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Abstract 

Employees desire self-fulfillment through meaningful work and look for ways to express 

their religiosity and spirituality experiences enhances their work engagement and job 

satisfaction. The problem is that limited understanding of these relationships prevents 

leaders and managers from implementing policies and procedures that develop or sustain 

an organizational culture to support employees' religiosity and spirituality. This study 

aimed to investigate the relationship between religiosity and spirituality (predictor 

variables) and employees' work engagement and job satisfaction (criterion variables); the 

research questions addressed these relationships. The theories of religiosity and 

spirituality formed the framework. The sample included 110 U.S. working adults 

recruited through SurveyMonkey. Spearman’s rho revealed a significant weak positive 

bivariate relationship between the following variables: (a) religiosity, (b) job satisfaction, 

and (c) work engagement. Analysis showed a moderate positive relationship between 

spirituality and work engagement and a weak positive relationship between spirituality 

and job satisfaction. Ordinal logistic regression revealed that spirituality alone is a 

significant predictor of work engagement; spirituality and religiosity are not significant 

predictors of job satisfaction. Implications for positive social change may benefit 

managers implementing policies and procedures that develop or sustain an organizational 

culture to support employees' religiosity and spirituality. The findings may promote work 

conditions where leaders and managers nurture their employees' values and beliefs and 

develop and engage employees to find self-fulfillment through meaningfulness in their 

work.   
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Chapter 1: Introduction to the Study 

There is limited published research on the relationship between religiosity and 

spirituality and employees' work engagement and job satisfaction in a business 

workplace. Ayten and Ferhan (2016) and Benefiel et al.’s (2014) studies reflect 

skepticism of the research associated with benefits of religiosity and spirituality, finding 

more breadth than depth in these concepts in academic literature. Managers and leaders 

have an essential role in fostering an organizational climate that supports employees' 

spirituality and religiosity, augmenting engagement and job satisfaction (Hassan et al., 

2016; Marques, 2005; Wu et al., 2020). The current study results may affect positive 

social change in multiple areas by informing managers of the benefits and potential 

applications of their employees' religiosity and spirituality to organization outcomes.  

The review of the literature in the field of religiosity and spirituality in the 

workplace revealed a research gap in the relationships of interest and elements cited in 

the scholarly community of the field of management, particularly in the organizational 

commitment, work engagement, and job satisfaction in the workplace (Daniel & 

Chatelain-Jordan, 2015; Dean et al., 2014). The sections covered in Chapter 1 included 

the study introduction, the background, problem statement, purpose, research questions 

and hypotheses, theoretical foundations, and nature of the study. Then operational 

definitions, assumptions, scope, limitations, and delimitations. The chapter contains a 

statement of the relevant research questions and hypotheses and accounts for the 

investigation's significance.  
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Background of the Study 

The variables of religiosity and spirituality are broader concepts studied through 

various lenses and variables. However, a review of the research revealed an 

interconnected viewpoint that shows that religiosity and spirituality enhance the behavior 

of self-fulfillment, meaningful work, and wellbeing in quality of life from a human 

perspective and provides workers with a sense of purpose that fosters a sense of 

connection and sense of community (Benefiel et al., 2014; Casselman et al., 2015; Poulos 

& Dhal, 2020; Prieto-Ursua & Jodar, 2020; Vasconcelos, 2015; Villani et al., 2019). 

Further, empirical evidence indicates the existence of a research gap in the relationship 

between employees' religiosity and spirituality and the employees' levels of work 

engagement (Roof, 2015; Singh & Chopra, 2016) and job satisfaction (Fatima et al., 

2017; Ghazzawi et al., 2016).  

Studies suggested that the existence of religiosity and spirituality in a business 

workplace has the potential to affect the organization's bottom line positively; enhance 

work-life balance, spiritual wellbeing, engagement; and provide self-fulfillment through 

meaningful work experience for employees (Fry et al., 2009; Johnson & Jiang, 2016; 

Kinjerski & Skrypnek, 2006; Mas-Machuca et al., 2016). Religious and spiritual values 

exist among workers and do not need an introduction (Lips-Wiersma & Mills, 2014). 

Although more appropriately, managers engaged in an organization's role create a 

business workplace environment where followers can freely express their beliefs honestly 

without trepidation (Lips-Wiersma & Mills, 2014). Numerous researchers have 

conducted literature reviews that evaluated comprehensive research on the context, 
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theory, measurement of religiosity, spirituality, and foundational information on the 

subject. Growing and sustained interest in the topic has led to labeling it a faith 

movement. Although mixed perception existed regarding the appropriateness of 

hypothesis testing, various scholars have moved forward to identify instruments to 

measure these concepts (Schaufeli et al., 2006; Underwood, 2011; Weiss et al., 1967).  

Managers and others in leadership roles need to understand the relationship 

between the variables and other terminology associated with the meanings that may be 

puzzling, particularly the role of religion versus religiosity and other synonymous terms 

(Benefiel et al., 2014; Dean et al., 2016; Fry, 2003; Ghazzawi et al., 2016). In a study 

conducted on religiosity and spirituality, Mitroff and Denton (1999) found that 60% of 

respondents had a favorable view of spirituality, but 40% viewed spirituality as a 

religion. The respondents with favorable views emphasized that their comfort was 

prompted by their spiritual intelligence or spirituality at work rather than expressing their 

religion (emotions or feelings) in a business workplace context (Mitroff & Denton, 1999).  

Fachrunnisa et al. (2014) explored employees' creative engagement and job 

satisfaction by drawing from spiritual leadership theory. Fachrunnisa et al. (2014) argued 

that allowing spirituality at work influences leaders' spiritual wellbeing. The result 

positively influenced and enhanced employees' creative work engagement and improved 

job satisfaction. The findings supported the argument, revealing that spiritual wellbeing 

was responsible for mediating the employees' mechanism to engross themselves in 

creative work engagement leading to enhanced job satisfaction (Fachrunnisa et al., 2014). 

The practical implication was that spiritual wellbeing implemented may inform how 
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leaders to influence and motivate employees to be engaged fully and find job satisfaction, 

leading to improved job performance (Fachrunnisa et al., 2014; Fry, 2003).  

Ghazzawi et al. (2016) conducted a quantitative study to examine multiple 

religious groups on the role of work commitment, work attitudes, and job satisfaction in a 

business workplace. Ghazzawi et al.'s (2016) findings showed that religious commitment 

positively influences job satisfaction. The findings indicated that regardless of personal 

religious affiliation or conviction most religious groups or people had a similar 

interpretation in assessing their work and wanted management to treat them with sensible 

impartiality in providing them with opportunities for growth (Ghazzawi et al., 2016). 

Ghazzawi et al. noted that the manager might play a central role in appealing and 

advocating for employees' religious convictions or commitment.  

Regardless of their faith or religious affiliation, employees want their employer to 

understand that employees' have an inner spirit or search desire to pursue equal 

opportunities for growth and experience life satisfaction (Diener et al., 1985; Ghazzawi et 

al., 2016). Additionally, the studies showed that religiously committed employees 

engaged and demonstrated robustness and devotion, showed respect, treated customers 

and peers ethically, and exhibited cheery high job satisfaction, cheerful attendance, and 

organizational commitment (Ghazzawi et al., 2016). Aligned with numerous studies, 

Sinnewe et al. (2014) showed that individuals who attended religious services positively 

viewed life and experienced greater life satisfaction. Habib et al. (2018) showed that 

spiritual wellbeing positively affected life satisfaction. Liang et al. (2017) argued that 
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spirituality positively influenced individuals' psychological wellbeing at work, enabled 

them to experience a meaningful life, and contributed effectively to organizational goals.  

A lack of published research exists on the relationship between religiosity and 

spirituality, work engagement, and job satisfaction in a business workplace environment 

(Belwalkar & Vohra, 2016; Benefiel et al., 2014; Bussing et al., 2015; Mitroff & Denton, 

1999). Regardless of the limitations of studies on religiosity and spirituality and the 

relationship between work engagement and job satisfaction, these concepts deserve 

proper investigation for managers and leaders in a business workplace (Osman-Gani et 

al., 2013; Walker, 2013). The results from this study will help leaders and managers 

strategize policies and procedures that align with employees’ religious and spiritual 

beliefs and organizational culture. The results will enhance work conditions to enrich 

employee’s self-fulfillment provided through meaningfulness of work that could 

influence employees’ levels of work engagement and job satisfaction (Benefiel et al., 

2014; Dean et al., 2016; Pawar, 2016; Petchsawang & McLean, 2017; Roof, 2015; 

Walker, 2013). 

Problem Statement 

In the United States, about 47% of American workers who attended church 

reported that their personal lives see a strong relationship between faith and work, with 

61% saying their work honors God (Neubert & Halbesleben, 2015). Employees report a 

lack of self-fulfillment and a paucity of meaningfulness in work, resulting in adverse 

organizational outcomes (Habib et al., 2018; Kavar, 2015; Kumar & Kumar, 2015; Roof, 

2015). A lack of understanding and acknowledgment in the organization that employees 
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have both inner spirit and outer life and desire an opportunity to bring their whole selves 

to work has prompted them to turn to religiosity and spirituality without affecting 

procedures and tasks in a business workplace (Adkins, 2015; Benefiel et al., 2014; 

Ghazzawi et al., 2016; Gupta et al., 2014; Mitroff & Denton, 1999; Walker, 2013). 

Studies showed a lack of published research about the relationship between religiosity 

and spirituality and employees' work engagement and job satisfaction (Dean et al., 2016; 

Liang et al., 2017; Roof, 2015).  

The general management problem facing many workplaces is the potential 

exclusion of religious and spirituality initiatives to provide employees with self-

fulfillment through work meaningfulness to increase their work engagement and job 

satisfaction. (Fatima et al., 2017; Habib et al., 2018; Zahrah et al., 2017). Emerging 

evidence-supported theories of religiosity and spirituality contributed to employees' work 

engagement and job satisfaction (Neubert & Halbesleben, 2015; Van der Walt, 2018; 

Veerasamy et al., 2015). The desire for workers to express their spirituality and religious 

beliefs in the work and the need for employers to acknowledge employees' inner and 

outer lives (Benefiel et al., 2014; Hassan et al., 2016). The specific management problem 

is that limited understanding and acknowledging these relationships prevented managers 

or other organizational leaders from implementing policies and procedures and 

developing or sustaining an organizational culture that might leverage employees' 

religiosity and spirituality to improve work engagement and job satisfaction. 
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Purpose of the Study 

This study aimed to investigate the relationships between religiosity and 

spirituality (two predictor variables) and employees' work engagement and job    

satisfaction (two criterion variables) in a business environment. A correlational design 

was implemented with survey instruments for data collection. Data Analysis determined 

the relationship between religiosity and spirituality and employees' work engagement and 

job satisfaction within a business workplace. The sample comprised 110 working adults 

in various U.S. nonprofit and for-profit industries members of SurveyMonkey audience 

panel. Online data collection included validated existing instruments using the Daily 

Spiritual Experience Scale (DSES) Scale (Underwood, 2011). Measured Religiosity and 

Spirituality, Utrecht Work Engagement Scale (UWES)-9 (Schaufeli et al., 2006) measure 

work engagement, and MSQ-Short Form (Weiss et al., 1967) measure of job satisfaction, 

and demographic questionnaires. The resultant questionnaire had subdivisions comprised 

of questions and items with Likert-type scales to measure religiosity and spirituality and 

employees' work engagement and job satisfaction in working adults in various U.S. 

nonprofit and for-profit industries. The predictor and criterion variables comprised 

summed responses of answers to items about each variable, as described in the study 

section. Also, relationships between these variables were examined using correlational 

and logistic regression analyzes. These results may help future researchers identify 

antecedents relational to employees’ religiosity and spirituality and work engagement, 

and job satisfaction deficit and help ensure sustainable implementation measures of these 
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factors to allow continuity as a means of positive social change. Data analysis entailed 

descriptive statistics, correlational tests, and multiple linear regression.  

Research Question(s) and Hypotheses 

Data was collected and analyzed to assess and evaluate the relationships between 

variables of interest. The central research question is: what is the relationship between the 

predictor variable, religiosity and spirituality and employee work engagement and job 

satisfaction for working adults in various U.S. nonprofit and for-profit industries? Also, 

the following research questions and hypotheses were used to guide the study and 

statistical analyzes to analyze data collected to answer the research questions on working 

adults in various U.S. nonprofit and for-profit industries in this study. 

Three sub-research questions about the relationships between the variables guided 

the study. Each research question has a set of null and alternative hypotheses. The 

hypotheses intend to examine the relationship between each predictor and criterion 

variables and between the two predictor variables and each criterion variable.  

SQ1: The relationship between religiosity (predictor variable) and employee work 

engagement and job satisfaction (criterion variables)?  

Ho1a: There is not a positive relationship between religiosity and work 

engagement.  

Ha1a: There is a positive relationship between religiosity and work engagement.  

Ho1b: There is no positive relationship between religiosity and job satisfaction.  

Ha1b: There is a positive relationship between religiosity and job satisfaction. 
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SQ2: The relationship between spirituality (predictor variable) and employee 

work engagement and job satisfaction (criterion variables)?  

Ho2a: There is not a positive relationship between spirituality and work 

engagement.  

Ha2a: There is a positive relationship between spirituality and work engagement.  

Ho2b: There is no positive relationship between spirituality and job satisfaction.  

Ha2b: There is a positive relationship between spirituality and job satisfaction.  

RQ3: The relationship between religiosity and spirituality (predictor variables) 

and employee work engagement and job satisfaction (criterion variables)?  

Ho3a: There is no positive relationship between religiosity and spirituality and 

work engagement.  

Ha3a: There is a positive relationship between religiosity and spirituality and work 

engagement.  

Ho3b: There is no positive relationship between religiosity and spirituality and job 

satisfaction. 

Ha3b: There is a positive relationship between religiosity and spirituality and job 

satisfaction.  

The data in this research consisted of survey responses from 110 working adults 

in various U.S. nonprofit and for-profit industries. Data analysis facilitates the 

interpretation of the data collected about the study's research questions. Data analysis in 

this study allowed for assessing the relationships between the variables.  
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Theoretical Foundation 

The theory of religiosity and spirituality (Benefiel et al., 2014; Duchon & 

Plowman, 2005; Fry, 2003; Mitroff & Denton, 1999) provided the theoretical framework 

for the research. The theory of religiosity and spirituality originated from the 19th to the 

20th century (Mitroff & Denton, 1999). The concepts' movement became realities dating 

back to the Industrial Revolution, peaked after the Great Depression, and continued 

through World Wars (Mitroff & Denton, 1999). Religiosity and spirituality are 

indispensable parts of human needs (Cui et al., 2015; Munawar & Tariq, 2018). 

Employees play a vital role in a business, so leaders should take the necessary steps to 

ensure that employees' needs are integrated with a business workplace's policies and 

procedures and interpreted through meaningful work in a business workplace (Hage & 

Posner, 2015; Olowookere, 2014). Studies have shown a positive link between religiosity 

and spirituality and organizational outcome (Albuquerque et al., 2014; Ashmos & 

Duchon, 2000; Blanchard et al., 2019; Consiglio et al., 2016).  

A majority of people globally have relied on religiosity and spirituality in search 

of divine power for guidance and in getting closeness to the transcendent, and in the 

understanding of one's relationship and responsibility to other human beings, and living 

together in their communities of home, and work (Kashdan & Nezlek, 2012; Reed & 

Neville, 2014). Organizational leaders' understanding that religiosity and spirituality can 

coexist in the organization, immersing workers in the spiritual energy so central to 

everyone could enhance organizational success in the global market economy (Benefiel 

et al., 2014; Mitroff & Denton, 1999).  
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Mitroff and Denton (1999) noted that organizations are spiritually impoverished, 

and employees are famished to practice spirituality for survival expressed at work. 

Mitroff and Denton (1999) presented a model to promote organizational structure, 

engaging principles, and values that enhance employees' spirituality in the workplace; 

employees are humans who bring their whole selves to a business workplace (Afsar & 

Yuosre, 2017; Blanchard et al., 2019). Workers seek to exercise spirituality at work 

without offending co-workers (Afsar & Yuosre, 2017; Agbim et al., 2013; Anwar & 

Osman-Gani, 2015; Mitroff & Denton, 1999). Benefiel et al.'s (2014) preemptive 

assumptions indicated that both scholars and practitioners understand and rationalize the 

theory leading trends to implement spirituality and religiosity in a business workplace. 

Benefiel et al.'s (2014) assumptions include:  

1. an effort of scholars and practitioners to integrate religiosity and spirituality into 

the workplace. 

2. a review of the theoretical developments to include constructs, definitions, 

frameworks, and models. 

3. a review of empirical research. 

4. an exploration of the challenges experienced when integrating spirituality and 

religion in the workplace; and 

5. an overview of the research field and making endorsements for future expansion. 

Few studies involved assessing and implementing the theory of religiosity and 

spirituality and work-related organizational components (Gupta et al., 2014; Sinnewe et 

al., 2014; van de Walt & De Klerk, 2014; Walker, 2013). Employees desire religiousness 
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and spiritual encounters within their workplace, but a lack of policies and procedures 

makes it challenging. Studies showed that religiosity and spirituality positively influence 

the organization's work engagement and job satisfaction (Albuquerque et al., 2014; 

Benefiel et al., 2014; Dean et al., 2016; Mitroff & Denton, 1999; Osman‐Gani et al., 

2013). When religiosity and spirituality concepts integrate with work-related behaviors, 

experiences, and attitudes, results positively correlate (Singh & Chopra, 2016). Kinjerski 

and Skrypnek (2006) examined the impact of spirituality on persons' work behaviors in 

the workplace. Findings indicated that nurturing a spirit-friendly work climate that 

enables the expression of a whole person could provide the organization with the 

potential to become a productive business workplace environment. For practical 

inference, managers may choose to integrate individuals' beliefs into company policies 

and procedures that endorse religiosity and spirituality experiences, enhance the potential 

benefits in mutual respect, cultivate a culture of diversity of ideas within the business 

workplace environment, and achieve a positive outcome (Albrecht et al., 2015; Neubert 

et al., 2014; Perez-Villadoniga et al., 2014; Philip, 2012; Sorakraikitikul & Siengthai, 

2014).  

Leaders may choose to implement employees' values and beliefs, but they may 

find it difficult to foster and nurture a spirit-friendly business workplace environment 

(Fry & Egel, 2017; Kinjerski & Skrypnek, 2006). Legal disputes and bureaucracy 

constraints profoundly affect employees' religiosity, spirituality, and adverse effects 

(Dean et al., 2014). Ghazzawi et al. (2016) asserted that religious and spiritual 
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experiences and individuals' commitment or convictions provided practical job 

satisfaction experiences, and employees showed a favorable view of work.  

Religiosity and spirituality correlated positively with employees' life satisfaction and 

wellbeing (Bussing et al., 2015; Habib et al., 2018; Veerasamy et al., 2015). Practices of 

religious activities enhance a person's experience to achieve higher life satisfaction 

(Sinnewe et al., 2014). Spiritual intelligence correlated highly and positively with 

religiosity for higher life satisfaction (Munawar & Tariq, 2018). Theories of religiosity 

and spirituality improved employees' engagement and job satisfaction. Chapter 2 includes 

further discussion on research pertinent to the theory of religiosity and spirituality.  
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Figure 1 

Relationship Between Religiosity and Spirituality (Predictor Variables) and Work 

Engagement and Job Satisfaction

 

Nature of the Study 

The study involved a quantitative research method with a descriptive correlational 

design. The study determined a relationship between religiosity and spirituality (predictor 

variables) and employee work engagement and job satisfaction (criterion variables) in a 

business environment. The quantitative research method provides a structure for testing 

theories by investigating potential associations or relationships between two or more 

variables (Black, 1999). The quantitative research method was selected because it aligns 

with the study's focus on collecting numeric data and statistical analyzes to test a 

hypothesis based on theory through the Survey Monkey website to collect data and 

Religiosity and 

Spirituality 

Work engagement 

Job satisfaction 
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disseminate the questionnaire. The quantitative method allowed a numeric description of 

a population's trends, attitudes, measurement, and relationships by conducting 

experiments, surveying, or sampling that population (Singleton & Straits, 2005). The  

Quantitative research was a form of inquiry referred to as a scientific or a 

postpositivist belief system (Trochim, 2006). It resulted in numeric or statistical 

observations, surveys, or experiments (Antwi & Kasim, 2015). The current study 

involved applying a descriptive correlational design rather than an experimental design 

because the intent was to examine relationships between two predictor and two criterion 

variables rather than differences due to a treatment or intervention.  

The study’s target population included working adults in various U.S. nonprofit 

and for-profit industries members of SurveyMonkey audience. The sampling technique 

was purposive, also known as judgmental, selective, or subjective sampling, non-

probability sampling (Singleton & Straits, 2005). Prospective participants were full-time 

employees 18 years or older of all religions and spiritual backgrounds, genders, races, 

ethnicities, or nationalities, working and residing in the United States. The sample size 

obtained consists of 110 working adults in the United States recruited through 

SurveyMonkey audience panel. 

Data were collected online via SurveyMonkey at one point in time. A cross-

sectional approach was preferable to a more intensive, costlier, and more time-consuming 

longitudinal study (Jordan et al., 2015; Singleton & Straits, 2005). The concepts of the 

two predictor variables, spirituality and religiosity, exist in divine or holiness and follow 

divine instructions. Both spirituality and religiosity emphasize practices of human 
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truthfulness and commitment to influence others in private or public settings with a sense 

of thoughtfulness, feelings, and attitudes to bring about a positive change in people's lives 

and other beings (Albuquerque et al., 2014; Osman-Gani et al., 2013; Underwood, 

2011).  

The concepts of religiosity and spirituality were measured using DSES 

(Underwood, 2011), a 16-item self-report measure of spiritual experience. Spirituality 

was the sum of responses to the first 15 items of the questionnaire. Religiosity was 

measured using the response to the 16th item. The two criterion variables measured were 

work engagement and job satisfaction. The Utrecht Work Engagement Scale (UWES-9) 

(Schaufeli et al., 2006) was used to measure work engagement, and job satisfaction was 

measured using the Minnesota Questionnaire Short Form (Weiss et al., 1967). Since the 

study has multiple predictors and criterion variables, data analysis was conducted using 

correlational and regression analyzes to test the hypotheses (Roof, 2015; van de Walt, 

2017; Weiss et al., 1967).  

Definitions 

The following definitions pertain to the terms used uniquely in the study.  

Job satisfaction: Job satisfaction is an emotional expression of behavior that could 

either be considered positive or negative, shown through work experiences in the 

workplace; an individual may express feelings of pleasurable and emotions found after 

evaluating their work experiences (Locke, 1976; Weiss et al., 1967). Job satisfaction was 

measured using the Minnesota Questionnaire, a Short Form (Weiss et al., 1967), with 20 

items rated on a 5-point Likert-type scale. The scale ranges from 1 being Very 
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Dissatisfied to 5 being Very Satisfied. The sum of the responses from the 20 items. The 

higher the score, the higher one's job satisfaction in a business workplace. Job satisfaction 

is an interval variable. The summed scores were treated as an interval. According to 

Weiss et al. (1967), the survey instrument supports and provides a clear picture of mental 

understanding of a person's representation of an employee satisfaction level due to 

specific types of inquiry contained within the instrument.  

Meaningfulness of work: Meaningful of work pertains to self-fulfillment 

behaviors, social support, pleasurable interactions with others, and potential for being 

energized for future opportunities (Dimitrov, 2012; Peng et al., 2015; Steger et al., 

2012).   

Religiosity: Religiosity is the practice of a particular belief in God, Devine creator, 

or the higher power, and possibly practice with one is a particular faith choice (Osman-

Gani et al., 2013). Religiosity was measured using the DSES (Underwood, 2011), a 16-

item self-report measure of spiritual experience. Religiosity was the response to the 16th 

item, which pertains to closeness to God, as measured on a 4-point ordinal response scale 

of Not Close at All, Somewhat Close, Very Close, and As Close as Possible. This variable 

is ordinal.  

Spirituality: Spirituality is the personal interest for understanding answers to 

ultimate questions about life, meaning, and the relationship that the sacred or 

transcendent provides that might arise from the development of religious rituals and 

community formation. Spiritual individuals seek a sense of transcendence beyond their 

immediate circumstances, pursue a purpose and meaning in life, and rely on inner being 
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and a sense of within-person integration or connectedness (Albuquerque et al., 2013; 

Osman-Gani et al., 2013). Spirituality was measured on the DSES (Underwood, 2011), a 

16-item self-report measure of spiritual experience, using the first 15 items measured on a 

6-point Likert-type scale ranging from (1) Many Times a day to (6) Never or Seldom. The 

ratings were reversed during initial data preparation to correspond with the work 

engagement, job satisfaction, and life-satisfaction scale configuration. Higher scores 

reflected a higher spirituality. The summed score was treated as an interval. 

Spirituality at work: Spirituality at work entails and incorporates spirituality with 

job experience. It is the recognition by employers that a person or employee has inner life 

or spiritual life in addition to (physical, emotional, and heart or soul) nourished by 

meaningful work in the community (Ashmos & Duchon, 2000).  

Work engagement: Work engagement is a behavior an individual expresses and 

engages in at work activities, unyielding while betrothed in work (Schaufeli et al., 2006). 

Work engagement was measured using the UWES-9 scale (Schaufeli et al., 2006). This 

self-report instrument has nine items with a Likert-type scale ranging from (1) Never to 

(7) to Always. The score is the sum of the nine items. The higher the score, the higher 

one’s engagement levels in the workplace. This score was treated as an interval.  

Assumptions 

The assumptions are those things the researcher must assume to be true to conduct 

the study (Leedy & Ormrod, 2015; Simon, 2011). The first assumption was the 

availability of a sufficient sample to support the analyses with adequate statistical power. 

Another assumption was that the sample obtained represented the population. Another 
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assumption was that participants answered the self-report instruments truthfully; this 

assumption was necessary because the study requires a self-report. Another assumption 

was that the reported evidence of validity and reliability of the instruments were accurate. 

These instruments are appropriate to measure the constructs of interest in this study.  

Scope and Delimitations 

The study’s scope was the relationship between religiosity and spirituality 

(predictor variables) and work engagement and job satisfaction (criterion variables) 

among working adult employees in a business workplace environment. Delimitations are 

researcher-imposed limitations restricting the study parameters (Simon, 2011). The 

sample resulted from a population of working adults who participated in the 

SurveyMonkey audience panel. The potential pool of participants received the informed 

consent process through SurveyMonkey, followed by a survey limited to pre-validated 

instruments. These instruments were the DSES (Underwood, 2011) UWES-9) (Schaufeli 

et al., 2006). Minnesota Satisfaction Questionnaire (MSQ) Short Form 20 items (Weiss et 

al., 1967) to measure employees’ religiosity and spirituality and work engagement and 

job satisfaction in a business environment.  

The survey sample was delimited to participants recruited through SurveyMonkey 

audience panel who meet the criteria provided by the researcher of the study’s target 

population, including working adults in various U.S. nonprofit and for-profit industries. 

The prospective participants consisted of a pool of full-time workers: any genders, races, 

ethnicities, or nationalities residing and working in the United States. The study was 

delimited to predictor and criterion variables selected for the research and their 



20 

 

relationship. Other factors or variables contributing to positive exercises in a business 

environment were not part of this study, including demographic data.  

Limitations 

One study limitation was the definitions of religiosity and spirituality, which the 

scholarly community cannot agree. There are multiple identified definitions of religiosity 

and spirituality, workplace spirituality, and societies' perception of these terms in the 

literature. Since the survey was voluntary, the recruitment approaches through the 

SurveyMonkey audience present a limitation of the participants in the SurveyMonkey 

audience. Participants who respond to the invitation may differ from those who do not 

participate in the chosen panel. 

The survey instruments' limitation was that the participants might interpret the 

questions, definitions, or concepts differently based on their interpretation or perceptions, 

and their understanding could play a role. The study limitation included the participants' 

perceptions of the survey questionnaires and provided a truthful response to the survey 

questions. The study outcome is based on the reported data from participants that may 

have limited the study if participants allowed individual perspectives to influence their 

responses toward how they thought they should answer or the answers they thought the 

researcher wanted to obtain. The demographic characteristics of the participants may 

affect the study outcome.  

The study was limited to outcomes in a quantitative approach as there were no 

qualitative or mixed methods to explain the participants' lived experiences with the study 

concepts. Another limitation was the validity and reliability of the survey instruments and 
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the limitation of the descriptive correlational research regarding the inability to measure 

or infer causality from any significant correlations.  

Significance of the Study 

The study was significant because it added knowledge to the current literature on 

religiosity and spirituality, work engagement levels, and job satisfaction in a business 

workplace. The study advanced psychological and motivational contextual factors for 

employees and leaders provided insight into employees' religiosity and spirituality. They 

solved decreased self-fulfillment perception through meaningful work in a business 

workplace (Albrecht et al., 2015). The study provided comprehensive knowledge in 

understanding the inter-relationship of the theory of religiosity and spirituality and 

contributes to the positive outcomes in a business workplace. The study results impacted 

positive social change in employees' work-related behaviors or social conditions by 

integrating employees' beliefs and values with business culture worth, dignity, and 

development of individuals, communities, organizations, institutions, cultures, or 

societies. Studies showed countless variables affecting workplace engagement and job 

satisfaction; however, studies lack understanding of the relationship between religiosity 

and spirituality and employees' work engagement.  

Significance to Theory 

The study was unique and addressed an under-researched area critical to leaders 

and managers in the workplace (Osman-Gani et al., 2013; Roof, 2015). Few studies 

involved assessing and implementing the theory of religiosity and spirituality and work-

related organizational components (Gupta et al., 2014; Sinnewe et al., 2014; van de Walt 
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& De Klerk, 2014; Walker, 2013). There was a lack of published research about the 

relationship between religiosity and spirituality and employees' work engagement and job 

satisfaction (Dean et al., 2016; Liang et al., 2017; Roof, 2015). Ayten and Ferhan's 

(2016) and Benefiel et al.'s (2014) studies reflect skepticism of the research associated 

with benefits of religiosity and spirituality, finding more breadth than depth in these 

concepts in academic literature. The study results may advance understanding these 

relationships by generating more evidence about applying the theory of religiosity and 

spirituality in the workplace. Significant relationships between spirituality, religiosity and 

employees' work engagement and job satisfaction will have implications for theory and 

further research at the individual, team, and organizational levels. The results showed 

implications for practice.  

Significance to Practice 

The study was unique and addressed an under-researched area critical to leaders 

and managers in the workplace (Osman-Gani et al., 2013; Roof, 2015). The study results 

informed developing a strategic plan to convey this knowledge to managers or other 

organizational leaders to implement policies and procedures that develop or sustain an 

organizational culture to support employees' religiosity and spirituality in a business 

environment. Religiosity and spirituality are a primary function in the workplace with a 

human focus to create the strategies necessary for organizational success (Chambel et al., 

2014; Duchon & Plowman, 2005). Applications of the findings may help promote work 

conditions where leaders and managers nurture their employees' values and beliefs and 

develop and engage employees to find self-fulfillment through meaningfulness in their 
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work (Bella et al., 2018; Johnson & Jiang, 2016; Kinjerski & Skrypnek, 2006). Leaders 

and managers must consider a sense of connection within their jobs and find 

meaningfulness in their role before they can shape the outcome of change in their 

employees' values and beliefs to affect their employees' work engagement and job 

satisfaction (Albrecht et al., 2015; Lopez & Ramos, 2016; Miller, 2007; Peng et al., 

2015).  

A lack of knowledge about the relationship between spirituality, religiosity, and 

employees' work engagement and job satisfaction prevents managers and other 

organizational leaders from implementing policies and procedures to develop or sustain 

an organizational culture supporting employees in a business workplace environment. 

The study results may advance the practice of religiosity and spirituality at the individual, 

team, and organizational levels. The study results may inform and help develop a 

strategic plan to convey this knowledge to managers or other organizational leaders by 

implementing policies and procedures that develop or sustain an organizational culture 

that supports employees' religiosity and spirituality in a business environment. By 

acknowledging and understanding that religiosity and spirituality are aspects of a 

business workplace, employees, managers, and leaders can design workplace practices, 

policies, and procedures that avoid the traditional automatic approach. Subsequently, the 

employees, managers, and leaders can focus on integrating religiosity and spiritual values 

and beliefs in a business workplace (Benefiel et al., 2014; Mitroff & Denton, 1999).  
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Significance to Social Change 

This study's potential social change implications stem from adding knowledge to 

the current literature about religiosity, spirituality, individuals' work engagement, and job 

satisfaction in a business environment. The results may help managers better understand 

employees' inner or spiritual needs and enhance employees' self-fulfillment through work 

meaningfulness. Both organizations and individuals benefit from implementing these 

values with organizational culture engaging in a common goal of interest, integrating 

individuals' values, beliefs, organization culture, and empowerment in their work 

environment a positive social change for employees and organization.  

Summary and Transition 

A lack of knowledge about the relationship between spirituality, religiosity, 

employees' work engagement, and job satisfaction prevent managers or other 

organizational leaders from implementing policies and procedures from developing or 

sustaining an organizational culture to support employees in a business workplace 

environment. There was limited published research on the relationship between 

religiosity and spirituality and employees' work engagement job satisfaction in a business 

workplace. Numerous studies reflect skepticism of the research associated with benefits 

of religiosity and spirituality, finding shown more breadth than depth in these concepts in 

academic literature (Ayten & Ferhan, 2016; Benefiel et al., 2014; Vasconcelos, 2018; 

Villani et al., 2019). This study aimed to investigate the relationship between religiosity 

and spirituality (two predictor variables) and employees' work engagement and job 

satisfaction (two criterion variables) in a business environment. The data were collected 
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online from purposively selected SurveyMonkey audience members using four self-

report instruments. Managers and leaders play an essential role in fostering an 

organizational climate that supports employees' spirituality and religiosity, which 

augments engagement and job satisfaction. The current study results may affect positive 

social change in multiple areas by informing managers of the benefits and potential 

applications of their employees' religiosity and spirituality to organization outcomes.  
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Chapter 2: Literature Review 

Chapter 1 focused on introducing the study about the relationship between 

religiosity and spirituality (two predictor variables) and employees' work engagement and 

job satisfaction (criterion variables) in a business environment. Chapter 2 includes a 

review of related scholarly literature on the theory of religiosity and spirituality and 

employees' work engagement and job satisfaction, focusing on this study research. 

Second, Chapter 2 highlights the history and related scholarly literature and current 

literature pertinent to religiosity and spirituality and employees' work engagement, job 

satisfaction, and life satisfaction in a business workplace. Third, Chapter 2 includes a 

reviewed literature pertinent to religiosity and spirituality's theoretical foundation, 

American religion, the Protestant work ethic, the faith at work movement, and brief, 

relevant discussions pertinent to the study topic. Chapter 2 also includes a discussion 

about the methodologies applied in the body of research. Chapter 2 concludes with a 

discussion about the organizational outcomes related to religiosity and spirituality, work 

engagement, and job satisfaction.  

Literature Search Strategy 

There was a lack of published research in religiosity and spirituality and work 

engagement and job satisfaction in a business workplace. A thorough review of the 

existing literature on the key terms and combined search terms for this study provided 

adequate information from the scholarly and peer-reviewed sources pertinent to the topic. 

A description of the search strategy followed.  

Scope of the Literature Review  



27 

 

The literature review began in late 2016 focused on robust research applicable to 

ideas associated with the study topic. A thorough literature review on the study topic 

commenced in 2017. The compilation of key search words: databases, pivotal research, 

previous and current authors and scholars, additional library sites, and previously 

validated scales, surveys, and measurement for the data collections contributed to the 

selection of literature review for the research.  

Key Search Terms 

Extensive searches conducted for separate keywords included search terms and 

phrases using advanced searchers in subject terms, including titles in the text and 

abstracts. The following keywords and phrases used in the search for data included a 

combination of the individual’s words such as (a) theories of religiosity and spirituality, 

(b) work meaningfulness, (c) work engagement, (d) job satisfaction, (e) life satisfaction, 

(f) job performance, (g) the meaningfulness of work, (h) employees' attitude, behavior, (i) 

satisfaction, (j) Job commitment, (k) employee religiosity, (l) religiousness in the 

workplace, (m) religion at work, (n) spirituality at work, (o) employees' spirituality, (p) 

religion and spirituality,(q) spirituality, and (r) religiosity. Search terms to identify 

surveys measurement scales for the current study involved the following 

keywords: religiosity scales, spirituality at work scales, spirituality assessment scales, 

work engagement survey scales, job satisfaction survey scales, life-satisfaction survey 

scales.  

Databases and Search Locations 
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The reviewed literature identified key search words on the Walden Library 

Website. The sites mainly included business management search locations in the 

following databases: Business Source Complete, ABI/Inform Collection, Business Source 

Complete, Sage Journals (originally, Sage Premier), and ScienceDirect databases entirely 

of peer-reviewed journals. Other databases included the Academic Search Complete 

database to search for combination and multidisciplinary terms, keywords, and 

phrases pertinent to the research topic. The literature review scope also included various 

dissertations retrieved from Walden University’s online library and ProQuest Central. 

Search engines used to support the literature reviewed included Google, Google Scholar, 

and Sage Research Methods. The citations and references found in relevant journal 

articles helped identify additional sources. Most of the literature reviewed was from 2016 

to current.  

Journals, Articles, Dissertations, and Formative Research 

 The reviewed literature consisted of various journals, library locations, and the 

study topic within the organizational-related websites. The searches comprised major 

peer-reviewed academic publications and journals in management, including The Journal 

of American Academy of Business, Academy of Management Journal of Business Ethics, 

Journal of Business Research, Journal of Business and Psychology, Journal of World 

Business, Harvard Business Review, and the Journal of Management. Scholarly and peer-

reviewed academic journals related to the field of the study topic. Retrieved journals and 

peer-reviewed sources were also pertinent to religiosity and spirituality, including the 

Journal of Management, Spirituality, and Religion. Journal of religious and theoretical 
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information: Psychological of Religion and Spirituality; and theories pertinent to 

religiosity and spirituality.  

The categories of literature retrieved included academic journals and articles, 

pivotal literature and research, topic-related websites, and published dissertations. The 

literature included Walden University's online library, other schools’ libraries with equal 

or outstanding performance relative to Walden University and filtered online library 

searches for peer-reviewed articles. For current reviewed literature, databases accessed 

from the online libraries containing only peer-reviewed articles such as Emerald Insight, 

Sage journals, and ScienceDirect and the topic of study-related journals and filtering 

online library search articles. The literature review covers pivotal research by early 

researchers in religiosity and spirituality at work, work engagement, and job satisfaction. 

The literature review also covers research pertinent to the theoretical foundation of the 

current study. 

 

Table 1 

 

Summary of Sources 

Type <2016 2016-2021 

 # % # % 

Scholarly books 35 22.30 5 2.63 

Peer-reviewed journals 95 60.51 112 58.95 

Other journals or periodicals 16 10.19 64 33.68 

Reports 11 7.00 9 4.74 

Totals 157 100.00 190 100.00 
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Theoretical Foundation 

The theoretical framework for the current study was the theory of religiosity and 

spirituality (Benefiel et al., 2014; Duchon & Plowman, 2005; Fry, 2003; Mitroff & 

Denton, 1999). Limited knowledge in these studies prevented managers or other 

organizational leaders from implementing policies and procedures and developing or 

sustaining an organizational culture that might leverage employees' religiosity and 

spirituality to improve work engagement and job satisfaction. Mitroff and Denton (1999) 

and Benefiel et al. (2014) provided the knowledge to fill the gap in this study. For this 

study, theory definition involves the grouping of concepts and principles that, when 

combined, can result in a more concise understanding of a specific area of knowledge 

(Saif et al., 2012).  

Mitroff and Denton (1999) revolutionized management theory by endorsing five 

comprehensive models to focus on evolutionary, recovering, religious-based, socially 

responsible, and practicing value-based organizations. Benefiel et al. (2014) explored the 

four basic underlying assumptions and rationale of leading trends of religiosity and 

spirituality at organization levels. Benefiel et al. (2014) four concepts included: 

practitioner's integration of religiosity in the workplace, the theoretical developments of 

the constructs, definitions, frameworks, models, a review of empirical research, and an 

exploration of challenges experienced integrating religiosity and spirituality in the 

business workplace. Mitroff and Denton's (1999) themes showed that people famished 

for the practice of spirituality at work without offending co-workers further claimed that 

organizations that fail to organize around spiritual values would suffer from spiritual 
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impoverishment (Mitroff & Denton, 1999). Mitroff and Denton (1999) emphasized that 

the benefits of spirituality at work impact positive experiences, empower employees' 

organizational commitment performance, and further the health of workers (Mitroff & 

Denton, 1999). Mitroff and Denton's (1999) efforts paved the way for other scholars to 

theorize and conceptualize design scale to measure the constructs, including The Daily 

Spiritual Experience (Underwood, 2011).  

Origin of the Theory of Religiosity and Spirituality 

The origin of religiosity and spirituality theory come about in the 19th to the 20th 

century (Mitroff & Denton, 1999). The concepts became realities dating back to the 

Industrial Revolution, peaked after the Great Depression, and continued through the two 

World Wars (Mitroff & Denton, 1999). Religiosity and spirituality existed as integral 

parts of the human organizational sphere (Cui et al., 2015; Munawar & Tariq, 2018). 

Benefiel et al. (2014) historical views emphasized the origin of religiosity and spirituality 

following the church founder's contribution to the business workplace. According to 

Benefiel et al. (2014), the church founders' perspective about work and prayer 

implemented a path to a higher dimension that provided disciplinary experiences through 

humans' bodies and souls (Benefiel et al., 2014). Benefiel et al. (2014) highlighted the 

church reformation views, emphasizing the adaptation of work as a calling from God. 

Further Benefiel et al. (2014) remarked that given church foundation views, it was 

imperative that people continued to search for perfection in doing their work and 

ultimately would attain work holiness through work ethics (Benefiel et al., 2014). 
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Benefiel et al. (2014) asserted that the Protestant Church movement reformed the 

work ethic's meanings. During the Industrial Revolution, the movement emerged to hold 

people responsible for their work while giving meaning to work and the workplace 

(Benefiel et al., 2014). Although the Protestant Church's work ethic showed an approach 

contrary to the capitalistic bureaucratic mindset, the Protestant Church's ethical 

motivation was well-intentioned (Benefiel et al., 2014). However, people desired to 

achieve instant gratification that led to the demise of the Protestant Church's work ethic 

and the birth of the product and service motivators of the current economic wealth with 

the intention and a goal to enrich the humans (Benefiel et al., 2014). The shift dominated 

a society oriented toward a culture of product and services, which led the Protestant work 

ethic to be a failure; most people's desires pleasure, instant gratification, and the views of 

the Protestant work ethic disappeared an instant (Benefiel et al., 2014). The Industrial 

Revolution brought about challenges and instability in economic conditions during the 

1980s. The upsurge resulting from transformational challenges and changes in the current 

organization aroused interest in the scholarly community to examine religiosity and 

spirituality theory in the organization workplace (Benefiel et al., 2014).  

Benefiel et al. (2014) and Mitroff and Denton (1999) collected much historical 

information used to theorize, conceptualize, and define the theory of religiosity and 

spirituality from the two schools of thought, the Academy of Management and the 

Management of Spirituality and Religiosity. Although scrutinized the Academy of 

Management initialized the theoretical groundwork for endorsing spirituality experiences 

over religious expression, which led to a high regard for spirituality expression within the 
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corporate workplace. The original group's inclinations prompted an evolution in the 

second group's commencement to form a different viewpoint, the Management of 

Spirituality and Religiosity. The Management of Spirituality and Religion evolved to 

empower values and beliefs of spirituality and religiosity and advance both constructs by 

integrating them into the organizational leadership amphitheater (Benefiel et al., 2014; 

Mitroff & Denton, 1999).  

Assumption and Proposition of the Theory of Religiosity and Spirituality  

The primary proposition of Benefiel et al. (2014) and Mitroff and Denton (1999) 

was that leaders could control the quality of work, work-related attitudes, and behavioral, 

religiosity, and spirituality approaches. Therefore, leaders can support and nurture 

religiosity and spirituality to enhance employees' work engagement and job satisfaction. 

