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Abstract
Introduction: In past research, spirituality is associated with several organisational 
behaviours, but the factors that generate and bolster spirituality in the workplace are rarely 
studied. To make the organisation and its staff spiritual, it is necessary to provide a set of 
conditions in which the employees can play their role peacefully and they can be in utmost 
alignment with organisational goals. The current research intends to investigate the effect of 
organisational structure on workplace spirituality. In other words, the main objective of this 
research is to examine the effect of organisational structure’s dimensions on the spirituality at 
Qom University of Medical Sciences.
Methods: It is an applied cross-sectional research where organisational structure is the 
independent variable and spirituality in the workplace is the dependent variable. All the 
employees of Qom University of Medical Sciences, Qom, Iran, formed the population of the 
study and the whole population was studied. The main instrument of data collection was a 
questionnaire evaluating both independent and dependent variables. 
Results: The results highlighted that parameters like complexity and formalization (two 
organisational structure dimensions) had significant effects on workplace spirituality, while 
no relationship was observed between centralisation (another dimension of organisational 
structure) and workplace spirituality. According to the results, the organizational structure is 
an effective variable assisting the managers in creating a spiritual workplace. 
Conclusion: It is recommended that the organisations should encourage their employees to 
express spirituality, so as to benefit from advantages of spiritual employees and identify the 
remedy in their organisational structure. 
Keywords: Spirituality, Organizational Structure, Structural Equation Modeling, SmartPLS.
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Introduction

One of the most important factors in 
maximising the performance of human 
resource is developing spirituality in the job 

environment. It is also predicted that spirituality 
in the workplace will become one of the prominent 
trends of the 21st century. Hence, the researchers 
have found spirituality as a stable source of the 
organisation, which helps the organisation during 
turbulent and troubled times. Spirituality is a 
powerful force in the life of an individual which is 
not stressed enough in the management literature. 
Organisational spirituality has opened a new 
window in the sector of research that is being done 
in organisational behaviours, and every day it seems 
to attract a wider group of enthusiasts as todays 

organizations invest money to generate a spiritual 
environment (1). The observations reveal that the 
inclination of the Iranian society towards morality 
and spirituality is greater than the world average 
and it has thereby doubled the responsibility of the 
management researchers to take advantage of this 
economical tool to solve the organisational problems 
(2). In the literature, spirituality is mostly considered 
as an independent variable and its effect on other 
variables are the subject of many studies. According 
to these studies, spirituality in the workplace is able 
to improve productivity and increase performance 
(3-6), reduce displacement and turnover (5, 7), 
reduce stress (4), increase creativity (6, 4, 8), empower 
positive affect (9), increase job satisfaction (7, 4, 10) 
and improve work‐wellness (11). It is also a proven 
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fact that spirituality affects honesty (6, 4), trust (4, 
6, 8), commitment (4, 6), and self-esteem (7) in the 
organisation.

As seen from previous research, spirituality is 
associated with several organisational behaviours, 
but the factors that generate and bolster spirituality 
in the workplace are rarely studied. To make the 
organisation and its staff spiritual, it is necessary to 
provide a set of conditions in which the employees 
can play their role peacefully and they can be in 
utmost alignment with organisational goals.

One of the predisposing factors is the 
organisational structure. Understanding the 
structure of the organisation is the beginning of the 
utilisation of resources, offering new combinations 
of the existing resources and, ultimately, paving the 
way for development and growth. Numerous factors 
are considered for analysing the organisational 
structure, of which formalisation, centralisation and 
complexity are the most important ones. The main 
objective of this research is to study the relationship 
between the organisation’s structural dimensions and 
spirituality at workplace. Spirituality at the workplace 
is an inevitable requirement for service organisations, 
especially organisations such as Qom University 
of Medical Sciences. Qom University of Medical 
Sciences continually endeavours to provide all the 
prerequisites and spirituality engendering factors at 
the workplace, and the structure of the organisation 
is one of the contributing variables. Therefore, this 
study aimed to find out whether organizational 
structure affects spirituality in the workplace in Qom 
University of Medical Sciences.

