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Abstract
The purpose of workplace spirituality is to enable individuals to realize the poten-
tial or their personal spirituality, develop a positive attitude and be able to create 
positive connections with their environment. The Spirit at Work Scale (SAWS) 
developed by Kinjerski and Skrypnek stands out as it conceptualizes and evalu-
ates workplace spirituality. This study was organized methodologically in order to 
assess the validity and reliability of the Turkish adaptation of the Spirit at Work 
Scale in production businesses in a Turkish metropolitan center. The population of 
the study was drawn from businesses with ten or more employees in an industrial 
zone. The study involved a convenience sample of 188 participants. Considering 
the results of exploratory factor analysis (EFA), it was seen that the items in the 
scale were grouped around three different factors. According to the results from con-
firmatory factor analysis (CFA), three-factor SAWS‑TR was confirmed as a model. 
Consequently, it was seen that spirituality at work combined three elements, namely 
Engaging Work, Mystical Experience and Spiritual and Social Connection, for 
workers in the production sector in this study.

Keywords  Spirit at work scale · Validity · Reliability · Production sector · Turkey

Introduction

Following an increase in market competition and the number of dynamic work envi-
ronments, businesses have been striving for sustainability (Cinnioğlu, 2018). In 
modern organizations, the fact that functionality is accepted as the only supreme 
value, individuals are guided to become atomized (Baykal, 2019). This fact has 
forced employees in almost every sector to endure longer and more difficult working 
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conditions, to experience the pressure of working overtime, to take fewer breaks and 
off days with expectations of more work with fewer resources (Altaf & Awan, 2011; 
Cinnioğlu, 2018; Örgev & Günalan, 2011). Such situations, which create both psy-
chological and physical pressure on employees, may be the result of intrinsic factors 
such as being unable to reject a work overload when they are newly employed or 
extrinsic factors such as being forcibly assigned by directors to perform tasks (Altaf 
& Awan, 2011).

Such working conditions may cause the health of employees to deteriorate or 
even cause psychological problems. In a study conducted between 1995 and 2005 
using data from fifteen European countries, it was shown that mental health disor-
ders are significantly related to the working conditions of employees working under 
negative labor demands (such as working in shifts, being required to accomplish 
complex and demanding tasks, and having limited work autonomy). It was found 
that negative work demands caused far more than sleeping disorders or anxiety for 
employees (Cottini & Lucifora, 2013). In this large-scale study (with 5,829 employ-
ees), while work load and performance control were found to be strongly related to 
the general health of middle-aged employees, work demands were reported as being 
more significantly related to mental health (Laaksonen et al., 2006). In another study 
(with 3,672 employees), low occupational safety was found to double the possibility 
of mental health symptoms and disorders of employees. Such employees would dis-
play risks of mental disorder at rates 3 to 5 times higher than those employed in jobs 
more suitable to those employees (ten Have et al., 2015).

One of the critical aspects of a business is the attention to be given to the men-
tal health of employees. In this respect, the awareness of workplace spirituality has 
increased to support employees in their search for deeper meaning and commitment 
in today’s modern business life (Fry, 2003). It is necessary to understand spiritual-
ity itself before dealing with spirituality in the workplace. Hungelmann et al. (1985) 
defined spirituality in three categories as transpersonal (relationship with God), 
interpersonal (with friends and family, etc.) and intrapersonal (with the inner self). 
According to Fry (2003), spirituality is a concept that is concerned with the posi-
tive qualities of the human spirit such as love, which bring happiness to both self 
and others, in addition to compassion, patience, tolerance, forgiveness, contentment, 
sense of responsibility and harmony. Streib and Klein (2016) emphasized that spir-
ituality should not be presented as a scientific concept that could compete with or 
replace “religion.” The common bridge between spirituality and religion is devo-
tion and altruistic love toward others and in this respect, spiritual teachings and the 
teachings of the great religions are remarkably similar (Fry, 2003). The common 
ground of all these aspects is that spirituality has a two-dimensional structure which 
could be defined as “horizontal and vertical.” The horizontal dimension is an emo-
tional bond that emphasizes interaction with others. The vertical dimension is the 
deep, one-way relationship of an individual with his creator (Altaf & Awan, 2011; 
Avcı, 2019).

Workplace spirituality is the form of spirituality that encompasses the limits of a 
business (Altaf & Awan, 2011). The main purpose of workplace spirituality is the 
realization of the potential of employees in their respective spiritual worlds, devel-
oping positive attitudes and the ability to create positive relationships with their 
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surroundings (Baykal, 2018; Cinnioğlu, 2018). It is necessary for businesses to nur-
ture the souls, feelings of purpose, emotions and meaningful experiences of those 
employees with a spiritual awareness (Ahmadi et al., 2014; Çakıroğlu et al., 2018). 
The definition of workplace spirituality is also present in separate aspects at the 
individual, group and organizational levels. While spirituality is defined as having 
a meaningful job at an individual level, at the group level it is to have group aware-
ness and a feeling of belonging to the group. At the organizational level, spirituality 
means being able to work in harmony with organizational values and to adopt the 
mission and vision of the organization (Chen & Yang, 2012; Milliman et al., 2003). 
Workplace spirituality is related to ethics (Pawar, 2009). Örgev and Günalan (2011) 
claimed that it is not ethical for businesses to regard the power of employees’ inner 
worlds as an asset that could be exploited while already benefiting from their physi-
cal attributes. Mitroff (2003) stated that there are no ethical issues in encouraging 
workplace spirituality to improve employee commitment and organizational perfor-
mance so long as the intervention is respectful toward personal dignity.

