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Abstract

Relationship of workplace spirituality with organizational outcomes is an important
aspect that needs to be studied. While recognizing that workplace spirituality is an abstract
concept, this quantitative study explores the relationship between spirituality at the work-
place with employee attitude and engagement. Workplace spirituality has been measured
through a combination of individual and organizational type variables whereas employee
attitude was measured through five prevalent variables. Two variables were used to measure
employee engagement. This research proved a positive association between spirituality at the
workplace and employee attitude and engagement. PLS-SEM is used to test the developed
research model and hypotheses on the collected data from 250 valid respondents. In conclu-
sion and recommendation, this paper presents several implications and opens new research
directions for both academics and the business world, moreover, the paper also justifies the
need for a comprehensive investigation into the impact of workplace spirituality on employ-
ees and subsequently on organizational performance.
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1. Introduction

A group of people working together in a place rationally and systematically in order
to achieve common goals by utilizing available resources is considered as an organization.
However, since resources are limited organizational success and profitability lies in their em-
ployees being passionate and committed. Organizations are continuously looking for ways to
strengthen employee’s commitment (Utami et al., 2021). A few decades back, organizations
wanted their employees to put their full physical efforts and were reluctant to discuss and
consider the impact of spirituality at the workplace on employees due to its religious and
communal implications (Jena & Pardhan, 2018). Several factors were discussed and focused
by managers and organizations including job satisfaction, rewards, work environment, rec-
ognition and others that were related to organizational commitment. However, spirituality at
the workplace got little or no attention in the organizational context (Devendhiran & Wesley,
2017). The twenty-first century witnessed the discussion on spirituality and its effects on the
workplace, there were several books published, and several stories were covered by top mag-
azines (Milliman et al ., 2003). The frequency of literature in the area has increased rapidly.
This massive transformation in interest is solely based on the literature written which high-
lighted the importance of workplace spirituality in organizational structure (Pradhan & Jena,
2017). The growing body of knowledge in the area provides insights into the antecedents and
consequences of spirituality, however, there is still a lot to be done to further understand and
explore the concept in the organizational contexts especially in the empirical sense. There can
be several arguments on why there is such an interest in the area all of a sudden. Ray (1992)
provided a potential argument that in this era of information and knowledge, individuals
are increasingly ambitious to experience meaningfulness in their personal and professional
life sphere. In the globalized and technology-based era, the work life balance or workload
increased and became time consuming for the employees. Hence, knowledgeable profession-
als are realizing the need for spiritual consciousness for the amalgamation of personal and
professional goals (Pradhan & Jena, 2017). Spirituality in a working environment includes
a pursuit to find the final goal of a person’s work life, creating a balance between individual
and organizational cultural values (Kalantari & Khalili, 2018).

Spirituality in an organization is not focused on promoting one’s ideology or ideo-
logical system but is related to create a culture that recognizes and promote the spirit of work
of the employees (Devendhiran & Wesley, 2017). Such practice helps on both ends, from the
employer and employee perspectives which leads to improved relationships between both,
resulting in the loyalty of the employees and longer retentions. This reduces the cost of hiring
and simultaneously helps in increasing performance, productivity and growth of the organi-
zation (Krishnakumar & Neck, 2002). Employees on the other hand benefit from spirituality
as it results in less job stress, higher creativity and innovativeness, increases their morale,
and brings better team spirit and higher quality of work (Daniel, 2015). Kinjerski and Skry-
pnek (2006) reported that organizations that implemented programs that enhanced workplace
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spirituality, have seen higher employees’ satisfaction and reduced turnover, which resulted in
hiring cost reduction and better growth.

Prior studies in the area have highlighted the dimensions of spirituality which includ-
ed alignment of values, sense of community and meaningful work and checked its impact on
organizational commitments, job involvement, organizational self-esteem, intentions to quit
and others (Ashmos & Duchon, 2000). This study also aims to highlight several aspects that
are related to workplace spirituality or are linked to spirituality. The core of this study is to un-
derstand the importance of workplace spirituality and its effects on organizational outcomes
which were measured through employee engagement and employee attitudes. Moreover, this
study measures workplace spirituality using three dimensions supported by literature and
measures employee engagement using two dimensions which includes job engagement and
organizational engagement. The last construct, employee attitudes was measured using five
dimensions that were organizational commitment, intentions to quit, intrinsic work satis-
faction, job involvement and organization-based self-esteem (OBSE). The model proposed
in the study constructs a relationship between workplace spirituality, employee attitude and
engagement and was a higher order for all the three constructs. By doing this, all the factors
are taken into consideration while reducing the hypotheses in the model.

