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ABSTRACT: The issue of organizational spirituality is among the new organizational 

subjects whose investigation and effects on the employees‟ performance have been considered 

by the researchers. The current study aimed at identification of those factors of organizational 

spirituality whose implementation in the organization increase the employees‟ performance. 

The components job satisfaction, social participation, team solidarity, time for addressing the 

inner life, alignment between personal and organizational values were investigated in Qazvin 

governor general office and the related units using Stratified random sampling method. Also, 

the type of the relationship between the components of organizational spirituality and 

employees‟ performance was identified and their optimum level was measured using linear 

and non-linear regression test, linear and non-linear fitting equations, besides estimating 

mathematical function and differential. The results indicated that some of the components of 

organizational spirituality have a linear and direct relationship with performance and some 

other have a non-linear relationship. Therefore, the managers and authorities should pay 

enough attention to development of organizational spirituality for maximizing the employees‟ 

performance. 
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INTRODUCTION 

Investigating and studying the spirituality in the work place is a rather new matter which is so 

important regarding the key role of spirituality in most people‟s lives and the time they spend 

in the work place (Sprung et al, 2012). Among the significant reasons for interest in 

spirituality in workplace in the recent years both in the researchers and the employees, 

workforce despair, economic recession, increased uncertainty of top managers, increasing 

demand for higher working hours and higher profits, and reduced staff‟s health can be noted. 

Today, most of people feel unsatisfied, restless, and unsecure about their jobs (Moor, 2006). 

Self-actualization and all-out self-expression in terms of individual capabilities and skills is 

more facilitated with spirituality. Workplace spirituality is linked with increase in creativity 
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and innovation, honesty, trust and commitment to work, besides an increased sense of 

personal development in employees. The today‟s developed employees search something 

more than mere material rewards at work (Bradley & Kauanui, 2003). 

Among the factors which indicate the importance of investigating the organizational 

spirituality and its relationship with performance, the followings can be noted: 

- The emphasis on inner consciousness and awareness, and spirituality at work and 

workplace provide good grounds for employees to find their „selves‟. The employees 

can know themselves through introspection and show their capabilities and abilities. 

- Emphasis on effective interaction with the colleagues in the workplace and spirituality 

at work and workplace help employees effectively interact with their colleagues and 

unite for reaching the individual and organizational goals through empathy, creating a 

proper environment for mutual understanding, and positive attitudes to each other, so 

they can both fulfill their communicative goals and enjoy it at the same time. 

- Emphasis on human values and employees‟ perfection-seeking; former schools of 

management such as neoclassical school solely considered meeting several needs and 

they were satisfied with higher exploitation. The employees were solely “happy 

lactating cows” during their organizational life; however spirituality at workplace 

emphasizes on the fact that people should reach their humanity during their 

organizational life and always strive to achieve humanity perfection and this is not 

achieved unless the spirituality is entered in the workplace. The mentioned features 

challenge the researchers and scholars and its development requires understanding its 

weaknesses and strengths which needs further research and studies (Rastegar, 2010). 

Karakas in 2010 conducted a research titled “performance and its relationship with 

organizational spirituality” which is about the investigation of three different perspectives to 

spirituality status, introduction of its advantages to the employees, and its support from 

organizational performance based on the available literature: a) the human resources 

perspective that increases spirituality; being a good employee and living a good life, b) the 

philosophical perspective that provides spirituality; the employees feel they are meaningful 

and have a goal, c) the individual perspective that provides spirituality; the employees feel 

interconnected with the society; its result is emphasis on its positive effect on performance. 

Fry (2000) developed the strategic model of prominent performance through spiritual 

leadership for investigation of spirituality in the workplace. He believes that the employees 
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are both known and accepted in the organization after creating an altruistic state (one of the 

spiritual values) and a different life, whose result will be the employees‟ commitment. 

Rego (2007) in a study titled “the relationship between spirituality and organizational 

commitment and individual performance” investigated the effects of five dimensions of 

spirituality in the workplace (the sense of group work, conformity to the organizational 

values, social participation, job satisfaction, opportunity for personal life) and emotional, 

normative, and continuous commitment and came to the result that when people experience 

spirituality in the workplace, they are more effectively committed to their organizations and 

increase in normative and emotional commitment will lead to increase in individual 

performance. On the contrary, when the spirituality is not felt in the workplace, the 

continuous commitment will be increased and individual performance is reduced (Rego, 

2007). 

