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Abstract

This mixed method study aims to examine the relationship between big-five personality traits and workplace
spirituality from a managerial perspective by analyzing its potential effects on management. In the quan-
titative step, the cross-sectional survey was employed as the data collection, and the data were obtained
from a sampling group through the simple random sampling. Further, the qualitative part of the study was
designed as a purposive sampling technique. The quantitative research data were obtained from 238 par-
ticipants working in a public university in Turkey. The qualitative data were obtained by interviewing a group
of 14 people from the same sample of participants working as administrators at the same university. The
qualitative data of the study were analyzed by content analysis. The findings indicate that the harmony be-
tween the perception of personality structures and workplace spirituality has an important function in the
adoption of workplace values by the employees.
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management that does not ignore the personality dif-
ferences of the employees and combines their differ-
ences on a common ground within the framework of
respect and understanding. Answering all these ques-
tions requires that the concepts of personality traits
and workplace spirituality be dealt with together.
There are important intersections between the lower
dimensions of personality traits and the lower dimen-
sions of organizational spirituality. These questions
are examined within the framework of the relation-
ship between personality characteristics and the per-
ception of workplace spirituality.

The main goal of this study is to probe into a man-
agement understanding that does not ignore the vari-
ability of employee personal traits, but unites all their
differences within the framework of respect and un-
derstanding that strengthens organizational ability to
do business.

2. THEORETICAL BACKGROUND

Personality, which distinguishes a person from oth-
ers and makes one unique, is the whole set of invari-
able traits of a person. In other words, personality is
a determined and stable structure which is a result of
personal differences in feelings, ideas, and behaviors.
Personality is the sum of both the innate and acquired
characteristics of an individual, making a person dis-
tinct from others. It is the unique reflection of all the
factors affecting behavioral styles of people (Hough
and Ones 2001). According to Burger (2008), personal-
ity stands for “consistent behavior patterns” and “intra-
personality processes”. Consistent patterns of behav-
ior are related to the continuous, stable and coherent
structure of personality, while intra-personality pro-
cesses include all emotional, motivational, and formal
processes that affect how a person behaves and feels.

The second variable of the study, workplace spir-
ituality, is defined as the inner peace of an individual
in his or her working life, feelings of integration with
the culture and values of his or her colleagues and
workplace, and the general state of well-being, which
are all related to personality traits (Petchsawang and
Duchon 2009). As a matter of fact, workplace spiritual-
ity is a set of values that enable employees to expe-
rience a sense of spiritual well-being and drive them
towards their goals. The internal state of peace that
employees perceive in the organizational environ-
ment, their level of satisfaction with themselves and
their duties are directly related to their personality.

Studying the relationship between person-
ality traits and workplace spirituality, some re-
searchers have examined them as independent
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concepts (Garcia-Zamor 2003; Milliman, Czaplewski,
and Ferguson 2003), while some regarded spirituality
as a dimension of personality (Lazar 2016). Hence, it
is important to find out which dimensions of person-
ality relate to which aspects of workplace spirituality.
Revealing such particularities of personality traits and
the way they affect workplace spirituality will con-
tribute to practice, method and theory. Personality
traits are based on “traits theory” which explains the
phenomenon of personality by the features which
distinguish a person from others and make a person
unique, reflecting an individual’s mental, physical, and
psychological differences on his/her own behavior
and lifestyle (Bozionelos 2004). The Five-factor model
of personality is the model of evaluation that defines
personality in the most detailed way (McCrae and
Costa 2003). Goldberg (1981) developed the traits
theory based on his study on the adjectives describ-
ing the word “personality,” and identified the big five
dimensions of personality. Burger (2008) notes that
“the most common features constituting personality
can be explained by big five personality dimensions.”
Although not all researchers agree on the dimensions
of personality, the personality literature concurs on
the following big five personality dimensions: open-
ness, conscientiousness, extraversion, agreeableness,
and neuroticism (Somer and Goldberg 1999).

Openness: An active imagination, aesthetic sensitiv-
ity, intellectual curiosity, flexibility and nontraditional
attitudes and the ability of independent judgment
are among the characteristics of the personality that
is open to new experiences. Those getting high scores
on openness are the people who are exceptional, will-
ing to question authority, and sensitive to ethical, so-
cial, and political issues. They tend to participate in in-
tellectual activities and are open to brand new ideas.
They are eager to experience new things, are creative,
equipped with analytical thinking, and sensitive/open
to other opinions (Glass et al. 2013).

Conscientiousness: They are success-oriented,
hardworking, reassuring, responsible, careful, neat,
planned, and organized people with a high sense of
loyalty towards work and organization. These peo-
ple have a high degree of impulse control, with the
following sophisticated traits: Following norms and
rules, being neat and prudent, responsible, devoted,
being organized, and hardworking (Witt et al. 2002).
Conscientious employees are keen on their jobs, are
organized and determined, have high self-control, are
ambitious, and willing to achieve their goals (John,
Naumann, and Soto 2008).

