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Abstract
Employee engagement is a significant problem for leaders in most organizations today.
Though many reasons are given for the growing number of disengaged employees, little
is understood about what role spirituality in the workplace may play into employee
engagement. Humanocracy theory guided the study on three aspects of workplace
spirituality, employee engagement, and meaningfulness of work. An online survey
combining elements of a Spiritual Well-being Scale, the Work and Meaning Inventory,
and the Utrecht Work Engagement Scale was administered to 325 human resource
managers. Linear multiple regression results showed a strong negative correlation
between spiritual well-being and job engagement, and no significant correlation between
spiritual well-being and workplace meaningfulness, which contradicted findings in the
literature. Results indicated the need for future research and to further refine a working
definition of spirituality as it applies to the workplace and to identify or redefine
traditional variables to better assess engagement and meaningfulness within a new
workplace landscape. The findings may also be indicative of how the landscape of
traditional workplace culture is shifting with the values and motivations of a workforce of
newer generations. The findings of this study make apparent the urgency to rethink the
definition of spirituality and its application to the workplace and employee engagement.
The workplace today is often a barometer of societal norms and values. Understanding
the need for new ways to view engagement, spirituality, and meaning has the potential to
extend beyond the organization to the communities and society the organizations exist

within and serve.
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Chapter 1: Introduction to the Study

Research in the area of spiritual well-being and its influence on the presence of
spirituality in the workplace for all employee groups is limited. Roof (2015) and
Benefiel, Fry, and Geigle (2014) have even found cynicism in their work associated with
the benefits of the concept, and more breadth than depth found in the academic literature
on spirituality in the workplace. There is a significant gap of information in the research
about the relationship of spiritual well-being and spirituality in the workplace to
engagement levels and workplace meaningfulness, particularly for human resource
managers. The gap surrounding the relationship of these concepts for human resource
managers is a crucial element for further study due to the specific role and potential
influence of human resource managers on the overall climate in the organization. There is
the potential for this research study to affect positive social change in multiple areas of
human resource management if the findings from the research can be used to inform
leaders and human resource professionals of the benefits of spirituality in the workplace
and the potential applications of their spiritual well-being to organizational outcomes.

The literature review conducted in the field of spiritual well-being and spirituality
in the workplace revealed research gaps in the relationship of the variables to be tested to
elements cited by scholars in the human resource areas of organizational commitment,
job satisfaction, employee engagement, and meaningfulness (Beheshtifar & Zare, 2013;
Daniel & Chatelain-Jardon, 2015; Fachrunnisa, Adhiatma, & Mutamimah, 2014). The
focus of my investigation was about the relationship of the spiritual well-being of human

resource managers to their engagement levels and meaningfulness in the workplace.



Chapter 1 begins with background information on these topics and variables including
detailed definitions of the terms used in this study. Chapter 1 also includes the problem
statement, the gap in the literature, the research questions under investigation, an
explanation of the nature of the study, and a discussion of the study’s significance to the
field and practice of human resources.
Background

Spiritual well-being and spirituality are broad concepts that have been studied
through a variety of lenses and variables. However, three interconnected perspectives
revealed in the results of these studies show that workplace spirituality is suggested to
enhance employee well-being and quality of life from a human resources perspective,
provide employees with a sense of purpose and meaning at work, and foster a sense of
interconnectedness and community (Vasconcelos, 2013). Spiritual well-being and
workplace spirituality has been shown to have a positive influence on the job satisfaction
of employees (Fachrunnisa et al., 2014; Javanmard, Nami, & Haraghi, 2014); employee
engagement and well-being as reflected in research studies of similar variables by
Agrawal and Khan (2015), Fachrunnisa, Adhiatma, and Mutamimah (2014), and Roof
(2015); and job performance (Beheshtifar & Zare, 2013; Fachrunnisa et al., 2014;
Kalyanasundaram & Balasubramanian, 2014).

The presence of workplace spirituality in the organization may have the potential
to affect the organization’s bottom line positively; enhance work-life balance, well-being,
and engagement; and provide a meaningful work experience for employees (Fachrunnisa

et al., 2014). Lips-Wiersma and Mills (2014) stated that spirituality is already present in



the workplace; it does not need to be introduced, but more appropriately, managers
should use their role to create an environment where individuals feel safe and open to
express their spirituality. A thorough literature review conducted by Miller and Ewest
(2013) extended research on the context, theory, and measurement of workplace
spirituality and provided foundational information on the growing and sustained interest
in the topic. This emerging field has been called the faith at work movement, and Miller
and Ewest identified various scales that have been developed to measure variables
associated with spirituality in the workplace, meaningfulness, and engagement.

It is essential that human resource managers understand the difference between
spirituality and other terminology that may be confused with this concept in the work
environment, particularly religion. In a study that compared and contrasted participants’
views of religion and spirituality, Mitroff and Denton (1999) found that 60% of their
study participants viewed workplace spirituality positively, while the rest of the
participants viewed spirituality as a religion. The study participants also indicated that
they were more comfortable showing their intelligence at work than expressing their
emotions, feelings, inner self, or spirituality (Mitroff & Denton, 1999).

Maharana, Patra, and Nagendra (2014) presented 20 years of research on
workplace spirituality and drew on spiritual leadership theory and found that corporate
leaders are beginning to see the value of enabling and allowing spirituality in the
workplace. They argued that, to the extent that the spiritual leadership paradigm is
implemented, individuals will be intrinsically motivated, and experience competence,

autonomy, relatedness, and spiritual well-being (Maharana, Patra, & Nagendra, 2014).
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Their assertion aligned with Benefiel et al. (2014) who found that workplace spirituality
enhanced feelings of commitment, connectedness and relatedness, job involvement, and
performance in individuals in the work environment. A detailed and in-depth discussion
of past research surrounding spiritual well-being and workplace spirituality will be
conducted in Chapter 2.

Afsar, Badir, and Kiani (2016) conducted a quantitative study using hierarchical
multiple regression analysis that substantiated the research of Maharana et al. (2014) and
Benefiel et al. (2014) and showed a positive relationship between workplace spirituality
and employee positive behaviors and an increase in an employee’s intrinsic motivation.
Scholars reference multiple definitions of engagement in the literature, and Purcell (2014)
differentiated between two categories of engagement: work engagement, and behavioral
or employee engagement. Work engagement relates to an employee’s psychological state
while they are at work and is seen as a “positive, fulfilling work-related state of mind that
is characterized by vigor, dedication and absorption” (Purcell, 2014, p. 242). Behavioral
or employee engagement relates to the managerial practices that appear to be linked to
employees becoming engaged and “is an approach taken by organizations to manage their
workforce” (Purcell, 2014, p. 242) rather than a particular state experienced by
employees. Regardless of the definition of engagement, or the simplistic view that some
scholars take of the concept, it is rarely studied in the same context by researchers.
Although scholars have identified engagement as a positive contributing factor to
organizational success, without definitive causal conclusions in some studies, frequently,

organizations do not know how to affect engagement outcomes, and engagement



assessment results continue to be at low levels (Adkins, 2016; Purcell, 2014; Saks &
Gruman, 2014). This study may provide results from which organizational leaders could
construct strategies to increase engagement and meaningfulness for human resource
managers if it is shown that a positive relationship exists between their spiritual well-
being and the research variables.

Problem Statement

Employee engagement has remained stagnant and consistently averaged less than
33% over the last five years (Adkins, 2016). Low levels of engagement, which result in a
paucity of meaningfulness in the workplace and negative organizational outcomes, have
been attributed to a lack of understanding and acknowledgment in the organization that
employees have both an inner and an outer life, and that they desire an opportunity to
bring their whole selves to work (Alas & Mousa, 2016; Atienza & Santiago, 2015;
Brophy, 2015; Roof, 2015). A growing body of research is beginning to focus on a
workplace dimension that has less to do with policies and management ideas and more to
do with meaning, purpose, and a sense of community. Employees desire to express their
spiritual essence in the workplace and want employers to acknowledge both their inner
and outer lives (Alas & Mousa, 2016).

The general problem is that nearly two-thirds of employees are disengaged in the
workplace (Adkins, 2016; Arrowsmith & Parker, 2013). Disengagement is characterized
by the absence of energy, involvement, efficacy, and the lack of “simultaneous
employment and expression of a person’s whole, preferred, or spiritual self in work

behaviors” (Saks & Gruman, 2014, p. 157). The specific problem is that when human



resource managers are disengaged, organizational outcomes such as productivity,
retention, culture, innovation, and performance may be impacted negatively (Alas &
Mousa, 2016; Brophy, 2015; Daniel & Chatelain-Jardon, 2015; Stokes, Baker, & Lichy,
2016). The literature review in Chapter 2 reveals minimal research conducted in the areas
of engagement and job meaningfulness for human resource managers and this study seeks
to fill that gap. One lens through which to view and assess disengagement and a lack of
meaningfulness in the workplace is through the spiritual well-being and workplace
spirituality levels of employees. Employees who do not experience bringing their whole
self or their inner spiritual self to the workplace lack a sense of organizational
community, have a reduced quality of work life, and do not report deriving satisfaction or
workplace meaningfulness from their job (Alas & Mousa, 2016; Roof, 2015; Saks &
Gruman, 2014). This study investigated the relationship between the spiritual well-being
of human resource managers and their engagement levels and job meaningfulness in the
workplace. This relationship may contribute to positive social change in the human
resource field for practitioners and human resource organizations, as well as employees,
organizational leadership, and students of human resources.
Purpose of the Study

The purpose of this quantitative correlation study was to determine if a
relationship existed between spiritual well-being and the engagement levels and
meaningfulness that human resource managers experience from their role in the
organization and the strength of that relationship. There are many types and levels of

management in an organization, and this research will focus on a specific subset of



management, human resource managers, to narrow the focus of the study and to obtain
results that may provide steps for positive social change in the field of human resources.
When allowed to be present in the workplace, spiritual well-being in the individual and in
the organization can produce attitudes of care and concern that may expand to the
community, which can create social change in society as a whole. Spirituality connects
people, can lead to the betterment of society, and provides a better future (Suarez, 2015).
Human resource managers generally are the people in the organization who are
responsible for overseeing the care of the employees, and feeling that they can bring their
whole selves to the workplace may lead to redefining the essence of work for all
employees (Schutte, 2016).

A correlation design was used for the study and implemented with survey
instruments to collect data in an effort to determine if there was a relationship between
the spiritual well-being of human resource managers and the meaningfulness and
engagement they experience in their role in the workplace. This research study involved
the use of validated instruments that provided data and assessed the correlation between
the engagement levels, perception of workplace meaningfulness, and spiritual well-being
of human resource managers.

Research Questions/Hypotheses

The foundation of this research study was anchored by the central research
question about how spiritual well-being may be related to the engagement levels and the
meaningfulness that human resource managers experience in the workplace. Human

resource managers participated in a survey with three separate subset questionnaires



combined to determine how they perceived their spiritual well-being and the resulting
correlation to their engagement and meaningfulness from their professional role in the
organization. The survey was used to obtain and measure the quantitative results that may
answer the research questions that guide the study. Results may clarify how the spiritual
well-being of human resource managers relates to other key areas of their work life.

