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Abstract 

Work engagement in the United States is reportedly below 30%, and a 4.6% decline in 

employee tenure with worker devaluation concerns university management in higher 

education. The specific management problem was university management’s lack of 

university worker’s knowledge concerning workplace spirituality’s influence on the lived 

experiences of university administrative employees who were unsatisfied, 

depersonalized, and devalued at a university located in Southeastern Georgia. The 

purpose of this qualitative transcendental phenomenological study was to identify and 

report the lived experiences of university administrative employees regarding workplace 

spirituality. The reciprocity theory was the conceptional framework in this study. The 

study research question addressed the lived experiences of university administrative 

employees regarding workplace spirituality in Southeastern Georgia. A convenience 

sample of 20 university administrative employees completed the interviews. Data were 

collected through in-depth interviews, transcribed, hand-coded, and analyzed. The study 

findings yielded 8 themes from 8 interview questions. These analyses indicated 11 of 20 

participants agreed that spirituality provides purpose in the workplace contributing to a 

positive organizational culture. Fourteen participants believed that their spirituality 

brought about positive change in workplace spirituality and worker satisfaction. This 

study shows that workplace spirituality could increase productivity and enhance job 

performance quality among university workers. Implications for positive social change 

may exist for university management in higher education by spiritualizing the workplace 

to benefit the employee value system, organizational management, and stakeholders.  
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Chapter 1: Introduction to the Study 

Workplace spirituality is a phenomenon that can affect human awareness in the 

workplace. There is a significant gap in the research concerning the relationship between 

workplace spirituality and human value such as trust, honesty, loyalty, peace, and love in 

the work environment. This gap is critical for future research because of the influence 

workplace spirituality has on the generalized organizational climate of university workers 

in Southeastern Georgia. Study results can be used to integrate workplace spiritual 

practices, allowing workers and other professionals to benefit from workplace 

spirituality. This qualitative transcendental phenomenological study was designed to 

identify and report the lived experiences of university administrative employees 

regarding workplace spirituality in Southeastern Georgia. The aim was to uncover human 

perception, the impact of workplace spirituality in the work environment, and how 

workplace spirituality can be used as a strategy to improve performance and learning. 

Workplace spirituality affects the character, attitudes, and performance of those 

working together in a vibrant environment to bring value to both individuals and 

university management (Ayoun et al., 2015; Mahakud & Gangai, 2015). The general 

management problem was a high university administrative turnover rate due to inequity 

and unfair leadership practices, leaving workers depersonalized and devalued across 

universities in the United States. The specific management problem was university 

management's lack of knowledge about workplace spirituality’s influence on lived 

experiences of university administrative employees who were unsatisfied, 

depersonalized, and devalued at a university located in Southeastern Georgia.   
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This decline in administrative university worker performance and learning threatens the 

university's viability and growth, which hurts education, manufacturing of products, and 

services to the Southeaster Georgia community in which the university serves. 

The issue is university workers experienced dissatisfaction, depersonalization, and 

devaluation in the educational workforce (Long & Driscoll, 2015). Many workers 

experienced unfair work conditions and inequitable treatment from senior leadership and 

their management style (Vignoli et al., 2018). However, employees play a pivotal role in 

regulating their expressions in the work environment, and their role should not be dissent 

(Humphrey et al., 2019). Today's work professionals encounter various challenges and 

issues that impact their day-to-day roles and work experiences. Research by Mudrák et al. 

(2020) indicated a high level of academic satisfaction relating to benefits in the 

workplace. Organizational management in Georgia’s occupational areas such as 

manufacturing, housing, and higher education has demanded more productivity while 

offering little concern in terms of the needs of the company workers. Because of the 

interconnectedness of behavior and spirituality, it was essential to understand how 

workplace spirituality influenced university administrative worker’s personal and 

professional life in Southeastern Georgia.  

University administrative management expressed the need to understand rational 

human characteristics, spiritual charisma (heightened mental state of being), and the 

employee's ability to connect to a shared community (Mudrák et al., 2020). An 

acknowledgment of benefited and lived experiences for 20 university administrative 

employees in Southeastern Georgia was explored in this study. Chapter 1 begins with 
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background information regarding workplace spirituality, including detailed definitions 

of terms applied in this study. The section also includes the problem statement, purpose 

of the study, research question, conceptual framework, literature gap, nature of the study, 

and a discussion of the study’s significance to theory, practice, and social change. 

Background of the Study 

There are numerous definitions of workplace spirituality. In this study, workplace 

spirituality is viewed as the personal development of the inner person. Work engagement 

in the United States is reportedly below 30%, with a 4.6% decline in employee tenure 

(U.S. Department of Labor, 2018). Worker devaluation are concerns of university 

management in higher education (Herrmann et al., 2019; Lehmann et al., 2020). In 

September 2017, the United States (U.S.) organizational productivity of U.S. workers 

grew while fertility declined. Job openings reached a high of 6.2 million, indicating an 

improvement in the labor force’s demand-side (U.S. Department of Labor, 2018). There 

are still negative tensions and dissatisfaction in the growing U.S. job market amongst 

university workers in higher education, leading to poor performance and decreased 

learning of workers (Chawla, 2016).  

 With the advancement of innovation and corporate competitiveness comes the 

recognition of organizational management that university employees in Georgia no 

longer seem to leave their mental processes outside of their work environment. 

University practitioners and academicians have become experts in experiencing the 

impact of spirituality within the educational work culture (Aboobaker et al., 2019). 

University workers possessed creative knowledge for organizational advancement. Afsar 



4 

 

and Badir (2017) said that when an individual’s mind is open (the thought process) to 

other ideas and other individual mindsets, it is easier for workers to connect and realize 

the mentality of free will.  

Integration of workplace spirituality into organizational culture is possible. This 

integration could lead to solutions of strategic alignment of human values and corporate 

mission, which would benefit all stakeholders. Barghathi (2017) said spirituality awakens 

a level of consciousness. A study on Libyan higher education students (Gündüz & 

Elbashir Ali, 2018) found a variation in human consciousness amongst students working 

on the same project and that a balance factor was needed. Finding balance may allow the 

university workers to grasp a comprehension of their individualized shared relationships 

with co-workers and management to achieve their common goal at the university.  

Workplace spirituality strengthens relationship-building and positive engagement 

and encourages meaningful associations between employee commitment, drive, 

enthusiasm, and devotion to work (Hoole & Hotz, 2016; Roof, 2015; Sprung et al., 2012). 

After evaluating this phenomenon of workplace spirituality within this university in 

Southeastern Georgia and interpreting the data retrieved from the university 

administrative workers, more questions may need answering to further knowledge on 

workplace spirituality. Comprehending spirituality is significant in terms of employee 

awareness. In this study, workplace spirituality was conceptualized as a cultural 

reflection of organizational spiritual values expressing spirituality through the work 

environment. Religion in this study was a significant contributor to 18 out of 20 

university workers and their inner spirituality. Religion was a noncontributor for two of 
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20 who held no formal religious beliefs (Ayoun et al., 2015). Religion for a believer has a 

dominant relationship to spirituality that influences the individual’s spiritual experience 

(ur Rashid et al., 2019); however, it is only a contributing factor to those who hold 

religious beliefs (Good & Willoughby, 2014).  

Workplace spirituality requires corporate appeals from managing personnel to 

assimilate spirituality in all phases of organizational life. Assimilation of workplace 

spirituality into corporate life may significantly enrich the university work community 

through open and shared collaboration (Gatling et al., 2016). Adapting workplace 

spirituality as a concept for change could affect negative attributes often witnessed in 

work culture. Qualities such as jealousy, self-interest, egotism, disloyalty, immorality, 

greediness, scandal, disfavor, and carelessness originate from human moral limitations 

(Chawla, 2014; Sarwar et al., 2017). A negative attitude is a prime influencer of 

workplace turnover; these attitudes may damage relationships in a work environment 

(Gatling et al., 2016). Workplace spirituality prompts the managing community of this 

university in Southeastern Georgia to find meaning through human experience while 

allowing free will in a shared community to help others (ur Rashid et al., 2019; van der 

Walt & Steyn, 2018). Workplace spirituality involves efforts to engage mutual benefits, 

flexibility, and self-awareness; it surpasses pain and harmony in diversity (Gatling et al., 

2016).  

Strategies such as meditation and storytelling provide opportunities for 

individuals to reflect on interpersonal encounters and develop more self-awareness in the 

workplace (Marques et al., 2014). Marques et al. (2014) explained that researchers should 
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review and critique business entities regarding organizational spirituality and spiritual 

leadership development. Developing workplace spirituality strategies allows all 

stakeholders to strengthen their commitment and achieve common goals by building 

worker alliances through relationship construction (Long & Driscoll, 2015). Knowledge 

sharing is a joint function; it is the exchange of knowledge with others. Knowledge 

sharing enriches organizational learning and the alignment of individual values (Rahman 

et al., 2015). Workplace spirituality improves knowledge sharing by enabling unique 

thought processes through inner convictions or internal spiritual traits that motivate them 

to do what is right within the organization (Afari et al., 2014).  

Financial strategies, production strategies, marketing strategies, and human 

resource strategies may benefit from workplace spirituality sensitivities if free expression 

is allowed in the workplace (Panicker & Manimala, 2015). Some techniques such as 

optimizing university success, developing spiritual leadership models, and creating 

competitive edge initiatives are a few that can be adapted to reduce inefficient 

organizational functions and rechannel operational resources. The development of new 

university work strategies reflects higher Standards than everyday corporate work 

(Devendhiran & Wesley, 2017). These strategies strengthen the shared culture, align 

values, and promote cordial relationships between workers with a consciousness for 

success (Devendhiran & Wesley, 2017). Every business’s goal is to be profitable; thus, 

costs become significant in organizational outcomes.  

There is a greater need for the university management team to understanding 

consciousness at every level of staffing, from the university administrative worker to 
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senior leadership and all aspects of the university culture. Due to the organizational 

demands on academia, individual awareness of spiritual value is often missing, not to 

mention organizational satisfaction and transcendency. This lack of spiritual awareness 

often leads to burnout, work overload, profitability, and managing issues; these problems 

necessitate a higher set of spiritual values in the university work climate. Higher values 

include constructing social values, organizational justice, strengthening mental health  

(Sharma & Kumra, 2020). Afari et al. (2014) determined greater spirituality in an 

organization yields higher interactional justice on organizational social responsibility 

behaviors for increasing employee performance. University justice refers to the fair and 

ethical treatment of administrative workers. Afari et al.’s study on UAE public health 

care sectors indicated that justice within an organization was a prime component for 

reducing turnover and depersonalization. Research indicates that organizations rely on 

human capital and that the challenge has been retaining talented, loyal workers. The 

university is a social system in which people are the prime asset. The university requires 

efficient and effective administrative staff to achieve the goal of educating. Morale and 

job satisfaction are two introspective components that affect university performance 

(Zoghbi-Manrique-de-Lara, 2006).  

The university system is a social order administrated by a set of rules and 

regulations. Kurdoglu (2020) specified that rules might be harmful norms constructed 

with abstract principles to achieve an unknown result. Fairness and legitimacy are often 

diverse for individuals in a worker vs. management relationship (Kurdoglu, 2020). A 

study from the Organizational Management Journal indicated social exchange theory, 
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informational justice, and interpersonal relations reflect how people are affected by their 

systems leadership (Farmer & Meisel, 2010). This study is needed to explore this 

Southeastern Georgia university’s workforce viability and growth of its administrative 

employees to increase through positive communication justice, human value, worker 

satisfaction, and retention to enhance performance outcomes and learning.   

Problem Statement 

Employee devaluation has led university management in higher education to 

experience challenges in staffing due to an inability to retain well-qualified workers, 

increased turnover, and low morale. In September 2017, the job separation rate of the 

average organizational worker was 2.1%; in August 2018, it was 2.3%, and in September 

2018, it was 2.5%, as outline by the (U.S. Bureau of Labor Statistics, 2018). The general 

management problem was a high university administrative turnover rate due to inequity 

and unfair leadership practices, leaving workers depersonalized and devalued across 

universities in the U.S. The specific management problem was university management's 

lack of knowledge about workplace spirituality’s influence on lived experiences of 

university administrative employees who were unsatisfied, depersonalized, and devalued 

at a university located in Southeastern Georgia. The university's lack of appreciation for 

worker’s abilities and skills has led administrative workers to seek employment at other 

universities to satisfy their need to be valued and appreciated.   

The U.S. Bureau of Labor Statistics (2016) reported in January 2016 that median 

tenure for male workers in the U.S. declined to 4.3 years from 4.7 years in January 2014. 

Amongst women, the median tenure decreased from 4.5 years in 2014 to 4.0 years in 
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2016 (U.S. Bureau of Labor Statistics, 2016). A slow decline of occupation workers and 

lack of supporting data regarding why workers leave their place of employment shows a 

need for management of this university in Southeastern Georgia to inquire into what can 

be done to change the drop in tenure. Work engagement in the United States is reportedly 

below 30%, and a 4.6% decline in employee tenure with worker devaluation are concerns 

of university management in higher education (U.S. Bureau of Labor Statistics, 2018). 

There is a significant knowledge gap in the research concerning the relationship between 

workplace spirituality and human value in the university work environment that could 

facilitate higher education outcomes and more learning for university administrative 

workers and university management. Higher performance compared to supported 

research studies such as Chawla (2016) suggested that behavioral effects are swayed by 

feedback loops learning, an exchange of information flow, and no informational flow 

produced by poor performance. Altaf and Awan (2011) argued that spirituality could be a 

strong moderator in the workplace.   

Purpose of the Study 

The purpose of this qualitative transcendental phenomenological study was to 

identify and report the lived experiences of university administrative employees 

regarding workplace spirituality in Southeastern Georgia. In this study, an analysis into 

whether spiritualizing the workplace could revitalize social value, increase employee 

stability and retention compared to the U.S. Bureau of Labor Statistics (2016) labor 

statistic findings, and align social values with its core mission of educating the student 

body was assessed. An acknowledgment of benefited and lived experiences for 20 
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university administrative employees in Southeastern Georgia on workplace spirituality in 

their organizational setting was explored in this study. The 20 participants represent 30% 

of the staff members at the facility. This institution employs 39 full-time faculty and staff 

members and 21 part-time employees. This study was important in identifying influences 

that workplace spirituality provided and how university management can use workplace 

spirituality to enhance employee value perception and university performance and 

learning.  

Research Question 

RQ: What are the lived experiences of university administrative employees 

regarding workplace spirituality in Southeastern Georgia? 

Conceptual Framework 

This study’s conceptual framework was on the theory of reciprocity. Reciprocity 

is a theory centered on restrictive equality that embodies a pattern of shared reliant trade 

(Sanders & Schyns, 2006). The reciprocity theory is used as an abstract theory to 

comprehend the reciprocal actions of the university workers and their behavior. This 

interpretative theory is enlightened by a concern to understand the fundamental nature of 

workplace spirituality from the lived subjective experience of these university 

administrative workers. These reciprocal actions are openly expressed by the worker's 

inner spiritual personality in the workplace to achieve value outcomes and equity. 

Reciprocity as a theme of sociological intelligence may allow me to understand whether 

communication exchanged by university workers could promote unity amongst workers 

within the university structure. The reciprocal actions from university workers have 
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perceived effects of kindness or unkindness, producing positive or negative rewards 

(Woods & Servatka, 2018). Reciprocity and workplace spirituality may be 

interconnecting constructs in terms of aligning individual and organizational principles 

and values. Thoni (2009) specified that vital reciprocal behaviors and intellectual abilities 

are tied to a well-guided expected balance between individuals. Balance seen in research 

by Boukis and Gounaris (2014) on fit theory and equity theory related to the comparison 

of stress and prominence of retail supervisor's implementation to improve communication 

leading to employee’s fitness to their work environment. Boukis and Gounaris found that 

influencing employee’s positive role behaviors when shared with co-workers and 

supervisors can result in drastic communication change with good reciprocal balance. 

Workplace spirituality as a concept consists of many concerns that could affect 

both positively and negatively; however, the reciprocity theory employed in this study 

will aid in understanding behavioral and communicative human attributes and the 

university worker’s mindset. Finally, the reciprocity theory can help provide a deeper 

understanding of workplace spirituality and encourage workplace spirituality to create 

positive work experiences amongst university employees and university management. 

Workplace spirituality may enhance government, major corporations, local businesses, 

and management practices by improving communications between workers. This study 

captures a three-dimensional holistic view of spiritual identity, spiritual consciousness, 

and the embedded individualized cultural belief system. The holistic approach includes 

the perception of body, mind, and soul as being one. In this study, I addressed the 
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attributes and characteristics of a spiritualized workforce by using a qualitative 

transcendental phenomenological study design. 

Nature of the Study 

This study was qualitative in nature. Qualitative research involves identifying 

underlying motives and explanations, views, and thoughts while offering insight into the 

phenomenon studied (Gill, 2014; Wrona & Gunnesch, 2016). Qualitative research entails 

inductive inquiries that allow for data patterns to materialize through research, 

observation, human collaboration, and in-depth interview processes (Merriam, 2014). 

The design of this study was the qualitative transcendental phenomenological design. 

This approach is designed to investigate the phenomenon by researchers using various 

data sources. Researchers use the phenomenological approach to identify and report 

participant’s experiences and generalize and justify diverse perspectives. Phenomenology 

research is an approach that involves exploring a single or a small number of social 

people, objects, or situations where data is gathered through several sources to cultivate a 

holistic explanation through iterative research (Cunningham et al., 2017). Using this 

qualitative transcendental phenomenological design was essential because this inductive 

process offers me, as the researcher, an opportunity to establish broad themes for 

interpretation. This qualitative transcendental phenomenological study involved 

university workers sharing their lived experiences in their natural environment. This type 

of research design enabled me to understand these university worker’s perspectives and 

meanings for their workplace spirituality. This qualitative process was done through open 

dialect on the topic of workplace spirituality in semi-structured interview sessions. 
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In this study, I maintained impartiality in terms of asking focused and specific 

questions to participants. This approach allowed participants to divulge information about 

workplace spirituality and organizational performance, as well as individualized learning. 

Grounded theory was considered an approach for this study. However, this inductive 

approach of the grounded theory involves creating and analyzing views from a collection 

of information from various sources (Glaser & Strauss, 1967). I did not believe it would 

provide rich data versus gathered from personal accounts as in phenomenological 

research. Therefore, after careful consideration, I decided to use a qualitative 

transcendental phenomenological research design. This qualitative transcendental 

phenomenological approach allowed me to gain direct information from university 

worker’s lived experiences to analyze their perspectives of workplace spirituality.  

The phenomenological approach seems to be the best way to answer the research 

question. All though all, research involves a disciplined, specific, organized process for 

gathering relevant results. Phenomenology is a practical design that happens in a 

naturalized setting and allows a researcher to gather details from the actual lived 

experiences of the participant (Budd & Velasquez, 2014). Phenomenology involves 

interpretive praxis for a visual conception, and naturalistic mythology to the phenomenon 

studied. The phenomenological approach allows the researcher to gather facts to interpret 

human perception (Roberts, 2019). Though grounded theory considered, the 

phenomenological approach allowed me to scientifically determine and explore 

workplace spirituality dynamics that could promote success in performance and learning 

in the university in Southeastern Georgia. This study is decisively constructed in a 
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qualitative transcendental phenomenological research design because it allowed for the 

careful collection of individualized text and data analysis from diverse perspectives, 

heightening the interpretation of the explored workplace spirituality phenomenon. This 

qualitative transcendental phenomenological research revealed in-depth experiences, 

feelings. The participant’s perceptions and the foundation from which the study was 

derived involved the theory of reciprocity. 

The data extraction in this qualitative transcendental phenomenological study 

drew from in-depth interviews of 20 administrative employees working in a higher 

learning institution located in Southeastern Georgia. Patton (2002) specified that larger 

sample sizes often might not increase or add value in data collection to reach saturation. 

Qualitative research is about finding meaning, not formulating a suppositional theory 

(Maxwell, 2013). In this qualitative inquiry, I used face-to-face interviews to capture 

participant’s lived experiences. Grounded theory was not appropriate for application in 

this study, although it takes a natural symbolic approach to interactionism. Glaser and 

Strauss (1967) agreed that grounded theory takes a positivism approach making it 

difficult to overlook the implications of physical sciences while questioning human social 

behavior indifferently and reasonably.  

If the purpose is not to identify cause and effect like that derived from a test tube, 

speculative, vague, and unfounded aspects of the complexity, interactional, and often 

contradictory persuasions of establishing human behavior are hard to deny. Not to 

mention, the grounded theory also continues to be inundated with the logic associated 

with physical sciences, almost as if the physical sciences have solitary on credibility 
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(Goulding, 2002). Because grounded theory weighs heavily on material science, it would 

not provide me with the human prospected needed in this exploration. 

Definitions 

Conscious awareness: Individuals’ responsiveness to unique emotions (Mitroff & 

Mitroff, 2006). 

Human devaluation: Decreases in people's value, experiences, meaning, or 

purpose (Pinelli & Einstein, 2019). 

Human values: Benefits or virtues among individuals who work within an 

organization (Palmer, 2018).  

Mindfulness: Observation of inner emotions and sensations that permit 

transference of feelings and thoughts within humans (Habeeb, 2019). 

Organizational development (OD): The critical structure and training process that 

an organization can use to grow and achieve efficient and effective reinforcing strategies 

to improve operational processes. OD directly impacts organizational characteristics and 

behaviors that influence performance through strategic leadership (Thomas, 2016). 

Organizational spirituality: The organization's identity that derives from core 

values, praxis, and a combination of individualized spirituality and the workplace; it 

reflects individual awareness of spiritual values in a regulatory environment (Kolodinsky 

et al., 2008; Pawar, 2017). 

Spiritual development: Practice of developing the inherent human capacity for 

self-transcendence. The self is rooted in something greater than oneself; this could 

include a deity or the sacred (Daniel & Chatelain-Jardon, 2015). 
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Spirituality: Internal reflection of desired states associated with attitudes and 

beliefs (Gupta et al., 2014; Shibani et al., 2018). 

Spiritual consciousness: Presence of a higher power or deity operating inwardly 

yet independently of oneself, producing a profound human experience that broadens the 

individual's natural aptitude (Osman-Gani et al., 2013). 

Workplace spiritual consciousness (WSC): Awareness that an individual displays 

and the consideration that individual gives to their actions or work-related activities while 

recognizing the value of what they do (Shah & Sachdev, 2014).  

Assumptions 

Assumptions are potential limitations that can affect this study that the researcher 

has limited control over. One assumption of this study was that participants would not be 

completely open and honest in providing accurate information. A second assumption was 

that participants were aware of the concept of spirituality. A third assumption was that 

spirituality might not even be a factor for transforming individual behavior and the 

university culture because spirituality may only influence the individual and not the 

collective identity. Spiritual awareness emerges from a conscious understanding of 

identity (Gupta et al., 2014). This study was concerned with the influence of workplace 

spirituality on administrative workers in a specific university in Southeastern Georgia. 

Scope and Delimitations 

Identifying and reporting university administrative employees’ lived experiences 

regarding workplace spirituality was the goal of this study. Delimitations are categories 

that delineate boundaries. Unlike limitations, the researcher controls delimitations. The 



17 

 

findings of this study are constructed on the study type, the conceptual framework, 

approach, and location, which may limit this research. Findings may only apply to the 

phenomenon being researched. This research could also become foundational for future 

workplace spirituality inquiries as a new corporate archetype for organizational 

strategies. This research involved addressing a spiritualized workplace on administrative 

workers in a specific university in Southeastern Georgia. Several delimitations guided 

this research study. Participants were a group of college professionals at a university  

located in Southeastern Georgia. There was a total of 20 participants in this study.  

Limitations 

 Limitations exist due small university size and location, which was in 

Southeastern Georgia. Further restrictions exist due to the university's faith-based core 

values and its administrative staff's predisposed religious precepts. Limitations also exist 

due to the inability to conduct the interview process on-site in-person vs. online or virtual 

communication such as Zoom, which did not allow a naturalized work setting. 

Significance of the Study 

Findings are significant in terms of understanding workplace spirituality. The 

qualitative transcendental phenomenological research approach was crucial for 

understanding university administrative employees who are unsatisfied, depersonalized, 

and devalued. The study contributes to current knowledge regarding individualized 

transformational characteristics such as showing kindness, positive attitude, and behavior 

amongst individuals working in this educational institution. These transformational 

characteristics are due to workplace spirituality the potential workplace spirituality has on 
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the outcome of this study. This qualitative transcendental phenomenological study was 

used to develop strategies to decrease employee turnover, promote human value, and 

encourage managers to allow workers to express their spiritual connectedness to 

strengthen team performance outcomes and meet the university’s core mission of 

educating. 

This study exploring workplace spirituality among university administrative 

employees in Southeastern Georgia will be a new contribution to the body of research 

knowledge. The study identified how spiritualizing the workplace revitalizes human 

value, increases stability, and aligns social values and the core mission of these 

administrative employees at this university in Southeastern Georgia. This study further 

contains information that supports organizational success through spiritualized activities 

and worker engagement. This research also includes data that may help future researchers 

(a) broaden the study of workplace spirituality and WSC to affect organizational 

achievement and possibly formulate other hypotheses relating to risk factors in 

spiritualizing an organization and (b) advocate for workplace spirituality’s cultural 

significance and expand on spiritualizing concepts. Managers who develop workplace 

spirituality strategies to strengthen the team should find more significant organizational 

success benefits (Romanelli, 2018). These benefits could result in retention, well-trained 

staff, increased commitment to performance, and an increased attitude toward 

individualized learning (Romanelli, 2018). 

The previous economic crisis of 2008 has left university workers in Georgia very 

much wanting to find relief from harsh working conditions (Kolodinsky et al., 2008). 
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Based on this study’s findings, researchers can further investigate how spiritual behavior 

changes individual lives and their work environment. University management may begin 

to construct strategies using workplace spirituality to improve worker’s relationships and 

improve worker performance and learning.  

Significance to Practice 

Through this research, Georgia universities can strategically develop policies 

using the workplace spirituality concept during organizational training and development. 

By employing workplace spirituality as praxis, increased trust between university 

administrative workers and senior management can now be advanced, leading to elevated 

comradery levels and teamwork. The managerial load becomes more manageable when 

teams work as a cohesive unit to achieve the goals and mission of the university.  

