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Abstract

Workplace spirituality has emerged as an important area of organizational behavior, as employees increasingly seek
meaning, purpose, a sense of belonging, personal values, and positive relationships in their working lives. Organizational
Citizenship Behavior (OCB) refers to voluntary and discretionary employee behaviors that contribute to organizational
effectiveness beyond formal job requirements. This theoretical paper examines the relationship between workplace
spirituality and OCB and develops an integrated conceptual framework. The study is based on a conceptual review of
existing literature and draws upon Social Exchange Theory, Self-Determination Theory, and Person—Organization Fit
Theory. The proposed framework suggests that workplace spirituality may encourage OCB by creating meaningful work
experiences, strengthening interpersonal relationships, enhancing organizational identification, supporting intrinsic
motivation, and promoting value congruence. Job satisfaction, organizational commitment, organizational identification,
psychological ownership, and intrinsic motivation are proposed as mediating mechanisms, while organizational culture,
leadership, and perceived organizational support may influence the relationship. The paper highlights research gaps and
concludes that workplace spirituality can promote voluntary, cooperative, and constructive employee behavior.

Keywords: Workplace Spirituality, Organizational Citizenship Behavior, Meaningful Work, Sense of Community,
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1.1 INTRODUCTION

Organizations depend on employees to perform their assigned duties, but organizational effectiveness cannot be achieved
through formal job responsibilities alone. Employees also perform voluntary behaviors that support colleagues and
contribute to the smooth functioning of the organization. These behaviors include helping co-workers, cooperating with
team members, showing courtesy, participating in organizational activities, protecting organizational resources, and
maintaining a positive attitude during difficult situations. Such voluntary behaviors are commonly referred to as
Organizational Citizenship Behavior (OCB). Organ (1988) defined OCB as discretionary behavior that is not directly
recognized by the formal reward system but contributes to the effective functioning of an organization. Podsakoff et al.
(2000) further explained that OCB includes several forms of positive employee behavior, such as helping behavior,
conscientiousness, sportsmanship, courtesy, and civic virtue.

In recent years, organizations have also become increasingly concerned with employees' psychological and social
experiences at work. Employees do not always seek only financial rewards and career advancement; they may also desire
meaningful work, positive relationships, personal values, belongingness, and a sense of purpose. This development has
increased interest in the concept of workplace spirituality. Ashmos and Duchon (2000) explained workplace spirituality
in terms of employees' inner life, meaningful work, and a sense of community. Similarly, Milliman et al. (2003) identified
Author(s). This work is peer-reviewed, openly published, and permanently archived

This article is openly accessible and reusable with proper attribution.
https://ijsmt.org/ , Email: editor@ijsmt.org 1



https://ijsmt.org/
mailto:editor@ijsmt.org

€40 International Journal of Science, Strategic Management and Technology A [—
e Volume 02 Issue 10 October-2026 | ISSN: 3108-1762 (Online) | Impact Factor: 3.8
DY An International, Peer-Reviewed, Open Access Scholarly Journal Indexed in recognized academic databases

meaningful work, sense of community, and alignment with organizational values as important dimensions of workplace
spirituality.

Workplace spirituality may influence how employees behave toward their colleagues and organizations. When
employees consider their work meaningful, they may become more involved and motivated. A strong sense of
community may encourage employees to support and help their colleagues, while alignment between personal and
organizational values may strengthen organizational identification and commitment. These experiences may therefore
encourage employees to perform behaviors beyond their formal job requirements.

The relationship between workplace spirituality and OCB can be explained through several theoretical perspectives.
Social Exchange Theory suggests that employees may respond to positive workplace experiences by reciprocating
through positive behaviors (Blau, 1964). Self-Determination Theory emphasizes the importance of meaningfulness,
autonomy, and relatedness in developing intrinsic motivation (Deci & Ryan, 2000). Person—Organization Fit Theory
suggests that compatibility between employee and organizational values can influence employee attitudes and behaviors
(Kristof, 1996).

Although previous studies have examined workplace spirituality and positive employee outcomes, there is a need for
greater theoretical integration explaining how workplace spirituality may encourage OCB. Therefore, this paper
develops a conceptual framework that links workplace spirituality to OCB through psychological and organizational
mechanisms. The paper also highlights potential mediating factors, including job satisfaction, organizational
commitment, organizational identification, and intrinsic motivation. The framework provides a basis for future empirical
research on how meaningful and value-based workplaces can encourage voluntary, cooperative, and constructive
employee behavior.

2. Review of Literature

The relationship between workplace spirituality and employee behavior has received increasing attention in
organizational behavior research. Workplace spirituality generally refers to employees’ experience of meaning, purpose,
connection, and values in their work environment. It is different from formal religion because it does not necessarily
involve religious beliefs or practices. Ashmos and Duchon (2000) conceptualized workplace spirituality around three
important elements: the recognition of employees’ inner lives, meaningful work, and a sense of community. Their work
provided an important foundation for understanding spirituality as a workplace phenomenon.

