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ABSTRACT

Off recently the very topic of “Workplace Spirituality’ has derived the attention of
the researches and managerial capacities across the globe. This enhanced attention
is driven by the increased advantages of workplace spirituality and morality both
at personal and administrative levels. Earlier managerial practitioners assumed
workplace spirituality was purely religious or mystical and had no relevance for
the organization. But nowadays, it is considered an essential element of
organizational study as nature of the job seems to have changed significant. It is
no longer an activity that has no connection to the personal development of an
employee. The workplace has changed, becoming a place where people can grow
spiritually. Now, employees are looking for a purpose in their employment beyond
merely transacting economically with other lonely, independent people.
Employees are also looking for an avenue to integrate the work lives with
enlightened path and collaborate with others in their community, and share a
vision and goal far beyond earning money.

Introduction

The corporate world 1s significantly impacted by changes that occur at the political, social,
economic, and cultural levels. All industries are expeniencing increased competitiveness as a result
of the unstable global economy that has recently been brought on by the disastrous effects of the
coronavirus pandemic (Clinch & Ketels, 2020). These changes necessitate updating the concept
of what constitutes work. Innovation, career flexibility, and continual learning are currently
highlighted as the elements of success 1n a modern economy. Employee dedication to their
organizations, initiatives, and receptivity to new experiences are becoming increasingly
demanded. Firms must ensure that their staff members bring their entire selves to work rather than
simply their muscles and intellect because of these new challenges in the workplace. These
requirements point out that not only intelligence but also spirituality should be productively

incorporated into the workplace. The spiritual paradigm, which 1s a developing and burgeoning

paradigm, should be the center of attention.
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Definitions of workplace spirituality

Workplace spirttuality 15 a multidimensional construct. It has been described 1n a vanety of
ways in literature. More than seventy definitions of workplace spirituality are found in the
review of literature, but none of them 15 widely accepted (Markow & Klenke, 2003). It 1s
relatively simple to describe what spirituality in business isn't than to explain what 1t 1s.
Because of its ineffability and pluralistic nature, spirituality is difficult to describe. Laabs
(1995) explained that —defining spirituality in the workplace 1s like capturing an angel-
it’s ethereal and beauty, but perplexing. The terms spirttuality at work, workplace

spirttuality, spirt at work, and spint in the workplacel are commonly used interchangeably.

Giancarlo & Jutkiewicz (2003) explain workplace spirttuality as —a framework of
organizational values evidence in a culture that promotes emplovees ‘experience of
transcendence through work process, facilitating their sense of being connected to others in
a way that provides a feeling of completeness of jovl. Hence authors assume workplace
spirituality as a cultural phenomenon that enhances the transcendence expenience of

emplovees and provides them with a sense of belongingness and completeness through the

work process (Kolodinsky et al.| 2008; Shankar Pawar, 2008).

\ Workpl;ace O~

l \bility. = spirituality

—— W
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Researchers Proposed  dimensions Area of Study Sample
and year for workplace spirituality Items | size
Ashmos & [Meaning in work, sense of | The healthcare | 21 696
Duchon (2000) |community & alignments of | sector of US

values
Milliman —Meaningful work, sense of | MBA part-time | 17 167
(2003) community and coherent of | students of

organizational values southwestern

America

Duchon & | —Inner life, work unit | Health care sector] 34 2033
Plowman community, meaningful | of the USA
(2005) work and community
Kinjerski & | —Engaging work, spiritual | Midwestern 18 335
skrypneck connection, mystical | University of USA
(2006) experience and sense of

Community
Rego & Cunha | Teams sense of community, | Executives of | 19 361
(2008) alignment between personal | service organization

and organizational values,

sense of contribution to

community, sense of

enjoyment at work and

opportunity for inner life
Petchsawanga | —Compassion, mindfulness, | Thai company 22 206
& Duchon | transcendence, and
(2009) meaningful work
Liu & | —Interconnection with a | Employees of US | 16 2232
Robertson higher power, human being | organization

The present study is based on the two definitions, where the first admit that workplace
spirituality is a personal experience of meaningful work, connectedness with colleagues, and
perception of congruency of individual and organizational values, while the second definition
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acknowledges that organizational cultural values/traits promote these the experiences of
workplace spirituality.

Review of Literature

The most significant development in the definition of workplace spirituality has been made
by Kolodinsky et al. (2008) by conceptualising workplace spirituality at three levels (a)
personal/ individual level (b) organizational level (c) interaction of individual level and
organizational level of spirituality.

At the individual level, workplace spirituality refers to the eagerness of employees to show
their entire selves at work, not just their ability to perform physical or mental tasks, and to be
involved in meaningful work (Kinjerski & Skrypnek, 2004). So at the individual level,
workplace spirituality is simply an integration of one‘s spiritual values and practices with
one‘s work. (Kolodinsky et al., 2008).These personal spiritual values are believed to have an
impact on one‘s behavior at the workplace and how one perceives the work-related
environment.

At the organmizational level, workplace spirituality has also been described as the
integration of hgmanistic principles, practices, and behaviors with sound business functioningl
(Guillory, 2000). Finally, at the interactive level, workplace spirituality 1s described as "a journey
toward the integration of work and spirituality, for individuals and organizations, which provides
direction, wholeness, and connectedness at work"(Kolodinsky et al, 2008). This view of

workplace spirituality represents the interaction of personal and organizational spirituality.

So the interactive view of spirituality 1s similar to the concept of person-organization (P-0O)
fit. The concept of P-O fit suggests more the employees perceive congruence

between their spiritual values and organizational spiritual values, the better will be work
attitudinal outcomes (Giacalone & Jurkiewicz, 2003).

According to Pawar (2008), workplace spirituality means "emplovees' experience of self-
transcendence, meaning, and community in the workplace, and it also acknowledges that
these expeniences could come from various mechanisms, including organizational ones".

Petchsawang & Duchon (2012) defined workplace spirituality as expressing empathy
towards people and recognizing a mindful state in quest of meaningful work to attain
transcendence.
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Duchon & Plowman (2005) examined the link between —work unit spirttualityl and
—work unit performancel with the help of a sample of & work units belonging to a large
healthcare network in the southwestern United States. The data has been analyvzed using
descriptive statistics and correlation techniques. The result of the study revealed that the top
three performing units scored higher on spirituality than the bottom three performing units.
This leads to the proposition that work unit performance is linked to work unit spirttuality.
The results also showed that work unit leaders can influence how much their teams think

about and promote spiritual matters.

Rego & Cunha (2008) researched to investigate the effect of five dimensions of workplace

spirituality (—team’s sense of community, alignment with organizational values, sense of
contribution to society, enjoyment at work, opportunities for inner lifel) on three types
commitment (—normative, continuance and affectivel) of employees for their organization.
Data was collected from a sample of 361 individuals working 1n 154 organizations in
Portugal. The findings of the research revealed that the experience of spirituality at the

workplace makes the employees more committed and attached to their organization and feel

less instrumentally committed.
Daniel ( 2010) developed a theoretical model, to figure out the impact of WS on the team
effectiveness. WS has been considered a component of —organizational culturel has been
concluded that WS enhances team effectiveness by promoting belief, thinking out of box,
and gratitude at the workplace.

Karakas (2010) to explore the effects of workplace spintuality on the performance of
employvees and organizations, reviewed the 140 research papers on workplace spirituality
selected from eminent databases. The result of the review revealed that (a) spirttuality at the
workplace promotes employees' well-being (b) 1t provides a —sense of meaning and purpose

at work| to employees (3) spinituality at the workplace enhances a sense of belongingness and
community at work.

Sharma et al. (2013) investigated the link between workplace spirtuality and managernal
effectiveness among managers emploved in the energy sector of Uttrakhand. India. A convenient
and purposeful sampling method was used to pick a sample of 100 male managers. However, there
were 86 completed questionnaires received. Workplace spintuality was measured by using three
dimensions of the workplace spirituality scale( —meaning in work, sense of community and
alignment of personal and organizational valuesl) developed by Ashmos & Duchon (2000) and
Gupta’s scale (1996) of managerial effectiveness was used to measure managerial effectiveness.

Pearson correlation and regression techniques were used to analvze the data. The result of standard
regression indicated the value of R? was .36 which means workplace spirituality explains 36%
variation in managerial effectiveness hence it can be considered as a predictor of managerial
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effectiveness.
Purpose of the study
The term Spirituality is not a modern phenomenon, but spirituality in the workplace is new
and still in its infancy (Dandona, 2017). It has recently gotten a lot of attention in the field of
management science as organizations have realized that employees aren't satisfied with
materialistic things (money), and they want more. There are several reasons accounting for
the growing interest in spirituality at the workplace. Some scholars have argued that answers
to complicated problems that are brought by major organizational changes such as
downsizing, layoffs, automation, organizational restructuring, etc., may be provided by
workplace spirituality. (Driver, 2005; Kinjerski & Skrypnek, 2004). These organizational
changes have made work monotonous and compelled the employees to search for meaning
and connection in their lives and consequently promote spiritual orientation. Other scholars
argue that employees‘ spiritual disorientation and demoralization caused by these
organizational changes can be corrected by the positive impact of workplace
spirituality(Petchsawang & Duchon, 2012).
Need for the study.
This study's main objectives are to investigate the connections between organizational culture
and workplace spirituality and to examine how they affect organizational effectiveness. The
literature review of the present study examines pertinent and prior studies related to
workplace spirituality, organizational culture, and Organizational effectiveness conducted in
different sectors all over the world. Based on the knowledge gained from this review, the
chapter discovers research gaps that can be filled to advance current academic endeavors and
assist working professionals interested in implementing workplace spirituality-related
initiatives to increase organizational effectiveness.

Objectives of the study

1. To study workplace spirituality amongst employees of manufacturing and service Industry
2. To check the impact of workplace spirituality dimensions on organizational effectiveness.
3. To examine the role of organizational culture in promoting workplace spirituality

Methodology of the study
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Constructs Sub- constructs Number of items Literature Source
Workplace Thoughtful work 6 Milliman et al.
spirituality (2003) study
Essence of belongness| 7
Alignment withthe | 8
organizational
values
Organizational Involvement 7 Fey, & Denison
culture (2003)
Consistency 7 Organizational
culture model
Adaptability 8
Mission 8
Organizational Productivity 4 Hanaysha (2016)
effectiveness
Organizational 8 Allen & Meyer
commitment (1996).
Innovative work | 7 Scott (1993)
behavior
Job satisfaction 5 Judge et al.(2000)

Tools and techniques utilized for analyzing the data are as follows

Eesearch objectives

Tools and techniques

Studying the level of workplace

spirituality among the employees

Descriptive statistics, chi-square test,

atid cross-tabulation

effectivensss.

To check the impact of workplace

spirituality dimensions on organizational

Partial least square(PL5) Structural
Equation Modeling (SEM) and

Importance Performance Matrix

Analysis

Analysis of the data
The current study pertains to the statistical analysis of data and interpretation of the
outcomes. The primary data, which was gathered from 470 respondents with the help of
a survey questionnaire, was analyzed to arrive at meaningful conclusions about the data
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and accomplish the purpose of the study. The analysis of the data was carried out with
the help of SPSS version 26 and Smart PLS version 3. This study is divided into 2
categories:

Section 1 : Descriptive analysis and Section 2: Structural Equational Modeling Analysis.
Section 1 : Descriptive analysis

Demaographic Profile of the Respondents

The data was collected from 470 employees working in various industries in India.
These employees have been further classified on grounds of gender, age, income level,
designation, experience, educational level, type and size of organization in which have
been working.

Classification of sample based on gender:

Gender Frequency Percentage
Male 324 68.94
Female 146 31.06

Total 470 100

This table depicts the composition of the sample based on gender. From the table and
the pie chart, it is evident that out of 470 employees, 324 are males and 146 are females.
In percentage terms, males constitute 68.94% of the sample and females constitute only
31.06% of the sample. So it can be concluded that this sector is male male-dominated
sector.

