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ABSTRACT 

        In India, spirituality is regarded as a personal issue and frequently has a religious 

connotation. Spirituality is a phenomenon that gives life purpose to live. Employers can motivate 

their staff mentally and physically by infusing spirituality into the workplace. The organizational 

culture, built on fundamental values like loyalty, integrity, compassion, and trust, reflects 

workplace spirituality. Growing benefits of “workplace spirituality” have been recognized at 

individual and organizational levels. Still, there is a lack of empirical studies that investigate 

how “workplace spirituality” enhances “organizational commitment” via a mechanism of “job 

satisfaction”, especially in the case of the MSMEs sector. The purpose of the current study is to 

address this knowledge gap by providing empirical evidence that job satisfaction mediates the 

link between “workplace spirituality” and “organizational commitment. So, by identifying the 

areas that need to be focused on, the links between “job satisfaction”, “workplace spirituality”, 

and “organizational commitment” among employees of MSMEs can contribute to improving the 

performance of MSMEs. Hopefully, this study will enlighten Indian firms on integrating spiritual 

practices at the workplace to foster employees’ job satisfaction and organizational commitment. 
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1. INTRODUCTION 

The rapid changes brought about by globalization have changed the workplace 

environment, which may hurt employees. The corporate world is significantly impacted by 

changes that occur at the political, social, economic, and cultural levels. All industries are 

experiencing increased competitiveness due to the unstable global economy recently brought on 

by the disastrous effects of the coronavirus pandemic (Greenhaus & Callanan, 2013).  

These changes necessitate updating the concept of what constitutes work. Innovation, 

vocational flexibility, and continual learning are currently highlighted as the elements of success 
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in a modern economy. Employee dedication to their organizations, initiative and receptivity to 

new experiences are becoming increasingly demanded. Firms must ensure that their staff 

members bring their entire selves to work rather than simply their muscles and intellect because 

of the new challenges in the workplace.  

These requirements indicate that intelligence and spirituality should be productively 

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

should be the center of attention. 

In India, spirituality is regarded as a personal issue and frequently has a religious 

connotation. Spirituality is a phenomenon that gives life purpose to live. Workplace spirituality 

is not about converting an individual to a particular religion or belief system (Laabs, 1995; 

Cavanagh, 1999; Robbins & Judge, 2019).  

It may be founded on one's values and philosophical beliefs rather than having anything 

to do with any religious tradition. It targets people who see themselves as spiritual beings whose 

souls need to be fed at work, who yearn for meaning and purpose in their work, and who feel 

connected to the rest of the workplace community. At both the individual and organizational 

levels, there has been growing recognition of the advantages of workplace spirituality. Still, there 

is a lack of empirical studies that examine how workplace spirituality enhances organizational 

commitment via a mechanism of job satisfaction, especially in the case of the MSME sector. The 

current paper intended to fill this gap and presented empirical evidence to show how job 

satisfaction mediates the relationship between workplace spirituality and organizational 

commitment. 

 

2. REVIEW OF LITERATURE 

2.1 Workplace spirituality (WPS) 

Workplace spirituality is a concept used to describe how employees feel when they are 

energetic and passionate about what they do, when they find meaning and purpose in it when 

they feel free to express themselves entirely at work, and when they feel connected to their 

fellows (Kinjerski & Skrypnek, 2004). Workplace spirituality can be seen as a person's 

perception of belongingness and togetherness with coworkers and his deeper values (Kreitner & 

Kinicki, 2010).  

Finding significance in one's work, forging close bonds with coworkers and those 

connected to it, and demonstrating a solid alignment between one's core beliefs and business 

ideals are all part of workplace spirituality (Mitroff & Denton, 1999).  

When workers are free to bring their spiritual selves to work, they become more 

inventive, which fosters satisfaction (Turner, 1999). The organizational culture, built on 

fundamental values like loyalty, integrity, compassion, and trust, reflects workplace spirituality.  

 

“Dimensions” of WPS in the present study 

• Meaningful work: This aspect considers that workers value their jobs for motives other 

than monetary compensation (Albuquerque et al., 2014), and they have inner drives, 

truths, and wants that compel them to engage in activities that have more profound 

importance for their lives and the lives of others. 

• Sense of community: Having a strong bond with people or a close relationship with 

them is a crucial aspect of  WPS. The foundation of a “sense of community” at work is 

the conviction that individuals perceive themselves as interconnected and that there is 

some connection between one's inner self and the inner selves of others. 