The research questions guiding this study included the following quantitative
questions and the corresponding null hypotheses (Ho) and alternative hypotheses (Ha):

Research Question 1: Is there a relationship between the spiritual well-being of
human resource managers and their engagement levels in the organization?

Hol: There is no statistically significant relationship between the spiritual well-
being of human resource managers and their engagement levels in the organization.

Hal: There is a statistically significant relationship between the spiritual well-
being of human resource managers and their engagement levels in the organization.

Research Question 2: Is there a relationship between the spiritual well-being of
human resource managers and the meaningfulness they experience in their role in the
organization?

Ho2: There is no statistically significant relationship between the spiritual well-
being of human resource managers and the meaningfulness they experience in their role
in the organization.

Ha2: There is a statistically significant relationship between the spiritual well-
being of human resource managers and the meaningfulness they experience in their role

in the organization.



Theoretical Framework

The theory that provided the framework for this study is the theory of
humanocracy (Aldridge, Macy, & Walz, 1982). The origin of the theory of humanocracy
stems from the authors’ assertion that organizations ought to meet the needs of their
employees, and minimize the hindrances present in organizations that keep employees
from bringing their whole selves to the workplace. Aldridge et al. (1982) highlighted
principles and values in their theory that are closely related to the perceptions and desires
that employees have for spirituality in the workplace. Aldridge et al. noted that over time
employees developed an adaptation to high levels of bureaucracy in the organization,
referred to as bureau-neurosis, which can be countered if the organization considers the
human needs of the employees. When the employees’ needs are considered, spirituality in
some form is present in the organization and employees experience spiritual well-being.

There are several theories that could inform the spiritual well-being and
spirituality in the workplace concepts; however, the theory of humanocracy grounds the
study and supports the research problem and research questions for this study. Aldridge et
al. (1982) based the theory of humanocracy on a framework of nine principles and
identified the primary proposition as the amount of control that leaders have over the
quality of the work environment, including the way they approach spirituality and foster
and support the spiritual well-being of employees. A more detailed description and
explanation of the principles, assumptions, and proposition of the theory of humanocracy

is given in Chapter 2.
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The theory of humanocracy cites bureaucracy as an inhibitor to spirituality in the
workplace. The current workplace has become an environment where employees feel
controlled by organizational structures that threaten to rob them of their humanness
(Aldridge et al., 1982). The result is bureau-neurosis, which creates an emotional and
behavioral response in employees struggling to have their human needs met in the
workplace. The behavioral response is manifested by employees in six reactions: the
assumption that someone will take advantage of them, the attempt to go unnoticed or be
invisible in the organization, an initial lack of trust for management and coworkers until
they prove otherwise, a lack of loyalty to the organization, disengagement from their job,
and the attempt to hide their vulnerability and emotions that separates their spirit from
themselves (Aldridge et al., 1982). The result of these behaviors is employees who are
inhibited in their passion and creativity and instead choose to be objective, rational, and
sensible. Employees learn to survive in the corporate or organizational environment at the
expense of their human needs as they strive to follow the rules, always give the right
answer, and shy away from being weak, sad, vulnerable, or loving; in essence, from
being human (Aldridge et al., 1982).

Theories of workplace spirituality that linked the influence of management to the
spiritual essence of employees emerged in the 1970s and attempted to humanize the
concept of management (Hong, 2011). Early theories focused on the mechanistic
elements of management; however, more recent management models, such as the
spiritually sensitive organizational practice model (SSOPM), provide strategies for

organizational principles and practices that recognize spirituality as an aspect of each
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employee’s human nature (Hong, 2011; Miller & Ewest, 2015; Wren & Bedeian, 2009).

Newer management models incorporate increased awareness of spiritual concepts in the
organization making it more acceptable to discuss spirituality in the workplace apart from
conventional and organized religion (Hong, 2011). The result is more holistic and
inclusive views on spirituality, religion, and spiritual well-being in the work environment
that benefits the organization and the employees (Hong, 2011; Truss, Shantz, Soane,
Alfes, & Delbridge, 2013; Yeoman, 2014).

Even as organizations may be more accepting of workplace spirituality concepts,
human resource managers may feel inhibited in fostering a spiritually-friendly work
environment due to legal and organizational constraints, which impact their spiritual
well-being negatively. According to Aldridge et al. (1982), when faced with a decision or
a particular action to take on most issues, “North Americans are likely to try a choice that
makes sense” (p. 10). In an effort to do what makes sense and in the spirit of
organizational efficiency, many human resource managers may be overly objective and
manifest one or more of the behaviors of those who work in a bureaucratic environment.
The humanocracy theory provided the framework for the construction of the research
questions that seek to measure the relationship between spiritual well-being, job
meaningfulness, and engagement for human resource managers.

Nature of the Study

The research method for the study was quantitative. Quantitative research

provides a numeric description of trends, attitudes, measurements, and relationships of a

population by conducting experiments, surveying, or sampling a portion of that
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population (Barnham, 2015). Quantitative research is a method for testing theories or
hypotheses through the investigation or exploration of potential associations or
relationships between two or more variables (Christensen, Johnson, & Turner, 2014).
Quantitative research is a form of inquiry that is sometimes referred to as scientific or a
postpositivist belief system and results in numeric or statistical results of observations,
surveys, or experiments (Neuman, 2011). | was able to make generalizations, claims,
comparisons, and show relationships about the population in my study based on the
research results of my inquiry. The quantitative method was appropriate for the study
since the focus of the inquiry was to determine if a statistical relationship existed between
the variables of spiritual well-being, engagement levels, and job meaningfulness for
human resource managers.

Qualitative research would not obtain insight into, or create alignment with, the
research questions for this study. The qualitative research method is a form of inductive
inquiry that allows for patterns and information to emerge as the researcher conducts the
study through observation or individual interaction, such as in-depth interviewing (Leedy
& Ormrod, 2013). The qualitative method answers questions related to the lived
experiences, perceptions, or beliefs of the participants (Pettigrew, 2013). This research
study explored the relationship between variables and determined if a correlation existed,
which required a quantitative research method and deductive form of inquiry.

The study was a correlation design to determine if there was a relationship, and to
what extent, between the spiritual well-being of human resource managers and the

meaningfulness they experience in their role in the organization and their engagement
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levels in the workplace. | surveyed human resource managers who are members of their
local chapter of the Society for Human Resource Management who have the primary
responsibility for the human resource function in their organization using three separate
validated instruments: the Spiritual Well-being Scale, the Work and Meaning Inventory,
and the Utrecht Work Engagement Scale (Ellison & Paloutzian, 2009; Roof, 2015;
Steger, Dik, & Shim, in press). Results obtained from the surveys reflected a negative
correlation between spiritual well-being and work meaningfulness and no significant
correlation between spiritual well-being and work engagement. Correlation research
provides more accurate estimates of relationships among variables and rules out
alternative explanations for empirical findings (Becker et al., 2016). The purpose of
correlation research is to investigate the extent to which variations or associations in one
factor correspond with variations or associations in one or more other factors based on
the correlation coefficients (Isaac & Michael, 1997). Correlation research measures
several variables and their interrelationships simultaneously in a realistic setting
identifying degrees of the relationship.

The correlation design was the quantitative research design that could best answer
the research questions. An experimental research design would not have been efficacious
for this research study since the purpose of experimental research is to investigate
possible cause-and-effect relationships by exposing experimental groups to a treatment
condition and comparing the results to a control group that does not receive the treatment
(Isaac & Michael, 1997). Correlation research does not manipulate the variables or

identify cause-and-effect outcomes. It shows relationships between variables in their
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current situation. The results from the research study attempted to answer the research

questions by showing a possible relationship between the variables of spiritual well-

being, engagement levels, and workplace meaningfulness. A more detailed discussion on

the research method and design for this research study is included in Chapter 3.
Definition of Terms

The following are definitions of terms used throughout the study and serve as a
guideline to clarify meaning and standardize the understanding of the terminology for the
purposes of this study.

Employee engagement: The simultaneous employment and expression of a
person’s preferred self in task behaviors that promote connections to work and to others,
personal presence (physical, cognitive, and emotional), and active, full role performance
(Kahn, 1990).

Faith: A complete trust or confidence in someone or something (Ghazzawi,
Smith, & Cao, 2016).

Religion: An organized system of beliefs, ritualized experiences, norms, and
worship in a concept, being, or controlling power (Van Cappellen, Toth-Gauthier,
Saroglou, & Fredrickson, 2016).

Spirituality: A sense of transcendence beyond one’s immediate circumstances; a
purpose and meaning in life, a reliance on inner resources, and a sense of within-person
integration or connectedness (Weathers, McCarthy, & Coffey, 2015).

Spiritual well-being: A construct identified by the ability to experience and

integrate purpose in life, positive emotion, engagement, meaning, personal
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accomplishment, positive relationships, and connectedness with self and others (Elosua,
2015).

Workplace meaningfulness: The positively valenced construct that refers to the
amount of significance that people experience in their work (Lips-Wiersma, Wright, &
Dik, 2016).

Workplace spirituality: The recognition that employees have an inner life that
nourishes and is nourished by meaningful work that takes place in the context of
community (Ashmos & Duchon, 2000, p. 135).

Assumptions

There are assumptions that were fundamental to this study (Christensen et al.,
2014). The first assumption was that the participants in the study would be honest and
objective in their responses on the questionnaire. The respondents were assured, in
writing, of their anonymity and of the confidentiality of their responses to reduce the
potential for dishonesty or their lack of responsiveness to the survey. The potential
respondents were informed that their participation was voluntary and that they could drop
out of the research study at any time. The second assumption was that the participants
would comprehend the questions and the concepts discussed in the survey.

The third assumption was that there would be a large enough sample of human
resource managers that respond to the questionnaire to obtain usable data. The study
relied on proven instruments with established validity and reliability to obtain data
(Ellison & Paloutzian, 2009; Roof, 2015; Steger et al., in press). The fourth assumption

was that the respondents would have an accurate understanding of the terminology
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associated with the variables in the study and be able to decipher differences in meaning
between the concepts. The fifth assumption was that the examination of multiple
concepts together in the study would highlight the pattern or correlation of the variables
(Toro & Yoshikawa, 2016).
Scope and Delimitations

The scope of the study was the relationship between spiritual well-being and the
engagement levels and meaningfulness of human resource managers in the workplace.
The potential pool of participants was selected randomly from the members of local
chapters of the Society for Human Resource Management. The target population
consisted of human resource managers from for-profit and nonprofit organizations in
public, private, and government industries within each local area. The target was a
minimum of 313 data points from the sample of participants. The potential pool of
participants received a combined survey comprised of three validated instruments: the
Spiritual Well-being Scale, the Work and Meaning Inventory, and the Utrecht Work
Engagement Scale (Ellison & Paloutzian, 2009; Roof, 2015; Steger et al., in press). Only
factors related to individual spiritual well-being, workplace meaningfulness, and
engagement of human resource managers in the workplace were explored. Correlation
analysis was used to determine if a relationship existed between the spiritual well-being
of human resource managers and their engagement levels and perceived meaningfulness
in the workplace.