The spirituality in the organization alongside with increase in commitment, interest, and 

loyalty to organization can affect the performance and lead to continuous improvement of the 

employees‟ performance. Therefore, the governmental organizations with the aim of serving 

the people requires a talented and committed workforce with the spirit of hardworking and 

having a goal in order to elevate the organization‟s performance. Undoubtedly, the 

employees‟ performance should be considered and improved to achieve better organizational 

performance. The organizational spirituality as a new component of human resources 

management has been only recently considered by the researchers for increasing the 

performance. The current study has dealt with the investigation of the extent and type of 

relationship between organizational spirituality and employees‟ performance and prioritizing 

its indicators, in order to continuously improve the performance for achieving the studied 

organization‟s goals. 

1. Review of Literature 

In the current study, the type of relationship of organizational spirituality is taken as the 

independent variable and the employees‟ performance as the dependent variable. The 

organizational spirituality includes: 

Job satisfaction including enjoying what is being done, the job environment and doing 

meaningful tasks in the workplace. The team solidarity including the team spirits, mutual care 

between members, social sense, and sense of common purpose. Social participation is 

indicative of the items in which what is being done by the individual conforms to his life 

values and it is useful for the society. Alignment between personal and organizational values 



 Journal of Management and Science ISSN: 2249-1260 | e-ISSN: 2250-1819 | Vol.5. No.3 | September’2015 
 

 Page 213-229 
 

reflects the congruence between organizational values and people's inner lives and 

consideration for their inner life includes describing the ways in which the organizations 

respect spirituality and the individual‟s spiritual life (Rego, 2008). 

1.1 Organizational Spirituality 

Entrance of concepts such as morality, truth, belief in God, honesty, conscientiousness, 

sportsmanship, trust, forgiveness, kindness, consideration, meaningfulness of job, solidarity 

with colleagues, motivating the employees, a sense of peace and altruism, and … in new 

researches in the field management and organization is indicative of emergence of a new 

paradigm named spirituality in the work (Ashmos et al, 2000). The researchers‟ definitions of 

organizational spirituality are provided in table 1 for better understanding this concept and 

considering its importance and identification of its components. 

Table 1: definitions and concepts of organizational spirituality 
 

Row Definition of organizational spirituality Scholar 

 

 

1 

An inspiring and motivating force for finding 

the meaning and goal of career, profound and 

deep understanding of job value, vastness of 

universe, natural creatures, and personal 

belief system 

 

 
Myers 

1990 

 
2 

Spirituality in the workplace is presented in 

both organizational and individual level with 

internal and external dimensions. 

Gibbons 

2002 

 

 

 

 

 

 
 

3 

Some believe spirituality comes from within 

the people and say that spirituality is more 

than the religious rules and is related to the 

matter of meaningfulness and internal self- 

recognition, created regardless of people‟s 

religion (internal perspective of spirituality), 

however this perspective includes the 

individual‟s interrelation with his job and the 

others. Spirituality is also defined as the 

individual‟s main feeling about his “inner”, 

others, and whole universe. 

 

 

 

 

 

 
 

Krishnakumar&Neck,2002 

4 Including efforts to search and find the Mitroff 
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Row Definition of organizational spirituality Scholar 

 ultimate goal of a person for working life, to 

make a strong correlation between the 

individual, colleagues, and others who work 

with him in some way or another and also 

contributing to the unity of the basic beliefs 

of an individual with the values of the 

organization. 

2003 

 

 

 
5 

Spirituality in the work is a framework of 

organizational values which represent 

promoting the employees‟ culture, a process 

to create a superior experience, increasing 

communication with others, a sense of 

perfection and enjoying the work. 

 

 

Giacalone & jurkiewicz 

2003 

 

 

6 

Spirituality involves a sense of connection 

and communication with others and common 

purpose, a sense of connection to a superior 

entity and a sense of perfection and 

excellence. 

 

 

Kingerski & skrypen, 2004 

 

 

 

 
 

7 

The concept of spirituality is discussed in two 

manners: 1. The new movement must be 

known based on philosophical and theoretical 

foundations on which it built. 2. The new 

movement must be coordinated with the 

majority of the world's religious and spiritual 

feelings (which are strongly influenced by 

official and traditional religion). 

 

 

 

 
 

Quatro:, 2004, p 229 

 

 

8 

Spirituality in the workplace increases 

satisfaction and productivity, flexibility and 

workforce good temper, in other words 

spirituality in the workplace has a negative 

relationship with stress at work. 

