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Abstract: The purpose of the study is to research the effects of the variables of workplace
spirituality and perceived organizational support on the variables of organizational citizenship and
job control. Workplace spirituality is the existence in an organization of a culture that encourages
the experiences of employees throughout job processes and that will gain them a desire to work.
Job control expresses an employee’s perceived level of authority to make decisions, the
opportunities to use their knowledge and skills, and the opportunities to participate in an event.
Perceived organizational support is the situation where employees feel the organization's
existence safely. The existence of workplace spirituality and organizational support at every
organization makes employees a part of the organization and ensures job controls are healthy. A
questionnaire comprising questions on a S-point Likert scale was collected from 394
administrative personnel working at organizations (food companies) in the production sector.
Within the scope of the research model, the data obtained were analyzed by IBM SPSS 25 and
SPSS Process V3 plug-in. Validating factor analysis of Scale was carried out with the LISREL
package program. As a result of the analysis, it was determined that workplace spirituality and
perceived organizational support positively affect business control and organizational citizenship.
In addition, perceived organizational support has a mediation role in the effect of workplace
spirituality on job control and organizational citizenship.

Keywords: Workplace spirituality, Perceived organizational support, Organizational citizenship,
Job control, Hayes mediation effect

Isyeri Maneviyatinin Iy Kontrolii ve Orgiitsel Vatandaghk Uzerinde Etkisinde Algilanan
Orgiitsel Destegin Aract Rolii
Oz: Calismanin amaci, isyeri maneviyati ve algilanan orgiitsel destek degiskenlerinin
orgiitsel vatandashk ve is kontrolii degiskenleri iizerindeki etkilerini aragtirmaktir. Isyeri
maneviyati, ¢calisanlarin is siire¢leri boyunca deneyimlerini tesvik eden ve kendilerine ¢alisma
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arzusu kazandiracak 6rgiit i¢indeki kiiltiirel bir durumdur. Is kontrolii, bir ¢calisamin karar verme
yetkisini, bilgi ve becerilerini kullanma firsatlarini, ve bir etkinlige katilma firsatlarini ifade eder.
Orgiitsel destek, ¢alisanlarn érgiitiin varhigini olumlu yondeki diigiincelerle hissetmeleridir. Her
kurulusta igyeri maneviyatinin ve érgiitsel destegin varligi, ¢calisanlart orgiitiin bir par¢ast haline
getirir ve is kontrollerinin saghkli olmasini saglar. Uretim sektériinde bulunan gida firmalarinda
calisan 394 idari personelden 5'li likert dlgeginde sorular iceren bir anket toplanmugtir.
Arastirma modeli kapsaminda elde edilen veriler IBM SPSS 25 ve SPSS Process V3 eklentisi ile
analiz  edilmistir.  Olgegin  dogrulayict  faktor analizi  LISREL paket programi ile
gerceklestirilmistir. Analiz sonucunda igyeri maneviyatimin ve algilanan orgiitsel destegin is
kontrolii ve odrgiitsel vatandashgr olumlu yonde etkiledigi tespit edilmistir. Ayrica igyeri
maneviyatimin iy kontrolii ve orgiitsel vatandashik iizerine etkisinde algilanan orgiitsel destegin
araci degigken etkisi vardir.

Anahtar Kelimeler: Isyeri maneviyati, Algilanan kurumsal destek, Orgiitsel vatandaghk, Is
kontrolii

JEL Classification: M100, M120, M510, M540

GENISLETILMIiS OZET

Calismanin Amaci: Arastirmanin amaci kapsaminda Istanbul da iiretim
sektoriinde bulunan gida firmalarinda calisanlarin igyeri maneviyatlarmin ve
algilanan Orgiitsel destegin, c¢alisanlarin is kontrollerine ve Orgiitsel
vatandasliklarina etkisi incelenmistir.

Arastirma Sorulari: Isyeri maneviyati ¢alisanlarin orgiitsel vatandaslik
davraniglarii ve is kontrollerini etkiler mi? Calisanlarin algiladiklar &rgiitsel
destek, calisanlarin orgiitsel vatandaslik davranislarini ve is kontrollerini etkiler
mi?

Literatiir Arastirmasi: FEisenberger ve arkadaslar1 (2001) yapmis
olduklar1 calismada, calisanlar oOrgiitleri tarafindan desteklendiklerinde, bu
destege orglitlerine olan baghliklarm1  giiclendirerek yanit  vermeyi
diisiindiiklerini tespit etmislerdir. Algilanan orgilitsel destegin 6nemli etkilerine
bakildiginda; calisanlarin sosyo-duygusal beklentilerinin kargilanmasi, olumlu
kararlarin saglanmasi, yiiksek katilim gibi olumlu davramiglarin tetiklenmesi,
orglitsel zorluklarin iistesinden gelme ve calisanlarin birbirlerine destek
olmalariyla ilgili oldugu belirtilmektedir (Turnley vd., 2003). Akkog ve
arkadaglar1 (2012) orgiitsel destegin i3 doyumu ve performans iizerindeki
etkilerini arastirmiglar, ve orgiitsel destegin is performansi, i$ memnuniyeti ve
giiven ile iliskili oldugu sonucuna varmislardir (Akkog¢ vd., 2012). Orgiit
yonetimleri, kurumun kurallar1 ve degerleri ¢er¢evesinde caliganlarin sosyal
taninma, ait olma, saygi ve duygusal destek ihtiyaclarini karsiladiklarinda,
calisanlar aldiklar1 bu destege cevap olarak yeteneklerini, memnuniyetlerini ve
performanslarmi géstermek igin ¢aba harcamaktadirlar (Kurtessis vd., 2017).
Nafis ve arkadaslar1 (2018) yapmis olduklar1 ¢alismada, maneviyatin “kisinin
kendisine, bagkalarina ve tiim evrene baglanmasinda temel unsur oldugunu”
belirtmislerdir. Benzer sekilde Rastgar ve arkadaslari (2012) isyeri maneviyati
ve oOrglitsel vatandaslik davranigina iligkin ¢aligmalarinda, isyeri maneviyatinin
orgiitsel vatandaglik davranisi {lizerinde anlamli ve olumlu bir etkiye sahip
oldugunu belirtmislerdir. Yani, Isyeri maneviyatinin calisanlar ve &rgiitler igin
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cesitli faydalar saglayabilecegi kabul edilmektedir (Vasconcelos, 2010). Ayrica,
Giacalone ve Jurkiewicz (2003) c¢alismalarinda teorinin gelisimine katkida
bulunulmasi igin isyeri maneviyat ¢aligmalarinin orgiitsel alanda bir disiplin
olarak goriilmesi igin sonuglarin tartisilmasi gerektigini belirtmektedirler.
Aragtirmalarda  performans  degerlendirmelerinde  Orgiitsel  vatandaslik
davraniglarinin olumlu yonde etkisinin oldugu aciklanmasina ragmen, isyeri
maneviyatinin orgiitsel vatandashik davranisi, orgiitsel destek ve is kontrolii gibi
tutum ve davraniglarla iligkisini dogrulayan az sayida calisma bulunmaktadir.
Literatiirdeki bu az sayida ¢alisma diisliniildiigiinde, bu eksikligin iistesinden
gelmek igin bir galigma yapilmasi amaglanmaktadir. Bu amag i¢in; Bu ¢alisma,
orgiitsel destek, is tatmini, orgiitsel vatandaglik davranislar ve igyeri maneviyati
arasindaki iliskileri arastirmaktadir.

