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ABSTRACT :This study was carried out to examine the relationship between leaders’ spiritual leadership,
employees’ spiritual well-being, job satisfaction and intention to leave of 160 employees of the shipping agency
companies in the East Coast of Peninsular Malaysia. A quantitative cross-sectional research design was
adopted to address the questions of the study. A numeration of the entire population or census was used for data
collection. The study employed aConfirmatory Factor Analysis, Structural Equation Modelling using PLS-SEM
approach to analyse the data. Based on the results of PLS-SEM tests, leaders’ spiritual leadership directly
influenced employee s spiritual well-being and job satisfaction, but negatively influenced intention to leave. Job
satisfaction also found to be negatively related to intention to leave. However, spiritual well-being was not
significantly related to intention to leave.
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l. INTRODUCTION

Spiritual matters are increasingly discussed in leadership and management literature (Fairholm, 2003,
p. 4), highlighting tangible benefits of spiritual approaches such as improved morale, the reduction of stress and
staff-turnover, improved net earnings and ultimately, a positive impact on share prices (Crossman, 2003). Some
researcher and scholars have argued that spirituality, the desire for meaningful work, and employee job
satisfaction are critical elements for future organizational life and social change in our society
(Giacalone&Jurkiewicz, 2003). Spiritual well-being has been studied in the context of other dimensions of
individual’s lives, to include emotional, psychological, and physical. Emmons (1999) presented findings that
positively linked spiritual well-being to faster recovery from illnesses, coping skills, reduced anxiety, and
overall life satisfaction.The development of spirituality in the workplace is believed to be linked with increased
morale (Leigh, 1997), increased honesty and trust in the organization, an enhanced sense of personal fulfilment
of employees (Krishnakumar& Neck, 2002). Empirical evidence demonstrating a relationship between spirit at
work and positive individual and organizational outcomes is beginning to emerge (Kinjerski, 2004). Negative
organizational outcomes surely affect the performance of organisations. The productivity of the employees
decreased as a result of declined personal well-being, more stress, poorer mental health, increased absences
from work, and decreased satisfaction with life and work (Duxbury & Higgins, 2002). Stress is to be one of the
strong factors to affect job satisfaction. When negative stress is continuously high, the employees job
satisfaction is low (Mullins,1996).

The consequences of negative employees outcomes are detrimental to the survival of the organisations.
Besides a decreased of productivity, many dissatisfied employees resort to quit their job and turnover costs
further shrink the organization’s profit. Kyle (2005) states that turnover rates for the 19th and 20th century
exceeded 300% for some organizations. Mehta &Srishti (2010) state that increasing attrition rates, high levels
stress and burn-outs are among the major indicators of degrading productivity of employees and believed due to
the nature of leadership and disposition of employees such as their levels of spiritual intelligence. The leaders
play important roles to bring success to organisations, but neglect the well-being of its employees. Leaders’
negative impact results in employees’ dissatisfaction, a decrease in commitment, performance, and productivity
(Udechukwu, 2009) and finally, seeing the employees leaving the organisations. Employees’ turnover is
therefore, influenced significantly by the treatment from organizational leaders (Udechukwu, 2009).

Research on the link between spirituality and individuals in organisations are drawing more interests to
scholars. Lean (2002) begins to relate the aspect of an individual’s spirituality to their work by describing
spirituality as “a mental disposition or attitude that embraces spirit as integral to one’s work, behavior, thinking,
and success.” Studies on the link between spirituality and organizational leadership; and the impact of
spirituality to employees outcomes such as absenteeism, productivity, turnover, ethicality, stress, and health are
growing and have become a central issue in current trend of spirituality studies (Fairholm, 1998; Fry, 2003;
Giacalone&Jurkiewicz, 2003).How spirituality impact the organizations and individuals; such as leaders and
followers (employees) are the main areas of empirical research which tend to highlight the importance of
spirituality in the workplace. This current research study was done with the purpose to investigate the
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relationship between leaders’ spiritual leadership and employees’ spiritual well-being and to examine its impact
to the job satisfaction and turnover intention of the employees.

