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" ABSTRACT

_ This study aims to examine the medratmg role of Workplace Spmtuallty between Work
Values and Job Outcomes (Job Satisfaction, Job ‘Performance, Wellbeing, and |
Organizational Crtlzenshlp Behavior).  This work is based ‘on Schwartz Value Theory ’
The Work Values derived from Schwartz Value Theory are used to study’ the -
hypothesrzed Work Values’ relatronshlps to other variables of study. "

The Workplace Spirituality is hypothes1zed to mediate the relation between four types of
Work Values including Social, Intrinsic, Power and Extrinsic Values and Job Outcomes

(Job Satisfaction, Job Performance, Wellbeing and Organization Citizenship Behavior).

- Employees of service sector organizations from five cities (Islamabad, Lélhore,
Gujranwala, Abbottabad and Mardan) of Pakistan are targeted. The organizations are
from both public and priva‘te. sector including Higher Education Commission of ‘Pa.kistan
(HEC), National Database and Regulatory Authority (NADRA), Financial institutes and
Education sector. Cross-sectional data is collected based on convenience sampling
through questionnaires. Questionnaires have been disseminated to 900 people. Receiving
650 responses and discarding 61 incomplete questionnaires, final data set is 589 with:
'65.4% response rate. QUestiOnnaire is self-reported as well as supervisor reported for
two of dependent variables mcludlng Job Performance and Orgamzatlonal C1trzensh1p

Behavror (Orgamzatron)

The results of the" data validate the direct links of the Work Values and Workplace
Spmtuahty with -Job Satlsfactron Job Perforrnance Wellberng and Orgamzatronal
Cltrzenshlp Behavior. The: med1at1ng role of the Workplace Spirituality between Work
Values and Job Outcomes is supported for most of the hypotheses ‘via mediation
 regression analysis. Most of the hypothesized relatio.nships are fully mediated and few
are . partlally medrated In the end 1mphcatrons for researchers and managers are.

dlscussed
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mediator in the relation between work valtes of employees and the employees’ in role,
extra role performance, well-being and job satisfaction. Work values can encourage a.
spiritual environment in organization which can be a more appropriate motivational tool -

than material investments by the management.

This study is based on Schwartz value theory (1992,2005). This theory describes that the

goals of an individual’s life are inspired and backed by the values lying behind these

motives. The type of value preferred by a person will determine the life goals he wants to
accemplish. The Qalues will be ordered By the person dependirig on the preference given - |
to each value. Some values are more deeply rooted and cannot be comp;omieed by the
individual and on some values he is réady to trade off if situation demands so. Ten
motivational values given by Schwartz value theory are u'sed.for developing four fypes of’
work values of employees (Ros et al., 1999). The work values of employees as basic:
values are also in a hierarchal order. At werkplace employee can compromise for waiving.
off some of his values ar;d accept the Org‘anizaﬁonal values. Whiie'for some of hlS values,,.
he is ﬁot ina positien to show submissiveness to orgaﬁiiational Qalﬁes and cdnéiders_
bettef to quit the job or ehange the orgmﬁzatioeal values Where he can, by iilﬂue'r_lcing the

workplace.

Mana_gerial Significahce_:

The significance of this study is also for managers and practitioners. The work values

carried by employees have impact on organization’s culture and organizational

performance. The creation of a spiritual workplace is facilitated if employees with

spiritual values are recruited. The findings of this study can guide the managers to
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" understand the role of work values in developin’g'é spiritual workplace and get the desired

job outcomes of employées.
Contextual Significance:

From comntextual pefspe’étive, this study is sigm’yﬁcan’t in’ the sense that wo£kplac‘e_
spirituality is .interest‘ing to study in Pakistan. Pakistan is an Islamic ‘state where
spirituality is also important from religious outlook. Pedpie fnay carry different IValués set
but-spirimal workplaces afe admired generally by the employees to work in. The valt_u_as
they hold may be guided by the .Islamic‘ ideology. Thus studying the type of vélues held
by Pakistani workforce andv 1ts impact on workplace spirituality can batter help to

understand this phenomenon. -

1.4 Problem Statement:

The values of emplbyees are getting more significance in the academic and professional .

research (Cohen, .2009). ‘The people come at workplace with spirits. Now the work cannot

be isolated from other life domains of an individual (Zamor, 2003). The values preferred

by épérsoﬁ effect not ohly his 'p¢rsonal life but also the professibnal life.(Karishﬁakumar
& Neck, 2002). Million dolla;r ihvestrnéﬂté on research and training programs iby the, :
or"g_ani_zations_'sho?v how (;haliénging it' is to get max1mum from the employées. ’Materiai
incentives are no more a singlé‘ option fo get be'st.Afrorr-ll a worker'(Hoffma_n, 2010).
Attention is diverted now on’ researching the intrinsic factdrs that ensure the high
performance of employees. Workplace spirituality is an area which has caught attention

of researchers. Spiritual workplaces provide an environment of cooperation, creativity
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'from socrology, anthropology and other socral sciences worked on values to establish a

" common ground as a motrvatlonal force for the mdrvrduals to set prrorrtres in' deciding

their behavrors and actions in personal, economic and polrtrcal.llves. But values have

suffered as no consensus was reached regarding common values which predict human

behaviors and actions, and items which describe a particular value and further the

measurement of these values (Schwartz, 2009). Values are criteria people use to set .'
preferences and justify their actions and behaviors by adhering to these preferred values

(Schwartz, 1992).

Schwartz Values Theory:

A comprehensive work on values is done by Schwartz and the Schwartz value theory is

most robust in social sciences to predict motivational bases for predicting human.

- behaviors and actions (Bardi et al., 2008). According to Schwarz value theory values are:

standard or criteria that people _uSe as a guiding principle for selection or evaluation of.

events, people and actions in their personaI, social and political lives.

Some values are preferred over the others and thus this order -of varying importance is -

followed by individuals when deciding to take actions and in predictin_g t_heir behaviors.

Thus actions and behéviers are tradeoff bet\Neerr values depending updrr their importance
(Schwartz, 2006a).
In Schwartz (1992, 2()_09) survey of values, the individual and group level values were

taken in consideration by an extensive project carried on in 67 countries to find out

values predicting individual and national 'att_ituclles.~ SVS was translated into 47 languages.
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First the research was COndubtgd to find out the values which beéome motivational base
and how individual sets goal 1n his/her life by preferring some valﬁes over the Q‘thef. The
operétiénalization_‘of value's‘was also elaborafely given by this study. Values of 10 ty-pes .
aré givén by ;_Schwarti. Vaiue Survey (SVS) and each.v'alue is fuﬂhér operationalized by -
dew)éloping 56 value items. Later on one item was dropped and two were added thus a 57
iferﬁ scale was .developed._ From this survey 10 moti?ational values wefe derivéd,

Schwartz éXtended his work from individual level values to the croés-culturél set .of_» :

values which describes preferences of ‘the people in predicting their attitudes and

behaviors (Schwartz, 2009).

These motivational values are derived from three basic and universal human needs of
human beings. And these needs include (1) biological needs as an organism (2) need of*
relatedness in society (3) welfare, security and survival needs as a group. The values are

in response to these three basic needs (Ros_ et al., 1999; Schwartz, 1992, 2006a). These -

* values include Achievement (personal success in a social setting), Power (control,

aﬁ?ﬁority ‘and social étatusj, Hedonism (pleasure and éxciting life for own VsellAf),
Stimulation (excitément m life, dariné and couragedus), Se{f-Direct.t;on' (choosing goals
for own self, independent -and free thoughts and éction_s), Univefsalism (protection and
.welf‘are of all the péople and nature, a worl.d_‘at peace and socia_l’ ju.stice)',vBenevolénce

(humble, honest and forgi'ving in interpersonal relations), T radition (accepting and

' preserving traditions received by culture and religion and remaining committed to these

traditions in actions and behaviors), Conformity (avoiding any actions likely to violate
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self-direction while Consérvation includes Conformity, Security and Tradition. Hedonism

shares characteristics of both-self-enhancement and openness to change. |

Values priori__t__i_e’sv'of individuals are set by social experiences both personal as well as
-shared. Personal exberienceé such as relation v'with' parenté, 'spéciﬁc life events and shared
experiences as gender, profession etc.. will provide foundation for prioritizing some
values over the other and these values then become. a base for the determination of
behaviors, ideologiés and actions in a social setting. People may differ in assigning
importance td these ‘10 values but their values will be organized by this mpdel of |

compatibilities and conflicts among the motivational values (Schwartz, 1992, 2006a).

- According to Schwartz (2009) Life circumstances do play role in practicing som_é values
more over the other values”by the individuals. People who facé economic hardships in
life place more importance to Power and security values than those who spend a

- relatively s’xhoofch and luxurious life (Inglehart, 1997; Schwartz, 2009).

Values are influenced by backg‘réulnc»l'variables such as age, gender, éduéation, life stage,
physi'cal"conditionsand ¢oh9_rts (Sch\%fartz,z20.06a.). Oldef people all afound the world
hold materialistic values in preference over Post-materialistic values as com};ared to
.youngcr p'edplé. The reason for this ‘value priority might bé that the nations around the
" world are ékpéﬁencihg sound economic conditions for past 50 years. Thus yéuth placle‘
more importance to 'self-direction, Stimulatioh, Hedonism ‘and Universalism and less
irnpqrtance is : given to S'ecurity, Power and 'Conformity (Ingiehart, 1997; Schwartz,

2009).
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work values ladder. If workplace’s values are matched to their intrinsic work

values, then it affects the job outcomes accordingly.

- Power Values: The individuals having Power as work value orientation prefer to .

work free of Organizatiénal control. They want authority. in.their work.and full

- powef to exert control on their work. They are more productive and show

" competence in work when no organizational constraints are imposed on their

work (Schein, 1993; De Vos et al;, 2003). Based on Schwartz Value Th‘e'ory.'

(1992), employees pursuing Power as most important among other values behave

at workplace depending‘upon the satisfaction of this value. If these er__nployées

have authority and influence over other, then .thc;ir satisfaction from work,

. performance, well-being and OCB are also influenced by congruence of their:

preferred work valﬁes to those values emphasized by ofganizationﬁ

Extrinsic Values: Individu.als having .extrin'sic work value orientation value
ecoﬁomic rewards and monetary benefits. They derive their self-concept.from.:.
material outcomes of their. job. They are more inclinéd to opt for the job that can
secure financial success in their career ladder (Elizur et >al.-, 1991; Locke &
Taylor, 1990; De Vos I'et al., 2003). Value theory based studies narrate that the
type of values pursued by the people effects their personal and professiénal life.
Based on Schwartz Value theory (1992), if higher incdme and job se;:urity are
desired goals for which a person strives af Work, then his sati.sfaction from the
work and» performance will be changed by change in income level aﬁd a secured

job. Tendency towards OCB will also be affected by the ext;iﬁsic values of that '
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employee. And the 'happin.ess or well-béing perception will also be baéed’on’ the

- fulfillment of the desired extrinsic needs. -

Basic human values are used to study many bghaVioral outc_dm_es at workplace. There are
many studies that show a positive relation among individuals’ basic values and work-
related outcomes such as job commitment, job satisfaction and task performance (Boxx,

Odom & Dunn, 1991; Finegan, 2000; Glazer ct al,, 2004; Kirkman & Shapiro, 2001;

Wasti, 2003; Cohen, 2009). The notion is that th_¢ people are more satiéﬁed from their

work when their basic values are ali gned and fitted with the values which are emphasized
by their organization. Although work values are determinant of work related outcomes

but the ro-le‘of general values cannot be disregarded (Roe & Ester, 1999; Cohen, 2009).