Yontem: Arastirmanin amact dogrultusunda iiretim sektoriinde bulunan
gida firmalarinda ¢alisan 394 beyaz yakali ¢alisanla anket caligmasi yapilmistir.
Elde edilen veriler IBM SPSS 25 ve SPSS Process V3 eklentisi ile analiz
edilmistir. Elde edilen verilerin tanimlanan modelle uyumlu olup olmadigin
belirlemek i¢in LISREL programinda dogrulayici faktor analizi yapilmis, faktor
yiikleri ve giivenilirlik degerleri hesaplanmistir. Model uyumuna karar
verildikten sonra, arastirma modeli kapsaminda olusturulan hipotezleri test
etmek i¢in regresyon analizi ve hayes arabuluculuk testi kullanilmigtir. Ayrica
veriler arasidaki iliskinin derecesini belirlemek i¢in korelasyon analizi yapilip
yorumlanmistir. Hazirlanan 6lgek, isyeri maneviyati, algilanan orgiitsel destek,
oOrgiitsel vatandaslik ve is kontrolii hakkinda 4 degiskeni temsil eden ifadelerden
olusmaktadir. Isyeri maneviyat degisken &lgeginin kullanilmasinda, Milliman
vd. (2003), Rego ve e-Cunha (2008), ve Pawar (2009)’mn yapmis olduklari
caligmalardan yararlanilmistir. Algilanan orglitsel destek degisken olg¢eginin
kullanilmasinda, Eisenberger vd. (1986; 2001)’in yapmis olduklan
calismalardan yararlanilmistir.  Orgiitsel vatandaslik degisken 6lceginin
kullanilmasinda, Organ vd. (1988; 2005), Chaitanya ve Tripathi (2001), ve
Bakhshi vd. (2011)’nin yapmis olduklar1 ¢alismalardan yararlanilmistir, Is
kontrol degiskeni Olgeginin kullanilmasinda, Hackman ve Oldham (1975),
Smith vd. (1997), Karasek vd. (1985), ve Ganster (1989)’nin yapmis olduklar1
caligmalardan yararlanilmistir.

Sonuc¢ ve Degerlendirme: Giiniimiizde ¢alisanlar zamanlarinin ¢gogunu
igyerlerinde gecirmektedir (pandemi siirecinin disinda, yani evden calisanlar
hari¢). Caliganlarin hem finansal getiri elde edebilmek amaciyla hem de
calistiklar1 kuruma karst manevi degerler agisindan 6nem verdikleri hususlar
bulunmaktadir. Bu nedenle c¢alisanlarin isyerinde manevi olarak tatmin
olabilmeleri i¢in ¢alisanlarin fizyolojik ihtiyag¢lari (kazanilan iicretler ve fiziksel
calisma kosullar1 gibi), sevgi, saygi, takdir ve kendini gergeklestirme gibi
ihtiyaglarmn karsilanmasi gerekmektedir. Orgiit yonetimleri, ¢alisanlarin manevi
ihtiyaglarini karsilayabilmek icin cesitli uygulamalar
gerceklestirebilmektedirler. Ornegin; Calisanlarmn deger yargilarina saygi
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duyma, inan¢larimi yasamalarina yardimei olacak firsatlar sunma, bos zaman ve
eglence olanaklar1 yaratma, ¢ocuk bakim hizmetleri ve esnek ¢alisma saatleri
gibi uygulamalar séz konusu olabilmektedir. Isyeri maneviyatiin ¢aliganlarda
ortaya c¢ikmasiyla birlikte, g¢alisanlarin islerini yaparken yasadiklar1 stres
azalmakta, isten ayrilma niyeti ortadan kalkmakta ve oOrgiitsel vatandaslik
davraniglar1  artmaktadir. Calisanlar  yoneticileriyle  etkilesim  halinde
olduklarinda, becerilerini ve yeteneklerini c¢aligmalarina yansitmak igin
iglerindeki kontrolii saglamak istemektedirler. Ayni zamanda, calisanlar
islerinde bir anlam hissettiklerinde ve kendilerini orgiite adadiklarinda daha
mutlu olmaktadirlar (Bakker ve Schaufeli, 2008). Yapilan analizler sonucunda,
orgiitlerde isyeri maneviyati saglandiginda ve calisanlara Orgiitsel destek
verildiginde, is kontrolii basaril1 bir sekilde saglanmakta ve ¢aliganlarin orgiitsel
vatandaslik  davranigslari  olumlu etkilenmektedir. Arastirma, Ozellikle
gelecekteki caligmalar igin igyeri maneviyatt kavramiyla ilgili bir arka plan
saglamakta, algilanan Orgiitsel destegin ¢alisanlar {izerindeki etkisini
inceleyerek gelecekteki ¢aligsmalar icin bir temel olusturulmaktadir.