1. LITERATURE REVIEW

2.1 Spiritual leadership

The theory of spiritual leadership is developed within an intrinsic motivation model that incorporates
vision, hope/faith, and altruistic love, theories of workplace spirituality, and spiritual well-being; where the
spiritual well-being variables are meaning/calling and membership (Fry et al., 2005). Fry et al. (2005) defined
spiritual leadership as “the values, attitudes, and behaviors that are necessary to intrinsically motivate one’s self
and others so that they have a sense of spiritual well-being through calling and membership”. Fry, Matherly and
Ouimet (2010) states that spiritual leadership is a predictor of employee commitment, psychological and
spiritual well-being and positive human health. Fry (2003) states that the effect of spiritual leadership in
establishing this sense of leader and follower spiritual well-being is to create value congruence across the
strategic, empowered team, and individual levels to, ultimately, foster higher levels of employee positive human
health, psychological and spiritual well-being, organizational commitment, productivity and, ultimately
organizational performance.Fehey (2007) explores the issues on how spiritual leadership capacities impact
human performance, and found that when organisations focus on soul expressiveness and spiritual leadership
capacities, the human capacities are suggestive of a direction that they will positively impact human
performance in the workplace. It is believed that the spiritual leadership elements are paramount to enhance the
motivational level of the employee. Spiritual leadership fosters spiritual well-being, which then positively
influences, employee life satisfaction, corporate responsibility, organizational commitment and productivity,
and financial performance (Fry & Slocum, 2008).

2.2 Spiritual well-being

In contemporary world, the term well-being is largely refers to the notions of positive human health
and psychological or subjective well-being (Fry et. al., 2005). Therefore, spiritual well-being can be explained
as the state of spiritual happiness, spiritual health and growth. In the literature, spiritual well-being has been
defined as “a sense of relatedness or connectedness to others, a provision for meaning and purpose in life, the
fostering of wellbeing (through a stress buffering effect), and having a belief in and a relationship with a power
higher than the self” (Hawks, Hull, Thalman, &Richins, 1995).Fry (2005) defined spiritual well-being as a “self
perceived state of the degree to which one feels a sense of purpose and direction”. Ellison (1983) explained that
spiritual well-being is continually developing and evolving and therefore can be manifested differently among
individuals. Ellison (1983) argued that for an individual experiencing spiritual well-being, there is a feeling of
purpose, meaning, fulfillment, and joy in living (p. 332).The idea of “meaning” suggested by Ellison is
supported in a similar context by Klerk (2005), who noted that the concept of “meaning in life” is the central
feature of spirituality and spiritual well-being (p. 66). Furthermore, Klerk noted that numerous studies have
associated well-being with other domains of life and the relationship appears to be bi-directional, suggesting a
“spillover” effect (p. 68). Horizontal spillover theory states that satisfaction with one life domain affects
satisfaction with other life domain (Wilensky (1960) cited in Lee, Sirgy, Efraty& Siegel,2003). Klerk (2005)
concluded, “A sense of meaning in their lives should have a direct effect on employees’ well-being in
organizations” (p. 83). Hence, it appears that an individual’s desire for meaningful work, connection to others,
and pursuit of the greater good, may influence job satisfaction or work wellness.Evidence indicates that job
satisfaction is strongly and consistently related to subjective well-being (Judge & Klinger, 2004).

2.3 Job Satisfaction

Job satisfaction is a critical construct because job dissatisfaction has been acknowledged as the single
most important reason people leave their job (Sturges& Guest, 2001).However, the actual aspects of job
satisfaction that caused people to leave their job are not specified and vary according to circumstances around
the people’s experience in the organisation. The level of job satisfaction is affected by a wide range of variables
relating to internal (situational) and external factors of the individual. Employee job satisfaction is influenced
by the internal organization environment, which includes organizational climate, leadership types and personnel
relationships (Seashore & Taber, 1975).Moreover, Armstrong (2003) suggested a classification into extrinsic
factors, intrinsic factors, social relationships in work place, individuals’ abilities to do their work, and the
quality of supervision.Factors such as achievement, recognition, compensation, and promotion, are among the
influencers to job satisfaction (Thompson, 2002). Thompson (2002) highlighted that one of the determining
factors that encourage high level of organizational commitment is job satisfaction.