 

 
Atkins 

2007 

9 Spirituality protocol in the workplace Marques 
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Row Definition of organizational spirituality Scholar 

 including synergy, relaxation, inspiration, 

respect, trust, understanding, acceptance, love 

and friendship, interaction, indeed, benefit, 

aid, tolerance, benevolence, openness, 

kindness, 

2008, P4 

 

 

10 

Also, recent a research by Dunch (2005) and 

Pluman (2005) shows that spirituality in the 

workplace reflects the experiences of staff as 

a meaningful, purposeful, comprehensive, 

and excellent sense in the workplace. 

 

 
Pawar, 2009, 

559p 

 

 

 

 

 

 
11 

Studying spirituality as a comprehensive 

religious structure is shown in the operational 

definition of spirituality. So, spirituality and 

religion are not synonymous. Spirituality 

structure is much more pervasive compared 

to that of religion. Although a person who is 

not necessarily religious, may be free of any 

kinds of religious affiliation with the 

development of personal system of spiritual 

values. 

 

 

 

 

 

Malik 2011 

P1237 

 

Table 2: spirituality models in the organization 
 

Row spirituality models in the organization Suggested by 

 

 
1 

Conceptualization of spirituality in the 

workplace at the three levels: individual 

(meaningful work), group (sense of connection) 

and organizational (alignment of values). 

 

 
Ashmose&duchon, 2000 

 
2 

Integrity, humility, knowledge, meaningfulness, 

responsibility, love, inner peace, truth, 

humanism, sense of unity, justice 

 
Giacalin;jurkiewics;2003;14 

3 
Generosity, kindness, integrity, compassion, 

honesty, patience, trust, humility, serving others 
Fry;2003;695 
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Row spirituality models in the organization Suggested by 

 

 
4 

 
Spirituality in the workplace consists of three 

components: 1. The inner life 2. Meaningful 

work 3. The society 

 
Kale & Shrivastava, 

2003 

 
5 

Indices spirituality   in organizations are as 

follows: 1. Health; 2. Happiness; 3. Wisdom; 4. 

Success 5. Inner satisfaction. 

Dennis et al 

2004, P71 

 

 

 

 

 

6 

Spirituality in the workplace has two 

approaches: a subjective approach and objective 

approach. Subjective approaches include 

researches with personal reference to our own 

knowledge, while we personally participate in 

the organization as a transformative change tool. 

Objective approaches include a variety of 

research on spirituality in organizations. These 

researches can be qualitative or quantitative.. 

 

 

 

 
 

Heaton et al 

2004 

 

 

 

 

 

7 

Karakas introduces the following perspectives 

for work spirituality in relation to performance: 

(a) human resources perspective: increases 

spirituality, being a good employee, and quality 

of life (B) a philosophical perspective: staff feel 

they have a purpose and they are meaningful at 

work, (C) interpersonal perspective: employees 

have  a  sense  of  interconnectedness  with  the 

community 

 

 

 

 
 

Karakas,2010 

p92 

According to table 2, the researchers have defined spirituality in different components and 

some have defined it in interpersonal, group, and organizational levels. The current study‟s 

model (figure 1) has been chosen due to required comprehensiveness and proper 

measurability. 

1.2 Performance 

Malin defines performance as an action which helps proper willing and believes it is valuable 

for the customers and beneficiaries (Bhattacharyya, 2011). Performance assessment is 
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systematic and regular measurement of people‟s work in terms of the way they do their tasks 

and determining their potential for growing and improvement (Mirsiasi, 2007). 

1.3 Work Spirituality and Performance 

Proving whether spirituality approaches increases efficiency or benefit in the organization is a 

very complicated and challenging matter. Investigating the differences about measurement 

and issues of organizational spirituality and its relation to the performance has always been a 

question. Some scientists denote the fact that ethical problems and moral concerns are  

reduced with the use of organizational spirituality in work and it leads to better organizational 

performance and profitability, however there are some concerns about using spirituality as a 

management tool and it is It is argued that spirituality should be seen as a phenomenon that 

exists within individuals and should not be used as a management tool, so that it can be 

considered as a means to boost performance. In fact, some researchers speak with caution on 

potential or misuse of spirituality in the workplace. The other hand, some researchers believe 

that spirituality can be used to improve the performance of the organization and studies 

indicate a relationship between spirituality and performance. The main objective of these 

studies is to show an extent of spirituality that is legitimate and provides main stream of 

organizations, and it has been observed the organizations that encouraged organizational 

spirituality experiences and improved this component within them, have a better performance 

and profitability (Karakas, 2010). 