1. Introduction

In their study, Eisenberger et al. (2001) stated that employees felt
indebted to respond to the support they received from their organizations to
balance the employee-employer relationship. The important effects of perceived
Organizational support are relevant in the fulfillment of the socio-emotional
expectations of employees, the making of positive decisions, the triggering of
positive behaviors like high participation, the overcoming of organizational
challenges, and the mutual support of employees (Turnley et al., 2003). Akkog
et al. (2012) in their study, investigated the effects of organizational support on
job satisfaction and performance, and that organizational support is related to
job performance, job satisfaction, and trust; and it is also stated that it positively
affects job performance, job satisfaction, and trust. Organizational management
assists in meeting the social recognition needs of employees by demonstrating
its effect on each individual within the framework of the rules and values of the
organization, while at the same time, meeting the needs of belonging, respect,
and emotional support of the individual, such as showing and recognizing the
talents of employees and valuing their happiness, welfare, and the satisfaction in
working with each employee, and offering individual support for any work-
related problems (Kurtessis et al., 2017). If employees experience the sharing of
values and goals within the organization, they can feel strong emotions of
bonding to their organization. Nafis et al. (2018) share this view and specified
that spirituality “is the foundation for the person to be connected to oneself, to
others, and to the whole universe”. Also, Kolodinsky et al. (2008) stated that in
their study, if employees have workplace spirituality, job satisfaction,
organizational identity, and participation in work are positively affected.
Rastgar et al. (2012), in their study, explained that organizational citizenship
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behaviors of employees are positively affected if there is workplace spirituality
in organizations. For this reason, it is accepted that there may be positive effects
if the employees of organizations have workplace spirituality (Vasconcelos,
2010). In fact, Giacalone and Jurkiewicz (2003) claimed in their study that the
development of the theory was important and that the results must be shown and
discussed for workplace spirituality studies to be viewed as a legitimate
discipline in the field of organizational science. Despite the research that shows
that behaviors of organizational citizenship exist in the performance evaluations
of executives, there are few studies that verify the relationship of workplace
spirituality with job attitudes like organizational citizenship behaviors and job
control. Considering this small amount of studies in the literature, it is aimed to
carry out a study to overcome this deficiency. For this purpose; this study
researches the relationships between job satisfaction, organizational citizenship
behaviors, perceived organizational support, and workplace spirituality.

2. Literature Review

2.1. Workplace Spirituality

The researchers tried to define the concept of workplace spirituality from
various perspectives. Yusof et al. (2019) stated that spirituality was the
expression of ultimate meaning and purpose in the life of a person, and who
wishes to work in a peaceful environment. Similarly, Ashmos and Duchon
(2000) explained workplace spirituality in the form of the consideration of the
work environment presented to employees at an organization as an environment
that offers spiritual peace. Giacalone and Jurkiewicz (2003) stated spirituality as
a framework for proven organizational values, defining it as a culture that
encourages the experiences of employees throughout job processes, and a
culture that will offer employees a desire to work. Pawar (2009) defined the
word “spirituality” as a working environment in which employees feel peaceful
and meaningful for themselves within the organizational structure. It is asserted
that a peaceful work environment contributes to the emergence of the
personalities of employees, to their thoughts’ finding meaning, and to their
exhibiting positive performance with themselves and their work (Ashmos &
Duchon, 2000). Duchon and Plowman (2005) stated that, should employees find
suitable conditions that help them express their internal lives, they feel a sense
of belonging within the organization. Indeed, when looking at some studies
explained that there are positive relationships between the positive attitudes and
behaviors of the employees and organizational variables (Milliman et al. 2003).
These researches; organizational commitment (Nasina et al. 2011), quality of
life, employee well-being (Karakas, 2010), and job satisfaction (Noor & Arif,
2011). According to Robbins and Judge (2011), they stated that workplace
spirituality was important in terms of discovering what triggered the
performance of employees at organizations within the 21st century. Researches
clearly show the potential importance of workplace spirituality between
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management researchers, despite limited empirical support (Pawar, 2016). In
addition, Miller and Ewest (2015), assert that workplace spirituality is important
in terms of both employee performance and organizational performance and
must be broadly researched. In addition, Miller and Ewest (2015) also stated
that it has a direct influence on job satisfaction and organizational goals and
should be further researched. In the context of this scope, the objective was to
investigate the impact of workplace spirituality over job control and behaviors
of organizational citizenship with the effect of the perceived organizational
support mediation variable.

