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ABSTRACT 

 

Workplace spirituality has gained increasing attention among researchers in management. The 

objective of this research was to verify whether workplace spirituality influences job satisfaction 

of public sector employees. A survey based on a model created from the scales of workplace 

spirituality (Liu & Robertson, 2011) and job satisfaction (Siqueira, 2008) was conducted in a 

Brazilian public organization, and the data analysis was done with Structural Equations 

Modeling. The results presented satisfactory rates, validating the hypothetical model for 

predicting the impact of workplace spirituality on job satisfaction. Since what is measured can 

be improved, such a model can be useful for managers, especially those working in the public 

sector, to improve the satisfaction of their work force to deliver better services to citizens. 
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Impact of Workplace Spirituality in the Job Satisfaction of the Public Sector Employees 

 

The spirituality of the human being is a subject discussed since ancient times (Ashmos & 

Duchon, 2000; Harari, 2017; Hudson, 2013, Sheep, 2006). Since ancient times, human beings 

have sought to understand and determine the influence of forces they do not know (Harari, 2017; 

Lewis, 2017). Until today no civilization has been found that did not have some kind of 

developed religion and spirituality (Benefiel, 2003b; Gaarder, Hellen & Notaker, 2015; Harari, 

2017; Lewis, 2017). Spirituality can be observed in many ways and in many places, including in 

the workplace (Benefiel, 2003a; Neal, 2018). 

Workplace spirituality can be understood as the recognition that employees have an inner 

life that nurtures and is nurtured by meaningful work that occurs in the community context 

(Ashmos & Duchon, 2000). It is a factor associated with engagement and commitment (Cakiroglu, 

Aydogan & Altinoz, 2017; Cunha, Rego & D’Oliveira, 2006), even when the task is unpleasant 

(Neubert & Halbesleben, 2015). It functions as a buffer against the damage caused by work 

demands (Bickerton et al., 2014) and work overload (Altaf & Awan, 2011). Another factor 

strongly associated with job performance is job satisfaction (Judge et al., 2001). 

The most commonly used definition of job satisfaction is that of Locke (1976), who 

describes job satisfaction as “a pleasurable or positive emotional state resulting from the appraisal 

of one’s job or job experiences” (Locke, 1976:1304). When doing a systematic review of the “Job 

Performance” literature in 9,299 articles, Carpini, Parker, and Griffen (2017) identified that 

satisfaction with work is one of the determinants of individual worker performance, functioning 

as a motivational inducer and leading individuals to work efficiency behaviors. Job satisfaction 

can be divided into five dimensions: pay, promotions, coworkers, supervision, and the work itself 

(Smith, Kendall & Hulin, 1969; Siqueira, 2008). Since the beginning of the studies focused on 

work satisfaction, the question of spirituality was left aside (Neal, 2018; Neubert & Halbesleben, 

2015) even though Weber (2004) developed important research identifying the sociological 

influence of spirituality on results achieved in the workplace. 

From this context, our study sought to answer the following question: does workplace 

spirituality have to do with job satisfaction? The objective of this research was to verify 

whether spirituality in the workplace influences job satisfaction. 

Having information on the level of spirituality of an individual or a group can help explain 

job satisfaction and serve as a basis for managers to develop programs for personal and 

professional growth of employees, from their spiritual growth to gains that go beyond the formal 

work environment, (i.e., gains in family relationships and society, gains beyond profit) (Bettega, 

2013, Schreiner; Gonsalves & Roth, 2019). 

A survey was conducted based on a model created from a scale that seeks to measure the 

level of spirituality of individuals (Liu, Robertson, 2011) and another scale that seeks to measure 

the satisfaction of this individual with the elements that form the general satisfaction with the 

workplace (Siqueira, 2008). The research was carried out in a Brazilian public company because 

if such influence occurs in a secular organization, there is a greater possibility of it occurring in a 

private organization with policies favorable to Workplace Spirituality. 