Classification of sample based on age

Age Frequency Percentage
21 to 30 years 113 24.04
31 to 40 years 210 44.68
41 to 50 years 104 22.13
Above 50 years 43 9.15
Total 470 100

Classification of sample based on educational qualification

|[Page

Educational Qualification Frequency Percentage

Graduation 101 21.48

Post Graduation 159 33.82
Technical/Professional 147 31.30

Others 63 13.40 417
Total 470 100
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Classification of Sample based on monthly income

Monthly income Frequency Percentage
Below Rs. 30,000 80 17.02
Rs. 30,000 to Rs. 60,000 166 35.31
Rs. 60,001 to Rs. 90,000 139 29.57
Above Rs. 90,000 85 18.10

Distribution of sample based on work experience in the present organization

Experience in the present | Frequency Percentage
organization

1to 5 years 106 22.55
6 to 10 years 160 34.05
Above 10 years 204 43.40
Total 470 100

Distribution of sample based on the designation in the present organization

Designation Frequency Percentage
General manager 70 14.89
Manager 110 23.40
Supervisor/officers 132 28.09
Other 158 33.62
Total 470 100

Analysis of Objective 1

Objective 1: To examine the level of workplace spirituality among the employees
The level of workplace spirituality of employees is assessed by using the 21 statements
from the survey questionnaire and composite scores obtained on these statements are
used to define the level of workplace spirituality into three groups: low, moderate, and
high. The classification of the workplace spirituality group is made by dividing the
workplace spirituality composite scores into three equal parts using the percentile
values.( Zakaira & Nordin, 2008).
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Descriptive statistics of workplace spirituality scores

Minimum value off Maximum value off 33 percentile of 66" percentile of
scores scores scores scores
26 103 75 89

Employees with scores more than 89 are considered to have a highwe level of spirituality
at the workplace and employees with scores more than 75 but less than 89 are considered
to have a moderate level of spirituality at the workplace. while the employee with a score
less than 75 is considered to have a low level of spirituality at the workplace

To Study the level of workplace spirituality with respect to the
demographic profile of employees

This analysis is a further extension of the analysis of objective 1. In this section, research
has examined whether there is any association between the level of workplace
spirituality and the demographic profile of employees by using the chi- square test and
cross-tabulation

To study the level of workplace spirituality with respect gender of employees

As shown the majority of male employees i.e. 118(36.4%) indicate a low level of
workplace spirituality while 102 (31.8%) employees indicate a moderate level and 104
(32.04%) indicate a high level of workplace spirituality. Conversely, in the case of
female employees, 50 (34.42%) show a high level, 49 (32.9%) a moderate level and
47(32.2 %) show a low level of workplace spirituality.

Level of workplace spirituality with respect with respect to gender of employees
Workplace spirituality level
Low level Moderate level High level
Gender Count Percent | Count Percent | Count Percent | Total
Male 118 36.4 102 31.48 104 32.09 | 324
Female 47 32.2 49 33.56 50 3442 | 146
Total 165 35.1 151 321 154 32.8 470

chi-square results for the association between workplace spirituality level and

gender

Pearson chi-square | value Degree of freedom | Asymp. Significance
(2-sided)

02 787 2 0.678
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Hypothesis

HO01: —There 1s no significant association between the level of workplace spirituality

and gender of employeesl.

As shown in table, the Chi-Square value 15 0.787, and the p-value 1s 0.678. Since the p-
value 15 more than 0.03, hence the null hvpothesis HO1 1s accepted at a 3% level of
significance. Thus 1t can be concluded that the level of workplace spirituality does not

vary with respect to the gender of emplovees.

To Study workplace spirituality level among employees
To analyze the abovementioned objective, cross-tabulation 1s computed and a cha
square test 15 conducted to examine whether the level of workplace spirituality varies

with the age of emplovees.

Section 2: Structural Equation Modelling Analysis

The Partial Least Squares structural equation modeling (PLS-SEM)I technique has been
used to analyze objectives 2, 3, and 4 of the study and to test the related hypotheses.
Several initial analyses such as examining the normality of data, multicollinearity of
indicators, reliability and validity have to be done before moving on to the Structural
Equation Modelling (SEM) analysis.
Confirmatory Factor Analysis ( Reliability and validity of constructs )
Before the assessment of the structural model, the reliability and validity (convergent and
discriminant) of all latent variables of the study have to be examined. The present study
has used reflective research models since all the indicators stemmed from the
same construct(Hair, Risher, et al., 2019). The evaluation of the reflective measurement
model includes testing the indicators(items) loading, internal consistency (reliability),
discriminant validity, and convergent reliability of constructs(Chin, 1998; Henseler et
al., 2014).
Reliability of Constructs
To check the internal consistency of the scale (to confirm that the scale consistently
produces the same result), Cronbach's Alpha (o) value and composite reliability
coefficient (CR) of each construct have been examined (Sarstedt et al., 2019). The value
of a and the CR should be at least 0.7 (Fornell, and Larker, 1981). As shown, the a value
and CR of each construct are more than 0.7, indicating that the scales used for measuring
the constructs are reliable as under
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Reliability and convergent validity of the constructs

Constructs | Sub- Items Construct Cronba | Compo | Average
constructs | loadin items loading c hs|s ite]| Variance
g (outer loading) | Alpha | reliabili | Extracted(A
(o) ty (CB) | VE)
Workplace | Meaningfu | MFW1 0.838 0.903 0.905 |0.674
spirituality | | work MFW2 0.799
MFW3 0.823
MFW4 0.807
MFW5 0.827
MFM6 0.831
Sense of | SOCOML1| 0.824 0924 |0.924 |0.684

community| SOCOM2 | 0.814
SOCOM3 | 0.831
SOCOM4 | 0.817
SOCOMS5 | 0.836
SOCOM6 | 0.833
SOCOM7 | 0.839

Alignment | AMOV1L | 0.830 0918 | 0924 | 0647
with ~ [AMOV2 | 0.851
Oransa o "AMOV3 | 0.869
AMOV4 | 0.875
AMOV5 | 0.877
AMOV6 | 0.871
AMOV7 | 0.709
AMOVS | 0.701
Organizat | Involvem | INOV1 | 0.878 0.924 0.928 | 0.687
Lulturgna' ent INOV2 | 0.892
INOV3 | 0.842
INOV4 | 0.894
INOV5 | 0.824
INOV6 | 0.809
INOV7 | 0.801
Mission | MISL | 0.711 0.905 | 0909 |0.606
MIS2 | 0.704
MIS3 | 0.713
MIS4 | 0.836
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MIS5 0.898
MIS6 0.821
MIS7 0.852
MIS8 0.834

Consisten | CONS1 | 0.775 0.894 0.900 | 0.616
cy CONS2 [ 0.798
CONS3 | 0.823
CONS4 | 0.837
CONS5 |0.823
CONS6 | 0.701
CONS7 | 0.726

Adaptabili | ADAP1 | 0.772 0.906 0.907 | 0.605
ty ADAP2 | 0.790
ADAP3 | 0.807
ADAP4 | 0.779
ADAPS5 | 0.808
ADAPG6 | 0.805
ADAP7 | 0.747
ADAP8 | 0.710

Organizat | Productivi | PROD1 | 0.921 0.928 0.929 |0.822
' onal ty PROD2 | 0.902
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effectivene PROD3 | 0.894
5 PROD4 | 0.908
Job JBS1 0.786 0.885 0,889 0.698
satisfaction IBS? 0.881
JBS3 0.886
JBS4 0.902
JBS5 0.890
Innovative | IWB1 0.743 0.894 0.914 0.602
Work  Fiwez [0.814
Behaviour
IWB3 0.821
IWB4 0.750
IWB5 0.778
IWB6 0.751
IwWB7 0.771
Organizati | OCOMT1| 0.784 0.918 0.933 0.636
gg;‘r:mitm OCOMT2] 0.820
ent OCOMT3| 0.782
OCOMT4| 0.814
OCOMT5| 0.814
OCOMT®6| 0.760
OCOMT7| 0.799
OCOMT8| 0.798

Convergent validity

Convergent validity aims to verify whether the indicators developed to measure a specific
construct are measuring that construct. When all of the items of a construct have a high
correlation with one another, this indicates the presence of convergent validity. Both the
outer loading of each item and the average variance extracted (AVE) value of each
construct are used to assess it. According to Hair et al. (2019), each item must have an
outer loading of at least 0.70 and the AVE value of each construct should be at least 0.50.
As shown, all item loadings are more than 0.70, and the value of the AVE of each
construct 18 more than 0.5, indicating that the constructs of the scale have good

convergent validity
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Discriminant validity

It refers to how much the measurements of a given construct differ from those of other
constructs in the same model (Hair and Ringle, 2011). —Cross-loading and the Fornell-
Larcker criterionl are two methods that are frequently used to assess disciminant
validity. Fornell and Larcker (1981) state that the AVE's square root must be greater than
its squared correlations with other latent variables in the model. As shown (values in
bold), the AVE value of each construct has a square root more than the corresponding
inter-correlations in the construct correlation matrix, indicating sufficient disciminant
validity for each construct.

Fornell and Larker criteria (1981)
ADA AMO INO MFW MIS OCOM PRO SOCO CON IWB IJBS
P \ \ T D M S

ADAP 0.778

AMOV 0.550 0.805

INOV 0.675 0.524 0.849

MFW 0.566 0.591 0.538 0.821

MIS 0.639 0.586 0.609 0.562 0.779

OCOM0.592 0.562 0.540 0.518 0.670 0.798

-FI’-ROD 0.497 0573 0.392 0.445 0.521 0.597  0.906

SOCO 0.453 0.547 0.442 0.591 0.473 0.487  0.451 0.828

'C\Z/IONS 0.642 0.544 0.655 0.568 0.552 0.515 0.424 0475 0.785

IWB 0241 0.276 0.183 0.189 0.310 0.281  0.262 0.261  0.186 0.77

6
JBS 0494 0536 0.426 0.468 0.565 0.652  0.635 0.450 0.403 0.41 0.83
5 6

Note — Values in bold in the matrix represent the square root of AVE
ADAP= Adaptability, AMOV= Alignment with Organizational Values, INOV=
Involvement, MFW= Meaningful work , MIS= Mission, OCOMT= Organizational
commitment, PROD= Productivity, SOCOM= sense of community, CONS=
Consistency, IWB= Innovative work behaviour, JBS= Job satisfaction
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Cross-loadings
To ensure that no indicator is mistakenly allocated to the wrong factor, cross-loading was

evaluated. It indicates that all items of each construct are well loaded on its construct