Significance to Theory 

This study is unique in terms of exploring workplace spirituality’s influence on 

university administrative employees who are unsatisfied, depersonalized, and devalued at 

universities in the U.S. The benefits of having a work environment where employees 

appreciate their work and find satisfaction and value are immeasurable for every team 

member; the organization wins, performance increases, and workers within the 

organization have a perceive a sense of belonging, according to finding from one health 

care study by (Isabel et al., 2014).   

 When transformed from the individual level to the shared community level that 

includes all involved stakeholders’ spirituality, spirituality then becomes a sustainable 

means of eradicating negative organizational performance. This research was to address a 
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gap in the literature involving workplace spirituality and human value within this 

university in Southeastern Georgia work environment through lived experiences, 

facilitating improved administrative worker performance and staff development learning 

for the university workers and management. A healthy work environment increases 

employee gratification (Gupta et al., 2014). This study includes an approach for corporate 

leaders to develop strategic learning techniques to motivate, engage, and cultivate an 

organizational climate where workers find purpose and value through spiritual pursuits. 

Significance to Social Change 

 This study’s results contribute to positive social change by showing the 

characteristics of human values such as trust, loyalty, honesty, and peace as perceived by 

these university administrative workers through spiritualizing the university work culture. 

These characteristics can be measured by the responses provided by university 

participants of this study. This research’s findings will be significant by differentiating 

how spiritualizing the university influenced human value, employee commitment to 

carrying out the university's mission and enhancing and strengthening the university’s 

mission of educating. Findings are a means for Georgia universities to develop an 

awareness of how valid spiritual values contribute to organizational growth and 

development advances.   

This study will help universities develop strategic initiatives based on spiritual 

values formulate practices to engage workers and management to operate as a 

comprehensive team. These values include benevolence, contentment, and unity (Chawla, 

2014), as well as a genuine desire to improve others’ conditions (Chan et al., 2013). This 
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study will lead to positive social change that should result in better work conditions for 

administrative workers to realize and strengthen core human values and build stronger 

relationships with other university workers, university management, and other 

stakeholders. 

Findings will support future strategic management development and improvement 

processes and work conditions of trust, honesty, loyalty, peace, and love for university 

workers and managerial success. Information has been acquired regarding efforts to 

strengthen human value through involvement and equity to all organizational workers. A 

key factor involved providing meaningful human awareness of the significance of 

spiritualizing the workplace and achieving worker satisfaction to achieve the university’s 

mission. By improving leadership strategies and management practices, university 

management can now aggressively pursue measures to integrate workplace spirituality 

throughout their work culture to improve administrative worker performance and 

learning.  

Summary and Transition 

 Spirituality in the workplace is valuable in enhancing organizational performance 

and increasing job stability, mission and goal outcomes, and employee satisfaction. 

Everyday workers, management, executives, vendors, and consumers in the marketplace 

experience workplace spirituality. Chapter 1 encompassed an overview of background 

information regarding workplace spirituality and an explanation of the qualitative 

transcendental phenomenological method. This chapter had a concise definition of 

spirituality as a human source development tool for understanding the university 
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administrative workers in a Southeastern Georgia and what drives their value. Chapter 1 

included the purpose of this investigation, the problem statement, and the significance of 

potential research findings. The theory of reciprocity was used to guide this research 

based on current and relevant literature. Chapter 2 comprises empirical and theoretical 

literature regarding workplace spirituality and search strategies and explains the 

conceptual framework, followed by an exhaustive literature review. 



23 

 

Chapter 2: Literature Review 

The purpose of this qualitative transcendental phenomenological study was to 

identify and report the lived experiences of university administrative employees 

regarding workplace spirituality in Southeastern Georgia. There is a lack of information 

regarding what workplace spirituality may or may not cause or how it may change the 

university work culture. This literature review was intended to investigate the influence 

of spirituality on university administrative workers in Georgia to understand the worker's 

internal value systems.   

Chapter 2 includes research on spiritual development (SD), conscious awareness, 

connectedness/interconnectedness of inner person, shared values, and personalized 

benevolence linked to a spiritualized workplace. As a contributing factor in contemporary 

society, spirituality has become a concern of senior university management. Management 

seeks to discover new ways to satisfy its workers and increase retention and worker 

performance.  

In the U.S., 95% of the population held to some belief in a supreme deity, while at 

least 81% claim association with a specific religious establishment (Ghadi, 2017). 

However, workplace spirituality is not about a particular religion; workplace spirituality 

is about finding purpose and value in what an individual does (Barron & Chou, 2017). 

Sharing spirituality through actions as a guiding mechanism for enriched shared 

associations with fellow workers strengthens work culture (Majeed et al., 2018).  

Workplace spirituality is not the same as the general concept of spirituality. 

Workplace spirituality is about individualized connections, charisma, and devotion to 
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others during work (Low & Ayoko, 2020). Benefits are shared beliefs and ideas that yield 

a strong sense of purpose and drive (Farmer et al., 2019). In a spiritualized workforce, 

equity is viewed as a spiritualized balance between worker and management 

characteristics (Masudul, 2014). The previous U.S. government financial crises of 2008 

left government and other industry workers such as those in this Georgia university 

yearning for relief from unfair working conditions (Gangopadhyay et al., 2019).  

 Mahatma Gandhi specified that employee commitment and spirituality interrelate 

with human emotions and spirituality in a business work culture (Chakrabarty, 2015). A 

study on universal benefit entitled “Gandhi’s doctrine of Trusteeship” (Chakrabarty, 

2015) indicated that business communities have a responsibility to aid society while 

articulate differently in different periods of development. Though workplace spirituality 

is examined from several vantage points, there is still much to uncover regarding this 

phenomenon. This qualitative transcendental phenomenological study was used to 

identify, and report lived experiences of university administrative employees in 

Southeastern Georgia regarding workplace spirituality to understand better workplace 

spirituality’s perceived influence on their work relationships. 

Spirituality at work has become an avenue of escape that offers relief from the 

everyday stresses of life at work. University management endorsement of workplace 

spirituality may influence job satisfaction through positive communication between 

workers. University management needs to recognize workplace spirituality as a 

mechanism to create improved human value amongst workers.  
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This research is expected to help close a gap involving low human value and 

equity that university workers experience and use workplace spirituality as a tool for 

value creation. This research involved using a qualitative methodology to reinforce 

studying workplace spirituality and conscious awareness. Workplace spirituality 

produces value-centered individuals influencing the work environment through the 

qualities of human experiences. In Chapter 2, workplace spirituality is identified and 

analyzed as a phenomenon of interest. The development of clear strategies for using 

workplace spirituality as a concept is essential for this research to help management 

develop workers to enhance job performance and work quality.  

Literature Search Strategy 

The iterative literature search process for this study included the Walden 

University Library and Google Scholar search engines. Walden University's Social 

Science, Sociology, Computing, and ABI/Inform Collection, EBSCOhost, and ProQuest 

Central were accessed to obtain the appropriate information. Search terms used were 

connectedness, mindfulness, organizational spirituality, self-worth, spiritual 

consciousness, spirituality, workplace spiritual consciousness, spiritual awareness, 

consciousness, religion, yoga, Buddhism, workplace satisfaction, commitment, human 

value, self-actualization, and workplace spirituality. Limited information existed in the 

body of literature on spirituality in the workplace; therefore, the search expanded to 

reveal broader issues or related topics using keywords in other subject areas or databases 

via the Walden University Library.  
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Conceptual Framework 

 Workplace spirituality empowers managerial personnel with purpose, 

meaningfulness, and self-awareness to transform the work environment (Hunsaker, 

2014). In a study of employees from the restaurant industry, study findings showed that 

workplace mindfulness (i.e., awareness) and job performance positively relate to one 

another and link to create solid organizational teams (Dane & Brummel, 2013). Worker 

vitality stimulates positive relationship outcomes through dedication and worker interest 

(Dane & Brummel, 2013). Employees with higher levels of spirituality bring creative 

innovation to the organization, which enriches job satisfaction (Daniel & Chatelain-

Jardon, 2015).  

 Workplace spirituality is viewed through the lens of human experiences of inner 

connectedness in the work environment (Pawar, 2014). Workplace spirituality reflects SD 

in human behavior, resulting in positive change within the employee. Einolf (2013) used 

a Daily Spiritual Experiences Scale (DSES) to understand spiritual experiences and the 

supernatural. Einolf conceived DSES as a tool for evaluating common everyday spiritual 

occurrences, contrasting to some extraordinary psychic experiences like that of a close 

encounter with death experiences, premonitions, or hearing voices. The DSES correlates 

relationships with and conscious awareness of a celestial or superior natural being and 

examines individualized beliefs and comprehensions as components of the day-to-day life 

framework through a spiritual lens (Einolf, 2013). 

  Using this scale, Pawar (2014) discovered that individual spirituality within the 

leadership was statistically more important and positively affected Leadership Spiritual 
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Behavior (LSB) aimed at the workers. Hence, conceived workplace spirituality then 

promotes a set of life principles that exceed the physical realm and guide the individual 

(Barghathi, 2017). These guiding principles are the spiritual values of community, 

teamwork, holding a sense of corporate worth, and commitment to operational objectives 

(Pardasani et al., 2014). Spirituality surpasses self-recognition; it is a more profound need 

that transcends human nature (Maslow, 1968). Spirituality is a distinctive factor of human 

behavior reflected as a distinct influence, like the five-factor personality model in 

psychology (Vallabh & Singhal, 2014a). Spirituality is the ultimate power, encompassing 

a holistic view of body, mind, heart, and spirit (Vallabh & Singhal, 2014b). Workplace 

spirituality research relates to religion and theology and emphasizes self-development 

practices, like yoga (Peltonen, 2019). 

By the end of the 20th century, society witnessed a capitalist, communist dialectic 

where financial gain was the motivating factor of most businesses. During this time, 

communistic inactions capitalism ran amok with no essential concern for the individual 

worker. Organizational values shifted due to spiritual barrenness and ethical deviations 

when moral values appeared bankrupt (Mitroff & Denton, 1999). Moral bankruptcy 

caused workers to see organizational inequity, which produced a workplace culture shift 

(Barghathi, 2017). Workplace spirituality provides essential benefits that strengthen 

corporate culture and build a strong case for individual creativeness, trust, and reliability 

(Krishnakumar & Neck, 2002). Organizations with workplace spirituality experience 

increased profitability and positive performance outcomes (Krishnakumar & Neck, 

2002). Organizations should encourage shared values, such as workplace spirituality, 
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throughout organizational structures (Chawla, 2014; Corner & Pavlovich, 2016; 

Rajappan et al., 2017).  

Workplace spirituality traits can changes depending on the individual and their 

inner beliefs, according to (Lips-Wierrsma & Mills, 2014). Research data collected on 

workplace spirituality shows a connection to growth processes involving mental intellect, 

gratification, a sense of belonging, and sensitivity to a shared community (Burack, 1999). 

Cacioppe (2000) called workplace spirituality a transformation of identity from an 

individual to a shared community that builds trust and value. A dialectical connection 

concerning work and the individual worker exists because; the worker affects the work 

performed. The action involves the worker and brings about self-actualization or 

deprivation (Gotsis & Grimani, 2016).  

Minimum literature was available covering the topic of workplace spirituality 

addressing to address WSC and CA. Thus, this study included workplace spirituality's 

influence on organizational performance and learning while considering WSC and CA. 

This discourse is regarded as spiritual consciousness, human awareness, and 

transformational human characteristics that may or may not influence organizational 

performance. When acting as a moral agent, leaders within organizations must 

understand the workers' behaviors that change the work environment. Action is a critical 

component of the work function that relates to business operations (Ahmed et al., 2016). 

Workplace spirituality has a meaningful influence (i.e., having significance for work 

objectives) on management and human awareness (Lips-Wierrsma & Mills, 2014).  
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Literature Review 

The literature review includes a content overview leading to discussion in seven 

areas: (a) Workplace spiritual development, (b) workplace spirituality and conscious 

awareness, (c) harmonizing conscious awareness and workplace spirituality, (d) 

workplace spirituality and connectedness, (e) workplace spirituality and 

interconnectedness, (f) workplace spirituality and shared values, and (g) workplace 

spirituality and benevolence. The literature on organizational spirituality includes various 

complex vantage points, often connecting religion and spirituality (Barghathi, 2017; 

Bathurst & Galloway, 2018; Majeed et al., 2018). Many people desire to infuse their 

inner conscious beliefs (i.e., spiritual make-up) into their work (Pavlovich & Corner, 

2014). This amalgamation of spiritual and mental make-up can be realized only through 

an awareness of human needs, cultivated through strategic organizational design 

(Charoensukmongkol et al., 2013; Pardasani et al., 2014). Workplace spirituality emerged 

as a modern-day management strategy for enhancing organizational performance 

(Barghathi, 2017). This emerging strategy incorporates spirituality throughout the 

organizational culture (Pawar, 2014; Puctait et al., 2016; Sorakraikitikul & Siengthai, 

2014). Corporate spirituality is the manifestation of spiritual values throughout the 

organizational function (Pawar, 2014). In this study, the social exchange and reciprocity 

theories are used to consider ways to comprehending individual behavior exchange 

associated with workplace spirituality. 

Workplace spirituality is a means for individuals to discover their purpose while 

utilizing personal talents and spiritual characteristics in the organizational environment 
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(Hong, 2012; Osman-Gani et al., 2013). Spirituality is a personal exertion; the work 

institution empowers an appearance or form of spirituality (Phipps, 2012). Spirituality 

exists in every human, social, or collective body (Good & Willoughby, 2014; Pawar, 

2014; Phipps, 2012). Spirituality may or may not derives from religious precepts or inner 

beliefs, which are internal concepts (Osman-Gani et al., 2013).  

Pavlovich and Corner (2014) indicated that spirituality provides individuals with 

inner connections associated with a level of authority, emanating from the inner 

consciousness and a philosophical cognizance of the universe's providence. This 

provision is a well-regarded human experience (Chawla & Guda, 2013; Osman-Gani et 

al., 2013; Salarzehi et al., 2011). Spirituality is the inner consciousness of an individual's 

life (Badrinarayan, 2016). 

In an organization, employees may scrutinize spiritual behavior based on the level 

of spiritual values expressed through executive and lower-level management behaviors  

(Pawar, 2014). Gupta et al. (2014) specified that spirituality is an overcoming mechanism 

that produces positive relations for the individual and the shared community. As an 

overcoming mechanism, spirituality moves the individual beyond the adversities of 

negative perceptions and noncommitment to organizational activities; it is learning self-

management (Dzhamalova et al., 2016). Quite a few techniques have been adopted to 

cultivate a different mindset within the corporate workforce, often from a secular view 

aimed at altering human behavior to effect organizational gain (Aviles & Dent, 2015).  

CA is an alternative mindset in which mindfulness becomes a psychological 

process, allowing for total attention to every lived experience without individualized 
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criticism, elaborating, or responsive action (Rezapouraghdam et al., 2019). CA is a 

suitable way of improving an individual's responsiveness and attentiveness for a more 

significant experience of the current moment. CA enables the creative ability to face 

challenges more effectively by enhancing the various echelons of awareness on an 

individual level (Shah & Sachdev, 2014). Attentiveness and recognition are a function of 

the human mind, and CA is the augmentation concerning present experiences and reality 

(Gambrell et al., 2011; Marques et al., 2014; Peltonen, 2019). CA proceeds attentiveness; 

you can be aware of a situation without totally focusing on it (Gamble & Beer, 2017). 

Human CA seeks to unravel meaning positively to alter its current position and produce 

value (Rezapouraghdam et al., 2019). 

An essential aspect of business today is the development of human capital (this is 

the skill set that the individual brings to the work environment) and social wealth (the 

connection of individual and organization leading to creative actions of value) (Stokes et 

al., 2016). Shah and Sachdev (2014) linked Workplace spirituality to spiritual wealth. 

Since that time, many assumptions have been made that a holistic process aids in 

unifying individual spiritual intellect leading to an unsurpassed deployment of human 

assets (Daniel, 2015). Unfortunately, with the creation of universal principles and 

viewpoints, there remain some concerns relating to transformational realignment between 

industry and society where workplace spirituality and SC seek to bridge (Corner & 

Pavlovich, 2016). Bridging human values and beliefs can be a powerful concept; it is the 

individual's contribution to social capital. The connection of values and expectations 

creates conditions for information exchange, competence, and the ability to articulate 



32 

 

thought processes while increasing the opportunity for strengthened emotional well-being 

and gratification (Herrmann et al., 2019). The connection of values and beliefs reduced 

destructive and unwelcome practices that many businesses face, not to mention that 

workers find meaning and purpose (Stokes et al., 2016). 

 Prior, researchers had explored employees' perceptions of meaning in their work 

(Isabel et al., 2014; Long & Driscoll, 2015; Pardasani et al., 2014; Pawar, 2014). Diverse 

aspects of life provide meaning, to finding this meaningfulness in the work environment 

is significant to the organization's advancement (Lips-Wierrsma & Mills, 2014). The 

organization has various individual tasks to be implemented for improvement; this being 

the case, it is doubtful that one person can efficiently carry out the core duties. When the 

organizations begin to share authority and empower workers to express themselves 

adequately, the work culture shifts to a more communal environment (Amar & Hlupic, 

2016; Shaw & Thomson, 2013).  

Spirituality is an unquantified intangible phenomenon that employees experience 

(Afsar & Badir, 2017). Spirituality may decrease negative workforce issues, such as 

absenteeism, turnover, and job satisfaction (Gupta et al., 2014). Researchers have linked 

workplace spirituality to the deviant behavior modification that affects performance 

outcomes (Chawla, 2014; Daniel & Chatelain-Jardon, 2015). Miller et al. (2019) studied 

the integrated profile (TIP) measuring religion, faith, and spirituality from an individual 

level. Suchuan (2020) studied sociological aspects of workplace spirituality. Gupta et al. 

(2014) explored workplace spirituality and religion.  
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Due to organizational competitiveness in the global market, there is a growing 

need for organizations to improve worker development and work climate to shift 

performance outcomes (Barghathi, 2017; Cullen, 2013; Vasconcelos, 2018). Chawla 

(2014) and Cullen (2013) investigated career development and management. Cullen 

examined the vocational originality and the influence of workplace spirituality on career 

choices. At the same time, Chawla focused on career choices related to specific 

occurrences, distinctive beliefs, human values, and skillsets. Both researchers agree that 

workplace spirituality has a lasting effect on change within the operational structure 

(Chawla, 2014; Cullen, 2013). For example, Chawla concluded a direct shift in 

salespersons' deviant behaviors, where workplace spirituality becomes enculturated in the 

organization (Chawla, 2014). 

Researchers on organizational workplace spirituality exposed the human tendency 

to exhibit a higher magnitude of commitment when workplace spirituality exists (Afari et 

al., 2014). Workplace spirituality is a major contributing factor in organizational culture 

(Altaf & Awan, 2011; Isabel et al., 2014; Sorakraikitikul & Siengthai, 2014). The essence 

of workplace spirituality in the workforce is the cognizance of interconnectedness and 

admiration between the shared community of workers and management (Shakun, 2013). 

Workplace spirituality is a distinct experience depicted by intellectual qualities, social 

dimensions, spiritual manifestation, and transcendent factors. Workplace spirituality also 

is an essential new organizational archetype, allowing managers to improve workplace 

commitment, creativeness, ingenuity, gratification, and overall performance outcome and 

financial success (Mahakud & Gangai, 2015).  
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Spiritual organizations observe spiritual values (e.g., generativity, humanism, 

compassion, respect, conviction, openness, empathy, and wholeness) (Edin et al., 2019;  

Zsolnai & Illes, 2017). In turbulent business societies, organizations need a more 

profound sense of resolve, shared conviction, work Praxis, and open-mindedness (Gotsis 

& Grimani, 2016; Sendjaya et al., 2019). Workplace spirituality applies to many 

organizational climate areas, including the whole environment (Altaf & Awan, 2011; 

Pawar, 2014). This inclusion leads to rewarding work experiences and trust between 

employees and employers (Banyhamdan et al., 2012; Gupta et al., 2014). Workplace 

spirituality is viewed as a perception of organizational values displayed through 

transcendent experiences in work practices (Roof, 2015). Workplace spirituality increases 

workers' awareness of their connectivity to others (Saslow et al., 2013; Srirangarajan & 

Bhaskar, 2011). 

Workplace spirituality as a concept influences performance outcomes and a sense 

of shared community (Peterson, 2013). Human beings are made up of several connecting 

parts: body, passions, mental intellect, and spirit (Raco et al., 2019). Greater well-being 

and physical health (Piacentine, 2013) and internal peace (Badrinarayan, 2016) are 

society's primary goals. Workplace spirituality helps meet these goals (Ayoun et al., 

2015). Individual character (spiritual and moral) affects job performance (Vasconcelos, 

2018). Researchers who studied hotel workers using a spiritual transcendence scale found 

that spirituality may not always relate to ethical judgment or ethical intention (Ayoun et 

al., 2015). However, the research findings showed a more definite propensity toward 

moral standards than spirituality for workplace spirituality (Ayoun et al., 2015).  
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In a study of family health units (FHU), workplace spirituality affected job 

performance. Spirituality influenced the ethical production of managers of the FHUs, and 

perceived organizational performance indicators such as accessibility; efficiency was 

higher when workplace spirituality exists (Isabel et al., 2014). Workplace spirituality has 

value in organizations and warrants additional research.  

While studying workplace spirituality, it was valuable to gain an understanding of 

the individual proactive personality. Proactive personality is the extent to which a person 

influences their culture (Presbitero, 2015). Dynamic people recognize prospects and 

tenaciously work to reach objectives (Sorakraikitikul & Siengthai, 2014). Less pre-

emptive people adjust to the conditions that exist (Kisamore et al., 2014). Maslow (1968) 

argued that need is the motivator that prompts action. However, workplace spirituality is 

a compelling force in changing human attitudes, which drive the fight for equality and 

value (Brophy, 2015). 

Brophy (2015) indicated that spirituality ignites pure creativity, which  

intensifies an individual's spiritual consciousness. Brophy researched how the  

corporate world excluded spiritual values or excepted spiritual values. His argument  

was a “spiritual incorporated argument (SIA),” and purpose was to gain an  

understanding of why the business industry intends the alienation of its workforce from 

individual moral integrity (Brophy, 2015, p. 786). Brophy’s findings indicated that if  

spiritual values and organizational principles connect, a foundation can be established  

by incorporating spiritual values unobjectionable to individual liberties in the workplace 

(Brophy, 2015). Then, spirituality becomes preemptive, the refinement of knowledge,  
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charity, apprehension, responsiveness, and altruism (Belwalkar et al., 2018). Spiritual 

reality and moral reality exist in human design (Guillén et al., 2015). Working reality 

included worker satisfaction due to structural, administrative, and executive exigencies 

(Gupta et al., 2014). Work cultures often have an overload of work that decreases 

employee satisfaction (Tejeda, 2015). This overload leads to exhaustion and stress (Isabel 

et al., 2014). Overwork and burnout cause significant fatigue, contempt, a separation 

from work-related responsibilities, and feelings of deficiency in achievement (Ashta et 

al., 2018). 

Workplace spirituality inspired practitioners and scholars to study for 

organizations seeking significant corporate change through a spiritualized workforce 

(Good & Willoughby, 2014; Pardasani et al., 2014). Changes in organizations are 

intrinsic to modern business culture. Workplace spirituality redefines social relationships 

(Sjoerd van et al., 2013). Building relationships ease managerial control and moderates 

the perception that organizational life exploits and ostracizes workers (Smollan, 2014). 

When individuals fail to embrace organizational change, power and relationships 

diminish (Smollan, 2014). Workplace spirituality improves relationships and increases 

organizational diversity and difference, commitment, and a secure environment 

(Krishnakumar & Neck, 2002).  

Spirituality is a sincere expression of inner value based on spiritual experiences 

(Singh & Mishra, 2017). Worker spirituality is a public display of individual beliefs that 

may seem intimidating (Williams et al., 2017) or a welcoming expression of self-

actualization in a shared community (Long & Driscoll, 2015). Spirituality has a deep 
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connection to an individual’s inner person, not a set of religious precepts. Organizations 

do not necessarily promote workplace spirituality, but spirituality is an active force of 

internal human design; organizations that adopt workplace spirituality as a concept 

increase business abilities and performance results (Ayoun et al., 2015).  

Workplace spirituality involves the human drive for a sense of belonging that 

motivates and inspires an individual to achieve a higher level of value in their home, 

work, or play (Gupta et al., 2014; van der Walt & Steyn, 2018) and Pardasani et al. 

(2014) argued for the expansion of workplace spirituality in organizational structures. 

Majeed et al. (2018), Gupta et al. (2014), Pardasani et al. (2014), and Vveinhardt and 

Andriukaitiene (2017) all promoted foundational principles for organizational leaders and 

employees that establish a work culture that engages individual spiritual needs. 

Cultivating workplace spirituality in the workplace provides a means of encouraging the 

creation of spirituality-centered organizations that develop a sense of wholeness, 

meaning, and connectedness (Gupta et al., 2014; Majeed et al., 2018; Pardasani et al., 

2014). Workplace spirituality produces higher levels of innovation, creativity, and 

commitment to individual behavior functions (Williams et al., 2017). These functions 

include knowledge-sharing behaviors (Sorakraikitikul & Siengthai, 2014); “individual 

creativity is a function of individualized characteristics, social influences, and contextual 

factors” (Daniel & Chatelain-Jardon, 2015, p. 7). Decision-making comes from 

stimulated Individuals driven by spirituality, which promotes higher integrity, to produce 

increased performance outcomes for their organizations (Marques et al., 2014; Plant et 

al., 2017). An empirical investigation into workplace spirituality’s effects reinforced that 
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workplace spirituality is awareness, and organizational spirituality is at a level 

(Barghathi, 2017). To reiterate, the position of this exploration was to gain an 

understanding of the possible influence of workplace spirituality has on human value, 

organizational performance, and learning. Also, grasp how spiritual consciousness, social 

awareness, and transformational human characteristics play a role in the possible 

influence workplace spirituality has on organizational performance. 

The exploration of workplace spirituality from a qualitative approach was limited. 