1.4 Optimum Level 

In most of the cases, what is done with the objective of optimization is improvement. 

Optimization seeks to improve performance for achieving optimal point or points. This 

definition has two components: 1) searching the improvement for achieving the objective, 2) 

optimal point (Pearl, 1984). Human desire for achieving perfection represents optimization 

theory. Man wants to imagine and describe the best and achieve it (Beightler, 1979). 

The current study‟s model was chosen based on Myterov (2003) and Rego (2008) models. 

The performance was also assessed based on the scores of organization‟s performance 

measurement. Then, the effects of organizational spirituality on the performance of Qazvin 

governor general‟s office and the related units were investigated and the type of relationship 

and optimum level were identified. 
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Employees’ 

performance 

Organizational 

spirituality 
Social participation 

 

 

 
Job experience Employment status 

 
 

 

Marital  

Gender 

Education 

 

 

 

 

Figure 1: the research model 

 
 

2. Research Hypotheses 

Main hypothesis: there is a non-linear relationship between spirituality in the organization and 

employees‟ performance in Qazvin governor general office. 

Secondary hypothesis: 

1- There is a non-linear relationship between job satisfaction and employees‟ performance in 

Qazvin governor general office. 

2- There is a non-linear relationship between social participation and employees‟ performance 

in Qazvin governor general office. 

3- There is a non-linear relationship between opportunity for inner life and employees‟ 

performance in Qazvin governor general office. 

4- There is a non-linear relationship between correlation and employees‟ performance in 

Qazvin governor general office. 

5- There is a non-linear relationship between alignment and employees‟ performance in 

Qazvin governor general office. 

 
3. Research Methodology 

This study is an applied research with correlation method. The statistical population included 

all the employees of Qazvin governor general office and the related units (475 persons). The 

sample size was calculated as 213 participants using sampling method and Cochran formula 

(No.1) in the confidence level of 95% and error level of 0.05, who were divided based on 

administrative units and other related units by stratified random sampling. 

Team correlation 

Alignment between personal 

and organizational values 

Opportunity for inner life 

Job satisfaction 
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p (1  p ) z 
2

 
 

 

d 
2 

n 

p (1  p ) z 
2

 
1 

( 0 .5 ) * ( 0 .5 ) * (1 .96 ) 
2

 
 

 

( 0 .05 ) 
2

 


( 0 .5 ) * ( 0 .5 ) * (1 .96 ) 
2

 
1 






 213 

Nd   
2 

475 * ( 0 .05 ) 
2

 

 

 

 
 

A questionnaire with 29 items whose reliability and validity were confirmed was used for 

assessing the components of organizational spirituality. The Likert five-point scale with the 

options as strongly agree (5), agree (4), undecided (3), disagree (2), and strongly disagree (1) 

were assigned to each question. The secondary data on performance assessment available in 

Qazvin governor general office were used for assessing the performance which included main 

axes of innovation and creativity (use of new technologies and applications, performance 

analysis i.e. identification of the causes of failure in achieving the goals, strengths and 

weaknesses and providing strategies, documenting the experiences, suggestions to improve 

fulfillment of the tasks, implementation plans, rewards), Skills and capabilities and 

outstanding services (verified by the director and providing the documentation), training 

(training the colleagues, teaching, scientific achievement in the field of employment), and 

customer satisfaction (customer satisfaction, observance of Islamic rituals and ethics, 

discipline, on-time attendance at work and meetings, on-time fulfillment of duties and 

satisfying the colleagues). 

The obtained data were tested by t-test, Levin, linear and non-linear regression, linear and 

non-linear fitting equations, mathematical equations, differential, and Friedman tests. 