The survey sample was delimited to the participants who had internet access and

available email addresses that would allow them to access the survey and to those who
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completed the survey. The study was delimited to the independent and dependent
variables selected for the study and their relationship to one another. Additional factors or
variables that may contribute to a positive experience in the workplace for human
resource managers was not investigated in the study. The survey instruments that were
administered to the participants were a delimiting factor in that the participants may have
interpreted the questions, definitions, or concepts differently according to their
perceptions and individual understanding. Demographic variables among the human
resource managers that may have affected the results were not accounted for in the study.
The results were based on data reported by individual respondents that may have
delimited the study if the participants allowed their individual perspectives to influence
their responses toward how they thought they should answer or the results they thought
the researcher wanted to know.
Limitations

A limitation of the study is that there was no agreed-upon definition of workplace
spirituality among scholars. The literature identified multiple definitions of spirituality,
spiritual well-being, and workplace spirituality, as well as individual perceptions, and the
results from this study may encourage scholars to explore these concepts further. The
sampling method may have been a limitation of the study since it was limited to
participants who agreed to participate in the survey voluntarily. The study may have been
limited by the participants’ understanding of the survey questions and their provision of
honest feedback to the survey questions. Participants may tend to exaggerate their

experience, expertise, or levels of understanding in quantitative research (Goh, Lee, &
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Salleh, 2009). The study method and design was a one-time measurement of the
participants’ perceptions and feedback and may have been a limiting factor to the overall
study results.

The study may have been limited by the results and outcomes as there was no
qualitative data to explain the participants’ lived experiences with the study concepts.
Qualitative data would have provided a holistic view and understanding of the lived
experiences and concepts in the context of the work life of human resource managers.
Survey research by itself cannot capture the richness, depth of value systems, or all of the
complexity of the levels of meaning of spirituality, spiritual well-being, or
meaningfulness of human resource managers in the workplace. The validity of the study
may have been limited to the reliability of the survey instruments. Researcher bias may
have limited the study since the researcher is a human resource professional currently
employed in the workplace. For that reason, validated survey instruments were used to
obtain data in an objective manner to minimize any potential researcher bias.

Significance

Potential implications and contributions of the study of spiritual well-being
included both personal and organizational context factors, and psychological and
motivational factors for human resource managers and leaders (Albrecht, Bakker,
Gruman, Macey, & Saks, 2015). My study was significant and may assist scholars,
organizational leaders, and human resource managers to gain a comprehensive
understanding of the interrelationships of spiritual well-being, workplace spirituality, and

organizational context factors, and their influence on potential positive outcomes in the
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organization. A myriad of variables affecting workplace engagement and meaningfulness
have been studied in previous research, but the constructs of spirituality, spiritual well-
being, and workplace spirituality have not been explored for their potential contribution
and significance in the work environment relative to human resource managers.
Significance to Theory

This project was unique as it addressed an under-researched area critical to human
resource management (Benefiel et al., 2014; Marques, 2008). Human resources is a
primary function in the organization that has the relevant people focus to create the
strategies that businesses need to deliver profits (Kumar & Kumar, 2015; Ramlall, Al-
Kahtani, & Damanhouri, 2014), and to promote an environment where the outcome is
well-developed and engaged employees finding meaningfulness in their work (Ahmed,
Arshad, Mahmood, & Akhtar, 2016). Human resource managers must begin by
identifying their own sense of connection to their job, and find meaningfulness in their
role, before they can shape outcomes of change, culture, and engagement in the
organization (Stokes et al., 2016). By developing a deeper understanding of theoretical
foundations of management models and recognition that spirituality is an aspect of an
organization’s workers, human resource managers and leaders can design organizational
practices and principles that avoid the mechanistic approach in the workplace and instead
focus on integrating spiritual values in the workplace (Hong, 2011; lyer, 2016; Mitroff &

Denton, 1999).
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Significance to Practice

The outcomes of this study may advance the practice of human resource
management at the individual, team, and organizational levels. The results of the study
could be used to develop strategies to influence attitudes, turnover rates, in-role behavior,
team performance and innovation, financial returns, and the organization’s competitive
advantage (Akhtar, bin Arshad, Mahmood, & Ahmed, 2015; Albrecht et al., 2015;
Krishnakumar, Houghton, Neck, & Ellison, 2015). This study may make an original
contribution to the body of knowledge by identifying relationships between spiritual
well-being, meaningfulness, and engagement in a group for which limited research exists.

Topics within human resource management that have the potential to reduce
turnover, increase organizational competitiveness and the bottom line, and influence
workplace satisfaction positively have been concepts that have attracted a great deal of
interest over the last few years. Conversely, these topics have received less focus in
empirical research with reliable results (Albrecht et al., 2015; Yeoman, 2014). The idea
of engaged workers and high levels of meaningfulness in the workplace are not abstract
ideals. Engagement and job meaningfulness have been identified as fundamental human
needs, which demand that organizational leaders and human resource managers develop
capabilities in the workplace that allow these fundamental needs to flourish (Yeoman,
2014).
Significance to Positive Social Change

There is the potential for this research study to affect positive social change in

multiple areas of human resource management despite the findings from the research.
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The results can be used to inform leaders and human resource managers of the benefits of
spirituality in the workplace and the potential applications to the organization. Findings
obtained from the study could aid human resource managers in designing work
environments where they and their employees are engaged, experience meaningfulness
from their work, and contribute to the mission and outcomes of the organization. The
results of my study may create a clearer understanding of the benefits of workplace
spirituality in the organization and allow human resource managers to design work
environments where employees, and themselves, feel whole.

Human resource managers are not the only group that can benefit from the results
and information obtained from this study. Additional stakeholders who will benefit from
the results of this study are organizational leaders and executives, employees, and
students or others desiring to become human resource managers or work in the broader
area of human resource management. Human resource organizations, on both the local
and national levels, may benefit from information gained from this study as they interact
with human resource professionals at many levels and strive to support them in
improving workplaces for employees and creating more satisfying and meaningful
environments for themselves in their roles.

Summary and Transition

Human resource managers, organizational leaders, and scholars have explored
ways that the management of people can create improved organizational performance
outcomes, streamlined internal processes, and satisfied and engaged employees. Some

early studies showed outcomes in research that positive perceptions of the workplace by
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human resource managers can lead to increased commitment, engagement, and
meaningfulness (Yeoman, 2014). However, there were also studies that were not as firm
on this conclusion such as research results that showed that we cannot be confident that
good human resource management has an impact on organizational performance (Truss
et al., 2013). Chapter 1 described the introduction to the study, the background of the
problem, and the nature of the study, including the specific method and design that was
used in the research. Chapter 1 included definitions of the terminology referenced in the
study, which created clarity for the reader about the concepts to be researched.

Chapter 2 is a summary of the review and findings of the seminal, current, and
related literature on spiritual well-being and spirituality in the workplace, and the
relationship to engagement and workplace meaningfulness. Chapter 2 highlights the
themes found in the literature as well as previous studies related to the topic and
outcomes of this research study. Chapter 3 is a detailed explanation of the research
method and design used in the study and how the research was conducted. Chapter 4
contains the findings from the survey research and Chapter 5 highlights the conclusions

of the study, identifies areas for further research, and summarizes the study.



Table 2

Participants’ Industry Categories

Frequency  Percent
Industry Category Retired or Currently Unemployed 3 9
Other 35 10.8
Agriculture 5 1.5
Arts/Entertainment/Recreation 5 1.5
Computer/Technology/Software 7 2.2
Education - 5 15
Elementary/Secondary
Education - 24 7.4
College/University/Adult
Education
Education - Other 6 1.8
Finance/Insurance 19 5.8
Government/Public 28 8.6
Administration
Healthcare 36 111
Hotel/Food Services 15 4.6
Information Services/Data 1 3
Processing
Legal Services 5 1.5
Manufacturing 53 16.3
Publishing 2 .6
Real Estate 3 9
Retail 7 2.2
Scientific or Technical Services 8 2.5
Social/Human Services 20 6.2
Telecommunications 6 1.8
Transportation 13 4.0
Utilities 9 2.8
Wholesale 4 1.2
Missing 6 1.8
Total 325 100.0

Table 3 presents the demographic characteristics pertaining to the participants’

position, title, or role in the organization. Ten participants (3.1%) held president
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positions, 15 participants (4.6%) held vice-president positions, 62 participants (19.1%)

held director positions, and 70 participants (21.5%) held managerial roles. The majority
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of the participants’ positions related to the traditional human resource roles and titles
found in most organizations (n = 248, 76.31%). These traditional roles included human
resource generalist, human resource business partner, compensation and benefits
administrator, recruitment/talent acquisition, employee relations, and training and
organizational development.

Table 3

Participants’ Organizational Position/Role

Frequency  Percent

Position/Role in Retired or currently unemployed 3 9

Organization President 10 3.1
Vice President 15 4.6
Director 62 19.1
Manager 70 21.5
HR Generalist 83 255
HR Assistant/Administrative 24 7.4
HR Business Partner 24 7.4
HRIS Administrator 7 2.2
Compensation/Benefits/Total 20 6.2
Rewards
Employee Relations 33 10.2
Recruitment/Talent Acquisition 24 7.4
Training/Organizational 33 10.2
Development
Other 33 10.2

Most of the participants had many years of work experience in the field of human
resources. There were 60 participants (18.5%) who had more than 25 years of work
experience, 40 participants (12.3%) who had 21 to 25 years of work experience, 51
participants (15.7%) who had 16 to 20 years of work experience, 55 participants (16.9%)

who had 11 to 15 years of work experience, and 50 participants (15.4%) who had 6 to 10
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years of work experience. Only a total of 39 participants (12.0%) had 5 years or fewer
work experience as shown in Table 4.
Table 4

Participants’ Work Experience

Frequency  Percent

Years of Work 0 - 2 years 16 4.9
Experience 3-5years 23 7.1
6 - 10 years 50 154
11 - 15 years 55 16.9
16 - 20 years 51 15.7
21 - 25 years 40 12.3
more than 25 years 60 18.5
Missing 30 9.2
Total 325 100.0

Table 5 shows the highest level of education with 120 participants (36.9%) who
held a Bachelor’s degree and 111 participants (34.2%) who held a Master’s degree.
Forty-seven participants (14.5%) possessed either a high school or equivalent degree, or
an Associate’s degree.

Table 5

Participants’ Highest Level of Education

Frequency  Percent

Highest Level of High School or equivalent 22 6.8

Education Associates Degree 25 7.7
Bachelor's Degree 120 36.9
Master's Degree 111 34.2
Doctoral Degree 9 2.8
Professional Degree (M.D., J.D., 3 9
etc.)
Other 6 1.8
Missing 29 8.9

Total 325 100.0
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Table 6 presents demographic information for participants’ gender and age. For

gender, the majority of the participants were females (n = 240, 73.8%). For participants’

age group, 82 participants (25.23%) were 40 years old or younger, 197 participants

(60.62%) were 41 to 65 years old, and 10 participants (3.08%) were above 65 years old,

while 36 participants (11.1%) preferred not to answer.