Reviewed literature has established the concepts to be tested in the current study and 

found are appropriate for discussion and practice in a business environment (Benefiel et 

al., 2014; Kinjerski & Skrypnek, 2006; Mitroff & Denton, 1999). 

The assumption was that business success depends on workers' job satisfaction 

and commitment (Ali & Anwar, 2021; Yucel, 2012); employees perform their job 

assignments exercising behaviors such as the physical, mental, emotional, spiritual, or 

spirit portions of their soul. Organizational leaders are required to empower workers with 

work conditions that support their feelings and emotions to influence their level of work 

engagement (Roof, 2015; Singh & Chopra, 2016), job satisfaction (Ghazzawi et al., 2016; 

Habib et al., 2018; Hassan et al., 2016), and life satisfaction (Habib et al., 2018). 

Religiosity and spirituality are integral parts of human needs (Cui et al., 2015; Munawar 
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& Tariq, 2018). Employees are an essential part of a business, so leaders necessitate steps 

to ensure employees' when in the business workplace needs those of religiosity and 

spirituality integrated with business policies and procedures and interpreted through the 

implementation of meaningful work in a business workplace (Astrachan et al., 2020; 

Hage & Posner, 2015; Olowookere, 2014).  

Previous Application of the Theory of Religiosity and Spirituality to the Current 

Study  

Previous studies showed that religiosity and spirituality theory, even if applied in 

various disciplines, including but not limited to psychology, social work, counseling, 

sociology, and organizational management, remained focused (MacDonald et al., 2015). 

Studies conducted by Daniel (2015) examined a quantitative study to examine theories of 

workplace spirituality of dimensions of (a) inner life, (b) meaningful work, and (c) sense 

of community against organizational work stress in Mexico and the United States by 

using structural modeling. A 7-point Likert-type scale, five items, and 304 participants 

provided the data (Mexico, 165 respondents, and the United States, 139 participants). The 

measure of work stress included: My job is extremely stressful. 

1. A few stressful things happen to me at work. 

2. I feel a great deal of stress because of my job. 

3. I rarely feel stressed because of my work.  

Daniel (2015) findings showed that inner life and sense of community were 

insignificant for both Mexican and U.S. employees (Daniel, 2015). However, meaningful 

work results revealed a negative and significant correlation with work stress for Mexico 
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and the United States. Results showed that employees perceived work as less stressful 

and participated in meaningful activities in the workplace environment, a concept 

pertinent to engagement and spirituality (Daniel, 2015). The study limitation included 

geographical location. Daniel's (2015) recommendation for future studies should include 

diverse geographic locations and increased sample size for a better generalization 

(Daniel, 2015). Daniels' study is beneficial for the current study because it addressed 

workplace spirituality in a business environment.  

Many researchers across the field of management recognize the significant role of 

religiosity and spirituality in the workplace and the influence on the various aspect of the 

organization's outcome and contribution in the hierarchical aspect of mindfulness 

mediation and work engagement (Petchsawang & McLean, 2017); work engagement and 

flourishing at work (Erum et al., 2020); commitment and citizenship behaviors 

(Olowookere, 2014); job performance (Zahrah et al., 2017); job satisfaction and 

organizational commitment (Dean et al., 2016; Utami et al., 2021); organizational justice 

and mental health (Sharma & Kumra, 2020); and spiritual intelligence in relations to life 

satisfaction (Munawar & Tariq, 2018). These values of belief for most people, religious 

and spiritual commitment are considered sacred. Therefore, the assumption is that 

leadership should allow organizations to operate like humanitarian organizations that 

consider the workers' sacred behavior as part of being human regardless of the associated 

confusion and consider contributing to the organizational effectiveness. The considered 

theory is predicated on the assumption that people bring their bodies' physical, mental, 

and emotional aspects to work and that religiosity and spirituality or spirit contribute to 
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employees' work-life balance in human organizational performance. Therefore, 

organizations should consider and recognize such sacred behaviors as implementable 

policies and procedures that affect workers in a workplace environment. This assumption 

predicated that religious and spiritual character benefits assumed in private or public 

encourage people to live a moral life, love, have compassion, be honest, and be reliable 

workers; employees maintain a positive expression of work. Findings showed a positive 

correlation between religious commitment and life satisfaction (Achour et al., 2014; 

Ayten & Ferhan, 2016; Munawar & Tariq, 2018).  

The Rationale for the Theory of Religiosity and Spirituality Framework  

The rationale for selecting the theory of religiosity and spirituality for the 

theoretical framework of the current study rests on the foundational elements of the 

theories pertinent to employees' work-related behaviors in a business environment. The 

theory of religiosity and spirituality were introduced as part of scientific management 

theories and integrated by practitioners with varying interests in the topic (Asih et al., 

2020; Benefiel et al., 2014; Mitroff & Denton, 1999).  

However, Mitroff and Denton (1999) and Benefiel et al. (2014) were among the 

first to introduce religiosity and spirituality theory to academics, practitioners, and the 

field of management. They emphasized leadership and management role in the 

adaptability of such work-related behaviors to organization developments, the desire to 

integrate the diversity of work-life, and employees' desire within a business workplace 

environment. Mitroff and Denton (1999) urged both scholars and practitioners to consider 

integrating workers' religiosity or spiritual beliefs and values with organizational policies 
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and procedures without aberrant colleagues reminding the leaders of their role in the 

business workplace.  

Businesses aim to achieve the competitive advantage of cost-effectiveness 

(Albrecht et al., 2015; Erum et al., 2020; Javed et al., 2020; Saha et al., 2019). However, 

the impact of business actions socially, environmentally, workers' self-effectiveness, and 

self-fulfillment through meaningful work with the core component of the theory focused 

on or concerns with the employees' humanly organizational needs (Benefiel et al., 2014; 

Blanco-Gonzalez et al., 2020; Fry & Egel, 2017; Javed et al., 2020; Mitroff & Denton, 

1999; Saha et al., 2019). Ethical behavior in organizational leaders promote behaviors 

designed to fulfill employees' basic human needs physically, emotionally, and spiritual 

wellbeing, resulting in healthy employees, trust, commitment, skills, and knowledge 

needed to reach the organization's goals (Albrecht et al., 2015; Canning et al., 2020; 

Javed et al., 2020; Kinjerski & Skrypnek, 2006; Martela & Pessi, 2018; Rego & Cunha, 

2008).  

In contrast, leaders may choose to implement employees' values and beliefs, but 

they may find it difficult to foster and nurture a spirit-friendly workplace environment 

(Canning et al., 2020; Fry & Egel, 2017). Such factors may contribute to legal disputes, 

and bureaucracy constraints could profoundly affect employees' religiosity, spirituality, 

and adverse effects (Canning et al., 2020; Dean et al., 2014; Marshall, 2021). Giacalone 

and Jurkiewicz (2010) emphasized a new perspective through scientific study in 

developing the organizational sciences, conceivably without legal and religious fears. 

Giacalone and Jurkiewicz assured scholars that the transformation of individuals and 
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organizations lie intangible aspects of religious and spiritual life achievable in ways 

permitted by natural laws, affirming that research on spirituality and religion in the 

workplace was a worthwhile effort to pursue (Giacalone & Jurkiewicz, 2010).  

Literature Review 

The Link Between the Theory of Religiosity and Spirituality and the Research 

Questions 

The theory of religiosity and spirituality provided a foundational theoretical 

framework for this study because it related directly to the study variables. The research 

questions developed upon the existing theory, which recognizes that employees bring 

their whole selves physically, emotionally, and in their spirit at work; behavior could 

positively influence work-related attitudes and behaviors (Hassan et al., 2016; Wu et al., 

2020). Workers are no longer acceptable to be labeled as machines in the production line 

as in during the theoretical eras of the industrial management revolution (Benefiel et al., 

2014; Blanco-Gonzalez et al., 2020; Canning et al., 2020; Staccioli et al., 2021; Wren & 

Bedeian, 2009). 

The current organizational management continues to develop a workplace 

environment that is more employees work-friendly, lenient, and invites talents that 

accommodate workers' emotional and spiritual wellbeing (Fry, 2003; Word, 2012; Wu et 

al., 2020). In addition, evidence showed that religiosity and spirituality in the workplace 

encourage intrinsic benefits that nurture personal employee growth, self-fulfillment, 

attributes to meaning and purpose, and spiritual wellbeing within the business workplace 

environment (Bersin, 2014; Hassan et al., 2016; Hicks, 2003; Moon et al., 2020). 
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Therefore, employees needed more comprehensive and beyond past job assignments and 

task and desired experiences past routine monitoring, administration of rules, and 

regulations, and require minimum independence over the parts of their job that provide 

meaningfulness and purpose through their work (Bella et al., 2018; Belwalkar et al., 

2018; Hassan et al., 2016; Sorakraikitikul & Siengthai, 2014; Vallabh & Singhal, 2014; 

Wu et al., 2020).  

When assessing the variables of work engagement, job satisfaction, and life 

satisfaction viewed from the lens of the theories of religiosity and spirituality conceded 

the need for an inquiry and validated the literature gap that was the basis for this study. 

An increase in the body of research beginning to focus on workplace elements that have 

less to do with strategies and management ideas and more to do with meaning, purpose, 

and sense of community (Albuquerque et al., 2014; Ashmos & Duchon, 2000; Baker & 

Lee, 2020; Houghton et al., 2016; Mousa, 2020; Sharma & Kumra, 2020; Wu et al., 

2020). More workers yearn for their spirituality expressed as part of their workplace 

behaviors and want their leaders to acknowledge that workers have more than physical, 

emotional, soul, heart, and spirit beings (Ashmos & Duchon, 2000; Fry, 2003; Jena, 

2021). Benefiel et al. (2014) stated that workers' association to work was an intrinsic part 

of their self-brand, which significantly affects their quality of life in the public institution 

of the workplace and in balancing their work home.  

For the past decade, various researchers' interest in religiosity and workplace 

spirituality research has continued to increase (Benefiel et al., 2014; Giacalone & 

Jurkiewicz, 2010; Jana, 2020; Krishnakumar & Neck, 2002; Vasconcelos, 2021). The 
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concept of workplace spirituality in research has maintained expansion and progressed 

toward focused definitions and meanings of multiple views of numerous factors that 

include (a) the potential benefits for organization and workers, (b) means by which 

spirituality can be heartened and implemented in the workplace, and (c) from views of 

academics who argue that workplace religiousness and spirituality practiced at the 

workplace can be misrepresented or misappropriated for an employee's benefits or 

leadership control (Benefiel et al., 2014; Houghton et al., 2016; Karakas, 2010; Mitroff & 

Denton, 1999; Schutte, 2016; Vasconeelos, 2015). Early studies by scholars provided 

detailed information that provides facilitators for building on the existing theories and 

understanding religiosity and spirituality in a diverse context. Other studies showed that 

religious activities' practices enhance a person's experience to achieve higher life 

satisfaction (Sinnewe et al., 2014). Additionally, employees' spiritual intelligence 

correlated positively with religiosity for higher life satisfaction (Munawar & Tariq, 

2018). The theory of religiosity and spirituality could improve employees' engagement 

and job satisfaction.  

Early American Religion, Workplace Religiosity and Spirituality, and the 

Protestant Work Ethic 

In relative to work, the early church fathers, St. Benedict, in the 6th century, 

focused on integrating religion with work and prayer (Benefiel et al., 2014). Prayer and 

work complement daily spiritual formation disciplines, leading to holiness, given the 

church rule. Further, the church emphasized that work was holy as regular daily prayer 

and provided discipline for the body and soul. Additional reformation demanded the holy 
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discipline of working faithfully for all workers regardless of their calling (Benefiel et al., 

2014). 

The manifestation of the Protestant work ethic reaffirmed the concept of work and 

calling fundamentals, the work and faith to workplace movement became practical 

through the emergence of the Protestant work ethic, the beginning of job specialization 

and work ethics manifested in the work environment during the Industrial Revolution 

(Benefiel et al., 2014; Ewest, 2015; Mitroff & Denton, 1999). Unlike the founders of the 

Catholic Church, who limited their rules to the calling of the monks, the Protestant 

Church expounded further the idea of integrating the definition inclusive of the work to 

other areas of work, mainly in the secular workplace environment (Benefiel et al., 2014; 

Ewest, 2015).  

The early American pioneers perceived religious values as inspiring and 

contributory in a business workplace (Benefiel et al., 2014). A body of knowledge by 

academia has found the principles that suggest that religious beliefs and values are 

foundational for the attitude and behaviors of early Americans attributed to their work 

and that those values led to the formation of the Protestant work ethic seen in areas of 

work decades later (Ewest, 2015). During this era, the belief that hard work, temperate, 

and modest lifestyle manifestation led to workplace triumph (Ewest, 2015). The beliefs 

disseminated early pioneers' inspiration to include a religious constituent in the 

workplace to ensure economic victory (Benefiel et al., 2014).  

Historical Perspective and Perception in Religiosity and Spirituality in Workplace 

Research  
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History showed that the concept of religiosity and spirituality in a business 

workplace are related terms set aside for a viewpoint. However, these concepts are 

relatively new for researchers and have existed for less than two decades. Studies on 

these concepts were rare, and the early researchers' study focused on other fields; later, 

interest in the topic arose, and many decided to pursue research. Employees are not 

opened to discussing their religious or spiritual affiliations. These topics are rarely openly 

discussed or treated as unmentionable and omitted from views between leaders and 

subordinates in a business or corporate setting. Giacalone (2010) reviewed the progress 

of spirituality and the critical initiative for future workplace spirituality in research; 

Giacalone was the editor-in-chief of the Journal of Management of Spirituality, Religion. 

Giacalone considered the current state of the theory and research limitations and 

highlighted issues necessary for future progress to include broader research and methods 

defining social science research. Giacalone emphasizes ethical theories and methods 

coordinated by concern for real-life measures. A central key point was Giacalone's 

recommendation for future research noted the argument about whether the tools for these 

concepts' existence were assessable.  

In a study to explore spirituality and religion as tangible elements, Giacalone and 

Jurkiewicz (2010) composed 22 essays into a book to show that spirituality and religion 

are tangible aspects of a business workplace environment. The field of spirituality has 

more depth than breadth for further investigation (Giacalone & Jurkiewicz, 2010). 

Giacalone (2010) explored the current progress and future of religion and spirituality 

while exploring the four areas of weakness in the field, notably the (a) lack of agreed-
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upon definition, (b) inadequate measurement tools, (c) limited theoretical development, 

and (d) legal concerns (Giacalone & Jurkiewicz, 2010). Giacalone and Jurkiewicz were 

inspired to announce that additional future research emphasized the transformation 

through the scientific study of workplace spirituality, bringing about a new perspective in 

developing the organizational sciences, one conceivably without legal and religious fears. 

They assured scholars that individuals and organizations' transformation lie intangible 

aspects of religious and spiritual life achievable in ways permitted by natural laws, 

affirming that research on spirituality and religion in the workplace was a worthwhile 

effort to pursue (Giacalone & Jurkiewicz, 2010).  

While it is essential to understand scholars' and business leaders' concepts on 

religiosity and spirituality in a business workplace environment, employees' perception is 

crucial for understanding a business context. Milliman et al. (2003) explored the 

relationship between workplace spirituality and employees' attitudinal outcome measured 

in five variables: intention to quit, job involvement, job satisfaction, organizational 

commitment, and organizational-based self-esteem. About 200 people completed the 

Spirituality at Work Scale, and the data were analyzed using structural equation 

modeling. The results revealed that employees found meaningful work achieved when all 

five attitudinal variables were present, although meaningful work and intention to quit 

were unrelated (Milliman et al., 2003). The variable of sense of community was 

significantly associated with all five variables (Milliman et al., 2003).  

Rego and Cunha (2008) explored how employees' commitment to their five 

workplace spirituality dimensions includes alignment between organizational and 
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individuals' values, the opportunity for the inner life, sense of contribution to the 

community, sense of enjoyment at work, and teams' sense of community. About 361 

participants from 154 organizations for data collection. The control variable included age 

and tenure. The findings showed that all five workplace spirituality elements predict 

significant variance of organizational commitment. Rego and Cunha (2008) 

recommended other venues to investigate absenteeism, health, innovative behavior, job 

satisfaction, organizational citizenship behaviors, productivity, psychological wellbeing, 

retaliatory behaviors, and turnover.  

History and Management Theories  

The concepts of religiosity and spirituality at work originated during the early 

theoretical movement of management. Preceding the Protestant work ethic influence 

during the Industrial Revolution, Henri Fayol and Fredrick Taylor developed the 

scientific management theory to organize all administrative jobs by specific and 

measurement (Locke, 1982; Witzel, 2017; Wren & Bedeian, 2009). Theories by Fall and 

Taylor’s objected to a group or team effort. Instead, they focused on the fundamentals of 

specification, quality, management-controlled orders, individualizations, workers’ shorter 

work hours and workweek, breaks, and extrinsic rewards (Locke, 1982).  

Weber, whose specialty was sociology and economics, inquisitive led him to 

introduce the privileges of religious traditions work ethics, suggesting that these 

behaviors correlated with capitalism’s spirit in the workplace (Neubert & Halbesleben, 

2015; Weber, 2010). Weber’s (2010) perspective foreshadowed the religious tradition’s 

work ethic to concede with the spirit of capitalism that oversaw the bureaucracy of 
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governance, hierarchical, authoritarian, and managers who controlled the job direction 

(Neubert & Halbesleben, 2015). Persons espousing the capitalistic views objected to 

Weber’s (2010) theory by suggesting that the ideas were postulated on sociology and 

economics and portrayed religious concepts as inappropriate (Tracey, 2012).  

According to Chan-Serafin et al. (2013), in the United States, Gallup polls 

revealed that 56% of people said religion was significant in their lives. Also, across 143 

countries, 82% attributed their daily success to faith or religious activities (Chan-Serafin 

et al., 2013). Religiosity and spirituality are significant in workers' lives; when companies 

oppose religious and spiritual work-related behaviors, there ask their followers to leave or 

forbid their workers from practicing their beliefs and values about God outside when they 

approach company premises (Benefiel et al., 2014; Brugger, 2021; Chan-Serafin et al., 

2013). The basis for forming the Protestant work ethic movement was to replace the 

bureaucratic management movement (Chan-Serafin et al., 2013; Ewest, 2015). The 

Protestant work ethic protected employees' beliefs, values, and other human needs by 

engaging their job in intrinsic motivation rather than the extrinsic reward (Chan-Serafin 

et al., 2013; Ewest, 2015). The intrinsic or inherent motivation would allow the 

functional exercise of the employees' faith in believing that their work would, in return, 

provide a rewarding blessing that God intended for them through their work and in 

achieving life purpose (Chan-Serafin et al., 2013; Ewest, 2015).  

The Protestant work ethic is concerned with the worker's spiritual, and work 

needs and intended to protect employees' beliefs and other human needs. The church 

guidelines allowed workers to engage in the intrinsic behavior's reward to exercise their 
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faith and receive the blessing that God intended for them to achieve in life (Chan-Serafin 

et al., 2013; Ewest, 2015). A more progressive human relations movement emerged, 

allowing employees to express their talents and skill while being recognized at the 

workplace. The new movement's emphasis on employees' humanly needs, instead of the 

task and management-controlled bureaucracy tasks, was a shift in focus on workers, with 

managers exercising their role to advance the workers' needs and to refute the 

dehumanization effects of the scientific and bureaucratic management theories (Ewest, 

2015; Ochoa & Mujtaba, 2009; Olum, 2004; Witzel, 2017; Wren & Bedeian, 2009).  

Elton Mayo, Abraham Maslow, and Douglas McGregor influenced human 

relations management theory and movement development. Their philosophical ideas 

believed that organizational success depends on meeting the followers’ human needs if 

leaders align with company goals (Ochoa & Mujtaba, 2009; Olum, 2004; Wren & 

Bedeian, 2009; Wu et al., 2020). The human relations movement's outperformance gave 

rise to the preparation of advanced management theories. As a result, organizations that 

integrate a nurturing atmosphere that provides workers with training programs in various 

career development, coaching and mentoring, and delegation that affect the workplace 

with friendly employees who support their workplace environment (Benefiel et al., 2014). 

The workplace environment emphasized support, humanizing their employees for 

positive social change that allows value and ethics for business, workers, and society 

(Benefiel et al., 2014).  

Faith at Work Movement  
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The practical mysteries of workplace spirituality date back to management 

theories, history, and faith movements. The link between the historical management 

theories and the current interest in the practices of religiosity and spirituality practices 

impact on the American Baby Boomers in the organizations come to be known as the 

faith at work movement (Benefiel et al., 2014; Buszka & Ewest, 2020; Hill et al., 2000; 

Miller, 2007). The faith at work movement presented the significance of religion and the 

character benefits to business and non-church workers who did not attend church 

(Benefiel et al., 2014; Miller, 2007). Further, presented persuasive and clear meanings to 

reduce the potential for argument on the depth and breadth of religiosity and spirituality 

at work (Benefiel et al., 2014; Miller, 2007). The economic transformation challenges 

have provoked workers to turn to their faith at work or spirituality to achieve work-life 

balance. Workers may not feel satisfied being asked to embrace the organization's culture 

when they disengage in their cultural values and beliefs, keeping them from expressing 

their views within the company doors. Instead, after struggling with issues, the majority 

chose to seek the holistic essence of life through the human spirit, body, mind, heart, and 

soul at the workplace (Benefiel et al., 2014; Moxley, 2000).  

Although published research has shown bias against integrating religiosity and 

spirituality and work, similar claims of perceived in previous, and current studies, of 

those who suggest that the realism of individuals' beliefs and values go against a business 

workplace goals (Ewest, 2015; Mitroff & Denton, 1999). Forces that allowed workers to 

pursue spirituality at work resulted from a combination of social and economic injustices 

of layoffs and downsizing, human rights abuses, and global injustice that causes 
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employees to turn to their faith for self-fulfillment and wellbeing (Benefiel et al., 2014; 

Miller & Ewest, 2013). Admission emphasizes that many current management practices 

traditionally are unstructured or not set for sustainability that fosters spirituality at work 

or faith at work (Brooke & Parker, 2009; Burton et al., 2018; Long & Driscoll, 2015; 

Miller & Ewest, 2013). 

According to Carroll (2012), about 78% of Americans experience spiritual 

encounters, and about 85% of employees believe that their leader's spirituality could 

influence and promote positive ideas in a more creative workplace environment. In the 

United States, Title VII provides a law that protects Americans from religious 

discrimination within the workplace. However, according to Pew Research (2015), 

Americans are becoming less religious than in previous years, with more choosing not to 

be members or affiliated with any religious group or institution. Osman-Gani et al. (2013) 

explored the link between religiosity and spirituality on employees' job performance. 

Osman-Gani et al.'s (2013) findings revealed that spirituality at work might provide better 

work conditions that would lead to improved performance, and religion plays a 

significant role as a mediator. Hage and Posner's (2015) revealed that religion, religiosity, 

and affiliations significantly influence leaders' behavior and practices in the 

organization's decision-making process.  

As employees continue to face the challenge of dealing with opposition to 

religiosity and spirituality practices in the workplace, organizations will most likely 

consider partnering with workers and ensuring that both have achieved religious rights 

and freedom (Houghton et al., 2016). The paradigm to shift may choose to opt-out from 
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previous traditions that provided isolations and distasteful fears and embrace integrating 

the faith's pluralism at work movement for the organizations that previously chose to 

disapprove of either religiosity or spirituality (Paul et al., 2020; Stewart et al., 2018). 

More organizations willing to allow religiosity and spirituality values to influence and 

nurture employee wellbeing may welcome a paradigm shift within the corporate 

workplace (Paul et al., 2020; Stewart et al., 2018). Although scholarly evidence shows 

that religious values are widespread, findings reveal external and exclusive for humanity 

(Gumusay et al., 2019; Harlos, 2000; Miler & Ewest, 2013). Spiritual values enhance and 

complement religious values in bringing about the personal and inclusiveness of an 

intrinsic motivating factor to both components to create positive effects on human 

organizations and their culture (Gumusay et al., 2019; Harlos, 2000; Miler & Ewest, 

2013; Paul et al., 2020; Small, 2019; Stewart et al., 2018).  

Ewest (2015) cited Pew's research results revealed that Americans are becoming 

less religious. Cui et al. (2016) examined employees' practices and the local community's 

religiosity in America's impact. The results showed that the religiosity of the local 

community in America influences the employees' behaviors. As a result, employees 

exhibit friendliness, which increases organizational effectiveness. Further, Cui et al.'s 

(2016) study results showed that religion significantly influenced employees' practices 

and increased the firm's likelihood of success in that community.  

Miller (2007) wrote God at Work to introduce the workplace's social movement to 

integrate faith with work. The group consisted of many people from all organizational 

departments and work lines across the religious societies who wanted to combine their 
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spiritual depth and breadth with life. Miller noted that many within the organizations 

were no longer content to classify their faith from their work and needed a different 

method of identifying their faith. Miller proposed various character benefits of integrating 

faith with work: (a) inspire ethical behavior that provides excellence within the 

workplace; (b) provide work meaning as a place to live out one calling unique gifts and 

talents in serving others (work experience); (c) provides enrichment in assisting in work 

by giving strength, guidance, and the capability to cope with difficulties or suffering; and 

(d) provides an expression of word and deed as an example or witness to others.  

Ewest (2015), who explored religion, provided discoveries that showed that 

Americans are becoming less religious, but, overall, the United States is a faith-based 

nation. Similar arguments demonstrated discussion involving politics, abortion, human 

rights, and the economic crisis that includes a return to Christian values of 

trustworthiness, humility, and respect for the poor (Miller & Ewest, 2013; Stewart et al., 

2018). Ewest (2015) emphasizes the corporate workplace's theoretical shift towards 

acceptance and understanding of the workplace's notion of spirituality concepts. Ewest's 

sociological and psychological paradigms studies had a scholarly interest in workplace 

spirituality and the desire for employees to merge their religions and spiritual beliefs, 

values, and emotions at home with work (Ewest, 2015: Houghton et al., 2016).  

Sandelands (2015) addressed the shift of faith at work with a change in his 

research by pointing out that the focus is no longer on work and spirit as separate 

concepts. However, we are called upon to live and merge two lives: one of the works in 

an organizational setting on the weekdays, and the other of spirit in a church or other 
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worship place on designated days apart from the work week (Gumusay et al., 2019; Paul 

et al., 2020; Sanderlands, 2015). Regardless of the research method or findings, evidence 

shows that individuals have associated spiritual wellbeing and spirituality in the 

workplace with various meanings and perceptions (Benefiel et al., 2014; Gumusay et al., 

2019; Marques, 2008; Paul et al., 2020; Vasconcelos, 2015).  

Hill et al. (2000) acknowledged perspectives in numerous definitions of religion 

or religiosity, the practice of religion, and spirituality that appear within the literature. 

The definition section of Chapter 1 provided concisely to the audience how in common 

ground with how the study will be studied. Hill et al. (2000) asserted that these 

constructs' complexity makes religiosity and spirituality a complex subject to be studied 

and researched and suggested consideration for a complete understanding by each person.  

The language in the terminology of these concepts found in the literature review 

is necessary to understand the context. The concepts require discussion and expanded 

explanation that involves the difference in understanding the meaning of work associated 

with religiosity and spirituality, faith at work, and calling. The study aimed to understand 

the effect of religiosity and spirituality on employee engagement, job satisfaction in the 

workplace environment. The current study intends to differentiate between the meanings 

of these inter-related words and concepts employed in this research to understand the 

study's potential relationship, conclusions, and results.  

Religion, Religiosity, Faith and Calling, Spiritual and Secular 

Studies conducted by different scholars reflect a repetitive language and much 

confusion among the terminologies in the study of religion, religiosity, spirituality, 
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calling, and faith at the workplace (Bronkhorst, 2017; Dean et al., 2017; Ghazzawi et al., 

2016; Horsfield, 2018; Walker, 2013). The assumptions surrounding religion, religiosity, 

spirituality, faith, and calling at the workplace initially for many cultures worldwide 

directly inform religion's logic and concept. Although this research focuses on religiosity, 

not religion, and spirituality at work, it would be impossible to disregard religious 

discussion. Many people regard religion as the same doctrines as the rest of the 

conceptual study terms; however, because the topic ties to religion, the concepts must be 

addressed within this research study for proper knowledge.  

Religion  

Many people worldwide practiced and honored religion primarily for its extensive 

influence and philosophical reasons in the present world. In its tenure, religion is a belief 

system based on keeping the higher power that grounds individuals and gives them the 

guidelines through their thoughts and altitudinal behaviors in their daily lives. The initial 

studies conducted in the 1900 century introduced the bias between religion and 

spirituality. Literature reviews disregarded religiosity and showed high regard for 

spirituality within a business workplace (Benefiel et al., 2014; Mitroff & Denton, 1999). 

Generally, religion is considered divisive and polarizing in many cultures and scholarly 

communities. 

These assumptions differ among different people's viewpoints in cultures 

worldwide who claim or understand religion as the basis for reality or realism 

(Schilbrack, 2020; Sinnewe et al., 2014). Religion has not always been perceived 

positively by many in the scholarly community; however, many viewpoints exist. Lovat 
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and Crotty (2015) viewed religion as an illusion. Although many in the academic 

community, the assumption may be considered valid, generally, in the public lens view, 

religion is viewed as a virtue. Many belief religions help humans achieve longing in 

scope or higher power or God; the perspective has existed since childhood for cultures 

worldwide. The view has allowed theorizing the uniqueness of religiosity and spirituality 

theory in human culture in association with long-held life experiences provided through 

non-recurrent historical events (Lovat & Crotty, 2015).  

The evolvement of the theory that discredits religion in favor of science remains. 

However, religious views provide the foundational framework for human grounding from 

fierce instincts from early childhood upbringing. While religion differs across cultures 

and denominations at individuals' levels, religion positively influences nurturing and 

development of positive human behaviors that allow morality and encourages 

advancement opportunities in a business workplace environment (Ali et al., 2021; Cui et 

al., 2016; Perez-Villadoniga et al., 2014; Usman et al., 2021). Evidence shows that 

religion and spirituality employ similar characteristics. However, research shows that 

religion requires the presence of spirituality to function, but on the contrary, true 

spirituality does not require religious consciousness to function its ability to perform 

without religion (Ghazzawi et al., 2016; Paloutzian & Park, 2021; Parboteeah et al., 2009; 

Rabell & Bastons, 2020).  

Research studies show that individuals committed to religion and their religiosity 

practice positively influence their psychological wellbeing to affect their work attitudes 

and behaviors, particularly job performance (Ghazzawi et al., 2016; Paloutzian & Park, 
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2021; Parboteeah et al., 2009; Rabell & Bastons, 2020; Reed & Neville, 2014). 

Parboteeah et al. (2009) examined major religious groups that included Buddhism, 

Christianity, Hinduism, Islam, and Judaism, focused on the religious influence on 

employees' psychological wellbeing, and compared extrinsic and intrinsic motivation 

work values. Parboteeah et al.'s (2009) findings showed that religion positively influences 

employees' psychological wellbeing to impact work values and job satisfaction.  

Religiosity  

By definition, religiosity, a predictor variable in the current study, is different 

from religion but similar in doctrine. In the description, religiosity results in the 

consequence or outcome of the practice of a person's chosen organized religion 

(Bronkhorst, 2017; Gupta et al., 2014; Stolz & Usunier, 2018; Reed & Neville, 2014; 

Stewart et al., 2018; Walker, 2013). Salgado (2014) defined religiosity as a body of 

values expressed in a methodical system. Religiosity exists in the social sphere entity of 

knowledge, consisting of behaviors, rites, rules, and values central to supervising people 

interested in being associated with the divine (Salgado, 2014). The practices of religion 

outcome termed as religiosity result from those honoring their chosen religion's practices. 

Salgado noted that Faith in God allows practice in religiosity provides community 

organizations with expression and support for growth and spiritual life. 

Salgado's (2014) empirical research focused on individuals' protective factors on 

religion, religiosity, and spirituality. Salgado's findings revealed that religiosity and 

spirituality provided more than rituals, rules, and values and helped mitigate suffering, 
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help people overcome adversity, reach greater wellbeing, achieve the quality of life, and 

engage transcendence power self-fulfillment. 

Further, Salgado's (2014) study showed that religiosity promotes self-esteem, a 

source of strength and hope, life satisfaction, and the spiritual capacity to forgive others. 

Other factors noted by Salgado's practice of religiosity provide emotional and social 

support. These prosocial values go against moral values and provide better psychological 

health, prevention, speed recovery, and disease tolerance. Finally, Salgado noted that 

religiosity helps decrease depression, anxiety, blood pressure, and stress that contribute to 

better adoption, help cope with disease, fear, death, and help deal with disability-

associated conditions of chronic disease (Salgado, 2014). In the broadest sense, faith 

denotes complete trust or having confidence in someone or something more significant 

than oneself (Ghazzawi et al., 2016).  

Calling 

Historically, secular and spiritual calling existed during the Protestant work ethic 

movement (Ewest, 2015; Molloy & Foust, 2016; Richman, 2018; Word, 2012). Unlike 

the Catholic Church's founders, the Protestant Church limited its rules to the monks' 

calling. The Protestant Church expounded the authorities to integrate the definition of 

inclusive of the work to other work areas, which they termed as the secular calling of 

workplace environment (Benefiel et al., 2014; Ewest, 2015; Molloy & Foust, 2016; 

Richman, 2018; Word, 2012). Spiritual calling manifested through religion and the 

church; the Protestant Church defined secular calling as the idea that every person, by 

their skill or talents, can perform meaningful work, regardless of their position, title, or 
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role in the organization (Molloy & Foust, 2016; Neubert & Halbesleben, 2015; Richman, 

2018; Word, 2012).  

Word (2012) examined engaging work as a calling and linking spirituality and job 

involvement. Word's assumption showed that workers presumed called or with spiritual 

calling enter the secular workplace with their religious up tones on the forefront to 

understand that their financial sacrifice will impact their beliefs and values. Word (2012) 

noted that "individuals were said to be called by God to these roles" (p. 149), established 

mentality. The emphasis articulates that God calls people to serve others, termed 

"spiritual calling" (p. 149). Word individuals considered desires critical in contrast to 

financial security, and the focus contract by spiritual calling or calling explains how work 

connects to individuals outside the financial obligation. Fachrunnisa et al. (2014) 

explored the spiritual calling and creative process of work engagement enhancing job 

satisfaction and performance. Fachrunnisa et al. remarked that a call, whether spiritual or 

secular, allows individuals to find their work meaningful and how that meaningfulness 

translates to others in the community. 

Neubert and Halbesleben (2015) explored the link between spiritual calling, job 

satisfaction, and commitment in a business workplace. Spiritual calling is a term denoted 

as a collection of summonses from God that inspire employees to sensibly find meaning 

and purpose while pursuing excellence in work practices. The scholar findings showed 

that spiritual calling encourages people to find life meaning and purpose, the essence of 

what they are called or born to do as humans, to fellowship with others at work and in 

private and with God (Neubert & Halbesleben, 2015).  
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Neubert and Halbesleben suggested that the Christian faith people showed that 

they sometimes had integrated work and private worship at one time or the other. In 

contrast, they have separated the two into secular and spiritual spheres at other times. 

Further assertations by Neubert and Halbesleben showed that in the United States that 

47% of American workers that attend church say in their personal life they see a strong 

relationship between faith and work, with 61% saying their work honors God.  

Neubert and Halbesleben's study results also indicated that an individual's 

affective organizational commitment is strongest when spiritual calling and job 

satisfaction are durable (Neubert & Halbesleben, 2015). However, a strong spiritual 

calling contributes to affective organizational commitment, even if an individual's job is 

not very satisfying. The study conclusions showed that individuals with beliefs that 

Honor God and church those beliefs transcendent into work beliefs positively associated 

with helping behavior in the workplace; in other words, those who believed that their 

work honored God then showed a creative and collaborative behavior work (Neubert & 

Halbesleben, 2015).  

Spirituality in the Workplace 

Spirituality is a term that bears numerous meanings for different people and 

cultures and is often confused with the concept of religion. The confusion is 

comprehensible due to similarity in behavior and attitude for spirituality and religion; 

thus, it incites people to discuss and debate along philosophical lines. The components 

associated with both concepts include individual beliefs, behavior attitudes, and 

perception; appearances in transcendental experiences; a sense of meaning and life 
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existence; belief and trust in divine or supernatural; and practices of religiosity and 

behaviors (Hassan et al., 2016; Kruger, 2020; Osman-Gani et al., 2013). Americans to 

separate church from a state title, VII protects workers, has opted out measure allows 

organizations to opt-out of the appearances of religious stigma in questionnaires set 

during most companies’ hiring process. The religious discussion is taboo for most people, 

a discourse for companies’ managers, particularly those in the human resource 

department left without protocol of spirituality and religion (Benefiel et al., 2014; Hicks, 

2003).  

In defining the concept of religion and faith often bear confusion with spirituality. 

The scholarly definition of religion as a system of organized beliefs, symbols, rituals 

towards the worship of the higher power (Abu, 2018; Benefiel et al., 2014; Osman-Gani 

et al., 2013; Prieto-Ursua & Jodar, 2020); and faith denotes a complete trust or having 

confidence in someone or something greater than yourself (Ghazzawi et al., 2016; 

Kruger, 2020). In contrast, spirituality definition embodied a holistic outlook for 

individual thriving that necessitates a feeling of belonging that may lead to quality of life, 

achieving a sense of meaning and purpose, feeling of being connected with self and 

others, and transformation that allows living together in a community (Ashmos & 

Duchon, 2000; Kavar, 2015; Kruger, 2020; Prieto-Ursua & Jodar, 2020). According to 

Kavar (2015), as most organizations embrace the culture, every organization operates in 

spiritual belonging; whether they admit the spirit encourages people to feel like part of a 

more prominent family (Kavar, 2015). An organizational culture that evolves around 

spiritual belonging can create a workplace where workers find meaning and purpose in 
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their work and feel a social connection with others and their mission (Kavar, 2015). 

Spirituality that leverages creativity and insightful passion could entail communication 

through organizational goals, values, and missions (Kavar, 2015).  

Spirituality at work has a broader insight concept found to improve individuals’ 

wellbeing, quality of life, a sense of meaning and purpose, and a sense of community 

within a business workplace (Albuquerque et al., 2014; Ashmos & Duchon, 2000; 

Kruger, 2020; Prieto-Ursua & Jodar, 2020; Melian-Gonzalez et al., 2015). Additionally, 

studies showed both religiosity and spirituality concepts found to engage in similar 

behavior in beliefs, altitude, insights, views in supernatural, search of a sense of meaning, 

mystical involvement, and various terms used in the interpretations (Kruger, 2020; 

Prieto-Ursua & Jodar, 2020; Underwood, 2011). 

When referring to workplace spirituality, their varying definitions in a closely 

related way and refer to the concept with different terminologies, such as inner life, 

meaningful work, and sense of community (Ashmos & Duchon, 2000); and awareness of 

oneself (Albuquerque et al., 2014); interconnectedness (Benefiel et al., 2014; Mitroff & 

Denton 1999a); and organizational situation (Vallabh & Singhal, 2014). Research by 

(Prieto-Ursua & Jodar, 2020) showed that religion and spirituality provided people 

meaning and purpose during the posttraumatic crises during the coronavirus. Further, the 

concepts were associated with quality of life in patients with cardiovascular disease (Abu 

et al., 2018). The importance of workplace spirituality has increased across several fields 

of study and may have taken an interest in this construct for various reasons (Abu et al., 

2018; Ashmos & Duchon, 2000; Kinjerski & Skrypnek, 2006; Prieto-Ursua & Jodar, 
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2020). Salgado (2014) defined spirituality as “the understanding of meaning and purpose, 

the willingness to find faith in oneself, others, and higher power or God” (p. 150).  

In their definition and description of spirituality, most people supported the idea 

that it is individualized and tailored to a personal level and not organized like religious 

involvement (Arokiasamy & Tat, 2020; Reed & Neville, 2014). Although many countless 

definitions exist, Fachrunnisa et al. (2014), who explored workplace spirituality from a 

leader and followers’ perspective, defined spirituality at work as a “situation by which 

leader and followers engage in high spirits toward the completion of the work and in 

achieving the organizational objective” (p. 15). Fachrunnisa et al. (2014) noted that 

“workplace spirituality as a framework of organizational values could help with the 

creation of culture through work routine” (p. 17). 

Benefiel et al. (2014) noted that aligning workplace spirituality could benefit the 

organizational daily work routine. Benefiel et al. (2014) explain that organizations’ daily 

jobs could help define and frame the workplace spirituality between leaders and 

employees following the organization’s operating day-to-day activities (Benefiel et al., 

2014). Research shows that spirituality provides benefits of meanings that boost the 

employees’ engagement levels with their co-workers and relationships with leaders in the 

organization (Abu et al., 2018; Arokiasamy & Tat, 2020; Fachrunnisa et al., 2014; Fry, 

2003). Fachrunnisa et al. (2014); and Fry (2003) both agreed that spirituality could help 

in fostering how employees feel about their work meaning and how it affects them in 

their daily activities (Afsar & Yuosre, 2017; Albuquerque et al., 2014; Iqbal et al., 2020).  
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Although it is impossible to talk about spirituality without noticing its religious 

mentions, everyone is spiritual in some measurements connected to religion or outside 

the religious sphere (Litalien et al., 2021; Silvestre-Lopez, 2020; Underwood, 2011). 

Benefiel et al. (2014) noted that although the definition of spirituality and religiosity 

presents a challenge for many people, both terms are flawed or imperfect and hard to 

understand and interpret. Moreover, when the public defines their interpretation of 

spirituality for most people, it creates confusion for their description (Benefiel et al., 

2014). Spirituality and religiosity developed as a new study phenomenon in healthcare, 

Psychology, Management, science, and many workplace environments. For a few 

decades, there has been an increase in interest in the field of spirituality and religiosity in 

a business workplace (Benefiel et al., 2014; Hassan et al., 2016; Hicks, 2003; Lips-

Wiersma, 2014; Salgado, 2014); gaining of both interests of scholar-practitioner (Hicks, 

2003; Kinjerski & Skrypnek, 2006; Litalien et al., 2021; Silvestre-Lopez, 2020).  

For the current study, the definition of workplace spirituality derives from various 

researchers' interpretations. Although multiple scholars provided many definitions of 

religiosity and spirituality at work, many contend that research on this variable is a 

worthwhile endeavor; thus, the current study topic is variable and deserves attention due 

to its importance (Giacalone & Jutkiewicz, 2010). Similarly, it is crucial to understand 

the overlapping perspectives of ideas and suggestions on the meaning, those who agree 

that spirituality is not but similar to religion (Mitroff & Denton, 1999; Paloutzian & Park, 

2021; Power, 2016; Reed & Neville, 2014). Spirituality is defined as an individual state 

of intimate expression of inner self-drawing from higher power and understanding 
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morality of life value as one searches and tries to find and make sense of life meaning 

and goal achievement (Giacalone & Jurkiewicz, 2010; Fry, 2003; Krishnakumar & Neck, 

2002; Singh & Chopra, 2016; Vasconcelos, 2020). The definition of workplace 

spirituality at the organizational level is to recognize that employees have a spiritual 

perspective (Benefiel et al., 2014, Ashmos & Duchon, 2000; Vasconcelos, 2020). 

Employees' spiritual perspective promotes values that express a sense of connection, 

feelings of compassion and joy, transcendence in the process of work (Giacalone & 

Jurkiewicz, 2010; Osman-Gani et al., 2013; Vasconcelos, 2020).  

Fachrunnisa et al. (2014) explored workplace spirituality from a leader and 

follower perspective on employees' work engagement. Fachrunnisa et al. employed 

workplace spirituality from a view of a "situation by which leader and followers engage 

in high spirits toward completing the work and achieving the organizational objective" (p. 

15). Fachrunnisa et al. showed a positive relationship between followers' and leaders' 

workplace spirituality and their creative engagement process and influence job 

satisfaction and performance. Further, the researchers revealed that spiritual wellbeing 

influences the followers and leaders to engage in a high spirit for enhancing job 

satisfaction and performance (Fachrunnisa et al., 2014). 

