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ABSTRACT
The local hotel industry in Malaysia is undergoing a challenging time due to
the competition from other hospitality service providers. Since 2015, the hotel
occupancy rate shows a decline from the previous years due to more competition
from Airbnb lodgings, guesthouses and homestays. In this instance, hotels try to
mitigate the competition risk by offering services, facilities and amenities that has
always been a trademark of the establishment. As such, keeping well-trained
employees is vital in ensuring the well-being of the organization. Due to intangibility
characteristics of the service industry, it is vital for organizations to understand the
factors that could affect the work performance of their employees. Therefore, in
subsequent to the findings of the previous researches, this study explores the
relationships between four variables; spiritual intelligence, emotional intelligence,
job stress and job satisfaction amongst the hotel managers in Malaysia. A total of 352
managers of 4-star and 5-star hotels in Malaysia participated in this study. Data were
collected through self-administered survey questionnaires. Descriptive statistics,
reliability analysis and multiple regression analyses were used in the data analysis.
According to the empirical analytic results, Spiritual Intelligence is the most
significant influence on job satisfaction. On the other hand, emotional intelligence
indicated that it did not make any contribution to job satisfaction. However,
regressions analyses of this study revealed that job stress mediated the relationship
between spiritual intelligence and job satisfaction given that each dimensions of
spiritual intelligence were found to be fully mediated by job stress. From the study,
one can have a greater understanding of to what extent spiritual intelligence and
emotional intelligence can contribute to job stress and how job satisfaction could also
be affected.
ii

APPROVAL PAGE

I certify that I have supervised / read this study and that in my opinion it conforms to
acceptable standards of scholarly presentation and is fully adequate, in quality and
scope, as a thesis for the fulfilment of the requirements for the degree of Doctor of
Philosophy.

Prof Dr Abdul Razak Ibrahim
Director of Quality
Al Madinah International University
Supervisor

Examination Committee:

Prof Dr Mohmad Yazam Sharif
Vice Chancellor Academic & Research
Asia Metropolitan University
Examiner

Prof Dr Wan Khairuzzaman Wan Ismail
Sulaiman Al-Rajhi School of Business
Sulaiman Al-Rajhi Colleges
Examiner

Prof Dr Zambri Jaafar
Academic Fellow, School of Management
Asia e University
Examiner

Prof Dr Siow Heng Loke
Dean, School of Graduate Studies
Asia e University
Chairman, Examination Committee

This thesis is submitted to Asia e University and is accepted as fulfilment of the
requirements for the degree of Doctor of Philosophy.

Prof Dr Juhary bin Ali
Dean, School of Management
Asia e University

Prof Dr Siow Heng Loke
Dean, School of Graduate Studies
Asia e University
iii

DECLARATION

I hereby declare that the thesis submitted in fulfilment of the PhD degree is my own
work and that all contributions from any other persons or sources are properly and
duly cited. I further declare that the material has not been submitted either in whole
or in part, for a degree at this or any other university. In making this declaration, I
understand and acknowledge any breaches in this declaration constitute academic
misconduct, which may result in my expulsion from the programme and/or exclusion
from the award of the degree.

Name: Farah Liyana Bustamam

Signature of Candidate:

Date: February 2020

iv

Copyright by Asia e University

ACKNOWLEDGEMENT

First and foremost, my deepest gratitude to Allah for the providence written upon me
on this path. The One and Only that I turned to, who made me felt at ease when I
could barely see the light at the end of the tunnel.

Secondly, my heartfelt appreciation goes to my supervisor, Prof Dr Abdul Razak
Ibrahim for his valuable guidance, encouragement and endless support throughout
this remarkable journey. Thank you for the effort and time spent in making this thesis
a successful reality though we are thousands mile apart!

A special thank you to my husband, Fakhrul Zaman Abdullah, who has set the
utmost benchmark and has always been an inspiration for me in pursuing this
doctorate degree. He, who has been the most loyal supporter, the backbone and
certainly the shoulder to cry on for this cause I ventured, was the truest hero! Thank
you for keeping the household intact while I was away in my own world.