Prior researchers have focused on value, job satisfaction, and commitment but have not 

covered the influence of spiritualizing the organization (Corner & Pavlovich, 2016; 

Pavlovich & Corner, 2014). They found limited research concerning the support and 

understanding of how spiritualizing the workplace makes a difference in worker 

performance and learning. Prior research indicated positive results from the incorporation 

of workplace spirituality in the work environment. For example, in a Jordanian study on 

the influence of workplace spirituality, the researcher found that before introducing 

workplace spirituality, over 3,000 workers in 25-years left their university employment 

due to overload and lack of job satisfaction (Ghadi, 2017). A study investigating the 

relationship between worker satisfaction and turnover at Lagos State University showed 

that workers were not pleased with the status quo. Workers desired a change in the 

organization's value system and praxis. Staff members communicated a need for equal 

treatment of all employees without any notion of partiality (Sholikhah et al., 2019). In a 

quotient study of spirituality, Xaio-Fu, et al. (2014) found a positive variation of 

engagement and commitment of workers by 8% to 30%. Workers could be creative in a 



39 

 

job task. There was a 12% to 25% learning increase, 7% to 17% increase in 

organizational growth, and 5% to 25% increase in how worker viewed their influence on 

a shared community.  

Workplace spirituality moral values become a focal point throughout 

organizational systems. Structures and processes enable the business to develop spiritual 

awareness as it becomes apparent across the various organizational conscious layers 

(Shah & Sachdev, 2014). Shared corporate values help shift human social and economic 

transformation within the business flow to influence current and future stakeholders, both 

internal and external (Afsar & Badir, 2017). In a prior study, building human 

metacognitive capacities was found to alleviate work-related tensions inherent in creating 

socio-economic values (Corner & Pavlovich, 2016; Geh, 2014). The researchers denoted 

that human interaction's shared values in most cases produce a positive occurrence where 

the individual assumes responsibility for their constructive actions and communications 

while building supportive relationships (Corner & Pavlovich, 2016). 

A transformation mindset appears through a sequence of accumulative transmuted 

connotations or ideas resulting from sensitive intrusive or shared predicaments. These 

connotations or opinions are minor elements containing explicit awareness, principles, 

and theories about human experiences. Several of these ideas work together to create a 

personal value perspective, and these value perspectives are often developed inertly 

throughout childhood (Nandram, 2014). In American and other cultures, these 

fundamental values are often associated with spiritual or religious beliefs (Rafi, 2018). 
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 Organizations in the U.S. emphasize the separation of church and state (Minarik, 

2017). Confusion often exists about the difference between personal religion and 

individual spirituality (Good & Willoughby, 2014). Religion is the association of a set, 

established, and organized body of people who hold specific beliefs and rituals. These 

beliefs and practices connect the individual to a supernatural being or deity (Osman-Gani 

et al., 2013). Workplace spirituality has no fixed definition. Workplace spirituality has an 

intrinsic nature with human constructs and standards derived from the inner person 

(Krishnakumar & Neck, 2002). Workplace spirituality is the inner consciousness that 

transcends the structured set of social beliefs and human values (Dasgupta, 2016). 

 Religion is either a significant contributor to inner spirituality or a non-contributor 

for those who hold no formal religious beliefs (Ayoun et al., 2015). Spirituality and 

religion are distinct from one another in the corporate structures (Phipps & Matkin, 

2014). Many organizations are reluctant to embrace religious precepts but are open to 

spiritual concepts (Phipps & Matkin, 2014). Spirituality is a viable concept for 

organizational change (Chawla, 2014). The essence of workplace spirituality surpasses 

organized religion; there is no such thing as a denomination or organized structure; it is a 

communal connectedness (Anderson & Burchell, 2019). 

 Religion may or may not influence an individual’s spirituality; it is only a 

contributing factor to those who hold religious beliefs (Good & Willoughby, 2014). Not 

all people subscribe to a form of religious belief, yet all have a measure of spirituality 

(Osman-Gani et al., 2013). Religion and spirituality influence individual assertiveness 

and activities (Ayoun et al., 2015). According to Udani and Lorenzo-Molo, (2017b), 
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workplace spirituality is a revolution that inspires change to move forward and affect 

society. Chawla (2014) suggested that implementing workplace spirituality as a merit-

centered context is beneficial because values are separate from specific religious 

structures.   

 Many employers seek optimal financial increases and fail to address basic human 

needs. The failure to address individual needs results in a lack of human value and 

undesirable emotions such as stress, dissatisfaction, resentment, and absenteeism 

(Chawla, 2014). Financial activities often expose the individual's true nature, including 

their honesty (Barghathi, 2017). Integrating spirituality in an organization improves 

crucial decision-making practices and recreates individuals, teams, management, and 

corporate culture with confidence and higher moral expectation (Vasconcelos, 2018). 

Many organizations are skeptical of spirituality in the workforce yet seek new 

ways to change business processes for higher financial gain than securing a work 

environment driven by value and purpose (Rajappan et al., 2017). Workplace spirituality 

positively influences individual behavior, individual development, and organizational 

connectivity (Daniel & Chatelain-Jardon, 2015). The direct effect model or the 

moderating effect model clarifies workplace spirituality (Pawar, 2014). Researchers 

following the direct effect model generalized that organizational change is due to the 

explicit connection between leaders’ spirituality and performance outcomes (Pawar, 

2014). The moderating effect model is the association of spirituality with organizational 

spirituality and worker spirituality (Pawar, 2014).  
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Workplace spirituality includes four concepts: (a) transformational leadership, (b) 

procedural justice, (c) organizational support, and (d) corporate citizenship behavior 

(Kim, 2014; Pawar, 2017). A transformational leadership attribute is the administration's 

action regarding ideal authority (i.e., control that a leader possesses and measures of 

encouragement and spirit-filled enthusiasm) (Pawar, 2014). Workplace spirituality as a 

concept fuels decision-making processes so that individuals realize the totality of 

influence and connectedness workplace spirituality offers, even beyond individual 

egotism (Shah & Sachdev, 2014). 

 Individualized spiritual value emerges in organizations cultivating communal 

capitalism, creating a person-friendly climate for creative transformational activities 

(Kokt & Palmer, 2019; Mahakud & Gangai, 2015). Workplace spiritual values are more 

than favored special inspirational tools (Schutte, 2015). Workplace spirituality and its 

transforming benefits are prevalent in society. When used as a motivational mechanism, 

workplace spirituality influences the organizational directorial culture (Ewest, 2015). 

This directional cultural shift is due to a rational conversation between the worker and 

management. The directional shift results in workers' activities creating and breeding 

shared life (Ewest, 2015). This cultural shift also means that social exchange occurs 

because of the employee's choices and resolve (Ewest, 2015).  

Organizational citizenship behavior also relates to workplace spirituality. Chawla 

(2014) observed deviant behaviors of sales workers and found that value shapes 

organizations’ workforces. A lack of attention to the workers creates tension, stress, and 

anxieties (Chawla, 2014). Pawar (2014) described the outside-in approach and the inside-
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out approach. The outside-in system facilitates human experiences within the work 

environment. The inside-out approach included transformational aspects that enable 

change. A leader’s spirituality shifts workers' transformational spiritual behavior, 

resulting in positive change (Pawar, 2014). Isabel et al. (2014) determined a positive 

correlation between life’s coherence modulus qualities of spirituality and workplace 

spirituality, leading to personal satisfaction. 

The term organizational citizenship behavior first appeared in the literary context 

for improving behavioral performances of job tasks, collaborative efforts, and corporate 

mission (Seung-Hyun et al., 2019). Workplace spirituality relates to self-interest 

transcendence, the engagement of self beyond the notion of selfishness, seeking common 

interest in organizational sharing (Chawla & Guda, 2013). Workers generate higher 

thought processes that lead to enriched corporate knowledge creation through worker 

interaction (Daniel & Chatelain-Jardon, 2015). Workplace spirituality is essential in 

turbulent work atmospheres with substantial productivity (Tejeda, 2015). These demands 

require more individual development (Ramlall et al., 2014). Workers seek 

comprehensive, liberal, and all-inclusive cultural experiences within the workforce 

(Ramlall et al., 2014). Individuals must control their thought processes and develop 

rigorous standards and principles to evaluate their rationale and incorporate those 

standards to enhance work quality (Sorakraikitikul & Siengthai, 2014). 

Organizational citizenship behavior produces sound connections to procedural 

justice (Afari et al., 2014). Procedural justice is being unambiguous about individual 

incentives, advancement opportunities, and provision sharing; it motivates employee 
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behavior and performance (He et al., 2014). Procedural justice, a moderator of conflict 

resolution (Creutzfeldt, 2014), which maintains fairness in the organizational support 

system (Afari et al., 2014). Administrative support is a shared initiative that refers to the 

work community (Afsar & Badir, 2017). The work community's value system is the 

degree to which organizations demonstrate an appreciation for and involvement in 

workers' well-being (Afsar & Badir, 2017; Pawar, 2017).  

 Sardzoska and Tang (2012) studied the planned behavior theory and established 

the love of money (LOM) theory. Marques et al. (2014) supported the LOM theory and 

noted increased financial proclivities for profit. Individuals perform based on their need 

or greed for higher financial gain (Barghathi, 2017). Also, Sardzoska and Tang (2012) 

examined theoretical models from a large sample of 515 managers in the Republic of 

Macedonia. They discovered positive associations between work setting and job 

fulfillment (Sardzoska & Tang, 2012). Workers with elevated LOM were more 

associated with less healthy environments, and those with low LOM associated positively 

with survival strategies. Healthy working communities had less corrupt situations than 

their counterparts with LOM. High LOM leads to undesirable work conditions and 

coping strategies (Sardzoska & Tang, 2012).  

The Ten Commandments contain bright ideas about financial gain; in fact, 

religious-based sociologists are now suggesting that unidirectional progressive 

enlightenment fails to characterize traditionalism, and society’s religious enthusiasm has 

become more resolute than one can imagine (Farmer et al., 2019). Social context 

mitigates ethical conduct, while spirituality applies to organizational citizenship behavior 
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(Nygaard et al., 2017). The answer to this lies in the embedded individual spirit of 

religion, which influences workplace spirituality and awareness of the human value and 

worth (Bathurst & Galloway, 2018). Workplace spirituality creates a communal 

organizational society of shared values (Malek, 2019). In the current diverse work 

environment, most managers try to develop a situation where they are at ease engaging in 

creative expression. Research had shown that an inclusive environment allows for the 

accommodation of spirituality and faith-based concepts (Habeeb, 2019). 

 The workplace needs workplace spirituality to improve organizational 

performance, learning, and worker attitudes (Afsar & Rehman, 2015; Chawla, 2016). 

Barron and Chou (2017), Malek (2019), and Pardasani et al. (2014) called for the 

spiritual direction of the divine guidance of a higher power to provide an understanding 

of spiritual practices. Organizations must formulate a universal language that binds 

workers together (Malek, 2019; Pardasani et al., 2014). Workplace spirituality infuses 

cooperative association practices while experiences illuminate workers' consciousness in 

the workplace environment (Bathurst & Galloway, 2018).  

Charoensukmongkol et al. (2013) researched ways to enhance workplace 

spirituality via emotional intelligence while focusing on workplace spirituality’s essential 

factors, such as community, meaningfulness, and inner life. Charoensukmongkol et al. 

concluded that emotional intelligence is a precursor to expanding organizational 

workplace spirituality. The development of emotional intelligence suggests a connection 

between workplace spirituality and administrative function. There is still an opportunity 

through research to understand how to carry out the organizational mission and achieve 
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organizational success while applying workplace spirituality as a mechanism for a change 

as implied by (Bouckaert & Zsolnai, 2012; Daniel & Chatelain-Jardon, 2015). 

Salehzadeh et al. (2015) suggested a more balanced work culture that can implement, 

transform, and spiritualize the organization to function in unison. The spiritual workplace 

included equality and all individuals' value within the work environment (Magesh & 

Amaldoss, 2013). The quality of an individual and their satisfaction is a subjective 

appraisal of life. People have a driven desire to be considered an asset to their 

organization. This sense of value quantifies the personality's superficial parallel to 

security and contentment (Magesh & Amaldoss, 2013).  

Workplace spirituality guides fundamental values through a philosophy that 

encourages workers' sense of belonging through connectedness within the work 

environment and fosters a shared community (Pardasani et al., 2014). On the other hand, 

spirituality is inner consciousness, the spiritual nature that originates from within (Roof, 

2015). Its counterpart, religion, is a set of precepts and ritual beliefs that guide people 

(Parhami et al., 2014). Spiritual contentment is a comprehensive appraisal of spirit and 

assertiveness regarding an individual life. Walker (2013) specified that life at a specific 

place, a phase of life's oscillation from undesirable to irrefutable. Workplace spirituality’s 

particular traits have had underlying effects. Effects include psychosomatic pliability, 

decisiveness, compassion, inner locus of control, sociability, sincerity, and proficiency 

(Khan et al., 2014; Magesh & Amaldoss, 2013). All of these effects have a bearing on 

satisfaction (Magesh & Amaldoss, 2013). Thus, there is a need to discover human value 
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through spirituality and apply the consequences to corporate work's everyday operation 

(Fatima et al., 2017). 

In their study of informational technology, Pang et al. (2014) distinguished that 

human value in the workplace requires ingenuity, creativity, and expertise. Spirituality, 

therefore, could become the model that stimulates well-being and security. This 

emotional, spiritual stimulation may influence leadership to increase their business focus 

on OD outcomes to improve the significant concern of specific objectives to heighten 

internal and external stakeholders' interest for higher profitability (Afsar & Badir, 2017). 

Workplace spirituality enriches public value, improves local service delivery, and builds 

relationships between resources and shared values (Pang et al., 2014). Brätianu (2013) 

studied organizational knowledge and found that longevity, individual growth, and 

advancement develop human value in organizations. Workplace spirituality shifts 

corporate values; devotion becomes more apparent, and workers seek understanding and 

knowledge to accomplish tasks (Pardasani et al., 2014). 

Using a dyad pedagogy of Brätianu (2013) to understand organizational 

knowledge for spiritual incorporation, Brätianu specified that intellectual awareness 

driven by logical and realistic reasoning could be precise and implicit. Inherent 

awareness is an internal process, and accurate understanding is the expertise created 

through Western cultural perspectives and Cartesian dualism (Brätianu, 2013). Western 

perspective-based connects their views of implicit knowledge to that of metaphors. These 

metaphors contain thermodynamics principles regarding organizational learning 

(Brätianu, 2013). Well-being is an attribute of the internal sensory system, stemming 
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from emotional realization, and appears in organizations through body language, physical 

gestures, vocalizations, and facial expressions (Anwar & Osman-Gani, 2015; Brätianu, 

2013). The well-being of an employee strengthens the context for the enculturation of 

workplace spirituality in the organizational culture. Singh and Rangnekar (2018) studied 

personal connectivity with humanistic attitude, human differences, well-being, 

transcendency and contended that workplace spirituality is essential for cultivating 

organizational desires, goals, and functionality. 

Individualized value systems affect the whole workplace by increasing the 

organization's value and trust (Nandan Prabhu et al., 2019). Workers seek 

meaningfulness over efficiency or effectiveness, promoting a collective sense of purpose 

in the workplace (Pardasani et al., 2014). This research indicates bridging the gap 

between spirituality and wisdom; wisdom strengthens spirituality in five dimensions. 

These dimensions include (a) value, (b) progression, (c) interrelation, (d) wholeness of 

self, and (e) meaningful work (Pardasani et al., 2014). Organizational knowledge sharing 

(i.e., wisdom) promotes spirituality, sacred beliefs, personal enthusiasms, philosophy, 

boldness, trust, management skills, and technology (Adawiyah & Pramuka, 2017). 

Sweeney and Fry (2012) found that core values accompanied by faith-based 

systems were the building blocks for cognitive constructs that prompt moral and ethical 

awareness. Ward et al. (2014) specified a need for proficiency in mental constructs 

associated with faith-based systems' facilitation. These constructs included consistent 

behaviors, mindsets, and guidelines embedded in the design, an activity, or a cluster of 

professionals that empowers effective work practices. Tensions are often high, and 
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human values are low in organizations (Tejeda, 2015). Workplace spirituality facilitation 

strength the inner being and encourages a different mindset toward work interactions and 

job satisfaction (Altaf & Awan, 2011; Marques et al., 2014). 

 Spirituality is a transforming moderator in the behavioral adjustment of workplace 

relationships and organizational commitment (Sendjaya et al., 2019). Behavioral 

characteristics associated with the spiritual inner being may be crucial for developing 

corporate team members (Haslberger & Dickmann, 2016). The most treasurable asset 

within an organization is its human capital; the individual worker is the business's 

cornerstone (Shibani et al., 2018). Workplace spirituality, as a unique variable, causes the 

transformation of workers and shifts performance outcome levels. Spiritual values like 

trustworthiness, reliability, and meekness help individuals forge trust and build 

confidence (Pawar, 2014). 

Individual value is a positive contributor to performance outcomes and total 

quality management (Garcia-Bernal & Ramirez-Aleson, 2015). Within an organization, 

spirituality is a transforming nature that cultivates a stronger relationship between 

employees (Brophy, 2015; Chinomona, 2017). Spirituality is the focus of literary 

researchers seeking to answer questions about inner strength, commitment, and value 

(Daniel, 2015; Majeed et al., 2018). The conscious state rests within an embedded system 

of beliefs; this state emerges as a desired attitude in the work environment that exceeds 

the paycheck and promotes the value and worth of team building and employee 

cooperation (Daniel, 2015; Rezapouraghdam et al., 2019). Workplace spirituality 

promotes positive engagement from workers, and employees tend to enjoy the work 
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pursuit due to a sense of pride (Gupta et al., 2014). Workplace spirituality fulfills a 

significant potential in the quest for a meaningful life (Osman-Gani et al., 2013). 

Workplace spirituality requires commitment and self-esteem from workers who seek 

additional responsibilities (Daniel & Chatelain-Jardon, 2015). Wulandari (2014) specified 

that there is an intrinsic motivation to excel, which leads to changes in individual 

attitudes because of organizational citizenship. By shifting the workers' perspectives, the 

desire to work improves and influences others' reactions in the work community 

(Wulandari, 2014). 

 Chawla (2016) specified that a healthier inner life produces a higher propensity to 

target and serve others' needs. The higher the individual value in the workplace presents a 

heightened sense of shared community and a more extraordinary inner life (Chawla, 

2016). Workplace spirituality’s essence is a vibrant sense of belonging as a part of the 

work culture, finding value and purpose (Farmer et al., 2019). Workplace spirituality 

strengthens community relations and bolsters human interactions in the workplace 

(Mitroff & Denton, 1999). Assigning meaningfulness to the workplace increases value 

for workers who reach organizational and personal goals (Pardasani et al., 2014). As a 

tool, workplace spirituality encourages commitment to the organization (Mahakud & 

Gangai, 2015 ). 

 Positive engagement leads to real commitment (Charoensukmongkol et al., 2013; 

Sorakraikitikul & Siengthai, 2014). Organizations achieve tremendous success due to the 

influence of organizational commitment (Daniel & Chatelain-Jardon, 2015). A positive 

commitment to workplace spirituality brings change, a futuristic look at the desired 
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outcome. Workplace spirituality then becomes a habit that helps create positive 

workplace engagement (Vasconcelos, 2018). Workers need a clear CA about pursuing 

organizational success (Rezapouraghdam et al., 2019). As a concept, workplace 

spirituality highlights attributes for people to achieve affirmative action and a conscious 

commitment to structured hegemony, balancing the norms in communication and shared 

knowledge (Vandenberghe, 2011). As a concept, workplace spirituality can also 

encourage positive leadership, influencing the organizational climate through vision, goal 

setting, and individual motivation (Berg & Karlsen, 2014). Innovative behaviors result 

from higher commitment levels associated with workplace spirituality (Daniel & 

Chatelain-Jardon, 2015). Workplace spirituality increases altruistic love, which fuels 

organizational commitment (Mahakud & Gangai, 2015), awareness, aptitude, dexterity, 

and proficiency that improve performance (Daniel, 2015). 

 The fundamental role of vocation is to achieve self-fulfillment (Abulof, 2017; 

Gupta et al., 2014; Walker, 2013). Self-fulfillment (i.e., awareness) is a profound 

appreciation for deep-rooted precepts and beliefs like Christianity, Hinduism, Buddhism, 

or Islam (Shah & Sachdev, 2014). Thought processes from a non-assertive, yet collective, 

approach is a shared belief that increases value, resolve, the principle of existence, and a 

search for fundamental reality (Shah & Sachdev, 2014). Afsar and Badir (2017) 

highlighted the diverse perspectives that people bring to the workplace.  

 Afsar and Badir (2017) studied the role spirituality had on business and contended 

that spirituality relates to individuals' emotions, behaviors, and attitudes based on his 

academic findings. There is a deep desire to comprehend meaningfulness in the 
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community's context in the workplace, such as giving thanks, openness, and enrichment 

of life without borrowing from religion's structured norm (Illes & Zsolnai, 2015). Success 

in the work environment is a preamble to a successful life (Plant et al., 2017). Workplace 

spirituality must set the pace for intense OD if businesses advance and adapt to the 

changing complex global environment (Pavlovich & Corner, 2014). 

Liu and Robertson (2011) referred to workplace spirituality regarding the 

denationalization of religion and determined that it is natural, optimistic, individualized, 

accepting, collective, and distinctive. Workplace spirituality is a non-denominational, 

comprehensive, unique, measurable, emotionally-oriented, and an acceptable component 

of the work environment (Liu & Robertson, 2011). Isabel et al. (2014) and Seung-Hyun, 

et al. (2019) suggested that performance is high when there is evidence of workplace 

spirituality that transforms positively in daily workforce productivity. Workplace 

spirituality relates to religion's psychology, though it is a separate entity (spirituality for 

the individual may not base itself on a formal religion) (Liu & Robertson, 2011). Several 

researchers have tried to link workplace spirituality to the five factors of the personality 

model (Barghathi, 2017; Sorakraikitikul & Siengthai, 2014). The personaility model five 

factors include: (a) neuroticism is individual sensitivity arousing unpredictability, 

apprehension, moroseness, cynicism, and sorrow; (b) openness is to experience, 

creativity, and awareness; (c) extraversion the physiognomies like volatility, amiability, 

verbosity, boldness, and enormous emotional self-expression; (d) agreeableness is the 

element of trust, humanity, gentleness, warmth, and pro-social behaviors; (e) 

conscientiousness is the extreme degrees of consideration with compulsion control and 
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objective-oriented behaviors. Individuals high in conscientiousness manage 

organizational skills and attention to detail. 

Roof (2015) emphasized several concepts of workplace spirituality in the work 

environment. First, the human experience progression entails mental growth and spiritual 

development that leads to problem resolution and increases individual knowledge 

acquisition in the workplace. Next, the human needs' gratification leads to a higher level 

of accomplishment and success involving employees' internal and external 

interrelationships. Finally, as a combined process, workplace spirituality links 

organizational culture, work politics, and work strategies, a learning process for 

employees. 

People perceive a higher power at work that generates spirituality and orchestrates 

human behavior (Ayoun et al., 2015; Gupta et al., 2014; Mitroff & Denton, 1999). There 

is of the utmost importance to understand how workplace spirituality transforms human 

development (Charoensukmongkol et al., 2013). Chawla and Guda (2013) contended that 

benevolence and creativity increase productivity and flexibility in the organizational 

setting. There are three common research threads in the literature that support workplace 

spirituality: (a) SD (Charoensukmongkol et al., 2013; Good & Willoughby, 2014), (b) 

OD (Daniel & Chatelain-Jardon, 2015), and (c) CA (Pavlovich & Corner, 2014).  

Cook et al. (2012) suggested in a clinical health care study that SD provides a 

central framework for data extraction regarding dissimilar behaviors and endeavors, 

encompassing spiritual care, trust, and positive dialogue. Social development endorses 

consciousness of the importance of spirituality for mental well-being. Social development 
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strengthens leadership to workers evaluating patients’ spiritual needs. Though SD 

workers are educated, they cultivate conviction and proficiency in spirituality. However, 

social development requires more research on the benefits of adopting workplace 

spirituality in the workplace (Cook et al., 2012). 

WSD 

Organizational learning center management that emphasizes workplace spiritual 

development (WSD) may enhance organizational performance (Afari et al., 2014). 

Workplace spirituality leads to self-actualization (Barghathi, 2017; Chawla & Guda, 

2013; Gatling et al., 2016). Deshpande (2012) referenced Maslow's hierarchy of needs to 

suggest that spirituality and self-actualization are interconnected. Salarzehi et al. (2011) 

posited that spirituality integrates and amalgamated the perception of a multi-dimensional 

community. Spirituality promotes individual change that fosters an attitude of superiority, 

fulfillment, realization, and cognition for excellence (Afari et al., 2014; Dhiman & 

Marques, 2011). Organizational spirituality is a philosophy of life (Barghathi, 2017; 

Gupta et al., 2014; Pardasani et al., 2014; Salarzehi et al., 2011). 

 Human development is social, psychological, biological, and spiritual (Klausen, 

2014; Walker, 2013). In the psychological realm, WSD is a significant component of 

anthropological involvement and human experience; it values and heightens purpose in 

life (Pardasani et al., 2014). Daniel and Chatelain-Jardon (2015) opined that people crave 

individual satisfaction (i.e., self-actualization) rather than the simplicity of Western 

culture's underlying security. Human creativity is OD's behavior and commitment; it 
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governs new work concepts to increase performance outcomes (Daniel & Chatelain-

Jardon, 2015).  

OD efficiency derives from well-organized objectives and well-planned 

collaboration between leaders and workers. This productivity is achievable when 

organizational goals are credible within the organization's structure; for this to be, the 

employee believes that the objectives are achievable through reasonable effort. A level of 

mutual commitment must be apparent to leaders and workers (Kolachi & Akan, 2014). 

When workplace spirituality exists, organizational managers and workers develop an 

excellent inspiration for corporate objectives and outcomes, promoting OD (Vallabh & 

Singhal, 2014a). 

Workplace spirituality illuminates a CA of the spirit at work, affecting 

performance outcomes and individual satisfaction (Marques et al., 2014). This awareness 

improves the level of consciousness, responsible, justifiable, and beneficial roles for 

workers. Workplace spirituality restores hope and recreates individual growth 

(Vasconcelos, 2018). Self-awareness relies on mindfulness; this is an inner moral 

perception balancing the rationalization for transparency of worker attitude and behavior 

(Qiu & Roooney, 2019). Mindfulness in the work environment enhances performance 

and counteracts burnout (Kotez & Nel, 2016). 