Literature Review
Spirituality and Its Components in the Workplace

Some of the scientists believe that the paradigms 
of humanitarian sciences, management science and 
management theories have been changed over the 
last two decades.  These changes comprise a shift 
of focus from the economic benefit to an emphasis 
on striking a balance among the quality of life and 
benefit, spirituality, and social responsibility. It 
further includes transitions from being self-centred 
to creating a bond with others, from individualism 
to friendship and finally from materialism to 
spirituality.

The new pattern that is seen to appear in 
organisations is called “spirituality movement”. 
Spirituality emphasizes the importance of employees 
as human beings rather than the assets in the 
workplace and is indeed a result of human interaction 
which has been happening in the organisations for 

a long time. This movement further highlights the 
need to understand the motivation of employees at 
work and stresses on the needs and characteristics 
of the surrounding environment (which assists 
the employees to realise their potential) and the 
importance of understanding the meaning and 
implications of workplace spirituality (3, 12).

In this regard, Howard considers increasing 
interest in spirituality as a new dimension to the 
process of the administration management existing 
since the 1950s. Wagner-Marsh & Conley (13) 
consider spirituality-based organisations as the 
fourth wave of corporate arena, after Toffler’s third 
technologic wave (13). Evidence shows that since the 
beginning of 1992, the number of books, conferences, 
and workshops on ‘Workplace spirituality’ have 
increased greatly. In addition, in the year 1999, the 
Academy of Management formed a new expert group 
entitled ‘Management, Spirituality and Religion’ 
(MSR); they provided the legitimacy and support for 
research and teaching in this new field. Moreover, the 
Journal of Organizational Change Management and 
Journal of Management Psychology also published 
special issues related to this topic.

Since spirituality is used in various fields, it is not 
so easy to be described. According to Andre Hill we 
have to prevent ambiguity, secession and abstractness; 
on the other hand, we should prevent hard and 
hasty definitions because there is almost no suitable 
and right word in our language to define spiritual 
concepts. Hence, there is the possibility of confusing 
the concept of spirituality with other concepts and it 
is also difficult to apply it. Moreover, in the opinion 
of some, if something cannot be measured, it is not 
there’. Therefore, it is difficult to define spirituality 
because of its subjective property. However, some 
authors have attempted to provide definitions of 
spirituality, of which few have been described below. 

Spirituality is rooted in the Latin word “Spiritus” 
or “Spiritualis” which means breathing, fragrances, 
air and wind. Spirituality is, indeed, a vitaliser that 
gives life to physical organisms. Although there 
are more than seventy definitions of spirituality at 
workplace and there is no consensus on a widely 
accepted definition yet, it seems that a consensus is 
emerging, stating that spirituality is a multi-faceted 
structure and it is to find a relationship with what 
is meaningful, which transcends our ordinary lives 
(4). In the current study, different definitions of 
spirituality are shown in Table 1.

Spirituality, historically, is deeply rooted in 
religion. However, today, many people are of the 
opinion that spirituality in workplaces is not a result 
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of religion, but it is based on human values and 
philosophies. It is important to note that for some 
people, spirituality at work is a kind of religious 
connection, while for others it does not have such a 
meaning. Researchers believe that since spirituality 
in the workplace does not mean to organise religious 
rituals, it is not merely about God or theology, while 
others explain that spirituality was once an aspect 
of religion and religion should be seen as one of the 
possible spiritual paths. Formerly, spirituality was 
a path of deepening one’s bond with God, but now 
for many, God is not the only target in their spiritual 
search, but it is also a way of bonding with many 
other lofty concepts (2).

