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Abstract: The present examination explored on the impact of work place spirituality and procedural
justice on work locus of control, employee job satisfaction and employee organisational
commitment among workers from private institutions of high learning in South Africa. Due to
limited researches that have concentrated on the impact of workplace spirituality and procedural
justice on work locus of control, employee job satisfaction and employee organisational
commitment in developing countries especially in Southern Africa. A review was done and
information was accumulated by methods for surveys on a sample of 150 academics and support
staff in a private university setting in Gauteng, South Africa. Structural equation modelling was
employed to analyse data using the Smart Partial Least Squares (PLS) software. By means of a partial
least squares structural equation modelling approach, this study validates that elements such as
workplace spirituality, procedural justice and work locus of control are instrumental in stimulating
the employee job satisfaction and employee job commitment. The present investigation offers
suggestions for academicians in the field of resource management by upgrading their
comprehension of the how workplace spirituality and procedural justice impacts work locus of
control, employee job satisfaction and employee organisational commitment.

Keywords: work place spirituality; procedural justice; work locus of control, employee job
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1. Introduction

Research today on organisational behaviour has highlighted critical antecedents that are supportive or
detrimental to the performance of employees (Dajani, 2015:11; Cherian, & Jacob, 2013; Malik, Nawab,
Naeem & Danish, 2010). Deducing from the preceding proclamation, “this view holds true while
focusing on quality of human resources which is a major factor that contribute considerably to the
organizational success” (Pohlman & Gardiner, 2000:1). It is imperative to study behaviour of employees
in higher tertiary education providers, in particular, universities which are mainly sources of human
capital and solely has a duty of developing intellectual capital of the states.

Malik, Nawab, Naeem, and Danish (2010:17) argue that “both academic and non-academic employees
are central element in educational system holding various important responsibilities”. “The overall
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performance of universities depends upon their employees and ultimately their level of job satisfaction
and organisational commitment. Thus appreciating their behaviours and attitudes needs more attention
in organizations” (Mullins, 2007:24). This research aims at examining the hypothesised relationships
among the research variables or constructs of the private sector universities such as workplace
spirituality and organisational procedural justice’s influence on work locus of control, job satisfaction
commitment to the organisation.

“Workforces generally feel a sense of calling and responsibility to their work” (Heisserer, & Parette,
2002). In contemporary, “knowledge capital must be retained in order for the organization to remain
productive and responsive to the needs of its stakeholders” (Malik, Nawab, Naeem & Danish, 2010”13).
The literature proposes that people become devoted to institutes for different of reasons, such as an
affective attachment to norms and values of the institute, a recognition of the costs incurred in leaving
the institute, and a sense of responsibility to the institute (Suma & Lesha, 2013). Comprehending how
workers derive satisfaction and commitment towards their institutions, and to what extent different
elements add towards being committed, is really imperative to improve their performance. However,
it is worth noting that in education organizational commitment has been studied. For instance, Balay
(2006:12) focused on “administrators and teachers in private and public secondary schools”; Hart and
Willower, (1994:1) investigated “principals’ organizational commitment and school environmental
robustness”; Giinbas and Demir (2017:1) determined “the effect of principal behaviours on teacher
commitment”; Botha and Coetzee (2012:11) examined “the languishment of employee commitment
in the light of perceptions of fair treatment in the workplace”; Mafini and Dlodlo (2014:1) investigated
“the linkage between work-related factors, employee satisfaction and organisational commitment:
Insights from public health professionals” as well as Coetzee, Mitonga-Monga and Swart (2014:23) who
determined “human resource practices as predictors of engineering staff's organisational
commitment”.

Along these lines, finding from a collection of writings and to the best information of the researchers,
few investigations have tended to and analyzed work spirituality and procedural justice as antecedents
of work locus control which ultimately result in work satisfaction and commitment to the institution.
Thus, the present investigation is aimed at determining the the influence of workplace spirituality and
procedural justice on work locus of control, work satisfaction and commitment to the institution among
private higher education institutions in South Africa.

