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ABSTRACT

This study extends Social Identity Theory by examining the link between organizational identification
(QI) and work engagement (WE) through enhanced job satisfaction (JS) and testing it in a non-US
environment, which makes contribution to the literature. The study was conducted on a large sample (527) of
Turkish blue and white-collar employees from business units of 15 independent companies from 10 different
industry types and data was analyzed with Structural Equation Modelling. The results showed that
organizational identification is positively related with work engagement. Job satisfaction did not moderate the
relationship between Ol and WE, but it mediated 54 % of the effect of Ol and thus, confirmed the applicability
of Social Identitiy Theory in a Turkish context. Results revealed that a sense of identification may be a
precondition for work engagement; but it is the mediating effect of job satisfaction, which enhances this
relationship.
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IS TATMINI ORGUTSEL KiMLIiK VE iSE TUTKUNLUK ARASINDA
ARACI DEGISKEN OLARAK MI DUZENLEYICI DEGISKEN OLARAK MI
ROL ALMAKTADIR?

oz

Bu ¢alisma, artan is doyumunun érgiitsel kimlik ve ise tutkunluk arasindaki iligkiye etkisiniSosyal Kimlik
Teorisi baglaminda incelemekte ve bu iliskiyi ABD disinda bir ¢evrede test ederek literatiire katki sunmaktadir.
Calisma 10 farkl endiistride faaliyet gosteren 15 isletmeden beyaz ve mavi yakali toplam 527 ¢alisant kapsayan
genis bir orneklem iizerinde test edilmis ve veriler Yapisal Esitlik Modellemesi ile analiz edilmistir. Bulgular,
orgiitsel kimligin ise adanma ile pozitif iligkili oldugunu gostermistir. Is doyumu érgiitsel kimlik ile ise adanma
arasmdaki iliskiyi diizenleyici degisken olarak yer almamug, aract degisken olarak iliskinin %54 ’iinii aciklamis ve
boylece Sosyal Kimlik Teorisinin Tiirkiye deki bir orneklem iizerinde gegerli oldugunu ispatlamistir. Sonuglar,
kimlik hissinin ise adanma konusunda bir 6n kogul oldugunu fakat bunu giiclendiren degiskenin is doyumu oldugunu
gostermigtir.
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1. INTRODUCTION

In today’s highly competitive work environment, firms strive for achieving several ways
of gaining competitive advantages over rivals through work engagement (WE).Empirical
research shows that there is a positive relationship between WE and job satisfaction (JS) in
different professions. Our study contributes to the on-going debate on the relationship between
JS and WE in organizations, through examination of Organizational Identification (OI)’s effect
on the mentioned relationship, in Turkish context. This paper makes two specific contributions.
Firstly, this is the first study that examines the effect of Ol on WE, through enhanced JS in
Turkish context. Secondly, whether JS acts as a mediator or moderator on the relationship
between Ol and WE is tested and thus, Social Identitiy Theory (SIT) is extended. As
methodological advantage of the paper, to evaluate internal validity, it is preferred to use Mc
Donald’s Omega coefficient besides Cronbach alpha. Omega is selected deliberately because it
is specifically developed for evaluating internal consistency in exploratory and confirmatory
factor analysis, and in Structural Equational Models where latent variables exist. Since
exploratory and confirmatory factor analysis are applied in variable selection and Structural
Equational Modelling, where latent variables exist for mediator and moderator analysis,

McDonald’s Omega is preferred to be used.
1.1. Work Engagement

Engagement at work was conceptualized by Kahn (1990), as the ‘harnessing of
organizational members’ selves to their work roles’. Similarly, according to Van Bogaert et.al
(2013), work engagement is a combination of the capability to work (energy, vigour) and the
willingness to work (involvement, dedication). In academic literature, work engagement is
often characterized with the amount of discretionary effort exhibited by employees in their jobs
(Frank et al., 2004) or emotional and intellectual commitment to the organization (Baumruk,
2004; Richman, 2006; Shaw, 2005). A highly engaged employee will consistently deliver
beyond expectations (Wright &Cropanzano, 2000). Although generally “employee
engagement” and “work engagement” are used interchangeably, as Schaufeli and Bakker
(2010) states the former is more general and has connections with the organization itself. Work
engagement refers to the relationship of the employee with his or her work, whereas employee

engagement may also include the relationship with the organization.
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1.2. Job Satisfaction

