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Abstract
The present study has been done to provide a model to promote organizational health 
in University of  Applied Science and Technology. It is a descriptive survey. Statisti-
cal population were 5639 people and 700 people were chosen as a sample by random 
stratified sampling and they were examined by the researcher-developed question-
naire. To determine content validity of  the questionnaire, the review of  literature and 
experts opinion were excerpted; experimental implementation has been applied to de-
termine face validity; and factor analysis was used to estimate construct validity, on the 
other hand, Cronbachα was 0.795 which show reliability of  the instrument. However, 
the status quo is lower than the average in all the mentioned components at Applied 
Science and Technology University. The conceptual model of  study that include 19 
components and 32 mechanisms has been developed, also the degree of  model fitness 
has been judged by experts. 
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Introduction
Education as the basis of  infrastructure devel-
opment, social, economic and political of  so-
ciety. Today, in most countries the educational 
system, considered to be a growth industry 
and allocated to the most of  the state bud-
get. If  the education system can be a daunt-
ing task to perform well on the shoulders of 
the organizations have a healthy and dynamic. 
Healthy and supportive organizational climate 
causes more confidence and high morale of 
their people and thereby increase the efficiency 
and effectiveness. The successful realization of 
these goals through effective management re-
quires knowledge and understanding of  vari-
ous aspects of  complex organizations ( jah-
romi et al , 1390, 170).
Educational care services have a strong social 
system and society and people’s performance 
and results show high sensitivity training sys-
tem. This system is very complex and difficult 
tasks and It requires the successful completion 
of  a close relationship between teacher and 
student learners and other stakeholdersand 
On the other hand the specialized knowledge 
and professional skills needs. Together, these 
features give special attention and elegance to 
education. Responsibility and commitment to 
the implementation of  administrative tasks 
and manage it difficult.
A healthy organization has dealt with exter-
nal deterrent forces, in such a successful way; 
a force guides it effectively, in line with the 
original goals and objectives of  the organiza-
tion. Of  course, the performance of  the orga-
nization on a particular day may be effective 
or non-effective, but long-term symptoms in 
healthy organizations are aiding effectiveness. 
If  the expertise and skills will be in perfect 
health, the increase in staff  accountability and 
improvement of  product quality and service 
of  organizations will be provided. Therefore, 
efforts to improve the health and well-being 
should be started from the healthy way of  the 
organization itself  and continue. (Wilson et al., 
2010)

Generally in Iran, the trend fields toward de-
velopment of  the applied science education 
systems with the theoretical training systems 
has begun since the weakness of  the theo-
retical training has appeared in the training of 
skilled manpower requirements of  industry, 
agriculture and services.
The shortcomings of  the higher education 
system are evident, focusing on theoretical 
knowledge instead of  practical knowledge and 
the disproportionate of  the content of  the 
curriculum with the needs of  the labor market 
include the inefficiencies of  the education sys-
tem graduates. Instructional design based on 
the knowledge and not the needs of  the com-
munity, lack of  seriousness in providing the 
appropriate practical units, mismatch between 
the content of  courses and related equipment 
with the features of  the labor market has led to 
the matter that graduates of  higher education 
take over mainly disproportionate roles in the 
labor market.
Together, these shortcomings have raised Ap-
plied Science education idea from the 1370s, 
and given the experience of  some leading 
countries in vocational education, they have 
expanded this educational quantitatively and 
to enhance their quality, they have tried to reg-
ulate and institutional these programs at the 
level of  higher education. Therefore, the Su-
preme Council of  Applied science education 
was established under the title of  the technol-
ogy group (the Supreme Council of  Applied 
Sciences, Department of  planning, 1999).
Statute University of  Applied Science Univer-
sity aims to provide public and private partner-
ships that provide incentives for training skilled 
manpower needed social and cultural sectors 
draw. Statistics show that every year about 
85% of  high school students are absorbed in 
theoretical subjects. Only 15% would like to 
continue studying the application shows that 
these people are also difficult to attract in the 
labor market(Vice Chancellor for Research 
and Applied Science University, 2012, 84).
Features defined for applied science courses 
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include:
Application of  teaching,meet the needs of 
specialized, innovative teaching, timely edu-
cation, self-training, relying on the resources 
available in the country and maintain the qual-
ity of  education standard. 
The following features make the distinction is 
academic training Applied Science courses:
- Learning environment in this period is main-
ly the work environment
- Teachers of  these courses in addition to aca-
demic qualifications and work experience of 
the application of  science to guide students to 
come
- Most of  these courses students acquire the 
necessary knowledge to empirical data of  the 
study subjects are also working in the same 
field
- Curricula tailored to the characteristics and 
limitations related to their education and oc-
cupational standards are developed in accor-
dance with the conditions
According to the documentation for the appli-
cation of  scientific training three main objec-
tives of  this training are as follows: 
- Improvement of  human resources in the 
public and private sectors
- Training human resources required for em-
ployment in the public sector and private
- Training human resources to create new jobs 
and self-employment ( ghofrani , 2011, 93)
According to figures announced by the head 
of  the Applied Science UniversityAbout a mil-
lion people graduated from the University of 
Applied Science and 800 thousand in 1100 
the center are studying , 30% of  them are em-
ployed and 70% of  the remaining 47 percent 
have entered the labor market. So 77 percent 
of  students are working .
One of  the problems in the system of  higher 
education, especially in technical systems is the 
lack of  knowledge of  organizational health 
topicswhich can facilitate education, training 
and administrative and predict the effective-
ness of  their activities And the implementa-
tion of  practical programs and undergradu-