Last but not least, I wish to thank my family and friends for their infinite prayers as
well as those who have been directly or indirectly involved in this journey of mine. I
hope that each and every one of you is blessed in ways that you ever dreamed of.
Thank you, from the bottom of my heart.

vi

TABLE OF CONTENTS

ABSTRACT

ii

APPROVAL PAGE

iii

DECLARATION

iv

ACKNOWLEDGEMENT

vi

TABLE OF CONTENTS

vii

LIST OF TABLES

xii

LIST OF FIGURES

xv

LIST OF ABBREVIATIONS

xvii

CHAPTER 1
1.0 INTRODUCTION

1

1.1

Background

1

1.2

Problem Statement

3

1.3

Research Objectives

10

1.4

Research Questions

11

1.5

Hypotheses

11

1.6

Significance of the Study

13

1.7

Definition of key terms

14

CHAPTER 2
2.0 LITERATURE REVIEW

16

2.1

Introduction

16

2.2

The Evolution of Management Theory

16

2.2.1

The Classical Approach

19
vii

2.2.2

The Human Resource Approach

19

2.2.3

The Quantitative Approach

19

2.2.4

The Systems Perspective

20

2.2.5

The Contingency Approach

20

2.2.6

The Information Technology Approach

21

2.3

Theoretical Underpinning

22

2.4

Human Resource (HR) and the Resource-Based View (RBV) of the Firm 24

2.4.1
Applying the Resource Based View (RBV) to Strategic Human
Resource Management (SHRM)

26

2.4.2
Resource Based View (RBV) and Strategic Human Resource
Management (SHRM) Theory

27

2.4.3
Resource Based View (RBV) and Empirical Strategic Human Research
Management (SHRM) Research
33
2.5

Independent Variables

36

2.5.1

Spiritual Intelligence (SI)

36

2.5.2

Emotional Intelligence (EI)

57

2.5.3

Job Stress (S)

79

2.5.4

Job Satisfaction (JS)

100

2.6

Relationships between Spiritual Intelligence and Job Satisfaction

106

2.7

Relationships between Emotional Intelligence and Job Satisfaction

107

2.8

Relationships between Job Stress and Job Satisfaction

108

2.9

Relationships between Spiritual Intelligence and Job Stress

110

2.10

Relationship between Emotional Intelligence and Job Stress

113

2.11

Theoretical framework

114

2.12

Summary

116

CHAPTER 3
3.0 RESEARCH METHODOLOGY

118

viii

3.1

Introduction

118

3.2

Philosophy Background

119

3.2.1

Philosophy of research orientation

119

3.2.2

Approach to study

120

3.3

Research Design

121

3.4

Research Framework

122

3.5

Hypothesized Research Model

124

3.6

Hypotheses Development

128

3.6.1

Relationships between Spiritual Intelligence and Job Satisfaction

129

3.6.2
Relationships between Emotional Intelligence (EI) and Job
Satisfaction

130

3.6.3

132

Relationships between Job Stress and Job Satisfaction

3.6.4
The Relationship between Spiritual Intelligence, Job Stress and Job
Satisfaction
134
3.6.5
The Relationship between Emotional Intelligence, Job Stress and Job
Satisfaction
135
3.7

Sample and Sampling Procedures

136

3.8

Questionnaire Development

139

3.8.1

Survey Questionnaire Design

139

3.8.2

Survey Questionnaire Validation

140

3.9

Data Collection Procedure

141

3.10

Measurement Instrument

142

3.10.1

Spiritual Intelligence (SI)

143

3.10.2

Emotional Intelligence (EI)

147

3.10.3

Job Stress (S)

149

3.10.4

Job Satisfaction (JS)