2. Literature Review
2.1 Spirituality

Spirituality concept is quite old however the shift in definition emerged in the 11th
century when it was believed that spirituality represented the mental aspect of the human be-
ing. Two centuries later spirituality represented psychological and social implications. After
the Second World War spirituality definition got separated from religion and it was consid-
ered that a person can be spiritual but not religious (Broadhurst, 2021). Numerous defini-
tions of workplace spirituality exist in literature but none has defined workplace spirituality
completely. Furthermore, there is no consensus on the definitions provided by scholars, this
enigma is due to the subjective nature of the construct (Gull & Doh, 2004). There is also little
empirical research that has been conducted on the subject (Mccormick, 1994) furthermore
the overlapping concept of spirituality and religion has created further confusion (Zinnbauer
etal., 1999). Spirituality covers many aspects, always difficult to explain and encircle a wide
variety of experiences. The definition differs due to personal differences which leads to inter-
pretation and expression of spirituality in many different ways (Coyle, 2002). There are sev-
eral definitions and interpretations of spirituality. ‘Spirituality means heaven.’ ‘Spirituality is
continuing the spirit of life, offering me optimism and hope.” ‘Spirituality for me is existence
and, also a part of my rehabilitation. It is encircling trust and faith.” Pursue direction, comfort
and refuge. It is an element of my life and part of my rehabilitation. It is encircling trust and
faith.” In general, the definition of spirituality is “expressing our desires to find meaning and
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purpose in lives and is a process of living out one’s set of deeply held personal values” (Lor-
raine, 2009; Pardasani et al., 2014).

2.2 Workplace spirituality

The aspects of workplace spirituality confess what workers acquire against spiritu-
al workplace. Employees often attempt to acquire meaning, purpose and fulfilment at their
workplace (Mitroff & Denton, 2012) because their social identity is partly formulated from
their work (Cartwright & Holmes, 2006). Spirituality of the workplace encompasses both
organizational and individual perspectives. With reference to organizational perspective,
workplace spirituality can be explained as “framework of organizational values evidenced in
the culture that promotes employees’ experience of transcendence through the work process,
facilitating their sense of being connected to others in a way that provides feelings of com-
pleteness and joy” (Giacalone & Jurkiewicz, 2010). Moreover, the definition of workplace
spirituality from an individual perspective can be expressed as the objective of finding the
ultimate purpose in life, connecting with others at work and joining individual values with
organizational values (Mitroff & Denton, 2012). In its broadest term, it can be defined as a
measure of workers’ desire to face the pressure and turbulence of modern organizational life
while improving their welfare and organizational performance (Purnamasari et al., 2020)

2.3 Dimensions of Workplace Spirituality

Researchers have experimented in the past studies to establish scale dimensionality
of workplace spirituality through different aspects. Workplace spirituality has been measured
through seven dimensions, more specifically: individual private life, individual responsibil-
ity, meaningfulness at work, group spirituality, community conditions, self-reflective di-
mensions and positive relationship with others (Ashmos & Duchon, 2000; Milliman et al.,
2003). The lack of a concrete, concise and complete definition of spirituality in general and
workplace spirituality, particular, has led to subjective categorization and measurement of
the concept (Pardasani et al., 2014). In our study the dimensions taken are a combination of
both individual factors and organizational characteristics, thus integrating the individual level
factors with organizational characteristics in order to better understand the impact of one onto
another.

2.3.1 Meaningful Workplace

Workers in current time focus beyond effectiveness and efficiency and pursue pur-
pose, fulfilment in their work and meaning (Mitroff & Denton, 2012). The investigation for
the content of this phenomenon is not at all new. Employees quitting their employment in
pursuance of meaning or spiritually upgrading life is a very common phenomenon these
days (Burack, 1999). Meaningfulness can be defined as the value an individual attaches to
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the workplace or how an individual defines one’s own particular beliefs, ideals, standards or
norms (May et al ., 2004). Workers use their very own desires and truths in their workplace
and in the completion of tasks that provides meaning and purpose to their life (Hawley,
1993). Lack of meaning and purpose of work has a negative impact on employees’ perfor-
mance as it leads to alienation of oneself and increased frustration (Naylor et al ., 1996).