4. Testing the Research Hypotheses 

For data analysis, firstly the effects of demographic variables (gender, marital status, 

education, job experience, the employment status) on the independent variable (organizational 

spirituality) are investigated, so they can be used for identifying the relationships in the final 

analysis of the results, in case they are effective. 
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Table 3: comparison means “performance” & “organizational spirituality” based on 

intervening variables 

Intervening 

variable 
Research variable t-test 

Significance 

level 
Status 

 
Gender 

Performance 1/23 0/21 Rejection 

Organizational 

spirituality 

-0/80 0/42 
Rejection 

 
Marital status 

Performance 2/26 0/12 Rejection 

Organizational 

spirituality 

1/02 0/30 
Rejection 

 
Education 

Performance 1/04 0/37 Rejection 

Organizational 

spirituality 

0/58 0/62 
Rejection 

Employment 

status 

Performance 0/15 0/85 Rejection 

Organizational 

spirituality 

0/36 0/69 
Rejection 

 
Job experience 

Performance 2/37 0/09 Rejection 

Organizational 

spirituality 

0/67 0/51 
Rejection 

 
According to the above table, the t-test was used for assessing the mean differences of 

variables gender and marital status. ANOVA was used for testing the variables education, 

employment status, and job experience. Based on the investigations, none of the demographic 

variables were effective on organizational spirituality, regarding the significance level higher 

than 0.05. 

One of the assumptions considered is the independence of regression errors (difference 

between actual and predicted values by regression analysis). Since the Durbin-Watson 

statistics value (037/2) is located between 1.5 and 2.5, the hypothesis „no correlat ion between 

the errors‟ is accepted. Also, the errors have a normal distribution with mean 0, so the 

regression can be used. Using multivariate non-linear regression and calculation of coefficient 

of determination for choosing several types of relationships predicted by regression including 

of the prediction by regression equations of the first degree, second degree, and third degree 
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functions, inverse function, exponential and logarithmic functions, type of functions and their 

relationships for secondary hypotheses are identified and provided in Table 1-4. 

Table 4: regression equation for each variable 
 

 
Hypotheses 

Coefficient of 

determinatio 

n 

 
Function type 

Optimum 

level 

Secondary 

hypothesis 1 
0/46 

Y=3.777+0.335X - 

0.047X
2
 

 

 

Secondary 

hypothesis 2 
0/69 Y=4.104+0.064X --- 

Secondary 

hypothesis 3 
0/52 

Y=5.941- 

0.872X+0.118X
2
 

 

 

Secondary 

hypothesis 4 
0/49 

Y=5.270- 

0.527X+0.075X
2
 

 

 

Secondary 

hypothesis 5 
0/52 

Y=4.050+0.07X
2
- 

0.012X
3
 

 

 

4.1 Secondary hypothesis 1: 

“There is a non-linear relationship between job satisfaction and employees‟ performance in 

Qazvin governor general office”. The function is of grade-2 type and its maximum point 

indicates that up to the point “job satisfaction” is 3.56 and employees‟ performance is 4.8, the 

function will be ascending and by increasing the “feeling of job satisfaction”, the performance 

is also increased, however from this point on, the relationship is opposite and by increasing 

“job satisfaction”, the performance is decreased. Therefore, there is a non-linear relationship 

between job satisfaction and employees‟ performance and it has maximum point (optimum 

level). 

4.2 Secondary Hypothesis 2: 

“There is a non-linear relationship between social participation and employees‟ performance 

in Qazvin governor general office”. The function is of grade-1 type, indicative of a linear 

relationship between independent and dependent variables. By increasing social participation, 

the employees‟ performance is always increased. 

4.3 Secondary Hypothesis 3: 

“There is a non-linear relationship between opportunity for inner life and employees‟ 

performance in Qazvin governor general office”. The function is of grade-2 type and its 
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minimum point indicates that up to the point “opportunity for inner life” is 3.69 and 

employees‟ performance is 4.32, the function will be descending and by increasing the 

“opportunity for inner life”, the performance is decreased, however it is not tangible. From 

this point on, the relationship is opposite and by increasing “opportunity for inner life”, the 

function is increased, so the function is ascending. Therefore, there is a non-linear and 

ascending relationship between opportunity for inner life and employees‟ performance and the 

function does not have a maximum point and an optimum level. 

4.4 Secondary Hypothesis 4: 

“There is a non-linear relationship between team correlation and employees‟ performance in 

Qazvin governor general office”. The function is of grade-2 type and its minimum point 

indicates that up to the point “team correlation” is 3.51 and employees‟ performance is 4.34, 

the function will be descending and by increasing the “team correlation”, the performance is 

decreased, however it is not tangible. From this point on, the relationship is opposite and by 

increasing “team correlation”, performance is increased, so the function is ascending. 