2. REVIEW OF LITERATURE
2.1 Workplace spirituality (WS)

Chinomona (2017:693) is of the view that “workplace spirituality or spirituality in the
workplace is about the recognition that meaningful work and sense of community
are essential for the spiritual growth of employees”. “Spirituality in the workplace is about
individuals and organizations seeing work as a spiritual path, as an opportunity to grow and to
contribute to society in a meaningful” (Chinomona, 2017:693). In addition, Hassan, Bin-Nadeem and
Akhter (2016:1) points out that “workplace spirituality inculcates past practices of interconnectivity and
a feeling of trust between individuals, who are a part of a particular work process, which subsequently
instigate cooperative feelings and lead to an overall organizational culture that is driven by motivation,
exemplified by a positive response, and unanimity and harmony among the individuals, consequently,
uplifting the cumulative performance of the individuals, and in turn aiding to the organizational
excellence as a whole”. Van der Walt and de Klerk (2014:12) “define workplace spirituality as the
recognition of an inner life that nourishes and is nourished by meaningful work that takes place in the
context of community”.

2.2 Procedural Justice (P])
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Procedural justice is defined as “participants' perceptions about the fairness of the rules and procedures
that regulate a process” (Al-Zu’bi 2010:103). Furthermore, Cropanzana, Bowen and Gilliland (2007:12)
“points out that procedural justice refers to the means by which outcomes are allocated, but not
specifically to the outcomes themselves”. Tyler (2011:1) “views procedural justice as the study of
people’s subjective evaluations of the justice of procedures— whether they are fair or unfair, ethical or
unethical, and otherwise accord with people’s standards of fair processes for social interaction and
decision-making”. According to Baldwin (2006:2) “procedural justice is concerned with decision
process leading to a popular outcome”. However, van Prooijen (2009) notes that to what degree do
employees feel that they are treated equitably by managers during hearings. Furthermore, Muzumdar,
(2012:35) posit that “procedural justice constitutes the organizational frame in which employees obtain
information about the changes which affects them, making possible to understand, accept, and/or
negotiate new rules”. Moreover, the study adopts the definition of procedural justice from Matteson
(2002:43) who defined procedural justice as “the extent to which fair procedures and processes are in
place and adhered to and to which individuals see their leaders as being fair and sincere and logical or
rational in what they do”.

2.3 Work Locus of Control (WLC)

Shannak and Al-Taher (2012:375) defines locus of control as “the extent to which individuals believe
that they can control events that affect them”. Furthermore, Ahluwalia and Preet (2016:75) noted that
“work locus of control is defined as a generalized belief about control over events in the workplace”.
Precisely, it relates to rewards or outcomes within the organisational context such as promotions,
bonuses, salary increases and job perks (Ntsebeza, 2011). It is argued by Thomas, Eby and Sorensen
(2006:1059) that “work locus of control is the extent to which employees believe that they have control
over their own destiny in the workplace”. In addition, Shaik and Buitendach (2015:375) “describe work
locus of control in relation to a personality construct and work focus of control is described as a
perception that one can personally affect particular outcomes”. Additionally, Elena, Chavez, Carlos,
Rojas, Arturo-Cordova and Moreno (2015) are of the view that locus of control is the perception that a
person has control that may be exercised with respect to the work place. Moreover, Shaik and
Buitendach (2015) points out that it is related to numerous key work-related outcomes such as
psychological capital, happiness, work satisfaction, organisational citizenship behaviour, turnover
intentions and job performance.

2.4 Job satisfaction (JS)

As indicated by Al-Zu'bi (2010) employee job satisfaction includes particular parts of fulfillment
identified with remuneration, advancement, service conditions, management, hierarchical practices
and associations with collaborators. Employee job satisfaction (EJS) is the emotions and musings of
representatives about their work and work environment (Rizwan, Khan, Tariq, Ghaffar, Anjum, and
Bajwa, 2012). Likewise, Javed, Balouch and Hassan (2014) agreed that work satisfaction has been
interconnected with how individuals think, feel and watch their occupations. Rahman, Akhter and
Khan (2017) suggested that job satisfaction among the employees can be accomplished by enabling and
allowing individuals enough commitment to build up their psychological level objectively; work
happiness is a lovely or empowering expressive state inside work aptitudes. Moreover, Davis and
Newstrom (1989) characterized job satisfaction is an arrangement of positive or troublesome emotions
with which representatives see their work.