 



 

 
 

 

WORKPLACE SPIRITUALITY 

 

The results achieved by workers, when considering workplace spirituality, only began to be 

studied in greater depth during the 1980s and 1990s (Ashmos & Duchon, 2000; Hudson, 2013; 

Neal, 2018). This is possibly due to the introjected notion in academia of antagonism between 

spirituality and science (Hill, 2008; Hudson, 2013; Tracey, 2012). The emergence of interest in 

spirituality has probably been influenced by social change, and by the fact that people are working 

more and more hours a day and now consider the workplace as the primary source of relationships. 

This new reality shifts the attention from previous sources, which were neighborhoods, churches, 

civic groups, or even extended families to workplace relationships (Ashmos & Duchon, 2000; 

Dent, Higgins & Wharff, 2005; Goulejac, 2007). A satisfied functional body can be a competitive 

advantage (Kryscynski & Ulrigh, 2015) because an increase in task engagement and a greater 

commitment to the company, caused by an increase in the employee’s overall satisfaction with 

the workplace, leads to increased productivity (Judge et al., 2001). This increase in satisfaction 

also decreases burnout and turnover (Ashmos & Duchon, 2000; Bakker & Demerouti, 2007; 

Demerouti et al., 2001). The research and execution of new articles led to the emergence of 

various definitions of workplace spirituality (Karakas, 2010). In this research, the definition 

coined by Liu and Robertson (2011) was used: 

 
"[...] the construction of spirituality is captured by three distinct but correlated 

dimensions: interconnection with human beings, interconnection with nature and all 

living beings, and interconnection with a higher power. Spirituality as a continuum 

composed of different levels of self-identity, both as a fixed trait and a flexible state. 

Religiosity corresponds to the interconnection with a higher power and, therefore, a 
component of the construction of spirituality. Spirituality as a broader construct that 

incorporates and transcends religiosity” (Liu and Robertson, 2011, p. 38). 

 

SPIRITUALITY AND SATISFACTION IN THE WORKPLACE 

 

The scale of spirituality in dealing with the relationship with the other human being in an 

individual, relational, and collective way (Ashforth & Johnson, 2001; Brewer & Gardner, 1996; 

Sedikides & Brewer, 2001) seeks to build the identity of the individual based on the relationship 

with others in his group, in contrast to those outside the group (Brewer & Kramer, 1985; Messick 

& Mackie, 1989; Tajfel, 1982). This vision is in line with modern theories of building satisfaction 

in relationships with colleagues (Judge et al., 2017) and with the leadership (Hackman & Lawler, 

1971; Herman, 1993; Judge et al., 2001; Lawler & Hall, 1970; Locke, 1968). In this context, 

spirituality plays a role in intensifying the vision of interdependence, collectivity, and social 

reinforcement, amortizing the impact of competition. It reinforces cooperation and the positive 

self (Brewer & Kramer, 1985; Messick & Mackie, 1989; Liu & Robertson, 2011; Tajfel, 1982), 

i.e., it strengthens the individual's satisfaction with the work (Altaf & Awan, 2011). In most of 

religion's theological archetypes, there is a dimension of relationship with others strongly directed 

toward cordiality, of empathy with others (Case & Chavez, 2017), in which this should happen in 

an ethical manner (Issa & Dick, 2011).  



 

 
 

 

Satisfaction in the relationship with colleagues and management is necessary for this 

admiration and respect for others (Lawler & Hall, 1970; Locke, 1968). In this respect, spirituality 

considers the need to relate to others as a way to achieve a higher level of spirituality, being 

fundamentally operated in respect and cordiality (Milliman, Czaplewski & Ferguson, 2003; Liu 

& Robertson, 2011). Another aspect considered is the call to work as a form of spirituality 

(Neubert & Halbesleben, 2015). The requirement to feel satisfied in the relationship with the 

coworker and the manager is less self-centered, not based on what I can gain from the 

relationship, but what I can offer to the other person, thus building the personal identity more 

collectively, more focused on the next (Ashforth & Johnson, 2001; Brewer & Gardner, 1996; Liu 

& Robertson, 2011; Sedikides & Brewer, 2001). This posture leads to more pleasurable 

relationships, which translates into greater satisfaction with co-workers and management. 