ate and avoiding non-strategic impositions ( 
moghanizadeh , 2011 , 21).
By studying the characteristics and dimensions 
of  organizational health at universities, lack 
of  a proper scientific model of  organizational 
healthWhich includes elements of  applied sci-
ence centers is emphasized as well as the ambi-
guity of  organizational health aspects and ele-
ments in society was established. This article 
is based on procedures rather than relying on 
punishment after corruptionto create and set 
up a system of  administrative health plan as a 
scientific model that is essential in the educa-
tion system.
The main question:
What model can be offered to improve organi-
zational health in applied science centers?
Minor questions:
1. What are the dimensions of  organizational 
health?
2. How is the University of  Applied Science 
status quo in terms of  organizational health?
3. How is the conceptual framework of  orga-
nizational health at the University of  Applied 
Science?
4. What are the enforcement mechanisms to 
promote organizational health in Applied Sci-
ence centers?
5. How is the degree of  appropriateness?
Styles pathological features in organizations :
- The pessimistic organization 
- Obsessive Organization
- Exhibitive organization 
- The depressed Organization
- The psychopathic organization (Siyadat, 
2001, 7). 
Organizational health components of  Shaof:
Christine Shaof  and cooperation on aspects of 
organizational health, five main factors sug-
gest that each of  these components has the 
following components are :
1. Objective: achieving organizational health
2. Framework: performance (improved orga-
nizational capabilities) and employee welfare
3. Measures: To determine the competencies 
and interpersonal communication, satisfaction 
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and health of  employees
4. Levels of  Evaluation: 
- Competence scale includes three levels of  the 
organization, goals and role
- Employee satisfaction scale of  three levels of 
organizational, team and individual
- Scale health staff  consists of  three levels: so-
cial, mental and physical
5. The evaluation methods included inter-
views, workshops, quizzes and risk manage-
ment measures, stress and health are (Shaof 
and Gennady 2010, 56)
The more complex the structure of  institu-
tions, organize and create quiet and productive 
work environment in organizations So that the 
activation of  more manpower, their vitality, 
growth, depression, positive product growth 
and, ultimately, achieve productivity will lead 
to, the concerns of  executive manager and 
corporate officials.
Consultants for the employees in their work 
environment easily work with high efficiency 
and good results realized their organizations, 
It is necessary to a healthy environment, both 
physical and mentally. If  healthy people and 
expert management of  the organization can 
hire and Next to the motivational factors keep 
them appropriately within the organization 
and Then, to promote knowledge and organi-
zational post afford them, a favorable working 
environment has created (Rahimi , 2010, 21).
In a good working environment is necessary to 
constantly improve the quality of  employees, 
Staff  feel justice, the decision to be entitled to 
job security. If  quality work environment in 
which individuals as members of  the organi-
zation come and in your organization the op-
portunity to learn and be able to develop the 
business and provide more opportunities for 
them to be (Radovan 2009, 63)
Documentation health law departments and 
agencies of  the country
Article 3 of  the Constitution, state explicitly 
bound to create a correct administrative sys-
tem and elimination of  superfluous govern-
ment organizations considered. 