Cross-loading of items
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ADAP1 0.773 0.403 0.597 1|0.402 0.52510.442 0.33910.309 [0.532 0.17410.349
ADAP2 0.790 0.439 0.519 1|0.439 0.486 10.473 0.39510.331 (0.476 0.22710.401
ADAP3 [0.805 0.449 0.518 (0.446 0.496 [0.453 0.427 0.352 10.470 0.207 [0.405
ADAP4 0.779 0.412 0.450 (0.443 0.441 10.463 0.418 [0.341 |0.455 0.186 [0.390
ADAPS5 (0.806 0.4400.570 10.463 0.483(0.457 0.400 [0.388 10.563 0.207 10.430
ADAP6 [0.806 0.384 [0.569 (0.457 0.52910.479 0.389 0.343 |0.566 0.13210.371
ADAP7 0.746 0.476 0.455 0.417 0.44310.423 0.330(0.387 |0.464 0.19410.389
ADAPS8 [0.713 0.419 0.525 10.450 0.577 0.492 0.384 0.362 [0.471 0.167 [0.332
AMOV (0.449 0.831 0.403 1|0.478 0.498 10.499 0.467 10.395 (0.437 0.22710.444
1
AMOV (0.412 0.851 0.371 0.422 0.446 0.426 0.466 [0.412 10.400 0.25310.432
2
AMOV (0.434 0.869 0.430 (0.462 0.461 [0.454 0.4530.417 10.421 0.23310.441
3
AMOV (0.509 0.875(0.493 0.474 0.510 |0.505 0.513(0.440 10.489 0.24010.452
4
AMOV (0.484 0.878 0.441 10.493 0.503 10.485 0.486 [0.444 10.481 0.265 |0.466
5
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AMOV (0.458 | 0.871(0.446 (0.485 | 0.504 0.451 | 0.480/0.437 (0.466 | 0.263(0.443
i\MOV 0.396 | 0.715/0.394 [0.515 | 0.409/0.382 | 0.4210.515 |0.394 | 0.123[0.372
;\MOV 0.372 | 0.780/0.375 [0.480 | 0.419/0.392 | 0.380(0.476 |0.395 | 0.146 (0.382
gONSl 0.447 | 0.316 0.499 (0.407 | 0.370/0.304 | 0.256/0.293 [0.774 | 0.094 0.231
CONS2 0.488 | 0.4280.481 (0.436 | 0.384|0.387 | 0.320(0.318 |0.797 | 0.1400.312
CONS3 0.495 | 0.467/0.468 (0.492 | 0.461(0.447 | 0.4030.419 |0.821 | 0.190 0.382
CONS4 0.515 | 0.414/0.523 (0.443 | 0.473|0.407 | 0.3400.373 |0.836 | 0.151(0.324
CONS5 [0.508 | 0.4601(0.498 (0.449 | 0.414/0.430 | 0.3810.411 (0.822 | 0.138 0.350
CONS6 [0.515 | 0.425(0.536 [0.451 | 0.445/0.400 | 0.2610.386 [0.704 | 0.139/0.256
CONS7 0.548 | 0.450/0.598 (0.430 | 0.468(0.424 | 0.334(0.384 |0.729 | 0.1530.326
INOV1 0.586 | 0.450(0.876 [0.483 | 0.524|0.461 | 0.3240.397 [0.575 | 0.207 0.401
INOV2 0.601 | 0.495/0.891 [0.505 | 0.570(0.476 | 0.367/0.406 [0.606 | 0.154 0.382
INOV3 0.590 | 0.515/0.840 [0.469 | 0.528(0.467 | 0.322/0.429 [0.565 | 0.179(0.368
INOV4 0.598 | 0.476/0.892 [0.472 | 0.568(0.464 | 0.3490.416 [0.575 | 0.205(0.389
INOVS5 [0.571 | 0.408 0.827 [0.423 | 0.490/0.475 | 0.346/0.313 |0.509 | 0.095[0.363
INOV6 0.531 | 0.397/0.812 [0.442 | 0.470(0.453 | 0.312/0.370 [0.540 | 0.135(0.299
INOV7 0.527 | 0.3580.803 [0.398 | 0.461(0.410 | 0.307(0.276 [0.517 | 0.096 0.318
IWB1 (0.286 | 0.367/0.225 [0.239 | 0.336(0.310 | 0.289/0.301 [0.235 | 0.7430.492
IwB2 [0.168 | 0.1880.105 [0.130 | 0.231/0.195 | 0.166 0.182 |0.089 | 0.814 |0.288
IwWB3 [0.153 | 0.154 0.083 [0.107 | 0.211/0.181 | 0.151/0.184 |0.102 | 0.821[0.292
IwB4 [0.124 | 0.1370.122 [0.093 | 0.170/0.151 | 0.1970.126 |0.094 | 0.750 [0.277
IWB5 (0.176 | 0.194/0.129 |0.160 | 0.220(0.209 | 0.193(0.197 (0.142 | 0.778 0.275
IWB6 (0.122 | 0.140/0.110 [0.061 | 0.156(0.160 | 0.156(0.164 (0.104 | 0.7510.224
IwB7 [0.183 | 0.187/0.153 [0.145 | 0.259(0.231 | 0.2030.174 |0.167 | 0.771(0.270
JBS1 (0411 | 0.435(0.336 [0.366 | 0.417|0.493 | 0.107(0.346 |0.346 | 0.261 [0.896
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JBS2 0.396 | 0.4380.352 [0.421 | 0.473/0.540 | 0.4460.407 |0.338 | 0.382[0.881
JBS3 0.389 | 0.425(0.330 [0.363 | 0.4780.527 | 0.462(0.393 [0.312 | 0.397 |0.886
JBS4 0431 | 0.4620.371 [0.428 | 0.498/0.584 | 0.476/0.380 |0.348 | 0.370 [0.902
JBSS 0426 | 0.4670.380 [0.366 | 0.4800.563 | 0.470(0.343 [0.333 | 0.3110.874
MFW1 [0.461 | 0.521(0.431 |0.838 | 0.4780.427 | 0.410/0.507 (0.459 | 0.167(0.386
MFW2 (0.423 | 0.4760.410 |0.800 | 0.4030.403 | 0.300/0.477 (0.421 | 0.151{0.339
MFW3 (0.497 | 0.4700.474 (0.823 | 0.4970.463 | 0.401/0.488 [0.525 | 0.184|0.456
MFW4 10.449 | 0.476 (0.447 (0.807 | 0.4490.409 | 0.318/0.451 |0.430 | 0.176(0.373
MFW5S 0.495 | 0.477(0.416 (0.826 | 0.464 0.414 | 0.374/0.497 [0.463 | 0.134|0.365
MFW6 [0.456 | 0.4930.470 |0.831 | 0.466 0.429 | 0.377/0.490 (0.490 | 0.1191(0.377
MIS1 [0.623 | 0.482(0.668 [0.501 | 0.7090.485 | 0.391/0.373 [0.540 | 0.164|0.363
MIS2 0.590 | 0.450(0.600 (0.451 | 0.797(0.458 | 0.377/0.342 [0.527 | 0.158(0.360
MIS3 0.557 | 0.435(0.554 (0.487 | 0.687(0.484 | 0.409/0.418 |0.486 | 0.1490.382
MIS4 0431 | 0.4440.399 (0.436 | 0.837(0.532 | 0.403/0.384 |0.376 | 0.280 (0.496
MIS5 |0.426 | 0.4240.404 1|0.395 | 0.8220.528 | 0.398/0.339 [0.383 | 0.290(0.471
MIS6 0.467 | 0.4630.420 (0.430 | 0.853(0.580 | 0.442/0.361 [0.403 | 0.290(0.515
MIS7 10480 | 0.4930.430 (0.415 | 0.834(0.561 | 0.4080.343 [0.386 | 0.275(0.494
MIS8 [0.441 | 0.465(0.369 [0.399 | 0.8030.534 | 0.414/0.395 [0.371 | 0.299 0.417
OCOM1/0.480 | 0.408(0.397 (0.374 | 0.572(0.784 | 0.509 0.360 [0.394 | 0.258 [0.550
OCOM (0.500 | 0.487|0.468 (0.427 | 0.565(0.802 | 0.5130.421 |0.421 | 0.2830.579
EZCOM 0.450 | 0.434/0.425 (0.385 | 0.495(0.782 | 0.445(0.382 |0.374 | 0.189 (0.484
-géOM 0.461 | 0.455/0.450 [0.439 | 0.534/0.814 | 0.417(0.384 |0.433 | 0.196 [0.493
-gélOM 0.461 | 0.4280.421 (0.393 | 0.485/0.796 | 0.463(0.347 |0.420 | 0.210[0.463
%ZCOM 0.433 | 0.484/0.435 [0.435 | 0.491/0.806 | 0.4600.417 |0.402 | 0.221(0.497
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OCOM [0.471 | 0.399(0.386 [0.391 | 0.4890.799 | 0.475(0.354 (0.362 | 0.164|0.529
T7

JBS2 0.396 | 0.4380.352 [0.421 | 0.4730.540 0.446 0.407 |0.338 | 0.382(0.881
JBS3 0.389 | 0.425(0.330 [0.363 | 0.4780.527 0.462 0.393 |0.312 | 0.397 |0.886
JBS4 0431 | 0.4620.371 [0.428 | 0.4980.584 0.476 0.380 |0.348 | 0.370 (0.902
JBSS 0.426 | 0.467 0.380 [0.366 | 0.4800.563 0.470(0.343 |0.333 | 0.3110.874
MFW1 [0.461 | 0.521/0.431 |0.838 | 0.4780.427 0.410(0.507 |0.459 | 0.167(0.386
MFW2 (0.423 | 0.476 0.410 |0.800 | 0.4030.403 0.300(0.477 |0.421 | 0.151(0.339
MFW3 0.497 | 0.4700.474 (0.823 | 0.497/0.463 0.4010.488 (0.525 | 0.184/0.456
MFW4 (0.449 | 0.476 0.447 |0.807 | 0.4490.409 0.3180.451 |0.430 | 0.176(0.373
MFWS5 [0.495 | 0.477(0.416 [0.826 | 0.4640.414 0.37410.497 [0.463 | 0.1340.365
MFW6 [0.456 | 0.4930.470 [0.831 | 0.466/0.429 0.377/0.490 |0.490 | 0.119(0.377
MIS1 0.623 | 0.4820.668 [0.501 | 0.7090.485 0.3910.373 (0.540 | 0.164/0.363
MIS2 0.590 | 0.450(0.600 (0.451 | 0.797/0.458 0.3770.342 0.527 | 0.15810.360
MIS3 |0.557 | 0.435[0.554 [0.487 | 0.687/0.484 0.409 0.418 |0.486 | 0.1490.382
MIS4 0431 | 0.4440.399 (0.436 | 0.837/0.532 0.4030.384 (0.376 | 0.280/0.496
MIS5 [0.426 | 0.4240.404 [0.395 | 0.8220.528 0.3980.339 |0.383 | 0.290(0.471
MIS6 0.467 | 0.4630.420 (0.430 | 0.8530.580 0.442 0.361 |0.403 | 0.29010.515
MIS7 0480 | 0.4930.430 (0.415 | 0.8340.561 0.408 0.343 0.386 | 0.27510.494
MIS8 |0.441 | 0.465(0.369 [0.399 | 0.8030.534 0.41410.395 [0.371 | 0.299 0.417
OCOM1/0.480 | 0.408/0.397 [0.374 | 0.5720.784 0.509 0.360 [0.394 | 0.258|0.550
OCOM (0.500 | 0.487/0.468 (0.427 | 0.565/0.802 0.513/0.421 |0.421 | 0.283(0.579
EZCOM 0.450 | 0.434/0.425 (0.385 | 0.495/0.782 0.445/0.382 |0.374 | 0.189(0.484
-(;:)C,ZOM 0.461 | 0.455/0.450 (0.439 | 0.534/0.814 0.4170.384 (0.433 | 0.196|0.493
-(;L(l.‘,OM 0.461 | 0.428/0.421 (0.393 | 0.485/0.796 0.463 0.347 (0.420 | 0.210/0.463
15
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OCOM (0.433 | 0.484/0.435 (0.435 | 0.4910.806 0.460 0.417 |0.402 | 0.221(0.497
éjCOM 0.471 | 0.399/0.386 (0.391 | 0.4890.799 0.475/0.354 [0.362 | 0.164(0.529
OCOM (0.513 | 0.4820.455 (0.450 | 0.6220.798 | 0.515/0.432 (0.465 | 0.259|0.555
gliODl 0.465 | 0.502(0.361 [0.396 | 0.455(0.531 | 0.9210.439 |0.383 | 0.242 0.547
PROD2 0.451 | 0.520(0.346 [0.403 | 0.501(0.527 | 0.9020.447 |0.386 | 0.236 0.589
PROD3 0.426 | 0.502(0.367 [0.427 | 0.454|0.537 | 0.894 0.370 |0.375 | 0.246 0.601
PROD4 0.458 | 0.553(0.350 [0.390 | 0.476/0.568 | 0.9080.376 [0.393 | 0.226 [0.564
SOCO (0.313 | 0.432/0.345 (0.489 | 0.362(0.367 | 0.334(0.825 |0.339 | 0.197(0.348
g/gCO 0.405 | 0.482(0.411 (0.471 | 0.386(0.380 | 0.3800.814 |0.408 | 0.207 0.366
g/gCO 0.369 | 0.458(0.387 [0.522 | 0.408(0.405 | 0.3420.831 |0.427 | 0.203 0.371
g/lC:)gCO 0.361 | 0.410(0.341 [0.464 | 0.384(0.398 | 0.383(0.818 |0.393 | 0.203 0.371
g/lC?CO 0.344 | 0.452|0.366 [0.485 | 0.371/0.406 | 0.383(0.836 |0.371 | 0.250 (0.388
g/lC?CO 0.409 | 0.471|0.346 [0.486 | 0.404(0.421 | 0.395(0.833 |0.392 | 0.207 0.397
%:CECO 0.414 | 0.462|0.361 [0.507 | 0.423(0.443 | 0.3910.840 |0.416 | 0.244 0.366

ADAP=Adaptability, AMOV=Alignment with Organizational Values, INOV=
Involvement, MFW=Meaningful work , MIS=Mission, OCOMT=0rganizational
commitment, PROD=Productivity, SOCOM=Sense of Community, CONS=
Consistency, IWB= Innovative work behaviour, JBS= Job satisfaction

Hetero Trait — Mono Trait Ratio Criteria

Another measure to examine the discriminant validity is the Hetero Trait — Mono trait
Ratio (HTMT) suggested by Henseler et al.(2015). The lack of sensitivity of the Fornell
and Larcker (1981) criterion led to the development of the HTMT. This criterion
compares the correlation of items with their construct and with items of other constructs
to assess discriminant validity (Henseler et al.,2015). According to this criterion,
reflective constructs have discriminant validity when the HTMT value is less than 0.85.
This shows that the greatest HTMT value is 0.731, clearly demonstrating that the
discriminant validity of each hidden variable is acceptable and the measurement model
quality is adequate.
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Hetero trait-Mono trait Ratio criterion

ADAP AMOV CON IWB INOV JBS MFW MIS OCOM PRO SOCO
S T D M

ADAP

AMOQOV 0.605

CONS 0.712 0.597

IWB 0.246 0.275 0.188

INOV 0.733 0.565 0.717 0.18

JBS 0.553 0.599  0.449 8.43 0.468

MFW  0.623 0.656  0.628 (7).19 0.583 0.523

MIS 0.715 0.648 0.619 3.31 0.671 0.6310.624

OCOM 0.647 0.612 0.560 3.28 0.581 0.7230.566 0.73

-FI’-ROD 0.540 0.623  0.459 3.27 0.421 0.7100.484 3.56 0.645

ﬁ/IOCO 0.493 0.602 0.516 §.26 0.472 0.499 0.647 §.52 0.526 0.485

ADAP=Adaptability, AMOV=Alignment with Organizational Values, INOV=
Involvement, M FW=Meaningful work , MIS= Mission, OCOMT=0Organizational
commitment, PROD= Productivity, SOCOM= sense community, CONS= Consistency,
IWB= Innovative work behavior, JBS= Job satisfaction

