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The purpose of this thesis is to conduct empirical research in corporate Thailand
in order to (1) validate the Spirit at Work Scale (2) investigate the relationships between
individual spirit at work and three employee work attitudinal variables (job satisfaction,
organisational identification and psychological well-being) and three organisational
outcomes (in-role performance, organisational citizenship behaviours (OCB), and
turnover intentions) (3) further examine causal relations among these organisational
behaviour variables with a longitudinal design (4) examine three employee work
attitudes as mediator variables between individual spirit at work and three
organisational outcomes and (5) explore the potential antecedents of organisational
conditions that foster employee experienced individual spirit at work.
The two pilot studies with 155 UK and 175, 715 Thai samples were conducted
for validation testing of the main measure used in this study: Spirit at Work Scale
(Kinjerski & Skrypnek, 2006a). The results of the two studies including discriminant
validity analyses strongly provided supportive evidence that Spirit at Work Scale
(SAWS) is a sound psychometric measure and also a distinct construct from the three
work attitude constructs. The final model of SAWS contains a total of twelve items; a
three factor structure (meaning in work, sense of community, and spiritual connection)
in which the sub-factors loaded on higher order factors and also had very acceptable
reliability. In line with these results it was decided to use the second-order of SAWS
model for Thai samples in the main study and subsequent analysis.
The 715 completed questionnaires were received from the first wave of data
collection during July - August 2008 and the second wave was conducted again within
the same organisations and 501 completed questionnaires were received during March April 2009. Data were obtained through 49 organisations which were from three types
of organisations within Thailand: public organisations, for-profit organisations, and notfor-profit organisations. Confirmatory factor analysis of all measures used in the study
and hypothesised model were tested with structural equation modelling techniques. The
results were greatly supportive for the direct structural model and partially supportive
for the fully mediated model. Moreover, there were different findings across self report
and supervisor rating on performance and OCB models. Additionally, the antecedent
conditions that fostered employees experienced individual spirit at work and the
implications of these findings for research and practice are discussed.
Keywords: Individual spirit at work, work attitudes, organisational outcomes,
antecedent conditions of individual spirit at work, Thailand
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CHAPTER 1

THESIS OVERVIEW

“Without work, all life goes rotten. But when work is soulless, life stifles and dies.”
Albert Camus (1913-1960)

1.1 THE SPIRIT AT WORK PHENOMENON

It is difficult to pin down the beginning of interest in workplace spirituality.
However, the books and press articles in popular media and academic journals devoted
to the subject have been going extensively since in the early 1990s, especially in North
America. During the 1990s, Garcia-Zamor (2003) stated more than 300 books were
published focusing on spirituality in the workplace. Some examples of such books are
Business People: the Spirituality of Work (Droel, 1990); The Soul of Business:
Managing for Profit and the Common Good (Chappell, 1993); Spirit at Work:
Discovering the Spirituality in Leadership (Conger, 1994); The Stirring of Soul in the
Workplace (Briskin, 1996). In addition, The Handbook of Workplace Spirituality and
Organizational Performance with a 32-chapter volume edited by Giacalone &
Jurkiewicz (2003) established a new paradigm for the field of workplace spirituality in
the social sciences (Giacalone, Jurkiewicz, & Fry, 2005). Workplace spirituality today
is no longer seen as a passing fad: in December 1999, a new special interest group on
Management, Spirituality & Religion (MSR) was formed by the Academy of
Management (AOM), a leading professional association for scholars dedicated to
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creating and disseminating knowledge about management and organisations
(MSRAOM, 2011).

Feature articles about spirituality at work in popular business magazines have
appeared in Newsweek, Fortune, Business Week, Forbs, Industry Week, HR Magazine,
Workforce, Training and the Wall Street Journal (e.g. Milliman, Czaplewski, &
Ferguson, 2003). This among practitioners is mirrored in the academic arena. Brown
(2003) identifies many mainstream academic journals which have devoted entire issues
or special issues to spirituality, including the Journal of Managerial Psychology,
Journal of Management Inquiry, Journal of Management Education, Organization,
Journal of Organization and Change Management, Leadership Quarterly, and the
American Behavioural Scientist. Articles have also appeared in such esteemed titles as
the Academy of Management Executive, Human Relations, Organization Science, Sloan
Management Review, Human Resource Development, International Strategic
Management Review, Business Ethics, and Organization Studies.

The Journal of Management, Spirituality and Religion (JMSR), launched in
2004 stated that “The remarkable explosion of scholarship in the field of management,
business, organisations and work provides the opportunity for more specialised interest
areas. One area whose time has come is that of Spirituality and Religion - and their role
in shaping organisations: structures, decision making, management style, mission and
strategy, organisational culture, human resource management, finance and accounting,
marketing and sales... - in short: all aspects of organising and managing resources and
people.” (JMSR, 2011, p.1)
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We can see therefore that workplace spirituality has been receiving increased
attention in organisational sciences and is one of the fastest growing areas of new
research and inquiry by scholars and practitioners alike (e.g., Barrett, 1998; Mitroff &
Denton, 1999a, b; Cash & Gray, 2000; Ashmos & Duchon, 2000; Giacalone &
Jurkiewicz, 2003; Benefiel, 2003a, b; Fry, 2003; Neal & Biberman, 2003; Giacalone,
Jurkiewicz, & Fry, 2005; Kinjerski & Skrypnek, 2004, 2006a,b,c, 2008a,b; Zaidman,
Goldstein-Gidoni, & Nehemya, 2009). This thesis seeks to develop on the work of these
pioneers and to move the field forward in order to comprehend the meaning of
workplace spirituality at an individual level and its relationship to work-related
outcomes. Due to there being little evidence of empirical studies in examining
individual spirit at work and its relationship to employees’ attitudes and organisational
outcomes, the empirical findings of this research accordingly will help both scholars
and managers to understand how and to what extent individuals experience spirit at
work and its impact to their attitudes and effectiveness in the organisation.
Subsequently, the researcher will develop guidelines for employers and leaders on how
to improve their management strategy and ultimately enhance employees’ morale and
performance.

1.2 THE RESEARCH GAP

In the past two decades, work environments have become more changeable and
uncertain rather than stable and predictable because of global economic, environmental
and business changes (Giacalone & Jurkiewicz, 2003; Cash & Gray, 2000; Saïd, Louarn,
& Tremblay, 2007). Cameron and Associates reported that there were three main areas
of work environments changes: (1) workforce reduction; (2) organisational redesign;
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and (3) a systematic strategy focused on changing the attitudes, values, and culture of
the organisation (Cappelli, Bassi, Katz, Knoke, Osterman, & Useem, 1997). More
specifically,

recent

trends

toward

organisational

downsizing,

consolidation,

reengineering, restructuring, and dehumanising technology have negatively impacted
employees’ morale and loyalty (Makawatsakul & Kleiner, 2003; Burke, Graham, &
Smith, 2005; Bowman & West, 2006). Consequences include many employees feeling
insecure at work, being less committed to their employer leading to decrease in
performance (Shah, 2000; Mone, 1997; Saïd, Louarn, & Tremblay, 2007). In the
meantime, employees are increasingly yearning for meaningfulness and fulfilment at
work (Dutton, 1997; Mitroff & Denton, 1999a, b; Cash & Gray, 2000; Cacioppe, 2000a,
b; Mitroff, 2003; Ashar & Lane-Maher, 2004; Gull & Doh, 2004) and are longing for a
sense of connection in the workplace as they have experienced in the traditional family,
the extended family, and community ties (Gockel, 2004; Ashmos & Duchon, 2000).

To respond effectively to this phenomenon, organisations are increasingly
realising and looking for new ways to foster employees’ commitment and morale, to
help them feel passionate about their work and to create an environment where in each
person can realise his/her potential while fulfilling the requirements of their work. The
promotion of spirituality in the workplace is believed to be associated with increased
honesty, humility, and service to others (Beazley, 1997), increased morale (Leigh,
1997), an enhanced sense of personal fulfilment of employees (Krishnakumar & Neck,
2002), increased job involvement, organisational openness, satisfaction and
organisational commitment (Trott, 1996; Milliman, Czaplewski, & Ferguson, 2003;
Rego & Cunha, 2008; Pawar, 2009a), and enhanced organisational performance
(Milliman, Feguson, Trickett, & Condemi, 1999; Garcia-Zamor, 2003; Duchon &
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Plowman, 2005; Rego, Cunha, & Souto, 2007). Therefore, it is argued that increasing
our understanding of spirituality in the workplace could have benefits both for the
unfulfilled employee and the underperforming organisation. While these positive
outcomes hold much promise, rigorous empirical evidence demonstrating these
relationships in the burgeoning new field of spirituality in organisations is limited.
Especially, the relationship between individual spirit at work used in the present study
(engaging work, sense of community, spiritual connection and mystical experience,
Kinjerski & Skrypnek, 2004, 2006a, c) which will be discussed in chapter two,
employee work attitudes (organisational identification, psychological well-being, job
satisfaction) and organisational outcomes (in-role performance, organisational
citizenship behaviours (OCB), turnover intentions), all have remained unexamined.
Moreover, no research to date has examined these relationships with a longitudinal
design, using a large sample from various industries/sectors, and employing the
performance and OCB data from the immediate supervisor rating.

1.3 PURPOSE OF THE RESEARCH

My contention is that the topic of spirituality in the workplace is of vital
significance to professionals in the organisational sciences as spirituality addresses
unique and positive aspects of both individual and organisational outcomes. The
purposes of the present study are therefore to conduct empirical research in order to fill
the gap identified in the earlier section. The five objectives of this study are:

1.) To validate the main measure in this study: the Spirit at Work Scale (SAWS,
Kinjerski & Skrypnek, 2006a) which is a new measure and has not been widely tested.
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In brief, this objective is to answer the first research question “What is individual spirit
at work?” As a result, the validation testing of this new elusive measure will take a few
steps towards resolving the definitional issue of spirit at work at an individual level and
advancing the measurement development for the field of workplace spirituality. In
addition to the validation testing of the SAWS measure which was originally developed
in Canada with both UK and Thai samples; it will give us more understanding whether
the individual spirit at work construct will be similar or different across cultural
contexts. Specifically, to the best available knowledge, this is the first application and
testing of the SAWS measure outside of North America and with a non-Western context
such as in Thailand.

2.) To investigate the relationships between individual spirit at work used in the
present study (engaging work, sense of community, spiritual connection and mystical
experience) and three employee work attitudinal variables (organisational identification,
job satisfaction and psychological well-being) and three organisational outcomes (inrole performance, organisational citizenship behaviours (OCB), and turnover intentions).
The results of the correlation testing with the method of Structure Equation Modelling
(SEM) between individual spirit at work and other work-related outcomes which are
mostly under-researched, specifically organisational identification, psychological wellbeing, in-role performance and OCB by immediate supervisors rating will contribute to
the literature in the field both theoretically and practically.

3.) To further examine causal relations among these organisational behaviour
variables with a longitudinal design. In this research, there are two waves of data
collection with a large sample from a real organisation setting, various industries and
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sectors which has never been done before in the field of workplace spirituality. The
research findings will give us a deep understanding in term of the causal relations and
the impact direction between individual spirit at work and other work-related outcomes.
In short, the objectives 2 and 3 are to answer the second research question “How and to
what extent individual spirit at work impacts to work-related outcomes?”

4.) To investigate three employee work attitudes (job satisfaction, organisational
identification, and psychological well-being) as mediator variables between individual
spirit at work and three organisational outcomes (in-role performance, organisational
citizenship behaviours (OCB), and turnover intentions). These theoretical and practical
contributions will significantly add value to the literature in this field. To sum up, this
objective is to answer the third research question “How and to what extent the mediator
variables mediate individual spirit at work and employees’ effectiveness relationships?”

5.) To explore the potential antecedents that foster employee experienced
individual spirit at work from organisational conditions, organisational types,
demographical data, and religious/spiritual practices. The extra findings about the
antecedent variables of individual spirit at work would be very useful for the managers
and employers to know how to foster their employees’ individual spirit at work
ultimately in order to enhance their morale, loyalty, and performance.

1.4 SIGNIFICANCE OF THE RESEARCH

As organisations move into the 21st century, Mitroff conducted an interview
with high-level managers and executives and found that “spirituality was perceived as
- 23 -

the only true and lasting competitive advantage and the vast majority of those he
interviewed felt strongly that if organisations wanted to be successful, then they had no
choice but to become spiritual” (Mitroff , 2003, p.377). In a similar vein, Ashar &
Lane-Maher (2004) stated that to be successful in the new business paradigm one needs
to embrace spirituality at work as well. Their research findings found that to respond to
the spiritual needs of employees and allow them to feel successful, leaders and
managers must embrace the principles of the new business paradigm such as “creating a
climate conducive to self-examination and growth or encouraging the employees
through the exuberant and the dark parts of the journey so each can become a whole
person able to manifest mind, heart, and spirit at work” (Ashar & Lane-Maher, 2004,
p.259).

In response to fulfil this quest, the present research has been conducted in a
rigorous empirical manner in order to further our understanding of what individual
spirit at work is all about, how and to what extent individual spirit at work impacts on
work-related outcomes, how and to what extent the mediator variables (job satisfaction,
organisational identification, and psychological well-being) mediate individual spirit at
work and employees’ effectiveness relationships, and what the potential antecedences
of individual spirit at work are. To achieve these objectives, firstly the two pilot studies
were conducted with 155 UK and 175, 715 Thai samples to confirm the validity of the
Spirit at Work Scale (SAWS, Kinjerski & Skrypnek, 2006a) used Exploratory Factor
Analysis (EFA) and confirmatory Factor Analysis (CFA). EFA was used to detect
unknown factor structures and is able to examine the pattern of correlations (or
covariances) between the factors, while CFA is used to test the fit of the hypothesised
factor structure to the observed data (Thompson, 2004). Moreover, it is vital to establish
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for the new measure, discriminant validity is used to examine a construct is
theoretically distinct from other related constructs (Campbell & Fiske, 1959). Thus after
testing the construct validity with EFA and CFA, discriminant validity is also employed
to investigate whether or not the SAWS measure is distinct from work-attitude variables
used in this study. Secondly, Structural Equation Modelling (SEM) is used to test all the
hypotheses in this study. SEM is a statistical technique for testing and estimating causal
relations i.e. hypothesis-testing, analysis of a structural theory bearing on some
phenomenon (Byrne, 2001). Byrne also notes that the term SEM expresses two
important aspects of the procedure: (1) the causal processes under study are presented
by a series of structural (i.e. regression) equations and (2) these structural relations can
be modelled pictorially to enable a clearer conceptualisation of the theory under study.
After that the hypothesised model can be examined statistically in simultaneous
analysis of the entire system of variables to determine the extent to which it is
consistent with data. If the goodness of fit is adequate, the model argues for the
plausibility of postulated relations among variables; if it is inadequate, the tenability of
such relations is rejected (2001, p. 3). Therefore it is argued that SEM is most
appropriate method to test such the complicated hypothesised models in this study
rather than using normal regression which cannot examine statistically in simultaneous
analysis of the entire system of variables. Thirdly, the multiple sources of performance
and OCB rating and the longitudinal design are used in this study in order to reduce the
threat of common method variance bias and enhance causal inference (Podsakoff &
Organ 1986; Podsakoff, MacKenzie, Lee, & Podsakoff, 2003). In summary, the
strength of methodological design in this research will comprehensively help us assure
of the findings and confidently can offer the promising tools or practices in order to
inform people who are interested in developing spirituality in the workplace.
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1.5 ORGANISATION OF THE THESIS

The thesis is divided into eight chapters organised in the following manner.

Chapter 1 provides an introduction to the topic and the research background.
The spirit at work phenomenon, research gap, purpose of the research, significance of
the research, and the organisation of the thesis are identified.

Chapter 2 explores the concept of spirituality examining existing definitions of
spirituality in the workplace and arriving at the formulation “spirit at work” at an
individual level used in this thesis. It reviews the literature centred on the issue of
workplace spirituality, and defines and describes the concept of individual spirit at work
and its component dimensions. Further, clarification about the spirit at work and
employee engagement concepts, including examination the conceptualising constructs
of spirit at work whether they are state-like or trait-like individual differences are
demonstrated. Importantly, integration of literatures on spirit at work and the Thailand
context are manifested. Finally, justification of using Spirit at Work Scale (SAWS,
Kinjerski & Skrypnek, 2006a) in this research is described.

Chapter 3 focuses on the relationships between individual spirit at work and
three employee work attitudes (job satisfaction, organisational identification, and
psychological well-being) and three organisational outcomes (in-role performance,
organisational citizenship behaviours (OCB), and turnover intentions). First, it provides
a review of the theoretical framework among these interest variables and develops a
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conceptual framework used in this study. Second, it presents the research hypotheses
from these relationships.

Chapter 4 comprises two main sections (1) research paradigm and (2) research
design. The former discusses the rationale for the methodology adopted in the central of
this research while the latter provides a detailed description of study design, data
collection procedures, characteristics of the sample, measures, and related translation
and ethical issues.

Chapter 5 reports the validation testing of the main measure used in this study:
the Spirit at Work Scale (SAWS, Kinjerski & Skrypnek, 2006a). The overview of the
scale and the concept of validation testing are provided. The two pilot studies with 155
British and 175, 715 Thai samples conducted for scale validation are described.

Chapter 6 presents the statistic analyses performed on the data collected from
the samples of Thai respondents described in chapter 4, both at Time 1 and Time 2.
Firstly, the results of confirmatory factor analysis (CFA) and discrminant validity of all
the measurement models are reported. Next, the scale reliability tests and correlational
results are introduced. Additionally, measurement equivalence tests using CFA
comparing 155 UK with 175 Thai samples are presented as evidence of the potential for
generalisability of findings. Lastly, the manipulation check between high and low spirit
at work groups are investigated. This chapter concludes with a discussion of these
preliminary results.
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Chapter 7 presents the statistical analyses performed on the data in the form of
Structural Equation Modelling (SEM) models and in longitudinal study design. All the
main 15 Hypotheses are analysed and reported. It explores what the antecedents of
individual spirit at work are. All the possible variables are analysed and reported in the
extra findings. The chapter concludes with a summary of these findings.

Chapter 8 summarises the major findings and discusses the theoretical and
practical implications. Finally, the limitations of the study are outlined, and following
on from this, a number of suggestions for future research are presented.
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CHAPTER 2

THE CONCEPT OF SPIRIT AT WORK

2.1 CHAPTER OVERVIEW

The purpose of this chapter is to present what the concept of spirituality is in
general, and particularly to develop the definition of spirituality in the workplace or
spirit at work that will be used in this study. After reviewing the literature on workplace
spirituality, the concept of individual spirit at work is defined and details of each
dimensions identified. Further, clarification about the spirit at work and employee
engagement concepts, including examination the conceptualising constructs of spirit at
work whether they are state-like or trait-like individual differences are demonstrated.
Importantly, integration of literatures on spirit at work and the Thailand context are
manifested. Finally, the rationale for and justification of the choice of Kinjerski &
Skrypnek’s (2006a) Spirit at Work Scale (SAWS) in this research is presented.

2.2 THE CONCEPT OF SPIRITUALITY

There are a number of definitions and perspectives of spirituality appearing
within the literature. The term ‘spirituality’ means different things to different people
and it is a difficult topic to comprehend and to date, scholars have not agreed on a
definition. This section will review the development of the concept of spirituality, and
focus particularly on its relationship with religiosity.
- 29 -

Spirituality has been described as “the subjective feelings, thoughts, and
behaviours that arise from a search for the sacred” where the term “search” refers to
“attempts to identify, articulate, maintain, or transform” and the term “sacred” is
defined broadly as referring to “a divine being, divine object, Ultimate Reality, or
Ultimate Truth as perceived by the individual” (Hill, Pargament, Hood, McCullough,
Swyers, Larson, & Zinnbauer, 2000, p. 68). Hill and colleagues (2000) writing from a
psychology of religion perspective state that spirituality is a central and essential
function of religion. They therefore assert that both spirituality and religiousness can
(and often do) co-occur. To the extent that a person engages in spirituality that is
prescribed by an identifiable group and whose spiritual pathways and goals receive
some support and validation by that group, spirituality also occurs with religiousness.
They also highlight the difficulty of separating religion from spirituality. Spirituality
can and often does occur within the context of religion, but it also may not. Likewise,
the practice of spirituality can lead people to become religious and to become part of an
organised or emerging religion, but it also may not.

More recently, Ho and Ho (2007) concluded from their review of the
psychology literatures that, spirituality and religiosity are overlapping constructs;
accordingly, it is possible for a person to be religious without being spiritual or spiritual
without being religious, be both, or be neither. The possibility for considerable overlap
exists and attempting to define spirituality as a separate construct from religion is
difficult as well as unlikely to establish the definitions of both constructs. In the
psychology of religion field, thus to date, the term of spirituality has no universally
accepted definition.
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However, unlike the psychology of religion field, in the area of management and
organisational studies most scholarships and practitioners seem to see and define
spirituality as being distinctive from religion. For example the following four
definitions of spirituality have been proposed in recent years by organisational thinkers
and practitioners (1) A specific form of work feeling that energises action (Dehler &
Welsh, 1994; p.19); (2) Deeply held values that guide our life and work practices (Butts,
1999; p. 329); (3) The particular way the human person in all its richness, the
relationship of human person to the transcendent, the relationship between human
persons, and the way to achieve personal growth are envisioned (Konz & Ryan, 1999;
p.202) and (4) Secular or sacred values aimed at transcendence toward our ultimate
values (Harlos, 2000; p. 613).

In a similar manner, the most prominent empirical study of spirituality, religion,
and values in the US workplace was published in 1999 (Mitroff & Denton, 1999a, b).
Mitroff and Denton conducted extensive interviews and discovered common
denominators emerging in the participants’ definitions of spirituality. They concluded
that spirituality is the basic feeling of being connected with one's complete self, others,
and the entire universe. This definition, noted in their work, supported the notion that
spirituality was indeed a concept separate from religion: (1) Not formal, structured, or
organised; (2) Nondenominational, above and beyond denominations; (3) Broadly
inclusive, embracing everyone; (4) Universal and timeless; (5) The ultimate source and
provider of meaning and purpose in life; (6) The awe we feel in the presence of the
transcendent; (7) The sacredness of everything, the ordinariness of everyday life; (8)
The deep feeling of the interconnectedness of everything; (9) Inner peace and calm; (10)
An inexhaustible source of faith and willpower; and (11) The ultimate end in itself.
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Most recently, after conducting an extensive review of contemporary definitions
within the UK samples, Smith and Rayment (2007, p. 220) define spirituality in general
as “a state or experience that can provide individuals with direction or meaning, or
provide feelings of understanding, support, inner wholeness or connectedness.
Connectedness can be to themselves, other people, nature, the universe, a god, or some
other supernatural power.”

It is apparent therefore that spirituality is subjective, intangible, complex, multidimensional, and almost indefinable. However, Mitroff & Denton (1999a, b) and Smith
& Rayment (2007) found similarly in their research both in US and UK about the
definition of spirituality in general. First, spirituality is an inherent component of being
human. Second, spirituality is a personal search for meaning and purpose in life. Third,
spirituality is interconnectedness (Mitroff & Denton, 1999a, b). Fourth, many
respondents in their research had a negative perception of religion, but positive of
spirituality. Last, they observed as clear differentiation between religion and spirituality.

From a review of the literature discussed above, spirituality is seen as a global
concept in that it seeks to express all that is beyond the sensory experiences of human
beings. Spirituality involves humans’ search for meaning in life, while religion involves
an organised entity with rituals and practices about a higher power or God. Therefore,
the researcher propose that spirituality, without religion, is a deep connection that can
transcend one’s life’s essence but still remain connected to it. Furthermore, true
spirituality can be defined as that, which stresses on one’s integrity, virtue, and the
personal meaning one derives from it, rather than on institutional religious practice.
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2.3 CONCEPTUALISING AND DEFINING INDIVIDUAL SPIRIT AT WORK

Having explored the relationship between spirituality and religiosity, leading to
the articulation of how “spirituality” will be used here, we now need to consider
spirituality in the workplace. Again there is lack of universal agreement over this and
indeed this is partly why the topic is so intriguing. While the research base for this area
is not huge, there are a number of key articles that illustrate the development of the
concept of workplace spirituality. Within these, two issues seem to emerge; first how is
spirituality/spirit in the workplace defined and second, at what level does it occur
(individual or communal/organisational)? These two issues are explored in this section
in which seven prominent empirical studies addressing workplace spirituality are
reviewed.

Pioneering empirical work to define and measure spirituality in the context of
work was carried out by Ashmos and Duchon (2000). Drawing on literature available at
the time, they proposed following conceptual definition of spirituality at work:
“Spirituality at work is defined as the recognition that employees have an inner life that
nourishes and is nourished by meaningful work that takes place in the context of
community” (p. 137). They see spirituality at work in this definition as having three
components: the inner life, meaningful work, and sense of connection and community.
Also, in their research they developed and validated a measurement instrument for three
levels of analysis: individual, work team and organisation which their study results
showed the measurement instrument was valid only at the individual level rather than
work unit and organisational level. They extracted seven dimensions for individual
level (conditions for community; meaning at work; inner life; blocks to spirituality;
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personal responsibility; positive connections with other individuals; and contemplation),
two for the work-team level (work-unit community; positive work-unit values) and two
for the organisation level (organisational values; individual and organisation).

Based on Ashmos and Duchon’s formulation, the study by Milliman,
Czaplewski, and Ferguson (2003) placed forward three components as the central
dimensions of spirituality in the workplace: (1) meaningful work means the degree to
which people experience a deep sense of meaning and purpose at work; (2) sense of
community represents that people see themselves as connected to each other and that
there is some type of relationship between one’s inner self and the inner self of other
people; and (3) alignment of values measures whether or not individuals experiences a
strong sense of alignment between their personal values and the larger organisational
mission/purpose. Moreover, Milliman et al. (2003) examined how three workplace
spirituality dimensions (meaningful work, sense of community, value alignment)
explain five work attitudes: effective organisational commitment, intentions to leave,
intrinsic work satisfaction, job involvement, and organisational-based self esteem. The
main findings of Milliman et al. were the following (1) the meaningful work dimension
explains affective commitment, intrinsic work satisfaction, job involvement and selfesteem; (2) the sense of community dimension explains all the fives attitudes; and (3)
value alignment explains commitment and intension to quit. Milliman et al. (2003)
specified workplace spirituality at three levels: individual level in term of meaning in
work, group level in terms of sense of community, and organisational level in terms of
alignment with organisational values.
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In contrast, based on their inductive reading of workplace spirituality literature,
Giacalone and Jurkiewicz (2003) defined workplace spirituality as “a framework of
organisational values evidenced in the culture that promotes employees' experience of
transcendence through the work process, facilitating their sense of being connected to
others in a way that provides feelings of completeness and joy” (p. 13). Workplace
spirituality as constructed by Giacalone and Jurkiewicz (2003) therefore is
conceptualised at both individual and organisational levels of analysis. They view
spirituality at work on three levels: (1) individual level as the incorporation of one’s
own spiritual values in the work setting; (2) organisational level as the organisation’s
spiritual climate or culture which reflecting an individual‘s perception of the spiritual
values within an organisational setting; and (3) interactive level as the interaction
between an individual’s personal values and the organisation’s values.

Based on a review of the literature, Sheep (2004) argues that a conceptual
convergence of Workplace Spirituality Person – Organisation Fit (WSP-OF) occurs in
four recurring themes: a self-workplace integration; meaning in work; transcendence of
self; and personal growth/development of one’s inner self at work. He viewed
workplace spirituality through the lens of the concept of person-organisation fit (P-O fit)
which is different perspective in emphasis of other scholars.

Kinjerski and Skrypnek (2004) conducted a qualitative study of 14 professionals
who not only experienced workplace spirituality, but whose work also involved
researching or promoting spirituality in the workplace. The study consisted of in-depth
interviews and written surveys in order to ask the participants to describe a personal
experience of spirit at work. As a result of this work, rather than focus on workplace
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spirituality, Kinjerski and Skrypnek repositioned the construct into what they term
“spirit at work”. This formulation is distinct workplace spirituality in that it focuses on
the individual’s experience at work, in contrast to other investigators (e.g., Mitroff &
Denton, 1999a, b; Ashmos & Duchon, 2000; Milliman et al., 2003; Giacalone &
Jurkiewicz, 2003), who have tended to focus on attitudinal aspects such as desires to
express their being and to be engaged in meaningful work versus experience-based
aspects. Their definition of spirit at work characterises it as a distinct state that is
characterised by physical, affective, cognitive, interpersonal, spiritual, and mystical
dimensions. Most individuals describe the experience as including: a physical sensation
characterised by a positive state of arousal or energy; positive affect characterised by a
profound feeling of well-being and joy; cognitive features involving a sense of being
authentic, an awareness of alignment between one’s values and beliefs and one’s work,
and a belief that one is engaged in meaningful work that has a higher purpose; an
interpersonal dimension characterised by a feeling of connectedness to others and
common purpose; a spiritual presence characterised by a sense of connection to
something larger than self, such a high power, the Universe, nature and humanity; and a
mystical dimension characterised by a sense of perfection, transcendence, living in the
moment, and experiences that were awe-inspiring, mysterious, or sacred” (p. 37).

After conducting an extensive review of contemporary definitions, Smith &
Rayment (2007) identify the pragmatic definition of spirituality in the workplace as
“individuals and organisations seeing work as a spiritual path, as an opportunity to grow
and to contribute to society in a meaningful way. It is about care, compassion and
support of others; about integrity and people being true to themselves and others. It
means individuals and organisations attempting to live their values more fully in the
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work they do.” (p. 221). This definition highlights that nurturing spirituality in the
workplace has both an individual and organisational focus. At the individual level, they
observe how leaders support and make it safe for individuals in the workplace to
express their spirituality. For organisational focus they suggest leaders also need to
consider how the organisation itself operates in order to build up the spiritual
climate/culture in the workplace.

More recently, based on the findings of Marques, Dhiman, & King’s
phenomenological study (2007), they assert the definition of spirituality in the
workplace as “an experience of interconnectedness among those involved in a work
process, initiated by authenticity, reciprocity, and personal goodwill; engendered by a
deep sense of meaning that is inherent in the organisation’s work; and resulting in
greater motivation and organisational excellence.” (p. 12). They seem to emphasise that
workplace spirituality focus on at an individual level.

According to the literature reviews above, scholars have provided definitions or
identified components of workplace spirituality, and while there are differences in
emphasis, there is also considerable overlap. As mentioned earlier, there are many
possible levels of analysis for workplace spirituality such as individual, group, work
unit, organisational level, or interactive perspectives. In spite of the obvious overlap in
conceptualisations, the field still does not have a clear definition. To date, scholars have
not yet agreed on a definition of spirituality in the workplace.

Drawing on Kinjerski & Skrypnek’s (2006a) revised definition of spirit at work
in Figure 2.1, the present study conceptualises workplace spirituality at the individual
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level. Based on Kinjerski & Skrypnek’s (2004) empirical-grounded work, they recently
offer a refined definition as follow:

Spirit at work is a distinct state that is characterised by
cognitive, interpersonal, spiritual, and mystical dimensions. Spirit at
work involves: (1) engaging work characterised by a profound
feeling of well-being, a belief that one is engaged in meaningful
work that has a higher purpose, an awareness of alignment between
one’s values and beliefs and one’s work, and a sense of being
authentic; (2) a spiritual connection characterised by a sense of
connection to something larger than self; (3) a sense of community
characterised by a feeling of connectedness to others and common
purpose; and (4) a mystical or unitive experience characterised by a
positive state of energy or vitality, a sense of perfection,
transcendence, and experiences of joy and bliss (Kinjerski &
Skrypnek, 2006a; p. 12)

k

Figure 2.1: The Four Dimensions of Spirit at Work (Kinjerski & Skrypnek, 2006a)
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The present study adopts this concept applied as the definition of individual
spirit at work because this definition includes all dimensions discussed by previous
researchers and also is consistent with the conceptual definitions of others (Ashmos &
Duchon, 2000; Milliman et al, 2003; Mitroff & Denton, 1999a, b; Sheep, 2004; Smith
& Rayment, 2007; Marques, Dhiman, & King’s study, 2007). Moreover, individual
spirit at work refers to the desire of employees to express all aspects of their being at
work, to be engaged in meaningful work (Ashmos & Duchon, 2000; Mitroff & Denton,
1999a, b) and to archive their personal fulfilment through work (Krishnakumar & Neck,
2002; Mitroff & Denton, 1999a, b; Neck & Milliman, 1994). Specifically, this concept
addresses the spiritual dimension of work and more clearly describes the nature of the
individual experience of spirit at work. Some researchers have restricted themselves to
only attitudinal aspects of work and totally ignored or neglected the dimensions falling
under the realm of spirituality (Milliman et al., 2003; Sheep, 2004). This often leads to
question regarding the uniqueness of the concept of spirituality at work in comparison
to already existing concepts in the organisational behaviour literature. The researcher
therefore has chosen this definition in the present study in order to have further
empirical investigation of the new concept of spirit at work and ultimately contribute
back to the knowledge of workplace spirituality as a whole.

2.4 DIMENSIONS OF INDIVIDUAL SPIRIT AT WORK

The terms spirit at work, workplace spirituality, spirituality in the workplace,
spirituality at work, spirituality in organisations, and organisational spirituality seem to
be used interchangeably in order to capture similar concepts. Particularly, as in this
thesis the term spirit at work is used to describe the experience of individuals and other
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terms tend to reflect the organisational construct. Thus, spirit at work refers to
employee experiences of spirituality in the workplace, these experiences includes
aspects such as sense of meaning in work, community, and transcendence (e.g., Ashmos
& Duchon, 2000; .Giacalone & Jurkiewicz, 2003; Kinjerski & Skrypnek, 2004).

According to the revised definition of spirit at work (Kinjerski & Skrypnek,
2004, 2006a, b, c, 2008a, b) and the conceptualisation of spirit at work in the
empirically grounded human ecological model (Kinjerski & Skrypnek, 2006c), spirit at
work is a distinct experience characterised by cognitive features, interpersonal
dimensions, spiritual presence, and mystical components. Of which this definition, it is
composed of four dimensions: engaging work, sense of community, spiritual connection,
and mystical experience.

2.4.1 Engaging work
A fundamental aspect of individual spirit at work involves having a deep sense
of meaning and purpose in one’s work. This dimension of individual spirit at work
represents how employees interact with day-to-day work at the individual level. The
expression of individual spirit at work involves the assumptions that each person has
his/her own inner motivations and truths and desires to be involved in activities that
give greater meaning to his/her life and the lives of others (Ashmos & Duchon, 2000;
Milliman et al., 2003; Kinjerski & Skrypnek’s, 2006a). Likewise, Moore (1992)
observes that work is a vocation and a calling as a way to create greater meaning and
identity in the workplace. In short, the meaningful/engaging work dimension of spirit at
work implies work that provides employees a sense of joy and connects employees to
the larger good (Duchon & Plowman, 2005).
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2.4.2 A Sense of Community
A critical dimension of individual spirit at work involves having a deep
connection to, or relationship with, others, which has been articulated as a sense of
community (Ashmos & Duchon, 2000; Milliman et al., 2003; Kinjerski & Skrypnek’s,
2006a). This dimension of individual spirit at work concerns interactions between
employees and their co-workers. Community at work is based on the belief that people
see themselves as connected to each other and that there is some type of relationship
between one’s inner self and the inner self of other people (Maynard, 1992; Miller,
1992). The essence of community is that it involves a deeper sense of connection
among people, including support, freedom of expression, and genuine caring.

According to Kelley and Thibaut's interdependence theory (Kelley & Thibaut,
1959; Kelley & Thibaut, 1978), it is defined via patterns of interdependence in
interpersonal interactions, identifying the extent to which one partner can affect and/or
control the other’s outcomes in a given interaction. Similar to a sense of community
dimension of spirit at work, interdependence theory focuses on the interaction, in this
sense the between person relationship is just as important as the people themselves
(Rusbult & Van Lange, 2003). Moreover, when individuals experience a sense of
community, they report a sense of connection to others and common purpose. Thus, the
experience of spirit at work, particularly a sense of community dimension, has much
overlap with interdependence. However, interdependence theory emphasises that there
are rewards and costs to any relationship and that people try to maximise the rewards
while minimising the costs, whereas interpersonal experience of a sense of community
involves trust and respect and sometimes, even intimacy and love (Kinjerski &
Skrypnek, 2004) rather than focusing on rewards and costs. Further, similar to one
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dimension of the social characteristics of extending the Job Characteristics Model,
interdependence is the extent to which a job is contingent on others’ work and other
jobs are dependent on the work of the focal job. This dimension has alternatively been
labeled dealing with others (Hackman & Lawler, 1971, cited in Humprhrey, Nahrang,
& Morgeson, 2007). However, their focus was solely on task interdependence, rather
than the broader set of interdependencies people may share. Therefore, it is
interdependence at work along with a deep sense of connection to others and common
purpose where all participants work with cooperation, understanding and harmony that
differentiate a sense of community dimension of spirit at work from interdependence.

2.4.3 A Spiritual Connection
The spiritual dimension of individual spirit at work has much in common with
broader conceptions of spirituality, but reflects spirituality experienced in the context of
work. The expression of individual spirit at work involves the assumptions that each
person experiences a connection with something larger than self (e.g., a Higher Power,
a Greater Source, or a God-within presence) and/or a deep connection to humankind or
nature that has a positive effect on his/her work (Kinjerski & Skrypnek, 2006a). It is
this context that distinguishes individual spirit at work from spirituality. Chalofsky
(2010) observes that the integration of an individual’s life and spiritual life might help
their work become more joyful, balanced, meaningful, and spiritually nourishing. These
more fulfilled individuals might then return to other people, refreshed and ready to
contribute. Because of this integration, one might expect these people to be more ethical
and more productive workers which would benefit their employers. In contrast to
spiritual intelligence, Emmon’s (2000) concept focuses on the ability or capacity to
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have spiritual experiences, individual spirit at work focuses on the actual spiritual
during work endeavours.

2.4.4 A Mystical Experience
A mystical experience dimension of individual spirit at work reflects a positive
state of arousal in which individual experience a natural high at work in which
everything flows effortlessly, where they have no sense of time and space, and which
involves feelings of bliss, joy, and ecstasy (Kinjerski & Skrypnek, 2006a). The
combination of these experiences is indicative of a changed state of consciousness
similar to the concept of flow (Csikszentmihalyi, 1988). According to Csikszentmihalyi
(1988), the main dimensions of flow are “intense involvement, deep concentration,
clarity of goals and feedback, loss of a sense of time, lack of self-consciousness, and
transcendence of a sense of self, leading to an auto-telic, that is, intrinsically rewarding
experience” (p. 365). Similar to spirit at work, when individuals experience flow they
report a profound sense of well-being and sense of inner harmony. Hence, the
experience of spirit at work, particularly the mystical dimension, has much overlap with
flow. It is flow at work along with a sense of purpose or belief that one is engaged in
meaningful work that contributes to the common good that differentiates spirit at work
from flow.

2.5 SPIRIT AT WORK AND EMPLOYEE ENGAGEMENT

As indicated in the previous section, there are four dimensions of spirit at work.
It seems that meaning in work/engaging work dimension of spirit at work overlaps from
employee engagement concept. Although there is related between meaning in
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work/engaging work dimension of spirit at work and employee engagement, it does not
mean spirit at work and employee engagement are the same concepts. Rather, employee
engagement is only a part of spirit at work constructs. According to Kahn (1990),
engagement refers to “the harnessing of organisation members’ selves to their work
roles; in engagement, people employ and express themselves physically, cognitively,
and emotionally during role performances” (p. 694). It is the “simultaneous
employment and expression of a person’s ‘preferred self’ in task behaviours that
promote connections to work and to others, personal presence (physical, cognitive, and
emotional), and active, full role performance” (p. 700). Kahn (1990) observed that
people were more engaged in work situations that were characterised by more
psychological meaningfulness, psychological safety, and in which they were more
psychologically available. May and colleagues (2004) investigated Kahn’s (1990) three
psychological conditions and found that meaningfulness was the strongest predictor of
engagement. According to Kahn (1990), psychological meaningfulness refers to “a
feeling that one is receiving a return on investments of one’s self in a currency of
physical, cognitive, or emotional energy. People experienced such meaningfulness
when they felt worthwhile, useful, and valuable – as though they made a difference and
were not taken for granted. They felt able to give to others and to the work itself in their
roles and also able to receive” (p. 703–704). Moreover, psychological meaningfulness
can be achieved from task characteristics that provide challenging work, variety, allow
the use of different skills, personal discretion, and the opportunity to make important
contributions (Kahn 1990, 1992). Jobs that are high on the core job characteristics (i.e.
skill variety, task identity, task significance, autonomy, and feedback) provide
employees with motivation to be more engaged (Kahn 1992).
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Additionally, Hackman and Oldham (1976, cited in Humprhrey, Nahrang, &
Morgeson, 2007) suggested that motivational work characteristics impact behavioral
and attitudinal outcomes through their influence on three critical psychological states:
experienced meaningfulness (i.e., the degree to which an employee feels the job has
value and importance), experienced responsibility (i.e., the degree to which an
employee feels liable and accountable for job results), and knowledge of results (i.e.,
the degree to which the employee is aware of his or her level of performance).
Specifically, skill variety, task identity, and task significance are thought to impact
experienced meaningfulness, autonomy is thought to impact experienced responsibility,
and feedback from the job is thought to impact knowledge of results. Thus, as can be
seen that meaning in work/engaging work dimension of spirit at work has some
similarities to psychological meaningfulness.

However, the manner in which meaningfulness has been described in the
engagement literature is limited and incomplete. In this respect, Pratt and Ashforth
(2003) make an important distinction about meaningfulness in terms of meaningfulness
in work and meaningfulness at work. Meaningfulness in work comes from the type of
work that one is doing rather than from where the work is done. Hence, creating
meaningfulness in work involves making work and one’s tasks intrinsically motivating.
Meaningfulness at work comes from one’s membership in an organisation rather than
from the work that one does. Therefore, meaningfulness at work has more to do with
“whom one surrounds oneself with as part of organisational membership, and/or in the
goals, values, and beliefs that the organisation espouses” (Pratt & Ashforth 2003, p.
314). This distinction is especially important for engagement because the
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meaningfulness that Kahn (1990) describes has more to do with meaningfulness in
work than meaningfulness at work.

According to the definition of spirit at work, it is composed of four dimensions:
meaning in work/engaging work, sense of community, spiritual connection, and
mystical experience. As mentioned earlier that the meaningfulness has been described
in the engagement literature is limited and the meaningfulness that Kahn (1990) focused
meaningfulness in work more than meaningfulness at work. Further, there are no any
relationships between psychological meaningfulness and the other three dimensions of
spirit at work (sense of community, spiritual connection, and mystical experience).
More importantly, spiritual connection and sense of community are the potential for
employees to experience meaningfulness at work that goes beyond the meaning that one
might experience in work. That is, when employees are involved in and part of
something greater that serves a purpose beyond self-interest, they will experience
meaningfulness at work. Also, the experience of meaningfulness at work will be more
likely when employees feel that they are part of and connected to a caring and
supportive community. Consequently, these reasons made two concepts (spirit at work
and employee engagement) are distinctive from each other.

2.6 SPIRIT AT WORK AND TRAIT-LIKE/ STATE-LIKE INDIVIDUAL
DIFFERENCES

Research on individual differences has distinguished between trait-like and
state-like constructs (Ackerman & Humphreys, 1990). Trait-like individual differences
such as cognitive ability and personality characteristics are not specific to a certain task
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or situation and are stable over time (e.g. Ackerman & Humphreys, 1990; Hough &
Schneider, 1996). In contrast, state-like individual differences such as self-efficacy and
state anxiety are specific to certain situations or tasks and tend to be more malleable
over time (e.g., Bandura, 1997; Gist & Mitchell, 1992). As the constructs of spirit at
work stated in the previous section (meaningful/ engaging work, sense of community,
spiritual connection, and mystical experience), it is important to understand in more
depth the conceptualising constructs whether they are trait-like or state-like individual
differences. For the meaningful/ engaging work and mystical experience constructs, the
researcher has already described that these concepts are overlapped with psychological
meaningfulness and flow. While psychological meaningfulness (Kahn, 1990) and flow
(Csikszentmihalyi, 1988) are obviously identified as state-like, in which they tend to be
more malleable over time and specific to certain situations or tasks, therefore the
meaningful/ engaging work and mystical experience constructs are characterised as
state-like individual differences.

Furthermore, a sense of community is also overlapped with interdependence
concept (Kelley & Thibaut, 1959) which is categorised as trait-like because it is defined
via patterns of interdependence in interpersonal interactions which should be stable
over time and not specific to a certain task or situation, thus a sense of community
seems to go as a trait-like individual difference. Last, a spiritual connection is
introduced by Kinjerski and Skrypnek (2006c) that individual differences may foster
individuals experience spirit at work. They suggest that the creation of spirit at work
may be influenced by integrated personality traits (inner harmony, positive energy,
conscientiousness, self-transcendent, open to possibilities, and spiritually inclination).
Further, they argued that ‘personality is important in the creation of spirit at work and
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that the spiritual inclination dimension is the key personality dimension responsible for
fostering spirit at work’ (Kinjerski & Skrypnek, 2006c, p.2). Moreover, they were
struck by the parallel of the integrated spirit at work personality profile with the Five
Factor Model of personality (McCrae & Costa, 1999) with one important exception.
What is left unexplained by the Five Factor Model of personality is the tendency of
individuals with high spirit at work towards a spiritual inclination. According to
Kinjerski (2004), spirituality seems to be the personality dimension that makes people’s
experience of spirit at work unique, suggesting that the inclination towards spirituality
is what fosters individual transformation and spirit at work. A strong connection with
something larger than self, that quest for meaning, the sense of purpose beyond self,
and the self-transcendent nature of those with a disposition towards spirit at work seems
to make the difference. Unsurprisingly, these traits are consistent with Piedmont’s
(1999; 2001) concept of spirituality as a sixth facet of the Five Factor Model of
personality. Thus, a spiritual connection dimension of spirit at work constructs is
characterised as a trait-like individual difference in this aspect. In sum, as can be seen
spirit at work constructs comprise both elements of trait-like and state-like individual
differences, which this is very useful for further explanation of the spirit at work effects
towards employee attitudes and organisational outcomes in this study.