2.3.2 Sense of Community

Another important dimension of spirituality at the workplace is a community which
entails a deep connection or a relationship with others (Ashmos & Duchon, 2000). Psycho-
logically community sometimes referred to as a sense of community, is an essential concep-
tualization of society’s psychological values or an interconnection between its members.
(Peterson et al., 2008). In distinction, the sense of community presents a framework and com-
mon language which helps members to expand their understanding and knowledge regarding
the approach that would ensure growth and progress both as an individual and as a member
of a group or community (Peterson et al., 2008). Sense of community as one of the dimen-
sions of workplace spirituality deals with group interaction behaviors of human beings and
more specifically the interaction that takes place between employees and other coworkers
in an organization. The individual sense of community is based on the belief that people are
connected with each other and that there exists some kind of relationship between the inner
self of one individual with others. Such type of spirituality or sense of community involves
employees’ mental, emotional and spiritual connections between themselves as teams or as
groups within an organization (Neal & Bennet, 2000). “Against the presence of a vast collec-
tion of literature about the sense of community, there is no all-around knowledge meaning of
the term” (Rovai & Gallien, 2005).

2.3.3 Alignment of Values

Another dimension of spirituality is the alignment of values which occurs when an
individual feels a strong correlation or alignment between their personnel value and the orga-
nization value, mission and purpose (Mitroff & Denton, 2012). The central conceptualization
of workers possessing an intuitive organizational engagement revolves around their knowl-
edge and alertness towards aligning their personnel values with the organizations’ culture in
order to achieve organizational goals and objectives. It is important to note that the invisible
apparels of culture are values (Henderson & Thompson, 2003). When organizations can de-
velop a culture that effectively aligns individual and organizational values this will lead to
the development of a positive working attitude, job satisfaction and results in a higher degree
of organizational commitment (O’Reilly et al., 1991). Effective alignment can only occur
if employees believe that their organization has appropriate values and is concerned about
the welfare and wellbeing of employees and the community (Ashmos & Duchon, 2000).
Employees are also more enthusiastic to work in an organization that has a higher degree of
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ethics and contributes towards the welfare of employees, customers, society and is not solely
focused on making profit (Hawley, 1993).

2.4 Employees Attitudes

Employee’s attitude comprises of several dimensions which are used to determine
the attitude of workforce. These dimensions include job satisfaction, organizational commit-
ment, task characteristics, job involvement and career satisfaction (Guimaraes, 1996). The
same attributes are being used in this study as well, only task characteristics were excluded
because comparison of different tasks and their impact on employee attitude was not mea-
sured in this study.

2.4.1 Organization Commitment

It is a variable that has been the focus of attention of many researchers (Chughtai
& Zafar, 2006); (Mowday et al., 1982). The concept of organizational commitment studies
the relationship or a bond between an employee and their organization, the higher level of
connection an individual has with the organization means that the likelihood to quit the or-
ganization is very low (Mowday et al ., 1979). It is a bond that an individual feel with the
organization that results in the desire to continue membership with that organization. The
higher degree of binding that an individual has with the organization results in a positive set
of behaviors and it motivates one to act, this higher degree of bonding or in other words or-
ganizational commitment is more likely to result in generating interest in an individual about
the survival, reputation, growth and continuity of the organization therefore in short commit-
ment is an element that interconnects workers to an organization (Meyer & Allen, 1997) and

ensures organization’s survival, growth and continuity (Fornes et al ., 2008; Mowday et al.,
1982).