Normality test

Many statistical tools require normality assumptions of the collected research data set to
determine whether it is well-modelled by the normal distribution. The PLS-SEM
statistical tool does not require a normality assumption for data (Hair et al., 2014).
However, ensuring that the collected research data is not far from normality is essential,
as excessive non-normal data indicate issues in the parameters* validity. Therefore, in
this study, the normality test for the latent constructs was performed using the skewness-
kurtosis approach recommended by Hair et al. (2014) for PLS-SEM.
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The research responses are normally distributed when kurtosis and skewness are near
zero (0). However, as per the rule of thumb, if the measurements of skewness and
Kurtosis fall between +1 and -1, the data will still be considered to be approximatively
normally distributed (Hair et al., 2014). As shown in table 4.32, the Skewness and
kurtosis value of each item is within the range of +1and -1 which indicates data is
normally distributed

Normality and multi- Multi-collinearity test of indicators

Normality test Test of multi-
co linearity
Constructs Sub- Items code | Skewness | Kurtosis | VIF
constructs
Workplace Meaningful MFW1 -.823 456 2.848
spirituality | work MFW2 | -854 616 [2.440
MFW3 -.823 484 2.060
MFW4 -.837 347 2.123
MFW5 -.813 527 2.096
MFM6 -.896 .602 2.341
Sense of | SOCOM1 | -.498 447 2.286
community  "S5COoM2 | -549 496 2544
SOCOM3 | -.622 784 2.241
SOCOM4 | -.621 676 2.431
SOCOMS5 | -.705 .849 2.376
SOCOM6 | -.401 197 2.628
SOCOM7 | -.382 697 2.638
Alignment AMOV1 -.825 570 2.653
with AMOV2 | -877 052 2841
organizational
values AMOV3 -.905 304 2.138
AMOV4 -.893 227 2.797
AMOV5 =772 073 2.393
AMOV6 -.948 438 1.708
AMOV7 -.830 713 1.488
AMOVS8 -.736 448 2.512
Organizational | Involvement INOV1 -.690 -.290 2.814
culture INOV2 | -.736 -234  |1.008
INOV3 -.551 -.618 1.001
INOV4 -.746 -179 2.486
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INOV5 | -.946 “478  [2.984

INOV6 | -898 487 [2.839

INOV7 | -994 790 [2.833

Mission MIS1 -.807 217 2.869
MIS2 ~748 229 [2.466

MIS3 ~795 137 [2.460

MIS4 ~652 043 [1351

MIS5 ~680 119 2351

MIS6 ~607 202 [1.853

MIS7 ~528 “3%5  [2.042

MIS8 ~606 141 2673

Consistency CONS1 -.446 463 2.151
CONS2 | -485 282 2172

CONS3 | -827 389 2417

CONS4 | -893 495 2617

CONS5 | -711 490 [2.393

CONS6 | -473 208 [2.195

CONS7 | -442 418 [2.260

Adaptability | ADAPT | -.739 552 [2.012
ADAP2 | -501 097 201

ADAP3 | -652 657 [2.429

ADAP4 | -829 785 2124

ADAP5 | -877 777 2318

ADAP6 | -812 204 2324

ADAP7 | -960 200 [L912

ADAPS | -778 286 [2.910

Organizational | Productivity PROD1 -.752 . 208 2.888
effectiveness PROD2 | -634 267 [2.123
PROD3 | -641 045 [2.007

PRODZ | -665 179 |1.438

Job JBS1 ~743 078 1472
satisfaction  5pes ~641 173 [1.859
JBS3 ~664 002 [2.009

JBS4 ~640 188 |1.921
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JBBS 567 170 1.980
Innovative IWB1 0.545 0.893 1.942
Work
Behavior IWB2 291 921 1.917
IWB3 199 162 1.892
IWB4 051 910 1.225
IWB5 101 .838 1.256
IWB6 .268 .984 1.261
IWB7 176 .602 2.738
Organizational | OCOMT1 | -.052 -.341 2.848
commitment  "5EoMT2 | -035 188 [2.113
OCOMT3 | -.826 191 2.284
OCOMT4 | -.803 .248 2.138
OCOMTS5 | -.907 411 2.387
OCOMT6 | -.614 .033 2.268
OCOMT7 | -.695 101 2.270
OoCcoMT8 | -.070 -.465 2.262

Multi-co linearity of indicators

To address the issue of multi-collinearity of items, the variance inflation factor (VIF) has
been calculated and examined for each indicator of construct. It indicates the correlation
between indicators. A value of VIF greater than 3 indicates redundancy or
multicollinearity issues of items (Menard, 2002). As shown the value of the VIF of each
indicator is below the threshold limit. So there is no issue of multicollinearity.

Analysis of Objective 2

Objective 2: To check the impact of workplace spirituality dimensions(—Meaningful
work, sense of community and alignment with organizational valuesl ) on the
organizational effectiveness of companies.

Evaluation of Structural Model 1

It is preferable to look at the structural model to make sure it has excellent predictive
relevance (model fit) before studying the outcomes of structural equation modeling. The
value of Q2 and the coefficient of determination are used to analyze the model's
predictive usefulness.

Assessment of Coefficient of determination (R?)

The explanatory power of the model is indicated by the R-square value of an endogenous
construct in the structural model, which quantifies the extent to which the independent
variable can account for the variability observed in the dependent variable (Hair, Sarstedt,
et al., 2019). It is also referred to as the in-sample predictive relevance of the
model(Rigdon, 2012). R -R-square values vary from 0 to 1, and a greater R- square value
suggests that a structural model is more accurate in making predictions (Hair et al.,
2014). As given, the value of R-square is 0.470 for the

endogenous construct _organizational effectiveness® revealing the moderately
explanatory power of the model (Hair, Risher, et al., 2019; Sarstedt et al., 2019). This
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indicates that workplace spirituality dimensions (—meaningful work, sense of
community and alignment with organizational valuesl) explain a 47% variance in
organizational effectiveness.

Assessment of Structural modell

(X2 )
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Source: computed using Smart-PLS

Cross redundancy measure Q?

The value of Q-square indicates the predictive relevance of the SEM model. To find the
value of Q-square, the blindfolding procedure was run in Smart-PLS. The Q-square value
above 0 indicates that the model has predictive relevance. In the present research model,
the value of Q-square is 0.262. Which indicates that the research model has good
predictive relevance.

Coefficient of determination and predictive power of model 1

Dependent Construct R2 Q2

Organizational effectiveness 47% 0.262

Workplace spirituality dimension —Sense of communityl is also found to have a
significant and positive impact on organizational effectiveness (t= 5.127, =0.199 and p
<0.05) thus leading to rejection of the null hypothesis H0O10.

Similarly —Alignment with organizational valuesl dimension of workplace spirituality
has also been reported a significant and positive impact on organizational effectiveness
(t=9.863, p=0.429 and p <0.05), thus rejecting the null hypothesis HO11. Thus results of
SEM analysis indicate that —Alignment with organizational valuesl has the highest
impact on organizational effectiveness (f=0.429), followed by —sense of community
dimensionl (f=0.199) and —meaningful workl ($=0.191).

Note: MFW = Meaningful work, AMOV= Alignment with organizational values, OE=
Organizational Effectiveness, SOCOM=sense of community

Note- ** indicates results are significant at 0.05 level of significance

Importance Performance Matrix Analysis (IPMA) Results

Results of IPMA analysis conducted for _organizational effectiveness‘ revealed that the
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—Alignment with organizational valuesl dimension of workplace spirituality has
relatively high importance(p=0.429) in determining organizational effectiveness,
however, its performance is relatively poor (66.94), as shown in table. Low performance
indicates that employee perceives a lack of congruency between their personal values
and organizational values, while high importance indicates that alignment of values is
crucial in determining organizational effectiveness as it has the highest beta value
(impact). So, this dimension of workplace spirituality requires immediate management
action to promote its performance in order to enhance organizational effectiveness. So,
management should make proper strategies to attain congruency of employees' values
with organizational values.

Importance- Performance Analysis Matrix for organizational effectiveness

Predictor variables Performance index | Importance( impact)
Meaningful work 68.118 0.191
Sense of community 72.487 0.199
Alignment with organizational values 66.934 0.421
Mean 69.18 0.273

Source: Researcher‘s Compilation using smart-PLS

In the Importance-Performance Map the X-axis represents the importance (total effect)of
the construct ranging from not very important to very important. While the Y-axis
represents the performance of the construct in terms of average latent variable scores(0-
100).

Importance — Performance Map for organizational effectiveness

Importance-Performance Map
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Source: Researcher‘s computation using Smart PLS
ANALYSIS OF OBJECTIVE 3
Objective 3 To examine the role of organizational culture in promoting workplace
spirituality
Evaluation of Structural Model 3
It is essential to examine the structural model to make sure that the model has adequate
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SEEIPH

predictive relevance (model fit) before investigating the outcomes of structural equation
modeling. The coefficient of determination and the value of Q2 are utilized

to investigate the predictive value of the model.
Assessment of Structural Model 3

Mission
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" pom ~0.102 (0.054)
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Source: Researcher‘s computation using Smart PLS

The coefficient of determination (R?)
A structural model's evaluation heavily relies on R2. It denotes the explanatory power of
the model. It explains how much change in the dependent (endogenous) variable can be
defined or accounted for by an independent (exogenous)variable. A 0.25 value of R?
denotes low explanatory power, 0.50 denotes moderate while 0.75 indicates high
explanatory power of the independent variable(Hair et al., 2019). In the present study, R?
shows that the exogenous latent variable _organizational culture® explains 53.80% of the
change in workplace spirituality and it conclusively reflects the moderate explanatory
power of the study model.
Cross redundancy measure Q?
The predictive usefulness of the SEM model is indicated by the Q-squared value. The
blindfolding process was carried out in Smart-PLS to determine the Q-square value. The
predictive relevance of the model is indicated by a Q-squared value greater than zero.
According to table 4.38, the current research model's Q-square value is 0.56, indicating
that it has strong predictive relevance.

RZand Q? of the structural models 3

Dependent Construct

Workplace spirituality 0.538 0.270

Source: Researcher‘s computation
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Importance Performance Matrix Analysis (IPMA)

Importance-performance map analysis (IPMA) is carried out to extend the results of PLS-
SEM and helps to draw conclusions based on the performance and importance of each
construct. IPMA extends the results of PLS-SEM by also considering the performance of
each construct into account. Hence, it enables to draw conclusions on two dimensions,
importance, and performance to provide managerial implications. It is preferable for
managers to focus on improving those independent variables whose importance is higher
in explaining a targeting construct, but performance is relatively low (Hair et al., 2016).
IPMA converts the provided data into performance indices that range from 0 to 100. For
instance, a Likert scale of 1 to 5 is converted into an equivalent score ranging from 0 to
100 (Hair et al., 2016).

This shows the importance and performance of organizational culture traits in predicting
the target variable _Workplace spirituality‘. The objective of IPMA analysis is to find
predictors that have relatively high importance for the target construct (i.e., those with a
strong overall effect) but perform poorly (i.e. low average latent variable

scores) (Ringle and Sarstedt, 2016), which help management to prioritize their actions
accordingly.

Importance-Performance Analysis Matrix for workplace spirituality

Constructs Performance index Importance(Impact)
Adaptability 69.003 0.168

Mission 66.552 0.318

Involvement 64.361 0.102

Consistency 61.270 0.266

Mean value 65.18 0.2135

Source: Researcher‘s computation
IPMA Map for workplace spirituality
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In the Importance-Performance Map the X-axis represents the importance (total effect)of
the construct ranging from not very important to very important. While the Y-axis
represents the performance of the construct in terms of average latent variable scores(0-
100).

Results of IPMA analysis revealed that the organizational culture trait - consistency has
relatively high importance(f=0.267) in predicting workplace spirituality, but its
performance is poor ( 63.249) as compared to other organizational culture traits. So this
attribute/trait requires immediate management attention to improve its performance.
Findings:

Workplace spirituality has been a subject of considerable interest and curiosity among
academics and practitioners for its purported benefits to individuals and organizations. It
is opined that while spiritually inclined employees thrive better in work environments
that promote workplace spirituality, being more productive and efficient, such
organizations also stand to benefit by boosting teamwork, innovation, and development
of intuitive skills through more purposeful vision (Bayighomog and Arasli, 2019). It is
unlikely that practitioners who are under growing pressure to use evidence-based
management have benefited from the fact that workplace spirituality's contribution to
enhancing organizational success has up until now stayed in the conceptual realm. (Grant
et al., 2004). and justify returns on investment. The findings of this study will widen the
scope of the research studies related to workplace spirituality, which is frequently
criticized for having little empirical investigation.

Conclusion

According to this study, a lecturer's emotional intelligence (EI) has a significant impact
on both their effectiveness as a teacher and their general well-being. This is because
having high EI can improve both a lecturer's ability to teach and their own mental health.
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It also fosters a more positive learning environment, better student engagement, and

lower levels of stress for the lecturer.

Alignment with organizational values‘ is found to be an important predictor of organization
effectiveness but its performance in organisatins is found to be relatively low as compared to
other workplace spirituality dimensions as depicted in the IPMA analysis of organizational
effectiveness. Therefore, executives and owners of organizations should encourage the
alignment of organizational and employee values by either choosing employees who share those
values or by encouraging employees to participate in forming the organization's vision and
mission. This will allow employees to put in more effort to meet the objectives of the
organization.