2.7 SPIRIT AT WORK AND THE THAILAND CONTEXT

Due to situating Thailand as the context for this study and gaining a better
understanding of how Thai cultural/religious context as an enabler of a particular form
of spirituality, and how spirituality might be evidenced in Thai attitudes/behaviour, the
researcher will offer a perspective from Thailand context on the issue of spirituality in
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the workplace/spirit at work. More specifically, the researcher will offer how Thai
culture such matters and is different from Western country cultures where most
researches in this field were conducted. The aim is to offer a brief overview of Thailand
and Thai culture intended to contribute to the discussion on how best to go about this
issue.
Overview of Thailand:
Thailand is a country located in the heart of Southeast Asia. The country is
a constitutional monarchy, headed by King Rama IX, the ninth king of the House of
Chakri, who, having reigned since 1946, is the world's longest-serving head of state and
the longest-reigning monarch in Thai history. The king of Thailand is titled Head of
State, Head of the Armed Forces, the Upholder of the Buddhist religion, and the
Defender of all Faiths. Thailand is the world's 51st largest country in terms of total area,
with an area of approximately 513,000 km2 (198,000 mi2), and is the 20th-mostpopulous country, with around 66 million people (The National Statistical Office, 2011).
The capital and largest city is Bangkok, which is Thailand's political, commercial,
industrial and cultural hub.

About 75% of the population is ethnically Thai, 14% is of Chinese origin, and
3% is ethnically Malay; the rest belong to minority groups including Mons, Khmers and
various hill tribes. The country's official language is Thai. The primary religion
is Buddhism, which is practiced by around 95% of the population. Muslims are the
second largest religious group in Thailand at 4.2%. Christians represent 0.7% of the
population and the remaining around 0.1% includes Sikhs, Hindus, and Jewish (The
National Statistical Office, 2011). Thailand experienced rapid economic growth
between 1985 and 1995, and is presently a newly industrialised country and a major
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exporter. Tourism also contributes significantly to the Thai economy, as the country is
home to a number of well-known tourist destinations, including Phuket, Krabi, Chiang
Mai, Bangkok, Pattaya, Hua Hin and Ko Samui. There are approximately 5.2 million
legal and illegal migrants in Thailand, and the country has also attracted a number
of expatriates from developed countries (The National Statistical Office, 2011).

Thai Culture and Spirit at Work:
In general, our understanding of culture is referred to the accepted norms among
a group of people that affects how they behave, how they present themselves, how they
communicate, how they express feelings and emotions, what they value, how they solve
problems, how they see themselves and how they see the world. Within the literature,
culture has been difined in many ways, a well-known anthropologist Clyde Kluckhohn
defined as a consensus of anthropological definitions “Culture consists of patterns,
explicit and implicit, of and for behaviour acquired and transmitted by symbols,
constituting the distinctive achievement of human groups, including their embodiments
in artifacts” (Kluckhohn, 1962, p.73). However, the most famous and most commonly
cited definition of culture especially in cross-cultural study of work-related values is the
one carried out by the work of Geert Hofstede. According to Hofstede (1997), he
defines culture as “the collective programming of the mind which distinguishes the
members of one group or category of people from another” (p.5).

As a result of his extensive study, Hofstede (1980) identifies four dimensions to
classify the way people in different countries (over 50 countries and 3 regions) interpret
their cultural environment. The four dimensions are: power distance, individualism
versus collectivism, masculinity versus femininity, and uncertainty avoidance.
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Apparently, the Hofstede’s (1980) findings demonstrated that comparing to Western
cultures, Thais are likely to have high power distance, high uncertainty avoidance,
femininity, and collectivism whereas Americans and British have low power distance,
low uncertainty avoidance, masculine, and individualism. Since this thesis conducted
solely in Thailand, one should be aware of the results in term of generalisability to other
cultural contexts. The following discussions of the four dimensions are a summarisation
of Hofstede’s work about Thai culture and how each dimension may influence on spirit
at work construct.

Power distance is defined as “the extent to which the less powerful members of
institutions and organisations within a country expect and accept that power is
distributed unequally” (Hofstede, 1991, p.28). We can simply say that power distance
refers to the perceived level of dominance of one group over another, for example
teacher over student. A society has high power distance when it emphasises the gap
between junior and superior. If this gap is de-emphasised, then the society has low
power distance and tends to be less hierarchic. Hofstede (1991) suggested that Thai
society has high power distance, suggesting that Thais accept wide differences in power
in their organisations. In Thai society there are a myriad of relationships that centre on
relative seniority. Superior-inferior relationships are clearly defined by acceptance and
implicit recognition of age, birth, title, rank, status, position or achievement. Thai
culture accepts that power relations are implicitly constructed in all organisations and at
levels of Thai society. It is often said that the way to succeed in business in Thailand is
to observe the rules of hierarchy. Understanding the social status of people and the
vertical structure of a company is essential for doing business with Thais.
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According to Holmes and Tangtongtavy (1995), every Thai understands that
he/she has a particular place in the cultural hierarchy and generally accepts that they
should be content with that place. Thai people have a very high sense of hierarchy; they
are very submissive and respectful. Thai people will show great respect towards those
who have gained a high level in society. Consequently, Thai organisational participants,
of whatever rank, both respect and even prefer there to be significant hierarchical gaps
between the various levels of management. Thai workers show great respect for their
managers, work hard and often sacrifice their days to satisfy the needs of the boss,
accepting his/her power without questioning it. From high power distance perspective,
leaders in Thai organisation undoubtedly can play a key role to foster spirit at work.
Leaders can promote or stifle spirit at work by their behaviour since employees tend to
view them as role models.

Collectivism versus Individualism: collectivism pertains to “societies in which
people from birth onwards are integrated into strong, cohesive in-groups, which
throughout people’s lifetime continue to protect them in exchange for unquestioning
loyalty” (Hofstede, 1991, p. 51). In contrast, nations such as the United States, England,
and Australia are highly individualistic; “the ties between individuals are loose:
everyone is expected to look after himself or herself and his or her immediate family”
(Hofstede, 1991, p. 51). Thailand is a highly collectivist culture.

Thai people have a long history of being members of extended families. As an
agricultural culture, collective work is common and expected. Consequently, Thais
work hard to build and maintain relationships among a wide and complex network of
people (Holmes & Tangtongtavy, 1995). Thai culture encourages interdependence
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instead of independence and a “We” consciousness prevails rather than an “I”
consciousness. As can be seen, a sense of community in spirit at work constructs is
naturally presented in Thai culture. Therefore, collectivism dimension of culture and
spirit at work are correlated to some extent.

Masculinity versus Femininity: Hofstede (1991) defines this dimension as
follows: “masculinity pertains to societies in which social gender roles are clearly
distinct (i.e., men are supposed to be assertive, tough, and focused on material success
whereas women are supposed to be more modest, tender, and concerned with the
quality of life); femininity pertains to societies in which social gender roles overlap (i.e.,
both men and women are supposed be modest, tender, and concerned with the quality of
life)” (p. 82-83).

Hofstede (1991) suggested that Thailand is a society with less assertiveness and
competitiveness, as compared to one where these values are considered more important
and significant. This situation also reinforces more traditional male and female roles
within the population. This dimension also highlights the value people place on social
relations versus productivity. Within a highly masculine culture, performance outcomes
and productivity represent the top priorities. As a more feminine culture, Thais place
great value on maintaining harmonious social relations, even at the expense of
accountability and productivity in the workplace. From this point of view, Thai people
exhibit many feminine qualities – politeness, quietness, caring for others, to name but a
few. Moreover, most Thais (95% of the population) are Buddihists and followers of this
religion are fundamentally encouraged to progress from becoming more compassionate,
generous, focused mentally on spiritual wisdom and purity. So, these qualities are
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highly related to spiritual inclination characteristics. According to Kinjerski and
Skrypnek (2006c), they assert that spiritual inclination is the key personality dimension
responsible for fostering people experience spirit at work.

Uncertainty avoidance, last dimension, indicates the “extent to which a society
feels threatened by uncertain and ambiguous situations and tries to avoid these
situations by providing greater career stability, establishing more formal rules, not
tolerating deviant ideas and behaviours, and believing in absolute truths and the
attainment of expertise” (Hofstede, 1980, p. 45). Thailand ranks high on uncertainty
avoidance. Hofstede (1991) suggested that in order to minimise or reduce this level of
uncertainty, strict rules, laws, policies, and regulations are adopted and implemented.
The ultimate goal of this population is to control everything in order to eliminate or
avoid the unexpected. As a result of this high uncertainty avoidance characteristic, the
society does not readily accept change and is very risk adverse. Change has to be seen
for the greater good of the in-group. For organisational level of a society with high
uncertainty avoidance, employees believe that company rules should not be broken
even when it is shown to be in the company's best interest and look forward to continue
working with the firm until they retire. In this respect, people high uncertainty
avoidance characteristic may be less experience spirit at work because they tend not to
feel passionate about their job. Furthermore, they may be difficult to get in touch with
the deeper meaning/purpose underlying their work, and learn how to appreciate
him/her-self and others at work.
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2.8 RESEARCH ON MEASUREMENT OF SPIRIT AT WORK

According to Braud’s (2009) suggestions to increase our understanding of
spirituality in the workplace, the new transpersonal inquiry approaches were proposed
to be used to supplement more established quantitative and qualitative research
approaches in exploring workplace spirituality. Like qualitative research, the researcher
in transpersonal inquiry approaches plays an extremely important role as the chief
instrument of the investigation. Moreover, in the various transpersonal inquiries, the
researcher is involved even more extensively and deeply. The researcher tends to
explore topics that she or he already has experienced and that have great personal
meaning and importance (Braud, 2009, p.67). Nevertheless, in this article, Braud has
introduced the existing standardised assessments that can be used to measure
spirituality in general or in the workplace as the following:

1. Egocentric Grasping Orientation Inventory (EGO; Knoblauch & Falconer 1986):
a 20-item self-report scale of the tendency toward ego-grasping, ego-striving,
attempting to make things more positive while striving to eliminate the negative
aspects of human experience. High scores indicate a tendency opposite that of a
Taoistic way of being in the world. The scale could be used as a measure of a
more accepting, going-with-the-flow conception of Eastern spirituality.
2. Expressions of Spirituality Inventory (ESI; MacDonald 2000): a 98-item test
developed to assess five dimensions of spirituality. The dimensions (subscales)
consist of the following: (a) Cognitive Orientation Towards Spirituality
(spiritual

beliefs

and

perceptions),
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(b)

Experiential/Phenomenological

Dimension (spiritual experience), (c) Existential Well-being, (d) Paranormal
Beliefs, and (e) Religiousness.
3. Index of Core Spiritual Experience (INSPIRIT; Kass et al. 1991): a 19-item
self-report scale of the degree to which one has beliefs and experiences of a
higher power and one’s relation to that power, and indications of transpersonal
experiences; in a 4-point Likert scale format.
4. Spiritual Assessment Inventory (SAI; Hall & Edwards 1996): a 43-item
assessment in 5-point rating scale format, developed for pastoral counselors and
others with religious clients; it is based on a relational theology and emphasizes
awareness and quality dimensions of one’s relationship with the divine and with
others.
5. Spiritual Orientation Inventory (SOI; Elkins et al. 1988): an 85-item assessment
of “humanistic spirituality” containing nine subscales: transcendent dimension,
meaning and purpose, mission in life, sacredness of life, material values,
altruism, idealism, awareness of the tragic, and fruits of spirituality; 5-point
Likert scale format.
6. Spiritual Perspective Scale (SPS; Reed 1987): a 10-item self-report scale of the
saliency of spiritual beliefs and behaviors in many different aspects of the
participant’s life; 6-point Likert scale format; the scale was developed primarily
for assessing the elderly, in a nursing context.
7. Spiritual Well-Being Scale (SWB; Ellison 1983): developed as a general
indicator of the subjective state of well-being, the SWB provides an overall
measure of the perceived spiritual quality of life in two senses: religious and
existential. It consists of 20 items on a 7-point Likert scale, with two subscales.
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8. Spirituality Assessment Scale (SAS; Howden 1992): a measure of spirituality
that does not rely upon any religious theory or terminology. It consists of 28
items and uses a 6-point Likert scale, with 4 subscales: unifying
interconnectedness, purpose and meaning in life, innerness or inner resources,
and transcendence.

However, there are only five studies about workplace spirituality/spirit at work
measurement which appear within the literature, not only in order to measure some
aspects of sprituality as the eight standardised assessments mentioned above but also
especially including the business/management context of work: Ashmos & Duchon
(2000), Milliman et al. (2003, developed from Ashmos & Duchon’s work), Sheep
(2004), Fry (2005), and Kinjerski & Skrypnek (2006a). One of these five measurements,
Spiritual Leadership Scale, was developed by Fry (2005) and based on Spiritual
Leadership Theory which focuses on the fundamental needs of both leader and follower
(vision, hope/faith, and altruistic love) that are necessary to intrinsically motivate one’s
self and others so they have a sense of spiritual survival through calling and
membership (Fry, 2003). Since the theory is specific for Leadership concept not
workplace spirituality/ spirit at work in general that the researcher is not interested to
investigate in this study, it will therefore not include for the following discussion. Due
to the Spirit at Work Scale (SAWS) developed by Kinjerski & Skrypnek (2006a), being
chosen to use in this study, the following section will discuss the reasons of choosing
the SAWS scale.

First, Ashmos and Duchon (2000) set up with the first pioneering work in the
development of spirituality at work scale. The purpose of their instrument was to
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observe and measure spirituality at work, which was conceptualised as having three
components: (1) the inner life; (2) meaningful work; and (3) sense of community. Part 1
assesses individuals’ own experience, Parts 2 and 3 were intended to assess spirituality
at the work unit and organisational levels. Ashmos and Duchon reported that individual
level items produced the cleanest factor structure. However, they suggested that the data
addressing the work unit level were not as compelling and the organisational level items
were disappointing as measures. It appeared that as the items moved further away from
the individual, it was more difficult to capture and assess spirituality at work. These
results support distinguishing between the emerging ideas of individual- and
organisational-centred spirit at work and suggest the need for separate measures
(Kinjerski & Skrypnek, 2006a). In spite of the different focus of each of the instruments,
there was overlap between the SAWS scale (spiritual connection dimension) and some
of the “individual level” items (inner life dimension, but more generally not at work) in
Ashmos and Duchon’s (2000) measure. Whereas Ashmos and Duchon’s goal was to
assess workplace spirituality at the individual, work unit and organisational levels, the
focus of the SAWS is on individuals and, in particular, their experience of spirit at work.

Second, Milliman et al. (2003) developed the spirituality at work scale based on
Ashmos & Duchon’s (2000) work. The purpose of their measure was to examine the
relationship between workplace spirituality and employee attitudes. The three core
dimensions included (1) meaningful work; (2) sense of community; and (3) being in
alignment with the organisations values and mission which the first two were selected
from Ashmos & Duchon’s work. All dimensions were assessed at the individual level
of analysis. Considerable overlap was also found between the measure Milliman and
colleagues (2003) designed to assess the relationship between workplace spirituality
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and employee attitudes and the SAWS. Two constructs selected (meaningful work and
sense of community) to represent workplace spirituality were consistent with the SAWS,
but the third construct (alignment of values) was more reflective of the organisation,
making it different from the SAWS. Moreover, the spiritual connection and mystical
dimensions of the SAWS were not addressed in Milliman’s measure.

Third, combining items that reflect individual and organisational workplace
spirituality, Sheep (2004) proposed the Workplace Spirituality Person-Organisation Fit
scale based on what he suggests are the four recurring themes that characterise
workplace spirituality: a self-workplace integration; meaning in work; transcendence of
self; and, personal growth/development of one’s inner self at work. This scale measures
a combination of: (1) an individual’s attitudes towards the workplace as a place for
personal and spiritual growth and expression and, (2) their perception of the extent to
which their current workplace allows for such growth and expression. Similarities were
found among the conceptualisation of the dimensions for the SAWS and Sheep’s (2004)
Workplace Spirituality Person-Organisational Fit, however the purpose of each
instrument is completely different. The intention of Sheep’s measure is to assess the
individual’s attitudes/expectations toward spirit at work and how well the organisation
supplies or facilitates these expectations.

Fourth, in spite of the different intentions of each measure, similarities exist in
how the construct is conceptualised. All four instruments include components that
address meaningful/engaging work and sense of community. Unsurprisingly, all
measures had a meaningful work component – which is included in the conception of
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engaging work of the SAWS – because the “engaging work” factor accounts for the
largest portion of variance explained by the SAWS measure.

Fifth, only the SAWS has a component that relates to the mystical component of
spirituality at work. Kinjerski & Skrypnek (2006a) argue that this is a key aspect of
spirit at work that previous measures have failed to capture. The SAWS is based on a
definition of spirit at work that is grounded in individual’s experience of work
(Kinjerski & Skrypnek, 2004). In their research, individuals’ personal reports of spirit at
work commonly included vivid descriptions of mystical experiences at work.

Last and more importantly, what differentiates the measures is the purpose for
which they were developed. The unit of analysis of the SAWS is only the individual and
not the work unit or organisation. Rather than assess employee attitude, which may very
well reflect workplace attitude rather than real action, the SAWS assesses the experience
of spirit at work as a state of being (Kinjerski & Skrypnek 2006a).

2.9 SUMMARY

This chapter has presented the concept of spirituality in general from the
literature review of both perspectives between psychology of religion/spirituality and
management science. Particularly, the definition of spirituality in the context of work
has been reviewed from the literature and how this study was conceptualised and
defined the concept of individual spirit at work. Furthermore, the four dimensions of
spirit at work have been illustrated in detail. Also, the spirit at work and employee
engagement concepts, including examination the conceptualising constructs of spirit at
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work whether they are state-like or trait-like individual differences have been clarified.
Importantly, literatures on spirit at work and the Thailand context have been integrated.
Additionally, the justification of adopting Kinjerski & Skrypnek’s (2006a) spirit at
work concept and their scale used in the present study has been described. Lastly, the
theoretical framework and research hypotheses are presented in the next chapter.
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CHAPTER 3

THEORITICAL FRAMEWORK AND HYPOTHESES

3.1 CHAPTER OVERVIEW

While spirit at work is in itself an interesting concept, from an applied
psychology viewpoint its significance emerges from its interaction with and impact
upon other relevant work-related constructs. This chapter focuses on the relationships
between individual spirit at work and three employee work attitudes (job satisfaction,
organisational identification, and psychological well-being) and three organisational
outcomes (in-role performance, organisational citizenship behaviours (OCB), and
turnover intentions). Firstly, it constructs a theoretical framework establishing the
hypothesised relationships and causal mechanisms between these variables and
secondly, it articulates the specific research hypotheses emerging from this framework.

3.2 THEORETICAL FRAMEWORK

This study adopts the definition of spirit at work by Kinjerski & Skrypnek (2004,
2006a, b, c, d, 2008a, b) and conceptualises spirit at work only at the individual level.
Kinjerski & Skrypnek (2006c) empirically grounded “Human Ecological Model of
Spirit at Work” provides a useful framework for stimulating and guiding research in
this new area. The model draws heavily on their own research specifying antecedent
conditions and benefits of spirit at work which are consistent with the existing body of
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spirit at work literature. Their results demonstrated that high levels of spirit at work are
associated with: (a) individual well-being that overflows to other parts of life; (b) a
positive effect on relationships, including a sense of community with those whom one
works; (c) improved consumer service; (d) increased productivity in terms of the quality
and quantity of work produced; (e) increased job satisfaction and commitment; and (f)
decreased absenteeism and turnover (Kinjerski & Skrypnek, 2006c).

Interestingly, nevertheless, no formal hypotheses have been proposed in the
literature relating the individual spirit at work to specific employee work attitude and
organisational outcome variables which are used in the present study. Based on a
literature review, the researcher formally proposes hypotheses in order to fill the
theoretical gap linking Kinjerski & Skrypnek (2006a) of individual spirit at work
(engaging work, sense of community, spiritual connection, and mystical experience)
and three prevalent employee work attitudinal variables (job satisfaction, organisational
identification, and psychological well-being) which may mediate relationship between
individual spirit at work and the outcomes, and also with three important organisational
outcomes (in-role performance, organisational citizenship behaviours (OCB), and
turnover intentions). Underpinned by Kinjerski & Skrypnek (2006c) Human Ecological
Model of Spirit at Work and the relevant literatures which are discussed in the
following sections, Figure 3.1 schematically depicts the objectives of the current study.
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Figure 3.1: Conceptualising Framework of the Hypothesised Relationship between
Individual Spirit at Work, Employee Work Attitudes as Mediators, and
Organisational Outcomes

1.) Individual
Spirit at Work

Employee
Work Attitudes

Organisational
Outcomes

1.1 Engaging
Work

2.) Job
Satisfaction (+)

5.) In-role
Performance (+)

3.) Organisational
Identification (+)

6.) Organisational
Citizenship
Behaviours
(OCB) (+)

4.) Psychological
Well-being (+)

7.) Turnover
Intentions (-)

1.2 Sense of
Community
1.3 Spiritual
Connection
1.4 Mystical
Experience

To better comprehend the relationship between the individual spirit at work, in
particular spiritual connection and mystical experience dimensions, and the outcome
variables proposed in this model which are limited in the relevant literature. The
researcher here argues that employing self-determination theory could be the best way
to understand the process and mechanisms that link individual spirit at work with other
work-related variables in the current study. As well as based on the assumption that
there

might

be

similar

notions

between

individuals

experiencing

intrinsic

motivation/need satisfaction and individuals experiencing high levels of spirituality at
work.

According to self-determination theory (Deci & Ryan, 1985, 2000; Ryan & Deci,
2000), the opportunity to satisfy the three intrinsic needs (autonomy, competence, and
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relatedness) will facilitate self-motivation and effective functioning because they
facilitate internalisation of extant values and regulatory processes; they also facilitate
adjustment because need satisfaction provides the necessary nutriments for human
growth and development (Baard, Deci, & Ryan, 2004). At the heart of selfdetermination theory is the postulate that people have three inherent psychological
needs: the needs for competence, relatedness, and autonomy (Deci & Ryan, 1985, 2000).
These three needs are not learned but are an inherent aspect of human nature: (1) the
need for competence concerns people’s inherent desire to be effective in dealing with
the environment; (2) the need for relatedness concerns the universal propensity to
interact with, be connected to, and experience caring for other people; and (3) the need
of autonomy concerns people’s universal urge to be a casual agent, to experience
volition, to act in accord with their integrated sense of self, and to endorse their actions
at the highest level of reflective capacity (Deci & Vansteenkiste, 2004).

As individual spirit at work refers to the fact each person has his/her own inner
motivations, truths and desires to be involved in the job that give greater meaning to
his/her life and the lives of others, the researcher argues that people high in spirit at
work, experience greater intrinsic need satisfaction on the job. Consequently, they
should feel more autonomous, more competent, and more related to other people in the
workplace (i.e. their supervisors and co-workers) because of their tendency toward
active engagement with the social context. To date, in workplace spirituality literature
there is no mention of the intrinsic need satisfaction of self-determination theory to
connect with individuals experiencing high levels of spirit at work. Thus, the links
between the intrinsic need satisfaction of self-determination theory and each outcome
variable will be discussed further in the following sections.
- 65 -

3.3 RESEARCH HYPOTHESES
The present research will investigate the relationships between individual spirit
at work and three employee work attitudinal variables (job satisfaction, organisational
identification and psychological well-being) and three organisational outcomes (in-role
performance, organisational citizenship behaviours (OCB) and turnover intentions) as
proposed in the research framework model above. The following sections will provide a
review of relevant literature among these interest variables and then propose the
research hypotheses from these relationships.

3.3.1 THE RELATIONSHIP BETWEEN INDIVIDUAL SPIRIT AT
WORK AND JOB SATISFACTION

Job satisfaction is one of the most important attitudinal issues in the workplace
that managers face. Currivan (1999) stated that job satisfaction has been widely studied
over the last four decades of organisational research. It has been defined and measured
both as a global construct and as a concept with multiple dimensions or facets (Locke,
1969, 1970; Scarpello & Campbell, 1983). In general, overall job satisfaction has been
defined as a function of the perceived relationship between what one wants from one’s
job and what one perceives it as offering (Locke, 1969). Spector (1997) observes that
there were many studies in the past that linked job satisfaction with many employee
outcomes i.e. job performance, organisational citizenship behaviour, withdrawal
behaviour including absence and turnover, burnout, physical health and psychological
well-being, life satisfaction, and counterproductive behaviour. Job satisfaction to date
has been one of the most prevalent work attitudinal studies in management science.
- 66 -

For the relationship between individual spirit at work and job satisfaction,
Wrzesniewski (2003) found that employees who derive the most meaning from their
work, i.e., feel called to their jobs, experience higher job satisfaction. Meaningful work
can also be expected to influence employee attitudes toward work. Brown (1992)
observes that a sense of community leads to greater employee satisfaction with the
organisation. Moreover, Milliman, Czaplewski, and Ferguson’s empirical study (2003)
discovered that both meaningful work and sense of community were significantly
related to intrinsic work satisfaction. Most recently, Chawla and Guda (2010) found that
there was a strong positive relationship between sales professionals’ spirituality at work
and his/her job satisfaction. They suggested that the sales professionals who aligned
their self-concept to their spiritual identity (inner life) express their spiritual identity by
meaningful work and by belongingness to the community. Therefore, there is an
alignment between who he/she is and what he/she does, then there comes the
satisfaction.

Further, self-determination theory (Deci & Ryan, 1985, 2000; Ryan & Deci,
2000) suggests that individuals in a given social context will be self-motivated and
experience greater well-being to the extent that they feel competent, self-determined,
and connected to others. If an individual’s job provides these nutriments then the theory
would predict that the person will be more likely to evidence greater task enjoyment,
greater job satisfaction, and psychological adjustment. Accordingly, Ilardi, Leone,
Kasser, and Ryan (1993) found relationships between experiences of autonomy,
competence, and relatedness on the job and general job satisfaction and satisfaction
with the particular task. In addition, Komala and Ganesh’s recent study (2007)
identified the strength of the correlation between individual spirituality at work and job
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satisfaction among healthcare professionals. Taken together, this research has
hypothesised that:
Hypothesis 1 The greater the experience of individual spirit at work, the greater the job
satisfaction of the individual

3.3.2 THE RELATIONSHIP BETWEEN INDIVIDUAL SPIRIT AT
WORK AND ORGANISATIONAL IDENTIFICATION

Ashforth and Mael (1989) propose that, through organisational identification,
organisational membership reflects on the self-concept just as social group
memberships do (Dutton, Dukerich, & Harquail, 1994). Organisational identification
thus reflects “the perception of oneness with or belongingness to an organisation, where
the individual defines him or herself in terms of the organisation in which he or she is a
member” (Mael & Ashforth, 1992, p. 104). Because of this self-defining quality,
identification leads to activities that are congruent with the identity provided that
membership of the group or organisation is salient (Haslam, Powell, & Turner, 2000).
Organisational identification has been chosen to be studied in the present research
because the previous studies showed that having high organisational identification can
cause positive behaviours and actions. Those positive behaviours all benefit the
organisation such as having greater in and extra-role performance and decreased
turnover (Podsakoff, MacKenzie, Paine, & Bachrach, 2000; Riketta, 2005; Van Dick,
Grojean, Christ, & Wieseke, 2006; Peters, Tevichapong, Haslam, & Postmes, 2010).

Even though the research about the relationship between individual spirit at
work and organisational identification is still limited, Rego and Cunha’s recent
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empirical research (2008) found workplace spirituality explained 48% of the unique
variance of the affective organisational commitment. The dimensions of workplace
spirituality they investigated were sense of community, sense of alignment with values
of those of the organisations, meaningful work, sense of enjoyment at work, and
opportunities for inner life. The findings suggested that when people experienced
workplace spirituality, they felt more affectively attached to their organisations and
experienced a sense of obligation/loyalty towards them. Furthermore, Kolodinsky,
Giacalone, & Jurkiewicz’s recent study (2008) showed that organisational spirituality is
positively related to organisational identification. Along the same line, Milliman,
Ferguson, Trickett, and Condemi (1999) also postulated that having a strong sense of
community and strong purposeful organisational goals were related to greater employee
commitment.

Using self-determination theory, Gagné, Chemolli, Forest, and Koestner (2008)
proposed that when people want to, feel they should, or feel they have to accomplish
work tasks, they will either become attached to, feel obliged toward, or feel stuck into,
an organisation. Their empirical research results showed that motivation influences
organisational commitment over time and autonomous motivation predicted changes in
affective commitment. Specifically, their results provided preliminary evidence that
motivational internalisation can explain how employees become committed to their
organisation. In a similar vein, Trott (1996) discovered high correlation between
spiritual well-being and affective organisational commitment. Moreover, Milliman,
Czaplewski, and Ferguson’s empirical study (2003) found that both meaningful work
and sense of community were significantly related to affective organisational
commitment. As a result, the following hypothesis is proposed:
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Hypothesis 2 The greater the experience of individual spirit at work, the greater the
organisational identification of the individual

3.3.3 THE RELATIONSHIP BETWEEN INDIVIDUAL SPIRIT AT
WORK AND PSYCHOLOGICAL WELL-BEING

Psychological well-being is usually defined in terms of the overall effectiveness
of an individual's psychological functioning (Gechman & Weiner, 1975; Sekaran, 1985).
Clinical psychologists have long recognised the role of the pleasantness dimension of
well-being (i.e., happiness vs. sadness or depression) in the determination of various
individual outcomes. For example, depressed individuals have very low self-esteem,
tend to be pessimistic, and exhibit reduced motivation and slowed thought processes
(Wright & Bonett, 1997). Furthermore, unlike job satisfaction, which is centred on the
work context, psychological well-being is a broader construct. Most typically,
psychological well-being is considered as a primarily affect-based "context-free" or
global construct. Psychological well-being is chosen to be observed in the current study
because psychological well-being has been found to be related to performance at work
(Cropanzano & Wright, 1999; Wright, Bonett, & Sweeney, 1993; Wright &
Cropanzano, 2000; Wright & Staw, 1999). Therefore, it is worth including
psychological well-being in this study in order to further investigate and understand its
relationship with spirit at work as a new concept in organisational behaviour studies.

One of the clearest relationships between spirituality and work behaviour may
be to do with how people handle their work stress. It would seem that people who are
spiritual would be less likely to suffer from the negative psychological and physical
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consequences of stress (Mohamed, Wisnieski, Askar, & Syed, 2004). In relation to selfdetermination theory, satisfaction of basic psychological needs (competence,
relatedness, and autonomy) constitutes the central psychological process through which
intrinsic motivation, the integrative tendency, and intrinsic goal pursuits are facilitated,
resulting in well-being and optimal development. Supporting the theory of selfdetermination, Ilardi, Leone, Kasser, and Ryan (1993) discovered that factory workers
who experienced greater overall satisfaction of their needs for autonomy, competence,
and relatedness on the job displayed more positive work attitudes, higher self-esteem,
and better well-being. Moreover, Deci et al.’s study (2001) found similar results that
those American and Bulgarian employees who perceived autonomy support being
theorised to facilitate satisfaction of the intrinsic need for competence, autonomy, and
relatedness, and with those in turn being hypothesised to promote well-being.

In a similar situation, Fabricatore, Handal, and Fenzel’s study (2000)
demonstrated that personal spirituality is a moderator on the relationship between
stressors including day-to-day hassles and satisfaction with life. Additionally, Young,
Cashwell, and Shcherbakova (2000) found that spirituality had a strong moderating
effect on the relationship between negative life experiences and depression and anxiety.
Further, Trott (1996) also observes that those who are open to meaningful and
purposeful relationships, which are key aspects of community, are more likely to grow,
learn, and achieve at work and less likely to experience job burnout. In the study of
intrinsic reasons for working (i.e. finding the work more meaningful) was found to be
predictive of intentions to work in a sample of individuals who were suffering from a
terminal illness (Westaby, Versenyi, & Hausmann, 2005). Inasmuch as having the
opportunity to engage in intrinsically satisfying opportunities for employment
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contributes to adjustment and quality of life, it may also reduce anxiety by providing
distraction from symptoms (Westaby et al., 2005). Recently, Komala and Ganesh’
empirical study (2007) discovered that there was a significant negative relationship
between the variables of individual spirituality at work with burnout among doctors and
nurses. Therefore, this research is hypothesised that:
Hypothesis 3 The greater the experience of individual spirit at work, the greater the
psychological well-being of the individual

3.3.4 THE RELATIONSHIP BETWEEN INDIVIDUAL SPIRIT AT WORK, INROLE

PERFORMANCE,

AND

ORGANISATIONAL

CITIZENSHIP

BEHAVIOURS

In-role performance and organisational citizenship behaviours are both defined
as employee behaviours. In-role behaviours are categorised as employees carry out their
formally-prescribed job responsibilities whereas organisational citizenship behaviours
involves an employee willingness to go above and beyond the call of duty (Bateman &
Organ. 1983; Organ, 1988; Organ, 1997).

Research relating to individual spirit at work and in-role performance is very
limited. Notwithstanding, spirituality can positively affect employee performance
because spirituality can lead individuals to experience consciousness at a deeper level,
thereby enhancing their intuitive abilities (Vaughan, 1989). Intuition, in turn, is
considered an important leadership and management skill which is related to personal
productivity (Agor, 1989). Furthermore, an explanation of self-determination theory
gives us a clear understanding of the previous relationships in which people who are
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high in the autonomous causality orientation tend to be more autonomously motivated
in a particular situation and to show positive performance and well-being outcomes
(Gagné & Deci, 2005). Baard, Deci, and Ryan’s research results (2004) showed that
both the autonomous orientation and autonomy support facilitated basic need
satisfaction, which led to both better performance and greater well-being.

Most recently, Amabile and Kramer’s (2011) research result shows that inner
work life has a profound impact on workers’ creativity, productivity, commitment and
collegiality. Employees are far more likely to have new ideas on days when they feel
happier. Moreover, workers perform better when they are happily engaged in what they
do. They also observes that inner work lives are the usually hidden perceptions,
emotions and motivations that employees experience as they react to and make sense of
events in their workdays. Evidently, Rego, Cunha, & Souto’s empirical study (2007)
found that there was a significant correlation between spirituality at work and selfreported individual performance. The finding suggested that the individuals perceiving
a stronger spirituality climate a higher self-report performance level. Thus, the
following hypothesis is proposed:
Hypothesis 4 The greater the experience of individual spirit at work, the greater the inrole behaviours of the individual

Organ (1997) defined organisational citizenship behaviours (OCB) as
“contributions to the maintenance and enhancement of the social and psychological
context that supports task performance” (p. 91). Typically, employees who engage in
OCB are those who go the extra mile for their organisations and thereby contribute to
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its effective functioning. The basis of organisational citizenship behaviours usually
include voluntary activities, such as obeying organisational rules, being involved in
extra duties and showing initiatives (Organ, 1988).

Even though workplace spirituality and organisational citizenship behaviours
have become more popular, the relationship between both variables is rarely
investigated. However, Tepper (2010) proposes that spiritual employees possess greater
meaning and purpose through their experiences and therefore are more grateful,
sensitive to the needs of others, and tolerant for inequity, thereby leading to increased
helping behaviours and more frequent acts of organisational citizenship behaviours.
Moreover, Beazley (1997) has discovered a correlation between a high level of
spirituality and honesty, humility, and service to others.

Drawing on self-determination theory, autonomous motivation promotes
volunteering and other pro-social behaviours and thus, presumably, would also predict
citizenship in organisations (Gagné & Deci, 2005). For example, Gagne´ (2003)
conducted two studies examining the role of autonomy support on need satisfaction and
pro-social behaviour. One showed that parental support of college students’ autonomy
predicted satisfaction of the students’ basic needs for competence, relatedness, and
autonomy, which in turn predicted the amount the students engaged in pro-social
activities such as giving blood and volunteering. The other study showed that the level
of perceived autonomy support in a volunteer work organisation related positively to
need satisfaction of the volunteers, which in turn related positively to the amount they
volunteered for the activity and negatively to their likelihood of quitting. Taken
together, this research has hypothesised that:
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Hypothesis 5 The greater the experience of individual spirit at work, the greater the
organisational citizenship behaviours of the individual

3.3.5 THE RELATIONSHIP BETWEEN INDIVIDUAL SPIRIT AT
WORK AND TURNOVER INTENTIONS

Turnover intentions concern whether an individual is considering leaving their
current organisation and investigating alternative employment prospects (Martin, 1979;
Mobley, 1982; Moore, 2000). Intentions to quit are accepted as the main antecedent or
stronger cognitive precursor of actual turnover behaviour of individuals (Lee &
Mowday, 1987; Tett & Meyer, 1993; Moore, 2000). Employee intentions to leave have
been one of the most recent research areas in organisational turnover literature. Since
employees quitting the organisation cost to the organisation regarding the subsequent
hiring of replacement employees can be significant in terms of personal, department
and organisational readjustments (Casio Wayne, 1991; Mobley, 1982). Consequently,
turnover intentions are chosen to be studied in the present research.

Despite research about the relationship between individual spirit at work and
turnover intentions are still limited, Trott (1996) proposed that spiritual wellbeing,
which includes a sense of community, will be positively related to cooperation and
negatively related to turnover and absenteeism. Moreover, Milliman, Czaplewski, and
Ferguson’s empirical study (2003) discovered that both sense of community and
alignments with organisational values were significantly negatively related to intention
to quit. According to self-determination theory, if people feel their intrinsic needs for
autonomy, competence, and relatedness are satisfied they become intrinsically
- 75 -

motivated. Consequently, they tend to be more affectively attached to their
organisations and experience a sense of loyalty towards them. Evidently, Rego, Cunha,
& Souto’s study (2007) recently discovered that from a sample of 254 Brazilian and
211 Portuguese employees from 157 organisations operating in both countries, there
was a negative correlation between organisational spirituality and continuance
commitment. The finding suggests that people who experience a sense of spirituality at
work tend to develop higher affective and normative commitment and lower
continuance commitment. More recently, Chawla and Guda (2010) also discovered that
there was a strong negative relationship between sales professionals’ spirituality at
work and his/her intentions to leave. They suggested that when there is belongingness,
i.e., the feelings of existing together in the community and when he/she is happy with
the work then he/she may not intend to leave the job and the organisation. Therefore,
this research suggests the following hypothesis:
Hypothesis 6 The greater the experience of individual spirit at work, the less the
intention of the individual to quit the organisation

Although the prevalence of the three work attitudes used in this study (job
satisfaction, organisational identification, and psychological well-being) have been
widely investigated as mediator variables in the organisational literature, none of the
previous studies in the field of workplace spirituality to date have been found. Decades
of research on job satisfaction, organisational identification, and psychological wellbeing have resulted in a sound understanding of how both personal factors (e.g.
dispositions) and environmental factors (e.g. working conditions, economic conditions)
affect employees’ level of job satisfaction, organisational identification, and
psychological well-being and how job satisfaction, organisational identification, and
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psychological well-being, in turn, influences a variety of important workplace
behaviours (e.g. job performance and turnover). For the most part, job satisfaction,
organisational identification, and psychological well-being are thus positioned either as
determinants of workplace behaviour (e.g. an independent variables) or as desirable
outcomes in their own rights (i.e. dependent variables). While the researcher recognises
the intrinsic value of these two perspectives, the researcher argues in this study that the
additional important roles of job satisfaction, organisational identification, and
psychological well-being lie in their roles as mediators of the relationships between
individual spirit at work and organisational outcomes (in-role performance,
organisational citizenship behaviours (OCB), and turnover intentions). These
mediational roles are not only a logical extension of the manner in which job
satisfaction, organisational identification, and psychological well-being are positioned
within the nomological network, but are also consistent with various theoretical
frameworks that focus on the manner in which an individual’s actions toward an
attitude object (e.g. organisation, co-workers, supervisors) are informed by the manner
in which the attitude object is perceived to have acted toward the individual. A brief
review of these following empirical literatures devoted to developing an understanding
of how job satisfaction, organisational identification, and psychological well-being are
translated into volitional workplace behaviours will allow us to establish a general
theoretical model of how job satisfaction, organisational identification, and
psychological well-being act as mediators of the relationships between individual spirit
at work and organisational outcomes (in-role performance, organisational citizenship
behaviours (OCB), and turnover intentions).
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3.3.6 THE RELATIONSHIPS BETWEEN JOB SATISFACTION AND
ORGANISATIONAL
ORGANISATIONAL

OUTCOMES
CITIZENSHIP

(IN-ROLE
BEHAVIOURS,

PERFORMANCE,
AND

TURNOVER

INTENTIONS)

Job satisfaction is found to predict outcomes such as job performance (Judge,
Thoresen, Bono, & Patton, 2001) and contextual performance (Organ & Ryan, 1995). It
is also associated with higher incidences of organisational citizenship behaviours
(Bateman & Organ, 1983; Smith, Organ, & Near, 1983; Williams & Anderson, 1991).
Meta-analytic research shows that job satisfaction is a significant predictor of turnover
(Hom & Griffeth, 1995). Moreover, Hom and Kinicki (2001) observe that job
satisfaction is probably the most frequently investigated predicator of turnover. Griffeth,
Hom, & Gaertner (2000) also discovered that there was an average correlation between
satisfaction and actual turnover of r = -0.17. Altogether this research leads to the
following three sets of hypotheses:

Hypothesis 7 The relationship between one’s individual spirit at work and in-role
behaviours would be mediated by their job satisfaction.
Hypothesis 8 The relationship between one’s individual spirit at work and
organisational citizenship behaviours would be mediated by their job satisfaction.
Hypothesis 9 The relationship between one’s individual spirit at work and turnover
intentions would be mediated by their job satisfaction.
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3.3.7

THE

IDENTIFICATION

RELATIONSHIPS
AND

BETWEEN

ORGANIZATIONAL

ORGANISATIONAL

OUTCOMES

(IN-ROLE

PERFORMANCE, ORGANISATIONAL CITIZENSHIP BEHAVIOURS, AND
TURNOVER INTENTIONS)

A review of Riketta’s (2005) meta-analysis of organisational identification
showed that organisational identification correlated strongly and negatively with
turnover intentions (r = -.48), moderately with organisational citizenship behaviours (r
= .35), and weakly with in-role performance (r = .17). All correlations were significant.
However, theory suggests that organisational identification is likely to result in
enhanced in-role performance because people who strongly identify with their
organisation are likely to exert much effort, contribute their best for the social system,
cooperate, develop lower turnover intentions and actual turnover, and are expected to
exhibit high performance as they feel a strong sense of belongingness (e.g. Abrams,
Ando, & Hinkle, 1998; Mael & Ashforth, 1995; Tyler, 1999). Taken together, this
research suggests the following three sets of hypotheses:

Hypothesis 10 The relationship between one’s individual spirit at work and in-role
behaviours would be mediated by their organisational identification.
Hypothesis 11 The relationship between one’s individual spirit at work and
organisational citizenship behaviours would be mediated by their organisational
identification.
Hypothesis 12 The relationship between one’s individual spirit at work and turnover
intentions would be mediated by their organisational identification.
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3.3.8
WELLBEING

THE

RELATIONSHIPS

AND

BETWEEN

ORGANIZATIONAL

PSYCHOLOGICAL

OUTCOMES

(IN-ROLE

PERFORMANCE, ORGANISATIONAL CITIZENSHIP BEHAVIOURS, AND
TURNOVER INTENTIONS)

In a meta-analysis of Muse, Harris, & Field’s (2003) study, it was found that 24
(46%) of the 52 empirical studies examined supported a negative linear relationship
between job stress and job performance. Replicated by most recently Jamal’s (2007)
research, he found the same results even in the cross-cultural study. Moreover, job
stress was also significantly correlated with turnover intentions. Additionally, a review
of Dalal’s (2005) recent meta-analysis of organisational citizenship behaviours showed
that positive affect was strongly correlated with organisational citizenship behaviours.
As such, the following three sets of hypotheses are proposed:

Hypothesis 13 The relationship between one’s individual spirit at work and in-role
behaviours would be mediated by their psychological well-being.
Hypothesis 14 The relationship between one’s individual spirit at work and
organisational citizenship behaviours would be mediated by their psychological wellbeing.
Hypothesis 15 The relationship between one’s individual spirit at work and turnover
intentions would be mediated by their psychological well-being.
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3.4 CONCLUSION

This chapter has reviewed the relevant literature through the relationships
between individual spirit at work (engaging work, sense of community, spiritual
connection, and mystical experience) and three prevalent employee work attitudinal
variables (job satisfaction, organisational identification, and psychological well-being)
as well as three important organisational outcomes (in-role performance, organisational
citizenship behaviours (OCB), and turnover intentions). Additionally, it has presented
15 hypotheses proposed in order to fill the theoretical gap in the workplace spirituality
field. By a rigorous empirical examination of this research, the findings of these
hypotheses will give us a greater understanding about individuals experiencing high
spirituality at work.
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CHAPTER 4

RESEARCH METHODOLOGY

4.1 CHAPTER OVERVIEW

This chapter is organised into 2 main sections (1) research paradigm and (2)
research design. The former discusses the rationale for the methodology adopted in this
research while the latter provides a detailed description of study design, data collection
procedures, characteristics of the sample, measures and related translation and ethical
issues.

4.2 RESEARCH PARADIGM

Thomas Kuhn’s the Structure of Scientific Revolutions (1962 cited in Bird,
1980) was one of the most widely read academic books of the century and had an
influence far beyond the field of philosophy of science amongst scholarly communities.
According to Kuhn’s publication, Chen states that “the advance of science is made
through scientific revolutions that dramatically change the scientific world view, or a
scientific paradigm. Science can be characterised into an endlessly iterating process
from normal science to crisis, revolution, and the re-establishment of new normal
science under a new paradigm” (2005, p. 63). Epistemologies or a researcher’s position
in relation to the reality they want to describe and explain (Burrel & morgan, 1979),
such as positivism, realism, and conventionalism employed by the natural scientists
differ widely (Keat & Urry, 1975). On the other hand, different perspectives as
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interpretivism and constructivism used to interpret events appear to be problematic for
natural scientists (May, 1997; Trigg, 1985). Due to the fact that the world in which we
live is far more complex to interpret socially than scientifically increasing such the
problem and thus proposes a huge challenge for social scientists. Consequently, to
interpret and understand the world we live in, we certainly need ‘ways of viewing’ and
‘ways of interpreting’ to grasp the surrounding facts, ideas, and events. The social
world, therefore, can be interpreted and understood via many schools of thought.