2.2. Perceived Organizational Support

Behaviors aimed at increasing the effectiveness and efficiency at
organizations are broadly discussed in the literature and the behaviors of
employees are guided by motivating elements in organizations. Especially
organizational management’s placing value on employees and valuing their
happiness, positively affect the emotional relationships of workers with the
organization (Kim et al., 2016). Employees exhibit high performance as long as
their expectations of the organization are met. At the foundation of this
approach lie the balance of organization-employee expectations. Sawitri et al.
(2016) evaluated the relationship between the organization and employees as a
sort of relationship of exchange. Employees are within a sort of barter with their
organization for the rewards they expect to attain because of their efforts.
Organizational support, which is based on social change theory and is the
subject of psychological contracts, constitutes significant importance for
workers who struggle to meet job and the demands coming from outside of the
job (Turung & Celik, 2010). Organizational support is an organization’s
awareness of the contributions of personnel to the organization and its
importance to the welfare of personnel (Akin, 2008). When employees evaluate
the fundamental elements of the organization, if there is a positive
understanding, perceptions arise in employees, then this understanding,
discernment, or perception is the perception of organizational support (Kim et
al., 2016). Eisenberger et al. (1986) defined perceived organizational support as
the provision of importance and the participation of employees by the
organization’s management, the valuing of the wellbeing of employees, and the
support by the organization in operations that affect employees. In other words,
organizational support is the situation in which organizational management
ensures that there is a peaceful and comfortable environment for employees and
that employees realize the activities that increase their happiness (Kalidass &
Bahron, 2015). Employees who always feel the support of the organization
beside them will be more rigidly loyal to their work and will not consider
leaving the workplace (Eisenberger et al., 1990). A supportive organization
means a workplace that is helpful and shows interest in employees. Supportive
organizations are proud of their employees, give them what they deserve, and
work to meet their needs. Thus, the performance of employees increases and
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they feel more like they belong at the organization (Shantz et al. 2016).
According to organizational support theoreticians, high organizational support
reveals the effective behaviors that result when working with employees (Cheng
et al., 2016). One of the benefits that organizational support provides is the
increase in job satisfaction by employees. Allen et al. (2003), their research also
emphasizes the importance of organizational support and explains that if the
organization administrations provide organizational support to the employees,
their job satisfaction is positively affected. The positive effect of organizational
support and business performance were analyzed within the scope of the
research model. In this context, the H1 hypothesis is established as follows. At
the same time, the mediation effect of the perceived organizational support
variable was analyzed in the future H6 and H7 hypotheses.
H1: In organizations, workplace spirituality has a significant positive effect
on perceived organizational support.
2.3. Job Control
Job control is the level of authority that employees have about their work
while demonstrating their knowledge, skills, and abilities about their work and
their ability to use them in a work environment (Brough & Biggs, 2015).
Therefore, employees must be outfitted with the necessary knowledge, skills,
talents, authority, and organizational resources to be able to possess the
necessary control over their jobs. It is not enough for workers to solely be
outfitted with the necessary elements of job control, but employees must also
trust themselves and believe in their capacities in using these in the dimension
of perception (Bolat, 2011). The degree of any employee’s freedom to be able
to make decisions about his or her work - job control - is partially the quality of
the work and partially the management understanding of lower and upper-level
managers-generally determined by the rules of the organization. So, job control
and control experience are different concepts. Therefore, we should not confuse
these two concepts. In situations where job control is high, increased motivation
and feelings of mastership form, and the effects of a high work-load create
stress that could not be observed (Hessels et al., 2017). In cases where job
control is low, the need for learning decreases over time, and hopelessness starts
to increase (Demiral et al., 2007). Additionally, participants with low job
control experience greater emotional depletion, desensitization, and decreased
feelings of personal success compared with those with high job control (Wood
et al., 2020). When the desire for control becomes relevant, those with a high
desire for job control experience a greater desire for personal success, and those
with a lower desire for job control experience greater emotional depletion and
desensitization (Giileryliz & Aydin, 2006). This is because employees with high
job control have the freedom to make their own work schedule, select the tasks
they will do, and make decisions about how they will perform these tasks
(Karanika-Murray et al., 2017). In situations of low job control, the work
schedule is done first, tasks are given, and it is determined how tasks will be
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performed. Sainfort (1991) stated that there were three levels of job control
arranged in a hierarchical order: instrumental control, conceptual control, and
decision control. Instrumental control, found at the lowest stage of the
hierarchy, indicates control of the employees over the order, speed, and amount
in which tasks are conducted. Conceptual control, second in the ranking, is the
control over the manner and methods in which tasks are performed. And
decision control, located at the highest step, relates to control over the decisions
regarding organizational policies. The existence of a fair process in the
monitoring of processes and the control of decisions (Day et al., 2017), affects
the perceptions of employees because they clearly contribute to the creation of
organizational processes. For this reason, the effects of workplace spirituality
and perceived organizational support over job control are researched in the
scope of the research model. The positive effect of Workplace Spirituality on
Job Control was first demonstrated within the scope of the research model. For
this purpose, the following H2 hypothesis is established. Another hypothesis to
be analyzed within the scope of the model is to test the hypothesis given by H4
and showing the positive effect of perceived organizational support on job
control. The relationship between perceived organizational support and
workplace spirituality and job control has been tested. The hypothesis
established for this purpose is given below as H7.

H2: In organizations, workplace spirituality has a significant positive effect

on job control.

H4: In organizations, perceived organizational support has a significant

positive effect on job control.

H7: In organizations, perceived organizational support mediation effect the

relationship between workplace spirituality and job control.

2.4. Organizational Citizenship
Behaviors of organizational citizenship increase the interest both in

scientists and managers. Katz and Kahn (1978) noted that organizational
citizenship is important for organizations and is necessary to earn higher profits
(Khan & Rashid, 2012). The concept of organizational citizenship has expanded
into various areas and disciplines such as human resources management,
psychology, industry, business law, strategic management, organizational
theory, and economics. Organ (1988) stated in his research that behaviors of
organizational citizenship encourage the effective operation of the organization
and the arrangement of an official reward system that does not directly or
clearly recognize individual behaviors or that is not official. In addition, the
effectiveness of behaviors of organizational citizenship within the organization
is based on whether the attitudes and behaviors that employee’s exhibit is
positive (Bolino & Klotz, 2015). It is seen that collaboration among employees
increased with the adoption by organizations of behaviors of organizational
citizenship was ensured with the procedures and rules of the organization,
regulations were complied with, and that employees were aware of their
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responsibilities (Basu et al., 2017). Generally, behaviors of citizenship nourish
the social mechanisms of the organization, decrease disputes between
employees, and increase organizational performance, and efficiency. It was
stated that behaviors of organizational citizenship contribute positively to the
quality of services (Bell & Menguc, 2002), job participation (Dimitriades,
2007), and to leader-member interaction (Lo et al., 2006). Indeed, there are a
few reasons for this study to focus on the behaviors of organizational
citizenship. Behaviors of organizational citizenship can increase the efficiency
of an organization by releasing various types of sources for more productive
objectives (Borman & Motowidlo, 1993; Murnane, 2016). For example,
managers find the opportunity to spend time slots they would normally spend
regarding problems employees face on problems at the managerial level-thanks
to employees who help one another in problems related to work (like strategic
planning, improving work processes, and providing new resources). In this
regard, the opportunity to spend more time will instead emerge as the topic of
access to resources that the organization needs with the coordination of the
activities of working groups at the management level (Karambayya, 1990;
Randhawa & Kaur, 2015). Along with the provision of organizational
citizenship, these behaviors ensure the formation of team spirit, morale, and
togetherness, and thus, the more efficient operation of the organization. In this
context, the effects of workplace spirituality and perceived organizational
support over organizational citizenship are researched. The positive effect of
workplace spirituality on organizational citizenship was first demonstrated
within the scope of the research model. For this purpose, the following H3
hypothesis is established. Another hypothesis to be analyzed within the scope of
the model is to test the hypothesis given with H5 and which shows the positive
effect of perceived organizational support on organizational citizenship.
Proceeding from the mentioned relationships, perceived organizational support
tested the mediation effect on the relationship between workplace spirituality
and organizational citizenship. The hypothesis established for this purpose is
given below as H6.