Extroversion: This dimension of personality includes
the traits such as sociability, assertiveness, effective-
ness, and talkativeness. The people with extroversion
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personality type are independent, active, and socia-
ble. This dimension represents an individual’s socia-
bility and friendliness. Other features include the fol-
lowing: graciousness, warmth, gumption, daredevilry,
cordiality, sociality, and sensation seeking (McCrae
and Costa 2003).

Agreeableness: The people with high agreeableness
are usually self-sacrificing, sympathetic, and helpful
and display relatively honest, polite, and pro-social
behaviors. They are caring and concerned people who
are more prone to teamwork with high empathy skills.
These people are modest, cooperative and sincere
(Tett, Jackson, and Rothstein 1991).

Neuroticism: This personality dimension shows a
continuum that ranges from emotional stability to
emotional imbalance. Neurotic people have low emo-
tional stability, and they are reluctant to interact with
others. They tend to show anxiety and negative feel-
ings such as depression, apprehension, and anger. The
individuals with high levels of neuroticism are anx-
ious, restless, upset, and have poor ability to cope with
stress (Glass et al. 2013).

Spirituality refers to subjective awareness, sense
of integrity, inner satisfaction, and self-consciousness
that are a part and parcel of personality (Ashmos and
Duchon 2000). Although some studies attempt to es-
tablish a relationship between religion and spirituality,
workplace spirituality is used in a different sense from
the concept of religion. While workplace spirituality re-
flects some psychological factors related to tolerance,
sense of commitment, and adoption of organizational
norms brought together to shape personal values,
religion can be described as a belief system that ex-
cludes any questioning. As Giacalone and Jurkiewicz
(2003) point out, linking workplace spirituality to reli-
gious beliefs originates from the lack of a commonly-
accepted definition of workplace spirituality.

Workplace spirituality consists of values that regu-
late working relationships in the work environment,
and workplace spirituality refers to the level at which
an individual moves towards his or her ultimate goal
in work life, develops strong connections with col-
leagues and others involved in work, and sees har-
mony between his/her beliefs and workplace values
(Mitroff and Denton 1999). All these behaviors dis-
played in the workplace cannot be addressed inde-
pendently of personality. Internal perceptions and
understanding of the work environment, the whole
of the climate, beliefs and values that dominate the
organization are influenced by the inner spiritual
qualities and personality traits that employees per-
ceive in the workplace (Nasina, Pin, and Pin 2011; Saks
2011). Workplace spirituality is the entirety of em-
ployees’ own inner lives, and spiritual feelings in their
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interpersonal relationships (Sheng and Chen 2012;
Garcia-Zamor 2003). Positive workplace spirituality
reflects the psychological, mental and physical well-
being that one perceives in the organization.

The intertwined relationship of an individual with
him/herself, other people, and nature with high in-
ner peace is the level of harmony between his/her
own beliefs and workplace values. Petchsawang and
Duchon (2009) define workplace spirituality as the in-
ner peace of the individual in his/her working life, feel-
ings of integration with the culture and values of his/
her colleagues and workplace, and general well-being.
Workplace spirituality is based on values that enable
employees to experience a sense of spiritual well-be-
ing in the work environment and motivate them to-
wards their goals. The perceptions of workplace spir-
ituality differ by personality traits. Since personality
trait is the most important determinant of workplace
spirituality perception, handling workplace spirituality
and personality traits together seems reasonable.

The workplace spirituality in the present study is
based on the theory of work psychology, which is one
of the applied subfields of psychology that examines
the causes of behaviors in the workplace and provides
a viable framework for explaining the relationship be-
tween personality and workplace spirituality (Duffy et
al. 2016). Workplace spirituality is the “immanent” and
“transcendent” mood states that employees experi-
ence in the workplace. Immanency refers to employee
personal desires and the way that they devote them-
selves to the service of a greater “good” by integrat-
ing their inner lives with their professional roles. The
transcendence is the desire to do something useful for
others (Giacalone and Jurkiewicz 2003). Positive work-
place spirituality perception contributes to strength-
ening employee feelings of cooperation, creating a
creative organizational culture with high representa-
tion ability, and creating a sense of mutual loyalty and
trust among employees (Afsar and Rehman 2015).

Workplace spirituality are examined in three di-
mensions: meaningful work, sense of community,
alignment with organizational values (Milliman,
Czaplewski, and Ferguson 2003).