Often, dominant paradigms in a particular research area can be easily found. For
example, the interpretivism paradigm is dominant in workplace spirituality research to
date, particularly in its early development in this field (e.g. Freshman, 1999; WagnerMarsh & Conley, 1999; Milliman et al., 1999; Lips-Wiersma & Mills, 2002; Forray &
Stork, 2002). Nonetheless, alternative approaches have emerged for the use of
researching spirituality in the workplace. The positivism paradigm is one of the
alternative paradigms which has been used and accepted in the field of management and
organisational psychology (e.g. Ashmos & Duchon, 2000; Milliman, Czaplewski, &
Ferguson, 2003; Duchon & Plowman, 2005; Kinjerski & Skrypnek, 2006a). It has
received much criticism (Fornaciari & Dean, 2001; Dean, Fornaciari, & McGee, 2003),
but has still been equally rigorously defended (Benefiel, 2003a). Although different in
nature (Krahnke, Giacalone, & Jurkiewicz, 2003), these two paradigms dominate
research in workplace spirituality.

The following sections critically evaluate these two dominant social science
schools of thought, within the workplace spirituality area, as well as demonstrating the
implication of adopting a positivist orientation paradigm in this research.
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4.2.1 Interpretivism and Workplace Spirituality Research: The Dominant
Paradigm
Since workplace spirituality is a new area within organisational studies, it needs
time to build up theory and a clear construct. Management scholars have tended to work
from the principle that whatever cannot be defined and measured in the terms of
organisational science is irrelevant to the efficient and effective functioning of
organisations and therefore should not be part of discussion about business and
organisation. While the understanding of spirituality at work was at an early stage, the
focus of research in the field tended to rest on conceptualising and defining the concept
of workplace spirituality. As such the interpretativist paradigm dominated the
exploration of the deeply personal and abstract construct of workplace spirituality.

Due to a core principle of the paradigm employed in organisational studies is
that the use of quantitative methods or survey techniques may imposes researcher’s
views, value, and background on the objects being researched, which may not
consequently lead to a perfect understanding of the reality (Robson, 1993). Hence,
interpretivists believe that the reality can only be understood by the people engaged in
the experience (Taylor & Callahan, 2005) and the reality, therefore, cannot be separated
from the individual who is observing it. By this, reality can be seen only from the
people who are being researched, not from the research.

As a result, qualitative methodologies have been used mainly for researching
spirituality in organisations to date. For example, Brenda Freshman used a grounded
theory process applying thematic and network analysis techniques to examine text
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samples from three different sources: e-mail, survey responses, and a literature search.
Throughout the investigation an emphasis was placed on maintaining the multiplicity of
definitions and applications of “spirituality in the workplace” (Freshman, 1999). Fraya
Wagner-Marsh and James Conley conducted research based on their review of the
literature, professional observations and in-depth personal interviews with leaders of
spiritually-based corporations to match the corporation’s spiritually-based philosophy
(Wagner-Marsh & Conley, 1999). Marjolein Lips-Wiersma and Colleen Mills were
engaged a combination of narrative and collaborative inquiry methods to explore the
question of why and how do individuals silence their spiritual expression in the
workplace (Lips-Wiersma & Mills, 2002). Val M. Kinjerski and Berna J. Skrypnek
manipulated a qualitative study with 14 professionals, who not only experienced spirit
at work, but whose work also involved researching or promoting spirit at work,
participated through face-to-face interviews, telephone interviews, or written surveys.
Participants were asked about what is spirit at work and were then asked to describe a
personal experience of spirit at work (Kinjerski & Skrypnek, 2004). Joan F. Marques
employed two qualitative (phenomenological) studies to describe ways in which nonmanagerial workers could contribute toward establishing spirituality at work (Marques,
2006).

As can be seen, each of these qualitative researchers has done important
foundational work. However, a clear conceptualisation and measure of spirituality at
work and empiricist methodological model are still strongly required for this field in
order to provide empirical evidence and potentially be able to generalise the findings to
the larger population and thus ultimately benefit to other organisations whom are now
interested in developing spirituality in their workplace.
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4.2.2 Positivism and Workplace Spirituality Research: The Alternative Paradigm

Positivism is a philosophy developed by Auguste Comte in middle of the 19th
century with the notion that the only authentic knowledge is scientific knowledge
(Giddens, 1974). In the same token, Karl Popper proposes that the positivist world is
consisting of objective and material things (Magee, 1985). According to this way of
thinking, knowledge and phenomena in the social world can be sensed and explained in
the same way as natural scientific phenomenon.

The positivist believes that the collection of data has to be performed in the
social environment and reactions of people to it (May, 1997). Primarily, positivist
research methods consist of observations, experiments and survey techniques, often
involving complicated statistical analysis in order to generate the findings and to test
hypotheses empirically (Schiffman & Kanuk, 1997). The main aim of the positivist
researcher is to generalise the results to the larger population, the inductive approach.
Nonetheless, Karl Popper (cited in Keat & Urry, 1975) argues that

“One does not first make observations, arrive at a theory by
induction from these, and then seek to confirm the theory by further
observations. Instead, the scientist begins by formulating a theory, or
hypothesis, and proceeds to test the hypothesis by making potentially
falsifying observations.” (p. 16)

From his view, the process is called ‘hypothetico-deductive method’ (Keat &
Urry, 1975). To put it more simply, the theory must be first generated and then tested
by observations. If the theory is falsified, it has to be rejected and a new one formulated
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to replace it. Popper also claims that observations cannot make theory, but it is a way to
test the theory.

In workplace spirituality research, positivism most often implemented through a
quantitative research approach has not played a key role. Moreover, there were some
researchers (e.g. Fornaciari & Dean, 2001; Dean, Fornaciari, & McGee, 2003;
Fornaciari & Dean, 2004) who fundamentally disagree with employing the positivism
paradigm for researching spirituality in the workplace. First, they argue that the
positivism paradigm employed for social scientific research, including measurement
techniques, data analysis and even accepted language, is inadequate for scholarship in
the emerging inquiry stream. They took lessons from the natural sciences and showed
how inquiry, modelling, and knowledge made critical leaps utilising a post-positivist
creativity within a discipline that struggled with many of the same issues the
researchers currently face in the workplace spirituality research agenda (Fornaciari &
Dean, 2001, p.335). Second, they argue that positivist methods are inappropriate and
potentially

dangerous

to

workplace

spirituality

study.

This

represents

an

epistemological claim that how we know, and what we know in the workplace
spirituality field cannot be plumbed using traditionally accepted empiricist models
(Dean, Fornaciari, & McGee, 2003, p.379). Third, they suggest that researchers in
workplace spirituality field should use mixed methods by including both quantitative as
well as qualitative data in their studies (Fornaciari & Dean, 2004, p.22).

Despite these objections, there has been increased attention from researchers in
this area trying to achieve a quantitative demonstration of how spirituality in the
workplace contributes to organisational performance since the most prominent
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empirical study of spirituality and religion in the US workplace was published in 1999
(Mitroff & Denton, 1999a, b). Also, we can see it has been in progress, the pioneers
blazing this trail made toward their destination has been more accepted in both
practitioners and scholars.

A number of studies have taken this approach and identified a number of themes
as being central to the study of workplace spirituality. For example, Ashmos and
Duchon (2000) constructed a definition of spirituality in the workplace which their
study found three dimensions as being central of this construct: inner life, meaning at
work, and sense of connection and community. Based on Ashmos and Duchon’s
formulation, a study by Milliman et al. (2003) identified meaningful work, sense of
community, and alignment of values as the central dimensions of spirituality in the
workplace, where alignment of values encompassed the interaction of employees with
the larger organisational purpose. First, they provided some empirical data confirming
the validity of multiple dimensions of spirituality at work. Second, they found some of
the first empirical support that the predictive validity of these dimensions with a
number of employee work attitudes.

Duchon & Plowman (2005) investigated work unit spirituality and explored the
relationship between work unit spirituality and performance in a study of six work units
in a large hospital system. Using non-parametric procedures the results suggested that
there is a relationship between the spiritual climate of a work unit and its overall
performance. Propositions were then developed concerning the effect of work unit
spirituality on work unit performance and the relationship between work unit
spirituality and leadership.
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Recently, Kinjerski and Skrypnek developed the Spirit at Work Scale (SAWS).
This is a new 18 item measure assessing the experience of spirituality at work and is
also a short, psychometrically sound, and easy to administer measure that holds much
promise for use in research and practice (Kinjerski & Skrypnek, 2006a).

The researches outlined above all represent important work in the new field of
spirituality in organisations, from a positivist approach. That is, the alternative
positivism paradigm of workplace spirituality area has become more acceptable in the
field of management studies. Moreover, after exploration based on the most 50 cited
works in workplace spirituality field, Fornaciari and Dean (2009) observe that “we will
not advocate for either a qualitative or quantitative orientation – and there is no need to
be completely binary as such – but we do advocate for researchers taking serious
reflection time to consider one’s own philosophy of science and how to best
operationalise constructs of interest” (p. 313). Thus, this gives the researcher more
confidence in the direction of doing this research according to the positivism approach
in this area.

4.2.3 Implication of Positivism Paradigm to the Research

Even though there has been widespread interest of spirituality in the workplace,
Singhal and Chatterjee (2006) stated that most empirical work that has been done in this
domain remains being more of an exception than the rule with studies based on
anecdotal evidence rather than rigorous empirical work. Particularly, some researchers
in the workplace spirituality field (e.g. Benefiel, 2003a; Heaton, Schmidt-Wilk, &
Travis, 2004; Duchon & Plowman, 2005) have encouraged that the research
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methodology used in the field can move to a quantitative approach in order to allow
workplace spirituality researchers to be in dialogue with mainstream management
scholars and inform management practice in ways that can address pressing
management issues.

Drawing

on

Edmondson

and

McManus’s

(2007)

framework

about

methodological fit in management field research, the field of workplace spirituality
research can be characterised as intermediate theory research state. They describe that
“intermediate theory research draws from prior work – often from separate bodies of
literature – to propose new constructs and/or provisional theoretical relationships” (p.
1165). As well as when the research question of the study which proposes relationships
between new and established constructs, it is characterised as intermediate. As the main
measure of spirit at work used in this research is new and has not been tested elsewhere,
so that this research can fall into this category. Edmondson and McManus suggest that
hybrid (both qualitative and quantitative) method is the most appropriate for this kind of
research in order to help establish the external and construct validity of new measure
and consequently to increase confidence that the researchers’ explanations of the
phenomena are more plausible than alternative interpretations. However, they further
commented that integrating qualitative and quantitative data effectively can be difficult
(e.g. Greene, Caracelli, Graham, 1989) and there is a risk of losing the strengths of
either approach on its own (Edmondson & McManus, 2007). Moreover, they
recognised that many management scholars have strong preferences for methods they
feel comfortable with and to apply according to their framework is possibly flexible
depends on research questions of each study. As can be seen, the seminal work of
Mitroff and Denton (1999a, b) already used the hybrid method as suggested by
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Edmondson and McManus (2007), yet the high demand of a quantitative orientation
demonstration of how spirituality in the workplace contributes to organisational
performance has remained (e.g. Ashmos & Duchon, 2000; Benefiel, 2003a; Milliman et
al., 2003; Heaton at el., 2004; Duchon & Plowman, 2005; Kinjerski & Skrypnek,
2006a). Therefore, as the nature of the rigorous empirical study as well as one of the
pioneering research which will pave the way toward a theory-building empirical phase,
the current research merely adopts a positivist orientation paradigm (quantitative
method) throughout because it is deemed most suitable as it allows (1) to test validity of
the main measure (Spirit at Work Scale) with two pilot studies in 155 UK and 175, 715
Thai samples and (2) to test the theory using hypotheses, establish causal relationships,
make generalisations possible, and at the same time, allow the researcher to remain
independent from the research participants (Creswell, 1994). Consequently, the findings
will be very useful to answer the most important research question of this study, which
is to inform managers and employers about how and to what extent individual spirit at
work impacts to employees’ effectiveness and organisational functioning as a whole.

4.3 JUSTIFICATION OF USING LONGITUDINAL RESEARCH DESIGN AND
MULTIPLE SOURCES RATING OF EMPLOYEE PERFORMANCE

Scholars of social science in recent years have become increasingly concerned
about the validity of survey research, particularly in method bias (Podsakoff et al., 2003;
Malhotra, Kim, & Patil, 2006; Rindfleisch, Malter, Ganesan, & Moorman, 2008;
Burton-Jones, 2009). Moreover, Rindfleisch et al. (2008) assert that there are two issues
that dominate these concerns: (1) common method variance (i.e. systematic method
error due to the use of a single rater or single source); and (2) causal inference (i.e. the
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ability to infer causation from observed empirical relations) (p. 261). Further, they
argue that these two issues are elaborately associated because common method variance
bias critically limits researchers’ ability to draw causal inference and creates potential
rival explanations. Survey researchers usually recommend three data collection
strategies in order to reduce the threat of common method variance bias and enhance
causal inference: (1) employing multiple respondents; (2) obtaining multiple types of
data; or (3) gathering data over multiple periods (Podsakoff & Organ 1986; Podsakoff
et al. 2003). Therefore, in order to strengthen the methodological design used in this
study, the researcher tested the structural models by using data Time 1 of individual
spirit at work for testing direct and indirect effects models unto data of Time 2 of three
employee work attitudinal variables (job satisfaction, organisational identification, and
psychological well-being) and also data of Time 2 of three organisational outcomes (inrole performance, organisational citizenship behaviours (OCB), and turnover intentions).
Moreover, in-role performance and OCB data were collected from both employees selfreporting and their immediate supervisors’ rating.

4.4 RESEARCH DESIGN

4.4.1 Study Design

In spite of an increased attention and popularity in workplace spirituality, there
are a limited number of academic papers providing understanding and in-depth
exploration of the rigorous empirical findings about workplace spirituality and its
relationship with prevalent organisational behaviour variables used in this study. More
specifically, to the best available knowledge based on the literature, Thailand, the
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Buddhist country where research in this topic has remained un- or under-researched.
The researches of workplace spirituality have originated and been developed almost
wholly in North America and western countries, within a predominantly JudeoChristian perspective. Moreover, empirical work has been based on anecdotal evidence
rather than rigorous empirical work. In response, the researcher aims to conduct
research in order to find un-revealed gaps between the literature and real-world
practices. Therefore, the following research design was performed.

Firstly, before using the main measurement of the Spirit at Work Scale (SAWS)
(Kinjerski & Skrypnek, 2006a) which was developed in Canadian university employee
context and not tested widely, this research conducted two pilot studies to confirm the
validity (Hinkin, 1995, 1998) by testing the construct validity, discriminant validity,
and internal consistency reliability with 155 UK and 175, 715 Thai samples. The
validation testing of the Spirit at Work Scale (SAWS) and results are presented in
chapter 5.

Secondly, in order to assess the causal relationships between the core concepts
of individual spirit at work with other six dependent variables (job satisfaction,
psychological well-being, in-role performance, organisational citizenship behaviours
(OCB), and turnover intentions), a longitudinal design at two separate time points,
approximately an eight to nine month interval, was conducted for the present study.
Longitudinal data is particularly useful in predicting long-term or cumulative effects
which are normally hard to analyse in a one-shot case study or cross-sectional study
(Adams & Schvaneveldt, 1991). Thus, a causal relationship can be better established.
The preliminary analysis and results of Time 1 and Time 2 are presented in chapter 6.
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The Hypothesis tests and results of Structural Equation Modelling (SEM) models in
longitudinal design are presented in chapter 7.

Thirdly, in order to avoid common method variance, the researcher used two
sources of rating to evaluate in-role performance and extra-role performance (OCB) in
this study. One was from employee self-report and the other from supervisory report.
This method would be used to increase the objectivity of self-report and obtain another
source of performance data. Also, it would be utilised to minimise common rater effects
(Podsakoff et al., 2003), in particular about performance evaluations used in this
research.

Finally, apart from demographical variables and religious/spiritual practices, to
explore the potential antecedent conditions of individual spirit at work from the
organisational factors, the researcher conducted a survey to investigate what the
necessary factors of organisation should have in order to foster employee spirit at work,
at the same time the respondents were asked to assess that what extent at the current
situations how much their organisations have. The analyses and results in SEM models
are presented in extra findings section of chapter 7.

4.4.2 Sample Characteristics

As a longitudinal research design, data was collected at 2 time intervals: Time 1
during July - August 2008 and Time 2 during March – April 2009 and obtained through
49 organisations (Time 1) and 46 organisations (Time 2) which were from three types
of organisation within Chiang Mai, Thailand’s second-largest city located in the North
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of the country: public, for-profit, and not-for-profit organisations. These organisations
varied in industry. The characteristics of participating organisations are presented in
Table 4.1. Using convenience sampling methods, a total of 1,200 questionnaires were
distributed at Time 1 and 715 completed questionnaires were returned. This resulted in
a response rate of 60%. Under the second wave of data collection, 715 questionnaires
were distributed to the respondents who participated at the first time only 501
completed questionnaires were returned. This represented a response rate of 70%. Thus,
the participants in this study were 715 (Time 1) and 501 (Time 2) employees who
worked for three types of organisation within Thailand: public organisations (N = 237,
185), for-profit organisations (N = 244, 155), and not-for-profit organisations (N = 234,
161). Table 4.2 provides the details of the sample characteristics in this study both Time
1 and Time 2.

After matching-up the 501 participants for both Time 1 and Time 2, all full-time
employees from various industries of 46 organisations and 3 types of organisation, it is
clear that the sample consisted of males (32%, 32%) and females (68%, 68%). The
sample reported their ages as either 26-35 (59%, 60%), 36-45 (21%, 24%), under 25
(14%, 9%) and 46-55 (6%, 7%), respectively. Most of them described their marital
status as single (54%, 51%), married (37%, 39%), cohabiting (5%, 5%), and separated
or divorced (4%, 5%), respectively. They reported their tenure years within the
organisation as either between 1-3 (35%, 37%), 4-9 (27%, 31%), 10-20 (19%, 22%),
under 1 (14%, 5%), and over 20 (5%, 5%), respectively. Lastly, the respondents
described their current positions as either service (32% 31%), professional (27%, 25%),
administrative/clerical (19%, 21%), management (12%, 13%), technical (8%, 8%), and
maintenance (2%, 2%), respectively.
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Table 4.1: The Characteristics of Participating Organisations
Sector

1.) Public

Industry

Organisations

Participants

Time 2

Time 1

Time 2

-Education

10

10

169

129

-Health Service

1

1

31

22

-Social Work

2

2

22

19

-Social Security

1

1

15

15

14
(28.57%)

14
237
185
(30.44%) (33.15%) (36.92%)

-Hotel

2

2

61

26

-Wholesale

1

1

50

36

-Real Estate
Development

1

1

49

36

-Retailing

7

6

29

21

-Education

2

2

24

18

-Telecommunications

2

2

15

12

-Graphic Design

1

-

6

-

-Interior Design

1

1

5

1

-Maintenance

1

1

5

5

Sub-total
3.) Not-forProfit or
Charity

Number of

Time 1

Sub-total
2.) For-Profit
or Private

Number of

18
(36.73%)

16
244
155
(34.78%) (34.12%) (30.94%)

-Religious Charity

5

5

100

58

-Community and
Personal Services

9

8

64

41

-Health Service

2

2

40

37

-Education

1

1

30

25

Sub-total

17
(34.70%)

Total

16
234
161
(34.78%) (32.73%) (32.14%)

49

46

715

501

(100%)

(100%)

(100%)

(100%)
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Table 4.2: The Demographic Composition of the Sample
Sample Characteristics

Time 1

Time 2

Number

Percent

Number

Percent

(715)

(%)

(501)

(%)

-Female

474

66.3

340

67.9

-Male

241

33.7

161

32.1

-Under 25

109

15.2

43

8.6

-26-35

424

59.4

301

60.1

-36-45

139

19.4

121

24.2

-46-55

37

5.2

30

5.9

-Over 55
3.) Job tenure (year)

6

0.8

6

1.2

-Under 1

137

19.2

24

4.8

-1-3

241

33.7

186

37.1

-4-9

181

25.3

156

31.1

-10-20

126

17.6

108

21.6

-Over 20

30

4.2

27

5.4

-Single

396

55.3

256

51.1

-Married

245

34.3

195

38.9

-Cohabitating
-Separated or divorced

42

5.9

26

5.2

24

3.4

19

3.8

-Widowed

8

1.1

5

1.0

-Administrative/clerical

110

15.4

102

20.3

-Service

249

34.8

156

31.1

-Maintenance

15

2.1

9

1.8

-Technical

55

7.7

42

8.4

-Management

98

13.7

67

13.4

-Professional

188
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26.3

125

25.0

1.) Gender

2.) Age

4.) Marital status

5.) Current position

4.4.3 Data Collection Procedures

Prior to approaching organisations for participation, access to the sample was
negotiated with the gatekeeper: owners, directors or managers who could make a final
decision depending on the types of organisations between May and June 2008. The
researcher confirmed to the organisations their role as a doctoral student provided an
overview of the research and its objectives and requested permission to access and
distribute questionnaires in their organisations (see full questionnaires in English and
Thai in Appendix 1 and 2).

Ethical approval was sought and obtained from Aston Business School’s
Research Ethics Committee (see Appendix 3). Issues of confidentiality and anonymity
were assured on the cover letter of the questionnaire. The participants were told that
their answers would be kept confidential and analysed at a group level, to ensure that
participation had no adverse consequences for them or their organisations. Moreover, it
was made clear in the cover letter that, by completing the questionnaire, consent to
participate in the research was assumed. Further information about the nature of the
study, as well as about ethical aspects of the research were provided if requested.

Both questionnaires, for employees and their supervisors, had running numbers
from 0001 - 1200. The researcher managed the questionnaires and recorded which
numbers were distributed in which organisation. At two different points of time, the
participants were given a questionnaire to complete. The nine sets of questions of the
first questionnaire were focused on different organisational attitudes and behaviours.
The questionnaire included items relating to seven core measures and one survey about
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antecedents of spirit at work: (1) individual spirit at work; (2) job satisfaction; (3)
identification with the organisation; (4) psychological well-being; (5) in-role behaviours;
(6) organisational citizenship behaviours; (7) intentions to leave; and (8) antecedent of
individual spirit at work from organisational factors. Demographic questions (9) were
included at the end of the questionnaire (see full questionnaires in English and Thai in
Appendix 4 and 5). At the same time, the immediate supervisors were given a
questionnaire to complete. The two sets of questions of the second questionnaire were
focused on the subordinates’ behaviours at work. The questionnaire included items
relating to two core measures: (1) in-role behaviours and (2) organisational citizenship
behaviours. Demographic questions for immediate supervisors were included at the end
of the questionnaire (see full questionnaires in English and Thai in Appendix 6 and 7).

Access to the sample’s immediate supervisors was facilitated and assisted via
HR managers or persons who were in charge of personnel work in the organisations.
They knew the supervisors and helped to distribute the questionnaires to employees
whom fully agreed to participate. Separate in-role performance and OCB questionnaires
were also distributed to the immediate supervisors at the same time. This process
included both waves of data collection. All the questionnaires were completed in the
organisational settings. Once the participants completed the questionnaires, they were
requested to fold and put it in envelope provided. The completed questionnaires were
collected by the researcher after completion on the same day or a few days later
depending on the situations but overall not more than three working days.

As this research was longitudinal, it was necessary to ensure that responses from
Time 2 could be matched to those from Time 1. Therefore, in order to protect the
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participants’ anonymity and help the researcher to match up the questionnaire Time 1
and Time 2, respondents were asked to put the 4-digit number of their date of birth (day
and month) on the cover sheet (i.e. the 4th of July should be filled 0407). In case of the
participants did not include this password or if they had the same date of birth in the
same organisation, a log of the distribution number of the questionnaires was kept by
the researcher, and failing that demographic information was cross checked to seek to
maximise paired responses.

4.4.4 Translation Issues

Following procedures suggested by Brislin (1980), both questionnaires, for
employees and supervisors, were originally developed in English and then translated
into Thai by the researcher who is a native speaker and back-translated by an EnglishThai expert. The original English and back-translated versions of Spirit at Work Scale
(SAWS) were then compared by the scale developers, and discrepancies were corrected.
Also, the original English and back-translated versions of the other measures were
compared by an English native speaker and expert in Work & Organisational
Psychology field. This process was applied until the back-translated version matched
very closely the original English version (see Brislin, 1970, 1986). Very minor
translation discrepancies arose only in Spirit at Work Scale (SAWS) and these were
usually associated with slight differences in the wording rather than in the meaning of
statements. Finally, the scale developers agreed with the Thai version of SAWS and
authorised the researcher to proceed. At the same time, all the rest measures in Thai
version were approved and granted to proceed by the expert.
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4.4.5 Ethical Issues

According to the ethical framework set by Aston University, ethical issues need
to be addressed in all research involving human participants. The ethical principals
promulgated by the University (Aston University, 2004) include (1) Beneficence (‘to do
positive good’) & Non-Malfeasance (‘to do no harm’); (2) Informed Consent; and (3)
Confidentiality/Anonymity. The meaning of each principle and how it was integrated
into this research are outlined as followed.

Beneficence (‘to do positive good’) & non-malfeasance (‘to do no harm’) holds
that researchers need to ensure their study is beneficial not malevolent. Steps should be
taken to eliminate or minimise the risk or harm to the participants. For this research, the
respondents might have concerns that the questionnaire would be an assessment of their
performance and might feel uneasy filling it. To reduce this concern, the objectives of
this survey and its benefits were stated clearly in the cover letter that prefaced the
questionnaire.

Informed consent means respondents needed to be fully informed of the
objective, the procedures, the potential benefits and other relevant information (e.g.
information that is deemed important to respondents) of the survey. Researchers should
also ensure respondents take part in the survey out of their own free will or voluntarily.
When there are questions and concerns regarding the survey, researchers need to
provide sufficient information to ensure respondents understand the nature and
objectives of the survey. As a longitudinal research design and multiple rating of
performance, the researcher provided all necessary and important information to
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respondents in the cover letter as follows: (1) “Since this research is conducted in a
longitudinal manner, after this first time of data collection, there will be the second
voluntary participation in the next eight to nine month time.”; (2) “You are free to
withdraw at any time and then your responses will be excluded from the study”; (3) “In
this study, your immediate supervisor also will be invited to comment on your
behaviours at work”; and (4) the researcher and supervisory team full contact details
provided so that respondents could contact if they had any enquiries. Regarding the
issue of the status of the HR contact and their relationship with the research participants
in this study, the HR contact had no effect on the voluntary participation of the research
participants and was not regarded as a superior within the organisation. In this study the
HR contact was regarded as a facilitator. For the process of the data collection, the HR
contact would cooperate with the researcher by distributing the questionnaires to the
employees who fully volunteered to participate. If any employee rejected to participate,
the HR contact would not give the questionnaire.

The principle of confidentiality/anonymity requires that identifiable individual
and company details should not be divulged to anyone who is not involved in the
research unless consent is given by the party concerned. It also requires that the use of
data and the storage of questionnaires should meet the regulations relating to data
protection. Regarding the confidentiality issue, the cover letter stated clearly that “All
your responses will be analysed at the group level. Also, no information will be made
public that might identify you or your organisation”. For anonymity purposes in this
study, participants’ names were replaced with codes (running numbers). Since finishing
data collection Time 1, the notes of these codes which were recorded by the HR contact
had been collected and returned to the researcher. Only this researcher knows the link
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between the name and the code. After the survey Time 2, the researcher entered the data
and stored the returned questionnaires in a place where no one other than them self
would have access to them.

4.4.6 Measures

A detailed explanation for each of the measures used in this study is described
below. Full questionnaires are presented in appendices: Appendix 4 (questionnaire for
employees in English), Appendix 5 (questionnaire for employees in Thai), Appendix 6
(questionnaire for immediate supervisors in English), and Appendix 7 (questionnaire
for immediate supervisors in Thai).

Individual Spirit at Work: The Spirit at Work Scale (SAWS) that assess the
individual experience of spirituality at work was developed by Kinjerski & Skrypnek
(2006a). It is an eighteen-item measure with four subscales: engaging work, sense of
community, spiritual connection, and mystical experience. The Cronbach’s alpha
indicated very acceptable internal consistency reliabilities for the total scale (α = .93)
and the four subscales (α’s from .86 to .91). Items are rated on a six-point scale ranging
from 1 (completely disagree) to 6 (completely agree). Samples items are “I am fulfilling
my calling through my work.”, “I feel like I am part of “a community” at work.”, “My
spiritual beliefs play an important role in everyday decisions that I make at work.”, and
“At moments, I experience complete joy and ecstasy at work.”

Job Satisfaction: Warr, Cook, & Wall’s (1979) Job satisfaction Scale was used.
The ffteen-item scale was designed to cover both extrinsic and intrinsic job features.
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O’Driscoll & Beehr (1994)’s study was adapted to use only twelve items, the Cronbach
alphas was .86. Respondents were asked to rate the various intrinsic and extrinsic job
characteristics on a scale ranging from ‘Extremely dissatisfied’ (1) to ‘Extremely
satisfied’ (7). Some items include “Your fellow workers”, “the amount of responsibility
you are given”, “your rate of pay”, and “your opportunity to use your ability”.

Organisational Identification:

The Organisational Identification Measure

(Mael & Ashforth, 1992) was used. This is a well-established measure and has been
used extensively in many studies (e.g. Mael & Ashforth, 1995, α = .74; Dukerich,
Golden, & Shortell, 2002, α = .90; Carmeli, Gilat, & Waldman, 2007, α = .74). The
measure was assessed on a seven-point Likert scale (ranging from 1 = strongly disagree
to 7 = strongly agree). Sample items are “When I talk about my organisation, I usually
say ‘we’ rather than ‘they’.”, “My organisation’s successes are my successes.”, and
“When someone criticises my organisation, it feels like a personal insult.”

Psychological Well-Being: The eight-item Index of Psychological Well-Being
(Berkman, 1971a, b) was used. Respondents were asked how often they feel at work
during the past 2 weeks (coded as Never; Sometimes; Often). After comparing the
answers against the metric table of positive and negative affects, final scoring of
Psychological Well-Being is become on a seven-point scale ranging from 1 (Low PWB)
to 7 (High PWB). This is a well-established measure and evidence of the construct
validity of this measure has been previously demonstrated in a series of studies i.e. with
job performance (Wright & Staw, 1999; α = .74), job satisfaction (Wright &
Cropanzano, 2000; α = .72), and turnover (Wright & Bonett, 1992; α = .74). Some
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indicative items are “Very lonely or remote from other people.”, “On top of the world”,
“Depressed or very unhappy”, and “Pleased about having accomplished something”.

In-role Performance: The six-item In-Role Behavior (IRB) Measure (William
& Anderson, 1991) was used. This is a well-established measure and evidence of the
construct validity of this measure has been previously demonstrated in many studies
(e.g. Randall, Cropanzano, Bormann, & Birjulin (1999), α = .88; Turnley, Bolino,
Lester, & Bloodgood, (2003), α = .93; Cropanzano, Rupp, & Byrne, (2003), α = .88).
The measure was assessed on a seven-point Likert scale (ranging from 1 = strongly
disagree to 7 = strongly agree). The researcher used this measure for employees rating
their own performance and in the same time asking their immediate supervisors rating
their performance by adapted the subject of each questions from ‘I’ to ‘He/She’. Some
sample items are “He/she fulfils all the responsibilities specified in his/her job
description.”, “He/she sometimes fails to perform essential duties of his/her
job.(reversed)”, “He/she consistently meets the formal performance requirements of
his/her job.”, and “He/she adequately completes all of my assigned duties.”

Organisational Citizenship Behaviours (OCB): The twelve-item of OCB-O
(directed toward the whole organisation) and OCB-I (directed at other individuals)
Scale (William & Anderson, 1991) was used. Multiple studies have confirmed strong
coefficient alpha values for this scale (e.g. Randall et al (1999), OCB-O α = .70 and
OCB-I α = .80; Turnley et al (2003), OCB-O α = .83 and OCB-I α = .88; Cropanzano et
al (2003), OCB-O α = .79). The measure was assessed on a seven-point Likert scale
(ranging from 1 = strongly disagree to 7 = strongly agree). Along the same line of using
In-Role Performance measure, the researcher asked both employees and their
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immediate supervisors rating in this scale. Some items include “He/she adheres to
informal organisational rules devised to maintain order.”, “He/she sometimes complains
about insignificant or minor things at work.(reversed)”, “He/she goes out of the way to
help new employees.”, and “He/she generally helps others who have heavy workloads.”

Turnover intentions: Konovsky & Cropanzano (1991)’s three-item of Scale
was used. Respondents were asked to rate on seven-point scales which have three
different anchors. Multiple studies have confirmed strong coefficient alpha values for
this scale (e.g. Cropanzano, R., James, K., & Konovsky, M. A. (1993), α = .91;
Grandey & Cropanzano (1999), α = .74; Randall, et al (1999), α = .80; Cropanzano et al
(2003), α = .82). For the first item was anchored by very unlikely (1) to very likely (7).
The second item was anchored by never (1) to all the time (7). The third item was
anchored by strongly disagree (1) to strongly agree (7). Sample items are “How likely is
it that you will actively look for a job outside of this organisation during the next year?”,
and “How often do you think about quitting your job at this organisation?”

Antecedent Conditions of Individual Spirit at Work: The previous research and
literature reviews suggest that these variables would be possibly linked to employee
experiences spirituality in the workplace: age, tenure, marital status, current position,
and personal religious/spiritual practices (Kinjerski & Skrypnek, 2006a; Kolodinsky,
Giacalone, & Jurkiewicz, 2008; Pawar, 2009b). Thus, the researcher developed three
following questions in the questionnaires asking the participants to respond about their
religious/spiritual practices,: (1) How frequently do you attend religious/spiritual
services range (1 to 5) from never to quite often; (2) How often do you pray range (1 to

- 106 -

7) from never to several times a week; (3) How often do you read religious or spiritual
scripture or literature range (1 to 7) from never to several times a week.

Apart from demographical variables, in order to explore the potential antecedent
conditions of individual spirit at work from the organisational factors, the researcher
conducted a survey to investigate the necessary factors for organisations to foster
employees’ spirit at work. Also, respondents were asked to assess to what extent their
current employment fosters spirit at work. Based on Kinjerski & Skrypnek’s (2006b)
qualitative study, they found seven organisational factors that foster an individual’s
experience of spirit at work (inspired leadership; strong organisational foundation;
organisational integrity; positive workplace culture; sense of community among
members; opportunities for personal fulfilment; and appreciation and regard for
employees and their contribution). Therefore, these criteria were used as a framework in
this part of the study.

4.4.7 Data Analysis Method

Due to the method of Structural Equation Modelling (SEM) being mainly used
in this research, both for CFA and hypotheses testing, we need to clarify more about
this method. SEM is a statistical technique for testing and estimating causal relations i.e.
hypothesis-testing, analysis of a structural theory bearing on some phenomenon (Byrne,
2001). Byrne also notes that the term SEM expresses two important aspects of the
procedure: (1) the causal processes under study are presented by a series of structural
(i.e. regression) equations and (2) these structural relations can be modelled pictorially
to enable a clearer conceptualisation of the theory under study. After that the
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hypothesised model can be examined statistically in simultaneous analysis of the entire
system of variables to determine the extent to which it is consistent with data. If the
goodness of fit is adequate, the model argues for the plausibility of postulated relations
among variables; if it is inadequate, the tenability of such relations is rejected (2001, p.
3). Structural Equation Modelling can also be utilised very effectively to address
numerous research problems involving non-experimental research. Given these highly
desirable characteristics, SEM has become a popular methodology for non-experimental
research and therefore the researcher decided to choose SEM to test CFA and the
hypotheses in this study with AMOS software version 7.0 (Arbuckle, 2007). Regarding
the adequacy indicators of model fit in the present study, the researcher used the χ2/df
ratio below 3.0 (or as high as 5.0 suggested by Marsh & Hocevar, 1985) which is
considered acceptable; the CFI, IFI, and TLI index value above 0.9 are acceptable but
values above 0.95 are preferred; and the RMSEA index value 0.05 or below is
considered a sign of good fit, between 0.05 – 0.10 an acceptable fit, and larger than 0.10
should not be accepted (Hu & Bentler, 1999; more discussion in chapter 5 section 5.5.3).

4.5 CONCLUSION

This chapter has discussed the choices of research paradigm and research design.
It also provided a description of the research design and methodology used to
implement the study, including data collection procedure, access and ethics, sample,
and measures. The validation testing of the Spirit at Work Scale (SAWS) and results are
presented in chapter 5. Data analysis of Time 1 and Time 2, the testing of hypotheses
and results are reported in chapter 6 and 7.
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CHAPTER 5

VALIDATION TESTING: SPIRIT AT WORK SCALE

5.1 CHAPTER OVERVIEW

The purpose of this chapter is to report the validation testing of the main
measure used in this study: the Spirit at Work Scale (SAWS, Kinjerski & Skrypnek,
2006a). The overview of the scale and the concept of validation testing are provided.
The two pilot studies with 155 British and 175, 715 Thai samples conducted for scale
validation are described.

5.2 INTRODUCTION

The Spirit at Work Scale (SAWS, Kinjerski & Skrypnek, 2006a) was developed
in Canadian university context. Due to this being a new scale which has never been
published and tested elsewhere, an initial study was conducted to assess its validity and
reliability by drawing on a sample of British employees from four UK universities.
Such a sample would account for effects of an idiosyncratic context, meaning at least
there are not many different characteristics between Canadian and British samples such
as both use English as their first language, share the western culture and work in a
university context, rather than to do comparison testing with Thai samples from the
beginning of which context and language use are very different. Exploratory factor
analysis (EFA), confirmatory factor analysis (CFA), and internal consistency reliability
analysis were carried out on this data (Hinkin, 1995, 1998). As a new measure,
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discriminant validity analysis was also used to examine a construct which is
theoretically distinct from other related constructs (Campbell & Fiske, 1959). After
having reviewed the outcome of the UK validation in Study 1, the measure was
translated into Thai and back-translated. In order to enhance the generalisability of the
new measure, this translation was similarly validated in Study 2 with 175 and 715
samples in Thailand before being used in the main study.

5.3 OVERVIEW OF SPIRIT AT WORK SCALE

The Spirit at Work Scale (SAWS) was designed to assess the individual
experience of spirituality at work, developed by Kinjerski & Skrypnek (2006a). It is a
new eighteen-item measure with the four subscales: engaging work, sense of
community, spiritual connection, and mystical experience. The initial Cronbach’s
alphas indicated very acceptable internal consistency reliabilities for the total scale (α
= .93) and the four subscales (α’s from .86 to .91). Items are rated on a 6-point scale
ranging from 1 (completely disagree) to 6 (completely agree) (mostly disagree = 2;
somewhat disagree= 3; somewhat agree = 4; mostly agree = 5). The eighteen items are
as follows:
Note: Numbers used between brackets are represented the number sequence in the
questionnaire i.e. (saw1), (saw2) … etc.

1.) Engaging Work (EW): characterised by a profound feeling of well-being, a
belief that one is engaged in meaningful work that has a higher purpose, an
awareness of alignment between one’s values and beliefs and one’s work, and a
sense of being authentic. It is composed of the following seven items:
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EW1 I experience a match between the requirements of my work and my values,
beliefs and behaviours. (saw1)
EW2 I am able to find meaning or purpose at work. (saw5)
EW3 At the moment, I am right where I want to be at work. (saw6)
EW4 I am fulfilling my calling through my work. (saw10)
EW5 I feel grateful to be involved in work like mine. (saw13)
EW6 I am passionate about my work. (saw15)
EW7 I have a sense of personal mission in life, which my work helps me to fulfil.
(saw18)

2.) Sense of Community (SOC): characterised by a feeling of connectedness to
others and common purpose. It is composed of the following three items:
SOC1 I experience a real sense of trust and personal connection with my coworkers. (saw2)
SOC2 I feel like I am part of “a community” at work. (saw7)
SOC3 I share a strong sense of purpose and meaning with my co-workers about our
work. (saw17)

3.) Spiritual Connection (SPC): characterised by a sense of connection to
something larger than self. It is composed of the following three items:
SPC1 I receive inspiration or guidance from a Higher Power about my work. (saw3)
SPC2 I experience a connection with a greater source that has a positive effect on
my work. (saw8)
SPC3 My spiritual beliefs play an important role in everyday decisions that I make
at work. (saw11)
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4.) Mystical Experience (ME): characterised by a positive state of energy or
vitality, a sense of perfection, transcendence, and experiences of joy and bliss. It
is composed of the following five items:
ME1 At times, I experience a “high” at my work. (saw4)
ME2 At moments, I experience complete joy and ecstasy at work. (saw9)
ME3 At times, I experience an energy or vitality at work that is difficult to describe.
(saw12)
ME4 I experience moments at work where everything is blissful. (saw14)
ME5 I have moments at work in which I have no sense of time or space. (saw16)

5.4 VALIDATION TESTING CONCEPT

A vital issue of the development of a new psychometric measure is validation
testing in order to assure the accuracy of measurement of the constructs under
examination. Nunnally (1978) argues that a construct is a representation of something
that does not exist as an observable dimension of behaviour; the more abstract the
construct, the more difficult it is to measure. Therefore, a new elusive scale such as
Spirit at Work needs extensive construct validation evidence to support. Conforming to
the scale development process in accordance with established psychometric principles
for use in survey research suggested by Hinkin (1998), he provides 6 stages to
increasing the confidence in the construct validity of the new measure (1) item
generation: the creation of items to assess the construct examination; (2) questionnaire
administration: the researcher will use the items that have survived the content validity
assessment to measure the construct under examination; (3) initial item reduction:
exploratory factor analysis – the reduction of a set of observed variables to a smaller set
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of variables, and internal consistency assessment or reliability – the accuracy or
precision of measuring instrument will be assessed; (4) confirmatory factor analysis:
allows the researcher to quantitatively assess the quality of the factor structure
providing further evidence of the construct validity of the new measure; (5)
discriminant validity: examining the extent to which the scales correlate with similar
measures; and (6) replication: the use of an independent sample will enhance the
generalisability of the new measure and the use of a new sample would also allow the
application of the measure in a substantive test. Since the Spirit at Work Scale (SAWS,
Kinjerski & Skrypnek, 2006a) was developed from one sample and completed by only
the third stage in line with Hinkin’s (1998) recommendation mentioned earlier, further
validation examination can best advance and assure the accuracy of measurement of
Spirit at Work construct under examination when all above 6 issues are addressed as
will be presented in the following sections.

5.5 STUDY 1 WITH 155 UK SAMPLES

5.5.1 Overview

The first pilot study conducted with UK university employees was primarily
used in order to assess the construct validity and internal consistency in the similar
context and the same English version in which the original scale was developed with
Canadian university employees. Having reviewed the outcome of the construct validity
and internal consistency in the English version based on the theoretical analysis, more
confidence would be gained to study further in other context such as Thailand, the nonWestern context.
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5.5.2 Procedure

According to Hinkin’s (1995, 1998) suggestion of checking the psychometric
principles of a sound measurement, after the data was received firstly exploratory factor
analysis (EFA) was performed. Since EFA is able to examine the pattern of correlations
(or covariances) between the factors or each dimensions of Spirit at Work construct.
Items that were highly correlated were likely influenced by the same factors, while
those that were relatively uncorrelated were likely influenced by different factors. Even
though it is repeated from stage three as original scale, one could be assured of
construct validity whether it may or may not go in the same way when there is testing
with a new sample. Subsequently, confirmatory factor analysis (CFA), Hinkin’s (1998)
fourth-step suggestion mentioned above, allows the researcher to specify correlated
measurement errors, constrain loadings or factor correlations to be equal to one another,
perform statistical comparisons of alternative models, test second-order factor models,
statistically compare the factor structure of two or more groups, and provide a fit of the
hypothesized factor structure to the observed data (Thompson, 2004). Finally, internal
consistency reliability analysis was carried out on the final model in order to examine
its psychometric properties of the Cronbach’s alphas of the total scale and each subscale
of SAWS whether it is or not a sound measurement.

Since the original SAWS was developed from 332 employees, across a wide
range of occupations at a large mid-western university in Canada (Kinjerski &
Skrypnek, 2006a), therefore a similar sample in initial study was also drawn from the
university employees in the UK because there are not many contextual differences.
Four hundred questionnaires including the SAWS and another three work attitude
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measures in the main study (job satisfaction, organisational identification, and
psychological well-being) were distributed to employees of four universities in UK by
the researcher, Aston University, University of Birmingham, University of Exeter, and
University of Birmingham City during February - March 2008. The cover sheet of the
questionnaire clearly specified that the participation in the study was completely
voluntary and anonymous. Each questionnaire also clearly stated that after they
voluntarily completed the questionnaire, they personally had to put it in the envelope
provided and directly posted it back to the researcher’s address.

5.5.3 Analysis and Results
In all, 400 questionnaires were distributed, 155 fully completed were returned, a
response rate of 38.75%. Although there is a widely-cited rule of thumb from Nunnally
(1978) that the subject to item ratio for exploratory factor analysis (EFA) should be at
least 10:1, Osborne & Costello (2004) argue that recommendation was not supported by
published research. Also, there is no one ratio that will work in all cases; the number of
items per factor and communalities and item loading magnitudes can make any
particular ratio overkill or hopelessly insufficient (MacCallum, Widaman, Preacher, &
Hong, 2001). Given that the number of SAWS items was 18, the total sample of 155
participants satisfies the absolute minimum ratio of five individuals per each variable
suggested by Gorsuch (1983) and Hatcher (1994). It also has been indicated that in
most cases a sample size of 150 sufficient to obtain an accurate solution in EFA,
provided that item intercorrelations are reasonably strong (Guadanoli & Velicer, 1988).

The participants consisted of males (26%) and females (74%). The sample
reported their ages as either between 26-35 (36%), 46-55 (19%), 36-45 (18%), over 55
- 115 -

(14%) and under 25 (13%), respectively. Most of them described their marital status as
married (45%), single (36%), cohabiting (10%), and separated or divorced (9%),
respectively. They reported their tenure years in the organisation as either 4-9 (30%), 13 (27%), under 1 (18%), 10-20 (16%), and over 20 (9%), respectively. Lastly, the
respondents described their current positions as either administrative/clerical (54%),
professional including academic staff (24%), management (12%), service (7%), and
technical (3%), respectively.