Situational factor such as the relationship between the leaders and employees are the most significant
determinant of job satisfaction and dedication to an organization (Hamidifar, 2010). The reactions of employees
to their leaders will usually depend on the characteristics of the employees as well as on the characteristics of
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the leaders (Wexley&Yukl, 1984). Employees are more satisfied with leaders who are considerate or supportive
than with those who are either indifferent or critical towards subordinates (Yukl, 1971).The dispositional factors
can include demographic aspects of the individual employee and personality such as internal locus of control,
hardiness, type Abehaviour pattern, negative and positive affectivityand self-efficacy (Spector & O’Connell,
1994). In 1965,Kornhauser have assumed that person variables such as mental health and personality are
primarily influenced by satisfaction and not vice versa (Arvey et. al., 1991). Konhauser also established that job
satisfaction is significantly associated with general mental health indices. Hammermeisteret. al. (2005)
conclude that “spiritual well-being happens to have a positive influence on most aspects of health” (p. 80),
including mental health. In that sense, it is posited that spiritual well-being is positively associated with mental
health of the employees, and also a significant influencer of job satisfaction. Individual spirituality has been
empirically found to be positively associated with life satisfaction (Wolf, 1998) and more specifically with job
satisfaction (Komala& Ganesh, 2007).

2.4 Turnover intention

Employee turnover intention has received substantial consideration in industrial and organizational
psychology Campion (1991).Turnover intentions are the thoughts of the employee regarding voluntarily leaving
the organization (Whitman, 1999).Price (1997) defined turnover intention as the individual behavior across the
membership boundary of an organization. In addition, Matthias and Miriam (2011) indicated that employee
turnover intention is also defined as “individuals’ own estimated probability (subjective) that they are
permanently leaving the organization at some point in the near future.Sut and Chad (2011) indicated that
employee turnover is cause of economic losses of organization. It reduces greatly the job efficiency. Similarly,
Barak et al., (2001)suggested that employee turnover is terror and costly, it reduces organizational effectiveness
and employee productivity to a certain extent, and manager must spendmore energy and material to develop a
new talent to replace the employees who leave out. Wright and Bonett (2007) indicated that when employee
cannot get happiness from their work then the dissatisfaction of job is high, they will look for other
opportunities which can give them happiness or satisfaction. Hence job satisfaction is viewed as significant
predictors of turnover intention.For instance, Dupre and Day (2007) asserted that factors associated with
supportive management of employees were negatively related to turnover intention through the mediating effect
of job satisfaction. Similarly, Alexandrov, Babakus and Yavas (2007) argued that employees’ perception of
management concern for both employees and customers has a significant influence on turnover
intention.Kacmar et al., (2006) mention that in a high staff turnover, organization’s employees suffer increased
of workloads which typically disrupt team cohesion and eventually this contradiction interrupt the
organizational valued outcomes such as unit level performance in terms of both sales and profit. Mathieu, et.al
(2015) found that person-oriented leadership (as opposed to task-oriented leadership) had a significant effect on
employee turnover intentions through its influence on employee job satisfaction and organizational
commitment.

2.5 Relationship between Spiritual Leadership, Spiritual Well- Being, Job Satisfaction and Intention to
Leave

Fry et al.(2011) utilised a SLT scale of spiritual well-being to test a dynamic relationship between
spiritual leadership and spiritual well-being (i.e., a sense of calling and membership), and key organizational
outcomes in a sample of emerging military leaders. The findings revealed a positive and significant relationship
between spiritual leadership and spiritual well-being; and spiritual well-being was found to mediate the
relationship between spiritual leadership and organization commitment.Similarly, Asrunet. al. (2012) attempted
to investigate the influence of spiritual leadership on workplace spirituality, work satisfaction, and deviant
behavior of 152 city government officials of Kendari, South-East Sulawesi Province. Fry’s (2005) SLT scale
was used and results by Structural Equation Model (SEM) showed that workplace spiritual leadership has a
significant positive impact on job satisfaction.