 

Hypothesis 1: The individual’s level of spirituality positively influences his level of 

satisfaction with his co-workers. 

Hypothesis 2: The individual’s level of spirituality positively influences his level of 

satisfaction with the leadership. 

 

The influence of spirituality on salary satisfaction is based on the influence of perceived 

levels of need and the flows of feelings experienced in daily life (Weiss & Cropanzano, 1996). 

Spirituality acts as a buffer to bad feelings, not simply as a way of alienating employees (Hudson, 

2013). It acts as an element of engagement and meaning in everyday tasks (Bickerton et al., 2014); 

works as a way to nourish the soul through work (Ashmos & Duchon, 2000); and makes the work 

significant beyond simple profit, i.e., remuneration (Bettega, 2013; Hudson, 2013; Schreiner, 

Gonsalves & Roth, 2019). 

This perspective tends to reinforce the positive impact of the wage level and dilute the 

negative impacts while leading the individual to feel more satisfied, even at lower wage levels, 

as a consequence of supplying his or her physiological needs, even if basic (Aldefer, 1969; 

Maslow, 1956). It directs his or her interest to other aspects resulting from the execution of the 

work (Sauer, Wilson & Mantovan, 2019). Examples of this behavior are the trainees who, 

oftentimes, do not earn salaries but seek to learn a profession (Rogers et al., 2019); or the 

volunteers, whose main reward is to help others, often assuming financial costs for the execution 

of the work. 

 

Hypothesis 3: The individual’s level of spirituality positively influences his level of 

satisfaction with salary. 

 

The topic of promotion as an inducer of job satisfaction is one of the least discussed when 

researching workplace spirituality. This happens because this is a very specific theme and makes 

up much more of the level of satisfaction linked to the need for status and recognition experienced 

by the employee (Aldefer, 1969; Herzberg, 1966; Maslow, 1954; McClelland, 1985; McGregor, 

1957; Smith, Kendall & Hulin, 1969). This theme is linked to the issue of competition between 

peers (Locke, 1968; McClelland, 1985). 

Although spirituality is related directly to collectivity, cooperation, and social reinforcement 



 

 
 

 

(Brewer & Kramer, 1985; Messick & Mackie, 1989; Liu & Robertson, 2011; Tajfel, 1982), she 

acts as a peacemaker when promotions are created because it helps to gain meaning in the 

evaluations given by superiors, even when there is no admiration for managers or when the result 

is considered unfair (Duffy, 2010; Hudson, 2013; Locke, 1968; Razak, Sarpan & Ramlan, 2018). 

Another argument presented is that the level of spirituality has a direct impact on how an 

individual’s career develops (Duffy & Lent, 2008; Neubert & Halbesleben, 2015) and how he will 

behave in the face of the frustrations and challenges imposed by competition during his career 

(Constantine et al., 2006). 

 

Hypothesis 4: The individual’s level of spirituality positively influences his level of 

satisfaction with promotions. 

Spirituality’s influence on work satisfaction is a relationship explored by many spiritual, 

literary works (Karakas, 2010; Neal, 2018). Most of the proposed models have, as part of the 

result of this interaction, increased satisfaction with execution of the task (Duffy, 2010; Garg, 

2017; Milliman, Czaplewski & Ferguson, 2003; Mitroff & Denton, 1999; Neubert & 

Halbesleben, 2015; Rego & Cunha, 2008). In this relationship, spirituality acts directly on the 

perception of meaning in the tasks performed (Duchon & Powman, 2005; Duffy, 2010; Rego & 