Although organizational leaders formulate vision and mission without considering 

their employees' input, opinions, and anxieties about work, Nicolae et al. (2013) 

explained the need for an increased desire for spirituality. Nicolae et al. (2013) has 

provided the reasons such that employees' dissatisfaction of the perception and labels of 

being perceived as materialism, changes involving economizing at their expense, and for 
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declining time spent in communities, houses of worship, mosque, synagogue, and with 

their families within the community (Nicolae et al., 2013). Evidence shows that 

organizations are primarily concerned with employees who exhibit positive energy and 

enthusiasm. Although companies embrace the behaviors, they want the benefits without 

having to deal with integrating workers' spirituality into the workplace (Giacalone & 

Jurkiewicz, 2010; Mitroff & Denton, 1999). Although there could be more business in the 

workplace, including spirituality in their organizational culture, this will set a model for 

other businesses to follow the rest into the workplace.  

Effect of Spirituality at Work  

Workers search for meaning and purpose; however, not a surprise have turned 

their search to where they spent most of their day at their workplace. The quest has led 

many workers to pursue various options, such as their spirituality at their workplace. The 

concepts of workplace spirituality enhance wellbeing and quality of life, a sense of 

connection, a sense of trust, and a sense of community in the workplace (Albuquerque et 

al., 2014; Belwalkar et al., 2018; Benefiel et al., 2014; Do, 2018; Hassan et al., 2016; Zou 

& Dahling, 2017). Kinjerski and Skrypnek (2006) sought to find organizational factors 

that foster an individual's spirit at work.  

The researchers found that leaders whose spirituality inspired emerged as central 

to influencing individual experiences of the spirit. Kinjerski and Skrypnek (2006) 

asserted that spirituality at work enhances a strong foundation, organizational integrity, 

positive workplace culture and space, a strong sense of community among members, 

opportunities for personal fulfillment, continuous learning and development, and 
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appreciation and regard for employees and their contribution. When organizations 

provide employees work conditions that foster a sense of spirit at work, employees 

engage in positive work-related behaviors to affect positive social change in workplace 

culture.  

Many people are self-focused in their religious and spiritual practices, and fewer 

workers attend church, Pew Review (2012). In similar findings, Pew Research (2018) 

showed that church attendance has declined in individuals' and religious gatherings and 

increased interest in studying spirituality (McDonald et al., 2015). Although the 

attendance in the house of prayer is on a decline, more people are turning to their 

spirituality for self-fulfillment or self-actualization (Kontrimiene, 2019; Miller & Ewest, 

2013). McDonald et al. (2015) asserted that "spirituality differed in precise meaning 

across culture, but also across age, and gender" (p. 33).  

Although interest in the study of spirituality at work increased, few studies 

conducted on the relationship between spirituality and organizational outcome of 

employees' levels of work engagement (Johnson & Jiang, 2016; Roof, 2015); job 

satisfaction (Dean et al., 2016; Iqbal et al., 2020); and life satisfaction (Ozmen et al., 

2018; Veerasamy et al., 2015). Interest in employees' search for self-fulfillment through 

meaningful work. Many turn to spirituality to meet those needs, although organizational 

rules and procedures prevent and get in the way of exercising spiritual values at work to 

provide work-life balance (Foster & Foster, 2019; Karakas, 2010). Those organizations 

that fail to embrace spirituality fail to recognize the character benefits of behaviors that 

could enhance organizations and personal values through daily practices, and improved 
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job performance (Dean et al., 2016), work engagement (Roof, 2015), and life satisfaction 

(Etemadifar et al., 2016). Although people desire spirituality at work, there remain 

unforeseeable obstacles, such as augmented lawsuits concerning moral and spiritual 

judgment (Bester & Muller, 2017).  

Karakas (2010) proposed three beneficial factors of workplace spirituality:  

1. Provide employees a sense of interconnectedness and touch of community 

2. Enhanced employee wellbeing and quality of life 

3. Allow workers a sense of purpose and meaning at work  

Additionally, the sustainability of spirituality at the workplace stimulates job 

satisfaction and reduces work-related deviant behaviors among workers (Mahyarni, 

2019). Also, found to increase thriving at work (Ahmad et al., 2021); produces a spirit-

friendly employee who has an inner life or spirit that nourishes and nourished meaningful 

work in a community's workplace (Ashmos & Duchon, 2000; Duchon & Ashmos-

Plowman, 2005).  

Although organizational leadership is a reluctance to embrace spirituality at work, 

for whatever reasons, the result may hinder employees and decrease their work 

engagement (Petchsawang & McLean, 2017); job satisfaction (Ghazzawi et al., 2016); 

and life satisfaction of the workers (Salgado, 2014; Villani et al., 2019). A shift in views 

of the organizations could result in workplace spirituality that provides an overall work 

experience that promotes an individual's self-esteem, source of strength and hope, greater 

satisfaction with life and spiritual wellbeing, and the forgiveness dimension of spirituality 

(Salgado, 2014; Villani et al., 2019). 
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While employees search for ways to exercise their spirituality at work, Mitroff 

and Denton (1999) wrote that spirituality has always been within the workplace, but the 

doubt that employees feel safe expressing their spiritual embedded life remains. 

Organizational leaders unwilling to embrace spirituality within the workplace for 

whatever motives delay workers from attaining increased work engagement levels to 

improve their job and life satisfaction (Benefiel et al., 2014; Kinjerski & Skrypnek, 2006; 

Petchsawang & McLean, 2017). Evidence shows that spirituality at work may allow 

workers to remain more engaged because spiritual experiences permit employees to work 

in a friendlier behavior (Duchon & Ashmos-Plowman, 2005; Kinjerski & Skrypnek, 

2006; Singh & Singh, 2019).  

Evidence shows that organizations need to allow their employees to feel 

motivated and feel that their commitment to society is vital (Singh & Singh, 2019; 

Vasconcelos, 2015). Studies show that employees who believe in the organization's 

mission and vision can apply their work (Erum et al., 2020; Wrzesniewsk & Dutton, 

2001). Organizations should empower their workers to feel inspired and contribute to 

society (Canning et al., 2020; Erum et al., 2020; Paais & Pattiruhu, 2020). Although 

spirituality worthiness positively impacts workers, the literature lacks studies within the 

workplace environment and its contribution. Spirituality at work as a framework can 

promote employee workplace values while also bringing about happiness, worth, value, 

and completeness (Duchon & Plowman, 2005); turnover intentions through loneliness at 

work (Ghadi, 2017); honesty and trust, organizational happiness, and anti-citizenship 

behavior (Safari et al., 2019). The challenges workers face at the workplace show that 
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workplace spirituality is the solution to change within the organization (Giacalone & 

Jutkiewicz, 2010; Shaheena & Rashidib, 2021). Although spirituality at work shows a 

positive impact in the workplace, studies conducted on spirituality and its influence on 

employees' levels of work engagement and job and life satisfaction are few (Safari et al., 

2019; Van der Walt, 2018). The workplace spirituality framework can help organizations 

capture their workers' values while creating a workplace that values joy, worth, value, 

and holistic human needs (Rego & Cunha, 2008).  

Employee Engagement 

Although many among the scholarly community experience differences in the 

definition of engagement (Albrecht et al., 2015; Cote et al., 2021; Farrell & Brunton, 

2020; Martin & Bolliger, 2018). Kahn (1990) defined engagement as job behaviors 

displayed “physically, cognitively, and emotionally” while at work (Kahn, 1990, p. 694). 

Disengagement involves a “physical withdrawal, cognitively and emotionally” in one’s 

job assignment (p. 694). Schaufeli et al. (2006) defined work engagement as a positive, 

affective-motivational state of individuals engaging in higher commitment levels and a 

strong focus on work. The current study focuses on using a combination of Schaufeli et 

al. and Locke’s definition of engagement. Work engagement is crucial in influencing 

organizational commitment but also challenging to identify. Engagement is crucial for 

organizational effectiveness. Research shows that engaged employees have enhanced 

creativity, improved job performance, and a willingness to go the extra mile (Al-

dalahmeh et al., 2018; Bakker & Albrecht,2008; Canning et al., 2020; Erum et al., 2020; 

Paais & Pattiruhu, 2020). Evidence shows that employees who feel a strong sense of 



68 

 

commitment to the organization perform at higher levels and have a higher level of job 

satisfaction, higher retention rates, and a desire to impact their bottom line positively 

(Canning et al., 2020; Erum et al., 2020; Lu et al., 2016; Paais & Pattiruhu, 2020; 

Waseem et al., 2016).  

However, findings show the downward curve in employee engagement, 

accompanied by a decline in morale and disengaged, unhappy workers (Blanco-Gonzalez 

et al., 2020; Canning et al., 2020; Stebner, 2013). Leadership should be aware of how 

employees feel about the organization’s mission and value and whether or not to support 

the values and their fit for their position in the company (Cote et al., 2021; Cruckle et al., 

2021; Fachrunnisa et al., 2014). Work engagement is crucial in influencing organizational 

commitment, but also challenging to identify; however, assertation by Chambel et al. 

(2014) showed the significant role of employees’ engagement in mediating the 

relationship between employees’ perception of human resource practices within the 

workplace and the affective commitment towards the organization’s goals.  

Engagement is significant for employees to perform and be productive workers 

and for the organization's overall performance. Figures show the engagement and 

disengagement levels in the U.S. workforce on a decline; engaged workers from 2013-

2014 were 29.6%-31.6 %, not engaged were 2013-2014 51% to 51.5% (Adkins, 2015). 

While identifying employee engagement can be complicated, the results of highly 

engaged employees apparent in organizational outcomes are revealed significantly in 

these figures. Research shows that CEOs in leadership search for knowledge to stimulate 

their employees' enhanced engagement for meaningfulness in the workplace (Decuypere 
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& Schaufeli, 2020; Peng et al., 2015; Robijn et al., 2020). Organizational leaders should 

appropriate areas where high engagement can result in a productive outcome, such as 

retention, morale, loyalty, and commitment to the organization (Canning et al., 2020; 

Ghadi, 2017; Robijn et al., 2020; Shaheena & Rashidib, 2021; Waseem et al., 2016; Lu et 

al., 2016).  

Job Satisfaction 

The researchers in the management field consider job satisfaction the most critical 

metric for the employees' job satisfaction in the management field. Job satisfaction is 

generally associated with attitudinal behavior, with emerging definitions varying from 

individuals' attitudes about their job and perception (Aydogdu & Askikgil, 2011; Crucke 

et al., 2021). Locke (1976) defined job satisfaction as the holistic, pleasurable emotional 

state of hopeful feeling or vice versa, derived from an individual's appraisal of their job 

or job experiences. Lips-Wiersma et al. (2014) reflected Locke's definition by adding to 

their definitions as one's expression of a pleasant and optimistic feeling or vice versa that 

may allow attainment of meaning and purpose at work. Herzberg et al. (1959) defined job 

satisfaction by the objective perspective that considered organizational rewards systems 

of wages, business culture profits, job satisfaction, stress, training and development, 

promotion prospects, job security, and insecurity. Combined effort derives from various 

definitions and interpretations of job satisfaction description provided above as a personal 

response resulting from positive or negative emotional experiences through work, and an 

expression of feelings of pleasurable and emotions when an individual receives an 

evaluation of their work experiences (Locke, 1976; Weiss et al., 1967).  
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Numerous factors influence the organizational outcome, for instance, a significant 

turnover concern for business since it could negatively affect organizations’ assets; 

research studies have shown a positive connection between job satisfaction and decreased 

turnover within the organization (Abouraia & Othman, 2017; Al-dalahmeh et al., 2018; 

Aydogdu & Askikgil, 2011; Huang et al., 2021; Paais & Pattiruhu, 2020; Wang et al., 

2017; Zopiatis et al., 2014). Herzberg et al. (1959) considered the objective perspective in 

job satisfaction and the extrinsic elements that define job satisfaction: wages, business 

culture profits, job satisfaction, stress, training and development, promotion prospects 

and job security and insecurity, benefits, promotion. Similarly, Azumah et al. (2017) 

examined job satisfaction against satisfaction elements, such as salary, welfare, work 

environment, work characteristic, organizational decision-making, leadership care, 

interpersonal relationship, and self-worth. Azumah et al. (2017) showed that job 

satisfaction functions with the satisfaction of the fundamental elements mentioned, but 

various elements influence job satisfaction differently. Azumah et al. revealed that the 

most critical job satisfaction components or factors to employees were employees’ desire 

for the intrinsic inspiration to attain flexibility in balancing work and life issues. 

Employees desire intrinsic inspiration to attain flexibility in balancing work and life 

issues.  

Studies show that balancing work and life provide positive organizational 

outcomes such as engagement (Cain et al., 2018), enrichment and life satisfaction 

mediated through self-efficacy (Chan et al., 2016), job satisfaction (Mas-Machuca et al., 

2016), and security in employment pay (Drobnic et al., 2010). Yucel (2012) noted that 
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job satisfaction is one of the most antecedents of organizational work environment 

commitment and turnover intention. Yucel claimed that high levels of job satisfaction 

result in higher commitment and lower turnover intention. Further, job satisfaction 

positively influences affective commitment, continuance commitment, normative 

commitment, and a negative impact on turnover intention. Lu et al. (2016) and Lips-

Wiersma et al. (2014) claimed highly engaged workers have higher job satisfaction than 

disengaged workers and are determined to have higher job performance in a business 

workplace environment, reducing turnover intentions.  

Consequently, employees with higher job satisfaction levels are more engaged 

and more likely to adopt different work behaviors (Al-dalahmeh et al., 2018); teamwork, 

helping others finish their work, and their self or one’s job (Lu et al., 2016). Lu et al. 

demonstrated that employees willing to adapt to different work behaviors also expose 

themselves to higher engagement levels and commitment to their jobs. As Lu et al. 

indicated, managers or those in higher positions unknowingly engage in different work-

related practices in the workplace compared to lower-level subordinates.  

Life Satisfaction  

Balancing work and life satisfaction appears alien or mystifying to many in the 

management field and its accessibility within the workplace environment. Although their 

unanswered questions about life satisfaction and the impression on employees in the 

business workplace (Diener et al., 1985; Pavot & Diener, 2008; Pavot & Diener, 1993; 

Ruggeri et al., 2020; Veenhoven, 2005). Life satisfaction implementations may identify 

concepts and relationships with other organizational outcomes, including job 
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engagement, job involvement, and job satisfaction (Blanco-Gonzalez et al., 2020; 

Christian et al., 2011; Robijn et al., 2020).  

The judgment or cognitive component of satisfaction with life concepts is 

primarily attributed to life-satisfaction studies (Jayawickreme et al., 2017; Rogowska et 

al., 2020; Pavot & Diener, 2008). Although few studies on subjective wellbeing associate 

with individuals' life satisfaction and have received considerable recognition from the 

scholarly community, few studies on critical or cognitive components are rarely 

recognized. Few definitions exist about life satisfaction; Diener et al. (1985) defined life 

satisfaction as a collaboration of individual life attributes that include psychological, 

cognitive, and awareness evaluation. The current research reflects Diener et al.'s 

definition of life satisfaction.  

Research on spirituality at work recognizes the intellectual aspect of employees' 

cognitive awareness or life satisfaction that requires meaningful work and purpose to 

occur in the organization (Ashmos & Duchon, 2000; Mansfield et al.,2020; Skrzypinska, 

2021; Vasconcelos, 2021). The organizations that recognize and willingness to evaluate 

individuals' holistic awareness of one's physical life, intelligent behavior existence 

experience a surge in employees' sense of commitment, job satisfaction, organizational 

citizenship behaviors, psychological wellbeing, or life satisfaction in the workplace 

(Belwalkar & Vohra, 2016; Bussing et al., 2015; Godwin & Hershelman, 2021; 

Krishnakumar & Neck; 2002; Liang et al., 2017; Mansfield et al., 2020).  

For most people, satisfaction with one's life means happiness and having one's 

desires fulfilled, and the need to feel blessed from a spiritual perspective (Jebb et al., 
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2020). However, those who believe in happiness say it is a condition of wellbeing 

coupled with enjoyable pleasures. Munawar and Tariq (2018) asserted that feelings and 

emotions contribute to high life satisfaction and wellbeing. Diener et al. (1985) asserted 

that people's emotional and cognitive responses contribute positively to an individual's 

life satisfaction. Factors found to influence a person's beliefs, values, and culture, also 

influence individual life satisfaction, and a person's religiosity and spirituality play a 

significant role in influencing a person's behavior, particularly in job performance 

(Aydogdu & Askikgil, 2011; Etemadifar et al., 2016; Ruggeri et al., 2020).  

Early Researchers’ and Current Scholars’ Perspectives of Religiosity and 

Spirituality in the Workplace 

Mitroff and Denton 

Mitroff and Denton (1999) pioneered the first large-scale empirical study on 

religiosity and spirituality and the influence of the organizational sphere. The scholars 

used combined strategies of both qualitative and quantitative approaches. In qualitative 

studies, 90 participants were from senior human resource executives. On quantitative, a 

mail out of about 2000 questionnaires sent to senior human resource executives on the 

U.S west coast. Mitroff and Denton found that most participants opposed religious values 

but supported spirituality. The majority considered religiosity inappropriate for 

discussion and spirituality appropriate for discussion and felt comfortable employing 

spiritual intelligence in their daily job assignments (Mitroff & Denton, 1999). 

Mitroff and Denton (1999) found that a single word that captured the meaning of 

spirituality and its vital role in peoples' lives contributes to individuals' livelihoods that 
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word interconnectedness. When asked about what provided meanings in their jobs, 

participants responded that they could express their spirituality in the workplace 

environment. The result also indicated that momentary compensation was an essential 

benefit to pay bills. However, the participants considered the intrinsic behaviors in 

balancing work and life more significant than the intangible rewards (Mitroff & Denton, 

1999). The participants hungered for ways to practice spirituality without offending their 

co-workers. Mitroff and Denton (1999) appealed to organizational leadership, 

acknowledging that organizations will not produce world-class products and services 

unless they learn how to connect a whole person and adopt spiritual energy for their 

employees. The participants of this study, when asked what gives them meaning in their 

work, the participants' response was to realize their full potential as an individual (Mitroff 

& Denton 1999).  

Mitroff and Denton noted that the organizations grieved from spiritual insolvency 

and remarked that "no organizations can survive without spiritual and soul" (p. 91). 

Mitroff and Denton (1999) discovered that people wanted to realize their full potential in 

their spirituality without offending co-workers or causing acrimony, conflict, 

controversy, and division. Mitroff and Denton (1999) proposed a model to support and 

support a spirituality that included: 

1. Evolutionary organizations. 

2. Recovering transforming organizations. 

3. The religious-based organization. 

4. The socially responsible organization. 
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5. And the value-based organization. 

Mitroff and Denton's (1999) efforts led to the writing of the first essay, "The 

Servant Leader," which has become widespread in the corporate world used by various 

prominent business leaders, and now included in management books and magazines, read 

by many around the world (Gupta et al., 2014). Mitroff and Denton's studies are pertinent 

because they used qualitative and quantitative methods to build theory; their efforts paved 

the way for scholars to conduct and design measurement scales for future studies and the 

current study.  

Fry 

Fry (2003) proposed a theory of spiritual leadership and intrinsic motivation, 

attaching the motivators variables of altruistic love, hope/faith, and vision. Fry (2003) 

envisioned intrinsic motivation as holistic leadership theory, the structure of altruistic 

love, hope/faith, and vision that is significant and addresses the four areas that define the 

essence of human existence: body, mind, heart, and spirit. Fry first identified leadership 

theory and the basic concept of leadership as a bridge for motivation to change. Second, 

Fry (2003) emphasized the importance of individuals' spiritual survival, mind, heart, and 

spirit of the body, mind, heart, and spirit. Fry (2003) also noted that variance between 

religion and spirituality from a human perspective; both concepts had a broad definition 

of God as the higher power by which humanistic, theistic, and pantheistic definitions of 

God can be defined. 

Fry's (2003) review focused on the ethics of religious leadership theories against 

the value-based leadership theories to explain a leader's motivating factors: altruist love, 
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hope/faith, vision core values that make spiritual leadership. Fry's expounded on the 

qualities of a successful leader, describing them as someone who ought to be in touch 

with their core values and ability to communicate them to followers through vision and 

actions, thus creating a "sense of spiritual survival through calling a membership" (p. 

693). Fry's concluded that spiritual leadership is a whole of other leadership theories 

combined, the value-based leadership theories and more theoretically distinct, 

parsimonious, and less practically mystified.  

Kinjerski and Skrypnek  

Kinjerski and Skrypnek (2006) examined factors that foster an employee to 

experience spirit at work. The s questionnaire asked ten women and three men ranging 

from age 26 to 81 to self-identify as having high spirits at work. Using a criterion of three 

elements ranging from high spirit at work to participate in in-depth, reflective interviews. 

The findings showed that inspired leadership appeared as central to persuading individual 

experiences to experience spirit at work and strongly connected to a strength of the 

organizational foundation that featured: 

• organizational integrity, 

• positive workplace culture and space, 

• a sense of community among members, 

• opportunities for personal fulfillment, 

• continuous learning, 

• development, and 

• appreciation and regard for employees and their contributions.  
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Kinjerski and Skrypnek (2006) emphasized that fostering employees’ spirit at 

work requires managers to consider integrating spirituality in the company decision-

making, policies, and procedures that would affect work conditions that ultimately 

manifest in the workplace (Kinjerski & Skrypnek, 2006). Kinjerski and Skrypnek (2006) 

asserted that workplace conditions encourage and inspire leadership and other identified 

factors in the organization’s foundations to foster the spirit at work.  

Ashmos and Duchon 

Earlier pioneers referenced the terms spiritual wellbeing and workplace 

spirituality in the general description in the conceptualizing terminology. In a previous 

research study, Ashmos and Duchon (2000) explored the concept of spirituality and 

meaning at the workplace, which provided different definitions and terms. The 

researchers framed the study from an individual's level, with a notion that recognizes that 

individuals have an inner life that fosters and is nourished by meaningful work in the 

community. About 696 participants come from four hospital areas, one in Midwest, one 

in the mid-South, and two in the U.S. Southwest locations. The participants' age groups 

ranged from 43 years, worked in their job positions for about seven years, and were in 

their current jobs for about five years (Ashmos & Duchon, 2000). The gender breakdown 

consisted of 74% female and 64% male. Their education consisted of a college, and about 

33% were graduates or professional degrees (Ashmos & Duchon, 2000). 

Factor analysis measured the context and construct validity. The questionnaire-

based on a 7-point Likert-type scale with numbers ranging from 1= strongly disagree to 

7= strongly agree. The questionnaire development addressed the participants' attitudes 
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about the different constructs, beliefs, and opinions about their work environment, work 

unit function, and business work. Ashmos and Duchon (2000) had the instrument they 

used reviewed by a group of academia from different departments, including the 

organizational development specialist, a former executive leader from a large hospital, 

and several business community members. The instrument allowed a measure of 

spirituality in the workplace, which revealed three-dimensional themes for measuring 

spirituality in the work environment: inner life, meaningful work, and community 

(Ashmos & Duchon, 2000). Ashmos and Denton (2000) emphasized the developmental 

term goal in understanding the phenomenon that contributes to a more productive 

workplace environment (Ashmos & Duchon, 2000). Ashmos and Duchon (2000) 

provided a definition and conceptualized spirituality in the workplace and presented 

empirical support for a measurement tool that the researcher created. 

The findings were consistent with the researchers' expectations, which correlated 

workplace spirituality and the three dimensions, including the community's condition, 

meaning at work, and inner life (Ashmos & Duchon, 2000). The study aimed to plan a 

long-term goal to understand how spirituality can contribute to a more productive work 

organization. Cronbach's alpha reported viable scales with acceptable levels of reliability 

ranging from .69 to .93. The results supported the concept that spirituality in the 

workplace involved all three dimensions of inner life, meaningful work, and the 

community at the individual's levels (Ashmos & Duchon, 2000). Benefiel et al. (2014) 

indicated that Ashmos and Duchon's instrument is among the two main tools used to test 

for spirituality at work. Ashmos and Duchon (2000) designed their device by reviewing 
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the literature that led to sorting the dimension of spirituality that included inner life, 

meaningful work, and community sense.  

Gupta et al. 

Gupta al. (2014) assessed four components of spirituality: meaningful work, sense 

of community, organizational values, compassion, and job satisfaction. Gupta et al. 

(2014) studied a cross-sectional study that surveyed 100 payroll employees in private 

insurance companies in India to obtain data about the impact of spirituality in the 

workplace and job satisfaction. The researchers define spirituality as an expression of 

being positive toward oneself and other living beings. Gupta et al. examined the study 

and found that the four components assessed presented significant relevant knowledge in 

employees' inner selves, part of their spirit that could influence their work and job 

satisfaction. Gupta noted to clarify the applicable differences in behavior altitude of 

religious and spiritual individuals. While religion and spirituality confuse most people, a 

spiritual person can also be religious (Gupta et al., 2014). However, a religious person 

does not have to be spiritual because anyone can follow a particular religion and adopt 

religious rituals and beliefs without being spiritual (Gupta et al., 2014).  

Gupta et al.'s (2014) regression analysis revealed that community and 

organizational values influenced employee satisfaction (Gupta et al., 2014). The results 

also showed that in a workplace where employees find meaning in their work, they 

expressed feelings of working in the community, and felt that compassion was present in 

their workplace, discern respect for the organizational values, and experienced a sense of 

spirituality in the work environment (Gupta et al., 2014). 
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Gupta et al. (2014) noted that lack of spiritual work conditions might increase 

absenteeism, high turnover rates, less commitment, more dissatisfied workers, leading to 

poor job performance and lower organizational performance. The study showed that 

employees perform poorly in a business where spirituality is not respected or expressed 

(Gupta et al., 2014). This assertation results in a danger of a single variable that focuses 

on the most critical variables of belief and values that may lead to an illogical and 

ineffective workplace (Gupta et al., 2014). Additional benefits for workers working in a 

spirit type of environment report feelings of worthwhile, usefulness, valuable, and work 

at their total capacity with higher levels of engagement (Fachrunnisa et al., 2014; Gupta 

et al., 2014; Johnson & Jiang, 2016; Hassan et al., 2016; Saks, 2006).  

The Influence of Employees’ Religiosity and Spirituality on Organizational 

Outcomes 

The influence that individuals' religiosity and spirituality have on their leaders' 

organizational outcomes and performance is fundamental for the research study (Mathew 

et al., 2018; Utami et al., 2021). Increasingly organizational leaders are making an effort 

to focus on religiosity and spirituality within their specific work assignments, including 

levels of employee engagement (Roof, 2015); job satisfaction (Dean et al., 2016; Hassan 

et al., 2016); spiritual wellbeing (Etemadifar et al., 2016; Mathew et al., 2018); and job 

performance in the workplace environment (Daniel & Chatelain-Jordan, 2015; Dean et 

al., 2016; Utami et al., 2021). For the past decade, researchers have studied religiosity 

and spirituality in the workplace context and found definitions by various terms to 
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include faith at work movement, organizational spirituality, spirit at work, and spirituality 

in the business (Albuquerque et al., 2014; Mathew et al., 2018; Osman-Gani et al., 2013). 

Albuquerque et al. (2014) examined healthcare facility employees from two 

groups by measuring an individual's spirituality and perceived organizational 

performance. The three spirituality at work dimensions measured included individuals' 

sense of community, meaningful work, and inner life. In contrast, Albuquerque et al. 

(2014) and Daniel and Chatelain-Jordan (2015) all examined individual spirituality and 

its outcome on employees' affective organizational commitment and an individuals' 

innovative behavior. Daniel and Chatelain-Jordan (2015) sampled about 139 individuals 

for data collection in the United States and used a structural modeling equation (SEM) for 

statistical analysis (Daniel & Chatelain-Jordan, 2015). Findings revealed that individuals' 

spirituality correlated significantly and positively with affective organizational 

commitment and individual innovative behavior (Daniel & Chatelain-Jordan, 2015). 

Daniel and Chatelain-Jordan's (2015) practical implication was that employees presenting 

a higher level of spirituality can also present a healthy affective attachment towards the 

organization and help generate and implement ideas within the workplace.  

A study conducted by Ke et al. (2017) reflected similar findings as Daniel and 

Chatelain-Jordan (2015). Ke et al. (2017) examined the university teachers' workplace 

spirituality on employee engagement and professional commitment as mediators. The 

authors used a convenience sample of 239 teachers and structural equation modeling. The 

findings showed that university teachers' workplace spirituality significantly influenced 

their work engagement levels. Their professional commitment played a partial role in 
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mediating the process (Ke et al., 2017). The practical implication of Ke et al.'s (2017) 

study was that the university would benefit from strengthening their spirituality 

construction through various strategies. 

Ghazzawi et al. (2016) and Sinnewe et al. (2014) examined individuals' religious 

commitment to job satisfaction and their religious involvement in life satisfaction. 

Ghazzawi et al. (2016) examined if employees' religious commitment influences job 

satisfaction. These findings determined that religious individuals have a comparable 

interpretation when assessing their work, and many workers have a favorable view of job 

satisfaction (Albuquerque et al., 2014; Ghazzawi et al., 2016; Sinnewe et al., 2014). The 

implication in the view employees perceive their managers as a central character able to 

advocate for employees' religious convictions or commitment, and regardless of 

employees' faith or religiosity, like any other workers, all employees pursue equal unique 

opportunities for growth and satisfaction with the job (Ghazzawi et al., 2016). However, 

Ghazzawi et al.'s results showed that religious commitment and job satisfaction differ 

between transcendent religious groups, for instance, between denominational practices.  

Earlier research by Parboteeah et al. (2009) and Winning and Cherubin (2015) 

reflected similar findings showing that most religious groups have a favorable view of 

their work. Sinnewe et al. (2014) examined the relationship between religious 

involvement and life satisfaction. Findings showed that individuals that attended religious 

services showed a positive relationship with life satisfaction. Recent studies by Habib et 

al. (2018) showed that religiosity and spiritual wellbeing are significantly and positively 

associated with an individual's life satisfaction. Further, Munawar and Tariq (2018) 
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examined religiosity and spiritual intelligence's influence on life satisfaction. Munawar 

and Tariq (2018) found a positive correlation between religiosity, spiritual intelligence, 

and life satisfaction. Liang et al. (2017) surveyed work spirituality, meaning in life, and 

psychological wellbeing among teachers. Findings showed that spirituality at work was 

related to the individual's psychological wellbeing (Liang et al., 2017). The practical 

implication shows that when people are engrossed in their work, they express feelings of 

having a meaningful life, which contributes to effectiveness in teachers' organizational 

goals (Liang et al., 2017).  

The presence of individuals religiosity and spirituality in the workplace linked 

previously with organization outcome of self-efficacy, achievement, work engagement 

(Duggleby et al., 2009; van de Walt, 2018); and life satisfaction and wellbeing within the 

work (Duggleby et al., 2009; Pawar, 2016); engagement and commitment (Johnson & 

Jiang, 2016; Ke et al., 2017) organizational commitment, job performance, and job 

satisfaction (Albuquerque et al., 2014; Chambel et al., 2014; Ghazzawi et al., 2016; van 

de Walt & De Klerk, 2014); organizational commitment and individuals innovative 

behaviors (Daniel & Chatelain-Jordan, 2015); organizational development, productivity, 

and efficiency (Kumar & Kumar, 2015) and embedded organizational elements such as 

culture, value, beliefs, attitude, ethics and trust (Cardos & Mone, 2016; Guillen et al., 

2015; Stokes et al., 2016); organizational support on affective commitment (Rumangkit, 

2020; Utami et al., 2021). At the same time, evidence indicates that organizational 

leaders recognize that their employees are their most valuable resource. Dissatisfied 

employees negatively influence the organization's productivity and effectiveness through 
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increased turnover and training cost, absenteeism, and disengagement (Daniel & 

Chatelain-Jordan, 2015). However, religiosity and spirituality in the workplace encourage 

positive outcomes of ethical behaviors (Ayoun et al., 2015; Guillen et al., 2015), higher 

job involvement, and job and life satisfaction (Gupta et al., 2014; van de Walt & 

Swanepoel, 2015; Word, 2012), and employees who report more excellent work-life 

balance and quality of life at work and experience high levels of motivation in the 

workplace (Ruzevicius & Valiukaite, 2016; Yusuf & Khan, 2015).  

Workplace Ethics 

 Organization, irrespective of the industry, the organization and employees' 

fundamental link is ethics (Astrachan et al., 2020; Ayoun et al., 2015; Lowery et al., 

2014; Oboh et al., 2020). Business ethics define or refer to the moral principles of what 

differentiates right from wrong in a business view (Astrachan et al., 2020; Ayoun et al., 

2015; Oboh et al., 2020). Kumari (2014) defined ethics as an individual's moral 

judgments against right from corruption and noted that the decision to behave ethically is 

moral behavior. Kumari (2014) asserted that spirituality profitability is mutually 

exclusive. Both have character benefits of ethical behaviors and spiritual values for 

organizations to improve productivity, profitability, employee retention, customer 

loyalty, and brand reputation (Kumari, 2014; White, 2021; Muoghalu et al., 2021; 

Porcena et al., 2020).  

Increasingly researchers focused on the organization's ethical behaviors that 

include the moral culture, ethical codes, trust, and emerging ethical climate of behaviors; 

however, the influences an organization of focus is workers' ethical context in individual 
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behaviors are significant (De Cremer & Moore, 2020; Hassan et al., 2016; Hauser, 2020; 

Lowery et al., 2014). Empirical studies have shown that spirituality at work could 

determine business ethics (Ayoun et al., 2015; Lowery et al., 2014). Various scholars 

defined spirituality as connected with ethical behaviors. Ashmos and Duchon (2000) 

defined workplace spirituality as organizations recognizing that employees are inner 

beings searching for inner nourishment and nourished by meaningful work in the context 

or ethical community.  

In parallel, ethical work behaviors empower employees to find workplace spirited 

or spiritual (Ashmos & Duchon, 2000; Kumari, 2014); which may compel employees to 

perform, with a positive gesture of projection compared to non-spiritual counterparts 

(Ashmos & Duchon, 2000; Michaelson et al., 2014). Many researchers have associated 

spirituality at work with ethical behaviors in business that guide positive work 

experiences (Adnan et al., 2020; Agbim et al., 2013; Ashmos & Denton, 2000; 

Michaelson et al., 2014; Turyakira, 2018). Numerous researchers defined business ethics 

by referring to the moral principle and values that clarify right from wrong (Ayoun et al., 

2014; Brenkert, 2019; Ferrella et al., 2019; Michaelson et al., 2014).  

Businesses bound to practice distrust and skepticism from a deceitful culture lack 

ethics and spiritual values that may execute principles that may destroy the image and 

reputation of the business (Adnan et al., 2020; Kumar et al., 2014; Turyakira, 2018). 

Kumar et al. (2014) noted that trusted leaders breed trusted, good-hearted employees, and 

good business ethics is essential for natural trust and goodwill towards humanity. Kumar 

et al. (2014) argued that a day of improvement leads to productivity and zeal to perform 
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where there is ethics. Kumar et al. recommended that organizations integrate business 

ethics plan out very carefully, commercially, and sound in value and value to society.  

Current research by Brankert (2019) argued against corporations' insufficient 

contribution to ethical behaviors consisting of the evaluative, embodiment, enforcement 

of all aspects of business ethics worldwide. However, Brenkert challenges the businesses 

to enact a theory to argue that principles of ethical leadership, moral imagination, and 

communicative participation are inadequate to handle ethical problems associated with 

businesses' operations ethically or morally worldwide. Brenkert (2019) proposed a 

measure that would impact moral change suggesting a theory of moral evolution applied 

relative to power within stakeholders and business operation in effect ethical or moral 

decisions worldwide. Brenkert's theory of moral change significantly influences business 

ethics holistically, integrating the principles of economic, social, and political views 

while considering limitations in fostering ethics globally.  

Job Satisfaction and Job Involvement 

 Studies show that job satisfaction has been studied extensively in the literature, 

and as employee attitudes within the organizational research, primarily because of its 

importance (Gopinath, 2020; Gupta et al., 2014; Loan, 2020; Utami et al., 2021). 

Managers associate employees’ satisfaction with performance, job satisfaction, or attitude 

associated with various work behaviors: self-fulfillment, meaningful work, ethical 

organization, external rewards, teamwork, community, climate change, meaning, and 

purpose (Ashmos & Duchon, 2000; Gopinath, 2020; Loan, 2020; Mitroff & Denton, 

1999). Studies show that when job satisfaction levels are low, organizations experience 
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various negative work-related behaviors of dissatisfied employees, absenteeism, 

grievance expression, high turnover, and an overall decline in morale and organizational 

commitment (Loan, 2020; Neubert & Hallbesleben, 2015). In contrast, satisfied 

employees show loyalty to their organization’s commitment compared to dissatisfied 

employees (Gupta et al., 2014; Gopinath, 2020).  

Recent research shows that studies previously conducted on religiosity and 

workplace spirituality were conceptual and theoretical; however, paradigm shifts allowed 

empirical testing in those variables. As a result, limited empirical studies established the 

relationship between religiosity and spirituality and work-related behaviors and attitudes 

such as job satisfaction and job involvement (Gopinath, 2020; Gupta et al., 2014; van de 

Walt & De Klerk, 2014; Varshney, 2019;). Similar work attitudes, such as job 

satisfaction recognized in the previous studies related to the influence of religiosity and 

spirituality or, when explored, were mediators (Gopinath, 2020; Hassan et al., 2016; 

Loan, 2020; Osman-Gani et al., 2013).  

Walt and Klerk (2014) conducted a cross-sectional study with a sample of 600 

white-collar workers from two organizations in different industries in South Africa. Walt 

and Klerk (2014) set to determine the relationship between workplace spirituality and 

work-related attitudes of job satisfaction and found positive correlations between 

workplace spirituality and job satisfaction. Walt and Klerk (2014) concluded that those 

organizations that adhere to and promote spiritual values are more likely to create an 

environment where job satisfaction will manifest. Walt and Klerk (2014) suggested that 

the future of spiritual transformation is an organization aimed toward numerous aspects, 
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promotion, implementation, and encouragement of spirituality on an organizational level 

than previous studies have shown. These fundamental changes may influence 

organizations’ philosophy of vision, purpose, and integrating the organization’s spiritual 

values (Walt & Klerk, 2014).  

Job involvement is a work-related attitude studied in recent years and found in 

employees who are satisfied with their workplace and exhibit specific performance-

related work behaviors in the workplace environment (van der Walt & Swanepoel, 2015; 

Gopinath, 2020; Loan, 2020; Word, 2012). van der Walt and Swanepoel (2015) 

conducted a study that examined workplace spirituality and job involvement in South 

Africa. Sampling consisted of about 412 participants for a quantitative cross-sectional 

study using two different organizations. van de Walt and Swanepoel (2015) used the 

Organizational Spiritual Value Scale (OSVS) work spirituality and job involvement to 

analyze the data using the Job Involvement Questionnaire and multiple regression. The 

findings showed a statistically significant positive relationship between workplace 

spirituality and job involvement (van der Walt & Swanepoel, 2015).  

Similar findings by Milliman et al. (2003) and Word (2012) spirituality and the 

meaningful work dimension of the workplace may lead to employees to find work 

meaningful and become more involved in their job and organization (Gopinath, 2020; 

Loan, 2020; van der Walt & Swanepoel, 2015). The study results showed that spirituality 

was a predictor of job involvement, which may lead one to conclude that to enhance 

positive workplace attitude and behaviors, a spiritually friendly work environment should 

be allowed, or appropriate, in the organization (van der Walt & Swanepoel, 2015; Word, 
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2012). van der Walt and Swanepoel noted limitations in lacking an agreed-upon 

definition and a convenience sample instead of random samples. They recommended 

future research of other work-related attitudes, such as work engagement and 

organizational citizenship behaviors (van der Walt & Swanepoel, 2015). 

Theories of Work  

Understanding the concept of work could open the door to understanding the 

importance of spirituality at work. Work diversity plays a significant role in work 

because it involves workers with different values and cultural backgrounds, including 

races, creeds, cultures, and convictions. These groups’ combinations create a workplace 

where different spiritual and religious beliefs harmonize and coherently as a family, 

although such mingling opted out of conversations. At a glance, to understand the 

relationship between spirituality and the workplace, leaders must be open to having a 

conversation and understanding how the two are intertwined (Houghton et al., 2016; 

Jena, 2021).  

The term work and its definition are vital as the current study focus on workplace 

spirituality. The work is considered a place where most workers spend their day attending 

to their assigned duties, where individuals meet for a common objective and engage in 

making a living or common goal. Bella et al. (2018) noted that today’s workday could 

influence job satisfaction and quality of work-life. The stress resulting from today’s 

productivity could partly lead to emotions that might reduce job satisfaction and 

employees’ quality of work-life (Adisa et al., 2019; Poulose & Dhal, 2020). The 

difference between job and work is crucial to understand; many people fail to understand. 
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When an individual may take a position to take care of the current situation or to pay 

bills, that situation, many people may consider it as a job.  

Contrary, work epitomizes a person’s mission and idea and may even provide 

self-fulfillment of one’s spiritual human needs. The cases where an individual says that 

mine work offers an actual asset may be accurate, but work is more than tangible; it 

should also provide intangible aspects of human needs, such as self-fulfillment and 

spiritual fulfillment. Evidence shows individuals are searching for life-work balance, 

provided through meaningful work (Aruldoss et al., 2021; Houghton et al., 2016; Poulose 

& Dhal, 2020). Instead, people spend their day in labor that will only provide momentary 

compensation, which does not improve or provide job satisfaction or help explain 

spirituality’s mystery.  

Organizations and employees share a common culture of human needs and values 

that deserve an exploration; employees may consider their spirituality as human 

organizational wishes and part of the workplace situation or even work (Petchsawang & 

McLean, 2017; Rego & Cunha, 2008; Vasconcelos, 2021). A team effort between 

organizations and employees could provide a positive relationship that both can embrace 

and benefit. Although followers devote their time and energy to the organizations, 

organizations should be opened to nourishing their followers’ human needs (Ashmos & 

Duchon, 2000; Mansfield et al., 2020; Skrzypinska, 2021). Duchon and Ashmos-

Plowman (2005) defined workplace spirituality as a workplace that recognizes that 

employees’ spiritual needs are nourished by meaningful work and occur in the 

organization’s context. Duchon and Ashmos-Plowman (2005) believed that the 
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workplace should better allow their workers to express their spiritual beliefs or cultural 

diversity liberties.  

A view observed in the United States laws requires a workplace environment to 

protect employees during the hiring process provided in title VII. Opt-out any questions 

about religious or religiousness (Dean et al., 2014; Ghazzawi et al., 2016; Robin, 2020). 

Although the U.S. government does not decide how organizations should implement 

religiosity and spirituality, the government recognizes the ethical value of both concept 

and role in human life. This provision intends for organizations to abide by and protect 

workers and give them their religious liberty (Dean et al., 2014; Ghazzawi et al., 2016; 

Robin, 2020).  

Work-Life Balance and Quality of Life at Work 

Currently, researchers address the topic of work-life balance and quality-of-life 

concepts (Adisa et al., 2019; Aruldoss, 2021; Poulose & Dhal, 2020), the concept of 

work-life balance perception as a person’s control over their workplace conditions. Many 

academic and global scholars acknowledge that an individual’s work-life and 

personal/family life may exert conflicting demands on employees’ lives (Atteh et al., 

2020; Poulose & Dhal, 2020; Ruzevicius &Valiukaite, 2016; Yusuf & Khan, 2015). 

Recent challenges of the COVID-19 pandemic resulted in a significant shift to remote 

work (Galanti et al., 2021). Employees search and want a sense of self-control over their 

lives and the quality of their work experiences in the workplace for engagement, 

meanings in life, and work at the job to provide life balance in the job and life satisfaction 

(Aruldoss et al., 2021; Cain et al., 2018; Mas-Machuca et al., 2016; Prieto-Ursua & 
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Jodar, 2020). Workers may consider detachment from average work-life balance, private 

life, religiousness, and spirituality due to an emotional state of departure dissatisfaction 

and could negatively affect work-life balance (Atteh et al., 2020; Paul et al., 2015; 

Poulose & Dhal, 2020; Yusuf & Khan, 2015). 