Jin and Rounds (2012) conducted Mata-a:nalysis' of longitudinal studies on stability and
change of work values. Research works of longitudinal nature from 1940 to 2011 were
included in this Mcta-anaiysis. Work val.ues of four typés_ i.e. intrinsic, extrinsic, social
and status were taken to study change or stability ovér time. The résults’ of thls stud‘y
shc;wed' that during coilage years (18-22 years old) intrinsic va_lués were preférred over
all other three va!ues. When t};ey enter m the Vvs;orl.( life, shift was lreported towards moré
e);ffinsic and status values. In the adolescence, intrinsic and sociai values;.y;lere more
-sfable Athan the exf_finsicl (moneta'_ry beneﬁts‘;, 'rcwards) and Vsta}tus vaiugs (;power,

authority).

The employées having intrinsi¢ orientation focus on the work values that are in alignmeﬁt

with development tendency, -competence and achievement whereas the employees
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extrinsically oriented gave significance to work values fostering financial success, power,

authority and control o_ilervotherfs vV ansteenkiste & De .Witté_, 2002).

Work orientation of employees differs significantly. Some employees také their job as an
opportunity to serve and contribute towards the society, show their competence- and get '

inner satisfaction from their work. While some employees perceive job as a way to get

power, money; security and external benefits. Their real life happiness is away from their

work.AThey enjoy holidays and weekends and work is only a source to attain material

benefits (Ros et al., 1999).

In the present study, four work values (Social, Intrinsic, Power and Extrinsic) by Ros et

al. (1999) are used as work values carried by employees. The impact of these work values.

is observed on job outcomes (Job Satisfaction, Job Performance, OCB, and Wellbeing)

through mediation of the workplace spirituality.

- 2.3 Workplace Spirituality:

The‘re_se‘arch on wofkplace'spirituality is_‘ still in its embryonic stage-and this co_ncépt is
needed .to‘ be clearly defined (Kolodinsky et al., 5007). »The.. definition of spirituéli_ty is
still imp(al}.)able (Giacalone &.Jurkiéwicz,: 2003). The Sp.irituality comes fromb inéide
bey.'ond.the' intuiﬁén anc'iAinst.in.cts of mind. It is aBout a broader perspectix)e of the wprld
based on'rheanings and values. It captures our dreams and hbpes, feelihgé, how we think
and behave in the wo_rjld; love for beauty and nature and esféem fo‘r sacréd (Laabs, 1995;
Zaﬁlor, 200_3); ‘Mitroff and Denton (i999é) .deﬁned spirituality as a .feeling of

connectedness to one’s self, others around and the entire universe. Spirituality is multi-
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suggested by Kolodinsky et al. was interactive spirituality i.e. both personal and

' organizational ‘spirituality intéract and effect the micro (individual) as well as macro

(organizational) outcomes. Thus a person-environment fit is created (Caplan & Harrison,

©1993; Kolodinsky et al,, 2007). I

Employees seem to be séekihg greater meaning in théir work. Increased downsizing and

. job cut off result in a distrust environment at workplace. Despite the pr’essﬁre of reducing -

cost by cutting jobs;' mahagers confront dilemma of gaining same amount of work from

the employees in such insecure work environment. Such conditions in market have

“increased the importance of spirituality at workplace (Cash & Grey, 2000). Wuthnow

(1995) argues that more white collar employees perCei\}e their jobs as little spiritual acts.

And workplace spirituality depends on the degree to' which they interpret their work and

organization’s functioning as sacred (as cited in Grant, Neil & Stephens, 2004).

The people come at work with not only their bodies and minds but they have their unique

spirits and abilities which cannot be simply ignored. Million dollars motivational plans

" waned and still organizations are spending a lot of money for finding out the ways which

can boost the morale of the employees. Spiritual aspects of employees are given

S

consideration in search of this answer (Leigh, 1997; Zamor, 2003).

Zamor (2003) argues that there .is spiritual initiation in the world generally and in.

industrial states specifically. Many publications on workplace spirituality are in the

market every year. People want meaning in their work and wish this spirituality to be

institutionalized in their organizations too. Many corporations are giving significance to

workplace spirituality because it brings a win-win situation for employees as well as the
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organization. Happy and satisfied employees are more creativé, productive and have high

morale. This ensures high organizational performance. On the contrary, a dispirited

- workplace brings low morale, burnout, stress, increased absenteeism and turnover rate.

The notion to left personal issues at home is no more acceptablé as people relate their -

personal lives, values and image to their workplace.

" Human society has made rapid changes in terms of communication of ideas and advanced

technologies have facilitated it. People desire to practice spirituality not only in their

" individual lives but also at workplace where they spend most of their time (Neck &

Miiliman, 1994; Krishnakumar & Neck, 2002). Cowen (1993) .in his book éboﬁt
meditation effect "of spirituality at workplace pointed out that Whe’n spiritual people join
an organization, they start Helping out their colleégues and lead the érganizétion:toWards
success. He appropriately quotes that” Spirits are not th¢ servants of yvorkplace; rather

workplace is a platform to exercise spirits” (Zamor, 2003).

In the current study, workplace spirituality is taken as mediator between the work values
(Social, Intrinsic, ‘Power, and. Extrinsic)-and the job-outcomes (Job Satiéfaction, Job

Performance, OCB, and Wellbeing) of empioyees.
2.4 Job Satisfaction:

Locke (1976) gave a comprehensive definition of job satisfaction which is mostly used
by reséarchers and practitioners. He defined job satisfaction as a pleasing or optimistic
emotional state resulting from the evaluation of one’s job or job experiences” (as cited in

Saari & Judge, 2004). Job satisfaction refers to employees’ orientation towards their work
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~ roles (Malka & Chatman, 2003). It is evaluative judgment a pérsoﬁ makes about hi s/her

jobr"eithg:r positively or negatively (Weiss, 2002; Keller & Semmer, 2013). It has been
linked ‘to many other brganizational variables such as absenteeism, turriover,
orgéhizationai commitment and job pérfofniance (Judge, Thoresen, Bono & Patton, 2001;

Kammeyer, Wanberg, Glomb & Ahlburg, 2005; Keller & Semmer, 2013). There is a

- stream of longitudinal research work investigating change in predictors over time and

their impact on job satisfaction as an outcome (Boswell; Boudreau & Tichy, 2005;
Boswell, Shipp, Payne & Culbertsbn, 2009; Semmer, Baillod, Stadler_ & Gail, 1 996;
Keller & Semmer, 2013). Job satisfaction is of vital concern for the researcher in

behavioral sciences.

Its significance lies in the fact that it has been used as mediating or moderatihg vardable
and its influence on other variables has been investigated. And those variables are related |

to job effectiveness of employees (Lather & Balian, 2001).

- Another perception about job satisfaction is that the satisfaction is reflected by

discrepancy Bctween expected and received rewards. Lesser the discrepancy betweem the

-~ two, hjghef will be the satisfaction (Rai & Sinha, 2002).

~ This construct has been researched widely as an overall Job satisfaction. Little atterition

has ‘been given to 1ts ﬁve.facets (pay, pmeotion, "superv_ision, coworkers’, work itself).
The measurement of job satisfaction as global sat'isfé.cfion or facet. satisfaction needs
careful considerétion. Facet satisfaction has ‘nllorc. practical implication wwvhen
organizations plan to improve specific facet of saﬁsfaction to-imprpve overall satisfaction

(Bowling, Hendrické & Wagner, 2'008)'..
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Literature has revealed that many antecedents of job satisfaction and job performance are

common such as compensation, supervision, organizational support, and role clarity. The '

notion that job performance effects job satisfaction of an employee is based on many

' ofgaiﬁzaﬁohal and psj;ch(;logy theories sﬁéh as intrinsic motivation theory of Deci and
Ryan (1985). The antecedents of job satisfaction can be divided into three typé including

dispositional factors; role perceptions and organizational/situational factors (Brown & -

Peterson, 1993; Christen, LYer & Soberman, 2006).

Job satisfaction is bredicted by situational variébles such as work environment and job
design (Hackman & Oldham, 1980;4 Humphrey, Nahrgang & Morgeson, 2007; Karasek &
Theofell, 19 90; Parker & Wall, 1998; Keller & Semme_r, 2013). The disposition of an
employee also rules in determining the job saltisfa'ction_ of an employee at a certain time
or over a period of time (Judge, Locke, Durham & Kluger, 1998; Keller & Semmer,
2013). One of the most important personality traits in lliterature effecting job satisfaction
is Coré Sélf Evaluation (CSE) for Which_ significant support is present by efhpifical

findings (Judge, Heller & Mount, 2002; Saari & Judge, 2004).

The relationship of job satisfactién and job perfdrmance has a long- history starting from-
theh ﬁawthorne studieé'_ performed in 1930$ (as cited in_ Judge et al;, 2001)“.‘ A happy

wdrker v'vas‘ considered to be productiyé worker éfthat time. Later 6n ;esearchers sﬁch_ aé _ |
Iaffaldano and Muchinsky (1985) got little sﬁpport for tﬁis relation and they started
looking at this notién. criticaliy tﬁat satisfied wofkérs ;cuel productive w;)rkers.:' Organ

(1988) argued that relation of jdb satisfaction and performance‘is weak as performance is

narrowly defined and restricted to job description. Satisfaction can relate strongly to
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equity, organizational commitment trust and piocedural and distributive justice
(Podsakoff, Mackan21e Pami & Bachrarch 2000) OCB is very much -on focus byl
management because of the pos1t1ve 1mpact it has on the performance (Organ 1997). |
i?‘unctions of the management are facﬂitated because of extra roles of the employees '
Time is saved from 1ower level tasks which is utilized on more important tasks_(Organ,
1988). 1t is also evident that the employees fwno are more satisfied in the organization -
show more OCB. So, there is obvious relation. between satisfaction level and OCB
(Organ & Moorman, i.9'93). Earlier studies of OCB focnsed on a two-factor model

emphasizing the roles of altruism and comipliance (Smith, Organ & Near, 1983).

Other models of OCB have foeused on a five-factor model. These facto’rs:incl'ude
altruism, conscientiousness, sportsmanshjp, courtesy, and. civic virtue (Organ, 1997).
Altruism occurs when an employee helps hjs co-worker for completing his task without
having any self-interest: Courtesy is helping someone to prevent a problem from -
occnrring, or taking steps in advance to mitigate the problem of other co-workef (Organ;
1988). Cohscientiousness denotes the behavior in Which empioyee performs his in-role
funetion more effectively than _expected for example optimal use of -organization
resourc-es,.i atteﬂdance, following time schedule. Civic viftue is the support "from the
employees for the administrative function. Spbrtsmdnship is the ‘behavior of the 'employee ’
m which he ignores'the minor inconvenience he is facing in the organization and foc’use‘s

only on positive facets of the organization (Organ, 1997).