• Alignment of values: This third essential element of  WPS refers to how employees 

perceive the compatibility of their personal beliefs with the objectives and values of their 

company. The term "alignment" refers to workers' conviction that their organization's 

leaders maintain moral principles and are morally upright and concerned for the welfare 

of their workforce and the community (Ashmos & Duchon, 2000). 

 

2.2 Job satisfaction  
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“Job satisfaction”  is one of the most commonly investigated variables in organizational 

behaviour (Van Ham et al., 2014). It is a complex term with many facets. Several distinct 

definitions are mentioned in the literature. Still, Locke's (1976) definition of "job satisfaction" is 

the most popular and widely referred to, as his description of the term "job satisfaction" is very 

comprehensive, including job characteristics and work environment.(Adio & Popoola,2010; 

González et al., 2006)).  He expressed job satisfaction as "a pleasurable or positive emotional 

state resulting from the appraisal of one's job or job experiences". 

 

2.3 Organizational commitment 

"Organizational commitment" refers to a member's psychological outlook on their 

affiliation to their company. Allen  & Meyer (1990) conceptualized organizational commitment 

at three levels: Affective, normative and continuance. 

• Affective commitment is the emotional bond that an individual feels toward a firm. 

There is a great possibility that an employee with an exceptionally high degree of 

"affective commitment" will work for the organization for an extensive period. 

• Continuance commitment: This kind of commitment makes an employee feel that 

quitting the firm would be expensive.  

• Normative commitment: A person is considered to have a normative commitment if 

they continue working for their employer out of a sense of duty. It Invokes a feeling 

of indebtedness among employees by making them aware of the firm’s contribution 

to their development. It can persuade them to stay with an organization through thick 

and thin. 

 

Hypotheses formulation 

 2.4 Workplace Spirituality and job satisfaction 

A sense of purpose in work allows employees to express themselves. Besides this, when 

employees believe their work roles are significant in the organization, they attempt to analyze the 

problems more rigorously and seek new solutions. In this way, meaningful work satisfies the 

inner needs of employees and ultimately leads to their job satisfaction. The researchers (Sony & 

Mekoth, 2019) also found in their study that meaningful work, a sense of transcendence and 

mindfulness(dimensions of WPS) significantly impact job satisfaction and the performance of 

employees. Similarly, Hassan et al. (2016) revealed in their study that a sense of compassion and 

alignment of personal and organizational values significantly impact employees' job satisfaction. 

Furthermore, other studies suggested that workplace spirituality contributes to achieving a sense 

of meaning and purpose, fosters creativity, and ultimately increases job satisfaction and 

organizational commitment(Pawar, 2009; Shivani Belwalkar, 2018). In light of the above 

justification hypothesis, H1 is proposed 

 

H1: Workplace spirituality has a positive and significant  impact on the job satisfaction of 

employees 

 

2.5 “Job Satisfaction” and “Organizational Commitment” 

The study of the relationship between “job satisfaction” and “organizational 

commitment” is of utmost importance for an organization to promote the organization's 

performance. Gunu et al. (2010) revealed that job satisfaction is a stronger predictor of 

organizational commitment. Similarly, the study of Feinstein and Vondrasek (2001) also 

provided evidence of the positive impact of “job satisfaction” on “organizational commitment” 

in the case of restaurant employees. According to Azeem (2010), organizations can increase 

organizational commitment among their staff by fostering job satisfaction by establishing 

practical training and development programs. Eliyana & Ma’arif (2019) found that organizations 

can promote job satisfaction by infusing transformational leadership, which enhances 

organizational commitment and work performance. In light of the above justification hypothesis, 

H2 is proposed. 
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H2:  “Job satisfaction” has a positive and significant  impact on the “organizational 

commitment” of employees 

 

2.6 “Workplace Spirituality” and “organizational commitment.” 

Workplace spirituality promotes organizational commitment among employees by 

providing them with an environment of trust, belongingness, care and altruism. When employee 

experience that management take care of their inner needs and believe in their inner selves, they 

are motivated to stay in the organization for a more extended period. The feeling of 

belongingness with co-fellows also makes them glued to their organization. Employees who 

perceive congruency between their and organizational values feel more committed to their 

organization( Regu and Cunha, 2008; Campbell & Hwa, 2014). Milliman et al.(2003) also found 

in their study that the workplace spirituality dimension(“ meaningful work”, “sense of 

community,” and “alignment with organizational values”) leads to promoting organizational 

commitment, which eventually enhances organizational performance. Rego and Cuna(2008) also 

reported a positive relationship between workplace spirituality and organizational commitment. 

Kulshrestha  & Singhal. (2022)  study also confirmed the positive effect of workplace spirituality 

on organizational commitment. In light of the literature mentioned above review, hypothesis H3 

is proposed. 

