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Job Involvement Mediating Organizational 
Intelligence, Workplace Spirituality and Work Life 
Quality among Red Crescent Employees

Background and Objectives: Spirituality in the workplace is the individual’s perception of their 
workplace enabling them to find their goal in life, and align their beliefs with the organization 
they work for. This study was conducted to investigate the relationship between the quality of 
work life (QWL) with organizational intelligence and workplace spirituality among employees 
of the Iranian Red Crescent Society mediated by job involvement.

Methods: In this descriptive-correlational study, the statistical population comprises all 
employees of the Red Crescent Society of Yazd Province, Iran, in 2022. Using convenience 
sampling, 304 employees were selected to complete the questionnaires of the study. The 
research instruments included the QWL questionnaire, organizational intelligence questionnaire, 
measurement of job and work involvement, and workplace spirituality scale. The proposed 
model was analyzed using path analysis.

Results: The results suggested a direct relationship between organizational intelligence and 
job involvement in employees of the Red Crescent Society (P<0.001). Moreover, there was 
a significant relationship between workplace spirituality and QWL (P<0.001), and between 
workplace spirituality and job involvement in employees of the Red Crescent Society (P=0.004). 
The relationship between job involvement and QWL was positive and significant (P<0.001). 
The relationship between indirect paths with the QWL was significant through job involvement 
(P<0.01). 

Conclusion: Job involvement and workplace spirituality were positively related to the QWL of 
employees. Based on this model, various programs can be developed and designed to prevent 
career burnout and improve the quality of their work life.
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Introduction

he quality of work life (QWL) refers to 
any activity in an organization, a level that 
seeks to influence an organization even 
more through the growth and promotion 
of human dignity [1, 2]. Survival needs, 

relevance, and knowledge are the three main qualities 
of work life, particularly, survival needs include health 
and income while relevance needs include social needs 
and respect, and knowledge needs comprise meeting the 
needs of knowledge and aesthetics [3, 4]. The QWL is a 
comprehensive and multidimensional concept that as a 
key element in the culture of organizational excellence 
leads to the alignment between employees and organiza-
tions, which is necessary to take into account to promote 
the satisfaction of employees and their retention in every 
organization. In light of that, improvement in the quality 
of life  (QoL) of employees can boost their mental and 
physical health [5].

Considering the importance of the QWL of employees, 
it is necessary to study the factors affecting it. One of 
these influential factors is organizational intelligence. 
Organizational intelligence means acquiring comprehen-
sive knowledge and information about all the factors that 
affect the organization. Intelligence is extremely influen-
tial on the efficiency and effectiveness of an organization 
[6]. By examining and strengthening the components 
of organizational intelligence, it is possible to improve 
the effectiveness of the organization by focusing on the 
abilities and planning to eliminate the weaknesses. Its 
characteristics and measurement of organizational infor-
mation can be considered to support organizational de-
cisions [7]. Organizational intelligence gives rise to the 
long-term excellence of organizations and communities 
and improves their performance. Organizational intelli-
gence entails a set of techniques and tools, that facilitates 
the conversion of a large amount of data from various 
resources to significant information to support decision-
making and improve an organization’s performance [8]. 
Kavosi et al. [9] reported that organizational intelligence 
has emerged as the main driving force for organizational 
efficiency and effectiveness.

Another factor influencing the QWL of the employ-
ees in the workplace is spirituality [10]. Spirituality in 
the workplace refers to enjoying a framework of orga-
nizational culture and values, which reflects the inner 
life, openness, attention, interaction, respect, modesty, 
compassion, and excellence from the viewpoint of the 
organization [11, 12]. Individuals experience spirituality 
in the workplace when searching for meaning in their 