Greenhaus and Beutell (1985) defined work-life balance as two domains with 

inter-role conflict-centered with a pressured role in work and family domains mutually 

incompatible in some respect. Sirgy and Lee (2018) defined work-life balance suggesting 

it involves balanced involvement and satisfaction across the life domain. Sirgy and Lee 

(2018) suggested that allocating time and psychological energy balanced in work 

nonwork life derived much satisfaction. Work-life balance also referred to as quality of 

life at work, refers to individuals’ ability to merge work-life with their personal life and 

the related obligations, activities, and responsibilities with minimum effort (Paul et al., 

2015; Sirgy & Lee, 2018). The work-life balance found its various advantages of positive 

organizational outcome including engagement (Cain et al., 2018); enrichment, 

satisfaction, and self-efficacy (Chan et al., 2016); job satisfaction (Mas-Machuca et al., 

2016); security in employment pay (Drobnic et al., 2010). Maurya et al. (2021) perceived 

work-life balance as part of organizational perceived level of employer branding 

attraction valued on organization talent.  

Paula et al. (2015) explored a study of women executives of an Indian information 

technology organization. Work-life balance challenges Indian women in the workplace, 

especially in a society that believes in different gender roles and commitments between 

men and women. However, as a result, conflict showed a lower job employee job 
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satisfaction, more economic performance, higher turnover, and increased stress (Paul et 

al., 2015). Paul et al. (2015) introduced the concept of spirituality in the workplace by 

asserting improved organizational job performance, profitability, and work-related 

attitudes such as job satisfaction and engagement (Paul et al., 2015). Other scholars' 

findings showed positive organizational outcomes in various areas such as engagement 

(Cain et al., 2018); enrichment, and satisfaction mediated by self-efficacy (Chan et al., 

2016); job satisfaction (Jena, 2021; Mas-Machuca et al., 2016; Poulose & Dhal, 2020); 

security in employment pay (Drobnic et al., 2010). 

Cardos and Mone (2016) examined the relationship between spirituality, 

religiousness, and work values, focusing on intrinsic and extrinsic behavior. Cardos and 

Mone's (2016) findings showed that intrinsic religiousness positively correlates with 

cognitive work values. In contrast, extrinsic personal religiousness negatively correlated 

with affective work values, and spirituality did not associate with any work values 

category (Cardos & Mone, 2016). Spearman Rho correlations statistically controlled the 

effects of gender. The gender differences showed that women reported higher levels of 

extrinsic personal religiousness and lowered daily spiritual experiences and instrumental, 

cognitive, and affective work values (Cardos & Mone, 2016). The findings' interpretation 

is that intrinsic people's religious and spiritual attributes impact people's behavior work 

values and that extrinsic factors do not have affective work values (Cardos & Mone, 

2016). Intrinsic people's religious and spiritual attributes affect people's behavior work 

values, and extrinsic people do not have practical work values' influence (Cardos & 

Mone, 2016).  
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Previous studies have shown that religiosity and spirituality influence 

organizational outcomes in job performance (Albuquerque et al., 2014; Aydogdu & 

Askikgil, 2011; Osman-Gani et al., 2013; Kumar & Kumar, 2014). Decades later, there 

has been an increase in research on engagement, job satisfaction, and life satisfaction. 

Scholars in management organization development widely researched how this construct 

exists in the organization and how employees experience quantitative and qualitative 

inquiry.  

Connection Between Theories of Engagement, job satisfaction, and Religiosity and 

Spirituality Research 

Although these concepts interconnect, there is limited published literature on the 

relationship between religiosity, spirituality, employee engagement, and job satisfaction 

in a business environment. As engagement becomes a driving force on organizational 

effectiveness, according to Adkins (2015), figures reveal that current engagement levels 

in the U.S. workforce continue on a decline; in this report, about 32% of U.S. workers 

engaged, while more than 50.8% are disengaged, and 17.2% are actively disengaged. In 

2021, figures showed a slight increase in engaged workers, about 4% to 36% (White, 

2021). The trend increased company profits by 21%, but 38% of workers report being 

exhausted; 85% say they feel motivated and thrive if their values and organizational 

culture are inclusive or merged and communicated effectively through company policies 

and procedures (White, 2021). A disengaged workforce costs the U.S. surmountable 

between $450-550 Billion every year (White, 2021). Engaged workers contribute to the 

company by being enthusiastic, innovative, and showing involvement and commitment to 
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their work and company (Mathew et al., 2018; Utami et al., 2021). The flip is disengaged 

employees considered less attentive do enough to earn the day wages and are more likely 

to be tardy for work (Adkins, 2015; Consiglio et al., 2016; White, 2021; Whittington & 

Galpin, 2010). A further indication is that unengaged workers cost the U.S. over $450-

500 billion a year (White, 2021).  

Engaged workers present a source of competitive advantage (Albrecht et al., 

2015; Aruldoss et al., 2021; Belwalkar et al., 2018; Cain et al., 2018); employees’ 

commitment, increased creativity, improved job performance, enhanced organizational 

citizenship behavior, and an upsurge in job and life satisfaction (Aruldoss et al., 2021; 

Bakker & Albrecht, 2018; Cain et al., 2018; Lips-Wiersma et al., 2016). Also, workers 

who exhibit higher engagement levels while they work have increased job satisfaction 

and are motivated to achieve life satisfaction and an increased desire to impact the 

organization’s bottom line (Aruldoss et al., 2021; Belwalkar et al., 2018; Lu et al., 2016; 

Sageer et al., 2012).  

Various scholars with differing lenses have researched engagement by describing 

and exploring work engagement or measuring behavioral engagement (Decuypere & 

Schaufeli, 2020; Haar et al., 2017; Imra et al., 2020; Macy & Schneder, 2008; Purcell, 

2014; Schaufeli & Bakker, 2006). Macey and Schneider (2008) examined three 

engagement levels: (a) psychological state engagement, (b) behavioral engagement, and 

(c) trait engagement. Macy and Schneider's study found that most companies' commonly 

used engagement trait is behavior engagement. Managers and employees apply the trait 

behavior engagement for nurturing the practice of engaging in the workplace (Decuypere 
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& Schaufeli, 2020; Macey & Schneider, 2008; Purcell, 2014); and as influences aspect of 

organizational outcomes of the individuals' job satisfaction, organizational commitment, 

psychological empowerment, and job involvement, resulting in life satisfaction (Macey & 

Schneider, 2008). Based on Macey and Schneider's exploration, organizations exercising 

their choice of engagement levels are helpful for different times and create engagement in 

their workforce. If so, employees are experiencing an engagement in their state of mind 

while working (Macey & Schneider, 2008). Decuypere and Schaufeli (2020) explored 

work-life balance as a potential mediator of servant leadership on building work-life 

balance and eventually increasing work engagement. Findings showed that work-life 

balance is positively related to work engagement dimensions and responsible for servant 

leadership achieving work-life balance. Decuypere and Schaufeli (2020) examined the 

perceptional influence on organizational support on employees' work engagement 

mediated by the influence of flourishing and thriving at work. Findings showed that 

perceived organizational support positively connects with employees for flourishing, 

thriving, and work engagement.  

Engagement influences employee performance and wellbeing (Barker & Pandita, 

2014, Belwalkar et al., 2018; Decuypere & Schaufeli, 2020; Imra et al., 2020); 

organizational performance and job performance (Al-dalahmeh et al., 2018); religiosity 

and spirituality influence on work engagement (Ghazzawi et al., 2016; Habit et al., 2018; 

Zahrah et al., 2017); and positive influence between engagement and spirituality at work 

(Roof, 2015). Lu et al. (2016) examined engagement and job satisfaction. Findings 

showed that highly engaged workers demonstrate higher job satisfaction than low-
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engaged or disengaged workers and are more determined to perform higher (Lu et al., 

2016). Further, Lu et al. noted that employees with higher job satisfaction levels are more 

engaged and more likely to adopt different work behaviors, such as teamwork, helping 

others finish their work, and oneself or one's job. Lu et al. added that employees willing 

to adapt to different work behaviors also expose themselves to higher engagement levels 

and commitment to job satisfaction. Lu et al.'s further implication conclusion showed that 

employees in a higher-level position, such as managers experience increased job 

engagement in their position, maybe knowingly or unknowingly, and because they 

engage in different work-related practices (Lu et al., 2016).  

Life satisfaction experiences play a subjective role in all human beings on earth 

(Diener et al., 1985; Villani et al., 2019). Spirituality at work has shown a positive 

relationship with employees' wellbeing and life satisfaction (Belwalkar et al., 

2018; Godwin & Hershelman, 2021; Pawar, 2016; Schwartz & Sortheix, 2018; Villani et 

al., 2019). Vishkin et al. (2018) examined religiosity, emotional regulation, and 

wellbeing, consisting of 565 Americans. The study implication indicates that religious 

people experience positive affect and higher life-satisfaction levels, encouraged social 

support, meaning in life, and more positive emotional experiences. Further claims 

indicated that religion consistently trains people to reappraise on emotional events, 

making those devout more effective in applying the emotional regulation practice, 

fostering a more positive affect, and greater life satisfaction (Astrachan et al., 2020; 

Vishkin et al., 2018).  
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Employees’ engagement and job satisfaction are more than a desire for an intense, 

stress-free, obstacle-free, and teamwork effort, or the assumption that the working 

environment will magically turn everyone into a happy, productive worker (Belwalkar et 

al., 2018; Bersin, 2014; Godwin & Hershlman, 2021; Sharma & Kumra, 2020). The 

organization should strive for an understanding of its employees’ feelings at work and 

overall organization’s culture of value, mission and whether or not there supportive of the 

mission, as well as their suitability for the assigned position (Ali & Anwar, 2018; 

Belwalker et al., 2018, Blanchard et al., 2019; Godwin & Hershlman, 2021; Ruggeri et 

al., 2020; Skrzypińska, 2021; Sorakraikitikul & Siengthai, 2014). The organization's 

specific outcome is affected by engagement levels that make a difference in employees' 

wellbeing, job performance, and overall economic performance and improve 

organizational citizenship behaviors (Mansfield et al., 2020; Mathew et al., 2018; Melian-

Gonzalez et al., 2015; Utami et al., 2021). Albrecht et al. (2015) argued that attitudinal, 

behavioral, and performance-relates to work outcomes positively and link with 

engagement in the organizational sphere. Further, organizational success is contingent on 

employee creativity, leading to job satisfaction.  

Therefore, workers who express a strong sense of commitment to the organization 

and are more likely to engage in an increased sense of creativity, improved job 

performance, and job satisfaction, enhanced organizational citizenship behavior, and 

show an upsurge in life satisfaction (Bakker & Albrecht, 2018; Etemadifar et al., 2016; 

Mathew et al., 2018; Utami et al., 2021). Workers who exhibit higher engagement levels 

while they work have increased job satisfaction and are motivated to achieve life 
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satisfaction and an increased desire to impact their organization's bottom line (Etemadifar 

et al., 2016; Lu et al., 2016; Mathew et al., 2018; Sageer et al., 2012; Utami et al., 2021). 

Hassan et al. (2016) examined workplace spirituality's three dimensions: meaningful 

work, sense of community and value of the organization, and job satisfaction, employing 

trust as the mediator. About 174 interviews conducted involved university students and 

multiple regression for data analysis. They found that workplace spirituality has 

significantly positive relationships with trust and that trust significantly mediates 

workplace spirituality on job satisfaction.  

Early Theories of Engagement and job satisfaction, and Impact on Organizational 

Workplace Environment 

Engagement 

The term engagement has become a token word that triggers many in the 

management field to examine its popularity. However, the theoretical model, definition, 

and measurement are in question (Christian et al., 2011; Decuypere & Schaufeli, 2020). 

Research has shown associated difficulties such as defining engagement, also overlap in 

identifying concepts, behavior attitudes, job engagement, job involvement, commitment, 

and satisfaction (Christian et al., 2011; Decuypere & Schaufeli, 2020).  

Kahn (1990) theorized the first empirical employee engagement studies, an 

ethnographic study that explored two aspects of engagement: the work attitudes and 

perceptions that influence engagement and disengagement in the workplace. Kahn's 

sample consisted of data collected from a diverse population that allowed the 

generalization of the study results. The scholar collected data from two groups, summer 
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camps in the West Indies and research sites in an architectural firm in northern and 

eastern United States. The researcher chose multiple samples for the proper 

generalization of the results study. The sample came from a summer camp in the West 

Indies; the researcher recruited 16 counselors, nine men and seven women, ages 20 to 35.  

Kahn's (1990) data came from a research site in an architectural firm in the 

northeastern United States. The 16 members consisted of 10 men and six women ages 24 

to 54 years of age, different job positions, and tenure in the organization. Kahn used a 

qualitative method for data observation, document analysis, self-identity, and rigorous 

interviews collected in summer comp locations; interviews took about 40 to 90 minutes 

with the architectural firm participants. Kahn's studies were qualitative, with observation, 

document analysis, self-reflection, and in-depth interviews to collect data in the summer 

camp settings. In-depth interviews took about 40-90 minutes from the architectural firm 

participants.  

Kahn (1990) identified three themes from interviews, observations, and in-depth 

interviews from the data collected. The first theme consisted of meaningfulness. 

Participants were associated with feelings of worth, value, and giving and receiving 

appreciated and shared with others during work hours (Kahn, 1990). The second theme, 

safety, participants reported trusting that their work circumstances were secure, 

predictable, and transparent in terms of behavior values (Kahn, 1990). The third theme, 

availability, represented a sense of possessing the physical, emotional, and psychological 

resources needed to perform their role and invest their inner self (Kahn, 1990). After 

Kahn conducted the first study, it took 20 years before it became accepted in the 
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scholarly community. Much did not happen after Kahn's first study was completed for the 

past 5 to 10 years; various surveys conducted measure engagement with a renewed focus 

on engagement in the workplace. Google scholar has recently displayed about 9498 

citations as of 2020 from Kahn's (1990) study efforts. Kahn's (1990) efforts on 

engagement helped numerous scholars conduct studies associated with engagement 

associated with a positive organizational outcome. Kahn's research has aroused interest in 

engagement management (Christian et al., 2011; Decuypere & Schaufeli, 2020). Various 

viewpoints in engagement that may be contrasting may have evolved since Kahn's (1990) 

empirical work revolutionized engagement.  

Jamil et al. (2020) examined employee engagement's mediating role in promoting 

green manufacturing practices among Malaysia's manufacturing firms. The 

questionnaires to obtain data come from a selected member of the three industries' 

manufacturing firms, managers from the different departments of the manufacturing 

firms provided the data. The study participants provided interpretations and impressions 

of employee engagement's mediating role in promoting green manufacturing practices 

(Jamil et al., 2020).  

Jamil et al. (2020) revealed a better understanding of the manufacturing firms' 

improving green manufacturing practices and the importance of employee engagement 

associated with green manufacturing practices. Findings showed that employee 

engagement was significant in promoting green manufacturing practices in Malaysia and 

worldwide. The practical implications of Jamil et al.'s (2020) study for managers 

engaging employees towards GMP implementation are essential because firms may not 
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achieve a competitive advantage without proper acknowledgment of employee 

engagement. The urgency in educating employees is fundamental to emphasize employee 

engagement in GMP implementation (Jamil et al., 2020). 

Research by van de Walt (2018) confirmed previous findings on religiosity and 

spirituality theory showed a positive and significant relationship between work 

engagement and employees thriving at work. Research by Imra et al. (2020) explored the 

indirect influence of perception of organizational support on employees' work 

engagement with mediating effect of flourishing and thriving at work. Findings showed 

that perceived organizational support was positively associated with employee 

flourishing, thriving, and work engagement. Also, results showed that perceived 

corporate support indirectly influences work engagement via thriving and flourishing.  

Benefiel et al.'s (2014) foundational work findings showed that religiosity and 

spirituality enhance employees' emotional state for increased job commitment, 

connectedness and understanding, job involvement, behavior engagement, and 

performance in individuals in the workplace. Additional studies reflected and aligned 

with discussion theories of the current topic. Reflection by Ke et al. (2017) showed that 

workplace spirituality influences employees' engagement to affect their job performance. 

Petchsawang and Mclean (2017) examined mindfulness meditation's influence on work 

engagement. The scholar's findings showed that workplace spirituality mediated the 

relationship between mindfulness meditation and work engagement. Therefore, 

mindfulness meditation helped nourish workplace spirituality to promote work 

(Petchsawang & McLean, 2017).  
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Job Satisfaction 

The complexity of the attitude or job satisfaction concept has a recurring behavior 

attitude that needs continuous management attention (Ghazzawi et al., 2016; Moon et al., 

2020; Mroz & Kaleta, 2016; Saif et al., 2012). The research literature synthesized 

original theories that led to the theoretical frameworks and further conceptualized job 

satisfaction. The precise movement or the "Taylorism" by Frederick W. Taylor (1911) 

theory showed people's perception as economic humans. Accordingly, during the era, 

money became the primary motivator for job satisfaction. Elton Mayo & Associates' 

(1924-33) approach dissented the scientific movement perception of human beings' 

nature as perceived in the Hawthorne studies. The human motivator factors contributed 

positively to job satisfaction. The Hawthorne studies cited a list of factors that affect job 

satisfaction, such as personal morale, positive interrelationships, management 

understanding of individuals and group behaviors, and interpersonal skills, such as 

counseling, leading, and communication.  

Multiple researchers in earlier studies hypothesized that job motivators for job 

satisfaction after Maslow's original known theoretical framework of the Theory of 

Hierarchy of Needs (Maslow, 1943). Shajahan and Shajahan (2004) reorganized various 

job motivator theories by grouping nature-based theories into (content theories). The 

theories included the hierarchy of needs, Maslow's; Two-factor Theory, Herzberg's X & 

Y Theory, ERG theory, and Theory of needs or achievement theory. Shajahan and 

Shajahan (2004) further expounded on the second group of theories, namely the process-

based theories that included behavior modification, cognitive evaluation, goal-setting 
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theory, reinforcement theory, expectancy theory, and equity theory (Shajahan & 

Shajahan, 2004). Luthans (2005) assessed and tested a mixture of nature-based theories to 

provide a different perspective in re-classifying the original historical theories in job 

motivators that later explained and theorized job satisfaction. The new classification 

included a content combination of the nature-based theories (Needs Hierarchy, Two-

Factors, and ERG theories); and Process theory as (Expectancy theory and Porter & 

Lawler model); and Contemporary (Equity, Control and Agency theories) (Luthans, 

2005).  

Various theories reviewed contributed and helped to theorize job satisfaction; 

Maslow's (1943) hierarchy of needs theory is the most generally used theory of 

motivation and satisfaction. Maslow's hierarchy of needs shows that individuals' 

motivational needs can be satisfied through the hierarchical form, including the physical 

requirements, safety needs, social needs, esteem/achievement needs, and highest self-

actualization (Maslow, 1943). Maslow's hierarchy of needs laid the foundation for job 

satisfaction theories as a start point. Maslow's hierarchy contribution leads to developing 

other theories relative to job satisfaction (Maslow, 1943).  

Herzberg et al. (1959) theorized Factor theory X & Y as a motivational identifier 

of job satisfaction. The scholars argued that motivation provides (motivators) related to 

job content and job-dissatisfiers (hygiene factors) that concern the job context (Herzberg 

et al., 1959). Herzberg et al. (1959) interviewed 200 accountants and engineers. The 

scholars collected data through the Critical Incident Method with two questions that 

asked if (a) how you felt particularly good about your job? (b) when did you feel 
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exceptionally bad about your job, and what turned you off? The scholars assessed four 

motivators of job satisfaction: achievement, recognition, work itself, responsibility, and 

advancement; these motivators increased satisfaction (Herzberg et al., 1959).  

The findings showed that the following elements to motivator satisfiers that 

contributed to job satisfaction: achievement, recognition, work itself, responsibility, and 

advancement, but also asserted that non-motivator satisfier found included the company 

policy, administration, supervision, salary, interpersonal relations, supervisor, and 

working conditions found unmotivating satisfiers (Herzberg et al., 1959). Herzberg et 

al.'s (1959) findings helped understand job satisfaction in various settings, such as 

assessing educational research. However, the model failed the empirical test for 

reliability (Khan et al., 2010).  

The process theory considered individual motivators that include the cognitive 

evaluation theory, goal-setting theory, reinforcement theory, expectancy theory, and 

equity theory, significant in the different job satisfaction assessments in the literature 

(Khan et al., 2010). Dissimilar to content theories, process theories concern the result of 

motivation. The expectancy concept from cognitive theory plays a dominant role in job 

satisfaction (Luthans, 2005). The theories consider how the individual's needs and goals 

could be accepted cognitively (Perry et al., 2006). Several process-oriented job 

satisfaction theories have caught researchers' attention who have hypothesized in 

different environments and found them thought-provoking in complexity, assumptions, 

and meanings (Khan et al., 2010). As a process-oriented theory, the Equity theory argues 
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that employees are result-oriented humans and cognitively weigh their outcomes (Khan et 

al., 2010).  

To demonstrate the process theory, employees cognitively weigh the job situation 

(input) against what they get from it (outcome) and compare the input-outcome ratio with 

the input-outcome ratio of the relevant others such as co-workers for results (Khan et al., 

2010). When the resulting outcome ratios equal their co-worker’s outcome ratio, a state 

of equity is said to exist, and employees achieve their goal or job satisfaction (Khan et al., 

2010). The equity theory for a few decades was studied under distributive justice (Yusof 

& Shamsuri, 2006). As a result, the rewards increase employee satisfaction only when 

rewards are valued and perceived as equitable (Perry et al., 2006).  

Life Satisfaction  

The value of life's theories is traceable during the era associated with the King 

and God's service and an aroused need for self-actualization when happiness is a central 

value in human life (Diener et al., 1985; Saris et al., 1996). Researchers observed the 19th 

century, a Utilitarian Creed with a description that said that the best society provides 

happiness for the most significant number of people (Driver, 2014; Saris et al., 1996). 

However, at the beginning of the 20th-century reforms inspired massive undertake in 

scale attempts for social change that influenced the development of the Welfare State and 

the birthing of expression of progress in terms of monetary gains, the security of income, 

and the degree of income equality (Hansan et al., 2016; Saris et al., 1996). Research in 

social studies on poverty and social inequality today is still a significant research tradition 

(Saris et al., 1996).  
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As a result, life satisfaction becomes one of the indicators to manifest as a quality 

of life, including mental and physical health; as an indicator, life satisfaction indicates 

how well people thrive. Studies indicate that the first survey studies used for life 

satisfaction measures performed in the USA in the 1960s emphasized mental health 

psychology (Diener & Chan, 2011; Diener et al., 1985; Saris et al., 1996). Some of this 

research's results appeared in books written by Gurin et al. (1960) and Bradburn (1969). 

At that time, life satisfaction was also a topic in an innovative cross-national study on 

human concerns by Cantril (1965). In the 1970s, life satisfaction was a central theme in 

several American Social Indicator studies (Veenhoven, 1984), and landmark books were 

published (Andrews & Withey, 1976; Campbell et al., 1976).  

Diener et al. (1985) explored the first studies conducted on life satisfaction in the 

United States. Outside the United States in Nordic countries by Allardt (1975), and 

Germany by Glatzer and Zapf (1984), and in the 1980s, the first large-scale longitudinal 

survey on life-satisfaction conduct in Australia (Heady & Wearing, 1992; Saris et al., 

1996). Following other studies published on life satisfaction (Argyle, 1987; Myers, 1992; 

Veenhoven, 1984). According to Saris et al. (1996), their recent bibliography includes 

2475 contemporary studies on subjective appreciation of life. The bibliography part of 

the World Database of Happiness includes the ongoing cataloging of new data on life 

satisfaction and its correlations (Saris et al., 1996).  

In theorizing life satisfaction, the researcher's observation noted that no single, 

comprehensive theory of life satisfaction exists; to collaborate the assumption, the 

scholars established two theoretical perspectives to theorize life satisfaction: top-down 
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and bottom-up perspectives (Diener, 1984; Headey et al., 1991). The top-down theory of 

life satisfaction views life from a lens of characteristics such as personality traits. The 

bottom-up theory of life satisfaction views molded by contentment in multiple domains 

(Diener, 1984; Headey et al., 1991).  

The bottom-up theory approaches life satisfaction as a function of life domains, 

including work, family, health, and leisure (Heller et al., 2004; Pavot & Diener, 2008). 

Heller et al. (2004) and Pavot and Diener (2008) expounded on the bottom-up 

perspective. They found that when individuals reported when asked about their life 

satisfaction is a complex function of satisfaction with different life domains. Life 

satisfaction is not a simple average of domain satisfaction, as people differ in how they 

weigh each domain in satisfaction. Although some people primarily draw life satisfaction 

from leisure, others see work or health as the most significant value of life satisfaction. 

Numerous studies have shown that people consider the domain values vital for evaluating 

life satisfaction and, as such, domain satisfaction with life is the one that corresponds 

with one’s values shown to be relatively more important for one’s life satisfaction (Oishi 

et al., 1999).  

Scientists have employed assessing life satisfaction views of value achievement 

and a broader view of relationships emphasizing work and family satisfaction (Oishi et 

al., 1999). Moreover, unhappiness in one domain often reassesses the importance (Wu, 

2009), an example of increased salience of family satisfaction for someone suffering 

from health problems. Subjective wellbeing has been theorized and described in research 

in two components, the emotional or affective and the judgmental or cognitive 
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components, conceptualized as life satisfaction (Diener et al., 1985; Pavot & Diener, 

1993). The management scholars have shown limited interest in studies that show the 

workplace contribution to life satisfaction. However, the assumption claims that a happy 

worker is someone satisfied with their job. Therefore, a need for advancing a more 

holistic concept of happiness in life satisfaction in the workplace environment (Erdogan 

et al., 2012).  

Scholars exploring subject wellbeing (SWB) have integrated happiness with or as 

life satisfaction, although not the same happiness is a factor in understanding life 

satisfaction (Diener, 1984). Life satisfaction is a key indicator of subjective wellbeing 

(SWB) (Linley et al., 2009), and it may provide positive affect and absence of negative 

affect (Etemadifar et al., 2016). For instance, in oft-publicized global studies of happiness 

levels worldwide, life satisfaction was used to measure happiness (Cummins, 1998; Tsai, 

2009). Studies in the United States revealed life satisfaction as an indicator of wellbeing 

in Health (2011), a 10-year program designed to improve all Americans’ health by setting 

benchmarks and tracking progress (Health, 2011). In recent longitudinal studies, seven 

types of evidence reviewed indicate that high subjective wellbeing, such as life 

satisfaction, lacks negative emotions, optimism, and positive emotions, causing better 

health and longevity (Dienar & Chen, 2011).  

Organizations’ human Scientists have employed assessing life-satisfaction views 

of value achievement and a broader view of relationships emphasizing work and family 

satisfaction (Oishi et al., 1999). Moreover, unhappiness in one domain often reassesses 

the importance (Wu, 2009), an example of increased salience of family satisfaction for 
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someone suffering from health problems. Subjective wellbeing has been theorized and 

described in research in two components, the emotional or affective and the judgmental 

or cognitive components, conceptualized as life satisfaction (Diener et al., 1985; Pavot & 

Diener, 1993). The management scholars have shown limited interest in studies that show 

the workplace contribution to life satisfaction. However, the assumption claims that a 

happy worker is someone satisfied with their job. Therefore, a need for advancing a more 

holistic concept of happiness in life satisfaction in the workplace environment (Erdogan 

et al., 2012).  

Scholars exploring subject wellbeing (SWB) have integrated happiness with or as 

life satisfaction, although not the same happiness is a factor in understanding life 

satisfaction (Diener, 1984). Life satisfaction is a crucial indicator of subjective wellbeing 

(SWB) (Linley et al., 2009), and it may provide positive affect and absence of negative 

affect (Etemadifar et al., 2016). For instance, in oft-publicized global studies of happiness 

levels worldwide, life satisfaction was used to measure happiness (Cummins, 1998; Tsai, 

2009). Studies in the United States found life satisfaction as an indicator of wellbeing in 

Health (2011) a 10-year program designed to improve all Americans’ health by setting 

benchmarks and tracking progress (Health, 2011). In recent longitudinal studies, seven 

types of evidence reviewed indicate that high subjective wellbeing, such as life 

satisfaction, lacks negative emotions, optimism, and positive emotions, causing better 

health and longevity (Diener & Chen, 2011). 

Resource management practices play a vital role in influencing various aspects of 

the organization, usually the communication between departments, leadership, and 
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employees (Marques, 2005; Cherif, 2020). In understanding the human resource practices 

and the drivers that influence employee engagement. Alzyoud (2018) examined the 

relationship between human resource practices and four drivers in employee 

communication, employee development, and reward and recognition on employee 

engagement. Alzyoud (2018) sent 200 questionnaires to a manufacturing company and 

received about 151 questionnaires completed and data analysis to assess employee 

engagement.  

Alzyoud’s (2018) findings showed that human resource practices significantly 

influence the four drivers of employees' communication, employee development, 

rewards, and recognition. All variables showed a positive link to engagement in 

stimulating employees to engage in self-fulfillment, a basis for communications that 

support employees to remain engaged (Alzyoud, 2018). Additionally, employee 

perceived development is vital in improving success and engaging the key employees 

(Alzyoud, 2018). The assumption led to evidence that showed workers' dedication to the 

employer based on whether the employer is committed and supportive of their long-term 

job development (Alzyoud, 2018).  

Albrecht et al. (2015) examined how human resources practices link with 

engagement and influence outcomes. Albrecht et al. (2015) designed a model to analyze 

employee engagement through human resource management strategies and measurable 

practices that lead to competitive advantage and organizational performance. Albrecht et 

al. (2015) argued that for a positive result of engagement to occur and influence 

organizational culture, managers must consider it incorporated in human management 
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policies, practices, and organization procedures. Albrecht et al.'s (2015) model aligned 

with Kahn (1990) and Alzyoud (2018), who emphasized the psychological conditions and 

employees' behaviors relative to engagement.  

Alzyoud (2018) identified mediating approaches and drivers for engagement that 

paralleled Mroz and Kaleta's (2016) research, which identified dimensions of personality, 

emotional labor, and engagement. The results showed a meaningful purpose and job 

satisfaction. Although organizations lack established strategies to define and measure 

engagement, it remains an arguable subject among scholars; Albrecht et al. (2015) 

identified measurable mediating job factors, individuals, psychological and motivational 

factors, groups, units, and employees against measurable organizational outcomes. The 

model also identified which outcomes may be more directly influenced by higher 

engagement (Saks & Gruman, 2014). Chambel et al. (2014) analyzed the relationship 

between human resource practices systems from the lens of workers' affective 

commitment and the mediating role of two industrial companies' work engagement. 

Chambel et al. (2014) tested the theories using Multiple Group Analysis to test the two 

call center companies' samples.  

Findings showed that both temporary and permanent workers' perceptions of the 

human resource practices systems positively related to affective commitment toward the 

organization and that work engagement mediated the relationships (Chambel et al., 

2014). Further, the indicator showed that workers' perception of the human resource 

practices and affective commitment was more vital for the temporary agency than 

permanent workers, only in the manufacturing sector. However, workers' perception of 
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the human resource practices systems and engagement was stronger for permanent 

workers than the temporary agency workers (TAWs) (Chambel et al., 2014). Further, the 

researchers noted that the relationship between the mentioned psychological state and 

affective commitment was stronger for permanent than for TAWs in both companies 

(Chambel et al., 2014). Chambel et al.'s (2014) findings aligned with Alzyoud (2018), 

who found that workers assumed valuable human resource practices directly correlated 

with an engaged employee. 

Cherif (2020) examined the role of human resource management and employee 

job satisfaction in predicting organizational commitment. The study was a quantitative 

survey employing human resource management and employee job satisfaction as 

independent variables, and organizational commitment was the dependent variable. 

Findings showed that both independent variables of human management correlated 

positively with employee job satisfaction and organizational commitment. The 

employee's job satisfaction correlated with organizational commitment positively. The 

two independent variables made a significant contribution in predicting organizational 

commitment. 

Cain et al. (2018) employed role theory and spillover theory to examine the 

relationship among calling, employee engagement, work-life balance, and life 

satisfaction. All variables, including employee engagement, work-life balance, and life 

satisfaction, showed a significantly positive relationship except for calling to life 

satisfaction. Work-life balance was a significant mediator between calling and life 

satisfaction and employee engagement and life satisfaction.  



114 

 

Implications of Human Resource Management 

Few published studies focused rigorously on human resource managers in 

measuring their levels of beliefs values, particularly those of religiosity, spirituality, or 

engagement derived from doing the work that might provide them a balance or 

satisfaction with their job. Sorakraikitikul and Siengthai (2014) examined organizational 

learning culture and knowledge-sharing behaviors and influenced workplace spirituality 

and human resource managers’ role. Human resource department managers’ strategies 

influence the organizational learning culture and provide a plan for knowledge-sharing 

behaviors (Sorakraikitikul & Siengthai, 2014). Workplace spirituality is an indicator that 

can give the required review assessment for the organizational goals (Sorakraikitikul & 

Siengthai, 2014).  

The findings showed that workplace spirituality played a vital role in providing 

learning or knowledge-sharing behaviors that support potential human growth and retain 

competently and committed people (Marques, 2005; Sorakraikitikul & Siengthai, 2014). 

Workplace spirituality can be an indicator assessable promptly as a concept that should 

be part of the human resources development strategies (Marques, 2005; Sorakraikitikul & 

Siengthai, 2014). Studies showed a positive influence of knowledge-sharing behaviors on 

workplace spirituality, which indicates that participation in knowledge-sharing behaviors 

improves human values, provides meaning and purpose, and connects with others or the 

community (Sorakraikitikul & Siengthai, 2014). Additional benefits of workplace 

spirituality that foster nurturer knowledge-sharing behaviors include a friendly learning 
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culture that encourages sharing behaviors, preventing barriers, and enabling beneficial 

knowledge-sharing behaviors (Sorakraikitikul & Siengthai, 2014).  

The organizational learning cultures and knowledge-sharing behaviors are direct 

sources of creating new knowledge that links employees’ spiritual values and empowers 

self-transformation (Marques, 2005; Sorakraikitikul & Siengthai, 2014). Managers in the 

human resource department are responsible for establishing friendly learning 

environments and knowledge-sharing programs such as workplace spirituality to 

maximize organizational potential (Sorakraikitikul & Siengthai, 2014). For this study, 

workplace spirituality theory emphasizes learning culture that nurtures the ultimate 

human needs, a new perspective to balance work-life integrated into the employing or 

human organization (Marques, 2005; Sorakraikitikul & Siengthai, 2014). 

Mahmood et al. (2018) examined how spiritual intelligence principles-based 

intervention influences human resource department practices. Mahmood et al. (2018) 

argued that integrating spiritual intelligence principles-based intervention requires the 

support of the human resource department practices. The researcher asserts that such 

benefits of implementing spiritual intelligence should be embedded as a choice and 

directed to the employees who require such benefits, such as managers and service job 

positions, to provide a higher level of improved productivity and overall success and 

organizational sustainability (Mahmood et al., 2018). The researchers noted that, 

generally, spiritual intelligence provide knowledge-sharing behaviors that nurture the 

human resource department, providing a judgment of self-control, decision power, 

flexibility, adaptability, vision, consciousness, value, sense, and intuition of the entire 
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stakeholders in the organization (Mahmood et al., 2018; Sorakraikitikul & Siengthai, 

2014).  

Although studies indicated that not all employees would benefit from the 

invention of spiritual intelligence (Mahmood et al., 2018), however, human resource 

managers could opt for a targeted audience for training inventions in spiritual 

intelligence, generally, choosing those who would benefit from spiritual intelligence 

(Mahmood et al., 2018). Further, managers to prepare to defend employees against facing 

any unconstructive outcomes based on the obtained implications of spiritual intelligence 

interventions within the human resource department (Mahmood et al., 2018). The human 

resource department practitioners to be mindful of the spiritual intelligence program’s 

pros and cons in the organization of more significant interest (Mahmood et al., 2018).  

Theories Showing the Dark Side of Workplace Spirituality and Religion and 

Religiosity 

Recent literature reviews show a favorable assessment of religiosity and 

spirituality in the organization's workplace environment (Cui et al., 2016; Hage & Posner, 

2015; Olowookere, 2014; Salehzadeh et al., 2015; Vasconcelos, 2015). Religiosity and 

spirituality provide many of the observable behaviors that may be suitable or unsuitable 

for general use in a secular workplace, including honoring persons, nurturing 

relationships, and serving with integrity (Baker & Lee, 2020); higher psychological 

wellbeing (Koburtay & Alzoubi, 2021); positive effects, experiences/perceptions, 

uncertainties, measure and outcomes (Vasconcelos, 2018); spirituality buffers of negative 

relationships between surface acting and subjective wellbeing (Zou & Dahling, 2017).  
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However, Lips-Wiersma and Mills (2009) assessment of workplace spirituality 

showed a variable's shady side. The scholars claim that the variables of spirituality can 

present a harmful opportunity to influence employees' wellbeing to misuse the concept 

for self-benefits and the leadership through the control mechanism that could provide 

misguided measures for both employees and the management workplace (Lips-Wiersma 

et al., 2009).  

Lips-Wiersma and Mills (2009) intention for the study was not to provide an 

opposite negative aspect of spirituality or spiritual wellbeing in the workplace but to 

provide a different lens with two potential harmful mechanisms that may allow 

exploitation of workplace spirituality. Lips-Wiersma and Mills (2009) designed a 

background that identified the dark side of workplace spirituality to show how potential 

harm can transpire. The harm to the stakeholders could result from spirituality and the 

style of delivery, or experiences related to evangelism, perception as a form of 

manipulation, and dishonesty dogma (Lips-Wiersma and Mills 2009). Managers in the 

organization in leadership roles exert control over the direction of the organization's 

employees. According to Lips-Wiersma and Mills (2009), workplace spirituality 

mismanagement can occur when abusing power on the organization structure and 

manipulating culture, behavior attitudes, or outcomes (Lips-Wiersma and Mills, 2009). 

Lips-Wierman and Mills (2014) identified adverse effects of employees' mismanagement 

of spirituality, including employees' challenges in work-life balance and the consent in 

the stakeholders' unity. The control and instrumentality identified as constructs that could 
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present results perceived as manipulative, dishonesty, or evangelism (Lips-Wiersma and 

Mills, 2009).  

About the instrumentality, the scholar refers to the attitude employer or 

management endorse in the treatment of workers in performing the assigned jobs for the 

goals set forth without concern for employees’ wellbeing (Lips-Wiersma and Mills, 

2009). Lips-Wiersma and Mills (2009) argued that the dark side of spirituality occurs 

when management mistreats workers remarkably as a tool to improve the bottom line or 

meet the organization’s productivity goals. As a result, the dark side of spirituality 

manifests when workers experience full engagement to bring about meaningful work in 

the workplace environment. The scholars noted that organizations must balance the 

variables of spirituality and organizational outcome of work engagement and meaningful 

work (Lips-Wiersma and Mills, 2009). Although spirituality plays a significant role in 

enhancing regulatory issues, the scholar remark it cannot sustain the organization; 

therefore, spiritual or religious-affiliated organizations must assess profitability methods 

(Lips-Wiersma et al., 2014; Vasconcelos, 2015).  

Methodological Review  

This section reflected that researcher had used quantitative, qualitative, and mixed 

methods to examine religiosity and spirituality in the workplace. Punch (1998) noted that 

"the best method for study based on what one trying to find out" (p. 5); all approaches 

considered promising approaches, and all appear to be valid and reliable. However, 

empirical evidence suggests that the quantitative method is preferred, and that the 

qualitative and mixed methods are less used (Vasconcelos, 2018). Data revealed a lack of 
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experimental studies in the US are among those pursuing theoretical work in workplace 

spirituality (Vasconcelos, 2018). According to Vasconcelos (2018), factor analysis is a 

favored statistical technique, shadowed by regression analysis; data indicate that Pearson 

correlation and structural equation modeling found valuable statistical analysis tools 

employed by most researchers (Vasconcelos, 2018). As discussed in earlier studies, 

religiosity and spirituality at work gained attention through various fields. However, a 

lack of published research on religiosity and spirituality's relationship to employees' work 

engagement and job satisfaction remains.  

van der Walt (2018) conducted quantitative research to explore workplace 

spirituality and work engagement. Data were collected from 259 employees working at 

small, medium, and macro enterprises (SMMEs) in one location area in South Africa. van 

de Walt (2018) utilized a cross-sectional survey and a self-administrative questionnaire. 

van de Walt (2018) explored the relationship between thriving at work, work 

engagement, and workplace spirituality. Ke et al. (2017) conducted quantitative research 

to determine the influence of spirituality on employee engagement and job satisfaction in 

Beijing. van der Walt (2018) wanted the study background to be based on China, 

particularly on the University teachers, namely the soul engineer in China.  

Consiglio et al. (2016) conducted a quantitative study to explore a proactive role 

of self-efficacy to, directly and indirectly, predict work engagement through positive 

changes in employees in a communication service company to examine social context 

perception time interval of 3 years. Consiglio et al. (2016) used the UWES, Schaufeli et 

al., 2006) MSQ for work engagement. Fachrunnisa et al. (2014) used quantitative 
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research to explore a leader and followers' perspective on work engagement on 

Indonesian government field workers in the community. About 82 workers responded to 

a Likert-type questionnaire on spiritual leadership, wellbeing, job performance, job 

satisfaction, and creative engagement. Fachrunnisa et al.'s (2014) study purpose was to 

examine the role of workplace spirituality and the creative process of engagement to 

enhance job satisfaction and performance between leaders and field workers. 

Hage and Posner (2015) examined the relationship between a leader's religion, 

religiosity, and leadership practices in Lebanon and non-western countries. The data 

collected come from 384 organizational leaders (150 Christians and 234 Muslims) and 

employees from various Lebanese industries. The participants self-rated their religion, 

religiosity, and leadership practices, including religious affiliation. The demographic 

provided included religious affiliation (Christians or Muslims), age, gender, work 

industry, employees that worked for the organization, and the number of workers 

reporting directly to the leader. van der Walt and Swanepoel (2015) examined spirituality 

in the workplace and job involvement among South African employees. The study was 

cross-sectional. Analysis conducted over 400 employees to determine a relationship 

between job involvement and workplace spirituality (van der Walt & Swanepoel (2015). 

Additionally, Daniel (2014) examined workplace spirituality components, namely the 

individual's inner or self-life, the meaningful work, a sense of community, work stress in 

Mexico and the United States, and used a statistical tool of SEM. The instrument used to 

measure workplace spirituality's three dimensions included Ashmos and Duchon (2000) 

and a 7-point Likert-type scale.  
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As the above study summaries showed, the methodology overview, research 

design, and methods diverge regarding the concepts. There are variations between 

various study findings expounded and added to the study. In contrast, others have 

provided a new perspective and creative lens to examine the study topic further. 

However, several studies revealed the quest for furthering the research and conducting an 

additional evaluation to validate and advance religiosity and spirituality in a business 

workplace environment. 

The quantitative method and descriptive correlational design were used 

appropriately to examine the relationship between the two predictor and three continuous 

criterion variables based on self-reported data using the instruments identified. 

Quantitative correlational research examined the relationship between variables to test 

objective theory (Punch, 1998).  

Summary and Conclusions 

The literature review showed a growing body of scholarly research that focuses 

on how workers find meaningfulness in their work and the workplace environment. The 

literature review analyzed quantitative, qualitative, and mixed-method studies that 

stemmed from the expansion and influence of theories on religiosity and spirituality at 

work. The themes reflected in the literature included the historical perspective on the 

work discipline now referred to as religiosity and spirituality or the faith movement. The 

progress made on research about these concepts of religiosity and spirituality at work has 

followed how scholars conducted studies on employees' religion and spirituality and its 

importance to individuals and workplace outcomes evidenced in the current business 
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workplace environment. The inclusion of religiosity and spirituality in the workplace 

resulted from the Protestant work ethic and the faith at work movement. The management 

theories expanded to be more employee sociable. The pioneering contributors and 

scholars offered assumptions, rationale, criticisms, opinions, and support in their research 

about religiosity and spirituality at work as concepts. The pioneers' discoveries led to 

discussions and debate on these concepts of spirituality and religiosity and their 

relationship to employee attitudes, organizational outcomes, and potential benefits.  

