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In Search Of Spiritual Workplaces: An Empirical 
Evidence Of Workplace Spirituality And Employee 

Performance In The Indian I.T Industry 
 

SHUBHANGI BHARADWAJ, MOHD. TARIQ JAMAL 
 
Abstract: In this paper, researchers have empirically tested the linkages between workplace spirituality and employee performance among the Indian I.T 
professionals. The paper also aims to check if gender as a moderator strengthens the relationship between workplace spirituality and employee 
performance. Data was collected from 312 employees and was analyzed using structural equation modeling and process macro. The study found a 
significant positive relationship between workplace spirituality and employee performance but gender as an insignificant moderator. The study suggests 
that organizations must understand the importance of transforming dehumanized workplaces into spiritually based workplaces directed towards 
wholeness, spiritual values, relationships, finding meaning, and purpose in doing the work irrespective of the gender differences. Further, the research 
poses various implications for managers and future research.  
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1 INTRODUCTION            
The recent surge in studies across various disciplines by 
(Ashmos & Duchon, 2000; Jurkiewicz & Giacalone, 2004; 
Karakas, 2010; Pfeffer, 2010) contemplates the growing 
interest of workplace spirituality in the present scenario. It has 
been studied that people spend a lot of time at work and even 
then derive an insignificant amount of social identity from their 
work (Cartwright & Cooper, 1997).  (Cartwright & Holmes, 
2006) found 80% of employees lack any real commitment to 
their jobs because of increased stress and work-family conflict 
due to organizational change, longer working hours, and 
increasing job demands. This situation is a result of 
overemphasis by the organizations towards profitability, 
making the work-life unhappy with depleted workers, which in 
turn lead to unethical and deviated behavior. Leaders who 
adopt spirit building instead of spirit deteriorating approach 
can significantly impact the organizational life and ultimately 
organizational success(Pfeffer, 2010). The workplace can be 
spiritual when ―it recognizes 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). 
Workplace spirituality is not about getting transformed into a 
religious belief system(Jean-Claude Garcia -Zamor, 2003) but 
grounded on the theory of values and philosophy. The 
importance of values necessitates the transformation of 
dehumanized workplaces into spiritually based workplaces 
directed towards wholeness, spiritual values, relationships, 
finding meaning, and purpose in doing the work (Weinberg & 
Locander, 2014).   
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Entrepreneurs must promote the sustainable performance of 
employees through sustainable work system mainly 
concentrating on the inner life, meaningful work, and 
community belonging. In the present study, first, researchers 
will attempt to frame formal hypotheses to explore the linkages 
between workplace spirituality and employee performance. 
Secondly, it will assess the moderating effect of gender on 
workplace spirituality and employee performance. Finally, 
empirical research will be conducted to test the proposed 
hypotheses, and implications for research as well as in 
practice will be discussed. 
 

2 THEORETICAL BACKGROUND AND 
HYPOTHESES DEVELOPMENT 
 
Workplace Spirituality 
Spirituality is defined as an internal element, faith, attitude, 
value, or emotion that guides a person’s behavior. It is a 
dimension least concerned with rules or order but more 
directed towards purpose, meaning, and sense of 
community(Ashmos & Duchon, 2000). The concept 
―Spiritualization of society‖ as the fourth wave succeeds 
technological third wave (Toffler, 1980) that focuses on 
creating an environment for the employees to achieve 
congruence between personal and organizational goals that 
leads to the sense of fulfillment in their work life ( F.wagner 
Marsh & Conley, 2006). The concept of workplace spirituality 
is grounded on the self-determination theory propounded by 
(Deci & Ryan, 2000)based on the three elements, namely, 
competence, autonomy, and connectedness that motivate 
people intrinsically and further foster well-being and personal 
growth. From the elements mentioned above of the theory, 
connectedness has been studied rigorously as an important 
dimension of workplace spirituality. (T & Plowman, 2005) gave 
three broad dimensions for workplace spirituality, namely, 
―inner life, meaningful work, and belonging to a community.‖ 
(Milliman, Czaplewski, & Ferguson, 2003) studied workplace 
spirituality in context to three-core dimensions, namely, 
―meaningful work, sense of community, and alignment with the 
organization’s values.‖ 
 