2.5 Organisational commitment (OC)

Khan, Rashidm and Vytialingam (2016:1) defined organisation commitment as “employee’s emotional
attachment to identification with and involvement in a particular organisation, specifically addressing
affective commitment, which is one of the organisation’s commitments”. Sigh, Gupta, and Venugopal
(2008:59) defined “employee organizational commitment as a concept embracing an employee’s desire
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to remain in an organization, willingness to exert effort on its behalf, and belief in and acceptance of the
values and goals of the organization”. In addition, Chinomona & Moloi (2014) describe organisation
commitment as that commitment people believe in and accept the goals and values of the organisation.
Workers are eager to continue with their institutes and are keen to expend considerable effort on their
behalf (Cater & Zabka, 2009). In this way, a committed worker is portrayed as the individual who
continues with an institution through various challenges, goes to work frequently, puts in an entire
day's worth of effort, and secures organization's advantages, shares organization's objectives, and so
forth.

3. Research Model
Figure 1, displays the six hypothesised associations in this paper.
Figure 1: The conceptual model
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3.1 Workplace spirituality and work locus of control

According to Janfeshan, Panahy, Veiseh, Seid-Mehdi and Kamari (2011:12) “enterprises that base on
spirituality can attain success, self-actualization development and workers’ happiness, stimulating
trustworthiness, respect, duty and integrity”. People with a great spirit at work have a positive
influence on individual well-being (Kinjerski & Skrypnek, 2006). Companies with higher regards to
employees’ reward systems usually achieve higher organizational performance (Rotter, 1966).
Additionally, Johnson, Batey and Holdsworth (2009:13) suggest that “work spirituality and fulfilment
of employees' rewards needs is positively associated”. This is consistent with Arnold, Turner, Barling,
Kelloway and McKee (2007) who discovered that there is a positive relationship between work
spirituality and work locus of control. Therefore, it can be stated that:

H1: There is has a positive relationship between workplace spirituality and work locus of control
3.2 Procedural justice and work locus of control

Perceived procedural justice has been noted to influence survivor reactions in the post layoff
environment and it has been noted that when procedural justice is low, survivor reactions — work
attitudes as well as behaviours, are seen to be more negative (Abasimi, Atindanbila & Kwakye-Nuak
2014). In addition, Lilly and Virick, (2006) found out that procedural justice has a significant positive
relationship with work locus of control. These results are also in line with Sweeney, McFarlin and
Cotton (1991) who found out that locus of control was related to procedural justice. Therefore, deducing
from the aforementioned literature the authors are self-assured to postulate the following hypothesis:
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H2: There is has a positive relationship between procedural justice and work locus of control
3.3 Workplace spirituality and job satisfaction

Asrun (2012) discovered that spirituality in workplace has a positive significant effect on job
satisfaction. Van der Walt and de Klerk (2014) found out that workplace spirituality is positively related
to job satisfaction. Fairbrother and Warn (2003) discovered that workplace spirituality has a direct
impact and influence on job satisfaction. Moreover, Chawla, and Guda (2010) established a positive
relationship between workplace spirituality and job satisfaction. Thus, drawing from the above
mentioned discussion, it is therefore hypothesized that:

H3: There is has a positive relationship between workplace spirituality and employee job
satisfaction

3.4 Procedural justice and job satisfaction

Most of the studies have shown high correlations between procedural justice and job satisfaction
(Awamleh & Fernandes, 2006, Mossholder, Bennett, & Martin, 1998; Wesolowski & Mossholder,
1997:1). Al-Zu’bi (2010) proved that there was a positive association between procedural justice and job
satisfaction. Futheremore, Rahman, Haque, Elahi, and Miah (2015:1) elucidated that “when employees
are involved in the decision making process they cooperate”. Moreover, Masterson, Lewis, Goldman
and Taylor (2000) in their study found that procedural justice is an effective predictor of workers’ degree
of happiness. Therefore, inferring from the literature and the empirical evidence above, it is
hypothesized that:

H4: There is has a positive relationship between procedural justice and employee job satisfaction
3.5 Work locus of control and job satisfaction

Chen and Silverthorne (2008) suggested that locus of control is a significant predictor of job satisfaction.
Vijayashree and Jagdischchandra (2011) discovered that there is a positive correlation between internal
locus of control and job satisfaction as well as between external (other) locus of control and job
satisfaction. Omari and Kidombo (2013) points out that people who feel they are in control may be more
satisfied than those who are not. Muhonen and Torkelson, (2004:1) their results depicted that work
locus of control was a significant predictor of job satisfaction. Therefore, inferring from the literature
and the empirical evidence above, it is hypothesized that:

Hb5: There is has a positive relationship between work locus of control and employee job satisfaction
3.6 Job satisfaction and organisational commitment

Ntisa (2015) posit that there is a causal link between job satisfaction and organisational commitment. In
addition, Kotze and Roodt (2005) found a significant positive relationship between employee
satisfaction and organisational commitment. Similarly, Azeem (2010) emphasised that if employees’
levels of satisfaction increase, then levels of organisational commitment would be affected in a positive
direction. Therefore, deducing from the aforementioned it can be hypothesised that:

Heé: There is has a positive relationship between employee job satisfaction and employee
organisational commitment

4. Method
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The examination utilized a quantitative research configuration utilizing an organized survey. "In
quantitative research, information are measured to apply factual systems with a specific end goal to
increase significant bits of knowledge into connections” (Dhurup, Mafini and Dumasi 2014:1).
Furthermore, the design was applicable to elicit the needed data relating to the variables under
investigation.

4.1 Sampling and participants

Information was gathered from representatives working at private tertiary institutions of education in
the Gauteng Province of South Africa. In particular, the objective populace was confined to scholastics
and care staff in a private college setting in Gauteng, South Africa, predominantly centering in
Johannesburg. Of the aggregate of 170 surveys appropriated, 150 usable polls were recovered for the
last information examination, speaking to a reaction rate of 89%. Participants were request to give a
background about their socio economic data. The example comprised of females (n=87; 58%). The
middle age gathering of the respondents was that of under 30 years (n=82; 54.6%). A large portion of
the respondents showed that they are hitched speaking to (n=90; 60%) of the aggregate example and
the rest of; (40%) demonstrated that they are single. Half of the members had under 5 years working
background (n=71; 47.3%), in excess of a fourth of the members had 5-10 years working knowledge
(n=59; 39.3%), and not as much as a quarter had over 10 years working knowledge (n=18; 12.1%).

4.2 Measurement instrument and questionnaire design

According to Malhotra (2010:225) “a questionnaire was chosen as a measuring instrument, as it is
simple to administer and reduces the variability in the results that may be caused by differences in
other types of interviews”. In addition, research scales were adapted from previous related works. WS
was adapted from Kolodinsky, Giacalone, and Jurkiewicz (2008), (P]) was adapted from Blader, and
Tyler (2003); WLC was adapted from Spector (1988). ]S was adapted was from Ntisa (2015) and (OC)
was adapted from Mowday, Steers and Porter (1979).

Table 1: Demographic data

Gender Frequency Percentage
Male 63 42%
Female 87 58%

Total 150 100%

Age Frequency Percentage
=30 82 54.6%
31-60 50 33.3%
=60 18 12.1%
Total 150 100%
Marital status Frequency Percentage
Married 90 60%

Single 60 40%

Total 150 100%
Participants working experience Frequency Percentage
= 5 years 73 48.6%
5-10 years 59 39.3%

= 10 years 18 12.1%
Total 150 100%

5. Data analysis and results
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A Microsoft Excel spreadsheet was used to code the field data. The Statistical Packages for Social
Sciences (SPSS) and the Smart PLS programming for Structural Equation Modeling (SEM) system were
used to analyse the information. Since the present investigation sample size is generally small (150)
Smart PLS was discovered more fitting and befitting the motivation behind the present examination.

5.1 Reliability analysis

The statistical measures of accuracy tests shown in Table 2, specify the different measures that were
used to assess the reliability and validity of the constructs for the study. Unequivocally, the table
portrays means and Standard deviations (SD), Item to Total relationships, Cronbach alpha esteems,
Average change separated (AVE), Composite Reliability (CR) and Factor Loadings.