The current study focused on the relationship between religiosity and spirituality 

and employees' levels of engagement and job satisfaction in a business workplace 

environment. The study addresses the gap in the literature regarding published studies on 

these concepts. A lack of understanding about this relationship prevents managers or 

other organizational leaders from implementing policies and procedures and developing 

or sustaining an organizational culture to support employees' religiosity and spirituality in 

a business workplace. Religiosity and spirituality are crucial for integration in a business 

workplace. However, organizational policies and procedures get in the way of 

implementing policies and procedures for developing an organizational culture that 

supports religiosity and spirituality in the workplace. The study's findings extended 

knowledge to the management field, including managers in the human resource 

department responsible for policies and procedures and overall decision making in the 

workplace environment.  

The current study was quantitative descriptive correlational in design. Data were 

collected on an online survey questionnaire to measure the variables of interest among a 
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purposive panel of SurveyMonkey audience members in a U.S. business organization. A 

description and justification of the research method and design: provided in Chapter 3, 

which covers sampling, instrumentation, data collection, analysis, validity, and ethical 

consideration.  



124 

 

Chapter 3: Research Method 

The aim of the current study was to investigate the relationship between 

religiosity and spirituality (two predictor variables) and employees' work engagement and 

job satisfaction (two criterion variables) in a business environment. The methodology 

originated from the problem statement, purpose statement, and the nature of the research 

questions for the current study. Limited knowledge exists about the relationship between 

religiosity and spirituality and the two criterion variables, the employees' levels of work 

engagement and job satisfaction in a business environment (Afsar & Yuosre, 2017; 

Albuquerque et al., 2014; Belwalkar & Vohra, 2016). 

A quantitative, correlational research method was appropriate to examine the 

relationship between two or more variables to be quantified; the results indicate a pattern 

but not casualty (Punch, 1998; Singleton & Straits, 2005). Purposive sampling served to 

recruit participants from SurveyMonkey audience from a population of working adults in 

various industries in the United States. Data were collected through an internet-based 

survey, Survey Monkey audience panel, and analyzed using statistical tools (IBM, 

Statistical Package for Social Science (SPSS) version 27).  

Chapter 3 contains an in-depth description of the research method, design, and 

rationale. Chapter 3 also contains descriptions and justifications of the following: (a) 

population, (b) sampling technique, (c) data collection process, (d) instruments, (e) 

validity and reliability, (f) data analysis, and (g) validity. Chapter 3 addresses ethical 

concerns, informed consent, and confidentiality.  
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Research Design and Rationale 

Understanding the role and purpose of research design was important to explain 

the framework and how the study design helped guide the data collection and analysis 

(Kerlinger, 1998) as a roadmap to completing the study. A review of research exploring 

the relationship between (predictor variables) religiosity and spirituality and work 

engagement and job satisfaction (criterion variables) included quantitative (Bussing et al., 

2015, Habib et al., 2018; Hassan et al., 2016); qualitative (Mitroff & Denton, 1999) and 

mixed-method (Onwuegbuzie & Leech, 2006) studies. Research has shown associated 

difficulties such as defining engagement, also overlap in identifying concepts, behavior 

attitudes, job engagement, job involvement, commitment, and satisfaction (Christian et 

al., 2011). Although these concepts interconnect, there is limited published research in 

the literature about the relationship between religiosity and spirituality and employee 

levels of work engagement on job satisfaction in a business workplace environment. The 

three methods of research, quantitative, qualitative, and mixed methods - were reviewed 

and would complement one another and provide great insight on the relationship between 

religiosity and spirituality and work engagement and job satisfaction. A quantitative 

method was appropriate to conduct hypothesis testing and regression analysis in the 

current study.  

A quantitative study with a descriptive correlational design includes inferential 

statistics to generalize the findings (Fisher, 1974). The current study also involved 

examining the strength and direction of the relationship between religiosity and 

spirituality (predictor variables) and the criterion variables of work engagement and job 
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satisfaction in working adults in a business workplace environment at a single point in 

time. A cross-sectional approach is preferable to a more intensive, costlier, and more 

time-consuming longitudinal study (Jordan et al., 2015; Singleton, Jr. & Straits, 2005). 

The current study involved applying a descriptive correlational design rather than an 

experimental design because of the intent to examine relationships between variables 

rather than differences due to a treatment or intervention.  

A correlational design was appropriate for examining the relationship between 

two or more variables (Singleton, Jr. & Straits, 2005) using statistical procedures to test 

hypotheses. A correlation exists when variable increases or decreases in a predictable 

pattern (Punch, 1998; Zyphur & Pierides, 2017). Correlational research involves 

examining potential associations or relationships of variables or characteristics and 

examining them in their natural state without manipulating the variables (Punch, 1998; 

Zyphur & Pierides, 2017). A correlation between variables denotes association and does 

not imply or identify causation (Isaac & Michael, 1997; Leedy & Ormrod, 2015).  

Methodology 

Population and Sample 

A population consists of individual units with some commonality (Singleton & 

Straits, 2005). The targeted population included working adult employees in U.S 

industries, not limited to nonprofit and for-profit sectors, healthcare, banking finance, 

education, legal military, hospitality, municipality, manufacturing, information 

technologies. Eligible participants were employed persons at least 18 years old of any 

gender, ethnicity, race, or nationality. The sample for the study was recruited from 
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SurveyMonkey audience. The choice of sampling technique was the non-probability 

sampling technique, which involves sampling criteria, as described below.  

Sampling and Sampling Procedures 

Sampling involves selecting a subset from a population to generalize behaviors, 

characteristics, and responses to the entire population (Leedy & Ormrod, 2015; Taylor-

Powell, 1998). In quantitative studies, probability sampling variations are expected, 

including random sampling, stratified sampling, systematic sampling, cluster random 

sampling, and multistage random sampling (Leedy & Ormrod, 2015). The probability 

sampling technique was considered more accurate than non-probability sampling and 

credited less bias (Taylor-Powell, 1998). On the contrary, a non-probability purpose 

sampling technique does not involve random sampling, presenting an opportunity for bias 

in the study.  

The study involved a non-probability purposive sampling technique of the 

population recruited from the SurveyMonkey audience database. Purposive sampling 

involves selecting participants who meet specific pre-established criteria (Leedy & 

Ormrod, 2015). SurveyMonkey provided sampling criteria for selecting their audience 

members to participate in the study. Invitation to Participate in the Research Study, 

including the consent form (see Appendix A). Survey Instruments (see Appendix B). 

SurveyMonkey is a widely used and reputable online company that recruits a panel of 

members from the general population. SurveyMonkey audience maintains a pre-screen 

application, and as the need arises, it then assigns members to participate in various 
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audience panels. Frankfort-Nachmias and Nachmias (2008) asserted that selecting a 

representative sample can be completed after identifying and specified sample frame.  

Sampling Frame 

The sampling frame included adult SurveyMonkey audience members who were 

full-time, permanent employees in the U.S workforce. The sampling frame included 

multi-cultural and encompasses adults 18 years of age, full-time employed, in U.S. 

nonprofit and for-profit sectors to be in the study. SurveyMonkey used these criteria to 

select the SurveyMonkey audience members to recruit participants in the study. 

Sample Size and Power Analysis  

Samples that are too large or too small could result in incorrect findings, so the 

researcher has the responsibility to consider the sample size and its effect on the study 

results (Dziak et al., 2014; Laerd, 2012; Trochim, 2006) carefully. To alleviate the 

potential for sampling bias, G*Power 3.1.9.7, a tool to calculate statistical power 

analyzes, was used to calculate a representative sample size to increase confidence that 

allowed for making statistical inferences (generalizations) from the sample (Laerd, 2012). 

Analyzes of power and sample size for statistical tests help detect and avoid failing to 

reject a false null (alternate) hypothesis (Benerjee et al., 2009). 

Using the G*Power for linear regression with two predictor variables, an effect 

size of 0.30 (medium size), the statistical power of 0.95, and an alpha level of 0.05 

indicate a minimum sample size of 111 participants (Faul et al., 2009). The effect size 

measures the strength of the relationship between two variables or quantifies the size of 

the difference and provides the true measure of the significance of the difference 



129 

 

(Benerjee et al., 2009). The power of .80 indicates that any significant relationship 

between variables in the test result would be detected.  

A sample size of at least 111 is sufficient to represent the population to allow 

generalization of the results and reduce the chance of accepting a Type I error (a false 

positive) (Benerjee et al., 2009). The sample size was N = 110 to accommodate for 

incomplete and unusable surveys while ensuring that the requisite number of participants 

for the study was obtained. Another type of error, Type II error, occurs when statistical 

procedures result in no significant relationship, difference, or effect when one exists 

(Benerjee et al., 2009). Using a statistical power of .95, as suggested by Benerjee et al. 

(2009), increases the probability that a relationship would be observed (avoids a Type II 

error). Also, statistical power was not overlooked solely for statistical confidence.  

Procedures for Recruitment, Participation, and Data Collection (Primary Data) 

The recruitment, participation, and data collection were conducted through 

SurveyMonkey audience’s membership site. The members registered with 

SurveyMonkey audience who met the criteria provided to Survey Monkey by the 

researcher were targeted for the study and were recruited by Survey Monkey as 

participants. After receiving Institutional Review Board (IRB) approval (Walden 

University IRB #08-02-21-0294586), I posted the four-part survey on the Survey Monkey 

website. The survey consisted of (a) the invitation to participate; (b) the consent form; (c) 

the DSES Scale, the UWES Scale, and the MSQ-Short form; and (d) the demographic 

questionnaires, for a total of 50 questions).  
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SurveyMonkey audience maintains a diversified group of individuals that differs 

from representative samples selected randomly from a targeted population. Members of 

the SurveyMonkey audience differ in unknown ways from the population members who 

do not join SurveyMonkey audience. Thus, the population does not reflect the general 

U.S. population of workers.  

SurveyMonkey audience participants were solicited using the sampling criteria. I 

provided the criteria for the sample, and SurveyMonkey administered the study survey 

questionnaire. SurveyMonkey used an informed profile to direct the most relevant 

surveys to individuals based on specified survey criteria. Those participants who met the 

criteria on the survey were qualified to participate in the study. 

SurveyMonkey provided prospective participants with information about the 

research purpose and instructions on accessing and completing the online survey. The 

information provided in the invitation included the nature of the study and their 

involvement, anonymity, data confidentiality, how the data will be stored, the destruction 

of the data, and how respondents will find the results when the study is complete. 

Prospective participants received information about the informed consent process 

obtained online before accessing the survey.  

On the SurveyMonkey page, the prospective participants were instructed to read 

the informed consent form, which asked if they felt they understood the study and wished 

to volunteer. Participants were automatically qualified by clicking on the Yes radial 

button. Those wishing not to volunteer were disqualified by clicking No and excited 

about the SurveyMonkey platform.  
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For this study, I followed data collection and confidentiality procedures 

recommended by Douglas-Faraci (2010) in compliance with Walden University’s IRB 

requirements. Online deployment of the study via SurveyMonkey allowed for speed and 

efficiency. Following IRB approval, the survey study questionnaire's deployment and 

responses were completed by November 27, 2021. SurveyMonkey, the online survey 

tool, was used to disseminate the finalized survey instrument to the prospective 

participants and collected the survey results in a single data collection technique for 24 

hours. The online survey questionnaire was administered via SurveyMonkey to elicit 

candid responses from employees on their belief concerning their religiosity and 

spirituality on perceptions of their work engagement and job satisfaction and their 

implementation in a workplace environment.  

The process helped to reach a wider geographic area a large sample more easily, 

conveniently, and cost-effectively. Frankfort-Nachmias (2008) indicated that the 

confidentially of respondents assures an increase in audience participation. Collection of 

survey responses via online services like SurveyMonkey allows for anonymity and quick 

response time compared to mail. SurveyMonkey can aid in tracking respondents, 

generating frequencies for responses to each question, and exporting data into SPSS for 

analysis. The data collection process involved survey instruments in measuring 

demographic characteristics and the predictor and criterion variables.  

Online surveys reduce the response time over traditional mailings, lost or 

misdirected mail, and nonresponse in general. A more comprehensive sample allowed for 

a better analysis and assessments of implications to advance knowledge on nonprofit 
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leadership intention and sustainable organizational transition. Participation was 

voluntary, convenient, uncompensated, unsupervised, and anonymous. The collector 

options feature in SurveyMonkey was used to ensure that the responses were collected 

anonymously and disabled any IP and email address tracking.  

Since participation in the study was voluntary, individuals who started to 

participate in the survey via SurveyMonkey then no longer desired to continue 

participation could terminate their participation without repercussions. Surveys missing 

two or more responses to questions included in this study's predictor and criterion 

variables were not included. The terminating participants were considered to have opted 

out of the survey. Also, no follow-up procedures were necessary since the intent of this 

study was to collect data at one point in time. The response data from SurveyMonkey 

were downloaded to SPSS for data analysis.  

Instrumentation and Operationalization of Constructs 

Instrumentation  

The constructs for the study were measured using various pre-existing 

instruments: The Daily Spirituality Experience Scale (Underwood, 2011); the UWES, 

Schaufeli et al., 2006); the Minnesota Satisfaction Questionnaire (MSQ-9) Short Form. 

The survey contained demographic questions to collect data on gender, race, age range, 

education level, religious affiliation. Copies of all the instruments appear in Appendix C. 

The length of time allowed for completing all assessment surveys was 30-35 minutes.  

The instrument I used to measure religiosity and spirituality predictor variables is 

the DSES, a 16-item, 6-point scale (Underwood, 2011), available in 20 languages and 
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used previously in more than 70 published studies (Underwood, 2011). The original 

studies conducted on the DSES involved a qualitative approach, but more cross-sectional 

quantitative approaches have evolved (Underwood, 2011). The DSES is designed to 

measure individuals' transcendence experiences in daily activities (Underwood, 2011). 

The DSES is appropriate and neutral to measure the predictor variables (Underwood, 

2011). The instrument scale neither rejects religion nor considers spirituality in the 

context of divine or holiness or transcendence (Underwood, 2011). Roof (2015) used the 

DSES to examine the association of individual spirituality with individuals' work 

engagement. The DSES has an acceptable alpha range between .75 and .95, indicating an 

acceptable level of reliability and .89 or greater, a very good level (Underwood, 2011).  

The UWES short form has been validated as a 9-item scale from the original 17-

item scale and has since appeared in various studies (Schaufeli et al., 2006). The 

constructs measured included vigor, dedication, and absorption, and factor analysis has 

supported their definition and corresponding subscales within the instrument (Roof, 

2015; Schaufeli et al., 2006). The UWES-9 item scale has good construct validity shown 

in data drawn from five different studies totaling 9,404 participants, including a 3-year 

longitudinal study within 2,555 samples (Seppala et al., 2009). The UWES-9 item scale 

found reliability, internal consistency, and stability exceeded the value of .70 and 

Cronbach between .85 and .92 and all countries except France .83; the values found 

consistent when combined with the second-tier engagement constructs (Roof, 2015).  

Researchers in multiple countries have used the UWES and inclusively employed 

demographics ranging from a population with male and female workers in all areas of 
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life, including full-time, part-time, and temporary; employees with varying lengths of 

tenure; various industries; for-profit and nonprofit; management, education, social work, 

healthcare (Schaufeli et al., 2006). The EWES-9 item study was conducted on 9,404 

participants that included a 3-year longitudinal study with 2,555 samples (Seppala et al., 

2006). Cronbach alpha values of the individuals’ subscales have reliably exceeded .70, 

and total alpha of .92 (Roof, 2015; Schaufeli et al., 2006), and across ten countries items, 

also exceeded .70 range between .85 and .93, and the correlation between the scales 

exceeded .90 in all countries except France (r = .83).  

The instrument I used to measure the criterion variable of job satisfaction was the 

Minnesota Satisfaction Questionnaire, initially developed to assess work adjustment 

research at the University of Minnesota during the 1960s (MSQ-short form). The MSQ-

short form is a small version of a 20-item Likert-type scale questionnaire that measures 

participants' general satisfaction (Weiss et al., 1967). The participant's self-reported 

responses are scored based on 1-5, with one being Very Dissatisfied and five being very 

Satisfied. According to Weiss et al. (1967), the survey instrument allowed the researchers 

to capture the individual responses representing employee satisfaction levels due to the 

specific type of query contained within the instrument. The (MSQ-short form) general 

satisfaction reliability for different groups test-retest reliability range from .87 to .93, 

median for both intrinsic and extrinsic satisfaction ranged between .86 and .89 and .90 for 

general satisfaction for the group (Weiss et al. (1967). Test-retest of 1 week yielded 

values of .89, and one-year test-retest yielded an interval of .70 (Weiss et al., 1967).  
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Various studies have been conducted on the MSQ. For example, Fatima et al. 

(2017) used the MSQ-short-form to measure workplace spirituality relative to job 

satisfaction. A Cronbach’s alpha of .85 for the MSQ indicated above-average reliability. 

Weiss et al. (1967) and other scholars stated that validity for the short form of the MSQ 

was based on data from the long-form; the short form is a subset of the long-form. Gupta 

et al. (2014) used the MSQ to measure meaningful work against job satisfaction. Previous 

studies showed that many scales created measured job satisfaction, but the MSQ has been 

considered the most reliable and widely used (Martins & Proenca, 2012). The MSQ was 

used to measure meaningful work against job satisfaction (Gupta et al., 2014). 

I created a demographic questionnaire to collect data on participants' 

demographics through a survey accessed on SurveyMonkey simultaneously with the 

other instruments. The demographic questions pertained to gender, race/ethnicity, age 

group, education level, and religious affiliation. When conducting a study of participants' 

characteristics and their relationship to variables, such as employee engagement and job 

satisfaction, collecting demographic data is essential (Al-dalahmeh et al., 2018; Saks, 

2006; Yucel, 2012).  

Operationalization 

Operationalization means defining and measuring variables in a research study 

(Leedy & Ormrod, 2015). There are many ways variables can be measured in similar 

studies, making it important to define the specific definition applicable in each study. 

Religiosity and spirituality exist in the context of divine or holiness and follow divine 

instructions whereby individuals engage in the daily experience of transcendence while 
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participating in everyday life (Underwood, 2011). The operational definition for the 

predictor variables of religiosity and spirituality are as follows.  

DSES measured the two predictor variables. Spirituality is the sum of responses 

to the first 15 items on the DSES measured on a 6-point Likert-type scale ranging from 

(1) Many Times a day to (6) Never or Rarely. Ratings were reversed during initial data 

preparation to correspond with the configuration of the scales of work engagement and 

job satisfaction. Higher scores reflected higher spirituality. I treated the summed score as 

an interval.  

I measured religiosity using the response to the 16th item on the DSES. The 16th 

item pertains to closeness to God, as measured on a 4-point ordinal response scale of 

(1) Not Close at All, (2) Somewhat Close, (3) Very Close, and (4) As Close as Possible. 

Higher scores reflected higher religiosity, an ordinal variable. 

Work engagement (Schaufeli et al., 2006) expresses individuals' work behavior 

showing vigor. Individuals engage in unyielding activities, with dedication and betrothed 

work, and absorbed, exemplifying the sense of happiness engrossed in their work. The 

criterion variable of work engagement was measured by summing the participant's 

responses on the UWES-9. The UWES-9 is a 7-point scale ranging from (1) Never to 

(7) Always. Higher scores reflect higher work engagement, an interval variable.  

Job satisfaction is an emotional expression that could either be positive or 

negative through work experiences in the workplace, also individual expressions of 

feelings of pleasurable and emotions after an individual receives from evaluation of their 

work experiences (Locke, 1976; Weiss et al., 1967). The measure for the criterion 
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variable of job satisfaction as the sum of responses to the MSQ-Short-Form with 20 items 

and a 5-point scale (Weiss et al., 1967) ranging from (1) Very Dissatisfied to (5) Very 

Satisfied. Higher scores reflected higher job satisfaction, an interval variable. According 

to Weiss et al. (1967), the MSQ permits the investigators the aptitude to seize a person’s 

representation of an employee satisfaction level due to specific types of inquiry within 

the instrument.  

Demographic characteristics are defined using the categories for each question on 

the Demographic Survey Questionnaire. Gender, race/ethnicity, religious affiliation 

nominal variables. Age group and education level are ordinal variables.  

Data Analysis Plan 

The study's data were collected via an online survey from a targeted sample 

accessed through SurveyMonkey audience. The data consisted of self-report responses to 

the items on the three instruments and demographic questions described above. Data 

analysis served to facilitate the interpretation of data collected and measure the variables 

reflected in the study's research questions. These variables included religiosity and 

spirituality (predictor variables) and work engagement, and job satisfaction (criterion 

variables). Other variables included demographic characteristics collected via the 

Demographic Survey Questionnaire, including gender, race/ethnicity, religious 

affiliation, age group, and education level.  

IBM SPSS Version helped increase data input accuracy, efficiency, data 

management and reduce labor-intensive responsibilities. The use of SPSS served to 
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reduce subjectivity by applying logic consistently to the data. Data were downloaded 

directly from SurveyMonkey to SPSS to reduce the chance of data entry errors.  

Data cleaning included ensuring that data has been captured and is accurate. A 

random check was performed to ensure the data were captured accurately before data 

analysis. A pre-analysis check helped reduce the chance of incomplete or missing data 

affecting the statistical analysis (Kang, 2013). I tested the linearity between the outcome 

and the predictor variables and for the extreme values or outliers in the predictors using 

histograms and Probability-P plots, and multicollinearity among the predictor variables 

using the variance inflation factor (Box & Tidwell, 1962; Fielding & Gilbert, 2006; Vogt, 

2005).  

SPSS helped identify the response rate and bias and perform a descriptive analysis 

of the data to identify general trends and patterns (Hughes-Butts, 2008). Data analysis 

often involves using descriptive statistics to organize data into a functional, easily 

understandable form (Manikandan, 2011). Descriptive statistics typically involve (a) 

frequency counts and percentages; (b) measures of the central tendency (e.g., mean, 

median, mode); and (c) dispersion (e.g., range, variance, standard deviation) 

(Manikandan, 2011).  

The measure of central tendency and dispersion calculated each of the variables 

based on their level of measurement. I used frequency counts and percentages to describe 

nominal and ordinal variables. I used the median to describe the distribution center for 

ordinal response variables and the mean and standard deviation calculations for the 

interval and ratio variables. Also, to capture any missing values and outliers following the 
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data collection, I used P-P- plots to determine whether a linear or non-linear relationship 

exists between variables and assessed skewness and kurtosis to determine whether 

parametric tests are visible.  

The next step in the analysis was to examine the relationships between the 

predictor variables, religiosity and spirituality, and the criterion variables of work 

engagement and job satisfaction in a business workplace environment. The hypotheses 

reflected an intent to examine the relationship between each predictor and criterion 

variable and between the two predictor variables and each criterion variable.  

Research Question 1 

The central research question pertains to religiosity (predictor variable) and 

employee work engagement and job satisfaction (criterion variables). The first null 

hypothesis for RQ1 pertains to no positive relationship between religiosity and work 

engagement. The second null hypothesis for RQ1 pertains to no positive relationship 

between religiosity and job satisfaction. I tested these two null hypotheses using 

Spearman’s rho, given that religiosity is ordinal and both criterion variables are interval. 

Given the directional null hypotheses, the tests were one-tailed, with an alpha of .05. 

Research Question 2 

The second research question pertains to the relationship between spirituality 

(predictor variable) and employee work engagement and job satisfaction (criterion 

variables). The first null hypothesis for RQ2 pertains to no positive relationship between 

spirituality and work engagement. The second null hypothesis for RQ2 pertains to no 

positive relationship between spirituality and job satisfaction. The test for the two null 
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hypotheses consisted of the Pearson product-moment correlation, given that all of the 

variables are interval. A nonparametric equivalent test of Spearman's rho was conducted 

for the variables in a given hypothesis that were not normally distributed. Given the 

directional null hypotheses, the tests assigned a one-tailed alpha of .05.  

Research Question 3 

The third research question pertains to the relationship between religiosity and 

spirituality (predictor variables) and employee work engagement and job satisfaction 

(criterion variables). The first null hypothesis for RQ3 pertains to no positive relationship 

between religiosity and spirituality and work engagement. The second null hypothesis for 

RQ3 pertains to no positive relationship between religiosity and spirituality and job 

satisfaction. 

To examine the relationship between two predictor variables (one ordinal and one 

interval) and one ratio criterion variable at a time, I used to order logistic regression 

analysis. Given the directional null hypotheses, the tests one-tailed, with an alpha of .05. 

Threats to Validity 

Validity is how an instrument measures what it intended to measure. Building 

validity in quantitative research involves specific procedures, such as a prescribed and 

proven research design and the instruments selected for measurement (Maxwell, 2016). 

The validity of measurement influences the extent to which researchers can obtain new 

information about the hypotheses investigated, obtain data, and use appropriate tests for 

data analysis, draw and present meaningful results and conclusions, and generalize to 
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larger populations (Frankfort-Nachmias & Nachmias, 2008; Ihantola & Kihn, 2011; 

Leedy & Ormrod, 2015).  

Validity provided answers to the question of how much a measurement 

instrument can assess the variables (whether the instrument measured the intended to 

measure) and reliability (the extent to which the measuring instrument contains variable 

errors (errors that appear inconsistently between observations) (Frankfort-Nachias & 

Nachmias, 2008). Validity pertains to other threats besides measurement. Validity also 

pertains to the conclusions that researchers derived from their results. The study's three 

types of validity included external validity, internal validity, and construct validity.  

External Validity 

External validity concerns how the results from a particular sample's results are 

generalizable to a larger population (Frankfort-Nachmias & Nachmias, 2008). External 

validity threats include selection bias, constructs, methods, and perplexing and 

acquiescence. Threats to external validity can result from assumptions or inferences from 

results obtained from research samples to individuals who do not have the same 

characteristics as the participants. The population for the current study is adult workers 

who are members of the SurveyMonkey audience. Applying the results to individuals 

facing different circumstances, personal positions, and settings than respondents can 

result in lower external validity (Leedy & Ormrod, 2015).  

The current study involved using non-probability purposive sampling according 

to sampling criteria. The results may not generalize to adult workers who are not 
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members of SurveyMonkey audience and do not meet the sampling criteria. Persons who 

choose to participate in the study may differ from those who do not.  

Survey research raises threats to validity, such as the pre-existing instruments 

used previously (Frankfort-Nachmias & Nachmias, 2008; Leedy & Ormrod, 2015). 

Surveys that rely on self-reporting measures could lead to self-report bias and 

acquiescence bias. The questions may contribute to bias. Respondents may answer the 

questions the way they think the researcher expects. Using instruments with evidence of 

validity will help to reduce this threat.  

Internal Validity 

Internal validity exists where causal relationships show an observable 

outcome (Trochim, 2006). Threats to internal validity minimize the possibility of a 

causal relationship between the variables (Frankfort-Nachmias & Nachmias, 2008). 

Threats to internal validity include history, maturation, testing,  instrumentation, 

regression, selection, mortality, and contamination (Frankfort-Nachmias & 

Nachmias, 2008; Ihantola & Kihn, 2011). The current study consists of a single 

group of participants who completed all assessment instruments at a single point 

without manipulating variables.  

The focus of the current study was correlational, not experimental, thus 

precluding causal inferences. The analyses revealed that other variables, known and 

unknown, may have contributed to any significant relationships. Statistical 

conclusion validity pertains to when the conclusions derived from the research 

findings rest on adequate and appropriate statistical analyzes (Trochim, 2006). The 
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current study supported statistical conclusion validity by using statistical tests that 

align with the form and focus of the research questions, the nature of the variables, 

and the hypotheses tested.  

Construct Validity 

Validity denotes the degree of inferences made from the study variables to the 

theories upon which the variables are built or from which they are understood (Leedy & 

Ormrod, 2015). Construct validity is present in a research study when the theoretical 

pattern of how the variables is tested or explored aligns with how the variables are 

measured (Frankfort-Nachmias & Nachmias, 2008). Construct validity aligns the study's 

generalization to the concept in the study being measured (Frankfort-Nachmias & 

Nachmias, 2008).  

Threats to construct validity occur when there is an inadequate description of the 

operational constructs, such as restricted generalizability, evaluation apprehension, 

research expectations, hypothesis guessing, and interaction of different treatment and 

tests and methods (Trochim, 2006). The study addressed threats to construct validity by 

providing participants with an accurate description of the terminology and concepts 

related to the study. This information included instructions about the study's purpose and 

participation expectations and a summary of the assessments completed to the measured 

variables.  

Ethical Procedures 

According to Resnick (2015), ethics define norms for conduct that distinguish 

between acceptable and unacceptable behavior. In the (1979) Belmont Report, ethical 
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considerations were put on the forefront to hold research and researchers in high standard 

to protect and do no harm to participants in their studies, keep participants’ identities and 

their information confidential, as well as safeguard participant data for five years after the 

conclusion of the research (Bordens & Abbott, 2008). For this study, the researcher 

followed the ethical directive to certify compliance with the stipulated guidelines for 

ethical behavior assigned on the consent form. This study was voluntary, and the 

participants were not pressured or coerced to participate and were assured that their 

participation was voluntary, and they could opt-out at any time (Trochim, 2006).  

Participants were fully informed about any risks involved with their participation 

and provided their consent to comply with informed consent (Trochim, 2006). 

Prospective participants were instructed to read the informed consent document hosted on 

the SurveyMonkey page and click the embedded link to acknowledge their agreement 

with the terms of consent before accessing the survey instrument. During data collection, 

participants could have elected to discontinue participation by not submitting a completed 

survey. Once the survey was submitted, it could not be withdrawn due to the anonymous 

nature of the survey. 

The participants were guaranteed confidentiality and anonymity of data collected 

to protect their privacy (Trochim, 2006). The assurance of confidentiality to prospective 

study participants via online services like SurveyMonkey has been shown to engender 

increased participation and collection of surveys and provide more candid responses that 

may facilitate the collection of more accurate and valid data (Frankfort-Nachmias et al., 

2014). Also, voluntary and unsupervised participation provided additional control over 
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anonymity and allowed survey recipients to exit the study before starting or completing 

the survey.  

Institutional Permission and Approval 

The data collected for this dissertation was never be used for any other purpose, 

and the Walden University IRB approval was received before any data were collected. 

The IRB guidelines for students’ researchers were followed to protect the participants’ 

anonymity and confidentiality, including agreeing to safeguard the data used for five 

years after completing the study. I completed the Collaborative Institutional Training 

Initiative (CITI Program) training to understand the guidelines and policies and conduct 

of research that provided training on handling participants and research information. 

Researchers and academics are held accountable for guidelines from the Ethical 

Principles of Psychologists and Code of Conduct (APA Ethics Code), publishing and 

reporting scientific data (APA, 2020).  

Ethical Steps Related to Data Collection 

Solicitation and data collection occurred through SurveyMonkey audience. 

SurveyMonkey, the survey provider, maintained the confidentiality of the participants’ 

online responses and maintained the study’s data collection (SurveyMonkey, 2018). The 

SurveyMonkey feature was turned off to prevent any IP or email address tracking. 

SurveyMonkey is widely used and is a reputable online company that recruits panel 

members from the general population by prescreening applications then assigning 

members to participate in various audience panels. Prospective panelists were directed to 

click on the SurveyMonkey link and the online informed consent process.  
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All participants reviewed the informed consent document and indicated their 

agreement with the consent terms prior to accessing the survey. All participants were 

provided the ability to save or download the informed consent. Participants were kept 

anonymous, and no personally identifying data were collected. The survey on 

SurveyMonkey remained open and accessible for the duration until the sample size was 

satisfied. After survey data collection was completed, data were downloaded from the 

SurveyMonkey server for safeguard by extracting the data in CSV PDF. To SPSS 

analytical tool formatted to researcher’s laptop computer and subsequently backed-up to 

an external drive, electronic data were password protected. Any printed material was 

maintained in a locked cabinet or shredded. The data maintained will be permanently 

erased or destroyed after the requisite period has lapsed. The laptop is safeguarded with 

password protection and kept in a locked cabinet. The researcher is responsible for 

safeguarding the password and key to the laptop storage. Data including demographics 

were reported in the aggregate only. All electronic data and files stored for five years 

after completion of the study and then deleted according to secure deletion protocols 

Walden University. Five years after completing the study, any physical documents were 

destroyed by secure shredding. 

The survey data collected from the respondents are anonymous and safely stored 

on SurveyMonkey’s secure server for at least seven years. The responses’ raw data stay 

on the SurveyMonkey website to protect its privacy and security compliance, such as 

Europe’s General Data Protection Regulation (GDPR), which became law on May 25, 



147 

 

2018 (SurveyMonkey committed to GDPR compliance, 2021). Only the researcher 

maintains access to the data. 

Summary 

The current quantitative descriptive correlational study aimed to investigate the 

relationship between religiosity and spirituality (two predictor variables) and employees’ 

work engagement and job satisfaction (two criterion variables) in a business workplace 

environment. Chapter 3 began with explaining and justification the quantitative research 

method and correlational design and methodology to recruit the sample and collect and 

analyze data. A purposive sample was collected through SurveyMonkey audience. 

SurveyMonkey hosted online data collection. The constructs in this study were measured 

using the Daily Spirituality Experience Scale (Underwood, 2011); the UWES, Schaufeli 

et al., 2006); and the Minnesota Satisfaction Questionnaire (MSQ-9) Short Form; along 

with a demographic questionnaire. The data analysis plan provided descriptive statistics 

and correlational and regression analyzes. The chapter concluded with discussions of 

threats to validity and ethical concerns. Chapters 4 and 5 cover the results, detailed 

analysis of the findings, and implications of this research.  
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Chapter 4: Results  

This quantitative descriptive correlational study focused on investigating if a 

relationship exists between religiosity and spirituality (predictor variables) and 

employees’ work engagement and job satisfaction (criterion variables) in a business 

environment. The analysis addresses the following research questions, and hypotheses 

follow: 

RQ1: The relationship between religiosity (predictor variable) and employee work 

engagement and job satisfaction (criterion variables)?  

Ho1a: There is not a positive relationship between religiosity and work 

engagement.  

Ha1a: There is a positive relationship between religiosity and work engagement.  

Ho1b: There is no positive relationship between religiosity and job satisfaction.  

Ha1b: There is a positive relationship between religiosity and job satisfaction. 

RQ2: The relationship between spirituality (predictor variable) and employee 

work engagement and job satisfaction (criterion variables)?  

Ho2a: There is not a positive relationship between spirituality and work 

engagement.  

Ha2a: There is a positive relationship between spirituality and work engagement.  

Ho2b: There is no positive relationship between spirituality and job satisfaction.  

Ha2b: There is a positive relationship between spirituality and job satisfaction.  

RQ3: The relationship between religiosity and spirituality (predictor variables) 

and employee work engagement and job satisfaction (criterion variables)?  
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Ho3a: There is no positive relationship between religiosity and spirituality and 

work engagement.  

Ha3a: There is a positive relationship between religiosity and spirituality and work 

engagement.  

Ho3b: There is no positive relationship between religiosity and spirituality and job 

satisfaction. 

Ha3b: There is a positive relationship between religiosity and spirituality and job 

satisfaction. 

Chapter 4 begins with an overview of data collection: the timeframe, recruitment, 

and discrepancies from the plan as described in Chapter 3. The chapter also includes 

baseline descriptive and demographic characteristics of the sample. The main focus of 

Chapter 4 is a presentation of the results.  

Data Collection  

Recruitment took place through SurveyMonkey audience, a membership site that 

maintains a target audience panel for its customers based on criteria. The survey criteria 

consisted of full-time employed persons at least 18 years old of any gender, ethnicity, 

race, or nationality, in U.S industries, not limited to nonprofit and for-profit sectors, 

healthcare, banking, finance, education, legal military, hospitality, municipality, 

manufacturing, information technologies.  

 Data collection was launched through Survey Monkey on September 27, 2021. 

SurveyMonkey provides a tentative completion date for their target audience, a period of 

3 days for data collection from the survey's launch date. Survey Monkey also requires a 
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minimum audience panel of 100 participants for a Target Survey and gives a specified 

time frame to complete the survey. By September 28, the study survey panel was 

completed within 24 hours from when the survey was launched. The typical time spent 

completing the survey was 4 minutes, much shorter than the original estimate of 15 

minutes.  

The original sample size for generalizing the study results was calculated at N = 

65. A total of 118 individuals participated in the study, and about 110 or (94.40%) of 

these individuals qualified. A total of 8 persons were disqualified from the survey. The 

110 useable completed surveys exceeded the calculated sample size of 65 needed to 

generalize the study results.  

Data were extracted from SurveyMonkey, using XLs and PDF for larger files 

after cleaning were, loaded to SPSS, and analyzed for internal consistency or reliability 

of the survey questionnaire. Those unusable and incomplete surveys were eliminated 

before the data were loaded to the SPSS for analysis. The missing data would be 

considered an arbitrary pattern, having no direct impact or bias on the quality of the 

statistical inferences (Dong & Peng, 2013).  

The SPSS tool evaluated the primary data collected from 110 participants. The 

data were screened, interpreted, and displayed using various statistical data processing 

methods. The information was inspected for missing values and outliers. After that, 

descriptive statistics such as mean, standard deviation, skewness, and kurtosis were used 

to examine the data. Finally, relevant statistical tests such as correlation regression 

analysis were also used to address the primary study questions.  
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Study Results 

This section of the study consists of two parts. The first part pertains to 

descriptive statistics for the demographic variables. The second part includes the findings 

of the analyses for hypothesis testing.  

Descriptive and Demographic Statistics 

The descriptive statistics for the study are presented below. The frequency counts 

and percentages for the demographic variables appear in the following tables. The 

majority of the respondents were female, aged between 18-29, 45-60, high school or 

equivalent and college-educated; more than half were white or Caucasian and Christian. 

Table 2 depicts the participants’ age distribution. The age range with the highest 

proportion of participants was 18-29, and the age range with the lowest proportion of 

participants was 30-39. Almost 45% of the respondents were between 40 and 59 years of 

age. Almost 44% were 50 or older.  

 

Table 2 

 

Descriptive Statistics: Age Range of the Participants (N = 110) 

Age n %  

18-29 34 30.9  

30-39 9 8.2  

40-49 21               19.1  

50-59 25 25.7  

60 or older 20 18.2  

Prefer not to 

disclose 

1 0.9  
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Table 3 depicts the participants’ self-reported level of education. More than 36% 

of the respondents completed high school or trade school equivalent. More than 43% had 

earned a 2- or 4-year degree.  

Table 3 

 

Descriptive Statistics: Education Level of the Participants (N = 110) 

Education n % 

High School or equivalent 30 27.3 

Trade school 11 9.40 

Associate degree 20 18.2 

Bachelor’s degree 27 24.5 

Master’s degree 16 14.5 

Doctorate 0 0.00 

Professional degree (MD, JD, etc.) 2 1.8 

Other 4 3.7 

Prefer not to disclose 1 0.9 

 

Table 4 depicts the participants’ self-reported gender. The distribution of gender 

is skewed toward female workers, who comprised more than half of the sample. More 

than 4% of the respondents chose Other or did not disclose their gender.  

Table 4 

 

Descriptive Statistics: Participants’ Gender (N = 110) 

Gender n % 

Male 47 42.7 

Female 58 52.7 

Other 2 1.8 

Prefer not to disclose 3 2.7 

 

Table 5 presents the participants’ self-reported race and ethnicity. More than two-

thirds of the respondents were White or Caucasian, with the next largest two categories 
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Black or African American and Latino or Hispanic. American Indian or Alaskan Native 

and Asians comprised slightly more than 11% of the sample.  

Table 5 

 

Descriptive Statistics: Participants’ Race/Ethnicity (N = 110) 

Race/ethnicity n % 

White or Caucasian 74 67.3 

Black or African American 12 10.9 

American Indian or Alaskan Native  4 3.6 

Asian, Chinese, Filipino, Asian Indian, 

Vietnamese, Korean, Japanese,  

7 6.4 

 

Latino or Hispanic  8 7.3 

  Others                3 2.7 

Prefer not to disclose    1  0.9 

   

   

Table 6 presents participants’ self-reported religious affiliation. Two-thirds of the 

respondents reported their religious affiliation as Christianity. The next largest category 

was Other, followed by those who preferred not to disclose. Religious affiliations with 

Hinduism, Judaism, Islam, and Buddhism accounted for 13.5% of the sample.  

Table 6 

 

Descriptive Statistics : Participants’ Religious Affiliation (N = 110) 

Religious affiliation n % 

Christianity 73 66.4 

Judaism                      3 2.7 

Islam 3 2.7 

Buddhism 1 0.9 

Hinduism 4 3.6 

Other 17                    15.5 

Prefer not to disclose 8                      7.3 

Median ª Age = 33.89 years 

 

Data Analysis Results  
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The unusable, including incomplete surveys, were eliminated before loading the 

data to the SPSS for analysis. Incomplete responses were deleted before the final sample 

was determined and analyzed. The missing data were considered an arbitrary pattern of 

the random sample having no direct impact or bias on the quality of the statistical 

inferences (Dong & Peng, 2013). The sample consisted of 110 employed persons in any 

for-profit or non-profit organization in the United States. This sample size was more than 

the 65 responses required for hypothesis testing with adequate statistical power and 

generalization of the study results.  

After data were extracted from SurveyMonkey and loaded into SPSS, I examined 

the internal consistency reliability of the instruments using Cronbach’s alpha. To describe 

the variables, I calculated descriptive statistics such as mean, median, standard deviation, 

skewness, and kurtosis. Then I used relevant statistical tests such as correlation regression 

analysis to address the primary study questions and test hypotheses.  

Reliability of the Likert Scale Questionnaires 

 The Cronbach’s alpha was used to examine internal consistency reliability on the 

DSES, UWES, MSQ instruments used in the current study. Cronbach’s alpha indicates 

mean correlations between each pair of items and the number of items that make up the 

scales (Brace et al., 2016). The results for each of the internal consistency reliability 

analyzes are as follows: DSES (α = .92), UWES (α =.93), MSQ (α =.92). The reliability 

and validity of these instruments were confirmed in numerous studies, as described in 

Chapter 3.  

Descriptive Statistics of Study Variables  
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This section focuses on descriptive statistics of the study predictor variables, 

religiosity and spirituality, and the two criterion variables, work engagement and job 

satisfaction. Table 7 depicts the mean, median, standard deviation, and range for each of 

the two-interval/ratio variables and the median, mode, and range for the ordinal variable, 

religiosity.  

Table 7 

 

Descriptive Statistics for the Predictor and Criterion Variables 

Variable (instrument)  

Mean 

 

s.d. 

 

Median 

 

Mode 

 

Range 

Spirituality (DSES) 60.1455 19.81837 62.5000 90.00 75.00 

Religiosity  0.944 2.00 2 3.00 

Work engagement 

(UWES-9)  

35.0636 11.66605 37.0000 33.00 54.00 

 

 

Job satisfaction 

(MQS) 

67.5636 15.14488 66.5000 60.00 75.00 

 

 

Religiosity and Spirituality (DSES)  

The DSES is a 16-item instrument used to measure spirituality and religiosity 

(Underwood, 2011). Spirituality, an interval variable, is the sum of the first 15 items on 

DSES. The higher scores reflect a higher daily experience of spirituality, and similarly, 

the lower scores represent a lower daily spiritual experience. Religiosity was measured 

using the response to the 16th item on the DSES. The 16th item pertains to closeness to 

God. The higher scores reflect higher daily experiences in religiosity, and lower scores 

represent lower daily experiences (Underwood, 2011). The participants’ mean, SD, and 

range scores are reported in Table 7. The mean spirituality score was 60.1455 out of a 
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possible 90, which indicates a high level of daily spiritual experience in the sample. The 

median score of 2.00 for religiosity out of a possible score of 5 indicates a low level of 

religiosity in the sample.  