The study provided insight into how to foster a supportive and stress-free environment

where teaching fraternity members can realize their own level of self-awareness, as well

as how to hold open discussions about self-regulation strategies in the face of numerous
external and internal pressures to maintain motivation.

Integration of Findings:

Based on the findings, it is advised that higher education institutions prioritize developing

and promoting their EI skills in order to highlight the importance of EIl for effective
performance. To reap long-term benefits, the management teams of educational
institutions must incorporate the principles of emotional intelligence and stress its
significance right from the start of the induction program. EI helps to build a supportive
network and encourages employees to collaborate and interact socially. This can help
employees to build relationships and gain exposure to different ideas and approaches.
Discuss how the secondary data supports or contradicts existing theories (e.g., Fry’s
Spiritual Leadership Theory) on workplace spirituality.

Practical Implications:

Organizations can implement policies based on these findings to promote a spiritual
workplace and improve employee outcomes. Higher pedagogical efficacy, a more
positive influence on students, improved academic accomplishment, increased student
happiness, and an improved teaching reputation are all possible outcomes for emotionally

aware lecturers. A classroom that fosters cooperation, respect, and emotional well-being

can also be enhanced by lecturers who are aware of their own feelings as well as those

of their students. Higher presence of El strongly advocates the relevance and sustainable
approach towards growth and maturity.

Restrictions of the present study

This study is based on responses from employee’s education institutions. Similar studies

could be undertaken in other sectors and in other geographies to broaden the appeal of

the findings. Self-reported questionnaires used to collect information for this research

have provided responses that are perceptual in nature. Future studies could improve the
validity of results further by including personal interviews and other data collection
techniques that capture dynamic processes, and thereby help gain deeper insights into the
responses. While the sample population considered for the study is large enough for the
generalization of results, scope exists for using even larger samples to improve upon the
generalizability of the findings and wider applicability of results.

Recommendations for future study:

There is need to Identify areas where further research is needed, such as cross-cultural
studies or longitudinal studies on the long-term effects of workplace spirituality.

Future research could further build upon the strength of this evidence by taking the size

of the firm and other demographic variables such as gender, experiences, designation,

and educational qualification of employees as moderators.

The information can be employed as mediators in the relationship between workplace
spirituality dimensions and organizational effectiveness to explain that link further.

439|Page



"The Impact of Organizational Values and Leadership in Strengthening the Workplace
&EE]N | Spirituality: A Study of Employee Well-Being and Job Satisfaction"
@ SEEJPH Volume XXVI, §2,2025, ISSN: 2197-5248; Posted:03-02-25

In future comparative studies including a mix of organizations that have andh aven't
promoted spirituality at work can be conducted. This would be similar to doing scientific
experiments in controlled settings. This approach would significantly enhance the
credibility and importance of the research on this issue.

It is the "individual-focused" approach to the fostering of workplace spirituality that
serves as the foundation for the mediating role that organizational culture plays in this
study. The approach is based on the assumption that an individual's spiritual perspective
of their working environment has the potential to bring about favorable changes in the
culture of the organization, which in turn can lead to an increase in the effectiveness of
the overall organization. There is a possibility that the effectiveness of this strategy could
differ significantly depending on the size of a firm. Therefore, in the future, a
comparative analysis of the effectiveness of this approach can be conducted in the case
of large and small and small firms.

According to the study's findings, meaningful work is an essential component of workplace
spirituality, which enhances organizational productivity by promoting innovative behavior and
job happiness. As a result, companies should give workers the chance to do the things that make
them happy and fulfilled (i.e., work that gives them autonomy, responsibility, job significance,
challenge, and the chance to use their imagination and creativity). Their participation in the
decision-making process can help achieve this. In terms of decision-making and information
exchange, spiritual organizations are typically more inclusive and participatory, which gives
employees a sense of empowerment and significance. Therefore, managers should encourage
staff members to participate in decision-making so they may feel empowered and understand the
significance of self-empowered and recognize the importance of their work.

References

Adeleke, A, Ogundele, 0.J.K. & Oyenuga, O.0. (2008). Business Policy and Strategy, (2nd Ed.).
Concept Publications.

Adeoye, A.O. & Elegunde, A.F. (2012). Impact of external business environment on organizational
performance in the food and beverage industry in Nigeria. British Journal of Arts and Social Science,
6(2), 194-201.

Adubasim E. I. & Odunayo O. A. (2019). The relationship between technological orientation and
organizational performance of deposit money banks in Port Harcourt, Nigeria. Journal of
Management Sciences and Entrepreneurship, 14(7), 21-37.

Afsar, B., & Rehman, M. (2015). The relationship between workplace spirituality and innovative work
behavior: the mediating role of perceived person—organization fit. Journal of Management,
Spirituality & Religion.

Ahammad, T. (2017). Personnel management to human resource management (HRM): How does HRM
function? Journal of Modern Accounting and Auditing. researchgate.net.

Ahmed A., & Tamar K., (2023). Religiosity and Turnover Intention: The Mediating Role of Work
Engagement. Journal of Management, Spirituality & Religion, 20 (3), pp. 291-307.

Ajay Shukla & Yashaswi Singh (2018), “Workplace Spirituality: A New Dimension in Understanding
Employees Behaviou”, International Journal of arts, humanities and management studies, (Volume
04, No. 01.

Akbar, A. (2018). Spiritual leadership and employee performance: The mediating role of organizational
commitment in Indonesian public universities. Journal of Engineering and Applied Sciences, 13(12),
https://api.elsevier.com/content/abstract/scopus_id/85050972864

Ali, M., & Konrad, A. M. (2017). Antecedents and consequences of diversity and equality management
systems: The importance of gender diversity in the TMT and lower to middle management. European
Management Journal.

Amin, B. M., & Majid, A. H. A. A study relationship wor Adeleke, A, Ogundele, O.J.K. & Oyenuga,
0.0. (2008). Business Policy and Strategy, (2nd Ed.). Concept Publications.

Adeoye, A.O. & Elegunde, A.F. (2012). Impact of external business environment on organizational

440|Page


https://api.elsevier.com/content/abstract/scopus_id/85050972864

"The Impact of Organizational Values and Leadership in Strengthening the Workplace
SEE]N | Spirituality: A Study of Employee Well-Being and Job Satisfaction"
@ SEEJPH Volume XXVI, §2,2025, ISSN: 2197-5248; Posted:03-02-25

performance in the food and beverage industry in Nigeria. British Journal of Arts and Social Science,
6(2), 194-201.

Adubasim E. I. & Odunayo O. A. (2019). The relationship between technological orientation and
organizational performance of deposit money banks in Port Harcourt, Nigeria. Journal of
Management Sciences and Entrepreneurship, 14(7), 21-37.

Afsar, B., & Rehman, M. (2015). The relationship between workplace spirituality and innovative work
behavior: the mediating role of perceived person—organization fit. Journal of Management,
Spirituality & Religion.

Ahammad, T. (2017). Personnel management to human resource management (HRM): How does HRM
function? Journal of Modern Accounting and Auditing. researchgate.net.

Ahmed A., & Tamar K., (2023). Religiosity and Turnover Intention: The Mediating Role of Work
Engagement. Journal of Management, Spirituality & Religion, 20 (3), pp. 291-307.

Ajay Shukla & Yashaswi Singh (2018), “Workplace Spirituality: A New Dimension in Understanding
Employees Behaviou”, International Journal of arts, humanities and management studies, (Volume
04, No. 01.

Akbar, A. (2018). Spiritual leadership and employee performance: The mediating role of organizational
commitment in Indonesian public universities. Journal of Engineering and Applied Sciences, 13(12),
https://api.elsevier.com/content/abstract/scopus_id/85050972864

Ali, M., & Konrad, A. M. (2017). Antecedents and consequences of diversity and equality management
systems: The importance of gender diversity in the TMT and lower to middle management. European
Management Journal.

Amin, B. M., & Majid, A. H. A. A study relationship work environment and employee performance on
manufacturing sector in Penang, Malaysia. Journal of Advanced Research in Social and Behavioural
Sciences, 8(1), 16-22.

Anitha, J. (2014). Determinants of employee engagement and their impact on employee performance.
International journal of productivity and performance management, 63(3), 308-323.

Arifin, A. H., Raza, H., Saputra, J., & Puteh, A. (2020). The Influence of Recruitment and Career
Development Towards Employee Performance: A Mediating Role Of Competence. Journal of Talent
Development and Excellence, 12(1), 1040-1055.

Arnetz, B. B., Ventimiglia, M., Beech, P., DeMarinis, V., Lokk, J., & Arnetz, J. E. (2013). Spiritual
values and practices in the workplace and employee stress and mental well-being. Journal of
Management, Spirituality & Religion, 10(3), 271-281.

Asfitri, M. K. (2021). Building Spirituality in the Workplace to Increase the Effectiveness of Automotive
Company Sales Division Teams. Retrieved from: https://dspace.uii.ac.id/handle/123456789/30041
Ashmos, D. a. (2000). Spirituality at work: a conceptualization and measure. Journal of Management

Inquiry, 9 (2), 134-145.

Ayoun, B., Rowe, L., & Yassine, F. (2015). Is workplace spirituality associated with business ethics?
International Journal of Contemporary Hospitality Management, 27(5), 938-957.

Bandsuch, M. R., & Cavanagh, G. F. (2005). Integrating Spirituality into the Workplace:Theory &
Practice. Journal of Manage ment, Spirituality & Religion, 2 (2), 221-254.

Banuari, N., Bhastary, MD, Novirsari, E., & Rafiah, D. (2023). Enrichment: Journal of Management
The importance of work spirituality and the role of Imx on performance. 12(6).

Beheshtifar, Malikeh. Zare, Elham. (2013), “Effect of Spirituality in workplace on Job Performance”,
Inter disciplinary Journal of Contemporary Research in Business, Vol 5, NO 2.p:248- 254.

Bella, R. L. F., Quelhas, O. L. G., Ferraz, F. T., & Bezerra, M. J. S. (2018). Workplace spirituality:
Sustainable work experience from a human factors perspective. Sustainability, 10(6), 1887.
https://doi.org/10.3390/su10061887

Beltramino, N. S., Garcia-Perez-de-Lema, D., & Valdez-Juarez, L. E. (2020). Structural capital,
innovation, and performance of industrial SMES. Journal of Intellectual Capital, 21(6), 913-945.
https://doi.org/10.1108/J1C-01-2019-0020

Bharadwaj, S. & Jamal, M. T. (2020). In Search of Spiritual Workplaces: An Empirical Evidence Of

441 |Page


https://api.elsevier.com/content/abstract/scopus_id/85050972864
https://dspace.uii.ac.id/handle/123456789/30041
https://doi.org/10.3390/su10061887
https://doi.org/10.1108/JIC-01-2019-0020

"The Impact of Organizational Values and Leadership in Strengthening the Workplace
SEE]N | Spirituality: A Study of Employee Well-Being and Job Satisfaction"
@ SEEJPH Volume XXVI, §2,2025, ISSN: 2197-5248; Posted:03-02-25

Workplace Spirituality And Employee Performance In The Indian IT Industry. International Journal
of Scientific & Technology Research, 9(3), 1116-1124.

Bozek, A., Nowak, P. F., & Blukacz, M. (2020). The relationship between spirituality, health-related
behavior, and  psychological  well-being.  Frontiers in  Psychology, 11, 1997.
https://doi.org/10.3389/fpsyq.2020.01997

Buse, K. and Bernstein, R. S., & Bilimoria, D. (2016). Influence of board diversity, board diversity
policies and practices, and board inclusion behaviors on nonprofit governance practices. Journal of
Business Ethics. https://doi.org/10.1007/s10551-014-2352-z

Bushra S. P. Singh, Meenakshi Malhotra (2017), “Workplace Spirituality, Glass Ceiling Beliefs and
Subjective Success”, International Journal of Scientific and Research Publications, Volume 7, Issue
7.

Chawla, V. (2016). Workplace spirituality governance: impact on customer orientation and salesperson
performance. Journal of Business & Industrial Marketing, 31(4), 498-506.

Chen, M. C. & Sheng, C. W. Workplace Spirituality and Earnings Management Motivations.
International Journal of Business & Information, 8(2), 267—298.

Chitra Khari Shuchi Sinha (2017), “Impact of Workplace Spirituality on Knowledge Sharing Intention:
A Conceptual Framework”, journal of human values. (Vol 23, Issue 1).

Cook, K. L., Jr., & Babyak, A. T. (2019). The Impact of Spirituality and Occupational Stress among
Middle School Teachers. Journal of Research on Christian Education, 28(2), 131-150.

Dandona, A. (2017). Spirituality at Workplace. March 2013

Daniel, J. L. (2019). Trust as a Mediator of Workplace Spirituality and Job Performance. Journal of
Business and Behavioural Sciences, 31(2), 80-103.