Meaningful work  
It is built on the assumption of inner motivation and desire 
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associated to work bringing greater meaning to peoples lives, 
including joyful and energized work with the motivation to 
come to work every day. The strong connection between 
meaningful work and job embeddedness outlined how deeper 
meaning in the work life make people stay attached to their 
jobs(Rajappan, Nair, Priyadarshini M., & Sivakumar, 2017). 
 
Sense of Community 
It refers to the ―fellowship aspect‖ and a sense of 
connectedness among employees working as a team or in a 
group where they have absolute freedom of expression, 
caring, and supportive colleagues. 
 
Alignment with Organization’s Values  
It is based on the notion that organizations must be ethical and 
work for the betterment of the employees, customers, and 
society. Spirituality is deeply rooted in the everyday work 
relationships. In a study by(Karakas, 2010), the human 
resource perspective of employee well being, the philosophical 
perspective of a sense of purpose and meaning, and the 
interpersonal perspective of sense of connectedness 
summarized the essence of spirituality in workplaces. 
 
Employee Performance  
Why some organizations perform better than others and how 
they become the most preferred employer? The reason could 
depend on varied factors like camaraderie, job security, 
employee benefits(Sarmiento, Beale, & Knowles, 2007), 
working conditions, pay and promotion, fairness (Mahamuda 
Parvin & Kabir, 2011), incentives, and recognition (Tripathi, 
2014)leading to significant relationship with job satisfaction 
and better job performance. The three dimensions of 
employee performance ―task, adaptive, and contextual 
performance‖ were developed and validated by (Pradhan & 
Jena, 2017)to depict the overall employee performance. Task 
performance requires the cognitive ability to perform multiple 
assignments and maintain a high standard of work. (Locke, 
Edwin, Shaw, Karyll, Saari, Lise, & Latham, Gary, 1981) In 
90% of the studies, it has been found that setting up of 
specific, and challenging goals rather than easy goals fosters 
high performance among employees. Task performance is 
related to job-specific behavior as the function of KSA 
(knowledge, skills, and abilities) whereas contextual 
performance is the function of personality, and 
motivation(Reilly & Aronson, 2012). Contextual performance 
includes carrying out the task that does not formally form the 
part of a job to shape the organizational, psychological, and 
social needs of the employees(Borman & Motowidlo, 1997) 
like taking extra responsibility for work not mentioned in the job 
description. Adaptive performance is subjected to how well 
individuals adapt to job requirements and new conditions, and 
alter their behavior by the demands of the new event, task, or 
a situation (Huang, Ryan, Zabel, & Palmer, 2014). The Effect 
of Workplace Spirituality on Employee PerformanceAdherence 
to the spiritual values in the organization makes employees 
satisfied (van der Walt & de Klerk, 2014). Healthy social 
relations, interesting and meaningful work lead to positive 
employee job outcomes. Focusing on mission and values, 
encouraging job autonomy and decision making responsibility, 
collective reward system and the inclusion of self-managed 
teams build the spirit of the employees (Pfeffer, 2010) leading 
to job involvement, organizational commitment, and intrinsic 
work satisfaction (Milliman et al., 2003). (Osman-Gani, 