Table 6

Participants’ Gender and Age Group

Frequency  Percent
Gender Male 51 15.7
Female 240 73.8
Prefer not to answer 2 .6
Missing 32 9.8
Total 325 100.0
Age 21 - 25 years of age 2 .6
26 - 30 years of age 16 4.9
31 - 35 years of age 27 8.3
36 - 40 years of age 37 114
41 - 45 years of age 35 10.8
46 - 50 years of age 47 14.5
51 - 55 years of age 39 12.0
56 - 60 years of age 44 135
61 - 65 years of age 32 9.8
66 - 70 years of age 6 1.8
71 - 75 years of age 4 1.2
Prefer not to answer 36 11.1
Total 325 100.0

Data Analysis Results

Descriptive Statistics Summary

Survey responses were collected from participants using the SurveyMonkey

survey tool. Three questionnaires combined into a single survey were used in the study.
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The questionnaires included the WAMI, the UWES-9, and the SWBS to measure

workplace meaningfulness, engagement, and spiritual well-being respectively. The
summations of the participants’ responses for the questionnaire items were calculated to
determine the scores for each variable. The descriptive statistics of the study variables are
presented in Table 7.

Table 7

Descriptive Statistics of Study Variables

N Minimum  Maximum Mean SD
WAMI 319 19.00 70.00 54.85 9.44
UWES 325 18.00 63.00 49.15 8.88
SWBS 288 19.00 90.00 45.65 18.99

Kolmogorov-Smirnov tests were also conducted to determine whether the data followed a
normal distribution. For the WAMI scores, the range of values was from 19 to 70 with a
mean of 54.85 (SD = 9.44) indicating that the work meaningfulness of participants was in
midrange or moderate level. For the UWES-9 scores, the range of values was from 18 to
63 with a mean of 49.15 (SD = 8.88) indicating that the work engagement of participants
was also in midrange or moderate level. For the SWBS scores, the range of values was
from 19 to 90 with a mean of 45.65 (SD = 18.99) indicating that the spiritual well-being
of participants was low.
Required Assumptions of Parametric Statistical Analysis

Prior to conducting the simple linear regression analysis to address the two
research questions of the study, the tests for the required assumptions of a linear

regression were conducted to ensure that the use of simple linear regression was
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appropriate. The required assumptions include no presence of outliers and the normality
of data of the study variables. The following sections provide the results of the different
tests for the required assumptions of the statistical analysis.

Outliers. The first required assumption tested was no presence of outliers since
the linear regression analysis is sensitive to the effects of the presence of outliers.
Outliers were explored using scatterplots of the data of the different study variables of
workplace meaningfulness, engagement, and spiritual well-being. The scatterplots are
shown in Figure 3. The scatterplots showed that there was no presence of outliers in each
of the data set of the study variables of workplace meaningfulness, engagement, and
spiritual well-being since there were no data points in the extreme ends of the

scatterplots. The result is that the assumption of no presence of outliers was not violated.
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Figure 3. Scatterplots of data of study variables.

Normality. The second required assumption tested was normality of the data of

the study variables. This is a required assumption of the regression analysis as the data of

the study variables involved should show a normal distribution. A Kolmogorov-Smirnov

test was conducted to determine whether the data of the study variables of workplace

meaningfulness, engagement, and spiritual well-being were normally distributed. The

results of the Kolmogorov-Smirnov test are presented in Table 8. Based on the tests

conducted, it was observed that all three study variables of workplace meaningfulness

(D(282) = 0.14, p = 0.00), engagement (D(282) = 0.10, p = 0.00), and spiritual well-being
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(D(282) = 0.10, p = 0.00) were not normally distributed (p < 0.05). A non-parametric test

should be conducted if there is a violation of the normality assumption; however, there is
no non-parametric version of the regression analysis. Simple linear regression analysis
was still conducted to address the research questions of the study.

Table 8

Kolmogorov-Smirnov Normality Tests

K-S Test df p
WAMI 0.14 282 0.00
UWES 0.10 282 0.00
SWBS 0.10 282 0.00

Simple Linear Regression Analysis Results for Research Question 1

To address research question one, a simple linear regression analysis was
conducted to determine if a relationship existed between spiritual well-being as the
independent variable and the engagement levels that human resource managers
experience from their role in the organization as the dependent variable. A level of
significance of 0.05 was used in the simple linear regression analysis to determine
whether to reject the null hypothesis. The results of the simple linear regression analysis
to determine the relationship between spiritual well-being and engagement scores are

presented in Table 9.
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Table 9

Linear Regression Analysis of Spiritual Well-Being and Engagement

Model B SE (B) B t Sig.
1 (Constant) 57.10 1.20 4757  0.00*
SWBS -0.16 0.02 -0.37 -6.68  0.00*

Note. F(1, 286) = 44.61, p < 0.001, R Square (R?) = 0.14, N = 288
a. Dependent Variable: UWES

b. Predictors: (Constant), SWBS

*Significant at level of significance of 0.05

The linear regression results indicated that the model fit of the regression model
(F(1, 286) = 44.61, p < 0.001) generated was statistically significant indicating that the
regression model in predicting engagement had an acceptable model fit. This means that
spiritual well-being significantly predicts engagement levels. The r?value of the
regression model was only 0.14, which points out a low effect size, meaning that the
impact of spiritual well-being captured a low variance of 14% in predicting the
engagement levels of human resource managers.

Investigation of the individual relationships of the variables showed that spiritual
well-being and engagement were significantly related (t(287) = -6.68, p < 0.00). There
was significant relationship between spiritual well-being and engagement levels since the
p-value was less than the level of significance value of 0.05. Investigation of the
unstandardized beta coefficient (B) showed that spiritual well-being (B =-0.16) had a
significant negative relationship with engagement. This means that a higher score for
spiritual well-being would result to a lower score for engagement. A one increase in the
score of spiritual well-being will result in a 0.16 decrease in the score of engagement

levels. This result indicates that there is sufficient evidence to reject the null hypothesis,
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which states that there is no statistically significant relationship between the spiritual
well-being of human resource managers and their engagement levels in the organization.
The result of the simple linear regression supported the alternative hypothesis for
research question one, which states that there is a statistically significant relationship
between the spiritual well-being of human resource managers and their engagement
levels in the organization.
Simple Linear Regression Analysis Results for Research Question 2

To address research question two, a simple linear regression analysis was
conducted to determine if a relationship existed between spiritual well-being as the
independent variable and the meaningfulness that human resource managers experience
in their role in the organization as the dependent variable. A level of significance of 0.05
was also used in the simple linear regression analysis to determine whether to reject the
null hypothesis. The results of the simple linear regression analysis to determine the
relationship between spiritual well-being and workplace meaningfulness scores are
presented in Table 10.
Table 10

Linear Regression Analysis of Spiritual Well-Being and Workplace Meaningfulness

Model B SE (B) B t Sig.
1 (Constant) 55.98 1.46 38.23  0.00*
SWBS -0.03 0.03 -0.07 -1.12 0.26

Note. F(1, 280) = 1.26, p = 0.26, R Square (R?) = 0.004, N = 282
a. Dependent Variable: WAMI

b. Predictors: (Constant), SWBS

*Significant at level of significance of 0.05



133

The regression results indicated that the model fit of the regression model (F(1,
280) =-1.12, p = 0.26) generated was not statistically significant indicating that the
regression model in predicting workplace meaningfulness did not have an acceptable
model fit. This means that spiritual well-being does not significantly predict workplace
meaningfulness. The r2value of the regression model was only 0.004, which points out a
very low effect size, meaning that the impact of spiritual well-being captured a very low
variance of 0.4% in predicting the workplace meaningfulness of human resource
managers.

Investigation of the individual relationships of the variables showed that spiritual
well-being and workplace meaningfulness were not significantly related (t(202) = -1.12,
p = 0.26). There was no significant relationship between spiritual well-being and
workplace meaningfulness since the p-value was greater than the level of significance
value of 0.05. This result indicates that there is no sufficient evidence to reject the null
hypothesis, which states that there is no statistically significant relationship between the
spiritual well-being of human resource managers and the meaningfulness they experience
in their role in the organization.

Summary

The purpose of this quantitative correlation study was to determine if a
relationship existed between spiritual well-being and the engagement levels and
meaningfulness that human resource managers experience in their role in the organization
and the strength of that relationship. Information is limited about the effects of spiritual

well-being on employee attitudes for managers in the human resources specialization. A
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total of 325 participants were gathered and asked to complete a survey comprised of three
questionnaires to measure work engagement, job meaningfulness, and spiritual well-
being of participants. Simple linear regression analyses were conducted to determine
whether a relationship existed between spiritual well-being and the engagement levels
and meaningfulness that human resource managers experience in their role in the
organization and the strength of that relationship. For research question one, the results of
the simple linear regression analysis determined that there was a significant negative
relationship between spiritual well-being and job attitudes of engagement of human
resource managers. For research question two, the results of the simple linear regression
analysis determined that there was no significant relationship between spiritual well-
being and the meaningfulness that human resource managers experience from their role
in the organization.

Chapter 4 described the data analysis and the results of the research questions and
the related hypotheses. The purpose of Chapter 5 is to interpret the results of the research
findings and present conclusions. Findings related to the significance of the relationships
between spiritual well-being, engagement, and job meaningfulness are discussed. The
limitations of the study, recommendations for future research, contributions to the body
of knowledge, implications for human resource managers, and contributions to positive

social change are also discussed.
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Chapter 5: Discussion, Conclusions, and Recommendations

The purpose of this quantitative correlation study was to determine if a
relationship existed between spiritual well-being and the engagement levels and
meaningfulness that human resource managers experience in their role in the organization
and the strength of that relationship. Chapter 5 focuses on my discussion of the results
from Chapter 4 in relation to the existing literature on how spiritual well-being may be
related to the engagement levels and meaningfulness that human resource managers
experience in the workplace. In this chapter, | provide the results in the context of the two
research questions presented in Chapter 1. Chapter 5 includes the interpretation of the
findings, the limitations of the study, recommendations for future research, implications
for stakeholders and positive social change, and the study conclusions.

Workplace spirituality in the organization may possess the potential to affect the
organization’s bottom line positively; enhance work-life balance, well-being, and
engagement; and provide a meaningful work experience for employees (Fachrunnisa et
al., 2014). Spiritual well-being and workplace spirituality have been shown to have a
beneficial influence on the job satisfaction of employees (Fachrunnisa et al., 2014;
Javanmard et al., 2014). A total of 325 participants were gathered for my study. The
participants were asked to complete a survey comprised of three questionnaires: the
UWES, the WAMI, and the SWBS. Correlation analyses were conducted to determine
whether a relationship existed between spiritual well-being and the engagement levels
and meaningfulness that human resource managers experience from their role in the

organization and the strength of that relationship. The null hypothesis, which stated
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“there is no statistically significant relationship between the spiritual well-being of
human resource managers and their engagement levels in the organization” was rejected.
The findings showed that there was a significant negative relationship between spiritual
well-being and the engagement scores of participants. The null hypothesis, which stated
“there is no statistically significant relationship between the spiritual well-being of
human resource managers and the meaningfulness they experience in their role in the
organization” was not rejected. The findings showed that there was no significant
correlation between spiritual well-being and the workplace meaningfulness scores of
participants.
Interpretation of Findings

Two research questions were addressed in my study. The interpretation of
findings and the results of my study are organized by aligning the research questions with
the context and framework of the existing literature.
Research Question 1

Is there a relationship between the spiritual well-being of human resource
managers and their engagement levels in the organization?