Dayal Sandhu (2015), “Workplace Spirituality and its Impact on Organizational Commitment and
Employees’ Job Satisfaction amongst Higher Educational Institution Teachers”, worldwide journals.
https://www.researchgate.net/publication/331896708 Workplace_Spirituality_and_its_Impact_on_
Organizational_Commitment_and_Employees' Job_Satisfaction
_amongst_Higher_Educational_Institution_Teachers

Devendhiran, S., & Wesley, J. R. (2017). Spirituality at work: enhancing levels of employee
engagement. Development and Learning in Organizations: An International Journal, 31 (5), 9-13.

Ekanayaka, EMMK; Sajeevanie, T. (2020). The Impact of Workplace Spirituality on Employee
Performance of Non-Executive Level Employees in Selected Public Sector Commercial Banks in Sri
Lanka. Proceedings of Undergraduate Research Symposium - 2021, 1-9.

F. Kazemipour, Amin, S. & Pourseidi, B., 2012. Relationship Between Workplace Spirituality and
Organizational Citizenship Behavior Among Nurses Through Mediation of Affective Organizational
Commitment. Journal of Nursing Scholarship, 44(3), pp. 302-310.

Fry, L. W. and Matherly, L. L. (2016). Spiritual Leadership and Organizational Performance:

Golparvar, M., & Abedini, H. (2014). A comprehensive study on the relationship between meaning and
spirituality at work with job happiness, positive affect and job satisfaction. Management Science
Letters, 4, 255-268.

Gotsis, G., & Grimani, K. (2017). The role of spiritual leadership in fostering inclusive workplaces.
Personnel Review, 46(5), 908-935.

Gupta, M., Kumar, V., & Singh, M. (2013). Creating Satisfied Employees Through Workplace
Spirituality: A Study of the Private Insurance Sector in Punjab (India). Journal of Business Ethics,
122 (1), 79-88.

Hafni, L., & Chandra, T. (2020). The Role of Workplace Spirituality in Improving Job Satisfaction and
Lecturer Performance. Talent Development & Excellence, 12(3), 1262-1282.

Hvidt, N. C., Nielsen, K. T., Kgrup, A. K., Prinds, C., Hansen, D. G., Viftrup, D. T., Hvidt, E. A,
Hammer, E. R., Falkg, E., & Locher, F. (2020). What is spiritual care? Professional perspectives on
the concept of spiritual care identified through group concept mapping. BMJ Open, 10(12), e042142.
http://dx.doi.org/10.1136/bmjopen-2020-042142

Indradevi, R. (2020). Workplace spirituality: Successful mantra for modern organization. Journal of

442 |Page


https://doi.org/10.3389/fpsyg.2020.01997
https://doi.org/10.1007/s10551-014-2352-z
http://dx.doi.org/10.1136/bmjopen-2020-042142

"The Impact of Organizational Values and Leadership in Strengthening the Workplace
&EEIN | Spirituality: A Study of Employee Well-Being and Job Satisfaction"
: @ SEEJPH Volume XXVI, §2,2025, ISSN: 2197-5248; Posted:03-02-25

Critical Review, 7(6), 437-440. http://dx.doi.org/10.31838/jcr.07.06.77

Igbal, Q., Ahmad, N. H., & Ahmad, B. (2019). Enhancing sustainable performance through job
characteristics via workplace spirituality: A study on SMEs. Journal of Science and Technology
Policy Management, 2053-4620.

Jaiswal, G., & Singh, S. K. (2017). Individual Spirituality at work and its relationship with Job
Satisfaction and Propensity to leave. Gurukul Business Review, 13, 14-18.

Jasmeet Singh, Vandana Gambhir Chopra (2018), “Workplace Spirituality Grit and Work Engagement”,
Asia-Pacific Journal of Management Research and Innovation,
https://doi.org/10.1177/2319510X18811776

Jena, L. K. (2021). Does workplace spirituality lead to raising employee performance? The role of
citizenship behavior and emotional intelligence. International Journal of Organizational Analysis,
ahead-of-print. https://doi.org/10.1108/IJOA-06-2020-2279.

Jena, L. K., & Pradhan, S. (2018). Workplace spirituality and employee commitment. Journal of
Enterprise Information Management, 31(3), 380-404.

Jurkiewicz, C. L., & Giacalone, R. A. (2004). A values framework for measuring the impact of
workplace spirituality on organizational performance. Journal of Business Ethics, 49(2), 129-142.
Kalargyrou, V., and Costen, W. (2017). Diversity management research in hospitality and tourism: Past,
present, and future. ... Journal of Contemporary Hospitality .... https://doi.org/10.1108/IJCHM-09-

2015-0470

Khrisnakumar, S., & Neck, C. P. (2002). The “What”, “Why”, and “How” of Spirituality in the
Workplace. Journal of Manage rial Psychology, 17 (3), 153-164.

Kirklikci, A. B. (2022). The Impact of Workplace Spirituality on Perceived Institutionalization and
Perceived Performance. Universitesi Sosyal Ve Ekonomik Arastirmalar Dergisi.

Koopmans, L. (2014). Measuring individual —work performance. research.vumc.nl.
https://research.vumc.nl/ws/files/457058/chapter 2 systematic review.pdf

Lata, M., & Chaudhary, R. (2020). Workplace Spirituality and Experienced Incivility at Work: Modeling
Dark Triad as a Moderator. Journal of Business Ethics, 1-23.

Lips-Wiersma, M. (2002). The Influence of Spiritual “Meaning-Making” on Career Behaviour. Journal
of Management Development, 21(7), 497-520.

Madhan Kumar P (2016), “Workplace Spirituality and Employee Work Attitudes: Exploring Gender as
a Moderator,” IOSR Journal of Business and Management, Volume 18, Issue 5.

Manju Mahipalan, Sheena S (2018), “Workplace spirituality, psychological well-being and mediating
role of subjective stress: A case of secondary school teachers in India”, International Journal of Ethics
and Systems, available at: https://www.researchgate.net/publication/336381466.

Manoharan, A. and Singal, M. (2017). A systematic literature review of research on diversity and
diversity management in the hospitality literature. International Journal of Hospitality Management.

Mousa, AE (2020). The Impact of Workplace Spirituality on Employee Performance: Evidence from
Abu Dhabi University. International Business Research, 13(5), 79.
https://doi.org/10.5539/ibr.v13n5p79

Mousa, M., & Massoud, H. K., & Ayoubi, R. M. (2020). Gender, diversity management perceptions,
workplace happiness, and organizational citizenship behavior. ...: The International Journal.
https://doi.org/10.1108/ER-10-2019-0385

Nasurdin, A., Nejati, M., & Mei, Y. (2013). Workplace spirituality and organizational citizenship
behaviour: Exploring gender as a moderator. South African Journal of Business Management, 44 (1),
61-73.

Naval Garg (2017), “Workplace Spirituality and Employee Well-being: An Empirical Exploration”,
Journal of Human Values 23 (2):129-147.

O’Regan, N. and Ghobadian, A. (2007). Formal strategic planning: Annual raindance or wheel of
success? Strategic Change 16: 11-12 (2007) Available (online) at (www.interscience. Wiley.com)
Doi: 10.1002/Jsc.777.

Olabisi, S. Olagbemi, A.A. & Atere, A.A. (2013). Factors affecting small-scale business performance in

443|Page


http://dx.doi.org/10.31838/jcr.07.06.77
https://doi.org/10.1177/2319510X18811776
https://doi.org/10.1108/IJOA-06-2020-2279
https://doi.org/10.1108/IJCHM-09-2015-0470
https://doi.org/10.1108/IJCHM-09-2015-0470
https://research.vumc.nl/ws/files/457058/chapter%202%20systematic%20review.pdf
https://www.researchgate.net/publication/336381466
https://doi.org/10.5539/ibr.v13n5p79
https://doi.org/10.1108/ER-10-2019-0385

"The Impact of Organizational Values and Leadership in Strengthening the Workplace
SEE]N | Spirituality: A Study of Employee Well-Being and Job Satisfaction"
@ SEEJPH Volume XXVI, §2,2025, ISSN: 2197-5248; Posted:03-02-25

internal economy in Lagos State, Nigeria: A gendered based analysis. Journal of Business and General
Education, 5(1), 25-37.

Osman Gani; Junaidah Hasim; Yusuf Ishmael. (2012). Establishing Linkage between religiosity and
spirituality on employee performance. Kulliyyah of Economics and Management Sciences, 35(4),
360-376.

Otaye-Ebede, L., Shaffakat, S., & Foster, S. (2020). A Multilevel Model Examining the Relationships
Between Workplace Spirituality, Ethical Climate and Outcomes: A Social Cognitive Theory
Perspective. Journal of Business Ethics, 166(3), 611-626.

Pawar, B. S. (2016). Workplace spirituality and employee well-being: an empirical examination.
Employee Relations, 38(6), 975-994.

Pawar, B. S. (2017). The relationship of individual spirituality and organizational spirituality with
meaning and community at work: An empirical examination of the direct effects and moderating
effect models. Leadership & Organization Development Journal.

Pawirosumarto, S., Sarjana, P. K., & Muchtar, M. (2017). Factors affecting employee performance of
PT. Kiyokuni Indonesia. International Journal of Law and Management, 59(4), 602-614.

Philip J. W. S. (2016). Workplace spirituality: A tool or a trend? HTS Theological Studies, 72(4), 1-5.

Preudhikulpradab, S. (2011). Organization spirituality: com mitment, awareness, readiness and
engagement (C.A.R.E.) for organization development & transformation: A case study of ABC co.,
Ltd. Social Research Reports , 19, 5-106.

Promsri, C. (2016). The effects of workplace spirituality and work satisfaction on intention to leave.
International Conference on Business and Cyber Security (ICBCS). 7, pp. 90-94. London, UK: The
Business and Management Review.

Rahman, MS, Zaman, MH, Hossain, MA, Mannan, M., & Hassan, H. (2019). Mediating effect of
employee's commitment on workplace spirituality and executive's sales performance: An empirical
investigation. Journal of Islamic Marketing, 10(4), 1057-1073. https://doi.org/10.1108/JIMA-02-
2018-0024

Rahnavard, F., Nikzad, S. (2009), Aligning organizational elements in the light of strategic reference
points and its relationship with organizational performance. Journal of Public Administration, 1(2),
19-34.

Rameshkumar, M. (2020). The Asian Journal of Shipping and Logistics Employee Engagement as an
Antecedent of Organizational Commitment: A Study on Indian Seafaring Officers. The Asian Journal
of Shipping https://doi.org/10.1016/j.ajsl.2019.11.003

Ranasinghe, V. R., & Samarasinghe, S. M. (2019). The effect of Workplace Spirituality on Innovative
Work Behavior. International Business Research, 12(12), 29-38.
https://doi.org/10.5539/ibr.v12n12p29

Rathee, R., & Rajain, P. (2020). Workplace spirituality: A comparative study of various models. Jindal
Journal of Business Research, 9(1), 27-40. https://doi.org/10.1177/2278682120908554

Richard, P.J. Devinney, T.M. Yip, G.S & Johnson, G. (2009). Measuring organizational efficiency:
towards methodological best practice. Journal of Management, 35(3), 718-804.

Robbins, S. P. J., Timothy A., & Breward, K. (2019). Organizational behavior (18th ed.). Pearson
Educations.

Sani, A. (2020). Spirituality at work and organizational commitment are moderating variables in the
relationship between Islamic spirituality and OCB IP and influence employee performance. Journal
of Islamic https://doi.org/10.1108/JIMA-08-2018-0140

Sardana, A. (2018). Workplace spirituality and managerial effectiveness. Global Journal of Enterprise
Information System, 10(1), 67-74.

Saxena, A., Garg, N., Punia, B., & Prasad, A. (2020). Exploring role of Indian workplace spirituality in
stress management: a study of oil and gas industry. Journal of Organizational Change Management,
33 (5), 779-803.

Sewwandi, D. K., & Dhammika, K. A. S. (2020). Impact of Workplace Spirituality on Organizational
Commitment of Academic Staff: An Empirical Study in the Public Universities of Sri Lanka. South

444 |Page


https://doi.org/10.1108/JIMA-02-2018-0024
https://doi.org/10.1108/JIMA-02-2018-0024
https://doi.org/10.1016/j.ajsl.2019.11.003
https://doi.org/10.5539/ibr.v12n12p29
https://doi.org/10.1177/2278682120908554
https://doi.org/10.1108/JIMA-08-2018-0140

"The Impact of Organizational Values and Leadership in Strengthening the Workplace
&EEIN | Spirituality: A Study of Employee Well-Being and Job Satisfaction"
: @ SEEJPH Volume XXVI, §2,2025, ISSN: 2197-5248; Posted:03-02-25

Asian Journal of Management, 27(4), 7-32.

Sharma, P. K., & Kumra, R. (2020). Relationship between workplace spirituality, organizational justice
and mental health: mediation role of employee engagement. Journal of Advances in Management
Research, 17 (5), 627-650.