H3: In organizations, workplace spirituality has a significant positive effect

on organizational citizenship.

H5: In organizations, perceived organizational support has a significant

positive effect on organizational citizenship.

H6: In organizations, perceived organizational support mediation effect the

relationship between workplace spirituality and organizational citizenship.

3. Methodology
Within the scope of the aim of the research, a survey study was

conducted with 394 employees. The data obtained were analyzed by IBM SPSS
25 and SPSS Process V3 plug-in. In order to determine whether the data
obtained is compatible with the model defined, the Confirmatory Factor
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Analysis was performed in the LISREL program, and factor loads, t score
results, p-value values, and compliance and reliability values were calculated.
After the model fit was decided, Regression analysis and Hayes Test for
Mediation effect were used to test hypotheses established within the scope of
the research model. Correlation analysis was performed and interpreted to
determine the degree of relationship between data.

The prepared scale consists of statements about workplace spirituality,
perceived organizational support, organizational citizenship, and job control,
representing 4 variables. The workplace spirituality variable scale was adopted
from the studies of Milliman et al. (2003), Rego and E Cunha (2008), Pawar
(2009). The perceived organizational Support variable scale was adopted from
the studies of Eisenberger et al. (1986; 2001). The organizational citizenship
variable scale was adopted from the studies of Organ et al. (1988; 2005),
Chaitanya and Tripathi (2001), and Bakhshi et al. (2011), The job control
variable scale was adopted from the studies of Hackman and Oldham (1975),
Smith et al. (1997), Karasek et al. (1985), Ganster (1989).

Scale questions were prepared and sent to white-collar employees
working in companies operating in the production sector in the form of online
questionnaires. The participants were asked to respond on a voluntary basis for
this study. At the same time, the decision of the ethical committee for the scale
to be used in the study was made and the statements were followed so as not to
cause any misunderstanding. For the Common Method Variance problem that
may occur as a result of measurement, anonymity is provided for survey
respondents, active for ten days after the first submission of the survey, and the
time is ensured that it does not create a print. At the same time, it is aimed to
prevent involuntary filling by keeping the number of questions at a reasonable
level.

3.1. Research Aim

In this study, a scale application was made on white collars working in
food companies operating in the production sector. The reason why the
production sector is chosen for the study is that the sector employees who are in
a very intense and stressful working environment, both the workplace
spirituality and the responses to organizational support research, to bring the
results to the literature and the sector. In the literature, very few publications
investigating the relationships between variables to be analyzed and mediation
effects constitute the motivation factor of the article. The positive effect of the
variable of workplace spirituality on perceived organizational support (H1), job
control (H2), and organizational citizenship (H3) to bridge this gap in the
literature; In addition to the positive impact of the perceived organizational
support variable on job control (H4) and organizational citizenship (HS), the
mediation effect between workplace spirituality and organizational citizenship
(H6) was finally analyzed between workplace spirituality and job control (H7).

134 Iktisadi ve Idari Bilimler Dergisi, Ocak 2021, Cilt: 35, Sayi: 1



Zafer ADIGUZEL - Fatma SONMEZ CAKIR - Aysenur ATALAY

3.2. Findings

The survey responded 163 (41%) Female and 231 (59%) Male from
white-collar employees. 325 of the participants (82.5%) are universities and 69
(17.5%) have a Postgraduate degree. 112 participants (28.4%) work in firms
operating in the field “National”, 163 participants (41.3%) “Regional” and 119
participants (30.3%) “International”. First of all, it has been tested whether the
data obtained differ according to the categories of the mentioned demographic
variables. For this purpose, Independent Samples t-test was conducted because
the Sector (Public and Private), Gender (Female and Male) variables were
composed of two categories. Tested for differences on the basis of averages of
points given to expressions according to the categories of both variables. P-
value (0.000<0.05) in t-test result for industry question, and P-value
(0.000<0.05) for t-test result to determine whether there is a difference between
scores given by gender value. It has been decided that there is no difference
between the score averages given according to the categories of both Sector and
Gender variables. Likewise, ANOVA checked whether there is a difference
between the points averages given to the statements according to the category of
Education and Activity. P-value values for both variables (0.000<0.05) were
found. This conclusion revealed that there is no difference between the points
given to the statements according to the categories of the education and activity
field variables. The co-examination of the data in this context will not cause any
problems and are used together.

Job Control

Perceived
Organizational
Support

Workplace
Spirituality

Organizational
Citizenship

Fig. 1: Research Model

4. Analysis
Factor Analysis is used to provide clues about the structure of the
relationship between many variables that are thought to be related (Islamoglu,
2011). Three methods are used to determine whether the data set is suitable for
factor analysis. The factor load during the analysis was limited to 0.50. Thus,
under each factor, it is ensured that recommendations best representing that
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factor are found. Also, it led the way to each factor attaining a healthier and
higher degree of representative strength. Eight questions were removed from the
scale because they did not exhibit factor distribution and fell to different factors
by reducing reliability because of the Factor analysis in the 38-question survey
prepared on a 5-point Likert scale. The remaining 30 questions were distributed
to four factors. The Kaiser Meyer Olkin (KMO) result and Bartlett test result
should be looked at to determine whether the data is suitable for factor analysis.
For available data, the KMO value was 0.953. This value application reported
that the realized sampling group was adequate at an excellent level (Kalayci,
2010). This rate should be greater than 0.60 (Biiylkoztirk, 2002). Made the
Bartlett obtained as a result of the test Sig. (0.000) were found. These results
indicate that the data correlation matrix is not a unit matrix and that the data is
suitable for Factor analysis (Biiylikoztiirk, 2002; Sénmez Cakir, 2019). Factor
analysis for the data set is carried out with the LISREL package program and
the results obtained are presented in Table 1. The numbers of expressions are
rearranged in the ascending order of factor loads.