For both researchers and professionals, workplace spirituality is an interesting 
topic as an instrument to solve business related problems (Pawar, 2009; Baykal, 
2018; Cinnioğlu, 2018). This is due to factors such as workplace spirituality being 
the inner conflicts of employees, self-control, motivation and workplace spiritual-
ity being used as a tool to realize employees’ personal development (Jurkiewicz & 
Giacalone, 2004; Örgev & Günalan, 2011). Applications of spirituality not only 
increase the satisfaction of employees, they also lead to high productivity, increased 
morale and greater competitiveness (Cinnioğlu, 2018). This means an increase in 
business performance, participation in work, greater profit, institutional commit-
ment and as a result success. During the institutionalization process, realizing appli-
cations that contribute to employees’ inner journey increases in their proficiency 
and performance and positively influencing their attitudes is encouraged at all levels 
(Örgev & Günalan, 2011; Tourish & Tourish, 2010). In order to realize workplace 
spirituality at the individual level, training sessions and seminars can be organized 
(including meditations, collective worship, spiritual seminars, spirituality oriented 
programs, etc.), and to develop spirituality at the organizational level, an organiza-
tion may focus on spiritual values and use these as a base to organize events, develop 
strategies and guide human resources policies, that is, the integration of spirituality 
into the daily operations of an organization (Altaf & Awan, 2011; Pawar, 2009). On 
the other hand, it was reported that a number of businesses would avoid integrating 
spirituality, fearing that it may become an object of ridicule or fear. It was stated 
that some businesses attempted to conceal it by renaming it as “search for meaning” 
with some considering such endeavors to be “fruitless” applications. (Jurkiewicz & 
Giacalone, 2004).

Considering the results of the study, it was shown that spirituality acts as a mod-
erator in the relationship between workload and job satisfaction (Altaf & Awan, 
2011), as well as between the workplace spirituality of organizational commitment 
and organizational citizenship behavior (Kazemipour & Amin, 2012). Afsar et  al. 
(2016) stated that workplace spirituality increases inner motivation and environ-
mentally friendly behavior. Petchsawang and McLean (2017) determined that work-
place spirituality and organizational identification are higher in organizations where 
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meditation applications are allowed. Additionally, it was found that workplace spirit-
uality decreases employees’ negative behavior (Chawla, 2014), stress (Daniel, 2015) 
and intentions to resign (Gatling et al., 2016). It was shown that workplace spiritu-
ality and self-esteem (Awan & Sitwat, 2014); workplace spirituality and mindful-
ness (Jnaneswar & Sulphey, 2021); workplace spirituality; and organizational justice 
(Sharma & Kumra, 2020) are the precursors of the mental well-being of employees. 
Furthermore, it was shown that workplace spirituality and the interaction between 
work roles and family roles which may positively influence the mental health of the 
employees have a significantly positive relationship (Hassan et al., 2020).

The Spirit at Work Scale (SAWS), which was developed by Kinjerski and Skryp-
nek (2006), is a remarkable tool for the conceptualization and evaluation of work-
place spirituality. This scale conceptualizes spirituality in four subdimensions each, 
respectively, with cognitive, interpersonal, spiritual and mystical properties. The 
methodological results of SAWS from three studies conducted in different fields 
in Turkey were accessed. The scale was adapted into Turkish by Ünal and Turgut 
(2015) in a study with the participation of academic personnel. The measurement 
results in their study proved that the scale were a highly reliable and valid tool. How-
ever, the accuracy of the measurement model was not tested in this study. Kökalan 
(2017) studied the four-dimensional structure on employees of the banking sector 
in Turkey as a measurement model without testing the factor structure. Regarding 
the fit indices conducted in our study, the results indicated that the model was an 
acceptable fit for the measurement model. Furthermore, Kanbur and Kavuklu (2018) 
reported that the scale had a four-dimensional structure and was a valid and reliable 
tool in a study they conducted on textile factory employees. However, accuracy was 
not tested as a measurement model in this mentioned study.

In this study, from the point of utilizing SAWS in the production sector fields 
other than those mentioned above, critical procedures suggested in the cultural adap-
tation of measurement tools were re-implemented and the measurement results were 
presented. In this respect, this study was planned methodologically in order to deter-
mine the validity and reliability of the Turkish adaptation of the Spirit at Work Scale 
in production businesses in a Turkish metropolitan city.

Methodology

Sample and Procedures

The data were collected during February 2020 and August 2020 and obtained 
through production facilities in the industrial zone of a metropolitan city in Tur-
key. In this industrial area, there are a total of 42,000 people employed in 613 busi-
nesses functioning in 40 different sectors, including construction, plastics, food, 
packaging, furniture and wood products, especially focusing on the production of 
automotive spare parts, metal casting, metals, machines, agricultural machinery and 
equipment. Two-thirds of the businesses have at least 10 employees with the study 
universe being approximately 25,000 individuals. In order to reach a confidence 
level of 95% and an acceptable error rate of 7%, we calculated that the participation 
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of 189 employees was sufficient. In line with the employee and business-related data 
obtained from the industrial zone, an appropriate sample of employees was gath-
ered from an overall sample of approximately 25,000 in total. Additionally, in the 
literature, recommendations have been made to work with samples of 5 to 10 times 
the number of items in the scale in order to conduct factor analysis in validity and 
reliability studies (Büyüköztürk, 2008). Considering this suggestion, we planned to 
recruit a convenience sample of at least 180 employees, which is 10 times the num-
ber of 18 items in the scale. The study was completed with 188 employees.

