is effective on facilitation of corporate 

change in reaction to the environmental demand and claim that identity can change 

permanently and also a corporation can have several corporate identities at the same time 

(Giioia, 1991). 

 

Corporate identity and purposes   

Realization of corporate behavior depends on employees' behavior which is affected by the 

power of corporate identity. Corporate identity is affected by centrality of perceived external 

prestige (Witting, 2006). It is effective first on corporate behavior and then on the function 

and realization of corporate purposes. As Albert, Ashforth and Dutton (2000) proposed 

beauty of the concept of identity is to provide a way for dealing with human tasks inside the 

corporate framework. 

If corporate identity is the distinct and continuous central feature at corporate levels, it can 

improve effectiveness and function of the corporation and be applied as a mechanism for 

corporate decision-making. These factors help the corporation reach its purposes (Stimpert et 

al., 1918).   
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When a person identifies strongly with the corporation, his/her commitment is increased 

about it. Similarly corporate identity affects authority of members directly. Whenever the 

person decides to become consistent with purposes of the corporation and tries to realize 

those purposes, he/she achieves internal competition due to understanding the movement 

towards those purposes (Barney & Stewart, 2000).    

Corporate identity is a tool which facilitates the concept and implementation of strategic 

actions. At the individual level it affects employees' decision-making regarding operational, 

organizational and strategic issues. Thus it can be predicted that strong corporate identity is 

effective on employees' insight from corporate purposes (Baroni & Stewart, 2000). Three 

presumptions are required for realization of corporate identity that are: liability duration, 

perceived external prestige and value congruence. Liability duration means that attraction of 

corporate identity is changed with tenure of members (the years in the corporation) (Dutton et 

al., 1994). 

Long-term presence of the individual in the corporation is led to increased interactions that 

provide most needs of the individual inside the corporation and it can be stated that he/she 

has been defined more inside the corporation. Researchers have confirmed the direct effect of 

tenure on corporate identity (Mael & Ashforth, 1992).  

Perceived external prestige shows how an employee perceives a viewpoint outside the 

corporation and affects identification (Smith et al., 2001). Employees are proud to work in a 

corporation with a good prestige. This prestige reinforces sense of being valuable. If the 

perceived external prestige is desirable, employees' self-esteem is increased through 

identification and conversely if an employee interprets external image of the corporation 

undesirable, he/she may experience negative individual results such as depression and stress 

(Dutton et al., 1994). Moreover, it can be led to unfavorable corporate consequences like 

increased competition among the employees and decreased effort for long-term tasks (Smith 

et al., 2001).   

Value congruence means that there is congruence among values of the corporation and those 

that are desirable for employees. A high level of proportionality between corporate 

atmosphere shows that strong value proportionality is resulted in attitudes and values which 

are compatible with strong corporate identity. If values of the corporate culture are congruent 

with desirable beliefs and values of employees, corporate performance is enhanced (Witing, 2006).  
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Table 1- A summary of recent studies about corporate identity 

Author Main emphasis 
Ashforth & Mael, 1989 They introduced the theory of social identity to the scope of social and 

corporate identity studies. 
Dutton et al., 1994 They extended the issue of theory of social identity and considered 

corporate identity inside the management major.  
Pratt, 1998 He reviewed many questions related to corporate identity extensively, 

for instance, conceptual issues and the discussion of antecedents and 
identity outputs.  

Van Dick, 2001 He showed how the theory of social identity can be extended and 
enhanced the perception of the term "corporate identity".   

Van Dick, 2004 He proposed the issues of corporate identity, corporate changes and 
combinations, commitment, dimensions and the relationship between 
identification and performance.  

Riketta, 2005 He conducted a meta-analysis in researches about corporate identity and 
corporate commitment.  

Riketta & Van Dick, 
2005 

They performed a meta-analysis on different views regarding corporate 
identity.  

Quality of working life of employees is explained 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 

support (May, Lau & Johnson, 1999:4). Indeed, quality of work life demonstrates a kind of 
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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 honorable 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).  

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

methods include:  

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 corporation (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 corporation: 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.  
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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 corporation 

(Salmani, 2006: 20).  

Some experts have mentioned the characteristics of quality of work life as meaningfulness of 

work, corporate and social proportionality of work, work challenge, work productivity, 

growth and security, skill training and permanent learning in work (Salmani, 2006: 20)  

 

The process of changing the expectations of corporations 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.  

Table 2- Comparing change of expectations of corporations and employees after the Second 

World War (Mirsepasi, 2005: 160) 

Employees' purpose and 
expectations 

Purpose and expectations of the 
corporation 

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  

 

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 include components of corporate 

social capital and dependent variables are factors of employees' quality of work life. The 

researcher used two questionnaires including Cheney's standard corporate identity 

questionnaire (1983) with 18 questions and employees' quality of work life questionnaire 

based on Cassio's model with 36 questions. Also Likert scale was used to respond to the 
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questions. Content validity and face validity of the questionnaire were confirmed by the 

experts and the result indicated confirmation of the questionnaire. Also reliability of the 

questionnaire was confirmed using Cronbach's alpha coefficient that was equal to 0.95 and 

0.93 for corporate identity 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 required reliability for analysis. On the other side, confirmatory factorial analysis of 

items related to employees' quality of work life explain 41.2% of changes of the observed 

variables that are significant at level 95%. The calculated Kmo for employees' quality of 

work life was equal to 0.691 and for all components of independent variable was higher than 

70% and significant that shows suitability of these items. Eighteen items were measured in 

order to evaluate the dependent 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 (0.688) 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 1.  