Tab. 1: Factor Analysis Results

Std: 1 T T AvE| cr
Solution | scores

OC4. 1 defend the organization against individuals

) N L 0.870 [21.58*
with negative ideas about the organization.
OC2. I start work on time by consistently coming to 0.830 |20 10*
work early.
OCS5. I am at work on time every day, including under 0810 |1943%

circumstances like poor weather and heavy traffic.
OCl1. I help ensure coordination between departments. | 0.820 [19.61%*
OC3. I hold the interests of the organization above the

) 0.820 [19.73*
interests of myself and my colleagues.

OC7. I use new techniques and developments while

*
fulfilling my duties. 0.840 12026%1 651 0.95
OC6. I follow changes and developments in the
) - o 0.810 [19.27*
environment regarding the organization.
OCS8. I engage in the exchange of ideas regarding new 0760 |17.62*

techniques and developments with my colleagues.

OC9. I introduce the organization at which I work as

an organization that supports its employees against the | 0.780 |18.21*

outside.

OCI10. I help my colleagues who have heavy

workloads.

'WS3. 1 feel connected to the goals of the organization

at which I work.

'WS4. Employees at the organization at which I work 0.59] 0.93
. . e 0.780 |18.01%*

act in accordance with a shared objective.

0.740 |17.08*

0.800 |17.32*
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'WS2. Spirituality is quite important in the culture of
S . 0.770 |18.86*
the organization at which I work.
(WS1. The organization at which I work values its 0790 |18.41*
employees.
WSS..Employees value one another at the organization 0760 |17.49%
at which I work.
'WSS8. The organization at which I work strives for
; . 0.800 |18.76*
employees to be in a peaceful environment.
WSG. I view the organization at which I work as a 0730 |16.45*
piece of a family.
'WS7. The work environment was designed for 0720 |16.33*
employees to feel comfortable.
'WS9. The organization at which I work places
importance on employees’ being cheerful and 0.750 [17.26%*
energetic.
POS2. In the organization I work for, employees
. . . 0.700 |15.41%*
receive support when they experience any uneasiness.
POS3. A solution is sought when employees have any 0750 |16.81*
complaints.
POS1. I always get support even if | have mistakes in 0810 |18.81*
my work. 057 0.89
POS6. The organization at which I work truly values ' '
0.800 |18.35*
the welfare of employees.
PQS4. Employees are helped at the organization at 0760 |17.03*
which I work.
POSS. The organization at which I work powerfully
: 0.700 |15.28%*
considers the goals and values of employees.
JC2: The 1nf0rmat10n resources that I need while I do 0770 |17.54%
my job have an influence.
JC3. I have the f.reedom to make decisions regarding 0780 |17.94%
what I do at my job.
JC1. I must continue learning new things about my job.| 0.860 |20.71*| 0.64 | 0.90
JC4. I can guess what ‘the consequences of decisions 0800 |18.57*
that I make are regarding my job.
JC5. I am responsible for making decisions about how 0780 |17.78*
my job is performed.
Chi-Square=1257.12, df=399, P-value=0.00000, RMSEA=0.074

WS: Workplace Spirituality, POS: Perceived Organizational Support, OC:
Organizational Citizenship, JC: Job Control; *= t Scores>1.96 and all P values<0.05.
Items are meaningful for factors.

Confirmatory Factor Analysis: It is used to define the statistical analyses
in research models in which there are variables that represent more than one
variable and are measured or observed more than once (Ozdamar, 2013). It is
consistent with the research model when considering the values in the Model
Fit; X2 / df=3.108<5 good fit, IF1=0.98>0.95 good fit, NFI=0.97>0.95 good fit,
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NNFI=0.98>0.95 good fit, PNFI=0.89>0.85 good fit, CFI=0.98>0.95 good fit,
RMSEA=0.074<0.080 good fit, RFI=0.96>0.90 close to 1 better fit,
RMR=0.038<0.05 good fit (Joreskog & Sorbom, 1993; Kline, 2005;
Schermelleh-Engel et al., 2003; Erkorkmaz et al., 2013; Hooper et al., 2008;
Sonmez Cakir & Adiguzel, 2019). For this reason, the validity for the 4-factor
structure that emerged with the explanatory factor analysis conducted in the
SPSS 25 statistical program was also confirmed with the confirmatory factor
analysis in LISREL. AVE (Average Variance Extracted) is used to measure
Convergent validity, CR (Composite Reliability) content validity and to ensure
that the model is compatible with convergent validity AVE values must be
greater than 0.50, but CR values must be both from their AVE values and above
0.70 (Sonmez Cakir & Adigiizel, 2020). The data obtained meet these criteria
and it can be said that the model has both convergent validity and content
validity.

In reliability analysis, generally accepted reliability values are calculated
for studies in the field of research and information about the relationship
between the substances that make up the scale. Whether the prepared
questionnaire questions are sufficient to measure a particular situation can be
revealed with the help of this method. The reliability of scale and the
coefficients of correlation between factors are given in Table 2.

Tab. 2: Reliability Values and Correlation Coefficient Values

Correlations
Number Cronbach
Variables of Ttems Alfa (o) oC WS POS
Values
Organizational
Citizenship (OC) 10 0.949 !
Workplace
Spirituality (WS) 9 0.927 0.588** 1
Perceived
Organizational 6 0.885 0.586** 0.632%** 1
Support (POS)
Job Control (JC) 5 0.896 0.472** 0.621** 0.576**
**=Correlation is significant at the 0.01 level (2-tailed).