2.4.2  Intentions to Quit

Intention to quit refers to the probability of an individual to stay or leave an employ-
ing organization. It is an individual’s conscious and deliberate decision to leave the organi-
zation. Many researchers believe that measuring intent to quit is better than actual turnover
because of two reasons, first there is a relationship that can be established that employees
first make a conscious decision in their mind about leaving the organization before actually
quitting and second is that it is more practical to ask an employee about their intent than to
trace those who have left the organization (Mahdi et al., 2012). Many studies have shown that
employee commitment to work and withdrawal intentions are negatively correlated (Carmeli
& Gefen, 2005).
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2.4.3  Instinctive Job Satisfaction

Job satisfaction deals with the employees’ attitude towards their work, more specif-
ically towards their achievement, responsibility, advancement and growth. Job satisfaction
has an indirect relationship with turnover or intention to quit and it has a direct relation-
ship with organizational commitment. Meaning as job satisfaction increases the likelihood
of quitting decreases and the relationship between the employee and the organization gets
strengthen (Milliman et al., 2003). Additionally, higher levels of job satisfaction will increase
organizational commitment, as workers who are highly satisfied with their work should per-
ceive higher benefits in keeping their association with the organization and will be less likely
to quit (Guimaraes, 1996).

2.4.4  Job Involvement

This entails the level of involvement an employee has in performing their work or
task and participating in various productive activities. Workers who are found to have more
variety in their work and deals with a variety of people at their work feel more involved in
their job (Mahdi et al., 2012). Job involvement refers to the psychological engagement of
individuals with their work which in turn is affected by reward and importance of the work
therefore job involvements are relevant to task aspects. Job involvement influences both or-
ganizational commitment and work satisfaction. Workers who are highly involved in their job
are often also found to be highly satisfied with their works, deeply committed to the organi-
zation, and are less likely to quit the organization (Guimaraes, 1996).

2.4.5 Organization Based Self-Esteem

‘Self” itself is very complicated, as it is multidimensional and is reflected in diverse
attributes both internally and externally. Self-esteem is a dimension of self that deals with
an individual evaluation of his self and what they think of themselves. Organizational based
self-esteem (OBSE) is defined as the degree to which an employee satisfies their esteem
needs by participating in different tasks and roles in an organization. In short, it is a self-per-
ceived value of an individual of themselves as a member of an organization within the organi-
zational context (Coopersmith, 1967); (Pierce et al.,1989). Employees with high self-esteem
have a greater sense of self-efficiency, they believe that they possess the necessary skills and
ability to perform organizational tasks (Bishop et al., 2000). Therefore, employees with high
OBSE generally consider themselves as capable, important, efficient, meaningful, significant
and worthy member of their organization.
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2.5 Employee Engagement

The construct of employee’s engagement has been fascinated by many researchers
and it is still an ongoing and increasing focus of study for the last 15 years within both aca-
demic field and business world (Bakker & Demerouti, 2014:Bakker et al., 2011: Kahn, 1990;
Harter et al., 2013). Employee engagement can be described as employee’s individual sense
of responsibility reflected in their initiatives, adaptibility and persistence for achieving or-
gaizational objectives. (Carter et al ., 2016). It can also be defined as a fulfilling work related
mindset that is characterized by dedication, vigour and absorption in work. (Schaufeli et al
., 2002). Engagement is an important estimator of a person’s behaviors and attitudes in the
context of achieving organizational results (Albrecht, 2010); (Carter et al., 2016); (Christian
et al., 2011); (Halbesleben, 2010); (Macey et al., 2009). Many researchers have found a pos-
itive relationship between employee engagement and organizational performance. Higher
level of engagement results in higher productivity and thus increases the overall efficiency of
the organization (Carter et al., 2016).

2.6 Relationship between Spirituality at workplace and Employees’ Attitude

It is supported by many research studies that there is a positively significant relation-
ship between workplace spirituality and employees’ attitudes however there are few studies
which have specifically studied the dimensions of workplace spirituality and the variables
of employees’ attitude (Milliman et al., 2003). These dimensions of workplace spirituality
namely meaningful work, sense of community and alignment of values all contributes to-
wards well-being of employees and thus develops a positive attitude which in turn results
in a higher degree of efficiency. Furthermore, this positive attitude of the employees reflects
in their behavior and commitment to their work (Wright & Cropanzano, 2000). The level of
spirituality obtained by workers reflects in their sharing, mutual obligation and commitments.
This means that not only do they work well as an individual but also significantly contributes
as a team member (Ashmos & Duchon, 2000). Although studies have found that higher level
of spirituality results in the development of a positive attitude of employees however the re-
lationship is very complex and multidimensional. It is a growing area of interest of many re-
searchers to hypothesize and objectively predict its impact (Kolodinsky et al., 2003); (Sheep,
2004).