 

H3: Workplace spirituality has a positive and significant impact on organizational 

commitment  

 

2.7 Workplace spirituality, job satisfaction and organizational commitment 

WPS enhances the job satisfaction of employees by providing them with a sense of 

meaningful work  (Dubey, P., Pathak, 2020; Rahman et al., 2019), and a study of literature 

shows that job satisfaction promotes organizational commitment (Ismail  & Razak, 2016). 

Literature shows that employee job satisfaction and organizational commitment are closely 

related (Azeem, 2010; McNeese-Smith, 1996; Gunlu et al., 2010). WPS leads to job satisfaction 

by creating a culture of trust, openness, altruism, empathy and respect for others( Mukherjee, 

2018). WPS aspects are crucial for meeting employees' inner needs, and they greatly aid in 

realizing the importance of organization and make them obliged and loyal towards their 

organization (Al-Aameri,2000). Therefore, when employees are satisfied with their jobs, they 

will be highly motivated to stay in the organization longer. In light of the above justification 

hypothesis, H4 is proposed. 

 

H4: “Job satisfaction” mediates the relationship between “workplace spirituality” and  

“Organizational commitment”. 

 

3. RESEARCH METHODOLOGY 

3.1 “Population, sample and sampling technique” 

The population for the present study is all employees of MSMEs of the Uttarakhand state. 

The questionnaires were sent to a sample of 390 employees selected using the multistage 

purposive sampling technique. But only 240 filled questionnaires were received back. 

 

3.2 Research instruments 

The items for the construct “workplace spirituality” were adapted from a scale developed 

by Ashmos & Duchon (2000) & Milliman et al. (2003). Job satisfaction was measured using the 

scale of Wright et al. (1998). While items to measure construct “Organizational commitment” 

were adapted from a scale developed by Allen & Meyer (1990). 

 

4. DATA ANALYSIS 

Table 1: “Demographics features of the sample”. 
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4.1 Assessment of the “measurement model”  

The “measurement model” assessment is the first phase in “Structural equation modelling 

analysis”. It includes an examination of the reliability and validity of each construct. 

 

4.1.1 Reliability and Validity 

The reliability of each construct was examined individually with the help of “Cronbach 

alpha(α)” and “composite reliability (CB)”. According to the criterion(Hair et al., 2019), the 

“alpha value” and “composite reliability” of each construct should be greater than 0.70. As 

depicted in Table 2, all “alpha value” and “composite reliability” values are more significant 

than the threshold limit. Thus, all constructs used in the questionnaire for the present study are 

reliable. 

Table 2: “Reliability and validity” 

Second 

order 

constructs 

First order 

constructs 

Items 

loading 

Construct 

items loading 

(Outer 

loading) 

“Cronbach's 

Alpha (α)” 

“Composite 

reliability 

(CB)” 

“Average 

Variance 

Extracted 

(AVE)” 

 

Job 

satisfaction 

JBS1 0.740 

0.850 0.890 0.675 

JBS2 0.709 

JBS3 0.799 

JBS4 0.750 

JBS5 0.867 

Organization

al 

commitment 

OCOMT1 0.876 

 

0.905 

 

0.910 

 

0.670 

OCOMT2 0.796 

OCOMT3 0.856 

OCOMT4 0.781 

OCOMT5 0.793 

OCOMT6 0.806 

OCOMT7 0.764 

OCOMT8 0.831 

Workplace 

spirituality 

Meaningful 

work 

MFW1 0.890 

0.878 0.899 0.605 MFW2 0.806 

MFW3 0.789 

Demographic variables category Frequency Frequency  

Gender  Male  158 66% 

 Female  82 34% 

Age 21- 30 years 53 22% 

 31 to 40 years 108 45% 

 41 to 50 years 43 18% 

 Above 50 years 36 17% 

Types of organization Manufacturing 156 65% 

Service 84 35% 

Educational Qualification Graduation  43 18% 

Post Graduation  96 40% 

Professional / ITI 101 42% 

Experience in organization  2 years to 5 years 67 28% 

6 years to  9 years 82 34% 

10 and above than 10 years 91 38% 

Designation  Senior manager  72 30% 

 Manager  101 42% 

 Supervisor/ officer 67 28% 
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MFW4 0.796 