Spiritual well-being has been researched and shown to have a positive impact on
the job satisfaction of employees (Fachrunnisa et al., 2014; Javanmard et al., 2014).
Workplace spirituality, which can be influenced by spiritual well-being, may demonstrate
the potential to enhance engagement and provide meaningful work experience for
employees in the work environment (Fachrunnisa et al., 2014). Previous research

identified a significant correlation between organization strategy and success, human



137

resource strategy, productivity, profitability, and the engagement levels of employees
(Jiang et al., 2012). High employee engagement has been linked to improved operating
incomes for organizations (Schein, 2013). Additionally, high engagement has a beneficial
effect on retention, morale, commitment, and loyalty to the organization (Abu-Shamaa et
al., 2015; Jiang et al., 2012; Shuck et al., 2014).

Research has shown that for engagement to result in positive organizational
outcomes and influence the perception of organizational culture, it needs to be embedded
in the human resource management system of policies, practices, and procedures
(Albrecht et al., 2015). This means that for engagement to have a beneficial outcome the
organization, primarily the human resource managers, need to create and implement
policies, practices, and procedures of the same. While a majority of the participants were
associated or directly in charge of their organizations from a human resources
perspective, information on their policies or practices were unexplored during the study.
This is one plausible reason that might explain why spiritual well-being affected job
attitudes negatively. The research focused on human resource professionals who conduct
operational and functional human resource activities as their primary job regardless of
their job title. However, analysis of the data did not take into consideration their specific
activities, and if any of the activities they were involved in would ensure high
engagement levels.

The findings from my study demonstrated a significant negative correlation
between the spiritual well-being of human resource managers and their engagement level

in the organization. This means that a higher score for spiritual well-being would result in
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lower engagement scores for human resource managers. Job engagement among human
resource managers may stem from sources other than their job functions or role in the
organization. Research has shown that perceptually engagement may be confused with
job satisfaction and linked to elements that are more superficially related to an
employee’s position (Arrowsmith & Parker, 2013). Participants may have attributed their
engagement levels in the workplace to factors such as job environment, working
conditions, relationship with their direct manager or supervisor, successful team
dynamics, recent increase in pay, or other perks of their specific job or role. Engagement
has been a major topic in the human resources profession for the last several years and
has resulted in contrasting views of what it means to be engaged in one’s job and what
level of engagement signals appropriate commitment to one’s role (Purcell, 2014).
During analysis, the UWES was used to measure the engagement values of the
participants. The scores showed that work engagement of the participants was in the
midrange or moderate level, meaning that the participants had average work engagement
levels within the organization. Previous research has shown the amount of control that
employees feel they have over their lives at work and the quality of the work experience
is critical for engagement in one’s job (Paul et al., 2015). Additionally, previous research
found that the work engagement of the male employee in comparison to female
employees was rated higher (lyer, 2016; Mahakud & Gangai, 2015). Over 70% of the
participants in the study were female and only 15% were male. The impact of a
substantial number of female participants could constitute another reason why the

engagement scores were average in comparison to previous studies.
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Research has indicated that employees with increased age were more spiritual and
committed to their organization than those in younger age groups (Mahakud & Gangali,
2015). While the engagement values were in the midrange those of spiritual well-being
were lower than the engagement levels. More than half (72%) of the participants in the
study were over 40 years of age. This means that the engagement values and the spiritual
well-being should have scored higher than the average shown. This again could be
explained by the presence of a higher percentage of female participants. This could mean
possibly that while more senior employees will tend to foster higher participation and
engagement levels within their organizations, the aspect of gender needs to be taken into
consideration regardless of age. External factors not studied in the current research may
cause the engagement of more senior female employees not to be as high as perceived by
the research.

The findings showed the spiritual well-being of all participants as slightly lower
than the midrange. Pawar (2016) found that fostering spiritual well-being among
employees allowed for workplace spirituality to be present and enhanced their
functioning and organizational experiences, increased morale, and decreased work stress
and burnout. Workplace spirituality is defined as “the effort to find one’s ultimate
purpose in life, to develop a strong connection to co-workers and other people associated
with work, and to maintain consistency or alignment between one’s core beliefs and
values of their organization” (Beheshtifar & Zare, 2013, p. 248). Most of the participants
in the study fostered a below average connection with their organization and their co-

workers. Perceptions of how spiritual well-being and workplace spirituality may or may
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not be a fit in the organization may have influenced the participants’ responses to the
questions in the survey used to measure levels of spiritual well-being. Although the
survey instructions indicated that the participants should frame the questions through the
lens of their concept of God or the higher power with whom they identified, the study
findings indicated that the terminology and religious references included in the survey
instrument may have influenced the participants’ responses and impacted the study
conclusions.

The study by Mahakud & Gangai (2015) showed that more senior employees
tended to be more spiritual. According to the study by Mahakud & Gangai, male workers
were emotionally more committed to their jobs than females; however, the study did not
go further and find out if indeed gender was a mediating factor in spiritual well-being.
This was similar to the current study, where the study had a larger number of female
participants but below average spiritual well-being among all participants.

The relationship between spiritual well-being and the engagement levels of the
participants showed a significant relationship between the two. Below average levels of
the spiritual well-being of the participants negatively affected the levels of engagement
within the organization. Gupta et al. (2014) conducted a study that indicated a positive
relationship between the dimensions of spirituality and job satisfaction. This was
inconsistent with the results of the current study that showed a negative implication of
spiritual well-being on workplace engagement. An area for future research may be to
explore a potential link between job satisfaction and job engagement as employees who

are satisfied in their role may also show higher engagement in the workplace.
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With the null hypothesis being rejected by the findings, it is worth noting that

gender and age of the participants had an influence on the spiritual well-being and their
engagement levels. This could be explained by the fact that the gender representation was
skewed toward female and there were older respondents than in previous research (lyer,
2016; Mahakud & Gangai, 2015). The study used randomly selected participants to avoid
bias. This random selection led to more participants being part of one group. As such,
studies showing that a positive relationship existed between spiritual well-being of
participants and their engagement levels within organizations could not be replicated.
Research Question 2

Is there a relationship between the spiritual well-being of human resource
managers and the meaningfulness they experience in their role in the organization?

Workplace meaningfulness takes engagement one step further and is a result of
finding purpose in one’s work and satisfaction from, and commitment to, increased
performance in work settings (Monnot & Beehr, 2014; Ramlall et al., 2014). Work
meaningfulness of the participants was recorded as midrange or moderate level. The
findings indicated no statistical significance between spiritual well-being and workplace
meaningfulness, meaning that spiritual well-being does not significantly predict
meaningfulness in the workplace. There is the potential that the job meaningfulness
assessment defined meaningfulness too narrowly and in the absence of a qualitative
component to the research study, further exploration is needed to determine the
participants’ perception and understanding of terminology critical to the study. Soane et

al. (2013) found that meaningful work increased engagement with work, which suggests
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that further exploration of the relationship of the dependent variables in my study may
provide additional insight into their relationship with spiritual well-being.

Over 60% of the participants had a work experience of over 10 years in their field.
With a meaningfulness level that was average, this was low as it would be expected that
the higher the number of years of work experience the higher the level of meaningfulness
in their work. An explanation may be poor job or position fit, which created low
meaningful levels in their work. In addition, over half of the participants were drawn
from an educational background of a bachelor’s degree and higher. It would be a
possibility that higher educational backgrounds and more work experience demonstrated
a lower impact on the meaningfulness level of the participants.

Conclusions Based on Findings

Theoretical Framework

The theory of humanocracy developed by Aldridge et al. (1982) was used to
inform the study. The premise of the theory of humanocracy is that the organization
should maximize the quality of the human experience for employees while they are in the
workplace. Aldridge et al. stated the need for the structure of an organization to be
designed in a way that provides managers to have interaction with smaller groups of
employees within a larger work environment. Based on the general population from
which the study sample was gathered, about half the members of the local Society for
Human Resource Management associations worked in organizations with more than 250

employees. However, information on the organization size was not recorded on the
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sample that was gathered. The presence of this information may have explained why the
engagement levels were average.

Additional principles that support the framework of the theory of humanocracy
are related to the decision-making latitude of employees and the control they perceive
they have over a broader area of information and skill sets. With a job meaningfulness
score related to the work environment that was average, participants may derive meaning
from other areas in their life in which they feel that they do have decision-making latitude
and a certain amount of control over the events. Thus, the meaningfulness that they
would derive from their work experience becomes less impactful. The lack of ability to
participate in these functions at work may have contributed to the low meaningfulness
scores if participants draw on other areas of their life from which to experience
meaningfulness.

Relationship of the Dependent Variables

While the null hypothesis for the first research question was rejected, that of the
second research question was not rejected. However, with the first research question, the
spiritual well-being of the human resource managers had a negative effect on the
engagement they experience in their role in the workplace. Factors like age and gender
have an impact on spiritual well-being and impacted the engagement levels directly.

The relationship between meaningfulness and engagement levels was unexplored.
Purcell (2014), using the UWES, found engagement to be a positive indicator of well-
being and meaningfulness. Previous studies have also suggested that meaningfulness in

the form of an employee’s fit with their organizational role and job-enrichment shows the
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strongest relationship with engagement levels (Krishnaveni & Monica, 2016).
Engagement and meaningfulness as such co-exist and are intertwined. Absence or low
levels of one would impact the other. A study conducted by Suarez (2015) concluded that
when employees feel fulfilled in the workplace and discover meaning in their work, their
productivity increases, they have more energy and enthusiasm, and their contribution
both at home and at work is enhanced. Findings from the study showed the results of
work meaningfulness and engagement levels almost similar. This replicated findings
conducted previously that showed the relationship that exists between work
meaningfulness and engagement levels (Krishnaveni & Monica, 2016; Purcell, 2014).

Research findings have demonstrated a potential link between the spiritual well-
being of employees and the meaningfulness they derive from their role in the
organization (Agrawal & Khan, 2015; Pawar, 2016; Truss et al., 2013). The current study
showed that participants’ spiritual well-being levels were below average. This was seen
to be impacted by both the gender and age of the participants. A similar study conducted
by Tejeda (2015) that targeted spiritual well-being and job satisfaction between groups of
managers was consistent with VVan Cappellen et al. (2016) that showed that spiritual well-
being had beneficial effects on job attitudes and work outcomes. The current study did
not factor in job attitudes and work outcomes, which may be an area for further study
incorporating a qualitative component.
Negative Side of Workplace Spirituality

While research conducted previously has shown the benefit of spiritual well-being

in the workplace, studies conducted by Lips-Wiersma et al. (2009) explored the potential
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negative impact or the dark side of workplace spirituality. The current study exhibits
some parallels with the theory as shown by a negative correlation between spiritual well-
being and workplace engagement and no significant correlation with meaningfulness.
The study by Lips-Wiersma et al. (2009) showed that there are times that workplace
spirituality may be harmful and provide an opportunity for employees to misuse the
concept for their benefit or management to misappropriate spirituality in the workplace as
a control mechanism. Lips-Wiersma et al. (2009) referred to using employees
inappropriately as a tool to enhance the bottom line or meet productivity goals, without
also considering the needs of the employees, as the dark side of spirituality. The results of
the dark side of spirituality in the workplace may keep employees from experiencing
meaningful work and engagement in the workplace. This, in turn, explains that an
increase in spiritual well-being results in a decrease in work meaningfulness of
participants. This was similar to the current study that showed that a higher score for
spiritual well-being led to lower engagement levels.
Demographic Findings

It is noted that age and gender had an impact on the spiritual well-being and the
meaningfulness levels of the participants. However, the null hypothesis could not be
rejected and as such the relationship between the two could not be established. The
results demonstrated a negative correlation between spiritual well-being and engagement,
which could be explained by the dark side of spirituality. The relationship between
engagement and workplace meaningfulness was unexplored during the study and as such,

the effects, whether intrinsic or extrinsic, could not be determined.
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The relationships found between the participant demographics and the study
variables were limited and provided no additional insight into the negative correlation
result. Workplace spirituality does not seem to resonate with the participant group of
human resource managers related to the demographic categories obtained for this study of
age, gender, years of experience, job industry, position, or role in the organization.
Further research that includes a qualitative component may be able to explore the
variables related to specific demographic categories and provide conclusions specific to
the human resource manager population.