Meaningful work: This basic dimension refers to the
level of an individual’s attributing meaning to his/her
own work. Emotions such as employees’ taking initia-
tive in the job, motivation, the meaning attributed to
oneself and others, and satisfaction with work relate
to the concept of meaningful work (Daniel 2010). This
dimension also involves the search for meaning in the
job, the realization of a dream, making contribution
to others, and the purpose of creating added value
(Neal and Biberman 2003). The employee’s use of ini-
tiative at work, motivation, the meaning they attribute
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to oneself and others, and work satisfaction are some
otherpersonality factors (Kinjerski and Skrypnek 2006;
Daniel 2010). This dimension is about giving more
meaning to the lives of oneself and others depending
on each person’s personality traits which involves pur-
suing a dream, and contributing to others (Ashmos
and Duchon 2000; Neal and Biberman 2003). It is as-
sociated with personality traits such as openness to
experience, an active imagination, aesthetic sensitiv-
ity, intellectual curiosity, and the ability to make inde-
pendent judgment (Glass et al. 2013). It is further as-
sociated with the conscientiousness subdimension of
the personality, with characteristics such as success-
orientedness, high organizational loyalty, being hard-
working, responsible, careful, and orderly (Witt et al.
2002; John, Naumann, and Soto 2008) in addition to
the compatibility subdimension, expressed through
altruism, pro-community behaviors, and relation to
other people.

Sense of community: Related to the interactions
among employees, the sense of community reflects
the level of harmony between organizational values
and employee values (Piryaei and Zare 2013). It stems
from the employee desire to establish strong relation-
ships with colleagues based on the belief that people
are related to each other and that there is a connec-
tion between their own selves and the selves of others
(Milliman, Czaplewski, and Ferguson 2003). A sense of
community refers to the mental, emotional, and spir-
itual connections between employees. This dimension
is closely related to the openness to experience dimen-
sion of personality traits, such as aesthetic sensitiv-
ity, intellectual curiosity, openness to new thoughts,
openness to other views and sensitivity. It is also asso-
ciated with the dimension of conscientiousness, exhib-
ited by strong impulse control and being responsible,
careful, and orderly; with extraversion characteristics
such as sociability, assertiveness, activeness and talka-
tiveness, and compatibility, which includes being po-
lite, showing pro-community behaviors, and caring
for other people (Glass et al. 2013; McCrae and Costa
2003; Witt et al. 2002).

Alignment with organizational values: This dimen-
sion of workplace spirituality refers to the level of
harmony between the personal values of the indi-
vidual and the values of the organization (Mitroff and
Denton 1999). Related to interpersonal relationships,
alignment refers to the degree to which an individual
participates in interpersonal cooperation. Those who
cooperate with others are friendly, sociable and trust-
worthy people. Alignment with organizational values
is not only aimed at the individual itself, but also re-
quires contributing to others (Milliman, Czaplewski,
and Ferguson 2003). This dimension is associated
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with the openness dimension of personality, indicat-
ing eagerness to try new experiences (Glass et al.
2013), as well as with the conscientiousness dimension
characterized by dedication to following rules (John,
Naumann, and Soto 2008; Witt et al. 2002). This di-
mension is also related to the extroversion dimension
of the personality characterized by proactivity, socia-
bility, friendliness, warmth, and assertiveness (McCrae
and Costa 2003). Considering the above-mentioned
dimensions of the concept and the overlapping as-
pects of the definitions are together, workplace spir-
ituality emerges as the totality of employees’ spiritual
feelings and interpersonal relationships (Sheng and
Chen 2012).

This study aims to find out whether personality
traits affect the perception of workplace spirituality
and provide support for this effect from a qualitative
perspective.

The main hypothesis of the study “whether person-
ality traits affect the perception of workplace spiritual-
ity.” As such, the following hypotheses were devel-
oped for the quantitative part:

The sub-hypotheses:

H1: Openness to innovations affects workplace

spirituality positively and significantly.

H2: Emotional stability affects workplace spiritual-

ity positively and significantly.

H3: Extraversion affects workplace spirituality

positively and significantly.

H4: Agreeableness affects workplace spirituality

positively and significantly.

H5: Neuroticism affects workplace spirituality

negatively and significantly.