Table 2: Accuracy analysis statistics

g:ﬁﬁ:;:i = Cronbach’s test
EResearch constructs Item-total |{Crombach |C.R. |AVE i\tl::ls;:ean;::ls
Mean |SD Alpha 5
Value
WPSHE 0.800 0547
WPSS 0810 0500
WPSE 0811 0345
WP5T 0.524 0.667
WPS8 D733 0.760
WPSe 0.748 0.630
WPS10 g i 0.607 0.706
Work-place spirituslity WPSI1 : : 0.800 N T e 0.808
(WES) WPSI1Z 0730 : S [T 0.823
WPS13 071 0.330
WPS14 0751 0.740
WPSIS 0.793 0712
WPSi6 0728 0.763
WPSIT 0.730 072
WPS18 D700 0.623
WPS10 0773 0.682
PI1 0.650 0.837
PR 0732 0.810
P13 s e 0.852 0.780
Procedural Tustice (PT) i;i = ' g:g%g oooe | o926 | 0612 SEE
716 0.730 0775
PI7 0.871 0.632
P73 0.651 0708
WLCE 0798 0573
WLES 0724 0.617
WLCE 0.779 0564
WLCT D731 0.674
WICE 0707 0747
5 W T4
Wark locos ot contl \':-%g 19[:- 3.80 1.133 g:ﬁ._stg 0020 | 0930 | 0515 g:ggg
(WLC) WLCIL 0.730 0.826
WLCI2 0771 0.866
WLCL3 0151 0.796
WLC1S 0703 0.708
WICLS 0723 0672
WICLG 0.7350 0.710
EIS 1 0713 0.774
. L E52 0743 0.687
E('E_“?,gl}"ye* Job satisfaction gy 3.03 1.300 0793 0833 | 0.883 | 0.602 0.822
154 D748 0.804
IS 5 0.638 0783
EOCI 0780 0.756
) EOC2 0771 0.730
Emploves organisationszl 2 =z s =
oI (EOE) Eoee e s o 0.854 | o0se1| 0578 UL
EOCS 0728 0.752
EOCe 0730 0757

Note: SD= Standard Deviation, CR= Composite Reliability, AVE= Average Variance Extracted;
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Table 2 demonstrates that the item-total correlation values lies in the vicinity of 0.607 and 0.824 which
is over the cut-off purpose of 0.5 as prescribed by Anderson and Gerbing (1988:411). The higher inter-
item correlations reveal convergence among the measured items. Futheremore, the Cronbach's
coefficient alpha was utilized to survey the interior consistency of each develop utilized in the
investigation. "The nearer the co-fficient is to 1.00, the more prominent is the inward consistency of the
things in the scale” (Malhotra 2010:724). Every alpha value extended from 0.833 to 0.933, they surpassed
the prescribed limit of 7.0 recommending that every one of the things in the scale take advantage of the
same basic develops (Hair et al., 2010:44) and this additionally demonstrates the constructs are
exceptionally reliable and are clarifying increasingly that half of the difference. The results of composite
reliability are appearing in Table 2. The outcomes yielded CR indexes in the vicinity of .883 and .930.
The exhibited CR level exceeded the estimated criteria of greater than 0.70, which is recommended as
adequate for internal consistency of the constructs (Nunnally 1978:247; Chin 1988:320), thus finding
support for the scales satisfactory composite reliability. Moreover, convergent validity of the study was
determined by computing AVE values. AVE is the average of communalities for each latent factor in
a reflective model. According to Malhotra (2010) the AVE values should be at least 0.50, which
means that the construct explains at least half of the variance of its observed
variables. Chin (1998) also points out that AVE values below 0.50 indicate error variance
levels that surpass the explained variance. Thus, the AVE values reported in this study were
within the acceptable range (0.507<AVE<0.602), implying that more of the variance along each
indicator variable wasshared with its respective construct.

Table 3: Inter - Construct Correlation Matrix

Research Work-place Procedural Work locus of | Emplovee | Emplovee

Construct spirituality Justice control job organisational
satisfaction | commitment

Work-place 1.000

spirituality

Procedural A60** 1.000

Tustice

Work locus of | 333%** 374%% 1.000

control

Employee job | 414** A22%% A410%* 1.000

satisfaction

Emplovee 374X 513X A30ex 588** 1.000

organisational

commitment

**p=0.01 level (2-tailed)

5.2 Inter-Construct Correlation Matrix

Nunnally and Bernstein (1994) demonstrates that one of the strategies used to check for discriminant
validity of the research variables was the assessment of whether the relationships among latent
variables were under 0.60. A correlation value of under 0.60 is prescribed in the empirical literature
to affirm the presence of discriminant validity (Nunnally and Bernstein 1994). As can be seen every one
of the relationships are underneath the standard level of 0.60 which show the presence of discriminant
validity As appeared in Table 1, the inter-construct correlation esteems extended from 0.353 to 0.588
underneath the dependable guideline of 0.8 (Fraering and Minor, 2006), showing the fulfillment of
discriminant validity. In this way, table 3, above demonstrates that the outcomes additionally approve
the presence of discriminant legitimacy.