After several extraction attempts, using multiply techniques (i.e., principal
component, maximum likelihood, and unweighted least squares) and attempts at forcing
a four-factor solution, only three factors appeared. The Spirit at Work construct in 155
UK samples produced only a three-factor solution (explained 63.41% of the variance)
versus the four-factor solution expected. Surprisingly, the three items of engaging work
construct were appearing in sense of community factor and the two items of mystical
experience loaded in spiritual connection factor. Moreover, all the remaining items of
both engaging work and mystical experience were loaded in the third combined factor.
An explanation of this occurrence may be identified within the definition of SAWS used
herein, which explains engaging work by using terms such as a profound feeling of
well-being, a belief that one is engaged in meaningful work that has a higher purpose,
an awareness of alignment between one’s values and beliefs and one’s work, and a
sense of being authentic. These terms are intuitively related to the other two factors in
some extent: (1) a mystical experience characterised by a positive state of energy or
vitality, a sense of perfection, transcendence, and experiences of joy and bliss and (2) a
sense of community characterised by a feeling of connectedness to others and common
purpose. Also, the two items of mystical experience (ME1 “At times, I experience a
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“high” at my work” and ME2 “At moments, I experience complete joy and ecstasy at
work”) can possibly interpret in some part of spiritual connection which characterised
by a sense of connection to something larger than self. Thus, table 5.1 depicts the factor
loadings of the SAWS for 155 UK samples.

Table 5.1: Factor Loadings of SAWS for 155 UK Samples
Spirit at Work Items

Factor Loading
SPC/ME

SPC2

.96

SPC3

.74

SPC1

.73

ME3

.72

ME4

.62

SOC/EW

SOC2

.85

SOC1

.80

SOC3

.70

EW2

.68

EW3

.67

EW1

.58

EW/ME

EW4

.77

EW5

.77

EW6

.74

ME2

.74

ME1

.72

EW7

.69

ME5

.47

Note: SPC = Spiritual Connection, ME = Mystical Experience, SOC = Sense of
Community, and EW=Engaging Work
Extraction Method: Maximum Likelihood.
Rotation Method: Promax with Kaiser Normallization.
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Further, the Bartlett test of sphericity was significant (p < .000), indicating that
the 18- item matrix was significantly different from a matrix of essentially uncorrelated
items. Moreover, the Kaiser-Meyer-Olkin (KMO) value was 0.89. It is argued that
values above 0.6 are required for good factor analysis solutions (Tabachnick & Fidell,
2007). Finally, an analysis of the scree plot was confirmed the selection of three factors,
as shown in figure 5.1. The slope decreases sharply between the third and fourth factor,
suggesting that the three initial factors accounted for the major part of the variance.
Factor 1, spiritual connection and mystical experience, explained 44.11% of the
variance; factor 2, sense of community and engaging work, accounted 12.75% of the
variance; and finally factor 3, engaging work and mystical experience, was responsible
for 6.55% of the variance.

Figure 5.1: Scree Plot Factor Analyses for 155 UK Samples

Exploratory factor analysis is useful as an initial test of the theoretical
assumptions about the constructs under investigation, since these do not have to be
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declared and consequently the analysis is not influenced by them. Thompson (2004)
suggests that when the theory has already been developed Confirmatory Factor
Analysis (CFA) is more useful, as it allows the theory to be directly tested and the
degree to which the data fits the model can be quantified in several ways. After having
reviewed the EFA outcomes, CFA was used to directly test the underlying theory and
examine construct validity. Since CFA was used to estimate the adequacy of the
measurement model for structural equation modelling (SEM). However, it is still
difficult to find a consensus in the literature concerning the most adequate fit indices to
be used (Byrne, 2001). Model evaluation is one of the most unsettled issues related to
SEM and many different statistics have been proposed as measures of the adequacy of a
model (Arbuckle, 2007).

Typically, a common indicator of the adequacy of the SEM model is the chisquare statistical significant test. If the model has an adequate fit, chi-square (χ2) should
be non-significant and it means that the model is not rejected. Nevertheless, the χ2
significant test is highly affected by sample size and normally large sample sizes tend to
present significant levels (Loehlin, 1992; Byrne, 2001). Regarding the χ2 indicator there
is not only checking on a significant test, but the size of χ2. It has been suggested that a
χ2 two or three times as large as the degrees of freedom (df) is acceptable (Carmines &
McIver, 1981) which means the closer the χ2 value is to the degrees of freedom, the
better the model. Therefore, researchers have recommended reporting the χ2/df ratio
(Marsh, Balla & McDonald, 1988). There is no general agreement about the optimal or
adequate magnitude of the χ2/df ratio although a ratio below 3.0 is considered
acceptable, but with ratios below 2.0 indicating a reasonable fit (Buss & Perry, 1992).
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Another indicator examining the adequacy of the SEM model is a series of
goodness-of-fit statistics, which can be classified as incremental or comparative indices.
These indices are based on a comparison of the hypothesized model against a baseline
model. One of the popular applied indices is the comparative fit index (CFI; Bentler,
1990) which was modified from the normed fit index (NFI; Bentler & Bonnett, 1980),
as the NFI has shown a tendency to underestimate the fit in small samples. The
incremental fit index (IFI; Bollen, 1989) was developed to address the issue of
parsimony and sample size which was associated with the NFI. The Tucker-Lewis
index (TLI referred to as non-normed fit index, NNFI; Tucker & Lewis, 1973) was also
developed to overcome one of the weaknesses of the NFI. Whereas in the NFI there is
no penalty for adding parameters, the TLI has such a penalty. For these indices (CFI,
IFI, TLI) vary from 0 to 1, closer coefficients to unity indicate good fit, with acceptable
levels of fit being above 0.9 (Marsh, Balla & McDonald, 1988), but values above 0.95
are preferred (Tucker & Lewis, 1973). Next, the root-mean-square error of
approximation (RMSEA; Steiger & Lind, 1980) estimates how well the model
parameters are able to reproduce the population covariance. Usually, a RMSEA value
around 0.05 is considered a sign of good fit, between 0.05 – 0.10 an acceptable fit, and
larger than 0.10 should not be accepted (Hu & Bentler, 1999). Lastly, the Akaike’s
Information Criterion (AIC: Akaike, 1987) was developed to compare non-nested
models, adjusting for the number of parameters estimated. If the models to be compared
are not nested models, the principle that model should be as simple as possible,
indicates that we should generally keep the simpler model. The model that generates the
lowest AIC value is optimal. The absolute value of AIC has relatively little meaning;
rather the focus is on the relative size, the model with the smaller AIC being preferred.
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Considering the above analysis, the CFI, IFI, TLI, RMSEA and AIC are the indices used
to evaluate the fit of the SAWS models for UK sample.

The models were examined using Confirmatory Factor Analysis (CFA) with
AMOS software version 7.0 (Arbuckle, 2007). Principally, the purpose of the CFA is
to compare the goodness-of-fit of rival models. Therefore the following 3 initial models
were tested: (1) a null model where all items load on separate factors; (2) a single
common model where including all 18 items assuming SAWS has only one factor; and
(3) a four-factor theoretical model. The results are presented in the table 5.2.

Table 5.2: Fit Indices of Confirmatory Factor Analysis for Initial 18-item of SAWS:
UK University Employees

Model

1) Null

χ2

Df

χ2/df

1757.29** 153 11.49

∆χ2,(∆df)

CFI

IFI

TLI RMSEA

AIC

-

.00

.00

.00

.26

1793.29

Factor
2) One

647.27** 135

4.79

1110.02(18)**

.68

.68

.64

.16

719.27

367.30** 129

2.85

279.97(6)**

.85

.85

.82

.11

451.30

Factor
3) Four
Factors

Note: N=155, **p < .001 CFI=Comparative Fit Index; IFI=Incremental Fit Index; TLI=
Tucker-Lewis Index; RMSEA=Root-Mean-Square Error of Approximation; AIC=
Akaike’s Information Criterion.
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The CFA showed that a structure with only one factor did not fit the data
adequately (model 2: χ2 = 647.27, df = 135; p < .001; χ2/df = 4.79; CFI = .68; IFI = .68;
TLI = .64; RMSEA = .16; AIC = 719.27), neither did a structure with a four-factor
theoretical model (model 3; χ2 = 367.30, df = 129; p < .001; χ2/df = 2.85; CFI = .85; IFI
= .85; TLI = .82; RMSEA = .11; AIC = 451.30). The difference in fit between model 2
and 3 was highly significant (D2 = 279.97, df = 6, p < .001), indicating that four factors
captured the covariation among the 18 items much better than a single common factor.
However, initial fit statistics indicated that the four-factor theoretical model was very
poor fit with the data and none of the criteria of acceptable model fit were met. Several
options exist for modification of the measurement model to obtain adequate fit statistics
(Diamantopoulos & Siguaw, 2006). Anderson & Gerbing (1998) state that this would
be normally require modification by removing problem reflective indicators; however,
one must be cautious to avoid using only statistical selection for removal of items which
appear to be problematic.

Firstly, due to two factors between engaging work and mystical experience
being loaded in the same factor in EFA and found highly correlated (r = .81), the
researcher decided to combine these two factors into one called ‘EW+ME’. Secondly,
since low squared multiple correlations (R2) values identified items that were poor
indicators of their target factor; a minimum loading of 0.4 was required (Hair, Anderson,
Tatham, & Black, 1995; Hinkin, 1998). Lastly, after reviewing all items concerned by
starting the items with the highest modification index (MI) and then the items with the
lower R2; some problem reflective indicators were considered to be eliminated. Taken
together, six items were dropped [ME5 (saw16, R2 = 0.20); EW1 (saw1, R2 = 0.24);
EW3 (saw6, R2 = 0.36); EW7 (saw18, MI = 20.60); EW2 (saw5, MI = 19.50), and ME3
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(saw12, MI = 11.16]. Finally, the final CFA model of SAWS for 155 UK university
employees contained a total of 12 items, six capturing combined engaging work and
mystical

experience

[EW4(saw10),

EW5(saw13),

EW6(saw15),

ME1(saw4),

ME2(saw9), and ME4(saw14)], three capturing a sense of community [(SOC1(saw2),
SOC2(saw7),

and

SOC3(saw17)]

and

three

capturing

spiritual

connection

[(SPC1(saw3), SPC2(saw8), and SPC3(saw11)] and with all items loading significantly
on their respective factors, no cross-loadings and no correlated measurement errors.

Again the reduced twelve-item scale was subsequently treated with CFA. Given
that in CFA, multiple models may fit the same dataset, it is best practice to not only test
the single postulated model, but also a number of plausible rival models (Thompson,
2000). Therefore, the modified second-order model (representing the three subdimensions of Spirit at Work) was tested against a three-factor first order model, a one
factor model (assuming respondents do not differentiate between the sub-dimensions,
but Spirit at Work factor does exist) and a null-factor model (the data does not yield a
single factor). Further, the three-factor first order model was tested with both correlated
factors and uncorrelated factors. Table 5.3 details the results from the CFA of the 12item SAWS.

The results showed that the modified three-factor correlated model’s overall fit
was greatly improved and satisfactory as well as the second order three-factor model
(model 4 = model 5: χ2 = 106.08, df = 51; p < .001; χ2/df = 2.08; CFI = .94; IFI = .94;
TLI = .92; RMSEA = .08; AIC = 160.08) and were much better than the one-factor
model (model 2: χ2 = 323.09, df = 54; p < .001; χ2/df = 5.98; CFI = .72; IFI = .72; TLI
= .65; RMSEA = .18; AIC = 371.09) and the 3-factor uncorrelated (model 3: χ2 = 227.28,
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df = 54; p < .001; χ2/df = 4.21; CFI = .82; IFI = .82; TLI = .78; RMSEA = .14; AIC =
275.28) which the CFA showed that they did not fit the data adequately. Moreover, the
χ2 index to degree of freedom (χ2/df) ratio of both the model 4 and 5 fell marginally to
2.08, indicating a reasonable fit of the models. The difference in fit between model 3
and model 4 and 5 also was highly significant (D2 = 121.20, df = 3, p < .001), indicating
that three factors correlated and captured the covariation among the 12 items much
better than the three-factor uncorrelated factor. Therefore, the 3-factor solution for
SAWS was eventually confirmed and consistent with the previous EFA outcomes. The
results are presented in the table 5.3.
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Table 5.3: Fit Indices of Confirmatory Factor Analysis for 12-item of SAWS:
UK University Employees

Model

1.Null

χ2

1009.61**

Df

χ2/df

66 15.30

∆χ2,(∆df)

CFI IFI TLI RMSEA

AIC

-

.00

.00

.00

.31

1033.61

Factor
2.One
Factor

323.09**

54

5.98

686.52(12)**

.72

.72

.65

.18

371.09

227.28**

54

4.21

95.81(0)ns

.82

.82

.78

.14

275.28

106.08** 51

2.08

121.20(3)**

.94

.94

.92

.08

160.08

106.08**

2.08

.94

.94

.92

.08

160.08

3. Threefactor (UnCorrelated)

4.Threefactor
(Correlated)

5.Secondorder
Three-

51

NA

factor

Note: N=155, **p < .001 CFI=Comparative Fit Index; IFI=Incremental Fit Index; TLI=
Tucker-Lewis Index; RMSEA=Root-Mean-Square Error of Approximation; AIC=
Akaike’s Information Criterion.
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After reviewing all 6 items of ‘EW+ME’ dimension;
EW4 I am fulfilling my calling through my work. (saw10)
EW5 I feel grateful to be involved in work like mine. (saw13)
EW6 I am passionate about my work. (saw15)
ME1 At times, I experience a “high” at my work. (saw4)
ME2 At moments, I experience complete joy and ecstasy at work. (saw9)
ME4 I experience moments at work where everything is blissful. (saw14)
The researcher decided to name this emerging combined factor as ‘Meaning in
Work’ because this term is consistent with the meaningful work aspect of workplace
spirituality definition of Ashmos & Duchon (2000, p.141), the aspect of meaning in
work reflects “a sense of what is important, energizing, and joyful about work”. Of
which this meaning, as can be seen the meaning of the six items covered: the first two
items (EW4, EW5) are addressed “a sense of what is important about work”; the next
two items (EW6, ME1) are expressed “a sense of what is energizing about work” and
the last two items (ME2, ME4) are included the meaning “a sense of what is joyful
about work”.

The path diagram with standardised regression weights is depicted in figure 5.2.
As can be seen, all latent factors load moderately/highly and significantly onto the
second-order factor, suggesting that the three sub-dimensions accurately represents the
higher latent construct of Spirit at Work. The mean of the first order loadings was 0.76,
denoting that an average of 70% of the variance in the first-order factors was
attributable to the SAWS (James & James, 1989); thus confirming that the
conceptualisation of a second-order factor is reasonable. Therefore, the second-order of
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SAWS measurement model for 155 UK samples is believed to be the most appropriate
model for further study.
Figure 5.2: The Second-Order of SAWS Model for UK Sample with
Statistically Significant Loading Standardised Coefficients
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Spirit at
Work

Another step in the evaluation of the adequacy of a measure is the assessment of
reliability. Hinkin (1995, 1998) argues that the most common measure of reliability is
Cronbach’s Alpha or internal consistency. Overall the higher-order of the SAWS with
the UK sample a Cronbach α = .89 and all three subscales exhibited a Cronbach α
above .80: meaning in work = .87; a sense of community α = .83; and. spiritual
connection α = .84. Nunally (1978) suggested that alpha values of above .70 are
acceptable, with values between .80 and .90 being very good. Therefore, these values
showed the scale had very acceptable reliability. Lastly, the overall SAWS and three
subscale means, standard deviations, correlations, and reliability estimates are presented
in Table 5.4. Moderate to strong correlations between the three factors again support the
notion of an over-riding Sprit at Work factor.

Table 5.4: Means, Standard Deviations, Correlations and Reliability Estimates:
Overall SAWS and Three Subscales for 155 UK Samples
Mean

SD

1

1.Overall SAWS

3.51

0.97

(0.89)

2. Meaning in Work

3.48

1.10

.93**

(0.87)

3. Sense of Community

4.11

1.07

.67**

.54**

(0.83)

4. Spiritual Connection

2.98

1.45

.77**

.58**

.25**

Scales

Notes: Reliability estimates are in parentheses; ** p < .01
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2

3

4

(0.84)

5.6 STUDY 2 WITH 175 and 715 THAI SAMPLES

5.6.1 Overview
The objective of this second study is to further examination whether the new
Thai translated version of the SAWS has the psychometric principles of a sound
measurement or not before being used in the main study. Moreover, in order to enhance
the generalisability and to also allow the application of the new Spirit at Work measure
in a substantive test, a new and independent sample with 175 and 715 Thai samples in
this study was used as recommended in the sixth step by Hinkin (1998), mentioned in
the section of validation testing concept. The results of the study would give a sufficient
confidence of the main measure in the further hypothesised testing of this research.

5.6.2 Procedure
Following procedures suggested by Brislin (1980), after having reviewed the
outcomes of the UK validation study, the SAWS and the other three work attitude
measures were translated into Thai by the researcher who is a native speaker and backtranslated by an English-Thai expert. The original English and back-translated versions
of the SAWS were then compared by the scale developers (Dr. Val Kinjerski and Dr.
Berna J. Skrypnex), and discrepancies were corrected. Also, the original English and
back-translated versions of the other measures were compared by an English native
speaker and expert in Work & Organisational Psychology field (Dr. Ann Davis). This
process was applied until the back-translated version matched very closely the original
English version (see Brislin, 1970, 1986). Very minor translation discrepancies arose
and these were usually associated with slight differences in the wording rather than in
the meaning of statements. Finally, the scale developers agreed with the Thai version of
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the SAWS and authorised the researcher to proceed. At the same time, the three work
attitude measures in the Thai version were approved and granted to proceed by the
expert. This translation was similarly validated with 175 employees in four Thai
universities before being used in the main study.

In similar fashion to the first study, four hundred questionnaires including the
Spirit at Work scale (SAWS) and another three work attitude measures in the main study
were distributed to employees of four universities in Thailand: Chiang Mai University,
Maejo University, North-Chiang Mai University, and Chiang Mai Rajaphat University
during June 2008. Again, the cover sheet of the questionnaire clearly specified that the
participation in the study was completely voluntary and anonymous. Each questionnaire
also clearly stated that after they completed the questionnaire, they personally had to
put it in the envelope provided and directly posted it back to the researcher’s address in
Thailand.

5.6.3 Analysis and Results

Of the 400 questionnaires distributed for Thai samples, 175 fully completed
were returned, a response rate of 43.75%. The participants consisted of males (26%)
and females (74%). The sample reported their ages as either between 26-35 (65%), 3645 (16%), 46-55 (10%), and under 25 years old (9%), respectively. Most of them
described their marital status as single (60%), married (35%), separated or divorced
(3%), and cohabiting (2%), respectively. They reported their tenure years in the
organisation as between 1-3 (30%), 10-20 (25%), 4-9 (24%), under 1 (12%), and over
20 years (9%), respectively. Lastly, the respondents described their current positions as
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professional including academic staff (35%), service (30%), administrative/clerical
(13%), management (12%), technical (8%), and maintenance (2%), respectively.

The same analysis procedure as described in the first study was followed. The
EFA results of the SAWS construct in 175 Thai samples produced a three-factor solution
versus the four-factor solution expected (explained 62.64% of the variance). Similar to
the UK samples the most two problematic items of engaging work (EW1: I experience a
match between the requirements of my work and my values, beliefs and behaviours)
appearing in a sense of community factor and the other item of mystical experience
(ME3: At times, I experience an energy or vitality at work that is difficult to describe)
appearing in spiritual connection factor. An explanation of this occurrence may be
identified perhaps resulted of ambiguous meaning. Moreover, along the same pattern of
the UK samples, apart from the spiritual connection and a sense of community factors,
all the rest of the remaining items between engaging work and mystical experience
were loaded into one combined factor. An explanation of this occurrence may be
identified within the definition of the SAWS used herein, which explains engaging work
by using terms such as a profound feeling of well-being, a belief that one is engaged in
meaningful work that has a higher purpose, an awareness of alignment between one’s
values, beliefs and one’s work, and a sense of being authentic. These terms are
intuitively related to the mystical experience factor in some extent which characterized
by a positive state of energy or vitality, a sense of perfection, transcendence, and
experiences of joy and bliss. Thus, Table 5.5 depicts the factor loadings of the SAWS for
the 175 Thai samples.
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Table 5.5: Factor Loadings of SAWS for 175 Thai Samples
Spirit at Work Items

Factor Loading
EW/ME

EW7

.81

EW3

.81

EW6

.76

EW4

.70

ME4

.64

ME2

.62

EW5

.61

EW2

.57

ME5

.57

ME1

.53

SOC/EW

SOC1

.87

SOC3

.72

SOC2

.69

EW1

.55

SPC/ME

SPC1

.87

SPC2

.86

SPC3

.86

ME3

.60

Note: SPC = Spiritual Connection, ME = Mystical Experience, SOC = Sense of
Community, and EW=Engaging Work
Extraction Method: Principal Component Analysis.
Rotation Method: Viramax with Kaiser Normallization.

Further, for the 175 Thai samples, the Bartlett test of sphericity was again
significant (p < .000) and the Kaiser-Meyer-Olkin (KMO) value was above the
recommended level of 0.60 (0.90, Tabachnick & Fidell, 2007). Given that the overall
findings from study 2 of the Thai sample, EFA closely mirrored those from study 1 of
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the UK sample, the EFA was repeated, specifying a three-factor solution. Finally, an
analysis of the scree plot was confirmed the selection of three factors, as shown in
figure 5.3. The slope decreases sharply between the third and fourth factor, suggesting
that the three initial factors accounted for the major part of the variance. Factor 1,
engaging work and mystical experience, explained 44.97% of the variance; factor 2,
sense of community and engaging work, accounted 10.90% of the variance; and finally
factor 3, spiritual connection and mystical experience , was responsible for 6.77% of
the variance.

Figure 5.3: Scree Plot Factor Analyses for 175 Thai Samples

Next, the three initial models using Confirmatory Factor Analysis (CFA) as the
same procedure in study 1 were examined. Given that testing CFA after EFA, it is best
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practice to not use the same dataset because the data in a new sample will help support
the factor structure reliability and the validity of the scale. Thus, 715 Thai samples from
the data collection Time 1 in the main study were used in this analysis. The
demographic composition of the sample is demonstrated in Table 4.2. Finally, the CFA
results for initial 18-item of SAWS with 715 Thai samples are presented in Table 5.6.

Table 5.6: Fit Indices of Confirmatory Factor Analysis for Initial 18-item of SAWS:
715 Thai Samples

χ2

Model

1) Null

Df

χ2/df

8051.14** 153 52.62

∆χ2,(∆df)

-

CFI

IFI

TLI RMSEA

AIC

.00

.00

.00

.27

8087.14

.83

.83

.81

.12

1520.54

.91

.91

.89

.09

892.37

Factor
2) One

1448.52** 135 10.73 6602.02(18)**

Factor
3) Four

808.37** 129

6.27

640.15(6)**

Factors

Note: N=715, **p < .001 CFI=Comparative Fit Index; IFI=Incremental Fit Index; TLI=
Tucker-Lewis Index; RMSEA=Root-Mean-Square Error of Approximation; AIC=
Akaike’s Information Criterion.
The CFA results showed that a structure with only one factor did not fit the data
adequately (model 2: χ2 = 1448.52, df = 135; p < .001; χ2/df = 10.73; CFI = .83; IFI
= .83; TLI = .81; RMSEA = .12; AIC = 1520.54), neither did a structure with a four- 134 -

factor theoretical model (model 3: χ2 = 808.37, df = 129; p < .001; χ2/df = 6.27; CFI
= .91; IFI = .91; TLI = .89; RMSEA = .09; AIC = 892.37). The difference in fit between
model 2 and 3 was highly significant (D2 = 640.15, df = 6, p < .001), indicating that four
factors captured the covariation among the 18 items much better than a single common
factor. However, initial fit statistics indicated that the four-factor theoretical model was
poor fit with the data. This result mirrored repeatedly those from study 1 of the UK
sample. Therefore, the following steps for modification of the measurement model in
order to obtain adequate fit statistics are described as followed.

Firstly, due to two factors between engaging work and mystical experience
being loaded in the same factor in EFA and found to be highly correlated (r = .95), the
researcher decided to combine these two factors into one called ‘EW+ME’. Secondly,
since low squared multiple correlations (R2) values identified items that were poor
indicators of their target factor; a minimum loading of 0.4 was required. Lastly, after
reviewing all items concerned by starting the items with the highest modification index
(MI) and then the items with the lower R2; some problem reflective indicators were
considered to be eliminated. Most of the problematic items were found to be the same
as in the UK samples. All things considered, six items were removed [ME3 (saw12, R2
= 0.30); EW1 (saw1, R2 = 0.28); ME1 (saw4, MI = 37.20); ME5 (saw16, MI = 22.84);
EW3 (saw6, MI = 28.04); and EW7 (saw18, MI = 32.92)]. Finally, the final CFA model
of the SAWS for the 715 Thai employees contained a total of 12 items, six capturing
combined engaging work and mystical experience [EW2(saw5), EW4(saw10),
EW5(saw13), EW6(saw15), ME2(saw9), and ME4(saw14)], three capturing spiritual
connection [(SPC1(saw3), SPC2(saw8), and SPC3(saw11)] and three capturing a sense
of community [(SOC1(saw2), SOC2(saw7), and SOC3(saw17)] with all items loading
- 135 -

significantly on their respective factors, no cross-loadings and no correlated
measurement errors.

Subsequently, the reduced twelve-item scale was treated with CFA and tested
with a number of plausible rival models (Thompson, 2000) as the same procedure in
study 1. Table 5.7 details the results from the CFA of the twelve-item SAWS of the 715
Thai samples. The results showed that the modified three-factor correlated model’s
overall fit was greatly improved and satisfactory as well as the second order three-factor
model (model 4 = model 5: χ2 = 175.69, df = 51; p < .01; χ2/df = 3.44; CFI = .98; IFI
= .98; TLI = .97; RMSEA = .06; AIC = 229.69) and were much better than the onefactor model (model 2: χ2 = 735.25, df = 54; p < .001; χ2/df = 13.62; CFI = .86; IFI
= .86; TLI = .83; RMSEA = .13; AIC = 783.25) and the 3-factor uncorrelated (model 3:
χ2 = 1055.84, df = 54; p < .001; χ2/df = 19.55; CFI = .80; IFI = .80; TLI = .75; RMSEA
= .16; AIC = 1103.84) which the CFA showed that they both did not fit the data
adequately. Moreover, the fit indices of both the model 4 and 5, CFI, IFI, TLI were all
over .95 and RMSEA = .06, indicating a very good fit of the models. The difference in
fit between model 3 and model 4 and 5 also was highly significant (D2 = 880.15, df = 3,
p < .001), indicating that three factors correlated captured the covariation among the 12
items much better than the three-factor uncorrelated factor. Therefore, the 3-factor
solution for SAWS was finally confirmed and consistent with the previous EFA
outcomes. Also, it was consistent with the UK sample. The results are presented in
Table 5.7.
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Table 5.7: Fit Indices of Confirmatory Factor Analysis for 12-item of SAWS:
715 Thai Samples

Model

1.Null

χ2

Df

χ2/df

5017.92** 66 76.03

∆χ2,(∆df)

-

CFI IFI TLI RMSEA

AIC

.00

.00

.00

.32

5041.92

.86

.86

.83

.13

783.25

320.59(0)ns

.80

.80

.75

.16

1103.84

880.15(3)**

.98

.98

.97

.06

229.69

.98

.98

.97

.06

229.69

Factor
2.One
Factor

735.25** 54 13.62 4282.67(12)**

3. Threefactor (UnCorrelated)

1055.84** 54 19.55

4.Threefactor
(Correlated)

175.69* 51

3.44

175.69* 51

3.44

5.Secondorder
Three-

NA

factor

Note: N=715, **p < .001, * p < .01 CFI=Comparative Fit Index; IFI=Incremental Fit
Index; TLI= Tucker-Lewis Index; RMSEA=Root-Mean-Square Error of Approximation;
AIC= Akaike’s Information Criterion.
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While reviewing all 6 items of ‘EW+ME’ dimension;
EW2 I am able to find meaning or purpose at work. (saw5)
EW4 I am fulfilling my calling through my work. (saw10)
EW5 I feel grateful to be involved in work like mine. (saw13)
EW6 I am passionate about my work. (saw15)
ME2 At moments, I experience complete joy and ecstasy at work. (saw9)
ME4 I experience moments at work where everything is blissful. (saw14)
Even though there was only one item different from the UK sample
[UK=ME1(saw4) versus Thai=EW2(saw5)], the researcher also decided to name this
emerging combined factor as ‘Meaning in Work’ the same for the UK sample with the
same reason (Ashmos & Duchon, 2000).

The path diagram with standardised regression weights is depicted in figure 5.4.
As can be seen, all latent factors load moderately/highly and significantly onto the
second-order factor, suggesting that the three sub-dimensions accurately represents the
higher latent construct of Spirit at Work. The mean of the first order loadings was 0.85,
denoting that an average of 72% of the variance in the first-order factors was
attributable to the SAWS (James & James, 1989); thus confirming that the
conceptualisation of a second-order factor is reasonable. Therefore, the second-order of
the SAWS measurement model for the 715 Thai samples is believed to be the most
appropriate model for using in the main study.
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Figure 5.4: The Second – Order of SAWS Model for 715 Thai Samples with
Statistically Significant Loading Standardised Coefficients
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The final step in the evaluation of the adequacy of a measure is assessment of
reliability. Overall the higher-order of the SAWS with the Thai sample a Cronbach α
= .92 and all three subscales exhibited a Cronbach α above .80: meaning in work = .90;
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a sense of community α = .80; and. spiritual connection α = .84. Nunally (1978)
suggested that alpha values of above .70 are acceptable, with values between .80
and .90 being very good. Therefore, these values showed the scale had very acceptable
reliability. Lastly, the overall SAWS and three subscale means, standard deviations,
correlations, and reliability estimates are presented in Table 5.8. Moderate to strong
correlations between the three factors again support the notion of an over-riding Sprit at
Work factor.

Table 5.8: Means, Standard Deviations, Correlations and Reliability Estimates:
Overall SAWS and Three Subscales for 715 Thai Samples

Mean

SD

1

1.Overall SAWS

4.45

0.74

(0.92)

2. Meaning in Work

4.45

0.83

.94**

(0.90)

3. Sense of Community

4.66

0.74

.82**

.73**

(0.80)

4. Spiritual Connection

4.26

1.00

.79**

.60**

.47**

Scales

2

3

4

(0.84)

Notes: Reliability estimates are in parentheses; ** p < .01

5.7 DISCRIMINANT VALIDITY ANALYSIS

The objective of this section is to conduct discriminant validity analysis as
recommended in the fifth stage by Hinkin (1998) to increase confidence in the construct
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validity of the new measure. It is vital to establish for the new measure, discriminant
validity is used to examine a construct which is theoretically distinct from other related
constructs (Campbell & Fiske, 1959). Generally, Chen, Gully, & Eden (2001) suggest
using Confirmatory Factor Analysis (CFA) in order to examine whether a new construct
is empirically divergent from related measures. This research will especially test the
correlations between the new construct (SAWS) and the three prevalent work-attitudinal
variables such as job satisfaction, organisational identification, and psychological wellbeing. Some would argue that the Spirit at Work construct (meaning in work, sense of
community, and spiritual connection) may have a similar or overlap construct with
these three work attitude constructs. Despite this, Spirit at Work and the three work
attitude constructs are theoretically different concepts, and therefore it is important that
the researcher should show that this new scale measures Spirit at Work and not simply
Job Satisfaction, Organisational Identification or Psychological Well-being.

In order to examine the discriminant validity between the Spirit at Work Scale
(SAWS) and three work attitude constructs (job satisfaction, organisational identification,
and psychological well-being), the researcher conducted a CFA using AMOS in which
the first three models (SAWS and job satisfaction, SAWS and organisational
identification, and SAWS and psychological wellbeing) were forced to overlap
completely (one factor solution) versus the other three models in which each model
they were allowed to be distinct (two factor solution). Evidence that the two factor
model fits the data better than the one factor would support the structural and
discriminant validity of Spirit at Work construct. Therefore, data from both the 155 UK
and the 175 Thai samples were put in this investigation.
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5.7.1 UK sample

The following results were apparently shown that the Spirit at Work construct of
155 UK samples was theoretically distinct from the other three work attitude constructs
(job satisfaction, organisational identification, and psychological well-being). For the
first model (SAWS versus job satisfaction), a 2-factor model with SAWS and job
satisfaction as separate but correlated factors (χ2 = 234.68, df = 115; p < .001; χ2/df =
2.04; CFI = .91; IFI = .92; TLI = .90; RMSEA = .08) fit the data better than did a 1factor model with SAWS and job satisfaction collapsed (χ2 = 747.17 df = 119; p < .001;
χ2/df = 6.28; CFI = .55; IFI = .55; TLI = .48; RMSEA = .19). Similarly for the second
model (SAWS versus organisational identification), a 2-factor model with SAWS and
organisational identification as separate but correlated factors (χ2 = 202.15, df = 115; p
< .001; χ2/df = 1.76; CFI = .94; IFI = .94; TLI = .93; RMSEA = .07) fit the data much
better than did a 1-factor model with SAWS and organisational identification collapsed
(χ2 = 707.09; df = 119; p < .001; χ2/df = 5.94; CFI = .59; IFI = .60; TLI = .53; RMSEA
= .18). Lastly, for the third model (SAWS versus psychological well-being), a 2-factor
model with SAWS and psychological well-being as separate but correlated factors (χ2 =
126.99, df = 62; p < .001; χ2/df = 2.05; CFI = .93; IFI = .93; TLI = .92; RMSEA = .08)
fit the data better than did a 1-factor model with SAWS and psychological well-being
collapsed (χ2 = 900.76; df = 66; p < .001; χ2/df = 13.65; CFI = .14; IFI = .15; TLI = .02; RMSEA = .29). Table 5.9 provides the fit indices of these three model comparison.
Moreover, the overall SAWS and three work attitude scales means, standard deviations,
correlations, and reliability estimates for the 155 UK samples are presented in Table
5.10.
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Table 5.9: Fit Indices of Confirmatory Factor Analysis for Testing Discriminant
Validity between SAWS and Three Work Attitudes Constructs: UK Sample

χ2

Df

χ2/df

CFI IFI TLI RMSEA

-One-factor Model

747.17 **

119

6.28

.55

.55

.48

.19

-Two-factor Model

234.68**

115

2.04

.91

.92

.90

.08

-One-factor Model

707.09**

119

5.94

.59

.60

.53

.18

-Two-factor Model

202.15**

115

1.76

.94

.93

.93

.07

-One-factor Model

900.76**

66

13.65

.14

.15

-.02

.29

-Two-factor Model

126.99**

62

2.05

.93

.93

.92

.08

Model

Model 1 SAWS VS Job
Satisfaction

Model 2 SAWS VS
Organisational Identification

Model 3 SAWS VS
Psychological Well-being

Note: N = 155, **p < .001 CFI=Comparative Fit Index; IFI=Incremental Fit Index;
TLI= Tucker-Lewis Index; RMSEA=Root-Mean-Square Error of Approximation
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Table 5.10: Means, Standard Deviations, Correlations, and Reliability Estimates:
Overall SAWS and Three Work Attitude Constructs for
155 UK Samples

Mean

SD

1

1.Overall SAWS

3.51

0.97

(0.89)

2. Job Satisfaction

4.82

0.94

.43**

(0.91)

3.Organisational
Identification

4.68

1.26

.46**

.50**

(0.89)

4.PsychologicalWell-being

4.14

1.60

.37**

.50**

.45**

Scales

2

3

4

(0.65)

Notes: Reliability estimates are in parentheses; ** p < .01

5.7.2 Thai sample

Along the same line, the following results of the 175 Thai samples were also
clearly demonstrated that the Thai version of Spirit at Work construct was theoretically
distinct from the other three work attitude constructs. For the first model (SAWS versus
job satisfaction), a 2-factor model with SAWS and job satisfaction as separate but
correlated factors (χ2 = 223.31, df = 131; p < .001; χ2/df = 1.70; CFI = .94; IFI = .94;
TLI = .93; RMSEA = .06) fit the data better than did a 1-factor model with SAWS and
job satisfaction collapsed (χ2 = 705.27; df = 135; p < .001; χ2/df = 5.22; CFI = .64; IFI
= .64; TLI = .59; RMSEA = .16). Next, for the second model (SAWS versus
organisational identification), a 2-factor model with SAWS and organisational
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identification as separate but correlated factors (χ2 = 141.18, df = 86; p < .001; χ2/df =
1.64; CFI = .96; IFI = .96; TLI = .96; RMSEA = .06) fit the data better than did a 1factor model with SAWS and organisational identification collapsed (χ2 = 635.21; df =
90; p < .001; χ2/df = 7.06; CFI = .64; IFI = .64; TLI = .58; RMSEA = .19). Finally, for
the third model (SAWS versus psychological well-being), a 2-factor model with SAWS
and psychological well-being as separate but correlated factors (χ2 = 98.30, df = 62; p
< .01; χ2/df = 1.59; CFI = .97; IFI = .97; TLI = .96; RMSEA = .06) fit the data better
than did a 1-factor model with SAWS and psychological well-being collapsed (χ2 =
1,004.58; df = 66; p < .001; χ2/df = 15.22; CFI = .18; IFI = .19; TLI = .03; RMSEA
= .29). Table 5.11 shows the fit indices of these three model comparison. Further, the
overall SAWS and three work attitude scales means, standard deviations, correlations,
and reliability estimates for the175 Thai samples are demonstrated in Table 5.12.
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Table 5.11: Fit Indices of Confirmatory Factor Analysis for Testing Discriminant
Validity between SAWS and Three Work Attitudes Constructs: Thai Sample

Model

χ2

Df

χ2/df

CFI IFI TLI RMSEA

Model 1 SAWS VS Job
Satisfaction
-One-factor Model

705.27**

135

5.22

.64

.64

.59

.16

-Two-factor Model

223.31**

131

1.70

.94

.94

.93

.06

-One-factor Model

635.21**

90

7.06

.64

.64

.58

.19

-Two-factor Model

141.18**

86

1.64

.96

.96

.96

.06

-One-factor Model

1,004.58**

66

15.22

.18

.19

.03

.29

-Two-factor Model

98.30**

62

1.59

.97

.97

.96

.06

Model 2 SAWS VS
Organisational Identification

Model 3 SAWS VS
Psychological Well-being

Note: N = 175, **p < .001 CFI=Comparative Fit Index; IFI=Incremental Fit Index;
TLI= Tucker-Lewis Index; RMSEA=Root-Mean-Square Error of Approximation
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Table 5.12: Means, Standard Deviations, Correlations, and Reliability Estimates:
Overall SAWS and Three Work Attitude Constructs for
175 Thai Samples

Mean

SD

1

1.Overall SAWS

4.28

0.63

(0.90)

2. Job Satisfaction

4.72

0.87

.55**

(0.92)

3.Organisational
Identification

5.35

0.93

.42**

.34**

(0.88)

4.PsychologicalWell-being

4.35

1.53

.44**

.50**

.23**

Scales

2

3

4

(0.68)

Notes: Reliability estimates are in parentheses; ** p < .01

5.7.3 The Fornell and Larcker’s (1981) Discriminant Validity Test

Discriminant validity is established when a latent variable accounts for more
variance in the observed variables associated with it than other related constructs. If this
is not the case, then the validity of the individual indicators and of the construct itself is
questionable (Fornell & Larcker, 1981). Hence, to further examine the discriminant
validity of the new measure (SAWS), the Fornell and Larcker (1981) test was applied,
whereby the average variance extracted (AVE) from the three Spirit at Work subdimensions (meaning in work, sense of community, and spiritual connection) was
compared to the squared correlation between the second-order latent variables of Sprit
at Work Scale and each of the three work attitude constructs (job satisfaction,
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organisational identification, and psychological well-being). If the AVE is less than 0.5,
then the validity of the three sub-dimensions, as well as the overall construct of Spirit at
Work is questionable, as the measurement due to error would be larger than the
variance captured by the construct (Fornell & Larcker, 1981).

For both the 155 UK and the 175 Thai samples, the mean AVE across the three
sub-dimensions exceeded this recommended level (p = .61; p = .61 respectively).
Further, to fully satisfy the requirements for discriminant validity, the AVE must be
greater than the squared correlation between the two latent constructs (Fornell &
Larcker; 1981). Both samples successfully met this condition with the squared
correlation between Spirit at Work and Job Satisfaction (UK, p = .13 and Thai, p = .34),
Spirit at Work and Organisational Identification (UK, p = .27 and Thai, p = .35), and
Spirit at Work and Psychological Well-being (UK, p = .14 and Thai, p = .24), being
exceeded by the AVE (UK, p = .61; Thai, p = .61, respectively). Moreover, Fornell &
Larcker (1981) recommend that the squared correlation between the latent constructs
should also be exceeded by the individual variance extracted by each first order factor.
This condition again was successfully met in all three Spirit at Work sub-dimensions
from both 155 UK samples (meaning in work p = .54; sense of community p = .62; and
spiritual connection p = .67) and 175 Thai samples (meaning in work p = .55; sense of
community p = .57; and spiritual connection p = .72).

5.8 DISCUSSION

Due to the fact that the Spirit at Work measurement is a new scale and has not
been assessed widely in the field research, the two pilot studies were conducted in order
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to test psychometric characteristics of the scale. The results of the first pilot study with
155 UK university employees, which initially tested to a similar samples when the
original scale was developed in an English version but outside North-American context,
showed that the final CFA model of SAWS for the UK sample which is presented in
Table 5.9, contained a total of twelve items with the three factors solution (meaning in
work, sense of community, and spiritual connection) which was a much better fit to the
data than the eighteen-item four theoretical factors. Furthermore, the second-order of
twelve-item SAWS with UK sample, a Cronbach α value was very high (.89) and all
three subscales exhibited a Cronbach α above .80, these values showed the scale had
very acceptable internal consistency reliability. Therefore, the SAWS model for the 155
UK samples was believed to be a sound psychometric measurement and the most
appropriate model for further study.

After reviewing the outcomes of the first study, the second pilot study
conducted with 175 and 715 Thai samples in order to test validity and reliability of the
SAWS measurement to enhance the generalisability and also allow the application of the
new Spirit at Work measure in a substantive test i.e. non-Western context. The results
of the second pilot study with Thai sample closely mirrored the UK sample model. It
showed that the final CFA model of SAWS contained a total of 12 items with only three
factors which is presented in Table 5.9. In addition, the model’s overall fit was very
satisfactory. Likewise, overall the second-order of 12-item SAWS with the Thai sample
a Cronbach α was very high (.92) and all three subscales presented a Cronbach α
above .80 which these values again manifested the scale had very satisfactory reliability.
For that reason, the SAWS measurement model for the 715 Thai samples was believed
to be the most appropriate model for using in the main study.
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According to the final twelve items of both samples as presented in Table 5.13,
there is only one item difference between both samples in the dimension of meaning in
work but the other two dimensions; a sense of community and spiritual connection,
captured exactly the same items as original SAWS items. Thus, it was understandable
that the one item differences in ‘meaning in work’ occurred herein perhaps were from
translation issue for example in the item ME1 which was not included in the Thai
version ‘At times, I experience a “high” at my work’, for the word ‘high’ maybe there
is not the same meaning when translated into Thai; and in the item EW2 which was not
loaded in the UK version ‘I am able to find meaning or purpose at work’ for a UK
working context the word ‘meaning or purpose at work’ might be not a clear expression
or ambiguous meaning. As can be seen that the final CFA model of the SAWS for both
pilot projects, the final scales were contained only a total of twelve items and three
factors. The explanation of having three factors rather than the original scale four
factors was apparent because from both studies the engaging work and mystical
experience dimensions were highly correlated and loaded in the same factor, indicating
that these two dimensions are relative concept. Moreover, when the researcher reviewed
the six items remaining in this combined factor called ‘meaning in work’, according to
the definition of the aspect of meaning in work (Ashmos & Duchon, 2000, p.141)
reflects “a sense of what is important, energizing, and joyful about work” which is
clearly included the meaning of both engaging work and mystical experience
dimensions herein. However, analyses revealed that the measurement model fit the data
in both countries and that the fit was equivalent across the two cultures. This indicates
that the constructs are meaningful in each culture and that the translation of
questionnaires was successful in preserving the psychological constructs.
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Finally, the results of discriminant validity analysis from both samples were
evidently verified that the Spirit at Work Scale (SAWS) is not only a sound
psychometric measure and also a distinct construct from other work attitude constructs
in organisational behaviours literature (job satisfaction, organisational identification,
and psychological well-being). Therefore, this gave the researcher more confidence to
use the SAWS in the further field study.

5.9 CONCLUSION

This chapter has described the validation testing of the Spirit at Work Scale
(SAWS) with 155 UK and 175, 715 Thai samples. Firstly, the initial pilot study
conducted with UK university employees was primarily used in order to assess the
construct validity and internal consistency in the similar context and the English version
in which the original scale was developed with Canadian university employees was
described. Secondly, the second pilot study was to examine the construct validity and
reliability of the Thai translation version of the SAWS in order to enhance the
generalisability. Thirdly, discriminant validity analyses from both samples were
conducted. Finally, the results of the two studies including discriminant validity
analyses provided supportive evidence that the Spirit at Work Scale (SAWS) is a sound
psychometric measure and also a distinct construct from the three work attitude
constructs. The final model of the SAWS contains a total of twelve items; a three factor
structure (meaning in work, sense of community, and spiritual connection) in which the
sub-factors loaded on higher order factors and also had very acceptable reliability. In
line with these results it was decided to use the second-order of the SAWS model for the
715 Thai samples in the main study and subsequent analysis.
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Table 5.13: The Final Items of SAWS from Both Studies

Spirit at Work

155 UK Samples

175 and 715 Thai Samples

3 Dimensions

(12 items)

(12 items)

1.) Meaning in

(EW2, saw5)
I am able to find meaning or
purpose at work.
(EW4, saw10)
(EW4, saw10)
I am fulfilling my calling through I am fulfilling my calling through
my work.
my work.
(EW5, saw13)
(EW5, saw13)
I feel grateful to be involved in I feel grateful to be involved in
work like mine.
work like mine.
(EW6, saw15)
(EW6, saw15)
I am passionate about my work.
I am passionate about my work.
(ME1, saw4)
At times, I experience a “high” at
my work.
(ME2, saw9) At moments, I
(ME2, saw9) At moments, I
experience complete joy and
experience complete joy and
ecstasy at work.
ecstasy at work.
(ME4, saw14) I experience
(ME4, saw14) I experience
moments at work where
moments at work where
everything is blissful.
everything is blissful.
(SPC1, saw3) I receive
(SPC1, saw3) I receive
inspiration or guidance from a
inspiration or guidance from a
Higher Power about my work.
Higher Power about my work.
(SPC2. saw8) I experience a
(SPC2. saw8) I experience a
connection with a greater source
connection with a greater source
that has a positive effect on
that has a positive effect on
my work.
my work.
(SPC3, saw11) My spiritual
(SPC3, saw11) My spiritual
beliefs play an important role in
beliefs play an important role in
everyday decisions that I make at everyday decisions that I make at
work.
work.
(SOC1, saw2) I experience a real (SOC1, saw2) I experience a real
sense of trust and personal
sense of trust and personal
connection with my co-workers.
connection with my co-workers.
(SOC2, saw7) I feel like I am
(SOC2, saw7) I feel like I am
part of “a community” at work.
part of “a community” at work.
(SOC3, saw17) I share a strong
(SOC3, saw17) I share a strong
sense of purpose and meaning
sense of purpose and meaning
with my co-workers about our
with my co-workers about our
work.
work.
-

Work

2.) Spiritual
Connection

3.) A Sense of
Community
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CHAPTER 6

PRELIMINARY ANALYSIS AND RESULTS

6.1 CHAPTER OVERVIEW

The objective of this chapter is to present the statistic analyses performed on the
data collected from Time 1 and Time 2. Firstly, the results of CFA (Confirmatory
Factor Analysis) and discrminant validity of all the measurement models are reported.
Next, the scale reliability tests and correlational results are introduced. Additionally,
measurement equivalence tests using CFA comparing 155 UK with 175 Thai samples
are presented as evidence of the potential for generalisability of findings. Lastly, the
manipulation check between high and low spirit at work groups are investigated. This
chapter concludes with a discussion of these preliminary results.