Sanei and Hasanpour (18) categorize the 
relationship between religion and spirituality based 
on two major views. The first view considers that 
there are three possible modes: 1) some believe that 
spirituality and religion are inseparable, 2) some 
believe that spirituality consists of religion and its 
realm is more than religion, and finally 3) some 
consider religion encapsulates spirituality where 
the domain of its realm is wider. The second view 
emphasizes that there is no relationship between 
spirituality and religion (18). Hungelmann et al. 
(19) presents the best category of spirituality, which 
includes metaphysics (communication with God), 
interpersonal (communication with friends, family, 
etc.), and intrapersonal communication (with the 
inner self) (19). Spirituality is a personal, pervasive, 
non-sectarian and a universal human feeling that does 
not refer to the beliefs and practices of a particular 
tradition or an organized religious institution. In 
other words, spirituality is not necessarily related to a 
particular religion’s tradition, but it can be based on 
personal philosophy and values. Besides, Polley, Vora, 
& SubbaNarasimha (20) believe that implementation 
of spirituality in the workplace imposes dilemmas, 
costs and outright negative effects to an organization. 

They recommend that to implement spirituality in the 
workplace successfully the organizational decision 
makers have to consider the six following factors: 
net economic cost of implementation, potential for 
worker exploitation, replacement or substitution 
of the community’s function or role in spirituality, 
inappropriate practice of spirituality in the workplace, 
potential for competitive disadvantage, and increased 
groupthink (20).

The literature review of spirituality in the 
workplace revealed that the key concepts that had 
been proposed were inner life, meaningful work, and 
a sense of community which are explained as follows: 

Inner life: refers to the employees’ needs, such 
as physical needs, emotional cognitive needs, and 
spiritual needs and further reminds that these needs 
are not limited to their homes but are significant even 
at work. Inner life or spiritual identity is a sense of 
oneness with others and the whole world.

Meaningful work: embodies the idea that people 
are looking for a deeper sense of meaning and 
purpose in their work. This is the way people interact 
with their daily work at an individual level.

Giacalone and Jurkiewicz (21) state that the 
meaningful work not only gives the staff contentment 
by enabling them to perform cognitive tasks, but also 
generates a sense of joy that binds the employees to 
the important things in life.

Sense of community: has a deeper relationship 
with others in the surrounding environment, 
including sharing of ideas, mutual obligations and 
commitments that binds people to one another. This 
dimension of working spirituality is shaped in the 
group-level of human behaviour and it covers the 
interaction between the staff and colleagues. The 
sense of community is based on the idea that spiritual 
people live in solidarity with other people (22).

Ashmos and Duchon (16) considered seven 
components of spirituality in work using Principal 

Table 1: Definitions of spirituality in the workplace
Row Author Definition of spirituality in the workplace
1 (14) Meaning in work and sense of coherence
2 (15) Inner consciousness that manifests itself as a sense of harmony, interconnectedness, and unity.
3 (14, 15) The basic sense of bonding with oneself, others, and the whole world (this idea is similar to the idea of inner life). 

In the workplace, spirituality refers to the attempts of an individual to find the ultimate goal in life, to improve 
communication with colleagues and other people at workplaces, and to create a reconciliation between the 
inner beliefs and organizational values.

4 (16) Sense of community, meaningful work, and inner life: Spirituality in the workplace is the cognition that employees 
have of inner life and reinforce and strengthen the meaningful work that forms in the context of the community.

5 (6) Inner consciousness and searching for meaning
6 (7) Sense of community and meaningful work, alignment with the organization values.
7 (14) Inner power, interconnection with those involved in the process of work, sense of purpose in the workplace
8 (17) Interesting work (meaningful work), sense of cohesion and spiritual connection (inner life).
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Component Analysis (16). Milliman, Czaplewski 
and Ferguson (7), in their influential article, 
conceptualized only three of these dimensions in 
three separate levels: individual level, group level, and 
organizational level because, firstly, these dimensions 
are known as the most important dimensions in 
studies. Secondly, it should be noted that spirituality 
in the workplace has many components and 
complexities, but the focus is on the aspects that 
are positively related to the job behaviours. Finally, 
focusing on a three aspect model allows them to do 
their study in a more concise and precise manner.

Individual level, meaningful work: Having a 
purpose and a sense of meaning to the work being 
done are the most important aspects of spirituality 
in the workplace. This factor shows how employees 
interact with their daily work at an individual level. 
In terms of spirituality, the work should not only be 
attractive and challenging, but also should include 
searching for deeper purpose and meaning, realising 
the dreams and expressing needs of the inner life 
by searching for meaningful work and secondly 
by helping others. The meaningful work factor 
comprises the following dimensions: 1) enjoy work, 
2) get energized by work, and 3) create personal 
meaning and purpose through work.