William and Anderson (1991) gave two dimensions of organizational -citizenship

“including OCB (organization) and OCB (individual). OCBO are the actions of an
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satisfaction for the job (Pugno & Depedri, 2009). Research on job satisfactiosn and

income increments conducted by Malka and Chatman (2003) has revealed that increase in
income does ndf result in job satisfaction of people. This longitudijlal» study was

conducted on MBA students. After 4-9 Slearé these people reported their salary amd job

satisfaction as well as well-being. The results showed that students having extrinsic

orientation” were high in job satisfaction as well as. well-being as they -earn more.
Whereas, students with intrinsic orientation were not satisfied with their job by salary

increments as well as well-being was not high by material growth.

Keller and Semmér (2013) in a longitudinal wo.rk studied how. job satisfaction changges byl
change in predictor variables. They took situational variable i.e. job autonom<y and
dispositional variable i.é. Core Self Evaluation. The results drawn through this work-
showed that over time, the change in these predictors also brings positive change in job
satisfaction. The level of job satisfaction increases when a person got more contros] over..
his work. Similarly; CSE govérns the way a pérson perceives his wbrk and enviroment
based on his disposition. Self;efﬁcacy, sélf-ésteem and locus of éontrol appear té_increase
when a pe_rsoﬂ got expé_riehce on a job and léyel of neuroticisin declines gradually- Thus

overall, both situational and dispositional factors got significant support for having

Ainﬂuénce ori-change in job satisfaction over a period of time uncié;r the ﬁ'ndings of this

study. -

According to Job Chatacteristic Model of Hackman and Oldham ( 1980) there are fi-ve job

characteristics that influence job satisfaction. These include autonofny, skill variety, task

s,igniﬁcanc'e, task identity and feedbé.c'k.. Work itself is considered to be the most
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important predictor of job satisfaction. Research for many years, in many organizatioras
has shoWn that whenever‘ employees are asked to evaluate pay, promotion supervisor’s

support and coworkers they ranked the work 1tself as the most important factor for their

JOb sat1sfactlon (Judge & Church 2000 Jurgensen 1978; Saar1 & Judge 2004) It does

not mean that a good compensation plan or better superv1s1on are unimportant, but it is to
say that job satisfaction can be ensured by designing a good work plan and challenging

tasks for the employees to work ( Saari & Judge, 2004).-

Previous 'lite_rature has shown a clear relationship between the personality/disposition annd
the joh satisfaction of employees (Staw & Ross, 1985; House, Shane & Herold, 1996;
Weiss & Cropanzano, l996; Motowidlo, 1996; Brief, 1998; Saari & Judge, 2004). Core
Self-evaluation, one of the personality traits was found to have a strong influence on job-
satisfaction of employees (Judge et al., 2002; Saari & Judge, 2004). Other personality
traits such as extraversion and neuroticism were also proved in literature to have strong .

influence on the job satisfaction of employees (Judge et al., 2002).'

Altaf and Mubammad (2011) studied the workplace spirituality’s nloderating role on the
relationship of job oyerload and job satisfaction. Work overload renders str‘ess,'anxiety,
poor physical and rnental health, less family interaction resulting in low job Satisfaction
in employees This study suggested that the sp1r1tual workplace moderates this negattve
relat1onshtp between job overload and _]ob satlsfactlon by fostering a pos1t1ve work
environment, | increased creatrvtty and oyerall increase 1n product1v1ty and - _]ob

satisfaction.
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2003). Diéner apd Suh (ZOOQ) worked on well-being across 'différent culture énd how
cultural values influence the well-_being of individuals énd sOci_e't.ie.s'. They found thaf
cultﬁ_ral pafterns ha§/e diversiﬁéd_inﬂueng:e on the» well-being e.g. iﬁdividual.istic-‘ societics
ﬁév;: hlgh mean level on wéll-being and at the same time reﬁbrt'hjgh rate of suicide and

divorce. The most possible reason given by Diener for this pattern was that the freedom

. sanctioned by these cultures ensures happiness and high mean level on wcllfbeing when

things are going well. And low xﬁean level of WellQbeing in poor situations. Headey and
Wearing (1992) sugggsted in their dynamic equilibrium modél that a baseline level of
weli-being is settled by' each individual based on personality. Different types of
personalities react'to life events in differént ways. Extrovert. people are more likély to get
job and get married thap introvert people. Accdfding to Headey and Wearing situations

impact the baseline level of well-being, if these situations are extra ordinary and unique

.~ to individuals, but ultimately individuals come back to their baseline level of Well-being

(as cited in Diener et al., 2003).

Values are important in interaction between personality and well-being. Oish et al.

(1999b) found that values mpdefate the rglaﬁioh between speciﬁc domain satiéfac;tion
(marriage, jqb and educafion) as Wéll_ as overall life satisféctiOn. Arnold,' Turner, Barling,
Kellowél); and Mékéc (20'07) stilidvi.e(i the medfating role of— meanir;gfulne’ss of _Work 1n the
relation between traﬁsfofmatiorial leadershjb and wéll-beiﬁg of embloyées. They found a
positive relation ‘between meaningful work and ‘well-being of | employees. ‘As

Meaningfulness of work is one of the important components of the workplace spirituality.-

Lt
————e ey



52

——r —-50,.based on-this rationale we can hypothesize that-if workplace'spirituality is created,

then it will foster the well-heingof individuals accordingly.

{

H 7: Workplace spirituality will be related to well-being of employees.
Y e D s s o an

2.15 Workplace Spirituality and Orgamzational Cltlzenshlp Behavror

Empirical research has focused on four-antecedents of OCB; empl’oyees’ dispositions, job

characteristics, organizational characteristic and ,management‘ behavior (Podsakoff et al.,

2000).' Based on social exchange perspective Organ (1988) suggested that fairmess

e saea iz perception can encourage extra—role behaviors in employees Employees will strive to go

- = o

S\ N — i
beyond the call of duty when they are satisfied from their Job They are motivated to

rreciprocate fair treatment of management by displaying discretionary behaviors that are
- ——bn . I y .

R essential for organizational success. Baged on this argument of Organ (1988) researchers

-widely tested the relation of OCB with perception of procedural justice (Farh, Podsakoff

© T ¢ = & Organ; 1990; Konovsky & Pugh, 1994, Moorman 1991; Moorman, Niehoff & Organ

= S w —

1993; Organ & Moorman, 1993; Moorman, Blackly & Niehoff, 1998).

Mostly a direct relat1on was incorporated by the researchers in their study to find out the

T e e T e e
- ——

relat1onsh1p of perception of justice and OCB. Moorman et al. (1998) studied why the

- e _ perception of fair procedures motivates employees to show OCB. The study was
: : T, it e g, ——

o

conducted on sample of civilians from a m1l1tary hospital. They used percelved

NS
@ ) orgamzat1onal support as a mediator in thJS relat1on And explamed the phenomenon that

- =TT M—-—_.—s—‘___.-a—»w —
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why OCB emerges as a result of fa1r percept1ons in employees This study revealed that

when employees pgrcg_yg that there is procedural j Ju,s’t1g_e,in their orgamzation, it develops
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vision and values in their own value system. The attainment of these goals is instrumental

- in satisfying highér order spiritual nieeds of a person including inner life, meaningfulness

and relatedness. Thus congruence of employees’ values and organization’s values creatés
a Workpiéce which is spiritual ‘wherein the spirits of employees are given consideration at
workplace.

Giacalone and Jurkiewicz (2003) posfulate that workplace spirituality is an environment

where employees feel transcendence through their work, feel connected to their inner-

selves and outer world. This gives a feeling of joy and compassiori to employees. The

spirituality at workplace, as these authors suggest is possible if values are congruent at

individual and the organization level.

Based on Schwartz value theory (1992) in the current study, this is conceptualized that

intrinsic values of achievement and stimulation may be instrumental in creating a

spiritual workplace. There is a global shift from m’éteri_alistic values towards more ._
spiritual organizational culture (Giacalone & Jurkiewicz, 2003). As in a 'spirit'ual'_
. workplace, employees feel inner life, meaningfulneé_s of their work, self-perception of:

being valuable for organization and sense of community. The work is not only a mean of

getting extrinsic benefits, but it is also linked to the inner-selves of ‘employees. The

intﬁnsic values, if are given pr_efc:renée by the employees, then these intrinsic values may

' hélp in creation of a spiritual workplace where people are internally motivated to work

‘despite the absence of extrinsic rewards. The employees perceive. their wdrkplace'

spiritual if their intrinsic values are protected in organizétional culture. Thus we can

hypothesize this scenario as follows.

e W —
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' .H'9b: Intrinsic values will be related to workplace spiritu

2.18 Power Values and Workplace Spifituality:_'

'Elmes and Smlth (2001) in their work described the empowerment as a source of

workplace spirituality. The organizations that give high purpose and empower their
employees can energiie'a spiritual environment where people seek meaning from their

work (Neck & Milliman, 1994). But _thelpower is different from the empowerment.

Power includes status and influence over co-workers specifically and on society in

general (Ros et al., 1999; Schwartz,2007).

Based on Schwartz value theory (1992) power work values held by employees induce
them to attain power and influence over others in the organization. These values can be
supportive or become hindrance in the creation of a Spiritual environment depending

upon the nourishment of these values. Thus we can hypothesize as:
HYc: Power values will be related to workplace spirituélity.
2.19 Extrinsic Values and Workplace‘Spiritualify:

Tang. (2010) in hlS work'on money and its rheaning described the role 'of spirituality and

rehglon in managmg the adverse effects of matenahstlc v1ews The temptatlon to earn

more induces people to behave both ethlcally and unethlcally Tang postulated that wish -

to ha_ve more mo_ney lowers the, job satisfaction and low pay satisfaction. Such people are

less willing to help others and are usually dissatisfied from their quality of life. The

author argues that money -and spirituality are two.opposite constructs. Spirituality can
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-ensure meaningful life, helping behaviors and thus reducing the adverse effects created

through love for money in péople

~ Based on Schwartz vj&{llue theory (1992), we sustain that the employees may fall in the
“category of those people who rank extrinsic values higher over other work values. Such

employees take their jobs as a way to earn money, get economic benefits, secured jobs -

and security of their life. In such a scenario when employees are valuing extrinsic values,

~ the spirituality at the workplace may be created or hindered depending upon the

satisfaction of extrinsic values. They may feel their work close to their spirit if their

extrinsic needs are being satisfied. Thus, we can say that extrinsic values do have impact

on the workplace spirituality. So, it can be hypothesized that:
H9d: Extrinsic values will be relafed to workplabe spirituality.

2.20 Workplace spirituality as Mediator between Work Values and Job
: ' Outcomes:

| Kdlodiﬁsky et al. (2007) conducted a survey on five ‘samples of graduéte‘ studénts to find

out the impact- of spiritdal values of employees ox_i general attitudinal constructs -

(satisfaction with work rewards and organizational frustration) and -attachment related

- attitudinal constfu“cts (Job involvement, identification to' one’s organization) variables.

They studied spirituality at three levéls (personal, organizational, interactive). There work

showed that spirituality is more about the P-O fit created by interaction of personal and

organizational values. The more is congruence between personal and organizational
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values, the more positive effects on attitudinal outcomes such. as job commitment,

‘turnover rate, and job involvement.

Pawar (2009)stud1ed the mgdq{ating effect of individual spirituality on the r_elationship
between "-th'e workplace spirituality and: work aﬁiﬁdés of employées subﬁ as. job
satisfaction,”job commitment and job involvement. The findings of this work -sﬁggest a
positive relatibh be,.t_w-éen -'wbrkplace spirifuality and job attitudes. But s‘ig'niﬁcance.v |
support was not gained for interactive effect of individual spirituality on the relation of

workplace spirituality and job attitudes.