6.2 DATA TIME 1

6.2.1 Overview

In the first wave of data collection, 1,200 questionnaires were distributed and
715 fully completed were returned, a response rate of 60%. Confirmatory factor
analysis (CFA) of all measures except psychological well-being was primarily used in
order to assess the construct validity. After that internal consistency reliabilities were
analysed on the final models in order to examine its psychometric properties of the
Cronbach’s alphas of each measure whether it is or not a sound measurement. Lastly,
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the correlations among all variables were reported. The reason that psychological wellbeing scale was not put into the CFA test because after scoring from eight questions
both positive and negative feeling by comparing with the metric table (Berkman, 1971a,
b) finally there is only single item remaining for the final score in this measurement.

6.2.2 Confirmatory Factor Analysis of All Measurement Models and Results of
Data Time 1

According to Thompson’s (2004) suggestion, when the theory has already been
developed, the CFA (Confirmatory Factor Analysis) is more useful, as it allows the
theory to be directly tested and the degree to which the data fits the model can be
quantified in several ways. As noted by Thompson (2004), “It makes little sense to
relate constructs within an structural equation modeling (SEM) model if the factors
specified as part of the model are not worthy of further attention” (p. 110). Therefore,
before assessing the structural model in SEM, researchers should first evaluate the
measurement model whether the measured variables accurately reflect the desired
constructs or factors. Consequently, all the measurement models in this study were
examined using CFA with AMOS software version 7.0 (Arbuckle, 2007). Regarding
the adequacy indicators of model fit, the researcher used the χ2/df ratio below 3.0 (or as
high as 5.0 suggested by Marsh & Hocevar, 1985) is considered acceptable; the CFI,
IFI, and TLI index value above 0.9 are acceptable but values above 0.95 are preferred;
and the RMSEA index value 0.05 or below is considered a sign of good fit, between
0.05 – 0.10 an acceptable fit, and larger than 0.10 should not be accepted (see more
discussion in previous chapter section 5.5.3).
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The process of modifying the measurement model was based on item content
evaluation as well as statistical basis, a minimum loading of 0.4 was required (Hinkin,
1998). Since low squared multiple correlations (R2) values identified items that are poor
indicators of their target factor, the researcher decided first to start checking the items
with the highest modification index (MI) and then remove the items with the lower R2.

CFA for Spirit at Work Time 1: The measurement model of spirit at work
consisted of twelve reflective indicators and three factors. CFA results overall
demonstrated excellent fit with the data (χ2 = 175.70, df = 51; p < .001; χ2/df = 3.44;
CFI = .98; IFI = .98; TLI = .97; RMSEA = .059). Although the χ2/df ratio was slightly
above 3.0 (3.44, ), all other fit indices indicated the model fit with the data very well
(CFI, IFI, TLI index value all were above 0.95 and RMSEA index value was around .05).
Further, the CFA results are evidently confirmed that the second-order of the SAWS
model for the 175 Thai samples which was already validated from the previous chapter
is the most appropriate model for using in the main study and subsequent analysis. Thus,
the second-order twelve-item three-factor of Spirit at Work model was adopted herein.

CFA for Job Satisfaction Time 1: The measurement model of job satisfaction
consisted of fifteen reflective indicators and a single factor. Initial fit statistics indicated
that the data-to-model fit was problematic and none of required indicators were met (χ2
= 716.61, df = 90; p < .001; χ2/df = 7.96; CFI = .89; IFI = .89; TLI = .88; RMSEA
= .10). The modification indices revealed that the error of JS1 and JS2, JS13 and JS14,
JS12 and JS11, JS14 and JS6, JS3 and JS5, JS7 and JS10, JS10 and JS11, JS5 and JS4
were significantly correlated. Therefore, based on item content evaluation as well as
statistical basis, the indicators JS1, JS13, JS12, JS14, JS3, JS7, JS10, and JS5 were
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removed from the job satisfaction measurement model. The modified model
demonstrated excellent fit with the data (χ2= 43.28, df = 14; p < .001; χ2/df = 3.09; CFI
= .99; IFI = .99; TLI = .98; RMSEA = .054) and the modified seven-item model was
therefore adopted herein.

CFA for Organisational Identification Time 1: The measurement model of
organisational identification consisted of six reflective indicators and a single factor.
Initial fit statistics indicated that the data did not fit the model adequately (χ2 = 76.20,
df = 9; p < .001; χ2/df = 8.47; CFI = .97; IFI = .97; TLI = .94; RMSEA = .10). The
modification indices showed that the error of OI1 and OI2, OI2 and OI3 were
significantly correlated. Thus, based on item content evaluation as well as statistical
basis, the indicators OI1 and OI2 were deleted from the organisational identification
measurement model. The modified model demonstrated excellent fit with the data (χ2 =
6.55, df = 2; p < .05; χ2/df = 3.28; CFI = 1.00; IFI = 1.00; TLI = .99; RMSEA = .056)
and was adopted herein.

CFA for In-role Performance with Self Report Time 1: The measurement
model of in-role performance with self report consisted of six reflective indicators and a
single factor. Initial fit statistics indicated that the data-to-model fit was problematic
and none of required indicators were met (χ2 = 257.76, df = 9; p < .001; χ2/df = 28.64;
CFI = .84; IFI = .84; TLI = .74; RMSEA = .20). The modification indices showed that
the error of IPSE2 and IPSE5, IPSE5 and IPSE6, IPSE3 and IPSE6 were significantly
correlated. Therefore, based on item content evaluation as well as statistical basis, the
indicators IPSE2, IPSE5 and IPSE6 were removed from the in-role performance with
self report measurement model. The modified model was saturated with zero degrees of
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freedom which mean that the fit is always perfect (χ2 = 0, df = 0; CFI = 1.0; IFI = 1.0;
TLI = 1.0; RMSEA = 0) and the modified three-item model was therefore adopted herein.

CFA for In-role Performance with Supervisors’ Rating Time 1: The
measurement model of in-role performance with supervisors’ rating consisted of six
reflective indicators and a single factor. Initial fit statistics indicated that the data did
not fit the model adequately (χ2 = 210.43, df = 9; p < .001; χ2/df = 23.38; CFI = .92;
IFI = .92; TLI = .87; RMSEA = .18). The modification indices showed that the error of
IPSU2 and IPSU5 were significantly correlated. Therefore, based on item content
evaluation as well as statistical basis, the indicators IPSU5 were deleted from the in-role
performance with supervisors’ rating measurement model. The modified model
indicated excellent fit with the data (χ2 = 4.73, df = 5; p = .45; χ2/df = 0.95; CFI = .1.00;
NFI = 1.00; TLI = 1.00; RMSEA = 0) and therefore the modified five-item model was
adopted herein.

CFA for OCB with Self Report Time 1: The measurement model of
organisational citizenship behaviours with self report consisted of twelve reflective
indicators and a single factor. Initial fit statistics indicated that the data-to-model fit was
problematic (χ2 = 466.89, df = 54; p < .001; χ2/df = 8.65; CFI = .83; IFI = .83; TLI
= .79; RMSEA = .10). The modification indices showed that the error of OCBSE4 and
OCBSE1, OCBSE6 and OCBSE1, OCBSE7 and OCBSE9, OCBSE3 and OCBSE5,
OCBSE1 and OCBSE5, OCBSE12 and OCBSE9 were significantly correlated.
Therefore, based on item content evaluation as well as statistical basis, the indicators
OCBSE4, OCBSE6, OCBSE7, OCBSE3, OCBSE1, and OCBSE12 were removed from
the organisational citizenship behaviours with self report measurement model. The
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modified six-item model demonstrated excellent fit with the data (χ2 = 24.86, df = 9; p
< .05; χ2/df = 2.76; CFI = .99; IFI = .99; TLI = .98; RMSEA = .05) and was adopted
herein.

CFA for OCB with Supervisors’ Rating Time 1: The measurement model of
organisational citizenship behaviours with supervisors’ rating consisted of twelve
reflective indicators and a single factor. Initial fit statistics indicated that the data-tomodel fit was problematic (χ2 = 836.24, df = 54; p < .001; χ2/df = 15.49; CFI = .83; IFI
= .83; TLI = .79; RMSEA = .14). The modification indices showed that the error of
OCBSU4 and OCBSU1, OCBSU7 and OCBSU9, OCBSU6 and OCBSU1, OCBSU2
and OCBSU3, OCBSU1 and OCBSU3, OCBSU9 and OCBSU11 were significantly
correlated. Therefore, based on item content evaluation as well as statistical basis, the
indicators OCBSU4, OCBSU7, OCBSU6, OCBSU2, OCBSU1, and OCBSU9 were
deleted from the OCB with supervisors’ rating measurement model. The modified
model was saturated with zero degrees of freedom which mean that the fit is always
perfect (χ2 = 0, df = 0; CFI = 1.0; IFI = 1.0; TLI = 1.0; RMSEA = 0) and the modified
six-item model was therefore adopted herein.

CFA for Turnover Intentions Time 1: The measurement model of turnover
intentions consisted of three reflective indicators and a single factor. CFA results
indicated that the model was saturated; therefore the model was just-identified, with
zero degrees of freedom which mean that the fit is always perfect (χ2 = 0, df = 0; CFI =
1.0; IFI = 1.0; TLI = 1.0; RMSEA = 0.00) and was then adopted herein.
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6.2.3 Discrminant Validity Analysis of All Measurement Models and Results of
Data Time 1

The aim of this section is to conduct discriminant validity analysis as
recommended in the fifth stage by Hinkin (1998) to increasing the confidence in the
construct validity of the new measure. In particular, this research will examine the
correlations between the Second-order of Spirit at Work Scale (SAWS) and all other
variables used in the hypothesised model in order to confirm whether or not they are all
theoretically different constructs.

In order to examine the discriminant validity between the SAWS and the other
six variables used in the hypothesised model (job satisfaction, organisational
identification, psychological well-being, in-role performance, OCB, and turnover
intentions), the researcher conducted a CFA using AMOS in which the first model (all
variables) were forced to overlap completely (one factor solution) versus the other
model in which they were allowed to be distinct (seven-factor solution). Evidence that
the seven-factor model fits the data better than the one factor would support the
structural and discriminant validity of the second-order of Spirit at Work construct.
Therefore, data from Time 1 (715 Thai samples) were put in this investigation. Since
there were two different types of in-role performance and OCB constructs which one
was from employee self-report and the other the immediate supervisor’s rating, the
results were accordingly reported in two different types of models.

Table 6.1 shows that the results of the Thai-version second-order of the Spirit at
Work construct were theoretically distinct from the other six constructs. For the self- 159 -

report model (SAWS versus six constructs), a seven-factor model with SAWS and the
other six constructs as separate but correlated factors (χ2 = 1,163.81, df = 571; p < .001;
χ2/df = 2.04; CFI = .94; IFI = .94; TLI = .93; RMSEA = .04) fit the data better than did a
one-factor model with SAWS and all constructs collapsed (χ2 = 4,418.52; df = 594; p
< .001; χ2/df = 7.44; CFI = .62; IFI = .62; TLI = .59; RMSEA = .11). In the same way,
for the supervisor rating model (SAWS versus six constructs), a seven-factor model with
SAWS and the other six constructs as separate but correlated factors (χ2 = 1,202.84, df =
642; p < .001; χ2/df = 1.87; CFI = .95; IFI = .95; TLI = .95; RMSEA = .04) fit the data
better than did a one-factor model with SAWS and all constructed collapsed (χ2 =
6,535.68; df = 629; p < .001; χ2/df = 10.39; CFI = .46; IFI = .47; TLI = .43; RMSEA
= .14). The SEM models of self report are presented in Appendix 8 and 9 for the
supervisor report models in Appendix 10 and 11.
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Table 6.1: Fit Indices of Confirmatory Factor Analysis for Testing Discriminant
Validity between SAWS and the Other Six Constructs: Time 1

χ2

Df

χ2/df

CFI IFI TLI RMSEA

-One-factor Model

4,418.52**

594

7.44

.62

.62

.59

.11

-Seven-factor Model

1,163.81**

571

2.04

.94

.94

.93

.04

-One-factor Model

6,535.68**

629

10.39

.46

.47

.43

.14

-Seven-factor Model

1,202.84**

642

1.87

.95

.95

.95

.04

Model

1.) Self-report Model
SAWS VS Six Constructs

2.) Supervisor Rating
Model
SAWS VS Six Constructs

Note: N = 715, **p < .001 CFI=Comparative Fit Index; IFI=Incremental Fit Index;
TLI= Tucker-Lewis Index; RMSEA=Root-Mean-Square Error of Approximation

6.2.4 The Internal Consistency of All Measures and Results of Data Time 1

The internal consistency reliabilities of all the final measurement models were
carried out in order to check its psychometric properties of the Cronbach’s alphas of
each measure whether it is or not a sound measurement. According to Nunally’s (1978)
suggestion that Cronbach’s alpha values of above .70 are acceptable, with values
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between .80 and .90 being very good. Cronbach’s alphas of all measures including
psychological well-being scale are presented in Table 6.2. The estimated reliabilities of
all nine measures Time 1 are as follows: (1) spirit at work = .92; (2) job satisfaction
= .87; (3) organisational identification = .85; (4) psychological well-being = .72; (5) inrole performance with self report = .83; (6) in-role performance with supervisor rating
= .86; (7) organisational citizenship behaviours; (OCB) with self report = .80; (8) OCB
with supervisor rating = .87; and (9) turnover intentions = .89. As can be seen in Table
6.1, the internal consistencies of all measures are above .70, indicating all variable
scales exhibit acceptable reliability. Further, for the rest of the measures besides
psychological well-being (.72), the Cronbach’s alphas range from .80 to .92 indicating
measures in Time 1 mostly had very high reliability.

6.2.5 Correlations, Means, and Standard Deviations of All Measures and Results
of Data Time 1

Descriptive statistics and zero-order correlations of all variable scales are
presented in Table 6.2. Individual spirit at work was significantly and positively
correlated with job satisfaction (r = .63, p < .01), organisational identification (r = .54, p
< .01), psychological well-being (r = .50, p < .01), in-role performance with self report
(r = .52, p < .01), in-role performance with supervisor rating (r = .18, p < .01),
organisational citizenship behaviours (OCB) with self report (r = .51, p < .01), OCB
with supervisor rating (r = .17, p < .01) and negatively correlated with turnover
intentions (r = -.45, p < .01), indicating preliminary support for the relationships
suggested in Hypotheses 1 – 6.
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Furthermore, three work attitudinal variables (job satisfaction, organisational
identification, and psychological well-being) showed the significant relationships with
the three organisational outcomes (in-role performance, organisational citizenship
behaviours, and turnover intentions), indicating preliminary support for the
relationships suggested in Hypotheses 7 – 15. First, job satisfaction was significantly
and positively correlated with in-role performance with self report (r = .37, p < .01), inrole performance with supervisor rating (r = .18, p < .01), organisational citizenship
behaviours (OCB) with self report (r = .33, p < .01), OCB with supervisor rating (r
= .17, p < .01) and negatively correlated with turnover intentions (r = -.56, p < .01).
Second, organisational identification was significantly and positively correlated with inrole performance with self report (r = .39, p < .01), in-role performance with supervisor
rating (r = .12, p < .01), organisational citizenship behaviours (OCB) with self report (r
= .43, p < .01), OCB with supervisor rating (r = .15, p < .01) and negatively correlated
with turnover intentions (r = -.37, p < .01). Lastly, psychological well-being was
significantly and positively correlated with in-role performance with self report (r = .31,
p < .01), in-role performance with supervisor rating (r = .13, p < .01), organisational
citizenship behaviours (OCB) with self report (r = .27, p < .01), OCB with supervisor
rating (r = .16, p < .01) and negatively correlated with turnover intentions (r = -.51, p
< .01). These correlations are also presented in Table 6.2.
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Table 6.2: Scale Means, Standard Deviations, Correlations and Reliabilities
Scales
1.) Spirit at work a
Time 1
2.) Spirit at work a
Time 2
3.) Job Satisfaction
Time 1
4.) Job Satisfaction
Time 2
5.) Organisational
identification
Time 1
6.) Organisational
identification
Time 2
7.) Psychological
well-being Time 1
8.) Psychological
well-being Time 2
9.) In-role
performance
-self report Time 1
10.) In-role
performance
-self report Time 2

M

SD

1

2

3

4

5

6

7

8

9

10

4.45 0.74 (0.92)
4.44 0.68 .59** (0.91)
5.00 0.96 .63** .45** (0.87)
4.97 0.93 .46** .61** .57** (0.85)
5.51 1.03 .54** .36** .45** .31** (0.85)
5.44 0.93 .41** .54** .27** .40** .56** (0.82)
4.33 1.56 .50** .33** .59** .38** .38** .24** (0.72)
4.41 1.53 .33** .47** .34** .52** .21** .31** .44** (0.73)
5.42 0.86 .52** .31** .37** .24** .39** .30** .31** .17** (0.83)
5.17 0.81 .34** .47** .28** .39** .27** .42** .29** .37** .49** (0.80)
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11

12

13

14

15

16

17

18

Table 6.2: Scale Means, Standard Deviations, Correlations and Reliabilities (Continued)
Scales
11.) In-role
performance rated
by supervisor Time 1
12.) In-role
performance rated
by supervisor Time 2
13.)Organisational
citizenship
behaviours (OCB)
self report Time 1
14.) OCB- self
report Time 2
15.) OCB rated by
supervisor Time 1
16.) OCB rated by
supervisor Time 2
17.) Turnover
intentions Time 1
18.) Turnover
intentions Time 2

M

SD

1

2

3

4

5

6

7

8

9

10

11

12

13

14

15

16

17

18

5.24 0.91 .18** .13** .18** .13** .12** .15** .13** .08 ns .22** .17** (0.86)
5.94 0.83 .15** .17** .14** .17** .11* .13** .12** .15** .18** .17** .40** (0.88)
5.18 0.83 .51** .39** .33** .26** .43** .34** .27** .22** .52** .35** .12** .15** (0.80)

5.24 0.80 .29** .48** .21** .30** .23** .41** .17** .30** .27** .51** .02 ns .11* .51** (0.80)
5.08 0.98 .17** .14** .17** .13** .15** .12** .16** .11* .14** .10* .65** .35** .21** .15** (0.87)
4.97 1.01 .07 ns

.11*

.04 ns .12** .07 ns .08 ns

.10* .14** .08 ns .12** .28** .66** .19** .19** .42** (0.87)

3.24 1.54 -.45** -.33** -.56** -.36** -.37** -.23** -.51** -.30** -.20** -.21** -.16** -.12** -.19** -.10* -.17** -.06 ns (0.89)
3.05 1.47 -.40** -.48** -.43** -.57** -.26** -.32** -.38** -.46** -.21** -.30** -.19** -.11** -.19** -.18** -.19** -.03 ns .59** (0.88)

Notes: Reliability estimates are in parentheses; Time 1 (N = 715) and Time 2 (N = 501) for all variables. a = Scale range from 1 to 6 whereas all
the others range from 1 to 7. ** p<.01 * p<.05 ns = non significant
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6.3 DATA TIME 2

6.3.1 Overview

For the second wave of data collection, 715 questionnaires were distributed to
the same participants of Time 1 and 501 fully completed were returned, a response rate
of 70%. Along the same line with data analyses in Time 1, CFA of all measures Time 2
except psychological well-being were assessed. As a longitudinal research design apart
from checking the internal consistency reliability (Cronbach’s alpha), test re-test
reliability of all measures also were analysed and reported herein. Furthermore, the
correlations among all variables were presented.

6.3.2 Confirmatory Factor Analysis of All Measurement Models and Results of
Data Time 2

CFA for Spirit at Work Time 2: The measurement model of spirit at work
consisted of twelve reflective indicators and three factors. CFA results again
demonstrated very good fit with the data (χ2 = 174.66, df = 51; p < .001; χ2/df = 3.42;
CFI = .96; IFI = .96; TLI = .95; RMSEA = .07). Although the χ2/df ratio was slightly
above 3.0 (3.42), all other fit indices were indicated the model fit with the data very
well (CFI, IFI, TLI index value above 0.95 and RMSEA index value between 0.05 –
0.08). Moreover, the CFA model fit indexes of the second-order of SAWS model
remained having a very good fit with the data across time. These provide further
evidence for the sound measurement of the second-order of SAWS model. Therefore,
the modified twelve-item three-factor of Spirit at Work model was adopted herein.
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CFA for Job Satisfaction Time 2: The measurement model of job satisfaction
consisted of fifteen reflective indicators and a single factor. Initial fit statistics indicated
that the data-to-model fit was problematic and none of required indicators were met (χ2
= 680.20, df = 90; p < .001; χ2/df = 7.56; CFI = .87; IFI = .87; TLI = .84; RMSEA
= .12). The modification indices revealed that the error of JS12 and JS11, JS1 and JS2,
JS13 and JS14, JS3 and JS4, JS9 and JS11, JS5 and JS4, JS11 and JS10, JS7 and JS10,
JS4 and JS14, JS15 and JS10 were significantly correlated. Therefore, based on item
content evaluation as well as statistical basis, the indicators JS12, JS1, JS13, JS3, JS9,
JS5, JS11, JS7, JS4 and JS15 were removed from the job satisfaction measurement
model. The modified five-item model demonstrated excellent fit with the data (χ2=
10.03, df = 5; p = .07; χ2/df = 2.01; CFI = .99; IFI = .99; TLI = .99; RMSEA = .045) and
was adopted herein.

CFA for Organisational Identification Time 2: The measurement model of
organisational identification consisted of six reflective indicators and a single factor.
Initial fit statistics indicated that the data did not fit the model adequately and none of
required indicators were met (χ2 = 128.16, df = 9; p < .001; χ2/df = 14.24; CFI = .93;
IFI = .93; TLI = .88; RMSEA = .16). The modification indices showed that the error of
OI1 and OI2, OI5 and OI4 were significantly correlated. Thus, based on item content
evaluation as well as statistical basis, the indicators OI1 and OI5 were deleted from the
organisational identification measurement model. The modified four-item model
indicated very good fit with the data (χ2= 9.61, df = 2; p < .05; χ2/df = 4.80; CFI = .99;
IFI = .99; TLI = .97; RMSEA = .08) and was adopted herein.
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CFA for In-role Performance with Self Report Time 2: The measurement
model of in-role performance with self report consisted of six reflective indicators and a
single factor. Initial fit statistics indicated that the data-to-model fit was problematic
and none of required indicators were met (χ2 = 165.50, df = 9; p < .001; χ2/df = 18.39;
CFI = .88; IFI = .88; TLI = .80; RMSEA = .19). The modification indices showed that
the error of IPSE2 and IPSE5 were significantly correlated. Therefore, based on item
content evaluation as well as statistical basis, the indicators IPSE2 were removed from
the in-role performance with self report measurement model. The modified five-item
model demonstrated excellent fit with the data (χ2 = 9.88, df = 5; p = .08; χ2/df = 1.98;
CFI = 1.0; IFI = 1.0; TLI = .99; RMSEA = .04) and was adopted herein.

CFA for In-role Performance with Supervisors’ Rating Time 2: The
measurement model of in-role performance with supervisors’ rating consisted of six
reflective indicators and a single factor. Initial fit statistics indicated that the data did
not fit the model adequately (χ2 = 134.48, df = 9; p < .001; χ2/df = 14.94; CFI = .94;
IFI = .94; TLI = .89; RMSEA = .17). The modification indices showed that the error of
IPSU5 and IPSU2 were significantly correlated. Therefore, based on item content
evaluation as well as statistical basis, the indicators IPSU5 were deleted from the inrole performance with supervisors’ rating measurement model. The modified five-item
model indicated excellent fit with the data (χ2 = 13.04, df = 5; p < .05; χ2/df = 2.61;
CFI = .99; NFI = .99; TLI = .99; RMSEA = .057) and then was adopted herein.

CFA for OCB with Self Report Time 2: The measurement model of
organisational citizenship behaviours with self report consisted of twelve reflective
indicators and a single factor. Initial fit statistics indicated that the data-to-model fit was
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problematic and none of required indicators were met (χ2 = 541.42, df = 54; p < .001;
χ2/df = 10.03; CFI = .76; IFI = .76; TLI = .71; RMSEA = .13). The modification indices
showed that the error of OCBSE4 and OCBSE1, OCBSE5 and OCBSE3, OCBSE6 and
OCBSE1, OCBSE7 and OCBSE9, OCBSE11 and OCBSE7, OCBSE2 and OCBSE3,
OCBSE1 and OCBSE3, OCBSE3 and OCBSE12 were significantly correlated.
Therefore, based on item content evaluation as well as statistical basis, the indicators
OCBSE4, OCBSE5, OCBSE6, OCBSE7, OCBSE11, OCBSE2, OCBSE1, and
OCBSE3 were removed from the organisational citizenship behaviours with self report
measurement model. The modified four-item model demonstrated excellent fit with the
data (χ2 = 6.70, df = 2; p < .05; χ2/df = 3.35; CFI = .99; IFI = .99; TLI = .98; RMSEA
= .07) and was adopted herein.

CFA for OCB with Supervisors’ Rating Time 2: The measurement model of
organisational citizenship behaviours with supervisors’ rating consisted of twelve
reflective indicators and a single factor. Initial fit statistics indicated that the data-tomodel fit was problematic and none of required indicators were met (χ2 = 461.49, df =
54; p < .001; χ2/df = 8.55; CFI = .87; IFI = .87; TLI = .84; RMSEA = .12). The
modification indices showed that the error of OCBSU4 and OCBSU1, OCBSU11 and
OCBSU8, OCBSEU6 and OCBSU1, OCBSU7 and OCBSU9, OCBSU1 and OCBSU3,
OCBSU2 and OCBSU3, OCBSU3 and OCBSU5 were significantly correlated.
Therefore, based on item content evaluation as well as statistical basis, the indicators
OCBSU4, OCBSU11, OCBSU6, OCBSU7, OCBSU1, OCBSU2, and OCBSU3 were
deleted from the OCB with supervisors’ rating measurement model. The modified fiveitem model showed excellent fit with the data (χ2 = 3.94, df = 5; p = .56; χ2/df = 0.79;
CFI = 1.0; IFI = 1.0; TLI = 1.0; RMSEA = 0) and then the model was adopted herein.
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CFA for Turnover Intentions Time 2: The measurement model of turnover
intentions consisted of three reflective indicators and a single factor. CFA results
indicated that the model was saturated; therefore the model was just-identified, with
zero degrees of freedom which means that the fit is always perfect (χ2 = 0, df = 0; CFI
= 1.0; IFI = 1.0; TLI = 1.0; RMSEA = 0.00) and was then adopted herein.

6.3.3 Discrminant Validity Analysis of All Measurement Models and Results of
Data Time 2

Along the same line of data Time 1, this section is also aimed to conduct
discriminant validity analysis for data Time 2 (501 Thai samples) in order to confirm
whether or not the second-order of SAWS and all other six variables used in the
hypothesised model (job satisfaction, organisational identification, psychological wellbeing, in-role performance, OCB, and turnover intentions) are all theoretically different
constructs.

With the same analysis procedures as described in the previous section (6.2.3),
the results in Table 6.3 clearly demonstrates that the results of the Thai-version secondorder of Spirit at Work construct were theoretically distinct from the other six
constructs. For the self-report model (SAWS versus six constructs), a seven-factor
model with SAWS and the other six constructs as separate but correlated factors (χ2 =
1,141.18, df = 504; p < .001; χ2/df = 2.26; CFI = .93; IFI = .93; TLI = .92; RMSEA
= .05) fit the data better than did a one-factor model with SAWS and all constructs
collapsed (χ2 = 4,144.39; df = 527; p < .001; χ2/df = 7.86; CFI = .61; IFI = .61; TLI
= .58; RMSEA = .12). Similarly, for the supervisor rating model (SAWS versus six
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constructs), a seven-factor model with SAWS and the other six constructs as separate
but correlated factors (χ2 = 951.08, df = 537; p < .001; χ2/df = 1.77; CFI = .96; IFI
= .96; TLI = .96; RMSEA = .04) fit the data better than did a one-factor model with
SAWS and all constructed collapsed (χ2 = 5,995.61; df = 560; p < .001; χ2/df = 10.71;
CFI = .46; IFI = .46; TLI = .43; RMSEA = .14). The SEM models of self report are
presented in Appendix 12 and 13 for the supervisor report in Appendix 14 and 15.

Table 6.3: Fit Indices of Confirmatory Factor Analysis for Testing Discriminant
Validity between SAWS and the Other Six Constructs: Time 2

χ2

Df

χ2/df

CFI IFI TLI RMSEA

-One-factor Model

4,144.39**

527

7.86

.61

.61

.58

.12

-Seven-factor Model

1,141.18**

504

2.26

.93

.93

.92

.05

5,995.61**

560

10.71

.46

.46

.43

.14

951.08**

537

1.77

.96

.96

.96

.04

Model

1.) Self-report Model
SAWS VS Six Constructs

2.) Supervisor Rating
Model
SAWS VS Six Constructs
-One-factor Model
-Seven-factor Model

Note: N = 501, **p < .001 CFI=Comparative Fit Index; IFI=Incremental Fit Index;
TLI= Tucker-Lewis Index; RMSEA=Root-Mean-Square Error of Approximation
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6.3.4 The Internal Consistency of All Measures and Results of Data Time 2

The internal consistency reliabilities of all the final measurement models Time 2
were carried out. The Cronbach’s alphas of all measures including psychological wellbeing scale are displayed in Table 6.2. The estimated reliabilities of all nine measures
Time 2 are as follows: (1) spirit at work = .91; (2) job satisfaction = .85; (3)
organisational identification = .82; (4) psychological well-being = .73; (5) in-role
performance with self report = .80; (6) in-role performance with supervisor rating = .88;
(7) organisational citizenship behaviours (OCB) with self report = .80; (8) OCB with
supervisor rating = .87; and (9) turnover intentions = .88. As can be seen in Table 6.2,
the internal consistencies of all measures are above .70, indicating all variable scales
exhibit acceptable reliability. Again for the rest of measures besides psychological wellbeing (.73) the Cronbach’s alphas range from .80 to .91 indicating measures in Time 2
mostly had very high reliability.

6.3.5 The Test Re-test Reliability of All Measures and Results

Test-retest reliability is measured by administering a test twice at two different
points in time. This type of reliability assumes that there will be no change in the
quality or construct being measured. Spearman correlation coefficients were computed,
correlations between the mean scores on all nine measures at two time points are
displayed in Table 6.4. Although there are no generally agreed upon standards for
interpreting the magnitude of effect sizes, researchers have typically followed Cohen's
(1988) recommendations. According to Cohen (1988), the operational definitions of the
effect size for correlation coefficients are 0.10 (small, negligible practical importance),
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0.30 (medium, moderate practical importance), and 0.50 (large, critical practical
importance). Therefore, based on these recommendations, the correlation coefficients
between Times 1 and 2 of all 9 measures in this study (r values above .40, p < .01)
indicate adequate test re-test reliability over a nine month period. However, one would
not expect the test re-test reliability to be too high, given that people’s attitudes and
behaviours which might change and evolve over time.

Table 6.4: Test Re-test Correlations for All 9 Measures
Scales

Test Re-test Reliability (N = 501)

1. Individual Spirit at work

0.59**

2. Job satisfaction

0.57**

3.Organisational
Identification

0.56**
0.44**

4. Psychological well-being
5. In-role performance
- self report

0.49**

6. In-role performance rated
by supervisor

0.40**

7.Organisational citizenship
Behaviours (OCB) - self
report

0.51**

8. OCB rated by supervisor

0.42**

9. Turnover intentions

0.59**

Notes: p value computed by Spearman correlation ** p<.01 (Time 1 and Time 2 about
9 month period)
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6.3.6 Correlations, Means, and Standard Deviations of All Measures and Results
of Data Time 2

Descriptive statistics and zero-order correlations of all variable scales in Time 2
are also displayed in Table 6.1. Individual spirit at work was significantly and
positively correlated with job satisfaction (r = .61, p < .01), organisational identification
(r = .54, p < .01), psychological well-being (r = .47, p < .01), in-role performance with
self report (r = .47, p < .01), in-role performance with supervisor rating (r = .17, p
< .01), organisational citizenship behaviours (OCB) with self report (r = .48, p < .01),
OCB with supervisor rating (r = .11, p < .05) and negatively correlated with turnover
intentions (r = -.48, p < .01), indicating preliminary support for the relationships
suggested in Hypotheses 1 – 6.

Moreover, in Time 2 apart from the relationship between organisational
identification and OCB with supervisor rating (not significant), three work attitudinal
variables (job satisfaction, organisational identification, and psychological well-being)
demonstrated the significant relationships with the three organisational outcomes (inrole performance, organisational citizenship behaviours, and turnover intentions),
indicating preliminary support for the relationships suggested in Hypotheses 7 – 15.
First, job satisfaction was significantly and positively correlated with in-role
performance with self report (r = .39, p < .01), in-role performance with supervisor
rating (r = .17, p < .01), organisational citizenship behaviours (OCB) with self report (r
= .30, p < .01), OCB with supervisor rating (r = .12, p < .05) and negatively correlated
with turnover intentions (r = -.57, p < .01). Second, organisational identification was
significantly and positively correlated with in-role performance with self report (r = .42,
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p < .01), in-role performance with supervisor rating (r = .13, p < .01), organisational
citizenship behaviours (OCB) with self report (r = .41, p < .01), OCB with supervisor
rating (r = .08, ns) and negatively correlated with turnover intentions (r = -.32, p < .01).
Lastly, psychological well-being was significantly and positively correlated with in-role
performance with self report (r = .37, p < .01), in-role performance with supervisor
rating (r = .15, p < .01), organisational citizenship behaviours (OCB) with self report (r
= .30, p < .01), OCB with supervisor rating (r = .14, p < .01) and negatively correlated
with turnover intentions (r = -.46, p < .01). These correlations are also presented in
Table 6.2.

6.4 MEASUREMENT EQUIPVALENCE TESTS

Since Spirit at Work Scale (SAWS) is a new measure and never has been tested
widely especially across cultures, it is essential to establish equivalent measurement of
relevant constructs across cultures. If measurement invariance cannot be established,
then the finding of a between-group difference cannot be unambiguously interpreted.
One does not know if it is due to a true attitudinal difference, or to different
psychometric responses to the scale items. This is of particular concern in cross-cultural
research when the cultures speak different languages, and researchers use translated
versions of a survey instrument (Cheung & Rensvold, 2002; Janssens, Brett, & Smith,
1995). This implies that a same measurement instrument used in different cultures
whether measures the same construct or not. In this study, there are two different
samples between 175 Thai and 155 UK samples. Thus, the researcher will use the final
validated second-order of SAWS comparing the 175 Thai with 155 UK university
employee samples.
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First, Confirmatory Factor Analysis (CFA) is used to each sample separately.
The fit indices for the 175 Thai and 155 UK samples were very different which also
showed that the 175 Thai sample model fits better (CFI = .97 and RMSEA = .07, see
Table 6.5). All fit indices of the 155 UK model were not acceptable (CFI < .90 and
RMSEA > .10). This result indicated the validated second-order of SAWS from 715
Thai sample model did not fit with the 155 UK samples. Also, this confirms the
validation studies that there was one item difference between the two samples in the
Meaning in Work construct.

Table 6.5: Fit Indices of the 175 Thai and 155 UK Samples on the Second-order of
Spirit at Work Scale

Model

χ2

Df

χ2/df CFI IFI TLI RMSEA

175 Thai samples

89.37*

51

1.75

.97

.97

.96

.07

155 UK samples

155.37**

51

3.05

.89

.89

.86

.12

Note: *p < .01 **p < .001 CFI=Comparative Fit Index; IFI=Incremental Fit Index;
TLI= Tucker-Lewis Index; RMSEA=Root-Mean-Square Error of Approximation

To further examine the generalisaibility of the measurement model, the same
two samples of data were treated with a Multigroup Confirmatory Factor Analysis
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(MGCFA). MGCFA is an extension of CFA which tests the invariance of estimated
parameters of two nested models across groups (Cheung & Rensvold, 2002). Firstly, a
two-group second order CFA model was estimated, in which all parameters were set
free across the two samples or so-called Configural Invariance (Model A). The
conceptual meaning of Model A is both groups associate the same subsets of items with
the same constructs. Eventually, a series of equality constraints were imposed. Firstly, a
model was estimated in which the factor loadings were constrained to be equal across
the two groups or so-called Construct-level Metric Invariance (Model B) and the
conceptual meaning of Model B is the strength of the relationships between items and
their underlying constructs overall are the same for both groups. Secondly, Model C or
so-called Item-level Metric Invariance fixed the variance of factors to be the same
across groups and the conceptual meaning of Model C is the strength of the
relationships between each item and its underlying construct is the same for both
groups. Finally, Model D or so-called Residual Variance Invariance also fixed the
covariances and variances of the errors to be the same and the conceptual meaning of
Model D is items have the same internal consistency for both groups.

The comparison of these four models provides a test of measurement
equivalence across the two groups between 175 Thai and 155 UK samples, whereby
once can assess whether the stricter metric invariance conditions in Models B, C and D
are met by both samples. As can be seen in Table 6.6, the fit indices for Model A, B,
and C suggested that the second-order measurement model of Spirit at Work Scale
(SAWS) had acceptable fit within each of the two groups of data (χ2/df < 3; CFI > .90;
and RMSEA < .08). In order to test for measurement invariance in MGCFA, changes in
CFI values of 0.01 or less (or alternatively, between 0.01 and 0.02) have been proposed
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to be indicative of factor invariance across the groups (Cheung & Rensvold, 2002;
Vandenberg & Lance, 2000). After the comparison of the Chi-square differences (∆χ2),
each the fix indices in the three models (Model A, B, and C) and the change in CFI
between three models, the results indicated that Model B (Construct-level Metric
Invariance) was the best fit within the two groups of Thai and UK samples. This means
overall the strength of the relationships between items and their underlying constructs
are the same for both groups. Alternatively, it suggested that the three constructs
(Meaning in Work, Sense of Community, and Spiritual Connection) were manifested in
the same way across two samples. However, only Model D (Residual Variance
Invariance) suggested that the second-order measurement model of Spirit at Work Scale
(SAWS) had unacceptable fit within the two groups of samples (χ2/df > 3; CFI < .90;
and RMSEA > .10). This result showed that items had not the same internal consistency
for both groups. Alternatively, it suggested that for both groups, items had not the same
quality as measures of the underlying construct, which this again obviously confirms
the validation studies that there was one item difference between the two samples in the
Meaning in Work construct for both groups.

As discussed in the previous chapter (validation testing), there was only one
item difference between both samples in the dimension of Meaning in Work but the
other two dimensions; Sense of Community and Spiritual Connection, captured exactly
the same items as original Spirit at Work Scale items. The one item differences in
‘Meaning in Work’ dimension were the item ME1 which was not included in the Thai
version ‘At times, I experience a “high” at my work’, and the item EW2 which was not
loaded in the UK version ‘I am able to find meaning or purpose at work’.
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To sum up, using a single measurement model which constrains the factor
loadings (Model B), factor variances (Model C), and the error variance and covariances
(Model D) to be equal across both Thai and UK samples generated the same empirical
fit for the three constructs (Meaning in Work, Sense of Community, and Spiritual
Connection) as using two different measurement models across the two samples.
However, it suggested that for both groups, one item had not the same quality as
measures of the underlying of Meaning in Work construct. Overall, this provides
further evidence for the generalisability of the second-order of Spirit at Work Scale
(SAWS) model.
Table 6.6: Fit Indices of Multigroup Confirmatory Factor Analysis for the Secondorder of SAWS: 175 Thai and 155 UK Samples

Model

A

χ2

Df

χ2/df

∆χ2,(∆df)

244.76** 102

2.40

-

.93

.93

.91

.065

111

2.33

13.48(9)ns

.93

.93

.92

.064

C

328.65** 117

2.80

70.41(6)**

.90

.90

.89

.074

D

697.84** 129

5.41

369.19(12)**

.73

.73

.72

.116

B

258.24**

CFI IFI TLI RMSEA

Note: **p < .001, CFI=Comparative Fit Index; IFI=Incremental Fit Index; TLI=
Tucker-Lewis Index; RMSEA=Root-Mean-Square Error of Approximation.
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6.5 MANIPULATION CHECK
Another method in order to examine whether employees who had high
individual spirit at work perceived work attitudes and behaved at work different from
those who had low individual spirit at work or not, the researcher conducted a one-way
analysis of variance (ANOVA) with high-low level of individual spirit at work.
Regarding the method used for dividing the two groups into high versus low individual
spirit at work, the researcher used the median score (4.42 median value which came out
the same both Time 1 and Time 2) to determine for the cutting point. Thus, there were
348 (48.70%) and 239 (47.70%) for high level group of individual spirit at work and
367 (51.30%) and 262 (52.30%) for lower level group in Time 1 and Time 2
respectively. The results of means Time 1 (N = 715) and Time 2 (N= 501) are depicted
in Figure 6.1 and 6.2 respectively. The researcher found that compared to employees
who had low level individual spirit at work, employees who had high level of individual
spirit at work (a) had significantly higher levels of job satisfaction [Time1 F(1, 713) =
247.89, p < .001, Time2 F(1, 499) = 156.26, p < .001]; (b) had significantly higher
levels of organisational identification [Time1 F(1, 713) = 211.27, p< .001, Time2 F(1,
499) = 134.28, p < .001]; (c) experienced significantly higher levels of psychological
well-being [Time1 F(1, 713) = 145.29, p < .001, Time2 F(1, 499) = 96.63, p < .001]; (d)
had significantly higher levels of in-role performance with self report [Time1 F(1, 713)
= 156.30, p < .001, Time2 F(1, 499) = 96.50, p < .001]; (e) also had significantly higher
levels of in-role performance with supervisor rating [Time1 F(1, 713) = 14.82, p < .001,
Time2 F(1, 499) = 15.37, p < .001]; (f) were significantly more willing to engage in
organisational citizenship behaviours with self report [Time1 F(1, 713) = 135.11, p
< .001, Time2 F(1, 499) = 103.06, p < .001]; (g) were also significantly more willing to
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engage in organisational citizenship behaviours with supervisor rating [Time1 F(1, 713)
= 27.87, p < .001, Time2 F(1, 499) = 8.15, p < .01]; and finally (h) had significantly
less desire to leave the organisation [Time1 F(1, 713) = 129.18, p < .001, Time2 F(1,
499) = 99.88, p < .001].

Figure 6.1: Means Ratings of Work Attitudes and Organisational Outcomes as a
Level of Individual Spirit at Work in Time 1 (N = 715)
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Figure 6.2: Means Ratings of Work Attitudes and Organisational Outcomes as a
Level of Individual Spirit at Work in Time 2 (N = 501)
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6.6 DISCUSSION
The primary aim of this chapter was to present the statistical analyses performed
on the data collected from Time 1 and Time 2: (1) the results of CFA (confirmatory
factor analysis) of all the measurement models were examined; (2) the discriminant
validity between the second-order of the SAWS and the other six constructs were tested;
(3) the scale reliability tests of the final measurement models were assessed; (4) the
correlational results among the interest variables were investigated; and (5) the
manipulation check between high and low spirit at work groups were also investigated.
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First, CFA results of the final nine measurement models, both Time 1 and 2,
demonstrated an excellent fit with the data and all of required indicators were met.
Specifically, the main scale in this study, the Spirit at Work Scale (SAWS) which has
been validated and presented in chapter 5, showed the CFA model fit indexes of the
second-order of the SAWS model remained a very good fit with the data across time.
These provide further evidence for the sound measurement of the second-order of
SAWS model. Therefore, the modified twelve-item three-factor of Spirit at Work model
is the most appropriate model for using in the main study and subsequent analysis. For
the final model of job satisfaction scale, all the items remaining in the construct were
intrinsic job characteristics. Subsequently, when the researcher mentions the term job
satisfaction in this study, it simply implies as employees’ satisfaction from intrinsic job
features (i.e. promotion, autonomy, recognition rather than pay, hours of work etc.).
The final model of organisational identification scale was fine only removing one item,
there was nothing significant change of the construct.

Since the negative or reversed items which are typically given very low squared
multiple correlations (R2) values identified items that are poor indicators of their target
factor, this resulted in removing items from both in-role performance and OCB scales.
While only one item was deleted from the final model of in-role performance and there
was no significant change to the construct, whole items of OCB-O (directed toward the
whole organisation) were removed from the OCB scale whereas the items of OCB-I
(directed at other individuals) remained. Again when the researcher mentions the term
OCB in this study, it simply implies as employees’ engaging in organisational
citizenship behaviours and directly benefit to other individuals not toward the whole
organisation (i.e. helping other colleagues, new employees, etc.).
- 183 -

Second, the results of the discriminant validity analysis confirmed that the
Second-order of Spirit at Work Scale (SAWS) and the other six variables used in the
hypothesised model (job satisfaction, organisational identification, psychological wellbeing, in-role performance, OCB, and turnover intentions) were all theoretically
different constructs.