Cunha, 2008), well-being in the performance of the proposed work (Garg, 2017), and employee 

engagement (Milliman, Czaplewski & Ferguson, 2003), thus increasing satisfaction with the 

workplace. This satisfaction happens even when the task is unpleasant (Neubert & Halbesleben, 

2015) because the person becomes more tolerant of errors and less prone to stress (Mitroff & 

Denton, 1999). This happens because the executioner of the tasks starts to see it as a call (Neubert 

& Halbesleben, 2015) and as a way to please God, doing his work as a demonstration of his 

connection with the sacred and, finally, of the approval of the divine (Dyck, 2014; Weber, 2004). 

 

Hypothesis 5: The level of spirituality of the individual positively influences his level of 

satisfaction with the nature of work. 

 

Figure 1: Conceptual model guiding the systematic review — spirituality job satisfaction 

(SJS) 

 

S1 — Interconnection with a 

higher being or force  

S2 — Interconnection with 

the human Being 

S3 — Interconnection with nature 

and living beings 

 

 

 

 



 

 
 

 

 

METHOD 

 

The research and analysis of the data collected is based on a quantitative approach, having 

the survey as a research strategy (Babbie, 2001; Fink, 2017; Fowler Jr., 2011; Freitas et al., 2000; 

Paranhos et al., 2013), intending to capture the natural characteristics of the phenomenon and 

aiming to identify attitudes related to the phenomena studied. This survey is based on a 

questionnaire with a Likert scale response intending to identify propositions to the research 

question (Petrosko & Alagaraja, 2017). The option of a quantitative survey with a Likert scale is 

considered one of the easiest options for the work of interpretation of the results, presenting 

greater operationality in the collection and analysis of the results, although some theorists express 

reservation regarding the use of surveys in studies on spirituality (Kline, 2016; Nunnally & 

Berstein, 1994). 

The approach used was the hypothetical deductive (Popper, 2008), where the hypotheses 

were submitted to refutability, to falsification, through the analysis of field research data 

(Bhattacherjee, 2012; Kaplan, 1972; Marconi & Lakatos, 2017; Petrosko & Alagaraja, 2017; 

Popper, 2008). The research was also explanatory, justifying the reasons for a certain 

phenomenon and explaining its main occurrence factors (Petrosko & Alagaraja, 2017; Vergara, 

2015). 

The survey population was composed of public employees, with a population equivalent 

to 7.5% of the Brazilian population, according to IBGE (2013). The sample was obtained from 

the employees of a public company in the IT sector and is non-probabilistic, constituted for 

convenience, and carried out with the employees mostly crowded in the headquarters of the 

company located in the state of Rio de Janeiro (Olsen, 2015; Vergara, 2015). For the sample, 

more than n=300 or ten times the number of questionnaire items were used, of the two largest, 

when using Structural Equations Modeling (Costello & Osborne, 2005; Kline, 2016). 

The complete scale used for measuring the phenomenon, formed by the union of the EST 

(Siqueira, 2008) and “Spirituality” (Liu & Robertson, 2011) scales, is composed of 15 affirmative 

questions accompanied by the possibility of answers on the 7-point Likert scale where 1 is 

strongly disagreeable and 7 is strongly agree. There are also 16 affirmative questions 

accompanied by the possibility of answers on the 5-point Likert scale where 1 is strongly 

disagreeing and 5 is strongly agreeing. There is one question with a yes/no answer, one question 

with a 1 to 10 rating, and 4 demographic questions.  

This entire process of data collection and analysis comes up against some methodological 

restrictions, one of which is the fact that a non-probabilistic sample is used since, as presented by 

Olsen (2015), this choice cannot be called sampling but selection since it is not used randomly, but 

chosen for convenience (Olsen, 2015; Vergara, 2015). This sample option decreases the possibility 

of generalizing the results found, restricting itself only to situations analogous to those found in the 

sample collected, because it may contain, in its constitution, a bias due to the type of individuals 

chosen for the sample (Olsen, 2015). 