H1: Relationship between Spirituality at workplace and Employee attitudes.
2.7 Relationship between Spirituality at workplace and Employee’s Engagement

The term employee’s engagement and its impact on organizational performance have
been researched many times in the past however recent studies have found that there is still

very little information found about its impact on organizational outcome (Carter et al., 2016).
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Researchers believe that individual engagement or disengagement from their task varies un-
der different circumstances. Engagement can be defined as an individual expression of self
in the task or work performed that promotes attachment to work and to other members, per-
sonal commitment both physically and emotionally and activeness in the role or work being
performed (Kahn, 1990). Researchers believe that employee’s engagement is likely to result
in higher levels of motivation and enhanced job performance. There is also a strong positive
correlation found between workplace spirituality and employees’ engagement meaning that
workers having a higher level of spirituality may feel more valued, inspired and encouraged
(Saks, 2006). The idea behind the relationship is organizational culture that enhances work-
place spirituality results in providing employees with opportunities for learning, social sup-
port from other members and positive reinforcement in their task, thus employees feel more
engaged in their task and turn feels obligated to provide greater efforts and focus in their work
(Carter et al., 2016).

H?2: Relationship between Spirituality at workplace and Employee engagements.
3. Research Methodology

This research was primarily focused on the banking sector; therefore, convenience
sampling was used first for the selection of banks and afterwards simple random technique
was used for sample selection (Utami et al., 2021). Selected samples were either requested to
fill the questionnaire online or were handed out in person. Hence, the study used online and
offline mediums both. In offline, a total of 400 hard copies of the instrument was distributed.
The instrument mentioned the purpose and objectives of the study. Whereas, a Google form
was used to develop the instrument, and distributed to around 1100 target audiences using
Facebook, individual messages, Whatsapp individual and groups. The study received a total
of 411 responses from both sources. On the received sample, the invalid and incomplete re-
sponses were removed, and the final sample retained was 250. For SEM analysis a minimum
of 100-200 sample size is required for the data normality assumption test to be fulfilled (Hair
etal., 2016). Employee attitude and engagement was measured through a self-reported ques-
tionnaire as supported by many past researches. For this study as well, a questionnaire was
developed to measure different dimensions of workplace spirituality, employee attitude and
engagement. Variables were measured on a five-point rating scale from “strongly agree” to
“strongly disagree”. Dimensions with their measuring items are listed below:

Meaningful work. This dimension was measured through five items and the Cron-
bach’s alpha value was 0.95. Sense of community. Five items were developed by researchers
of this study for the measurement of this variable, calculated Cronbach’s Alpha value was
0.918. Alignment of values. Six items were used for the measurement of this variable and the
Cronbach’s alpha value was 0.907. Organization commitment. Six items related to organiza-
tion commitments were used to measure this variable. The Cronbach’s alpha value was 0.889.
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Intention to quit. Three items were used in this study for the measurement of intention to quit.
The calculated Cronbach’s alpha value was 0.943. Intrinsic work satisfaction was measured
through four-point item and Cronbach’s alpha value for intrinsic work satisfaction was 0.875.

Employee Engagement
> Job Engagement
Organization Engagement
Spirituality at Workplace
Meaningful Work
Sense of Community
Alignment of Values Employee Attitude

Organizational Commitment
Intension to quit

- Intrinsic work satisfaction

Job Involvement

Organization based self-esteem

Figure SEQ Figure \* ARABIC 1: Research Model

ob involvement. The job involvement variable was measured through four items as
supported by the literature. The Cronbach’s alpha value was 0.879. Organizational based
self-esteem (OBSE). The OBSE variable was measured through five items. Cronbach’s alpha
value was calculated at 0.945. Employee Engagement. Employee engagement was measured
through two further dimensions as supported by the literature. First was Job engagement that
was measured through five items having calculated Cronbach’s alpha value 0of 0.795. The sec-
ond was Organization engagement that was measured through six items having Cronbach’s
alpha value of 0.765.