In this regard, during the three decades after 
the Islamic Revolution, and numerous ongo-
ing efforts by the authorities concerned to 
correct and effective government structures , 
although a small portion of  the existing condi-
tions have improved, but have failed to achieve 
their objective of  this article. Main that its im-
plementation is not only a duty but a neces-
sity essential, accordingly, using the power of 
science and scientific, administrative reform 
roadmap was prepared and on 14 Esfand 1392 
in the Supreme Council office was notified.
Part of  the strategic policies of  the administra-
tion 
1. Institutionalization of  organizational culture 
based on Islamic values and human dignity 
and respect for human and social capital.
2. Justice in employment, continuity of  service 
and promotion of  human resources
3. Knowledge oriented and merit-based Islam-
ic ethics in the installation and upgrade man-
agement
4. Development of  human resources and im-
provement of  spiritual growth and develop-
ment of  knowledge, skills and expertise them.
5. Justice system and compensation payments 
with the emphasis on empowerment, job char-
acteristics and working and maintaining the 
minimum standard of  living due to economic 
and social conditions.
6. A balance between work and life in civil ser-
vice
7. Agile modeling, proportionate and rational-
ize the administrative system towards realizing 
goals of  the organization.
8. Improving the flexibility and decentraliza-
tion and organizational effectiveness, speed 
and quality of  service.
9. According to the effectiveness and efficien-
cy of  the process and procedures
10. justice, transparency and timeliness in regu-
lation and administrative
11. Total orientation, alignment, coordination 
and interaction of  organizational effective-
ness to achieve multi-sectorial objectives and 
vision.
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12. The electronic system development and 
provision of  appropriate requirements to pro-
vide public services.
13. Knowledge of  the system through the use 
of  knowledge management principles
14. superior service, innovative and quality to 
enhance the level of  satisfaction and trust of 
the people
15. Promoting a culture of  accountability
16. institutionalization of  work ethic, a culture 
of  self-control, trustworthiness and save
17. Effective and coordination structures and 
methods of  monitoring and control
18. support the spirit of  innovation and initia-
tive
Eight plan of  maps reform of  the administra-
tive system
In the decree dated 01.20.1393 No. 560/93/206 
administrative system reform plans were an-
nounced as follows:
1. Engineer role and structure of  government
2. The development of  e-government and 
smart office
3. public services in a competitive environ-
ment
4. Human Capital Management
5. management technologies
6. Development of  organizational culture
7. The preservation of  the rights of  the people 
and administrative health
8. Monitoring and Evaluation
In order to implement Article 2 of  the said Act, 
all provincial executive agencies, particularly 
the list of  50 announced by the Supreme Ad-
ministrative Council, - on the list of  all medi-
cal and non-medical universities, including the 
Universities of  Applied Science- Bound action 
plan at the provincial and national levels.
In order to calculate the importance of  each 
component of  organizational health and de-
termine the weight of  each factor on the ba-
sis of  “Analytic Hierarchy Process (AHP)” 
the geometric mean of  the scores obtained 
comparing the results of  which are shown in 
the table below. Rows 1 and means to put an 
equal priority and in this Inconsistency ratio 

