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1. Introduction

The past several years have witnessed explosion of interest in spirituality at
workplace among practitioners and scholars. As Benefiel (2003) discussed
‘‘spirituality and management, once thought incompatible, have in the past decade
fallen in love’” (p. 383). Laabs (1995) stressed that ‘‘defining spirituality in the
workplace is like capturing an angel. It is ethereal and beautiful but perplexing’’ (p.
64). According to French existentialist Albert Camus: ‘‘without work, all life goes
rotten but when work is soulless, life stifles and dies’’ (quoted in U.S. Department
of Health, Education, and Welfare, 1973, p. xix). This quote explains the
philosophy under the spirituality. They evaluate spirituality to create meaning in
life, give meaning to actions in the workplace context. Amabile and Kramer (2012)
found that employees who perceive their works as meaningful are more creative,
productive, committed and collegial. Fry (2003) who has developed the model of
spiritual leadership asserted that spirituality reveals and fulfill the deepest needs of
leaders and followers to spiritually survive through creating a culture of hope, faith
and altruistic love. Other scholars stated that having connection with higher source,
putting the highest power before the business give helps leaders to face unexpected
conditions with courage and confidence as well as keeping a strong connection
with self, others and their environment (Howard, 2002; Pratt, 2000). One of the
predictors of spirit at work is organizational culture in which the idea of
organizational family is fostered and employees take care of each other as well as
their customers (Freiberg & Freiberg, 1996). According to symbolic interaction
theory (Mead, 1934) human being interpret or define each other’s actions or
behaviors based on the meaning which they attach the actions. Thus, human
interaction is mediated by symbols or interpretations. In this study, the action of
spirit at work is predicted by organizational culture, and organization-based self-
esteem which is seen a mediator variable between organizational culture and spirit
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at work. Organization-based self-esteem emphasizes one’s sense of personal
adequacy as a member in organization (Pierce, Gardner, Cummings, & Dunham,
1989). Cognitive consistency theory suggests that employees who perceive
themselves valuable and meaningful in organization will make an attempt on
engaging behaviors (Korman, 1971).

Mechanistically designed social systems have negative effect on an impersonality
of interpersonal relationships, job dissatisfaction and alienation (Chattopadhyay,
2003; Pierce et al., 1989). Therefore, organizational culture that masculine values
are commonly shared might affect the existence of spirit at work lesser and
organization based self-esteem might have a mediating role in this relationship. On
the contrary, when employees feel that their organization is flexible, give
importance to relationship and intimacy, they will tend to interpret this as ‘I am
competent, valuable and contributing in this organization’” which will resulted as
increasing experience of positive affect, physical sensations and interpersonal
connections. Put differently, the more individuals have interaction with the
environment which encourages systems of beliefs about their self, the more those
beliefs become part of the self (Korman, 1971) that might lead to one whose work
makes contribution, have sense of connection with others and common purpose and
awareness of connection larger than self.

1.1. Spirituality and Its relation with similar concepts

Spirituality is derived from Latin word spiritus, meaning breath of life and often
defined as ‘‘a search for meaning, for unity, for connectedness, for transcendence,
and for the highest of human potential’” (Emmons, 1999, p. 5); ‘‘the basic feeling
of being connected with one’s complete self, others and the entire universe in a
certain ends or purpose that go beyond self” (McKnight, 1984, p. 138);
““individual lives meaningfully with ultimacy, his or her response to the deepest
truths of the universe’’” (Bregman & Thierman, 1995, p. 149); ‘‘the journey to find
a sustainable, authentic, meaningful, holistic, and profound understanding of the
existential self and its relationship/interconnectedness with the sacred and the
transcendent’’ (Karakas, 2010, p. 91).

In literature, there have been some terms overlap or related with spirituality. Some
of them are altruism and self-actualization. Altruistic behavior has been defined as
“‘behavior that benefits another organism, not closely related, while being
apparently detrimental to the organism performing the behavior, benefit and
detriment being defined in terms of contribution to inclusive fitness’’ (Trivers,
1971, p. 35). In spirituality literature, spirituality has often been linked to positive
outcomes such as feelings of sympathy, empathy, compassion, involvement,
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tenderness, and gratitude (Valliant, 2008); more altruistic behavior (Saroglou,
Pichon, Trompette, Verschueren, & Dernelle, 2005); and experiencing more
compassionate love for close others and strangers (Sprecher & Fehr, 2005). These
lines of evidence suggest that altruism is one of the expected types of behaviors
where spirituality is experienced.

According to Maslow’s theory of human motivation, when physiological, safety,
love and esteem needs are satisfied, we may expect reaching of self-actualization
(full humanness). Abraham Maslow defines self-actualization in his book of
‘‘Farther Reaches of Human Nature’’. ‘‘Self-actualization means experiencing
fully, vividly, self-lessly, with full concentration and total absorption. It is an
ongoing process that includes making a growth choice, listening to impulsive
voices, being honest, taking responsibility, experiencing transient moments, and
finding out who one is, what he is, what his mission’’(Maslow, 1971, p. 43-47).
Maslow’s (1971) point of view highlights that climax of self-actualization is a peak
experience and it is a realization of ought and is. It is merging of subject and
object, involving no loss of subjectivity, instead its infinite extension. Therefore, it
can be concluded that one who has been experiencing a search for meaning, for
unity, for connectedness, for transcendence, and for the highest of human potential
has already been self-actualized. But, as the statement emphasized ‘if one need is
satisfied, then another emerges’’, does not mean a need must be satisfied a hundred
per cent to reach next need. According to Maslow (1943) as we go up the hierarchy
of prepotency, the percentage of satisfaction level decreases. Therefore, we might
say that people who have spiritual tendency are the ones mostly satisfy their needs
in the hierarchy of needs and experience self-actualization.