Reliability analysis was done after factor analysis. The reason for the
reliability analysis is to determine the internal consistency of the scales. In
reliability analysis, cronbach alpha coefficient is used. In studies conducted in
the social sciences, those with a cronbach alpha value of 0.70 and above are
generally accepted (Nunnally, 1978; Hair et al., 2000; Buyukozturk, 2007). As
we specified before, previously conducted analyses (factor analysis, reliability
analysis, descriptive analyses) were executed over 394 surveys obtained from

138 Iktisadi ve Idari Bilimler Dergisi, Ocak 2021, Cilt: 35, Sayi: 1



Zafer ADIGUZEL - Fatma SONMEZ CAKIR - Aysenur ATALAY

organizations. As a result of the correlation analysis, a significant relationship
was found between the variables of workplace spirituality, perceived
organizational support, organizational citizenship, and job control.

After analyzes related to the data set, the hypotheses (H1:H5) were tested
within the scope of the research model. Correlation analysis and factors have
been revealed, but the magnitude of effect will be determined by regression.
The results of the regression analysis are presented in Table 3.

Tab. 3: Regression Analysis Results

Standard | Adjusted . Accept /

H| DV | IV B R SJquare F Value | Sig. Rejeft
HIl | POS WS 0.632 0.398 260.704 0.000* | Accept
H2 JC WS 0.621 0.384 246.107 0.000* | Accept
H3 OoC WS 0.588 0.344 207.349 0.000* | Accept
H4 JC POS 0.576 0.330 194.587 0.000* | Accept
HS OoC POS 0.586 0.342 205.117 0.000* | Accept
*:p<0.05; DV: Dependent Variable; I'V: Independent Variable

As a result of regression analysis, all Sig. values were obtained less than
0.05. This indicates that the regression between variables is meaningful. The
calculated R Square values indicate how much the argument describes the
change in the dependent variable. F value values provide information about the
significance of the model as a whole, and Sig. values indicate whether the
coefficients of the model are meaningful. For all hypotheses, both Sig. and F
value values indicate that models are meaningful and that hypotheses are
supported. Hypotheses between HI1:H5 were “accepted” and all dependent
variables were found to have positive effects on arguments. After these actions,
Hayes Mediation effect will be viewed using the Process v3 plugin for H6 and
H7 hypotheses where the agent variable effect of POS is claimed. The results
for the H6 hypothesis are given in Table 4, and the results for H7 are given in
Table 5.

Hayes (2017) developed test that does not have P values. The mediation
effect is interpreted based on BootLLCI and BootULCI values. If there is no
zero value between BootLLCI and BootULCI values for the established model,
the mediation effect is mentioned in the relationship. When these values in
Table 4. and Table 5. “Completely standardized indirect effect (s) of X on Y”
lines are analyzed, hypotheses can be decided.

Tab. 4: Hayes Mediation Effect Results for H6 Hypothesis

Outcome Variable: POS

coeff se t p LLCI ULCI S.coef
Constant | 0.8663 | 0.1973 4.3900 0.000 0.4783 | 1.2543
WS 0.7291 | 0.0452 16.1463 0.000 0.6403 | 0.8179 | 0.6320
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Outcome Variable: OC

coeff se t p LLCI ULCI | S.coef
Constant | 0.1115 | 0.2346 0.4752 0.6349 -0.3498 | 0.5727
WS 0.4945 | 0.0676 7.3116 0.000 0.3615 | 0.6275 | 0.3626
POS 0.4219 | 0.0586 7.1975 0.000 0.3067 | 0.5372 | 0.3569
Outcome Variable: OC Total Effect Model

coeff se t p LLCI ULCI | S.coef
Constant | 0.4770 | 0.2434 1.9596 0.508 -0.0016 | 0.9556
WS 0.8022 | 0.0557 14.3996 0.000 0.6926 | 09117 | 0.5882
Completely standardized indirect effect(s) of WS on OC

Effect | BootSE | BootLLCI | BootULCI He6: Accept
POS 0.2256 | 0.0403 0.1484 0.3091 )

There is no zero number between BootLLCI (0.1484) and BootULCI
(0.3091) below Completely standardized indirect effect (s) of WS on OC line.
This result means that the POS variable has a mediation effect on the
relationship between WS and OC. The other lines of the table show the results
of single and multiple regression. The first line shows the effect of the WS
variable on POS, the second line shows the effect of WS and POS on the OC at
the same time, and the third line shows total effect on the OC variable of the
WS variable. After these explanations, the H6 hypothesis has been accepted.

Tab. 5: Hayes Mediation Effect Results for H7 Hypothesis

Outcome Variable: POS

coeff se t P LLCI | ULCI S.coef
Constant | 0.8663 | 0.1973 4.3900 0.000 0.4783 | 1.2543
WS 0.7291 | 0.0452 16.1463 0.000 0.6403 | 0.8179 | 0.6320
Outcome Variable: JC

coeff se t p LLCI | ULCI | S.coef
Constant | 1.1312 | 0.1792 6.3130 0.000 0.7789 | 1.4835
WS 0.4534 | 0.0517 8.7774 0.000 0.3519 | 0.5550 | 0.4280
POS 0.2805 | 0.0448 6.2652 0.000 0.1925 | 0.3686 | 0.3055
Outcome Variable: JC Total Effect Model

coeff se t p LLCI | ULCI S.coef
Constant | 1.3742 | 0.1833 7.4982 0.000 1.0139 | 1.7345
WS 0.6579 | 0.0419 15.6878 0.000 0.5755 | 0.7404 | 0.6210
Completely standardized indirect effect(s) of WS on SC

Effect | BootSE | BootLLCI | BootULCI
POS | 0.1931 | 0.0367 | 0.1214 | 02645 H7: Accept

Completely standardized indirect effect (s) of WS on SC has no zero
between the values of BootLLCI (0.1214) and BootULCI (0.2645). This result
means that the POS variable has a mediation effect on the relationship between
WS and SC. The effect of WS variable on POS in the first row of the table, the
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effect of WS and POS on SC simultaneously on the second row, the total effect
value of the WS variable on the JC variable in the third row observed. After
these explanations, the H7 hypothesis has been accepted. As a result, the
mediation effect hypotheses given in H6 and H7 were also accepted and the
values of the established model were presented.