Measures

We asked participants about their socio-demographic characteristics, job-related 
characteristics and their spirituality and religiosity. The perception of religiosity was 
evaluated through a visual analogue scale on which the participant marks a value 
ranging from 0 to 10.

Spirit at Work Scale (SAWS)

The scale was developed by Kinjerski and Skrypnek (2006) in order to determine 
spirituality in the workplace. In the development phase of the scale, where it was 
applied to 332 participants working at university under various titles, Cronbach’s 
alpha coefficient was found to be 0.93 (and between 0.86 and 0.91 for the subdi-
mensions). The four factors of scale structure were named Engaging Work, Sense of 
Community, Spiritual Connection and Mystical Experience. The scale is a 6-point 
Likert scales ranges from 1: I do not agree at all, to 6: I totally agree. High scores 
from the scale and its subdimensions mean spirituality at work is at a high level.

The Engaging Work subdimension encompasses the state of intense well-being, 
the sense of having meaningful work that emphasizes a divine purpose and the 
harmony between an individual’s values and beliefs. Mystical Experience includes 
positive energy and a state of liveliness, sense of perfection, joy and transcendence 
while working. Spiritual Connection consists of an individual’s feeling of being con-
nected to a higher power/being. Finally, Sense of Community involves characteris-
tics related to interpersonal relationships along with the common purpose and sense 
of commitment that an individual shares with others. All these cognitive characteris-
tics are externalized by the spirituality of the individuals during their work, although 
not all directly but some in an indirect manner.

Ethical Issues

Permission for use of the scale was obtained from the developer of the scale, Val 
Kinjerski, via email and the study was conducted according to the instructional 
steps for the scale adaptation she provided. Written permissions were obtained from 
the institutions where the study was conducted. The objectives of the study were 
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explained to the participants, who signed the consent forms. All participation was 
on a voluntary basis.

Data Analysis

The data were assessed with the IBM SPSS 22.0 and IBM SPSS AMOS 22.0 statis-
tics software packages. Continuous variables related to the defining characteristics were 
given in median ± standard deviation and categorical variables were shown in numbers 
and percentages. Exploratory factor analysis (EFA) and confirmatory factor analysis 
(CFA) were performed on data collected to determine construct validity. The varimax 
rotation method was used to obtain Kaiser–Meyer–Olkin (KMO) and Bartlett spheric-
ity test results, common variance values for the items, an eigenvalue line graph, prin-
cipal component analysis results and interpretable factors. The validity of the model 
for the sample was tested through CFA. To test the reliability of the scale, item-total 
score correlation and the Cronbach’s alpha reliability coefficient were calculated. The 
time invariance of the scale was assessed through the correlation of a four-week period 
test retest the scores. The relationship between the constant variables and the SAWS-
TR scores was evaluated through Mann–Whitney U and the Kruskal–Wallis Test. The 
Pearson correlation test was used to determine the relations among the averages. The 
result of p < 0.05 was accepted as statistically meaningful.

Results

Results on the Socio‑demographic and Workplace Characteristics 
of the Employees

With the average age of 34.05 ± 7.36, 78.2% of the participants were male, 67.4% mar-
ried, 29% had an associate’s degree and 49.7% were workers. In terms of working time, 
33% have been working in the same business for 1 to 3 years. Of all the participants, 
45.8% have been working in this sector for more than 10 years. The average income of 
the participants was 3,743 ± 2,087 Turkish Liras (TL) (Table 1).

Results Related to the Spiritual Characteristics of Employees

When employees were asked about the aspects that help them find meaning and pur-
pose in their lives, 83.5% stated “family relationships,” 69.1% responded “Allah” and 
64.4% replied “friendships.” As coping mechanisms in difficult situations, 74.5% 
stated “family/friend support,” 69.7% replied “Allah/belief in a higher power,” and 
43.1% stated “salah” as their support. The rate of employees who believe in “Allah/a 
higher power” is 88.8%. The most common spiritual acts were found to be reading the 
“Qur’an” and “praying” at 68.6%, and “salah” at 64.4%. The perceived religiosity level 
was 6.24 ± 2.63 (min–max: 0–10) (Table 2).
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Table 1   Distribution of findings 
related to the socio-demographic 
and workplace characteristics of 
employees