Job satisfaction is one of the most researched concepts in academic literature, since it
has practical positive work-related outcomes for businesses besides its strong theoretical base.
The three most common definitions of JS describe it as: “the pleasurable emotional state
resulting from the appraisal of one’s job as achieving or facilitating the achievement of one’s
job values (Locke, 1976), “the extent to which people like (satisfaction) or dislike
(dissatisfaction) their jobs™ (Spector, 2006) and “all the feelings that an individual has about
his/her job” (Spector, 1997). It is ‘a positive (or negative) evaluative judgment that is made by
one, about one’s job or job situation’ (Weiss, 2002). In other words, job satisfaction has
emotional, cognitive, and behavioral components (Bernstein & Nash, 2008; Rich et al., 2010).
Academic literature, which focuses on behavioral aspect of JS, reports that high JS is associated
with higher levels of job performance, organizational citizenship behavior, lower levels of
turnover (Hulin & Judge, 2003), loyalty and counterproductive behavior (Gottfredson &
Holland, 1990). In this research, researchers will use the concept of JS developed by Spector
(1997).

1.3. Association of Job Satisfaction and Work Engagement

The relationship between JS and WE has been widely researched. However, the
direction of the relationship between JS and WE remains unclear in the literature (Mauno,
Kinnunen & Ruokolainen, 2006; Bakker & Schaufeli, 2008; Schaufeli & Bakker, 2010).
Overwhelming of studies argue that JS is a predictor of work engagement (Avery, Kay &
Wilson, 2007; Simpson, 2009; Salanova, Llorens & Schaufeli, 2011; Yalabik et al., 2013;
Harter, Schmidt & Hayes, 2002). Abraham (2012) links WE with JS and defines it as the degree
to which workers feel JS and an emotional connection to the success of their business, resulting
in improved productivity, innovation and retention, which is the basic proposition of our study.
Maylett & Riboldi (2008) states that JS is a component of making an employee feel engaged.
Similarly, Tiwari (2011) in a study has cited JS as an antecedent to WE; Robinson, Perryman
& Hayday (2004) and Penna (2005) all use a model of engagement which incorporates JS, as
one of key influences on staff engagement and overall satisfaction at work. Also, the results of
2012 Employee Engagement published by SHRM reveals that the conditions of WE are related
to the factors influencing JS in an organization (Abraham, 2012). In the light of previous
research, we expect that the employees who are satisfied with their jobs, become engaged and

produce positive outcomes for both the work and organization.

Business & Management Studies: An International Journal VVol.:6 Issue:4 Year:2018 1324



Sevcan KILIC AKINCI

1.4. Organizational Identification and Social Identity Theory (SIT)

Organizational identification (OI) is defined as “a psychological linkage between the
individual and the organization whereby the individual feels a deep, self-defining affective and

cognitive bond with the organization as a social entity” (Edwards & Peccei, 2007).

The dominant theory that most of the Ol studies are based, is Social Identity Theory
(SIT), which states that Ol is commonly believed to develop as a result of the group to which
the individual belongs; thus, the individual-group relationship should be analyzed in this
framework (Tajfel, 1982). SIT proposes that individuals seek to join and sustain membership

in groups that reinforce their self concepts (Tajfel& Turner, 2004).

We see the first detailed model of Ol was proposed by March and Simon (1958). Since
then compared with other psychological variables, which are relevant to work behavior, such
as job satisfaction and work motivation; organizational identification (OI) has received little
attention until recently. Firms seek to achieve identification since as the result of identification,
positive outcomes such as greater job satisfaction, lower rate of absenteeism, greater
cooperative behavior and lower turnover are achieved (Riketta, 2005; Van Dick et al., 2004).
A sense of identification may be a precondition for job satisfaction and it may prevent
employees from being alienated (Dutton et al., 1994). It induces individuals to engage in the
work and derive satisfaction from activities that fit to the identity (Ashforth & Mael, 1989).

1.5. Previous Research

In academic literature, vast majority of the researchers found evidence that employees’
levels of engagement predict positive outcomes for organization (Salanova, Agut & Peiro,
2005; Schaufeli et.al., 2002) and engaged employees are more likely to exhibit discretionary

efforts and improve individual performance (Van Bogaert et.al., 2013).

Although a high level of organizational identification can yield desirable results for both
organizations and individuals (Boros, 2008), research on its relationship with work-related
attitudes, such as job satisfaction and on the mechanisms governing this relationship, is in the
very early stages of development (Karanika-Murray et.al., 2015).

In academic literature, research on direct link between work engagement and
organizational identification is scarce. Cartwright & Holmes (2006) recommends further
research on engagement and identification; Karanika-Murray et.al. (2015) published a recent
research on the link between the two.
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For Turkish setting, to the best knowledge of researchers there is only one study. Otken
& Erben (2010) also studied Ol and WE relationship on 212 employees working in private
sector in Turkey. They reported that employees who identify with their organization have high
levels of work engagement. Support, received from supervisor, is found to have a moderating
role in this relationship. Giimis et.al. (2012), reported that both occupational and organizational
identification had reverse effect on intention to early retirement and both categories had positive

effect on job satisfaction.