Another methodological constraint is linked to the method of analysis chosen, 

understanding that there are several other methods available for analysis but that not all fit 



 

 
 

 

perfectly with the purpose of the research, which is to test and validate a new hypothetical model 

for measuring the impact of spirituality on workplace satisfaction (Petrosko & Alagaraja, 2017; 

Kline, 2016). 

 

RESULTS 

The data used in this survey was collected from June 2019, with 3,140 e-mails sent and 549 

responses received. All the rows of answers in the spreadsheet were complete because of the use 

of a lock in the questionnaire that did not allow the option to send with unanswered questions. 

This lock was not placed on demographic issues as it was understood that these were not essential 

to the analysis of the hypothetical model proposed. 

The age distribution of the sample, with a higher number of respondents in the 49 to 58 age 

group, added to those over 59, representing 53.83%, or more than half of the sample. The 

distribution of the sample between women (37.04%) and men (62.96%) shows that there was a 

concentration of almost twice as many men. This difference is concentrated in the younger age 

groups. The age distribution of the sample is aligned with the population of employees of the 

public company surveyed, showing uniformity in the sample distribution. 

 

Confirmatory analysis of the hypothetical SJS model. 

 

For the analysis of the results, we will initially discuss the measurement model. 

 

Figure 2: Complete model of confirmatory factor analysis hypothetical model SJS 

 

 

 

 

 

 

 

 

 

 

 

The test of the SJS 

scale measurement model 

showed significance in the “p-

value” at 1% in all analyzed 

constructions, and the load 

signals are all in accordance 

with the indications presented 

by the theory on which the 

model was based. 



 

 
 

 

Table 1: Factorial loads of the hypothetical Table 2: Covariance between the 

model SJS                                                                constructs of the hypothetical SJS model 

 

 

The internal consistency of the model was measured by Cronbach's alpha and 

composite reliability. Both showed satisfactory results. 

 

Table 3: Indices validating the internal consistency of the hypothetical model SJS 

 

 

The convergent validity of the scale was evaluated with the AVE index and presented 

satisfactory values. 

 

Table 4: Convergent validity indices of the hypothetical model SJS 

 



 

 
 

 

The discriminant validity of the scale was evaluated by the cross-load method and was valid 

for all items. However, in the Fornell and Larcker test (1981) it was identified that cross loads in 

S1, S2 and S3 constructions had high correlations with each other. This finding indicates the 

existence of a second-order variable (Bido & Silva, 2019; Cohen et al. 2003, p. 75-78). 

 

Table 5: Indices assessing the discriminatory validity of the hypothetical model SJS 

 

The discriminant validity of the scale was evaluated by the cross-load method and was valid 

for all items. However, in the Fornell and Larcker test (1981) it was identified that cross loads in 

S1, S2 and S3 constructions had high correlations with each other. This finding indicates the 

existence of a second-order variable (Bido & Silva, 2019; Cohen et al. 2003, p. 75-78). 

 

Table 6: Indices assessing the discriminatory validity of the hypothetical model SJS 

 

 



 

 
 

 

All indicators of the structural model are above the proposed minimum limits, showing that 

the scale is valid for all items tested. 

Table 7: Global adjustment indices of confirmatory factor analysis of hypothetical model 

SJS 

 

 

 

Confirmatory analysis of the SJS structural model 

 

The modeling of structural equations based on the covariance matrix was used for 

the confirmatory factor and structural analysis of the SJS scale developed from the 

theoretical review. The software used in the aforementioned analysis was AMOS 20. 

 

 



 

 
 

 

Table 8: Regression indices for model SJS                               Table 9: Structural relationship  

   indices for model  SJS  

 

All the indicators of the structural model are above the minimum limits proposed, showing 

that there is consistency in the hypothetical model of the impact of spirituality on satisfaction. 