Group level sense of community: This aspect 
concerns a deep bond with others. Community 
means that all the individuals have deep connections 
with their colleagues and consider themselves 
associated with others. The nature of a community 
is a deeper sense of connection between people, 
including protection, freedom of expression, and real 
attention. The factor of sense of community contains 
the following dimensions: 1) having a sense of 
connection with the co-workers, 2) supporting each 
other, and 3) being linked by a common purpose.

The organisational level alignment with the 
organisational values: The third dimension of 
spirituality occurs at the workplace in which the 
employees feel that their personal values are aligned 
with the values and goals of the organization. This 
dimension of spirituality in the workplace includes 
the employees’ relatability with the larger goals of the 
organization. Alignment means people believe that 
the managers and the employees in their organization 
have competent values, possess a strong conscience, 
and are also concerned about the welfare of their 
employees and their communities. Alignment with 
organizational values includes: 1) The employees 
have a connection with the organization’s goals, 2) 
They recognize the organisation’s mission and values, 
and 3) The organisation cares about its employees 

(7). The proposed model of Milliman, Czaplewski, 
and Ferguson (7), due to its inclusiveness and 
comprehensiveness, is admitted as the framework 
used in the current study to evaluate the spirituality in 
the workplace. Torabi et al. (23) tested an exploratory 
model by investigating the mediating effect of the 
organization engagement in the relationship between 
perceived supervisor support and intention to leave. 
The proposed direct link between the supervisor’s 
support and intention to leave was not proven 
significant. Nafchi et al. (24) investigated the role 
of the employee’s perceptions of job characteristics 
and work environment and person-organizations 
fit elements in creating a tendency toward turnover 
among the staff in Shiraz University of Medical 
Sciences. SEM revealed that all job characteristic 
variables, except for the importance of job variable, 
significantly affected the turnover intention.

The Dimensions of Organisational Structural
In the present sophisticated and multi-faceted 

society, the reason behind the creation of organisations 
is to generate a way to realize the desires and achieve 
goals that humankind cannot reach alone (25). Many 
variables are marked as organizational dimensions, 
but in general, the organizational dimensions are 
divided into the two main groups of Structural and 
Content (26). According to Figure 1, the content 
dimensions are the representative of the entire 
organization (the dimensions such as the size of the 
organisation, the type of technology, the environment 
and its goals). Structural dimensions represent the 
internal characteristics of an organization and are 
a basis for measuring and comparing organizations 
with one another.

Wherever an organization is created, firstly, 
its structure is constructed, and then human 

Figure 1: Interaction of the structural and content dimensions 
of the organization (27)
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resources are provided. Human resources, using the 
existing form and structure, lead the organization 
towards its predetermined goals (28). Therefore, 
the organization’s structure influences the human 
resource variables. From the perspective of a 
structuralist, the societies in which we are living, and 
the institutions and organizations that we belong to 
form the structure of our life by providing us with 
roles and developing interactions. Based on the theory 
of structure, the organizational structure facilitates 
and restricts the interaction of people. Therefore, 
this idea is called the duality of structure and agency, 
according to which the agents of the organization 
are facilitated and limited by structures, procedures 
and expectations (29). Among the organizational 
structural variables, the three factors of complexity, 
formalization and centralization can be considered 
as the pivot points of each structure and the severity 
or weakness of each of these three dimensions 
affect the overall formation of the organizational 
structure. Complexity is measured considering the 
extent of specialization of the occupations within 
the organization and also by the number of places 
where the organisation is located, the number of 
occupations and organizational positions and the 
levels of hierarchy (30). Formalization represents 
the degree of bureaucracy, the diversity of laws and 
regulations and the communication practices in 
the organization (31). Lastly, centralization in each 
organization determines who the decision makers 
are in the organisation (30). In Table 2, the evaluation 
criteria of each of three structural dimensions  

are provided.