workplace and are eager to interact with other people. 
In other words, spirituality in the workplace results in 
employees who perceive work as a place to earn income 
and as a place to accomplish their goals and tend to in-
teract with others [13]. Accordingly, spirituality in the 
workplace is the individual’s perception of their work-
place enabling them to find their goal in life, establish a 
relationship with their colleagues and other individuals 
related to their work, and align their beliefs with the or-
ganization they work for [14]. Spirituality enables em-
ployees to find their ultimate goal in life. In light of that, 
spirituality at the workplace is the perception of the em-
ployees of the workplace, which must be preserved by 
the meaning and enhance its values [15]. Spirituality in 
the workplace views employees as souls that need to be 
nourished and emphasizes human values. The spiritual 
phenomenon in the organization is currently crucially 
important and the absence of spirituality, particularly, 
the lack of attention to the dignity of employees as hu-
man beings transformed workplaces into cold and mean-
ingless places [16, 17]. Supporters of spirituality in the 
workplace argue that spirituality is a powerful tool to de-
velop a desirable feeling of meaning, goal, and commu-
nication in an organization, which can lead to personal 
satisfaction and effectiveness of the organization [18].

The crucial factor that can influence the organizational 
intelligence and spirituality in the workplace employees 
and lead to the improvement of the QWL is job involve-
ment. Job involvement refers to the level of people’s 
enjoyment of what they do and is one of the most ef-
fective ways to increase employee productivity through 
improving work commitment and participation. Job in-
volvement is among the variables that its development 
can lead to positive outcomes for the organization [19]. 
Job involvement defines the intensity of psychological 
empowerment of the individual with their job. Employ-
ees with low job involvement exhibit a lack of interest 
and enthusiasm toward fulfilling their tasks and tend to 
limit themselves and avoid extra roles to get involved 
at their work desks [20, 21]. Job involvement is one of 
the most crucial job variables regarded as a main factor 
in the lives of employees since they are mentally and 
emotionally affected by the degree of their involvement 
[22]. Job involvement is defined as a descriptive belief 
that is created at one time and related to the potential 
to meet the needs of an individual via their job [23]. 
Individuals with job involvement actively attend work, 
consider it an interest-based activity, regard their per-
formance in the workplace as the basis for their self-
esteem, and consider the job performance to be aligned 
with their self-concept [24].

T
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In general, manpower is the most crucial vital factor for 
the performance of an organization and all modern orga-
nizations invest a great deal in recruiting, training, devel-
oping, and keeping their employees to preserve human 
resources as the most crucial competitive advantage in 
today’s hectic world. However, they are constantly con-
cerned about losing their human capital and incurring a 
loss since losing a workforce equals losing the experi-
ences they have gained through the years. In light of that, 
organizations must spare no effort to support their em-
ployees by enhancing the quality of their work life and 
minimizing attrition. In light of that, it can be argued that 
the QWL is the most crucial job feature for employees. 
Taking into account the fundamental role of employees 
in accomplishing the goals of an organization, as well 
as various problems and issues employees face in the 
workplace, it is necessary to develop plans to improve 
the quality of their work life. According to the mentioned 
materials, the present study aimed to investigate the re-
lationship between the QWL with organizational intel-
ligence and workplace spirituality among employees of 
the Red Crescent Society mediated by job involvement. 
According to the mentioned objectives, the theoretical 
model of the current research is presented in Figure 1.

Methods

In this descriptive and correlational study, the relation-
ship between variables is examined through structural 
equation modeling. The statistical population compris-
es all employees of the Red Crescent Society of Yazd 
Province, Iran, in 2022-23. Using random sampling, 
304 participants were selected to complete the question-
naires of the study. The sample size was 300 employees 

based on the number of research variables (10 variables 
and 30 samples for each variable). The sample size was 
sufficient based on the research variables and sampling 
formula in structural equation modeling. In total, consid-
ering the possibility of receiving incomplete question-
naires, 320 questionnaires were distributed among the 
employees. Finally, 304 employees filled out the ques-
tionnaires completely and entered the research process. 
The inclusion criteria comprised a minimum of one year 
of job experience, an age range between 22 to 45 years 
old, consent to participate in the research, and a response 
to all research questions. The exclusion criteria consisted 
of unwillingness to participate in the research and failure 
to respond to all items of the questionnaire.