Sindhu, J. S. (2020, April 01). Unrestricted thoughts - Work from home. The Star. Retrieved from
http://www.thestar.com.my/business/business-news/2020/04/01/unrestricted-thoughts---work-from-
home.

Smith, J. A., & Rayment, J. J. (2007). The global SMP fitness framework: A guide for leaders exploring
the relevance of spirituality in the workplace. Management Decision, 45(2), 217-234.
https://doi.org/10.1108/00251740710727250

Sri Purnami, R., Senen, SH, Disman, & Ahman, E. (2020). The Influence of Individual Spirituality and
Workplace Spirituality on Employee Engagement of Digital Marketing Agency Employees. Journal
of Management and Business, 17(2), 1 9.

Strengers, J., Mutsaers, L., van Rossum, L., & Graamans, E. (2022). Organizational culture of scale-up
and performance. Journal of Organizational Change Management, 35(8), 115 130.
https://doi.org/10.1108/JOCM-09-2021-0268

Trust, T., Krutka, D. G., and Carpenter, J. P. (2016). “Together we are better”: Professional learning
networks for teachers. Computers and Education, 102, 15-34.
https://doi.org/10.1016/j.compedu.2016.06.007

Twigg, N. W., & Parayitam, S. (2006). Spirit at Work: Spiritual Typologies as Theory Builders. Journal
of Organizational Culture, Communication and Conflict, 10 (2), 117-133.

ur Rashid, M., Manzoor, H., & Ghani, U. (2019). Exploring and conceptualizing workplace spirituality
in Islamic Banks. Business and Economic Review, 11(2), 131-148.
https://doi.org/10.22547/BER/11.2.7

Usha Devi. N (2015), “Spiritual Leadership and its Relationship with Quality of Work Life and
Organizational Performance — An Exploratory Study”, Proceedings of the Second European
Academic Research Conference on Global Business, Economics, Finance and workplace spirituality,
(EAR15Swiss Conference), ISBN: 978-1-63415-477-2.

Van der Walt, F. (2018). Workplace, spirituality, work engagement and thriving at work. SA Journal of
Industrial Psychology, 44(1), 1-10.

VVomberg, A., Homburg, C., & Gwinner, O. (2020). Tolerating and managing failure: An organizational
perspective ~ on  customer  reacquisition = management.  Journal  of = Marketing.
https://doi.org/10.1177/0022242920916733

Wadhera, T., & Bano, S. (2020). The Role of Workplace Spirituality and Emotional Stability in
Occupational Stress Among College Teachers. IUP Journal of Organizational Behaviour, 19(3), 41—
67.

Yang, X., Meng, Y., Qiu, Y., & Feng, Y. (2019). Why Am I Willing to Speak Up ? Impact of Spiritual
Leadership on Employee Voice Behavior. 10(December), 1-11.
https://doi.org/10.3389/fpsyq.2019.02718

k environment and employee performance on manufacturing sector in Penang, Malaysia. Journal of
Advanced Research in Social and Behavioural Sciences, 8(1), 16-22.

Anitha, J. (2014). Determinants of employee engagement and their impact on employee performance.
International journal of productivity and performance management, 63(3), 308-323.

Arifin, A. H., Raza, H., Saputra, J., & Puteh, A. (2020). The Influence of Recruitment and Career
Development Towards Employee Performance: A Mediating Role Of Competence. Journal of Talent
Development and Excellence, 12(1), 1040-1055.

Arnetz, B. B., Ventimiglia, M., Beech, P., DeMarinis, V., Lokk, J., & Arnetz, J. E. (2013). Spiritual
values and practices in the workplace and employee stress and mental well-being. Journal of
Management, Spirituality & Religion, 10(3), 271-281.

Asfitri, M. K. (2021). Building Spirituality in the Workplace to Increase the Effectiveness of Automotive
Company Sales Division Teams. Retrieved from: https://dspace.uii.ac.id/handle/123456789/30041

445|Page


http://www.thestar.com.my/business/business-news/2020/04/01/unrestricted-thoughts---work-from-home
http://www.thestar.com.my/business/business-news/2020/04/01/unrestricted-thoughts---work-from-home
https://doi.org/10.1108/00251740710727250
https://doi.org/10.1108/JOCM-09-2021-0268
https://doi.org/10.1016/j.compedu.2016.06.007
https://doi.org/10.22547/BER/11.2.7
https://doi.org/10.1177/0022242920916733
https://doi.org/10.3389/fpsyg.2019.02718
https://dspace.uii.ac.id/handle/123456789/30041

"The Impact of Organizational Values and Leadership in Strengthening the Workplace
&EE]N | Spirituality: A Study of Employee Well-Being and Job Satisfaction"
@ SEEJPH Volume XXVI, §2,2025, ISSN: 2197-5248; Posted:03-02-25

Ashmos, D. a. (2000). Spirituality at work: a conceptualization and measure. Journal of Management
Inquiry, 9 (2), 134-145.

Ayoun, B., Rowe, L., & Yassine, F. (2015). Is workplace spirituality associated with business ethics?
International Journal of Contemporary Hospitality Management, 27(5), 938-957.

Bandsuch, M. R., & Cavanagh, G. F. (2005). Integrating Spirituality into the Workplace:Theory &
Practice. Journal of Manage ment, Spirituality & Religion, 2 (2), 221-254.

Banuari, N., Bhastary, MD, Novirsari, E., & Rafiah, D. (2023). Enrichment: Journal of Management
The importance of work spirituality and the role of Imx on performance. 12(6).

Beheshtifar, Malikeh. Zare, Elham. (2013), “Effect of Spirituality in workplace on Job Performance”,
Inter disciplinary Journal of Contemporary Research in Business, Vol 5, NO 2.p:248- 254,

Bella, R. L. F., Quelhas, O. L. G., Ferraz, F. T., & Bezerra, M. J. S. (2018). Workplace spirituality:
Sustainable work experience from a human factors perspective. Sustainability, 10(6), 1887.
https://doi.org/10.3390/su10061887

Beltramino, N. S., Garcia-Perez-de-Lema, D., & Valdez-Juarez, L. E. (2020). Structural capital,
innovation, and performance of industrial SMES. Journal of Intellectual Capital, 21(6), 913-945.
https://doi.org/10.1108/J1C-01-2019-0020

Bharadwaj, S. & Jamal, M. T. (2020). In Search of Spiritual Workplaces: An Empirical Evidence Of
Workplace Spirituality And Employee Performance In The Indian IT Industry. International Journal
of Scientific & Technology Research, 9(3), 1116-1124.

Bozek, A., Nowak, P. F., & Blukacz, M. (2020). The relationship between spirituality, health-related
behavior, and psychological  well-being.  Frontiers in  Psychology, 11, 1997.
https://doi.org/10.3389/fpsyg.2020.01997

Buse, K. and Bernstein, R. S., & Bilimoria, D. (2016). Influence of board diversity, board diversity
policies and practices, and board inclusion behaviors on nonprofit governance practices. Journal of
Business Ethics. https://doi.org/10.1007/s10551-014-2352-z

Bushra S. P. Singh, Meenakshi Malhotra (2017), “Workplace Spirituality, Glass Ceiling Beliefs and
Subjective Success”, International Journal of Scientific and Research Publications, Volume 7, Issue
7.

Chawla, V. (2016). Workplace spirituality governance: impact on customer orientation and salesperson
performance. Journal of Business & Industrial Marketing, 31(4), 498-506.

Chen, M. C. & Sheng, C. W. Workplace Spirituality and Earnings Management Motivations.
International Journal of Business & Information, 8(2), 267-298.

Chitra Khari Shuchi Sinha (2017), “Impact of Workplace Spirituality on Knowledge Sharing Intention:
A Conceptual Framework”, journal of human values. (Vol 23, Issue 1).

Cook, K. L., Jr., & Babyak, A. T. (2019). The Impact of Spirituality and Occupational Stress among
Middle School Teachers. Journal of Research on Christian Education, 28(2), 131-150.

Dandona, A. (2017). Spirituality at Workplace. March 2013

Daniel, J. L. (2019). Trust as a Mediator of Workplace Spirituality and Job Performance. Journal of
Business and Behavioural Sciences, 31(2), 80-103.

Dayal Sandhu (2015), “Workplace Spirituality and its Impact on Organizational Commitment and
Employees’ Job Satisfaction amongst Higher Educational Institution Teachers”, worldwide journals.
https://www.researchgate.net/publication/331896708 Workplace_Spirituality _and_its_Impact_on_
Organizational_Commitment_and_Employees' Job_Satisfaction
_amongst_Higher_Educational_Institution_Teachers

Devendhiran, S., & Wesley, J. R. (2017). Spirituality at work: enhancing levels of employee
engagement. Development and Learning in Organizations: An International Journal, 31 (5), 9-13.

Ekanayaka, EMMK; Sajeevanie, T. (2020). The Impact of Workplace Spirituality on Employee
Performance of Non-Executive Level Employees in Selected Public Sector Commercial Banks in Sri
Lanka. Proceedings of Undergraduate Research Symposium - 2021, 1-9.

F. Kazemipour, Amin, S. & Pourseidi, B., 2012. Relationship Between Workplace Spirituality and
Organizational Citizenship Behavior Among Nurses Through Mediation of Affective Organizational

446 |Page


https://doi.org/10.3390/su10061887
https://doi.org/10.1108/JIC-01-2019-0020
https://doi.org/10.3389/fpsyg.2020.01997
https://doi.org/10.1007/s10551-014-2352-z

"The Impact of Organizational Values and Leadership in Strengthening the Workplace
&EE]N | Spirituality: A Study of Employee Well-Being and Job Satisfaction"
@ SEEJPH Volume XXVI, §2,2025, ISSN: 2197-5248; Posted:03-02-25

Commitment. Journal of Nursing Scholarship, 44(3), pp. 302-310.

Fry, L. W. and Matherly, L. L. (2016). Spiritual Leadership and Organizational Performance:

Golparvar, M., & Abedini, H. (2014). A comprehensive study on the relationship between meaning and
spirituality at work with job happiness, positive affect and job satisfaction. Management Science
Letters, 4, 255-268.

Gotsis, G., & Grimani, K. (2017). The role of spiritual leadership in fostering inclusive workplaces.
Personnel Review, 46(5), 908-935.

Gupta, M., Kumar, V., & Singh, M. (2013). Creating Satisfied Employees Through Workplace
Spirituality: A Study of the Private Insurance Sector in Punjab (India). Journal of Business Ethics,
122 (1), 79-88.

Hafni, L., & Chandra, T. (2020). The Role of Workplace Spirituality in Improving Job Satisfaction and
Lecturer Performance. Talent Development & Excellence, 12(3), 1262-1282.

Hvidt, N. C., Nielsen, K. T., Kagrup, A. K., Prinds, C., Hansen, D. G., Viftrup, D. T., Hvidt, E. A,
Hammer, E. R., Falkg, E., & Locher, F. (2020). What is spiritual care? Professional perspectives on
the concept of spiritual care identified through group concept mapping. BMJ Open, 10(12), e042142.
http://dx.doi.org/10.1136/bmjopen-2020-042142

Indradevi, R. (2020). Workplace spirituality: Successful mantra for modern organization. Journal of
Critical Review, 7(6), 437-440. http://dx.doi.org/10.31838/jcr.07.06.77

Igbal, Q., Ahmad, N. H., & Ahmad, B. (2019). Enhancing sustainable performance through job
characteristics via workplace spirituality: A study on SMEs. Journal of Science and Technology
Policy Management, 2053-4620.

Jaiswal, G., & Singh, S. K. (2017). Individual Spirituality at work and its relationship with Job
Satisfaction and Propensity to leave. Gurukul Business Review, 13, 14-18.

Jasmeet Singh, Vandana Gambhir Chopra (2018), “Workplace Spirituality Grit and Work Engagement”,
Asia-Pacific Journal of Management Research and Innovation,
https://doi.org/10.1177/2319510X18811776

Jena, L. K. (2021). Does workplace spirituality lead to raising employee performance? The role of
citizenship behavior and emotional intelligence. International Journal of Organizational Analysis,
ahead-of-print. https://doi.org/10.1108/1JOA-06-2020-2279.

Jena, L. K., & Pradhan, S. (2018). Workplace spirituality and employee commitment. Journal of
Enterprise Information Management, 31(3), 380—404.

Jurkiewicz, C. L., & Giacalone, R. A. (2004). A values framework for measuring the impact of
workplace spirituality on organizational performance. Journal of Business Ethics, 49(2), 129-142.
Kalargyrou, V., and Costen, W. (2017). Diversity management research in hospitality and tourism: Past,
present, and future. ... Journal of Contemporary Hospitality .... https://doi.org/10.1108/1JCHM-09-

2015-0470

Khrisnakumar, S., & Neck, C. P. (2002). The “What”, “Why”, and “How” of Spirituality in the
Workplace. Journal of Manage rial Psychology, 17 (3), 153-164.