Characteristics N or mean %

Gender
Female 41 21.8
Male 147 78.2
Age, years 34.05 ± 7.36 (Min.-

Max. = 18–54)
Marital status
Married 126 67.4
Single 61 32.6
Education
Primary–secondary education 53 28.5
High school 38 20.4
Associate’s degree 54 29.0
Bachelor’s degree 37 19.9
Master’s/PhD 4 2.2
Job title
Manager 43 23.5
Engineer/chief/shift supervisor 35 19.1
Foreman/senior foreman 14 7.7
Worker 91 49.7
Working time in the enterprise
1 year or less 27 15.0
1–3 years 59 33.0
4–6 years 34 19.0
7–10 years 22 12.3
10 years or more 37 20.7
Working time in the sector
1 year or less 10 6.5
1–3 years 23 14.8
4–6 years 26 16.8
7–10 years 25 16.1
10 years or more 71 45.8
Number of employees
10–49 71 39.4
50–149 87 48.3
150–249 16 8.9
250 and over 6 3.3
Form of Business Ownership
Family/private sole proprietorship 158 84.9
Domestic capital partnership 17 9.1
Foreign capital partnership 11 5.9
Income (TL) 3,743 ± 2,087 

(Min. Max. = 2,300–
15,000)
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Results Related to the Validity and Reliability of the Scale

For the content validity of the scale, expert opinions were sought and the EFA and 
CFA were conducted for the construct validity. Internal consistency reliability and 
test retest methods were utilized for reliability.

Content Validity

The scale was translated into Turkish by two instructors (from Management Sci-
ence) who spoke both Turkish and English. The scale was back translated into Eng-
lish by another language specialist. The original and back translated versions were 
compared by researchers and a consensus was reached. The original items and trans-
lations that were decided upon were evaluated by 9 researchers (3 Management, 1 
Sociology, 1 Philosophy, 2 Healthcare Management, 1 Educational Sciences and 1 
Public Health Nursing). The content validity index (CVI) was used for expert review. 
Using a 4-point Likert scale, the experts labeled them as “suitable (a),” “requires a 

Table 2   Distributions of 
findings related to the spiritual 
characteristics of employees

* More than one option is specified

Characteristics N or mean %

Aspects that help them find meaning and purpose in their lives*
Family relations 157 83.5
Friendships 121 64.4
Relations with the world and environment 81 43.1
Job 91 48.4
Allah 130 69.1
Coping mechanisms in difficult situations*
Family/friend support 140 74.5
Allah/belief in a higher power 131 69.7
Salah 81 43.1
Meditation 10 5.3
Belief in the basic goodness of life 24 12.8
Art 37 19.7
Allah/belief in a higher power
Yes 167 88.8
No 21 11.2
Spiritual acts that they perform*
Worship 94 50.0
Salah 121 64.4
Reading Qur’an/prayer 129 68.6
Level of perceived religiosity 6.24 ± 2.63 

(Min.-
Max. = 0–10)
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slight review (b),” “requires a serious review (c)” and “not suitable (d).” The CVI 
value was obtained by dividing the total number of experts by the number of experts 
that marked the items as “suitable” and “requires a slight review” (Polit & Beck, 
2006). The CVI value of the scale was found to be 0.94. It was also determined that 
the CVI values for the scale items ranged between 0.80 and 1.00.

Internal Consistency

Cronbach’s alpha reliability coefficient and item-total score correlations were 
studied for the internal consistency of the scale. Cronbach’s alpha was calculated 
as 0.91. The item-total score correlations ranged between 0.36 and 0.67. As there 
were no items with an item-total score correlation lower than 0.30, every item was 
included in the EFA.

Test Retest Reliability

The test retest method was applied on 64 participants after 4 weeks in order to deter-
mine time invariances. The correlation coefficient for the test retest was found to be 
0.96.

Construct Validity

EFA and CFA were conducted to determine the construct validity of the scale in this 
study. EFA is used to determine and group those items measuring the same charac-
teristics; it is a type of analysis that gives clues related to the validity of the items 
and the scale. Through the use of CFA, it is possible to verify the model designed 
with EFA on a particular sample (Yaşlıoğlu, 2017).

Exploratory Factor Analysis

In order to determine the factor construct of the scale, principal component analy-
sis was conducted by implementing the varimax rotation method. As a result of the 
analysis, the KMO value was found to be 0.88, which proved that the data set was 
suitable for factor analysis. Bartlett sphericity is a test that may be used to check 
whether the data originates from a multivariate normal distribution. Chi-square test 
statistics obtained from Bartlett sphericity are an indication that the data have been 
generated from a multivariate normal distribution. The Bartlett test conducted in the 
study was found to be significant (X2 = 2372.97;  p < 0.00) (Yaşar, 2014). According 
to the results from the EFA, it was observed that the items gathered under three fac-
tors. The rate of the explained variance, item distribution and factor loads are given 
in Table 3. According to the results of the EFA, a scree plot of eigenvalues proved 
that the most distinct spike was in the third factor (Fig. 1).

As a result of the factor analysis, items 1, 18, 4, 14, 7, 11 and 9, belonging to the 
Engaging Work subdimension, formed Factor 1. It was observed that the item fac-
tor loads ranged between 0.59 and 0.73. This factor explained 19.78% of the total 
variance. Items 16, 8, 2, 5 and 12 under the Mystical Experience subdimension 



3684	 Journal of Religion and Health (2021) 60:3675–3693

1 3

Ta
bl

e 
3  

SA
W

S-
TR

 fa
ct

or
 lo

ad
s a

nd
 it

em
-to

ta
l c

or
re

la
tio

ns

Fa
ct

or
s

Ite
m

s
Fa

ct
or

 lo
ad

s
Pr

op
or

tio
n 

of
 v

ar
ia

nc
e 

ex
pl

ai
ne

d

Ei
ge

nv
al

ue
Ite

m
-to

ta
l c

or
-

re
la

tio
n 

sc
or

es

Fa
ct

or
 1

 ≠
 1.