In light of the above suggestions, the aim of the present study is to investigate the effect
of organizational identification (being a member of the organization) on work-related outcomes,

namely work engagement through enhanced satisfaction of the personnel.
2. MATERIALS AND METHOD

Although a lot of studies on the sources and consequences of work engagement have
been already carried out, there is still space for exploration of its relationship with different
antecedents. In this study, drawing from SIT, we develop and test a model whereby Ol is linked
to WE through enhanced JS and thus we test whether JS acts as mediator or moderator over
WE or not.

Several facts have been taken into account when developing the study. First, overall job
satisfaction has been included as a potential predictor of work engagement and moderation and
mediation effects of it over WE, are researched. Second, the suggested theoretical approach
grounded in work engagement construct, has been utilized. Third, Ol, as a congruent measure
of work engagement, has been used. Fourth, a large sample from various work settings has been
included. A large sample (527) of Turkish blue and white-collar employees from business units
of 15 independent companies from 10 different industry types have been taken as population of

the study.
2.1. Model and Hypothesis

In the light of literature review, our paper proposes that OI determines individual’s
attitudes toward his or her job and determines specifically his or her engagement through

enhanced job satisfaction. Therefore, following hypothesis were tested.
Hypothesis 1: Organizational Identification (Ol) is (positively) related to WE

Hypothesis 2: Organizational Identification (Ol) determines an individual’s attitudes toward
his job, and specifically work engagement, which is moderated by job satisfaction.
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Hypothesis 3: Job Satisfaction (JS) mediates the positive relationship between Organizational
Identification (OI) and Work Engagement (WE), such that Ol is positively related to JS which

is, in turn, positively related to WE.

527 questionnaires were filled in by respondents and were ready to be analyzed. Mean
age of the sample was 31, 318 men and 209 women. This is due to the fact that female
employees are still rare in the industry. Mean tenure of the sample was 6,98 years. In terms of
educational background, 29 % had high school degree, 47 % of the sample had undergraduate

degree; 20 % had associate degree, and 3 % had graduate degrees.

WE was measured with The Utrecht Work Engagement Scale developed by Dr. Wilmar
B. Schaufeli et.al. (2002). Participants responded using a 7-point Likert scale with anchors (0)
never to (6) always. The reliability and the factorial validity of the UWES have been supported
by Schaufeli et al. (2002). For Ol, the measure developed by Mael & Asforth (1992) was used.
Cronbach alpha coefficient of the measure was stated by Mael & Ashforth (1992) as ,07. Back
to back translation of both measures were done. After a pilot test on 32 academicians, the

measures were used in this study.
2.2. Data Analysis and Findings

To analyze the data, R-Project program (R Core Team, 2018), Psych package (Revelle,
2018) and SmartPLS 3.0 (Ringle, Wende, & Will, 2015) was used.

Firstly, an iterative “item trimming” procedure was performed for the original scale
items and following that Cronbach Alpha was calculated as 0,95 and total Omega was
calculated as 0,97. When deciding if the data set was suitable for PCA, Kaiser-Meyer-Olkin
(KMO) Measure of Sampling Adequacy Index was calculated. KMO index was found as 0,94,

which proved marvelous for PCA as Kaiser (1974) recommended.

Than mediator and moderator analysis was performed by using SmartPLS program.
Firstly, direct effect of Ol over WE was tested. For Ol.5VIF values was found to be 5,014 (>5),

it was iscarded from model and analysis continued.
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Figure 1: OI’s direct effect on WE
For model fit, SRMR value was calculated as 0,052 which is smaller than the critical
values of 0,08 and NFI value was calculated to be as 0,90, which was equal to the critical value.
These values showed that model was acceptable.

OI’s direct effect over WE was calculated as 0,677 (p value:0,000) which showed that
it was significant. The bootstrapping value of effect size of 2 was calculated as 0,872 (p

value:0,000) large (0,35+). Thus, our first hypothesis was found acceptable.

To test mediation effect, JS was added to the model as mediator.
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Figure2: JS’s Mediation Effect On The Relationship Of OI And WE
To research the mediation effect of JS, firstly SRMR and NFI values were analyzed for
model fit. For model fit SRMR value 0,047, which was smaller than critical value of 0,08 and
NFI value was calculated as 0,880, which was nearly equal to 0,90. In other words, when JS

was added to the model as mediator, the model was found to be acceptable.
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Path coefficient of JS’s direct effect over WE was found to be significant 0,598 (p value:
0,000). The path coefficient of OI’s direct effect over JS was found to be significant 0,608 with
p value: 0,000.