Dadabhay (201 1) in his study worked on the mediating role of 'Workplace spirituality on
the relationship (;f perception of teachers about the principal behavior and the -
organiéational commitment and job satisfaction. A sample of 219 teachers from Muslim
schools in South Africa responded to questionnaire. The workplace spirituality was

measured through Ashmos and Duéhor_l scale (2000). Workplace spirituality was found to

. partially mediate the relationship between perception of leader and job satisfaction and

organizational commitment, .

Work values have efnpirically found to have impact on various job outcomes. Spirituality

‘at work has also been exfehsivél& researched to empirically ‘test its impact oﬁ job

satisfa'ction, organizational commitmént and‘ burnout etc’. Schwartz \}alue theory (1992)
states thaf the type of value; set preferred by an individual will determine his actions and
behaviors. Sirﬁilarly, the work valués pursued by émployees at Workpléce wili determine
the type of workplace éreated through practicing those &_ai_ues. So, we can rétionaliie; that

values held by employees at workplace. can or cannot helb iﬁ developing a wdrkplace that
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is spiritual in nature. Tlre or'ganizations are made by the employees. The values they bring ..

at work influence the culture of the organization. If values are strongly held by

“employees, then it can change the organiiational culture. If spirituality is created by tl_re

employees’ values, then it can influence the job outcomes. Thus it can be hvpothesiZed .

that: |

HI Oa: Workplace sp1r1tual1ty mediates the relat1onshm between Social values and Job ,
Satlsfactron

H10b: Workplace sp1r1tua11ty mediates the relationship between Intrinsic Values and Job
Satisfaction.

HI10c: Workplace sprntuahty med1ates the relat1onsh1p between Power values and Job
Satisfaction. :

H10d: Workplace spirituality mediates the relationship between Extnns1c Values and Jeb
Satisfaction. :

Hl11a: Workplace spirituality mediates the relationship between Social values and Job
Performance

H11b: Workplace spmtuallty mediates the relat1onsh1p between intrinsic values and Job
Performance

‘Hlle: Workplace sp1r1tual1ty mediates the relat1onsh1p between Power values and Job

Performance

H11d: Workplace sp1r1tual1ty mediates the relat1onsh1p between extrinsic values and J ob
Performance.

HI12a: Workplace sp1r1tual1ty med1ates the relatlonshlp between Soc1al values and
Wellbeing ~ .

HI2b: Workplace sp1r1tual1ty med1ates the relat1onsh1p bétween Intr1ns1c values and.

-Wellbeing

HI2c: Workplace spirituality med1ates the relat1onsh1p between Power values and
Wellbe1ng : :

H12d: Workplace sp1r1tual1ty mediates the relat1onsh1p between’ Extnnsw values and
Wellbeing .

Hl3a: Workplace spirituality mediates the relationship between Social values and OCBO
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H13b: Workplace spirituality medlates the relationship between 1ntr1n51c values and

‘OCBO.

HI3: Workplace spirituality mediates the relationship between Power values and OCB'O |

Hi3: Workplace spirituality - med1ates the relat1onsh1p between Extrinsic values and,

"OCBO

Hl4a: Workplace sp1r1tuallty mediates the relat1onsh1p between Social values and OCBI

HI4b: Workplace sp1r1tual1ty mediates the relationship between Intrinsic values and
OCBL _ _

Hli4c: Workplace spirituality mediates the relationship between Power values and OCBL

Hl4d: Workplace spirituality mediates the relationship between Extnns1c values and
OCB. ,
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2.21 Theoretical Model:
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Figure 1: Relatidhsl_iip between Work Values, Workplace Spirituality and Job h
' Outcomes. ' : '
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CHAPTER: 3

RESEARCH METHODOLOGY

3.1 Sample and Data Collection

The purpose of this study is hypothesis testing based on deductive reasoning. The data is
collected through a survey. Study setting is non- contrived with “individual” as unit of
analysis which are the employees. The time-horizo_n of the work is cross sectional. The
data has been collected through questionnaire. The population selected is the employees
of service sector from both the public and private organizations in Pakistan. The data is
collected through non- probability Convenience sampling, as this type of sampling suited
present study due to time restriction. The respondents were from five cities of Pakistan

including Islamabad, Lahore, Gujranwala, Mardan and Abbottabad.

Total 900 questionnaires were distributed by using rule of 10 in which number of items in
questionnaire were multiplied by 10. Out of 900 questionnaires, 650 were received back
with response rate of 72.2%. Questionnaires were distributed by personally visiting the
organizations. The permission was obtained first from the employers to get responses
from their employees. As questionnaires were not only to be filled by employees but also
their respective supervisbrs, so consent of supervisors was compulsory. Questionnaires
were personally administered. More than one visit was made in the organizations where it

was not possible to get responses from employees through single visit.
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Questionnaires were scrutinized to check for incomplete and biased responses. After

data set is quite sufficient for the mediation analysis.

The -sample consisted of respondents from five types of organizations including HEC,

- di'scardihg 61 'incorhplete QuestiOnnaires,' 589 were used with 65.4% response rate. This *

NADRA, financial institutes,' and educational institutes. "HEC and NADRA are

autonomous regulatory”authorities under Ministry of Education and Ministry of Interior

private banks were épproach_ed. In educétion sector, one pubiic and one private sector
umniversity Wa§ included in sample besides -c'olleges and-schoéls. 'The'logic behind
choosing diffé;¢nt types; of Qrgaiﬁiations to c.dllect data is that the generalization of daté
increases th_rbugh such sampling (Bagozzi, 2011). Erﬂpiéyees from top, middle and lower
level management were taken as respondents as work valﬁes and workplace spirituaiity
are not confined to specific designation. These are the variables carried by all the

humans.

21.9% respondents were from NADRA, 24.3% from education sector, 22.8% from banks,
17.7% from financial institutes and 13.4% from HEC. From all the ‘orgam'zatibns-S6._5 %

were Government, and 43.5% were private.

Out of total respondents 67.2% were male and average age was 30.38 yeérs (SD=17.5).
Their average Working experience in their current organization was 4.2"years (SD= 4.77)

and average total working experience was 6.1 years (SD=5.9).

fespect_ively-.' In third sample categdry of banks/financial institutes, both public and -

——
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The employeés were holding diversified specializations -from-management sciences to

arts and from social sciences to natural sciences. Minimurn education was bachelors to

ensure that respondents are able to perceive the questions asked in true meaning. 49.2%

respondents were specialized in management sciences and were holding positions from
top level management to clerical jc-)bs.'12.6% respondents were holding degree in natural

sciences. 10.4% respondents were specialized in social sciences, 13.8% from arts, and

7% from languages. Employees specialized in management and social sciences were .

majorly working on-management related jobs in public and private sector: They were

positions. Respondents having academic background from natural sciences, arts and

linguistics were mostly; associated to lgcttireship.

3.2 Procedures:.

“Common method bias is tried to remove through multi-source data collection as

suggested by many performance related researchers (Koster & Senders, 2006; Johari,
2012). The questionnaire was based on Self-reported questions for most of scales and also
supervi‘sor-reported for some scales. One outcome “job ‘performance” was completely

supervisor-repqrted. A part of OCB scale (OCBO) was also supervisor-rated. The

equally dispersed in banks, financial institutes and were working on " administrative

reason for supervisor-reporting in case of job. performance was that performance can be

described with validation‘if it is evaluated by the supervisor of the respondent. To ensure
the fair responses and acceptance to respond to survéy, survey was designed in such a
way that a single s'upervisor gave response about 5-7 subordinates.“Pracitically it seems

difficult that head of an organization fills hundreds of quéstions for all of employees
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working in that organization. The questionnaire was divided into two halves. First half

was filled by fhe émployee himself and ‘Aafter'collec'-ti‘ng.questio‘nnair.es from " 5-7

erﬁployees, they were handed over to their immediate supervisor to :get response for

sgcond half of the questionnaires.

3.3 Measures:

" The responses were measured on a 5-point Likert scale for most of the items in -

questionnaire, where 1 indicated “strongly disagree” and 5 “strongly agree”. The scales

were not adapt'ec_i but ado‘ptedand details givé_n below éb_Out Cronbach alpha of all scales

approved adopted scales’ validity in Pakistani workplaqesf

.3.3.1 Work Values:

TfRdss et al. (1999) work value inventory was used to find out the values preférred by the

:employees at workplace. This inventory has questions encompassing four types of work

values (intrinsic, extrinsic, social, and power). The 4- point Likert scale measured the
work values ranging from ‘not at all important’ (1) to ‘very important’ (4). This scale
contained 10 items about four types of values. Cronbach alpha for social values is 0.75,

0.74 for extrinsic values, 0.72 for powér values and 0.73 for intrinsic values. High score

on items relating to a particular work vaiues show preference of that work value in

comparison to other three work values and vice versa.

Items that measure inclination towards Social Values are “I value Contributing to people

and society” and “I like to Work with people”. Extrinsic Values are assessed by'WOrds as

I want Good salary and work conditions”. Power Values are weighed by items such as “I

Seoms oo
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want Author1ty to make decisions over people” and “1 l1ke to do Work in which [ am 1 my
own boss”. Importance of i 1ntr1ns1c values for an. employee is measured by questions as “I

like Interestirig and varied work”

© 3.3.2 Workplace Spirituality:

_-Kln_]CrSl(.l and Skrypnek (2006) scale of Sp1r1t at work was used to measure the workplace

spirituality This scale obta1ned employees ‘responses to know their workplace in context

of spirituality. It was 18 item 5-point Likert scalewhere 5 ‘was for “Strongly agree” and 1

- for “strongly disagree”. High score on these items showed high spirituality perceived by

that respondent in his/her workplace. The reliability reported for spirit at work scale is

0.95 and 0.96 (Kinjerski & Skrypnek, 2006; Wanger, 2010). Cronbach alpha obtained for

this scale in present study is 0.895. Examples of items are “I experience a match between
the requirements of my work and my values, beliefs and behaviors” and “At times, I

experience a “high” at my work”

Another example better pointing towards the center of concept is “I experience a
connection with a greater source that has a positive effect on my work”. High Cronbach
alpha for this scale showed its reliability in Pakistan equally well as in other countries of

world. The items were perceived by employees for whom they were meant.

3.3.3 Job Satisfaction:

Job Satisfaction was measured by Cammann, Fichman, Jenkins and Klesh‘(1983) scale.

Alpha reliability of this scale was reported from 0.677to 0.95 in some studies (Field,

b
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201'3). It is a three item scale measured on 5-point Likert scale: The alpha reliability of .

this scale for present study is 0.852. Job satisfaction was measured by asking empl‘oyees'
as “All in all, I am satisfied with my job"é and “In general, I like working here”. One item

was reverse coded and it was “In general, I don’t like my job”. This item was adjusted in

SPSS to find the overall score on-job satisfaction. Higher the- scores higher was

satisfaction with job and vice versa.
3.3.4 Job Performance:

W1111am and Anderson (1991) seven-item scale was adopted to measure _]Ob performance
of respondents. The Cronbach alpha for this scale reported 0. 75 in previous research
work (M01deenkutty, 2005) It 1s measured on 5-pomt L1kert scale. Higher the score
hrgher was job performance of employee. This scale was supervisor rated, and was
included in second half of the questionrrajre. The alpha reiiability obtained for this scale
in present study was 0.818. Supervisor was asked to rate his subordinate on items such-as
“This worker adequately compietes assigned duties” and reverse coded items as “This

worker neglects aspects of the job he or she is obliged to perform”.