Third, all the rest of measures except psychological well-being (acceptable
reliability) the Cronbach’s alphas indicated measures had very high reliability.
Furthermore, the correlation coefficients between Times 1 and Time 2 of all nine
measures used in this study indicate adequate test re-test reliability over a nine month
period.

Fourth, for both Time 1 and Time 2, individual spirit at work was significantly
and positively correlated with job satisfaction, organisational identification,
psychological well-being, in-role performance with self report, in-role performance
with supervisor rating, organisational citizenship behaviours (OCB) with self report,
OCB with supervisor rating, and negatively correlated with turnover intentions. These
results indicated preliminary support for the relationships suggested in Hypotheses 1 –
6. Moreover, apart from the relationship between organisational identification and OCB
with supervisor rating (only in Time 2 not significant), both Time 1 and Time 2 three
work attitudinal variables (job satisfaction, organisational identification, and
psychological well-being) demonstrated the significant relationships with the three
organisational outcomes (in-role performance, organisational citizenship behaviours,
and turnover intentions). These findings were manifested preliminary support for the
relationships suggested in Hypotheses 7 – 15.
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Fifth, Multigroup Confirmatory Factor Analysis (MGCFA) was used to test the
invariance of estimated parameters of two nested models across 175 Thai and 155 UK
samples. The results suggested that the three constructs (Meaning in Work, Sense of
Community, and Spiritual Connection) are manifested in the same way across two
samples. However, it also suggested that for both groups, one item had not the same
quality as measures of the underlying of Meaning in Work construct. Overall, this
provides further evidence for the generalisability of the second-order of Spirit at Work
Scale (SAWS) model.

Lastly, for both Time 1 and Time 2, the researcher discovered that compared to
employees who had low level individual spirit at work, employees who had high level
of individual spirit at work (a) had significantly higher levels of job satisfaction; (b) had
significantly higher levels of organisational identification; (c) experienced significantly
higher levels of psychological well-being; (d) had significantly higher levels of in-role
performance with self report; (e) also had significantly higher levels of in-role
performance with supervisor rating; (f) were significantly more willing to engage in
organisational citizenship behaviours with self report; (g) were also significantly more
willing to engage in organisational citizenship behaviours with supervisor rating; and
(h) had significantly less desire to leave the organisation.

6.7 CONCLUSION
This chapter has outlined the statistic analyses performed on the data collected
from Time 1 and Time 2 (1) the CFA results of all the measurement models
demonstrated an excellent fit with the data; (2) the reliability tests of the final
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measurement models showed scales mostly had very high reliability; (3) the
correlational results among the interest variables indicated preliminary support for the
relationships suggested in Hypotheses 1 – 15; (4) Multigroup Confirmatory Factor
Analysis (MGCFA) was used to test the measurement equivalence of two nested
models across 175 Thai and 155 UK samples and the results provided further evidence
for the generalisability of the second-order of Spirit at Work Scale (SAWS) model; and
(5) the manipulation check between high and low spirit at work groups were discovered
that employees experienced high individual spirit at work and thereby experienced
greater job satisfaction, organisational identification, psychological well-being, in-role
performance, organisational citizenship behaviours (OCB), and lesser intentions to quit
the organisation. For the test of main 15 hypotheses and results of Structural Equation
Modelling (SEM) models in longitudinal design are presented in chapter 7.
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CHAPTER 7

HYPOTHESES ANALYSES AND RESULTS

7.1 CHAPTER OVERVIEW

The aim of this chapter is to present the statistical analyses performed on the
data in the form of Structural Equation Modelling (SEM) models and in longitudinal
study design. All the main 15 Hypotheses are analysed and reported. It also explores
what the antecedents of individual spirit at work are. All the possible variables are
analysed and reported in the extra findings. The chapter concludes with a summary of
these findings.

7.2 INTRODUCTION

In order to test the main 15 hypotheses that were put forward in Chapter 3, a
longitudinal data and SEM method were designed as proposed in Chapter 4. In this
chapter, data is analysed and the results are presented from the study. Due to the fact
longitudinal study provides an investigation of the causal link, the hypothesised
structural models were used for the Time 1 data of individual spirit at work for testing
direct and indirect effects models unto data of Time 2 of three employee work
attitudinal variables (job satisfaction, organisational identification, and psychological
well-being) and also data of Time 2 of three organisational outcomes (in-role
performance, organisational citizenship behaviours (OCB), and turnover intentions).
The testing models were divided into 2 types which were based on different sources of
- 187 -

performance and OCB rating on the outcomes (by using self report versus immediate
supervisors’ rating models). However, to avoid confusion in the presentation of the
findings structure and strong validity of supervisors’ rating on performance and OCB,
the results of the self-report models are moved to the appendices.

7.3 HYPOTHESES TESTS

7.3.1 Direct Structural Model: In order to investigate Hypotheses 1 – 6, the
researcher used the direct structural models. Thus, the first two nested models tested
were the direct effects models (self-report and supervisor rating model). These models
fixed the mediation paths (from: job satisfaction, organisational identification, and
psychological well-being to: in-role performance, organisational citizenship behaviours
(OCB), and turnover intentions) to zero. Fit statistics indicated satisfactory results in
supervisors’ rating model (χ2 = 1,464.93, df = 552; p < .001; χ2/df = 2.65; CFI = .91;
IFI = .91; TLI = .91; RMSEA = .058). Moreover, many SEM studies rely on only the
χ2/df ratio statistic, CFI, and RMSEA for fit assessment (McDonald & Ho, 2002),
which for the present study (χ2/df < 3.0, CFI > .90 and RMSEA < .08) was able to
indicate a reasonably good fit.

Figure 7.1 (simplified model) and 7.2 (full SEM model) depict the direct model
along with its standardised path coefficients. The path coefficients display strong and
statistically significant relationships between individual spirit at work and each of the
attitudinal and outcomes variables in the predicted positive direction excepting a
negative direction in turnover intentions. These results also demonstrate that the
significant relationship between the exogenous variable (individual spirit at work) and
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the endogenous variables (in-role performance, OCB, and turnover intentions) exist,
which is necessary before testing for possible mediation associations for the further step
as recommended by Baron & Kenny (1986). As can be seen from the models in Figure
7.1 and 7.2, the results of hypotheses 1 to 6 are reported as follows, whereas the selfreport model which also showed strong and statistically significant relationships
supported hypotheses 1 to 6 is presented in Appendix 16 and 17.

Hypothesis 1 suggested that the greater the experience of individual spirit at work, the
greater the job satisfaction of the individual
The standardised path coefficients demonstrated strong and positive
relationships between individual spirit at work Time 1 and job satisfaction Time 2 (β
= .65) and were significant minimally at the p < .001 level. Thus, this hypothesis was
fully supported.

Hypothesis 2 suggested that the greater the experience of individual spirit at work, the
greater the organisational identification of the individual
The standardised path coefficients showed strong and positive relationships
between individual spirit at work Time 1 and organisational identification Time 2 (β
= .56) and were significant minimally at the p < .001 level. So, this hypothesis was fully
supported.

Hypothesis 3 suggested that the greater the experience of individual spirit at work, the
greater the psychological well-being of the individual
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The standardised path coefficients revealed strong and positive relationships
between individual spirit at work Time 1 and psychological well-being Time 2 (β = .47)
and were significant minimally at the p < .001 level. As a result, this hypothesis was
fully supported.

Hypothesis 4 suggested that the greater the experience of individual spirit at work, the
greater the in-role behaviours of the individual
The standardised path coefficients demonstrated strong and positive
relationships between individual spirit at work Time 1 and in-role performance Time 2
(β = .20) and were significant minimally at the p < .001 level. Thus, this hypothesis was
fully supported.

Hypothesis 5 suggested that the greater the experience of individual spirit at work, the
greater the organisational citizenship behaviours of the individual
The standardised path coefficients showed strong and positive relationships
between individual spirit at work Time 1 and organisational citizenship behaviours
Time 2 (β = .14) and were significant minimally at the p < .01 level. So, this hypothesis
was fully supported.

Hypothesis 6 suggested that the greater the experience of individual spirit at work, the
less the intention of the individual to quit the organisation
The standardised path coefficients revealed strong and negative relationships
between individual spirit at work Time 1 and turnover intentions Time 2 (β = -.56) and
were significant minimally at the p < .001 level. As a result, this hypothesis was fully
supported.
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Figure 7.1: Direct Standardised Structural Model of Individual Spirit at Work
Time 1 and Outcomes Time 2 (Supervisors’ Rating; Simplified Model)
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Note: N = 501: *** indicates paths significant p < .001, ** p < .01: Fit indices (χ2 =
1,464.93, df = 552; p < .001; χ2/df = 2.65; CFI = .91; IFI = .91; TLI = .91; RMSEA
= .058).
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Figure 7.2: Direct Standardised Structural Model of Individual Spirit at Work
Time 1 and Outcomes Time 2 (Supervisors’ Rating; Full SEM Model)
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= .058).
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7.3.2 Fully Mediated Model: In order to examine the hypotheses 7 to 15, the
researcher used the indirect structural models or the fully mediated models. The aim of
this analysis is to check whether or not the three attitudinal variables (job satisfaction,
organisational identification, and psychological well-being) play the role as mediators
between individual spirit at work and the three outcomes relationships (in-role
performance, OCB, and intention to quit) and to what extent of these impacts. Thus, the
next two nested model tested were fully mediated models (self-report and supervisor
rating model) where the direct paths between individual spirit at work (ISAW) and inrole performance, OCB, and turnover intentions were fixed to zero. As mentioned
earlier about the presentation of the findings about the self-report model, so the fully
mediated self-report models are presented in the Appendix 18 and 19.

The fit statistics of fully mediated supervisors’ rating model produced results
that were slightly distinctive when compared to the direct structural model (χ2 =
1,348.29, df = 546; p < .001; χ2/df = 2.47; CFI = .92; IFI = .92; TLI = .92; RMSEA
= .054). Further, to check on which model explained the data better, a χ2 difference test
is required as suggested by Werner and Schermelleh-Engel (2010). This test allows
deciding whether a given model fits significantly better or worse than a competing
model. To compute a χ2 difference test, the difference of the χ2 values of the two
models in question is taken as well as the difference of the degrees of freedom (df).

χ2 differ = χ2 s - χ2 l and df differ = df s - df l

According to the symbols in the formula above, s refers to the ‘smaller’ model
with fewer parameters and therefore more degrees of freedom, whereas l refers to the
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‘larger’ model with more parameters and therefore fewer degrees of freedom. If the χ2
differ value is significant, the ‘larger’ model with more freely estimated parameters fits
the data better than the ‘smaller’ model in which the parameters in question are fixed.
Since df of the fully mediated model (546) is less than the direct structural model (552),
thus the fully mediated model is characterised as the ‘larger’ model. Then, χ2 difference
test by using the χ2 calculator presented at http://www.fourmilab.ch/rpkp/experiments/
analysis/chiCalc.html (accessed February 5, 2011). Following the procedure, the result
showed that the difference in fit between the direct structural and fully mediated models
was highly significant (χ2 differ = 116.64, df differ = 6, p < .001). Therefore, the result
indicates that the fully mediated model explained the data better than the direct
structural model.

In fact, the partially mediated models were initially tested, but the results
showed there were not significant in direct paths from individual spirit at work to all the
three outcomes (in-role performance, OCB, intention to quit; see Appendix 20 and 21).
Also, the χ2 difference in fit between fully and partially mediated models was not
significant (χ2 differ = 5.39, df = 3, p = .15). Regarding the non-significance direct
paths from individual spirit at work to all the three outcomes and there was no
significant χ2 difference between the two models, this would indicate that the fully
mediated model explained the data better than partially mediated model. Thus, the fully
mediated model was chosen to explain the mediation effects in this study as it is the
best fit with the data.

Figure 7.3 (simplified model) and 7.4 (full SEM model) depict the fully
mediated structural model along with its standardised path coefficients. The path
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coefficients indicate a strong and statistically significant relationship between
individual spirit at work (ISAW) and the attitudinal variables of job satisfaction,
organisational identification, and psychological well-being was evident. Three
mediation outcomes appeared partially as follows:

First, as hypothesised, a distinct, mediated path exists between ISAW -> job
satisfaction -> performance/turnover intentions (but not identified in OCB). This clearly
indicates that ISAW positively affects in-role performance and negatively affects
intentions to quit through job satisfaction. Second, a significant mediated path between
ISAW -> organisational identification -> three outcome variables was not identified.
This result reveals that for this sample, ISAW does not affect the three outcome
variables through organisational identification, which is antithetical to what was
hypothesised. Third, a significant mediated path between ISAW -> psychological
wellbeing -> OCB and intention to quit (not identified in performance). This obviously
shows that ISAW negatively affects intentions to quit and positively OCB through
psychological wellbeing.
As given organisational identification did not operate as a mediator in this
model, a further model with excluding organisational identification variable and the
removal of non-significant hypothesised relationships was examined. The result showed
that there was no significant χ2 difference between these two models (χ2 differ = 215.63,
df = 120, ns). According to Werner and Schermelleh-Engel’s suggestion (2010), if the
χ2 differ value is insignificant, both models fit equally well statistically, so the
parameters in question can be eliminated from the model (fixed to zero) and the
‘smaller’ model can be accepted just as well. As a result, the final fully mediated model
without organisational identification construct as a mediator was selected to report the
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results of the fully mediated structural model in this study because it is a simpler model
and gives a stronger significance and size of both direct and indirect effects to the
outcome variables. The final fully mediated models with an excluding organisational
identification construct are illustrated in Figure 7.5 (simplified model) and 7.6 (full
SEM model), where the figures on the model are standardised regression coefficients
and are all significant to least 99.99% level. The results about individual spirit at work
had indirect effects to the three organisational outcome variables are summarised in
Table 7.1.
Figure 7.3: Fully Mediated Standardised Structural Model of Individual Spirit at
Work Time 1 and Outcomes Time 2 (Supervisor’s Rating; Simplified Model)
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Figure 7.4: Fully Mediated Standardised Structural Model of Individual Spirit at
Work Time 1 and Outcomes Time 2 (Supervisors’ Rating; Full SEM Model)
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Figure 7.5: Final Fully Mediated Standardised Structural Model of Individual
Spirit at Work Time 1 and Outcomes Time 2 with an Excluding Organisational
Identification Construct as Mediator (Simplified Model)
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Figure 7.6: Final Fully Mediated Standardised Structural Model of Individual
Spirit at Work Time 1 and Outcomes Time 2 with an Excluding Organisational
Identification Construct as Mediator (Full SEM Model)
i1

i3

i4

.73 .74 .82 .78

i6

I2

o5

o8

o9

o10

.36.62 .74 .63
.24

.63

q1

o12

INTQ1

SUPVOCB8
SUPVOCB9
SUPVOCB10 SUPVOCB12
SUPINRO1
SUPINRO3
SUPINRO4
SUPINRO6SUPI2SUPVOCB5

.90
.49
.88

.86 .86

.86.79
.80

.60.79

q3

INTQ2

INTQ3

.84

.80

.79

.92

r6

r5

r4

q2

.63

.63

Performa

IntQuit

OCB

.02

.03

.43
.16

.18
j2

-.22

-.57

.53
JS22

.52
j4

JS24

.73
.72
.71

.50
j6

JS26

1.00

r3

.53
j8

.73

.32r1

JS28

.15

JobSat

PsyWb PSYW2T p1

1.00

.74
.54
j10

.39

.57

JS210

Spirit at Work
rd1

.96

.66

.90

.91

.44rd3

.80
.74.83
.83
saw 10

.54 s10.69

saw 13

s13

MIW

saw 15

rd2

.77.83.73
saw 9

saw 14

.67
.54
saw 5

.68s15.60 s9.69
s14

saw 2

.80.85

.82
.81

saw 7

.44 s2 .66 s7.67

s5

SPC

SOC

saw 17

s17

saw 3 saw 8

.65

.73
saw 11

.73s8.54s11

s3

Note: N = 501: *** indicates paths significant p < .001: Fit indices (χ2 = 1,132.66, df =
426; p < .001; χ2/df = 2.66; CFI = .92; IFI = .93; TLI = .92; RMSEA = .058)
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Table 7.1: Indirect Effects for Fully Mediated Standardised Structural Model of
Individual Spirit at Work Time 1 and Outcomes Time 2
Outcome Constructs

Individual
Spirit at Work
(β)

1. In-role Performance
Indirect effect

.10**

2. Organisational Citizenship
Behaviours
Indirect effect

.06**

3. Turnover Intentions
Indirect effect

-.41**

Note: N = 501: ** indicates significant p < .01

As can be seen from the models in Figure 7.5 and 7.6, the results of hypotheses
7 to 15 are reported as follows:
Hypothesis 7 suggested that the relationship between one’s individual spirit at work
and in-role behaviours would be mediated by their job satisfaction.
Hypothesis 8 suggested that the relationship between one’s individual spirit at work
and organisational citizenship behaviours would be mediated by their job satisfaction.
Hypothesis 9 suggested that the relationship between one’s individual spirit at work
and turnover intentions would be mediated by their job satisfaction.
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The results of the final fully mediated model showed that job satisfaction
completely mediated the relationship between individual spirit at work and in-role
performance (β = .18, p < .001) and turnover intentions (β = -.57, p < .001), but did not
identify with organisational citizenship behaviours (ns). Also, the indirect effects of
individual spirit at work on in-role performance (β = .10, p < .01) and turnover
intentions (β = -.41, p < .01), via job satisfaction are both significant. Therefore,
hypotheses 7 and 9 were supported but hypothesis 8 was rejected.

Hypothesis 10 suggested that the relationship between one’s individual spirit at work
and in-role behaviours would be mediated by their organisational identification.
Hypothesis 11 suggested that the relationship between one’s individual spirit at work
and organisational citizenship behaviours would be mediated by their organisational
identification.
Hypothesis 12 suggested that the relationship between one’s individual spirit at work
and turnover intentions would be mediated by their organisational identification.

According to the results from the final fully mediated models, there was no
significant mediation between individual spirit at work and the three outcome variables
(in-role performance, organisational citizenship behaviours, and turnover intentions)
through organisational identification (ns). Therefore, altogether hypotheses 10, 11, and
12 were rejected.

Hypothesis 13 suggested that the relationship between one’s individual spirit at work
and in-role behaviours would be mediated by their psychological well-being.
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Hypothesis 14 suggested that the relationship between one’s individual spirit at work
and organisational citizenship behaviours would be mediated by their psychological
well-being.
Hypothesis 15 suggested that the relationship between one’s individual spirit at work
and turnover intentions would be mediated by their psychological well-being.

The results of the final fully mediated model illustrated that psychological wellbeing completely mediated the relationship between individual spirit at work and
organisational citizenship behaviours (β = .16, p < .001), and turnover intentions (β = .22, p < .001), but not identified with in-role performance (ns). Also, the indirect effects
of individual spirit at work on organisational citizenship behaviours (β = .06, p < .01)
and turnover intentions (β = -.41, p < .01), via psychological well-being are both
significant. Therefore, hypotheses 14 and 15 were supported but hypothesis 13 was
rejected.

7.4 EXTRA FINDINGS
The aims of the following section are to present the extra findings which are
divided into two parts. First, a fully cross-lagged analysis of a model that contains all
available data across two time points in order to examine the reciprocal relationships
between individual spirit at work and the other variables. A detailed procedure for a
longitudinal, fully cross-lagged panel SEM analysis using AMOS software version 7.0
(Arbuckle, 2007) is presented along with a summary of the results. Subsequently, the
researcher hopes to contribute to a scarce literature involving full longitudinal, SEM
tests of models of individual spirit at work. Second, to archive the last objective in this
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thesis about exploring the antecedent conditions of individual spirit at work, all the
possible variables are analysed and reported along with a summary of the results.

7.4.1 Fully Cross-lagged Model: In order to examine the reciprocal
relationships between individual spirit at work and the other variables excluding
organisational identification (job satisfaction, psychological well-being, in-role
performance, organisational citizenship behaviours, and turnover intentions), all these
variables from Time 1 and Time 2 were put in the nested model across two time points
and tested simultaneously in SEM model using AMOS software version 7.0 (Arbuckle,
2007). Burkholder and Harlow (2003) assert that cross-lagged longitudinal models have
the advantage of making use of all of the data associated with a particular measure.
Furthermore, when combined with existing theory and empirical findings, longitudinal
SEM analysis provide a powerful means of testing full theoretical models and adding to
accumulating evidence for cause and effect relations. In a fully cross-lagged design,
information for each variable assessed at each time point is analysed. Figure 7.7
presents a template model that has six variables: (1) individual spirit at work; (2) job
satisfaction; (3) psychological well-being; (4) in-role performance; (5) organisational
citizenship behaviours; and (6) turnover intentions, six of which are assessed at two
time points. By convention, circles represent latent variables and squares represent
measured variables. Double-headed arrows connecting Time 1 constructs indicate
correlations among independent factors. Single-headed arrow lines connecting like
constructs from Time 1 to Time 2 show all possible logical regression paths connecting
different and the same constructs. By including regression paths between the same
construct measured at both times, one can estimate the cross-time, relative stability of
the construct.
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Figure 7.7: The Template of the Fully Cross-lagged Model (Individual Spirit at
Work and Other Outcome Variables) Over Two Time Points
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qq3

SUPVOCB5 oc5

Regarding the adequacy indicators of model fit in the present study, the
researcher used the χ2/df ratio below 3.0 (or as high as 5.0 suggested by Marsh &
Hocevar, 1985) is considered acceptable; the CFI, IFI, and TLI index value above 0.9
are acceptable but values above 0.95 are preferred; and the RMSEA index value 0.05 or
below is considered a sign of good fit, between 0.05 – 0.10 an acceptable fit, and larger
than 0.10 should not be accepted (Hu & Bentler, 1999).

The results indicate that all the six constructs (1) individual spirit at work; (2)
job satisfaction; (3) psychological well-being; (4) in-role performance; (5)
organisational citizenship behaviours; and (6) turnover intentions in the model are
relatively stable across time because the regression paths between the same construct
measured at Time 1 and Time 2 are all significant. One interpretation of this is that
there is relative inter-individual positional stability exhibited; at the group level people
appear to be at the same place at each assessment. The other findings were found and
consistent with the hypotheses results that individual spirit at work was positively
associated with job satisfaction (β = .33, p < .001), psychological well-being (β = .29, p
< .01) and negatively associated with turnover intentions (β = -.25, p < .01). More
importantly, the results showed that there were not significant regression paths at all
from the other variables (Time 1) Æ individual spirit at work (Time 2). Therefore, this
means it is confirmed that the impact direction only from individual spirit at work Æ
the attitudinal and outcome variables in this study, and the impact direction from the
attitudinal and outcome variables Æ individual spirit at work were not supported.
Figure 7.8 and 7.9 illustrate these results. By all criteria, the model indicated a good fit
to the data (χ2 = 4,091.61, df = 1,987; p < .001; χ2/df = 2.05; CFI = .90; IFI = .90; TLI
= .90; RMSEA = .046). Table 7.2 contains the paths that were statistically significant.
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Only statistically significant paths are reported for ease of presentation and
interpretation.

Table 7.2: Statistically Significant Paths in the fully Cross-lagged of Individual
Spirit at Work and Other Outcome Variables Over Two Time Points

Path

Standardised
Regression
Coefficients

Individual Spirit at work (T1) Æ Individual Spirit at work (T2)

0.72**

Individual Spirit at work (T1) Æ Job Satisfaction (T2)

0.33***

Individual Spirit at work (T1) Æ Psychological Well-being(T2)

0.29**

Individual Spirit at work (T1) Æ Turnover Intentions (T 2)

-0.25**

Job Satisfaction (T1) Æ Job Satisfaction (T 2)

0.42**

Psychological Well-being(T1) ÆPsychological Well-being(T 2)

0.27**

In-role Performance (T1) Æ In-role Performance (T 2)

0.48**

OCB (T1) Æ OCB (T 2)

0.46**

Turnover Intentions (T1) Æ Turnover Intentions (T 2)

0.52**

Notes: ** p<.01 *** p<.001
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Figure 7.8: The Fully Cross-lagged Standardised Structural Model of Individual
Spirit at Work and Other Outcome Variables Over Two Time Points (Simplified
Model)
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= .90; RMSEA = .046).
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Figure 7.9: The Fully Cross-lagged Standardised Structural Model of Individual
Spirit at Work and Other Outcome Variables Over Two Time Points (Full SEM
Model)
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7.4.2 Exploring Potential Antecedents of Individual Spirit at Work
In this study, individual spirit at work is hypothesised to be related to work
attitudes (job satisfaction, organisational identification, psychological well-being) and
organisational outcomes (in-role performance, organisational citizenship behaviours
(OCB), and turnover intentions). Consequently, it is necessary to understand the
situations that foster individual spirit at work. Recently, empirical studies have been
conducted in the area of workplace spirituality, but few have empirically examined
what conditions are the antecedents of individual spirit at work.

The previous research and literature reviews suggest that these variables are
possibly linked to the employee experiencing spirituality at work: age, tenure, marital
status, current position, and personal religious/spiritual practices (Kinjerski & Skrypnek,
2006a; Kolodinsky, Giacalone, & Jurkiewicz, 2008; Pawar, 2009a, b). Thus, apart from
the demographical variables mentioned earlier, the researcher developed the three
following questions in the questionnaires asking the participants to respond about their
religious/spiritual practices to examine whether these practices affect employees’ spirit
at work or not: (1) How frequently do you attend religious/spiritual services range (1 to
5) from never to regularly; (2) How often do you pray range (1 to 7) from never to
several times a week; (3) How often do you read religious or spiritual scripture or
literature range (1 to 7) from never to several times a week (see Appendix 4 section E).

In order to explore the potential antecedent conditions of individual spirit at
work from the organisational factors, the researcher conducted a survey to investigate
the necessary factors for organisations to foster employees’ spirit at work. Also, in the
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second column respondents were asked to assess to what extent their current
employment fosters spirit at work. Based on Kinjerski & Skrypnek’s (2006b)
qualitative study, they found seven organisational factors that foster an individual’s
experience of spirit at work (inspired leadership; strong organisational foundation;
organisational integrity; positive workplace culture; sense of community among
members; opportunities for personal fulfilment; and appreciation and regard for
employees and their contribution). Therefore, these criteria were used as a framework in
this part of the study (see Appendix 4 section D).

7.4.2.1 Descriptive Statistic Results of Religious/Spiritual Practices
Figure 7.10: Percentage of How often Respondents Attended Religious/Spiritual
Services in Time 1 (N = 715) and Time 2 (N = 501)
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First, as indicated in Figure 8.1 the majority of respondents both Time 1
(39.60%) and Time 2 (36.10%) rarely attended religious/spiritual services. The second
most responses reported that they never in Time1 (21.10%) and occasionally in Time 2
(30.50%) attended religious/spiritual services. Overall, this evidently presents that
almost a half of the sample in this study generally rarely attended religious/spiritual
services.

Figure 7.11: Percentage of How Often Respondents Prayed in Time 1 (N = 715)
and Time 2 (N = 501)

Time 1

Time 2

100
90
80
70
60

49.9
42.8

50
40
30
20
10

14.1

11.3
5

9.8

8.39.4

about
once or
twice a
year

several
times a
year

9 6.4

9.2 9.6

5.3

10

0
never

once a 2-3 times weekly
month a month

several
times a
week

Second, as demonstrated in Figure 8.2 the majority of respondents for both
Time 1 (42.80%) and Time 2 (49.90%) prayed several times a week. The second most
responses reported that they never in Time 1 (14.10%) and weekly in Time 2 (10%)
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prayed. The third most responses stated that they prayed about once or twice a year in
both Time 1 (11.30%) and Time 2 (9.80%). Altogether, this obviously shows that more
than a half of the sample in this study generally did pray once a week or more than one
time a week.

Figure 7.12: Percentage of How Often Respondents Read Religious/Spiritual
Scripture or Literature in Time 1 (N = 715) and Time 2 (N = 501)
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Third, the majority of respondents for both Time 1 (27.60%) and Time 2
(26.20%) read religious/spiritual scripture or literature several times a week. The
second most responses disclosed that they never in Time 1 (24.50%) and about once or
twice a year in Time 2 (16.80%) read religious/spiritual scripture or literature. The third
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most responses identified that they read about once or twice a year in Time 1 (19.90%)
and about several times a year in Time 2 (14.80%). In general, the statistics exhibit that
almost a half of the sample in this study rarely did read religious/spiritual scripture or
literature.

7.4.2.2 Descriptive Statistic Results of the Necessary Factors for
Organisation to Foster Employees’ Spirit at Work

The following results displayed in Table 7.3 determined that respondents
viewed what the necessary level of each organisational factor for fostering employee’s
individual spirit at work in both Time 1 and Time 2. According to the responses the
majority of respondents viewed all seven organisational conditions in the high to the
highest necessary levels in both times.
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Table 7.3: The Necessary Level of Organisational Conditions for Fostering
Employee’s Individual Spirit at Work in Time 1 (N = 715) and Time 2 (N = 501)

Conditions

Least

Little

Moderate

High

Highest

2.0%

3.4%

18.6%

35.5%

40.6%

0.6%

0.4%

12.2%

40.3%

46.5%

1.7%

3.5%

13.7%

33.3%

47.8%

0.0%

0.2%

8.0%

34.7%

57.1%

1.8%

3.2%

14.4%

31.7%

48.8%

0.0%

0.4%

8.0%

38.1%

53.5%

1.1%

3.6%

16.6%

34.3%

44.3%

0.0%

0.0%

8.8%

42.1%

49.1%

1.8%

3.4%

15.4%

34.1%

45.3%

0.0%

0.4%

9.6%

37.3%

52.7%

1.7%

2.9%

17.5%

33.1%

44.8%

0.4%

0.8%

9.8%

41.3%

47.7%

2.0%

3.8%

15.2%

36.2%

42.8%

0.2%

0.6%

11.6%

40.1%

47.5%

1.) Inspired Leadership:
leaders and senior members who inspire
employees through their leadership and
their example
Time 1
Time 2

2.) Strong Organisational
Foundation: including a shared
vision, mission, purpose, and an
intention to contribute to the overall
good of society
Time 1
Time 2

3.) Organisational Integrity: that is
aligned with its mission and purpose
Time 1
Time 2

4.) Positive Workplace Culture:
including a positive physical space for
employees to work in
Time 1
Time 2

5.) Sense of Community:
among members positive connections
among all members and a sense of
community in the organisation
Time1
Time 2

6.) Opportunities for Personal
Fulfilment: opportunities for members
to pursue professional and personal
growth and to fulfil their own personal
mission through work
Time 1
Time 2

7.) Appreciation and Regard for
Employees and Their
Contribution: made by its members
Time 1
Time 2
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7.4.2.3 Correlations Results between Possible Antecedents of Individual
Spirit at Work

Descriptive statistics and zero-order correlations of all possible antecedent
variables of individual spirit at work are presented in Table 7.4. The main results show
that individual spirit at work Time 2 was significantly and positively correlated with
organisational factors Time 1 (r = .34, p < .01), types of organisation (r = .30, p < .01),
age Time 1 (r = .15, p < .01), tenure years (r = .11, p < .05), and religious/spiritual
practices (r = .29, p < .01), indicating preliminary support for the proposed SEM model
which will be further analysed in the next step.
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Table 7.4: Means, Standard Deviations, Correlations and Reliabilities of the
Possible Antecedents of Individual Spirit at Work

Variable

M

SD

1

2

3

4

5

6

1.) Spirit at work
Time 2

4.44 0.68 (0.91)

2.) Organisational
Factors Time 1

3.43 0.80 .34** (0.91)

3.) Types of
Organisation
Time 1
4.) Age
Time 1

1.95 0.83 .30** .34** ( - )

5.) Tenure years
Time 1

2.68 1.09 .11*

-.04 ns -.04 ns .56** ( - )

6.) Marital Status
Time 1

1.60 0.79 .06ns

.04 ns .04 ns .27** .14** ( - )

8

2.21 0.77 .15** .02 ns -.02 ns ( - )

7.) Current Position 3.45 1.97 .05 ns
Time 1
8.) Religious/
Spiritual Practices
Time 1

7

-.05 ns -.03 ns -.03 ns -.06 ns -.18 ns ( - )

3.66 1.69 .29** .20** .40** .02 ns .05 ns -.03 ns .05 ns

Notes: Reliability estimates are in parentheses; N = 501 ** p<.01 * p<.05 ns = nonsignificant
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(0.77)

7.4.2.4 Results of Structural Equation Modelling in Longitudinal Design the
Antecedent Conditions for Fostering Employees’ Spirit at Work

In order to assess the antecedent conditions of individual spirit at work (ISAW)
from the organisational factors including organisational types (public, private, and notfor-profit organisation) and demographical variables (age, tenure, marital status, current
position, and personal religious/spiritual practices) to predict ISAW, the researcher used
all the possible antecedent variables from Time 1 and ISAW of Time 2 and put into the
proposed structural model as depicted in Figure 7.13. For the organisational factors data,
the researcher employed the respondents’ answers from the second column which were
asked them to rate to what extent their current employment fostering their spirituality at
work. Although it had not been found previously in the literature about whether the
organisational type would influence individual spirit at work or not, the researcher
proposed it as one of the interest variables into the model and would consequently
argue that the empirical finding found in this study could add to the literature of
workplace spirituality field and at least this contribution could have evidence for further
discussion.

The rival models were examined with Analysis of Moment Structures (AMOS)
software version 7.0 (Arbuckle, 2007). The researcher used the estimation procedure of
AMOS (Byrne, 2001) to construct the Structural Equation Models (SEM) because SEM
can simultaneously observe the effects and changes of the variables in the model.
Moreover, the AMOS SEM provides a number of tests to measure the goodness of fit
between the data and the proposed model. Finally, regarding to the adequacy indicators
of model fit, the researcher used the χ2/df ratio below 3.0 is considered acceptable; the
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CFI, IFI, and TLI index value above 0.9 are acceptable but values above 0.95 are
preferred; and the RMSEA index value 0.05 or below is considered a sign of good fit,
between 0.05 – 0.10 an acceptable fit, and larger than 0.10 should not be accepted (Hu
& Bentler, 1999).
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Figure 7.13: The Proposed Model of Antecedent Conditions of Individual Spirit at
Work
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Pray

Reading
Spiritual/
Religious
Scripture/
Literature

Attending
Spiritual /
Religious
Services

Table 7.5: Fit Indices of the Structural Models of Antecedent Conditions of
Individual Spirit at Work

Model

Model 1 (all variables)

χ2

Df

χ2/df CFI IFI TLI RMSEA

1,242.54**

321

3.87

.86

.86

.84

.08

905.99**

249

3.64

.90

.90

.88

.07

Model 2 ( deleted
organisational tenure,
marital status, and current
positions)

Note: N = 501, **p < .001 CFI=Comparative Fit Index; IFI=Incremental Fit Index;
TLI= Tucker-Lewis Index; RMSEA=Root-Mean-Square Error of Approximation

Table 7.5 displays the results of the fit indices of the structural model of the
antecedent conditions of individual spirit at work. The fit statistics of the proposed
model (Model 1) indicated the model barely fits (χ2 = 1,242.54, df = 321; p < .001;
χ2/df = 3.87; CFI = .86; IFI = .86; TLI = .84; RMSEA = .08). In particular, the
researcher noticed that the relationships between organisational tenure, marital status,
current positions of Time 1 and individual spirit at work (ISAW) Time 2 were not
significant. Consequently the researcher took organisational tenure, marital status, and
current positions out of the model and tested it again (Model 2). Model 2 was found to
moderately fit (χ2 = 905.99, df = 249; p < .001; χ2/df = 3.64; CFI = .89; IFI = .89; TLI
= .88; RMSEA = .07). However, the difference in fit between Model 1 and Model 2 was
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highly significant (D2 = 336.55, df = 72, p < .001). The overall fit indices of Model 2
met the acceptable requirements, except the χ2/df ratio did not fall below 3.0 (3.64).
Therefore, the final model (Model 2) is a reasonably good fit, indicating only seven
organisational factors, age, organisational types, and religious/spiritual practices were
strong predictors for fostering employees’ individual spirit at work as depicted in
Figure 7.14.
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Figure 7.14: Final Model of Antecedents of Individual Spirit at Work (Simplified
Model)
Strong
Organisational
Foundation

Inspired
Leadership
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Note: N = 501: *** indicates paths significant p < .001, ** p < .01 Fit indices (χ2 =
905.99, df = 249; p < .001; χ2/df = 3.64; CFI = .90; IFI = .90; TLI = .88; RMSEA = .07).
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Figure 7.15: Final Model of Antecedents of Individual Spirit at Work (Full SEM
Model)
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905.99, df = 249; p < .001; χ2/df = 3.64; CFI = .90; IFI = .90; TLI = .88; RMSEA = .07).
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As there are three types of organisation in this study (public, for-profit, and notfor-profit), Analysis of Variance (ANOVA) and Scheffe post-hoc analysis are required
to test which type is significant difference. The result as displayed in Figure 7.16
showed that there was a statistically significant difference between types of
organisation as determined by one-way ANOVA (F (2, 498) = 29.02, p = .001). Further,
a Scheffe post-hoc test revealed that the mean of individual spirit at work was
statistically significantly higher than public organisations (4.26, p < .001) and for-profit
organisations (4.34, p < .001) compared to not-for-profit organisations (4.76). There
were no statistically significant differences between the public and for-profit
organisations (p = .516).

Figure 7.16: Antecedent Conditions of Individual Spirit at Work by Types of
Organisation
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7.4.2.5 The Results Summary of Antecedents of Individual Spirit at Work

The researcher found that all seven organisational factors which foster an
individual’s experience of spirit at work (1) inspired leadership; (2) strong
organisational foundation; (3) organisational integrity; (4) positive workplace culture;
(5) sense of community among members; (6) opportunities for personal fulfilment; and
(7) appreciation and regard for employees and their contribution, is the greatest
predictor to foster Thai employees’ experienced individual spirit at work (ISAW), as
variance explained accounted of 30% out of 75% in the model. This finding is
consistent with the majority (over 75%) of the responses obtained, which viewed all
seven organisational conditions are necessary factors to boost their spirituality at work.
Moreover, the following factors were found to act as predictors of ISAW, respectively;
age (the older of employees, the more experienced in ISAW), and types of organisation
(not-for-profit organisation employees had experienced higher in ISAW than the
employees who worked for the public and private sectors). The three conditions of
religious/spiritual practices in this study (attending religious/spiritual services, reading
religious/spiritual scripture or literature and how often do they pray) all had influence
on employees experienced in ISAW.

7.5 SUMMARY

The findings of the direct structural models of both self report and supervisor
rating on performance and OCB were strongly supportive for Hypotheses 1 to 6, which
mean the greater employees experienced individual spirit at work, the greater they had
job satisfaction, organisational identification, psychological well-being, in-role
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performance, organisational citizenship behaviours (OCB), and the lesser they intended
to quit the organisation. Furthermore, these results empirically provide consistent
support for the correlation outcomes and the manipulation check between high and low
spirit at work groups from the previous chapter, indicating the direct structural models
proposed in this study were convincingly accepted.

Moreover, the results of the fully mediated models were partially supportive for
Hypotheses 7 to 15 and the fit statistics produced results that were better when
compared to the direct structural models. This would denote that the fully mediated
models explained the data better and also supported the hypotheses in which the work
attitudinal variables in this study mediated the relationships between individual spirit at
work (ISAW) and the outcome variables. The summary of the final fully mediated
model results are outlined as follows: (1) job satisfaction fully mediated the relationship
between ISAW and in-role performance/ intentions to quit/ not OCB; (2) organisational
identification did not mediate the relationship between ISAW and three outcome
variables, which is antithetical to what was hypothesised; and (3) psychological wellbeing fully mediated the relationship between ISAW and OCB / intentions to quit/ not
in-role performance. The summary of the hypothesised relationships can be seen in
Table 7.6.

7.6 CONCLUSION

This chapter has described the statistical analyses performed on the data
collected in the form of Structural Equation Modelling (SEM) models and in
longitudinal study design. All the main 15 Hypotheses were analysed and reported.
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Also, the fully cross-lagged model and the potential antecedent conditions of individual
spirit at work were analysed and reported in the extra findings. The implications of
these findings for theory and practice, limitations of the research and directions for
future research are discussed in the next chapter.
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Table 7.6: Results of the Hypotheses and Extra Findings
Hypothesis

Standardised Regression

Conclusion

Coefficients
H1

Individual Spirit at work (T1) Æ

Job Satisfaction (T2)

.65 ***

Supported

H2

Individual Spirit at work (T1) Æ

Organisational Identification (T2)

.56 ***

Supported

H3

Individual Spirit at work (T1) Æ

Psychological Well-being (T2)

.47 ***

Supported

H4

Individual Spirit at work (T1) Æ

In-role Performance (T2)

.20 ***

Supported

H5

Individual Spirit at work (T1) Æ Organisational Citizenship Behaviours -OCB (T2)

.14 **

Supported

H6

Individual Spirit at work (T1) Æ

-.56 ***

Supported

.18 ***(direct) .10 **(indirect)

Supported

Not significant

Rejected

-.57***(direct) -.41 **(indirect)

Supported

H10 Individual Spirit at work(T1)ÆOrganisational Identification(T2)ÆIn-role Performance (T2)

Not significant

Rejected

H11 Individual Spirit at work(T1)ÆOrganisational Identification(T2)Æ OCB (T2)

Not significant

Rejected

H12 Individual Spirit at work(T1)ÆOrganisational Identification(T2)Æ Turnover Intentions (T2)

Not significant

Rejected

H13 Individual Spirit at work (T1) Æ Psychological Well-being(T2) Æ In-role Performance (T2)

Not significant

Rejected

H14 Individual Spirit at work (T1) Æ Psychological Well-being(T2) Æ OCB (T2)

.16 ***(direct) .06 **(indirect)

Supported

H15 Individual Spirit at work (T1) Æ Psychological Well-being(T2) Æ Turnover Intentions (T2)

-.22***(direct) -.41 **(indirect)

Supported

Turnover Intentions (T2)

H7 Individual Spirit at work (T1) Æ Job Satisfaction (T2) Æ In-role Performance (T2)
H8 Individual Spirit at work (T1) Æ Job Satisfaction (T2) Æ OCB (T2)
H9 Individual Spirit at work (T1) Æ Job Satisfaction (T2) Æ Turnover Intentions (T2)

Note: Æ has influence on

__________. ** p < .01, ***p < 0.001, T1 = Time1, T2 = Time 2
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Table 7.6: Results of the Hypotheses and Extra Findings (Continued)
Extra Findings

Standardised Regression

Conclusion

Coefficients
1. Fully Cross-lagged Model
1.1 Construct Stability Across Time
Individual Spirit at work (T1) Æ Individual Spirit at work (T2)

.72**

Supported

Job Satisfaction (T1) Æ

.42**

Supported

Psychological Well-being (T1) Æ Psychological Well-being (T2)

. 27**

Supported

In-role Performance (T1) Æ In-role Performance (T2)

.48**

Supported

Organisational Citizenship Behaviours (T1) Æ Organisational Citizenship Behaviours (T2)

.46**

Supported

Turnover Intentions (T1) Æ Turnover Intentions (T2)

.52**

Supported

Individual Spirit at work (T1) Æ Job Satisfaction (T2)

.33***

Supported

Individual Spirit at work (T1) Æ Psychological Well-being (T2)

.29**

Supported

Individual Spirit at work (T1) Æ Turnover Intentions (T2)

-. 25**

Supported

Job Satisfaction (T1) Æ Individual Spirit at work (T2)

Not significant

Rejected

Psychological Well-being (T1) Æ Individual Spirit at work (T2)

Not significant

Rejected

In-role Performance (T1) Æ Individual Spirit at work (T2)

Not significant

Rejected

Organisational Citizenship Behaviours (T1) Æ Individual Spirit at work (T2)

Not significant

Rejected

Turnover Intentions (T1) Æ Individual Spirit at work (T2)

Not significant

Rejected

Job Satisfaction (T2)

1.2 Causal Effects Direction

Note: Æ has influence on

__________. ** p < .01, ***p < 0.001, T1 = Time1, T2 = Time 2
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Table 7.6: Results of the Hypotheses and Extra Findings (Continued)
Extra Findings

Standardised Regression

Conclusion

Coefficients
2. Exploring the Antecedent Conditions of Individual Spirit at Work Model
Organisational Factors (T1) Æ Individual Spirit at work (T2)

.30***

Supported

Age (T1) Æ Individual Spirit at work (T2)

.17***

Supported

Organisational Types (T1) Æ Individual Spirit at work (T2)

.16***

Supported

Religious/Spiritual Practices (T1) Æ Individual Spirit at work (T2)

. 12**

Supported

Note: Æ has influence on

__________. ** p < .01, ***p < 0.001, T1 = Time1, T2 = Time 2
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CHAPTER 8

DISCUSSION AND CONCLUSION

8.1 CHAPTER OVERVIEW

The purpose of this chapter is to summarise the main findings and discusses the
theoretical and practical implications of the research reported in this thesis. The
limitations of the study are outlined, and a number of suggestions for future research are
presented.

8.2 SUMMARY OF THE KEY FINDINGS

In order to draw conclusions from the thesis, it is useful to remind the reader of
the initial research objectives. Thus, this section revisits the main objectives of the
research and summarise the results relating to them.

1.) To validate the main measure in this study: the Spirit at Work Scale (SAWS,
Kinjerski & Skrypnek, 2006a) which is a new measure and has not been widely tested.
In brief, this objective is to answer the first research question “What are the properties
of the Spirit at Work Scale or What is spirit at work at the individual level?”

In order to achieve this goal, the two pilot studies with 155 UK and 175, 715
Thai employees were conducted for validation testing of the SAWS measure. The results
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of the two studies including discriminant validity analyses strongly provided supportive
evidence that the Spirit at Work Scale (SAWS) is a sound psychometric measure and
also a distinct construct from other work attitude constructs (job satisfaction,
psychological well-being, and organisational identification). The final model of the
SAWS contains a total of twelve items; a three factor structure (meaning in work, sense
of community, and spiritual connection) in which the sub-factors loaded on higher order
factors and had very acceptable reliability. Furthermore, the second-order of SAWS
model showed the CFA model fit indexes remained a very good fit with the data across
two time intervals in the main field studies with the Thai samples. The Cronbach’s
alphas also demonstrated that the SAWS in Time 1 and Time 2 had very high internal
consistency reliabilities (.92 and .91).