Instruments

QWL questionnaire (QWLQ): Walton [25] developed 
QWLQ. It comprises eight categories and 32 items. The 
following are the categories of this questionnaire: Ad-
equate and fair compensation (questions 1, 2, 3, 4 and 5); 
safe and healthy working conditions (questions 6, 7 and 
8); the opportunity to growth and security (questions 9, 
10, and 11); constitution in the work organization (ques-
tions 12, 13, 14, 15, 16 and 17); social integration in the 
work organization work (questions 18, 19 and 20); total 
life span (questions 21, 22, 23, 24 and 25); social rele-
vance of work life (questions 26, 27, 28 and 29); and the 
opportunity to use and develop human capacities (ques-
tions 30, 31 and 32). This questionnaire is scored based 
on the Likert scale, i.e. very little (1 point) to very much 
(5 points), and the high score of each dimension indicates 
the high point of that dimension. Khaksari et al. [26] 
confirmed the validity of the QWLQ (content validity 
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index [CVI]=0.98, content validity ratio [CVR]=0.98). 
Moreover, the authors reported a Cronbach α of 0.88 for 
the QWLQ [26]. In our research, the Cronbach α for this 
tool was 0.86.

Organizational intelligence questionnaire: Albrecht 
[27] designed an organizational intelligence question-
naire with 49 items. It is scored according to the 5-point 
Likert scale (ranging from totally agree 5 to totally 
disagree 1). It includes seven dimensions, i.e. strategic 
vision, appetite for change, shared fate, alignment and 
congruence, heart, and knowledge deployment. Rasouli 
et al. [28] confirmed the validity of the organizational 
intelligence questionnaire (CVI=1.00, CVR=0.99). The 
reliability of the organizational intelligence question-
naire was reported 0.86 using Cronbach α [28]. In our 
study, the reliability of this questionnaire was 0.79 using 
Cronbach α.

Workplace spirituality scale (WSS): Milliman et al. 
[29] developed a workplace spirituality scale to measure 
spirituality in the workplace. It includes three compo-
nents and 20 items. This scale is designed on a 5-point 
Likert scale (totally disagree, i.e. score 1 to totally agree, 
i.e. score 5) and the highest score indicates a higher level 
of spirituality. Ahadi Shoar et al. [30] confirmed the va-
lidity of the QWLQ (CVI=0.98, CVR=0.96). Moreover, 
the authors reported a Cronbach α of 0.95 for the work-
place spirituality scale [30]. In this research, the reliabil-
ity of the WSS was 0.79 using Cronbach α. 

Measurement of job and work involvement: The mea-
surement of job and work involvement questionnaire de-
signed by Kanungo [31] comprises 10 questions and one 
component, which measures the level of an individual’s 
job involvement. This questionnaire is designed on a 
5-point Likert scale (very much, i.e. 5 to very little, i.e. 
1). Questions 2 and 7 are reverse-scored. The total score 
of job involvement can range from 10 to 50 [32]. The 
validity of the Persian version of the measurement of job 
and work involvement was confirmed by Iranian authors 

(CVI=0.99, CVR=0.97) [33]. The Cronbach α of this 
tool was reported at 0.83 [32]. In our research, Cronbach 
α for this tool was 0.81.

Data analysis

Skewness and kurtosis values were considered to check 
the normality of the data. In addition, Pearson’s corre-
lation coefficient was used to check the correlation be-
tween the study variables. Structural equation modeling 
(SEM) was employed to study the relationship between 
the variables. The path analysis was used to evaluate the 
proposed model using SPSS software, version 27 and 
AMOS software, version 25. The significance level of 
the research was considered to be α=0.05.

Results

The findings concerning the demographic variables 
suggested that the mean age of employees ranged be-
tween 32.52±4.16. Among them, 265(87.17%) were 
male and 39(12.83%) were female, among which 
259(85.20%) were married and 45(14.80%) were single. 
Table 1 shows the Mean±SD, kurtosis, skewness, and 
Pearson correlation coefficient of research variables. The 
results of the Pearson correlation coefficient pointed out 
there was a significant correlation between the variables 
(P<0.001). Figure 2 shows the initial model developed to 
describe the QWL based on organizational intelligence, 
workplace spirituality, and job involvement.