Work Engagement (UWES-9) 

The UWES-9 short form has nine items to measure work engagement on a 7-point 

scale ranging from 0 to 6. The score is the sum of the nine items. Higher scores reflect 

higher work engagement in a business workplace environment (Schaufeli et al., 2006). 

This variable is an interval. The participants’ work engagement means was a score of 

35.0636, which reflected higher employees’ level of work engagement in the sample.  

Job Satisfaction (MSQ-Short-Form) 

 The MSQ-short form is a 20-item questionnaire used to measure job satisfaction 

on a 5-point scale (Weiss et al., 1967). The score is the sum of the ratings for all items. A 

score of 25 or lower corresponds to a lower level of job satisfaction (Weiss et al., 1967). 

A score between 26 and 74 reflects average job satisfaction, and 75 and higher reflects a 

higher degree of satisfaction (Weiss et al., 1967). The participants’ mean score for job 

satisfaction was 67.5636, indicating an average level of job satisfaction in the sample.  

Hypotheses Testing 

The following subsections include a summary of the statistical tests used to test 

each of the null hypotheses and the results of each test. The section is organized by 

research question. 

Research Questions 1a and 1b  
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The first test was conducted to examine the relationship between religiosity 

(predictor variable) and work engagement (criterion variable) using Spearman’s rho. The 

results indicated a significant weak positive relationship between religiosity and work 

engagement (rs (N-2-110-2=108) = .371, p < .001). Hence, the null hypothesis (Ho1a) was 

rejected. Squaring rho to generate the coefficient of determination indicated that 

religiosity accounts for 0.123 (12.30%) of the variance in work engagement.  

The second test was conducted to examine the relationship between religiosity 

(predictor variable) and job satisfaction (criterion variable) using Spearman’s rho. The 

results indicated a significant weak positive relationship between religiosity and job 

satisfaction (rs (N-2-110-2=108) = .287, p < .001). Hence, the null hypothesis (Ho1b) was 

rejected. Squaring rho to generate the coefficient of determination indicated that 

religiosity accounts for 0.092 (9.2%) of the variance in job satisfaction.  

Research Questions 2a and 2b 

The third test was conducted to examine the relationship between spirituality 

(predictor variable) and work engagement (criterion variable) using Spearman’s rho. The 

normal distribution assumption was not met for work engagement. The results indicated a 

significant moderate positive relationship between spirituality and work engagement rs 

(N-2-110-2=108) = .429, p < .001). The null hypothesis (Ho2a) was rejected. To generate 

the coefficient of determination, squaring rho indicated that spirituality accounts for 

0.161 (16.10%) of the variance in work engagement.  

The fourth test was conducted to examine the relationship between spirituality 

(predictor variable) and job satisfaction (bivariate variable) using Spearman’s rho. The 
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normal distribution assumption was not met for job satisfaction. The results indicated a 

significant weak positive weak positive relationship between spirituality and job 

satisfaction (rs (N-2-110-2=108) =) .352, p < .001). The null hypothesis (Ho2b) is 

rejected. To generate the coefficient of determination, squaring rho indicated that 

spirituality accounts for 0.105 (10.50%) of the variance in job satisfaction. 

Research Questions 3a and 3b 

Ordered logistic regression was conducted to examine the relationship between 

religiosity and spirituality (predictor variables) and work engagement (criterion variable). 

Table 8 shows the log-likelihood value of the regression model that shows if the  

model is good enough.  

Table 8 

Model Fitting for Ordinal Regression Model of Religiosity and Spirituality to Predict 

Work Engagement 

Model Fitting Information   

 

Model -2 Log-Likelihood Chi-square df Sig. 

Intercept Only 
320.363    

Final 303.069 17.295 2 .000 

Link function logit 

 

 

The likelihood value was 303.069 with a p < 0.001). The results show the model 

is significant enough, and thus the measure of goodness of fit is good enough, and the 

model is good. R2 for Cox and Snell is at 14.5%, and Nagekerke is 15.1%; these values 
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are low to predict work engagement. The results revealed that religiosity (predictor 

variable) is insignificant in predicting work engagement at p = 0.540. Spirituality is 

significant at p = 0.038; thus, spirituality alone is predictive of work engagement. A unit 

of increase in spirituality increases work engagement by 0.031. Given that only one of the 

two predictor variables in the model was significant, the null hypothesis was accepted for 

no significant relationship between religiosity/spirituality and work engagement.  

Ordered logistic regression was conducted to examine the relationship between 

religiosity and spirituality (predictor variables) and job satisfaction (criterion variable). 

Table 9 shows the likelihood the log-likelihood value of the regression model that shows 

if the model is good enough.  

Table 9 

Model Fitting for Ordinal Regression Model of Religiosity and Spirituality to Predict job 

satisfaction  

Model Fitting Information   

 

Model -2 Log-Likelihood Chi-Square df Sig. 

Intercept Only 
181.362    

Final 170.417 10.945 2 .004 

Link function logit 

 

The likelihood value 170.417 with p = 0.004 shows that model is significant 

enough, and thus, the measure of goodness of fit is good enough, and the model is good. 

R2 for Cox and Snell is 10.95%, and Nagekerke is 11%; thus, these values are low to 

predict job satisfaction. Results revealed that religiosity (predictor variable) is 
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insignificant (p = 0.353), and thus, religiosity does not predict job satisfaction. 

Spirituality (predictor variable) is not significant (p = 0.245); thus, spirituality is not 

significant in predicting job satisfaction. Given that the two predictor variables in the 

model were not significant, the null hypothesis was accepted for no significant 

relationship between religiosity/spirituality and job satisfaction.  

Summary 

The study results were reported in Chapter 4. Benefiel et al. (2014) and Mitroff 

and Denton’s (1999) theory of religiosity and spirituality provided the framework for this 

study because it provided a means to evaluate the relationship between religiosity and 

spirituality and work engagement and job satisfaction. The participants were working 

adults in U.S industries of varying ages. A majority of the sample was female (52.7 %), 

mostly white or Caucasian (67.3%), and Christian (66.4 %), with varying levels of 

education.  

The survey responses from the 110 working adults were used to examine the 

relationship between religiosity and spirituality (predictor variables) and work 

engagement and job satisfaction (criterion variables). The results of Spearman’s rho 

revealed significant weak positive bivariate relationships between religiosity and work 

engagement and between religiosity and job satisfaction (RQ1ab/H1ab). The results of 

Spearman’s rho revealed a significant moderate positive relationship between spirituality 

and work engagement (RQ2a/H3ab) and a weak positive relationship between spirituality 

and job satisfaction. The results of ordinal logistic regression revealed (R3a/H3a) that 

religiosity is not a significant predictor of work engagement, but spirituality is not. 
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Religiosity and spirituality tother are not significant predictors of job satisfaction 

(R3b/H3b).  

Chapter 5 includes the interpretation and discussion of the study results and their 

implications regarding existing research and theory. Chapter 5 also includes a discussion 

of the study's limitations, the applicability of the findings to a business environment, 

recommendations for scholars/practitioners, leaders and managers, and further research. 

The chapter ends with a discussion of the implications for positive social change.   
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Chapter 5: Discussion, Conclusions, and Recommendations 

The purpose of this quantitative descriptive correlational study was to investigate 

the relationships between religiosity and spirituality (two predictor variables) and 

employees' work engagement and job satisfaction (two criterion variables) in a business 

environment. There is a lack of understanding of what it takes to implement employees' 

religious and spiritual experiences into business strategic policies and procedures, 

advancing business success and continuity (Belwalkar et al., 2018; Cherif, 2020; Hassan 

et al., 2016; Wu et al., 2020). The sample consisted of 110 working adults 18 years old, 

of multiple religions, genders, races, and nationalities, working and residing in the United 

States. The sampling technique was purposive, a form of non-probability sampling 

(Singleton & Straits, 2005). Data were collected online via SurveyMonkey at one point in 

time via a demographic questionnaire and the DSES, (Underwood, 2011), Work 

Engagement Scale (UWES-9) (Schaufeli et al., 2006), and the job satisfaction Scale the 

MSQ- Short Form (Weiss et al., 1967). Due to multiple predictors and criterion variables, 

data analyzes included correlational and regression analyzes to test the hypotheses (Roof, 

2015; van der Walt, 2017; Weiss et al., 1967). 

The results of this study addressed the gap in the research noted in Chapter 1. The 

current study addresses a gap in knowledge in identifying the primary experiences 

associated with employees' religiosity and spirituality. The knowledge acquired will help 

leaders and managers implement and strategize policies and procedures that align with 

employees' religiosity and spirituality within the organizational culture. An imparity 

between knowing and doing that can negatively affect leaders and managers in a business 
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workplace. The study results revealed (a) significant weak positive relationships between 

religiosity and work engagement and job satisfaction, (b) significant moderate positive 

relationship between spirituality and work engagement and job satisfaction, and (c) 

religiosity is not a significant predictor of work engagement, but spirituality alone is 

predictive of work engagement. Religiosity and spirituality together are not significant 

predictors of job satisfaction.  

In addition to the interpretation of the study results in this final chapter, 

discussions include the implications of the study results about the current and future state 

of religiosity and spirituality in the workplace (closing the gap between what is known 

and doing it). The chapter also includes a discussion of the study's limitations, 

recommendations for future research, implications for positive social change, and an 

overall conclusion of the significance of this study.  

Interpretation of Findings 

This section discusses the findings and how they converge with or deviate from 

the body of literature on the topic, organized by research questions. The discussion also 

addresses how the findings fit the study's theoretical framework. The discussion also 

covers other findings by the research question.  

Research Question 1a and 1b 

 The first research questions pertained to the relationship between religiosity and 

spirituality (predictor variables) and work engagement and job satisfaction (criterion 

variables). The results revealed a significant weak positive relationship between 

religiosity and work engagement. This finding is consistent with prior research indicating 
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that religiosity is a significant predictor of employees' work engagement (Tennakoon & 

Lasanthika, 2018; Zahrah et al., 2017). Also, the current study findings are similar to 

Tennakoon and Lasanthika's (2018) research that revealed a strong and positive 

relationship between religiosity and employee engagement. In support of Zahrah et al. 

(2017), the current study results revealed a strong and positive relationship between 

religiosity and employee engagement; Tennakoon and Lasanthika's (2018) study revealed 

that religiosity has a high personal dominance on employees' inner forces to affect work 

engagement. Thus, religiosity and work engagement might shape individuals' thoughts to 

engage in positive social change at the workplace.  

RQ1b pertains to the relationship between religiosity and job satisfaction. The 

results showed a statistically weak positive relationship between religiosity and job 

satisfaction. Prior research results indicated that religiosity is a significant predictor of 

job satisfaction Ghazzawi et al. (2016). Similar to the current study, Neubert and 

Halbesleben (2015) found a significant positive relationship between spiritual calling and 

job satisfaction. Osman-Gani et al.’s (2013) research revealed that religiosity 

significantly influences job satisfaction and performance. Ghazzawi et al.'s findings 

indicated that religious commitment allows employees to affect job satisfaction 

positively. Parboteeah et al. (2009) found that religiosity is positively related to work 

values; especially those affiliated with the Christianity faith were more engaged in a 

positive relationship in job satisfaction. Current study results conformed with Parboteeah 

et al. (2009), showing that two-thirds of the participants reported their religious affiliation 

as Christian faith, with a participation rate of 66.57% above other religious affiliations.  
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The current study's responses regarding religiosity, work engagement, and job 

satisfaction revealed that religiosity was a significantly weak predictor of work 

engagement and job satisfaction. Religiosity accounted for a higher variance in 12.30% 

of work engagement than 9.2% for job satisfaction. A large proportion of the participants 

reported their religious affiliation as Christian. The participants' answers to the question 

about religiosity showed a desire to be close to God or engage in a union with the divine, 

indicating high religious daily work experiences among the sample.  

Previous research on religious commitment showed that religiosity positively 

affects job satisfaction (Ghazzawi et al., 2016) based on the differences in the type of 

religion practiced. The implication for organizations supporting employees' religiosity in 

the workplace is that employees are less likely to suffer adverse effects (Mitroff & 

Denton, 1999). The notion is that people are hungry for ways to practice religiosity and 

spirituality in the workplace without offending their co-workers or causing acrimony 

(Mitroff & Denton, 1999). The current study showed that religiosity and spirituality are 

commonly a part of employees' beliefs and dogmatist attributes. The leaders' and 

managers' role are to implement religiosity in a strategic and planned readiness. Benefiel 

et al. (2014) and Mitroff and Denton (1999) identified a lack of formalized research plan 

in religiosity and spirituality. The current study findings indicated that if religiosity is part 

of work experience, it is associated with increased employees' work engagement and job 

satisfaction in the workplace.  

Research Question 2a and 2b  
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The set of second research question pertains to the relationship between 

spirituality (predictor variable) and employee work engagement and job satisfaction 

(criterion variables). The first bivariate relationship between spirituality and work 

engagement was significant and moderately positive. This finding is consistent with prior 

research indicating that spirituality is a significant predictor of employees' work 

engagement (Fachrunnisa et al., 2014; Ke et al., 2017; van der Walt, 2017). Also, the 

current study findings are similar to Ke et al. (2017) and van der Walt's (2017) research 

that revealed a positive relationship between spirituality and employee work engagement. 

In support of Fachrunnisa et al.'s (2014) findings, Ke et al. (2017) and van der Walt 

revealed positive relationships between spirituality and work engagement. Also, 

Fachrunnisa et al. (2014) and Roof’s (2015) finding confirmed that if organizations can 

implement spirituality, the impact on employees’ spiritual wellbeing allows experiences 

and work conditions that promote employees’ ability to identify and solve problems. 

Roof’s (2015) findings showed that individuals’ spirituality encourages vigor and 

dedication in work engagement. Fachrunnisa et al. (2014) concluded that spirituality 

affects employees' spiritual wellbeing in the workplace to solve and create solutions and 

identify and look for information to solve the problems. 

When employees feel inclusive of the organization's vision and mission, they will 

value their work engagement highly. This action might shape individuals' thoughts and 

have implications for positive social change at the workplace. The current study results 

indicate that spirituality is a significantly moderate positive predictor of employees' work 

engagement. The results suggest that organizations consider implementing policies and 
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procedures to support spiritual experiences. Supporting spirituality at work may result in 

an associated increase in employees' work engagement in the workplace.  

RQ2b pertains to the relationship between spirituality and job satisfaction. This 

positive relationship, although significant, was weak. This finding is consistent with prior 

research indicating that spirituality at minimum is a significant predictor of job 

satisfaction (Fachrunnisa et al., 2014; Swanepoel & van der Walt, 2015). The current 

study findings are similar to van der Walt and De Klerk et al. (2014) and Neubert and 

Halbesleben (2015) research, revealing that spirituality significantly influences job 

satisfaction. Neubert and Halbesleben (2015) found that spiritual calling, an element of 

spirituality, allows employees to have a positive impact on job satisfaction; Gupta et al. 

(2014) and Hassan et al. (2016) found that spirituality was positively related to job 

satisfaction. When spirituality is supported at work, there may be an associated increase 

in employees' job satisfaction.  

The current study revealed a significant moderate positive relationship between 

spirituality and employee engagement but a significant weak positive relationship 

between spirituality and job satisfaction. Employees have spiritual wellbeing awareness, 

and leaders and managers have a role in implementing policies and procedures for 

spiritual strategic and planned readiness, as identified by Benefiel et al. (2014) and 

Mitroff and Denton (1999).  

Research Questions 3a and 3b 

RQ3a pertains to religiosity and spirituality (predictor variables) and work 

engagement (criterion variable). The results revealed that spirituality alone is predictive 
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of work engagement, but religiosity is not. This finding is inconsistent with prior research 

indicating that religiosity is a significant predictor of employees' work engagement 

(Tennakoon & Lasanthika, 2018; Zahrah et al., 2017). Cardos and Mone (2016) found a 

strong and positive relationship between religiosity and employee engagement and work 

values. The dissimilar finding between the prior studies and the current study could result 

from the participants' age group and religious affiliations. Inn Tennakoon and 

Lasanthika’s (2018) study, 53% of the sample were 36 to 45 years old, from South Asia, 

and majority Muslim. In the current study, 34% were aged 18-29, and two-thirds were 

Christian. The majority were White or Caucasian, seconded by Black or African 

Americans from the United States.  

RQ3b pertains to the relationship between religiosity and spirituality and job 

satisfaction. The results indicated that religiosity and spirituality were not significant in 

predicting job satisfaction. Prior studies have shown a positive correlation between 

religiosity and spirituality and job satisfaction (Ghazzawi et al., 2016; Hassan et al., 

2016). Ghazzawi et al. (2016) found that religious commitment positively affects job 

satisfaction; further, their differences depend on the type of religious affiliation. Hassan 

et al. (2016) found workplace spirituality and job satisfaction correlated through trust 

mediated by employee interaction.  

Results in the Context of Theory 

The current study sample data come from the United States. A comparison in 

findings in terms of covariances showed that similar covariance explanations supported 

current study variances as prior research conducted in the United States (Neubert & 
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Halbesleben, 2015). Neubert and Halbesleben’s (2015) spirituality theory explained 32% 

of the variance in job satisfaction. Ghazzawi et al.’s (2016) religiosity theory explained 

2.8% of the variance inf job satisfaction. Zahrah et al.’s (2017) religiosity theory 

explained about 24% of the variance in work engagement in Malaysia. van der Walt 

(2017) found that the theory of spirituality in the workplace contributed to a 24.21% 

variance in work engagement. Gupta et al. (2014) found that spirituality accounted for 

28.7% of the variance in job satisfaction in India. In the current study, in a population of 

U.S. workers, religiosity accounted for 12.30% of the variance in work engagement and 

9.2% of the variance in job satisfaction (RQ1). Spirituality accounted for 16.10% in work 

engagement and 10.50% variance in job satisfaction (RQ2).  

The current study's findings were consistent with prior studies with the theory of 

religiosity and spirituality as the theoretical framework (Benefiel et al., 2014; Mitroff & 

Denton, 1999). In particular, the significant relationship between religiosity and 

spirituality (the two predictor variables) and work engagement and job satisfaction (the 

two criterion variables) is consistent with the findings in various studies. Prior research 

revealed a significant relationship between religiosity and work engagement (Tennakoon 

& Lasanthika, 2018; Zahrah et al., 2017). Tennakoon and Lasanthika (2018) found that 

religious beliefs affected work engagement inclusively. Also, employees exemplify 

commitment; their beliefs in religiosity nurture the ultimate meaning of one's life and 

balance work issues (Ghazzawi et al., 2016). 

Zahrah et al. (2017) found that implementing religious beliefs further enhances 

working life, positively mediating work engagement and job satisfaction. Ghazzawi et al. 
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(2016) noted a significant relationship between religiosity and job satisfaction. Ghazzawi 

et al.'s finding indicated that regardless of religious types or affiliations, all employees 

have similar needs and desires for management to treat them with respect, fairness, 

reasonableness, and provide growth opportunities.  

Numerous studies revealed a statistically significant relationship between 

spirituality and work engagement (Ke et al., 2017; van der Walt, 2017). van de Walt's 

(2017) findings revealed that spirituality affected engagement and thriving at work; 

further, work spirituality significantly influenced the variance in work engagement by 

24.21% and the variance in thriving at work by 9.86%. Ke et al. (2017) found that 

employees exemplify professional commitment to mediate the relationship for increased 

engagement and that aspects of meaningful work and organizational values that line up 

with employees' values can increase engagement and thrive at work. In addition, a 

practice of spirituality can help improve internal communication, enhance levels of trust 

among employees and sense of belonging, reduce the sense of alienation and turnover 

rate, and increase satisfaction among workers (Ke et al., 2017).  

Previous studies revealed a significant relationship between spirituality and job 

satisfaction (Fatima et al., 2017; Gupta et al., 2014; van der Walt & Der Klerk, 2014). 

van de Walt and Der Klerk (2014) emphasized that a lack of organizational commitment 

to spiritual values by organizational leaders may lead to employees being dissatisfied 

with their work. When employees are satisfied, they exemplify commitment; their beliefs 

nurture the ultimate meaning of one's life and balance in work (van der Walt & Der 

Klerk, 2014). Gupta et al. found a highly significant and large positive correlation 
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between spirituality and job satisfaction, explaining 28.7% of the variance in job 

satisfaction. Gupta et al. implied that workers' religious values contribute to work 

assignment and should calibrate their qualification for positive experience and interest in 

more excellent performance and achievement.  

Gupta et al. (2014) noted that religious beliefs also enhance working life, 

positively mediating work engagement and job satisfaction. Osman-Gani et al. (2013) 

examined religiosity, spirituality, and job performance, revealing that better spiritual 

conditions improve job performance. Osman-Gani et al. confirmed that religiosity 

functions as a moderator variable in employee job performance. Whether public or 

private, the organization should incorporate religiosity and spirituality in the workplace 

(Marques, 2005; Mitroff & Denton, 1999).  

Limitations of the Study 

According to Price and Murnan (2004), disclosure of the study limitation is vital 

to support the efficacy of the research. Greener (2018) supported honest and common 

sense in analyzing limitations for execution research and study presentation for 

publication. The first limitation in the current study that arose during study execution 

stemmed from the recruitment approach through SurveyMonkey audience and 

participants’ self-selection into the study. The audience provided targeted respondents 

and criteria included in the consent form that qualified the targeted audience. The process 

did not include verifying that participants met these criteria.  

Persons who participate in SurveyMonkey audience differ from others outside of 

audience who might meet the same criteria. The skew of the sample toward young, 
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White, Christian adults may have affected the findings in unknown ways. Recruiting a 

more diverse panel reflective of a broader cross-section of the U.S. worker population 

may have resulted in different results. The anonymous nature of participation prevented 

any clarification of the participants’ responses or the ability to request the completion of 

any incomplete surveys. 

Recommendations 

The results of this study support the notion that employees in a business 

workplace experience religiosity and a spiritual perspective as spiritual beings. The 

relationships found in the current study, although significant, were weak to moderate. 

Additional research, such as a longitudinal study, is necessary to isolate further variables 

contributing to the relationships between religiosity and spirituality and work engagement 

and job satisfaction. Replicating this study with a sample recruited from outside of 

SurveyMonkey audience may find stronger relationships between the variables of 

interest, as might replicating this study with a sample that includes employees outside the 

United States.  

The quantitative nature of this study may not have captured all the relevant 

aspects of religiosity and spirituality, and work engagement and job satisfaction 

perception experience specific to gender, age, ethnicity, education, and religious 

affiliations in the business workplace. Exploring the relationships between spirituality, 

religion, job satisfaction, and work engagement through interviews would provide a 

depth of understanding not possible in quantitative research. Another recommendation is 
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to conduct action research on supporting religiosity and spirituality within selective 

agencies with low rates of work engagement and job satisfaction.  

The final recommendation stems from the COVID-19 epidemic, which has 

resulted in a significant shift to remote work (Galanti et al., 2021). A recommendation is 

to replicate this study with a sample of employees who work remotely, whether as a 

virtual employee or as a contractual or self-employed person. The results may differ 

based on the nature of the workplace environment.  

Implications  

The current study results suggest that employees in the workplace in the United 

States are religious and spiritual beings with moderate religious and spiritual intelligence 

that may contribute to some extent to their job satisfaction and work engagement. While 

other studies conducted outside the U.S revealed significant positive relationships 

between participants' religiosity and spirituality and work engagement and job 

satisfaction, current study findings indicated some weak and moderate relationships, with 

implications for improving organizational support of spirituality and religiosity within the 

workplace. The results may inform the implementation of policies and practices in the 

workplace. Numerous studies have shown how engaged employees have enhanced 

creativity, improved job performance, and a willingness to go the extra mile (Al-

dalahmeh et al., 2018; Bakker & Demerouti, 2008; Canning et al., 2020; Erum et al., 

2020; Paais & Pattiruhu, 2020). Evidence shows that employees who feel a strong sense 

of commitment to the organization perform at higher levels and have a higher level of job 

satisfaction, higher retention rates, and a desire to impact their bottom line positively 
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(Canning et al., 2020; Erum et al., 2020; Lu et al., 2016; Paais & Pattiruhu, 2020; 

Waseem et al., 2016).  

Significance to Practice 

Based on the results, several implications have emerged for the business 

workplace. Employees’ work engagement and job satisfaction may be increased by 

adopting employees' values in the workplace. Prior research indicated that religiosity and 

spirituality are a primary function in the workplace with a human focus to create the 

strategies necessary for organizational success (Chambel et al., 2014; Duchon & 

Plowman, 2005). The current study findings confirmed previous findings that showed a 

significant positive relationship between spirituality/religiosity and job satisfaction and 

work engagement. The study results inform developing a strategic plan to convey this 

knowledge to managers or other organizational leaders to implement policies and 

procedures that develop or sustain an organizational culture to support employees' 

religiosity and spirituality, work engagement, and job satisfaction in a business 

environment. Applications of the findings may help promote work conditions where 

leaders and managers nurture their employees' values and beliefs and develop and engage 

employees to find self-fulfillment through meaningfulness in their work (Bella et al., 

2018; Johnson & Jiang, 2016; Kinjerski & Skrypnek, 2006). Lenders and managers have 

an obligation with a sense of connection within their jobs and in finding meaningfulness 

in their role before they can shape the outcome of change in their employees' values and 

beliefs to affect their employees' work engagement job satisfaction (Albrecht et al., 2015; 

Lopez & Ramos, 2016; Miller, 2007; Peng et al., 2015).  
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The specific problem in the current study was that a lack of knowledge about the 

relationship between spirituality, religiosity, and employees' work engagement and job 

satisfaction prevents managers or other organizational leaders from implementing 

policies and procedures from developing or sustaining an organizational culture to 

support employees' religiosity and spirituality in a business workplace environment. The 

current study results suggest that if managers or other organizational leaders can 

implement policies and procedures, it may develop a sustainable organizational culture to 

support employees' religiosity and spirituality in a business workplace. The study results 

showed the benefits of advancing religiosity and spirituality at the individual, team, and 

organizational levels. The study results may help develop a deeper understanding that 

recognizes that a business workplace's religiosity and spirituality are aspects. Managers 

and leaders can use the study results to design practices, policies, and procedures that 

avoid the traditional automatic approach in the workplace and instead focus on 

integrating religiosity and spiritual values and beliefs to integrate work balance and their 

worker's beliefs in a business workplace (Benefiel et al. 2014; Mitroff & Denton, 1999).  

Significance to Theory 

The theory of religiosity and spirituality (Benefiel et al., 2014; Mitroff & Denton, 

1999) provided the framework for this study. This framework was used to test the 

possible relationship between the variables of interest in this study. The results 

strengthened the existing theory on religiosity and spirituality. The findings add to the 

existing knowledge regarding the theory of religiosity and spirituality (Benefiel et al., 
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2014; Mitroff & Denton, 1999). The theory has been tested, and the findings help 

strengthen it or challenge it in new ways.  

The study is unique and addresses an under-researched area critical to leaders and 

managers in the workplace (Osman-Gani et al., 2013; Roof, 2015). Few studies involved 

assessing and implementing the theory of religiosity and spirituality and work-related 

individuals and organizational components (Gupta et al., 2014; Sinnewe et al., 2014; Van 

der Walt & De Klerk, 2014; Walker, 2013). The current study indicates that religiosity 

and spirituality are an integral part of employees' work lives. Previous studies showed a 

lack of published research about the relationship between religiosity and spirituality, 

employees' work engagement, job satisfaction (Dean et al., 2016; Liang et al., 2017; 

Roof, 2015). The current study results advance understanding of these relationships. 

These results generated more evidence about applying the theory of religiosity and 

spirituality in the workplace.  

Significance to Social Change 

This study's potential social change implications stem from adding knowledge to 

the current literature about religiosity, spirituality, individuals' work engagement, job 

satisfaction in a business environment. The study results showed a weak and moderate 

positive relationship between religiosity and spirituality and work engagement and job 

satisfaction. Leaders and managers can use the research findings to identify alternative 

ways to increase employees' work engagement and job satisfaction and create an 

environment that enables the presence of religiosity and spirituality in the workplace. 

Leaders and managers can better understand employees' inner or spiritual needs that 
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enhance employees' self-fulfillment through work meaningfulness. Both organizations 

and individuals benefit from implementing these values with organizational culture 

engaging in a common goal of interest, integrating individuals' values, beliefs, 

organization culture, and empowerment in their work environment a positive social 

change for employees and organization.  

The results from this study may contribute to positive social change in various 

ways. For instance, the COVID-19 epidemic has resulted in a worldwide shift to remote 

work (Galanti et al., 2021); workplace environment elasticity is viable. The pandemic has 

affected the workplace environment and employees' work engagement, job satisfaction, 

and remote productivity. Studies show that religiosity and spirituality provide people with 

meaning and purpose during the posttraumatic crises of the Coronavirus (Prieto-Ursua & 

Jodar 2020). A study conducted by Abu et al. (2018) indicated that religiosity and 

spirituality influence patients' quality of care and help leaders and managers address their 

patients' care needs, values, and beliefs in a hospital workplace setting. Abu et al. found 

that patients associated with religiosity and spirituality hospitalized with cardiovascular 

diseases led a more positive quality of life than those with no religious affiliation. 

Therefore, the study results can help hospital employees understand how to handle 

challenges in dealing with patients' health that associate themselves with religiosity and 

spirituality.  

The pandemic of the COVID-19 epidemic is an ongoing 21st-century global 

outbreak that has affected the world since 2019. The current study findings may help 

address the challenges of employees working remote productivity the COVID-19 and the 
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pandemic issues that made working from home the new way of working. Leaders and 

managers can better respond to employees' religious and spiritual challenges by better 

understanding factors contributing to employees' work engagement and job satisfaction 

and searching for self-fulfillment in meaningful work. The knowledge from this study 

will help build managers' initiative to assess and implement policies and procedures that 

equip and meet their workers in social change reflected in their values and beliefs. 

Employees are spiritual beings whose inner forces affect their productivity physically, 

emotionally, and spiritually. 

Conclusions 

The purpose of this quantitative descriptive correlational study was to investigate 

the relationships between religiosity and spirituality (predictor variables) and employees' 

work engagement and job satisfaction (criterion variables) in a business environment. 

There is a lack of published information about these variables in a business workplace in 

the United States. The results demonstrated that religiosity and spirituality were 

significantly related to work engagement and job satisfaction, although not strong 

predictors.  

Scholars and practitioners share a similar interest in religiosity and spirituality and 

contribute to employees' work engagement and job satisfaction. Religiosity and 

spirituality play critical roles in human need intelligence, allowing employees to function 

in human organization culture. Dialogue about religiosity and spirituality 

overwhelmingly affects leaders and managers; consequently, employees suffer (Benefiel 

et al., 2014; Hicks, 2003; Society for Human Resource Management [SHRM], 2008). 
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Religiosity and spirituality are perceived as taboo, as a discourse for companies' 

managers, particularly in the human resource department; these needs warrant a protocol 

approach for implementation for workers’ self-fulfillment (Benefiel et al., 2014; Hicks, 

2003; SHRM, 2008) and for employees; increased work engagement and job satisfaction 

(Ghazzawi et al. 2016; Roof, 2015).  

Job satisfaction and work engagement are vital for employees to perform and be 

productive workers and the organization's overall performance in the management field. 

At the same time, there is a decline in engagement and disengagement levels in the U.S. 

workforce (Adkins, 2015). Religiosity and spirituality are integral to employees' work-

related behaviors, including work engagement and job satisfaction. Emerging studies 

have defined various individuals' attitudes about their values and beliefs about their job 

and perception of their work (Aydogdu & Askikgil, 2011; Cruckle et al., 2021). Religious 

and spiritual experiences are a fundamental integral part of employees' work-life balance 

in the United States. They provide work meaningfulness in balancing life and work in the 

workplace.  

  



180 

 

References 

Abbas, M., Idrees, N., & Rehman, U. (2020). Workplace spirituality and job satisfaction 

evidence from pharmaceutical industry of Karachi, Pakistan. Global Business 

Spectrum, 1(1), 12-20. 

https://www.researchgate.net/publication/344411586_Workplace_Spirituality_an

d_Job_Satisfaction_Evidence_from_Pharmaceutical_Industry_of_Karachi_Pakist

an  

Abouraia, M. K., & Othman, S. M. (2017). Transformational leadership, job satisfaction, 

organizational commitment, and turnover Intentions: The direct effects among 

bank representatives. American Journal of Industrial and Business Management, 

7(04), 404–423. https://doi.org/10.4236/ajibm.2017.74029 

Abu, H. O., Ulbricht, C., Ding, E., Allison, J. J., Salmoirago-Blotcher, E., Goldberg, R. 

J., & Kiefe, C. I. (2018). Association of religiosity and spirituality with quality of 

life in patients with cardiovascular disease: a systematic review. Quality of Life 

Research, 27(11), 2777–2797. https://doi.org/10.1007/s11136-018-1906-4 

Achour, M., Grine, F., Mohd Nor, M. R., & MohdYusoff, M. Y. Z. (2014). Measuring 

religiosity and its effects on personal well-being: A case study of Muslim female 

academicians in Malaysia. Journal of Religion and Health, 54(3), 984–997. 

https://doi.org/10.1007/s10943-014-9852-0 

Adkins, A. (2015, January 28). The majority of U.S. employees were not engaged despite 

gains in 2014. Gallup. https://news.gallup.com/poll/181289/majority-employees-

not-engaged-despite-gains-2014.aspx 

https://www.researchgate.net/publication/344411586_Workplace_Spirituality_and_Job_Satisfaction_Evidence_from_Pharmaceutical_Industry_of_Karachi_Pakistan
https://www.researchgate.net/publication/344411586_Workplace_Spirituality_and_Job_Satisfaction_Evidence_from_Pharmaceutical_Industry_of_Karachi_Pakistan
https://www.researchgate.net/publication/344411586_Workplace_Spirituality_and_Job_Satisfaction_Evidence_from_Pharmaceutical_Industry_of_Karachi_Pakistan
https://doi.org/10.4236/ajibm.2017.74029
https://doi.org/10.1007/s10943-014-9852-0
https://news.gallup.com/poll/181289/majority-employees-not-engaged-despite-gains-2014.aspx
https://news.gallup.com/poll/181289/majority-employees-not-engaged-despite-gains-2014.aspx


181 

 

Adisa, T. A., Gbadamosi, G., Mordi, T., & Mordi, C. (2019). In search of perfect 

boundaries? Entrepreneurs’ work-life balance. Personnel Review, 48(6),1634-

1651. https://doi.org/10.1108/PR-06-2018-0197 

Adnan, A., Bhatti, O. K., & Farooq, W. (2020). Relating ethical leadership with work 

engagement: How workplace spirituality mediates? Cogent Business & 

Management Journal, 7(1). https://doi.org/10.1080/23311975.2020.1739494 

Afsar, B., & Yuosre, B. (2017). Workplace spirituality perceived organizational support 

and innovative work behavior: The mediating effects of person-organization fit. 

Journal of Workplace Learning, 29(2), 95-109. https://doi.org/10.1108/JWL-11-

2015-0086 

Agbim, K. C., Ayatse, F. A., & Oriarewo, G. O. (2013). Spirituality, ethical behavior and 

ethical business: The impact of relatedness. Journal of Business Management & 

Social Sciences Research, 2(9), 76-86. 

https://citeseerx.ist.psu.edu/viewdoc/download?doi=10.1.1.404.1761&rep=rep1&t

ype=pdf 

Ahmad, M. Z., Fuad, N., Ramlee, M. F. N., Noor, A. N. M., & Ya, S. (2021). Increasing 

thriving at work through workplace spirituality among government servant in 

Penang, Malaysia. International Journal of Politics, Public Policy and Social 

Works, 3(8), 1-12. https://doi.org/10.35631/IJPPSW.38001 

Albrecht, S. L., Bakker, A. B., Gruman, J. A., Macey, W. H., & Saks, A. M. (2015). 

Employee engagement, human resource management practices and competitive 

advantage: An integrated approach. Journal of Organizational Effectiveness: 

https://doi.org/10.1108/PR-06-2018-0197
https://doi.org/10.1080/23311975.2020.1739494
https://doi.org/10.1108/JWL-11-2015-0086
https://doi.org/10.1108/JWL-11-2015-0086
https://citeseerx.ist.psu.edu/viewdoc/download?doi=10.1.1.404.1761&rep=rep1&type=pdf
https://citeseerx.ist.psu.edu/viewdoc/download?doi=10.1.1.404.1761&rep=rep1&type=pdf


182 

 

People and Performance, 2(1), 7-35. https://doi.org/10.1108/JOEPP-08-2014-

0042 

Albuquerque, I. F., Cunha, R. C., Martins, L. D., & Brito S. A. (2014). Primary health 

care services: Workplace spirituality and organizational performance. Journal of 

Organizational Change Management, 27(1), 59-

82. https://doi.org/10.1108/JOCM-11-2012-0186 

Al-dalahmeh, M., Masadeh, R., Abu Khalaf, R. K. & Obeidat, B. A. (2018). The effect of 

employee engagement on organizational performance via the mediating role of 

job satisfaction: The case of IT employees in Jordanian baking sector. Modern 

Applied Science, 12(6), 1-27. https://doi.org/10.5539/mas.v12n6p17  

Ali, B. J., & Anwar, G. (2021). An empirical study of employees’ motivation and its 

influence on job satisfaction. International Journal of Engineering, Business and 

Management, 5(2), 21-30. https://doi.org/10.22161/ijebm.5.2.3 

Ali, B. J., Saleh, P. F., Akoi, S., Abudulrahman, A. A., Muhamed, A. S., Noor, H. N., & 

Awar, G. (2021). Impact of service quality on customer satisfaction: Case study at 

online meeting platforms. Journal of Engineering, Business and Management, 

5(2), 65-77. https://doi.org/10.22161/ijebm.5.2.6 

Allardt, E. (1975). Dimensions of welfare in a comparative Scandinavian study. Acta 

Sociologica, 19(3), 227-239. https://www.jstor.org/stable/4194131 

Alzyoud, A. A. Y. (2018). The influence of human resource management practices on 

employee work engagement. Foundations of Management, 10(1), 251-256. 

https://doi.org/10.2478/fman-2018-0019 

https://doi.org/10.1108/JOEPP-08-2014-0042
https://doi.org/10.1108/JOEPP-08-2014-0042
https://doi.org/10.1108/JOCM-11-2012-0186


183 

 

American Psychological Association. (2020). Publication manual of the American 

Psychological Association 2020: The official guide to APA style (7th ed.). 

American Psychological Association.  

Andrews, F. M., & Withey, S. B. (1976). Social indicators of well-being: Americans’ 

perception of life quality. Plenum.  

Antwi, S. K., & Kasim, H. (2015). Qualitative and quantitative research paradigms in 

business research: A philosophical reflection. European Journal of Business and 

Management, 7(3), 216-235. https://core.ac.uk/download/pdf/234626233.pdf 

Anwar, M. A., & Osman-Gani, A. M. (2015). The effect of spiritual intelligence and its 

dimensions on organizational citizenship behavior. The Journal of Industrial 

Engineering and Management, 8(4), 1162-1178. 

https://doi.org/10.3926/jiem.1451 

Argyle, M. (1987) The psychology of happiness (2nd ed.). Routledge. 

Arokiasamy, A., & Tat, H. (2020). Exploring the influence of transformational leadership 

on work engagement and workplace spirituality of academic employees in the 

private higher education institutions in Malaysia. Managing Science Letter, 10(4), 

855-868. https://doi.org/10.5267/j.msl.2019.10.011  

Aruldoss, A., Kowalski, K. B., & Parayitam, S. (2021). The relationship between quality 

of work-life and work-life-balance mediating role of job stress, job satisfaction 

and job commitment: Evidence from India. Journal of Advances in Management 

Research,18(1), 36-62. https://doi.org/10.1108/JAMR-05-2020-0082 

Ashmos, D. P., & Duchon, D. (2000). Spirituality at work: A conceptualization and 



184 

 

measure. Journal of Management Inquiry, 9(2), 134-145. 

https://doi.org/10.1177/105649260092008  

Asih, D., Setini, M. Dharmmensta, B. S., & Purwanto, B. M. (2020). Religiosity and 

spirituality: Conceptualization, measurement and its effect on frugality. 

Management Science Letter, 10(16), 4023-4032. 

https://doi.org/10.5267/j.msl.2020.7.007  

Astrachan, J. H., Astrachan, B. C., Campopiano, G., & Bau, M. (2020). Values, 

spirituality and religion: Family business and the roots of sustainable ethics 

behavior. Journal of Business Ethics, 163(2), 637-645. 

https://doi.org/10.1007/s10551-019-04392-5 

Atteh, E., Martin, G., Oduro, A. T., Mensah, F. A., & Gyamfi, R. (2020). An overview on 

the influence of work-family life conflict among female teachers and their job 

satisfaction in schools. Asian Journal of Education and Social Studies, 9(2), 48-

58. https://www.journalajess.com/index.php/AJESS/article/view/30245 

Aydogdu, S., & Askikgil, B. (2011). An empirical study of the relationship among job 

satisfaction, organizational commitment, and turnover intention. International 

Review of Management and Marketing, 1(3), 43-53. 

https://www.researchgate.net/publication/227411064_An_Empirical_Study_of_th

e_Relationship_Among_Job_Satisfaction_Organizational_Commitment_and_Tur

nover_Intention 

Ayoun, B., Rowe, L., & Yassine, F. (2014). Is workplace spirituality associated with 

business ethics?. International Journal of Contemporary Hospitality 



185 

 

Management, 27(5), 938-957. https://doi.org/10.1108/IJCHM-01-2014-0018 

Ayten, A., & Ferhan, H. (2016). Forgiveness, religiousness, and life satisfaction: An 

empirical Study on Turkish and Jordanian university students. Spiritual 

Psychology and Counseling, 1(1), 7984. https://doi.org/10.12738/spc.2016.1.0006 

Azumah, A. A., Mohammed, S., & Tetteh, R. (2017). An empirical study of job 

satisfaction of university Staff. MPRA, Munich Personal RePEc Archive. 1-13. 

https://mpra.ub.uni-muenchen.de/79674/ 

Baker, B. D., & Lee, D. D. (2020). Spiritual formation and workplace engagement: 

Prosocial workplace behaviors. Journal of Management, Spirituality & Religion, 

17(2), 107-138. https://doi.org/10.1080/14766086.2019.1670723 

Bakker, A. B., & Albrecht, S. (2018). Work engagement: current trends. Career 

Development International, 23(1), 4-11. https://doi.org/10.1108/CDI-11-2017-

0207 

Barnham, C. (2015). Quantitative and qualitative research: Perceptual foundations.  

 International Journal of Market Research, 57(6), 837-854. 

https://doi.org/10.2501/IJMR-2015-070  

Barker, M., & Pandita, D. (2014). A study on the drivers of employee engagement 

impacting employee performance. Journal of Social and Behavioral Science, 133, 

106-115. https://doi.org/10.1016/j.sbspro.2014.04.174 

Bella, R. L. F., Quelhas, O. L. G., Ferrraz, F. T., & Bezerra, M. J. S. (2018). Workplace 

spirituality: Sustainable work experience from a human factor perspective. 

Journal of Sustainability Review, 10(6), 1-13. https://doi.org/10.3390/su10061887 



186 

 

Belwalkar, S., & Vohra, V. (2016). Workplace spirituality, job satisfaction and 

organizational citizenship behaviors: A theoretical model. Journal of Business 

Management, 11(8), 1833-8119. https://doi.org/10.5539/ijbm.v11n8p256 

Belwalkar, S., Vohra, V., & Pandey, A. (2018). The relationship between workplace 

spirituality, job satisfaction and organizational citizenship behavior: An empirical 

study. Journal of Social Responsibility, 14(2), 410-430. 

https://doi.org/10.1108/SRJ-05-2016-0096 

Benefiel, M., Fry, L. W., & Geigle, D. (2014). Spirituality and religion in the workplace: 

History, theory, and research. Journal of Psychology of Religion and Spirituality, 

6(3), 175-187. https://doi.org/10.1037/a0036597 

Benerjee, A., Chitnis, U. B., Jadhav, S. L., Bhawalkar, J. S., & Chaudhury, S. (2009).  

 Hypothesis testing, type I and type II errors. Industrial Psychiatry Journal, 18(2),  

  127-131. https://doi.org/10.4103/0972-6748.62274  

Bersin, J. (2014, April 10). It is time to rethink the “employee engagement” issue. 