151

3.11

Method of Survey

156

3.12

Pilot Test

158

ix

3.13

Summary

160

CHAPTER 4
4.0 DATA ANALYSES

161

4.1

Introduction

161

4.2

Response Rate

161

4.3

Data Cleaning

162

4.3.1

Detection of Outliers

163

4.4

Respondent’s Demographic Profile

163

4.5

Normality Test

174

4.6

Reliability Analysis

175

4.7
Descriptive Analysis of the Overall Mean Score and Standards Deviation on
each Variable
177
4.7.1

Descriptive analysis of the Spiritual Intelligence

178

4.7.2

Descriptive analysis of the Emotional Intelligence

184

4.8

Hierarchical Multiple Regression

193

4.8.1

Regressions Analysis of Spiritual Intelligence on Job Satisfaction

4.8.2

Regressions Analysis of Emotional Intelligence on Job Satisfaction 195

4.8.3

Regressions Analysis of Job Stress on Job Satisfaction

197

4.8.4

Test for mediation

199

4.9

Summary of Findings

194

208

CHAPTER 5
5.0 FINDINGS AND DISCUSSION

212

5.1

Introduction

212

5.2

Recapitulation of the Study Findings

212

5.3

Discussion

212

x

5.3.1

Spiritual intelligence and its relation to job satisfaction

213

5.3.2

Emotional intelligence and its relation to job satisfaction

215

5.3.3

The effect of job stress and job satisfaction

216

5.3.4

Job stress mediating spiritual intelligence and job satisfaction

218

5.3.5

Job stress mediating emotional intelligence and job satisfaction

220

CHAPTER 6
6.0 CONCLUSION AND RECOMMENDATION

222

6.1

Introduction

222

6.2

Implications of the Study

223

6.3

Limitations and Recommendations for Future Research

225

6.4

Conclusion

226

REFERENCES

227

xi

LIST OF TABLES
Table

Page

2.1 Type of Stress Assessments

99

3.1 Direct Relationship – Hypotheses 1

125

3.2 Direct Relationship – Hypotheses 2

126

3.3 Direct Relationship – Hypotheses 3

126

3.4 Indirect Relationship – Hypotheses 4

127

3.5 Indirect Relationship – Hypotheses 5

127

3.6 Table for determining sample size from a given population
Krejcie and Morgan (1970)

138

3.7 Table for determining sample size from a given population
Isaac and Michael (1981) and Smith (1983)

138

3.8 Measurement Items for Critical Existential Thinking of
Spiritual Intelligence

144

3.9 Measurement Items for Personal Meaning Production of
Spiritual Intelligence

144

3.10 Measurement Items for Conscious State Expansion of
Spiritual Intelligence

145

3.11 Measurement Items for Transcendental Awareness of
Spiritual Intelligence

146

3.12 Measurement Items for Self-emotion Appraisal of
Emotional Intelligence

147

3.13 Measurement Items for Emotional Appraisal of Others of
Emotional Intelligence

147

3.14 Measurement Items for Use of Emotion of Emotional Intelligence

148

3.15 Measurement Items for Regulation of Emotion of
Emotional Intelligence

149

3.16 Measurement Items for Role Conflict of Job Stress

150

3.17 Measurement Items for Role Ambiguity of Job Stress

150

3.18 Measurement Items for Job Satisfaction

151

3.19 Measurement Items for Pay of Job Satisfaction

152

3.20 Measurement Items for Promotion of Job Satisfaction

153

xii

3.21 Measurement Items for Supervision of Job Satisfaction

153

3.22 Measurement Items for Fringe benefits of Job Satisfaction

153

3.23 Measurement Items for Contingent rewards of Job Satisfaction

154

3.24 Measurement Items for Operating procedure of Job Satisfaction

154

3.25 Measurement Items for Co-workers of Job Satisfaction

154

3.26 Measurement Items for Nature of work of Job Satisfaction

155

3.27 Measurement Items for Communication of Job Satisfaction

155

4.1 Description of Respondent’s Profile

164

4.2 Skewness and Kurtosis Analysis

174

4.3 Cronbach’s alpha coefficient of study variables

176

4.4 Overall Mean Score and Standard Deviation of each Variable

178

4.5 Overall Descriptive Analyses for Independent Variable
Spiritual Intelligence

179

4.6 Descriptive Analysis for Independent Variable
Spiritual Intelligence 1 (Critical Existential Thinking)

179

4.7 Descriptive Analysis for Independent Variable
Spiritual Intelligence 2 (Personal Meaning Production)

180

4.8 Descriptive Analysis for Independent Variable
Spiritual Intelligence 3 (Conscious State Expansion)

181

4.9 Descriptive Analysis for Independent Variable
Spiritual Intelligence 4 (Transcendental Awareness)

183

4.10 Overall Descriptive Analyses for Independent Variable
Emotional Intelligence

184

4.11 Descriptive Analysis for Independent Variable
Emotional Intelligence 1 (Self-Emotion Appraisal)

185

4.12 Descriptive Analysis for Independent Variable
Emotional Intelligence 2 (Emotional Appraisal of Others)

186

4.13 Descriptive Analysis for Independent Variable
Emotional Intelligence 3 (Use of Emotion)

187

4.14 Descriptive Analysis for Independent Variable
Emotional Intelligence 4 (Regulation of Emotion)
4.15 Overall Descriptive Analysis for Mediating Variable Job Stress