3. METHODOLOGY

3.1 Research Design

This study adopts both the quantitative method based
on positivist epistemology and the qualitative meth-
od based on interpretive/constructivist epistemology.
The mixed method research design was a pragmatic
choice because it explains a given phenomenon bet-
ter by combining the strengths of both quantitative
and qualitative methods (Creswell and Garrett 2008;
Johnson and Christensen 2004; Tashakkori and Teddlie
2003). Predictive design was used as the model of the
quantitative part of the study (Creswell 2012). Besides
allowing deductive reasoning, the quantitative meth-
od enables objective measurements, and fits the pur-
pose of testing hypotheses and generalizing results
(Creswell and Poth 2018; Glesne 2015; Patton 2014).
Applying the qualitative method to combine the
quantitative findings with the qualitative results was
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essential for the purpose of solving or better under-
standing a practical problem, developing alternative
perspectives, and taking advantage of inductive rea-
soning. As it is convenient to examine current cases,
the “case study” design was preferred for the qualita-
tive part (Creswell and Poth 2018; Yin 2014). The case
study design in the study was preferred because the
subject studied was a “general problem” or “situation”
from real life, and the researchers aimed to examine
a current, complex and special phenomenon within
its own conditions. Another reason for choosing the
qualitative case study design was to investigate a cur-
rent issue in its natural environment in depth and to
reach more accurate results by interpreting the find-
ings together with quantitative findings (Cohen,
Manion, and Morrison 2000; Creswell 2016; Platt 2007;
Robson 2001; Williman 2006; Yin 2003). In the overall
design of the study, the “exploratory sequential mixed
research model” was used in which the quantitative
data analysis is followed by qualitative data analy-
sis (Axinn and Pearce 2006; Creswell and Clark 2015;
Teddlie and Yu 2007). The quantitative and qualitative
findings were combined and interpreted in the discus-
sion part (Gardner 2012; Johnson and Onwuegbuzie
2004). This research design helps support quantitative
findings with qualitative findings, and allows deeper
insights into participant perceptions within their spe-
cific social contexts (Glesne 2015).

3.2 Study group and Sampling

The target population of the study is comprised of
the academic staff employed in a state university in
Turkey. The quantitative study group of the study con-
sists of 238 participants selected from the population
by the “simple random sampling” technique. The qual-
itative part applies the “critical case sampling,” which is
a purposive sampling technique based on a hypoth-
esis that can be summarized as “if it happens here,
it can happen in other similar situations” (Marczyk,
DeMatteo, and Festinger 2005; Mertens 2014). The
qualitative study group is composed of 14 managers
selected from among the participants of the quan-
titative part. The qualitative data of the study were

collected from the same sample from which quantita-
tive data were collected. The qualitative data were col-
lected through face-to-face interviews with 14 people
considered to be experts on the subject and were in
executive positions.

3.3 Data Collection Tools

The quantitative data of the study were collected
by using the Workplace Spirituality Scale developed
by Milliman, Gatling, Kim (2018), and the Five Factor
Personality Scale developed by Somer and Goldberg
(1999). These scales were adapted to Turkish by the
authors. The qualitative data of the study was collect-
ed by means of a semi-structured interview form con-
sisting of 3 main questions. The following questions
were asked to the managers to obtain their opinions
on personality traits and workplace spirituality:

1. What is your opinion on the importance of work-
place spirituality, which means a set of acceptable
principles, beliefs and values that employees have
in the workplace?

2. What are your views on the possibility of a man-
agement style by considering personality traits in
an environment where many people with different
personality traits work?

3. To what extent do you think it is possible to align
organizational spirituality values and individual
traits in an organization where many people work?

3.4 Validity and Reliability

The Cronbach’s Alpha internal consistency coefficients,
which were calculated to determine the reliability of
the scales of the study, are presented in Table 1.

The Cronbach’s Alpha values of the scales related
to personality traits were found to be between 0,626
and 0,792. The Cronbach’s Alpha value of the 21-item
workplace spirituality scale was found to be 0,860. As
these values were higher than 0,60, it was concluded
that the scales were reliable. The mean and standard
deviation values of the scales are displayed in Table 2.

Table 2 shows that the scores of the participants

Figure 1. Exploratory sequential mixed research model
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Table 1. Reliability Analysis Findings of Personality Traits and Workplace Spirituality Scales

Variables Cronbach’s Alpha Number of Items
Openness 0,65 4
Conscientiousness 0,62 4
Extraversion 0,72 4
Agreeableness 0,69 4
Neuroticism 0,79 4
Workplace Spirituality (Total Score) 0,86 21
Meaningful Work 0,67 6
Sense of Community 0,69 7
Alignment with Organizational Values 0,75 8

Table 2. Mean and Standard Deviation of Personality Traits and Workplace Spirituality Dimensions

Variables Mean Standard Deviation
Openness 3,87 0,70
Conscientiousness 3,91 0,66
Extraversion 3,71 0,78
Agreeableness 3,90 0,68
Neuroticism 2,74 0,97
Workplace Spirituality (Total Score) 3,71 0,42
Meaningful Work 3,91 0,49
Sense of Community 3,70 0,50
Alignment with Organizational Values 3,53 0,53

related to personality traits, except neuroticism, are
above average. These values indicate that the partici-
pants are innovative, emotionally balanced, outgoing,
and harmonious. Likewise, it is observed that work-
place spirituality values of the participants are above
the average. The dimension with the highest score in
the scale of workplace spirituality is “meaningful work”
with a mean value of 3,92 (the scale is 5-point Likert
Scale).