Forbes. https://www.forbes.com/sites/joshbersin/2014/04/10/its-time-to-rethink-

the employee-engagement-issue/ 

Bester, A., & Muller, J. C. (2017). Religion, an obstacle to workplace spirituality and 

employee wellness? Verbum et Ecclesia, 38(1). 

https://doi.org/10.4102/ve.v38i1.1779 

Bickerton, G. R., Miner, M. H., Dowson, M., & Griffin, B. (2014). Spiritual resources in 

Job demands resources-model. The Journal of Management, Spirituality & 

Religion, 11(3), 245-268. https://doi.org/10.1080/14766086.2014.886517 

https://www.forbes.com/sites/joshbersin/2014/04/10/its-time-to-rethink-the
https://www.forbes.com/sites/joshbersin/2014/04/10/its-time-to-rethink-the


187 

 

Black, T. R. (1999). Doing quantitative research in the social sciences: An integrated 

approach to research, measurement and statistics. SAGE Publications, Ltd. 

Blanchard, C., Baker, A., Perreault, D., Mask, L., & Tremblay, M. (2019). The 

importance of keeping employees satisfied: Three prevailing factors for health 

organization leaders. Journal of Health Organization and Management, 34(1), 23-

39. https://doi.org/10.1108/JHOM-04-2019-0084 

Blanco-Gonzalez, A., Diéz-Martín, F., Cachón-Rodríguez, G., Prado-Román, C. 

(2020). Contribution of social responsibility to the work involvement of 

employees. Corporate Social Responsibility and Environmental Management, 

27(6), 2588-2598. https://doi.org/10.1002/csr.1978 

Bordens, K. S., & Abbott, B. B. (2008). Research design and methods: A process 

approach. McGraw-Hill. 

Box, G. E., & Tidwell, P. W. (1962). Transformation of the independent variables. 

Technometrics, 4(4), 531-550. https//doi.org/10.2307/1266288  

Brace, N., Kemp, R. & Snelgar, R. (2016). SPSS for psychologists. Routledge. 

Bradburn, N. M. (1969). The structure of psychological wellbeing. Aldine Publishing.  

Brenkert, G. G. (2019). Mind the gap! The challenges and limits of (global) business 

ethics. Journal of Business Ethics, 155(4), 917-930. 

https://doi.org/10.1007/s10551-018-3902-6. 

Bronkhorst, J. (2017). Can religion be explained? The role of absorption in various 

religious phenomena. Methods in Theory in the Study of Religion, 29(1), 1-30 

https://doi.org/10.1163/15700682-12341375 



188 

 

Brooke, C., & Parker, S. (2009). Researching spirituality and meaning in the workplace. 

The Electronic Journal of Business Research Methods, 7(1), 1-10. 

https://www.researchgate.net/publication/228871469_Researching_Spirituality_a

nd_Meaning_in_the_Workplace 

Brugger. T. (2021). The Christian body at work. Spirituality, embodiment, and Christian 

living. Journal of Religion-Wirtchaft-Politik, 1(21), 18-47. 

https://doi.org/10.5771/9783748922629  

Burton, N., Koning, J., & Muers, R. (2018). Organizational ethnography and religious 

organizations. The case of quaker decision-making. Journal of Management, 

Spirituality and Religion, 15(4), 349-367. 

https://doi.org/10.1080/14766086.2018.1496469 

Bussing, A., Lotzke, D., Glockler, M., & Heusser, P. (2015). Influence of spirituality on 

cool down reactions, work engagement, life satisfaction in anthropomorphic 

health care professionals. Evidence-based-complementary and alternative 

medicine. Academic OneFile, 2015(2). 1-9. https://doi.org/100.1155/2015/754814  

Buszka, S. G., & Ewest, T. (2020). The need for faith and work equipping and training. 

In P. M. Cham (Ed.), Integrating Christian faith and work (pp.113-132). Palgrave 

studies workplace spirituality and fulfillment. Palgrave Macmillan, Cham. 

https://doi.org/10.1007/978-3-030-22914-6_7 

Cain L., Busser, J., & Kang, H. J. A. (2018). Executive chefs’ calling: Effect on 

engagement, work-life balance and life satisfaction. International Journal of 

Contemporary Hospitality Management, 30(5), 2287-2307. 



189 

 

https://doi.org/10.1108/ijchm-02-2017-0105  

Campbell, A., Converse, P. E., & Rodgers, W. L. (1976). The quality of American life. 

Perceptions, evaluations, and satisfaction. Russel Sage Foundation. 

Canning, E. A., Murphy, M. C., Emerson, K. T. U., Chatman, J. A., Dweck, C. S., & 

Kray, L. J. (2020). Culture of genius at work: Organizational mindsets predict 

culture norms, trust, and commitment. Personality and Social Psychology, 46(4), 

626-642. https://doi.org/10.1177/0146167219872473  

Cantarelli, P., Belardinelli, P., & Belle, N. (2016). A meta-analysis of job satisfaction 

correlates in the public administration literature. Review of Public Personnel 

Administration, 36(2), 115-144. https://doi.org/10.1177/0734371X15578534 

Cantril, H. (1965). The pattern of human concern. Rutgers University Press. 

Cardos, R. A. I., & Mone, I. S. (2016). Religiousness, spirituality and work values: A 

step forward for work-life balance?. Journal of Evidence-Based Psychotherapies, 

16(1), 67-77. http://jebp.psychotherapy.ro/ 

Carroll, M. (2012, December 26). 4 Spiritual approaches shaping the workplace. 

Huffington Post. https://www.huffpost.com/entry/4-spiritual-approaches-shaping-

the-workplace_b_2286871  

Casselman, R. M., Sama, L. M., & Stefanidis, A. (2015). Differential social performance 

of religiously affiliated microfinance institutions (MFIs) in base of pyramid (BoP) 

markets. Journal of Business Ethics, 132(3), 539-552. 

https://doi.org/10.1007/s10551-014-2360-z  

Chambel, M. J., Castanheira, F., & Sobral, F. (2014). Temporary agency versus 

https://doi.org/10.1177/0734371X15578534


190 

 

permanent workers: A multigroup analysis of human resource management, work 

engagement and organizational commitment. Economic and Industrial 

Democracy, 37(4), 665-689. https://doi.org/10.1177/0143831X14550695 

Chan, Xi, W., Kalliath, T., Brough, P., Siu, & Oi, L. (2016). Work-family enrichment and 

satisfaction: The mediating role of self-efficacy and work-life balance. The 

International Journal of Human Resource Management, 27(15), 1775-1776. 

https://doi.org/10.1080/09585192.2015.1075574  

Chan-Serafin, S., Brief, A. P., & George, J. M. (2013). Perspective-how does religion 

matter and? Why? Religion and organizational science. Organizational Science, 

24(5), 1585-1600. https://doi.org/100.1287/orsc.1120.0797  

Chawla, V. (2014). The effect of workplace spirituality on salespeople’s organizational 

deviant behaviors: research propositions and practical implications. Journal of 

Business and Industrial Marketing, 29(3), 199-208. https://doi.org/10.1108/JBIM-

08-2012-0134 

Cherif, F. (2020). The role of human resource management practices and employee job 

satisfaction in predicting organizational commitment in Saudi Arabian banking 

sector. International Journal of Sociology and Social Policy, 40(7/8), 529-

541. https://doi.org/10.1108/IJSSP-10-2019-0216 

Christian, M. S., Garza, A. S., & Slaughter, J. (2011). Work engagement: A quantitative 

review and test of its relations with task and contextual performance. Personnel 

Psychology, 64(1), 89-136. https://doi.org/10.1111/j.1744-6570.2010.01203.x 

Consiglio, C., Borgogni, L., Di Tecco, C., & Schaufeli, W. B. (2016). What makes 



191 

 

employees engaged with their work? The role of self-efficacy and employee’s 

perceptions of social context over time. Career Development International, 21(2), 

125-143. https://doi.org/10.1108/CDI-03-2015-0045  

Cote, K., Lauzier, M., & Stinglhamber, F. (2021). The relationship between presenteeism 

and job satisfaction: A mediated moderation model using work engagement and 

perceived organization support. European Management Journal, 39(2), 270-278. 

https://doi.org/10.1016/j.emj.2020.09.001  

Cox, D. R. & E. J. Snell (1989) Analysis of binary data (2nd ed.). Chapman & Hall.  

Creswell, J. W. (2009). Research design: Qualitative, quantitative, and mixed  

 Methods approach. SAGE Publications, Inc. 

Cruckle, S., Kluijtmans, K., Meyfroodt, K., Desmidt, S. (2021). How does organizational 

sustainability foster public service motivation and job satisfaction? The mediating 

role of organizational support and societal impact potential. Public Management 

Review, 1-27. https:/doi.org/10.1080/14719037.2021.1893801 

Cui, J., Jo, H., Na, H. & Velasquez, M. G. (2015). Workforce diversity and religiosity. 

Journal of Business Ethics, 128(4), 743-767). https://doi.org/10.1007/s10551-013-

1984-8 

Cui, J., Jo, H., & Velasquez, M. G. (2016). Community religion, employees, and the 

social license to operate. Journal of Business Ethics, 136(4), 775-807. 

https://doi.org/10.1007/s10551-015-2865-0  

Cummins, R. A. (1998). The second approximation to an international standard for life 

satisfaction. Social Indicators Research, 43(3), 307-334. 



192 

 

https://www.jstor.org/stable/27522314 

Daniel, E. (2016). The usefulness of qualitative and quantitative approaches and methods 

in researching problem-solving ability in science education curriculum. Journal of 

Education and Practice, 7(15), 1-10. 

https://files.eric.ed.gov/fulltext/EJ1103224.pdf  

Daniel, J. L. (2015). Workplace spirituality and stress: Evidence from Mexico and U.S. 

Management Research Review, 38(1), 29-43. https://doi.org/10.1108/MRR-07-

2013-0169 

Daniel, J. L., & Chatelain-Jordan, R. (2015). The relationship between individuals’ 

spirituality, organizational commitment and individuals’ innovative behaviors. 

Management Research and Practice, 7(1), 5-13. https://mrp.ase.ro/no71/f1.pdf 

Dean, K. L., Safranski, S. R., & Lee, E. S. (2014). Religious accommodation in the 

workplace: Understanding religious identity threat and workplace behaviors in 

legal disputes. Journal of Employ Response Rights, 26(2), 75-94. 

https://doi.org/10.1007/s10672-013-9232-z 

Dean, D. J., Marshall, J. A., West, G. R. & Winston, B. E. (2016). Religion and 

spirituality in the workplace: A quantitative evaluation of job satisfaction and 

organizational commitment. Religious Studies, 1-19 

 https://www.researchgate.net/publication/321278176_RELIGION_AND_SPIRIT

UALITY_IN_THE_WORKPLACE_A_QUANTITATIVE_EVALUATION_OF_

JOB_SATISFACTION_AND_ORGANIZATIONAL_COMMITMENT 

De Cremer, D., & Moore, C. (2020). Toward a better understanding of behavioral ethics 

https://doi.org/10.1108/MRR-07-2013-0169
https://doi.org/10.1108/MRR-07-2013-0169


193 

 

in the WO Annual review of organizational psychology and organizational 

behavior. Annual Review of Organizational Psychology and Organizational 

Behavior, 7(1), 369-393. https://doi.org/10.1146/annurey-orgpsych-012218-

015151 

Decuypere, A., & Schaufeli, W. (2020). Leadership and work engagement: Exploring 

organizational commitment. German Journal of Resource Management, 34(1), 69 

95. https://doi.org/10.1177/2397002219892197 

Diener, E. (1984). Subjective wellbeing. Journal of Psychology Bulletin, 95(3), 1-34. 

https://doi.org/10.1177/008124630903900402 

Diener, E., & Chan, M. Y. (2011). Happy people live longer: Subjective wellbeing 

contributes to health and longevity. Applied psychology: Health and Wellbeing, 

3(1), 1-43. https://doi.org/10.1111/j.1758-0854.2010.01045.x   

Diener, E., Emmons, R. A., Larsen, R. J., & Griffin, S. (1985). The satisfaction with life 

scale. Journal of Personality Assessment, 49(1), 71-75. 

https://doi.org/10.1207/s15327752jpa4901_13 

Diener, E., Oishi, S., & Tay, L. (2018). Advances in subjective wellbeing research. Naure 

Human. Behavior, 2, 253–260. https://doi.org/10.1038/s41562-018-0307-6 

Dimitrov, D. (2012). Sources of meaningfulness in the workplace: A study in the US 

hospitality sector. European Journal of Training and Development, 36(2/3), 351- 

 371. https://doi.org/10.1108/03090591211204788 

Do, T. T. (2018). How spirituality, climate and compensation affect job performance. 

Social Responsibility Journal,14(2), 396-409. https://doi.org/10.1108/SRJ-05-



194 

 

2016-0086 

Dong, Y., & Peng, C.Y. J. (2013). Principled missing data methods for researchers.  

 SpringerPlus, 2(222), 1-17. https://doi.org/10.1186/2193-1801-2-222  

Douglas-Faraci, D. (2010). A correlational study of six professional development 

domains in e-learning teacher professional development, Journal of Online 

Learning and Teaching, 6(4), https://jolt.merlot.org/vol6no4/douglas-

faraci_1210.htm 

Driver, J. (2014). The history of utilitarianism. The Stanford encyclopedia of philosophy, 

1-13. Stanford University. 

https://plato.stanford.edu/archives/win2014/entries/utilitarianism-history 

Drobnic, S., Beham, B., & Prag, P. (2010). Good job life? Working conditions and 

quality of life in Europe. Social Indicator Research, 99(2), 205-225. 

https://doi.org/10.1007/s11205-010-9586-7 

Duchon, D., & Plowman, D. A. (2005). Nurturing the spirit at work: Impact on work unit 

performance. The Leadership Quarterly, 16(5), 807-833. 

https://doi.org/10.1016/j.leaqua.2005.07.008  

Duggleby, W., Cooper, D., & Penz, K. (2009). Hope, self-efficacy, spiritual wellbeing 

and job satisfaction. Journal of Advance Nursing, 65(11), 2376-2385. 

https://doi.org/10.1111/j.1365-2648.2009.05094.x  

Dziak, J. J., Lanza, S. T., & Tan, X. (2014). Effect size, statistical power, and sample size 

requirement for the bootstrap-like hood ratio test in latent class analysis. Journal 

of Structural Equation Modeling: A Multidisciplinary Journal, 21(4), 534-552. 



195 

 

https://doi.org/10.1080/10705511.2014.919819  

Erdogan, B., Bauer, T. N., Truxillo, D. M., & Mansfield, L. R. (2012). Whistle while you 

work: A review of the life satisfaction literature. Journal of Management 

 38(4), 1038-1083. https://doi.org/10.1177/0149206311429379 

Erum, H., Abid, G., & Torres, F. C. (2020). The calling of employees and work 

engagement: The role of flourishing at work. Journal of Business Management 

and Education, 18(1), 1-13. https://doi.org/10.3846/bme.2020.11430 

Etemadifar, S., Hosseiny, R. S., Ziraki, A., Omrani, A., & Alijanpoor, M. (2016). The 

relationship between spiritual wellbeing and life satisfaction in a female with 

infertility. Journal of Women’s Health Bulletin, 3(4), 1038-1083. 

https://doi.org/10.17795/whb-32344 

Ewest, T. G. (2015). Sociological, psychological and historical perspectives on the 

 reemergence of religion and spirituality within organizational life. Journal of 

 Religion and Business Ethics, 3(1), 1-15. 

https://via.library.depaul.edu/jrbe/vol3/iss2/1  

Fachrunnisa, O., Adhiatma, A., & Mutamimah. (2014). The role of workplace spirituality 

and employee’s engagement to enhance job satisfaction and performance. 

International Journal of Organizational Innovation, 7(1), 15-35. 

https://www.iispiritualleadership.com/wp-content/uploads/SL-Employee-

Engagement-and-performance_Fachrunnisa.pdf 

Fahrudin, T., Wijaya, D. R. & Agung, A. A. G. (2020). Covid-19 confirmed case 

correlation analysis based on Spearman and Kendall correlation. International 

https://via.library.depaul.edu/jrbe/vol3/iss2/1


196 

 

Conference on Data Science and its Applications, 1-4. 

https://doi.org/10.1109/ICoDSA50139.2020.9213004 

Fares, D., & Noordin, K. (2016). Islamic spirituality, organizational commitment, and 

organizational citizenship behavior: A proposed conceptual framework. Middle 

East Journal of Business, 11(1), 28-37. https://doi.org/10.5742/MEJB.2015.92769 

Farrell, O., & Brunton, J. (2020). A balancing act: A window into online student 

engagement experience. International Journal of Educational Technology in 

Higher Education, 17(25), 1-19. https://doi.org/10.1186/s41239-020-00199-x 

Fatima, T., Naz, A., Chughtai, S., & Khawaja, K. F. (2017). Workplace spirituality and 

job satisfaction: Moderating role of intrinsic and extrinsic values. Paradigms, 

11(1), 58-66. https://doi.org/10.24312/paradigms110110  

Faul, F., Erdfelder, E., Buchner, A., & Lang, A.-G. (2009). Statistical power analyzes 

using G*Power 3.1: Tests for correlation and regression analyzes. Behavior 

Research Methods, 41(4), 1149-1160. https://doi.org/10.3758/BRM.41.4.1149 

Fielding, J., & Gilbert, N. (2006). Graphics for analysis. Understanding social statistics 

(2nd ed.). SAGE Publications, Ltd.  

Fisher, R. A. (1974). Statistical methods and scientific inferences (3rd ed.). Hafner Press. 

Foster, S. & Foster, A. (2019). The impact of workplace spirituality on work-based 

learners: Individual and organizational level perspectives, Journal of Work-

Applied Management, 11(1), 63-75. https://doi.org/10.1108/JWAM-06-2019-0015  

Frankfort-Nachmias, C., & Nachmias, D. (2008). Research methods in the social sciences 

(7th ed.). Worth Publishers.  



197 

 

Frankfort-Nachmias, C., Nachmias, D., & DeWaard, J. (2014). Research methods in the 

social sciences (8th ed.). Worth Publishers.  

Fry, L. W. (2003). Toward a theory of spiritual leadership. The Leadership Quarterly, 

14(6), 693-727. https://doi.org/10.1016/j.leaqua.2003.09.001 

Fry, L. W., & Egel, E. (2017). The spiritual leadership: Embedding sustainability in the 

triple bottom line. Graziadio Business Review, 20(3), 1-28. 

https://www.researchgate.net/publication/322150882 

Fry, L.W., & Cohen, M. P. (2009). Spirituality leadership as a paradigm for 

organizational transformational recovery from extended work hours culture. 

Journal of Business Ethics, 84(2), 265-278. https://doi.org/10.1007/s10551-008-

9695-2  

Fry, L. W., Sedgmore, L., & Altman, Y. (2009). Maximizing the triple bottom line & 

spiritual leadership: The CEL story. Academy of Management, 1-43. 

https://www.iispiritualleadership.com/wpcontent/uploads/docs/SLTCELLAOM1.

pdf 

Galanti, T., Guidetti, G., Mazzei, E., Zappala, S., & Toscano, F. (2021). Work from home 

during the COVID-19 outbreak. The impact on employees’ remote work 

productivity, engagement, and stress. Journal Occupational and Environmental 

Medicine, 63(7), 426-432. https://doi.org/10.1097/JOM.0000000000002236  

Ghazzawi, I. A., Smith, Y., & Cao, Y. (2016). Faith and job satisfaction: Is religion a 

missing link?. Journal of Organizational Culture, Communication and Conflict, 

20(1), 1-29. https://laverne.edu/academy/wp-

https://doi.org/10.1016/j.leaqua.2003.09.001
https://www.researchgate.net/publication/322150882


198 

 

content/uploads/sites/7/2019/02/ghazzawi-faith-and-job-satisfaction.pdf 

Ghadi, M. Y. (2017). The impact of workplace spirituality on voluntary turnover 

intentions through loneliness in work. Journal of Economic and Administrative 

Science, 33(1), 88-110. https://doi.org/10.1108/JEAS-03-2016-0005 

Giacalone, R. A. (2010). JMSR: Where are we now- where are we going? Journal of 

Management, Spirituality, and Religion, 7(1), 3-6. 

https://doi.org/10.1080/14766080903497276 

Giacalone, R. A., & Jurkiewicz, C. L. (2010). Handbook of workplace spirituality and 

organizational performance. M. E. Sharpe.  

Giacalone, R. A., & Jurkiewicz, C. L., Fry, L. W. (2005). From advocacy to science: The 

next step in workplace spirituality research. In R. F. Paloutzian & C. L. Park 

(Eds.), Handbook of the psychology of religion and spirituality (pp. 515-528). 

SAGE Publications, Ltd.  

Glatzer, W., & Zapf, W. (Eds.). (1984). Lebensqualitat in der Bundrepublic. (Quality of 

life in West Germany). Campus Verlag.  

Godwin, J. L., & Hershelman, S. M. (2021). Utilizing self-leadership to enhance gratitude 

thought patterns. Self-Leadership, 11(2), 1-12. 

https://doi.org/10.3390/admsci11020040 

Golparvar, M., & Abedini, H. (2013). A comprehensive study on the relationship 

between meaning and spirituality at work with job happiness, positive affect and 

job satisfaction. Journal of Management Science, 4(2), 255-268. 

https://doi.org/10.5267/j.msl.2013.12.030 



199 

 

Greener, S. (2018). Research limitations: the need for honesty and common sense. 

Interactive Learning Environment, 26(5), 567-568. 

https://doi.org/10.1080/10494820.2018.1486785  

Greenhaus, J. H., & Beutell, N. J. (1985). Sources of conflict between work and family 

roles. The Academy of Management Review, 10(1), 76-88. 

https://doi.org/10.5465/AMR.1985.4277352 

Greenleaf, R. K. (1991). Servant leadership: A Journey into the nature of legitimate 

power and greatness. Paulist Press.  

Guillen, M., Ferrero, I., & Hoffman, W. M. (2015). They neglect ethical and spiritual 

motivations in the workplace. Journal of Business Ethics, 128(4), 803-816. 

https://doi.org/10.1007/s10551-013-1985-7  

Gumusay, A. A., Smets, M., & Morris, T. (2019). God at work: Engaging central and 

incompatible institutional logics through elastic hybridity. Journal of Academy of 

Management, 63(1), 124-154. https://doi.org/10.5465/amj.2016.0481 

Gurin, G., Veroff, J., & Felds, S. (1960). Americans view their mental health: A 

nationwide interview survey. Basic Books.  

Gupta, M., Kumar, V., & Singh, M. (2014). Creating satisfied employees through 

workplace spirituality: A study of the private insurance sector in Punjab (India). 

Journal of Business Ethics, 122(1), 79-88. https://doi.org/10.1007/s10551-013-

1756-5  

Haar, J. Brougham, D., Roche, M.A., & Barney, A. (2017). Servant leadership and work 

engagement: The mediating role of work-life balance. New Zealand Journal of 

https://doi.org/10.1080/10494820.2018.1486785


200 

 

Human Resource Management, 17(2), 56–72. https://hdl.handle.net/10289/11707 

Habeeb, S., & Khan, N. U. (2018). Impact of spirituality at the workplace on job 

satisfaction: An empirical study of employees of Prasar Bharti and all India Radio 

(New Delhi). Journal of Social Science, 55(1-3), 71-80. 

https://doi.org/10.31901/24566756.2018/55.1-3.2225  

Habib, D. G., Donald, C., & Hutchinson, G. (2018). Religion and life satisfaction: A 

correlational study of undergraduate e students in Trinidad. Journal of Religion 

Health, 57(4), 1567-1580. https://doi.org/10.1007/s10943-018-0602-6 

Hage, J., & Posner, B. Z. (2015). Religion, religiosity, and leadership practices: An 

examination in the Lebanese workplace. Leadership and Organizational 

Development Journal, 36(4), 396-412. https://doi.org/10.1108/LODJ-07-2013-

0096 

Hammarberg, K., Kirkman, M., & de Lacey, S. (2016). Qualitative research methods: 

When to use them and how to judge them. Human Resource Reproduction, 31(3), 

498-501. https://doi.org/10.1093/humrep/dev334 

Hansan, J. E. (2017). What is social welfare history? Social welfare history projects. 

https://socialwelfare.library.vcu.edu/recollections/social-welfare-history/  

Hassan, M., Nadeem, A. B., & Akhter, A. (2016). Impact of spirituality on job 

satisfaction: Mediating effect of trust. Management Research Article 3(1), 1-15. 

https://doi.org/10.1080/23311975.2016.1189808  

Harlos, K. (2000). Towards a spiritual pedagogy: Meaning, practice, and applications in 

management education. Journal of Management Education, 24(5), 612-627. 



201 

 

https://doi.org/10.1177/105256290002400506 

Hatch, R. L., Burg, M. A., Naberhaus, D. S., & Helmich, L. K. (1998). The Spiritual 

Involvement and Belief Scale. Development and testing of a new instrument. 

Journal of Farm Practice, 46, 476-486. https://cdn.mdedge.com/files/s3fs-

public/jfp-archived-issues/1998-volume_46-47/JFP_1998-06_v46_i6_the-

spiritual-involvement-and-beliefs-sc.pdf 

Hauser, C. (2020). From preaching to behavior change: Fostering ethics and compliance 

learning in the workplace. Journal of Business Ethics, 162(4), 835-855. 

https://doi.org/10.1007/s10551-019-04364-9 

Headey, B., Veenhoven, R., & Wearing, A. (1991). Top-down versus bottom-up theories 

of subjective wellbeing. Social Indicators Research, 24(1), 81-100. 

https://doi.org/10.1007/BF00292652 

Heady, B., & Wearing, A. J. (1992). Understanding happiness. A theory of subjective 

wellbeing. Longman Cheshire. 

Health, P. (2011). About healthy people. 

https://www.cdc.gov/nchs/healthy_people/hp2010.htm 

Health, J. Williamson, H., Williams, L., & Harcourt, D. (2018). It’s just more personal: 

Using multiple qualitative data collection methods to facilitate participants in 

research focusing on sensitive subjects. Applied Nursing Research, 43, 30-35. 

https://doi.org/10.1016/j.apnr.2018.06.015 

Heller, D., Watson, D., & Ilies, R. (2004). The role of person versus the situation in life 

satisfaction: A critical examination. Psychological Bulletin, 130(4), 574-600. 

https://doi.org/10.1016/j.apnr.2018.06.015


202 

 

https://doi.org/10.1037/0033-2909.130.4.574  

Herzberg, F., Mausner, B., & Snyderman, B. B. (1959). The motivation to work. Wiley & 

Sons.  

Hicks, D. A. (2003). Religion and the workplace: Pluralism, Spirituality, leadership. 

Cambridge University Press.  

Hill, P. C., Pargament, K. II., Hood, Jr., R. W., McCullough, M. E., Sawyers, J. P., 

Larson, D. B., & Zinnbauer, B. J. (2000). Conceptualizing religion and 

spirituality: Points of departure. Journal for the Theory of Social Behavior, 30(1), 

51-77. https//doi.org/10.1111/1468-5914.00119 

Horsfield, P. (2018). Rethinking the study of religion and media from an existential 

perspective. Journal of Religion, Media and Digital Culture 7(1), 50-66. 

https://doi.org/10.1163/25888099-00701004 

Houghton, J. D., Neck, C. P., & Krishnakumar, S. (2016). The what, why, and how of the 

spirituality in the workplace revisited: A 14-year update and extension. Journal of 

Management, Spirituality and Religion, 13(3), 177-205. 

https://doi.org/10.1080/14766086.2016.1185292 

Huang, L., Zheng, D., & Fan, W. (2021). Do social networking sites promote life 

satisfaction? The explanation from an online and offline social capital 

transformation. Information Technology & People. https://doi.org/10.1108/ITP-

03-2020-0143 

Hughes-Butts, M. A. (2008). A descriptive quantitative study of credit union succession 

planning (UMI No. 3377935) [Doctoral Dissertation, University of Phoenix]. 



203 

 

ProQuest Dissertations and Theses Global.  

Ihantola, E., & Kihn, L. (2011). Threats to validity and reliability in mixed methods 

accounting research. Quantitative Research in Accounting & Management, 8(1), 

39-58. https://doi.org/10.1108/11766091111124694  

Imra, M. Y., Elahi, N. S., Abid, G., Ashfaq, F., & IIyas, S. (2020). Impact of perceived  

 Organizational support on work engagement mediating mechanism of thriving  

 And flourishing. Journal of Open Innovation, 6(3), 82. 

https://doi.org/10.3390/joitmc6030082 

Iqbal, M., Adawiyah, W. R., Suroso, A., & Wihuda, F. (2020). Exploring the impact of 

workplace spirituality on nurse work engagement: An empirical study on 

Indonesian government hospital. International Journal of Ethics and Systems, 

36(3), 351-369. https://doi.org/10.1108/IJOES-03-2019-0061 

Isaac, S., & Michael, W. B. (1997). Handbook in research and evaluation (3rd ed.). 

Educational and Industrial Testing Service.  

Jamil, N, K., Alias, Z., & Kumarasamy, M. M. (2020). A conceptual paper: The 

mediating role of employee engagement in promoting green manufacturing 

practices in Malaysia. https://www.semanticscholar.org/paper/A-Conceptual-

Paper%3A-The-Mediating-Role-of-Employee-Jamil-

Alias/bf90ec6975e1daa31b83f473df1d6f5e4297ff3e 

Jayawickreme, E., Tsukayama, E., & Kashdan, T. B. (2017). Examining the effect of 

affect on life satisfaction judgment: A within-person perspective. Journal of 

Research in Personality, 68(1), 32-37. https://doi.org/10.1016/j.jrp.2017.04.005 



204 

 

Javed, M., Rashid, M. A., Hussain, G., & Ali, H. Y. (2020). The effects of corporate 

social responsibility on corporate reputation and firm financial performance: 

Moderating role of responsible leadership. Corporate Social Responsibility and 

Environmental Management, 27(3), 1395-1409. https://doi.org/10.1002/csr.1892 

Jebb, A. T., Morrison, M., & Tay, L. (2020). Subjective wellbeing around the world: 

Trends and predictors across the life span. Journal of Psychology Science, 31(3), 

293-305. https://doi.org/10.1177/0956797619898826 

Jena, L. K. (2021). Does workplace spirituality lead to raising employees’ performance? 

The role of citizenship behavior and emotional intelligence. International Journal 

of Organizational Analysis, 29(2), https://doi.org/10.1108/IJOA-06-2020-279 

Johnson, M. J., & Jiang, L. (2016). Reaping the benefits of meaningful work: The 

mediating versus moderating role of work engagement. Journal of Occupational 

and Organizational Psychology, Stress and Health, 33(3), 288-297. 

https://doi.org/10.1002/s mi.2710 

Jones, M. D. (2006). Which is a better predictor of job performance: Job satisfaction or 

life satisfaction. Journal of Behavior and Applied Management, 8(1), 20-42. 

https://doi.org/10.21818/001c.16696 

Jordan, P. J., Werner, A., & Venter, D. (2015). Achieving excellence in private intensive 

care Units: The effect of transformational leadership and organizational culture on 

organizational change outcomes. SA Journal of Human Resource Management, 

13(1), 1-10. https://doi.org/10.4102/sajhrm.v13i1.707 

Kahn, W. A. (1990). Psychological conditions of personal engagement and 



205 

 

disengagement at work. Academy of Management Journal, 33(4), 692-724. 

https://doi.org/10.5465/256287. 

Kang, H. (2013). The prevention and handling of the missing data. Journal of 

Anesthesiology, 64(5), 402-406. https://doi.org/10.4097/kjae.2013.64.5.402 

Karakas, F. (2010). Spirituality and performance in organizations: a literature review. 

Journal of Business Ethics, 94(1), 89–106. https://doi.org/10.1007/s10551-009-

0251-5 

Karimi, S. (2008). Factors affecting job satisfaction of faculty members of business 

education. Scientific & Research Quarterly Journal of Mazandaran, 23, 89-104. 

https://www.researchgate.net/publication/257238603_Factors_Affecting_Job_Sati

sfaction_of_Faculty_Members_of_Bu-Ali_Sina_University_Hamedan_Iran 

Kashdan, T. B., & Nezlek, J. B. (2012). Whether, when and how is spirituality related to 

wellbeing? Moving beyond single occasion questionnaires to understanding the 

daily process. Personality and Social Psychology Bulletin, 38(11), 1523-1535. 

https://doi.org/10.1177/0146167212454549 

Kavar, L. F. (2015). Spirituality and sense of self: An inductive analysis. The Qualitative 

Report, 20(5), 697-711. https://nsuworks.nova.edu/tqr/vol20/iss5/11  

Ke, J. L., Zhang, F. J., Yan, X. C., & Fu, Y. (2017). The effect of teachers’ workplace 

spirituality on employee engagement: Professional commitment as mediator. 

Creative Education, 8(13), 2147-2154. https://doi.org/10.4236/ce.2017.813145  

Khan, A. S., Khan, S., Nawaz, A., & Qureshi, Q. A. (2010). Theories of job satisfaction: 

Global applications & limitations, Journal of Research, 26(2), 45-62. 



206 

 

https://www.researchgate.net/publication/286932201_Theories_of_job_satisfactio

n_Global_applications_Limitations. 

Kinjerski, V., & Skrypnek, B. J. (2006). Creating organizational conditions that foster 

employee spirit at work. Journal of Leadership and Organizational Development, 

27(4), 280-295. https://doi.org/10.1108/01437730610666037 

Kurdi, B., Seitchik, A., Axt, J., Carroll, T., Karapetyan, A., Kaushik, N., & Banaji, M. 

(2019). Relationship between the implicit association test and intergroup 

behavior: A meta-analysis. America Psychologist, 74(5), 569-586. 

https://psycnet.apa.org/doi/10.1037/amp0000364 

Koburtay, T., & Alzoubi, A. (2021). The linkages between person-organization 

spirituality fit and workers’ psychological wellbeing. The Journal of Social 

Psychology, 161(1), 103-118, https://doi.org/10.1080/00224545.2020.1778618 

Kontrimiene, S. (2019). Assessing spirituality as the ultimate end: Development and 

validation of the Humanistic Spirituality Inventory. Journal of Humanistic 

Psychology. https://doi.org/10.1177/0022167819850678 

Krishnakumar, S., & Neck, C. (2002). The “what” and “how” of spirituality in the 

workplace. Journal of Management Psychology, 17(3), 153-164. 

https://doi.org/10.1108/02683940210423060 

Kruger, M. C. (2020). High on God: Religious experience and counter-experience in light 

of the study of religion. Journal of Religion, 11(8), 1-19. 

https://doi.org/10.3390/rel11080388 

Kumar, S., Reddy, G. P., & Ramaiah, G. (2014). The importance of business ethics in 



207 

 

globalization – A study. International Journal of Advancements in Research & 

Technology, 3(4), 285-298. http://www.ijoart.org/docs/the-importance-of-

business-ethics-in-globalisation-a-study.pdf  

 Kumar, V., & Kumar, S. (2014). Workplace spirituality as a moderator in relation 

between stress and health: An explanatory empirical assessment. International 

Review of Psychiatry, 26(3), 344-351. 

https://doi.org/10.3109/09540261.2014.924909 

Kumar, V., & Kumar, S. (2015). Workplace spirituality: A strategic tool in organizational 

development. International Journal of Education & Management Studies, 5(4), 

278-282. 

https://search.proquest.com/openview/7a7130468e3eb95791daf219b8bb53c8/1?p

q-origsite=gscholar&cbl=2032132 

Kumari, N. (2014). Spirituality at the workplace: A microscopic shift from business to 

ethics. Journal of Research in Commence & Management, 3(12), 1-5. 

https://pdfs.semanticscholar.org/bfd0/18ccf585088bab0a1ec90126081e3472a847.

pdf 

Laerd Dissertation. (2012). Stratified random sampling. http://dissertation.laerd.com/ 

Laerd Statistics. (2020, June 26). Pearson’s product-moment correlation. 

https://statistics.laerd.com/statistical-guides/pearson-correlation-coefficient- 

statistical-guide.php  

Leedy, P. D., & Ormrod, J. E. (2015). Practical research: Planning and design (11th 

ed.). Pearson Education Limited. 



208 

 

Liang, J.-L., Peng, L.-X.., Zhao, S.-J., & Wu, H.-T. (2017). Relationship among 

workplaces spirituality, meaning in life, and psychological wellbeing of teachers. 

Universal Journal of Educational Research, 5(6), 1008-1013. 

https://doi.org/10.13189/ujer.2017.050613 

Litalien, M., Atari, D. O., & Obasi, I. (2021). The influence of religiosity and spirituality 

on health in Canada: A systematic literature review. Journal of Religion and 

Health,1-42. https://doi.org/10.1007/s10943-020-01148-8 

Linley, P. A., Maltby, J., Wood, A. M., Osborne, G. & Hurling, R. (2009). Measuring 

happiness: The higher-order factor structure of subjective and psychological 

wellbeing measures. Personality and Individuals Differences, 47(8), 878-884. 

https://doi.org/10.1016/j.paid.2009.07.010 

Lips-Wiersma, M., Dean, K. L., & Fornaciari, C. J. (2009). Theorizing the dark side of 

the spirituality movement. Journal of Management Inquiry, 18(4). 288-300. 

https://doi.org/10.1177/1056492609339017 

Lips-Wiersma, M., & Mills, A. J. (2014). Understanding the basic assumptions about 

human nature in workplace spirituality: Beyond the critical versus positive divide. 

Journal of Management Inquiry, 23(2), 148-161. 

https://doi.org/10.1177/1056492613501227  

Lips-Wiersma, M., & Wright, S. (2012). Measuring the meaning of meaningful work: 

Development and validation of the Comprehensive Meaningful Work Scale 

(CMWS). Group and Organizational Management, 37(5), 655-685. 

https://doi.org/10.1177/1059601112461578 



209 

 

Lips-Wiersma, M., Wright, S., & Dik, B. (2016). Meaningful work: Differences among 

blue-, pink-, and white-color occupations. Career Development International, 

21(5), 534-555. https://doi.org/10.1108/CDI-04-2016-0052 

Loan, L. T. M. (2020). The influence of organizational commitment on employees’ job 

performance: The mediating role of job satisfaction. Management Science Letters, 

10(14), 3307-3312. https://doi,org/10.5267/j.msl.2020.6.007  

Locke, E. A. (1976). The nature and cause of job satisfaction. In M. D. Durincetti (Ed.), 

Handbook of industrial and organizational psychology (pp. 1279-1349). Rand 

McNally.  

Locke, E. A. (1982). The ideas of Fredrick W. Taylor: An evaluation, Academy of 

Management Review, 7(1), 14-24. https://doi.org/10.5465/AMR.1982.4285427  

Long, B. S., & Driscoll, C. (2015). A discursive textscape of workplace spirituality. 

Journal of Organizational Change Management, 28(6), 948-969. 

https://doi.org/10.1108/JOCM-12-2014-0236 

Lopez, F. G., & Ramos, K. (2016). An exploration of gender and career stage differences 

on a multidimensional measure of work meaningfulness. Journal of Career 

Assessment, 25(3), 423-433. https://doi.org/10.1177/1069072716639851 

Lowery, C., Duesing, R., & Beadles, N. II. (2014). Research notes on the relationships 

among spirituality, contextual variables, and perceptions of ethics in the 

workplace. Journal of Managerial Issues, 26(4), 408-423. 

http://www.jstor.org/stable/44113662 

Lovat, T., & Crotty, R. (2015). Reconciling Islam, Christianity and Judaism. Islamic 



210 

 

special role in restoring Convivencia (1st ed.). Springer International Publishing.  

Lu, L., Lu, A. C. C., Gursoy, D., & Neale, N. R. (2016). Work engagement, job 

satisfaction, and turnover intentions: A comparison between supervisor and line-

level employees. International Journal of Contemporary Hospitality 

Management, 28(4), 737-761. https://doi.org/10.1108/IJCHM-07-2014-0360 

Luthans, F. (2005). Organizational behavior (10th ed.). McGraw-Hill. 

MacDonald, D. A., Friedman, H., Brewczynski, J., Holland, D., Salagame, K., Mohan, 

K., Gubri, Z. O., & Cheong, H. W. (2015). Spirituality as a scientific construct: 

Testing its universality across cultures and languages, PlosONE, 10(3). 

https://doi.org/10.1371/journal.pone.0117701  

Macey, W., & Schneider, B. (2008). The meanings of employee engagement. Industrial 

and Organizational Psychology, 1(1), 3-30. https://doi.org/10.1111/j.1754-

9434.2007. 0002.x 

Maharana, P., Patra, S., Srinivasan, T., & Nagendra, H. (2014). A twenty-year literature 

on evaluation of spiritual leadership: The new insight for the corporate world. 

Indian Journal of Positive Psychology, 5(3), 286-292. 

https://search.proquest.com/openview/519bb582aae8b913db3feb06d731c082/1?p

q-origsite=gscholar&cbl=2032133 

Mahmood, A., Arshad, M. A., Ahmed, A., Akhtar, & Khan, S. (2018). Spiritual 

intelligence research within the human resource development: A thematic review. 

Management Research Review, 41(8), 987–1006. https://doi.org/10.1108/mrr-03-

2017-0073 



211 

 

Mahyarni, M. (2019). The influence of spiritual leadership and its impacts on the 

reduction of the workplace deviant behavior. International Journal of Public 

Leadership, 15(3), 170-188. https://doi.org/10.1108/IJPL-01-2019-0003 

Manifield, L., Daykin, N., & Kay, T. (2020). Leisure and wellbeing, Leisure Studies, 

39(1), 1-10. https://doi.org/10.1080/02614367.2020.1713195  

Manikandan, S. (2011). Frequency distribution. Journal of Pharmacology & 

Pharmacotherapeutics, 2(1), 54-56. https://doi.org/10.4103/0976-500X.77120 

Marques, J. (2005). HR’s crucial role in the establishment of spirituality in the 

workplace. The Journal of American Academy of Business, 7(2), 27-31. 

https://www.researchgate.net/publication/270454100_HR%27s_Crucial_Role_in_

the_Establishment_of_Spirituality_in_the_Workplace 

Marques, J. (2008). Spirituality at work: Internal growth with potential external changes. 

The Journal for Quality and Participation, 31(3), 24-27. 

https://www.researchgate.net/publication/270512154_Spirituality_at_Work_Inter

nal_Growth_With_Potential_External_Challenges 

Marques, J., Dhiman, S., & King, R. (2007). Spirituality in the workplace: What it is, why 

it matters, how to make it work for you. Personhood Press. 

Martela, F., & Pessi, A. B. (2018). Significant work is about self-realization and a 

broader purpose: Defining the key dimensions of meaningful work. Frontiers in 

Psychology, 9, 363-363. https://doi.org/10.3389/fpsyg.2018.00363 

Maslow, A. H. (1943). A theory of human motivation. Psychological Review, 50(4), 370-

396. https://doi.org/10.1037/h0054346  



212 

 

Martin, F., & Bolliger, D.U. (2018). Engagement matters: Student perceptions on the 

importance of engagement strategies in the online learning environment. Online 

Learning, 22(1), 205- 222. https://doi.org/10.24059/olj.v22i1.1092 

Martins, H., & Proenca, T. (2012). Minnesota satisfaction questionnaire: Psychometric 

properties and validation in a population of Portuguese hospital workers. Working 

Papers (FEP). Universities Do Porto, 471, 1-20. 

https://doi.org/10.26537/iirh.v0i3.1825 

Marshall, P. (2021). Institutional religious freedom: An overview and defense.  

 Religions, 12(5), 1-27. https://doi.org/10.3390/rell2050364 

Mas-Machuca, M., Berbegal-Mirabent, J., & Alegre, I. (2016). Work-life balance and its 

relationship with organizational pride and job satisfaction. Journal of Managerial 

Psychology, 31(2), 586-602. https://doi.org/10.1108/JMP-09-2014-0272 

Mathew, G. C., Prashar, S., & Ramanathan, H. N. (2018). Role of spirituality and 

religiosity on employee commitment and performance. International Journal of 

Indian Culture and Business Management, 16(3). 

https://doi.org/10.1504/IJICBM.2018.090913 

Maurya, K. K., Agarwal, M., & Srivastava, D.K. (2021). Perceived work–life balance 

and organizational talent management: Mediating role of employer branding. 