Hashim, & Ismail, 2013)
 

also found a significant positive 
relationship between spirituality and employee. The sense of 
connectedness and meaningful work were the important 
ingredients found to affect employee commitment, intention to 
quit, self-esteem, intrinsic job satisfaction, and employee 
involvement (Milliman, Ferguson, Trickett, & Condemi, 1999a). 
Spiritual organizations being more participative and more 
compendious in their decision-making can reduce the 
situations of frustration (Kolodinsky, Brown, & Ferris, 2003) 
due to its implications on antisocial and negative behavior 
(Spector, 1978). Managers can elevate the job satisfaction and 
performance of employees by creating an environment where 
they experience high workplace spirituality (Shrestha, 2017). 
When there is a sense of belongingness in the community, and 
people are happy at work, they may not intend to leave the 
organization (Chawla & Guda, 2010). Organizations that fit the 
employees in their work roles, allowing them to express 
themselves, such self-expression plays a very important role in 
creating more engaged employees (May, Gilson, & Harter, 
2004). Employees become ethical, collaborative, and creative 
when they value their work (Gull & Doh, 2004), thereby 
positively leading to personal well being and job performance 
(Neck & Milliman, 1994). Spiritual practices cannot stand-alone 
but must be interwoven into business strategies, business 
practices, and organizational culture (Milliman et al., 1999a). 
Therefore, an organization that induces socialization for social 
interaction between employers and employees creates an 
environment of trust and openness through easy 
dissemination of ideas and information (Garg & Rastogi, 
2006). It also plays an important role in bridging the gap 
between barren and abundant workplaces. So, spiritually 
motivated employees could achieve better performance. 
Therefore, we hypothesize, 

 
  Hypothesis 1: Spiritual workplaces have a positive 

relationship with employee performance.  
 
The Moderating Effect of Gender 
Studies have indicated different levels of workplace spirituality 
among individuals about gender. Men and women give a 
different meaning to their work environment because gender 
socialization makes them build their social identities differently 
leading to varied attitudes and beliefs (Carter, 2014; Vyas-
Doorgapersad, 2017). Gender socialization theory explains 
varying perceptions of men and women regarding workplace 
spirituality. For example, (Bansal, 2015) suggested that 
women are more spiritual than men. (Bansal, 2015) reasoned 
that during the twentieth century, the business was carried out 
mostly by the men and since men are considered to be left 
brained, they focused more on the left-brain perspectives 
namely analytical thinking, reasoning, performance 
management, strategic planning, total quality management, 
profits, and financial results. Things changed in the twenty-first 
century when women started working at key positions. Since 
they are considered to be right brained, they are bringing with 
them new perspectives like spirituality, empathy, compassion, 
and love at the workplaces. (Lysonski & Gaidis, 1991; 
Meredith, 1993; MEYERS LEVY & MAHESWARAN, 2014) 
have reported expressive behaviors, sensitivity, and 
motivational responses vary between male and female 
employees in an organization. Researches on the relationship 
between gender and workplace spirituality have yielded mixed 
results. (Marschke, Preziosi, & Harrington, 2016) found that 
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gender and workplace spirituality are statistically correlated but 
(Indartono, Nafiuddin, K, & R, 2012) found no statistically 
significant association between gender and workplace 
spirituality. According to their results, both male and female 
employees responded equally to workplace spirituality. Results 
also suggested a significant correlation between gender and 
only meaningful work dimension of workplace spirituality. 
Researchers have indicated various studies regarding the 
relationship between gender and employee performance 
(Hendrawijaya, Imsiyah, & Gumanti, 2019). For example, (R. 
Kotur & Anbazhagan, 2014) studied the relationship between 
gender and employee performance. They argue that female 
workers were more productive than male workers. Thus, the 
study would assess the moderating effect of gender and 
workplace spirituality on employee performance. The 
moderators are the third variables that affect the strength of 
the relationship between outcomes and the predictors. Social 
sciences literature indicates that various studies have been 
conducted for the interaction of gender. For example, the 
interaction of workplace spirituality and gender was 
investigated by (Indartono & Wulandari, 2013) on commitment, 
job satisfaction (Sreeja & Mukherjee, 2018), and 
organizational citizenship behavior (Nasurdin, Nejati, & Mei, 
2013). The study will focus on the interaction of workplace 
spirituality and gender on employee performance that makes 
this study different. Therefore, we hypothesize, 
 
Hypothesis 2: Gender moderates the relationship between 
workplace spirituality and employee performance. 
 