 I 
ex

pe
rie

nc
e 

a 
m

at
ch

 b
et

w
ee

n 
th

e 
re

qu
ire

m
en

ts
 o

f m
y 

w
or

k 
an

d 
m

y 
va

lu
es

, b
el

ie
fs

, a
nd

 
be

ha
vi

or
s

0.
73

3
19

.7
76

1.
49

7
0.

58
2

 ≠
 18

. A
t t

he
 m

om
en

t, 
I a

m
 ri

gh
t w

he
re

 I 
w

an
t t

o 
be

 a
t w

or
k

0.
66

8
0.

40
9

 ≠
 4.

 I 
am

 a
bl

e 
to

 fi
nd

 m
ea

ni
ng

 o
r p

ur
po

se
 a

t w
or

k
0.

65
6

0.
48

0
 ≠

 14
. I

 fe
el

 g
ra

te
fu

l t
o 

be
 in

vo
lv

ed
 in

 w
or

k 
lik

e 
m

in
e

0.
63

6
0.

59
5

 ≠
 7.

 I 
am

 p
as

si
on

at
e 

ab
ou

t m
y 

w
or

k
0.

61
7

0.
59

2
 ≠

 11
. I

 h
av

e 
a 

se
ns

e 
of

 p
er

so
na

l m
is

si
on

 in
 li

fe
, w

hi
ch

 m
y 

w
or

k 
he

lp
s m

e 
to

 fu
lfi

ll
0.

61
4

0.
59

9
 ≠

 9.
 I 

am
 fu

lfi
lli

ng
 m

y 
ca

lli
ng

 th
ro

ug
h 

m
y 

w
or

k
0.

59
4

0.
56

7
Fa

ct
or

 2
 ≠

 16
. I

 e
xp

er
ie

nc
e 

m
om

en
ts

 a
t w

or
k 

w
he

re
 e

ve
ry

th
in

g 
is

 b
lis

sf
ul

0.
81

9
20

.0
90

3.
12

6
0.

63
2

 ≠
 8.

 A
t t

im
es

, I
 e

xp
er

ie
nc

e 
an

 e
ne

rg
y 

or
 v

ita
lit

y 
at

 w
or

k 
th

at
 is

 d
iffi

cu
lt 

to
 d

es
cr

ib
e

0.
80

8
0.

51
0

 ≠
 2.

 A
t t

im
es

, I
 e

xp
er

ie
nc

e 
a 

“h
ig

h”
 a

t m
y 

w
or

k
0.

80
0

0.
36

1
 ≠

 5.
 A

t m
om

en
ts

, I
 e

xp
er

ie
nc

e 
co

m
pl

et
e 

jo
y 

an
d 

ec
st

as
y 

at
 w

or
k

0.
79

6
0.

63
4

 ≠
 12

. I
 h

av
e 

m
om

en
ts

 a
t w

or
k 

in
 w

hi
ch

 I 
ha

ve
 n

o 
se

ns
e 

of
 ti

m
e 

or
 sp

ac
e

0.
77

1
0.

45
9

Fa
ct

or
 3

 ≠
 6.

 I 
ex

pe
rie

nc
e 

a 
co

nn
ec

tio
n 

w
ith

 a
 g

re
at

er
 so

ur
ce

 th
at

 h
as

 a
 p

os
iti

ve
 e

ffe
ct

 o
n 

m
y 

w
or

k
0.

88
3

26
.5

16
7.

32
6

0.
66

5
 ≠

 17
. I

 fe
el

 li
ke

 I 
am

 p
ar

t o
f “

a 
co

m
m

un
ity

” 
at

 w
or

k
0.

88
0

0.
64

2
 ≠

 13
. I

 sh
ar

e 
a 

str
on

g 
se

ns
e 

of
 p

ur
po

se
 a

nd
 m

ea
ni

ng
 w

ith
 m

y 
co

w
or

ke
rs

 a
bo

ut
 o

ur
 w

or
k

0.
87

3
0.

65
3

 ≠
 3.

 I 
ex

pe
rie

nc
e 

a 
re

al
 se

ns
e 

of
 tr

us
t a

nd
 p

er
so

na
l c

on
ne

ct
io

n 
w

ith
 m

y 
co

w
or

ke
rs

0.
85

6
0.

66
8

 ≠
 15

. I
 re

ce
iv

e 
in

sp
ira

tio
n 

or
 g

ui
da

nc
e 

fro
m

 a
 H

ig
he

r P
ow

er
 a

bo
ut

 m
y 

w
or

k
0.

85
5

0.
66

4
 ≠

 10
. M

y 
sp

iri
tu

al
 b

el
ie

fs
 p

la
y 

an
 im

po
rta

nt
 ro

le
 in

 e
ve

ry
da

y 
de

ci
si

on
s t

ha
t I

 m
ak

e 
at

 w
or

k
0.