1.2. Spirit at work

Spirit at work has been defined as a ‘‘distinct state that is characterized by
cognitive, interpersonal, spiritual, and mystical dimensions. Spirit at work
involves: engaging work characterized by a profound feeling of well-being, a belief
that one is engaged in meaningful work that has a higher purpose, an awareness of
alignment between one’s values and beliefs and one’s work, and a sense of being
authentic; a spiritual connection characterized by a sense of connection to
something larger than self; a sense of community characterized by a feeling of
connectedness to others and common purpose; and a mystical or unitive experience
characterized by a positive state of energy or vitality, a sense of perfection,
transcendence, and experiences of joy and bliss’’ (Kinjerski & Skrypnek, 2006, p.
16-17).
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The first dimension of spirit at work ‘‘engaging work’’ points out finding meaning
in life by seeking meaningful work. Neck and Milliman (1994, p. 9) stated that
“‘work is intended to be one of the most profound ways... of experiencing
spirituality’’. According to Neck and Milliman (1994) employees might ask some
question to find ‘‘meaning’’ in their work: ‘‘what is it that I have to offer? What is
my purpose here at work or life? What do I want to leave behind here?’’ (p. 10).
The answers of these questions determine the meaning in work. The second
dimension ‘‘spiritual connection’’ emphasizes a connection to something greater
than oneself. Ashforth and Pratt (2003) labelled it as a “‘transcendence of self”’.
Something greater than oneself might be perceived as ambiguous. Ashforth and
Pratt (2003, p. 93) suggested that the ‘‘something can be other people, causes,
nature or a belief in a higher power’’. The third dimension ‘‘sense of community’’
states feeling of connection to others and common purpose. According to
Krishnakumar and Neck (2002) sense of community at work is crucial for people
to experience ‘‘that inexplicable feeling of connectedness with others and the
universe’’ (p. 156) in order to be nourished by spirituality. The last dimension
“‘mystical or unitive experience’’ points out sense of perfection, transcendence and
experiences joy, bliss, awe-inspiring and mysterious, living in the moment are
expanded in four conscious awareness: ‘(1) consciousness of self;, (2)
consciousness of other; (3) group consciousness; and (4) to organize in harmony
with the unseen order of things’” (Mirvis, 1997, p. 194-195). According to Hood
(1975) mystical experience can be introvertive and extrovertive. Introvertive
mystical experience includes consciousness of a timeless and spaceless ultimate
void. Extrovertive mystical experience involves unity with all things. Similarly
Stace (1960) observed that mystical experiences were generally characterized by a
profound feeling of unity or interconnectedness, and resulted that the core
experience of unity was ‘‘the essence of all mystical experience’” (p. 132).

According to findings of Kinjerski and Skrypnek (2006) there are some factors that
fosters employee’s experience of spirit at work such as inspired leadership, strong
organizational foundation, organizational integrity, positive workplace culture and
space, sense of community among members, opportunities for personal fulfillment,
continuous learning and development and appreciation and regard for employees
and their contribution. In a similar vein, Krishnakumar and Neck (2002)
highlighted that ‘‘spirituality is recognized as one of the considerable dimensions
of the human personality. Therefore, if an organization encourages spirituality,
then it is actually encouraging the people to bring their whole self to work’” (p.
159).
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1.3. Organizational Culture: Feminine vs. Masculine

The concept of culture exists at different levels: national culture and organizational
culture. Hofstede (1980) defined culture as ‘‘a mental programming that
distinguishes a group of people from others’” (p. 43). As for that, organizational
culture is collective mental programming that separates members of an
organization from any other members of any other organizations. With respect to
masculine and feminine cultural assumptions Hofstede (1983) emphasized
““Masculine and Feminine’’ national cultures as the division of roles between
genders in the society. According to Acker (1990, p. 55) gender is configured ‘‘by
means of the practices, images, ideologies and the transmission of power
throughout the different sectors of the social life’’.

While masculine societies give importance of showing off, of making money, of
achieving; feminine societies adapt feminine roles such as not showing off, giving
importance to relationship with people rather than money, helping others, and
preservation of environment. As an example, Hofstede (2001) claims that while
masculine values are characterized by assertiveness and competitiveness, feminine
values are characterized by modesty and cooperation. The other cultural
characteristics such as high power distance, low uncertainty avoidance,
individualism, and long term orientation are related with masculinity where as low
power distance, high uncertainty avoidance, collectivism, and short term
orientation are related with femininity.

Cliff, Langton and Aldrich (2005) defined the key dimensions of gender-
stereotypical organizational archetypes as follows: Feminine organizations are flat,
downplay rules and standards, show responsiveness and attentiveness for the needs
of others, they give importance to relational orientations. Masculine organizations
are hierarchical, stick to the impersonal rules and standards, adopt an instrumental
orientation, and see individuals as resources and mean in order to accomplish
goals.