5.3 Assessment of the goodness of fit (GoF)
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Overall, R? for workplace spirituality, procedural justice, work locus of control, employee job
satisfaction and employee organisational commitment in Figure 2, show that the exploration
demonstrate clarifies 60.1% and 44.5% individually of the fluctuation in the endogenous factors. The
following formulae given by Tenenhaus, Vinzi, Chatelin and Lauro, (2005), the global goodness-of-fit
(GOF) statistic for the research model was calculated using the equation:

Goodness of Fit = 2\ (average of all AVEs values* average of all R2)

=2v0.563%0.539
=0.55

Where AVE speak to the normal of all AVE esteems for the exploration factors while R? speaks to the
normal of all R? esteems in the full way demonstrate. alculated global goodness of fit (GoF) is 0.55,
which surpass the limit of GoF > 0.36 recommended by Wetzels, Odekerken-Schréder and van Oppen
(2009). Subsequently, this investigation presumes that the examination demonstrates has a decent
general fit.

5.4 Path Model Results and Factor Loadings

The PLS estimation results for the structural model and the item loadings for the research constructs
are shown in Figure 2.

Figure 2: Path Modelling and Factor Loading Results
Ws4 € WPS5 WP Wps7 WPs3 WPs3 WPS10 | WPSi1 wesiz | wesis Wwesi4 WPs15 WPs16 WPS17 | WPs18 WPS19

B RN e s s

0808 0828 -
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Table 4: Results of structural equation model analysis
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Path Hvpothesis Path  coefficients ; T- Decision
(B) Statistics
Workplace spintuality =2 HI(+) 1.227 25291 Positive
Work locus of control and
significant
Procedural Justice 2 Work  H2(+) 0279 1691 Negative
locus of control but
insignificant
Work-place  spirituality =2 | H3(+H) 0.171 2510 Positive
Emplovee job satisfaction and
significant
DProcedural  Justice =  H4(+) 0.482 0.476 DPositive
Emplovee job satisfaction and
insignificant
Work locus of control =2  H3(+) 0.325 2.510 Positive
Emplovee job satisfaction and
significant
Employee job satisfaction = @ H6(+) 0.915 35424 DPositive
Emplovee organisational and
commitment significant

6. Outcome of Hypotheses Testing

In this study testing of the hypothesis will be determined by the path coefficient values as well as the t-
values for the structural model obtained from the bootstrapping algorithm. According to Beneke and
Blampied (2012) T-values indicate whether or not a significant relationship exists between variables
within the model and path coefficients demonstrate the strength of the relationships in the model. Two
tailed t-tests were conducted at the five percent significance level.

6.1 Outcome of Hypotheses Testing Hypothesis 1: There is has a positive relationship between
workplace spirituality and work locus of control

The PLS model showed that there is a significant positive relationship at the five percent level of
significance (t-value = 25.291) between workplace spirituality and work locus of control as
hypothesised. This effect has a Beta value of 1.227, which means that there is a positive relationship
between workplace spirituality and work locus of control. H1 is accepted at the five percent level of
significance and conclude that workplace spirituality has a significant positive on work locus of control.

6.1 Outcome of Hypotheses Testing 2: There is has a positive relationship between procedural justice
and work locus of control

Hypothesis 2 posited a positive relationship between procedural justice and work locus of control.
However, the result in Table 4 and Figure 2, indicates that they is a negative (3 =-0.279) but insignificant
(t=1.691) relation between procedural justice and work locus of control. Therefore, H2 is rejected since
the relationship between procedural justice and work locus of control was negative and insignificant.

6.2 Outcome of Hypotheses Testing 3: There is has a positive relationship between workplace
spirituality and employee job satisfaction

Hypothesis 3 posited a positive association between workplace spirituality and employee job
satisfaction. Consistent with Hypothesis 1, results indicated that higher levels of work place spirituality
will lead to higher levels of employee job satisfaction ( = 0.171; t = 2.510). Therefore, H3 is accepted
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since the relationship between work place spirituality and employee job satisfaction was positive and
significant.