 
Figure 1- The proposed model (by researchers)   

 
 
 
 
Research hypotheses  

Primary hypothesis: There is a significant relation between corporate identity and employees' 

quality of work life at the University of Isfahan. 

Membership  

Loyalty  

Similarity  

Employees' quality of 
work life 

Corporate 
identity 
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Secondary hypotheses 

1- There is a significant relation between membership and employees' quality of work 

life.  

2- There is a significant relation between loyalty and employees' quality of work life.  

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

 

The statistical population and sample 

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

university. Stratified random sampling method was used. Thus, the sample size was obtained 

equal to one-hundred thirty persons according to Morgan table. 

Table 5- Characteristics of the statistical sample 

Type of variable Elements of variable Frequency Percentage Average 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 
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this corporation is 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 

primary findings are represented in Table 6. 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 6 there is a relatively strong and significant correlation among the 

research variables.   

Table 6- Testing the hypotheses 

Independent 

variable 

Dependent 

variable 

Kind of 

correlation 

Value of 

correlation 

t-value Sig 

Corporate identity Employees' 

quality of work 

life 

Pierson 73% 2.68 0.000 

Membership  Employees' 
quality of work 
life 

Pierson 69% 2.32 0.000 

Loyalty  Employees' 
quality of work 
life 

Pierson 67% 2.12 0.000 

Similarity  Employees' 
quality of work 
life 

Pierson 70% 2.09 0.000 

  

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

between corporate identity 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 quality of work life of employees is higher, value of these 

components is increased in the statistical population under study. According to the obtained 

results using the regression coefficient employees' quality of work life can affect components 

of membership, loyalty and similarity. Thus, all hypotheses are accepted with 95% 

confidence.  
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Table 7- Results related to testing the relation between corporate identity and employees' 

quality of work life   

Hypothesis 

number 

The related hypothesis Result of the 

test 

Secondary 

hypothesis 1 

There is a significant relation between membership and 

employees' quality of work life. 

Confirmed  

Secondary 
hypothesis 2 

There is a significant relation between loyalty and 

employees' quality of work life.  

Confirmed 

Secondary 
hypothesis 3 

There is a significant relation between similarity and 

employees' quality of work life.   

Confirmed 

Primary 

hypothesis  

There is a significant relation between corporate identity and 

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

Confirmed 

 

Finally, Friedman test was applied to rank the effect of three components of employees' 

corporate identity that include membership, loyalty and similarity. The results are shown in 

Table 8.  

Table 8- Mean of ranks of variables constituting corporate identity through the Friedman test   

Three factors constituting corporate identity Mean of ranks 

Membership  2.35 

Loyalty 2.21 

Similarity  1.64 

 

As it can be observed in Table 8, the highest rank is related to membership with mean rank 

equal to (2.35). The second rank is related to loyalty with mean equal to (2.21) and finally the 

lowest rank is related to similarity with mean equal to (1.64). The results indicate that 

membership and thus employees' corporate identity have the highest effect on employees' 

quality of work life.  

Discussion, conclusion and suggestions 

Findings of this study are consistent with some findings of Surki (2011), Najimi (2012), Hee 

and Baruch (2009), Riessner (2010) and Tyner (2010). According to findings, there is a high 

correlation between corporate identity and employees' quality of work life. It means that 

whatever the component of corporate identity can be enhanced in the university, employees' 

quality of work life is increased too. Also it is suggested that the university always considers 
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purposes of the corporation in its perspective and managers try to harmonize personal 

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

significant values as well as their institutionalization in the corporation. Therefore, corporate 

identity has a positive and significant effect on employees' quality of work life through the 

fact that it can be applied as a strategic tool in the implementation process of purposes of the 

corporation. The role of motivational mechanisms should not be ignored in the process of 

creating positive identity of the corporation and its effect on employees' quality of work life. 

The purpose of this study was to investigate the effect of corporate identity on employees' 

quality of work life in the corporation. Corporate identity can be recognized and introduced 

through structure of the corporation, its products and services, the way that shapes its 

environment, methods of making relation and manner of understanding its behavior. Positive 

identity is a competitive advantage for a corporation. This study illustrates that corporate 

identity is effective on improving the quality of work life of employees. Identity of each 

corporation affects the people inside it. If it is intended that identity presents a positive image 

of the corporation, good management is necessary.  Hence, not only employees and managers 

of University of Isfahan but other corporations can take action to increase employees' 

corporate identity by means of suitable methods like increased loyalty and trust building 

among the members and corporate units, increasing of work commitment among the 

employees and customer reverence committee in the corporation and finally enhance 

employees' quality of work life in the corporation.  
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