According to findings of Pool’s study (2000), while a constructive organizational
culture decreases role conflict and role ambiguity, the passive organizational
culture increases role conflict and role ambiguity. In another study (Rashid,
Sambasivan, & Johari, 2003) it is found out that consensual organizational culture
that fosters loyalty and team work has positive relationship with affective
commitment, on the contrary, competitive organizational culture is positively
related with continuance commitment. Additionally, consensual organizational
culture has more positive contribution on financial performance (Return on
Investment) of the organization than competitive organizational culture. In another
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study, Moghali and Maleki tabas (2009) found out that hierarchical organizational
culture has negative contribution on organizational creativity whereas collaborative
organizational culture has positive contribution on organizational creativity.

1.4. Organization based Self-esteem

Organization-based self-esteem (OBSE) is ‘‘the self-perceived value that
individuals have of themselves as organization members acting within an
organizational context (Pierce et al., 1989, p. 625). In order to fully understand
OBSE, it is essential to state the definition of self-esteem. Self-esteem is the degree
of a belief about individuals see themselves as a competent, need-satisfying and
able (Korman, 1976). When an organization member evaluates himself as
personally adequate, important, competent and capable within employing
organization high OBSE occurs. This belief is resulted as ‘I count around here’’.
In other words, OBSE reflects the self-perceived value of individuals in an
organizational context.

There have some determinants of self-esteem that were highlighted by scholars
(Brockner, 1988; Franks & Marolla, 1976; Korman, 1970, 1971, 1976). These
determinants are categorized as exposed implicit signals sent by the external
environment; messages sent from other people in a social environment; the
person’s feeling of competence and efficacy acquired from his or her direct
experiences (Pierce & Gardner, 2004). According to Korman’s (1976) self-
consistency motivational theory, employee self-esteem is shaped by work and
organizational experiences and plays a crucial role in shaping employee
motivation, work-related attitudes and behaviors. To increase OBSE perceived
organizational support (Phillips, 2000), organization’s socialization practices
(Riordan, Weatherly, Vanderberg, & Self, 2001) should take a part in organization.
In a similar way, a research (Bowling, Eschleman, Wang, Kirkendall, & Alarcon,
2010) found that employees who have autonomy, organizational support, social
support from their supervisors and co-workers experience OBSE.

McAllister and Bigley (2002) found out that there is a positive relationship
between organizational care and OBSE. In other words, employees whose values
and needs are centered to fulfill employee motivation report higher levels of
OBSE. In another study, Tang, Kim and O’Donald (2000) ascertained that
organizational culture focused on family and open communication oriented, loyal
and team focused were significant predictors of OBSE.

OBSE has various outcomes for the organization and the individual. Van Dyne,
VandeWalle, Kostova and Cumming’s (2000) study which points to positive
relationship between trust and helping behavior, supports the mediating effect of
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OBSE. Employees who experience OBSE are found to be trusted with their
organization and indented to helping behavior. Therefore, it can be asserted that
experiences within an organizational environment will shape OBSE in turn will
influence employee attitudes and behaviors. Employee, who experiences high
OBSE will believe she/he counts, is taken seriously, is trusted, is helpful, is
efficient, and makes a difference in organization. In a similar vein, Korman (1970)
claimed that higher levels of self-esteem is likely to occur in the work context that
is inherent trust in employees as competent, valuable and contributing individuals.

1.5. The mediating effect of Organization-based Self-esteem on the
relationship between Organizational Culture and Spirit at work

In the context of this study, the relationship between feminine / masculine
organizational culture, OBSE and spirit at work will be examined. As it was
mentioned before, the relationship between organizational culture and spirit at
work is examined and it is found that there is a positive relationship. More
specifically, relationship or support oriented culture is positively correlated with
the experience of spirituality at workplace. The important point here is how
organizational culture is considered. When the relationship between feminine
organizational culture and spirit at work is observed, the relationship oriented
culture is taken into account and the positive relationship between two variables is
supported (Dehler & Welsh, 1994; Fry, 2003; Fry & Cohen, 2009; Komala &
Ganesh, 2007). According to Fry (2003) organizational culture that fosters values
of altruistic love, employees feel understood, and appreciated and have genuine
care, concern would lead to spirituality at workplace. Similarly, organizational
culture highlights ‘high values, honesty, trustworthy, positive attitude, passionate,
optimistic, happy, compassionate, caring about people, and empathy’’ embraces
spirit at work (Bolman & Deal, 2001; Denton & Mitroff, 1999; Kinjerski &
Skrypnek, 2004).

The implementations that comprise feminine organizational culture seem to
increase spirit at work. Organizational context that give importance to
relationships, helping others and preservation of environment are place that is more
likely to experience spirit at work. Against that the relationship between masculine
organizational culture and spirit at work is rarely studied in literature. Md. Zabid,
Anantharaman and Raveendran (1997) found out that spirituality experiences are
significantly different in terms of masculine organizational cultures. In other
words, an organization in which masculine cultural values are dominant would be
the context that spiritual values are less likely to be experienced.
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Although spirituality and masculine organizational culture is not handled often,
experiencing spirit at work can probably and weakly explained by masculinity.
While masculinity includes values of assertiveness, outperforming, competition,
spirituality contains values of joy, meaning or real sense of trust. Hence, the
occurrence of spirituality would be less with the existence of masculine values in
the organization.