188
189

4.16 Overall Descriptive Analysis for Mediating Variable Job Stress
(Role Conflict)

190
xiii

4.17 Overall Descriptive Analysis for Mediating Variable Job Stress
(Role Ambiguity)

191

4.18 Overall Descriptive Analyses for Dependent Variable
Job Satisfaction

192

4.19 Summary of the Relationship between Spiritual Intelligence
and Job Satisfaction

194

4.20 Summary of the Relationship between Emotional Intelligence
and Job Satisfaction

196

4.21 Summary of the Relationship between Job Stress and Job Satisfaction

198

4.22 Summary of the Mediation on Overall Job Stress in the Relationship
between Spiritual Intelligence (CET) and Job Satisfaction

201

4.23 Summary of the Mediation on Overall Job Stress in the Relationship
between Spiritual Intelligence (PMP) and Job Satisfaction

202

4.24 Summary of the Mediation on Overall Job Stress in the Relationship
between Spiritual Intelligence (CSE) and Job Satisfaction

203

4.25 Summary of the Mediation on Overall Job Stress in the Relationship
between Spiritual Intelligence (TA) and Job Satisfaction

204

4.26 Summary of the Mediation on Overall Job Stress in the Relationship
between Emotional Intelligence (SEA) and Job Satisfaction

205

4.27 Summary of the Mediation on Overall Job Stress in the Relationship
between Emotional Intelligence (EAO) and Job Satisfaction

206

4.28 Summary of the Mediation on Overall Job Stress in the Relationship
between Emotional Intelligence (UOE) and Job Satisfaction

206

4.29 Summary of the Mediation on Overall Job Stress in the Relationship
between Emotional Intelligence (ROE) and Job Satisfaction

208

4.30 Summary of hypothesis testing

209

6.1 Summary of the results

223

xiv

LIST OF FIGURES
Figure

Page

2.1 The Management Theory Chart

18

2.2 Strategic Management Theories

24

2.3 Human Resource Architecture

30

2.4 Theoretical Framework

115

3.1 Flow of Study

118

3.2 Theoretical Framework

123

3.3 The Hypothesized Research Model

124

4.1 Distribution of job tenure

164

4.2 Distribution of organizational tenure

166

4.3 Department Name

167

4.4 Position Level

169

4.5 No of Subordinate

170

4.6 Distribution of education level

171

4.7 Distribution of race/ethnicity

172

4.8 Distribution of gender

172

4.9 Distribution of age

173

4.10 Distribution of marital status

174

4.11 The Mediation Model

199

xv

LIST OF ABBREVIATIONS
CET

Critical Existential Thinking

CSE

Conscious State Expansion

COR

Conservation of Resources

CWB

Counterproductive Work Behaviour

C&I

Competence & Innovation

D–C

Demand – Control

EAO

Emotion Appraisal of Others

ECI

Emotional Competence Inventory

EI

Emotional Intelligence

EQ

Emotional Quotient

EQ- i

Emotional Quotient Inventory

GAS

General Adaptation Syndrome

HIV

Human Immunodeficiency Virus

HR

Human Resource

HRD

Human Resource Development

HRM

Human Resource Management

IQ

Intelligent Quotient

ISIS

Integrated Spiritual Intelligence Scale

I/O

Industrial Organization

JDC

Job Demand Control

JDI

Job Descriptive Index

JS

Job Satisfaction

KM

Knowledge Management

M

Mean

xvi

MAH

Malaysia Association of Hotel

MOE

Managing Others’ Emotions

MSCEIT

Mayer, Salovey and Caruso Emotional Intelligence Test

N

Total population

NA

Negative Affectivity

NCAAA

National Collegiate Athletic Association

OB

Organizational Behaviour

PMP

Personal Meaning Production

RA

Role Ambiguity

RBV

Resource-Based View

RC

Role Conflict

ROE

Regulation of Emotion

S

Job Stress

SCM

Supply Chain Management

SD

Standard Deviation

SEA

Self Emotion Appraisal

SHRM

Strategic Human Resource Management

SI

Spiritual Intelligence

SISRI

Spiritual Intelligence Self Report Inventory

SM

Strategic Management

SPSS

Statistical Package for Social Science

TA

Transcendental Awareness

UOE

Use of Emotion

USA

United States of America

US

United States

xvii

CHAPTER 1
INTRODUCTION

1.1

Background
Job satisfaction bears a life-long place in happiness indication of an