Limitations of the Study

Several limitations were observed after data analysis of the study results. The
study used a quantitative method to collect data, and a correlation data analysis was done
to find the relationship between spiritual well-being, workplace meaningfulness, and
engagement within an organization. While a quantitative method was a practical method
and provided substantial numerical data, a better method would have been a combination
of both quantitative and qualitative methods. A qualitative method would have allowed
an understanding of the reasoning behind a participant’s answer and whether personal
experience influenced their answer choices. As such, a mixed method research study may
have provided a more in-depth understanding of the participants’ lived experiences with,
or perception of, spirituality, meaningfulness, and engagement.

The sampling method was a limitation as it limited the study to participants who
could participate in the survey voluntarily. The study was conducted online, and it led to

an influx of participants who were mostly female, which impacted the results. This biased
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the results due to unbalanced gender selection. An equal representation of both genders
may have provided different findings and allowed for further exploration of responses
based on gender-influenced perception.

The demographic variables of each participant were not a consideration. The
responses were based on an individuals’ understanding of the questions and did not factor
in individual perspectives. Participants may have interpreted the questions, definitions, or
concepts differently according to their perspectives. This may have caused the results to
skew toward a negative correlation for the first research question.

One major delimitation of the study was that the study was delimited to the
independent and dependent variables selected for the study and their relationship to one
another. During the study, relationships were sought only between spiritual well-being
and meaningfulness and spiritual well-being and engagement in the workplace. However,
a more crucial relationship between workplace meaningfulness and engagement in the
workplace was unexplored. Findings seemed to suggest the two were mutually exclusive;
however, this was unexplored.

Bias may have been present since the study focused only on members of the
Society for Human Resource Management. Bias can affect the validity and reliability of
findings by distorting the truth. The participants were all selected from a society with
which they identified and their responses may have been tailored due to their being
members of the society or the training and education associated with the human resources
role. Additionally, the over-representation of female participants may have been due to

the society having more female members than male; however, this was unexplored during
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the study. External validity would have been ensured by selecting participants from
within and outside the Society for Human Resource Management.
Recommendations

Based on the findings, several recommendations for future research are proposed.
The proposed recommendations are based on gaps identified during the study,
limitations, and delimitations. Recommendations are also derived from issues not
explored during the study, but that would be important for future research. The
recommendations are intended to expand the body of knowledge and to further illuminate
issues that have been developed in this study.

The findings of the study did not give an indication why spiritual well-being had a
negative correlation with engagement levels. This was in direct contradiction to studies
that have demonstrated a beneficial impact on spiritual well-being and job engagement.
Further studies are needed to replicate the presence of a negative correlation. In addition,
future studies should explore the impact of the demographic variables of the participants
on the relationship, specifically for the role of human resource managers in the
organization.

While the study replicated previous studies that showed female engagement as
being lower than that of male participants, the study did not explore further the age group
of participants in relation to their work engagement levels. Age and gender may be
external factors that affect workplace meaningfulness and engagement levels. Further
research to ascertain the impact of the two variables would be necessary to understand the

variables in relation to spiritual well-being.
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In addition, the study did not factor in the mutually inclusive relationship between
workplace meaningfulness and that of engagement levels in the organization. Both
workplace meaningfulness and engagement levels were analyzed in relation to spiritual
well-being. Previous research has shown a relationship between workplace
meaningfulness and engagement and as such, further research may offer insight on why it
produced a negative correlation for the first research question and showed no significant
relationship for the second research question and why.

Further studies need to be conducted to discover the role of the female human
resources manager, their spirituality, and its impact on workplace meaningfulness and
engagement. In addition, factors like the demographics, personal experiences, and
specific organizational role would need to be explored. The scope of the current study did
not make it possible to explore the participants’ demographic details.

Due to the scope of the study, data obtained did not include participants who did
not have an internet connection or an email address, or individuals who were not
members of the Society for Human Resource Management. Subsequent studies will need
to broaden their scope and allow for a manual collection of data to capture individuals
who would rather answer printed surveys as well as capture data from human resource
practitioners who are not members of the Society for Human Resource Management.

The absence of a significant correlation between spiritual well-being and
workplace meaningfulness is an area for further exploration to examine how the human
resource management system of policies and procedures may influence the job

meaningfulness of human resource managers in the organization. The specific job
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functions of operational human resource managers would need to be explored to
determine if the creation and implementation of policies, practices, and procedures that
benefitted the organization would also impact the meaningfulness that human resource
managers experience in their role in the organization.

Finally, potential comparable studies need to employ a mixed method approach
that integrates both quantitative and qualitative designs. This approach will ensure that
the participants’ perspectives are captured on their thought process, their understanding
of the various survey questions, and the definitions of the variables. Employing a mixed
method approach will aid the researcher in capturing both personal experience and
numerical feedback from the participants.

Implications
Human Resource Management Practice

Based on the results of the analysis, several implications for spiritual well-being,
workplace meaningfulness, and engagement have emerged, as well as for the practice of
human resource management. The implications of the results are meant to provide
information on the relationship between the three variables and how both engagement
and meaningfulness in the workplace can be increased positively in the area of human
resource management. The suggestions proposed may also improve or influence
implementation of policies and practices in the workplace.

Previous studies (lyer, 2016) have shown engagement of male participants being
higher than that of their female counterparts. The current study was able to show a similar

conclusion where a higher number of females showed average engagement levels.



151

Initiatives or programs that deliberately target female employees to increase their
engagement levels and meaningfulness need to be explored. Spiritual well-being had a
minimal impact on the participants, most of whom were female. Therefore, spiritual well-
being may not necessarily have a significant impact in increasing the levels of the two
variables. Further research is needed to explore how participant demographics, other than
gender, may impact the outcome of a similar study or replicate the results of the current
research.

The results indicated that there was a negative impact on spiritual well-being to
engagement in the workplace. This result was in direct contradiction to studies that
showed a beneficial impact and reinforcement to engagement by spiritual well-being
(Agrawal & Khan, 2015; Pawar, 2016; Truss et al., 2013). This was reputed in the current
study and as such, organizational leaders may need to rethink their strategy and proceed
with caution when implementing policies or programs that target spiritual well-being
with the goal of increasing engagement within the workplace. Further research is needed
to determine what other variables may influence the engagement that workers experience
in the workplace and how leaders can structure the work environment for optimal benefit
for both employees and the organization.

Results tended to bear similarities with the study conducted by Lips-Wiersma et
al. (2009) who explored the potentially negative or dark side of spirituality. Their results
showed that in some cases workplace spirituality may be harmful and provide an
opportunity for employees to misuse organizational resources and time. The results

identified a negative correlation between spirituality and engagement. In turn, initiatives
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directed toward spirituality need to be done so at the purview of management and in
consideration that while spirituality may improve work outcomes, it may also be used in
such a way that creates negative outcomes in the organization. While the current study
did not replicate previous studies conducted that have shown a relationship between
spirituality, meaningfulness, and engagement, it pointed out that spirituality may have a
negative impact in the organization. While studies have been conducted on the dark side
of spirituality, these have not been conducted exhaustively and additional research may
provide more information.

A critical component of the current study, and an area for further exploration and
research, is the study population. According to the results of my study, the concept of
spiritual well-being or workplace spirituality does not resonate with those in the human
resources field. One reason may be the constraints that surround the topics of religion and
spirituality in the workplace for this group of professionals. Workplace spirituality is a
topic not widely discussed in many work environments. In addition, spiritual well-being
is often confused with religion. Other than in faith-based organizations, the subject of
religion in the workplace generally is off-limits for those in the field of human resources.
Further research should explore whether workplace spirituality has a place in the work
environment or whether we are investigating a concept that does not have an impact on
either engagement or meaningfulness for any group in the organization. Seeking to
understand the lived experiences of human resource managers may show that while the
concept and outcomes of workplace spirituality may be desirable, it may be necessary for

the terminology to be changed in order for the concept to be accepted in the workplace.
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Most of the participants in the study had many years of work experience in the
field of human resources. In the presence of confusion with the concept of religion, this
may account for the lack of identification that this group has with the concept of spiritual
well-being as it relates to the work environment. A qualitative component that seeks to
understand the lived experiences of human resource managers in combination with the
current quantitative results may illuminate the thought processes and motivations of this
group as they relate to the variables in my study, the definitions of the terminology
included in my study, and the concepts explored.

Social Change

The results of my study showed a negative correlation between engagement and
spiritual well-being and no significant correlation between job meaningfulness and
spiritual well-being. The findings created opportunity for future research to explore a
potential link between engagement and meaningfulness and whether these are the right
combination of variables with which to investigate a relationship with workplace
spirituality. There is the potential for this research study to affect positive social change
in human resource management if the findings from the research can be used by leaders
and human resource managers to identify alternate ways to increase engagement and
meaningfulness and create an environment that enables spirituality in the workplace to be
present. When the benefits of workplace spirituality in the organization are understood
and known clearly, human resource managers may be able to design work environments
where employees, and themselves, feel whole, are engaged, and find meaning in their

work.
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Human resource managers are not the only group that could learn from the results
and information obtained from this study. Researchers may benefit from the results of my
study as it creates additional areas for further exploration in the areas of workplace
spirituality, engagement, and workplace meaningfulness as they relate to human resource
managers. Additional stakeholders who can take the results of this study and create
positive social change through the appropriate implementation of the concept of
workplace spirituality in their workplaces are organizational leaders, executives, and
employees. Human resource organizations, on both the local and national levels, may
benefit from information gained from this study as they interact with human resource
professionals at many levels and strive to support them in improving workplaces for
employees, increasing opportunities for their engagement, and creating more satisfying
and meaningful work environments for themselves in their roles. Future qualitative
research related to the personal or lived experiences of human resource managers could
explore the factors that impact engagement levels and meaningfulness for human
resource managers and provide additional opportunities to create positive social change
for multiple stakeholders.

Human resource managers oversee what organizational leaders state consistently
is their greatest asset: a productive, engaged, highly-trained, socially-responsible, and
committed workforce. If human resource managers are not engaged in their work or do
not find meaning in their daily operational duties, this may impact the entirety of the
workforce negatively. Human resource managers play a central role in engagement,

ethics, the values creation process, and in the area of social responsibility in the
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organization. When employees feel that they can bring their whole selves to the
workplace, these elements become an integral part of their lives both at work and at
home. If spiritual well-being does not have a positive correlation with engagement levels
and meaningfulness at work for human resource managers, further research should be
conducted to identify what factors do contribute to or impact their engagement and
meaningfulness in their work environment.