According to field theory (Lewin, 1952), the interaction between person and
environment determines the behavior. In field theory, a ‘“field’’ is defined as ‘‘the
totality of coexistance facts which are conceived of as mutually interdependent’’
(Lewin, 1951, p. 240). Individuals are likely to behave differently with regard to
where tensions between perceptions of the self and of the environment were
scrutinized. In accordance with this, feminine organizational culture may
encourage individuals to experience spirit at work. However, this relationship
might be mediated by some variables. The present study targets the mediator role
of organization based self-esteem. An organization in which relationship,
flexibility, and intimacy is dominated will affect employees’ self-perceived value
as organization members and will contribute to experiencing of spirit at work.

The research about the relationship between organizational culture and OBSE is
limited. According to findings of Pierce et al. (1989) there is a positive relationship
between perceived managerial respect and OBSE, suggesting that being in an
environment characterized by management’s demonstration of positive regard for
the individual will increase OBSE. Similarly, Pierce et al. (1989) highlighted that
employees who have lower levels of OBSE exposed to mechanistically designed
organization than those exposed to work in more organically designed
organization. Considering that, it can be said that feminine organizational culture
can increase experiencing of OBSE with respect to masculine organizational
culture.

It can be said that an employee who experiences high OBSE feels secure in her/his
capability to affect her/his working environment and feels like s/he is part of ‘‘a
community’’ at work and because of positive perception about her/himself feels
grateful to be involved in his work. Employees who perceive their inputs are
appreciated experience value congruence with their organizations believe they can
make real difference to the company and to others (Catlette & Hadden, 1998). This
might be considered one of the dimensions of spirit at work: sense of community.
Other dimensions such as engaging work, spiritual connection and mystical
experience might explained by Maslow’s theory. According to hierarchy of needs,
affiliation, esteem and self-actualization are considered higher-order needs. As
workers started to become aware that their survival needs can be fulfilled even if
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they are fired or lost their jobs, many of them especially educated workers, started
to begin to demand more than just money from their jobs (Drucker, 1993;
Galbraith, 1967). They desired to fulfill their affiliation, esteem and even self-
actualization growth needs in which personal and individual growth and bringing
this growth into workplace are considered as spirituality in books (Bolman & Deal,
1995; Jaworski, 1998). Employees who evaluate themselves as important members
in the organization would likely to experience a high sense of service (Hawley,
1993) and eventually contribute their thoughts, potentials and energies for
development of the organization (Block, 1993; Brown, 1992; Rosen, 1992).
According to findings of Hsu and Kuo (2003) OBSE has positive association with
ethical behavior and ethical intentions.

Organization-based self-
esteem

Feminine Organizational Culture Spirit at work
Masculine Organizational Culture

v

Figure 1: Research model

It is predicted that OBSE will partially mediate the relationship between
feminine/masculine organizational culture and spirit at work. Since we are not able
to draw cause-effect relations between variables in social sciences, instead of
looking for a full mediator, we presume that there might be many other mediators
between organizational culture and spirit at work and organization based self-
esteem might be only one of them (Baron & Kenny, 1986).

Accordingly it is predicted:

H1: Organization-based self-esteem partially mediates the relationship between
feminine organizational culture and spirit at work.

H2: Organization-based self-esteem partially mediates the relationship between
masculine organizational culture and spirit at work.
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2. METHOD

In order to analyze the proposed model empirically, the data was collected from
academicians working at public and private universities in Turkey. Reaching a
considerable number of respondents was achieved by web-based questionnaire as a
survey form. The first page of the survey form provided purpose of the study and
assurance of anonymity and confidentiality.

2.1. Participants/subjects

In total, 417 completed surveys were returned out of approximately 3500. This
shows a response rate of 11.9 per cent. The total sample contained 35% (n=148)
female and 65% (n=269) male participants. The average age of respondents was
40. With respect to marital status, 73% (n= 304) of the participants were married,
and 27% (n=113) were single. With respect to professional level 26% (n=106) of
the participants were research assistant, 15% (n=63) were teaching assistant, 30%
(n=120) were assistant professor, 14% (n=58) were associate professor, and 15%
(n=63) were professor. The participants had an average of 16 years in their current
job, 8 years in their university.

2.2. Instruments
2.2.1. Spirit at work scale

To measure spirit at work Kinjerski and Skrypnek (2006) 18 item scale was used.
This instrument includes four dimensions: engaging work (e.g., ‘‘I experience a
match between the requirements of my work and my values, beliefs and
behaviors’’), sense of community (e.g., ‘‘I feel like I am part of ‘‘a community’’ at
work’”), spiritual connection (e.g., ‘“My spiritual beliefs play an important role in
everyday decisions that I make at work’’), and mystical experience (e.g., ‘At
times, I experience an energy or vitality at work that is difficult to describe’’).
Participants respond by indicating their agreement to each of 18 items using six
point scale ranging from 1 (definitely disagree) to 6 (definitely agree).