obtained is 0/086 and Given that the conflict 
in AHP less than 0/1 is considered tolerable 
so credit will be verified answers.
The final results showed that the factors con-
sidered priority , A “skills development” of  the 
utmost importance in determining the relative 
weight of  0/3345 component model of  orga-
nizational health of  Applied Science have and 
“Integrate” the relative weight of  0/3345 had 
the least importance.
Discussion and conclusion
The research findings showthat among the 
organizational health components, in this re-
search, the Development training of  skills 
component has the most importance and 
components of  partnership and flexibility will 
be in second place of  importance. Given that, 
applied science education system, in terms of 
the structure and presentation of  lessons and 
content, is different with other educational 
systems, it is necessary to develop the skills 
and training it to all people involved, especially 
teachers, staff  and students.
Also, since presenting the lessons in modu-
lar courses is different from other theoreti-
cal training of  universities and the content of 
courses is set with an emphasis on 70% practi-
cal and 30% theory, and on the other hand, 
common skills courses are offered just the 
same for all the following trends of  industry, 
services and art, it is necessary, while empha-
sizing the development and teaching of  these 
skills, individuals should have flexibility in the 
method and planning and scheduling, so that 
they could adapt themselves at the same time 
with these changes.
One of  the main factors and specified com-
ponents in this study is personal factors, which 
is defined as a staff. Results show that, among 
the main dimensions of  the study, the staff  has 
the most importance and the organizational 
structure has the least importance. In this re-
spect, staffs in this system can have a signifi-
cant impact on organizational health, since a 
major part of  the duties and responsibilities 
have been awarded in the structure of  Ap-
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plied Sciences Nevertheless, it is necessary to 
consider the staff  factor, as one of  the priority 
factors, and its role will be highlighted, because 
it is one of  the most important input sources 
of  organizations, particularly in educational 
systems, human resources with practical skills.
The findings show that, in the organizational 

culture and atmosphere factor, the lowest av-
erage in the present situation belongs to the 
appreciation component, in the staff  factor, it 
belongs to the commitment and loyalty com-
ponents, in the management and leadership 
factor, it belongs to communication compo-
nent and in the structure of  the organization 

 

 

The final results showed that the factors considered priority , A “skills 
development” of the utmost importance in determining the relative weight of 
0/3345 component model of organizational health of Applied Science have and 
“Integrate” the relative weight of 0/3345 had the least importance. 
 

Table 2. Organizational health determinants and their relative importance 
 

Priority relative 
importance Factors 

1 3.435 Development training 
2 3.396 Partner ship 
3 3.396 Flexibility 
4 3.393 Compatibility 
5 3.385 Honesty 
6 3.380 team work 
7 3.376 trust 
8 3.376 Work-life balance 
9 3.374 morale 
10 3.374 ethics fundamental 
11 3.372 Health (physical and mental) 
12 3.370 Reputation 
13 3.369 Entrepreneurship 
14 3.368 Loyalty 
15 3.368 planning 
16 3.366 Emphasis on client 
17 3.363 targeting 
18 3.359 Exploitation of resources 
19 3.358 Transparence 
20 3.358 Fitness Organizational Chart 
21 3.357 Control System 
22 3.354 Appreciation 
23 3.353 Relationship 
24 3.345 Coordination and integration 
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Priority relative 
importance Factors 

1 .472 Staff 
2 .464 Management and Leadership 
3 .354 Culture and organizational 