Educational institutions also incorporate workplace spirituality into the 

curriculum learning process. Marques et al. (2014) examined meditation and storytelling 

strategies concerning future leaders' education to avoid repeating financial crises. Dirkx 

(2013) studied workplace spirituality and work-related learning and suggested that 
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learning relies on internal thought processes that inform the individual’s sense of 

meaning, purpose, and value. Workplace spirituality influences knowledge sharing and 

increases organizations' efficiency (Rahman et al., 2015; Sorakraikitikul & Siengthai, 

2014).  

Unplanned, the natural creation of knowledge results from casual exchanges 

among individuals who merge workplace spirituality with information (Murtaza et al., 

2016). Behavior often depends on the collaboration between individuals in the workplace 

(Vasconcelos, 2018). Individuals create an environment of origination when sharing 

occurs between workers (Rahman et al., 2015). Creativity is a function of personal 

uniqueness, societal influences, and related factors (Daniel & Chatelain-Jardon, 2015).  

Workplace spirituality, as a concept, may facilitate learning to achieve maximum 

business success. Workplace spirituality in Master of Business Administration (MBA) 

classrooms adds to the complexity that spirituality brings to the school (Marques et al., 

2014). Rowland and Hall (2014) promoted courses that assimilate spirituality training and 

examined systems thinking based on the work of Peltonen (2019), Senge (1990), and 

Ayranci and Çolakolu (2014) concentrated on an intellectual model, collective vision, 

individual mastery, and group learning for constructing organizational learning. 

Cegarra-Navarro and Rodrigo-Moya (2005), Badrabadi and Akbarpour (2013), 

Dirkx (2013), and Al-Abrow (2014) encouraged research on intellectual learning. 

Organizational learning highlights the development of workplace spirituality training as 

double and triple-loop learning. Double-loop learning entails identifying core values and 

expectations associated with the underlying norms. Double-loop learning includes 



57 

 

natural, approachable human characteristics, and triple-loop learning with reasonable and 

communal efforts (Ramish & Aslam, 2016). Triple loop learning is a continuum 

balancing learning styles such as receptive learning and propagates learning (Kamya, 

2012). Workplace spirituality learning improves the quality of leaders in MBA higher 

educational programs and benefits the business community and all stakeholders (Dobson 

et al., 2013). 

 A guided meditation in workplace spirituality leads to a heightened mental, 

physical, and spiritual relaxation (Marques et al., 2014). Meditation reduces distractions 

and enables peace and creativity through storytelling and depersonalization that fosters 

free expression of experience (Marques et al., 2014). Various non-cognitive proficiencies 

that are not standard for institutional learning fail in the conventional process of merely 

reading or lecturing. Experiences via guided meditation and storytelling effectively 

introduce workplace spirituality for higher learning (Marques et al., 2014). 

The culture of organizational learning and workplace spirituality relates to 

knowledge-sharing behaviors associated with personality (Carrington, 2014; Osman-Gani 

et al., 2013). Organizational learning is the widespread involvement of all organization 

members, enthusiasm, dedication, and individual dexterity at all levels within the 

corporate structure (Nielsen, 2015). Learning is a tradeoff of the old ways of conducting 

business while introducing new approaches and the inclusion of assimilated information 

on changing processes of the company (Nielsen, 2015). Organizational learning drives 

performance; this learning process supports competitive improvement in swiftly 

changing, dynamic environments. Organizations that keep learning to provide substantial 



58 

 

benefits, such as knowledge creation and innovation transformation. The learning process 

entails interacting with mental, physical, and spiritual abilities; these abilities further 

expand on emotional and behavioral levels (Sorakraikitikul & Siengthai, 2014). 

Often tradeoffs are due to new motivational strategies (Frey et al., 2012). 

Motivation is an antecedent to knowledge-sharing effective in organizational learning 

(Afsar & Badir, 2017). Two specific types of inspiration found in current workplace 

spirituality research intrinsic and extrinsic. Extrinsic motivation is the human desire to 

improve through financial gain or corporate advancement; intrinsic motivation is the 

individual value of self (Guillén et al., 2015). When organizational leadership begins to 

support workers’ basic needs such as self-worth, sense of independence, expertise, and 

connection, this produces intrinsic motivation (Gjorevska & Takács, 2016). Intelligence 

combines the gracious inner spirit, integrity, charisma, empathy, and enthusiasm, which 

enhance motivation (Rahman et al., 2015). 

 Sorakraikitikul and Siengthai (2014) found that workers need latitude in 

understanding one another to facilitate communal sharing. People need to be comfortable 

with those they associate and work with; this makes it easier for open dialect. This 

latitude encourages shared behaviors from a perspective of cultural, organizational 

learning. Organizations should assess workplace spirituality regularly to modify 

organizational learning (Sorakraikitikul & Siengthai, 2014). Sorakraikitikul and Siengthai 

also asserted that corporate learning cultures influence workplace spirituality and 

engender values. Social development connected with workplace spirituality results from 
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individual experiences of work (Roof, 2015). Organizational commitment to workers is 

essential to workplace spirituality (Isabel et al., 2014). 

 Operational commitment leads to worker gratification and enhances workers' 

activities, holistic relations to employment, and personal fulfillment (Roof, 2015). 

Involvement affects organizational structures, individual workers, and all other 

stakeholders (Noroozi & Masumabad, 2015). Biological development researchers explore 

many aspects of human behavior, such as alcoholism, smoking, and drug addiction, all of 

which have some physical dependency level (Astakhova & Hogue, 2014). However, 

meaningful work is not universal. Pure spiritual multiplicity is dissimilar from ecology or 

genetics (e.g., skin color, gender, age, and handicap). Spirituality is a personal choice that 

can inspire the human will to change (Cintas et al., 2013). Work can be overwhelming 

responsibilities threatening sensualities, the capacity to live in one's sense of value and 

purpose (Astakhova & Hogue, 2014). Spirituality helps workers find fulfillment while 

achieving awareness of importance (Adawiyah & Pramuka, 2017). Biological paradigms 

are somewhat perpetual, implying that human activities influence biological factors 

(Astakhova & Hogue, 2014). Spirituality consists of human behavior, beliefs, 

relationships, and inspirations that are the underlying structure of humanity and human 

culture (Pawar, 2014).  

Khan and Sheikh (2012) studied human resource development and suggested that 

fundamental values are essential to all industries. Values influence behavior by 

promoting activities that meet the standard by which business constructs' operation is 

achieved (Pardasani et al., 2014). Workplace spiritual values are the underlying 
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mechanism for organizational transformation (Schuurmans-Stekhover, 2013). Workplace 

spirituality transcends the intellectual ability and cognitive awareness of work activities 

(Lund Dean et al., 2014). This workplace spirituality transcendence allows for human 

development, growth, and rewarding human experience (Khan & Sheikh, 2012). 

Spirituality is a distinctive, universal exploration of human existence's 

supernatural significance (Maghsoodi & Mohammadi, 2018). Organizational spirituality 

has several behavioral attributes (Geh, 2014). Mahakud and Gangai (2015) suggested that 

human behavior and spirituality are connected and essential to the daily work 

environment. Human behavior changes; each is unique. Workplace spirituality is the all-

encompassing passion for meaningful work that engages others (Geh, 2014; Isabel et al., 

2014; Mahakud & Gangai, 2015). Workplace spirituality produces a sense of community 

and connectedness (Chawla & Guda, 2013). Workplace spirituality evolves through an 

amalgamation of inherent existence, the occupational world, and a sense of duty to 

society (Charoensukmongkol et al., 2013; Gupta et al., 2014).  

Workplace spirituality is the workplace SD of an individual that alters human 

behavior and addresses individual intelligence to change an organizational climate (Zhi, 

2013). Spiritual consciousness underscores managerial functions and affects societal 

demands; it legitimizes organization members' work culture with diverse values 

(Pardasani et al., 2014; Pavlovich & Corner, 2014). Behavioral change due to workplace 

spirituality leads to a higher level of consciousness that improves natural human 

proficiency (Salehzadeh et al., 2015). As groups transcend one level of knowledge to 
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another, the collective and spiritual consciousness achieves higher values of 

organizational balance, equity, and proficiency (Vasconcelos, 2018). 

Workplace spirituality develops competence in personal and social awareness, 

attitude, and restraint (Pavlovich & Corner, 2014). Workplace spirituality fosters social 

compassion, self-sacrifice, and gratification for work. A person with this skill could be 

more adaptive in organizational cultivation and comprehend the significance of building 

rapport between co-workers, partners, and assistants (Chawla, 2016). Organizations must 

adhere to their workforce needs, including individual spiritual needs (Dodds et al., 2018). 

Many organizations require specific employee knowledge, ability, and skillsets. 

Workers display cognitive or non-cognitive characteristics, such as spiritual or emotional 

intelligence, education, or skill (Daniel, 2015). Workplace spiritual intellect promotes 

personal aptitude for cognition at every stage (Noroozi & Masumabad, 2015). Spiritual 

intelligence is a human capacity for growth and development (Arshad et al., 2018; Gupta 

et al., 2014). Spiritual intellect promotes a healthy, positive relationship construction 

(Long & Driscoll, 2015; Yazdi, 2015). Mitroff and Denton (1999) posited that 

characteristics such as inspiration, worker gratification, and emancipation could offer 

tactical compensations to organizations. These characteristics strengthen individual 

creation and innovation, which build reliable attributes of satisfied workers who, in turn, 

perform to a higher level of performance (Bender & Roche, 2016). 

Workplace spirituality channels awareness of physical reality in a perceived 

multi-dimensional reality where conscious and unconscious associations among 

individuals interact. Researchers challenged the notion of organizational identity and 
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organizational spirituality as viable for businesses (Bordbar & Martin, 2013). 

Organizations examine the character of the organization and its common attributes. On 

the individual level, a holistic lens explores the emotional, physical, mental, and spiritual 

infusion of a person or persons (Morgan, 2016). According to Kokt and Palmer (2019), 

spirituality and identity are ontological paradigms of defining existence's status. Humans 

are spiritual beings possessing a spirit person; the etymological Latin term is spiritus, 

meaning breath (Salehzadeh et al., 2015) or life or soul (Ratnakar & Nair, 2012). 

Workplace Spirituality and Conscious Awareness 

As a researcher, my primary objective in this study was to uncover specific 

conditions that advance the theory of conscious individual spirituality in the work 

environment. Individuals display the interrelationships of individual and collective levels 

(Barghathi, 2017). Researchers suggested that collective organizational consciousness, 

like individualized transcendent consciousness, has a growing need to realize self-

consciousness to achieve a natural self-expressive corporate life (Qiu & Roooney, 2019). 

The collective consciousness is envisaged as the proficiency-centered transcendent make-

up, shared by a collected body of people (Singh & Rangnekar, 2018). There are diverse 

dimensions of intellect associated with different levels of consciousness. These 

consciousness levels are described by the diverse conceptualization of quality (Farmer et 

al., 2019). Many human resources (HR) departments today are now challenged by 

acknowledging workers' faith and religious dimensions, which is an essential part of their 

conscious make-up and workplace behavior (Long & Driscoll, 2015). Researchers no 
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longer evaluate spirituality in the traditional sense. Professional outcomes for individual 

workers can change through workplace spirituality (Pardasani et al., 2014).  

 Spirituality is equal but different from religion, yet some authors claim they are 

the same (Fabricator et al., 2000; Seidlitz et al., 1999). Distinctive spirituality traits are 

prognosticators of improved health (Pawar, 2014). Workplace spirituality lowers stress, 

predominantly in cases where the spirituality of a non-religious nature (Calicchia & 

Graham, 2006; Lusty et al., 2006). A transformational worker is a promoter of change 

that questions circumstances while creating new awareness (Low & Ayoko, 2020). 

Servant or positive organizational behavior stems from unique psychological make-up 

leading to a meaningful life (Gjorevska & Takács, 2016). There is no single concept or 

accepted norm of spirituality. Dehler and Welsh (2003) compared spirituality to force 

that binds the spirit and man: it is invisible, but it must exist; disdain spirituality would 

overlook an essential human situation. 

The corporate spirit's growing concern emerged in corporate boardrooms, 

management conferences, and academic halls of colleges and universities (Pawar, 2017). 

Stakeholder awareness of corporate spirit or workplace spirituality began through social 

science research (Dane & Brummel, 2013) with the concern of fairness, loyalty, and 

commitment of workers and their ability to exert spirituality in the organizational 

structure to improve performance outcomes (Fassin, 2012). Organizations are active 

when human values are a necessity (Leung et al., 2011). 

Workplace spirituality is an individual experience channeled through an inner 

source for comprehending the hidden meaning of how to live by high moral standards 
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(Dhiman & Marques, 2011). Chawla (2014) asserted that workplace spirituality motivates 

growth processes on a personal and financial level. Workplace spirituality lowers 

absenteeism within the organization while deviating from the norm of employee 

absenteeism caused by dissatisfaction with work conditions allowing for improved 

positive, professional commitment to emerging (Bordbar & Martin, 2013). 

Harmonizing Conscious Awareness and Workplace Spirituality 

 Harmonize means to bring into an agreement  (Navneet et al., 2020). Music refers 

to blending notes of a melody with a minimum of at least two pitches (Coa et al., 2015). 

This research harmonizes awareness and spirituality as precursors to organizational 

change and individual development. Workplace spirituality is the holistic rationalization 

of existence on a much larger scale (Brophy, 2015). Workplace spirituality reflects the 

influence of individualized behavior while encompassing a much larger purpose of 

transcending the human ego (Shah & Sachdev, 2014). Development occurs through 

maturity (Gupta et al., 2014). Holistic development is a complete progression (Pardasani 

et al., 2014). Reaching excellence while taking a positive attitude and building shared 

relationships may lead to holistic development (Pardasani et al., 2014). 

 Pardasani et al. (2014) explored the unified action of consciousness and 

spirituality. Consciousness is presented as the essential principle behind the concept of 

integral leadership entrainment. Integral refers to the outer and inner consciousness 

levels, while entrainment refers to incorporating spirituality and consciousness. 

Spirituality connects the levels of consciousness through the human psychic (Chawla & 

Guda, 2013). Aurobindo (1993) introduced CA as a means of illuminating the 
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voluminous dimensional spirit of consciousness. CA consists of characteristics such as 

feelings, needs, psychological, and cognitive degrees of cognition. Aurobindo took a 

holistic position of divergence and philosophy that unified consciousness and the soul’s 

ability to manifest change in human behavior (Aurobindo, 1993). Vallabh and Singhal 

(2014a) concluded that workplace spirituality is a definitive, viable, holistic benefit to the 

corporate structure. Workplace spirituality comprehends individual existence at a higher 

dimension of the work environment and the influences it has on others (Shah & Sachdev, 

2014). Workplace spirituality's prime function is to integrate multiple characteristics and 

transform those characteristics into soul-established behaviors (Shibani et al., 2018). 

Aurobindo (1993) described awareness as a set state, such as peace or the aspiration of 

movement, in which meditation consists of the internal thought process seeking 

corrective knowledge. This internal thought process is a collective awareness of a 

centralized point of origin, such as a divine nature (Singh & Mishra, 2017). Chinomona 

(2017) posited that the intuitive mind has no specific platform; it is a stage for higher 

collective functioning due to psychic ability. Gaur (2018) contended that consciousness is 

a bridge to a more underground spirituality ideology. So, spirituality is the prescription 

for a holistic look at human development and the establishment of individual purposes. 

Human purpose is the foundation of individualized existence and spirituality. The human 

purpose then becomes the completeness that the inner person is expressed in man's 

outward nature  (Ayoun et al., 2015). An individual's spirituality heightens emotional 

quality and universal mindset, allowing the individual to find completeness in the work 
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environment and control the cognitive, emotional, and spiritual thought process (Gaur, 

2018; Ims, 2018). 

Chawla and Guda (2013) studied workplace spirituality relationship 

characteristics and highlighted what they termed self-interest transcendence. This facet of 

spirituality included communal value and CA of an indwelling spirit, evoking self-

interest resistance. Self-interest is dangerous, the ubiquitous anticipation of egocentricity 

for pecuniary profit that subjugated individual performance for self-serving purposes 

(Gherghel et al., 2018). Workplace spirituality leads to inward harmony as the mind 

experiences the world (Rezapouraghdam et al., 2019). If the work environment represents 

30% of an average person’s life, individuals should seek peace in this space (Dwivedi et 

al., 2015) 

Organizations may suffer from competition in the work environment, unfriendly 

environments, rigid supervision, poor working relationships, improper training, and lack 

of respect for the individual (Ayoun et al., 2015; Barghathi, 2017). Individuals must 

accept the sacred presence (Osman-Gani et al., 2013), stop fighting the problem and 

embrace the circumstances beyond changing (Badrinarayan, 2016) and seek an inward 

harmony to allow life to happen (Barghathi, 2017). Society and individuals must stand, 

resist unnecessary movement, and find sacred stillness in the middle of life’s storm to 

promote CA (Long & Driscoll, 2015). 

Workplace Spirituality and Connectedness  

Workplace spirituality is a worker’s desire for connectedness in their work 

environment and more in-depth exploration of inner consciousness (Charoensukmongkol 
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et al., 2013). Zaidman and Goldstein-Gidoni (2011) and Chawla (2014) pointed out that 

workplace spirituality is interconnectedness, binding people, and the ecosystem. 

Workplace spirituality generates new prospects for creative human development and 

complimentary thought processes (Zaidman & Goldstein-Gidoni, 2011). Workplace 

connectedness brings meaning and fulfillment to the work environment and restores 

worker pride (Osman-Gani et al., 2013).  

Pawar (2014) distinguished an imbalance in workplace spirituality’s exploration, 

theories of spirituality as philosophical, spiritual thought processes rather than a 

pragmatic, realistic view. Past spirituality research was disintegrated and limited at best 

(Vasconcelos, 2018). Humans are psychologically linked to the universe (Barron & 

Chou, 2017; Zakirova & Frolova, 2014). Work environments are multicultural 

communities, encompassing a host of diverse personalities, cultures, ethnic backgrounds, 

and educational levels (Mahachod et al., 2015; Zakirova & Frolova, 2014). The 

competitive global market is under constant pressure to outwit the next competitor, which 

produces an intense work environment and a sense of emptiness in its workers 

(Mousavizadeh et al., 2015). The role of spirituality is a dynamic process (Pardasani et 

al., 2014). In a study of Indian spiritual traditions, Pardasani et al. (2014) discovered that 

spirituality associated with the transcendent of mind exists where human values and 

corporate values are in sync. When the transcendent mind connects to organizational 

values, it allows for the individual perceptions of spiritual expression of attitude, a sense 

of determination, and positive behavior to emerge (Singh & Mishra, 2017). 
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 According to Long and Driscoll (2015) and Tejeda (2015), workplace spirituality 

exists on two planes: (a) transcendence in the physical realm and (b) connectedness to 

that physical realm. Due to intangibility, each is a spiritual realm. Transcendence is the 

consciousness outside the natural realm into the supernatural realm; connectedness is the 

association of tangible entities (Peltonen, 2019). Ayoun et al. (2015) referred to this 

spiritual connection as a continuum built on diverse individual identity stages of fixed 

and adaptable qualities. 

Spirituality ignites individual activity's cognitive, emotional, and behavioral 

processes (Afsar & Badir, 2017; Geh, 2014; Kesari & Sajeet, 2018). When released, this 

energy produces definite cause and effect in the environment (Chawla, 2014) and acts as 

a transforming mechanism for activities such as thought and action (Charoensukmongkol 

et al., 2013). This energy also is a resonator of creativity for organizational learning and 

effectiveness (Suchuan, 2020). Spirituality changes an organization's culture through 

motivation (van der Walt & Steyn, 2018). 

This spiritual change shifts the mindset or pre-consciousness of the individual. 

This spirituality mindset change involves awareness, unrestrained psychological 

processes, and holistic thought processes (Rezapouraghdam et al., 2019). Many 

researchers noted a loss of conviction and self-assurance across the corporate landscape 

(Bouckaert & Zsolnai, 2012; Joelle & Coelho, 2019; So & Youn-Kyung, 2018). A loss of 

conviction is partially due to moral disruption and ethical defilements, such as Enron and 

Arthur Andersen's evidence during a mortgage crisis in the U.S. (Yeoh, 2016). The global 

financial crisis is another historical example of this loss of conviction among workers 
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(Bancel & Mittoo, 2011). For a business to operate in a spirit of excellence, the 

organizations need spiritual practitioners (Roof, 2015).  

These practitioners should possess positive characteristics that change the scope 

of the work environment. Verleye et al. (2017) specified that individuals need 

intelligence for accountability, completeness, synchronization, and compassion that links 

themselves to others. Barghathi (2017) contended that individuals' financial actions 

expose the consciousness, the encounters, and sensations of society and reveal human 

nature and moral satisfaction. There is an increasing desire for people to recognize the 

significance of nourishing inner needs (Mohammed, 2017). 

Ashmos and Duchon (2000), Charoensukmongkol et al. (2013), Isabel et al. 

(2014), and Daniel (2015) contended that spirituality at work is the perception that 

workers possess an inner life. This inner life cultivates and sustains significant work that 

builds equity and occurs in the communal environment (Daniel, 2015). Shared culture 

and spirituality enhance work conditions to provide value to all corporate levels—

conscious spirituality links diverse belief systems (Good & Willoughby, 2014). 

Spirituality is the quintessence of human existence, human development, and discourse 

(Kesari & Sajeet, 2018). Spirituality is the human cognition of reality and the experiences 

life offers (Del Rio & White, 2014). 

Organizations’ application and simplification of a spiritual, occupational climate 

determine the workforce (Osman-Gani et al., 2013; Pardasani et al., 2014). Researchers 

continue to study workplace spirituality to find the new meaning behind this 

phenomenon's nature (Gjorevska & Takács, 2016; Mousavizadeh et al., 2015). 
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Inspiration and ingenuity are the hallmarks of a great organization (Geh, 2014). 

Workplace spiritual connectedness is a source of creativity, the driving force of these 

attributes in human resource development practices (Khan & Sheikh, 2012) and higher 

education (Wulandari, 2014). Workplace spiritual connectedness is a spiritually-based 

trend that deals with humanity and uncovered makeup (Roof, 2015). Spirituality affects 

people from all walks of life (Gupta et al., 2014).  

Workplace spirituality is connected to the soul's inner side (Berg & Karlsen, 

2014; Charoensukmongkol et al., 2013). The role of workplace spirituality and its effect 

on operational performance in the workplace is not fully understood. Spirituality affects 

the goods and services that corporations offer society. Rights or product manufacturing is 

affected by a lack of commitment to others' interests; there must be a collective interest 

that infers a transcendence of cost-effectiveness with a constricted level of self-interests 

(Chawla & Guda, 2013). Services are affected when not considering the whole person's 

needs; this included the individual's emotional, social, physical, and spiritual needs 

(Isabel et al., 2014).  

Chawla and Guda (2013) and Chawla (2016) researched relationship-oriented 

selling characteristics, challenged the notion that workplace spirituality might be a 

fundamental contributor to relationship-oriented selling characteristics. Chawla and Guda 

further examined workplace spirituality as a precursor to relationship-oriented selling 

characteristics. They concluded that workplace spirituality brings about awareness of 

meaningful work and promotes spiritual development (SD) and growth. Workplace 

spirituality researchers introduced many new areas of concern over the last several 
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decades. Pioneers of this research include authors such as Mitroff and Denton (1999), 

who studied spirituality, religion, and value perspective, and Dehler and Welsh (2003) 

investigated meaningfulness in the workplace. Researchers connected concepts of 

spiritual well-being, materialism, and moral behavior to the inner life (Chowdhury & 

Fernando, 2013). 

The theory of inner life (spirituality) and knowledge associated with workplace 

spirituality included the exact needs as those involved in the human outer (physical) life 

(Gupta et al., 2014). Inner life provides nourishment for shared profound work 

involvement (Vasconcelos, 2018). Furthermore, inner life provides values that support 

human interactions of transcendence in work activities and brings about connectedness, 

wholeness, serenity, and commitment (Kesari & Sajeet, 2018). Afsar and Badir (2017) 

studied the role spirituality played in business organizations and discovered the richness 

of inner life is a basis for building organizational workers' cultural values. Spirituality is a 

connecting motivator for increased individual responsibility for corporate connectivity.  

Connectivity has a more robust engagement in relationships at this level while 

strengthening an inner connection to community and self (Afsar & Badir, 2017). The 

researcher further implies that workplace spirituality produces positive results and social 

change in organizational culture (Long & Driscoll, 2015). This qualitative transcendental 

phenomenological study aimed to identify and report the lived experiences of university 

administrative employees on workplace spirituality in Southeastern Georgia. 

 The analysis of this research distinguishes how spiritualizing the organization 

influences organizational performance and learning. Understanding and learning involve 
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developing competencies to strengthen an individual's ability to perform and carry out its 

mission. Collective knowledge is critical in the work environment and critical for the 

financial growth of the organization. Individual competencies such as knowledge and 

skill are essential for interpersonal communication and obtaining a competitive market 

edge (Cooper et al., 2016). Spiritualizing the organization can strengthen these 

competencies, and through clear thinking, individuals can increase their ability to 

perform the job task (Tufan & Ugurlu, 2019). 

Expression of spirituality comes as a manifestation of conscious awareness of 

self-due to spiritual values such as conviction, honesty, guidance, moral principles, and 

information exchange (Long & Driscoll, 2015). Self-effacement and spiritual actions 

such as recognizing others, attentiveness, and shared concern for appreciation for others' 

contributions are finding factors associated with a spiritualized workplace (Long & 

Driscoll, 2015). There is a need to increase workplace performance outcomes through 

conscious spirituality, enlightenment, and direction (Zhi, 2013). Innovations within the 

organizational environment amplified workers' emphasis to improve performance to meet 

anticipated organizational goals and objectives (Navneet et al., 2020). Essential employee 

values cultivate in organizations through their leadership and training, but this process 

cannot often develop the intrinsic motivational factors that improve organizational 

objectives (Gallarza et al., 2016). 