5. Discussion

When the effects of workplace spirituality and organizational support on
the employees are examined within the scope of the research, it is understood
that with the testing of the hypotheses, organizations should provide a peaceful
and comfortable environment for the employees, as well, they are affected
positively when they get support from their organizations. In this context, when
variables are discussed; considering the contributions of perceived
organizational support on employees, the most important contribution is that
employees feel like they belong at the organization and the commitment to the
organization is further strengthened (Krishnan & Mary, 2012). Should this
belief exist, employees not only feel like they belong at the organization and
exhibit behaviors of organizational citizenship but also feel that job control can
be efficiently provided. It is accepted that perceived organizational support
created a general perception of support within the employees for the
organization; and in a way, that employees and employers are loyal to one
another (Rousseau, 1995), and there is perceptive support that must be
considered for employees to work in a peaceful environment (Aselage &
Eisenberger, 2003). As a result of the research, it is seen that perceived
Organizational support positively affects both job control and organizational
citizenship behavior. If this is achieved, employees can feel that they belong to
the organization. Clearly, the success of employees in the environment provided
within the organization and in job control is important as errors that might be
made in job control can be the most costly losses at production firms. The job
control of one employee covers his or her skills and talents. This is because the
successful completion of job control reveals the quality of the work conducted
(Elovainio et al., 2001). For this reason, the importance of workplace
spirituality on the topic of employees’ feeling good emerges. When workplace
spirituality ensured, employees both feel like they belong to the organization
and can successfully fulfill their job control. When the organizational
citizenship of employees is successfully ensured, they can reach a positive
judgment about the general support of the organization. Sharma et al. (2011)
explained in a study that job satisfaction has an influence on organizational
citizenship behaviors. The ability of employees to achieve job satisfaction
depends on the working environment within the organization, which is an
environment that is designed to positively affect employees. Gupta et al. (2014)
stated in their study that workplace spirituality positively affected job
satisfaction, and considering the relationships between the variables in the scope
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of the research model, the importance of both organizational support and
workplace spirituality comes to the fore in the success of job control.
Employees exhibit stronger performances when they establish a strong
relationship within their organizations and find feelings of meaning in their
work (Van Dyne et al., 1994). This study is a response to studies in this regard,
including organizational support that leads to a search that examines the
organizational results of workplace spirituality. It is considered important in
terms of ensuring success in job control, management’s ensuring workplace
spirituality for employees and organizational procedures (Ambrose &
Schminke, 2003). However, organizations must support future research to be
able to fully support these assumptions. Unfortunately, even though the
organization managers stated that they advocate university-industry
cooperation, they close their doors when research is requested by researchers in
the social sciences. There truly is a need for leaders who wish to see the extent
to which the management styles that materialize at organizations affect
employees and the organization. Large companies and holding firms do not
look kindly upon work requesting to be done in the field of social sciences, and
they generally provide the following response: “We do not allow for
questionnaires or similar studies, as per our company policies.” It begs the
question of how this decision that was made at the management level directs an
organization behind closed doors. University-industry collaboration must be
ensured in real terms for organizations to be maximally efficient between the
organization and employees.

Conclusion

The traditional methods, structures, and processes in workplaces with a
multifaceted change has started to become useless, and the importance given to
people has thereby increased. Consideration of this important aspect needs to be
provided according to the material and spiritual needs of people. Thus, it will be
easier to bring up and discuss the concept of spirituality in the business world.
Employees today spend most of their time at their workplaces (outside of the
pandemic process, i.e. excluding those who work from home), and the time
spent at the workplace also means meeting the expectations of employees, both
financially and morally. Therefore, the physiological needs of employees (like
earned wages and conditions of the physical work), as well as needs like love,
respect, appreciation, and self-realization, must be met for employees to be
spiritually satisfied in the workplace. The satisfaction of these needs (especially
the need for self-realization) at the upper steps of the hierarchy of needs can
resemble the satisfaction of the spiritual needs of employees and can provide for
their spiritual well-being (health). Workplaces should realize various practices
to be able to satisfy the spiritual needs of employees. Practices like respecting
the value judgments of employees, offering opportunities that help them live
their beliefs, creating opportunities for leisure and entertainment, childcare
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services, and flexible work hours are examples of spirituality in the workplace.
Workplace spirituality, stress decreases absence and the rate of labor turnover
and increases motivation and the behaviors of organizational citizenship. It can
be explained by the support of H1, H2, and H3 hypotheses that workplace
spirituality positively affects both perceived organizational support and job
control and organizational citizenship behavior as a result of the analysis. The
general opinion in job control is that if employees are in a state of interaction
with their managers, they will have positive opportunities to reflect their skills
and talents in their work. Employees will be both productive and will have the
opportunity to better exhibit their performances when they receive the support
of their managers- thanks to being in a state of interaction. At the same time,
this situation will allow employees to own their organizations and the feeling
that they belong to the organization. In the research, it can be explained by the
support of H4 and HS5 hypotheses that perceived organizational support
positively affects organizational citizenship and job control. Workplace
spirituality generally has a positive effect on job satisfaction (Bodia & Ali,
2012). Because spiritual needs are fulfilled simultaneously in the expenditure of
the financial of employees and with ensuring workplace spirituality within the
organization (Duchon & Plowman, 2005), they can best exhibit their
performance in a more productive work setting. In other words, employees will
feel much happier at their workplaces when they feel meaning in their work and
that they are working toward a goal (Bakker & Schaufeli, 2008). As a result of
the analyzes, if workplace spirituality is provided for the success of the
organizations and the organizational support is given to the employees, job
control can be achieved successfully and the organizational -citizenship
behaviors of the employees are affected positively. The mediation variable
effect of organizational support perceived as a result of the analysis of the
mediation variable effect is supported by the H6 and H7 hypotheses.
Considering the limitations of the research, it is recommended to conduct the
research in different sectors and make comparative analyzes in terms of the
sample population, since surveys are collected from white-collar employees
working in food production companies. There is a need for more studies
investigating the thoughts of especially blue-collar employees on workplace
spirituality. The research provides a background for workplace spirituality,
especially for future studies; it is also likely to be a reference for researchers
wishing to examine the impact of perceived organizational support on
employees in future research.
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