climate 
4 .200 Organization Structure 

 
Factor analysis for Organizational Health Questionnaire 
 

Verified agent's name Test details Load 
factor Components 

1. Management and Leadership 
2. Organizational culture and atmosphere 
3. Staff 
4. Organizational Structure 

KMO=0.788 
.851 Development training of skills 
.961 Flexibility 

The significance level of 
Bartlett: 0.000 

.825 Appreciation 

.945 Participation 

.950 Trust 

.640 Honesty 

.946 Work-life balance 

Percentage of variance: 
65 

.781 Commitment and loyalty 

.760 morale 

.840 Entrepreneurship 

.822 planning 

.709 Transparence 

.792 communication 

.411 Exploitation of resources 

.637 Emphasis on clientele 

.807 Reputation of the organization 

.867 Control System 

.992 Coordination and integration 

.931 Organizational Chartproportion 
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 Factor analysis for Organizational Health Questionnaire
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factor, it belongs to the organizational chart 
proportion. Hence, it is necessary to perform 
the reward culture in different conditions and 
in different fields of  work in breakdown for 
students, staff  and teachers and ratings will be 
given for educational and research activities of 
individuals, and staff  and students of  the Uni-
versity will be influenced by ethical and values 
outcomes of  the organization, then, an inti-
mate atmosphere and ethical treatment, leads 
to commitment and loyalty to the University 
and creates this attitude in the staff  and mem-
bers which, the presence in the University is as 
a result of  necessity and due to personal bias as 
well. In the management and leadership factor, 
effective communication can be a related fac-
tor in the changes of  status, from below aver-
age to the desired.It leads to frequent two-way 
communications between managers and staff, 
as well as explicitly of  aims and objectives in 
the organization and also the correct diagnosis 
of  expectations and promote organizational 
health to the level above than average.
One of  the most important elements related 
to organizational health is organizational chart 

proportional that because this factor is at the 
bottom, organizational health level in the or-
ganizational structure dimension is located 
lower than the average favorable. It is neces-
sary, while taking into account the agility and 
flexibility in a university, an optimization limit 
of  recognition and division of  labor has been 
established and a correct ratio of  teachers to 
students and staff  to students will be respected 
in each educational subgroup. This reduces the 
job burnout and fatigue of  staffs and teachers 
at the University and lead to job enrichment 
and specialization, that ultimately, it leads the 
organizational structure state and organiza-
tional chart appropriating, to higher than aver-
age level.
On the other hand due to the high averages in 
components of  training of  skills development, 
honesty, work-life balance, spirit, planning and 
organizational reputation, it is required, in ad-
dition to strengthening existing methods, the 
reputation of  organization enhances and aca-
demic status upgrades to a desirable level.
Research findings suggest that one of  the main 
characteristics of  management in healthy or-
ganizations is the clarity of  the role and trans-
parency on targets, which can provide access 
to target and achieve it. This ability can include 
the organization’s ability to grow and improve 
as well.
On the other hand, a healthy organization will 
encounter with internal and external forces 
wisely and successfully and will achieve an or-
ganizational reputation in this aspect.
The findings show, the jurisdiction of  the de-
cision, or in other words, the possession of 
the person in organizing his work, the level 
of  risk at work and the application of  skills 
and abilities with using teaching aids, tools 
and sufficient budget for the development of 
individual skills, play a major role in reduc-
ing stress and the subsequent organizational 
health. Many evidences are in hand that show 
the health  of  staffs and the subsequent the 
health of  affected organizations, their percep-
tion of  the existence of  fairness and justice 

 Figure 4. Measures in standard mode
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 The proportion values of  the research conceptual model 
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Priority The relative 
importance 

Enforcement mechanism Component Dimension 

1 3.354 Appreciation of creative ideas 
Appreciation 

O
rganizational 

culture 
and 

atm
osphere 

2 3.351 Secure Organizationalatmosphere 
3 3.349 Considering thesocialhealth ofStaff 

4 

3.347 Emphasis on the importance of using new 
technologies 

Development 
training of skills 

5 3.344 Emphasis on collectivism rather than individualism Participation 
6 3.343 Increase inorganizational commitment Flexibility 7 3.340 Strengthen theorganizational identity 
8 3.339 Support staff in dealing with environmental 

problems Trust 9 3.337 The emphasis on community and clientele 
satisfaction 

10 3.336 Organizational autonomy Exploitation of 
resources 

O
rganizational Structure 

11 3.335 Job diversification 
12 3.331 The emphasis on long-term results Emphasis on 

clientele 
13 3.328 Job security Reputation of the 

organization 
14 3.327 Giving freedom to Staff Control System 
15 3.324 Detailed mapping of job upgrade path Coordination and 

integration 
16 3.323 Setting performance standards Organizational 

Chartproportion 
17 3.322 Conducting in-service training and The emphasis on 

applied courses 
Honesty 

Staff 

18 3.320 The emphasis on physical and mental healthof Staff 
Work-life balance 19 3.318 Reducing Job Stress 

20 3.317 Teaching guidelines of Administrative offenses, and 
organizational health Commitment 