A confirmatory factor analysis was performed so as
to determine the validity of the scales. The Workplace
Spirituality Scale consists of 21 items under three di-
mensions. As the sum of the dimensions in the scale
of personality traits did not constitute a separate
concept, the analyses were conducted by evaluat-
ing each dimension as a separate scale (Neuroticism,

Table 3. Results of Construct and Convergent Validity Analyses

Agreeableness,  Extraversion, Conscientiousness,
Openness). Whether the structures were confirmed
in the research sample was tested; The values of the
scale were found to be satisfactory and it is indicated
that the scales had construct validity. Additionally,
convergent validity was tested using composite reli-
ability (CR) and average variance extracted (AVE). AVE
values are expected to be over 0,50 and lower than CR
values (Fornell and Larcker, 1981). The results of the
analyses show that scales had convergent validity. The
values for confirmatory factor analysis, composite re-
liability (CR) and average variance extracted are pre-
sented in Table 3.

Since validity in qualitative research can be both
internal and external, the external validity and trans-
ferability of the obtained results in this study were

Variables CMIN df GFI RMSEA CFI AGFI NFI CR AVE
Openness 1,64 1 0,99 0,40 0,99 0,98 0,99 0,79 0,50
Conscientiousness 0,72 1 0,99 0,00 0,99 0,99 0,99 0,80 0,50
Extraversion 2,99 1 0,99 0,70 0,99 0,96 0,99 0,82 0,55
Agreeableness 3,20 1 0,99 0,74 0,99 0,96 0,99 0,81 0,52
Neuroticism 8,07 2 0,99 0,86 0,98 0,94 0,97 0,86 0,61
Workplace Spirituality 600,98 186 0,86 0,74 0,81 0,83 0,75 0,88 0,62
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ensured by using multiple data sources (Leung 2015).
The external validity was increased by resource and
analyst diversity, and by quoting direct excerpts from
the descriptive statements, while internal validity was
achieved through participant confirmation and expert
reviews (Creswell and Poth 2018; Merriam 2013). The
overall reliability was ensured by verifying both in-
ternal and external reliability (Gardner 2012; Merriam
2013). The internal reliability was ascertained through
consistency analysis, and the external reliability was
confirmed through confirmation examination.

3.5 Data Analysis

In the quantitative part of the study, first, the
Skewness Kurtosis Normal Distribution Test was ap-
plied to test the normal distribution of the data. Since
the data were normally distributed (between +1,5 and
-1,5), parametric tests were performed (Tabachnick
and Fidell 2013). The data were analyzed by applying
the mean and standard deviation analysis, frequency

analysis, Pearson correlation, and multiple regression
analysis. The data collected for the qualitative part of
the study were analyzed by qualitative content analy-
sis. The main question and sub-questions were an-
swered on the basis of the findings obtained from the
qualitative content analysis. The researchers started
the analysis without predetermined codes, and ascer-
tained them during the analysis process (Brinkmann
2013). Thus, similar descriptive statements were
grouped into certain concepts, codes, and themes
(Gardner 2012).

4. QUANTITATIVE FINDINGS

To determine whether personality traits have a
significant effect on workplace spirituality, frequency
analysis, normality test, correlation analysis and multi-
ple regression analysis were performed. The frequen-
cy analysis findings related to gender, marital status,
education level, age, and work experience are shown
in Table 4.

Table 4. The Distribution of Frequency and Percentage Related to the Demographic Characteristics of the Participants

Variables Category Frequency %
Female 96 41,2
Gender Male 137 58,8
21-30 years old 13 5,6
Age 31-40 years old 59 25,3
41-50 years old 111 47,6
51 and above 50 21,5
. Married 181 77,7
Marital Status Single = 223
1-4 years 25 10,7
Work Experience 5-8 years 95 40,8
9 years and above 113 48,5

Table 5. The Findings of Pearson Correlation Analysis to Examine the Relationship between Variables

Dimensions 1 2 3 4 5 6 7 8
1. Opennes -
2. Conscientious-ness 0,35** -
3. Extraversion 0,31** | 0,40** -
4. Agreeableness 0,28%* | 0,47*% | 0,45** -
5. Neuroticism -0,05 -0,14* -0,12 0,25%* -
6. Meaningful 0,25** | 0,16** | 0,21** 0,13* 0,17** -
7. Sense of Community 0,17** 0,18** 0,27** 0,22** -0,05 0,50** -
8. Alignment with Organizational Values | 0,25** 0,14* 0,32%* 0,15* -0,01 0,52** | 0,62%* -
9. Workplace Spirituality. 0,27** | 0,19** | 0,32** | 0,20** -0,09 0,79** | 0,84** | 0,86**

* Correlation is meaningful at 0,05 level (2-tailed).
** Correlation is meaningful at 0,011 level (2-tailed).
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Regarding the personality traits, Skewness was
found to be -0,98, and Kurtosis was found to be 1,45.
Regarding the workplace spirituality, Skewness (-0,99)
and Kurtosis (1,49) values were found to be between
-1,5 and +1,5. Considering the normal distribution
of the data on both variables, the analyses were per-
formed by using parametric tests. Pearson Correlation
analysis was conducted to investigate the relationship
between the variables. The results of the analysis are
shown in Table 5.