Workplace spirituality may be the saving factor for an organization’s most prized 

possession: its workforce (Daniel & Chatelain-Jardon, 2015). Spirituality can ignite the 

conscious human passion for doing a great job while expanding growth within an 
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organization (Roof, 2015). The workplace spirituality movement is increasing, but many 

organizations do not fully recognize the possibilities of what workplace spirituality could 

bring to work culture (Gupta et al., 2014). There is a breach in the theoretical literature 

addressing workplace spiritual consciousness associated with individualized performance 

and learning (Sorakraikitikul & Siengthai, 2014). 

Researchers of workplace spirituality focused on the organization, individual 

levels, and teams (Daniel, 2010; Isabel et al., 2014; Sorakraikitikul & Siengthai, 2014). 

Little research has addressed spiritual consciousness to the degree of understanding the 

association of workplace spirituality and the effect this spiritual consciousness could have 

on improving performance and organizational learning (Sorakraikitikul & Siengthai, 

2014). Opposition in the work environment and the increasing change in the 

organizational structure's emotional make-up are necessary for business practices 

(Gallarza et al., 2016). Creative measures to enhance business performance quality 

include collective knowledge sharing with people, work practices, and congruence 

strategies with a transforming environment (Yeoman, 2014). These strategies and 

techniques cultivate creative reasoning, foster shared objectives, and support cooperative, 

creative learning (Smith et al., 2014).  

New creative changes challenge workers to appreciate some degree of meaningful 

value in what they do (Altaf & Awan, 2011; Cullen, 2013). Meaningfulness is a basic 

individual need broad-minded political thinkers advance as having less value to their 

commitment and the principle of copious impartiality (Yeoman, 2014). Consequently, 

workers desire to be free, self-directed, and respectable in their work duties. While 
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considering the human desire to be open and self-directed, workers become less deviant 

in their behaviors, and individual attitudes become favorable toward accomplishing 

organizational goals (Chawla, 2014). Personal perspectives include work involvement, 

commitment, and worker satisfaction (Chawla, 2014; Daniel, 2015). Workers value social 

responsibilities and align workplace spirituality to achieve their common goals (Marques 

et al., 2014). 

Workplace spirituality in the 21st century may improve performance outcomes 

and hinder corporate success barriers (Bordbar & Martin, 2013). Value-centered work 

environments and leadership values are fundamental to organizational development (OD) 

and the organizational structure (Bordbar & Martin, 2013). As an inner reflection of the 

desired state of being and the province of discovery, workplace spirituality influences 

work performance (Shah & Sachdev, 2014). Virtue and moral value practice habits of 

behavior and activities associated with spirituality and develop the growth process 

(Brophy, 2015). The province of discovery advances pure spirituality in one's wholeness 

(Shah & Sachdev, 2014). WSC is a deeper level of human experience that broadens the 

individual’s natural aptitude (Shah & Sachdev, 2014). Shah and Sachdev (2014) viewed 

WSC as an approaching awareness that the individual displays from a higher perspective 

of reality and the particular activities' consideration while recognizing its purposefulness. 

However, there remains a lack of understanding of how workplace spirituality 

changes or alters the worker's behavior and mindset to enable that person to find value in 

what they do (Adawiyah & Pramuka, 2017; Banyhamdan et al., 2012; Pavlovich & 

Corner, 2014). There are many questions asked in the academic arena while two 
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questions are most common. What significance does workplace spirituality have on the 

individual worker? (Afsar & Badir, 2017). The second question is, what characteristics 

do the individuals seeking fulfillment of their spiritual needs display within the work 

environment's confines? (Ayoun et al., 2015). In the research community, no one has 

with certainty identified the spiritualizing effects of workplace spirituality and WSC or 

how workplace spirituality and WSC relate to behavioral changes that could affect the 

organizational culture, causing an increase in performance and learning.   

While workplace spirituality is the personal development of the inner man 

(Sorakraikitikul & Siengthai, 2014), WSC is the awareness an individual displays from a 

higher perspective of reality and the consideration given to personal activities while 

recognizing their purposefulness (Shah & Sachdev, 2014). I have discovered that many 

researchers have suggested a need for further study into workplace spirituality, so the 

scientific community may understand this phenomenon better (Brophy, 2015; Chawla, 

2014; Dzhamalova et al., 2016). 

As part of this study, I investigated workplace spirituality related to individual 

spiritual consciousness and human awareness to further understanding how workplace 

spirituality could guide workers through crises (Aviles & Dent, 2015; Banyhamdan et al., 

2012; Qiu & Roooney, 2019). Financial problems like those of Enron, World COM, 

Tyco, Freddie Mac, and American International Group of the past made searching for 

meaning, purpose, and value a more pressing concern for the business community (Long 

& Driscoll, 2015). The emergence of business ethics caused an uproar with companies 

such as (Enron, World COM, and Tyco) for ethical awareness throughout corporate 
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America and other developed countries to find better ways of conducting business  

(Sharma et al., 2019). Organizational management must learn to use spirituality for 

integrating human values and principles into the workplace to strengthen ethical 

boundaries and change workers' behavior at all levels within organizations.  

Daniel and Chatelain-Jardon (2015) called workplace spirituality a powerful tool 

for innovative behavior and creativity. There is a direct connection between spirituality, 

management, and organizational behavior (Belwalkar et al., 2018). Infusing spirituality 

into the executive level of control influences improvement of external factors such as 

gaining market share and fulfilling a corporate mission (Long & Driscoll, 2015; Shibani 

et al., 2018). The improvements are due to the influence spirituality has on workers, 

management, and the consumer base (Kolodinsky et al., 2008; Majeed et al., 2018). 

 Innovation activity (i.e., creativity) pivots based on the worker's conduct or 

behavior (Chiva, 2014). Workers become the focal point of promoting awareness to 

improve organizational innovation proficiencies. Workers must nurture improvement, 

originality, and change to avoid obstructing creativity and corporate growth (Chiva, 

2014). Sharma et al. (2019) explained that workplace spirituality unleashes new ways of 

thinking for employees. These thought processes empower individuals to seek knowledge 

to mentally, intellectually and socially improve, which supports more reliable 

determination in employees to exceed organizational expectations (Gupta et al., 2014). 

Workplace spirituality promotes stability in the work environment by decreasing 

stress and increasing workplace satisfaction (Altaf & Awan, 2011; Charoensukmongkol 

et al., 2013). According to Bhalla et al. (2019), workplace stress is a situational event of a 
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threatening nature. Pressures can be arduous and challenging and may appear exhausting 

while jeopardizing individual health (Bhalla et al., 2019; Malek, 2019). Fredrickson et al. 

(2000) offered a theory that Berg and Karlsen (2014) supported, which they termed to 

broaden and build (B&B). Fredrickson et al. (200) considered spirituality to be a 

moderator of workplace stress. Positive emotions strengthen human capital; if practiced, 

the theory of B&B can increase individual well-being over time (Berg & Karlsen, 2014; 

Tugade & Fredrickson, 2007). Kotez and Nel (2016) and Qiu and Roooney (2019) 

presented workplace spirituality as a coping mechanism that several organizations 

employ. The standards include the individual level, individual belief system, the 

behavioral level, personal reflection, relationship level, association, denotation, and 

spiritual revelation (Way et al., 2018). 

Workplace Spirituality and Interconnectedness 

Interconnectedness is a linkage with all things, both the spirited and the spiritless. 

In the workplace, this is the connection of self to the job at hand, the universe, other 

individuals within that environment, and a higher authority (Gupta et al., 2014; Liu & 

Robertson, 2011). Without tackling the organizational values and business ethics, 

interconnectedness may seem spiritless when confronting significant challenges 

(Vasconcelos, 2018). Securing a flourishing, energetic, spirited, and viable enterprise 

depends on a set of moral values (Sorakraikitikul & Siengthai, 2014).  

In sociology, a theory called role distance; is the dimensional shift of position 

orchestrated by the person performing the part (Schuurmans-Stekhover, 2013). Role 

distance only emerges when a blockage stops individualized acknowledgment of a 
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person’s rightful place (Kabbesa-Abramzon, 2012). Individuals play a significant role in 

organizational outcomes through their attitude towards work, co-workers, management, 

and senior executives (Shibani et al., 2018). Spiritual connectedness can affect the rift in 

the shared relationship and close the gap between position and player (Chawla & Guda, 

2013; Gupta et al., 2014). 

 A good model of interconnectedness is the combination of business and 

spirituality. Shakun’s (2013) model of the connectedness decision paradigm (CDP) 

conceptualizes connectedness in a model that amalgamates problem-solving, negotiation, 

and leadership. Shakun explained that Western culture lagged behind Eastern society, 

noting that Western culture only recently incorporated spirituality in the organizational 

involvement of choice for decision-making resolutions. The CDP model is a design factor 

that connects people and problems with the primary objective of problem resolution. 

Shakun concluded that connectedness between individuals with spiritual rationality and 

human ingenuity produces decisions that lead to shared values.  

Workplace Spirituality and Shared Value 

Shared value refers to the degree to which a person has a profound association 

with others that express a sense of community (Gupta et al., 2014; Sorakraikitikul & 

Siengthai, 2014). People see themselves as interlinked vessels, connecting one person to 

another. As a concept, workplace spirituality promotes several psychological, emotional, 

and human spiritual processes joining organizational members and groups (Shibani et al., 

2018). There is a growing concern in the research community about resolving individual 

equity in all stakeholders' work cultures (Daniel, 2015). There is tension, confusion, and 
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heartfelt anxiety among many in the work community (Long & Driscoll, 2015). The 

academic community and organizations of all sizes seek to bring about occupational 

resolve (Dwivedi et al., 2015). The exploration of current and prior corporate models and 

processes gauged the social issues and the needs of those deprived. Corporate models are 

evident in the research on corporate social responsibility (CSR) (Pavlovich & Corner, 

2014), the servant leadership model (Udani & Lorenzo-Molo, 2014a), follower first 

(Ricketson, 2009), and the leader-member exchange model (Rahman et al., 2015). A 

shared community with shared values is in high demand (Isabel et al., 2014).  

 Understanding workplace spirituality’s importance and shared community value 

are essential to understand human beings' nature (Majeed et al., 2018). One prominent 

theory is that people act as information carriers to transform that information into a 

reality in a conceptual portrayal of human behavior (Chawla, 2014; Fay, 2007; 

Sorakraikitikul & Siengthai, 2014). Spirituality in workers stimulates creativity and 

development within the work environment, leading to a shift in individual behavior 

(Afsar & Badir, 2017; Daniel & Chatelain-Jardon, 2015).  

 Pavlovich and Corner (2014) studied entrepreneurship and shared value creation. 

They found that spiritual practices make the conscious element noticeable, inspiring, and 

empowering the relegated and deprived members of a shared community. Spirituality 

becomes a motivating factor for value creation. The individual moves into a state of 

consciousness that fosters hope to empower the individual to take a level of ownership in 

corporate values (Pavlovich & Corner, 2014). Specific processes, like yoga, enhance the 

conscious experience and stimulate positive decision-making attributes. Spirituality limits 
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the human ego and increases the reality and shared values in the workplace (Pavlovich & 

Corner, 2014). 

Husserl (as cited in Fay, 2007) believed that human thought resembles a 

geometric prism. Perception transforms into mathematical symbols (Collins et al., 2013). 

As the light goes through the prism of glass, there is a transformation of the view that 

creates a rainbow effect (Collins et al., 2013). Similarly, as people receive and process 

information, there is a transformation of that data and response that contributes to a 

positive workplace culture. This workplace transformation is a critical response to 

managing organizational outcomes (Long & Driscoll, 2015). 

 Shared values affect an organization (Long & Driscoll, 2015; Sorakraikitikul & 

Siengthai, 2014). Everyone must agree on the mission and objectives of the organization. 

Dolan and Altman (2012) presented a tri-axial model of value: economic-pragmatic 

value, ethical-social values, and emotional developmental values. Economic-pragmatic 

values preserve and amalgamate a range of organizational sub-systems. These are the 

guiding values for managerial planning, quality assurance, and accounting. Ethical-social 

benefits stem from various belief systems. These values represent moral conduct 

standards in the work environment with others and relate to characteristics such as 

trustworthiness, integrity, admiration, and loyalty. Emotional-developmental values are 

motivating values. They are carnal, rational, impassive, and spiritual (Dolan & Altman, 

2012).  

Dolan and Altman (2012) asserted that these values are spiritual values essential 

to transforming organizational culture. Spirituality is an intrinsic part of individuals, and 



81 

 

people supply the workforce with several vital ingredients that affect organizational 

outcomes. Reactions to spirituality may spark negative connotations in the work 

environment (Chawla, 2014). The reactions to spirituality are is normal because people 

equate spirituality with religion or forced religious precepts (Holder et al., 2016). 

Spiritual experiences affect prosocial behavior associated with deity, humanity, and 

nature, influencing ethical standards.  

Workplace Spirituality and Benevolence 

Benevolence is the philosophical principle of goodness in society, along with the 

conviction that humanity is beholden in human terms to foster attitudes of charity and 

love for one another (Chawla, 2014; Pardasani et al., 2014). Benevolence is the 

individual connection with the tenets of spiritual teachings to do unto others as you would 

have them do unto you (Chawla, 2014). There is a proclivity to honor competent, 

sympathetic, compassionate, humane acts of charity in a shared society (Roussin, 2015).

 In a narrative study exploring Anatolian tigers, Karakas et al. (2015) researched 

the common good in the small business of Bereket is an Anatolian city. Karakas et al. 

examined compassion and benevolence within the organizational community. Four areas 

of concern emerged as reference points to understand benevolent leaders: (a) spirituality, 

(b) ethics, (c) optimism, and (d) collectivity. Compassionate leaders bring the collectivity 

to a level of sustainability and good health fostered through spiritual strength, moral 

compulsion, constructive commitment, and shared sensitivity (Roussin, 2015). The 

shared spiritual enlightenment enriches organizational morale and offers a sense of pride 

and belonging while encouraging mutual respect (Karakas et al., 2015). 
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Benevolent leaders work to initiate recognizable benefits that affect all 

employees, creating a common good (Suchuan, 2020). Leaders are positive change agents 

of the organizational structure who focus on sound decision-making, generating value, 

inspiring hope, and encouraging positive human interaction (Kokt & Palmer, 2019). Chan 

et al. (2013) found a positive relationship between authoritarian leaders and benevolent 

leaders by comparing the Janus-faced leadership style (i.e., control and authoritarianism) 

to the paternalistic leadership (i.e., benevolence). Most leaders' position is keen on one 

side and compassionate on the other (Joelle & Coelho, 2019). Paternalistic leaders shape 

people into potential leaders (McCormack et al., 2014). This style of leadership provides 

strength and compassion; the authoritarian leader only seeks control and power. Leaders 

foster self-esteem through benevolence and promote community involvement in the 

workplace (Charoensukmongkol et al., 2013). 

The fallout of spiritual culture is condensed to a simple life that promotes 

opulence, harmony, and the common good (Chawla, 2016). The realistic ideology of 

materialism entrenched in American culture is a norm in which sensitivities, divine 

existence, and the individual spirit are obscure (Chawla, 2014). This point of view existed 

throughout the 20th century, an era of economic and social advances (Walker, 2013). 

Summary and Conclusions 

In Chapter 2, I reviewed the theoretical and empirical literature on workplace 

spirituality. The concept of workplace spirituality is relevant to organizational 

development. Spirituality influences organizational behavior (Cetin et al., 2015) and 

constructive commitment (Majeed et al., 2018; Wulandari, 2014). Current literature 
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supports the general premise that people need to find value in what they do through job 

satisfaction in the work environment. This study was a starting point for further 

exploration to understand inner consciousness and spiritual awareness better to strengthen 

worker performance and learning. Chapter 1 comprised the problem, purpose of the 

study, significance, research question, and rationale for the study. The review of relevant 

literature built a strong foundation for workplace spirituality concepts and the need for 

further exploration and research of workplace spirituality. 

The moral compass of spirituality is not merely a religious order. The moral 

compass is a personal construct embedded in humanity's consciousness, both spiritual 

and non-religious. In this literature review, the implications of prior research studies 

show that there is a need to support SD through individual experiences (Gupta et al., 

2014; Pawar, 2014). This research was to address a gap in the literature involving 

workplace spirituality and human value within this university in Southeastern Georgia 

work environment through lived experiences, facilitating improved administrative worker 

performance and staff development learning for the university workers and management.   

Chapter 3 contains the research method, design, and rationale used to conduct this 

research. The role of the research is discussed along with the methodology specific to 

participant selection logic, instrumentation, cognizant approval, procedures for 

recruitment, participation, and data collection, and data analysis plan. Chapter 3 also 

comprises issues of trustworthiness in credibility, transferability, dependability, 

confirmability, and ethical procedures. The summary discussion concludes Chapter 3.  
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Chapter 3: Research Method 

The purpose of this qualitative transcendental phenomenological study was to 

identify and report the lived experiences of university administrative employees 

regarding workplace spirituality in Southeastern Georgia. This investigation regarding 

workplace spirituality and awareness may contribute to an understanding of the effects of 

workplace spirituality. Phenomenological research grounded in philosophy has 

sociological, epistemological, and methodological connotations. Phenomenological 

research also is an approach that involves exploring a single or a small number of social 

people, objects, or situations where data is gathered through several sources to cultivate a 

holistic explanation through iterative research (Cunningham et al., 2017).  

This study was conducted to address the specific management problem being the 

lack of knowledge about workplace spirituality's influence on the lived experiences of 

university administrative employees who were unsatisfied, depersonalized, and devalued 

at a university located in Southeastern Georgia. Spiritualizing the workforce strengthens 

employees’ commitment (Mahakud & Gangai, 2015). Spiritual consciousness, human 

awareness, attitudes, and behaviors expressed in this study by university workers 

influenced the way workers communicated and performed their jobs. The change in 

employee behaviors and attitudes toward their responsibilities ultimately improved their 

on-the-job performance and learning.  

 Chapter 3 contains the research method, design, and rationale used to conduct 

this research. The role of the research is discussed along with the methodology specific to 

participant selection logic, instrumentation, cognizant approval, procedures for 
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recruitment, participation, and data collection, and data analysis plan. Chapter 3 also 

comprises issues of trustworthiness in credibility, transferability, dependability, 

confirmability, and ethical procedures. The summary discussion concludes Chapter 3.  

Research Design and Rationale 

An investigation into whether spiritualizing within a university in Southeastern 

Georgia revitalizes the university administrative workers leads to increased employee 

retention and aligned values such as trust, loyalty, peace, and love. This research was 

conducted in a university located in Southeastern Georgia. The university management 

provided space to show all interviews. Data were accessed from emerging themes 

according to individual interviewees. 

Furthermore, a qualitative transcendental phenomenological study design was 

used to identify, and chronicle participants lived human experiences. This study included 

20 participants from a university in Southeastern Georgia. These 20 participants represent 

30% of the staff members at the facility. This institution employs 39 full-time faculties 

and staff and 21 part-time employees. When no new themes emerged, a point of data 

saturation was reached.  

A larger sample may not increase or add value to data (Patton, 2002). There was 

no need for a frequency scale. This qualitative inquiry included face-to-face interviews to 

capture expressions of causality and participant’s lived experiences. A set of open-ended 

questions was used to investigate workplace spirituality in participant’s lived experiences 

and perceived values. 
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Role of the Researcher 

In this qualitative transcendental phenomenological study, my role was to identify 

and report findings based on how workplace spirituality can bring change and added 

value to relationship building within the university environment. Workplace spirituality 

can have changing effects on individual workers, management, and internal and external 

stakeholders. These changing effects involved interviewing participants to understand 

how workplace spirituality influences lived experiences of the participants.   

I was the research instrument and identified and reported participant’s lived 

experiences. Data were collected in this study involved connections between workplace 

spirituality and positive spiritual human consciousness. This collected data was viewed 

from the context of the reciprocity theory. Face-to-face semi-structured interviews were 

conducted with administrative employees within this university in Southeastern Georgia. 

The interviews allowed participants to share in-depth information regarding their lived 

experiences relevant to workplace spirituality. Information gathered from this qualitative 

transcendental phenomenological study was used to identify strategies that could advance 

strategic organizational change ideas.   

RQ: What are the lived experiences of university administrative employees 

regarding workplace spirituality in Southeastern Georgia? 

Methodology 

 The quantitative approach was not suitable for analysis since the research 

question was meant to identify human experiences regarding workplace spirituality. This 

research involved worker’s experiences regarding workplace spiritual awareness and how 
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it influences their workforce. However, in qualitative research, the researcher has an 

opportunity to gain detailed descriptions of lived experiences. The interpretive research 

goal was to comprehend human meaning, the individual, their life, and do so in a 

naturalistic setting (Sloan & Bowe, 2014). The research was conducted in an environment 

where the participants work. The collected research data was transcribed to preserve the 

participant’s experiences meticulously (Poduval et al., 2015). Qualitative researchers 

profoundly immerse themselves within the perception of the other (Poduval et al., 2015). 

Hidden perceptions of human CA and workplace spirituality's role in the organizational 

structure were uncovered from participants in this research study. I employed a 

qualitative transcendental phenomenological study to gain that understanding. The 

strategy permitted me as a researcher to explore human perceptions and practices.  

Participant Selection Logic 

Phenomenology was the choice of this investigation; it was a qualitative 

investigation grounded in philosophy, sociological customs, and behavioral patterns that 

promote organizational values and climate (Zwier et al., 2016). Phenomenological 

researchers gather values, principles, awareness, and thoughts flowing from subjective 

human experiences and interpretations (Priya, 2017). As a researcher, I employed the 

qualitative transcendental phenomenological research design to understand others' inward 

conscious experiences (Moran, 2000). In this research approach, I noted that there had 

been some enunciation of the subject of qualitative inquiry and its effects on the social 

science community (Sloan & Bowe, 2014).  
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Building on Moustakas (1994) and Husserl (1999) on transcendental 

phenomenology, I exhaustively explored the individualized human experience. This 

meticulous investigation culminated in the comprehension of spiritual cognition by the 

enlightenment of emerging ideas that built the conceptual framework. Moustakas (1994) 

specified that applying transcendental phenomenology provides strength and credibility 

to the research findings. As a research design, phenomenology was a philosophical 

methodology that merged the individual and group experiences (Chawla, 2014). The 

phenomenological position was to uncover and amplify the knowledge gained from direct 

human experiences (Sloan & Bowe, 2014). One supposition to this inquiry course was 

that individual or group experiences are perceptions connected by experiences (Ziakas & 

Boukas, 2014). 

Organizational theories have developed over the years centered on administrative 

workers' physical, emotional, and philosophical well-being (Long & Driscoll, 2015). 

With the advancement of innovation and corporate competitiveness comes the 

recognition that employees no longer seem to leave their mental processes outside of 

their work environment (Gatling et al., 2016). Employees are now becoming experts 

within the work culture, possibly possessing creative knowledge for organizational 

advancement more than many prior leaders had assumed (Gatling et al., 2016). 

Expressions of spirituality manifest in conscious awareness of self because of the 

spiritual values such as conviction, honesty, guidance, moral principles, and information 

exchange (Long & Driscoll, 2015). 
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   Workplace spirituality in the 21st century may improve performance outcomes and 

hinder corporate success barriers (Bordbar & Martin, 2013). As an inner reflection of the 

desired state of being and the province of discovery, workplace spirituality influences 

work performance (Shah & Sachdev, 2014). The specific management problem was the 

lack of knowledge about workplace spirituality's influence on the lived experiences of 

university administrative employees who were unsatisfied, depersonalized, and devalued 

at a university located in Southeastern Georgia. Organizing a research study necessitated 

the determination of the proper approach to research and design. This present research 

study's qualitative transcendental phenomenological method was designed to capture and 

document the study’s participant’s lived experiences.  

A qualitative methodology to research captured the lived experiences with the 

idea of broadening human understanding to communicate comprehensive descriptions of 

those experiences (VanScoy & Evenstad, 2015). The data collected through this 

qualitative methodology contains some form of a descriptive narrative, be it verbal or 

written, and the reactions of the participant’s collective lived experiences (Mohajan, 

2018). A qualitative research approach was suitable for this present study because it 

supported the personal investigation into how the study's phenomenon occurred. The 

analysis explicitly provided an understanding about influences of workplace spirituality 

and job satisfaction, on the study participants, during everyday work activities.  

Past researchers explored workplace spirituality about business ethics (Ayoun et 

al., 2015), the relationship between individual spirituality, organizational commitment, 

and individual innovative behavior (Daniel & Chatelain-Jardon, 2015), and employee 
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engagement to enhance job satisfaction and performance (Devendhiran & Wesley, 2017). 

This qualitative transcendental phenomenological study aimed to identify and report the 

lived experiences of university administrative employees on workplace spirituality in 

Southeastern Georgia. Designed to uncover a radically new intellectual understanding of 

workplace spirituality from human experience. Using this qualitative transcendental 

phenomenological approach, identifying and reported participant’s individualized lived 

experiences presented a holistic view of validity and generalizability, a more robust and 

thorough system to informational fact-finding and analyses (Khan, 2014). This qualitative 

methodology allowed the researcher to investigate spirituality's values as a human 

phenomenon.  

From its origin, qualitative research methods are conducted to explore the 

everyday phenomenon exhaustively within the lived environmental context (Ridder, 

2017). Qualitative research methods are also categorized as the thought process that 

reconstructs authentic associations to human experiences (Ziakas & Boukas, 2014). 

Through qualitative inquiry, it was possible to learn through the interview process and 

understand the subjective lived experiences, individual perceptions, and the rational 

analysis of those perceptions. The qualitative inquiry made it possible to know how the 

unique thought process affects feelings, emotions, and meaning translated into 

relationships (Budd & Velasquez, 2014). 

 The exchange of ideas and channels of communication through this research 

inquiry provided an opportunity for information flow and reflections into an increased 

understanding of workplace spirituality, thus expanding the knowledge in the direction of 
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this inquiry. Thoughts are a learning tool and means for overcoming the deviation 

between theory and practice (Lien et al., 2014). This approach required no categorization 

or claims of behavioral attributes because its primary function was to explain human 

lived experience while evoking the nature of human existence (Finlay, 2011). Maxwell 

(2013) pointed out that the interviewee and the interviewer may produce an unavoidable 

influence on one another. Qualitative work was not reproductive work; the qualitative 

work was a constant construction and reconstruction of research (Maxwell, 2013).  