6.4 Outcome of Hypotheses Testing 4: There is has a positive relationship between procedural justice
and employee job satisfaction

In this study, this hypothesis was supported. It can be observed in Figure 2 and Table 4 that procedural
justice exerted a positive influence (3 =0.482) and was statistically insignificant (t=0.476) in predicting
employee job satisfaction. This result suggests that procedural justice positively influence employee job
satisfaction however the significant level is weak.

6.5 Outcome of Hypotheses Testing 5: There is has a positive relationship between work locus of
control and employee job satisfaction

Figure 2 and Table 4 above, indicate that H5, is supported by the hypothesis
finding (f = 0.325) and is significant at t -statistics 2.510. Again, the strength of the
association is indicated by a path coefficient of 0.325. This implies that work locus of control is
positively related to employee job satisfaction in a significant way.

6.6 Outcome of Hypotheses Testing 6: There is has a positive relationship between employee job
satisfaction and employee organisational commitment

It is depicted in Figure 2 and Table 4 that H6 is supported significantly. The t-statistics is 55.424. The
strength of the relationship is indicated by the path coefficient of 0.915. This finding suggests that
employee job satisfaction has a direct strong positive effect on employee organizational commitment.
So the more employees are satisfied with their jobs, the more the more they are committed to their jobs.

7. Scholastic, reasonable and strategy suggestions for the investigation

The present examination offers suggestions for academicians. For instance, an examination of the
exploration discoveries show Work-place spirituality Work locus of control has the most grounded
impact on each other as demonstrated by the path coefficient of (1.227) when contrasted with other
research variables. Consequently, for academicians in the field of human capital administration this
discovering improves their comprehension of the connection between -place spirituality and work
locus of control as this is a helpful commitment to existing writing on these two variables.

On the experts' side, this investigation in this way presents principals or grounds supervisors inside
private organizations of higher learning can benefit by the ramifications of these discoveries. For
instance, given the strong connection between representative job satisfaction and employee
organizational commitment (0.915), principals or grounds supervisors inside private foundations of
higher learning they should focus or they should put more accentuation on discovering ways that
makes their representatives fulfilled to their employments and this will at last make them to be focused
on their employments. In addition, the present examination offers suggestions for approach creators
who have been creating arrangements that make representatives to be fulfilled and focused on their
employments. Unequivocally; arrangements which exist in different foundations of higher learning can
be altered to introduce representative occupation fulfillment and worker hierarchical responsibility. In
this way, the outcomes which have been acquired from this examination might be utilized to create
new arrangements and modification of the current approaches.

8. Restrictions and future research proposals
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This investigation has a few constraints which ought to be featured. Initially, the utilization of a
moderately sample size, one cannot self-assuredly sum up the discoveries, despite the fact that various
demographic questions were utilized as a part of a push to decide how illustrative the sample was of
the characterized target populace. In future research, a more extensive populace including a few
advanced education institutions ought to be considered. Unequivocally additionally contemplating of
state-claimed organizations of higher learning would be likewise valuable for further study. Every one
of the information in the examination were gathered quantitatively, which prompted the regular
technique inclination inborn to quantitative strategies. Future investigations can attempt to center
around triangulation techniques to maintain a strategic distance from this biasness. Future research
researchers could center around different variables that impact workers to be fulfilled and in addition
to be focused on their occupations. For example, these variables can contain motivation strategies such
as training and rewards for employees. Besides, relative examinations between the aftereffects of this
investigation and those acquired from other non-instructive foundations or through meta-examinations
could likewise be considered later on. This could prompt other provocative experiences that were not
caught in the present examination.

9. Conclusion

This examination was led with the expectation to research the impact of workplace spirituality and
procedural justice on work locus of control, employee job satisfaction and employee organisational
commitment among employees from private institutions of high learning in South Africa. The
investigation approves that elements, for example, workplace spirituality, procedural justice and work
locus of control are instrumental in invigorating employee job satisfaction and employee job
commitment. Workplace spirituality was found to strongly affect work locus of control when compared
to procedural justice. A strong association was likewise found on the nexus between employee job
satisfaction and employee organizational commitment. The outcomes bolster all the hypothesized
statement with the exception of hypothesis four which, although positive as postulated, was
insignificant as well as the hypothesis two which exposed negative and insignificant results.
Administrative ramifications of the discoveries were discussed about and confinements and future
research headings were shown. Well beyond, this will study immensely contribute new
knowledge to the existing body of organisational behaviour and human resources
management literature in the African setting — an examination setting which happens to be unnoticed
by researchers.
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