81
1

0.
62

9
To

ta
l

66
.3

82



3685

1 3

Journal of Religion and Health (2021) 60:3675–3693	

constituted Factor 2. The factor loads for the items under this subdimension varied 
between 0.77 and 0.82 and explained 20.09% of the total variance. Items 6, 17, 13, 
3, 15 and 10 belonging to the Spiritual Connection and Sense of Community sub-
dimensions combined to form Factor 3 with factor loads between 0.81 and 0.88. 
The total variance explained by this factor was found to be 26.52%. The Cron-
bach’s alpha internal consistency coefficients for these three factors were calculated, 
respectively, as 0.83, 0.89 and 0.95 (Table 3).

Confirmatory Factor Analysis

A first order CFA, where three factors structured in the first phase are given as latent 
variables and the statements forming these factors are shown as indicator variables, 
is shown in Fig. 2. In the second phase, the purpose was to estimate the parameters 
for the regression coefficients related to the lines drawn toward observed variables 
from latent variables and the variance of the latent variables by using the maximum 
likelihood method.

According to the CFA results of SAWS-TR, the GFI was found to be 0.86, TLI 
0.92, CFI 0.93, RMSEA 0.08, RMR 0.08 and IFI was found to be 0.93. It was 
observed that these values fell within the “acceptable” fit values. While the AGFI 
index value was not within the acceptable range as it was lower than 0.85, the χ2/
df value indicated a “good fit” at 2.25 (Byrne, 2010; Schermelleh-Engel et  al., 
2003) (Table  4). For the model to have better fit values, modification index (MI) 
covariance values among disturbance terms under the same factors were studied 
(Yaşlıoğlu, 2017). Some changes were made according to the disturbance covari-
ance between items 2 and 8 and between items 2 and 12 as the software suggested. 
Based on the data obtained as a result of the CFA, it is safe to assume that 3-factor 
SAWS-TR is confirmed as a model.

Fig. 1   Line graph of eigenvalues
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Fig. 2   SAWS-TR with subdimensions first-order DFA model

Table 4   Goodness of fit 
indices used for SAWS-TR and 
acceptable value ranges

χ2/df Chi-Square/Degree of Freedom, Goodness of Fit Index, AGFI 
Adjusted Goodness of Fit Index, TLI-NNFI Non-normed Fit Index, 
CFI Comparative Fit Index, IFI Incremental Fit Index, RMSEA Root 
Mean Square Error of Approximation, RMR Root Mean Square 
Residual

Indices Good fit Acceptable fit SAWS-TR

χ2/df 0 ≤ χ2/df ≤ 3 3 ≤ χ2/df ≤ 5 2.25
GFI 0.90 ≤ GFI ≤ 1 0.85 ≤ GFI ≤ 0.90 0.86
AGFI 0.90 ≤ AGFI ≤ 1 0.85 ≤ AGFI ≤ 0.90 0.82
TLI 0.95 ≤ TLI ≤ 1 0.90 ≤ TLI ≤ 0.95 0.92
CFI 0.95 ≤ CFI ≤ 1 0.90 ≤ CFI ≤ 0.95 0.93
IFI 0.95 ≤ IFI ≤ 1 0.90 ≤ IFI ≤ 0.95 0.93
RMSEA 0 ≤ RMSEA ≤ 0.05 0.05 ≤ RMSEA ≤ 0.08 0.08
RMR 0 ≤ RMR ≤ 0.05 0.05 ≤ RMR ≤ 0.08 0.08
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SAWS‑TR Total and Subscale Score Correlates

When we compared the SAWS-TR total and subdimension scores of the employ-
ees from the perspective of a number of variables, no significant differences were 
found between gender, job positions or number of employees in the establishment 
(p > 0.05). There is a very weak negative correlation between the age and Mystical 
Experience subdimensions (− 0.167; 0.022). Engaging Work (7.417; 0.025), Mysti-
cal Experience (11.278; 0.004) and the SAWS-TR total scores (8.278; 0.016) from 
foreign capital partnerships were found to be significantly lower than family/private 
businesses and domestic capital partnerships. Between the level of perceived religi-
osity and Engaging Work (7.417; 0.025) and the Mystical Experience subdimensions 
(0.215; 0.003), a positive weak correlation was observed, while a positive moderate 
significance was observed between the Spiritual and Social Connection subdimen-
sions (0.476; 0.000) and the SAWS-TR total score (0.350; 0.000). The Spiritual and 
Social Connection (− 3.025; 0.002) and SAWS-TR total scores (− 2.223; 0.026) of 
participants who would take part in prayer services were significantly higher com-
pared those who would not. In addition, the Spiritual and Social Connection scores 
of the participants performing salah (− 2.401; 0.016) were found to be significantly 
higher than those who do not (Table 5).

Discussion

This study shows the methodological results related to the validity and reliability of 
SAWS-TR, which could be used to determine the effect of workplace spirituality on 
employees of production businesses in a metropolitan city. The conceptual frame-
work of SAWS focuses on employees’ finding purpose, meaning and joy in their 
work, and not particularly on an individual religious belief or spirituality. According 
to a widely held common religious belief in Turkish society, “to work is to pray.” In 
line with this teaching, spirituality in the workplace is an opportunity for individuals 
to express their spirituality. In this respect, the primary motivation behind this study 
was the need for measurement tools tailored for Turkish society.