The role of human resource managers is to ensure that the organization gets the
most out of its employees and that the return on the organization’s investment in its
people is equally high and rewarding from both their perspectives. When human resource
managers have low or average levels of job engagement and do not experience
meaningfulness in the workplace, their influence may have a negative impact on the
organization’s bottom line, employee productivity and job satisfaction, turnover rates,
and the competitive advantage of the organization in society. Engagement and
meaningfulness in the workplace are fundamental human needs that demand that
organizational leaders develop capabilities and opportunities in the work environment
that allow employees to flourish and create positive outcomes for the organization.

Conclusion

The purpose of this quantitative correlation study was to determine whether a
relationship existed between spiritual well-being and the engagement levels and
meaningfulness that human resource managers experience in their role in the organization
and the strength of that relationship. The theory of humanocracy was the foundational

theoretical framework of the study as it related directly to, and supported, the variables of
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the study. Two research questions guided the study to discover the relationship between
spiritual well-being, meaningfulness, and engagement in the workplace.

A sample of 325 participants were gathered during the study to obtain insights on
workplace engagement, meaningfulness in the workplace, and spiritual well-being. Of the
325 participants, 248 were in positions related to the traditional human resource roles and
titles found in most organizations. During analysis of the data, the null hypothesis that
stated “there is no statistically significant relationship between the spiritual well-being of
human resource managers and their engagement levels in the organization” was rejected.
On the other hand, the null hypothesis that stated “there is no statistically significant
relationship between the spiritual well-being of human resource managers and the
meaningfulness they experience in their role in the organization” was not rejected. A
conclusion of the first research question demonstrated a negative correlation between
spiritual well-being and engagement.

Results showed that while more senior employees tended to foster higher
participation and engagement levels within their organizations, the aspect of gender needs
to be taken into consideration regardless of age. With previous studies demonstrating an
increase of spirituality with age in the workplace, this was not the case in the current
research. Additional studies need to be conducted on the role of spirituality, specifically
in female employees. Additional research needs to be conducted to clarify the
relationship between work engagement and workplace meaningfulness. Understanding
this relationship may provide insight into the implementation of initiatives or programs

that may lead to higher productivity levels and engagement of employees. The findings
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led me to believe that further research may provide more information on the relationship
between engagement and meaningfulness and additional means by which human resource
managers and others in the organization derive meaning from their work.

Ongoing research and examination of the relationship between spiritual well-
being, engagement, and meaningfulness in the workplace may provide additional
strategies for leaders to implement to increase the benefits for employees and the
organization. My study is a contribution to the expanding body of literature and
demonstrates that further research is necessary to understand the concept of workplace
spirituality and its potential influence in the organization. If spirituality in the workplace
does not affect engagement and job meaningfulness for human resource managers, we
need to identify what does affect it and work to maximize that in order to effect positive
social change. My study may contribute to the existing body of knowledge in the field of
human resources by addressing the concept of spiritual well-being and its relationship to
the engagement levels and job meaningfulness that human resource managers experience
in their role in the organization, whether that relationship is positive or negative.

Findings showed that the study variables were difficult to quantify and a
qualitative component is needed to explore the lived experiences of human resource
managers and what contributes to their engagement levels and meaningfulness in their
work environment if it is not their spiritual well-being. Further study is needed to identify
the variables that enable workplace spirituality to be present in the work environment for
human resource managers. Based on the findings, alternative factors that impact job

engagement and meaningfulness for human resource managers must be explored. Factors
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such as job satisfaction, years of experience, gender, and a deeper understanding of
workplace spirituality should be considered to expand engagement levels and job
meaningfulness for human resource managers.

The results of my study can be used to guide future research in identifying the
specific variables that impact engagement and meaningfulness for human resource
managers and to explore whether workplace spirituality has a place in the work
environment. While the concept and outcomes of workplace spirituality may be desirable,
it may be necessary for the terminology to be changed in order to create acceptance at the
organizational level. The findings of this study make apparent the urgency to rethink the
definition of spirituality and its application to the workplace and employee engagement.
The workplace today is often a barometer of societal norms and values. Understanding
the need for new ways to view engagement, spirituality, and meaning has the potential to
extend beyond the organization to the communities and society the organizations exist

within and serve.
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Appendix A: Invitation to Participate in a Research Study

You are invited to take part in a research study that examines the relationship between
perceived general and spiritual well-being and engagement and meaningfulness in the
workplace. The researcher is inviting human resource professionals who are members of
your local Society for Human Resource Management association to be in the study.

Researcher: The study is being conducted by a researcher named Dianne Stains who is a
doctoral student at Walden University.

Background: The purpose of the study is to determine if a relationship exists between a
participant’s perceived general and spiritual well-being and the engagement levels and
meaningfulness that human resource managers experience from their role in the
organization.

Procedures: If you agree to be in the study, you will be asked to complete a short survey:
e The survey includes 39 questions total
e The survey will be completed once
e The maximum time commitment to complete the survey is 6 - 10 minutes

Voluntary Nature of the Study: This study is voluntary. You may choose whether or
not you want to be in the study. If you decide to join the study now, you can still change
your mind later. You may stop at any time.

Risks and Benefits of Being in the Study: Being in this type of study involves some
risk of the minor discomforts that can be encountered in daily life, such as loss of time to
take the survey (approximately 6 - 10 minutes). Being in this study would not pose a risk
to your safety or well-being. The study’s benefits include an opportunity to self-reflect on
your perceived well-being, your level of engagement in your professional role, and the
meaningfulness you derive from your position in the organization. As a participant in this
study, you will also be contributing to the body of HR knowledge from the perspective of
a group of professionals for which limited research exists. The information you provide
may assist HR professionals and organizational leaders to design work environments
where employees will be engaged, experience meaningfulness from their work, and
contribute to the mission and outcomes of the organization.

Payment: There is no compensation or payment for participating in this study.
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Privacy: Any information you provide will be kept anonymous and confidential. The
researcher will not use any information for any purposes outside of this research project.
The data and any files will be stored electronically and password protected. Data will be
kept for a period of 5 years as required by the university.

Contacts and Questions: If you have any questions about this research study, you may
retain a copy of this information or contact the researcher at
Dianne.Stains@Waldenu.edu. If you want to talk privately about your rights as a
participant, please call Dr. Leilani Endicott at 1-800-925-3368, ext. 1210. She is the
Walden University representative who can discuss this with you.

Study Participation Consent: If you feel that you understand the study well enough to
make a decision about your participation, please indicate your consent by clicking on the
link below.

PASTE SURVEY LINK HERE
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Appendix B: Research Study Participation Reminder Email

REMINDER: Research Study Invitation

You have been invited to take part in a research study that examines the relationship
between perceived general and spiritual well-being and engagement and meaningfulness
in the workplace. The researcher is inviting human resource professionals who are
members of your local Society for Human Resource Management association to be in the
study.

Please click on the link below to complete the survey. The survey will be open until
(insert deadline date).

PASTE SURVEY LINK HERE
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Appendix C: Research Study Survey

JOB ENGAGEMENT, MEANINGFULNESS, AND WELL-BEING OF HUMAN
RESOURCE PRACTITIONERS

Invitation to Participate in a Research Study & Informed Consent

The purpose of the study is to determine if a relationship exists between perceived
general and spiritual well-being and the engagement levels and meaningfulness that
human resource practitioners experience from their role in the organization. This study is
voluntary and you may choose whether or not you want to be in the study. If you decide
to join the study now, you can still change your mind later and stop at any time. If you
agree to be in the study, you will be asked to complete a short survey that contains 39
Likert-type questions and 7 demographic questions. The approximate time it will take to
complete the survey is 6 — 10 minutes.

Any information you provide will be kept anonymous and confidential. The researcher
will not use any information for any purposes outside of this research project. The data
and any files will be stored electronically, password protected, and kept for a period of 5
years as required by the university. There is no compensation or payment for
participating in this study.

If you feel that you understand the research study instructions well enough to make a
decision about your participation, please indicate our consent by clicking “Next” to begin
the survey.

JOB ENGAGEMENT of Human Resource Practitioners

The following 9 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, please select Never. If you have had this feeling, indicate how often you feel it by
selecting the option that best describes how frequently you feel that way.

1. At my work, | feel bursting with energy.
o Never
Almost Never — A few times a year or less
Rarely — Once a month or less
Sometimes — A few times a month
Often — Once a week
Very Often — A few times a week
o Always — Every day
2. Atmy job, I feel strong and vigorous.

O O O O O
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Never

Almost Never — A few times a year or less
Rarely — Once a month or less

Sometimes — A few times a month

Often — Once a week

Very Often — A few times a week

Always — Every day

I am enthusiastic about my job.

— O O O O O O O

My

O O O O O O

o

Never

Almost Never — A few times a year or less
Rarely — Once a month or less

Sometimes — A few times a month

Often — Once a week

Very Often — A few times a week

Always — Every day

Job inspires me.

Never

Almost Never — A few times a year or less
Rarely — Once a month or less

Sometimes — A few times a month

Often — Once a week

Very Often — A few times a week

Always — Every day

. When I get up in the morning, I feel like going to work.

o

0 O O O O O

Never

Almost Never — A few times a year or less
Rarely — Once a month or less

Sometimes — A few times a month

Often — Once a week

Very Often — A few times a week

Always — Every day

| feel happy when I am working intensely.

O

O O O O O O

Never

Almost Never — A few times a year or less
Rarely — Once a month or less

Sometimes — A few times a month

Often — Once a week

Very Often — A few times a week

Always — Every day

I am proud of the work that I do.

o

Never



O 0O O O O O

Almost Never — A few times a year or less
Rarely — Once a month or less

Sometimes — A few times a month

Often — Once a week

Very Often — A few times a week

Always — Every day

8. lamimmersed in my work.

O

o O O O O

o

Never

Almost Never — A few times a year or less
Rarely — Once a month or less

Sometimes — A few times a month

Often — Once a week

Very Often — A few times a week

Always — Every day

9. | getcarried away when | am working.

o

0O 0 0O 0O O O

JOB MEANINGFULNESS of Human Resource Practitioners

Please choose one answer to each of the following statements below based on the

Never

Almost Never — A few times a year or less
Rarely — Once a month or less

Sometimes — A few times a month

Often — Once a week

Very Often — A few times a week

Always — Every day

meaningfulness you feel about your job.