' 3.3.5 Well-Being:

Diener and Diener (2OQ9) brief Flourishing Scale performed well, with high reliabilities
wit}r similar scales. It correlated signi_ﬁcar*rtly -with the summed scores for the other
psychological well-being scales, at .78 and 73. Cronbach alpha for this scale was
reported 0.87 (Sumi, 2014) So, the FS produces a good assessment of complete self-‘

reported well -being. Alpha rehablhty of this’ scale for present study was 0.895. Items o







OCBI (F=5.68, p< 0.001), wellbeing (F=5.522, p<0.001).

e

Table 1 One-way ANOVA for “Organization”

.The results of one-way ANOVA in table 1 show that organization itself -has impact on

outcome variables. The organiiation has significant inﬂuerice of OCBO.(F=3.02,>p<.05),‘

df

" Sum of Mean F Sig.
Squares Square
OCB (Organization)  Between Groups 02960 . "5 592 . 3.020 .011
. ~ Within Groups - 114.294 1583 196 : ‘
Total' 117254 . 588 o
. OCB(Individual)  _ Between Groups 5840 ° 5 1168 5.680 000
Within Groups ~ 119.894 583 206
Total 125.735 588
Wellbeing - Between Groups 9.1 5 1802 552 000
c Within Groups 190.285 583 326
~ Total 199.297 588 :
Job Satisfaction Between Groups 7.343 5 1.469 2.217 .051
Within Groups 386.229 583 662
Total 393.572 588

Table 2 shows one-way analysis of variance for “Type of Organization” that included

government, semi-government and private types of organization. One-Way -analysis of

variance evidenced that “Type of organization” has signiﬁcé.nt relation . with job

performance (F=3.94, p<0.01), OCBO (F=4.38, p<0.01), OCBI (F=6.25, p<0.001) and

welibeing (F=3.953, p<0.01).
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Table 2 One-way ANOVA for “Type of Organizétion?" 4

Sum of daf - "Mean F _ . Sig.
4 ~ Squares ) Square_ :
Job Performance - Between Groups 3.757 3 1252 . 3.944 .008
’ ' o Within Groups ~ 185.772 585 .318 . - '
Total 189.529 '588 .
_OCB (Organization)  Between Groups  2.577 -3 859 4382 . 005
" Within Groups .~ 114,677 585 196" '
_ . Total - 117.254 588 .
OCB (Individual) . Between Groups 3.906 -3 1.302 © 8252 .000
' © Within Groups ~ 121.829 585 - 208 '
. Total  125.735 588 : _
- Wellbeing : 4BeAtwee'n Groups 3.960 3 1.320 - 3953 -.008
' Within Groups 195.337 585 - .334
o Total . 199.297 588 _
Job Satisfaction ~ Between Groups 1.130 3 - 377 562 640
: Within Groups 392.441 585 671 : '
Total 393.572 588

Y
=
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Table 3 shows _one-wéy ANOVA results for demographic vafiable “experience in éurrcnt
organization. It was found that experience of an employee in his/her current organization
has significant relation with his/her job performance (F=1.688, p<0.01) and job
satisfaction (F=1.55, p<0.05) -

Table 3 One-way ANOVA for “Experience in Current Organization”

“Sum of df " Mean F Sig.

‘Squares "~ Square
Job performance Between Groups 18.291 35 523 1.688 .009
" Within Groups 171.238 553 310 '
) Total 189.529 588 .
Job Satisfaction  Between Groups 35.139 35 1.004 1.549 .025
Within Groups 358.432 . 553 648 -
Total 393.572 588

Table."4 shows that total experience of an employee has significant relation with his/her

~ job satisfaction (F=1.68, p<0.01). -

—— —, =1 = =
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Table 4 One-way ANOVA for “Total Experience of an employee”

Sumof = df’ Mean. . F . Sig..
Q0 . - Squares - Square o .
| §’ ' ~Job Satisfaction  Between Groups __ 49.103 ~ 46 1.067 — 1680 004 .
r ' ‘Within Groups 344469 542 636 -
Total 393572 588 |

'.vélues._ Baron and Kenny (1986) postulates that the',indep’endent' variable must have

_ significant relation with the mediator to provc’mediatioﬁ.’ Thus, for this direct relation,

One-way ANOVA was run for‘workplac'e spirituality to find control variab_les-that effect

- workplace spirituality when it is used as a dependent variable in direct relation with Work

values (independent variable).
Table 5 One-way ANOVA for “Workplace Spirituality”-
Factors Sum of df Mean F Sig..
Squares Square
Between Groups 10.781 5 2.156 6.510 .000
Organization Within Groups . 193.104 583 .331 '
Total - 203.885 588
Type of Between Groups 5.023 3 1.674 . 4925 .002
Organization Within Groups 198.862 585 .340
Total 203.885 588
Table 5 demonstrates that two demographic variables ‘have significant impact on
= workplace spirituality and these two had to be controlled when workplace spirituality was
.t

used as dependent variable in direct relation with work values. Organization where the

-employee works counted. significant effect (F=6.5, p<.001) on worlqilgiée spiritality.

L r——— i —

' -Wor_kplace spirituality was used as a dependent variable in direct relatibnship with work -
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Similarly the -type of organization was:also needed to be controlled for having-its -

- si'gniﬁcant;'reiation with workplace spirituality (F=4.92, p<0.01).

3.5 Data Analysis Techniques:

~ The statistical tests were applied by using SPSS 17. Different tests ‘were used to analyze

the data. Reliability analysis was run to ﬁnd the internal cohsi_stency of scales. Cronbach

‘alpha obtained for all variables was more than 0.7. Descriptive statistics were run to find

- the mean, median and standard deviations. Inter-correlation among all the variables under

study was attained through bi-variate correlation analysis.

Baron and Kenny (1986) four éoﬁditions for mediation were used to find the relationship
among fhe. independent variable (work values), mediafo_r (workbiace spirituality), and
dependent variables- (Job performance, Wellbeing, Job sétisfaction, OCB). For first
condition, linear regression analysis was run to find direct relation between Work values
and all outcomes. All the controls Were entered in first step and independent variables in
second step. _f‘or" 2nd cohdition of mediation, this test was run to find direct.‘relation
between work values and workplace spirituality by following the same process of

entering controls first and then the independent variables.

For 3" mediation condition, the test was run to find direct relation between mediator and
outcomes i.e. Workplace Spirituality and Job Outcomes. For 4™ condition of Baron and

Kenny (1986), mediation of wor_kpla_ce $pirituality between work values and outcomes

 was tested by mediated regression analysis. For this mediated regression analysis,

controls for an outcome were entered in first step, then mediator was entered and in last




73

sstep all the work values were entered. This process was repeated for all outcomes one by
one. Where the hypothesized relations were partially mediated, Sobel test was run to get

frurther support of significant mediation.
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CHAPTER: 4

RESULTS
4.1 Hypotheses - n

Hypothesis 1(a): Social Values will be related to Job Satisfaction. ’-

" Hypothesis 1(b): Intﬁnsic“_-Vd_lues' will be related to Job Satisfaction.
Hypothesis 1(c): Power Values will b§ related to Job Satisfaction.

Hypothesis 1(d): Extrinsic Values will be related to Job Satisfaction.

Hypothesis 2(a): Social Values will be related to Job Performance.
Hypothesis 2(b): Intrinsic Values will be related to Job Performance.

Hypothesis 2(c): Power Values will be related to Job Performance.

| Hypothesis 2(d): Extrinsic Values will be related to Job Performance.

Hypothesis 3(a): Social Values will be related to Wellbeing.
Hypothesis 3(b): Intrinsic Values will be related--to Wellbeing.
Hypothesis 3(c): Power Values will be related to Wellbeing. -

Hypothesis 3(d): Extrinsic Values will be related to Wellbeing.

Hypothesis 4.1.(a): Social Values will be related to OCBO.

Hypothesis 4.1(b): Intrinsic Values will be related to OCBO. |




R

&

T )

—— — [P SRR N — . —— ~— A

75

. Hypothesis 4.1(c): Power Values will be related to OCBO.

~ Hypothesis 4.1(d): Extrinsic Values will be related to OCBO. |

Hypothesis 4.2 (a): Social Values will be rlel.at'ed to OCBL.

Hypothesis~4.2(b): Intrinsic Values will be related to OCBI.

Hypdthesis 4.2(c): Power Values will be related to OCBI.

| Hypothesis 4.2(d): Extrinsic Values will be rélafed to OCBI.

ﬁypothésis 5 Workplace épirituaﬁty will be related to Job Sati-sfacz.tio-n.
Hypothssis 6: qukplace Spiritual&ywill be rela'ted' to Job Perfénnahsé;
Hypothesis 7: Workplace Spirituaiity’ svill bs related to Wellb'eing.‘
Hypothesis 8(a): Workplace Spirituality will be Irelated to OCBO..
Hypothesis g(b): Workplace Spirituality will be related to OCBI.
Hypothesis 9(a):- Sbcial Values will be rslated to Workplace Spirituality..
Hypothesis 9(b): Intrinsic Values will be relsted to Wsrkpiace Spiritqality. |
Hypothesis 9(c): Power Values will be related to Workplacs Spir’ituality.

Hypothesis 9(d): Extrinsic Values will be related to Workplace Spirituality.

Hypothesis 10a: Workplace Spirituality mediates the relation betw_cén_Sodal Values and

' ] ob Satisfaction.
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Hypothesis 12d: Workplace Spirituality mediates the relation between Extrihsic Values

~and Wellbe.i.ng.vf

Hypbthesis 13(a): Workplace Spirituality mediates the relation between Social Values

and OCBO.

'Hypdthesis 13(b): Workpléce Spirituality mediates the relation between Intrinsic Values
and OCBO. - |
~Hypothesis 13(c): Workplace Spirituality mediates the _relafion between PoWer Values

and OCBO.

Hypothesis 13(d):l Workplace 'Spirifuality mediates the relation between Extrinsic Values

and OCBO.

Hypothesis 14(a): Workplace Spiritliality mediates the relation between Social Values

-and OCBL.

Hypothesis 14(b): Workplace Spirituality mediates the relation between Intrinsic Values

and OCBI.

‘Hypothesis 14(c): Workplace Spirituality mediates the relation between Power Values

and OCBL

Hypothesis 14(d): Workplace Spirituaility mediates the relation between Extrinsic Values

‘and OCBL
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Table 8 Regression Analysis_foi' the main effects of Work Values on Workplace

. Spirituality
. p. R AR - = Sig
Step 1: T ' '
o 0.041**
- Controls s
Step2: : - : o ,
~-Social Values 0.393*** - . : ' : ' - .000-
Intrinsic Values = 0.406*** 0.275*** 0.234%** -.000. -
" . Power Values . 0.156*** - .000-

* Extrinsic Values 0.180%** - - .000

‘Note: N=589, Control Variables are Type of Organization, Or_ganization

#p<0.05, **p<0.01, ***p<0.001

* The restilts of regression analysis revealed that Social Values are significantly related to

- Workplace Spirituality (B= -0.393, p<0.001). Intrinsic Values are found to be positively

related to Workplace Spirituality (B= 0.406, p<0.001). Power Values have significant
effect size on Workplace Spirituality (B= 0.156, p<0.001). Extrinsic Values again found
to have strong predictaBility impact on Workplace Spirituality as other three Work

Values (B= 0.180, p<0.001). Overall variance explained by four Work Values in

| Workplace Spirituality is 23.4%. Thc: finding of regression analysis for main effect of

* Work Values on Workplace Spirituality confirmed hypotheses 9a, 9b, 9¢ and 9d.