In this research SPSS was used for reporting the descriptive statistics and for infer-
ential statistics, PLS-SEM was applied using SmartPLS. In the structural equation modelling
(SEM) measurement and structural model was applied (Purnamasari et al., 2020). In the mea-
surement model, reliability, validity, and fitness indicators were obtained. However, in the
structural model, the results of the hypotheses were used. The study applied the measurement
model twice, as in the initial measurement model, outer loadings of the items were not found
satisfactory (Hair et al., 1995).

4. Results
The descriptive statistics were checked using SPSS for demographic variables. It
was found that male dominates the study with 60.6% however, female respondents were also

in significant numbers. This was achieved as the banking sector of Pakistan has a good rep-
resentation of female staff whether in the branch banking or the head/regional offices of the
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banks. The education of most of the respondents was above graduation degree, this represents
that the banking industry of Pakistan consists of educated individuals as the hiring criteria for
branch and office level jobs is at least graduation. The study found that most of the respon-
dents have experience of at least 1 to 6 years. However, the participation of high to low expe-
rience holders was also there. After analyzing the demographic profiles of the respondents,
the study proceeded towards testing the data collected. For this purpose, the study used PLS
algorithm due to the formative-reflective model.

Qe
Qw0
an
Qa2

Qa3 anr

Organizational
Commitment ~a

Employee
Attitudes

OBSE{Organization
Based Seif-esteem) Qe

Figure 2: SEQ Figure \* ARABIC 2: Initial measurement model

The initial measurement model found some issues with regards to items’ outer load-
ings as shown in Figure 2 of the study. There were around 10 items found less than the thresh-
olds mentioned by (Hair et al., 2017); (Hair Jr. et al., 2016). Studies discussed that values of
outer loadings of the items less than the criteria affect the further measures of reliability and
validity, hence, it is better to be removed to get the further values correct (Hameed & Khan,
2020). It was therefore decided to remove the items and test the measurement model again.
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Figure 3: Finalized measurement model

The model was tested again using the PLS algorithm after deleting the items with
low outer loadings. The new model found that all items are now meeting the standard value of
0.7 (Hair et al., 2016). Further, there were two main reliability indicators, Cronbach’s alpha
and composite reliability were used to analyze the reliability of the data. For both the indica-
tors, values should be greater than 0.7, the Table 1 of the study found that all the constructs
meet both criteria of reliability, the resulting values were more than 0.7 (Khan & Hameed,
2019). For the validity of the data, two measures checked were, average variance extracted
(AVE) and discriminant validity. Table 1 of the study shows that all constructs have AVE
values above 0.5. This means that the constructs are explaining more variance than the error
in the data. Hence, as per AVE, the data is found valid (Khan & Hameed, 2019b).
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Table 1
Construct Reliability and Validity
Cronbach's ho A Composite Average Variance
Alpha B Reliability Extracted (AVE)
Alignment of values 0.907 0.909 0.935 0.782
Employee Engagement 0.828 0.834 0.870 0.457
Intension to Quit 0.943 0.962 0.963 0.897
Intrinsic work satisfaction 0.875 0.891 0.922 0.798
Job engagement 0.795 0.801 0.866 0.619
Job involvement 0.879 0.879 0.925 0.805
Meaningful Work 0.905 0.907 0.934 0.779
OBSE (Organization Based
Self-cstcem) 0.945 0.948 0.958 0.821
Sense of Community 0.918 0.921 0.948 0.859
Organization engagement 0.765 0.770 0.850 0.586

Table 2 of the study represents the R squares. Since there were two endogenous
constructs namely employee attitude and employee engagement, therefore two R squares
were calculated. The values of R squares for both the constructs were different, for employee
attitude, a moderate R square value was found whereas, for employee engagement, the effect
of the model was very weak, shown by the low value of R square (Hair et al., 2017).

Table 2
R-Square
R Square
R Square
Adjusted
Employee Attitudes 0.358 0.355
Employee Engagement 0.015 0.011

Heterotrait-Monotrait Ratio (HTMT) is new induction for calculating discriminant
validity in variance-based structural equation modelling. The HTMT ratio for variables
namely Alignment of values, Employee Engagement, Intensions to quit, Instinctive work
satisfaction, Job engagement, Job involvement, Meaningful work, OBSE (Organization
based self-esteem), Organizational Commitment, Sense of community, Spirituality at the
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workplace, Organizational Engagement were calculated. For variance-based models, HTMT
is the most effective way of determining the discriminant validity in the data (Hair et al.,
2016). The study found all values to be less than 0.85. However, some of the variables were
above 0.85 and this is due to higher order constructs, and hence they may be ignored.