MFW5 0.801 

MFW6 0.889 

Sense of 

community 

SOCT1 0.780 

0.901 0.910 0.620 

SOCT2 0.890 

SOCT3 0.789 

SOCT4 0.834 

SOCT5 0.767 

SOCT6 0.821 

SOCT7 0.765 

Alignment 

of values 

AMOV1 0.865 

0.885 0.906 0.598 

AMOV2 0.789 

AMOV3 0.853 

AMOV4 0.763 

AMOV5 0.845 

AMOV6 0.761 

AMOV7 0.809 

AMOV8 0.849 

 

4.1.2 Convergent validity 

“Convergent validity” examines whether constructs of study measure what they are 

purposed to measure. To ensure the “convergent validity” of the construct, items loading and the 

“Average Variance Extracted (AVE)” value of each construct are to be examined. As per the 

criterion (Hair et al., 2019), each item loading should be greater than 0.70, and each construct's 

AVE must be greater than 0.50. Table 2 revealed that each item loading is more significant than 

0.70, and the AVE of each construct is more critical than 0.50. This indicates all constructs have 

good convergent validity. 

 

4.1.3 Discriminant Validity 

It refers to how much the measurements of a given construct differ from those of other 

constructs in the same model. To Examine the “discriminant validity” of the construct, “Fornell 

Larker Criterion” and “Hetero trait–Mono trait Ratio (HTMT)” are typically used. 

“Fornell and Larcker (1981”) state that the square root of the AVE must be greater than its 

squared correlations with other latent variables in the model. Table 3 reveals that bold values in 

the matrix satisfy the “Fornell and Larcker (1981) criterion”. 

 

Table 3: Fornell Larker Criterion 

       

 AMOV JBS MFW OCOMT SOCT 

AMOV 0.890      
JBS 0.589 0.878     
MFW 0.545 0.690 0.867    
OCOMT 0.530 0.653 0.605 0.769   
SOCT 0.479 0.576 0.589 0.497 0.856  
Note: AMOV=Alignment of values, JBS= Job satisfaction, MFW=Meaningful Work,OCOMT= 

Organizational commitment, SOCT= Sense of community 

 

4.1.4 Hetero trait–Mono trait Ratio (HTMT) 

  This criterion to examine the discriminant validity was given by Henseler et al.(2015). 

According to this criterion, all values in the matrix should be less than 0.850. Table 4 reveals that 

all values in the matrix are less than 0.850. Thus, all constructs have good discriminant validity. 
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Table 4: HTMT criterion 

       

 AMOV JBS MFW OCOMT SOCT 

AMOV      
JBS 0.565      
MFW 0.556 0.645     
OCOMT 0.576 0.768 0.673    
SOCT 0.509 0.505 0.630 0.612   

Note: AMOV=Alignment of values, JBS= Job satisfaction, MFW=Meaningful Work, OCOMT= 

Organizational commitment, SOCT= Sense of community 

4.2 Evaluation of “structural model” 

Before analysing the results of “Structural Equation Modelling”, it is desirable to 

examine the “structural model” to ensure that the model has good “predictive relevance”. The 

“predictive relevance” of the model is reviewed with the help of the coefficient of determination 

and value of Q2.  

 

Table 5: Coefficient of Determination R-square and Q-square 

Dependent constructs R- Square Q-square 

job satisfaction 0.327 0.221 

Organizational commitment 0.467 0.278 

  

The coefficient of determination R2 measures the change in the dependent variable due to 

the difference in the independent variable. Table 5 depicts that workplace spirituality accounts 

for a 46.70% change in organizational commitment and a 32.70% change in job satisfaction. The 

value of Q-square measures the “predictive relevance” of the model. According to the criterion 

(Hair et al., 2019), if the value of Q-square is greater than 0, the model has good “predictive 

relevance”. As shown in Table 5, the Q-square value of all dependent variables is greater than 0. 

Thus, the calculated value of R2 and Q2 indicates that the present model has good “predictive 

relevance”. 

  

4.3 Hypotheses analysis and results (Direct relationship) 

Hypotheses were tested using the bootstrapping method in Smart PLS. The results of the 

hypotheses testing are given in Table 6. H1 proposes that “workplace spirituality” has a 

significant and positive impact on job satisfaction. As shown in Table 6, the results indicate that 

workplace spirituality (WPS) has a significant and positive effect on job satisfaction (t=16.342, 

β=0.572 and p < 0.05), thus supporting hypothesis H1. Similarly, job satisfaction also reported a 

significant positive impact on organizational commitment (t= 6.313, β =0.297 and p <0.05), thus 

supporting the H2. Workplace spirituality (WPS) also reported a significant and positive impact 

on organizational commitment (t=11.076, β=0.469 and p <0.05), thus supporting the H3. 