21 3.317 Accept Risk 
22 3.315 Positive self-concept (build confidence) Morale 23 3.314 Introduction to Civil Rights 
24 3.312 The emphasis on merit system in appointments 

Entrepreneurship 

M
anagem

ent 
and 

Leadership 

25 3.312 Accept Risk 
26 3.310 Optimal distribution of power 
27 3.309 Managers' Career Awareness 
28 3.307 Establish mutual trust Transparence 29 3.305 Employment equity 
30 3.305 The correct application of resources 

planning 31 3.304 The emphasis on proper payment and financial 
status improvement of the organization 

32 3.301 Attracting servant leaders communication 
 
 
Discussion and conclusion 
The research findings showthat among the organizational health components, in 
this research, the Development training of skills component has the most 
importance and components of partnership and flexibility will be in second place 
of importance. Given that, applied science education system, in terms of the 
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and respecting ethics and a proper recognition 
and reward system, which in this study, these 
factors have been confirmed as essential fac-
tors and dimensions.
The findings of  Parsons (1976), Saatchi (1380), 
Leiden and Klyngl (2000), Fisher (2009), Ka-
plan and Karvata (2010), Shavf  (2010) and 
McKenzie (2011), also confirms that pointed 
out components, as factors related to organi-
zational culture, have a crucial role, that the 
factors in this study had approved loading fac-
tor and are assigned as effective components, 
in the organizational culture and atmosphere.
In this study, training of  skills development 
and especially the emphasis on the profession-
al and applied skills as improvement methods 
of  problem solving, in the applied science 
system have been approved, that is consistent 
with the Miles’ list of  ten proposals (2005).
In Kaplan and Karavata’s approach, the orga-
nizational culture in the process components 
dimension can be considered as a source of 
achieving the organizational healthy environ-
ment. They believe that, if  there will be nec-
essary training to develop skills of  individuals, 
a community satisfaction and product quality 
will be provided; in this study, participation has 
been approved as one of  the five components 
of  an organizational culture and atmosphere.
According to Michael Teamsters (2010), a 
healthy organization is where, its staffs are 
loyal and have high-spirited and they proud to 
be a part of  the organization. Factor analysis 
results in this study are approved the signifi-
cance of  spirit factor as one of  the affecting 
factors. Also, the paired comparison of  deter-
miner components of  organizational health, in 
this study indicates the relation between these 
components with other components of  the 
research.
Results of  Hansen’s research (2013) showed 
that organizational health has a positive impact 
on psychological health by giving freedom of 
action in decision-making, and feeling of  per-
forming effectively, and the lack of  organiza-
tional health has a negative impact on mental 

health through discrimination, stressful work 
and destructive communication methods, the 
results of  this study also indicate that one 
of  the affecting factors in staff  dimension is 
physical, spiritual health and a balance between 
life and work. The results show that the com-
ponent has the highest priority in staff  dimen-
sion and could lead to improving the health of 
the University.
In this regard, the overall policy-based admin-
istrative system has emphasized on the insti-
tutionalization and cultural based on Islamic 
values and human dignity, a balance between 
work and life, superior service and building 
trust for people, creating self-control culture 
and coordination of  structures and propor-
tional and logical structure, that the factors 
mentioned in the study are the main compo-
nent elements of  organizational health, also 
the seventh program of  administrative devel-
opment programs of  the country has been 
dedicated to protecting the rights of  people 
and integrity.
References 
- Abbasspour , A . (2003) . Advanced human re-
source management (approaches, processes, and appli-
cations). Tehran : SAMT. 
- Abbasspour , A . (2005) . Advanced human re-
source management. Tehran: SAMT. 
- Adler, B and Huf, E. (2009). SDDOT 
Organizational Health assessment2009.
UniversityofSouth[Bakota,http://www.state.sd.us/
applications/HR19 research projects.
- Fortune. D. (2006) . An examination of  quality 
of  work life and quality of  care within a health care 
setting. Canada. pp. 1- 120.
- Ghahramani, M. et al. (2012). Organizational 
health assessment in ShahidBeheshti University. Jour-
nal of  Occupational and Organizational Consulting. 
Fourth period. No. 10. pp. 30-13.
- Gharani , M and et al . (2009). The relation be-
tween the principles of  good governance, corruption 
and the influence of  corporate culture (The case of 
corruption). Proceedings of  the Conference on Health 
Promotion Office, Tehran: New time.
- Ghofrani, Mohammad Bagher. (2011). Evaluate 