International Journal of Organization Theory & Behavior, 24(1), 41-

59. https://doi.org/10.1108/IJOTB-12-2019-0151 

Melian-Gonzalez, S., Bulchad-Gidumal, J., & Lopez-Valcarcel, B. G. (2015). New 

evidence of the relationship between employee satisfaction and firm economic 

https://www.emerald.com/insight/publication/issn/1093-4537


213 

 

performance. Personal Review, 44(6), 906-929. https://doi.org/10.1108/PR-01-

2014-0023 

Michaelson, C., Pratt, M. G., Grant, A. M., & Dunn, C. P. (2014). Meaningful work: 

Connecting business ethics and organization studies. Journal of Business Ethics, 

121(1), 77-90. https://doi.org/10.1007/s10551-013-1675-5 

Miller, D. W., & Ewest, T. (2013). The present state of workplace spirituality: A 

literature review consideration context, theory and measuring/assessment. Journal 

of Religious & Theological Information, 12(1-2), 29-54. 

https://doi.org/10.1080/10477845.2013.800776 

Miller, D. W. (2007). God at work: The history and the promise of the faith at work 

movement. Oxford University Press.  

Milliman, J., Czaplewski, A. J., & Ferguson, J. (2003). Workplace spirituality and 

employee work attitudes: An exploratory empirical assessment. Journal of 

Organizational Change Management, 16(4), 426-447. 

https://doi.org/10.1108/09534810310484172 

Mitroff, I., & Denton, E. (1999). A study of spirituality in the workplace. Sloan 

Management Review, 40(4), 83-92. 

http://hillkm.com/yahoo_site_admin/assets/docs/A_Study_of_Spirituality.347103

447.pdf  

Molloy, K. A., & Foust, C. (2016). Work calling: Exploring the communicative  

 Intersections of meaningful work and organizational spirituality. Communication  

 Studies, 67(3), 339-358. https://doi.org/10.1080/10510974.1148751.  

https://www.researchgate.net/deref/http%3A%2F%2Fdx.doi.org%2F10.1007%2Fs10551-013-1675-5
https://www.researchgate.net/deref/http%3A%2F%2Fdx.doi.org%2F10.1080%2F10477845.2013.800776


214 

 

Moon, T. W., Youn, N., Hur, W. M., & kyeong-MI, K. (2020). Does employees’ 

spirituality enhance job performance? The mediating role of intrinsic motivation 

and job crafting. Current Psychology, 39, 1618-1634. 

https://doi.org/10.1007/s12144-018-9864-0 

Moro, S., Ramos, R. F. & Rita, P. (2021). What drives job satisfaction in IT companies. 

International Journal of Productivity and Performance Management, 70(2), 391-

407. https://doi.org/10.1108/IJPPM-03-2019-0124 

Mousa, A. E. (2020). The impact of workplace spirituality on employee performance. 

International Business Research, 13(5), 1-16. 

https://doi.org/10.5539/ibr.v13n5p79 

Mroz, J., & Kaleta, K. (2016). Relationships between personality, emotional labor, work 

engagement and job satisfaction in service professions. International Journal of 

Occupational Medicine and Environmental Health, 29(5), 767-

782. https://doi.org/10.13075/ijomeh.1896.00578 

Munawar, K., & Tariq, O. (2018). Exploring the relationship between spiritual 

intelligence, religiosity and life satisfaction among the elderly Pakistan Muslim. 

Journal of Religious Health, 57(3), 781-795. https://doi.org/10.1007/s10943-017-

0360-x 

Muoghalu, O. J., & Tantua, E. (2021). Workplace ethics and employee commitment of 

oil and gas companies. International Journal of Business & Law research 9(1), 

89-100. http://seahipaj.org/journals-ci/mar-2021/IJBLR/full/IJBLR-M-10-

2021.pdf 

https://doi.org/10.1007/s12144-018-9864-0


215 

 

Myers, D. G. (1992) The pursuit of happiness. What makes a person happy and why?. 

William Morrow.  

Neubert, M. J., & Halbesleben, K. (2015). Called to commitment: An examination 

between spiritual calling, job satisfaction, and organizational commitment. 

Journal of Business Ethics, 132(4), 859-872. https://doi.org/10.1007/s10551-014-

2336-z 

Neubert, M. J., Dougherty, K D., Park, J. Z., & Griebel, J. (2014). Belief about faith and 

work Development and validation of honoring God and prosperity gospel scales. 

Review of Religious Research, 56(1), 129-146. 

http://www.jstor.org/stable/43185912  

Nicolae, M., Ion, I., & Nicolae, E. (2013). The research agenda of spiritual leadership. 

 Where do we stand?. Review of International Comparative Management, 14(4), 

551-566. https://www.semanticscholar.org/paper/The-Research-Agenda-of-

Spiritual-Leadership.-Where-Nicolae-

Ion/ee9411b30bc463a160efcd6702f01cf977e962d4 

Oboh, C. S., Ajibolade, S. O., & Otusanya, O. J. (2020). Ethical decision making among 

professional accountants in Nigeria: The influence of ethical ideology, work 

sector, and types of professional membership. Journal of financial Reporting and 

Accounting, 18(2), 389-422. https://doi.org/10.1108/JFRA-09-2019-0123 

Ochoa, R. M., & Mujtaba, B. G. (2009). The Application of historical and modern 

management theories in the financial industry: An analysis of how management 

practices affect employee turnover. Journal of Business & Economics Research 



216 

 

7(8), 1-25. https://doi.org/10.19030/jber.v7i8.2319 

Oishi, S., Diener, E., Suh, F., & Lucas, R. E. (1999). Value as a moderator in subjective 

wellbeing. Journal of Personality, 67(1), 157–184. 

https://doi.org/10.1111/14676494.00051  

Olum, Y. (2004). Modern management theories and practices. Makerere University.  

Olowookere, E. I. (2014). Influence of religiosity and organizational commitment on 

organizational citizenship behaviors: A critical review of literature. Advances in 

Social Sciences Research Journal, 1(3), 48-63. 

https://doi.org/10.14738/assrj.13.61 

Onwuegbuzie, A. J., & Leech, N. L. (2006). Linking research question to mixed methods 

data analysis procedures. The Qualitative Report, 11(3), 474-498. 

https://doi.org/10.46743/2160-3715/2006.1663 

Osman-Gani, A. M., Hashim, J., & Ismail, Y. (2013). Establishing linkages between 

religiosity and spirituality on employee performance. Journal of Employee 

Relations, 35(4), 360-376. https://doi.org/10.1108/ER-04-2012-0030 

Ozmen, C. B., Brelsford, G. M., & Danieu, C. R. (2018). Political affiliation, spirituality 

and religiosity: Links to emerging adults’ life satisfaction and optimism. Journal 

of Religion and Health, 57(5), 622-635. https://doi.org/10.1007/s10943-017-0477-

y 

Paais, M., & Pattiruhu, J. R. (2020). Effect of motivation, leadership, and organizational 

culture on satisfaction and employee performance. Journal of Asian Finance, 

Economics and Business, 7(8), 577-588. 



217 

 

https://doi.org/10.13106/jafeb.2020.vol7.no8.577 

Pagano, R. R. (2009). Understanding statistics in the behavioral sciences (9th ed.). 

Wadsworth Cengage Learning. 

Paloutzian, R. F., & Park, C. L. (2021). The psychology of religion and spirituality: How 

big is the tent?. Psychology of Religion and Spirituality, 13(1), 3-13. 

https://doi.org/10.1037/rel0000218 

Parboteeah, K. P., Paik, Y., & Cullen, J. B. (2009). Religious groups and work values: A 

focus on Buddhism, Christianity, Hinduism, and Islam. International Journal of 

Cross-Cultural Management, 9(1), 51-67. 

https://doi.org/10.1177/1470595808096674  

Pardasani, R., Sharma, R. R., & Bindlish, P. (2014). Facilitating workplace spirituality: 

Lessons from Indian spiritual traditions. Journal of Management Development, 

33(8/9), 847-859. https://doi.org/10.1108/JMD-07-2013-0096 

Paul, M., Dutta, A., & Saha, P. (2015). Workplace spirituality and work-life balance: A  

 study among women executives of IT sector companies. International Journal of 

Management & Behavioral Science, 6(7), 267-277. 

https://www.researchgate.net/publication/281710233_Workplace_Spirituality_an

d_Work_Life_Balance_A_Study_among_Women_Executives_of_IT_Sector_Co

mpanies 

Paul, M., & Jena, L. K. (2020). Workplace spirituality and workforce agility: A 

psychological exploration among teaching professionals. Journal of Religious 

Health, 59(1), 135-153. https://doi.org/10.1007/s10943-019-00918-3 

https://doi.org/10.1037/rel0000218


218 

 

Pawar, B. S. (2016). Workplace spirituality and employee wellbeing: An empirical 

examination. Employee Relations, 38(6), 975-994. https://doi.org/10.1108/ER-11-

2015-0215 

Pavot, W., & Diener, E. (1993). Review of the Satisfaction with Life Scale. 

Psychological Assessment, 5(2), 164–172. https://doi.org/10.1037/1040-

3590.5.2.164  

Pavot, W., & Diener, E. (2008). The Satisfaction with Life Scale and the emerging 

construct of life satisfaction. The Journal of Positive Psychology, 3(2), 137-152. 

https://doi.org/10.1080/17439760701756946  

Peng, A. C., Lin, H.-E., Schaubroeck, J., McDonough, E. F., III, HU, B., & Zhang, A. 

(2015). CEO intellectual stimulation and employee work meaningfulness: The 

moderating role of organizational context. Group & Organizational Management, 

41(2), 1-29. https://doi.org/10.1177/1059601115592982 

Perez-Villadoniga, M. J., Prieto-Rodriquez, J., & Suarez-Pandiello, J. (2014). 

Willingness to work and religious beliefs in Europe. International Journal of 

Management of Manpower, 35(1/2), 147-165. https://doi.org/10.1108/IJM-03-

2014-0068 

Perry, J., Mesch, D., Kramer, R., & Paarlberg, L. (2006). Motivating employees in a new 

governance era: The performance paradigm revisited. Public Administration 

Review, 66(4), 505-514. https://www.jstor.org/stable/3843936 

Petchsawang, P., & Duchon, D. (2012). Workplace spirituality, meditation, and work 

 performance. Journal of Management, Spirituality and Religion, 9(2), 189-208. 



219 

 

https://doi.org/10.1080/14766086.2012.688623 

Petchsawang, P., & Duchon, D. (2009). Measuring workplace spirituality in an Asian 

context. Journal of Human Resource Development International, 12(4), 459-468. 

https://doi.org/10.1080/13678860903135912 

Petchsawang, P., & Mclean, G. N. (2017). Workplace spirituality, mindfulness 

meditation, and work engagement. Journal of Management, Spirituality & 

Religion, 14(3), 216-244. https://doi.org/10.1080/14766086.2017.1291360 

Pew Research Center. (2012). The global religious landscape. 

https://www.pewforum.org/2012/12/18/global-religious-landscape-exec/ 

Pew Research center. (2018). Why Americans (go and don't go) to religious practices. 

https://www.pewforum.org/2018/08/01/why-americans-go-to-religious-services/ 

Philip, K. (2012). Spirituality and strategic leadership: The influence of spiritual beliefs 

on strategic decision making. Journal of Business Ethics, 106(2), 177-189. 

https://doi.org/10.1007/s10551-011-0988-5 

Polit, D. F., & Beck, C. T. (2010). Generalization in quantitative and qualitative research: 

Myths and strategies. International Journal of Nursing Studies, 47(11), 1451-

1458. https://doi.org/10.1016/j.ijnurstu.2010.06.004 

Porcena, Y. R., Parboteeah, K. P. and Mero, N. P. (2021). Diversity and firm 

performance: Role of corporate ethics. Management Decision, 59(11), 2620-2644. 

https://doi.org/10.1108/MD-01-2019-0142 

Poulose, S., & Dhal, M. (2020). Role of perceived work-life balance between work 

overload and career commitment. Journal of Managerial Psychology, 35(3), 169-

https://doi.org/10.1080/13678860903135912
https://doi.org/10.1007/s10551-011-0988-5


220 

 

183. https://doi.org/10.1108/JMP-03-2018-0117 

Price, J. H., & Murnan, J. (2004). Research limitations and the necessity of reporting 

them. American Journal of Health and Education, 35(2), 66-67. 

https://doi.org/10.1080/19325037.2004.10603611 

Prieto-Ursúa M., & Jódar R. (2020). Finding meaning in hell. The role of meaning, 

religiosity and spirituality in posttraumatic growth during the coronavirus crisis in 

Spain. Frontier Psychology, 11, 567-836. 

https://doi.org/10.3389/fpsyg.2020.567836 

Punch, K. F. (1998). Introduction to social research quantitative & qualitative 

approaches. SAGE Publications, Ltd.  

Rabell, M. B., & Basons, M. (2020). Spirituality as reinforcement of people-focused 

work: A philosophical foundation. Journal of Management, Spirituality & 

Religion, 17(5), 403-418. https://doi.org/10.1080/14766086.2020.1764380 

Rea, L. M., & Parker, R. A. (2014). Designing and conducting survey research: A 

comprehensive guide (4th ed.). Jossey-Bass.  

Reed, T. D., & Neville, H. A. (2014). The influence of religiosity and spirituality on 

psychological wellbeing among black women. Journal of Black Psychology, 

40(4), 384-401. https://doi.org/10.1177/0095798413490956 

Rego, A., & Cunha, M. P. (2008). Workplace spirituality and organizational 

commitment: An empirical study. Journal of Organizational Change 

Management, 21(1), 53-75. https://doi.org/10.1108/09534810810847039  

Resnick, D. B. (2015). When ethics in research & why is it important? 

https://doi.org/10.1108/JMP-03-2018-0117


221 

 

https://online225.psych.wisc.edu/wp-content/uploads/225-Master/225-

UnitPages/Unit-10/Resnick_NIH_2015.pdf 

Richman, N. (2018). What does it feel like to be post-secular? Ritual expressions of 

religious effects in contemporary renewal movements. International Journal of 

Philosophy and Theology, 79(3), 295-310. 

http://doi.org/10.1080/21692327.2018.1434011  

Robijn, W., Euwema, M. C., Schaufeli, W. B., Deprez, J. (2020). Leaders, teams and 

work engagement: Basic needs perspective. Career Development International, 

25(4), 373-388. https://doi.org/10.1108/CDI-06-2019-0150 

Robin, S. M. (2020). The Religious Freedom Restoration Act, Trinity Lutheran, and 

Trumpism: Codifying fiction with administrative gaslighting. Northwestern 

Journal of Law and Social Policy, 1(2020). 

https://scholarlycommons.law.northwestern.edu/njlsp/vol16/iss1/1 

Rode, J. C., Rehg, M. T., Near, J. P. & Underhill, J. R. (2007). The effect of work/family 

conflict on intention to quit: The mediating roles of job and life satisfaction. 

Applied Research Quality Life 2, 65–82. https://doi.org/10.1007/s11482-007-

9030-6  

Roof, R. A. (2015). The association of individual spirituality on employee engagement: 

The spirit at work. Journal of Business Ethics, 130(3), 585-

599. https://doi.org/10.1007/s10551-014-2246-0 

Rogowska, A. M., Zmaczynska-Witek, B., Mazurkiewicz, M., & Kardasz, Z. (2020). The 

mediating effect of self-efficacy on the relationship between health locus of 

https://doi.org/10.1007/s10551-014-2246-0


222 

 

control and life satisfaction: A moderator role of movement disability. Disability 

and Health Journal, 13(4), 797-811. https://doi.org/10.2147/PRBM.S266511 

Ruggeri, K. Garcia-Garzon, E., Maguire, E. (2020). Wellbeing is more than happiness 

and life satisfaction: A multidimensional analysis of 21 countries. Health and 

Quality of Life Outcomes, 18(1), 1-192. https://doi.org/10.1186/s12955-020-

01423-y 

Rumangkit, S. (2020). Mediator analysis of perceived organizational support: Role of 

spiritual leadership on affective commitment. Journal Dinamika Manajemen, 

11(1), 47-54. https://journal.unnes.ac.id/nju/index.php/jdm/article/view/21496 

Ruzevicius, J., & Valiukaite, J. (2016). Quality of life and quality of work-life balance: 

Case study of public and private sectors of Lithuania. Quality of Success, 18(157), 

77-81. 

https://www.researchgate.net/publication/318583423_Quality_of_life_and_qualit

y_of_work_life_balance_Case_study_of_public_and_private_sectors_of_Lithuani

a 

Safari, A., Teimouri, H., Ghashghaei, Z., Aghael, M. (2019). An investigation of the 

behavioral consequences of spirituality in the workplace. Journal of 

Transformation Management, 11(1), 81-104. 

https://tmj.um.ac.ir/article_29791.html?lang=en 

Sageer, A., Rafat, S., & Agarwal, P. (2012). Identification of variables affecting 

employee satisfaction and their impact on the organization. Journal of Business 

and Management, 5(1), 32-39. https://doi.org/10.9790/487X-0513239 

https://journal.unnes.ac.id/nju/index.php/jdm/article/view/21496
https://tmj.um.ac.ir/article_29791.html?lang=en


223 

 

Saha, R., Shashi, C. R., Singh, R., & Dahiya, R. (2019). Effect of ethical leadership and 

corporate social responsibility on firm performance: A systematic review. 

Corporate Social Responsibility and Environmental Management, 27(2), 409-429. 

https://doi.org/10.1002/csr.1824 

Saif, S. K., Nawaz, A., Jan, F. A., Khan, M. I. (2012). Synthesizing the theories of job-

satisfaction across the cultural/attitudinal dimensions. Interdisciplinary Journal of 

Contemporary Research in Business, 3(9), 1382-1396. https://journal-

archieves14.webs.com/1382-1396.pdf 

Saks, A. M. (2006). Antecedents and consequences of employee engagement. Journal of 

Managerial Psychology, 21(7), 600-619. 

https://doi.org/10.1108/02683940610690169 

Saks, A. M., & Gruman, J. A. (2014). What do we really know about an employee? 

engagement? Human Resource Development Quarterly, 25(2), 155-182. 

https://doi.org/10.1002/hrdq.21187  

Salehzadeh, R., Pool, J. K., Lashaki, J. K., Dolati, L. H., & Jamkhaneh, H. B. (2015). 

Studying the effect of spiritual leadership on organizational performance: An 

empirical study in the hotel industry. International Journal of Culture, Tourism 

and Hospitality Research, 9(3), 346-359. https://doi.org/10.1108/IJCTHR-03-

2015-0012 

Salgado, A. C. (2014). Review of empirical studies on the impact of religion, religiosity 

and spirituality as protective factors. Preposition y Representation, 2(1), 121-159. 

https://doi.org/10.20511/pyr2014.v2n1.55 



224 

 

Sandelands, L. (2015). The psychology of work and spirituality. In A. J. G. Sison, G. 

R. Beabout, & I. Ferrero (Eds.), Handbook of virtue ethics in business and 

management (pp. 1-10). Dordrecht.  

Saris, W., Veenhoven, R., Scherpenzeel, A., & Bunting, B. (1996). A comparative 

study of satisfaction with life in Europe. University Press.  

Schaufeli, W. B., Bakker, A. B., & Salanova, M. (2006). The measurement of work 

engagement with a short questionnaire: A cross-sectional study. Education and 

Psychology Measurement, 66(4), 701-716. 

https://doi:org/10.1177/0013164405282471 

Schaufeli, W. B., Taris, T. W., & Van Rhenen, W. (2008). Workaholism, burnout, and 

work engagement: Three of a kind or three different kinds of employee 

wellbeing?. International Association of Applied Psychology, 57(2), 173-203. 

https://doi: .org/10.1111/j.1464-0597.2007.00285.x 

Schilbrack, K. (2020). A metaphysics for the study of religion: A critical reading of 

Russell McCutcheon. Critical Research on Religion 8(1), 86–99.  

 https://doi.org/10.1177/2050303219900229 

Schreurs, B., Van Emmerik, H., Cuyper, N. D., Probst, T., Van De Heuvel, M., & 

Demerouti, E. (2014). Religiousness in time of job insecurity: Job demand or 

resource?. Career Development International, 19(7), 755-778. https://doi: 

.org/10.1108/CDI-08-2014-0114 

Schutte, P. J. W. (2016). Workplace spirituality: A tool or a trend?. HTS Teologiese 

Studies/Theological Studies. 72(4), 1-5. https://doi.org/10.4102/hts.v72i4.3294 



225 

 

Schwartz, S. H., & Sortheix, F. M. (2018). Values and subjective well-being. In E. 

Diener, S. Oishi, & L. Tay (Eds.), Handbook of well-being. DEF Publishers.  

Seppala, P., Mauno S., Feldt, T., Hakanen, J., Kinnunen, U., Tolvanen, A., & Schaufeli, 

W. (2009). The construct validity of the Utrecht Work Engagement Scale: Multi-

sample and longitudinal evidence. Journal of Happiness Studies, 10(4), 459-481. 

https://doi: .org/10.1007/s10902-008-9100-y 

Shaheena, A., & Rashidib, Z. (2021). Workplace spirituality, emotional and turnover 

intentions. International Journal of Innovation, Creativity and Change, 15(3), 1-

16. https://ww.ijicc.net/images/Vol_15/Iss_3/15380_Shaheen_2021_E_R.pdf 

Shajahan, D. S., & Shajahan, L. (2004). Organizational behavior, new age. International 

Publications.  

Sharma, P. K., & Kumra, R. (2020). Relationship between workplace spirituality, 

organizational justice and mental health: The mediation role of employee 

engagement. Journal of Advances in Management Research, 17(5), 627-650. 

https://doi: .org/10.1108/JAMR-01-2020-0007 

Silvestre-Lopez, A. J. (2020). Conceptual metaphor in meditation discourse: An analysis 

of the spiritual perspective. Journal of Language Studies, 20(1). 

http://ejournal.ukm.my/gema/article/view/33860 

Simon, M. K. (2011). Dissertation and scholarly research: Recipes for success (2011 

ed.). Dissertation Success, LLC. 

Singh, S. K., & Singh, A. P. (2019). Interplay of organizational justice, psychological 

empowerment, organizational citizenship behavior, and job satisfaction in the 



226 

 

context of circular economy. Management Decision, 57(4),937- 952. 

https://doi.org/10.1108/M.D.-09-2018-0966.  

Singh, J., & Chopra, V. G. (2016). Relationship among workplace spirituality, work 

engagement, and grit. Journal of Business and Management, 18(11), 21-27. 

https://www.researchgate.net/publication/323682073_Relationship_among_work

place_spiritually_work_engagement_and_grit 

Singleton, Jr., R. A., & Straits, B. C. (2005). Approaches to social research (4th ed.). 

Oxford University Press. 

Sinnewe, E., Kortt, A., & Dollery, B. (2014). Religion and life satisfaction: Evidence 

from Germany. Social Indicators Research, 123(3), 837-855. https://doi: 

10.1007/s11205-014-0763-y 

Sirgy, M., & Lee, D. J. (2018). Work-life balance: An integrative review. Applied 

Research Quality Life, 13, 229-254. https://doi.org/10.1007/s11482-017-9509-8 

Skrzypinska, K. (2021). Does spiritual intelligence (SI) exist? A theoretical investigation 

of a tool useful for finding the meaning of life. Journal of Religion Health, 60(1), 

500-516. https://doi.org/10.1007/s10943-020-01005-8 

Small, E. (2019). How successful African American male leaders in predominately white 

organizations integrate spirituality with leadership practice. Journal of 

Management, Spirituality & Religion, 17(2), 184-208. https://doi: 

.org/10.1080/14766086.2019.1697727  

Smith, J. G., & Futrell, C. M. (2014). The inspired salesperson: Linking spirituality to 

performance. Journal of Marketing Management, 24(2), 172-185. Fall-Vol24-



227 

 

Issue2-Smith-Futrell-pp172-185.pdf  

Society for Human Resource Management. (2008). Religion and corporate culture: 

Accommodating religious diversity in the workplace [SHRM survey report]. 

https://www.shrm.org/hr-today/trends-and-forecasting/research-and-

surveys/documents/08-0625religionsr_updtfinal.pdf 

Sorakraikitikul, M., & Siengthai, S. (2014). Organizational learning culture and 

workplace spirituality: Is knowledge-sharing behavior a missing link?. Journal of 

The Learning Organization, 21(3), 175-192. https://doi.org/10.1108/TLO-08-

2011-0046 

Spector, P. E. (1985). Measurement of human service staff satisfaction: Development of 

the Job Satisfaction Survey. American Journal of Communication Psychology, 13, 

693-713. https://doi.org/10.1007/BF00929796  

Staccioli, J., Virgillito, M. E., Cirillo, V., & Rinaldini, M. (2021). Technology vs. 

workers: The case of Italy’s Industry 4.0 factories. Structural change and 

Economic Dynamics, 56, 166-183. https://doi.org/10.1016/j.strueco.2020.09.007 

Stebner, B. (2013, June 24). Workplace morale heads down: Over 70% of Americans 

negative about their jobs. New York Daily News. 

https://www.nydailynews.com/news/national/70-u-s-workers-hate-job-poll-

article-1.1381297 

Steger, M. F., Dik, B. J., & Duffy, R. D. (2012). Measuring meaningful work: The Work 

and Meaning Inventory (WAMI). Journal of Career Assessment, 20(3), 322-337. 

https://doi.org/10.1177/1069072711436160 

https://www.shrm.org/hr-today/trends-and-forecasting/research-and-surveys/documents/08-0625religionsr_updtfinal.pdf
https://www.shrm.org/hr-today/trends-and-forecasting/research-and-surveys/documents/08-0625religionsr_updtfinal.pdf
https://doi.org/10.1016/j.strueco.2020.09.007


228 

 

Stewart, E., Edgell, P., & Delehanty, J. (2018). The politics of religious prejudice and 

tolerance for cultural others. The Sociological Quarterly, 59(1), 17-39. 

https://doi.org/10.1080/00380253.2017.1383144  

Stolz, J., & Usunier, J. C. (2018). Religions as brands? Religion and spirituality in 

consumer society. Journal of Management, Spirituality & Religion, 16(1), 6-31. 

https://doi.org/10.1080/14766086.2018.1445008 

SurveyMonkey. (2012). Privacy basics. 

https://www.SurveyMonkey.com/mp/legal/privacy-basics/  

SurveyMonkey. (2019). SurveyMonkey committed to GDPR compliance. 

https://www.surveymonkey.com/curiosity/surveymonkey-committed-to-

gdprcompliance/ 

SurveyMonkey. (2021). Home page. https://www.surveymonkey.com  

Stokes, P., Baker, C., & Lichy, J. (2016). The role of embedded individuals’ values, 

beliefs, attitudes and spiritual capital in shaping everyday post-secular 

organizational culture. Management Review, 13(1), 37-51. 

https://doi.org/10.1111/EMRE.12065  

Taylor-Powell, E. (1998). Sampling. Program development and evaluation. 

http://sciencepolicy.colorado.edu/students/envs_5120/taylorpowell_s1998.pdf 

Tejeda, M. J. (2015). Exploring the supportive effects of spirituality wellbeing on job 

satisfaction given adverse work conditions. Journal of Business Ethics, 131(1), 

173-181. https://doi.org/10.1007/s10551-014-2269-6 

Tennakoon, W. & Lasanthika, W. (2018). Religiosity and work engagement: Clarifying 

http://www.surveymonkey.com/
https://doi.org/10.1007/s10551-014-2269-6


229 

 

the relationship. International Journal of Commerce and Management Research, 

4(1), 52-57. https://doi.org/10.22271/manage 

Tracey, P. (2012). Religion and organization: A critical review of current trends and 

future directions. The Academy of Management Annals, 6(1), 87-134. 

https://doi.org/10.5465/19416520.2012.660761 

Tran, T. Q., Nguyen, T. Q., Van Vu, H., & Doan, T. (2015). Religiosity and life 

satisfaction among old people: Evidence from a transitional country. Journal of 

Applied Research in Quality of Life, 12(4), 121-22. https://mpra.ub.uni-

muenchen.de/81360/1/MPRA_paper_81360.pdf 

Trochim, W. M. K. (2006). Research methods knowledge base. Cornell University. 

https://www.researchgate.net/publication/243783609_The_Research_Methods_K

nowledge_Base 

Tsai, M-C. (2009). Market openness, transition economies and subjective wellbeing. 

Journal of Happiness Studies, 10(5), 523-539. https://doi.org/10.1007/s10902-

008-9107-4 

Turyakira, P. K. (2018). Ethical practices of small and medium-sized enterprises in 

 developing countries: Literature analysis. South African Journal of Economic and 

Management Science, 11(1), a1756. https://doi.org/ 10.4102/sajems. v21i1.1756 

Underwood, L. (2011). The daily spiritual experience scale: Overview and results. 

Journal of Religion, 2(1), 29-50. https://doi.org/10.3390/rel2010029 

Utami, N. M. S., Sapta, I. K. S., Verawati, Y., & Astakoni, I. M. P. (2021). Relationship 

between workplace spirituality, organizational commitment and organizational 

https://doi.org/10.5465/19416520.2012.660761
https://mpra.ub.uni-muenchen.de/81360/1/MPRA_paper_81360.pdf
https://mpra.ub.uni-muenchen.de/81360/1/MPRA_paper_81360.pdf


230 

 

citizenship behavior. The Journal of Asian Finance, Economic, and Business, 

8(1), 507-517. https://doi.org/10.13106/jafeb.2021. vol8.no1.507 

Usman, M., Ali, M., Ogbonnaya, C., & Babalola, M. T. (2021). Fueling the 

intrapreneurial spirit: A closer look at how spiritual leadership motivates 

employee intrapreneurial behaviors. Tourism Management, 83(1). 

https://doi.org/10.1016/j.tourman.2020.104227 

van de Walt, F. (2018). Workplace spirituality, work engagement and thriving at work. 

SA Journal of Industrial Psychology/SA, 44(1), 1-10. 

https://doi.org/10.4102/sajip. v44i0.1457 

van de Walt, F., & de Klerk, J. J. (2014). Workplace spirituality and job satisfaction. 

International Review of Psychiatry, 26(3), 379-389. 

https://doi.org/10.3109/09540261.2014.908826 

van der Walt, F., & Swanepoel, H. (2015). The relationship between workplaces 

spirituality and job involvement: A South African Study. African Journal of 

Business & Economic Research, 10(1), 95-116. 

https://reference.sabinet.co.za/sa_epublication/aa_affrika 

Vallabh, P., & Singhal, M. (2014). Workplace spirituality facilitation: A person-

organization fit approach. Journal of Human Values, 20(2), 193-207. 

https://doi.org/10.1177/0971685814539407 

Varshney, D. (2019). Employees’ job involvement and satisfaction in a learning 

organization: A study in India’s manufacturing sector. Journal of a Review of and 

Best Practices, 39(2), 51-61. https://doi.org/10.1002/joe.21983  

https://doi.org/10.13106/jafeb.2021.%20vol8.no1.507


231 

 

Vasconcelos, A. F. (2015). The spirituality-based organization: A theoretical review and 

its potential role in the third millennium. Independent Researcher, 13(1), 183-205. 

https://doi.org/10.1590/1679-395110386 

Vasconcelos, A. F. (2018). Workplace spirituality: Empirical evidence revisited. 

Management Research Review, 41(7), 789-821. https://doi.org/10.1108/MRR-07-

2017-0232 

Vasconcelos, A. F. (2020). Spiritual intelligence: A theoretical synthesis and work-life 

potential linkages. International Journal of Organizational Analysis, 28(1), 109-

134. https://doi.org/10.1108/IJOA-04-2019-1733 

Vasconcelos, A. F. (2021). Individuals’ spiritual capital: Meaning, a conceptual 

framework and implications. Journal of Work Work-Applied Management, 13(1), 

117-141. https://doi.org/10.1108/JWAM-08-2020-0038 

Veenhoven, R. (1984). Condition of happiness. Academic Publishers. 

Veenhoven, R. (2005). Inequality of happiness in nations. Journal of Happiness Studies, 

6(4), 351-355. https://doi.org/10.1007/s10902-005-0003-x 

Veerasamy, C., Sambasivan, M., & Kumar, N. (2015). Life satisfaction among healthcare 

volunteers in Malaysia: Role of personality factors, volunteering motives, and 

spiritual capital. Journal of International Voluntary and Nonprofit Organization, 

26(2), 531-552. https://doi.org/10.1007/s11266-014-9437-2 

Villani, D., Sorgente, A., Iannello, P., & Antonietti, A. (2019). The role of spirituality 

and religiosity in subjective wellbeing of individuals with different religious 

status. Frontiers in Psychology, 10(1525), 1-12. 



232 

 

https://doi.org/10.3389/fpsyg.2019.01525 

Vishkin, A., Bloom, P. N., & Tamir, M. (2018). Always look on the bright side of life: 

Religiosity, emotional regulation and wellbeing in a Jewish and Christian sample. 

Journal of Happiness Studies, 20(2), 1-23. https://doi.org/10.1007/s10902-017-

9956-9 

Vogt, W. P. (2005). Dictionary of statistics & methodology. SAGE Publications, Ltd. 

https://doi.org/10.4135/9781412983907 

Vroom, V. H. (1964). Work and motivation. Wiley & Sons.  

Walker, A. G. (2013). The relationship between the integration of faith and work with life 

and job outcome. Journal of Business Ethics, 112(3), 453-46. 

https://doi.org/10.1007/s10551-012-1271-0  

Wang, Y., Huang, Z., & Kong, F. (2017). Parenting stress and life satisfaction in mothers 

of children with cerebral palsy: The mediating effect of social support. Journal of 

Health Psychology, 25(10), 1-10. https://doi.org/10.1177/1359105317739100 

Waseem, S. N., Frooghi, R., & Khan, B. S. (2016). An empirical assessment of the 

constructs: Workplace engagement, job burnout, and turnover intention. Journal 

of Education and Social Sciences, 4(2), 115-137. 

https://doi.org/10.20547/jess0421604203 

Weber, M. (2010). The protestant ethic and the spirit of capitalism. Routledge Classics. 

Weiss, D. J., Davis, R. V., England, G. W., & Lofquist, L. H. (1967). Manual for the 

Minnesota Questionnaire. The University of Minneapolis.  

Wening, N., & Choerudin, A. (2015). The influence of religiosity towards organizational 

https://doi.org/10.4135/9781412983907


233 

 

commitment, job satisfaction, and personal performance. Polish Journal of 

Management Studies, 11(2), 181-191. 

https://www.researchgate.net/publication/282948499_The_influence_of_religiosit

y_towards_organizational_commitment_job_satisfaction_and_personal_performa

nce 

White. (2021). Employee engagement statistics you need to know in 2021. 

https://www.hrcloud.com/8-employee-engagement-statistics-you-need-to-know-

in-2021  

Whittington, J., & Galpin, T. J. (2010). The engagement factor: Building a high-

commitment organization in a low-commitment world. Journal of Business 

Strategy, 31(5), 14-24. https://doi.org/10.1108/02756661011076282 

Witzel, M. (2017). The history of management thought (2nd ed.). Routledge.  

Word, J. (2012). Engaging work as a calling: Examining the link between spirituality and 

job involvement. Journal of Management Spirituality & Religion, 9(2), 147-166. 

https://doi.org/10.1080/14766086.2012.688622 

Wren, D. A., & Bedeian, A. G. (2009). The evolution of management thought (6th ed.). 

John Wiley & Sons.  

Wu, J., Liden, R. C., Liao, C., & Wayne, S. J. (2020). Does manager servant leadership 

lead to follower serving behaviors? It depends on follower self-interest. Journal of 

Applied Psychology, 106(1), 152-167. https://doi.org/10.1037/apl0000500 

Yucel, I. (2012). Examining the relationship among job satisfaction, organizational 

commitment, and turnover intention: An empirical study. International Journal of 



234 

 

Business and Management, 7(20), 1-15. https://doi.org/10.5539/ijbm. v7n20p44 

Yusuf, S., & Khan, S. (2015). Work-life balance in relation to the wellbeing of religious 

and non-religious employees. The International Journal of Indian Psychology, 

2(3), 2349-3429. https://oaji.net/articles/2015/1170-1428947812.pdf  

Zahrah, N., Hamid, S. N. B. A., Rani, S. H. B. A., & Kamil, B. A. B. M. (2017). The 

mediating effect of work engagement on the relationship between Islamic 

religiosity and job performance. Global Business and Management Research, 

9(1), 271-281. 

https://search.proquest.com/openview/a9475faa280f3cb6d05099b3cdd44e62/1?pq

-origsite=gscholar&cbl=696409 

Zopiatis, A., Constanti, P., & Theocharous, A. L. (2014). Job involvement, commitment, 

satisfaction and turnover: Evidence from hotel employees in Cyprus. Tourism 

Management, 41, 129-140. https://doi.org/10.1016/j.tourman.2013.09.013 

Zou, W-C., & Dahling, J. J. (2017). Workplace spirituality buffers the effects of 

emotional labour on employee wellbeing. European Journal of Work and 

Organizational Psychology, 26(5), 1-10. 

https://doi.org/10.1080/1359432X.2017.1358164 

Zyphur, M. J., & Pierides, D. C. (2017). Is quantitative research ethical? Tools for 

ethically practically, evaluating, and using quantitative research. Journal of 

Business Ethics, 143(2), 1-16. https://doi.org/10.1007/s10551-017-3549-8  

https://doi.org/10.1016/j.tourman.2013.09.013


235 

 

Appendix A: Invitation to Participate in the Research Study 

You are invited to participate in a research study about employees’ religiosity, 

spirituality, work engagement, and job satisfaction. The researcher, Peninah K. Kyengo, 

is inviting SurveyMonkey audience members who are at least 18 years old and are full-

time employees in the U.S. nonprofit and for-profit sectors to be in the study. This study 

aims to examine the relationship between employees’ religiosity, spirituality, work 

engagement, and job satisfaction. The survey consists of four parts, focusing on (a) 

religiosity, and spirituality, (b) work engagement, (c) job satisfaction, and (d) 

demographic information. The combined survey completion should take between 30-35 

minutes.  

If you are interested in participating, please click on the SurveyMonkey URL, 

which will take you to the informed consent document. You can ask a question of the 

researcher via email. I appreciate your willingness to participate in this research project.  

Sincerely,  

Peninah K. Kyengo  
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Appendix B: Survey Instruments  

The Daily Spiritual Experience Scale (DSES) 

 

  The list that follows includes items you may or may not experience. Please 

consider how often you directly have this experience and try to disregard whether you 

feel you should or should not have these experiences. Several items use the word ‘God.’ 

If this word is not comfortable for you, please substitute another word that calls to mind 

the divine or holy for you.  

  

  Many 
times, 
a day  

Every 
day  

Most 
days  

Some  
days  

Once 
in a 
while  

Never  

I feel God’s presence.              

I experience a connection to all of life.              

During worship, or when connecting with God, I feel the 
joy that lifts me out of my daily concerns.  

            

I find strength in my religion or spirituality.              

I find comfort in my religion or spirituality.              

I feel deep inner peace or harmony.              

I ask for God’s help amid daily activities.              

I feel guided by God amid daily activities.              

I feel God’s love for me directly.              

I feel God’s love for me through others.              

The beauty of creation spiritually touches me.              

I feel thankful for my blessings.              

I feel selfless caring for others.              

I accept others even when they do things, I think are 
wrong.  

            

I desire to be closer to God or in union with the divine.              
  

  Not at all  Somewhat  

close  

Very 
close  

As close as 
possible  

In general, how close do you feel to God?          
  
The Daily Spiritual Experience Scale © Lynn G. Underwood www.dsescale.org Do 

not copy without permission of the author.  
Underwood, LG. 2006. Ordinary Spiritual Experience: Qualitative Research, Interpretive Guidelines, and 

Population Distribution for the Daily Spiritual Experience Scale. Archive for the Psychology of Religion/ 

Archiv für Religionspsychologie, 28:1 181-218.  

  

http://www.dsescale.org/
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The Utrecht Work Engagement Scale (UWES) ©  

  

  
The following nine statements are about how you feel at work. Please read each statement carefully and 

decide if you ever feel this way about your job. If you have never had this feeling, cross the “0” (zero) in 

the space after the statement. If you have had this feeling, indicate how often you feel it by crossing the 

number (from 1 to 6) that best describes how frequently you feel that way.  

  

  

 

             Seldom Rarely           Sometimes             Often         Very Often       Always  
  

   0   1                      2           3                4                       5                     6 
  

 Never      A few times    Once a month      A few times      Once a week     A few times an Every day  
               a year or less        or less             a month                week                  month 

 

0. Never 

1. Seldom- A few times a year or less 

2. Rarely- Once a month or less 
3. Sometimes- A few times a month 

4. Often- Once a week  

5. Very often-A few times a week 

6. Always- Every day 

 

1. ________ At my work, I feel bursting with energy  

2. ________ At my job, I feel strong and vigorous  

3. ________ I am enthusiastic about my job  

4. ________ My job inspires me    

5. ________ When I get up in the morning, I feel like going to work  

6. ________ I feel happy when I am working intensely  

7. ________ I am proud of the work that I do    

8. ________ I am immersed in my work  

9. ________ I get carried away when I’m working  

  

  
  

  
© Schaufeli & Bakker (2003). The Utrecht Work Engagement Scale is free for use for non-commercial scientific research. 

Commercial and non-scientific use is prohibited unless the authors grant previous written permission  
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The Minnesota Satisfaction Questionnaire (MSQ) Scale Short Form  

Ask yourself, how satisfied I am with this aspect of my job? 

  

1. Extremely Satisfied 

2. Very Satisfied 

3. Satisfied 

4. Somewhat satisfied 

5. Not Satisfied.  

 

1. ____Being able to keep busy all the time. 

2. ____The chance to work alone on the job. 

3. ____The chance to do different things from time to time. 

4. ____The chance to be “somebody” in the community 

5. ____The way my boss handles his/her workers. 

6. ____The competence of my supervisor in making a decision. 

7. ____Being able to do things that do not go against my conscience.  

8. ____The way my job provides steady employment. 

9. ____The chance to do things for other people. 

10. ____The chance to tell people what to do. 

11. ____The chance to do something that makes use of my abilities. 

12. ____The way company policies are put into practice. 

13. ____My pay and the amount of work I do. 

14. ____The chance for advancement on this job. 

15. ____The freedom to use my judgment. 

16. ____The chance to try my methods of doing the job.  
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17. ____The working conditions. 

18. ____The way my co-workers get along with each other. 

19. ____The praise I get for doing a good job.  

20. ____ The feeling of accomplishment I get from the job. 
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Demographic Questionnaire 

 

Please kindly answer the following demographic questions.  

 

What is your age? 

____ 18-29  

____ 30-39 

____ 40-49 

____ 50-59 

____ 60 or older  

____ Prefer not to disclose 

 

What is the highest level of education completed? 

____ High School or equivalent 

____ Trade School  

____ Associate Degree  

____ Bachelor’s Degree  

____ Master’s Level  

____ Doctoral Degree 

____ Professional Dégrée (M.D., J.D., etc.)  

____ Others  

____ Prefer not to disclose  

 

What is your Gender?  

____ Male 

____ Female 

____ Others 

____ Prefer not to disclose 

 

What is your race/ethnicity?  

____ White or Caucasian  

____ Black or African American or Native African 

____ American Indian or Alaskan Native  

____ Latino or Hispanic 

____ Asian: Chinese, Filipino, Asian Indian, Vietnamese, Korean, Japanese,  

____ Others  

____ Native Hawaiian, pacific islander  

____ Samoan, Chamorro 

____ Others Pacific Islanders  

____ Tongan, Fijian, and Marshallese 

____ Prefer not to disclose 

 

What is your religious affiliation? 

____ Christianity 
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____ Judaism 

____ Islam 

____ Buddhism 

____ Hinduism 

____ Other 

____ Prefer not to disclose 
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