 

Table 6: Hypotheses testing and results (Direct relationship) 

Effects Hypotheses 
Beta 

value 

T- 

Statistics 

P -

Values 
Remarks 

Workplace spirituality→job 

satisfaction 
HI 0.572 16.342** 0.000 supported 

Job satisfaction→ 

Organizational commitment 

 

H2 
0.297 6.313** 0.000 supported 

Workplace spirituality 

→Organizational commitment 
H3 0.469 11.076** 0.000 supported 

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



Prayukti - Journal of Management Applications                                                     Volume 3, Issue 2, July 2023 

~ 91 ~ 

 
 

4.4 Mediation analysis  

Mediation analysis was carried out to examine the mediating role of job satisfaction in 

the relationship between WPS and Organizational commitment using the bootstrapping 

procedure (Hair et al., 2019). The indirect effect shows that with the inclusion of the mediating 

variable job satisfaction, the effect of WPS on organizational commitment was still significant 

(t=5.378, β= 0.170 and p<0.05), which shows a mediating effect of Job satisfaction. The direct 

effect must be examined to check whether this mediation is partial or full. In direct effect, the 

mediator is excluded. As shown in Table 7, the direct effect is also significant (t=11.078, 

β=0.469 and p<0.05), which indicates that the variable “job satisfaction” partially mediates the 

relationship between WPS and organizational commitment. The value of “variance Accounted 

For (VAF)” calculated by using the following formula (Hair et al., 2019) also confirmed partial 

mediation since VAF is more significant than 0.20. 

VAF= Indirect effect/total effect= (0.170/0.639) = 0.266 

Hence H4 was supported. 

 

Table 7: Mediation analysis results 

Hypothesis Effect 
Path 

coefficient 

t-

statistics 

P- 

values 
Result Remarks 

H4 

WPS→JB→OCOMT 

 

Total 

effect 
0.639 20.076** 0.00 significant 

Accepted 
Indirect 

effect 
0.170 5.372** 0.00 significant 

Direct 

effect 
0.469 11.078** 0.00 significant 

 

Note- ** indicates results are significant at 0.05 level of significance, WPS= workplace 

spirituality, JB= job satisfaction, OCOMT =Organizational commitment. 

 

5. DISCUSSION AND CONCLUSIONS 

This study offered four important findings. The study's first finding showed a positive 

association between WPS and “job satisfaction” (JB). This finding aligns with Sony and 

Mekoth's (2019) findings, who revealed in their study that WPS significantly impacts employee 

JB and improves job performance. Thus, the current study results imply that an employee who 

feels that his work is important and meaningful in his life and views his values are aligned with 

organizational values will have a variety of favourable attitudes about their job.  
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Second, the research's findings confirmed the results of Bashir & Gani (2020) and 

Pratama et al. (2022) by demonstrating a favourable relationship between Job satisfaction and 

organizational commitment. This result implies that management should ensure employees' job 

satisfaction to promote organizational commitment. The third finding of the current study shows 

that WPS enables organizational commitment, thus supporting the results of Hisam's (2021) and 

Yuan's (2022) studies. So, results imply that employee who can integrate their spiritual self with 

their organization is more likely committed to their organizations. The last finding of the study 

revealed that “Job satisfaction” partially mediates the relationship between workplace spirituality 

and organizational commitment. 

 

5.1 Implications 

  The results of the present study contribute to the existing literature on workplace 

spirituality by showing its impact on job satisfaction and organizational commitment of 

employees of MSMEs. The study's findings suggest that MSME executives should promote 

spiritual practices at work to enhance employees' job satisfaction. The executives of MSMEs 

should promote spiritual practices at work by assigning meaningful work to employees, 

arranging yoga and meditation classes, and incorporating spiritual practices in their mission and 

culture so that employees can feel that their employer cares for their inner(spiritual) needs and 

can perceive a sense alignment between their values and organizational values. The training 

programmes should be tailored to provide meaning to work. So, by identifying the areas that 

need to be focused on, the links between job satisfaction, workplace spirituality, and 

organizational commitment of employees of MSMEs can contribute to improving the 

performance of MSMEs. Hopefully, this study will enlighten Indian firms on integrating spiritual 

practices at the workplace to foster employees’ job satisfaction and organizational commitment. 

An increase in organizational commitment and job satisfaction of employees ultimately leads to 

enhancing organizational performance. So, by promoting workplace spirituality, MSME 

executives may improve the performance and effectiveness of their firms. 

 

6. SHORTCOMINGS OF STUDY AND SCOPE OF FURTHER RESEARCH  

This study scope is limited to employees of MSMEs of Uttarakhand state of India, so 

before generalizing the results, the model of the current study should be validated in various 

country contexts and sectors. Additionally, as this is a cross-sectional study, a longitudinal study 

should be used to validate. 