2.2.2. Organization preference scale

Feminine/Masculine Organizational culture was measured by 10-item Organi-
zationalPreference (OP) scale that has been developed by Catanzaro, Moore and
Marshall (2010). OP has two sub-dimensions: feminine organizational culture (e.g.,
““I would prefer to work in an organization that values my being supportive and
helpful to others in my department’”) and masculine organizational culture (e.g., “‘I
would prefer to work in an organization that values being winner and
outperforming my peers’’). The original version of scale asks the preferences for
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the values that represent a competitive (masculine) or supportive (feminine)
organizational culture. In this study, items of the scale were revised as omitting
“‘preference’” word in sentences. For instance, the item ‘I would prefer to work in
an organization that would allow me to balance my work and family life, even if it
meant earning lower salary’’ was changed into a ‘I work in an organization that
allows me to balance my work and family life, even if it meant earning lower
salary”’. Participants respond by indicating their agreement to each of 10 items
using six point scale ranging from 1 (definitely disagree) to 6 (definitely agree).

The original items of both spirit at work and OP scales were translated into Turkish
by the authors. Re-examination and appropriate corrections have been carried out
by a group of specialists who are proficient in both languages in order to check the
meaning unity with the English version. Following this, both scales were piloted on
a sample of 33 respondents and high reliability levels were obtained (alpha = .93
for spirit at work, and alpha = .89 for OP).

2.2.3. Organization based self-esteem scale

Pierce et al. (1989) 10 item organizational based self-esteem scale translated into
Turkish and found highly reliable (Cronbach’s Alpha = .93) by Erden (2011) was
used. Participants respond by indicating their agreement to each of 10 items using
six point scale ranging from 1 (definitely disagree) to 6 (definitely agree).

3.FINDINGS
3.1. Factor structure of the scales

Exploratory factor analyses (EFA) were conducted to test the each scale’s
underlying patterns. Kaiser-Meyer-Olkin measure of sampling adequacy and
Bartlett test of sphericity tests showed the appropriateness of the data for
performing factor analyses. Principle component method and varimax rotation
technique are applied to the data set. Cronbach’s Alpha reliability analyses were
applied to determine internal consistency of the measurement tools.

The exploratory factor analysis for spirit at work revealed four-factor structure
(KMO = .91 and Bartlett’s Test of Sphericity Chi Square: 6020.788 df: 153; p<
.001) explaining 74.7% of the total variance. The items are distributed in a parallel
way with the original scale, the factor names are preserved the same. Only item 7
which represents ‘‘engaging work’ has come under ‘‘sense of community’’
dimension with relatively low factor loading. Items of each factor, factor loadings
and factor variances are shown in Table 1. The Cronbach’s alpha reliabilities were
.92, .90, .90 and .80 respectively (See Table 3).
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Table 1: Factor analysis results of spirit at work

Factor Name Items Factor
Loadings

2) | am able to find meaning or purpose at work. .829
3)I am passionate about my work. 792
1)1 experience a match between the requirements of my work .789

Engaging and my values, beliefs and behaviors.

work 4)I am fulfilling my calling through my work. 770
5)I have a sense of personal mission in life, which my work 740
helps me to fulfill.
6)I feel grateful to be involved in work like mine. 674

Factor Variance % 24.47

10) At moments, | experience complete joy and ecstasy at .832
9)I have moments at work in which | have no sense of time .821

Mystical 12) At times, | experience an energy or vitality at work that is 752

Experience difficult to describe.
11) I experience moments at work where everything is 731
8)At times, I experience a ‘‘high’” at work. 716

Factor Variance % 20.86

15) | experience a connection with a greater source that has a .894
positive effect on my work.

Spiritua! 14) | receive inspiration or guidance from a Higher Power .862

Connection 13) My spiritual beliefs play an important role in everyday .798

decisions that | make at work.
Factor Variance % 15.35

17) | experience a real sense of trust and personal connection .932
with my coworkers.

Sense of 18) | share a strong sense of purpose and meaning with my .907
community ~ coworkers about our work.
16) I feel like I am part of “‘a community’’ at work. .555
7) At the moment, | am right where | want to be at work. 406

Factor Variance % 14.01

TOTAL VARIANCE EXPLAINED % 74.7

As expected, the obtained factor structure for Feminine / Masculine Organizational
Culture was revealed as two factor solutions (KMO = .84 and Bartlett’s Test of
Sphericity Chi Square: 1816.747 df: 36; p< .001) explaining 66.95% of total
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variance. One item (e.g., | work in an organization where rewards are distributed
equally in my workgroup) which belongs to feminine organizational culture was
removed from the analyses due to it comes under two factors with high and close
loadings. Items of each factor, factor loadings and factor variances are shown in
Table 2. The Cronbach’s alpha reliabilities were .86 and .81 respectively (See
Table 3). For OBSE scale, factor analysis was not performed, due to the fact that it
is accepted as a unidimensional variable (Pierce et al., 1989).

Table 2: Factor analysis results of organizational culture

Factor Name Items Factor
Loadings
4) 1 work in an organization that values being .823
supportive and helpful to others in my department.
2) I work in an organization that would allow me to .819

balance my work and family life, even if it meant
earning a lower salary.