 

Table 10: Global adjustment indices of the hypothetical SJS model 

 

 

 

CONCLUSIONS 

The association between spirituality and satisfaction in the workplace is becoming an 

increasingly studied theme (Karakas, 2010; Neal, 2018). After Gardner’s studies (1994) 

demonstrated that human intelligence is formed by different types of intelligence, the studies on 

spiritual intelligence, within the scope of existential intelligence, have been gaining increasingly 

more adepts around the world (Neal, 2018). In addition to this knowledge development effort, the 

main objective proposed in this research is to verify whether workplace spirituality influences job 

satisfaction among Brazilian public sector employees. To achieve the main objective, the 

Spirituality (Liu & Robertoson, 2011) and EST (Siqueira, 2008) scales were tested and obtained 

satisfactory results in several indices required by the theory (Hair, 2010; Hair et al., 2014; Hair, 

Gabriel & Patel, 2014). However, it is worth noting that the spirituality scale (Liu & Robertson, 

2011) presented a high value for the CMIN/DF index of 4,427 when tested individually, which 

indicates that the scale did not adjust accurately but only acceptable. The index indicates that 

value up to 2 has an excellent adjustment, 2 to 3 being a good adjustment, and 3 to 5 being an 

acceptable adjustment (Bentler & Bonnet, 1980). 

The hypothetical model for evaluating the impact of spirituality on job satisfaction (SJS), 

formed by the juxtaposition of the scales spirituality (Liu & Robertson, 2011) and EST (Siqueira, 



 

 
 

 

2008), was globally evaluated, and all its rates were satisfactory for the required standards (Hair, 

2010; Hair et al., 2014; Hair, Gabriel & Patel, 2014). In fact, the hypotheses H1 to H5 were not 

refuted, indicating that spirituality has a moderate to good impact on the various constructs that 

form satisfaction, R² between 16.6% and 38.6%, as shown in table 9. 

Another issue to be addressed is that during the evaluation of the results obtained in the 

AFC of the latent variables (LVs) of the measurement model (table 6), it was identified that there 

was a multicollinearity among the constructs that formed the spirituality, and that if used as LVs 

in the hypothetical model, would cause the exchange of signals in the final result. Its factor loads 

were high in all the relations between the constructs (highlighted in red in Table 6), causing 

suppression as a symptom of this multicollinearity. This happened even though the correlation 

between the LVs and dependent variables (RV) was positive. To correct the problem, spirituality 

was used as a second-order variable (Bido & Silva, 2019; Cohen et al. 2003, p. 75-78), with the 

formative constructs of spirituality as part of the measurement model, as indicators of this second-

order variable. This procedure solved the problem of multicollinearity and stabilized the results, 

no longer distorting them through suppression.  

With the analysis of the results obtained in the hypothetical model, it was identified that 

spirituality has a greater impact on satisfaction with the nature of work, a finding in line with the 

theory exposed so far, and confirms the trend observed during the construction of the theoretical 

framework in which a large part of the models involving spirituality and satisfaction in the 

workplace has satisfaction with the nature of tasks as part of the model (Neal, 2018). In this 

relationship, an increase in the level of spirituality causes an increase in satisfaction with the 

execution of tasks as predicted by the theoretical review (Duffy, 2010; Garg, 2017; Milliman, 

Czaplewski and Ferguson, 2003; Mitroff and Denton, 1999; Neubert and Halbesleben, 2015; 

Rego & Cunha, 2008). This finding is anchored in the fact that spirituality acts directly on the 

perception of meaning in the tasks performed by individuals (Duchon & Powman, 2005; Duffy, 

2010; Rego & Cunha, 2008), generating well-being in the performance of the proposed work 

(Garg, 2017) and employee engagement (Milliman, Czaplewski & Ferguson, 2003). An important 

factor in this finding is that this engagement happens even when the task is unpleasant (Neubert 

& Halbesleben, 2015) because the person becomes more tolerant of error and less prone to stress 

(Mitroff & Denton, 1999). This happens because the performer of the task starts to see it as a call 

(Neubert & Halbesleben, 2015) and as a way to please God; doing his or her work is a 

demonstration of his or her connection with the sacred and is part of his or her worship of God 

(Dyck, 2014; Weber, 2004). 