Transcendental phenomenology entails understanding the spirit and principles of 

the lived human experience (Husserl, 1999). Findings from this research were translated 

through self-knowledge and construct the meaning of the phenomenon experienced 

(Sandberg, 2005). To ensure that beneficial information was received, participants 

elaborated in detail about their lived experiences. Clarification of questions included 

additional responses that were needed for the participant’s understanding. Participants 

were free to express themselves during this study in a non-threatening environment.  

Instrumentation 

Qualitative research sampling centers on comprehending the human thought 

process (Ziakas & Boukas, 2014). For this study, an overview of the study was provided 

to participants on the research subject matter during the selection process. All individuals 

employed at the institution who are over 18 could have taken part in the study. 

Participants were informed of their rights and provided a consent form as an agreement to 

participate in the study. This research included 20 participants. The university staff 

consists of 69 workers, and 20 participants provided a robust sample of this population. 
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The sampling size in a phenomenological study may be as small as 20 in some 

homogeneous studies (Sandelowski, 2007). Qualitative research sampling is without 

guidelines; it is often just a justification for saturation (Marshall et al., 2013). The 

university's staff represents various workers with diverse backgrounds, beliefs, ages, and 

varying education levels. Therefore, it is generalized that faith (i.e., religion) is either a 

significant contributor to inner spirituality or a non-contributor for those who hold no 

formal religious beliefs (Ayoun et al., 2015). Religion may or may not influence an 

individual’s spirituality; it is only a contributing factor to those who hold religious beliefs 

(Good & Willoughby, 2014). Not all people subscribe to a form of religious belief, yet all 

have a measure of spirituality (Osman-Gani et al., 2013). A convenience sampling 

selection will provide a good mixture of representation for this research.  

The first step in the research process was to draft a written letter to the university 

president seeking university approval to conduct the study at the desired university and 

receive Institutional Review Board (IRB) approval. Upon acceptance and obtained 

electronic confirmation consent from all willing participants and sent a pre-approved 

questionnaire, there was no balance of male to female or a balanced level age group 

because this was a convenience sampling. The questionnaire allowed the researcher to 

measure the participant’s interest in response to the phenomenon. Yet, it was not a focal 

point for the study. A worker’s position was not, in any way, a factor for participating in 

the study. Nevertheless, spirituality is multidimensional and may be a beneficial factor in 

providing developmental values toward the organizational mission (Gupta et al., 2014). 

These developmental and reflective values are individual values aligned with the 
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organization's overall objective, values such as knowledge sharing and commitment. 

Taking a non-balanced approach to the sampling selection in this study enabled me to 

present a strong case from all organization areas.  

The interview questionnaire (see Appendix A) was sent electronically to all 

university administrative employees. Participants were selected from the returned 

questionnaire on a first-in, first-used basis. Contact was then made to each participant via 

telecommunication to set up a time for the actual interview process. The initial 

questionnaire and consent form provided background information on the investigation, its 

purpose, and the researcher’s disclosure declaration. The disclosure's statement assured 

the participants that participation in the study is confidential and ensure that the 

participant comprehends all potential risks and benefits associated with their 

participation. The participant’s involvement in this study has no more risk than what they 

usually engage in during ordinary living. For the participant, there were no short- or long-

term benefits for participating in this study. The overarching benefits of participation are 

that they help businesses and colleagues understand what impact workplace spirituality 

plays in strengthening the organizational structure to build value and commitment. 

Participation was voluntary, and participants could have withdrawn from the study at any 

time they so desire. Participation or withdrawal from the study had no adverse 

consequences. Participants could refuse any question they were uncomfortable with or 

that they deem disturbing or distressing. 

Furthermore, there was a reiteration of the voluntary nature of participation and 

the liberty participants possess to withdraw from the study at any time they so desire. 



94 

 

Potential participants were informed of the time commitment and the method of data 

collection. Participants were sent an initial contact via email (see Appendix B). The first 

20 participants who agreed to be a part of the study made up the sample. There was no 

lack of response; the response was slow in commitment to time. Participant selection was 

based on convenience sampling, and participants were accepted accept upon receipt until 

20 have agreed to participate. All others who volunteered were notified via email after all 

interviews were conducted to say thanks for considering taking part in this research 

project. Also, letting them know that the project concluded, and no other subjects were 

needed. 

 No continuation to solicit more university employees' participation was needed 

because of the university administrative worker’s willingness to participate in this study. 

In terms of collecting data, all responses are kept secure for 5 years to protect 

participant’s confidentiality. Responses would have been discarded, and all documents 

surrendered or shredded if a participant had decided not to participate no longer. This 

process helps to ensure the credibility of the research collection process. If the data 

obtained does not supply rich enough information, the sampling size will increase to 

ensure the desired information saturation. Convenience sampling involves selecting 

available participants, which contrasts with a random sample (Gollu, 2017). Random 

sampling is a characteristic selection of 20 participants who offer a total population to 

generalize (Goritskii & Kazakov, 2013). The participant pool varies in official positions 

of the university system and is not limited to the educational staff. For this research, all 

workers may elect to participate. The interview questionnaire served as a means of 
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identifying members of the targeted willing to participate. I sought open dialogue with 

participants, analyze all data, and document all findings.  

Cognizant Approval 

 Walden University IRB approval (# 02-14-20-0284589) was received before any 

engagement occurred in this study. After IRB approval, emails were sent to potential 

participants to solicit their participation in the study. After initial contact and 

questionnaire completion, the consent form was provided and set a time to meet the 

participants to give a detailed account of the research and disclose any risks involved. 

Meeting the participants provided an opportunity to help them be at ease and ask any 

questions that may concern them. This person-to-person interaction may also be a good 

time for disclosing the pre-questionnaire so that the participants will have a general idea 

of the study. The person-to-person interaction was also an opportunity to share the 

potential benefits of the findings and explain the need for this investigation. 

Procedures for Recruitment, Participation, and Data Collection 

The targeted population for this study was employees at a university located in 

Southeastern Georgia. This institution of higher learning has a diverse population. The 

participant sample varied in ethnicity, gender, age (all 18 years of age or older), 

occupation, and spiritual and religious beliefs. There was no set age range of the 

participants; ages varied, as did ethnicity because the institution employs a staff of 

diverse nationalities. The institution expressed a desire to shift from a Christian structure 

to a more secular design to secure higher accreditation. This transition would incorporate 

non-faith-based individuals in a work environment with faith-based workers. This 
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institution is a non-profit institution of higher learning that offers Christian-centered and 

secular courses to meet a global society's holistic needs. Interviews were conducted by 

telecommunication virtually through Zoom due to the COVID-19 pandemic worldwide.  

In qualitative methodology, there are three approaches to fact-finding: (a) 

participatory observation, (b) documentary analysis, and (c) exhaustive interview process. 

The participatory observation was when the researcher entered the virtual environment to 

observe the participant's behavior and actions and records the findings. The documentary 

analysis involves gathering research data, and the exhaustive interview process is a more 

subjective measure of gaining oral descriptive information about a phenomenon (Conrad 

& Tucker, 2019). In this study, data collection involved collecting data from electronic 

questionnaires and recorded data from oral interviews with selected participants. The 

interview process was the instrument for data collection in this research study. The 

purpose of the interview questionnaire was to gather an appropriate response to this data 

extraction. All questions were open-ended. In a population like that of the university, the 

questionnaire narrowed the sampling pool. In this qualitative transcendental 

phenomenological study, the interview was the instrument for data collection.  

The purpose of the interview process was to immerse the interviewer in the 

interviewee's world to gain the participant’s lived experience about the phenomenon in 

this study. Participants were contacted by mail and followed up by telecommunication 

and email to secure an appropriate time for the face-to-face interviews. After the initial 

acceptance, participants completed a written consent form through an automated response 

(see Appendix C), which I printed and filed in a secure location. Personal biases had no 
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bearing on the collection, analysis, or interpretation of collecting data. I endeavored to 

ensure there were no biases and adhered to an interview protocol (see Appendix C), only 

analyze participant data as given and interpret the findings as stated by the participants.  

The interview process lasted approximately 1 hour in duration for each 

participant. All participant’s information remained confidential. Coded numbers for 

confidentiality purposes are used as identifiers. Zoom video conference interviews; 

telephone interviews took place as a follow-up measure to fortify the collected data. The 

interviewer got the approval of each participant before taking notes. All transcribed and 

recorded data were sent within 7 days of the interview process,  some manual coding of 

data, and analyzed it using the NVivo software system. All data from the interview 

process was distinguished by digital recording, chronicled by me into digital folders with 

encryption, and is kept on the digital storage device with password safeguard and held for 

5 years. After 5 years, I will destroy all the digital data collected for this study. 

  The interview process consisted of using a pre-written script to ensure each 

participant received the same probing questions, and participants could ask questions at 

the beginning and the end of the process to clarify any ambiguity or concerns. The 

interview process supported participants in sharing details of their lived experiences. 

Participants were asked eight carefully designed open-ended questions to aid in the data 

extraction process. The initial goal was to build rapport and set the participant at ease for 

the interviewing process.  

 The process of exhaustive qualitative interviewing was when the researcher could 

extract rich, high-quality data from individuals or small groups to gain their perspective 
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on a phenomenon. The interviewer in this process gathered more data than other 

conventional methods of data collection. The interviewing process was in a comfortable 

atmosphere for the participant. All participants answered the same questions; data 

saturation had no specific number for achieving. Saturation reached when no new themes 

emerged, and no further information was received from participants, and there is no new 

coding. Saturation was when the compilation of new data no longer provides additional 

data on the problem studied (Husserl, 1999). After all, interviews were completed and 

transcribed. The information received was checked based on coding to see at what point 

the data was repeating itself, and no new ideas emerge. Though, Saunders et al. (2018) 

generalized that there is no standard test to prove saturation; saturation cannot be 

established in most cases because there is always the potential to discover new 

information. In the data collection and analysis process, the interviews are arranged to 

explore emerging ideas, classifications, analyze connections of themes, categories, and 

pursue an explanation for information that does not fit the emerging patterns related to 

the exploration's focus.  

Data Analysis Plan 

In the analysis process of this qualitative transcendental phenomenological study, 

the researcher used a developmental approach that permitted the natural flow of 

information to inform the research (Foster, 2016; Husserl, 1999). The data collected was 

transcribed after collecting data through face-to-face interviews. This verbatim 

transcription was considered the raw data for analysis. A copy of this transcription was 

emailed to participants to verify and approve content. Using the modified van Kaam 



99 

 

(1966) model, I developed a list of emerging themes to begin preliminary coding and 

grouping relevant articles (Moustakas, 1994). In phenomenology research, it is essential 

to explicitly investigate the phenomenon to understand the face-to-face interview process 

(Foster, 2016). The second step was to decrease or disregard irrelevant information. In 

phase three, an approach to thematized the constant data and cluster core themes was 

made. Stage four was the final identification of invariant constituents and articles relevant 

to the phenomenon (Guaralda et al., 2019). 

 Hand coding in step five enabled me to organize and develop textual descriptions 

and themes that emerge for analyzing the data (Guaralda et al., 2019; Moustakas, 1994). 

After transcribing interview data, step six was crafting a synthesis of textural narratives 

outlining themes and expressions from the participants (Guaralda et al., 2019): it was 

necessary to double-check before assigning all codes, to see that there are no similar 

codes in the pre-coding process to avoid any redundancy. The last step in this process 

was to build a literal fundamental narrative with clarification to describe the lived 

experience comparison (Moustakas, 1994). The clarification was also where data 

triangulation was considered to gain multiple perspectives in understanding and 

analyzing the data from several vantage points, the interview, documents, and 

observations. Using a triangulation approach provided the researcher with measures to 

enrich data analysis reliability for this qualitative transcendental phenomenological study 

(Husserl, 1999; van Kaam, 1966). 
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Issues of Trustworthiness 

 The research findings' authentication involved attempts to safeguard 

trustworthiness, creditability, reliability, and validity (Khan, 2014). Validity and 

reliability of data are significant concerns for researchers (Maxwell, 2013). The ability to 

rely on collecting information is of great concern in the professional and academic 

community due to the scope of the researcher’s practice of intervening in the experiences 

of participant’s lives (Merriam, 2014). The researcher’s responsibility in this study was to 

obtain authentic participant experiences through the informal interview process.  

Credibility 

Credibility in this research study included the truthfulness of participant’s 

responses. This data provided a plethora of evidence regarding participant’s workplace 

spirituality and spiritual awareness. In this qualitative transcendental phenomenological 

study, I endeavored to describe the phenomenon and present a clear depiction of the 

participant's lived experience. In this research, generalization cannot and was not a factor; 

this process took place on an inductive platform. To ensure credibility (i.e., internal 

validity), all participants received a copy of the written transcript of the digital recording 

of the interview session. To do so, I used member checking to enhance the exactness and 

believability of participant responses. I then sent an email with the attached transcript to 

their email for their content review and approval. The participant was asked to thoroughly 

vet the transcripts to ensure that I had captured their responses. All participants were 

comfortable with transcription, and no changes were needed. The following process was 
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to endeavor credibility and then to present the participant's lived experiences as 

meticulous possible. I followed this process by analyzing the data a second time.   

Transferability 

Transferability or external validity was applying the study's outcome from one 

circumstance or setting to another (Gaus, 2017). Transferability makes it possible for this 

research's findings to be generalizable for other researchers' evaluation and interpretation 

of circumstances and conditions. Transferability in this research applies to the research 

reader; there were no general assertions, only an ample opportunity for the reader to 

associate the study and their lived experiences. The results of this research were actual 

lived experiences. 

Dependability 

Merriam (2014) specified that dependability for qualitative exploration requires 

being moral and ethical, conducting a comprehensive yet rigorous investigation. The 

trustworthiness was gauged through an analysis appraisal that examined the development 

and artifact of the regularity research. Dependability was influential in this qualitative 

transcendental phenomenological study for the researcher to document all the case 

procedures, carefully noting every step of the phenomenon as possible. Dependability 

required an emotional, well-defined awareness and deduction of the researcher and 

receiving the audience. I adhered to the application of validity and reliability from an 

interpretive, non-positivist viewpoint was important. Though, there are similarities 

between reliability and validity in qualitative research. An explanation of qualitative 

research's reality could be adequate for establishing reliability because there is no validity 
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in the absence of reliability. There was a systematic approach to research for establishing 

facts and conclusions. This systematic approach was incumbent on researchers to be 

accurate by using triangulation and audit trails in the research process. Dependability 

relies solely on the precision and correctness of the study (Street & Ward, 2012). 

The triangulation technique was used to cultivate the validity and reliability of 

research and estimate data collected conclusions. Triangulation consisted of collecting 

data through several lenses, such as the one-on-one interview, recorded documents, and 

field observations. In this research, it would be feasible to interpret and not take a 

positivist view that would represent an alternative interpretation of the participant’s 

awareness of workplace spirituality (Kirk & Miller, 1986; Street & Ward, 2012). A 

dataset comes from each participant who might not have the same lived experience or 

understanding of the question. Responses were reviewed multiple times for in-depth 

knowledge of the collected data.    

Confirmability 

The outcome and confirmability of this study rest in the findings from the 

appropriately composed aligned data. The supporting confirmation of this configuration 

was supported by the subject’s responses to each of the probing questions with careful 

consideration to the conclusion of the participant’s responses and point of view on the 

influence of spiritualizing the workplace through workplace spirituality. All findings 

were based on data collected. 
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Ethical Procedures 

 To ensure participant’s rights in this study, I followed current guidelines from the 

Walden University IRB. The objective was to maintain the participant’s confidentiality in 

this research. Additionally, to ensure that all information in this study supports the 

highest confidentiality level. All written and audio data stored in a safe, secure location. 

All data are in files with password protection to make sure no one has access except me. 

The secured data is stored on a flash drive or external hard drive. Audio taping of 

interviews captured all oral data for later transcription. A copy of this transcription was 

emailed to participants to verify and approve content. The recordings are in a secure 

location under lock and key to prevent access by any outside source. Information was 

coded and labeled data for use in the analysis and conclusion of the dissertation process. 

Copies of the printed transcripts were only available to the individual participants for 

approval and confirmation purposes. All written, transcribed, and audio material relating 

to this study will remain on file for 5 years to protect participant’s confidentiality.  

Summary 

In Chapter 3, I described the research method, design, and rationale used to 

conduct this research. The role of the research was discussed along with the methodology 

specific to participant selection logic, instrumentation, cognizant approval, procedures for 

recruitment, participation, and data collection, and data analysis plan. Chapter 3 also 

comprised issues of trustworthiness in credibility, transferability, dependability, 

confirmability, and ethical procedures. The summary discussion concluded Chapter 3.  
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Chapter 4 consists of the research setting, demographics, data collection, data 

analysis, and study results. Chapter 4 also comprises evidence of trustworthiness in 

credibility, transferability, dependability, and confirmability. The summary discussion 

concludes Chapter 4.  
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Chapter 4: Results 

The purpose of this qualitative transcendental phenomenological study was to 

identify and report the lived experiences of university administrative employees 

regarding workplace spirituality in Southeastern Georgia. The phenomenological 

research design was essential to answer the research question for describing university 

administrative employee’s lived experiences regarding workplace spirituality in 

Southeastern Georgia. Walden University IRB approval was granted to collect data. 

Invitation and consent forms were electronically sent to all university administrative 

faculty (see Appendices B and C). Participants contacted me by responding via personal 

email using the words, “I Consent.” Participants were sent a questionnaire (see Appendix 

A) to complete, comprised of 18 questions designed to gain insight into university 

administrative worker’s workplace spirituality perspectives. A total of 20 participants 

responded and were approved by the Walden University IRB to communicate via email 

due to the COVID-19 pandemic.  

Chapter 4 consists of the research setting, demographics, data collection, data 

analysis, and study results. Chapter 4 also comprises evidence of trustworthiness in 

credibility, transferability, dependability, and confirmability. The summary discussion 

concludes Chapter 4.  

Research Setting 

Due to the current worldwide COVID-19 pandemic, interviews were conducted 

using Zoom. Because I could not conduct in-person interviews, my objective in using this 

platform was to help calm each participant. They expressed their lived experiences and 
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believed spirituality played a part in impacting their lives. I indicated all participants must 

contact university administrative workers and be at least 18 years old to participate in this 

study in my initial email. All participants agreed on the scheduled time, date, and method 

of the interview process. I kept a digital folder for each participant using precoding. I 

referred to participants by pseudonyms (P-1, P-2, P-3, etc.) associated with individual 

contact names and information to safeguard participant’s confidentiality. I then set up 1-

hour long Zoom meetings based on the participant’s availability. A welcome and thank 

you message for participating in the study came next. I informed participants (Appendix 

D) that all eight interview questions were open-ended. Each participant was encouraged 

to share their experiences regarding the phenomenon being studied. Each participant 

responded from a quiet location in their homes. The 20 interviews took 72 days to 

complete. Each interview took an average of 50 minutes, the shortest being 37 minutes. 

Within 7 days, member-checking began; each participant was sent a transcribed copy of 

his or her recorded interview to confirm content accuracy. This study's interview 

questionnaire (see Appendix D) has open-ended questions all 20 participants answered.  

Demographics 

The lived experiences of 20 university administrative employees in Southeastern 

Georgia were explored to gain insight into workplace spirituality’s impact according to 

participant’s lived experiences in their work environment at a university in Southeastern 

Georgia. Data collected for this study included personal work history, socioeconomic 

status, work setting, and spiritual foundation. Background demographic information (see 

Table 1) was used to help gain a richer awareness of each participant, except that data 
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would enhance the study. This study consisted of 12 female and eight male participants.  

13 participants were of medium income, two were of high/medium income, and five were 

low/medium. Of the 20 participants represented, 12 were instructors, and eight were the 

administrative staff. 

Data Collection 

Data collection was conducted using eight semi-structured interview questions. 

Participants were over 18 and university administrative employees. Participants in this 

study were administrative employees working in a university in Southeastern Georgia. I 

contacted the Director of Faculty and Curriculum Development in person at the 

university to seek permission to conduct the study; during the meeting, I gave this 

individual a letter of cooperation to be signed. I received an email 7 days later to pick up 

the approved and signed a letter of cooperation. Recruitment began with posting letters of 

invitation via university email (see Appendix B) and consent forms. The interested 

participants who responded contacted me via email. Upon receiving confirmation of 

consent, I began organizing interviews. Some participants returned the consent form 

immediately. Several responded slowly due to the impact of COVID-19 on their work 

environment. No participant decided to withdraw from the study, nor did anyone have 

any physical, mental, or emotional stress due to expressing their lived experiences. 

During the interview process, the same open-ended interview questions were asked 

without deviating from the topic. Participants were allowed to ask questions at the 

beginning and end of the process to clarify any concerns. Interviews aimed to answer the 

following research question: 
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RQ: What are university administrative employees’ lived experiences regarding 

workplace spirituality in Southeastern Georgia?  

The following eight interview questions were used: 

1. What is your foundational basis for your individualized spirituality, and can this 

basis be linked to your lived experience and background? 

2. Workplace spirituality is about the meaningfulness of an individual’s life, the 

connectedness of inner personality, and the connection one may have with a 

higher power. In listening to this statement, what are your lived experiences with 

workplace spirituality in the workforce, and how are these experiences connected 

to your principles of life? 

3. Explain any notable changes or experiences that you can associate workplace 

spirituality as being the contributing factor in your job; what were the results? 

4. Considering your spirituality's foundation, how do you express your spirituality in 

the shared community of work? What effects does it have on management and 

your co-workers? 

5. From a spiritual standpoint, are there any influences that hinder or help in your 

ability to vocalize your spirituality in the workplace?  

6. How do you articulate your spirituality throughout the work culture to build a 

collective sense of purpose in the workplace? 

7. What are some positive social gains from a spiritualized work environment where 

all stakeholders can be affected and obtain benefits? 
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8. How do you identify your core values as an employee? Do you perceive these 

values are positively addressed throughout your work experiences? 

Data were collected via Zoom due to the worldwide COVID-19 pandemic. The 

data collection began on April 9, 2020, to July 16, 2020. The interview process stayed on 

the script, asking each participant the same questions to avoid bias or deviation from the 

study's purpose. A pocket-sized tape recorder was used to record the interview process to 

ensure accuracy and preserve transcription data. After conducting the interviews, I slowly 

began transcription while analyzing the data I collected to comprehend participant 

responses. The interview process took an average of 50 minutes, the shortest interview 

being 37 minutes. Within 7 days, member checking began; each participant was sent a 

transcribed copy of the recorded interview to confirm the content's accuracy. Each 

participant thoroughly answered each question. Data were categorized and coded based 

on responses to identify emerging themes. The transcription was analyzed carefully 

several times to ensure no theme was unnoticed. 

A convenience sampling was used for the recruitment of participants using 

responses from the email invitation. With COVID-19 influencing every business, 

collecting data was a slow process. Several participants had to reschedule due to conflicts 

in how they had to alter the way they conducted their work. Saturation was realized after 

I had achieved interviews with 20 participants and gain no new perceptions of lived their 

experiences. Upon completing the interview process, I secured all files and analytical 

notes on a flash drive, and this was used to expand the data set exploration for the study. 

All data set stored on a flash hard drive is secured in a locked box in my home office.  
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Collected data sets are password protected and can only be accessed by me. This 

protection ensures the prevention of loss, compromise, or corruption of data. A backup 

copy of the data sets is stored on my external hard drive and secured under lock and key.   

Data Analysis 

This study's data were obtained by an audio recording of zoom meetings with 

participants during the data collection process. This data was pre-coded with an assigned 

P number and transcribed to a paper form. The analyzed content was used together for 

probing the data set. The qualitative research approach is a method of establishing a 

construct. For this reason, intellectualizing becomes critical and conceivable through the 

perceptions of realizing themes describing the data. The experiences can be structured for 

understandable clarity due to emerging themes (Bastug et al., 2017). An interpretative 

approach was used to explain the data better. Data analysis entails reducing individual 

data points gathered by a researcher into a cohesive declaration concerning the research 

problem. Reducing the unique data points requires the researcher to classify and synopsis 

the data point poised. The data assembled from the interview process with participants 

were organized and cataloged using coding into 10 unique themes through hand-coding. 

These 10 themes revealed how these participants synopsized their lived experiences with 

the phenomenon of workplace spirituality.  

Considering the small sampling size, I chose to analyze the data sets to make 

meaning for interpretations manually. I employed a simplified version of van Kaam's 

(1966) seven-step research approach. I developed a list of the emerging themes to begin 

preliminary coding and grouping relevant themes (Moustakas, 1994). The seven steps of 
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data analysis identified by van Kaam (1966) are presented below. Here is a concise 

narrative of how I tried to accomplish each step in the analysis process. This seven-step 

analysis plan identified by van Kaam (1966) is presented below. To complete my 

analysis, I followed the following procedure: Using a phenomenology approach, it is 

critical for the researcher to explore the phenomenon to recognize the possible benefits of 

a face-to-face interview process (van Kaam, 1966). Step 1: I began by reviewing the 

collected data set of participant’s descriptive responses to the interview questions by 

carefully examining the transcripts. I underlined repetitive communication, phrases, and 

words from transcript to transcript (van Kaam, 1966). Step 2: I began to decrease or 

disregard irrelevant information (van Kaam, 1966). Step 3: I started thematizing the data 

and cluster core themes that were constant in the data collected in the thematizing 

process. I reduced themes to the data set's most shared themes by rereading the transcripts 

to isolate recognized themes' patterns and relationships. I then assembled these themes 

and categorized the themes through the process of hand-coding. All themes were 

structured and analytically recoded descriptively until I found no new emerging themes. 

Step 4: I identified the invariant constituents and themes relevant to the studied 

phenomenon (Guaralda et al., 2019). Step 5: I began hand-coding to organize and 

develop textual descriptions and themes that emerged from analyzing the data (Guaralda 

et al., 2019; Moustakas, 1994). Hand coding permitted me as the researcher to tag, 

compile, and organize raw data so that I was able to translate the data and establish 

significant comparisons from the emergent themes (Haselmayer & Jenny, 2017). After 

transcribing interview data, in Step 6, I began crafting a synthesis of textural narratives 
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outlining the themes and expressions from participant’s lived experiences (Guaralda et 

al., 2019). I double-check each transcript before assigning codes to ensure there were no 

similar codes in my pre-coding process to avoid redundancy. My last step in this process 

was to build a literal fundamental narrative with clarification to describe the lived 

experience comparison (Moustakas, 1994). The clarification was also where data 

triangulation was considered to gain multiple perspectives in understanding and 

analyzing the data from several vantage points, the interview, documents, and 

observations. Using a triangulation approach provided the researcher with measures to 

enrich data analysis reliability for this qualitative transcendental phenomenological study 

(Husserl, 1999; van Kaam, 1966). 