Conceptual Model and the Hypotheses
In this research, the Robbins’s scale which 

evaluates the three variables of “formalization”, 
“complexity” and “centralisation,” is used to examine 
the organizational structure. Having identified 
the indicators from the research literature, the 
spirituality in the workplace is measured using the 
three dimensions of ‘meaningful work’, ‘sense of 
community’, and ‘alignment with the organization 
values’. According to the above-mentioned 
parameters, the conceptual model of the current 
study is proposed in Figure 2.

Figure 2 shows the conceptual model of the 
research. This model is based on the logic of structural 
equation modelling, in which the organisational 
structure is considered as a hidden variable. In this 
study, this variable is measured using the variables 
of formalization, centralization and complexity. 
The variable of spirituality in the workplace is 
also measured using the variables of meaningful 
work, sense of community and alignment with the 
organization values. For this reason, the arrows have 
been drawn from the variable of spirituality in the 
workplace towards the observable variables.

According to the conceptual model of the research, 
formalization can control or direct the behaviour 
of employees. The rules and the regulations, job 
descriptions, and how the employees have been 
controlled by the control tools have the potential to 
influence the employee’s perception of the richness 

Table 2: The valuation criteria of formalization, complexity, and centralization in the organization structure
Formalization (the Rules) Complexity (Separation) Centralization (Authority)
1. Terms and conditions
2. Job description and job standards
3. The amount of staff control by 
supervisors

1. Horizontal Separation Criterion (Posts)
2. Vertical separation criterion (levels and 
hierarchy)
3. Geographical separation criterion (unit 
number, unit distance, number of personnel)

1. Operations Managers’ Authorities
2. The level of control of decisions by the 
high authorities
3. The level of intervention by authorities in 
collecting and interpreting information

Figure 2: Conceptual Model of the Research
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and meaning of his/her jobs. Also, formalization 
can restrict or facilitate the relationships among the 
employees. Formalization indicates the importance 
of the level of familiarity of the employees with the 
values and missions of the organization and the 
level of attention given by the organization to its 
employees. According to the conceptual model of the 
research in Figure 2, the research hypotheses are:

Hypothesis 1: Formalization has a significant 
effect on meaningful work, sense of community, and 
alignment with the organizational values.

Centralization in the organization determines the 
extent to which employees and operational managers 
are authorized to make the decisions. Centralization, 
according to the theory of occupational enrichment, 
affects the employees’ concern towards their jobs, 
alters the degree of independence and enhances the 
perception of the richness and meaning of their jobs. 
Centralization can limit the horizontal or diagonal 
communication channels of the organization and 
affects the level of support the employees extend 
towards one another. Additionally, centralization can 
influence the judgment of employees in context to 
the goals and values of the organization. Therefore, 
the inference leads to the creation of Hypothesis 2 
which states: Centralisation has a significant effect 
on meaningful work, sense of community, and 
alignment with the organizational values.

Complexity illustrates the horizontal, vertical, 
and geographical separation in an organization. 
The degree of separation can affect the level of 
communication the employees have along with the 
employee’s perception of work. Hence, Hypothesis 
3 was formulated which states: Organisational 
complexity has a significant effect on meaningful 
work, sense of community and alignment with the 
organization values.

Methods
This is an applied research, in terms of the objective 
and it is also descriptive (non-experimental) 
in terms of method of data collection. In this 
research, organizational structure is considered 
as an independent variable and spirituality in the 
workplace is considered as the dependent variable. 
The population of the research are all the employees 
of Qom University of Medical Sciences. An attempt 
to study the whole population at the organization 
implies that the sample size is equal to the population 
and it is 120. After distributing and collecting the 
data, 92 questionnaires were found to be suitable for 
analysis.  The main instrument of data collection was 
a questionnaire. In order to measure organisational 

structure, we used Robbins’s scale, which analyzes 
the three variables of “formalization”, “complexity”, 
and “centralization”. To measure spirituality in 
the workplace, we employed the questionnaire of 
Milliman, Czaplewski and Ferguson (7), which 
evaluates three variables of ‘meaningful work’, 
‘sense of community’, and ‘alignment with the 
organization values’. The experts and academic 
professors’ opinions were used to test the validity. 
In order to determine the reliability of the 
questionnaire, we used Cronbach’s alpha coefficient. 
The Cronbach’s alpha coefficient of the questionnaire 
about organizational structure with 24 questions 
was 0.72, and the Cronbach’s alpha coefficient of the 
questionnaire of spirituality in the workplace with 21 
questions was 0.922, which indicate the reliability of 
the whole questionnaire.