Feminine
Organizational 1)l work in an organization that values collaboration 790
Culture with other employees in my department.
3) I work in an organization that values my working 752
independently from other employees.
10) I work in an organization that realizes | have a life 741
outside of my career, even if the salary is less than |
could earn in a more demanding job.
Factor Variance % 37.62
5) I work in an organization that provides me the .862
opportunity to have high salary earnings, even if it
meant sacrifices regarding my personal and family life.
7) I work in an organization that views high salary and .826
career advancement as the main focus of my life even
Masculine if the job was very demanding and required 60 h work
Organizational  weeks.
Culture . -
6) | work in an organization that allows me to be 174

competitive with my colleagues for rewards.

9) I work in an organization that values being a winner .628
and outperforming my peers.

Factor Variance % 29.33

TOTAL VARIANCE EXPLAINED % 66.95
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3.2. Correlation among variables

Table 3 provides means, standard deviations, reliabilities, and zero-order
correlations for the variables in this study.

As seen in Table 3, participants scored themselves highest on engaging work (m =
4.75, sd = 1.06) followed by OBSE (m = 4.49, sd= .95) and spirit at work (m =
4.16, sd = .95). The mean score of feminine organizational culture perception (m =
3.50, sd = 1.12) was higher than that of masculine organizational culture (m = 2.44,
sd = 1.03). After engaging work, participants’ spiritual experiences are highest on
mystical experience (m = 3.96, sd = 1.15) followed by spiritual connection (m =
3.88, sd = 1.49) and sense of community (m = 3.72, sd = 1.12).

Table 3: Means, standard deviations, reliabilities, and correlations of scales

Variables Mean SD 1 2 3 4 5 6 7 8

1.Spirit at 416 0.95 0.92a - - - - - - B
work

2.Feminine 350 1.12 .53** 0.86a - - - - - -

Org.Culture
3.Masculine 2.44 1.03 .40** .44** (0.82a - - - - -
Org.Culture
4.0BSE 449 095 47** 45** 28** (0.92a - - - -

5.Eng.Work 4.75 1.06 .87** .45** 32** A7** 0.92a - - -
6.Mys.Exp 3.96 1.15 .83** .33** .33** 35** .66** 0.90a - -
7.5p.Con. 3.88 149 .74** 3r** 31** 25** 50** 48** 0.90a -

8.S.0f Com. 3.72 112 .75%* 60** .31** .44** 55%* 47** 49** (0.80a

Notes: a: Cronbach’s alpha; OBSE: Organization based self-esteem; Eng.Work:
engaging work; Mys.Exp: Mystical Experience; Sp.Con.: Spiritual Connection;
S.of Com.:Sense of Community

*p< 01



Organizational Culture and Organization Based Self-Esteem .... 85

As it can be seen in Table 3, spirit at work has stronger positive relationship with
feminine organizational culture (r = .53, p< .01) than with masculine
organizational culture (r = .40, p< .01). OBSE has significant and positive
relationship with spirit at work (r = .47, p< .01), feminine organizational culture (r
= .45, p< .01), and masculine organizational culture (r = .28, p< .01). Yet, its
relationship with spirit at work and feminine organizational culture is stronger than
with masculine organizational culture. Pearson correlation analysis showed
positive and significant relationships among sub-dimensions of spirit at work
supporting the findings by Kinjerski and Skrypnek (2006).

Feminine organizational culture has positive relationship with engaging work (r =
45, p< .01), mystical experience (r = .33, p< .01), spiritual connection (r = .37, p<
.01) and sense of community (r = .60, p< .01). Masculine organizational culture
has also positive but relatively weaker correlation with engaging work (r = .32, p<
.01), mystical experience (r = .33, p< .01), spiritual connection (r = .31, p< .01)
and sense of community (r = .31, p <.01). When OBSE increases engaging work (r
= .47, p< .01), sense of community (r = .44, p< .01), mystical experience (r = .35,
p< .01) and spiritual connection (r = .25, p< .01) increases.

3.2. Hypothesis Testing

According to Baron and Kenny (1986) a variable can be a mediator if it meets the
following conditions: (a) Variations in levels of the independent variable
significantly account for variations in the presumed mediator; (b) Variations in the
mediator significantly account for variations in the dependent variable; (¢) A
previously significant relationship between independent and dependent variable
must be reduced or disappears when the mediator is inserted into analyze.

The effects of feminine/masculine organizational culture on OBSE and spirit at
work were analyzed in two multiple regression models that involved all two
measures of organizational culture as independent variables (See Table 4). In the
first model (with spirit at work as dependent variable), both of organizational
culture dimensions were found to be significantly related to spirit at work (Fsaw =
97.265, p< .001). Among two organizational culture dimensions, feminine
organizational culture (FOC) has the strongest affect on SAW with fSroc = .447, p<
.001. Moreover, masculine organizational culture (MOC) has significantly and
positively affected SAW with Syoc = .201, p<.001 (Table 4).

The second model which tested the contributions of feminine and masculine
organizational culture dimensions on OBSE was found statistically significant
(Fosse = 55.419, p< .001). In this model, feminine organizational culture (FOC)
had the strongest affect on OBSE with Sroc = .405, p< .001. Moreover, masculine
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organizational culture (MOC) was found to be positively affected to OBSE with
Pwmoc = .103, p < .05 (Table 4).