A statistically significant, positive and low-strength
relationship was found between personality traits and
workplace spirituality (total score and sub-dimen-
sions), except neuroticism. These findings reveal that
as the scores for openness, conscientiousness, extra-
version and agreeableness increase, the total score
of workplace spirituality increases, albeit weakly. To
examine the effect of personality traits on workplace
spirituality, a multiple regression analysis was applied
by taking the personality traits as the independent var-
iable, and assigning workplace spirituality as the de-
pendent variable. Since neuroticism was not found to
be significantly related to workplace spirituality, this
dimension was excluded in the regression model. The
findings are displayed in Table 6.

According to the Regression analysis, only the
extraversion and openness as personal traits affect
workplace spirituality to a significant degree. R? val-
ue (0,139) shows that the change in extraversion and
openness explain 13,9% of the change in workplace
spirituality. Extraversion and openness positively af-
fect workplace spirituality at a low level (Beta=0,248;
0,179). Thus, the main hypothesis of the study was
partially supported and the sub-hypotheses of H1
and H3 were accepted, but the H2, H4 and H5 were re-
jected. In the second step of the study, the opinions of
14 participant managers about how personality traits
affect workplace spirituality and the possibility of tak-
ing personality traits into daily management practices
were analyzed, as we discuss below.

5. QUALITATIVE FINDINGS

The demographic characteristics of the managers
participating in the qualitative part of the study are
shown in Table 7.

Through the first question, the executive opinions
on how to relate the perception of workplace spiritu-
ality to personality structures were obtained. It was

Table 6. The findings of multiple regression analysis related to the effect of personality traits on workplace spirituality

Independent Variable R R2 Corrected R2 Beta T P
Openness 0,179 2,658 0,008
Conscientiousness 0,021 0,284 0,777
0,373 0,139 0,124
Extraversion 0,248 3,437 0,001
Agreeableness 0,029 0,386 0,700

Dependent Variable: Workplace Spirituality

Table 7. Demographic Characteristics of the Managers Participating in the Qualitative Part of the Research

Participant Code Marital Status Age Gender
P1 Married 47 Male
P2 Married 53 Male
P3 Married 46 Male
P4 Single 39 Female
P5 Married 42 Male
P6 Married 56 Female
P7 Single 51 Male
P8 Married 45 Male
P9 Married 49 Female
P10 Single 51 Male
P11 Married 56 Male
P12 Married 51 Male
P13 Married 53 Female
P14 Single 48 Male
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intended to elicit managers' views on how to create a
workplace spirituality that represents everyone in the
workplace and that would be welcomed by everyone.
The answers given to the question are presented in
Table 8.

Six of the participants (42%) stated that each per-
son had a different personality structure and these
differences gave them the identity of being a unique
individual. According to the managers’ opinions, it is
natural that people perceive workplace spirituality dif-
ferently due to having distinct personality structures.
However, every employee needs workplace spiritual-
ity and achieves job satisfaction to the extent that this
need is met. Some manager views on the question are
as follows:

— Workplace spirituality is significant for everyone. P4
— People have spiritual needs as well as material needs.

Workplace spirituality relates to the spiritual needs of

people in the workplace. P9

Nine of the participating managers (64%) stated
that even if people hold differing values, an organiza-
tional spirituality that appeals to and represents eve-
ryone can be established on the basis of “respect for
human beings.” The beliefs and values of people are
different; however, the managers see a management
approach based on certain standards, such as respect
for rights, beliefs and thoughts, being remunerated

for labor, and appreciation according to merit criteria
possible. The participants stated that a workplace spir-
ituality representing the beliefs and values of nearly
everyone would be possible through such a manage-
ment approach:

It's impossible to adopt as many management
styles as the number of people’s personality struc-
tures; however, a workplace spirituality that respects
faith and values appeals to everyone. P5

Although the behaviors of people differ, their
needs and basic tendencies are often common and
they have spiritual needs. Workplace spirituality is a
common value for everyone, even though it is per-
ceived differently. P8

The second research question is about what man-
agers think about the possibility of a management
style by considering personality traits in an environment
where many people with different personality traits work.
Even though people have different personality struc-
tures, organizations are managed through a general
management approach that does not take personal-
ity traits into account. The opinions of the managers
regarding the question are shown in Table 9.