It was expected that the methodological results would vary for the employees 
in the production sector due to the fact that both the original study and the study 
adapted for Turkish conditions were conducted on university employees. Content 
validity of the scale returned a high value (0.94) considering the suggested base 
level of 0.80 CVI in the literature (Polit & Beck, 2006). Cronbach’s alpha coeffi-
cient, which proved internal consistency within 0.80 ≤ α ≤ 1.00 for both the total and 
factor subdimensions, reinforced the reliability of the scale (Eroğlu, 2009). Item-
total correlations ranging between 0.36 and 0.67 met the required criteria at a suf-
ficient level (> 0.30) (Büyüköztürk, 2008). The test retest correlation coefficient was 
found to be 0.96. As the correlation coefficient was higher than 0.70, the scale was 
found to be consistent (Karakoç & Dönmez, 2014). Internal consistency and the test 
retest results proved SAWS-TR to be a reliable measurement tool.

While the factor construct of the original scale has four dimensions (Engaging 
Work, Sense of Community, Spiritual Connection and Mystical Experience), as a 
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Table 5   Comparison of SAWS-TR total and subdimensions for some variables

Variables SAWS-TR

Engaging work Mystical experience Spiritual and 
social connection

Total

Gender
Female 30.78 ± 6.23 20.37 ± 5.73 25.90 ± 4.23 77.05 ± 13.41
Male 32.20 ± 6.89 18.46 + 6.59 27.03 ± 5.70 77.69 ± 14.82
Testa 1.717 2.300 3.120 0.207
 p 0.190 0.129 0.077 0.649
Age
Testb 0.030  − 0,167 0.000  − 0,060
 p 0.682 0.022 0.998 0.413
Job title
Manager 33.79 ± 5.97 18.56 ± 6.90 27.65 ± 4.88 80.00 ± 12.49
Engineer/chief 31.71 ± 6.56 17.71 ± 6.59 25.46 ± 4.99 74.89 ± 14.01
Foreman/senior foreman 34.86 ± 5.45 18.86 ± 5.44 27.57 ± 7.63 81.29 ± 12.70
Worker 30.63 ± 7.17 19.39 ± 6.36 26.73 ± 5.49 76.74 ± 15.87
Testc 3.240 7.443 2.089 4.776
 p 0.356 0.059 0.554 0.189
Number of employees
10–49 32.35 ± 7.13 18.64 ± 6.14 27.21 ± 5.84 78.20 ± 15.30
50–149 31.48 ± 6.10 19.71 ± 6.23 26.37 ± 5.04 77.56 ± 14.10
150–249 31.50 ± 8.63 14.06 ± 7.79 27.75 ± 6.43 73.31 ± 14.40
250 and over 35.00 ± 8.56 16.67 ± 6.06 26.00 ± 5.59 77.67 ± 16.54
Testc 4.497 0.915 5.100 0.675
 p 0.343 0.922 0.277 0.954
Form of business ownership
Family/private 32.09 ± 6.60 19.06 ± 6.46 26.91 ± 5.39 78.06 ± 14.31
Domestic capital 34.00 ± 7.83 17.35 ± 7.02 28.18 ± 5.32 79.53 ± 16.24
Foreign capital (1,2) 26.36 ± 5.39 17.82 ± 5.78 22.91 ± 5.34 67.09 ± 12.54
Testc 7.417 11.278 1.713 8.278
 p 0.025 0.004 0.425 0.016
Religiosity level
Testb 0.165 0.215 0.476 0.350
 p 0.024 0.003 0.000 0.000
Worship
Yes 32.82 ± 6.14 19.47 ± 5.98 27.86 ± 5.21 80.15 ± 13.17
No 30.97 ± 7.24 18.28 ± 6.86 25.71 ± 5.44 74.96 ± 15.34
Testa  − 1.642  − 0.989  − 3.025  − 2.223
 p 0.101 0.323 0.002 0.026
Salah
Yes 31.87 ± 6.78 18.36 ± 6.65 27.40 ± 5.60 77.62 ± 14.55
No 31.94 ± 6.76 19.81 ± 6.00 25.69 ± 4.93 77.43 ± 14.50
Testa  − 0.140  − 1,539  − 2.401  − 0.102
 p 0.889 0.124 0.016 0.919
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result of the factor analysis in this study, the adaptation produced a three-dimen-
sional structure. In factor analysis, it is necessary for an item factor load to be 
at least 0.30 and the difference between the factor loads of an item in more than 
one factor has to be at least 0.1 (Karaman et al., 2017). This 18-item scale met 
the criteria for factor loads (0.59–0.88) without overlapping items. Total variance 
explained by the three-factor construct is 66.38%. Accordingly, while the Factor 
3 subdimension is able to represent the construct, the other two factor subdimen-
sions have a lower potential of representation (Yaşlıoğlu, 2017).