3 METHODOLOGY 
 
Population and sampling procedure  
The research involves an online survey method and 
approached various organizations from the I.T. industry in 
India. The study received 352 responses out of which 27 were 
incomplete, and 13 responses were removed through data 
cleaning with zero standard deviation. So, finally, researchers 
were left with a convenience sample of 312 filled 
questionnaires.  
 
Research instruments and study measures 
The research instrument comprised of two parts: Part A 
consisted of 42 questions from validated scales of ―workplace 
spirituality‖ and ―employee performance.‖ Part B consisted of 5 
demographic questions related to age, gender, marital status, 
designation, and years of experience. All the questions were 
rated on a Likert scale, from strongly disagree-1 to strongly 
agree-7. 
 
Several established measures were incorporated: 
 
Workplace spirituality  
To measure workplace spirituality (Milliman et al., 2003) scale 
of workplace spirituality was adopted. There were 21 items 
related to three constructs of ―meaningful work, (MW) sense of 
community (SC), and alignment with organizational values 
(AV).‖ 
 
Employee performance 
To measure employee performance (Pradhan & Jena, 2017) 
scale of employee performance was adopted. The scale 
consists of 21 items relating to three constructs of ―task 

performance (TP), adaptive performance, (AP) and contextual 
performance (CP).‖ Refer to Fig. 1 for conceptual model of the 
study.  

 
Fig. 1. The Conceptual Framework of the Study 

 

 
4 ANALYSES AND RESULTS 
 
Demographic profile of the respondents 
The study received 312 completely filled questionnaires from 
employees holding the managerial and non-managerial 
designation. Table 1 shows, about 72.44 per cent of 
employees were in the range of 25-39 years belonging to 
Generation Y (millennial), and only 0.32 per cent from Baby 
Boomers. Majority of the respondents were male and single, 
representing 67.63 per cent and 80.13 per cent of the sample 
size, respectively. In total, 70.19 per cent of employees were 
working in non-managerial jobs, and 61.86 per cent have 0-3 
years of experience in the organization.  

 
Table1 Demographic profile of the respondents 

Demographic factor                   Total 
 Percentage 

1. Age 
Less than 25years                   80 
 25.64 
25-39 years old                        226 
 72.44 
40-54 years old      5  1.60 
55-75 years old      1  0.32 

2. Gender 
Female   101  32.37 
Male   211  67.63 

3. Marital Status 
Single   250  80.13 
Married     62  19.87 

4. Designation 
Managerial    93  29.81 
Non-Managerial  219                          70.19 

5. Years with the organization 
0-3 years   193 
 61.86 
3-5 years     77 
 24.68 
More than 5 years    42 
 13.46 

 
Table 2 shows the mean value, standard deviations, and 
intercorrelation among the composite variables used to test 
the hypotheses. The highest importance is ascribed to the 
sense of connectedness (mean score=5.1520) followed by 
meaningful work (mean score=5.0000) and least to the 
alignment of organizational values (mean score=4.7957). 
All the dimensions of workplace spirituality are positively 
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related to the dimensions of employee performance: 
meaningful work is positively associated with employee 
performance (r task performance= .560

**
, r adaptive performance = .545

**
, r 

contextual performance= .483
**
, p<0.01), sense of community is 

positively associated with employee performance (r task 

performance= .500
**
, r adaptive performance = .491

**
, r contextual performance= 

.489
**
, p<0.01), and alignment with organizational values is 

also positively associated with employee performance (r task 

performance= .484
**
, r adaptive performance = .492

**
, r contextual performance= 

.406
**
, p<0.01).  