When JS was added to the model as mediator, the path coefficient of OI’s direct
relationship over WE decreased from 0,677 (p value:0,000) to 0,312 (p value: 0,001). The rest
of the effect, has shifted to OI’s indirect effect over JS, which was found to be significant
(0,364; p value: 0,000). As a result, it is evident that, when JS was added to the model, it
mediated 54 % of the effect of OI’s.Thus our third hypothesis is accepted.

Bootstrapping results of effect size (f?) is presented in the table below:

Tablel: Bootstrapping Results Of Effect Size (f?) Of Mediation Model

e S S rouisis v
Ol ->WE 0,192 0,200 0,063 3,062 0,002
JS ->WE 0,707 0,724 0,148 4,768 0,000
Ol ->JS 0,587 0,597 0,120 4,884 0,000

The effect size of Ol over WE was calculated as 0,200 (p value: 0,002), which was
“moderate” according to Cohen’s (1988)f2. Besides this, JS’s effect size over WE was found to

be 0,724 (p value: 0,000), which was “large”.

As aresult, the OI’s effect size over WE was large and significant (0,872 with p value:
0,000). But when JS was added to the model as mediator, effect size decreased to 0,200 (p

value:0,002) which made it weak.
Consequently, we can say that JS acts as a mediator between Ol and WE.

To test moderation effect, JS was added to the model as moderator.
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Figure3: JS’s moderation effect on the relationship of Ol and WE

To research the moderation effect of JS, firstly SRMR and NFI values are searched for
model fit. For model fit SRMR value 0,047, which was smaller than critical value of 0,08 and
NFI value was calculated as 0,887 which was nearly equal to 0,90. In other words, when JS was

added to the model as moderator, the model was found to be acceptable.

Path coefficient of JS’s direct effect over WE was found to be significant 0,612 (p
value:0,000). The path coefficient of OI’s direct effect over JS was found to be significant 0,608
with p value: 0,000. Path coefficient regarding moderating effect was found to be 0,046 (p

value:0,058), which was insignificant. Thus our second hypothesis is rejected.
Bootstrapping results of effect size (f?) is presented in the table below:

Table2: JS’s Moderation Effect On The Relationship Of O And WE

Original Sample  Standard Lo oo P Values

Sample Mean  Deviation
Ol -> WE 0,204 0,211 0,064 3,164 0,002
JS -> WE 0,718 0,740 0,160 4,482 0,000
Moderating Effect -> WE 0,010 0,012 0,011 0,887 0,375

OI’s effect size over WE was 0,211 (p value:0,002) and large. JS’s effect over WE was
0,740 (p value:0,000) and was large also.

Business & Management Studies: An International Journal Vol.:6 Issue:4 Year:2018 1330



Sevcan KILIC AKINCI

It is evident that OI’s effect size over WE was “large” and significant as of 0,872 (p
value:0,000). But when JS was added to the model as a moderator, the effect size of Ol over
WE decreased to 0,211 (p value:0,002), which was “moderate” according to Cohen’s (1988)
classification; however, it is worth to note that the decrease from 0,872 to 0.211 made the effect
size weaker. Moreover, moderating effect’s effect size was calculated as 0,012, which denoted
“no effect” and p value was 0,375, which showed insignificance. As a result, it is evident that

JS did not act as a moderator between the relationship of Ol and WE.
3. DISCUSSION

Grounded on SIT, this study endeavored to investigate the association between Ol and
WE and thus, it contributes to limited research in collectivist societies pertaining to the effect
of Ol on WE. It is documented in academic literature that, individuals who have strong
organizational identification with their organizations are more likely to be actively involved in

achieving organization's goals and activities.

However, the effect of job satisfaction in engagement process is important and tested in
this research. A sense of identification may be a precondition for work engagement; but results

revealed that it is the mediating effect of job satisfaction, which enhances this relationship.

Results of the study revealed that JS does not act as a moderator but it acts as a mediator
between the OI and WE for paid jobs. The findings of this research revealed and supported the

previous findings about job satisfaction’s positive effect on WE.

In reality, satisfaction is barely minimum. Job satisfaction keeps employees around but
it doesn't really inspire them to do more than to fulfill the fundamental job requirements and
their role. A satisfied but unengaged employee generally enjoys what he does for a living, but
for the most part, his job is a means for a paycheck. As he probably isn't complaining about it
too much, and he/she completes his/her tasks as assigned and is likely willing to work more
hours as necessary, he's still productive and valuable members of the workforce. But to go
beyond the basic responsibilities outlined in his job description or pitching ideas to upper
management about ways to improve the organization, the personnel should be engaged to
his/her work. One way to ensure this, organizational identification. Organizations need to
ensure that their employees identify themselves with the organization. Having satisfied
employees who perform better and who identify themselves with their work, helps to foster

engagement.
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