Eight (57%) participants stated that human behav-
ior, character, and ability should be taken into consid-
eration while managing people. They also noted that it
would be unrealistic to manage everyone in the same
way. This perspective reveals that the participants

Table 8. The Opinions of Managers about Workplace Spirituality

Descriptive Statements Participants f Code Sub-theme Main theme
Although workplace spirituality is per- Personality Personality
. . L . . P2, P4,P7, P9, structure
ceived differently, it is an important organi- and workplace
. P10,P13 6 Workplace ., .
zational value needed by everyone. S spirituality
spirituality Respect for
; human values
. , . Beliefs and
. X . P9,P10,P12,P14 9 Respect for human
aspect of respecting everyone’s beliefs. faith

Table 9. The views of managers on the importance of personality traits in management: frequency, code, sub-theme and

main theme
Descriptive Statements Participants f Code Sub-theme Main theme
Not all people understand the way you Habit
speak; When managing them, it is impor- P2, P4, P5, P6, P7 Character Personalit
tant to recognize their habits, abilities and P9,P11,P14 8 Abilit y
characters. In return, act accordingly. y Management
of Personalit
The artistic side of human management Management "
. P2, P3, P6, P8, Human
is to get to know them at first glance and Art
- . - P10,P13,P14 7 - Management
utilize from their talents at maximum level. Ability
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have an understanding that human resources man-

agement needs to consider personality structures

rather than following a general human management

approach. Some participant opinions are given below:

- Indeed, managing a person means managing his/her
personality. Without this important element, it is im-
possible to make use of a person’s skills. P2

- Human management is actually about the personal-
ity of people. Management is to use someone’s abili-
ties for the benefit of the organization. P11

It is clear that seven of the managers (50%) have
the opinion that human management is about the use
of human knowledge, skills, and competences for the
benefit of the organization. They also think that it is a
must to recognize the character, talent, temperament,
and personality type and take these features into ac-
count in management so as to benefit from human
abilities and motivate employees at the maximum
level. The managers are of the opinion that human
management involves some human resources man-
agement and behavioral sciences aspects. Some par-
ticipant views on this are as follows:

— Human management requires seeing into people at
first glance and be a connoisseur of human nature.
That is why it is very important to know the person
you manage.P3

— Knowing people is the key because human manage-
ment is not only about giving orders, but also finding
talents and using them for the benefit of the organiza-
tion. P10

The third research question focused on the har-
mony between organizational and individual values in
human management and aimed to find out manage-
rial views on the possible consequences of the match
or mismatch between individual values and organiza-
tional values. The managers’ opinions regarding this
question are given in Table 10.

Six of the participants (42%) stated that it is not the
right approach to separate a person’s life into private
life and business life, or public and social life, and that

people always have their own beliefs and values what-

ever the situation and wherever they live. Thus, some

participants argued that an environment which runs

counter to the beliefs and values of a person harms

his/her personality and puts pressure on his/her char-

acter. Some statements expressing the above-men-

tioned opinion are as follows:

- Itis not right to categorize human life as private and
business life. P4

- A human being is whole in terms of his/her personal-
ity; therefore, s/he does not show a different personal-
ity with respect to a different environment. P9

Eight (57%) of the participant managers reported
that a management approach that respects the values
of people and even sees it as richness will make a sig-
nificant contribution to achieving job satisfaction and
high performance by establishing a relationship be-
tween human values and organizational values. They
think that human management cannot be executed
only by instructions and strict rules; on the contrary,
the artistic side of management is about revealing the
talents within human beings for the benefit of the or-
ganization. Some participant opinions about the issue
are as follows:

- Humans want to be present in every environment
with their beliefs and values. No one can be asked to
leave their values aside during their work hours. P8

— There are tangible and intangible motivation and job
satisfaction factors. Respecting human values in busi-
ness life motivates them spiritually. P11

Itis clear from these statements that it is important
to consider the personality, character, and ability of
a person in the human management decisions both
to improve the individual performance of employees
and organizational efficiency/effectiveness. Managers,
on the other hand, share the common conviction that
an organizational spirituality that respects basic val-
ues will appeal to everyone, despite the differences in
personality traits.

Table 10. The views of managers related to the harmony between organizational and individual values

Descriptive Statements Participants f Code Sub-theme Main theme
. . . The values of busi-
Peopl.e Wan't to I|v.e together Wl.th thelr P2, P4, P6, P9, ness and private Life style of
values in business life as well their private :
. P11,P13 6 life humans
life. . .
Business life
The harmony between human values and The values of people
. P1,P3,P5,P7, L
corporate culture can contribute to the of human Working life of
- . . . P8, P10, P11,
achievement of job satisfaction and the P13 8 Corporate culture humans
improvement of employee performance. Job satisfaction
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6. DISCUSSION