Considering the data in Table 2, the root mean square 
error of approximation (RMSEA=0.394) showed that 
the initial model needs to be revised. After the elimina-
tion of one of the paths (organizational intelligence to 
QWL) in the final model, the root mean square error of 
approximation amounted to (RMSEA=0.054), which in-
dicates the good fitting of the model. Figure 3 shows the 
modified model.

Table 1. Mean±SD, kurtosis, skewness, and correlation between variables

Variables Mean±SD Kurtosis Skewness 1 2 3 4

1 QWL 96.06±12.02 -0.01 -0.22 1

2 Organizational intelligence 97.83±10.27 0.14 -0.40 0.27** 1

3 Workplace spirituality 60.93±7.56 -0.11 -0.70 0.32** 0.45** 1

4 Job involvement 30.21±4.44 -0.08 -0.46 0.44** 0.31** 0.32** 1

**P<0.01
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Figure 2. The primary research model

Figure 3. The final research model 

Table 2. Fit indicators in the research model

Fit Indicators χ2 df (χ2/df) TLI CFI RFI NFI RMSEA

Initial model - - - 0.76 - - 0.80 0.394

Modified model 1.89 1 1.89 0.98 0.99 0.96 0.99 0.054

Abbreviations: TLI: Tucker–lewis index; CFI: Comparative fit index; NFI: Normed fit index; RMSEA: Root mean squared error 
of approximation.
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Based on the data in Table 3, there was a direct rela-
tionship between organizational intelligence and job 
involvement in employees of the Red Crescent Soci-
ety (P<0.001), a direct relationship between workplace 
spirituality and QWL (P<0.001), and a direct relation-
ship between workplace spirituality and job involvement 
(P=0.004). The relationship between job involvement 
and QWL was positive and significant (P<0.001). The 
results showed that there was no significant relationship 
between organizational intelligence and QWL in em-
ployees of the Red Crescent Society (P=0.168).

The results suggested the indirect significance of orga-
nizational intelligence to QWL with a mediating role of 
job involvement (P<0.01). Furthermore, the indirect path 
of workplace spirituality to QWL with a mediating role 
of job involvement was significant (P<0.01) (Table 4).

Discussion 

This study aimed to investigate the mediating role of 
job involvement in the relationship between organiza-
tional intelligence and workplace spirituality with QWL 
in employees of the Red Crescent Society. The results 
suggested there was a significant relationship between 
the QWL and all direct paths except for organizational 
intelligence. The relationship between indirect paths 

with the QWL was significant through job involvement. 
The first finding indicated that the relationship between 
organizational intelligence and the QWL was not sig-
nificant. This finding is inconsistent with the results of 
Derikvand and Ebadollah Amoughin [33]. The lack of 
consistency in results might be due to differences in 
the research population, and the sample size, as well as 
employing different questionnaires and research tools 
to examine the variables. The results pointed out that 
the QoL enjoys a dynamic multidimensional structure, 
which currently includes concepts such as job security, 
reward system, promotion opportunities, training, and 
participation in decision-making. Organizational intel-
ligence is among the influential factors in the QWL. 
Organizational intelligence helps evaluate the organiza-
tional capabilities, understand the integration in the orga-
nization and the workplace, and realize the weaknesses 
and strengths of the organization. Modern organizations 
face a competitive environment and severe technical 
changes, which affect job opportunities. In light of that, 
the absence of QWL can lead to a lack of job satisfac-
tion, an increased lack of motivation and heart, as well 
as organizational commitment, and increases the rate of 
incidents, decreases in job responsibility, and results in 
work challenges and lack of productivity, all of which 
are among the main causes of lack of proper and desir-
able performance in organizations [33].