Table 4: The effects of organizational culture dimensions on organization based
self-esteem and Spirit at work

Independents OBSE Spirit at work

B t s t
Feminine 405*** 8.318 A4 9.890
Org.Cul.
wesculine - Org, 103 2115 2017+ 4.453
F 55,410 97.265%**
R? 212 320
Adjusted R? 208 317

*p < .05, ***p < .001

The last model which was applied to determine the mediator effect of OBSE by
inserting it as an independent variable together with feminine and masculine
organizational culture was found to be statistically significant (Fsaw = 84.701, p<
.001). In the model with spirit at work as dependent variable, contribution of
feminine organizational culture is reduced (froc = .334, p< .001), but remained
significant (See Table 5). Besides, OBSE was found to be significantly contributed
to spirit at work (Bosse = .279, p< .001) but its contribution is lower than the
contribution of feminine organizational culture. Thus, the first hypothesis that
OBSE partially mediates the relationship between feminine organizational culture
and spirit at work was not supported. The contribution of masculine organizational
culture on spirit at work is also reduced (fmoc = .173, p< .001), but was still
significant. Hence, the second hypothesis that OBSE partially mediates the
relationship between masculine organizational culture and spirit at work was not
supported. These findings indicate that feminine, masculine organizational culture
and OBSE statistically explain spirit at work independently of each other.
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Table 5: Test of mediating effect of Organization based self-esteem

Independents Spirit at work

p t
Feminine Org.Cul. .3347%** 7.164
Masculine Org. Cul. 173x** 3.976
OBSE 2T79%** 6.389
F 84.701***
R’ 381
Adjusted R? 377
***p <.001

3.3. The contributions of feminine and masculine organizational culture on
sub-dimensions of spirit at work

In order to test the contributions of feminine and masculine organizational culture
on four sub-dimensions of spirit at work four separate multiple regression analyses
were applied. Each of these regression models was found statistically significant
(See Table 6). Beta coefficients revealed that the contributions of both feminine
and masculine organizational culture are in positive direction; however the
amounts of contributions on each sub-dimension of spirit at work differ.
Regarding the sub-dimension engaging work, compared to masculine
organizational culture (fmoc = .154, p< .01), feminine organizational culture (froc
= .382, p< .001) contributes more strongly. With regard to spiritual connection,
similarly, the contribution of feminine organizational culture (froc = .288, p< .001)
is stronger than the contribution of masculine organizational culture (Syoc = .185,
p< .001). Relating to mystical experience, feminine organizational culture (Broc =
.227, p< .001) and masculine organizational culture (Bmoc = .229, p< .001)
contribute in equal amounts. With regard to sense of community, only feminine
organizational culture has significant contribution (froc = .573, p< .001).
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Table 6: The contribution of feminine and masculine organizational culture on sub-
dimensions of spirit at work

. Mystical Sense of Spiritual

Independents Engaging Work Experience Community Connection

p t p t B t B t
Feminine 382 7.890 .227*** 4494 573%** 13113 .288***5735
Org.Cul.
Masculine  1opu 3170 200%** 4535 065 1.494 .185%** 3683
Org. Cul.
F 58,994 36.737%%* 118.068%** 40.691%%*
R? 222 151 .366 164
Adjusted R? 218 147 362 160

**p < 01, ***p<.001

4. Discussion and Conclusion

Although spirit at work research has increased over the past decade, few studies
have examined antecedents of spirituality. The purpose of this study was to
investigate the relationships of organizational culture and OBSE with spirit at
work. Our results extend the spirit at work literature in a number of important
ways.

The results of factor analysis supported four component structure of spirit at work
namely, engaging work, mystical experience, spiritual connection and sense of
community. The distributions of the items into these four dimensions are consistent
with the distribution of the original scale except one item, ‘‘at the moment, I am
right where [ want to be at work’” which was expected to show up in the dimension
of engaging work, but instead it was loaded under the dimension of sense of
community. According to findings of Kinjerski and Skrypnek (2006) this item has
relatively low factor loading as well. We can say that ‘‘engaging work’’ dimension
focuses on the meaning, purpose and sense of personal mission in life and work,
therefore ‘At the moment, I am right where I want to be at work’> might not be
perceived as creating meaning or fulfilling calling through work instead it might be
perceived as interpersonal relations which can contribute to the working position of
individuals. So, this item does seem not adequately represent the concept of
engaging work, thus should be revised accordingly. Moreover, we can accept the
spirit at work scale successful when we take into consideration the variance
explanation power of the scale (74.7%) and reliability level of each dimension (.92,
.90, .90, .80).
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Organizational culture was formed two dimensional structures as expected.
However, one item ‘‘I work in an organization that values my working
independently from other employees’’ that reflects the masculine organizational
culture value was loaded under feminine organizational culture value. The reason
behind of this loading might be explained by the perception of academicians.
Because academic life necessitates working, for the most part, independently from
other people, it might not be perceived as a masculine or assertive value as original
scale’s findings. Additionally, we can accept feminine/masculine organizational
culture scale successful when we take into consideration the variance explanation
power of the scale (66.9%) and reliability level of each dimension (.86, .81).