4.4.3 Work \;alues, Workplace Spirituality and Job Satisi_‘actioilz

Hypothesis la anticipated that Social Values wiil be related to Job S.la'tisfaction.
Hypothesis 1b predicted that Intrinsic Values will be related to Job Satisfaction.
Hypothesis lc predicted that Power Values vu‘/il-l be related to Job Satisfaction. Hypiitheéis" :

1d predicted that Extrinsic Values will be related.to Job Satisfaction. To test these
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hypotheses,Job Satisfaction was regressed with control variables: (Experience in Current. |
| Orgélnization, Total EXperiehQé) in first stép and with four Work Values in second step. |

' The results of regression gina]ySis for direct effect of Work Values on J ob Satisfaction are

givenin Table 9.

| Tablé 9 Regression Analysis for the main effects of Work Values on Job S_atiéfaction

| | B R AR Sig.
Step 1: S » ' o
S 0.008*
Controls o

. Step 2: - - _ : : _ S
Social Values 1 0.325%** : : . - ~.000
Intrinsic Values ~ ~ 0.169** 0.201*** °  0.193** 003
PowerValues -  -°0.123* -~ = . . .023

Extrinsic Values ~~ -0.180** - .001

Note: N=589, Control Variables are Experience in Current Organization, Total
Experience ‘ :

*p<0.05, **p<0.01, ***p<0.001

The regression analysis results showed that four types of Work Values are significant
predictors of Job Satisfaction. Social Values predicted Job Satisfaction significantly (B =

0.325, p<0.001). Intrinsic Values are also proved to have considerable impact on Job

-~ Satisfaction (B = 0.169, p<0.01). Power Values resulted to have reasonable predicting

effect on Job Satisfaction (B = 0.123, p<0.05). Extrinsic Values prediction for Job

3 Satisfaction was also found to be material (B = 0.180, p<0.01). These results confirmed

that hypotheses 1a, 1b, 1c and 1d are valid and proved. The Work Values are related to

Job Satisfaction and'aIs_o_ in positive ‘direction. Ovérall, four Work Values collectively

* explained 19.3% variance in Job Satisfaction. All the results obtained are significant and
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predicted that Workplace Spirituality mediates the relationship between Power Values

‘and Job Satisfaction. ’Hypothesis 10d p‘redicfed thé_t Werkplaee Spifituality mediates the

relatiOnsIﬁp between Extrinsic Values and Job Satisfaction. To test these hypotheses,.

‘mediation analysis was run by entering control Variables (Total Experience, Experi'ence '

in current organization) in first step, workplace Spirituality (mediator) in second step and

-Work Values ‘in last step of Mediation analysis. The results of ‘mediation regression

analysis for_fdb Saﬁsfacﬁon are given i Table 11.

Table 11 Regression analysis for mediating effect»df Workp_lace Spirituaiity.in
relationship between Work Values and Job Satisfaction

, B R ARz . Sig.
Step 1: , ~ 0.008* : ' -
Controls : ' :

Step 2: - _ :

Workplace - ' 0.247%** 0.239%**

Spirituality '

Step 3: _

Social Values = 0.062 . - ' 218
Intrinsic Values -0.122 0.267 0.02 ' - .022
Power Values - 0.017 : 712
Extrinsic Values 0.053 _ 263

Note: N=589, Control Variables are Total 'Experience, Expenence in Current
Organization -

*p<0.05, **p<0.01, ***p<0.001

The results of hypotheses 1a, 1b, lc and 1d shown in table 9 revealed that work values
are strong predictors of Job Satisfaction. Further, the ﬁndings of hypothesis 5 have also

proved that Workplace Spirituality is a significant predicter of Job Satisfaction. First two

prerequisites of mediated regression were met by the confirmation of these hypotheses.
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To find the role of Workplaée‘ Spirituality as mediator between_Work'Values. and Job
Satisfaction, Job Satisfaction was regressed on Workplace Spirituality in first step and the
Work Values in ‘second stép of mediation regression analysis. When Workpléée

Spirituality was entered in the regression equation then reduction in effect size of Work

~ Values was observed for Social Values (from = 0.325, p<0.001 to = 0.062, P<0.001),

Intrinsic Values (from p= 0.169, p<0.01 to p= -0.122, P<0.001), Power Values (from p=

0.123, p<0.05 to B=0.017, P<0.001), Extrinsic Values (from p= 0.180, p<0.01 to p=

0.053, P<0.001). The variance in Job Satisfaction explained .by Work Values has also

decreased: significantly (AR>= 19.3_% to AR>*= O.'O2_).The résults_ of}r_nediation regression

| analysis proved that Workplace Spirituality has fully mediated the relationship between

Social Valués and Job Satisfacﬁoh,‘PoWer Values and Job Satisfaction, Extrin_sic Values

~and Job Satisfaction. However, partial mediation was obtained for relationship between

Intrinsic Values and Job Satisfaction. Thus hypotheses 10a, 10b, 10c and 10d are

- confirmed.

4.4.4 Work Value, Workplace Spirituality and Job Performance:

Hypotheses 2a, 2b, 2¢ and 2d predicted that Work Values (Sbcial, Intrinsic, Power and

Extrinsic) are related to Job Performance. To test these hypotheses, Job Performance was

' freg_resséd by entering control variables (Type of Organization, Experience in current
Organization) in first step and then four Work Values as independent Variable in second

~ step of regression analysis. The result Ao'f this regression analysis of direct relation

between Work Values and Job Performance is given in Table 12. )
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I-lypothesis 12a proposed that' Workplace Spirituallty mediates »the-relationship between -- -
Work Values and - Wellbe1ng Hypothes1s 12b pred1cted that Workplace Sp1r1tual1ty
_medlates the relationship between Intrinsic Values and Wellbelng Hypothesis 12¢
‘cla1med that Workplace Sp1r1tua11ty med1ates the relat1onsh1p between Power Values and |
Wellbelng And hypothes1s 12d pred1cted that Workplace Sp1r1tual1ty mediates the
relat1onsh1p between Extrinsic Values and Wellbeing.

Table 17 Regression analysis forjmed.iating effect of Workplace Spirituality in
relationship between Work Values and Wellbeing :

B - R2 : AR2 Sig.
. Step1: : ~ , B
-Controls .~ : 0.031**
Step2: S - o
Workplace L ' 0.486*** . 0.455***
Spirituality - .
Step 3:

Social Values 0.07 : .836
‘Intrinsic Values -0.033 0.488 0.002 342
Power Values 0.002 " , .953
Extrinsic Values - -0.011 o : 724

=1

Note: N=589, Control Variables are Orgamzat1on Type of Orgamzatlon

*p<0.05, *45<0.01, ***p<0 001 . |
The results of hypotheses 3a, 3b, 3c and 3d shown in table 15 revealed that work yalues
are strong predictor. of Wellbeing.- Additionally, ‘the verdicts of ‘hypothesis 5 h'ave also |
veriﬁed that Workplace Spirituality is a significant predictor of Job Satisfactlon. l:-‘lrst.two
:pre‘requisites. of mediated regression were met by the con_ﬁrmati_oh of the_se hypotheses.

" Thus, to ‘test these mediation hypotheses, mediation regression analysis was run by
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Table 19 Regressmn Analysns for the main effects of Workplace Spmtuallty on -

OCBO

B o R2 AR Sig.

SStep 1: : -
0.059**

&Controls
SStep 2: ' L o _ ' ,
Q\Vorkplace 0.656*** "0.264*** - 0.205*’."* : .000
SSpirituality : . 4

W

~ MWNote: N“589 Control Vanables are Type of Orgamzatlon Orgamzatlon

=*p<0.05, **p<0. Ol ***p<0.001

| “The results of régrcssion analysis r’e'vealedv that Workplace Spirituality is” signi_ﬁcantly'
melated to OCBO and brought positive change in 0CBO (B= 0.656, p<0.001). Workplace

Spirituality explained 20.5% variance in OCBO. The results of regression analysis for

€his relation confirmed hypothesis 8a. :

EHypothesis 13a predicted that Workplace Spirituality mediates the relationship between

Social Values and OCBO. Hypothesis 13b proposed that Workplace Spirituality mediates

the relationship between Intrinsic Values and OCBO. Hypbtheses '13¢ claimed that

;Norkplace Spirituality mediates the relationship between Power Values and CCBO. And

: E—Iypothesm 13d predicted that Workplace Splrltuahty mediates the relationshlp between

Extnnsm Values and OCBO

"The results of hypotheses 4.1a, 4.1b, 4.1c and 4.1d shown in table 18 revealed that work
walues are strong prédictor_of OCBO. Moreovér, the verdicts of hypothesis 5 have also -

wwerified that Workplace 'Spirit-uality is a significant predictor of Job Satisfaction. First two

" porerfequisites 4o_f mediated regiession were met by the confiimatibn of thés‘e’hypbit'}igsés‘i_ B
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Table 20 Regression analysis for mediating effect of Workplace Spmtuallty in.
relatlonshlp between Work Values and OCBO

. B° R2- . :AR2 - Sig.
Step 1:. . ,
Controls : . 71 0.059**
~ Step 2: ' - ,
- Workplace s T 0.264* 0.205***
Spirituality ' e ' '
|4
Step 3: : ' : _
Social Values 0.073 , ‘ o 120
Intrinsic Values © . -0128 . 0271 © 0007 © .010
Power Values L0021 . e ' 622

 Extrinsic Values - 0.026 ' ) - 560

Note: N=589, Control Valriables‘atre Organization; Type of C_rganizatlon.

’_"p<:0.05, **p<0.01, ***p<o.oo1 |

To: test these mediation hypotheses mediation regressmn analysis was run by entermg
control Variables (Orgamzat1on Type of Orgamzat1on) in ﬁrst step, Workplace
Spirituality (mediator) in second step and Work Values in last step of Med1at1on analysis.

The results of mediation regres"’sion analysis for OCBO are given in Table 20.

When Workplace Spirituality was entered in regression equation as nlediator, decline in
welght of Work Values was noticed for Social Values (from [3= 0.312, p<0.001 to B=
0.073, P<0.001), Intrinsic Values .:(from' B="0.161, p<0.001 to b= -0.128, P<0.001),
Power Vélues (from p=0.123, p<0.001 to B= 0.021, P<0.001)_, Extrinsic Values (from
' ‘B=~O.146>, p<0.001 to f= 0.026, P<0.001). Variance explainetl hy Work Values in QCBO
has also decreased s1gn1ﬁcantly (ARz— 14.9% to AR?= 0.007). Thus the hypotheses 13a,

13c, 13d are supported for full med1at10n and 13b for partial 1 medlatlon

]
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Work Values explamed 30. 6 % variance in OCBI. These results conﬁrmed hypotheses

'42a 4.2b, and42c 4.2d.