Table 3. Direct effects of analysis

Path
Initial Model Modified Model

β P β P

Organizational
 intelligence QWL 0.08 0.168 - -

Organizational 
intelligence Job involvement 0.21 0.001 0.21 0.001

Workplace spirituality QWL 0.16 0.011 0.18 0.004

Workplace spirituality Job involvement 0.52 0.001 0.52 0.001

Job involvement QWL 0.36 0.001 0.38 0.001

QWL: Quality of work life.

Table 4. Indirect effects of analysis

Paths
Initial Model Modified Model

β P β P

Workplace spirituality to QWL through the mediating role of job involvement 0.292 0.010 0.310 0.010

Organizational intelligence to QWL through the mediating role of job involvement 0.088 0.010 0.093 0.010

QWL: Quality of work life.
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The results indicated that the relationship between work-
place spirituality and QWL was significant. This result is 
consistent with similar research findings [34]. Bagheri 
Majd et al. [34] stated that workplace spirituality, directly 
and indirectly, affects the employees’ productivity with the 
mediating role of QWL. It signifies that workplace spiri-
tuality is the foundation of individuals’ beliefs, which in-
fluences their performance. Workplace spirituality enables 
individuals to perform their daily routine activities and job 
responsibilities wholeheartedly and upon perceiving the 
value and sense of life. Furthermore, spirituality and ethics 
in the workplace can boost creativity, honesty, trust, orga-
nization commitment, work ethics, and participation, and 
improve the job attitude and QWL of employees, which is 
directly and indirectly related to the QWL [34]. High levels 
of workplace spirituality lead to positive thinking, the feel-
ing of happiness, an increase in reliance on God, and hope, 
and decreases job anxiety and stress. The reduction of this 
stress improves the QWL.

Following the results, the relationship between job in-
volvement and QWL was significant. This result is con-
sistent with similar research findings [35]. This finding 
suggests when employees realize that issues such as job 
involvement and its application are taken into consider-
ation in an organization, they decrease their absence of 
work, improve job performance, and boost their partici-
pation in decision-making. In light of that, in case of lack 
of involvement of employees with the job and its goals, 
it is impossible to accomplish its goals. Job involvement 
and the feeling of commitment give rise to a strong spir-
it. When the needs of the members of an organization 
are met and they can fulfill their job responsibilities in 
peace, it results in the development of a strong spirit and 
boosts the quality of their work life. Elevating the QoL in 
organizations reduces conflicts and strengthens mental 
peace and motivation for development. Therefore, job 
involvement can enhance the QWL [35].

Furthermore, the results revealed that the relationship 
between organizational intelligence and QWL with a 
mediating role of job involvement was significant. The 
indirect hypothesis indicated that for organizational in-
telligence to affect the QWL, first, the job involvement 
of employees should be enhanced. Furthermore, the 
results revealed that the relationship between organiza-
tional intelligence and QWL with a mediating role of 
job involvement was significant. As argued by the direct 
hypothesis, there is a significant and direct relationship 
between organizational intelligence and QWL. The indi-
rect hypothesis demonstrated that workplace spirituality 
enhances job involvement in employees, which results 
in the improvement of the QWL. In general, organiza-

tions constantly seek solutions to enhance employees’ 
efficiency and reduce their work fatigue to improve the 
quality of their professional lives. QoL is a personal and 
situational concept. Job as a social health determinant is 
crucially influential in the daily lives of individuals. In 
light of that, employees’ health is enormously important 
in the productivity of organizations. 

Considering that the statistical population is limited 
to the employees of the Red Crescent Society of Yazd 
Province, generalizing the research results to other or-
ganizations and cities must be carried out with caution. 
Other limitations of the present study include the follow-
ing: The cross-sectional nature of the research, the use 
of self-report questionnaires to collect data, the limited 
variables investigated in the research, and the lack of ef-
fect sizes as a statistical limitation.

Conclusion

The findings revealed that job involvement and workplace 
spirituality were positively related to the QWL of employ-
ees. Following the research results, it can be argued that 
organizations must support, strengthen, and improve the 
QWL, organizational intelligence, and workplace spiritual-
ity as crucial factors among their main goals to boost work 
commitment and job involvement of their employees, and 
as a result, enhance their productivity.
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