employee. In many instances, being satisfied with one’s job indicates a happy worker
(www.themalaymailonline.com/malaysia, 2017). According to a survey in 2019 by
The Conference Board Job Satisfaction, only 54% of employees in the United States
(US) are satisfied with their current job. This number nonetheless was up three points
from the previous year and it has marked the second biggest improvement in the
survey’s thirty-two year history. In 2013, the percentage of workers satisfied with
their jobs was just 47.7%, well below the historical level of 61.1% in 1987, when the
survey was first initiated. The overall job satisfaction continues to improve from its
lowest point (42.6% in 2010), albeit at a disappointingly slow pace.
(http://www.conference-board.org)
A survey on Malaysian workers by JobStreet.com in 2012 has shown that
78% of the respondents claimed that they were unhappy with their current job. While
it is often perceived that the main reason many young talents leave a company is due
to the low salary, only 17% out of the 1,145 respondents quoted salary as the main
reason for influencing their unhappiness at their current job. Dissatisfaction with
their scope of work was the top reason many felt unhappy at work. Most of these unhappy employees said they felt that they have too much work or that their work is
predictable and boring. Another factor was also their poor relationship with their
immediate supervisor or boss.
1

The remaining 22% of the respondents who are currently happy at work
revealed the top three factors which influenced their happiness:
•

50% are enjoying their working experiences and working challenges

•

21% are happy with their bosses who appreciate and value their input

•

19% are enjoying their work because of their friendship with their colleagues

Overall, the employees agreed that the ultimate change in order to determine
their wellbeing at work would need to include opportunities for career development
and also work-life balance in the company. If the needs are not met, the majority
(62%) said they would find another job to restore their happiness at work. One
respondent said, “A company with strong management workflow that meets
customer demands, good colleagues who can help one another with office politics at
its minimum, and a good career opportunity is a pull factor for me to enjoy my job.”
(http://www.jobstreet.com.my/aboutus/malaysians-are-not-happy-at-work.htm).
Job satisfaction research studies at work have been one of the most studied
areas of research. Job satisfaction, from both an affective and cognitive perspective,
has been studied by the fields of psychology, organization and management since the
early 1930s (Brief & Weiss, 2002). Despite vast research on job satisfaction, there
was yet a general agreement regarding what job satisfaction is hence it represents one
of the most complex areas facing today’s managers (Aziri, 2011). Employees’
perspective on being satisfied towards their jobs takes more than having a good pay.
Other factors that have been identified to become major concern among employees
to achieve satisfaction include respect, trust, security, healthy environment and career
path. Having a satisfied workforce greatly affects organizations in terms of lower
turnover rate, higher productivity, increased profitability and employees’ loyalty.

2

War and Inceoglu (2012) defined satisfaction of employees as an emotional
condition of the individual about his/her position at work, and that the final effects of
his/her work depend on his/her satisfaction conveyed in terms of profit that the
employee creates. This definition focuses on the end result of the well-being of the
company. Whilst Locke’s (1969) definition of job satisfaction contained both a
cognitive aspect by the statement “an appraisal of one’s job” and the affective
statement with the words “emotional state” in the same sentence. It shows rational
appraisal about the degree a job can provide satisfaction from an outcome, and shows
that it can be a feeling held or received which is in the affective domain. This can be
measured by careful observation of employee’s opinions, feelings and experience
within the working environment (Vorina, Simonic & Vlasova, 2017).

1.2

Problem Statement
The local hotel industry in Malaysia is undergoing a challenging time due to

the competition from other hospitality service provider (www.thestar.com.my, 2016).
The occupancy of hotels in 2015 shows a decline from 66% to 54% compared to the
previous year, and that this is because there was more competition from Airbnb
lodgings, guesthouses and homestays. In this instance, hotels attempt to mitigate the
competitive risk by offering services, facilities and amenities that have always been a
trademark of the establishment. As such, keeping well-trained employees is vital in
ensuring the well-being of the organization.
Job satisfaction is one of the most widely discussed issues in organizational
behaviour, personnel and human resource management and organizational
management. In simple terms, it is the extent to which one feels good about the job.
Job satisfaction is about one’s feelings or state of mind toward the nature of their
3