Milliman et al. (2003) further developed the concept by examining three major dimensions of workplace spirituality:
meaningful work, sense of community, and alignment with organizational values. Their findings indicated that these
dimensions were associated with positive employee attitudes. Meaningful work can provide employees with a stronger
sense of purpose, while a sense of community can strengthen relationships among employees. Alignment with
organizational values may create greater compatibility between employees and their organizations.

Organizational Citizenship Behavior (OCB) represents another important area of organizational research. Organ (1988)
described OCB as discretionary behavior that goes beyond formal job requirements and contributes to organizational
functioning. Podsakoff et al. (2000) reviewed the extensive OCB literature and identified major forms of citizenship
behavior, including altruism, conscientiousness, courtesy, sportsmanship, and civic virtue. Such behaviors can improve
cooperation, interpersonal relationships, and the overall social functioning of organizations.

The connection between workplace spirituality and OCB can be explained through several theoretical perspectives.
Social Exchange Theory proposed by Blau (1964) suggests that employees tend to reciprocate favorable treatment and
positive experiences. Therefore, when employees experience a supportive and meaningful workplace, they may respond
by helping colleagues and contributing beyond their formal responsibilities. Self-Determination Theory also provides
an explanation because meaningful work and positive social relationships can strengthen employees’ intrinsic motivation
(Deci & Ryan, 2000). Employees who feel internally motivated may be more willing to engage in discretionary
behaviors.
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Person—Organization Fit Theory provides another explanation. Kristof (1996) argued that compatibility between
individuals and organizations can influence employee attitudes and behavior. When employees perceive that their
personal values are consistent with organizational values, they may develop stronger organizational identification and
commitment. These positive psychological states can encourage citizenship behaviors.

Empirical research has also linked workplace spirituality with positive employee outcomes. Rego and Cunha (2008)
reported that workplace spirituality was associated with organizational commitment and employee well-being. Benefiel
et al. (2014), through a review of workplace spirituality research, highlighted its relevance to employee attitudes,
relationships, and organizational outcomes. Similarly, Petchsawang and Duchon (2012) developed a measure of
workplace spirituality and demonstrated its relevance to employee-related outcomes.

Despite these contributions, the literature still requires greater integration of the mechanisms through which workplace
spirituality may influence OCB. In particular, job satisfaction, organizational commitment, organizational identification,
psychological ownership, and intrinsic motivation may help explain this relationship. Further research is also needed
across different cultural settings and organizational sectors. Therefore, the present paper proposes that workplace
spirituality can act as an important behavioral resource that encourages employees to demonstrate voluntary, cooperative,
and constructive citizenship behaviors.
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3. Research Methodology

The present study adopts a conceptual and theoretical research design to examine the relationship between workplace
spirituality and Organizational Citizenship Behavior (OCB). The study is based entirely on secondary sources and does
not involve primary data collection, questionnaires, interviews, or statistical testing.

Relevant academic literature was reviewed from established research studies, books, and scholarly publications related
to workplace spirituality, OCB, employee behavior, and organizational psychology. The literature was examined to
identify major concepts, dimensions, theoretical explanations, relationships, and research gaps. Particular attention was
given to studies discussing meaningful work, sense of community, inner life, organizational values, employee
motivation, commitment, identification, and citizenship behavior.

The conceptual framework was developed by integrating three theoretical perspectives: Social Exchange Theory, Self-
Determination Theory, and Person—Organization Fit Theory. Social Exchange Theory explains how positive workplace
experiences may encourage employees to reciprocate through supportive behaviors. Self-Determination Theory explains
the role of meaningfulness, relatedness, and intrinsic motivation in employee behavior. Person—Organization Fit Theory
explains how compatibility between individual and organizational values may influence positive workplace attitudes
and behaviors.

Workplace spirituality was considered through four major dimensions: meaningful work, sense of community, inner life,
and alignment with organizational values. OCB was examined through five commonly discussed dimensions: altruism,
courtesy, conscientiousness, sportsmanship, and civic virtue.

The reviewed literature was synthesized thematically to develop an integrated conceptual framework. Potential
mediating mechanisms, including job satisfaction, organizational commitment, organizational identification,
psychological ownership, and intrinsic motivation, were also identified. Organizational culture, leadership, and
perceived organizational support were considered important contextual factors. The methodology therefore provides a
theoretical basis for explaining how workplace spirituality may contribute to voluntary and constructive employee
behavior.