Table 3

Heterotrait-Monotrait Ratio (HTMT)

Alignment

of values

Employee

Engagement

Intension

to Quit

Intrinsic
work

satisfaction

Job

engagement

Job

involvement

OBSE

«

Work

(O
Based Self-

esteem)

Commitment

Sense of

Community

Spirituality
at

Workplace

Organization

engagement

Alignment of
values

Employee
Engagement
Intension to Quit
Intrinsic work
satisfaction

Job engagement
Job involvement
Meaningful Work
OBSE(Organization
Based Self-esteem)
Organizational
Commitment
Sense of
Community
Spirituality at
Workplace
organization

engagement

0.136

0.481

0.111

0.100
0.399
0.194

0.404

0.270

0.214

0.753

0.143

0.123

0.205

1.074
0.076
0.107

0.105

0.105

0.176

0.196

1.085

0.158

0.072
0.346
0.388

0.225

0.066

0.355

0.590

0.150

0.212
0.384
0.237

0.395

0.081

0.406

0.343

0.152

0.050
0.074

0.074

0.112

0.101

0.130

0.647

0.268

0.483

0.292

0.355

0.487

0.087

0.242

0.053

0.511

0.873

0.118

0.268

0311

0.458

0.115

0.063

0.191

0.075

0.814

0.216

0.222

In table 4, the p-value of the direct relationship between spirituality at workplace and
employee attitudes is 0.000 which is less than 0.05 which means the direct relationship of
Spirituality at workplace and employee attitudes is significant and positive. Whereas spiritu-
ality at workplace and employee engagement relationship was also found positive and signif-
icant. The p-value of the relationship was below 0.05, though, the influence of spirituality at
the workplace on employee engagement was around 12.2%. The t value of the direct effects
of Spirituality at workplace and employee attitude is 9.494 and Spirituality at workplace and
employee Engagement is 2.026 (Hair et al., 2017; Hair et al., 2016; Khan & Hameed, 2019).
The threshold is minimum 1.64 as this value meeting the threshold which means that both the
direct relationships were found positive and significant. All the dimensions of the construct’s
spirituality at workplace, employee engagement and employee attitudes were found highly
significant to their main constructs.
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Table 4
Path Coefficients
Standard
) Original Sample o T Statistics P
Path Coefficients Deviation
Sample (O) Mean (M) (|O/STDEV|)  Values
(STDEV)
Spirituality at
Workplace > 0.598 0.605 0.063 9.494 0.000
Employee Attitudes
Spirituality at
Workplace >
P 0.122 0.125 0.060 2.026 0.043
Employee
Engagement
5. Discussion

Spirituality at the workplace in this new era is gaining popularity as companies and
policymakers are realizing its importance and are looking to investigate its impact on organi-
zational outcomes. At current time, there are many socio-economic challenges like workers’
layoff, decrease in job satisfaction, increasing job-related stress and burnout, technological
advancement, unethical corporate behaviors and many more (Gupta & Singh, 2016). Hence it
is important for the policymakers, human resource department, psychological scientists, and
academicians to control the damage and bring a paradigm shift and they believe that it can
be done by enhancing workplace spirituality. The study used three main constructs that were
spirituality at work place, employee engagement and employee attitudes. For spirituality at
work place, three dimensions were used namely meaningful work, sense of community and
alignment of values. Two dimensions were taken for employee engagement that were job
engagement and organization engagements. There were five dimensions used for measuring
employee attitude which included organizational commitment, intentions to quit, intrinsic
work satisfaction, job involvement, and organization-based self-esteem. All the dimensions
were found highly significant to their main constructs. The study proposed two hypotheses
in its higher order model, it was found that spirituality at work place has a significant and
positive impact on the employee engagement and employee attitudes.