work (Shamima Tasnim, 2006). Extensive study has shown that job satisfaction has
a direct impact on the performance of employees in different levels of the
profession and it is also related to employee motivation (Ostroff, 1992). Not only
that, a study from the American Sociological Association found that job-related
dissatisfaction experienced in an employee in their 20s and 30s, can lead to overall
health issues 10 to 20 years down the line (https://www.huffingtonpost.com, 2016).
Additionally, an empirical research by Fleischer, Khapova and Jansen (2014) from a
university in the Netherlands indicates the connection between the development of
employees' professional competences and the contribution of employees to their
employer's success.
According to Judge and Church (2000), people are more interested to work in
those companies and service organizations from where they attain mental
satisfaction. The study found that a politics-free work environment correlates
significantly to an organization's performance. Research studies across many years,
organizations, and types of jobs revealed that when employees are asked to evaluate
different facets of their job such as supervision, pay, promotion opportunities, coworkers, the nature of the work itself generally emerges as the most important job
facet (Judge & Church, 2000; Jurgensen, 1978).
The source of this job satisfaction not only arises from the job but also from
the other factors like work environment (both physical and social), relationship with
supervisors & peers, corporate culture and managerial style. These factors impact
differently on different people and in a working environment, gender differences
also influence the job satisfaction level. Herzberg, Mausner, Peterson, and Capwell
(1957) revealed that the evaluation on job attitudes between male and female
employees is of less interest than a study of the effects of the societal roles of male

4

and female employees on their attitudes toward jobs. They suggested that the job
attitudes of gender depend primarily on the same determinants, but that
determinants vary in the intensity of their effects.
Hulin and Smith (1964) maintained that if sources of correlated bias, such as
pay, job level, promotional opportunities, and societal norms, are held constant or
partially out, gender differences in job satisfaction will disappear, and they (Hulin
and Smith, 1965) caution investigators "to draw distinctions between male and
female.” With increased competition, the employee workload also augmented that
most of the time makes the employees and management unclear of their roles in the
organization. This factor eventually results in increased stress level (Mathur, Vigg,
Sandhar & Holani, 2007). In addition, job stressors tend to weaken effort-toperformance, performance-to-reward expectancies and thus commitment to the job
and organization (Tubre and Collins, 2000). Ross (1997) stated that work stress has
the potential to affect the performance of all levels of staff, ranging from senior
management to the young and newly employed. Individuals involved in shift work
often appear to have little time for non-work life commitments such as their health,
their families and friends, household and vehicle maintenance, relaxation and
hobbies. Prolonged working hours that are 12-hour shifts impose extra demands on
individuals in monitoring productivity and safety at work (Ognianova, Dalbokova,
& Stanchev, 1998) may lead to workers' increased levels of stress (Sardiwalla,
2003). It was found that there is a decreased in performance and increased
subjective fatigue after seven months of 12-hour shift work and only slight
improvement after 3.5 years of adaptation to this schedule (Rosa, 1991).
Furthermore, Harma (2006) has reported evidence that insufficient retrieval
from lack or disturbed sleep is a common pathway linking shift work and work
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stress with cardiovascular diseases. In addition, both shift-work and work-related
stress can impede the quality of social and family life. Shift-work and schedules that
involve night work, in particular, may limit both the quantity and quality of time
spent with the family and involvement in social activities (Demerouti, Bakker, &
Bulters, 2004). Similarly, work stress may reduce social contacts as individuals fail
to unwind and detach themselves from their work problems (Simon, Kummerling &
Hasselhorn, 2004). Many studies have shown that highly stressed working
environments are mostly resulted in elevating the case of absenteeism, tardiness and
workers’ intentions to leave the organization, all of which harm the bottom line
(McCunney, 1994).
Petchasawanga and Duchon (2012) believe that transformation can begin in
the workplace when an organization opens itself to the cultivation of their
employees’ spirituality. As such, it would mean addressing employees as a whole
human being in terms of their physical, mental, emotional, and spiritual needs
(Dehler and Welsh 2003). Research has shown that by addressing the spiritual side of
human experience, the organization helps reduce stress, enhance creativity, and
improve problem-solving skills (Tischler, Biberman and McKeage, 2002).
Organizations have found an increase in job satisfaction by focusing on the spiritual
qualities of meaningfulness and joy at work (Harung et al., 1996), enhanced job
involvement,

organizational

identification,

and

work

rewards

satisfaction

(Kolodinsky et al., 2008), greater honesty, trust, and commitment (Krishnakumar and
Neck, 2002), and even improvement in work performance (Duchon and Plowman,
2005). Thus, spirituality intelligence plays an important role in job satisfaction.
The concept of spirituality as a form of intelligence emerged from Gardner’s
(1983) theory of multiple intelligences. This theory suggests that intelligence is best
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