Data Analysis and Research Findings
15 percent of the respondents were female, 65 

percent were male, and the remaining did not specify 
their gender. The mean age of the respondents was 38, 
and on average they had 14 years of work experience. 
Meanwhile, 10% of the respondents had a diploma 
(of finishing high school), 16.2% of them had an 
associate degree, 45.7% had a bachelor’s degree, 14.1% 
had a master’s degree, and 5% of the respondents had 
a doctoral degree.

The Conceptual Model Testing
To test the research hypothesis, we performed 

structural equation modelling using SmartPLS 
. In fact, the analysis is incomplete unless the 
explorer expresses the model which is related to the 
relationships between the variables. After expressing 
the model, the next step is to obtain the estimation of 
free parameters from a set of observed data. Repeated 
measurements of data such as Maximum likelihood 
or Generalised last square or Partial least squares 
can be used to estimate the model. The Partial 
least squares method, which is an introduced PLS 
in regression modelling, is one of the multivariate 
statistical methods that is able to model one or 
more response variables simultaneously for several 
explanatory variables, despite some limitations 
such as the uncertainty of the distribution of the 
response variable, the presence of a small number of 
observations or the existence of a strong correlation 
between the explanatory variables. Therefore, to 
analyse the data and test the research hypothesis, the 
PLS method was used in this study because of the low 
sample size and the non-normal distribution of the 
response variable.
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How to Test
According to Figures 3, 4 and 5, the numbers 

inside the ovals are R2 coefficient of determination. 
R2 determines what percentage of the variance of a 
dependent variable is explained by the independent 

variable(s). Therefore, it is natural that this value is equal 
to zero for the independent variable and is greater than 
zero for the dependent variable. The higher the rate, 
the more effective the independent variables are on 
the dependent variables. According to the coefficients 

Figure 3: The model of the effect of formalization on spirituality’s dimensions in the estimation of standard coefficients

Figure 4: The model of the effect of centralization on spirituality’s dimensions in the estimation of standard coefficients

Figure 5: The model of the effect of complexity on spirituality dimensions in the estimation of standard coefficients
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of determination of the model, it can be said that 
the complexity explains 0.58%, the formalisation 
explains 0.43%, and the centralisation explains 0.39% 
of the variance of the dimensions of spirituality in the 
workplace (meaningful work, sense of community, and 
alignment with the organization values).

Result
The first hypothesis: Formalization has a significant 
effect on meaningful work, sense of community and 
alignment with the organizational values.

H0: Formalization does not have a significant 
effect on meaningful work, sense of community and 
alignment with the organizational values.

H1: Formalization has a significant effect on 
meaningful work, sense of community and alignment 
with the organizational values.

According to the results obtained from the path 
coefficient and the t statistic, which is shown in Table 3 
and Figure 3, formalization has a significant effect, at 
99% confidence level, on the variables of meaningful 
work, sense of community, and alignment with the 
organizational values –because the t statistic is set out 
of the range of -2.58 to +2.85.

Given the fact that the standard path coefficient 
is positive, the type of relationship between the 
two variables is direct and in the same direction. 
Therefore, increases in the organization formalization 
lead to increases in the spirituality at the workplace; 
also, lesser formalization in the organization reduces 
meaningful work, the sense of community and 
alignment with the organizational values.

The second hypothesis: Centralization has a 
significant effect on meaningful work, sense of 

community and alignment with the organisational 
values.

H0: Centralization does not have a significant 
effect on meaningful work, sense of community and 
alignment with the organizational values.

H1: Centralization has a significant effect on 
meaningful work, sense of community and alignment 
with the organizational values.