The findings reveal that the mean scores of per-
ceptions related to personality traits, except neuroti-
cism, are high. The personality perception dimension
with the highest score is conscientiousness and the
lowest is neuroticism. People seem willing to reveal
their conscientiousness, while they seem reluctant
to show neurotic personality traits because they are
not widely approved. The participants also have high
levels of workplace spirituality perception, with the
highest-scoring dimension being meaningful work,
and the lowest being alignment with organizational
values. The findings also reveal that personality struc-
ture causes a difference in the perception of organi-
zational spiritual climate and values. The low level of
positive harmony perception between values indicate
that organizational values do not adequately reflect
the views of the participants. The possible negative
consequences of this may be inadequate job satis-
faction and employee performance, the increase in
anti-productivity behaviors, and stronger intention to
quit the job. Lawrence and Callan (2011) found that a
highly positive workplace spirituality perception sub-
stantially improves job satisfaction and performance.
Furthermore, Lazar (2016) found a strong relationship
between workplace spirituality and openness-consci-
entiousness. All the personality traits, except neuroti-
cism, have a positive and statistically significant rela-
tionship with workplace spirituality. When the effects
of the personality traits on workplace spirituality are
examined, it is evident that openness and extroversion
have a positive impact on workplace spirituality, but
responsibility and agreeableness have no effect on it.
Given that extrovert people have a high level of inter-
action abilities with their superiors, subordinates and
other colleagues, extrovert people’s highly positive
perceptions of workplace spirituality is an expected
outcome. In a study with a larger sample of adminis-
trative and academic staff, a significant effect of ex-
traversion was found on workplace spirituality (Tutar
and Oruc 2020). Therefore, extrovert employees who
are open to innovations have much more positive per-
ceptions of workplace spirituality, motivating them for
organizational change and innovation.

Kolodinsky, Giacalone, and Jurkiewicz (2008) found
that workplace spirituality contributed significantly to
reducing the frustration of employees at work. Some
studies show that there is a strong positive relation-
ship between personality dimensions and job per-
formance, which indicates that workplace spirituality
needs to be regulated by taking the personality traits
of employees into account for organizational effi-
ciency and effectiveness (Barrick, Mount, and Judge
2001; Liao and Chuang 2004). Although workplace
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spirituality differs by personality traits dimensions,
other studies support our conclusion that workplace
spirituality positively correlates with agreeable-
ness, extroversion, openness, and conscientiousness
(Garcia-Zamor 2003). Afsar and Rehman (2015) sug-
gest that positive perceptions of workplace spiritual-
ity strengthen employees’ feelings of cooperation,
generating creative organizational culture with high
representation skills, and creating a mutual sense of
commitment and trust among employees.

7. CONCLUSION

Our findings indicate that the harmony between
the perception of personality structures and work-
place spirituality has an important function in the
adoption of workplace values by the employees.
Rego, Cunha, and Oliveira (2008) found that positive
perceptions of workplace spirituality strengthen the
organizational commitment of the employees and in-
creases their organizational performance and produc-
tivity. Besides, the obtained results clearly support the
conclusion that positive workplace spirituality percep-
tions favor the secondary dimensions of organization-
al commitment, internal job satisfaction, involvement
in the job, organizational based self-esteem, and re-
duced intention to quit job. Some other studies have
found that positive workplace spirituality perceptions
reduce organizational stress and prevent the emer-
gence of anti-productivity behaviors (Altaf and Awan
2011; Rego and Cunha 2008). Further, those who have
highly positive perceptions of workplace spirituality
display stronger organizational citizenship behaviors
and are more willing to behave ethically compared to
others (Lips-Wiersma and Mills 2002). A highly favora-
ble perception of workplace spirituality strengthens
employees’ sense of responsibility, leading them to
be more willing to exhibit proactive behaviors (Khan,
Khan, and Chaudhry 2015). The findings of the cur-
rent study indicate that a highly positive perception
of workplace spirituality is important in terms of in-
dividual and organizational productivity. However,
not everyone assigns the same meaning to the same
situation; every employee may perceive workplace
spirituality differently depending on their unique per-
sonality. Consequently, it is vital to consider human
management not only in terms of principles, rules, and
norms, but also in terms of personality traits. The man-
agers in this study share the opinion that a workplace
spirituality model for each personality trait cannot be
created, but a management approach respecting the
basic beliefs and values of everyone is possible.

Our study is limited to the relationship between the
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five-factor model of personality and workplace spiritual-
ity. Repeating the study with different study groups
may increase its generalizability. This cross-sectional
study can be repeated longitudinally through meta-
analyses. In future research, workplace spirituality and
personality traits can be tackled together with sec-
ondary characteristics of workplace spirituality. Finally,
a person’s inclination towards religiosity, job stress,
anti-productivity behaviors, absenteeism, perceived
organizational support and organizational citizenship
can be analyzed by considering organizational trust
variables, along with regulatory and mediator vari-
ables. As a final note, the readers should be aware that
the results of this study are limited to data obtained
from a particular study group. It is important for ad-
ministrators to be aware that the results obtained and
the opinions reported are limited to a certain sample,
and the qualitative part in particular reflects the sub-
jective judgments of the researchers.
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