Kirklik¢i, A. B. (2022). The Impact of Workplace Spirituality on Perceived Institutionalization and
Perceived Performance. Universitesi Sosyal Ve Ekonomik Arastirmalar Dergisi.

Koopmans, L. (2014). Measuring individual work performance. research.vumc.nl.
https://research.vumc.nl/ws/files/457058/chapter 2 systematic review.pdf

Lata, M., & Chaudhary, R. (2020). Workplace Spirituality and Experienced Incivility at Work: Modeling
Dark Triad as a Moderator. Journal of Business Ethics, 1-23.

Lips-Wiersma, M. (2002). The Influence of Spiritual “Meaning-Making” on Career Behaviour. Journal
of Management Development, 21(7), 497-520.

Madhan Kumar P (2016), “Workplace Spirituality and Employee Work Attitudes: Exploring Gender as
a Moderator,” IOSR Journal of Business and Management, Volume 18, Issue 5.

Manju Mabhipalan, Sheena S (2018), “Workplace spirituality, psychological well-being and mediating
role of subjective stress: A case of secondary school teachers in India”, International Journal of Ethics
and Systems, available at: https://www.researchgate.net/publication/336381466.

447 |Page


http://dx.doi.org/10.1136/bmjopen-2020-042142
http://dx.doi.org/10.31838/jcr.07.06.77
https://doi.org/10.1177/2319510X18811776
https://doi.org/10.1108/IJOA-06-2020-2279
https://doi.org/10.1108/IJCHM-09-2015-0470
https://doi.org/10.1108/IJCHM-09-2015-0470
https://research.vumc.nl/ws/files/457058/chapter%202%20systematic%20review.pdf
https://www.researchgate.net/publication/336381466

"The Impact of Organizational Values and Leadership in Strengthening the Workplace
&EE]N | Spirituality: A Study of Employee Well-Being and Job Satisfaction"
@ SEEJPH Volume XXVI, §2,2025, ISSN: 2197-5248; Posted:03-02-25

Manoharan, A. and Singal, M. (2017). A systematic literature review of research on diversity and
diversity management in the hospitality literature. International Journal of Hospitality Management.

Meezenbroek, E. et al., 2012. Measuring Spirituality As A Universal Human Experience: A Review of
Spirituality Questionnaires. Journal Relig Health, Volume 51, pp. 336-354.

Milliman, J., Czaplewski, A. J., & Ferguson, J. (2003). Workplace spirituality and employee work
attitudes: An exploratory empirical assessment. Journal of Organizational Change Management, 16
(4), 426-447.

Misbah Hassan, Ali Bin Nadeem and Asma Akhter (2016), “Impact of workplace spirituality on job
satisfaction: Mediating effect of trust”, Cogent Business & Management, available
https://www.tandfonline.com/doi/full/10.1080/23311975.2016.1189808

Mohammad N.A., Juman I., Hammed S.A., Nhat T.N., Norazuwa M., & Ali A. (2023). Does Workplace
Spirituality Foster Employee Ambidexterity? Evidence from IT Employees. Sustainability journal,
15 (14), 11190; https://doi.org/10.3390/su151411190.

Mousa, AE (2020). The Impact of Workplace Spirituality on Employee Performance: Evidence from
Abu Dhabi University. International Business Research, 13(5), 79.
https://doi.org/10.5539/ibr.v13n5p79

Mousa, M., & Massoud, H. K., & Ayoubi, R. M. (2020). Gender, diversity management perceptions,
workplace happiness, and organizational citizenship behavior. ...: The International Journal.
https://doi.org/10.1108/ER-10-2019-0385

Nasurdin, A., Nejati, M., & Mei, Y. (2013). Workplace spirituality and organizational citizenship
behaviour: Exploring gender as a moderator. South African Journal of Business Management, 44 (1),
61-73.

Naval Garg (2017), “Workplace Spirituality and Employee Well-being: An Empirical Exploration”,
Journal of Human Values 23 (2):129-147.

O’Regan, N. and Ghobadian, A. (2007). Formal strategic planning: Annual raindance or wheel of
success? Strategic Change 16: 11-12 (2007) Available (online) at (www.interscience. Wiley.com)
Doi: 10.1002/Jsc.777.

Olabisi, S. Olagbemi, A.A. & Atere, A.A. (2013). Factors affecting small-scale business performance in
internal economy in Lagos State, Nigeria: A gendered based analysis. Journal of Business and General
Education, 5(1), 25-37.

Osman Gani; Junaidah Hasim; Yusuf Ishmael. (2012). Establishing Linkage between religiosity and
spirituality on employee performance. Kulliyyah of Economics and Management Sciences, 35(4),
360-376.

Otaye-Ebede, L., Shaffakat, S., & Foster, S. (2020). A Multilevel Model Examining the Relationships
Between Workplace Spirituality, Ethical Climate and Outcomes: A Social Cognitive Theory
Perspective. Journal of Business Ethics, 166(3), 611-626.

Pawar, B. S. (2016). Workplace spirituality and employee well-being: an empirical examination.
Employee Relations, 38(6), 975-994.

Pawar, B. S. (2017). The relationship of individual spirituality and organizational spirituality with
meaning and community at work: An empirical examination of the direct effects and moderating
effect models. Leadership & Organization Development Journal.

Pawirosumarto, S., Sarjana, P. K., & Muchtar, M. (2017). Factors affecting employee performance of
PT. Kiyokuni Indonesia. International Journal of Law and Management, 59(4), 602-614.

Philip J. W. S. (2016). Workplace spirituality: A tool or a trend? HTS Theological Studies, 72(4), 1-5.

Preudhikulpradab, S. (2011). Organization spirituality: com mitment, awareness, readiness and
engagement (C.A.R.E.) for organization development & transformation: A case study of ABC co.,
Ltd. Social Research Reports , 19, 5-106.

Promsri, C. (2016). The effects of workplace spirituality and work satisfaction on intention to leave.
International Conference on Business and Cyber Security (ICBCS). 7, pp. 90-94. London, UK: The
Business and Management Review.

Rahman, MS, Zaman, MH, Hossain, MA, Mannan, M., & Hassan, H. (2019). Mediating effect of

448 |Page


https://www.tandfonline.com/doi/full/10.1080/23311975.2016.1189808
https://doi.org/10.3390/su151411190
https://doi.org/10.5539/ibr.v13n5p79
https://doi.org/10.1108/ER-10-2019-0385

"The Impact of Organizational Values and Leadership in Strengthening the Workplace
&EE]N | Spirituality: A Study of Employee Well-Being and Job Satisfaction"
@ SEEJPH Volume XXVI, §2,2025, ISSN: 2197-5248; Posted:03-02-25

employee's commitment on workplace spirituality and executive's sales performance: An empirical
investigation. Journal of Islamic Marketing, 10(4), 1057-1073. https://doi.org/10.1108/JIMA-02-
2018-0024

Rahnavard, F., Nikzad, S. (2009), Aligning organizational elements in the light of strategic reference
points and its relationship with organizational performance. Journal of Public Administration, 1(2),
19-34.

Rameshkumar, M. (2020). The Asian Journal of Shipping and Logistics Employee Engagement as an
Antecedent of Organizational Commitment: A Study on Indian Seafaring Officers. The Asian Journal
of Shipping https://doi.org/10.1016/j.ajs1.2019.11.003

Ranasinghe, V. R., & Samarasinghe, S. M. (2019). The effect of Workplace Spirituality on Innovative
Work Behavior. International Business Research, 12(12), 29-38.
https://doi.org/10.5539/ibr.v12n12p29

Rathee, R., & Rajain, P. (2020). Workplace spirituality: A comparative study of various models. Jindal
Journal of Business Research, 9(1), 27-40. https://doi.org/10.1177/2278682120908554

Richard, P.J. Devinney, T.M. Yip, G.S & Johnson, G. (2009). Measuring organizational efficiency:
towards methodological best practice. Journal of Management, 35(3), 718-804.

Robbins, S. P. J., Timothy A., & Breward, K. (2019). Organizational behavior (18th ed.). Pearson
Educations.

Sani, A. (2020). Spirituality at work and organizational commitment are moderating variables in the
relationship between Islamic spirituality and OCB IP and influence employee performance. Journal
of Islamic https://doi.org/10.1108/JIMA-08-2018-0140

Sardana, A. (2018). Workplace spirituality and managerial effectiveness. Global Journal of Enterprise
Information System, 10(1), 67-74.

Saxena, A., Garg, N., Punia, B., & Prasad, A. (2020). Exploring role of Indian workplace spirituality in
stress management: a study of oil and gas industry. Journal of Organizational Change Management,
33 (5), 779-803.

Sewwandi, D. K., & Dhammika, K. A. S. (2020). Impact of Workplace Spirituality on Organizational
Commitment of Academic Staff: An Empirical Study in the Public Universities of Sri Lanka. South
Asian Journal of Management, 27(4), 7-32.

Sharma, P. K., & Kumra, R. (2020). Relationship between workplace spirituality, organizational justice
and mental health: mediation role of employee engagement. Journal of Advances in Management
Research, 17 (5), 627-650.

Sindhu, J. S. (2020, April 01). Unrestricted thoughts - Work from home. The Star. Retrieved from
http://www.thestar.com.my/business/business-news/2020/04/01/unrestricted-thoughts---work-from-
home.

Smith, J. A., & Rayment, J. J. (2007). The global SMP fitness framework: A guide for leaders exploring
the relevance of spirituality in the workplace. Management Decision, 45(2), 217-234.
https://doi.org/10.1108/00251740710727250

Sri Purnami, R., Senen, SH, Disman, & Ahman, E. (2020). The Influence of Individual Spirituality and
Workplace Spirituality on Employee Engagement of Digital Marketing Agency Employees. Journal
of Management and Business, 17(2), 1 9.

Strengers, J., Mutsaers, L., van Rossum, L., & Graamans, E. (2022). Organizational culture of scale-up
and performance. Journal of Organizational Change Management, 35(8), 115 130.
https://doi.org/10.1108/JOCM-09-2021-0268

Trust, T., Krutka, D. G., and Carpenter, J. P. (2016). “Together we are better”: Professional learning
networks for teachers. Computers and Education, 102, 15-34.
https://doi.org/10.1016/j.compedu.2016.06.007

Twigg, N. W., & Parayitam, S. (2006). Spirit at Work: Spiritual Typologies as Theory Builders. Journal
of Organizational Culture, Communication and Conflict, 10 (2), 117-133.

ur Rashid, M., Manzoor, H., & Ghani, U. (2019). Exploring and conceptualizing workplace spirituality
in Islamic Banks. Business and Economic Review, 11(2), 131-148.

449 |Page


https://doi.org/10.1108/JIMA-02-2018-0024
https://doi.org/10.1108/JIMA-02-2018-0024
https://doi.org/10.1016/j.ajsl.2019.11.003
https://doi.org/10.5539/ibr.v12n12p29
https://doi.org/10.1177/2278682120908554
https://doi.org/10.1108/JIMA-08-2018-0140
http://www.thestar.com.my/business/business-news/2020/04/01/unrestricted-thoughts---work-from-home
http://www.thestar.com.my/business/business-news/2020/04/01/unrestricted-thoughts---work-from-home
https://doi.org/10.1108/00251740710727250
https://doi.org/10.1108/JOCM-09-2021-0268
https://doi.org/10.1016/j.compedu.2016.06.007

"The Impact of Organizational Values and Leadership in Strengthening the Workplace
&EEIN | Spirituality: A Study of Employee Well-Being and Job Satisfaction"
: @ SEEJPH Volume XXVI, §2,2025, ISSN: 2197-5248; Posted:03-02-25

https://doi.org/10.22547/BER/11.2.7

Usha Devi. N (2015), “Spiritual Leadership and its Relationship with Quality of Work Life and
Organizational Performance — An Exploratory Study”, Proceedings of the Second European
Academic Research Conference on Global Business, Economics, Finance and workplace spirituality,
(EAR15Swiss Conference), ISBN: 978-1-63415-477-2.

Van der Walt, F. (2018). Workplace, spirituality, work engagement and thriving at work. SA Journal of
Industrial Psychology, 44(1), 1-10.

Vomberg, A., Homburg, C., & Gwinner, O. (2020). Tolerating and managing failure: An organizational
perspective  on  customer  reacquisition = management.  Journal  of = Marketing.
https://doi.org/10.1177/0022242920916733

Wadhera, T., & Bano, S. (2020). The Role of Workplace Spirituality and Emotional Stability in
Occupational Stress Among College Teachers. IUP Journal of Organizational Behaviour, 19(3), 41—
67.

Yang, X., Meng, Y., Qiu, Y., & Feng, Y. (2019). Why Am I Willing to Speak Up ? Impact of Spiritual
Leadership on Employee Voice Behavior. 10(December), 1-11.
https://doi.org/10.3389/fpsyg.2019.02718

450 |Page


https://doi.org/10.22547/BER/11.2.7
https://doi.org/10.1177/0022242920916733
https://doi.org/10.3389/fpsyg.2019.02718