 
Table 2 Correlation Statistics 

 

 
The Cronbach’s α value is computed to measure the internal 
consistency of items under each construct. The Cronbach’s α 
value for all the six constructs is highlighted values in Table 2. 
The α value of MW=0.879, SC=0.888, AV=0.934, TP=0.898, 
AP=0.881, CP=0.928 are greater than 0.70 that is considered 
better and acceptable (Nunnally, 1979). Hence, the study has 
achieved the internal consistency of each construct. But there 
exists high correlation among the dimensions of employee 
performance, i.e., ―task, adaptive, and contextual 
performance,‖ due to this, workplace spirituality and employee 
performance are studied as second-order factors that are 
determined by their respective first-order factors. The first-
order factors for workplace spirituality are ―meaningful work, 
(MW) sense of community (SC), and alignment with 
organizational values (AV)‖ and for employee performance, 
―task performance (TP), adaptive performance, (AP) and 
contextual performance (CP).‖ 
 
Exploratory factor analysis (EFA) 
Exploratory factor analysis was conducted to find out if the 
questions pertain to the groups’, i.e., ―meaningful work, (MW) 
sense of community (SC), and alignment with organizational 
values (AV)‖ and for employee performance, ―task 
performance (TP), adaptive performance, (AP) and contextual 
performance (CP)‖. PCA (Principal Component Analysis) was 
used to find the broad dimensions for our proposed model 
coupled with varimax rotation. Factor loadings of all the items 
were greater than 0.50 except SC2, so this item was dropped 
(Guadagnoli & Velicer, 1988), and six important dimensions 
emerged from this process (Table 3). Further, all the six factors 
acquired cumulative variance explanation of 67.432% that is 
above the recommended value (Osborne, Osborne, Costello, 
& Kellow, 2005).  
 
Confirmatory factor analysis (CFA) 
CFA is used to test the adequacy and quality of the proposed 
model. CFA examines the composite reliability, convergent 

validity, and discriminant validity of the constructs under the 
multi-item scale. For the acceptable fit, few items were deleted 
b      in the scale with the standardized regression weights of 
less than 0.70, and the final model assessment depicts the 
acceptable fit of the measurement model. Figure 2 presents a 
pooled CFA second order model that takes the variables, 
Workplace Spirituality, and Employee Performance as a whole. 
The study assesses the reliability for the constructs by 
computing the average variance extracted and composite 
reliabilities of various items. Table 4 gives the standardized 
estimates for each item of ―meaningful work, sense of 
community, alignment with organizational values, task  
performance, adaptive performance, and contextual 
performance.‖ The α value of   the second-order factors WPS 
(workplace spirituality) and EP (employee performance) was 
higher than 0.70. Convergent validity is used to find the 
consistency in responses given by the respondents in various 
situations. For the convergent validity, composite reliability 
(CR), and the average variance extracted (AVE) for the six 
constructs was calculated as depicted in Table 4. Variance 
extracted is the total of the squared standardized factor 
loadings divided by the number of items in the measurement 
model. AVE value of 0.5 or higher and CR greater than 0.70 
is considered better. Further, for all the constructs, composite 
reliability (CR) is greater than the average variance explained 
(AVE). Therefore, the variables depict good convergent 

validity. Discriminant validity shows that the two items that are 
not supposed to be unrelated, in fact, are unrelated. When 
high correlation exists among variables, then there could be 
the discriminant validity issues due to multicollinearity. For 
discriminant validity, the square root of AVE should be more 
than the maximum share variance (MSV), i.e., the correlation 
between the constructs. Table 5 depicts the unidimensionality 
of the data, thereby demonstrating adequate discriminant 
validity. Once the reliability, validity, and unidimensionality are 
met, the researcher could further proceed to SEM (Structural 
equation modeling) for testing the hypothesis. 
 