Hypothesis 8b supposed that Workplace Spirituality will be related to OCBI. To test this

hypothesis, OCBI was regressed on Workplace Spiritnality by entering control variables

‘ (O'rganiz'ation Typeof Organization) in first step and Workplace Spirituality as factor of

' OCBI in second step of regression analysis. The results of regression analys1s for direct

l1nk of Workplace Spmtuality and OCBI are given in Table 22

. Table22 Regressnon Analysis for the main effects of Workplace Spmtuallty on
- OCBI

B - R AR’ Sig.
Step 1: ' ' '
' 0.040**
Controls
Step 2:
Workplace 0.670%** 0.362*** 0.322%** .000
- Spirituality ' )

Note N=589, Control Vanables are Type of Organization, Orgamzat1on

*p<0.05, **p<0.01, ***p<0.001 “
The results of regression analysis.for Hypothesis 8b lrevealed that Workplace _Spirituality
is signiﬁcant predictor of OCB (Individual) and it impacted OCBI poSitively. B= 0.670,
p<0 001). Workplace Spintuallty explamed 32.2% varlance in OCBL Therefore,

hypothesis 8b is confmned

Hypothesis 14a predicted that Workplace Spintuality mediates the relationship between

Social Values and OCBL Hypothe51s 14b proposed that Workplace Sp1r1tuality medlates' o

the relationship between Intrinsic Values and OCBI. Hypo}thesis 14c predicted that -
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Workplace Sp1r1tua11ty mediates the relatlonship between Power Values and OCBL And~-~ .
‘ hypothes1s l4d suggested that Workplace Sp1r1tua11ty mediates the relatlonship between
Extrinsic Values and OCBI. To assess these hypotheses, med1at1on regression analysis
was run by entering control Var‘iablesi (Organiz.ation,I Type of Oréanization) in first step,
| Workplace Spirituality (rnediato'r) in second- step and..Work Values in last step of -
Mediation analysis. :The results of »mediation regre'ssion analysis for OCBI are given in

Table 23.

Table 23 Regressron analysrs for medlatmg effect of Workplace Spmtualrty in
. relatlonshrp between Work Values and OCBI '

. B 'R;z | __AR2 ~__Sig.
Step 1: » S o . : o
Controls ' - .0.040**

.. Step 2: ‘ ' : ‘
Workplace 0.362*** L 0.322%%
Spirituality
Step 3:
Social Values - 0.076 S .093
Intrinsic Values -0.088 : 0.365 ' 0.003 _ 068 '
Power Values 0.047 - .182

Extrinsic Values 0.040 341

Note: N=589, Control Vanables are Expenence in Current Orgamzat1on Type of
Organization.

*p<0.05, **p<0.01, ***p<0.001

The results of hypotheses 4 2a, 4 2b, 4. 2¢ and 4.2d shown in table 21 revealed that work

values are strong pred1ctor of OCBI Be51des the outcomes of hypothe51s 5 have also

| _verified that Workplace Splrrtuahty is a major predictor of Job Satisfaction First two -

rudiments of mediated regressmn were met by the conﬁrmation of these hypotheses
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»When Workplace Spirituality was entered in regress1on equat1on as med1ator decllne in

| ‘-effect size of Work Values was noticed for Social Values (from B= O 325 p<O 001 to B—

0.076, P<0 001), Intrinsic Values (from B=0.200, p<0 001 to B -0. 088 P<0.001), Power
Values (from p=0.131 p<0 001 to [3= 0.027, P<0. 001) Extr1ns1c Values (from p=0. 160,
p<0.001 to p=0. 040, P<0. OOl) The variance explamed by Work Values in OCBI has
also dropped from AR? —30 6% to ARZ‘ 0. 03% So hypotheses 14a 14c, 14d are proved |

for full mediation and hypothesrs 14b for partial med1at1on

. 4.5 Sohel Te'st:

Sobel test (Sobel, 19'82)- was us.e'd to'test the signiﬁcance of the mediation obtained for
some 'hypotheses. -' In sobel test, rnediation significance is. checked .by‘ regression
coefficients (B) and standard _errors (SEa) of direct 'effeet of independent variable on
rnediator, and regression coefﬁcient (B0O) and standard error (SEg) of indirect effect of

independent variable on dependent variable through controlling mediating variable

o (Preacher & Hayes, 2004).

Table 24 Sobel Test Results

. Ba SEa pO - SEg - Sobeltest Sig.
' ' , . statlstrcs
Hypothesis 10b  0.169  0.056 0.682 0.050 2.96280 0.001

Hypothesis 116 0181 0052 0.674 0.046 3385  0.000

Hypothesis 13b 0.161 0052 0656 0047  3.02267  0.001

" Hypothesis 14a 0.325 0.046 0.670 0.045 6.38301 . (_).000_

Hypothesis14b 0200 0051 0670 0045 379223  0.000
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' CHAPTER: 5
DISCUSSIONS

IS

5.1 Major Findings:

The gap identified by reviewing the literature led to fherconceptualization of the theme °

behind this study. The significant effect of Work Values on outcomes has already been

verified in previous reée'arch work (Xiao & Froese, 2008; Ueda & 6hzono, 2012). This

| study contributes a new insight to Ofganizatidnal Behavior research by. examining the

Outcomes as a product of Workplace Spirituality’s mediation in relationship of Work

| Values and outcome. Another fole ﬁléyed‘ by this study is conjoining two-streams of OB

research under one umbrella. Work Values and Workplace Spirituality were vastly

studied in previous research as two separate .predictors of outcomes (Butler &

Vodanovich, 1992; Dose, 1997; Meglino & Ravlin, 1998; Roe & Ester, 1999; Cheung &

Scherling, 1999; Milliman, Czapléwski & Ferguson, 2003; Berings, Fruyt & Bouwen,

2004; Hirschi, 2010; Wang, Chen, Hyde & Hsieh, 2010; Ueda & 'ohzono, 2012). But the

approach of interaction of both concepts in influencing outcomes is proved in the present

study.

This’ research was instigated by putting under postulation the idea that..Work Values

(Social, Intrinsic, Power, and Extrinsic) and Workplace Spirituality influence the

_ Qutgqmes (Job Satisfaction, Job Performahpe, Wellbeing, OCB). It was és;ertaiped_ that :

all four typés of Work Values and Workplace Spirituélity are significant predictors of Job

.

Sy P o = o - == = PRy P p—
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Second stance.of ‘the study was that Workplace Spirituality coins from Work»-Valuesﬂ.-Thisbi-

relationship was also significantly proved by the findings of empirical data. All the Work -

Values were found to be significantly related to Workplace Spirituality. |

Tlrird,_ Workplace Spirituality was _concep’tualized in this study as‘ mediator between
Work» Values and Outcomes. This mediation yvas also proved by findings when each
mediation path was found to be statistically significant, Workp_lace. Spin'tuality was -
proved as mediator bet_ween the relationships of Wo_rk:Values with outcomes; 'Job

Satisfaction, Job Perfornrance, Wellbeing, OCB.

Lastly, having saturation of—research work on the concepts of Work Values and

Workplace Spintuality in Western countrles as stated by Rego Cuhna and Souto (2007),

-an attempt was made to operatlonahze these concepts in Pakistani Workplace settings.

High alpha reliabilities and then the significant results validated the operationalization of

the concepts and the hypothesized links.

5.2 Findings and Discussion:

Almost all the hypothesized relationships were significantly proved in the present study..

AHypotheses Ia, 1b, 1¢c and ld proposed that Soc1a1 Intrinsic, Power and Extrinsic Values

.are related to Job Satisfactlon respectively These hypotheses were proved to be

significant from the resulfs Social Values were found to predrct Job Satisfaction most

‘with higher beta value follow1ng the Extrrnsrc Values Intrrns1c Values follow1ng the

Power Values were also making considerable effect on the Job Satisfaction.
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Prev1ous research has also prov1ded support for the positive relatlon between Work: -~ -

Values and Job Satlsfactlon (Bokemeler & Lacy,: 1987 Cheung & Scherlmg, 1999) but

framework of Work Values effect1ng Job Sat1sfact1on vary in d1fferent studies.

Hypotheses 2a, 2b, 2¢ and 2d proposed that Social, Intrinsic, Power and Extrinsic Values
are related to Job Performance respectively. The results of hypotheses were proved

significant. Social, - Intrinsic and Extrinsic Values resulted in ‘high betas for Job

Performance. In a study by Siu (2003) in Chinese cultural setting, Chinese values were

._-found_ to have significant direct and moderating effect on stres_s-Jo_b Performance

relationship. The present study has revalidated positive relation between Work Values

~and Job Performance.

I—lypotheses 3a, 3b, 3c and 3d suggested that Social, Intrinsic, Power and Extrinsic Values

are related to the Wellbeing respectively. The results confirmed the hypotheses and

proved the positive impact of Work Values on Wellbeing of employees. Social Values

predicted Wellbeing highest in multiple regression analysis among other three Work

Values with highest beta value. The values preferred by an individual, if satisfied, led to

the satisfaction with life and thus resulting in positive relation with both the variables

(Work Values and Wellbeing).

" ‘Hypotheses 4.1a, 4.1b, 4.1c, 4.1d, 4.2a, 4.2b, 4.2¢ and 4.2 proposed that Social,

Intrinsie Power and Extrinsic Values are related to two constructs of extra-role behaviors

that are OCBO and OCBI respect1vely These hypotheses were 51gmﬁcantly supported

'from the results obtarned Social, Intr1ns1c Power and Extr1ns1c Values were found to

have conslderable 1nﬂuence in predicting OCB. Prev1ously, in Organizational Beha_v1or
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v research Work Values are established to have positive impact in determining Extra-role

behaviors (Ryan 2002; Cohen & Keren 2008; Liua & Cohen 2010) Thus present

research is in equlvalence with prevrous findings about the hypothes1zed link.

Hypothesis 5 proposed that Workplace Spirituality will be related to Job Satisfaction.

~ Significant evidence of this relationship‘ was found through data analysis. These results

were in consistent with previous research findings about the positive relationship of -

-Workplace Spirituality and Job Satisfaction (Walt, 2007; ‘Milliman, Czaplewski &-

Ferguson 2003) So, the present study has revalidated the p051t1ve relationship of

- Workplace Spirituality and Job Satisfaction,

Hypothesrs 6 suggested that Workplace Spmtuallty w111 be related to Job performance

ThlS hypothesis was - confirmed by 51gmﬁcant results Past research has checked the
relationship of Workplace Spirituality with Organizational Performance (Jurkiewicz &
Giacalone, 2004). Organizational Performance is not independent of Individual
Performance. So, the results for this 'hypothesis are supported by the literature on

Workplace Spirituality and Performance.

-HS/pothesis 7 proposed relationship between Workplace Spirituality and Wellbeing. The
results confirmed the hypothesized relation. This relatlon is in congruence to the past
research (Sheep, 2006). Hypothe51s 8a and 8b suggested that Workplace Spirituality will
be related to vOCBO and OCBI respectlvely. These hypotheses were validated from the
findings. Previous research has also found positive relationship .between Workplace

Spirituality and OCB as Pawar (2008) in his work stated that Workplace Spirituality and

OCB share characteristics of transcendence of self-interest. . - |




108

Hypothesis 9a, 9b, 9¢ and 9d proposed .t_h'at Social; Intrinsic, Power and Extrinsic Values

are related to WorkplaCe Spirituality r-_espec‘:‘tively; The results obtained by regression
analysis revealed that all four work values are significant predictors of the Workplace

Spirituality.