Finally, in contrast to Kinjerski and Skrypnek’s four-factor spirit at work model
(2006a), this research found only three factors that (1) meaning in work which
collapsed the original engaging work and mystical experiences dimensions together: a
belief that one is engaged in meaningful work that has a higher purpose, a sense of
being authentic, a positive state of energy or vitality, and experiences of joy and bliss;
(2) sense of community: a feeling of connectedness to others and common purpose that
includes support, freedom of expression, and genuine caring; and (3) spiritual
connection: a sense of connection to something larger than self that helps one’s work
are more joyful, balanced, meaningful, and spiritually nourishing resulting for a
positive effect on his/her work. Moreover, analyses in the two pilot studies revealed that
the measurement model fit the data in both countries and that the fit was equivalent
across the two cultures. This indicates that the constructs are meaningful in each culture
and that the translation of questionnaires was successful in preserving the psychological
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constructs. Therefore, this research confirms the value of the Spirit at Work Scale
(SAWS) as a sound psychometric measure in the field albeit with some amendment.

2.) To investigate the relationships between individual spirit at work and three
employee work-attitudinal variables (organisational identification, job satisfaction and
psychological well-being) and three organisational outcomes (in-role performance,
organisational citizenship behaviours (OCB), and turnover intentions). Also, to further
examine causal relations among these organisational behaviour variables with a
longitudinal design. In short, this objective is to answer the second research question
“How and to what extent individual spirit at work impacts to work-related outcomes?”

The findings of both the correlations and SEM analyses with a longitudinal
design from individual spirit at work in Time 1 and three employee work-attitudinal
variables in Time 2 (organisational identification, job satisfaction and psychological
well-being) and three organisational outcomes (supervisor-rated in-role performance,
supervisor-rated OCB, and self-reported turnover intentions) significantly demonstrated
that individual spirit at work has directly positive impacts on all these six dependent
variables. This means that compared to employees who experienced low level
individual spirit at work, employees who experienced high level of individual spirit at
work (1) had significantly greater levels of job satisfaction; (2) had significantly higher
levels of organisational identification; (3) experienced significantly greater levels of
psychological well-being; (4) had significantly higher levels of in-role performance; (5)
were significantly more willing to engage in organisational citizenship behaviours; and
(6) had significantly less desire to leave the organisation. Moreover, the fully crosslagged analyses evidently provided not only for cause and effect relations to be
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explored but also the impact direction. This research discovered that the impact
directions were only from individual spirit at work Æ the attitudinal and outcome
variables, and not from the attitudinal and outcome variables Æ individual spirit at
work.

3.) To investigate three employee work attitudes (job satisfaction, organisational
identification, and psychological well-being) as mediator variables between individual
spirit at work and three organisational outcomes (in-role performance, OCB, and
turnover intentions). In short, this objective is to answer the third research question
“How and to what extent the mediator variables mediate individual spirit at work and
employees’ effectiveness relationships?”

The findings from the field study with a longitudinal design evidently supported
the fully mediated model whereas there was not significant support for partial
mediation. Also, the results indicated strong support for the hypotheses in which the
work attitudinal variables in this study (except organisational identification) mediated
the relationships between individual spirit at work (ISAW) and the outcome variables.
The summary of the final fully mediated model results are outlined as follows: (1) job
satisfaction fully mediated the relationship between ISAW and in-role performance /
intentions to quit / but not OCB; (2) organisational identification did not mediate the
relationship between ISAW and three outcome variables, which is antithetical to what
was hypothesised; and (3) psychological well-being fully mediated the relationship
between ISAW and OCB / intentions to quit / but not in-role performance.
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4.) To explore the potential antecedents that foster employee experienced
individual spirit at work from organisational conditions, organisational types,
demographical data, and religious/spiritual practices.

The extra findings about the antecedent variables of individual spirit at work
(ISAW) found that all seven organisational factors foster an individual’s experience of
spirit at work, (1) inspired leadership; (2) strong organisational foundation; (3)
organisational integrity; (4) positive workplace culture; (5) sense of community among
members; (6) opportunities for personal fulfilment; and (7) appreciation and regard for
employees and their contribution, among Thai employees. This finding is consistent
with the majority (over 75%) of the responses obtained, which viewed all seven
organisational conditions necessary factors to boost their spirituality at work. Also, the
following factors were found to act as predictors of ISAW, respectively; age (the older
of employees, the more experienced in ISAW) and, types of organisation (not-for-profit
organisation employees had experienced higher in ISAW than the employees who
worked for the public and private sectors). The three conditions of religious/spiritual
practices in this study (attending religious/spiritual services, reading religious/spiritual
scripture or literature and how often do they pray), all had influence on employees
experienced ISAW.

8.3 THEORETICAL IMPLICATIONS

Just as in the first part of this thesis, the researcher would like to use this section
to make explicit some of the theoretical implications of the data discussed and the
analyses performed. This will help situate the main findings of this part in a broader
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theoretical framework. This research has several important implications for the
workplace spirituality literature. Since the works of Kinjerski and Skrypnek (2004 &
2006a, c) were mainly used as the conceptual underpinning for the individual spirit at
work (ISAW) construct in this study, the findings of this thesis confirmed and extended
knowledge of ISAW conceptualisations. Given the relative newness of ISAW analyses
(e.g. CFA analyses of the SAWS measure across two countries/cultures in pilot studies,
and a longitudinal design with a large sample in the field study); support for the
conceptualisations was significant for the expansion of knowledge within the field.

First, this study confirms that the concept of spirit at work (Kinjerski &
Skrypnek, 2004, 2006a, b, c, 2008a, b) includes three main dimensions (sense of
meaning in work, community, and transcendence) which is consistent with the
conceptual definitions of others (Ashmos & Duchon, 2000; Mitroff & Denton, 1999a, b;
Smith & Rayment, 2007; Marques, Dhiman, & King’s study, 2007). Moreover,
individual spirit at work refers to the desire of employees to express all aspects of their
being at work, to be engaged in meaningful work (Ashmos & Duchon, 2000; Mitroff &
Denton, 1999a, b) and to archive their personal fulfilment through work (Krishnakumar
& Neck, 2002; Mitroff & Denton, 1999a, b; Neck & Milliman, 1994). Specifically, this
concept addresses the spiritual dimension of work and more clearly describes the nature
of the individual experience of spirit at work. Some researchers have restricted
themselves to only attitudinal aspects of work and totally ignored or neglected the
dimensions falling under the realm of spirituality (Milliman et al., 2003; Sheep, 2004).
As can be seen, the spiritual connection aspect of spirit at work, to some extent, is
associated with self-interest transcendence. This can be inferred from various views in
some of the literature in the broader area of spirituality. For example, McKnight (1984,
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as cited in Giacalone and Jurkiewicz, 2003, p. 7) defines spirituality as “the animating
force that inspires one toward purposes that are beyond one’s self…” Further, Neck and
Milliman (1994, p. 10) note, “a central aspect of spirituality is desiring to go beyond
one’s self-interests…” Similarly, drawing on the literature in the area of spiritual
survival and focusing specifically on the transcendence aspect, Fry (2003) notes that
transcendence implies serving others, thus reflecting self-interest transcendence.
Therefore, the results of this work extend our understanding about employee
transcendence of self-interest (spiritual connection) needs to be included as a substantial
element of spirit at work.

Second, this study adds to the literature on management and organisational
behaviour science on several issues. Most importantly, unlike Kahn’s (1990) the
psychological meaningfulness for employee engagement that describes has more to do
with meaningfulness in work than meaningfulness at work, the conceptual and
empirical analyses put forth in this research highlight that apart from meaning in work
dimension of spirit at work, sense of community and spiritual connection dimensions
which are especially the essential components for employees to experience
meaningfulness at work that goes beyond the meaning that one might experience in
work. Spiritual connection is, when employees are involved in and part of something
greater that serves a purpose beyond self-interest, they will experience meaningfulness
at work. Also, the experience of meaningfulness at work will be more likely when
employees feel that they are part of and connected to a caring and supportive
community. Specifically, the study provides evidence of consistent with Kinjerski and
Skrypnek’s fundamental definition (2004) that “spirit at work is a holistic experience
where individuals share a sense of interconnectedness and common purpose,
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authenticity, alignment between their values and actions, feel good about what they do,
are aware of a spiritual presence, sense that they are contributing to the common good,
and enjoy mystical moments” (p. 39). Furthermore, spirit at work is not about any one
dimension, but the whole of all three dimensions collectively (meaning in work, sense
of community, and spiritual connection) which can boost employee engagement
because they experience meaningfulness both in work and at work.

Third, a concept that seems to be accepted in the literature of workplace
spirituality that spirit at work involves the ability to bring one’s whole self to work and
to express oneself completely at work, including one’s spirit. The extent to which an
individual expresses themselves completely at work has been described as authenticity.
According to Kinjerski and Skrypnek (2004), “authenticity is about being who we are
all of the time, even at work. It means speaking our truth and living with honesty and
integrity” and “involves the integration of an individual’s physical, mental, emotional,
and spiritual energies at work” (p. 32). They also found that the opportunity to be
authentic and integrated in one’s work is an underlying theme in the experience of spirit
at work. Therefore, a key component of spirit is the ability to bring one’s whole self to
work and to express oneself completely at work. Most recently, Rich, Lepine, and
Crawford (2010) conceptualised engagement as the investment of one’s complete self
into a role. They assert that when employees are engaged they are investing their hands,
head, and heart (Rich et al, 2010). In this respect, we can see the similarities between
spirit at work and employee engagement in term of the complete self in the performance
of one’s work role. Thus, spirit at work might be an important new driver or antecedent
in models of employee engagement and give us a better understanding how and when
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spirit at work leads to a more engaged workforce and a greater performance in
organisation as a whole.

Fourth, since this study conducted solely in Thailand, one should be aware of
the findings in term of generalisability to other cultural contexts. In spite of the
argument that spirituality is trait-like individual difference and spirit at work should be
generally stable over time and integral to the individual. Specifically, Thai
cultural/religious context as an enabler of a particular form of spirituality, and
spirituality might be evidenced in Thai attitudes/behaviour. As can be obviously seen,
most Thais (95% of the population) are Buddhists and followers of this religion are
fundamentally encouraged to progress from becoming more compassionate, generous,
focused mentally on spiritual wisdom and purity. Thus, these qualities are highly
related to spiritual inclination characteristics. According to Kinjerski and Skrypnek
(2006c), they assert that spiritual inclination is the key personality dimension
responsible for fostering people experience spirit at work. However, in this empirical
evidence, the results showed that the test-retest reliability value of spirit at work was
just moderate. That is, spirit at work was not stable over time as expected. There may
have an explanation about this phenomenon. One reason may from the antecedent
conditions of organisation which might influence individual experience spirit at work.
According to the extra findings about the antecedent variables of individual spirit at
work (ISAW) found that all seven organisational factors foster an individual’s
experience of spirit at work and also was the strongest predictor to foster Thai
employees’ experienced spirit at work among antecedent variables in the model, (1)
inspired leadership; (2) strong organisational foundation; (3) organisational integrity; (4)
positive workplace culture; (5) sense of community among members; (6) opportunities
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for personal fulfilment; and (7) appreciation and regard for employees and their
contribution, among Thai employees. This finding was consistent with the majority
(over 75%) of the responses obtained, which viewed all seven organisational conditions
necessary factors to boost their spirituality at work. This research therefore points out
that in order to create and cultivate an individual’s experience of spirit at work these
seven organisational characteristics need to take into account.

Fifth, the spirit at work scale (SAWS, Kinjerski & Skrypnek, 2006a) was
employed with conceptual and statistical favourable outcomes. Although the threefactor solution found to be most appropriate for this research, versus a four-factor
solution of the original scale, SAWS was found to demonstrate statistical reliability and
validity, producing excellent fit for the higher-order spirit at work construct model. By
demonstrating conceptual and empirical support for SAWS, three of the four scientific
inquiry weaknesses (the lack of an accepted conceptual definition, inadequate
measurement tools, and limited theoretical development) of workplace spirituality
identified by Giacalone and Jurkiewicz (2003) have been optimistically addressed.

Sixth, since previous scholars conceptualised and tested spirit at work as
separate factors (e.g. Ashmos & Duchon, 2000; Milliman et al., 2003; Sheep, 2004), the
findings of two pilot studies with both UK and Thai samples provided empirical support
for the conceptualisation of individual spirit at work (ISAW) as a higher-order latent
construct. Therefore, this is of vital importance, as in the quest of Giacalone and
Jurkiewicz (2003); if workplace spirituality is to demonstrate effects then a higher-order
construct must be developed.
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Seventh, as suggested by Giacalone, Jurkiewicz, and Fry (2005), if we want to
advance as a workplace spirituality paradigm rooted in science, three critical issues will
need to be addressed: levels of conceptual analysis; conceptual distinctions and
measurement foci; and clarification of the relationship between criterion variables.
They argue that these issues lie at the heart of scientific inquiry and the theory building
and testing process central to it. By adopting the definition of Kinjerski and Skrypnek
(2006a, c) operationalised in this study, the three issues have been positively addressed.
First, the unit of analysis of the SAWS is only the individual and not the work unit or
organisation. Second, rather than assess employee attitude, which may very well reflect
workplace attitude rather than real action, the SAWS assesses the experience of spirit at
work as a state of being. Third, this study provided significant support with respect to
correlation and theory-based direct antecedent relationships between individual spirit at
work (ISAW) and attitudes and behaviours. These outcomes are imperative, given the
infancy of the holistic study of workplace spirituality and specifically the empirical
analysis between ISAW and beneficial workplace outcomes. The confirmation of a
viable direct structural model (Figure 7.1) ISAW Æ job satisfaction, ISAW Æ
organisational identification, ISAW Æ psychological well-being, ISAW Æ in-role
performance, ISAW Æ OCB, and ISAW Æ turnover intentions, where all direct paths
were examined simultaneously, develops opportunity for future model creation and
comparative analysis within the ISAW construct. Furthermore, this finding presents the
first empirical data indicating a positive association between higher-order construct of
ISAW (meaning in work, sense of community, and spiritual connection) and three
employee work attitudes (job satisfaction, organisational identification, psychological
well-being) and three organisational outcomes (in-role performance, OCB, and turnover
intentions).
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Eighth, this research provides a better understanding the relationship between
individual spirit at work and the outcome variables proposed in the current model. By
employing self-determination theory (Deci & Ryan, 1985, 2000; Ryan & Deci, 2000) in
this study we can better understand the process and mechanisms that link individual
spirit at work with other work-related variables (job satisfaction, organisational
identification, psychological well-being, in-role performance, OCB, and turnover
intentions). Self-determination theory might explain this thought people high in spirit at
work experiencing greater intrinsic need satisfaction on the job. Consequently, they feel
more autonomous, more competent, and more related to other people in the workplace.
This, in turn, fosters the most volitional and high quality forms of motivation and
engagement for activities, including enhanced job satisfaction, organisational
identification, psychological well-being, performance, OCB, and loyalty. While this
assumption requires further investigation, it at least supplements understanding of
individual spirit at work.

Ninth, the confirmation of the previously unanalysed mediation relationships,
with job satisfaction and psychological well-being mediating the relationships between
individual spirit at work (ISAW) and in-role performance/turnover intentions, ISAW and
OCB/turnover intentions, respectively, has expanded and opened the door for additional
workplace spirituality theory expansion. The final fully mediated model in Figure 7.5
established a viable model with significant indirect path coefficients: (1) ISAW Æ job
satisfaction Æ in-role performance; (2) ISAW Æ job satisfaction Æ turnover intentions;
(3) ISAW Æ psychological well-being Æ OCB; and (4) ISAW Æ psychological wellbeing Æ turnover intentions. These outcomes suggest that the most appropriate
understanding of how ISAW ultimately affects workplace behaviours may occur
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through job satisfaction and psychological well-being. Since ISAW did not significantly
affect three outcome variables through the attitudinal variable of organisational
identification, this suggests that not all attitudes mediate the relationships between
ISAW and outcomes. Although no clear foundation was determined for this outcome,
one factor might explain this unexpected result. Although individual high spirit at work
engendered greater identification to the organisation, this may not fully translate into
employee in-role performance/OCB (immediate supervisor rating) due to the different
sources of evaluation of performance/OCB. In the fully mediated structural model with
self-report in-role performance/OCB in Appendix 18 it was found that organisational
identification functioned as the mediator of the relationships between ISAW and
employee in-role performance/OCB. In any case, for this research, attitudinal mediation
between ISAW and organisational outcomes are best represented only by job
satisfaction and psychological well-being.

Additionally, the confirmation of the previously unanalysed reciprocal
relationships (extra findings from the fully cross-lagged model in Figure 7.8) between
individual spirit at work and attitudes and the organisationally related outcomes has
expanded the existing knowledge of workplace spirituality. Therefore, this first rigorous
empirical study confirms that the impact directions were only from individual spirit at
work Æ the attitudinal and outcome variables, and not from the attitudinal and outcome
variables Æ individual spirit at work. This finding develops opportunity for further
investigation and comparative analysis within the workplace spirituality field.

Finally, the strong and statistically significant relationships confirmed in the
longitudinal field research not only prove relationships but expand knowledge by the
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utilisation of a large, various sectors/industries sample which have not previously
explored. This is important because the previous empirical research in workplace
spirituality might have a problem in term of generalisability by using unrepresentative/
limited sector/industry samples (e.g. Ashmos and Duchon’s sample (2000) was drawn
from the health care sector, and Milliman et al’s sample (2003) was MBA students).

8.4 PRACTICAL IMPLICATIONS

This research uses rigorous longitudinal research methods and presents the first
empirical data indicating a positive association between the higher-order construct of
individual spirit at work (ISAW: meaning in work, sense of community, and spiritual
connection) and three employee work attitudes (job satisfaction, organisational
identification, psychological well-being) and three organisational outcomes (in-role
performance, OCB, and turnover intentions). Moreover, this study provides empirical
support for the premise that ISAW can also have a positive impact on employee work
attitudes and ultimately organisational effectiveness. Given there clearly are significant
positive outcomes of employees experiencing high ISAW, which is believed to provide
motivation for management interest, some useful suggestions for organisations or
managers that may want to implement the concept of ISAW as a tool to increase positive
workplace effects are as follows.

First, the positive associations between individual spirit at work (ISAW) and
every variables of interest analysed herein are striking. This study demonstrates that as
ISAW experiences increase, job satisfaction increases, organisational identification
increases, psychological well-being increases, in-role performance increases, OCB
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increases, and intentions to quit decreases. The practical implications for leaders and
managers are in order to increase these positive workplace outcomes, we have to
increase ISAW. According to self-determination theory (Deci & Ryan, 1985, 2000;
Ryan & Deci, 2000), this might be explained by people high in spirit at work they
experience greater intrinsic need satisfaction on the job. Consequently, they feel more
autonomous, more competent, and more related to other people in the workplace. This,
in turn, fosters the most volitional and high quality forms of motivation and
engagement for activities, including enhanced job satisfaction, organisational
identification, psychological well-being, performance, OCB, and loyalty. Hence,
creating and cultivating an individual’s experience of high in spirit at work, these seven
organisational characteristics (1) inspired leadership; (2) strong organisational
foundation; (3) organisational integrity; (4) positive workplace culture; (5) sense of
community among members; (6) opportunities for personal fulfilment; and (7)
appreciation and regard for employees and their contribution, could be suggested and
acknowledged to lead to more positive organisational outcomes. Specifically, according
to Kinjerski and Skrypnek’s findings (2006b), inspired leadership emerged as central to
influencing individual experiences of spirit at work and was strongly linked to six other
organisational factors because inspiring leaders created a caring culture, practiced
enabling leadership, and modelled behaviours that were consistent with the
organisation’s philosophy and intention. They also assert that given the powerful
influence attributed to the leaders in each of these conditions; it would be difficult for
the other six conditions to occur without the presence of an inspiring leader. Thus, in
this respect leaders in organisations play a key role to create and cultivate an
individual’s experience of high in spirit at work. Along the same line, Duchon and
Plowman (2005) suggest that leaders apparently have a responsibility for nurturing
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spirit by helping their subordinates be open to their inner lives, by helping them find
meaning in their work, and by strengthening a sense of community in the workplace.
Therefore, such leaders Fry (2003) would call spiritual leaders, will find themselves
managing work that is more satisfying for its members, resulting in enhancing both
employees’ positive attitudes and organisational effectiveness.

Second, the strongest indicators of individual spirit at work (ISAW) were those
reflective of meaning in work and sense of community. If the organisations want to
develop workplace spirituality, the two constructs of ISAW must be seriously
acknowledged by the top management and capitalised upon through their leadership.
This research confirms that Thai employees enjoying meaningful work and a sense of
community are really continuously striving for excellence both attitudes towards work
(satisfied their jobs, highly identified with their organisations, and having more positive
affect at work) and behaviours at work (better performance, going beyond the call of
duty, and low intensions to leave their current employer). So, this is likely the notion of
meaningfulness in work and meaningfulness at work (Pratt & Ashforth, 2003) that
being accepted and also filling a gap in the engagement literature. Regard to the
practical implications from these findings, the researcher recommends that we have to
consider how to help employees to find both meaningfulness in work (meaning in work)
and meaningfulness at work (a sense of community). First, creating meaningfulness in
work involves making work and one’s tasks intrinsically motivating. Meaning in work
could be achieved from task characteristics (Kahn 1990, 1992) that provide challenging
work, variety, allow the use of different skills, personal discretion, and the opportunity
to make important contributions. Since jobs that are high on the core job characteristics
(i.e. skill variety, task identity, task significance, autonomy, and feedback) provide
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employees with motivation to be more engaged (Kahn 1992). Second, creating
meaningfulness at work stems from one’s membership in an organisation rather than
from the work that one does. According to Gravenkemper’s (2007) suggestion, there
are six key principles that help to create a sense of community in organisations and
these six principles are also applicable to a wide variety of organisations. These
principles include: (1) communicating a message throughout the organisation that
employees buy into; (2) create a group of champions that can spread the message and
help to create the engagement culture; (3) identify ways to make decisions based on
principles and values rather than simply compliance; (4) identify the key engagement
indicators that organisational leadership wants to focus on (important for assessment
and evaluation of engagement activities); (5) create culture than supports open
communication throughout all levels; and (6) develop strategies to socialise new
employees, managers, and leaders. Clearly, these suggestions will be required to help
promote meaningfulness both in work and at work.

Third, while the first two constructs of individual spirit at work (ISAW) are
argued to be more critical, the indicator of spiritual connection should not be
overlooked. Programs or interventions that encourage energy and vitality development,
so called spiritual practices or experiences, have clear potential to increase ISAW
experiences. However, there are no easy prescriptions for how leaders or managers go
about creating such programs or interventions in the workplace because promoting
some kind of spiritual practices might be considered inappropriate in the workplace, or
dangerous, potentially giving rise to accusations of discrimination, proselytising, or
even become unethical or illegal. Notwithstanding, human being are rational, but also
by nature, emotional and spiritual. From this study, it is rather substantial that
- 247 -

employers pay extra attention to their employees’ spiritual feelings or should include
spirituality in management agendas as spirituality is embodied in every employee.
There is no doubt that the employers must work to instil the values and concepts of
caring and loving the society within the subordinates. Additionally, they should
encourage the employees to engage in the organisation’s activities that will enhance
their inner lives such as engaging themselves in the corporate social responsibility
activities such as community projects, green projects, and etc. It is essential that
development programmes associated with spirit at work have strong employee
participation so that input is heard from all levels of the organisation. Since the concept
is highly personal and abstract, creating forums for open discussion and greater
clarification of what spirit at work means is the most important aspect. Strong
organisational values will need to be developed to ensure that the values and rights of
all employees are respected. Most importantly, some suggestions for successful spirit at
work development programmes must be guided by a clear philosophy and practiced in
an authentic manner because spirit at work represents truth and the right thing to do, not
because it may lead to higher profits. This is one of the best ways to make the
employees be able to satisfy the employees’ spiritual needs and having more positive
perceptions on their employers that ultimately will result in long term benefits both for
the employee and the employer and also to the organisation as a whole.

Additionally, given the demographics of a large sample with various
sectors/industries, which is believed to be representative of most professional groups, it
is apparent in this research that the construct of individual spirit at work (ISAW) create
positive workplace effects, providing a strong confidence in term of generalisability for
leaders and managers. As noted motivation for this study was to provide empirical
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evidence of ISAW and its association with positive workplace effectiveness, the
findings therefore have shown significant implications for leaders and managers
because increasing employee’s experiences spirit at work could have benefits both for
the unfulfilled employee and the underperforming organisation.

Finally, this research found that the types of organisation had an influence on
employees’ experiences spirit at work. In particular, in not-for-profit organisations
employees reported their experiences of spirit at work were higher than those who
worked for public and private organisations. This result strongly supports Alexander’s
(2010) work that not-for-profit organisations offer a unique medium for employees and
clients alike to achieve personal transformation. Paid employees and volunteers have
found spiritual renewal and emotional fulfilment through work that served a larger
purpose beyond the self. People have created communities and also been supported by
the relationships within them. As can be seen in all criteria that not-for-profit
organisations have offered to their employees, they were those reflective of individual
spirit at work (ISAW) construct. Therefore, if leaders and managers in private and
public organisations want to develop and promote effectively workplace spirituality, the
constructs of ISAW suggested in this research (meaning in work, sense of community
and spiritual connection) must be magnified.

8.5 LIMITATIONS AND SUGGESTIONS FOR FUTURE RESEARCH

The present research produces exciting findings in the domain of individual
spirit at work (ISAW) and its relationship with employee attitudes and organisational
outcomes with a longitudinal design, a large sample from various sectors/industries,
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multiple sources of rating on performance and OCB, yet there are some limitations to
this study which should be noted.

The first limitation is inherent in longitudinal studies relates to dropping
response rate over time. Although longitudinal research provides invaluable, unique,
and critical insight into problems and issues of interest to social scientists, all
longitudinal studies have the potential to be affected by respondent attrition. Like in this
research for the second wave of data collection, the samples reduced from 715 in Time
1 to 501 in Time 2. However, this limitation is not as severe as it could be: 501
participants is a large enough sample to generate reliable data for this study.

Second, given the subjective and highly personal nature of the spirit at work
construct, it would be ideal if multiple methods of research were used to cross-validate
these measures, including employee interviews, employer or manager interviews,
quantitative organisational measures of employee effectiveness, and actual turnover rate.
These methods can help us to determine whether they could produce comparable
data and make sure that we obtain the accurate results.

A third limitation relates to the exploration of antecedents. The possible
antecedents have not been measured with proper scales, therefore, it should be noticed
that this finding has to be interpreted cautiously, as it was based on an exploring study
in which the generation questions were relative broad and lacked supporting theory, so
in future studies would benefit from validated and established scales.
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Fourth, it would be interesting to see if any factors in the extrinsic work
environment, such as the nature of the human-resource-management system, the
supervisor, the organisational structure or culture, and factors in the employee’s work
environment moderate or mediate the relationship between spirit at work and employee
work attitudes/behaviours.

Fifth, since this research focuses on merely the positive aspects of spirit at work,
future studies also need to consider potential negative aspects of spirit at work. For
example, it may be possible that what one considers to be a highly spiritual belief or
practice may have a negative impact on other people. Some potential negative
implications include the potential for proselytising a set of spirituality values as the only
path which can cause intolerance. It is also possible that employees who experience a
high degree of spirituality at work may become deeply attached to the current practices
of the organisation and therefore become resistant to change.

A final limitation relates to the generalisability of the findings in different
cultures. This research was conducted in Thailand where the culture has been greatly
influenced by Buddhism. However, replication in other cultures, especially in countries
where other religious beliefs are not Buddhism or a great diversity of religions, would
be required.

Furthermore, the researcher recommends that future research should be
replicated by utilising the Spirit at Work Scale (SAWS) in order to further understanding
of the individual spirit at work (ISAW) construct such as to validate the SAWS in other
cultural contexts, and to examine the relationships between ISAW and other areas of
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organisational interest e.g. creativity, innovation, counterproductive behaviours,
leadership, work group cohesion, and work-family balance. In order to provide
evidence and confirm the theoretical assumption derived from Self-determination
regarding the mechanism through which ISAW produces positive outcomes, future
study would be needed. Another area of the researcher’s interest is implementing an
intervention to try to affect ISAW and seeing if there are the predicted outcomes. In
other words, the focus should be placed on intervention studies in order to determine
what kind of interventions will improve ISAW and to direct and motivate employees in
achieving desired levels of effectiveness.

8.6 CONCLUDING REMARKS

This research through its two pilot and longitudinal studies presented sufficient
evidence that the Spirit at Work Scale (SAWS) enjoys psychometric properties
acceptably in UK and Thai settings. This indicates that it is a sound psychometric and
multicultural measure and can be used in measuring individual’s experiences spirit at
work. Individual spirit at work (ISAW) refers to employee experiences of spirituality in
the workplace, these experiences includes aspects such as sense of meaning in work,
community, and transcendence: (1) meaning in work: a belief that one is engaged in
meaningful work that has a higher purpose, a sense of being authentic, a positive state
of energy or vitality, and experiences of joy and bliss; (2) sense of community: a feeling
of connectedness to others and common purpose that includes support, freedom of
expression, and genuine caring; and (3) spiritual connection: a sense of connection to
something larger than self that helps one’s work are more joyful, balanced, meaningful,
and spiritually nourishing resulting for a positive effect on his/her work. Furthermore,
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this research offers insights into increasing job satisfaction, organisational identification,
psychological well-being, in-role performance, organisational citizenship behaviours,
and loyalty by fostering ISAW. This could be a useful starting point towards the
improvement of management strategies for accommodating spirituality in the
workplace and being successful in the new business paradigm.
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Appendix 1: Letter of Request to Distribute Questionnaires to Employees in the
Participating Organisations (English)

Dear Sir / Madam,
Request to distribute questionnaires to employees at your organisation
I wish to confirm that Mr Passagorn Tevichapong is currently a full time doctoral
student in the Work and Organisational Psychology Group at Aston Business School,
Aston University and under supervisory by myself and Dr. Michael Riketta. Mr
Tevichapong’s doctoral research focus on employees’ experienced spirit at work and
its relationship with their work attitudes and organisational outcomes. Individual
spirit at work is a distinct state characterised by profound feelings of wellbeing, a belief
that one is engaged in meaningful work, a connection to others and common purpose, a
connection to something larger than self, and it has a transcendent nature.
To gain the necessary research data, sets of questionnaire will be distributed to
employees in your organisation in order to get their views on experienced spirit at work
and its relationship with their work attitudes and organisational outcomes. Therefore, I
would be very grateful if your organisation could give access to employees and their
immediate supervisors at your organisation so that they could be a part of Mr
Tevichapong’s study. I am enclosing an endorsement letter from the university in
support of his research.
Your kind consideration and invaluable support regarding this matter is highly
appreciated and I look forward to a positive reply from you in the near future. Thank
you very much.

Yours sincerely,

Dr. Ann Davis
Associate Dean and PhD Supervisor
Aston Business School
Birmingham B4 7ET
Tel: +44 121 204 3261
Fax: +44 121 204 3327
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Appendix 2: Letter of Request to Distribute Questionnaires to Employees in the
Participating Organisations (Thai)

เรื่อง ขอความอนุเคราะหแจกแบบสอบถามกับพนักงานในหนวยงานของทาน
เรียน
ขาพเจาขอรับรองวา นายภาสกร เตวิชพงศ เปนนักศึกษาระดับปริญญาเอก สังกัด ภาควิชาจิตวิทยาการ
ทํางานและองคการ คณะบริหารธุรกิจ มหาวิทยาลัยแอสตั้น ประเทศสหราชอาณาจักร โดยมีขาพเจาและ ดร.ไมเคิล
ริกิตตา รวมเปนอาจารยที่ปรึกษา งานวิทยานิพนธปริญญาเอกของนายภาสกร เตวิชพงศ ตองการศึกษาวิจัยถึง
ความสัมพันธระหวางพนักงานที่มีประสบการณทางจิตวิญญานในการทํางาน กับเจตคติในการทํางานและผลลัพธ
ขององคการซึ่งความหมายของจิตวิญญาณในการทํางานในการศึกษาครั้งนี้มี
คําจํากัดความวาประสบการณที่บุคคลสามารถสัมผัสไดถึงมิติแหงความสุขในการทํางานโดยมีความเชื่อวาตนกําลัง
ไดมีสวนรวมในการทํางานที่มีความหมายและสําคัญเปนอยางมากมีมิติแหงความรูสึกผูกพันแนบแนนกับเพื่อน
รวมงาน มีมิติสัมพันธเชื่อมโยงในงานที่ตนทํากับสิ่งที่ตนนับถือหรือหรืออํานาจที่ยิ่งใหญกวาตนเอง
ดังนั้นเพื่อชวยใหไดขอมูลที่จําเปนตอการศึกษาวิจัยของนักศึกษาตามที่กลาวมาขางตนแลวนั้นขาพเจาจึง
เรียนมาเพื่อขอความอนุเคราะหใหนายภาสกรเตวิชพงศไดรับอนุญาตเขาไปแจกแบบสอบถามกับพนักงานและหัว
หนางานของพนักงานในหนวยงานหรือองคการของทานทั้งนี้ขาพเจาไดแนบจดหมายรับรองจากทางมหาวิทยาลัย
เพื่อสนับสนุนในการทําวิจัยวิทยานิพนธระดับปริญญาเอกของ นายภาสกร เตวิชพงศ มาพรอมกับจดหมายฉบับนี้
ขาพเจาจึงหวังเปนอยางยิ่งที่จะไดรับความอนุเคราะหจากทานเปนอยางดี และขอขอบพระคุณเปนอยางสูง
ขอแสดงความนับถือ
ดร. แอน เดวีส
รองคณบดี และ อาจารยที่ปรึกษาวิทยานิพนธ
คณะบริหารธุรกิจ มหาวิทยาลัยแอสตั้น
เมืองเบอรมิ่งแฮม ประเทศสหราชอาณาจักร
โทรศัพท +44 121 204 3261
แฟกซ +44 121 204 3327
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Appendix 3: Letter of Ethical Approval to This Research

Date: 23 July 2008

Dear Passagorn,

I am pleased to be able inform you that committee has granted ethical
approval to your project.

Good luck with your research.

Best wishes,
Bhomali Grover
Aston Academy of Research into Management
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Appendix 4: Full Questionnaire for Employees (English)

Work & Organisational Psychology Group, Aston University, United Kingdom

Dear Respondents,
I am a doctoral student in the field of Work and Organisational Psychology, Aston Business School,
Aston University. My research is focus on employees’ experienced spirit at work and its relationship
with their work attitudes and organisational outcomes. Individual spirit at work is a distinct state
characterised by profound feelings of wellbeing, a belief that one is engaged in meaningful work, a
connection to others and common purpose, a connection to something larger than self, and it has a
transcendent nature.
This research seeks to improve employees’ effectiveness in the organisation through exploring the
relationships between experienced spirit at work and work attitudes and organisational outcomes. From
this I hope to develop guidelines for employers and leaders on how to improve their management
strategy and ultimately enhance employees’ morale and performance.
My efforts cannot be made possible without your valuable input. Therefore, I would like to ask for your
cooperation to complete the attached questionnaire. You are asked to spare 10-15 minutes of your time
to fill out the questionnaire as truthfully as possible, answering all the questions.
Since this research is conducted in a longitudinal manner, after this first time of data collection, there
will be the second voluntary participation in the next 8-9 months time. Therefore, in order to protect
your anonymity and help me to match your questionnaire Time 1 and Time 2, I would like you to put
the 4-digit number of your date of birth which is only day and month (without year) in the follow box
(i.e. the 4th of July should be filled 0407)
In this study, your immediate supervisor also will be invited to comment on your behaviours at
work. All your responses are confidential and will be analysed at the group level. Also, no information
will be made public that might identify you or your organisation.
After completing the questionnaire, please put it in the envelope provided and return to me who will
come to collect it by myself.
I look forward to your valuable input and thank you in advance for your assistance in this research.
Yours truly,
Passagorn Tevichapong
PhD student, Aston University
Remark: Please note that completion of this questionnaire is voluntary. Also, you are free to withdraw
at any time and then your responses will be excluded from the study. However, by completing this
questionnaire it is assumed that you consent to participate in this research. If you would like further
information about the study please contact myself, Mr. Passagorn Tevichapong, (tevichap@aston.ac.uk),
or my supervisors, Dr. Ann Davis, (a.j.davis@aston.ac.uk), Dr. Michael Riketta,
(rikettam@aston.ac.uk). They can all be contacted through the Work & Organisational Psychology
Group, Aston Business School, Aston University, Birmingham, United Kingdom, B4 7ET.

Please turn over when you are ready to begin…
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Section A. Your Experience at Work
This set of questions asks about your experiences at work. Please circle the response which most
accurately reflects the extent to which you agree or disagree with each statement.

How true the statement is for you?

completely
disagree

mostly
disagree

somewhat
disagree

somewhat
agree

mostly
agree

completely
agree

1. I experience a real sense of trust and personal
connection with my co-workers.

1

2

3

4

5

6

2. I receive inspiration or guidance from a Higher
Power about my work.

1

2

3

4

5

6

3. I am able to find meaning or purpose at work.

1

2

3

4

5

6

4. I feel like I am part of “a community” at work.

1

2

3

4

5

6

5. I experience a connection with a greater source
that has a positive effect on my work

1

2

3

4

5

6

6. At moments, I experience complete joy and
ecstasy at work.

1

2

3

4

5

6

7. I am fulfilling my calling through my work.

1

2

3

4

5

6

8. My spiritual beliefs play an important role in
everyday decisions that I make at work.

1

2

3

4

5

6

9. I feel grateful to be involved in work like mine.

1

2

3

4

5

6

10. I experience moments at work where everything
is blissful.

1

2

3

4

5

6

11. I am passionate about my work.

1

2

3

4

5

6

12. I share a strong sense of purpose and meaning
with my co-workers about our work.

1

2

3

4

5

6
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Section B. Your Behaviour at Work

Strongly Disagree

Disagree

Somewhat Disagree

Neither agree nor
disagree

Somewhat Agree

Agree

Strongly Agree

This set of questions asks about your behaviours at work. Please circle the response which most accurately
reflects the extent to which you agree or disagree with each statement.

1. I fulfil all the responsibilities specified in my
job description.

1

2

3

4

5

6

7

2. I sometimes fail to perform essential duties of
my job.

1

2

3

4

5

6

7

3. I consistently meet the formal performance
requirements of my job.

1

2

3

4

5

6

7

4. I conscientiously perform tasks that are
expected of mine.

1

2

3

4

5

6

7

5. I sometimes neglect aspects of the job that I
am obligated to perform.

1

2

3

4

5

6

7

6. I adequately complete all of my assigned
duties.

1

2

3

4

5

6

7

7. I sometimes take undeserved or extended
work breaks.

1

2

3

4

5

6

7

8. I adhere to informal organisational rules
devised to maintain order.

1

2

3

4

5

6

7

9. I always give advance notice when I am
unable to come to work.

1

2

3

4

5

6

7

10. I sometimes spend a lot of time in personal
phone conversations.

1

2

3

4

5

6

7

1

2

3

4

5

6

7

1

2

3

4

5

6

7

1

2

3

4

5

6

7

14. I take a personal interest in the well-being of
other employees.

1

2

3

4

5

6

7

15. I generally help others who have heavy
workloads.

1

2

3

4

5

6

7

1

2

3

4

5

6

7

17. I generally take time to listen to co-workers’
problems and worries.

1

2

3

4

5

6

7

18. I pass along work-related information to coworkers.

1

2

3

4

5

6

7

To what extent do you agree with each of
the following statements?

11. My attendance at work is above the norm.
12. I sometimes complain about insignificant or
minor things at work.
13. I generally help others who have been absent.

16. I go out of the way to help new employees.
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Section B. Your Behaviour at Work (Continued)
This set of questions asks about your behaviours at work. Please answer them and circle the response
on the scales provided
1. How likely is it that you will actively look for a job outside of this organisation during the next year?
Very
unlikely

Moderately
unlikely

Slightly
unlikely

Neither
likely nor
unlikely

Slightly
likely

Moderately
likely

Very
likely

1

2

3

4

5

6

7

2. How often do you think about quitting your job at this organisation?
Never
1

Rarely

Sometimes

Neutral

Often

Very often

All the time

2

3

4

5

6

7

Slightly
disagree

Neither
agree nor
disagree

Slightly
agree

Agree

Strongly
agree

3

4

5

6

7

3. If it were possible, I would like to get a new job.
Strongly
disagree
1

Disagree

2

Section C. Your Attitude at Work

Strongly Disagree

Disagree

Somewhat Disagree

Neither agree nor
disagree

Somewhat Agree

Agree

Strongly Agree

This set of questions asks about your attitudes at work. Please circle the response that best indicates
your level of agreement or disagreement with each of the following statements.

1. When someone criticizes my organisation, it
feels like a personal insult.

1

2

3

4

5

6

7

2. I am very interested in what others think about
my organisation.

1

2

3

4

5

6

7

3. When I talk about my organisation, I usually
say ‘we’ rather than ‘they.’

1

2

3

4

5

6

7

1

2

3

4

5

6

7

5. When someone praises my organisation, it
feels like a personal compliment.

1

2

3

4

5

6

7

6. If a story in the media criticizes my
organisation, I will feel embarrassed.

1

2

3

4

5

6

7

To what extent do you agree with each of
the following statements?

4. My organisation’s successes are my successes.
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Section C. Your Attitude at Work (Continued)

Extremely Satisfied

3

4

5

6

7

1

2

3

4

5

6

7

1

2

3

4

5

6

7

1

2

3

4

5

6

7

1

2

3

4

5

6

7

1

2

3

4

5

6

7

1

2

3

4

5

6

7

1

2

3

4

5

6

7

1

2

3

4

5

6

7

1

2

3

4

5

6

7

1

2

3

4

5

6

7

1

2

3

4

5

6

7

1

2

3

4

5

6

7

1

2

3

4

5

6

7

1

2

3

4

5

6

7

Satisfied

2

Moderately

Very Satisfied

Neither satisfied nor
dissatisfied

1

Moderately
Dissatisfied

the following statements?

Very Dissatisfied

To what extent are you satisfied each of

Extremely Dissatisfied

This set of questions asks about your attitudes at work. For each item, please circle the response that
most accurately represents your level of satisfaction.

1. the physical work conditions
2. the freedom to choose your own method of
working
3. your fellow workers
4. the recognition you get for good work
5. your immediate boss
6. the amount of responsibility you are given
7. your rate of pay
8. your opportunity to use your ability
9. relations between management and workers in
your organisation
10. your chance of promotion
11. the way your organisation is managed
12. the attention paid to suggestions you make
13. your hours of work
14. the amount of variety in your job
15. your job security
How often do you feel the following points at work during the past
few weeks? Please circle the response that most accurately
Never

Sometimes

Often

1. Very lonely or remote from other people.

0

1

3

2. On top of the world

0

1

3

3. Depressed or very unhappy

0

1

3

4. Particularly excited or interested in something

0

1

3

5. Bored

0

1

3

6. Pleased about having accomplished something

0

1

3

7. So restless you couldn’t sit long in a chair

0

1

3

8. Vaguely uneasy about something without knowing why

0

1

3

represents your level of feeling.
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Section D. Organisational Factors

Individual spirit at work is a distinct state characterised by profound feelings of wellbeing, a belief that one is
engaged in meaningful work, a connection to others and common purpose, a connection to something larger than
self, and it has a transcendent nature.
For each of the conditions listed below, please indicate:
1. What you consider to be the necessary level for fostering employee’s individual spirit at work and
2. What you consider to be the current level of the condition in your organisation.
Please circle the appropriate response for both Necessary and Current levels.
Explanation: The meanings of scale levels
1 = least

2 = little

3 = moderate

4 = high

Conditions

5 = highest

Necessary Level

Your Organisation’s
Current Level

1.) Inspired leadership
leaders and senior members who inspire employees through
their leadership and their example

1

2

3

4

5

1

2

3

4

5

2.) Strong organisational foundation
including a shared vision, mission, purpose, and an intention to
contribute to the overall good of society

1

2

3

4

5

1

2

3

4

5

3.) Organisational integrity
that is aligned with its mission and purpose

1

2

3

4

5

1

2

3

4

5

4.) Positive workplace culture
including a positive physical space for employees to work in

1

2

3

4

5

1

2

3

4

5

5.) Sense of community among members
positive connections among all members and a sense of
community in the organisation

1

2

3

4

5

1

2

3

4

5

6.) Opportunities for personal fulfilment
opportunities for members to pursue professional and personal
growth and to fulfil their own personal mission through work

1

2

3

4

5

1

2

3

4

5

7.) Appreciation and regard for employees and their
contribution made by its members

1

2

3

4

5

1

2

3

4

5
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Section E. Background Information
Please

in front of the response which most accurately represents your information

1. How many years have you worked for this organisation?
______Under 1

______1-3

______4-9

______10-20

_______over 20

2. Which type of organisation do you work for?
______Public Organisation

______For-Profit Organisation

______Not-For-Profit Organisation

3. What is your gender?
_______Male

_______Female

4. What is your age?
______Under 25

______26-35

______36-45

______46-55

______Over 55

5. What is your marital status?
______Single

______Married

______Cohabiting

______Separated or Divorced

______Widowed

6. What is your current position?
______Administrative//Clerical
______Professional

______Service

______Maintenance

______Technical

______Management

Other (please specify)…..…………………….