Structural Equation Modeling 
For testing the first hypothesis, structural equation modeling 
(SEM) was run using AMOS. The chi-squared (df=425) 
degrees of freedom χ

2
= 1033.294, (p<0.01) is significant. The 

ratio of χ
2 

to degrees of freedom (df) is 2.431, do not exceed 
three is acceptable (H. W. Marsh & Hocevar, 1985). For 
goodness-of-fit, the value of Standardized RMR =. 0691, and 
values of RMR less than 0.08 depicts a good fit of the model. 
The values of GFI=0.822, NFI=0.868, CFI=0.917, 
RMSEA=0.068 indicates a satisfactory fit of the measurement 
model (Babin & Anderson, 2006; Schumacker, R. E., & Lomax, 
2004; Tabachnick & Fidell, 2007). The testing of hypothesis for 
the effect of workplace spirituality on employee performance 
(Table 6)- 
 
Hypothesis 1: Spiritual workplaces have a positive 
relationship with employee performance. The analyses 
revealed a statistically significant positive relationship between 
workplace spirituality and employee performance with a 
standardized regression path coefficient of 0.61 (Fig. 3), 
thereby capturing the growing need for building spiritual 
workplaces for better employee performance. The 
standardized regression weights came out to be 0.82 (p < 
0.001), 0.80 (p < 0.001), and 0.90 (p< 0.001) revealing that 
meaningful work, sense of connectedness, and alignment with 

Item
s 

Mean 
Std. 
dev. 

MW SC AV TP AP CP 

M
W 

5.000
0 

1.325
1 

.879      

SC 
5.152

0 
1.241
9 

.63
0 

.888  
 
 

  

AV 
4.795

7 
1.466
2 

.66
4 

.68
9 

.934    

TP 
5.774

6 
1.079
4 

.56
0 

.50
0 

.48
4 

 .898   

AP 
5.691

2 
1.039
1 

.54
5 

.49
1 

.49
2 

 .806 .881  

CP 
5.951

9 
.9913 

.48
3 

.48
9 

.40
6 

 .798 .817 .928 
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organizational values significantly and positively affects 
employee performance.  
 

Table 3: Factor Loadings under EFA, and KMO (Kaiser- 
Meyer-Olkin Measure 

 
Note: KMO=0.957, Chi-sq approximation for Bartlett’s test=9819.074 

(p value= 0.000) 
( 

Fig. 2: Pooled CFA with first order and second order 
constructs in one measurement model 

 
 
To test the second hypothesis, the study employed PROCESS 
Macro Version 3.3 given by (Hayes, 2012). Fig. 4 gives the 
model summary of the overall model that is significant with: F 
(3,308) =55.7971, p<0.001, R

2
= .3521 indicating that 

workplace spirituality significantly predicts employee 
performance, and more spiritually designed workplaces will 
lead to better performance among employees. However, the 
gender as a moderator was found insignificant (b= .1534, t 
(308) =1.8631, p= .0634) and it does not affect the strength of 
the relationship between WPS and EP. Therefore, our 
hypothesis 2 was unsupported. 

 
5 DISCUSSIONS AND CONCLUSION 
This study is an attempt to extend knowledge in the already 
existing literature of workplace spirituality. The study was 
conducted to examine the effect of workplace spirituality on 
employee performance in I.T sector companies. The results 
from SEM revealed that workplace spirituality is positively 
related to employee performance with the path coefficient of 
0.61. The results are consistent with the previous studies 
where spiritual workplaces lead to lower intention to quit, high 
self-esteem, intrinsic job satisfaction, job involvement 
(Milliman, Ferguson, Trickett, & Condemi, 1999b), 
organizational commitment (Chawla & Guda, 2010), job 
performance, personal well-being (Neck & Milliman, 1994) and 
performance of employees (Osman-Gani et al., 2013). The 
results asserted that spirituality is engrained in the employees, 
and it plays a very important role in increasing their 
performance. So, organizations should work to not only 
engage the minds of their employees but also their hearts and 
emotions. In addition to this, treating them as a part of the 
community leads to highly motivated and loyal employees, 
ultimately resulting in higher performance (Brown, 1992). The 
study also assessed the effect of gender as a moderator 
between workplace spirituality and employee performance and 
found it as an insignificant variable in the study. 
 