 

7. BIBLIOGRAPHY 

Aboobaker, N., Edward, M., & Zakkariya, K. A. (2020). Workplace spirituality, work-family 

conflict and intention to stay: An intrinsic motivational perspective among teachers. 

Journal of Applied Research in Higher Education, 12(4), 787–801. 

https://doi.org/10.1108/JARHE-07-2018-0160/FULL/XML 

Al-Aameri, A. S. (2000). Job satisfaction and organizational commitment for nurses. Saudi 

Medical Journal, 21(6), 531-535. 

Albuquerque, I. F., Cunha, R. C., Martins, L. D., & Sá, A. B. (2014). Primary health care 

services: Workplace spirituality and organizational performance. Journal of 

Organizational Change Management, 27(1), 59–82. https://doi.org/10.1108/JOCM-11-

2012-0186 

Allen, N. J., & Meyer, J. P. (1990). The measurement and antecedents of affective, continuance 

and normative commitment to the organization. Journal of Occupational Psychology, 

63(1), 1-18. 

Ashmos, D.P. & Duchon, D. (2000). Spirituality at work: A conceptualization and measurement. 

Journal of Management Inquiry, 9(2), 135–145. 

https://doi.org/https://doi.org/10.1177%2F105649260092008 



Prayukti - Journal of Management Applications                                                     Volume 3, Issue 2, July 2023 

~ 93 ~ 

Atika, O., Junaedi, A. T., Purwati, A. A., & Mustafa, Z. (2022). Work Discipline, Leadership, 

and Job Satisfaction on Organizational Commitment and Teacher Performance of State 

Junior High School in Bangko District, Rokan Hilir Regency. Journal of Applied 

Business and Technology, 3(3), 251-262. 

Azeem, S. M. (2010). Job satisfaction and organizational commitment among employees in the 

Sultanate of Oman. Psychology, 1(4), 295-300. 

Bashir, B., & Gani, A. (2020). Testing the effects of job satisfaction on organizational 

commitment. Journal of Management Development, 39(4), 525-542. Testing the effects 

of job satisfaction on organizational commitment. Journal of Management Development, 

39(4), 525-542. 

Brar, V., Kumar, A. & Wadajkar, V. (2019). Impact of workplace discrimination on employee 

wellbeing. Vidyabharati International Interdisciplinary Research Journal, 9(2), 222-226. 

DOI: https://doi.org/10.5281/zenodo.6667083 
Campbell, J. K., & Hwa, Y. S. (2014). Workplace spirituality and organizational commitment 

influence on job performance among academic staff. Journal Pengurusan, 40(4), 115-

123. 

Cavanaugh, J. C., & Blanchard-Fields, F. (2006). Adult development and ageing (5th ed.). 

Belmont: Thomson Wadsworth. Massachusetts: M. E. Sharpe. 

Dadas, A. B., & Kumar, A. (2017). Smartphones - Curse or boon for productivity at workplace. 

MERC Global’s International Journal of Social Science & Management, 4(4), 113-115. 

DOI: https://doi.org/10.5281/zenodo.6685838 
Dubey, P., Pathak, A. K. & S. K. K. (2020). Correlates-Of-Workplace-Spirituality-On-Job-

Satisfaction-Leadership-Organisational-Citizenship-Behaviour-And-Organisational-

Growth-A-Literature-based-Study- International Journal of Scientific & Technology 

Research, 9(4), 1493–1502. 

Eliyana, A., & Ma’arif, S. (2019). Job satisfaction and organizational commitment effect in the 

transformational leadership towards employee performance. European Research on 

Management and Business Economics, 25(3), 144-150. 

Feinstein, A.H. and Vondrasek, D. (2001).A study of relationships between job satisfaction and 

organizational commitment among restaurant employees. Journal of Hospitality, 

Tourism, and Leisure Science, 702(1), 895-1795. 

Fornell, C. & Larker, D. F. (1981). Evaluating Structural Equation Models with Unobservable 

Variables and Measurement Error. Journal of Marketing Research, 18(1), 39–50. 

http://www.jstor.org/stable/3151312 

Fry, L. W. (2003). Toward a theory of spiritual leadership. Leadership Quarterly, 14(6), 693–

727. https://doi.org/10.1016/j.leaqua.2003.09.001 

Garcia-Zamor, J. C. (2003). Workplace Spirituality and Organizational Performance. In Public 

Administration Review 63( 3), 355–363). Blackwell Publishing Ltd. 

https://doi.org/10.1111/1540-6210.00295 

González, J. V., & Garazo, T. G. (2006). Structural relationships between organizational service 

orientation, contact employee job satisfaction and citizenship behaviour. International 

journal of service industry management, 17(1), 23-50. 