According to the results obtained from the path 
coefficient and t statistic shown in Table 4, and in 
Figure 4, centralization, at 99% confidence level, 
did not have a significant effect on the variables of 
meaningful work, sense of community and alignment 
with the organization values. As a result, the second 
hypothesis of the research is not confirmed.

The third hypothesis: Complexity has a significant 
effect on meaningful work, sense of community and 
alignment with the organizational values.

H0: Complexity does not have a significant effect 
on meaningful work, sense of community and 
alignment with the organizational values.

H1: Complexity has a significant effect on 
meaningful work, sense of community and alignment 
with the organizational values.

According to the results obtained from the path 
coefficient and t statistic shown in Table 5, and 
in Figure 5, complexity, at 99% confidence level, 
had a significant effect on the variables of sense of 
community and alignment with the organization 
values –because t statistic is set out of the range of -2.58 
to +2.85. However, there was not enough evidence to 
prove any relationship between the complexity of 
the organizational structure and meaningful work. 
Hence, as complexity increased in the organization, 

Table 3: Direct effects, t statistic and outcome of the first hypothesis of research
The Hypotheses ß coefficient t-value P value Result
Formalization  Meaningful Work 0.337 2.861 0.004 Confirmed
Formalization  Sense of Community 0.404 4.728 0.000 Confirmed
Formalization  Alignment with the organization values 0.362 3.250 0.001 Confirmed

Table 4: Direct effects, t statistic and outcome of the second hypothesis of research
The Hypotheses ß coefficient t-value P value Result
Centralization  Meaningful Work -0.300 0.821 0.412 Rejected
Centralization  Sense of Community 0.454 1.083 0.279 Rejected
Centralization  Alignment with the organization values 0.307 0.770 0.442 Rejected

Table 5: Direct effects, t statistic and outcome of the third hypothesis of research
The Hypotheses ß coefficient t-value P value Result
Complexity  Meaningful Work 0.483 3.704 0.000 Confirmed
Complexity  Sense of Community 0.382 1.345 0.179 Rejected
Complexity  Alignment with the organization values 0.452 4.008 0.000 Confirmed
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the sense of community and alignment with the 
organization values also increased in a positive 
direction, and as the complexity decreased, the 
variables of sense of community and alignment with 
the organization values decreased.

Discussion
Based on the research hypothesis, having an 
appropriate organizational structure is primitive in 
developing spirituality in the workplace. In a number 
of studies, the relationship between organizational 
structure and strategies, organizational learning (32) 
and organizational variables such as human resource 
motivation (28), knowledge management (25, 33), 
organisational entrepreneurship (34), entrepreneurial 
culture (35) and performance improvement was 
proved (36).

According to the results, the first and third 
hypotheses of the research (except for the relationship 
between complexity and meaningful work) have been 
confirmed and a significant positive relationship 
was observed among formalization, complexity and 
spirituality in the workplace, but no relationship 
between centralization and spirituality in workplace 
could be demonstrated; therefore, the second 
hypothesis of the study was rejected. Therefore, 
the higher the complexity and formalization in 
the organization, the higher the spirituality in the 
workplace. Meanwhile, the correlation coefficient of 
formalization is more than complexity and a linear 
relationship between formalization and spirituality 
in the workplace is established, which shows that 
the impact of formalization on spirituality in the 
workplace is more than complexity.

The results also reveal that, contrary to the 
existing perceptions, reduction in complexity or 
formalization does not necessarily lead to desirable 
results. The results of other researches, including 
that of Rahman Sarsht (25), have also not reported 
a relationship between complexity and knowledge 
management (25). Based on the results, and to 
increase spirituality in the workplace, the following 
solutions are suggested.

According to the first hypothesis, there is a 
significant and positive relationship between 
complexity and spirituality in the workplace; hence, 
it is proposed that the horizontal segregation (posts) 
and vertical segregation (hierarchies) should be done 
transparently in order to avoid any ambiguity in the 
employees’ thoughts.