The research model was based on the partial mediating effects of organization
based self-esteem on the relationship between organizational culture (i.e., feminine
and masculine) and spirit at work. According to findings, organization based self-
esteem does not have mediating role; yet it has an antecedent role on experiencing
spirit at work. OBSE has been defined as a sense of worthiness experienced in the
organization. Because organization based self-esteem is organization-related
phenomena it should be related with the task or organizational construct (Pierce et
al., 1989).

As Maslow (1971) highlighted esteem is a higher-need and involves dignity,
autonomy, self-respect, respect from the other; sense of worth, getting praise and
rewards. By definition, self-actualizing people have feeling of rootedness, they are
satisfied with their needs of love, they have feeling of respect, love and worth. At
this level, work is transcended which spirituality points out. Therefore, one who is
apprised, loved, valued by her/his organization will fulfill higher-need (self-esteem
in an organizational level) and she/he is going to be her/his own kind of person,
real person and self-actualized person. As a result, it can be concluded that self-
esteem that is provided by organization (OBSE) may promote positive relationship
with other people, sense of meaning, mystical experience and spiritual connection
at work. In other words, academicians who believe they are efficient, helpful,
trusted in organization have tendency to experience spirit at work.

Results of multiple regression analysis confirmed that, both feminine and
masculine organizational cultures are antecedents of spirit at work. As expected,
feminine organizational culture has more contribution on experiencing spirit at
work than masculine organizational culture. In other words, academicians who
work in an organization that values being supportive and helpful to others tend to
experience more physical, affective, cognitive, interpersonal, spiritual and mystical
sensations at work than academicians who work in an organization that values
being a winner and outperforming peers. These findings are not surprising because
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organizations that realize work-life balance of individuals, give values to
collaboration with other employees might create an environment to experience
spirit at work. However, when we examine the associations of sub-dimensions of
spirit at work with feminine and masculine organizational culture, the relatively
highest relation is only seen between sense of community and feminine
organizational culture. The reason behind of this might be explained by the
reflections of sense of community dimension. Sense of community focuses on the
sense of connection to others like feminine organizational culture. Therefore,
academicians who work in an organization that values relationship and intimacy
are tend to feel like they are part of community at work or experience a real sense
of trust and personal connection with coworkers.  Moreover, Feminine
organizational culture has significantly more contribution power on OBSE than
masculine organizational culture. These findings are corroborative for findings of
Bowling et al. (2010).

Masculine organizational culture has the highest explanatory power on mystical
experience and the lowest on sense of community. These findings are interesting
because both of the organizational culture types have almost same contributions on
mystical experience. We can say that there is no contribution difference for
mystical experience with respect to organizational culture types. Because mystical
experience reflects sense of perfection, transcendence, living in the moment,
experiencing awe-inspiring, mysterious and sacred (Kinjerski & Skrypnek, 2004),
it might not be explained only by environmental conditions. The fact that, it is
harmony of unseen (Mirvis, 1997), and might affect the environment not be
affected by it.

4.1. Managerial Implications

It can be concluded that although spirit at work is something unseen and
metaphysical phenomena it plays a part in organizations. Supportive and
relationship-oriented organizational culture leads to experiencing of spirit at work.
Academicians who work in supportive organizational context are more engaged in
meaningful work, experience sense of community, feel connection with larger than
themselves and mystically aware of living in the moment that are awe-inspiring or
sacred. Additionally, academicians who believe they are trusted, helpful, efficient,
important, and taken seriously in their universities tend to experience spirit at work.

The results of this study suggest that universities should seek to convert their
organizational culture into feminine culture and by implementing work processes
and human resource policies the positive signals can be sent to the academicians
that they are valuable, trusted or important in their universities to increase the
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experiencing of meaningful work, value and work congruency, complete joy and
ecstasy at work, connection with a greater source that has a positive effect on work
and real sense of trust and personal connection with co-workers.

4.2. Limitations

Generalizability of the findings to the academician population, and to other sectors,
in Turkey is the main limitation of the study due to the data was collected through
convenience sampling method. Hence, the generalizability of the findings
necessitates the repetition of the study on other samples. The mediating effects of
organization based self-esteem on the relationship between organizational culture
and spirit at work might also be investigated for the future research.
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Summary

Organizational Culture and Organization Based Self-Esteem as
Predictors of Spirit at work

Zeynep Merve Unal
Marmara University, Turkey
Tulay Turgut
Marmara University, Turkey

This study aims to investigate the relationships between organizational cultures, spirit at
work, and organization based self-esteem among academicians, and whether organization
based self-esteem mediates the relationship between organizational culture and spirit at
work. A cross-sectional design was employed, and data were collected through a
questionnaire-based survey. Based on the convenience sampling, 417 academicians
answered the questionnaire in public and private universities located in Turkey. To analyze
the data descriptive statistics, Pearson coefficient, simple and multiple regression analyses
were conducted. Feminine organizational culture has more positive contribution on
experiencing spirit at work than masculine organizational culture. Moreover, organization
based self-esteem does not mediate the relationship between types of organizational culture
and spirit at work. Results suggest that organizations hoping to enhance their employee’s
spirit at work could focalize creating an organizational environment that fosters employee
spirit at work. The originality of this paper is that it creates awareness and emphasizes
potential contributors that foster an individual’s experience of spirit at work.

Keywords: organizational culture, organizational environment, organization based self-
esteem, spirituality, spirituality at work