Greenhaus, J. H., & Callanan, G. A. (2013). Career dynamics. In B. Weiner (ed.). Handbook of 

Psychology (pp.593- 614). USA: John Wiley & Sons. 

Gunlu, E., Aksarayli, M., & Percin, N. Ş. (2010). Job satisfaction and organizational 

commitment of hotel managers in Turkey. International Journal of Contemporary 

Hospitality Management. 

Hair, J. F., Sarstedt, M., & Ringle, C. M. (2019). Rethinking some of the rethinkings of partial 

least squares. European Journal of Marketing, 53(4), 566–584. 

https://doi.org/10.1108/EJM-10-2018-0665 



Examining the mediating role of job satisfaction in the relationship between workplace…                  Rani & Rani 

~ 94 ~ 

Harter, J. K., Schmidt, F. L., & Hayes, T. L. (2002). Business-unit-level relationship between 

employee satisfaction, employee engagement, and business outcomes: a meta-analysis. 

Journal of Applied Psychology, 87(2), 268. 

Hassan, M., Bin Nadeem, A., Akhter, A., & Zulfiqar Ali, S. (2016). Impact of workplace 

spirituality on job satisfaction: Mediating effect of trust. 

https://doi.org/10.1080/23311975.2016.1189808 

Henseler, J., Ringle, C. M., & Sarstedt, M. (2015). A new criterion for assessing discriminant 

validity in variance-based structural equation modelling. Journal of the Academy of 

Marketing Science, 43(1), 115–135. https://doi.org/10.1007/S11747-014-0403-

8/FIGURES/8 

Hisam, M. W. (2021). Impact of workplace spirituality on organizational commitment–a study in 

an emerging economy. Turkish Journal of Computer and Mathematics Education 

(TURCOMAT), 12(4), 984-1000j 

Hunsaker, W. D., & Ding, W. (2022). Workplace spirituality and innovative work behaviour: the 

role of employee flourishing and workplace satisfaction. Employee Relations, ahead-of-

print(ahead-of-print). https://doi.org/10.1108/ER-01-2021-0032/FULL/XML 

Ismail, A., & Razak, M. R. A. (2016). Effect of job satisfaction on organizational commitment. 

Management & Marketing Journal, 14(1). 

Joelle, M., & Coelho, A. (2019). The impact of a spiritual environment on performance mediated 

by job resourcefulness. International Journal of Workplace Health Management, 12(4), 

267–286. https://doi.org/10.1108/IJWHM-05-2018-0058/FULL/XML. 

Kinjerski, V. M., & Skrypnek, B. J. (2004). Defining spirit at work: finding common ground. 

Journal of Organizational Change Management, 17, 26-42 

Kreitner, R., & Kinicki, A. (2010). Organizational behaviour (9th ed.). New York: McGraw-

Hill.? 

Kulshrestha, S., & Singhal, T. K. (2022). Workplace spirituality and employee commitment; a 

critical review of contemporary literature. Cardiometry, (23). 

Laabs, J. J. (1995). Balancing spirituality and work. Personnel Journal, 74(9), 60-72. 

McNeese-Smith, D. (1996). Increasing employee productivity, job satisfaction, and 

organizational commitment. Journal of Healthcare Management, 41(2), 160-175 

Milliman, J., Ferguson, J., Trickett, D., & Condemi, B. (1999). Spirit and community at 

Southwest Airlines: An investigation of a spiritual values-based model. Journal of 

Organizational Change Management, 12(3), 221–233. 

https://doi.org/10.1108/09534819910273928 

Mitroff, I. I., & Denton, E. A. (1999). A study of spirituality in the workplace. MIT Sloan 

Management Review, 40(4), 83. 

Moorman, R. H. (1993). The influence of cognitive and affective based job satisfaction measures 

on the relationship between satisfaction and organizational citizenship behaviour. Human 

Relations, 46(6), 759-776. 