Therefore, there is a non-linear and ascending relationship between team correlation and 

employees‟ performance and the function does not have a maximum point and an optimum 

level. 

4.5 Secondary Hypothesis 5: 

“There is a non-linear relationship between personal and organizational values alignment and 

employees‟ performance in Qazvin governor general office”. The function is of grade-3 type 

and its maximum point indicates that up to the point “personal and organizational values 

alignment” is 3.88 and employees‟ performance is 4.4, the function will be ascending, 

however from this point on, by increasing “personal and organizational values alignment”, the 

performance is decreased. Therefore, there is a non-linear relationship between personal and 

organizational values alignment and employees‟ performance and it has a maximum point 

(optimum level). 

 
4.6 Main Hypothesis 

There is non-linear relationship between organizational spirituality and performance of 

Qazvin governor general office employees. 
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Table 5: multi-variant non-linear regression for organizational spirituality 
 

 

 
Function type 

Coefficient of 

determinatio 

n 

Standar 

d    

deviatio 

n 

 
Significan 

ce level 

 
Degree of 

freedom 

Grade-1 

function 
0/49 0/018 0/000 211 

Grade-2 

function 
0/49 0/007 0/000 210 

Grade-3 

function 
0/51 0/015 0/000 210 

Reverse 

function 
0/44 0/008 0/000 211 

Exponential 

function 
0/42 0/009 0/000 211 

Logarithmic 

function 
0/42 0/004 0/000 211 

 
Regarding the modified coefficient of determination 0.51, the grade-3 function is more 

appropriate. 

Table 6: regression coefficients for organizational spirituality 
 

Function 
regression coefficients 

B0 B1 B2 B3 

Grade-1 

function 
3/932 0/109 1/987 

 

Grade-2 

function 

- 

3/590 
3/872 

- 

0/470 

 

Grade-3 

function 

- 

1/073 
1/987 0/000 

- 

0/039 

Reverse 

function 
4/981 

- 

5/260 

  

Exponential 5/556 0/216   
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function     

Logarithmic 

function 
4/998 0/087 

  

Considering the correlation coefficients (β) in the above table, the regression equation can be 

as follow: 

Employees‟ performance = -1/073 + 1/987 (organizational spirituality) - 0/039 (organizational 

spirituality)3 

Y = -1/073 + 1/987 X - 0/039 X3 

Y'=1.987 - 0.117X2 

Ymax=4.12 Xmax=4.38 

As a result, since the function is of grade-3 type, up to the point “organizational spirituality”  

is 3.88 and employees‟ performance is 4.4, the function will be ascending, however from this 

point on, by increasing “organizational spirituality”, the performance is decreased. Therefore, 

there is a non-linear relationship between organizational spirituality and employees‟ 

performance and it has a maximum point (optimum level). 

 

 

 

 

 

Employees’ performance 

 

 

 

 

 

 

 

 
Organizational spirituality 

 

 
 

Figure 2: the function diagram and the type of relationship between organizational 

spirituality and employees’ performance 
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Table 7: the Friedman test for ranking the organizational spirituality perspectives 
 

perspectives 
Rank 

mean 

Social participation 3/32 

Opportunity for inner life 3/32 

Team correlation 2/97 

Alignment of personal and 

organizational values 
2/82 

Job satisfaction 2/57 

Significance level = 0/000 

degree of freedom = 4 

 
As it is shown in the above table, the significance level is 0.000, therefore the difference 

between the scores‟ means are significant. The highest score mean belongs to social 

participation and opportunity for inner life (3.32) and the lowest belongs to job satisfaction 

(2.57). 

6. Conclusion 

A non-linear relationship between job satisfaction and employees‟ performance was approved 

for hypothesis one. Thus, it is suggested the managers try to increase feeling of job 

satisfaction, so the employees have a good feeling toward the workplace and enjoy being 

within it and consider the job and workplace as useful and quietus. Also, by providing a 

healthy environment for friendship and communication, they can convey the employees‟ joy 

of working to others in order to increase their performance. The higher flexibility of the 

managers about the ways the jobs are done and providing a healthy environment in terms of 

lighting, noise, standardizing the office furniture, and training courses can lead to an increase 

in employees‟ job satisfaction. Considering the optimum point 3.56, the employees‟ 

performance is increased up to 4.37 and this hypothesis possess maximum point. These 

actions should be measured, intellectual, and reasonable, since if they are higher than a 

specific level, they will show opposite effects and decreases performance. 