By confirmation of the significance of all above stated hypotheses, thrée conditions of the

~ Baron and Kenny (1986) for mediation were satisfied. All direct links between Work

~ Values and | Outcomes, - Work Values and Workplace Spirituality and Workplacé

Spirituality and Outcomes were prbVed.

‘Hypotheses 10a, 10b, 10c.and 10d propdSed_t_hat Workplace Sﬁirituality mediates the

' relatidnship between Social, Intrinsic, Power .and ‘Extrinsic Values and Job Satisfaction

respecitively. Full médiation was obtéineci for. Social, Power and Extrinsic Values. Partiai
mediation for Intrinsic Values was conﬁimed'to be significant by applying Sobel test.
The mediation regression analysis run for checking the mediation of Workplace
Spiritﬁality between Work Values anil Jo‘ti Performance was'alsci proved to be significant.
Thus hypotheses-11a, 11c, 11d were confirmed for full mediation effect of Workplace
Spirituality on Work Values and .icib Performance relation. Partial mediation of
Wofkplaé‘e .Spirituality for Intriilsic Values and ioB'Perfonliance was also pici%d to be
statistically significant by validation from Sobel test. .-

Hypotheses 12a, 12b, 12¢ and 12d suggested"- thét"Workplacé Spiiitiialit)i'médiate .the'
relatioii between Soc_ial, : Intiinsic; Power and Extrinsi(:: .Vélhes’ and Wellbeing

respectively. Results confirmed the hypothesés by attaining full mediation of Workplabe

Spirituality for relatiorishjp of each of Work Value to the Well'being."F or two dimerisions
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of Organizational Citizenship Behavior (OCBO, OCBI), eight hypotheses (135, 13b, 13c,

: 1.3>d,' 144, 14b, 14c;- 14d) were pr'oposed for'r'elating four Work Values to OCBO and

OCBL.

For OCBO and OCBI, full mediation of Workplace Spirituality. was oBtaincd between

rélationship of Power and Extrinsic Work Values to OCBO and OCBIL. While paﬂial

support for mediating effect of Workplace Spirituality was proved for Social and Intrinsic

Values to OCBO and OCBL. |
5.3 Limitations of Study:

Despite focusing to cater'all the factors-hindering research, few limitations still remained
in study. One of the limitations of the pre_serit'work is that the data was collected based on .
convenience sampling. Due to the time pressure, this type of non- probability sampling

was found suitable for collection of data.

Another limitation of work is that the cross-sectional data was used to study the
hypothesized relations. Longitudinal study could help to study the shift of an employee’s
stance on outcomes by spending time in an organization. A comparison, then made, could

give a more clear explanatioh of the hypothesized relationships.

Third limitation of the study wgs_that outcome variables chosen to ¢heck for mediation of .
Workplaée Spirituality are confined. Variables such as burnout, intention to leave and

work-deviant behaviors can be checked to find that is there any decreasé in these

. employees’ outcomes by' r_riediatio‘n_of Workplace Spirituality between W_brk Vaiues and

combination of positive and negative employees’ work attitudes.
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54 Co’ntributio‘n to Research:

This research work has contributed in the existing work on the Work' Values and

Workplace Spirituality in’many ways. First the two important "Organizational Behavior

- concepts were linked together in a mediation relationship. A new direction to Workplace

Spirituality research has-been'given through this research work. The concept is still in its

embryonic stage and researchers’ focus is majorly on deﬁning.this construct and how it

affects workplace Outcomes of Workplace Sp1r1tua11ty are studied by some researcher '

But the unique link descrlbed in the present work can open new avenues "to ‘both the
streams of research- to study them- together to _enhance work related attitudes of

employees..'

Another contribution of this research is that the Work Values (Social, Intrinsic, Power

and Extrinsic Values) were found to be significantly related to Job Satisfaction, Job

Performance, Wellbeing and OCB. These findings feplicated and revalidated the links

between these variables. Although the Work Values set used in present study (Ros et al.,

1999) differ from the Work Valtes used in most of previous work, but it is important to

note that irrespective of the framework of Work Values used, significant links are found

for these outcomes.

~ " This study also confirmed previous work of positive impact of Workplace Spirituality on

various outcomes. Set of outcomes studied collectively in this study is first time to be
checked for their relation to Workplace. 'Spirituality. This study has replicated 't}re

previous work to find positive relation between the Workplace Spirituality and Job

'Satisfaction, Job Performance, Wellbeing and OCB.

‘..-..r_r——v.,.-—,-‘m"w,.—,——-‘_‘
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3.5 Implications for Practitioners:

o

Organizational performance is dependent upon the human resource which works for that

organization. In the contempore}ry business World, the competition is won by those

‘organizations that utilize this resource at its maximum. The battle is - no ‘more of

technology; rather it has become a mind game.. Minds (employees) work in walls

(Organizations) and create ideas that lead 6rgéniz_ation to the heights of success.

But the way minds shpuid be tackled to take creativity out -of them is critical. All the

~ efforts in the Organizational Behavior research seem to pursue the most desired results of

the devised strategies. It is importaﬁt-'to note thatrr_naterial ex_ché.nge cannot be considered
és fhe ‘only. tool to get desired resﬁlts from the employees. In America, '\th_e :organizations
have conceived that when employees come at‘ work, then they havé. their spirits with them
toé. It is pecuiiar to ask employees to keep it separafe from their work. Spirits if satisfied

bring extra-ordinary results for the organization.

This study has many implications for the managers. This study provides an insight into
the process of enhancing those outcomes that are in favor of the organizations. The
employers'mu_st'have to take into consideration the values carried by the employees.

Because the values preferred by the employees play décisivef role: in defining the

- organizational culture. The spirituality at workplace is created if employees feel their

work close to their spirit. The values match is needed to feel this proximity to the spirits..
Péf;sonal spirituality leads towards to orge_uﬁzatio’nal’ spirituality and ihteraction of both .

brings marvelous results.
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‘This study illuminates. that Social, Intrinsic,- Power and Extrinsic Values predict
'Work.plavc':d Spirituality - that produces positive‘. impact on Job Satisfaction,' Job

: Perfoffnance, Wellbeing and OCB in employees. The relationship established among the

variables provides gﬁideline to the employers about the route to be followed to enhance

these positive outcomes.

5.6 Future Resea'rch‘ Directions:

There remained some limitations in the present study. Convenience sampling was used

with cross-sectional design. In future researchérs can check the relationships developed in

this study for longitudinal design. Because it would be interesting to see how the values

carried by an individual effect his Workplace spirituality when time passes in working for

same organization. Stratified sampling could be used to see the values shift based on area
of specialization and then studying its impact on the Workplace Spiritually and

Outcomes.

The mediation of Workplace Spirituality in the relationship of Work Values and
Outcomes is studied for limited set of variables. In future researchers can use negative
work attitudes of empléyees for the meditating effect of Workplace Spirituality on Work

Values and these outcomes, such as intention to leave, burnout, work deviant behaviors.

It would be interesting to study either the match of individual values with organi‘zational '

values brings organizational spiritualvity, and how this spirituality helps in decreasing the

~ strength of the negative behaviors of 'emp“l'oyees.
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The mediation of ‘Workplace Spirituality is checked at individuaI level i.e. hoW_an

1 'jemployee’é 4va1ues lead him towards sensing spirituality at'workplace. In future

researchers can broad the scope of work by studying the interaction of individual and
organizational s_pirituality. The Organizational Spirituality can be used as _a'moderator in

thé proposed mediation.

5.7 Conclusion:

This study has major significance in bringing the two .concepts in' a mediation . -

relationship. Both of the concepts were treated .in'many studies independently to study

~ their impact on oufcor”nes._ And cilltu_r’al values specially the Chinese Work Values were )

tried to find their relation to Workplace Spirituality. Instead .of focusing on values held by

.a specific nation, this study has incorporated Work Values that are same among all the
.cultures. Thus, this study has generalized the positive relationship between both the

-;;va;'iables (Work Values and Workplace Spirituality), and have proved that Work Values

are significant predictors of Workplace Spirituality. This study has established highly
significant relationship of the Workplacé Spirituality to the work outcomes. The strong

mediation links have proved that Workplace Spirituality is a signiﬁcant mediator between

" the Work Values (Social, Intrinsic, Power and Extrinsic) and the outcomes.
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A‘PPENDIX A
Q~u.estiomlraire:'

'I.n‘terriational Islamic UniVersity; I.slamébad |
Faculty of Management Sciences

QD; ——
Dear Partrcrpant
Thank you for agreeing to fill out this questlonnarre

I am an MS Student at F aculty of Management Sciences (FMS), Internatlonal Islamlc University,
Islamabad. I am conducting a survey as part of my MS dissertation on”Employees’ Work Value
Orientation and Work Outcomes”. You can help me in my research by filling out this
questionnaire. I assure you that your response will be kept in anonymrty and will be used only for
the said purpose.

I am grateful to you for your cooperation.
Sincerely,

Alia Naz

MS (Management)

Please fill in the blanks or tick the approprlate ch01ce where required.’

1. Name:
3. Age _—_ . .
4. Gender: - . - a) Male - ~b) Female
_ 5. Marital Status: . a) Married - b) Single
6. Organization Name: '
7. Type of Organization: a) Government b) Private -
8. Education (Highest degree or certlﬁcale)
9. Areaof Spec1ahzat10n

10. How long have you been workmg for your present orgamzatlon Years
11. Total working experience Years ____Month

Months .-










4
;

i ik phy g I g

£

At Vit

1

,r !i.u_..‘_..&.-‘:
ok

-y K P | ; . ke A

7

¥
e

T e

\lO\Ui’-hw N =

0|oo|<fov L wro]—]

“To be filled by Your Supervisor

E=Strongly Disagree | 2= Disagl‘ee| 3=Neutral | 4= Agtee|

5= Strongly Agree

, How do you rate your colleague at work?

Th1s worker adequately completes assigned. dut1es

'Engages in activities that will directly affect his or Her perfonnance

This worker fails to perform essential duties”

This worker fulfills responsibilities specified in job description

This worker meéts for“m“al perfohnanCe reqﬁir'ernents of the job

This worker performs tasks that are expected of him or her(R)

e Ll Ll e e B )

Sl ool o] ol

wlwlwlwlw! wlw

k| unlun] wnlun]

How do you rate behavmrof this employee to colleagues and organization?

R RN EIE N E Y

The attendance of this worker is above the norm

This worker helps others who have been absent

This worker helps others who have heavy work loads

This worker helps in adjustmg new people even though it is not requ1red

This worker assists supervisor with his/her work (when not asked)

‘This worker takes time to listen to co-workers' problems and worries

This worker takes a personal interest in other employeés

This worker passes along information to co-workers

This worker gives advance notice when he is unable to come to work

| 10| This worker adheres to informal rules devised to maintain order

11| This worker takes undeserved-work breaks(R)

12| A great deal of his time is spent on personal phone/email/other
communications(R)

] .

ww|w|w|wlwl|wlw|w|w|wlw
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13| This worker complains about insignificant things at work(R)

N

w

N

(9]

14| This worker conserves and protects organizational property
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