5.1 Conclusions

The initial measurement of the research model revealed some issues with respect to
the measuring items which were found to be less than the expected threshold of the technique
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and were therefore removed (Hair et al., 2017;Hameed & Khan, 2020). Revised testing of the
model resulted in Cronbach’s alpha value and composite reliability to be above the required
0.7 value (Hameed & Khan, 2020) as shown in Table 1. The table also showed Average Vari-
ance Extracted (AVE) and discriminant validity to be above 0,5 thus the data was found to be
valid (Hameed & Khan, 2020). This research is conducted on the banking sector and data was
collected from different banks. Our sample size of 250 respondents was more than adequate
to test the higher-order model (Hair et al., 2016). For the two main hypotheses, p-value came
significant and below the threshold of 0.05 (Utami et al., 2021) (Hair et al., 2016) (Hameed &
Khan, 2020) proving that spirituality at workplace positively and significantly influence both
that is employee’s attitude and employee’s engagement. It means that workplace spirituality
if adopted by organizations can result in a positive employee’s attitude and a higher level of
employee’s engagement thus resulting in higher performance and better profitability for the
organization (Purnamasari et al., 2020 Utami et al., 2021). This study showed the impact of
workplace spirituality on other organizational outcomes namely employee engagement and
attitudes. The study proved the importance of workplace spirituality and have shown em-
pirical evidence on the relationship between workplace spirituality and employees’ attitude
and engagement. Moreover, it was proved in the study that having spiritual values in an or-
ganization, can lead to better efficiency and performance by the workforce which ultimately
increases productivity and ensures the growth of an organization.

5.2 Theoretical Contribution

There is reluctance in organizations about promoting spirituality at the workplace,
this is because of the overlapping definition of spirituality and religion, this perception of
mixing spirituality with religion is quite old (Broadhurst, 2021) however this study has
shown that spirituality has social dimensions as well and a person can be spiritual without
being religious (Utami et al., 2021). This study has provided a better understanding of the
dimensions of spirituality. Spirituality at the workplace is relatively a new phenomenon,
this research has attempted to make management realize that there are many advantages of
workplace spirituality for the organizations and especially to those in the banking sector and
a better understanding of the same can result in increased performance of the overall organi-
zation (Indradevi, 2020).

5.3 Practical Contribution

Workplace spirituality if properly implemented can be beneficial in the long run for
the organization as it will increase productivity, reduce turnover and increase overall prof-
itability. From individual perspective workplace spirituality increases well-being, organiza-
tional culture, relationship with other employees and have also been found to reduce stress.
Therefore, it is important e especially for banks operating in Pakistan to have a look at these
findings and design strategies accordingly in order to enhance workplace spirituality and in
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turn increases the bank’s performance. Workplace spirituality can provide work-life balance,
harmony, and commitment towards the organization.

Moreover, this will also serve other purposes of the organizations like achieving
performance goals, proper employee selection, employee rewards and others. Ultimately, it
is the job of HR to make the workplace supportive of their employees, especially where the
communication is abundant (Indradevi, 2020).

It is also important to note that spirituality at the workplace should not be considered
as a solution to all the problems of any organization rather as a tool for increasing perfor-
mance (Gotsis & Kortezi, 2008). Workplace spirituality helps individuals in finding meaning
and purpose in their work, nurturing and strengthening the employee-organization relation-
ship and it also aligns individual values with organizational values thus reducing employees’
turnover and therefore should be used as a tool by organizations for increasing performance.

54 Limitations and area for future research

Like other, this study is also not free from limitations. The model proposed in the
study was based on higher order constructs and hence, it leads to a reduction of hypotheses.
Future studies in the area should explore more relationships of spirituality with citizenship
behavior, personal goals, job involvement, task characteristics and others (Indradevi, 2020).
Secondly, the study has used the data from the banking sector only, therefore cannot rep-
resents the results of all (Purnamasari et al., 2020). Therefore, generalization of the results
of the banking sector needs to be carefully evaluated and further research is required in
other fields as well. It is also recommended that future studies apply the model on various
socio-economic groups and also on cross cultures. This will further establish the validity and
reliability of the model adopted. Third, the study has collected the data using cross-sectional
method, future studies are recommended to collect longitudinal data so that time analysis
may reveal the actual levels of turnover.
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