4. Conceptual Results and Findings

The conceptual analysis indicates that workplace spirituality has the potential to encourage Organizational Citizenship
Behavior by creating positive psychological and social experiences for employees. The relationship is not necessarily
limited to a direct effect; rather, workplace spirituality may influence OCB through several underlying mechanisms.

First, meaningful work may encourage employees to perceive their jobs as valuable and purposeful. Employees who
find meaning in their work may demonstrate greater involvement and willingness to contribute beyond their formal
responsibilities.

Second, a strong sense of community can strengthen interpersonal relationships and mutual support. Employees who
feel connected to their colleagues may be more willing to assist others, cooperate with team members, and demonstrate
courtesy and altruistic behavior.

Third, alignment with organizational values may increase employees’ identification with the organization. When
personal values are compatible with organizational values, employees may develop stronger commitment and a greater
willingness to support organizational objectives.

Fourth, inner life may contribute to employees’ psychological well-being and internal sense of purpose. This may support
positive attitudes and encourage constructive workplace behavior.

The analysis further suggests that job satisfaction, organizational commitment, organizational identification,
psychological ownership, and intrinsic motivation may function as important mediating mechanisms. These mechanisms
can explain why employees experiencing workplace spirituality may be more likely to engage in OCB.
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The conceptual framework also indicates that leadership, organizational culture, and perceived organizational support
may strengthen or weaken the relationship. Supportive leaders and value-based organizational cultures may create
conditions in which workplace spirituality is more effectively translated into citizenship behavior.

Overall, the conceptual findings suggest that workplace spirituality can be considered a potential antecedent of OCB
and may contribute to a more cooperative, supportive, and socially responsible workplace.

5. Research Gap

Although workplace spirituality and Organizational Citizenship Behavior have received considerable academic
attention, several important gaps remain in the existing literature.

First, much of the existing research examines workplace spirituality in relation to outcomes such as job satisfaction,
organizational commitment, employee well-being, and work performance. Comparatively less attention has been given
to explaining how workplace spirituality specifically encourages discretionary citizenship behaviors.

Second, existing studies often examine the relationship between workplace spirituality and positive employee outcomes
without sufficiently explaining the psychological mechanisms through which the relationship occurs. There is therefore
a need to examine mediators such as job satisfaction, organizational commitment, organizational identification,
psychological ownership, and intrinsic motivation.

Third, there is limited theoretical integration between workplace spirituality and OCB. Social Exchange Theory, Self-
Determination Theory, and Person—Organization Fit Theory provide complementary explanations, but these perspectives
are not always integrated into a single conceptual framework.

Fourth, many studies have been conducted using cross-sectional research designs, which make it difficult to establish
how workplace spirituality and citizenship behavior develop over time. Longitudinal studies could provide stronger
evidence regarding the direction and development of these relationships.

Fifth, cultural and organizational differences require greater attention. Workplace spirituality may be understood
differently across countries, industries, organizational cultures, and employee groups. More research is therefore
required in emerging economies and culturally diverse workplaces.

Finally, researchers need to maintain a clear distinction between workplace spirituality and religion. Workplace
spirituality concerns meaning, purpose, connection, values, and inner experience and should not automatically be treated
as religious behavior.

These gaps provide a strong basis for future empirical research examining the proposed workplace spirituality—OCB
relationship across different organizational and cultural contexts.

6. Conclusion

The present conceptual study examined workplace spirituality as a potential driver of Organizational Citizenship
Behavior. The literature suggests that employees are influenced not only by financial rewards and formal organizational
policies but also by their experiences of meaning, purpose, belongingness, values, and interpersonal connection at work.

The proposed framework indicates that workplace spirituality, particularly through meaningful work, sense of
community, inner life, and alignment with organizational values, may encourage employees to perform behaviors beyond
their formal job responsibilities. Such behaviors include helping colleagues, demonstrating courtesy, maintaining
conscientiousness, tolerating temporary difficulties, and participating constructively in organizational activities.

The integration of Social Exchange Theory, Self-Determination Theory, and Person—Organization Fit Theory provides
a broader explanation of this relationship. Positive workplace experiences may generate reciprocal behavior, meaningful
work may strengthen intrinsic motivation, and value congruence may increase organizational identification and
commitment.
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The study also highlights the possible roles of job satisfaction, organizational commitment, organizational identification,
psychological ownership, and intrinsic motivation as mediating mechanisms. Leadership, organizational culture, and
perceived organizational support may further shape the relationship.

Overall, workplace spirituality should not be viewed only as an approach to employee well-being. It can also be
considered a potential organizational resource for encouraging voluntary, cooperative, and constructive employee
behavior. Future empirical studies should test the proposed framework using longitudinal and cross-cultural designs and
examine the proposed mediating and moderating mechanisms. Such research can provide stronger evidence regarding
how meaningful and value-based workplaces contribute to positive organizational behavior.
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