This idea of interconnection with the sacred is the basis of the construction of spirituality, 

a concept complemented by the interconnection of human beings with nature and other living 

beings (Liu & Robertson, 2011). Consequently, having a connection with the sacred shapes the 

way a person builds his or her inner self. This is done in a more relational way because the basis 

of his or her construction is established in the relationship with something or someone greater 

than himself or herself. Such a relationship is shaped by experience and interpreted by theology 

(Tracey, 1975). With this premise, the relationship takes place in the form of gratitude, respect, 

and veneration of the other, of the external, and not as an apology for the “Nietzschean” hedonism, 

individualistic and self-centered. 

This form of identification of the self is reinforced by the results presented here, as 



 

 
 

 

demonstrated by the hypothesis that had the second-highest R² (22%), the impact of spirituality 

on satisfaction with colleagues, this percentage being significant for behavioral influence. This 

result demonstrates spirituality playing a role in intensifying the vision of interdependence, 

collectivity and social reinforcement, both by cushioning competition and strengthening 

cooperation (Brewer & Kramer, 1985; Messick & Mackie, 1989; Liu & Robertson, 2011; Tajfel, 

1982). This vision is aligned with modern theories of building satisfaction in the relationship with 

colleagues (Judge et al., 2017), where this relationship is given by interdependence and 

cooperation, concepts reinforced here. 

Starting from the analysis of the theoretical contribution achieved by this research, we 

identify the construction and validation of a hypothetical model that estimates the impact of 

spirituality on workplace satisfaction; the expansion of theoretical models to account for more 

dimensions of performance is considered an important contribution (Carpini, Parker & Griffin, 

2017). Understanding the sociological impacts of the development of existential intelligence 

based on the spirituality of individuals and evaluating this impact from a robust model that is easy 

to apply and measure is also an important contribution to theory (Petrosko & Alagaraja, 2017; 

Miller, 2015). 

As a practical contribution, the SJS model presents the possibility to identify new elements, 

such as existential intelligence, that impact employee satisfaction. This generates information that 

can be used in constructing programs for personal development and employee growth. It does not 

limit the search for profit but aims at both personal and professional growth inside and outside the 

workplace (Bettega, 2013; Schreiner, Gonsalves & Roth, 2019). This growth suggests an increase 

in overall employee satisfaction, which may generate gains in well-being, engagement, and 

commitment, thus improving performance (Judge et al., 2001). Spirituality, operating as existential 

intelligence (Gardner, 1994), can be treated as new intelligence, incorporating the analysis of the 

development needs of employees (Gardner, 1994, Neal, 2018). This expended look in the search 

for team development, as in the SJS model, is a tool for identifying and measuring the impact 

spirituality has on satisfaction in the workplace. 

Finally, one of the limitations of this study was that the sample was formed only of 

employees of a single public company, representing a tiny portion of the universe of public 

employees and Brazilian workers. In addition, the sample is composed of employees mostly living 

in Rio de Janeiro, which directly impacted the distribution of the demographic indices of the 

sample compared to the national demographic indices, generating a regional bias in the sample. 

As a suggestion, the replication of this study in public and private companies in the most 

distinct segments of economic activity is inserted. Another important suggestion may be 

qualitative research, mainly with the spirituality scale, to achieve greater adaptability to the 

Brazilian reality, thus producing better rates of adjustment. It is also feared that the samples must 

be random, as in this case, a greater generalization of results would be possible. It is also suggested 

to compare the results in different age groups because depending on the generation to which the 

individual belongs, it is possible to obtain a different perspective for the meaning of spirituality, 

altering its impact on job satisfaction.   
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