 
 
 
 

    ITEMS 
M
W 

SC     AV  TP  AP CP CA KMO 

WPS 
EP 

MW1 

 
 
.
6
7 

     

.94
9 
.96
0 

 
 

.87
9 

.931 

.965 
 
 

.882 

MW2 
.
6
9 

     

MW3 
.
6
9 

     

MW4 
.
5
8 

     

MW5 
.
7
8 

     

MW6 
SC1 
SC3 
SC4 

.
6
3 
 
 
 

 
.63 
.75 
.70 

    
 

 
.88
8 

 
 

 .864       SC5  .63     

SC6  .67     

SC7  .66     

AV1   .65    

 
 
 

.93
4 

 
 
 

 
 .916 

AV2   .71    

AV3 
AV4 

  
.72 
.79 

   

AV5   .81    

AV6   .71    

AV7   .76    

AV8   .67    

TP1    .50   
 

.89
8 

 
 

    
 .908 

TP2    .69   

TP3    .51   

TP4    .61   

TP5 
TP6                              

   
.69 
.52 

  

AP1     .62  
 
 

      
.88
1 

 
  
   
  .881 

AP2     .57  

AP3 
AP4 
AP5 

    
.59 
.64 
.61 

 

AP6     .62  
CP1 
CP2 

     
.77 
.56 

 
 

       
.92
8 

 
 

    
   .944 

CP3 
CP4 
CP5 

     
.78 
.65 
.77 

CP6      .83 

CP7      .84 

CP8      .78 

CP9      
.75 
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Table 4: Standardized Estimates, Composite 

Reliability (CR), Average Variance Extracted (AVE) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
 
 
 
 
 
 
 
Table 5: Discriminant Validity Index Summary    

 
 
 
 
 
 

(Values in bold is the square root of AVE) 
 
 
 

 
Table 6: The Regression Path Coefficient 

 
 
The results are consistent with (Sreeja & Mukherjee, 2018) 
where gender was used as a moderator for the relationship 
between workplace spirituality and employee performance but 
was found insignificant. So, the managers irrespective of the 
gender differences in the I.T sector should consider the 
positive effect of workplace spirituality on employee 
performance. They should infuse the spirituality factor in the 
working environment directed wholly towards both men and 
women. The study proposes several managerial implications. 
A country like India with diverse cultures, ethnicities, and 
religions, it has become important for organizations to create 
an environment where individual differences are respected 
and valued with the enforcement of the code of conduct. 
Employees in the 20

th
 century are now looking for meaningful 

work that brings their whole self together. Due to longer 
working hours and lack of recreational facilities, employees 
remain frustrated and stressed. So, spiritual identity with 
meaningful work and connectedness to the community that 
engages their whole self (Denton & Mitroff, 1999) can make 
them satisfied, committed, and reduce their chances of quitting 
the organization. 
 

Fig. 3: The Standardized Path Coefficient of the model 

 
 
Further, managers could incorporate the practices of spiritual 
leadership, organizational support, and person-environment fit 
to improve the employee well being (Aboobaker, Edward, & 
K.A., 2018). The study did not assess the impact of 
dimensions of WPS, i.e., ―meaningful work, sense of 
connectedness, and alignment with the organizational values‖ 
individually on employee performance as the objective of the 
study was to explore if spirituality resides in the I.T sector 
employees. The limitation of this study is that it did not analyze 
the demographic variables of the employees. The study is 
based on the perceptions of the employees regarding 
workplace spirituality at an individual level and not 
organization, as a whole. The analyses could be replicated to 

Constructs WPS EP 
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EP 0.611(MSV) 0.937 
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explore and compare the perceptions of employees regarding 
spiritual workplaces in various other sectors especially the 
NGOs, also to conceptualize workplace spirituality in terms of 
various other demographic variables like tenure, age, and 
marital status. Further, various mediators and moderators like 
religion, transformational, and spiritual leadership could be 
incorporated to give a new dimension to this area. 
 

Fig. 4: Results from PROCESS Macro 
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