Items belonging to the Engaging Work subdimension were grouped under Fac-
tor 1, items of Mystical Experience formed Factor 2, and the items of Spiritual 
Connection and Sense of Community together constituted Factor 3. This dimen-
sion was renamed Spiritual and Social Connection. GFI, TLI, RMSEA, RMR 
and IFI fitting the indices calculated in CFA proved to be an “acceptable” fit. 
While the AGFI index was not at an acceptable level, χ2/df indicated a “good fit” 
(Byrne, 2010; Schermelleh-Engel et al., 2003). In Ünal and Turgut’s (2015) study 
conducted on academics in Turkey, EFA analysis of SAWS gave a four-factor 
structure and this was evaluated as consistent with the original four-dimensional 
conceptual structure of the scale. The Cronbach’s alpha levels of the scale’s total 
scores and subdimensions (< 0.80) returned high. Kökalan (2017) tested SAWS 
through CFA analysis on employees in the banking sector in Turkey. In this men-
tioned study, the values of the χ2/df, RMSEA, CFI, GFI and AGFI indices proved 
the model to be an acceptable fit as a measurement tool. Kanbur and Kavuklu 
(2018) found that the scale has a four-dimensional structure with factor loads 
ranging between 0.43 and 0.86 in the study they conducted on textile factory 
employees. As a result of the reliability analysis, the Cronbach’s Alpha coefficient 
for the workplace spirituality total score and subdimensions were found to exceed 
the acceptable levels (0.70).

As a consequence, this study has shown that workplace spirituality combines 
three dimensions, namely Engaging Work, Mystical Experience, and Spiritual 
and Social Connection, for employees in the production sector.

Engaging Work emphasizes the harmony between values and beliefs as well 
as individuality and positive emotions. In fact, the concept of engaging work in 
Turkish culture is associated with vigor, commitment, concentration, high moti-
vation, enthusiasm, glory, focus and exemplary behavior. Mystical experience 
involves physiological arousal and liveliness while working, a sense of perfection 
and complete joy and transcendence. According to the common religious teaching 
in Turkey, “Working is worship” and it is believed that working is a good deed 
and sins are forgiven by it. The third dimension, Spiritual and Social Connection, 
combines Sense of Community, which includes the common purpose and the 

Table 5   (continued)
Bold values indicate statistical significance p < 0.05
a  Mann–Whitney U
b  Pearson Correlation, Yates Chi-Square
c  Kruskal–Wallis Test
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sense of commitment which the individual shares with others, and items under the 
Spiritual Connection subdimension, which includes the sense of being connected 
to something larger than self. As a matter of fact, communal worship is more 
valuable in Turkish culture than individual worship, and thus, spiritual applica-
tions such as salah, fasting, festivities and prayers are performed as a community. 
The combination of these two dimensions emphasizes the importance of social 
relationships of the individual with others while making spiritual connections. 
In this study, ownership of a business has proved to be one of the factors that 
influence many of the dimensions of the workplace spirituality of the employees. 
Workplace spirituality of businesses, which are family/private ownerships and 
domestic capital partnerships, especially substantiate a positive atmosphere. The 
organizational culture of foreign capital partnerships may have resulted in a less 
positive environment due to spiritual expressions from employees belonging to 
various cultures. The level of perceived religiosity supported significant relation-
ships, especially with the Spiritual and Social Connection subdimension and the 
SAWS-TR total score levels. According to Fry (2003), spirituality is a necessity 
for religion; however, religion is not a prerequisite for spirituality. As a matter 
of fact, spiritual teachings have much in common with the teachings of common 
religions. In this sense, the relationship is not surprising. While participation in 
prayer services has proved effective on the Spiritual and Social Connection and 
SAWS-TR total scores, performing salah was effective on the Spiritual and Social 
Connection score. Mass prayers are factors that reinforce employees’ connection 
with their “spiritual love” and also their sense of being a part of society. Having 
the opportunity to experience their spirituality in their workplace will strengthen 
employees’ commitment and belonging to the institution and result in dedicated 
work (Baykal, 2018).

The only significant limitation of the study is that it was conducted with a rela-
tively small sample, including businesses in only one metropolitan area. Therefore, 
the results obtained from this study are limited and cannot be generalized to every 
individual and institution. However, the process of scale adaptation was applied 
without reserve and SAWS-TR with three subdimensions was confirmed as a model. 
Testing the three subdimensional structures of SAWS-TR revealed in this study as 
well as revealing its methodological results in the production sector and other sectors 
will be beneficial in terms of the comparable results. Future research should focus 
on the detailed study of relations between spirituality at work and employee behav-
ior, using qualitative methods such as case studies. Experimental studies where the 
effects of various spiritual applications on employees are tested are also possible. 
In addition, the generalizability of the study can be increased through research con-
ducted by obtaining data from as many employees as possible from different centers.

Conclusion

The study has shown that SAWS-TR is a valid and reliable tool to determine spir-
ituality in businesses. The fact that this study was conducted on employees work-
ing in the manufacturing sector has led to different results from the previous three 
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methodological studies in terms of the conceptual framework of SAWS, because the 
production sector, unlike other sectors, is an area where the physical and mental lim-
its of the employee are challenged. Only Kökalan (2017) examined SAWS in a man-
ner similar to the analytical methods of our study; however, the fact that the sample 
of his study was the service sector caused the difference in the participants in this 
study. As a matter of fact, the developers of SAWS declared to the researcher a read-
aptation for this study and the implementation of the proposed procedure. Unlike 
the original scale, in SAWS-TR, the Sense of Community and Spiritual Connection 
dimensions were seen to be combined. Moreover, this dimension is called the Spir-
itual and Social Connection. Spirituality at work is a novel concept in Turkey, and 
thus, the use of SAWS-TR will make it possible to obtain comparable data nationally 
and internationally.
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