The results of the research show that formalization 
and spirituality in the workplace have a significant 
and positive relationship, and that, there is a linear 

relationship between them. Therefore, it is suggested 
that the organization’s formalization should be 
developed through laws and regulations, job 
descriptions and job standards, so that each employee 
can better associate with his/her job and can identify 
communication channels with others. As a result, 
understanding the meaningful work and sense of 
community increases and it leads to spirituality in 
the workplace. 

Based on the results, the organizational spirituality 
in the studied population was reported less than 
personal and group spirituality. It is suggested that, 
in order to increase the level of spirituality at the 
organisational level, the organisations should pay 
more attention to the needs of the employees and 
should focus more on the values and the missions 
of the organization to create a sense of association 
with organizational goals. And finally, organizations 
should try to increase trust among the employees 
in order to establish effective and interconnected 
communication among the members to increase the 
group-level spirituality.

Conclusion
The organizations always emphasize spirituality 
in the workplace in order to improve productivity 
(37) because, employees with spirituality support 
their colleagues, seek quality, and do good work 
(37). According to the literature, spirituality in the 
workplace provides a new culture in the organization 
in which individuals feel happier and show a higher 
performance. A culture stabilizing the organization, 
providing clear objectives, augmenting commitment, 
and clarifying hoped-for work behaviour. Spirituality 
provides meaning in work and it causes employees 
feel they are belonging to a work community. The 
organizations desire to introduce themselves as 
worthy where they imply a higher sense of objective. 
Workplace spirituality arms the organizations with 
an environment constituting an actual integration of 
individual spiritual experiences at work. It highlights 
the importance of focusing on individuals for the 
organisational decision makers because individuals 
take their spiritual values, needs and preferences to 
their workplace. 

There is evidence in the literature that the research 
findings recommend the organizational decision 
makers to create a spiritually oriented workplace 
in which the employees express their spirituality. 
Tombaugh, Mayfield and Durand (9), for instance, 
recommend that the mangers, aiding the creation 
of “spiritually based” subcultures, stimulate the 
employees to express spirituality (9). Lips-Wierma and 
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Mills (38) also argue that the organizational decisions 
should be able to enhance trust and openness among 
the employees so as to facilitate spiritual expression 
of the individuals (38).

The results of the current study, in accordance 
with those of the existing studies, confirm the role 
of organization and organizational characteristics in 
the improvement and development of spirituality in 
the workplace. In other words, the contribution of 
the study is investigating the effect of organizational 
structure on the workplace spirituality. According to 
the results, the structure of an organization is also a 
determinant factor in creation a spiritual workplace. 
The result showed that organizational spirituality in 
the studied population was lower than individual 
spirituality and group spirituality. Therefore, the 
organization not only failed to achieve synergy in the 
spirituality, but also the spirituality of the organization 
was less than the level of spirituality of each member. 
According to the results, it is recommended that Qom 
University of Medical Sciences should unleash this 
potential and reconsider its organizational structure, 
specially the complexity level and formalization level 
of its structure. Since this research was done in an 
organization in Iran, it cannot be claimed that the 
results can be generalized to other organizations 
even in Iran. That is why it renders scope for future 
studies and research in the same arena in different 
environments to compare the results obtained. 

Confirming the effect of organizational structure 
on the spirituality in the workplace provides an 
evidence that organizational variables can affect 
the workplace spirituality. Future research can 
be conducted to replicate the findings across 
diverse samples. Meanwhile, both quantitative and 
qualitative aspects are needed for cross-validation 
of the findings. On the other hand, research 
is needed to compare different organizational 
structures to determine which structure has been 
more effective in creating a spiritual workplace. For 
example, research to compare the effects of matrix 
structure and bureaucratic structure (or other 
organizational structure types) can provide valuable 
results. In addition, measuring the effect of other 
organizational variables on the workplace spirituality 
is recommended to create a comprehensive picture 
illustrating how the organizations can maximize the 
expression of spirituality among the employees. For 
example, studying the effect of organizational size, 
industry type, ethical climate, or other organizational 
variables is recommended to compare the results. 
Finally, creating a spiritual workplace is a decision 
which should be made by the managers. Hence, 

studying the effect of different leadership styles and 
temperament is the suggested potential research 
question for the future research.
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