The non-linear relationship between social participation and employees‟ performance is 

rejected in the second hypothesis indicative of linear, direct, and ascending relationship, i.e. 

the more the social participation is, the more the employees‟ performance will be. Thus, it is 

suggested the managers make the employees have better motivation and performance through 
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providing a correct definition of their tasks and its effects on the society besides giving 

feedback on the results. Also, providing the employees with a time for taking part in social 

activities related to their job is essential. As a result, the employees feel their position is 

effective and useful for the society and also if they feel they are useful for the society and 

organization, they are more satisfied and find their lives meaningful. 

The linear relationship between opportunity for inner life and employees‟ performance was 

approved in the third hypothesis however this relationship was increasing and ascending, 

having a minimum point. Thus, it is suggested the managers try to highly respect the 

individuals‟ values and Moral and spiritual health of employees and allocate more time for 

them, for example holding conferences and providing the employees with the opportunities 

for expressing their ideas and attitudes and getting familiar with their colleagues‟ opinions, 

since the more time they have for their inner life, the more their performance will be and this 

performance increase starts from minimum point and has an ascending direction. 

The non-linear relationship between team correlation and employees‟ performance was 

approved; however this relationship was increasing and ascending, having a minimum point. 

Thus, it is suggested the managers try to promote and strengthen the teamwork sense and also 

provide an environment for increasing communications and friendship among the employees 

themselves and employees and managers, not allowing separations and making the employees 

supplement each other in the teams. Also allocating the tasks to all the employees and 

receiving feedbacks from the team and individuals‟ participation instead of feedbacks from 

one person or the leader of group, since the more the team correlations is, the higher the 

employees‟ performance will be and this performance increase starts from minimum point 

and has an ascending direction. 

The non-linear relationship between personal and organizational values alignment and 

employees‟ performance was approved in the fifth hypothesis. Considering the optimum point 

3.88, the employees‟ performance increases up to 4.4 and this hypothesis possess maximum 

point. Thus, it is suggested the managers try to increase the alignment between personal and 

organizational values in order to respect the people‟s privacy and align the individuals and 

organizations‟ values. For doing this, participation of the employees in developing the 

operational programs, goals, and prospects can be helpful, so the employees‟ expectations are 

met and their feelings are deemed valuable. This leads to increase in performance however 

these actions should be measured, intellectual, and reasonable, since it may show opposite 

effects if more than a specific extent. 
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Considering that there are a non-linear relationships in four hypotheses out of five, there is 

non-linear relationship between organizational spirituality and employees‟ performance and 

the main hypothesis is approved. As a result, it is suggested for organizations to strengthen  

the spirituality perspectives and improve social participation, team correlation, opportunity for 

inner life in order to maximize the performance and take good care about perspectives of job 

satisfaction and alignment between personal and organizational values which have optimum 

level, so they can appropriately increase it and performance will also be increased. 

7. Acknowledgments 

Our thanks to the experts who have contributed towards development of the template. 

8. References 

[1] Ashmos, D.P. & Duchon, D. (2000). “Spirituality at work: definitions, measures, 

assumptions, and validity claims”, paper presented at the academy of management, 

Toronto. 

[2] Atkins NP (2007). “A correlational investigation: Individual spirituality's impact upon 

workplace stress, Dissertation”. Capella University, Minnesota, California, USA 

[3] Beightler, C.S., D.T. Phillips, and D. J. Wilde, (1979). “Foundations of Optimization (2nd 

Ed.)”. Englewood Cliffs, NJ: Printice-Hall. 

[4] Bhattacharyya. Job P, Sanghamitra. Antony, (2011). “Measuring organizational 

performance and organizational excellence of SMEs - Part 2: an empirical study on SMEs 

in India”, Measuring Business Excellence, Vol. 14 Iss: 3 pp. 42 – 52 

[5] Bradley, J, King Kauanui, C, (2003). “ Comparing spirituality on three southern  

California college campuses”, Journal of Organizational Change Management, Vol 16, 

No 4 

[6] dennis P. Heaton, Jane Schmidt-Wilk, Frederick Travis, (2004). “Constructs, methods, 

and measures for researching spirituality in organizations”, Journal of Organizational 

Change Management, Vol. 17 Iss: 1, pp.62 – 82 

[7] Fry LW. (2003). “Towards a theory of spiritual leadership”. Leadership. Q., 14: 693-727. 