Evidence of Trustworthiness 

Credibility 

Credibility in this qualitative research occurred through accurate member 

checking of transcribed participant experiences disclosed during the interview process. 

The collected data provided an overabundance of confirmation concerning participant’s 

awareness of workplace spirituality and its impact on the work environment. This 

qualitative transcendental phenomenological study's objective was to identify and report 

a clear interpretation of the participant's lived experience relating to workplace 

spirituality. Generalization was not a factor; this processing platform was inductive. I 

employed member checking. A copy of the recorded interview was sent in transcript form 

to each participant via email to ensure creditability and obtain participant approval. I then 

sent an email with the attached transcript to their email for their content review and 
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approval. All interviewees were asked to carefully inspect the transcript content to ensure 

the accuracy of data collection. No participant found any areas for correction and thus 

approved content with no changes needed. The next objective was to reanalyze the data 

for interpretation.   

Transferability 

Transferability or external validity reflex the capacity for generalization of 

findings from the research study to one circumstance or another in a useable setting 

(Gaus, 2017). Transferability makes it possible for this research's results to be 

generalizable for other researcher’s evaluation and interpretation of circumstances and 

conditions. In this research, I endeavored to postulate an organized and comprehensive 

narrative of each participant’s responses when depicting emerging themes to offer 

researchers sufficient evidence concerning this study's scope and purpose. Transferability 

in this research applies to the research reader; there are no general assertions, only an 

ample opportunity for the reader to associate the study and their lived experiences.  

Dependability 

Merriam (2014) specified that qualitative exploration's dependability requires 

being moral and ethical, conducting a comprehensive yet rigorous investigation. Member 

checking of the raw collected data was transcribed to ensure the study's reliability; this 

transcription was sent to each participant for authenticity. Dependability was influential 

in this qualitative transcendental phenomenological study. I carefully documented all the 

interview procedures, noting every step and data collected regarding the phenomenon. 

Dependability required an emotional, well-defined awareness and deduction of the 
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researcher and receiving the audience. I replayed the audio recording many times to 

ensure I had captured all critical elements presented to participants. Dependability relies 

solely on the precision and correctness of the study (Street & Ward, 2012).  

Confirmability 

Confirmability ensures that the findings are solely based on participant’s lived 

experiences and not the researcher's biases. The outcome and confirmability of this study 

rest in the conclusions of the appropriately composed aligned data. Participants of this 

research were asked the same open-ended questions, and each participant was provided 

the opportunity to scrutinize the written transcript of the interview for approval. The 

supporting confirmation of this configuration was supported by the subject’s responses to 

each of the probing questions with careful consideration to the conclusion of the 

participant’s responses and point of view on the influence of spiritualizing the workplace. 

All findings were based on data collected. 

Study Results 

Sampling in this research was a small-scale university population. This sampling 

populist's uniqueness consisted of university workers of diverse gender, ethnic 

backgrounds, occupational histories, religious, non-religious, and spiritual affiliations. 

This study's identification was considered either male or female, with an age range of 18 

years or older, and who function as a university administrative employee in Southeastern 

Georgia. 

Sampling was made up of 20 highly diverse participants, eight males, and twelve 

females. The specifics of gender and age were not a requirement of this study. The only 
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conditions were that participants were above the age of 18 and were university 

administrative employees. The professional background and ethnicity are noted but have 

no bearing on research studies. These administrative employees possess diverse career 

skills and training from military, management careers, prior K-12 level school teaching, 

college professors, and biblical educators. All of them now work within the university 

setting. The ethnicity of the university culture ranges from Nigerian, Asians, African 

Americans to European-Americans. 

All participants met the study's criterion and freely volunteered; the guidelines for 

participation strictly followed. The standard required all participants to be above age 18 

and be employed as a university administrative employee in Southeastern Georgia. 

Questionnaire participants determined affirmation of specific background. Though no 

demographics were required as a criterion for this study, education, gender, ethnicity, and 

economic status have been noted from responses to questionnaires and research 

questions. Based on the questionnaire's demographic, Table 1 shows that 13 participants 

came from a medium-income level, two from a high medium, and five from a low, 

medium-income bracket. The participant make-up was 12 females to eight males. The 

inquiry also revealed participant’s organizational position; 12 were instructors and eight 

administrative staff members. 
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Table 1  

Subject Participant Background Data 

 

Participant  Background  Gender   Economic status 

________________________________________________________________________ 

9001.1  Administrative  F   medium 

9002.1  Educator   F   medium 

9003.1  Educator   F   medium 

9004.1  Educator   M   high/medium 

9005.1  Educator   M      low/medium 

9006.1  Educator   F   medium 

9007.1  Administrative  F   low/medium 

9008.1  Educator   F   low/medium 

9009.1  Administrative  F   medium 

9010.1  Administrative  F   medium 

9011.1  Educator   M   low/medium 

9012.1  Educator   M   high/medium 

9013.1  Administrator   M   medium 

9014.1  Administrator   F   medium 

9015.1  Educator   F   medium 

9016.1  Administrative  F   low/medium 

9017.1  Educator   M   medium 

9018.1  Educator   F   medium 

9019.1  Administrative  M    medium 

9020.1             Educator   M   medium 

The ethical make-up of the participant pool is presented in Figure 1. The ethnic 

makeup ratio was six White/European, two Asian, 10 African American, and two 

Nigerian. 
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Figure 1 

Participant Ethnic Makeup 
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Heritage and gender were noted for statistical purposes only; they had no other 

bearing in this study, as shown in Figure 2. Participants were asked whether they thought 

gender and heritage played a role in their growth and development. The gender and 

heritage scale shows the collected responses.  

Figure 2 
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The male participants show six believe gender is a crediting factor, five attribute 

successes to heritage, and three attributes to financial history. Foundational beliefs were a 

tone spoken of by each participant. Figure 3 indicates the participant’s individualized 
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foundational structure in the study, whether based on faith or non-religious beliefs. 

Participants were asked if a faith or belief system played a part in their daily experiences.  

Figure 3  
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This qualitative transcendental phenomenological study was impartially aligned 

with this study exploring workplace spirituality among university administrative 

employees in Southeastern Georgia. This qualitative approach was built on the 

fundamental concept of reality being a social paradigm, with multiple philosophical 

postulations (Prus et al., 2017). Phenomenology derives from the Greek verb meaning to 

show oneself (Husserl, 1999; Stahl, 2014). Phenomenology provided a varied approach to 

inquiry, data collection, analysis, and assessment while providing clarity for this social 

phenomenon (Stake, 2010). This qualitative inquiry infers that increasing human 

knowledge is possible when describing the individual's involvement regarding how 

personal experience is used (Meybodi et al., 2016). Chapter 4 comprises an analysis of 

the findings of this study. The section included conclusions resulting from seventeen 

administrative faculty workers from a university located in Southeastern Georgia. 
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This qualitative design made it possible to gain with much depth meticulous 

detailed the lived experiences. The milieu and distinction of post-investigative and 

systematic classifications did not restrict data collection that contributes to the extent of 

this qualitative inquiry (Patton, 2002). This study's compelling concern was worker’s 

experience regarding workplace spiritual awareness and how it influenced their work 

environment. In qualitative research, social skills are not always easily exposed to 

quantitative investigations (Khan, 2014). However, in qualitative research, the researcher 

has a more significant opportunity to gain detailed descriptions of lived experiences 

(Stake, 2010). Common characteristics of qualitative inquiry included (a) Interpretive – 

this seeks human perspective (b) Experiential – naturalistic approach (c) Situational – 

evaluating the uniqueness of value (d) Personality – dealing with social value and 

commitment, and (e) Well-triangulated – data collected to enable validation of 

information through the span of verification from multiple sources (Green et al., 2016; 

Stake, 2010; Waddock & Steckler, 2016). 

This interpretive research aims to comprehend human meaning, the individual, 

their life, and do so in the most specific possible setting (Sloan & Bowe, 2014). Due to 

the current worldwide pandemic known as COVID-19, all communication in this 

qualitative study transitioned to a face-to-face time through Zoom and email interaction 

as approved by the Walden University IRB. I transcribed the data to preserve the 

participant’s lived experiences in a meticulous fashion (Poduval et al., 2015). Hidden 

perceptions of human CA and workplace spirituality in the organizational structure were 

uncovered through this research. I conducted a qualitative transcendental 
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phenomenological study to gain that understanding. The strategy permitted me as a 

researcher to explore human perceptions and practices. Moustakas (1994) distinguished 

the research praxis that the narrative of a participant's lived experiences should be 

expounded by the researcher to describe the lived experience. Characterizing the story 

implies that the researcher can amplify meaning and themes that emerge from the 

depiction of human sensitivity and perception. 

In this study, data collection involved collecting information from electronic 

questionnaires and recorded data from oral interviews with selected participants. The 

response from inquiries included descriptive narratives of participant’s lived experiences. 

All questionnaires were sent and received via email communication. The questions were 

digitally stored and given code numbering from P-1 through P-20 coding numbers. 

Coding numbers are the unique identifier of the participant in this study. The data were 

recorded, transcribed, analyzed, and documented using manual and electronic methods. 

Chapter 4 has the synopsis of the data coding and analysis and presents multiple textural 

and structural narratives. The section includes a synthesis of the workplace spirituality 

phenomenon's meanings and essences and summarizes this study's inclusive findings. 

Upon reviewing the questionnaire, a hard copy was produced to highlight 

potential emerging themes for data analysis. In preparing for the data analysis process, 

hand-coding using index cards were used. In this study, the interview process was the 

instrument for data collection. The purpose of the questionnaire was to gather an 

appropriate response to this data extraction. All questions were open-ended. In a 

population like that of the university, the questionnaire narrowed the sampling pool. The 



121 

 

interview process's sole purpose was to immerse the interviewer in the interviewee's 

world to gain the participant’s experience's richness. I contacted all participants by email 

and followed up by telecommunication and email to secure an appropriate time for the 

interview process and method. After the initial acceptance, participants completed a 

written consent form through an automated response (see Appendix C), which I have 

printed and filed in a secure location. 

In this study, three of the participants suggested that office governance was a 

wedge between everyday faculty worker’s ability to express their spirituality within the 

work environment. Even in a Christian University in house, office politics can often be a 

barrier between individual connections, reciprocity, and shared culture. Furthermore, 17 

participants in this study argued that the political climate had helped to distinguish the 

possibility for actual growth potential. It is their spirituality that forms a barrier to any 

type of organizational predisposition or favoritism. The study posed eight well-crafted 

questions for interviewees. The first question gained data relating to spirituality's 

individualized structure, associated with cultural background and lived experiences. 

Seventeen university administrative workers were interviewed using a standard interview 

guide that included eight open-ended questions.  

Interview Question 1 

Interview Question 1 was: What is your foundational basis for your individualized 

spirituality, and can this basis be linked to your lived experience and background? In this 

study, workplace spirituality is defined as inner personal development. The theory of 

reciprocity is the framework used to understand the foundation of individual relationships 
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for the experience of interconnectiveness in this universal culture. Interview Question 1, 

as displayed in Table 2, shows participant’s responses and described the foundational 

basis, which includes themes such as Christianity, shared community, and other 

principles. The question sustained the law of workplace spirituality and individualized 

spirituality in individualized descriptors that vary from person to person by answering to 

research. Table 2 shows the shared principles of the participants in this study. 

Table 2 

Participant’s Foundational Basis for Workplace Spirituality 

Themes    Response of 20  

________________________________________________________________________  

Christianity       12     

Shared community         14     

Kindness       13     

Childhood training       5     

Family traditions      1     

Human value       12        

Life experiences      15                

Ethical principles      5     

Military discipline       2     

Affiliation (who you know)      8     

________________________________________________________________________ 

Participants were asked about their spirituality’s foundational basis and its link in 

their lived experiences and background, and these responses emerged. One response was 

that spirituality is connected to my soul and the higher power I call God; this allows me 

to explore the deeper meaning of life. This response was echoed by 11 other participants 

who based their spirituality on their religious foundation in Christianity. Two participants 

felt that their military structure of discipline provided the basis for work experience 

outcomes. Twelve of the participants agreed that spirituality was implied and not 
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expressed; in fact, nine of the 12 stated, "I don't have to tell people I'm a Christian; they 

see it with who I am." One respondent said, "spirituality is a walk of life for me; it is my 

guiding principle in which I live.” Another participant described spirituality in family 

traditions based on Baptist training union, Sunday school, and spiritual retreats. In 

contrast to these expressions was the comment from P-14, who called spirituality inner 

energy transmitted from an individual. 

 Fifteen of the participants suggested that prior life experiences also help develop 

their character and, in some ways, their beliefs. Both religion and non-religion was a 

noted contributing factor to communal engagement. Two participants defined their 

workplace spirituality from an ethical standpoint; one participant stated that principles are 

principles no matter who you are and what you believe. He said,  

We are morally bound to perform a duty when we accept the responsibility of 

doing a job and representing our employer with integrity. We should be taking on 

this mindset when we agree to work for someone. I am not sure that spirituality is 

what I would call it. 

Two participants echoed the sentiments that often in the workforce, it is about who you 

know and not what you know.  
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Table 3 

 Participant’s Narratives of Workplace Spirituality 

________________________________________________________________________ 

Narrative descriptions out of 20 participants   Responses  

 

Faith, kindness, shared community, beliefs    16   

Ethical work beliefs/discipline character    1   

Integrity without faith structure     2   

Discipline        1  

________________________________________________________________________ 

 

The results of Table 3 indicate that 16 out of 20 agree faith-based belief systems 

define their workplace spirituality. Another three out of 20 believe that moral standards 

and integrity define their inner connectedness, and one participant was guided by self-

discipline. These responses show that most participants relate their workplace spirituality 

to their belief system. There is a connection to a religious foundation, personal ideology, 

and human values in a shared environment. Based on the definition of workplace 

spirituality is the personal development of the inner man (Sorakraikitikul & Siengthai, 

2014). The participant’s responses suggested that a Christian’s background roots supply 

the character traits to fortify spiritual connections for shared experiences in the 

organizational setting. 

Interview Question 2 

In this study, mindfulness is considered, the non-assessment of inner experience, 

the observation of emotions and sensations, non-reflexive to personal encounter that 

permits the transference of feelings and thoughts (Adawiyah & Pramuka, 2017). Provided 

this statement, “Workplace spirituality is about the meaningfulness of an individual’s life, 
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the connectedness of inner personality, and the connection one may have with a higher 

power." Participants were asked, in listening to this statement, and provide an answer to 

their lived experiences with workplace spirituality in the workforce and how these 

experiences connected to your principles of life? Figure 4 themes related to the awareness 

and characteristics of participants in this study. Findings from this question indicate that 

participants experience connections to a supreme authority that connects them to 

worker’s shared community through their inner spirit. This connection to a higher power 

seems to be the overarching theme connecting individualized spirituality in the university 

workplace. Table 4 shows that 16 out of 20 respondents express a supreme power 

connection, with seven believing they live out their spiritual values in the workplace. 

Four respondents felt that ethical and moral standards stimulated mindfulness traits in 

their shared communications. Eight out of the 20 participants agreed that listening and 

caring with kindness was more important to them, while five stated that integrity in 

decision-making was the priority for them. Respect for another 10 was most important.  

Themes related to mindfulness associated with Interview Question 2 of the 

interview process show that 17 of 20 or 85% relate to their spiritual upbringing. The 

remaining results were seven participants. Thirty-five percent believed living honestly 

strengthens their spiritual values. Ethical and moral standards were the sentiments of four 

participants. While listening, caring, and kindness were addressed by eight of 20, 40% 

and another eight tied their spirituality to their inner personality. Integrity was mentioned 

by five or 25% of respondents, and finally, 10 out of 20, 50% said respect for others was 

a strong point in their spiritual foundation. 
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Figure 4  

Themes Related to Mindfulness 

 

 

 

 

 

Interview Question 3 

Participants were asked to explain any notable changes or experiences that they 

could associate workplace spirituality as being the contributing factor in their job, and 

what were the results? The exploration in this area involved understanding the term 

Spiritualizing the workplace, which was provided for participants. The definition given 

was the organizational spiritual engagement, divergent workplace behavior, spirit at 

work, shared meaningfulness, the respected spirit or essence of workers, and their inner 

life (Majeed et al., 2018). Data collected for this question were used to assess the 

participant’s intellect of spirituality and ascertain the subjective meaning while exploring 

possible influences of spirituality on workplace spirituality and job satisfaction. Table 4 

shows the themes emerging from Interview Question 3.  
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Table 4 

Theme Responses to Interview Question 3 

 

Theme No. of responses out of 20   

Spirituality provides purpose     11     

Validation of who you are     6     

The inspiration of faith     2     

The openness of mind      1     

Spiritual collaboration      2     

Inner connectedness of personalities    4     

Patience, tolerance, and understanding   3     

Being non-judgmental      1     

Listen more, talk less       3     

Mental discipline      4     

P-1 said, “workplace spirituality gives purpose and validates who you are, and it 

guides you in higher productivity.” P-2 was opposed to attributing spirituality to notable 

changes and experiences. This participant stated, "I cannot recall any notable changes or 

experiences in which I can associate spirituality as a contributing factor." P-8 responses 

depicted notable change was there is a different level of patience, tolerance, and 

understanding.  

Interview Question 4 

Participants were asked in considering the foundation of their spirituality, how do 

you express your spirituality in the shared community of work? Data collected indicated 

that vocalizing spirituality is not a common thread amongst participants, demonstrating 

spirituality through action and deed. P-9 stated that my workplace spirituality expression 

reflects, identifies with others, and is a good listener. P-1 said, "speak and live my truth, 

respect others and their values." Each participant statement contained an element of the 

overarching themes below. The emerging themes are shown in Table 5. One of the 
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common themes among participants was that giving and working in a supportive 

environment was a critical factor in expressing spiritual characteristics in a communal 

setting. Table 6 indicates participant expressions of solid values such as respect, equitable 

treatment, and trust. Value tied to their beliefs and a willingness to co-exist in a 

supportive environment. Shared value builds a firm socio-economic and ethical 

foundation for communal growth and organizational advancement in today's business 

community (Mandrysz, 2020). Shared value is established through loyalty and 

commitment, and it is a transaction of relationship building, clear expressed 

communication, and shared knowledge (Zhang et al., 2018). 

Table 5  

Expressing Spirituality in a Shared Community 

Shared Expressions    Identifying Characteristics 

Giving back and being supportive of             Trusting and paying it forward   

to those you work with is essential.  produces values for shared    

      engagement with workers.  

 

Subthemes: 

1. Strong representation of 

      your faith and with whom       

                you identify. 

            2. Equitable treatment.             Respect and dignity for others. 

 

Working with a team that values you. Empowering the worker to express their 

opinion freely. 

 

Acknowledgment of skill set.              Supporting the individual’s ability to 

                                                                        perform job functions and make decisions. 

__________________________________________________________________ 

P-8 stated that giving was all about being a good representative of Jesus. P-7 said, 

"At times, we feel that we are not worthy of the blessing bestowed on us. Therefore, we 
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get involved with organizations that give back to the community to pay it forward." This 

sentiment was echoed by 11 others who made reflections of God in their actions and 

brought about change in their work environment. Equitable treatment to include respect 

and dignity was the view of all participants regardless of spiritual connectedness. 

P-10 said, "My spirituality relates to the staff through my work ethics and how I 

treat people." P-1 said, "I speak and live my truth, respect others and their values, co-

workers appreciate a value-driven individual." P-15 stated, “I believe that in a shared 

community with strong structural values, there should be a recognition of who people are 

and some means for developing their spiritual breadth throughout the workplace." P-11 

said, "Many times, without spirituality, I would judge a person by what someone else 

thought of them. Spirituality in the workplace has helped me to listen more than talk.” 

The attribute of listening is a common theme addressed by participants. The view 

is that employers should acknowledge the individual worker and their ability to 

communicate and complete job functions without direct oversight effectively. Over half 

of the participants reflected this thought. P-3 stated, "I believe acknowledging a person's 

ability is a strong principle for growth, and it is important for us to co-exist." P-14 said, 

"In my work experience, people want their superiors to recognize what they have to offer 

and allow them to operate in that skill set." 

Interview Question 5 

 For Interview Question 5, participants were asked from a spiritual standpoint, are 

there any influences that hinder or help in your ability to vocalize your spirituality in the 
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workplace? The vocal scale in Figure 5 shows the hindrance and non-hindering nature of 

participants in this study. 

Figure 5  
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Three participants stated that they were nonvocal; therefore, there were no 

hindrances to their spiritual philosophies. The remaining 14 participants believed that 

their spirituality brought about positive change and that there were no barriers that 

negatively affected the work environment. P-17 stated that "being able to articulate your 

interpersonal brings about a connection of not only who you are but also a gateway to 

understanding the other person's position on a matter." P-13 echoed the same sentiments 

by saying, "the essence of who I am and my spiritual nature openly provides intellectual 

stimulation when I encounter others." P-1 commented that "I have worked with 

individuals who promote spirituality in their way, and this gives me more opportunities to 

share and grow.”  

Interview Question 6 

For Interview Question 6, participants were asked how to do you articulate your  
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spirituality throughout the work, culture to build a collective sense of purpose in the 

workplace. Table 7 shows five underlying themes of the character that emerged based on 

the participant’s descriptions of articulating their spirituality through the workplace. 

These themes include the individual aspect of being oneself, showing compassion, 

building shared purpose, positive communication, and doing what is right toward others. 

For example, six out of 20 participants associated collective building purpose 

through workplace spirituality as a positive means of articulating their inner person. 

Another five out of 20 suggested that being who you are is a significant contributor to 

effectively communicating purpose in the workplace. Six out of 20 participants perceived 

internal connectivity with self and others on a spiritual level to be an essential component 

in strengthening workplace spirituality and communication. Thus, the researcher 

interpreted this to mean that most participants viewed workplace spirituality on a 

subjective experience, which creates mutual understanding and builds strong 

relationships to include compassion and the moral concept of doing what is suitable to 

others and the organization. 

Table 6 

 Participant’s Description of Their Spiritual Articulation at Work 

Theme Description                                            Participant’s Response   

________________________________________________________________________ 

Being who I am      5    

Building collective purpose     6    

Positive communication     3    

Showing compassion      2    

Doing what’s right all the time    1 

Non-spiritual nature      3 

______________________________________________________________________________ 



132 

 

Interview Question 7 

Interview Question 7 asked, what are some positive social gains from a 

spiritualized work environment where all stakeholders can be affected and obtain 

benefits? Positive social gain can be achieved in a peaceful, calm environment and 

through the ability to understand others' mindsets and theories, as indicated in Figure 5. 

Figure 6 
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Interview Question 8 

Workplace spirituality has been defined as organizational spiritual engagement, 

divergent workplace behavior, spirit at work, and shared meaningfulness. One writer calls 

workplace spirituality the respected spirit or essence of workers and their inner life 

(Majeed et al., 2018). Figure 5 shows 14 participants suggested that knowing an 

individual’s mindset and their theories about any given subject are of utmost importance 

for building cooperative relationships for communal gain. Another five participants 

specified that spiritualizing the workplace provided employees an opportunity to work in 

a calm and pleasing environment. In contrast, one participant believed workplace 
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spirituality helped to increase the bottom line. Table 8 indicates eight common core 

values as descriptive themes that drive their sense of spirituality in the workplace.  

Table 7 

Core Values 

Descriptive Themes  _Participants 

Being accountable                         4 

Staying honest               6 

Positive attitude              2 

Good work ethics              2 

Kindness                          5  

Loyalty               2 

Integrity               2 

Compassion for others             3 

____________________________________ 

 

Table 8 values were noteworthy because of the range of foundational beliefs 

participants identify themselves. On spirituality and non-religious platform, participants 

overwhelmingly agree that spirituality being a value-centered purpose to the workforce. 

In reviewing the data collected, themes and responses (16 of 20) revealed a solid 

foundational religious base. P-9 asserted, "My foundation started as a young child and 

accepting Christ and being baptized in a Baptist Church. I was raised in the church, 

attending Sunday School, Bible Study, and the Baptist Training Union. However, the 

‘foundation’ I was given as a child came into question as a young adult. Even though I 

knew of God and His Son, Jesus, I had no relationship with them ‘personally’ only in 

head knowledge which my life experiences and background did not reflect I knew 

anything about being spiritual." P-8 posited," the foundation for my spirituality started as 

a young child. My spirituality grew more profound as an adult, and I started studying the 

word for myself and attending various bible group study.” The actualization of religion 



134 

 

and spirituality in unison yielded enormous encouraging results, as indicated by 

participants. These results include increases in sustainability, shared commitment, 

kindness, trust, moral/ethical principles, honesty, and integrity amongst university 

workers. 

Clearly, this study’s participants defined spirituality as religiously based on 

kindness, honesty, trust, respect, and high moral and ethical standards of the 

connectedness of inner personality. There was excitement in the mere connotation of this 

workplace spirituality concept. P-7 posited, “I was not raised by a family who exercised 

their spirituality openly. I did not gain a relationship with God until I had my daughter. I 

was 17 years of age and had no clue as to what I was going to do. One night holding her, 

I spoke to God for the very first time in my life. I asked him for help. From that day forth, 

God and I have had a unique relationship. Although I continue to make mistakes and fall 

short of his glory, he has protected me and kept me strong. I am a Christian who believes 

that Jesus is the son of God and died for our sins.”  

Participants in this study cited many positive gains to workplace spirituality; P-14 

asserted, "When everybody is in the place where they are supposed to be, everything 

flows with ease." P-20 indicated that" I find that I have compassion even when things 

don't seem to be going right in being myself at work. I care about the people I work with, 

and they care about me." P-9 posited, "I would probably say that a spiritualized work 

environment could mirror a "Positive Workplace," which would have the same benefits 

for both. They would include, but not be limited to, enhanced health, better employee 

engagement, happier employees who could bring great loyalty to the company or 
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organization. Spiritualizing the workplace could decrease absenteeism and better 

cohesiveness amongst the workers and managers. Managers would be more transparent 

and up-front with employees who would gain the trust of employees. Only two 

participants found little gain or social benefits of a spiritualized workplace. P-4 asserted, 

"I have difficulty seeing where social gains are obtained through a spiritualized work 

environment. The only driving force I have seen in my workplace is bottom-line results.  