.
7. How frequently do you attend religious/spiritual services?
______Never

______Rarely

______Occasionally

______Often

______ Regularly

8. How often do you pray?
____Never

____about once or
twice a year

____several times
a year

____once a
month

____2 or 3 times ____weekly ____several times
a month
a week

9. How often do you read religious or spiritual scripture or literature?
____Never

____about once or
twice a year

____several times
a year

____once a
month

____2 or 3 times ____weekly ____several times
a month
a week

Thank you very much for your valuable time and participation.
Please put the questionnaire in the envelope provided, seal it and return to me who
will come to collect it by myself.
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Appendix 5: Full Questionnaire for Employees (Thai)

Work & Organisational Psychology Group

ภาควิชาจิตวิทยาการทํางานและองคการ คณะบริหารธุรกิจ มหาวิทยาลัยแอสตั้น ประเทศสหราชอาณาจักร
เรียน ผูตอบแบบสอบถาม
ขาพเจาชื่อ นายภาสกร เตวิชพงศ ปจจุบันกําลังศึกษา ระดับปริญญาเอก ดวยทุนรัฐบาลไทย (ก.พ.) สังกัดภาควิชาจิตวิทยา
การทํางานและองคการ คณะบริหารธุรกิจ มหาวิทยาลัยแอสตั้น ประเทศสหราชอาณาจักร หัวขอวิทยานิพนธของขาพเจา ศึกษาเกี่ยวกับ
เรื่อง ความสัมพันธระหวางพนักงานทีม่ ีประสบการณทางจิตวิญญาณในการทํางาน กับเจตคติในการทํางาน และผลลัพธขององคกร
ซึ่งความหมายของจิตวิญญาณในการทํางานในการศึกษาครั้งนี้มีคําจํากัดความวาประสบการณที่บุคคลสามารถสัมผัสไดถึง
มิติแหงความสุขในการทํางานโดยมีความเชื่อวาตนกําลังไดมีสวนรวมในการทํางานที่มีความหมายและสําคัญเปนอยางมากมีมิติแหง
ความรูสึกผูกพันแนบแนนกับเพื่อนรวมงาน มีมิติสัมพันธเชื่อมโยงในงานทีต่ นทํากับสิ่งที่ตนนับถือหรืออํานาจที่ยิ่งใหญกวาตนเอง
จุดประสงคของงานวิจัยนี้เพื่อแสวงหาวิธีการในการปรับปรุงพัฒนาทั้งทางดานประสิทธิภาพและประสิทธิผลของพนักงาน
ในองคกรใหดียิ่งขึ้นและผลจากการวิจัยนี้ขาพเจาหวังวาจะสามารถจัดทําแนวทางการปรับปรุงพัฒนากลยุทธทางดานการบริหารการ
จัดการใหกับผูบริหารหรือผูนําองคกรในการนําไปใชเพื่อใหไดประโยชนสูงสุดในการเพิ่มขวัญกําลังใจและเพิ่มผลการปฏิบัติงานของ
พนักงานในองคกรตอไป
งานวิจัยครั้งนี้จะไมสามารถสําเร็จลงไดโดยปราศจากความคิดเห็นอันมีคุณคาของทานดังนั้นขาพเจาจึงเรียนมาเพื่อขอความ
รวมมือจากทานเพื่อตอบแบบสอบถามฉบับนี้โดยใชเวลาประมาณเพียง10-15นาทีโดยการตอบใหตรงกับความคิดเห็นของทานมากที่สุด
และกรุณาตอบใหสมบูรณทุกขอคําตอบของทานจะถูกเก็บเปนความลับการวิเคราะหผลจะกระทําในภาพรวมเทานั้นซึ่งจะไมทําใหเกิด
ความเสียหายตอตัวทานและหนวยงานของทานแตอยางใด
อนึ่งในงานวิจัยนี้หัวหนางานของทานมีสวนรวมในการประเมินพฤติกรรมในการทํางานของทานดวยภายหลังตอบ
แบบสอบถามเสร็จสิ้นแลวกรุณาพับแบบสอบถามนี้และใสซองที่จัดใหพรอมปดผนึกใหเรียบรอยและคืนใหกับขาพเจาที่จะมาเก็บ
รวบรวมดวยตนเอง ทั้งนี้เพื่อปองกันมิใหผูอื่นรูคําตอบของทาน และรักษาความลับอันเปนความคิดเห็นสวนบุคคลของทานอีกทางหนึ่ง
เนื่องจากการศึกษาวิจัยครั้งนี้เปนการศึกษาแบบระยะยาวจะมีการเก็บขอมูล2ครั้ง คือภายหลังจากการเก็บขอมูลครั้งนี้ไปแลว
ประมาณ89เดือนขาพเจาจะกลับมาเก็บขอมูลอีกครั้งเพื่อปองกันการเก็บขอมูลของทานใหเปนความลับโดยไมตองการระบุชื่อวาเปนตัว
ทานและชวยใหขาพเจาสามารถจับคูการตอบแบบสอบถามทั้งสองครั้งของทานไดขาพเจาขอใหทานกรุณากรอกเฉพาะวันที่และเดือน
เกิดของทาน เปนตัวเลข 4 หลักในชองขางลางนี้ ตัวอยางเชน ทานเกิดวันที่ 4 เดือนกรกฎาคม จะกรอกเปนตัวเลขดังนี้ 0407
ขอแสดงความนับถือและขอขอบคุณในความรวมมือของทาน มา ณ ที่นี้ดวย
นายภาสกร เตวิชพงศ
หมายเหตุ:การตอบแบบสอบถามนี้นั้นขึ้นอยูกับความสมัครใจของทานเทานัน้ โดยทานมีอิสระในการขอถอนตัวจากการมีสวนรวมใน
การวิจัยเมื่อใดก็ได โดยขอมูลของทานจะถูกถอนออกจากงานวิจัยในครั้งนี้ดว ย แตอยางไรก็ตามถาหากทานทําการตอบแบบสอบถามนี้
ก็ถือไดวาทานยินยอมสมัครใจและยินดีกับการมีสวนรวมในการวิจัยครั้งนี้ดวยและหากทานตองการทราบขอมูลเพิ่มเติมเกี่ยวกับ
งานวิจัยในครั้งนี้ กรุณาติดตอขาพเจาไดทางจดหมายอิเลคทรอนิคส นายภาสกร เตวิชพงศ (tevichap@aston.ac.uk) หรืออาจารยที่
ปรึกษาของขาพเจา ดร.แอน เดวีส (a.j.davis@aston.ac.uk) และ ดร.ไมเคิล ริกิตตา (rikettam@aston.ac.uk) ทั้งนี้ ทานยังสามารถติดตอ
กับเราทั้งสามคนไดตามที่อยูทางไปรษณียดังนี้ The Work & Organisational Psychology Group, Aston Business School, Aston
University, Birmingham, United Kingdom, B4 7ET.
กรุณาเปดหนาตอไปได เมื่อทานพรอมแลว ที่จะเริ่มทํา…
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ก. ประสบการณในการทํางานของทาน
กรุณาตอบคําถามตอไปนี้ซึ่งเกี่ยวกับประสบการณในการทํางานของทานโดยวงกลมรอบหมายเลขคําตอบที่ตรงกับ
ความคิดเห็นของทานมากที่สุด
ทานเห็นดวยมากนอยเพียงไร กับขอคําถามตอไปนี้ ?

ไมเห็นดวย
อยางยิ่ง

1.ฉันมีประสบการณในความไววางใจและความสัมพันธตอ
กันอยางแทจริง กับเพื่อนรวมงานของฉัน

1

2

3

4

5

6

2.ฉันไดรับแรงบันดาลใจหรือการแนะแนวทางในการทํางาน
ของฉันจากอํานาจที่ยิ่งใหญกวาตัวฉันเอง

1

2

3

4

5

6

3.ฉันสามารถพบความหมายหรือจุดประสงคในงานที่ฉัน
กําลังทําอยู

1

2

3

4

5

6

1

2

3

4

5

6

5.ฉันมีประสบการณในความสัมพันธกับอํานาจที่ยิ่งใหญกวา
ตัวฉันเอง ที่สามารถสงผลดีตองานของฉันได

1

2

3

4

5

6

6.บางครั้งฉันมีประสบการณในความเบิกบานใจและความ
ปติยินดีอยางเหลือลนกับงานที่ฉันทําอยู

1

2

3

4

5

6

7.ฉันกําลังประสบความสําเร็จในอาชีพของฉันผานงานทีฉ่ ัน
ทําอยู

1

2

3

4

5

6

8.ความเชื่อในฝายจิตวิญญาณของฉันมีบทบาทสําคัญตอการ
ตัดสินใจในทุกเรื่องที่เกี่ยวของกับการทํางานของฉัน

1

2

3

4

5

6

1

2

3

4

5

6

1

2

3

4

5

6

1

2

3

4

5

6

1

2

3

4

5

6

4. ฉันรูสึกวาฉันเปนสวนหนึ่งในสังคมที่ฉันทํางานอยูนี้

9. ฉันรูสึกซาบซึ้งกับการไดมีสวนรวมในงานที่ฉันทําอยูนี้
10.บางครั้งฉันมีประสบการณแหงความสันติสุขและความ
สมบูรณแบบกับงานที่ฉันทําอยู
11. ฉันรักในงานของฉันเปนอยางมาก
12. ฉันมีความรูสึกในแงดีเชนเดียวกับเพื่อนรวมงานของฉัน
เกี่ยวกับจุดประสงคและความหมายในงานของเรา
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ไมเห็น
ดวยมาก

คอนขางไม
เห็นดวย

คอนขาง
เห็นดวย

เห็นดวย
มาก

เห็นดวย
อยางยิ่ง

ข. พฤติกรรมในการทํางานของทาน
กรุณาตอบคําถามตอไปนี้ซึ่งเกี่ยวกับพฤติกรรมในการทํางานของทาน โดยวงกลมรอบหมายเลขคําตอบที่ตรงกับความ
คิดเห็นของทานมากที่สุด
ทานเห็นดวยมากนอยเพียงไร กับขอคําถามตอไปนี้ ?
1.ฉันปฏิบัติงานสําเร็จตามความรับผิดชอบทุกอยางที่
ระบุไวตามคําบรรยายลักษณะงาน
2.บางครั้งฉันปฏิบตั ิงานลมเหลวตามหนาที่ที่จําเปนตอง
ทําในงานของฉัน
3.ฉันทํางานไดตรงตามคุณสมบัติที่จําเปนที่ตองมีในงาน
ของฉันอยางสม่ําเสมอ
4.ฉันทํางานอยางรับผิดชอบและเปนไปตามที่ฉันได
คาดหวังไว
5.บางครั้งฉันละเลยงานบางอยางทีฉ่ นั จําเปนตองปฏิบัติ
ตามหนาที่
6.ฉันไดปฏิบัติงานเสร็จสมบูรณครบถวนตามที่ไดรับ
มอบหมาย
7.บางครั้งฉันหยุดพักงานในเวลาที่ไมควรพักหรือพักจน
เกินเวลาพัก
8.ฉันรักษากฎระเบียบที่ไมเปนทางการขององคกร เพื่อ
คงไวซึ่งความเปนระเบียบเรียบรอย
9.ฉันจะแจงลวงหนาเสมอถาหากฉันไมสามารถมา
ทํางานได
10.บางครั้ง ฉันใชเวลาโทรศัพทในเรื่องสวนตัวนานมาก
11.เวลาการมาทํางานของฉันอยูในเกณฑที่ดีเหนือกวา
มาตรฐาน
12.บางครั้งฉันบนตอวาในเรื่องเล็กๆนอยๆในการทํางาน
13.โดยปกติแลวฉันจะชวยเหลืองานของผูอื่นที่
ขาดงานไป
14.ฉันมักจะใสใจตอความสุขของเพือ่ นพนักงานคนอื่นๆ
15.โดยปกติแลวฉันจะชวยเหลืองานของผูอื่นที่เขามีงาน
ลนมือ
16.ฉันมักจะเสนอตัวเพื่อมีสวนชวยเหลือแนะนําใหแก
พนักงานใหม
17.โดยปกติแลวฉันจะใหเวลาในการรับฟงปญหาหรือ
เรื่องทุกขใจของเพือ่ นรวมงาน
18ฉันบอกตอขอมูลตางๆที่เกี่ยวกับเรื่องงาน ใหกับเพื่อน
รวมงานคนอื่นๆ

ไมเห็น
ดวย

คอนขาง
ไมเห็น
ดวย

ไมทั้ง เห็น
ดวย
และไมเห็น
ดวย

คอนขาง
เห็นดวย

เห็นดวย

1

2

3

4

5

6

7

1

2

3

4

5

6

7

1

2

3

4

5

6

7

1

2

3

4

5

6

7

1

2

3

4

5

6

7

1

2

3

4

5

6

7

1

2

3

4

5

6

7

1

2

3

4

5

6

7

1

2

3

4

5

6

7

1

2

3

4

5

6

7

1

2

3

4

5

6

7

1

2

3

4

5

6

7

1

2

3

4

5

6

7

1

2

3

4

5

6

7

1

2

3

4

5

6

7

1

2

3

4

5

6

7

1

2

3

4

5

6

7

1

2

3

4

5

6

7

ไมเห็น
ดวยอยาง
ยิ่ง
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เห็นดวย
อยางยิ่ง

ข. พฤติกรรมในการทํางานของทาน (ตอ)
กรุณาตอบคําถามตอไปนี้ซึ่งเกี่ยวกับพฤติกรรมในการทํางานของทาน โดยวงกลมรอบหมายเลขคําตอบที่ตรงกับความคิดเห็นของ
ทานมากที่สุดในแตละมาตรวัดทั้ง 3 ขอ
1. เปนไปไดมากนอยแคไหนที่ภายในในชวงปหนานี้ คุณกําลังตั้งใจมองหางานใหมในองคกรอื่น?
เปนไปไมได
แทบเปน
คอนขาง
ไมทั้ง เปนไปได
คอนขาง
เปนไป
อยางยิ่ง
ไปไมได
เปนไปไมได และเปนไปไมได เปนไปได
ไดมาก
1
2
3
4
5
6

เปนไปได
อยางยิ่ง
7

2. บอยเทาไหรที่คุณคิดจะลาออกจากงานที่ทําอยูในองคกรแหงนี้?
ไมเคยเลย
แทบไมเคยเลย
บางครั้ง
ไมแนใจ
1
2
3
4
3. ถาเปนไปได ฉันตองการจะหางานใหมทํา?
ไมเห็นดวย
ไมเห็นดวย
คอนขาง
อยางยิ่ง
ไมเห็นดวย
1
2
3

ไมทั้ง เห็นดวย
และไมเห็นดวย
4

บอยๆ
5

บอยมาก
6

ตลอดเวลา
7

คอนขาง
เห็นดวย
5

เห็นดวย

เห็นดวย
อยางยิ่ง
7

6

ค. เจตคติของทานในการทํางาน
กรุณาตอบคําถามตอไปนี้ซึ่งเกี่ยวกับเจตคติในการทํางานของทาน โดยวงกลมรอบหมายเลขคําตอบที่ตรงกับความคิดเห็น
ของทานมากที่สุด

ทานเห็นดวยมากนอยเพียงไร กับขอคําถามตอไปนี้ ?

1. เมื่อมีใครวิพากษวิจารณองคกรของฉัน ฉันรูสึก
เหมือนเปนการสบประมาทสวนตัวดวย
2. ฉันใหความสนใจมาก ตอสิ่งที่ผูอื่นคิดเกี่ยวกับองคกร
ของฉัน
3. เมื่อฉันพูดเกี่ยวกับองคกรของฉัน ฉันจะมักใชคําวา
“พวกเรา” มากกวา “พวกเขา”
4. ความสําเร็จขององคกรของฉัน ก็เปนความสําเร็จของ
ฉันดวย
5. เมื่อมีใครพูดในแงดีหรือชื่นชมองคกรของฉัน ฉันรูสึก
เหมือนเปนคําชมสวนตัวดวย
6. ถาเรื่องราวในสื่อวิพากษวิจารณองคกรของฉัน ฉันจะ
รูสึกอับอายและไมสบายใจไปดวย

ไมเห็น
ดวยอยาง
ยิ่ง

ไมเห็น
ดวย

คอนขาง
ไมเห็น
ดวย

ไมทั้ง เห็น
ดวย
และไม
เห็นดวย

คอนขาง
เห็นดวย

เห็นดวย

1

2

3

4

5

6

7

1

2

3

4

5

6

7

1

2

3

4

5

6

7
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1
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6

7
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เห็นดวย
อยางยิ่ง

ค. เจตคติของทานในการทํางาน (ตอ)
กรุณาตอบคําถามตอไปนี้ซึ่งเกี่ยวกับเจตคติในการทํางานของทาน โดยวงกลมรอบหมายเลขคําตอบที่ตรงกับความคิดเห็น
ของทานมากที่สุด
ทานพึงพอใจในงานของทาน มากนอยเพียงไร กับ
ขอคําถามตอไปนี้ ?
1. สภาพของสถานที่ทํางาน
2. อิสระในการเลือกวิธีการทํางาน
3. เพื่อนรวมงานของคุณ
4. การเห็นคุณคา เมื่อคุณทําสิ่งดี
5. หัวหนางานของคุณที่สูงขึ้นไปหนึ่งระดับ
6. ปริมาณงานที่คุณตองรับผิดชอบ
7. เงินเดือนคาจางของคุณ
8. โอกาสของคุณทีจ่ ะใชความรูความสามารถ
9.ความสัมพันธระหวางฝายบริหารกับพนักงานใน
องคกร
10. โอกาสในการเลื่อนตําแหนงงานของคุณ
11. ระบบการบริหารจัดการขององคกร
12. ความใสใจตอขอเสนอแนะของคุณ
13. จํานวนชั่วโมงการทํางานของคุณ
14. ปริมาณความหลากหลายในงานของคุณ
15. ความมั่นคงในงานของคุณ

ไมพึง
พอใจ
อยาง
ยิ่ง

ไมพึงพอ
ใจมาก

ไมพึง
พอใจ
บาง

ไมทั้ง พึง
พอใจ
และไมพึง
พอใจ

1

2

3

4

5

6

7

1

2

3

4

5

6

7

1

2

3

4

5

6

7

1

2

3

4

5

6

7

1

2

3

4

5

6

7

1

2

3

4

5

6

7

1

2

3

4

5

6

7

1

2

3

4

5

6

7

1

2

3

4

5

6

7
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7

1

2
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6

7

1

2

3

4

5

6

7

1

2

3

4

5

6

7

1

2

3

4

5

6

7

1

2

3

4

5

6

7

ในชวงเวลา 2-3 สัปดาหที่ผานมา บอยมากเทาไหรที่คุณมีความรูสึกตอไปนี้ในที่
ทํางาน?
โดยวงกลมรอบหมายเลขคําตอบที่ตรงกับความคิดเห็นของทานมากที่สุด

พึงพอใจ
บาง

พึงพอ
ใจมาก

พึงพอใจ
อยางยิ่ง

ไมเคย

บางครั้ง

บอยๆ

1. รูสึกเหงามากหรือหางไกลจากผูอื่น

0

1

3

2. มีความสุขมาก

0

1

3

3. หดหูใจหรือไมมีความสุขเลย

0

1

3

4. รูสึกตื่นเตนเปนพิเศษหรือสนใจอะไรในบางสิ่ง

0

1

3

5. รูสึกเบื่อหนาย

0

1

3

6. พอใจกับบางสิ่งที่ไดทําสําเร็จ

0

1

3

7. รูสึกกระสับกระสายจนคุณนั่งไมตดิ เกาอี้

0

1

3

8. กระวนกระวายใจในบางเรื่องที่ไมรูสาเหตุวาทําไม

0

1

3
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ง. ปจจัยดานตางๆขององคกร
“จิตวิญญาณในการทํางาน” ในการศึกษาครั้งนี้มีคําจํากัดความวา ประสบการณที่บุคคลสามารถสัมผัสไดถึงมิติแหงความสุขในการทํางาน โดยมี
ความเชื่อวาตนกําลังมีสวนรวมในการทํางานที่มีความหมายและความสําคัญอยางยิ่งตอตนเอง อีกทั้งมีมิติแหงความผูกพันแนบแนนกับเพื่อน
รวมงานและผูอื่นในองคกร และรวมไปถึงมีมิติสัมพันธเชื่อมโยงในงานที่ตนทํากับอํานาจที่ยิ่งใหญกวาตัวเอง
กรุณาตอบคําถามทั้งสองขอตอไปนี้ โดยวงกลมรอบหมายเลขคําตอบที่ตรงกับความคิดเห็นของทานมากที่สุด
1. ในชองแรก ใหทานพิจารณาวาปจจัยแตละขอขององคกรนั้น ควรมีระดับความจําเปนมากนอยเพียงใด ที่จะสามารถมีผลตอการสนับสนุน
สงเสริมใหพนักงานในองคกร มีจิตวิญญาณในการทํางานมากยิ่งขึ้น?
2. ในชองที่สอง ใหทานพิจารณาวาปจจัยแตละขอขององคกรนั้น ปจจุบันองคกรของทานมีอยูในระดับมากนอยเพียงใด?

1 = นอยที่สุด

2 = นอย

คําอธิบาย: ความหมายของมาตรวัด
3 = ปานกลาง

ปจจัยดานตางๆขององคกร
1.) “ภาวะผูนําขององคกรที่สรางแรงบันดาลใจ”
ผูนําและสมาชิกอาวุโสที่สามารถสรางแรงบันดาลใจใหกับ
พนักงานในองคกรโดยผานภาวะผูนําของเขาและการเปน
แบบอยางที่ดีของเขา
2.) “รากฐานขององคกรที่เขมแข็ง”
ทั้งนี้รวมไปถึง วิสัยทัศน พันธกิจ วัตถุประสงคขององคกร
ที่ตั้งใจจะทําประโยชนและสิ่งดีตอสังคมโดยรวม
3.) “ความมีคุณธรรมและจริยธรรมขององคกร”
ซึ่งสอดคลองกับพันธกิจและวัตถุประสงคขององคกร
4.) “วัฒนธรรมองคกรเชิงบวก” ทั้งนี้รวมไปถึงสภาพสถานที่
ทํางานที่เหมาะสมใหกับ
พนักงานในการทํางานดวย
5.) “ความรูสึกแหงการเปนชุมชนของพนักงานในองคกร”
ความสัมพันธที่ดีตอ กันของพนักงานในองคกร รวมไปถึง
ความรูสึกแหงการอยูรวมกันเปนชุมชนในองคกร
เดียวกัน
6.) “โอกาสในการบรรลุความสําเร็จของบุคคลในองคกร”
โอกาสของพนักงานในองคกรที่จะเจริญเติบโตทั้งทางดาน
อาชีพและเรื่องสวนตัวเพื่อจะไดบรรลุเปาหมายสวนตัวใน
ชีวิตผานงานที่เขาทําอยู
7.)“ความชื่นชมและการชมเชยตอพนักงานในองคกรที่
กระทํา คุณประโยชนใหกับองคกร”

4 = มาก

ระดับความจําเปนที่ตองมีเพื่อเพิ่ม“จิต
วิญญาณในการทํางาน”

5 = มากที่สุด
ระดับปจจุบัน ที่องคกรทานมีอยู
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5
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4

5
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5
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3
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3
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5
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5
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จ. ขอมูลสวนบุคคล
กรุณาทําเครื่องหมาย

หนาขอความที่ตรงกับขอมูลของทานมากที่สุด

1. ทานทํางานในองคกรแหงนี้มานานเทาไหรแลว?
______ต่ํากวา 1 ป

______1-3 ป

______4-9 ป

______10-20 ป

_______มากกวา 20 ป

2. ทานทํางานในองคกรประเภทใด?
______องคกรของรัฐหรือในกํากับของรัฐ ______องคกรเอกชน/แบบแสวงหากําไร ______องคกรที่ไมหวังผลกําไร/มูลนิธิ
3. เพศของทาน?

_______ เพศชาย

______เพศหญิง

4. อายุของทาน?

______ต่ํากวา 25 ป

______26-35 ป

______36-45 ป

______46-55 ป

______มากกวา 55 ป

5. สถานภาพสมรสของทาน?
______โสด ______แตงงานแลว ______อยูดวยกันแตไมไดแตงงาน ______แยกกันอยู/ หยาราง ______หมาย
6. ตําแหนงงานปจจุบันของทาน?
______งานธุรการ
______งานใหบริการ ______งานซอมแซมบํารุง ______งานดานเทคนิค ______งานบริหารจัดการ
______งานสายวิชาชีพเฉพาะ อื่นๆ (กรุณาระบุ)…..………………….…………………..
7. บอยมากเพียงใดที่ทานเขารวมการประชุมกิจกรรมทางศาสนาหรือการประชุมทางดานจิตวิญญาณ (ไปวัดทําบุญ/ไปคริสตจักร/ไปมัสยิด)?
______ไมเคยเลย
______นอยมาก ______บางครั้งบางโอกาส ______บอยๆ ______ไปเปนประจํา
8. บอยมากเทาไหรที่ทานสวดมนต/อธิษฐาน?
____ไมเคยเลย
____ ประมาณ 1-2 ครั้งตอป ____ 3-4 ครั้งตอป
____สัปดาหละครั้ง ____ มากกวา 2-3 ครั้งตอสัปดาห

____เดือนละ 1 ครั้ง

____2 หรือ 3 ครั้งตอเดือน

9. บอยมากเทาไหรที่ทานอานหนังสือธรรมะ คัมภีรไบเบิลหรือหนังสือทางศาสนา หรือหนังสือที่สงเสริมทางดานจิตวิญญาณ?
____ไมเคยเลย
____ ประมาณ 1-2 ครั้งตอป ____ 3-4 ครั้งตอป ____เดือนละ 1 ครั้ง
____2 หรือ 3 ครั้งตอเดือน
____สัปดาหละครั้ง ____ มากกวา 2-3 ครั้งตอสัปดาห

ขอขอบพระคุณในการใหความรวมมือตอบแบบสอบถามในครั้งนี้
กรุณาพับแบบสอบถามนี้ และ ใสซองที่จัดเตรียมไวให ปดผนึกใหเรียบรอย
และคืนใหกับขาพเจาที่จะมาเก็บรวบรวมดวยตนเอง
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Appendix 6: Full Questionnaire for Immediate Supervisors (English)

Work & Organisational Psychology Group, Aston University, United Kingdom

Dear Respondents,
I am a doctoral student in the field of Work and Organisational Psychology, Aston Business School,
Aston University. My research is focus on employees’ experienced spirit at work and its relationship
with their work attitudes and organisational outcomes. Individual spirit at work is a distinct state
characterised by profound feelings of wellbeing, a belief that one is engaged in meaningful work, a
connection to others and common purpose, a connection to something larger than self, and it has a
transcendent nature.
This research seeks to improve employees’ effectiveness in the organisation through exploring the
relationships between experienced spirit at work and work attitudes and organisational outcomes. From
this I hope to develop guidelines for employers and leaders on how to improve their management
strategy and ultimately enhance employees’ morale and performance.
In this study, immediate supervisors are also invited to comment on their subordinates’ behaviours
at work. My efforts cannot be made possible without your valuable input. Therefore, I would like to ask
for your cooperation to complete the attached questionnaire. You are asked to spare 5 minutes of your
time to fill out the questionnaire as truthfully as possible, answering all the questions.
All your responses are confidential and will be analysed at the group level. Also, no information will be
made public that might identify you or your organisation. Since this research is conducted in a
longitudinal manner, after this first time of data collection, there will be the second voluntary
participation in the next 8-9 months time. Therefore, you will be invited again next time to fill out this
questionnaire. The name of your subordinate who you will comment is written on the post-it paper in
the next page. After completing the questionnaire, please remove the post-it paper and then put the
questionnaire in the envelope provided and return to me who will come to collect it by myself.
I look forward to your valuable input and thank you in advance for your assistance in this research.
Yours truly,
Passagorn Tevichapong
PhD student, Aston University
Remark: Please note that completion of this questionnaire is voluntary. Also, you are free to withdraw
at any time and then your responses will be excluded from the study. However, by completing this
questionnaire it is assumed that you consent to participate in this research. If you would like further
information about the study please contact myself, Mr. Passagorn Tevichapong, (tevichap@aston.ac.uk),
or my supervisors, Dr. Ann Davis, (a.j.davis@aston.ac.uk), Dr. Michael Riketta,
(rikettam@aston.ac.uk). They can all be contacted through the Work & Organisational Psychology
Group, Aston Business School, Aston University, Birmingham, United Kingdom, B4 7ET.

Please turn over when you are ready to begin…
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Section A. Your Subordinate’s Behaviours at Work

Agree

Strongly
Agree

1

2

3

4

5

6

7

2. He/she sometimes fails to perform essential
duties of his/her job.

1

2

3

4

5

6

7

3. He/she consistently meets the formal
performance requirements of his/her job.

1

2

3

4

5

6

7

4. He/she conscientiously performs tasks that are
expected of mine.

1

2

3

4

5

6

7

5. He/she sometimes neglects aspects of the job
that I am obligated to perform.

1

2

3

4

5

6

7

6. He/she adequately completes all of my
assigned duties.

1

2

3

4

5

6

7

7. He/she sometimes takes undeserved or
extended work breaks.

1

2

3

4

5

6

7

8. He/she adheres to informal organisational
rules devised to maintain order.

1

2

3

4

5

6

7

9. He/she always gives advance notice when
he/she is unable to come to work.

1

2

3

4

5

6

7

10. He/she sometimes spends a lot of time in
personal phone conversations.

1

2

3

4

5

6

7

11. His/her attendance at work is above the
norm.

1

2

3

4

5

6

7

12. He/she sometimes complains about
insignificant or minor things at work.

1

2

3

4

5

6

7

13. He/she generally helps others who have been
absent.

1

2

3

4

5

6

7

14. He/she takes a personal interest in the wellbeing of other employees.

1

2

3

4

5

6

7

15. He/she generally helps others who have
heavy workloads.

1

2

3

4

5

6

7

16. He/she goes out of the way to help new
employees.

1

2

3

4

5

6

7

17. He/she generally takes time to listen to coworkers’ problems and worries.

1

2

3

4

5

6

7

18. He/she passes along work-related
information to co-workers.

1

2

3

4

5

6

7
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Disagree

the following statements?

Somewhat
Agree

Neither agree
nor disagree

1. He/she fulfils all the responsibilities specified
in his/her job description.

To what extent do you agree with each of

Strongly
Disagree

Somewhat
Disagree

This set of questions asks about your subordinate’s behaviours at work. Please circle the response which most
accurately reflects the extent to which you agree or disagree with each statement.

Section B. Background Information
Please

in front of the response which most accurately represents your information

1. How many years have you worked for this organisation?
______Under 1

______1-3

______4-9

______10-20

_______over 20

2. Which type of organisation do you work for?
______Public Organisation

______For-Profit Organisation

______Not-For-Profit Organisation

3. What is your gender?
_______Male

_______Female

4. What is your age?
______Under 25

______26-35

______36-45

______46-55

______Over 55

5. What is your marital status?
______Single

______Married

______Cohabiting

______Separated or Divorced

______Widowed

.

Thank you very much for your valuable time and participation.
Please remove the post-it paper which has your subordinate’s name on it!
Then, put the questionnaire in the envelope provided, seal it and return to me who
will come to collect it by myself.
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Appendix 7: Full Questionnaire for Immediate Supervisors (Thai)

Work & Organisational Psychology Group

ภาควิชาจิตวิทยาการทํางานและองคการ คณะบริหารธุรกิจ มหาวิทยาลัยแอสตั้น ประเทศสหราชอาณาจักร
เรียน ผูตอบแบบสอบถาม
ขาพเจาชื่อ นายภาสกร เตวิชพงศ ปจจุบันกําลังศึกษา ระดับปริญญาเอก ดวยทุนรัฐบาลไทย (ก.พ.) สังกัดภาควิชาจิตวิทยา
การทํางานและองคการ คณะบริหารธุรกิจ มหาวิทยาลัยแอสตั้น ประเทศสหราชอาณาจักร หัวขอวิทยานิพนธของขาพเจา ศึกษาเกี่ยวกับ
เรื่อง ความสัมพันธระหวางพนักงานทีม่ ีประสบการณทางจิตวิญญาณในการทํางาน กับเจตคติในการทํางาน และผลลัพธขององคกร
ซึ่งความหมายของจิตวิญญาณในการทํางานในการศึกษาครั้งนี้มีคําจํากัดความวาประสบการณที่บุคคลสามารถสัมผัสไดถึง
มิติแหงความสุขในการทํางานโดยมีความเชื่อวาตนกําลังไดมีสวนรวมในการทํางานที่มีความหมายและสําคัญเปนอยางมากมีมิติแหง
ความรูสึกผูกพันแนบแนนกับเพื่อนรวมงานมีมิติสัมพันธเชื่อมโยงในงานทีต่ นทํากับสิ่งที่ตนนับถือหรืออํานาจที่ยิ่งใหญกวาตนเอง
จุดประสงคของงานวิจัยนี้เพื่อแสวงหาวิธีการในการปรับปรุงพัฒนาทั้งทางดานประสิทธิภาพและประสิทธิผลของพนักงาน
ในองคกรใหดียิ่งขึ้นและผลจากการวิจัยนี้ขาพเจาหวังวาจะสามารถจัดทําแนวทางการปรับปรุงพัฒนากลยุทธทางดานการบริหารการ
จัดการใหกับผูบริหารหรือผูนําองคกรในการนําไปใชเพื่อใหไดประโยชนสูงสุดในการเพิ่มขวัญกําลังใจและเพิ่มผลการปฏิบัติงานของ
พนักงานในองคกรตอไป
อนึ่งในงานวิจัยนี้หัวหนางานมีสวนรวมในการประเมินพฤติกรรมในการทํางานของพนักงานภายใตบังคับบัญชาของทาน
ดวยงานวิจัยครั้งนี้จะไมสามารถสําเร็จลงไดโดยปราศจากความคิดเห็นอันมีคณ
ุ คาของทานดังนัน้ ขาพเจาจึงเรียนมาเพื่อขอความรวมมือ
จากทานเพื่อตอบแบบสอบถามฉบับนี้ โดยใชเวลาประมาณเพียง 5 นาที โดยการตอบใหตรงกับความคิดเห็นของทานมากที่สุด และ
กรุณาตอบใหสมบูรณทุกขอคําตอบของทานจะถูกเก็บเปนความลับการวิเคราะหผลจะกระทําในภาพรวมเทานั้นซึง่ จะไมทําใหเกิดความ
เสียหายตอตัวทานและหนวยงานของทานแตอยางใด เนือ่ งจากการศึกษาวิจัยครั้งนี้เปนการศึกษาแบบระยะยาวจะมีการเก็บขอมูล 2 ครั้ง
คือภายหลังจากการเก็บขอมูลครั้งนี้ไปแลว ประมาณ 8 - 9 เดือน ทานจะไดมสี วนรวมในการกรอกแบบสอบถามนี้อีกครั้งหนึ่ง
สําหรับชื่อพนักงานภายใตบังคับบัญชาของทานที่ตองทําการประเมินครั้งนี้ปรากฏอยูที่กระดาษโพสอิทซึ่งติดอยูดานมุมขวา
บนของกระดาษในหนาถัดไปแลวภายหลังตอบแบบสอบถามเสร็จสิ้นแลวกรุณาดึงกระดาษโพสอิทที่มีรายชื่อพนักงานภายใตบังคับ
บัญชาของทานนี้ออกดวยพับแบบสอบถามนี้และใสซองที่จัดใหพรอมปดผนึกใหเรียบรอยและคืนใหกับขาพเจาที่จะมาเก็บรวบรวมดวย
ตนเอง ทั้งนี้เพือ่ ปองกันมิใหผูอื่นรูคําตอบของทาน และรักษาความลับอันเปนความคิดเห็นสวนบุคคลของทานอีกทางหนึ่ง
ขอแสดงความนับถือและขอขอบคุณในความรวมมือของทาน มา ณ ที่นี้ดวย
นายภาสกร เตวิชพงศ
หมายเหตุ: การตอบแบบสอบถามนี้นั้นขึ้นอยูกับความสมัครใจของทานเทานั้น โดยทานมีอิสระในการขอถอนตัวจากการมีสวนรวมใน
การวิจัยเมื่อใดก็ได โดยขอมูลของทานจะถูกถอนออกจากงานวิจัยในครั้งนี้ดว ย แตอยางไรก็ตามถาหากทานทําการตอบแบบสอบถามนี้
ก็ถือไดวาทานยินยอมสมัครใจและยินดีกับการมีสวนรวมในการวิจัยครั้งนี้ดวย
และหากทานตองการทราบขอมูลเพิ่มเติมเกีย่ วกับ
งานวิจัยในครั้งนี้ กรุณาติดตอขาพเจาไดทางจดหมายอิเลคทรอนิคส นายภาสกร เตวิชพงศ (tevichap@aston.ac.uk) หรืออาจารยที่
ปรึกษาของขาพเจา ดร.แอน เดวีส (a.j.davis@aston.ac.uk) และ ดร.ไมเคิล ริกิตตา (rikettam@aston.ac.uk) ทั้งนี้ ทานยังสามารถติดตอ
กับเราทั้งสามคนไดตามที่อยูทางไปรษณียดังนี้ The Work & Organisational Psychology Group, Aston Business School, Aston
University, Birmingham, United Kingdom, B4 7ET.
กรุณาเปดหนาตอไปได เมื่อทานพรอมแลว ที่จะเริม่ ทํา……
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ก. พฤติกรรมในการทํางานของพนักงานภายใตบงั คับบัญชาของทาน
กรุณาตอบคําถามตอไปนี้ซึ่งเกี่ยวกับพฤติกรรมในการทํางานของพนักงานภายใตบังคับบัญชาของทาน โดยวงกลมรอบหมายเลข
คําตอบที่ตรงกับความคิดเห็นของทานมากที่สุด
ทานเห็นดวยมากนอยเพียงไร กับขอคําถามตอไปนี้ ?
1.เขาหรือเธอปฏิบัติงานสําเร็จตามความรับผิดชอบทุก
อยางที่ระบุไวตามคําบรรยายลักษณะงาน

ไมเห็น
ดวย
อยางยิ่ง

ไมเห็น
ดวย

คอนขาง
ไมเห็น
ดวย

ไมทั้ง เห็นดวย
และไมเห็น
ดวย

คอนขาง
เห็นดวย

เห็นดวย

เห็นดวย
อยางยิ่ง

1

2

3

4

5

6

7

1

2

3

4

5

6

7

1

2

3

4

5

6

7

1

2

3

4

5

6

7

1

2

3

4

5

6

7

1

2

3

4

5

6

7

1

2

3

4

5

6

7

1

2

3

4

5

6

7

1

2

3

4

5

6

7

1

2

3

4

5

6

7

1

2

3

4

5

6

7

1

2

3

4

5

6

7

1

2

3

4

5

6

7

14.เขาหรือเธอมักจะใสใจตอความสุขของเพื่อนพนักงานคน
อื่นๆ

1

2

3

4

5

6

7

15.โดยปกติแลวเขาหรือเธอจะชวยเหลืองานของผูอื่นที่เขามี
งานลนมือ

1

2

3

4

5

6

7

16.เขาหรือเธอมักจะเสนอตัวเพื่อมีสวนชวยเหลือแนะนํา
ใหแกพนักงานใหม

1

2

3

4

5

6

7

17.โดยปกติแลวเขาหรือเธอจะใหเวลาในการรับฟงปญหา
หรือเรื่องทุกขใจของเพื่อนรวมงาน

1

2

3

4

5

6

7

18.เขาหรือเธอบอกตอขอมูลตางๆที่เกี่ยวกับเรื่องงาน ใหกับ
เพื่อนรวมงานคนอื่นๆ

1

2

3

4

5

6

7

2. บางครั้ง เขาหรือเธอปฏิบัติงานลมเหลว
ตามหนาที่ที่จําเปนตองทําในงานของฉัน
3.เขาหรือเธอทํางานไดตรงตามคุณสมบัติที่จําเปนที่ตองมีใน
งานของเขาหรือเธออยางสม่ําเสมอ
4.เขาหรือเธอทํางานอยางรับผิดชอบและเปนไปตามที่ได
คาดหวังไว
5.บางครั้ง เขาหรือเธอละเลยงานบางอยาง ที่เขาหรือเธอ
จําเปนตองปฏิบัติตามหนาที่
6.เขาหรือเธอไดปฏิบัติงานเสร็จสมบูรณ ครบถวนตามที่ไดรับ
มอบหมาย
7.บางครั้ง เขาหรือเธอหยุดพักงานในเวลาที่ไมควรพัก หรือ
พักจนเกินเวลาพัก
8.เขาหรือเธอรักษากฎระเบียบที่ไมเปนทางการขององคกร
เพื่อคงไวซึ่งความเปนระเบียบเรียบรอย
9.เขาหรือเธอจะแจงลวงหนาเสมอถาหากเขาหรือเธอไม
สามารถมาทํางานได
10.บางครั้งเขาหรือเธอใชเวลาโทรศัพทในเรื่องสวนตัว
นานมาก
11.เวลาการมาทํางานของเขาหรือเธอ อยูในเกณฑที่ดี
เหนือกวามาตรฐาน
12.บางครั้งเขาหรือเธอบนตอวาในเรื่องเล็กๆนอยๆใน
การทํางาน
13.โดยปกติแลวเขาหรือเธอจะชวยเหลืองานของผูอื่นที่
ขาดงานไป

- 304 -

ข. ขอมูลสวนบุคคลของทาน
กรุณาทําเครื่องหมาย

หนาขอความทีต่ รงกับขอมูลของทานมากที่สุด

1. ทานทํางานในองคกรแหงนี้มานานเทาไหรแลว?
______ต่ํากวา 1 ป

______1-3 ป

______4-9 ป

______10-20 ป

_______มากกวา 20 ป

2. ทานทํางานในองคกรประเภทใด?
______องคกรของรัฐหรือในกํากับของรัฐ ______องคกรเอกชน/แบบแสวงหากําไร ______องคกรที่ไมหวังผลกําไร/มูลนิธิ
3. เพศของทาน?

_______ เพศชาย

______เพศหญิง

4. อายุของทาน?

______ต่ํากวา 25 ป

______26-35 ป

______36-45 ป

______46-55 ป

______มากกวา 55 ป

5. สถานภาพสมรสของทาน?
______โสด ______แตงงานแลว ______อยูดวยกันแตไมไดแตงงาน ______แยกกันอยู/ หยาราง ______หมาย

ขอขอบพระคุณในการใหความรวมมือตอบแบบสอบถามในครั้งนี้
กรุณาดึงกระดาษโพสอิทที่มีรายชื่อพนักงานภายใตบังคับบัญชาของทานออกดวย พับแบบสอบถามนี้
และใสซองที่จัดให พรอมปดผนึกใหเรียบรอย และคืนใหกับขาพเจาที่จะมาเก็บรวบรวมดวยตนเอง
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Appendix 8: Discriminant Analysis Time 1 Model 1 (Self Report)
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(χ2 = 4,418.52; df = 594; p < .001; χ2/df = 7.44; CFI = .62; IFI = .62; TLI = .59;
RMSEA = .11).
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Appendix 9: Discriminant Analysis Time 1 Model 2 (Self Report)
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Appendix 10: Discriminant Analysis Time 1 Model 1 (Supervisor Report)
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Appendix 11: Discriminant Analysis Time 1 Model 2 (Supervisor Report)
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Appendix 12: Discriminant Analysis Time 2 Model 1 (Self Report)
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RMSEA = .12).
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Appendix 13: Discriminant Analysis Time 2 Model 2 (Self Report)
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Appendix 14: Discriminant Analysis Time 2 Model 1 (Supervisor Report)
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- 312 -

Appendix 15: Discriminant Analysis Time 2 Model 2 (Supervisor Report)
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Appendix 16: Direct Standardised Structural Model of Individual Spirit at Work
Time 1 and Outcomes Time 2 (Self Report; Simplified Model)
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Note: N = 501: *** indicates paths significant p < .001: Fit indices (χ2 = 1,417.43, df =
519; p < .001; χ2/df = 2.73; CFI = .90; IFI = .90; TLI = .90; RMSEA = .059)
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Appendix 17: Direct Standardised Structural Model of Individual Spirit at Work
Time 1 and Outcomes Time 2 (Self Report; Full SEM Model)
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Note: N = 501: *** indicates paths significant p < .001: Fit indices (χ2 = 1,417.43, df =
519; p < .001; χ2/df = 2.73; CFI = .90; IFI = .90; TLI = .90; RMSEA = .059)
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Appendix 18: Fully Mediated Standardised Structural Model of Individual Spirit
at Work Time 1 and Outcomes Time 2 (Self Report; Simplified Model)
First, fully mediated path exists as hypothesised between ISAW -> job
satisfaction -> performance/OCB/turnover intentions. This apparently demonstrates that
ISAW positively affects performance/OCB and negatively affects intentions to quit
through job satisfaction. Second, a significant mediated path was evident between
ISAW -> organisational identification -> performance/OCB/ (not identified in turnover
intentions). This result indicates that ISAW positively affects performance and OCB
through organisational identification. Third, as hypothesised, a distinct, fully mediated
path between ISAW -> psychological wellbeing -> performance/OCB/turnover
intentions. This clearly shows that ISAW positively affects performance and OCB, and
negatively affects intentions to quit through psychological wellbeing.
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Note: N = 501: *** indicates paths significant p < .001, ** p < .01, * p < .05, --->= ns:
Fit indices (χ2 = 1,236.80, df = 513; p < .001; χ2/df = 2.45; CFI = .92; IFI = .92; TLI
= .92; RMSEA = .053)
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Appendix 19: Fully Mediated Standardised Structural Model of Individual Spirit
at Work Time 1 and Outcomes Time 2 (Self Report; Full SEM Model)
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Note: N = 501: *** indicates paths significant p < .001, ** p < .01, * p < .05, --->= ns:
Fit indices (χ2 = 1,236.80, df = 513; p < .001; χ2/df = 2.45; CFI = .92; IFI = .92; TLI
= .92; RMSEA = .053)
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Appendix 20: Partially Mediated Standardised Structural Model of Individual
Spirit at Work Time 1 and Outcomes Time 2 (Supervisor’s Rating; Simplified
Model)
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Note: N = 501: *** indicates paths significant p < .001, * p < .05, --->= ns: Fit indices
(χ2 = 1,342.91, df = 543; p < .001; χ2/df = 2.47; CFI = .92; IFI = .92; TLI = .92;
RMSEA = .054)
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Appendix 21: Partially Mediated Standardised Structural Model of Individual
Spirit at Work Time 1 and Outcomes Time 2 (Supervisor’s Rating; Full SEM
Model)
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Note: N = 501: *** indicates paths significant p < .001, * p < .05, --->= ns: Fit indices
(χ2 = 1,342.91, df = 543; p < .001; χ2/df = 2.47; CFI = .92; IFI = .92; TLI = .92;
RMSEA = .054)
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Appendix 22: The Academy of Management's 2008 Most Promising Doctoral
Dissertation Award in Management, Spirituality, and Religion at the 68th Annual
Conference of Academy of Management, Anaheim, California, USA

- 320 -

- 321 -

Appendix 23: The Outstanding Presentation Award from the 2nd Samaggi
Academic Conference 2009, University of Cambridge, UK
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Appendix 24: Presentation at the 3rd Samaggi Academic Conference 2010,
Imperial Collage London, UK

- 323 -

Appendix 25: Presentation at the 1st Samaggi Networking Academic Conference
2011, London School of Economics and Political Sciences, UK
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Appendix 26: Presentation at the 5th Samaggi Academic Conference 2012,
University of Oxford, UK
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