Mukherjee, U. (218). Influence of Workplace Spirituality on Job Satisfaction: A study among 

Employees working in the IT Industry in India. International Journal of Management 

Studies, 3(5),1-8.  doi.org/10.18843/ijms/v5i3(5)/01 

Osman-Gani, A. M., Hashim, J., & Ismail, Y. (2013). Establishing linkages between religiosity 

and spirituality on employee performance. Employee Relations, 35(4), 360–376. 

https://doi.org/10.1108/ER-04-2012-0030 

Pawar, B. S. (2009). Individual spirituality, workplace spirituality and work attitudes: An 

empirical test of direct and interaction effects. Leadership and Organization 

Development Journal, 30(8), 759–777. https://doi.org/10.1108/01437730911003911 



Prayukti - Journal of Management Applications                                                     Volume 3, Issue 2, July 2023 

~ 95 ~ 

Petchsawanga, P., & Duchon, D. (2009). Measuring workplace spirituality in an Asian context 

Measuring. Human Resource Development International, 459–468. 

https://doi.org/10.1080/13678860903135912 

Pratama, E. N., Suwarni, E., & Handayani, M. A. (2022). The Effect Of Job Satisfaction And 

Organizational Commitment On Turnover Intention With Person Organization Fit As 

Moderator Variable. Aptisi Transactions on Management (ATM), 6(1), 74-82 

Purandare, S., & Kumar, A. (2021). Organizational justice and its impact on motivation level 

among Indian employees. Empirical Economics Letters, 20 (Special Issue 5), pp. 367-

373. DOI: https://doi.org/10.5281/zenodo.7578570 
Purandare, S., & Kumar, A. (2021). Role of emotional intelligence on employee effectiveness in 

Indian information technology companies. Empirical Economics Letters, 20(Special 

Issue), 233-241. DOI: https://doi.org/10.5281/zenodo.6883403 
Rego, A., & P. E. Cunha, M. (2008). Workplace spirituality and organizational commitment: An 

empirical study. Journal of Organizational Change Management, 21(1), 53–75. 

https://doi.org/10.1108/09534810810847039 

Risman, K. L., Erickson, R. J., & Diefendorff, J. M. (2016). The impact of person-organization 

fit on nurse job satisfaction and patient care quality. Applied Nursing Research, 31, 121-

125. 

Robbins, S. P., & Judge, T. A. (2019). Organizational Behavior (16th ed.). USA: Pearson. 

Shankar Pawar, B. (2008). Two approaches to workplace spirituality facilitation: A comparison 

and implications. Leadership and Organization Development Journal, 29(6), 544–567. 

https://doi.org/10.1108/01437730810894195 

Sharma, N., & Singh, R. K. (2020). Workplace spirituality and organizational effectiveness: 

exploration of relationship and moderators. Journal of Management, Spirituality and 

Religion. https://doi.org/10.1080/14766086.2020.1829011 

Shibani belwalkar, veena vohra &ashish pandey. (2018). The Relationship between Workplace 

Spirituality, Job Satisfaction and Organizational Citizenship Behaviors – An Empirical 

Study". Social Responsibility Journal, 14(2), 410–430. 

https://doi.org/https://doi.org/10.1108/ SRJ-05-2016-0096 

Song, H. J., Lee, H. M., Lee, C. K., & Song, S. J. (2015). The role of CSR and responsible 

gambling in casino employees' organizational commitment, job satisfaction, and 

customer orientation. Asia Pacific Journal of Tourism Research, 20(4), 455-471. 

Sony, Michael & Mekoth, N. (2019). The relationship between workplace spirituality, job 

satisfaction and job performance. Int. J. Process Management and Benchmarking, V, 

9(1), 27–46. 

 Turner, J. (1999). Spirituality in the workplace. CA Magazine, 132(10), 41-42. 

Vallabh, P., & Vallabh, G. (2016). Role of Workplace Spirituality in Relationship between 

Organizational Culture and Effectiveness. Management and Labour Studies, 41(3), 236–

243. https://doi.org/10.1177/0258042x16668989 

Van der Walt, F., & De Klerk, J. J. (2014). Workplace spirituality and job satisfaction. 

International Review of Psychiatry, 26(3), 379-389. 

Wagenheim, M., & Anderson, S. (2008). Theme Park employee satisfaction and customer 

orientation. Managing Leisure, 13(3-4), 242-257. 

Wright, T., Psychology, R. C.-J. of applied, & 1998, undefined. (1998). Emotional exhaustion as 

a predictor of job performance and voluntary turnover. Psycnet.Apa.Org. 

https://doi.org/10.1037/0021-9010.83.3.486 

Yuan, M. Z., Chen, H. F., Yang, C. C., Chow, T. H., & Hsu, C. H. (2022). The Relationship 

between Medical Staff’s Emotional Labor, Leisure Coping Strategies, Workplace 

Spirituality, and Organizational Commitment during the COVID-19 Pandemic. 

International Journal of Environmental Research and Public Health, 19(10), 6186. 

 