However, some companies integrate spiritual thoughts and actions into the work 

environment, and my company does; it just does not appear to be in my eyes.” P-19 

posited, "Workplace spirituality exists. I'm just not sure that it is accepted by leadership 

in the context of freely accepting the expressions of others." 

Summary 

Data were collected through in-depth interviews with 20 administrative 

employees, and then transcribed, hand-coded, and analyzed. I identified eight descriptive 

themes from interviews with 20 university administrative employees who experienced 

workplace spirituality within their organizational culture; descriptive narratives included 

the importance of being oneself and allowing their inner person to emerge in a shared 

culture. Results of these analyses indicated 11 out of 20 participants agreed that 

spirituality provides purpose in the workplace, which contributes to a positive 

organizational culture. Fourteen participants believed that their spirituality brought about 

positive change in terms of the connection between workplace spirituality and worker 

satisfaction.  
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Chapter 5 consists of discussion, conclusions, and recommendations for this 

study. Chapter 5 also includes interpretation of findings, limitations of the study, 

recommendations, implications, and conclusions.   
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Chapter 5: Discussion, Conclusions, and Recommendations 

This qualitative transcendental phenomenological study was used to identify and 

report university administrative employees’ lived experiences regarding workplace 

spirituality in Southeastern Georgia. This study indicated that employees who experience 

an environment where workplace spirituality was expressed have positive organizational 

experiences. Moreover, van der Walt and Steyn (2018) conducted a study on thriving 

sustainability at work and discovered that performance increased by 16% with a drop-in 

burnout rate of 125%; there was a 32% spike in commitment with a 46% job approval 

rating. The shift in positive influences was due to positive work engagement, 

competitiveness, and the motivational tactics employed by management. 

Interpretation of Findings 

Creating a culture for workplace spirituality requires management to employ 

tactics that encourage and motivate workers and their abilities to perform within a 

communal environment. Like (van der Walt & Steyn, 2018), engagement and thriving 

come from a well-motivated leadership team that encourages creative working 

environments. Shared commitment leads to a value-centered organization with more 

significant potential to produce higher quality performance outcomes.  

Chapter 4 includes an exhaustive review of interview results. Twenty 

administrative university workers were recruited through email to explore workplace 

spirituality among university administrative employees in Southeastern Georgia. Critical 

factors that employees seek include being valued, finding purpose, healthy relationships, 

and nurturing their holistic needs as individuals (Bathurst & Galloway, 2018). This study 
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shows direct feedback from participants involving the fundamental impact of 

spiritualizing their workplace.    

Participant’s responses in this study indicate that university workers in Georgia 

believe spiritualizing the workplace promotes their spirit of engagement with co-workers. 

In this study, 18 participants specified that workplace spirituality enables and motivates 

them to demonstrate good behaviors, and their actions stimulate behavior that encourages 

positive engagement with other workers. Workplace spirituality is a paradigm where the 

workforce embraces people who find meaningfulness and connectedness. The golden rule 

was a concept that four participants stated was a foundational pillar for others’ 

engagement. Several themes emerged as participants answered interview questions 

concerning their lived experiences: Christian upbringing, kindness, integrity, ethical and 

moral standards, and honesty and openness in a supportive environment.  

The theme expressed by most candidates was Christian upbringing. Early 

childhood spiritual development instilled moral, ethical, and spiritual values for these 

workers. Most agreed that their spiritual principles were based on biblical precepts from 

faith-based organizations such as their place of worship. Participant 9001 said, “My 

spirituality is connected to my soul and a higher power, which I call God; it allows me to 

explore and look for deeper meaning in life.” P3 said:  

My foundational basis stems from my upbringing. I was raised in a Christian 

context, which informs who I am right now in life. It was something that I grew 

up understanding and knowledge, and so it tells everything I do, how I raise my 
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child, how I educate, how I socialize. So, the foundation stems from my 

upbringing.  

Kindness was the second theme that resonated with many participants in this 

study. P3 said:  

I think a part of my spirituality that connects well with who I am in the workplace 

is the principle of kindness in the community. It informs how I connect with 

others. It is the baseline in which I engage with others. I believe those principles 

are important for growth and important for us to co-exist. So even when I meet 

people from diverse faith backgrounds because I stem from a principle of 

kindness and community, I can live well with others and be who I am, and still, 

believe and live well among others.  

Ethical/moral standards were another theme the emerged during the interview 

process. Society and the business community are constantly faced with moral and ethical 

dilemmas. Often this is due to innovation, growth, and the competitive evolution of 

today's business, society (van der Walt & Steyn, 2018). As professionals in the education 

industry, ethics are in high demand (Kapias & Polok, 2018). Only four of the participants 

in this study spoke on ethical and moral standards as an influential factor in the 

spiritualization of a work environment.  

Integrity was another theme that pulsated the minds of the participants of this 

study. One could argue that workplace spirituality incorporates value, respect, and 

integrity as elements by which; most ethical organizations are based (van der Walt & 

Steyn, 2018). Facts from this study show that honesty is a cornerstone of collective 
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relationship building. People want to rely on the information received with a level of 

certainty that the information correct, morally sound, and inline with what they as 

workers bring to the table (Mabey et al., 2017). Workers in this study have a propensity 

to be morally and ethically sound in all areas of communication and action. 

Honesty and openness in a supportive environment resonated with business 

communication's personal experiences from seven of the participants. The spiritualized 

individuals tend to demonstrate an awareness and need to be genuine, kind, fair, and 

trustworthy with those they encountered daily. Based on the findings, spiritually minded 

people perceive a more sensitive approach to their ethical dealings in the work culture. I 

would conclude that moral and ethical principles are a significant factor for increased 

spiritual well-being in the organizational culture. This study's participants indicate an 

increased self-growth measure, they are self-reflected with inner constancy of actions, 

and they know their worth. Workplace spirituality for these workers produced a 

nourishing spirit that harmoniously enhances development, self-awareness, and 

workplace satisfaction (Barghathi, 2017). 

With several decades of research on workplace spirituality's conceptual 

framework for more than 30 plus years, the Praxis and conscious awareness of workplace 

spirituality is still somewhat of a mystery to the corporate community. This study 

provides connecting research to Mohammed’s (2017) workplace spirituality study that 

reported on the impact of turnover intentions through loneliness in work; more than 18 

participants in this study tied their foundational basis with spirituality to their childhood 

upbringing, Christian teachings, and learned moral principles of life. While considering 
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the framework of reciprocity, the study provides possible reasons why employee 

devaluation has led to higher turnover and dissatisfaction amongst prior university 

workers. There is no secret about people being the cornerstone of any successful 

organization. Those employed in higher education are more so valuable because of their 

contribution to academia and the students they educate. Participants in this study 

specified their contentment with their work since they are allowed to be who they are in 

terms of free expression. Value amongst these workers had a positive connotation to the 

leadership and leaderships' willingness to share others' responsibilities and ideas.  

The theory of reciprocity by Gilliam and Rayburn (2016) formed the conceptual 

basis from which the data were analyzed from interpersonal and spiritual perception. The 

reciprocity actions exhibited communicative responses perceiving acts of kindness, 

honesty, and loyalty. Also, producing positive benefits (Woods & Servatka, 2018). 

Participants viewed reciprocity and workplace spirituality as an interconnecting construct 

for aligning their inner person, organizational principles, and values. The theory of 

reciprocity is also supported by (Afsar & Badir, 2017). The interpersonal dynamics of 

these administrative workers and their views on relationships was a process through 

shared, mutual cultivation amongst their connecting culture and work environment (i.e., 

workers, management, executive leadership, etc.). 

 Workplace spirituality literature and research specified a connection between 

workplace spirituality and the individualized human value system (Afsar & Badir, 2017; 

Gatling et al., 2016). This connection was seen in response to the notable changes within 

the work environment where participant’s spiritual nature emerged in work-related 
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responses. It is also established from research that workers and management create a 

workplace spirituality culture that enhances performance outcomes (Majeed et al., 2018; 

ur Rashid et al., 2019). This study shows how administrative workers of a not-for-profit 

university perceive workplace spirituality as a linkage to positive working relations. 

The development of an organizational culture of workplace spirituality 

necessitates leaders' need to inspire and promote an environment that acknowledges the 

value and worth of their employees in a committed shared community (Adawiyah & 

Pramuka, 2017; Mohammed, 2017). Based on this study's finding, people who are 

appreciated and valued by their directs work harder to improve the quality of the work 

culture and product and services the organization offers. Management that agonizes over-

improving organizational performance and commitment is finding out that workplace 

spirituality enhances job satisfaction.  

Workplace spirituality serves as an indicator of how employees engage and 

interrelate with one another (Roof, 2015). Melodious and conflicting behaviors among 

workers affect efficiency, performance outcomes, and work culture (Brophy, 2015). In 

this study, the participants were more apt to produce higher performance outcomes 

because they perceived themselves as part of the process and not just an instrument of 

use. There can be numerous explanations as to why workplace spirituality or the lack 

thereof may exist within the organizational environment (Marques et al., 2007). Some 

contributing factors arise from internal and external issues that may or may not be 

noteworthy. This study's findings should prompt management and leadership to 
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comprehend and facilitate working conditions that allow workers to connect on all levels 

that would benefit all concerns. 

Limitations of the Study 

One limitation of this study was the required sample size. An imperative is not to 

oversimplify the study findings further than the population studied and acknowledge that 

the participant’s reflections were subjective. Participants were asked to recall their lived 

experiences with workplace spirituality. The possibility exists that mental reminiscence 

could have restricted the intensity of the participant’s recollection. There is a further 

possibility that experiences may have evolved. Analytical questions asked participants to 

remember their engaging experiences with workplace spirituality and identify areas of 

their lived experience. Limitations exist due to individual bias from the employees within 

a religious institution instead of employees at a non-religious institution. No leading 

question was asked, only problems requiring the participant's expressed lived 

experiences. Workplace spirituality transforms the nature of the work environment to 

influence business consciousness. Therefore, it was essential to rely on the participants 

(Barghathi, 2017). There is limited literature relating to workplace spirituality and 

workplace spiritual human conscious awareness. This study did not generalize to all work 

environments. The findings of this study still contribute to the field by adding specific 

data regarding these participant’s lived experiences relating to workplace spirituality. 

Recommendations  

Though comprehending workplace spirituality can be a complex undertaking, it 

shares an axis with consciousness and sacred teachings. More and more today, the focus 
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is placed on a spiritualized workforce (Chawla, 2014; Gupta et al., 2014; Masudul, 2014). 

This study's findings can serve as a cornerstone approach for additional research in 

addressing workplace spirituality in the workplace by utilizing the five overarching 

themes to improve organizational performance and enhance its worker’s value. This 

study was narrow in scope and transparency by the thoroughness and consistency of 

participant responses. Perhaps more specified sampling could have disclosed a different 

perspective and awareness of the workplace spirituality construct. Possibly a qualitative 

investigation from a psychological or sociological vantage point may help determine 

workplace spirituality's effects in further research. This study was conducted using 20 

university administrative workers in Southeastern Georgia. Replication within other parts 

of the country using other universities may offer different exploratory viewpoints on 

workplace spirituality. Perhaps a quantitative study of workplace spirituality awareness 

with university workers from a more secular view of university workers who are less 

inclined to associate to a conceived deity would reveal a different perspective. 

Individuals within an organization have become a significant concept in 

interpersonal and organizational change (David Lee et al., 2016). Further research could 

be beneficial to test the workplace phenomenon in more secular and even male-dominant 

organizations to see if the outcome is the same pattern of responses. Study results 

indicated a richness amongst open and honest workers who value each other and find 

meaning in their communal engagements and experiences. Change may potentially 

become embraced by workers in other industries spawned and criticized for having an 

opinion or thought. Workplace spirituality should be introduced to every organization as 



145 

 

a bright new light on the once dim business culture with an array of hope for a better 

tomorrow (Kanbur & Kavuklu, 2018; Kesari & Sajeet, 2018). The university and 

educational workers who are now envisioning noteworthy changes in the educational 

systems and processes may view this research to demonstrate what shared and guided 

organizational change can do. Simultaneously, spearheaded by a concept known a 

workplace spirituality and acknowledged by the participant of this study. The university 

and corporate structure leaders should further examine workplace spirituality from all 

other areas within the business community to discover the potential positive influence 

spiritualizing an organization can make for suitable organizational performance 

improvement. 

In terms of workplace spirituality, future researchers should employ other theories 

that may be opposite to the idea of reciprocity to see if, when kindness is not always 

given for kindness, what response would a spiritualized individual give. What ethical or 

non-ethical decision-making response would surface. Spiritual workers in a non-Christian 

environment may be challenged with different modes of thinking and behaving. Future 

researchers should also examine how secular colleges and universities could offer 

connecting experiences that could balance the work culture positively.  

Implications 

Findings from the emerging themes from the 20 participants interviewed showed 

an overwhelming connection to spirituality associated with a religious upbringing and 

indicate no ambiguity on the part of regard to a higher power. Exploring the phenomenon 

of workplace spirituality stimulated passions of heightening joy that was vocalized by 
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subjects. The association of spirituality in the workplace was identified as a deep-rooted 

interpersonal paradigm with collaborative care's social inspirations. With spirituality 

being in a high proportion of this university, there appeared to be little devalued to 

associate with these participants. This study's implications were recognizing the 

employee value worth of leadership and opportunities for shared growth, as indicated by 

the responses. Participants described a unified workforce where individualized ability 

was not dormant but fertilized and cultivated to produce growth and organizational 

expansion. 

Along with shared expression and trust in their inward personalities, these 

administrative university workers conferred a sense of delight in being a part of such a 

welcoming work environment. Openness and shared life experiences influence their 

commitment to the university and those they shared workspace and global connection 

through the internet. There may be benefits in disclosing more about how the senior 

administration paved the work culture for these workers to transform and connect all 

stakeholders, including students on campus and abroad. 

As in the literature, this communication discourse from the participants included 

an awareness of spirituality and the effects of spirituality in the workplace (Afsar & 

Badir, 2017; Corner & Pavlovich, 2016; Long & Driscoll, 2015; Pawar, 2014). Both 

spirituality and religion were depicted as clearly separate concepts in prior studies and 

this research (Afsar & Badir, 2017; Ayoun et al., 2015; Kolodinsky et al., 2008). Though, 

this study's participants indicateed a clear connection to how they were reared in a 
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Christian setting of home to the work environment's spiritual nature. This study shows 

that religion is a prime motivator of spiritual outcomes and well-being. 

These study findings indicated a clear awareness of participants and the role in 

which leadership allows them to be themselves and contribute to the work environment 

through workplace spirituality. Spirituality grounded the behavioral responses of the 

majority of these university administrative workers. There was a sense of inner trust that 

exuded from their personalities. The spiritual walk was a sustaining force in the lives of 

most of these participants. Instead of treating others with the same morsel, they are using. 

These participants use their faith connection to their sovereign deity to understand how to 

deal with each circumstance that arose from a different situation. 

The deliberated workplace spirituality constructs findings of this qualitative 

transcendental phenomenological study have conclusions that allude to various 

deductions and decisions based on recent scholarly literature reviews. Most of the 

responses align with the common thread that workplace spirituality through the 

separation of religion, as noted in the body of knowledge; together bridges the gap in 

awareness of social responsibilities and communication of workplace spirituality with 

others due to the foundational core values learned in the religious culture (Chawla & 

Guda, 2013; Majeed et al., 2018; Pardasani et al., 2014).  

The implications for positive social change might exist from the significance of 

spiritualizing the workplace and the positive influence on the employee value system, 

organizational management, and stakeholders. This study data indicated that workplace 

spirituality influences worker’s lived experiences in a shared culture positively. 
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Responses to the interview questions suggest that there is a positive connection between 

workplace spirituality and worker satisfaction. Therefore, this study's results have shown 

evidence that when employees can freely express themselves, the work culture becomes 

strengthened, and employees find purpose and value in what they do. These findings may 

be helpful to encourage university workers to realize and realistically develop behaviors 

they display in the workforce. According to Majeed et al. (2018), workplace spirituality is 

a tool for improving individual and organizational well-being at the workplace.  

Workplace spirituality is delineated from an individual level and the 

organizational point of view. This study's analysis indicated a significant component of 

everyday activity uninhibited by the lengthy milieu of fundamental workplace spirituality 

and philosophies producing organizational certainties that are hoped to be altered by 

workplace spirituality authors (Long & Driscoll, 2015). Spirituality derives from the 

Latin word “spiritus,” meaning breath of life with the inner being's connotation (ur 

Rashid et al., 2019). Since this study's fundamental focus was on the impact of workplace 

spirituality in this university, a setting the leaders applying the findings may potentially 

affect positive social change to a significant degree. 

Over time, universities have evolved rapidly, more so than the everyday local 

college in the last few decades (Lua et al., 2015). The university culture brings together a 

far-reaching community of the socioeconomic populace through in-house campus 

learning and virtual learning environments. With diverse people, it is expected that 

cultural issues will rise (Mohammed, 2017). Workplace spirituality becomes a fast-paced, 

growing topic for organizational learning, human development, and value system. A 
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question asked was what the foundational basis of individual spirituality is for the 

individual. In this study, the participants acknowledged having spiritual values connected 

to the indwelling of principles associated with their religious beliefs, teachings, and deity. 

This study shows that the university administrative employees who participated in 

this study played a significant role in steering the university's change processes. Joined as 

a collective unit, this study’s participants possessed good moral fiber and a conviction for 

cultivating a collection of mind, body, and soul in this shared community. This study’s 

participants became change agents of their work culture via expressions that effective 

communication and a willingness to listen paved the way for positive engagement. 

Conclusions 

As I journey through this world of business and education, I find myself changing 

and growing day by day. I consider myself a transformational leader, and I recognize that 

everyday workers need to find peace, comfort, and value in every aspect of their lives. 

Yes, we are indeed spiritual beings in a world that often seems hopeless and without 

benefit. The light of hope has been deemed by the inequality of life, both socially and in 

the workplace. Workplace spirituality appears to be an illuminating concept in the face of 

human despair and lack of value.  

Based on the findings from this study, the university workers made it clear that 

spirituality strengthens moral character; it is infused with caring, compassion, kindness, 

honesty, and respect for others, just like most study participants. I, too, believe that my 

faith has nourished my moral character and enabled me to have inner compassion for 

everyone. Spirituality in the work environment is a crucial element of collective 



150 

 

evolution within the job setting. As iron sharpens iron, so does the spirituality of one man 

sharpen another. As leaders recognize the value and worth of others and what they bring 

to the work culture, higher productivity may be revealed. A richer understanding of 

individualized skill sets with talents should be realized and utilized to benefit both 

organization and the worker.  

Thanks to this study, I have been allowed to interview university workers in 

Southeastern Georgia who experience a healthy dose of spirituality daily in their work. In 

considering the phenomenon of workplace spirituality, participants shared their lived 

experiences with workplace spirituality and how workplace spirituality has impacted their 

work lives. Overwhelming joy as spiritual beings dominated the landscape of this study. 

By having a great work environment, these workers engaged in a strong sense of duty to 

educate their students because of the value they perceived from leadership. I have been 

privileged to conduct this research and believe those who support academia and research 

may benefit from the study findings to serve the greater good further by influencing 

positive social change.  
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Appendix A: Interview Questionnaire 

History Personal/Work Tell me a little about your work life and experience. 

 How does your family life play a part in your work 

experience? 

 How has any role models in life influence or guide you? 

 

Identity 

Why do you feel as if your heritage or ethnic background has 

played a role in your growth and development? 

 How has gender been a factor in your work experience? 

 How has your socioeconomic status aided or hindered your 

growth and development as a worker? 

Spirituality How do you view your faith as it relates to be a part of your 

daily work experience? 

 How do you blend your belief system into the workplace to 

create a better environment to work?  

 How has workplace spirituality changed or influenced the 

conditions of your work environment? And is there equity in 

that change? 

 What is your understanding of workplace spirituality in the 

workplace? 

 Why do you think that workplace spirituality has a role in the 

workplace?  
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Work Setting How have you been allowed to express your belief system in your 

work environment?  

 
When or if denied the freedom to express your beliefs, how has 

this influenced you? 

 

 

How did you feel being allowed to or denied expressing your 

beliefs? 

 

 

How did you feel being allowed to or denied expressing your 

beliefs? 

Awareness How do you view your current state of consciousness as it relates 

to your workplace spirituality influence that you bring to the 

workplace? 

 
How has there been a change in the way you view your place of 

business experience since you began to incorporate your beliefs 

into the work culture? 

 
What lessons have you learned that increased or decreased your 

value as a worker in this organization? 
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Appendix B: Research Study Participation Initial Email  

Exploring Workplace Spirituality Among University Administrative Employees in 

Southeastern Georgia 

 

 

Invitation to Participate in a Research Study & Questionnaire 

 

You are invited to take part in a research study to explore the specific 

management problem was the lack of knowledge about workplace spirituality's influence 

on the lived experiences of university administrative employees who were unsatisfied, 

depersonalized, and devalued at a university located in Southeastern Georgia. The 

purpose of this research study is to identify and report the lived experiences of university 

administrative employees on workplace spirituality in Southeastern Georgia. This 

research study is to identify the lived experience of participants relating to whether 

spiritualizing the workplace can revitalize, increase stability, and align human values 

with the core mission of the organization. This study is voluntary, and you may elect 

whether you wish to be a part of this study. By joining the study at this time does not 

obligate you, you can still change your mind later and stop at any time you so desire.  

Any information you provide will be kept confidential. The researcher will not 

use any information for any purposes outside of this research project. All data will be 

filed and stored electronically, password protected, and kept for a period of 5 years as 

required by the university. There is no compensation or payment for participating in this 

study. If you understand the research study instructions well enough to decide about your 

participation, please review the attached consent form and if you decide to participate 
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please respond to this email with “I consent.” Please use your private secure email 

address for confidentiality. 



203 

 

 Appendix C: Interview Questions 

1. What is your foundational basis for your individualized spirituality, and can this 

basis be linked to your lived experience and background? 

2. Workplace spirituality is about the meaningfulness of an individual’s life, the 

connectiveness of inner personality, and the connection one may have with a 

higher power. In listening to this statement, what are your lived experiences with 

workplace spirituality in the workforce and how are these experiences connected 

to your principals of life? 

3. Explain any notable changes or experiences that you can associate workplace 

spirituality as being the contributing factor in your job; what were the results? 

4. Considering the foundation of your spirituality, how do you express your 

spirituality in the shared community of work? What effects does it have on 

management and your co-workers? 

5. From a spiritual standpoint, are there any influences that hinder or help in your 

ability to vocalize your spirituality in the workplace?  

6. How do you articulate your spirituality throughout the work culture to build a 

collective sense of purpose in the workplace? 

7. What are some positive social gains from a spiritualized work environment where 

all stakeholders can be affected and obtain benefit? 

8. How do you identify your core values as an employee? Do you perceive these 

values are positively addressed throughout your work experiences? 
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Appendix D: Transcript Approval Letter 

Dear Dr. [Participant]: 

Thank you for agreeing to be a part of this research study and interviewing with 

me. I have attached, is a copy of the transcript of our interview. It is your right to change 

or edit your response in any way that accurately reflects your thoughts and opinions. 

Please use Microsoft Track changes and send the revised document back to me at 

Leo.rileyjr@waldenu.edu. 

You and I will be the only persons to see this transcript. It will be examined along 

with the other transcripts to identify persistent themes, recurring ideas and experiences, 

common language, and other examples of shared experiences. The identities of all 

research participants will be kept confidential throughout the research process. Thank you 

again for your readiness to be interviewed. It has been my pleasure meeting you in person 

and I appreciate your time and support. If you have any questions, please feel free to 

email me or call me 404-397-7084. I will email you a full copy of my dissertation once it 

has been approved. 

Sincerely, 

Leo Williams Riley 

Walden University PhD Student in College Management & Technology  
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Appendix E: Letter of Cooperation 

April 6, 2020 

Letter of Cooperation 

University Southeastern Georgia  

Dear Leo Williams Riley, Jr.,  

 Based on my review of your research proposal, I give permission for you to 

conduct the study entitled Exploring Workplace Spirituality Among University 

Administrative Employees in Southeastern Georgia within this University. As part of this 

study, I authorize you to provide an overview of the study to participants on the research 

subject matter during the selection process.  

All administrative employees employed at the institution who are over the age of 

18 may take part in the study. Each participant will be informed of his/her rights and 

provided a consent form as an agreement to participate in the study along with a pre-

approved questionnaire from your university IRB. Participants will be selected from the 

returned questionnaire on a first-in, first-used basis.  

Upon selection researcher will reiterate the voluntary nature of participation, and 

the liberty participants possess to withdraw from the study at any time they so desire. 

Participants will be informed of the time commitment and the method of data collection. 

Individuals’ participation will be voluntary and at their own discretion. 

We understand that our organization’s responsibilities include: Allowing the 

researcher to conduct interviews in a private conference room in the institution where 
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participants feel comfortable. We reserve the right to withdraw from the study at any time 

if our circumstances change.  

I understand that the student will not be naming our organization in the doctoral 

project report that is published in ProQuest. 

I confirm that I am authorized to approve research in this setting and that this plan 

complies with the organization’s policies. 

I understand that the data collected will remain entirely confidential and may not 

be provided to anyone outside of the student’s supervising faculty/staff without 

permission from the Walden University IRB.   

Sincerely, 

Authorization Official 

Contact Information 

Walden University policy on electronic signatures: An electronic signature is just 

as valid as a written signature if both parties have agreed to conduct the transaction 

electronically. Electronic signatures are regulated by the Uniform Electronic Transactions 

Act. Electronic signatures are only valid when the signer is either (a) the sender of the 

email, or (b) copied on the email containing the signed document. Legally an "electronic 

signature" can be the person’s typed name, their email address, or any other identifying 

marker. Walden University staff verify any electronic signatures that do not originate 

from a password-protected source (i.e., an email address officially on file with Walden). 
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