 [
 D

ow
nl

oa
de

d 
fr

om
 ij

ur
m

.im
o.

or
g.

ir
 o

n 
20

26
-0

2-
02

 ]
 

                            11 / 12

https://ijurm.imo.org.ir/article-1-1740-en.html


فصلنامه مديريت شهري
)ضمیمه لاتین(

Urban Management

No.46 Spring 2017

174

the effectiveness of  training programs of  applied sci-
ence in response to the needs of  employers. Tehran: 
Institute for Research and Planning in Higher Edu-
cation.
- Hanson, A , S .(2008). Determinates Of  indi-
vidual and Organizational Health in human service 
professions, Doctorial thesis, Uppsala University 
Medicine Karal escape somrader. Faculty of  Medicine, 
Department of  Public Health and Coring science, 
http://www.Altavista.com/science/journal. 
- Hiyud, P. (2008). Political corruption. Translated 
by Mohammad Taheri. Tehran: Center for Strategic 
Studies.
- jahromi , A . (2011). The relationship between 
organizational health of  school-based management . 
Journal of  New Approaches in Educational Admin-
istration .second year . No. 4. pp. 194-169. 
- Ministry of  Culture and Higher Education. 
(1999). Applied science education. Tehran: Jihad in-
vestigation.
- MoghaniZadeh, Mohammad Hassan. (2011). Ef-
fectiveness evaluation of  applied science courses. Teh-
ran: Institute for Research and Planning in Higher 
Education.
- Organizational Health [ home page on the internet]. 
USA: organizational health: Diagnostic and develop-
ment corporation, 2011. Available on http:// cbhs.
portlandschools . org.
– Rahimi , H and et al . (2010) . Analysis of  Or-
ganizational Diagnosis of  Isfahan public universities 
based on six cases from the viewpoint of  faculty mem-
bers and its relationship with organizational health 
and quality of  work. Journal of  Research and Plan-
ning in Higher Education. No. 58. pp. 39-19.
- Raduan, C .(2009). Quality of  Work Life Im-
plications Of  Career Dimensions, Journal Of  Social 
Sciences, pp 61-67.
- Schein, E .H .(1993). On dialogue Culture, and 
Organizational Learning, Organizational Dynamics, 
Vol 22, No 2, pp 40-51. 
- Shoaf, C et al .(2010). Improving Performance and 
Quality of  Working Life: A Model for Organization-
al Health Assessment in Emerging Enterprises, Hu-
man Factors and Ergonomics in Manufacturing,Vol 
14, pp 19 – 27.
- Siyadat , A . (2011) .organizational health. Steel 

Magazine, No 200, pp. 7-2.
- Taheri , A . (2002) .The relationship between orga-
nizational health and morale of  the government boys’ 
high school teachers in Tehran. Master’s Thesis, School 
of  Psychology and Education, Tehran University.
-  Vice Chancellor for Research and Applied Science 
University. (1391). Portrait of  Applied Science Uni-
versity. Tehran:  University of  Applied Science.
-Wilson, D. (2010). Organizational health promo-
tion: Broadening the horizon of  Workplace health 
promoting. Health facility Management UAS. vol 
22, NO 5, pp 22 -25
- Zandra, M and Henning, A .(2015). Considering 
the Differential Impact of  Three Facets Of  Organi-
zational Health Climate On Employees, Well-Being. 
http://dx.doi.org.

 [
 D

ow
nl

oa
de

d 
fr

om
 ij

ur
m

.im
o.

or
g.

ir
 o

n 
20

26
-0

2-
02

 ]
 

Powered by TCPDF (www.tcpdf.org)

                            12 / 12

https://ijurm.imo.org.ir/article-1-1740-en.html
http://www.tcpdf.org