[8] Giacalone RA, Jurkiewicz CL (2003b). “Toward a science of workplace spirituality”. In 

Giacalone RA, Jurkiewicz CL (Ed.), Handbook of workplace spirituality and 

organizational performance, New York: Sharp ME, pp.3-28. 

[9] Gibbons P (2000). “Spirituality at work: Definitions, measures assumptions, and validity 

claims”. Paper presented at the academy of management annual meetings. Toronto. 



 Journal of Management and Science ISSN: 2249-1260 | e-ISSN: 2250-1819 | Vol.5. No.3 | September’2015 
 

 Page 228-229 
 

[10] Heato D. P., Schmiat-W. J. & Travis F. (2004). “Constructs, Methods, and Measures 

for Researching Spirituality in Organizations”, Journal of Organizational Change 

Management, Vol. 17, No. 1, pp. 62-82 

[11] Kale, h.s and Shrivastava, s. (2003). “The enneagram system for enhancing workplace 

spirituality”, journal of management development, vol.22, no 4. 

[12] Karakas .Fahri, (2010). “Spirituality and Performance in Organizations: A Literature 

Review”, Journal of Business Ethics, (2010). 94:89–106 _ Springer 2009 DOI 

10.1007/s10551-009-0251-5 

[13] Kinjerski.V.M. and Skrypnek, B.J. (2004). “Defining spirit at work: finding common 

ground”. Journal of Organizational Change Management, 17, No.1, pp.26-42 

[14] Krishnakumar,S. and Neck,C.P. (2002), “The what, why, and how of spirituality in the 

workplace”, Journal of Managerial Psychology,Vol.17No.3,pp.153-164 

[15] Malik.MA, (2012). “role of spirituality in job satisfaction and organizational 

commitment among faculty of institutes of higher learning in Pakistan”, African Journal 

of Business Management Vol. 5(4), pp. 1236-1244, 18 February, 2011 ,DOI: 

10.5897/AJBM10.642 ,ISSN 1993-8233 ©2011 Academic Journals 

[16] Marques, J.F, (2006). “The spiritual worker”, Journal Of Management 

Development,Vol.25,No. 9,pp884-95 

[17] Meyer,J.P .and Allen,N.J. (1991). “A three-component conceptualization of 

organization commitment”, Human Resource Management Review, Vol.1, No.1, PP61- 

98. 

[18] Mir Sepasi, N., (2001). “Strategic management of human resources and job relations 

with regards to globalization”, Ketabsara Publications, Tehran (in Persian). 

[19] Mitroff, I.I, (2003). “Do not promote religion under the guise of spirituality”, 

Organization, Vol.10, No.2 

[20] Moore, T. W. & Casper, W. J. (2006). “An examination of proxy measures of 

workplace spirituality: A profile model of multidimensional constructs”, Journal of 

Leadership & Organizational Studies, 12(4), 109-118. 

[21] Pawar, B. S. (2008b). “Some of the recent organizational behavior concepts as 

precursors to workplace spirituality”. Journal of Business Ethics, 88(2), 245–261. 

[22] Pearl, J. (1984). “Heuristic: Intelligent search strategies for computer problem 

solving”, New York: Addison-Wesley Publishing Company. 



 Journal of Management and Science ISSN: 2249-1260 | e-ISSN: 2250-1819 | Vol.5. No.3 | September’2015 
 

 Page 229-229 
 

[23] Quatro.SA, (2004). “New Age or Age Old: Classical Management Theory and 

Traditional Organized Religion as Underpinnings of the Contemporary Organizational 

Spirituality Movement”, Human Resource Development Review September 2004 vol. 3 

no. 3 228-249 

[24] Rastegar, A.A., (2010). “Organizational spirituality with regards to psychology”, 

University of Religions Publications, Qom (in Persian). 

[25] Rego, Armenio, Pina E.Cunha, Miguel, (2008). “Workplace spirituality and 

organizational commitment: anempirical study”, emeraldinsight.com 

[26] Rego, Armenio,Pina E.Cunha, Miguel, Souto, Solange. (2007). “Workplace 

spirituality، commitment, & self-reported individual performance: an empirical study”, 

emeraldinsight.com 

[27] Sprung, J., Sliter, M. T., & Jex, S. (2012). “Spirituality as a Moderator of the 

Relationship between Workplace Aggression and Employee Outcomes”. Personality and 

Individual Differences. 

 

***** 