10. I have found a meaningful career.

©)

o O O O O

©)

11. T understand how my work contributes to my life’s meaning.

©)
@)
@)
@)

Strongly Disagree
Moderately Disagree
Slightly Disagree
Neutral

Slightly Agree
Moderately Agree
Strongly Agree

Strongly Disagree
Moderately Disagree
Slightly Disagree
Neutral
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Slightly Agree
Moderately Agree
Strongly Agree

12. I have a good sense of what makes my job meaningful.

O

©)
@)
@)
@)
@)

(@]

Strongly Disagree
Moderately Disagree
Slightly Disagree
Neutral

Slightly Agree
Moderately Agree
Strongly Agree

13. I have discovered work that has a satisfying purpose.

(@]

@)
@)
@)
®)
®)

o

14. I view my work as contributing to my personal growth.

o

©)
©)
©)
©)
©)
©)

Strongly Disagree
Moderately Disagree
Slightly Disagree
Neutral

Slightly Agree
Moderately Agree
Strongly Agree

Strongly Disagree
Moderately Disagree
Slightly Disagree
Neutral

Slightly Agree
Moderately Agree
Strongly Agree

15. My work helps me better understand myself.

© 0O O O 0O O O

16. My work helps me make sense of the world around me.

O O O O O

Strongly Disagree
Moderately Disagree
Slightly Disagree
Neutral

Slightly Agree
Moderately Agree
Strongly Agree

Strongly Disagree
Moderately Disagree
Slightly Disagree
Neutral

Slightly Agree
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o Moderately Agree
o Strongly Agree
17. My work really makes no difference to the world.
Strongly Disagree
Moderately Disagree
Slightly Disagree
Neutral
Slightly Agree
Moderately Agree
o Strongly Agree
18. I know my work makes a positive difference in the world.
o Strongly Disagree
Moderately Disagree
Slightly Disagree
Neutral
Slightly Agree
Moderately Agree
Strongly Agree
19. The work | do serves a greater purpose.
Strongly Disagree
Moderately Disagree
Slightly Disagree
Neutral
Slightly Agree
Moderately Agree
Strongly Agree

O O O O O O O O O O O O

0 0O 0O 0O 0O O O

SPIRITUAL WELL-BEING of Human Resource Practitioners

For each of the following statements below, choose the answer that best indicates the
extent of your agreement or disagreement as it describes your personal experience with
God or a higher power.

20. I don’t find much satisfaction in private prayer with God.
o Strongly Agree
o Moderately Agree
o Agree
o Disagree
o Moderately Disagree
o Strongly Disagree
21. 1 don’t know who I am, where I came from, or where I’m going.



Strongly Agree
Moderately Agree
Agree
Disagree
Moderately Disagree
o Strongly Disagree
22. | believe that God loves me and cares about me.
o Strongly Agree
Moderately Agree
Agree
Disagree
Moderately Disagree
Strongly Disagree
23. | feel that life is a positive experience.
Strongly Agree
Moderately Agree
Agree
Disagree
Moderately Disagree
o Strongly Disagree
24. 1 believe that God is impersonal and not interested in my daily situations.
o Strongly Agree
Moderately Agree
Agree
Disagree
Moderately Disagree
Strongly Disagree
25. | feel unsettled about my future.
Strongly Agree
Moderately Agree
Agree
Disagree
Moderately Disagree
o Strongly Disagree
26. I have a personally meaningful relationship with God.
Strongly Agree
o Moderately Agree
o Agree
o Disagree
©)
©)

0 O O O O

o O O O O

(@]

o O O O

O O O O O

O

@)
©)
@)
@)

O

Moderately Disagree
Strongly Disagree

187



27. 1 feel very fulfilled and satisfied with life.
o Strongly Agree

Moderately Agree

Agree

Disagree

Moderately Disagree
o Strongly Disagree

28. 1 don’t get much personal strength and support from God.
o Strongly Agree

Moderately Agree

Agree

Disagree

Moderately Disagree

Strongly Disagree

29. | feel a sense of well-being about the direction my life is headed.

Strongly Agree

Moderately Agree

Agree

Disagree

Moderately Disagree
o Strongly Disagree

30. I believe that God is concerned about my problems.
o Strongly Agree

Moderately Agree

Agree

Disagree

Moderately Disagree
o Strongly Disagree

31. 1 don’t enjoy much about life.
o Strongly Agree

Moderately Agree

Agree

Disagree

Moderately Disagree
o Strongly Disagree

32.1don’t have a personally satisfying relationship with God.
o Strongly Agree

Moderately Agree

Agree

Disagree

Moderately Disagree

©)
©)
©)
©)

o O O O O

(@]

o O O O

©)
©)
©)
©)
©)
©)
©)
©)

©)
@)
@)
@)



o Strongly Disagree
33. | feel good about my future.
o Strongly Agree
o Moderately Agree
o Agree
o Disagree
o Moderately Disagree
o Strongly Disagree
34. My relationship with God helps me not to feel lonely.
o Strongly Agree
Moderately Agree
Agree
Disagree
Moderately Disagree
Strongly Disagree
35. | feel that life is full of conflict and unhappiness.
Strongly Agree
Moderately Agree
Agree
Disagree
Moderately Disagree
Strongly Disagree
36. I feel most fulfilled when I’m in close communion with God.
Strongly Agree
Moderately Agree
Agree
Disagree
Moderately Disagree
Strongly Disagree
37. Life doesn’t have much meaning.
Strongly Agree
Moderately Agree
Agree
Disagree
Moderately Disagree
o Strongly Disagree
38. My relation with God contributes to my sense of well-being.
o Strongly Agree
o Moderately Agree
o Agree
o Disagree

©) O O O O O O o O O O O

O O O O O

o O O O O
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o Moderately Disagree
o Strongly Disagree

39. | believe there is some real purpose for my life.
o Strongly Agree

Moderately Agree

Agree

Disagree

Moderately Disagree

Strongly Disagree

O O O O O

Participant Demographics
Please answer the following demographic questions.

40. The organization you work for is in which of the following sectors?
Retired or currently unemployed

Public/Government

Private

Not-for-profit

Faith-based/Religious

Other

0O O O O O O

41. The industry you work for is primarily in which of the following categories?

Retired or currently unemployed
Other

Agriculture
Arts/Entertainment/Recreation
Computer/Technology/Software
Education — Elementary/Secondary
Education — College/University/Adult Education
Education — Other

Finance/Insurance
Government/Public Administration
Healthcare

Hotel/Food Services

Information Services/Data Processing
Legal Services

Manufacturing

Military

Publishing

Real Estate

Religion/Faith-based

0 0 0 O O O o o o o o o o o o o o o o
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Retail
Scientific or Technical Services
Social/Human Services
Telecommunications
Transportation
Utilities
o Wholesale

42. Which of the following best describes your position/role in your organization?

(Please check all that apply)

o Retired or currently unemployed

President
Vice President
Director
Manager
HR Generalist
HR Assistant/Administrative
HR Business Partner
HRIS Administrator
Compensation/Benefits/Total Rewards
Employee Relations
Recruitment/Talent Acquisition
Training/Organizational Development
Other

O 0O O O O O

0O 0O 0O O o o o O o o o0 o o

Other (please specify your role in the organization)

43. Which of the following best describes your years of work experience in human
resources?
o 0-2years
3—5years
6 — 10 years
11 — 15 years
16 — 20 years
21 — 25 years
More than 25 years

O O O O O O



44. What is the highest level of education you have completed?
High School or equivalent

©)

O O O O O

(@]

Associates Degree
Bachelor’s Degree
Master’s Degree
Doctoral Degree

Professional Degree (M.D., J.D., etc.)

Other

45. What is your gender?

@)
@)
@)

Male
Female
Prefer not to answer

46. What is your age?

o

0O 0O 0O o0 O O O O o o o o

21 — 25 years of age
26 — 30 years of age
31 — 35 years of age
36 — 40 years of age
41 — 45 years of age
46 — 50 years of age
51 — 55 years of age
56 — 60 years of age
61 — 65 years of age
66 — 70 years of age
71— 75 years of age
Over 75

Prefer not to answer
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Appendix D: Permission Letter for the Spiritual Well-being Scale (SWBS)

Name Dianne Stains

Email dianne.stains@waldenu.edu

Subject  Use of the SWBS for Dissertation Research
Dr. Ray Paloutzian,

| am a PhD candidate at Walden University working on my dissertation.
Thank you for all of the information you have provided on your Spiritual
Well-being Scale. It has been useful as I have gone through my PhD work
and research since | have a great deal of interest in this topic. | am writing
my dissertation, the focus of which is the relationship between spiritual well-
being and engagement and meaningfulness in the workplace. My intent is to
combine three scales/questionnaires (one that measures engagement, one that
measures meaningfulness, and one that measures spiritual well-being) into
one online survey to send to the participants.

| have secured permission to use a scale for engagement and a questionnaire
for workplace meaningfulness from the authors of those measurements. |
would very much like to use your SWBS for my measurement of that
research variable; however, it is not practical to use a paper and pencil scale
for my research. | need to find one that can be incorporated into my online
survey. My question is whether | am able to purchase your scale and
incorporate the questions into my online survey? | saw on the website where
I could purchase a kit that included the scale and the scoring information,
which I could easily adapt for my online survey. If this is allowable, | would
need your permission in writing to include in my dissertation resources. As |
said, I would very much like to use your instrument as it most closely
matches what | need, but | do need something that | can adapt to an online
format.

Message

If there is any way to work this out, please let me know. Thank you very
much for your consideration of my request.

Dianne Stains

Dianne,

The answer is yes. Please read the below. It explains exactly the answer to your
question. Permission includes that the scale may be included in your dissertation with
standard copyright indication (as appears at the bottom of the PDF or paper copy of the


mailto:dianne.stains@waldenu.edu
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scale), that it may not be otherwise copied, emailed, or given away, and that the website
on which participants fill it out be password protected and that the scale be removed from
it upon completion of data collection. Please also send me the citation data for your
dissertation when it is finished, and a copy of any publication(s) that you may write based
on it, so that | can include them in the research bibliography that comes with the
specimen set listed on the website. May your dissertation go totally glitch free! —Ray P.
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Appendix F: Utrecht Work Engagement Scale (UWES-9) with Public Domain

Permission Statement

Work & Well-being Survey (UWES) ©

The following 9 shmemans are abowr ow you el ar work Planse read ench storement cargfilly and decide jihveu
wvar el iz way abou vour job. [ vou have never had this feeling, cross the "0 (aaro) ;m the space qfter the
statemmerr. [ you have had ths feloe, tndicae how gften you foel it By crossing the nuonber (from 1 to 6) thar best
describs how frequently vou fbel thar wey.
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Appendix G: Work and Meaning Inventory (WAMI) with Public Domain Permission

Statement

The Work and Meaning Inventory. Work can mean a lot of different things to different people.

The following items ask about how you see the role of work in your own life. Please honestly

indicate how true each statement is for you and your work.

7.

8.

9.

. | have found a meaningful career

. | view my work as contributing to my personal growth.

. My work really makes no difference to the world.

.l understand how my work contributes to my life’s meaning.
. I have a good sense of what makes my job meaningful.

. | know my work makes a positive difference in the world.

My work helps me better understand myself.
| have discovered work that has a satisfying purpose.

My work helps me make sense of the world around me.

10. The work | do serves a greater purpose.

Absolutely Mostly

Untruec

T

Untrue

[T LT L% T L T L T

Neither
True nor
Untrue

W W W W W W

Mostly Absolutely

Truc

B kR B & B B &

Truc

L 5

@ 2011 Michael F. Steger. The Work and Meaning Inventory (WAMI) can be used in research and educational capacities
without restriction. Permission for commercial or revenue-generating applications of the WAMI must be obtained from
Michael F. Steger prior to use.