Hong (2002) investigates the relationship between five sub-variables (Meaning at Work, Inner Life,
Contemplation, Organizational Value, and Individual and Organization) of the Ashmos-DuchonSpiritually Scale
(2000) and three work- related variables (job satisfaction, intention to leave, and emotional exhaustion) and
identifiedkey factors that can best predict these three variables among mental health professionals working at the
Community Mental Health Centers (CHMC) in the State of Kansas. The study confirmed a positive effect of
perceived workplace spirituality (which de-bureaucratizes an organization culture) on job satisfaction, and
negative effect on turnover intention and emotional exhaustion.

Based on the reviewed literature, the following hypotheses were presented as follows:-

H1: There is a statistically significant positive relationship between spiritual leadership and spiritual well-being.
H2:There is a statistically significant positive relationship between spiritual leadership and job satisfaction
H3:There is a significant negative relationship betweenspiritual leadership and intention to leave.
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H4: There is a significant negative relationship between spiritual well-being and intention to leave.
H5:There is a significant negative relationship betweenjob satisfaction and intention to leave.

The proposed model of this study conceptualizes the relationship between spiritual leadership, spiritual
well-being, job satisfaction and intention to leave as shown in Fig. 1.
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H3 -

H1 H4

SwB

Figure 1: Conceptual Framework and Hypotheses Of The Study

1. METHODOLOGY

A quantitative approach was adopted to examine the relationship between spiritual leadership, spiritual
well-being, job satisfaction and intention to leaveinthe shipping agencies in the East Coast of Peninsular
Malaysia as the target population. They arerepresentatives of the ship Owners and Charterers, while their ships
calling the ports they are operating. The study conducted a numeration of the entire population (census)to
collect data because the target population/sampling frame (160 employees) could not be reduced to select a
sample, taking into consideration the low response rate of the questionnaire method (Cooper & Schindler,
1998). Three data collection instruments were utilised for the study: 1) Spiritual Leadership scale (SLT)
developed by Fry, et al. (2005) and 2) Abridged Job In General (aJIG) developed by Russel, et al. (2004) and 3)
Turnover Intention(Jaramillo et. al. 2009).

Demographic questionnaires were also created to obtain personal information of the respondents. All
the instruments were combined to form a single survey instrument for this study. The survey questionnaire
consisted of 4 parts i.e. Part 1: Demographic information; Part 2: Spiritual Leadership questionnaires, consists of
5 sections (3 sections for spiritual leadership, 2 sections for spiritual well-being); Part 3: Job In General;Part 4:
Intention to leave. 160 questionnaires were distributed to the respective companies, and106 questionnaires were
returned constituted a 66.3% returned rate.On average, the employees were in their mid-thirties (mean 36.32
years), with the majority were between 25 — 35 years old, 36.8% (f = 39); followed by 45 — 55 years old, 26.4%,
(f = 28); 35 — 45 years, 17.0% (f = 18); under 25 years old, 17%(f = 18); and over 55 years, 2.8% (f = 3). It
showed that majority of respondents have been working with their current organisation for over 10 years, 28.3%
(f = 30); followed by less than a year, 25.5% (f = 27); 1 — 3 years, 19.8% (f = 21); 3 -6 years, 18.9% (f = 20);
and 6 — 10 years, 7.5% (f = 8). On average, the respondents have been working with current organisation for 6.1
years.The result of the demographic analysis is presented in Table 1 of this study.

Table 1: Demographic analysis

Demographics features Frequency | Percent Demographics features Frequency | Percent
Gender Period with organisation

Male 78 73.6 Less than a year 27 255
Female 28 26.4 1 -3 years 21 19.8
Total 106 100.0 3 -6 years 20 18.9
Age 6 -10 years 8 75
Below 25 18 17.0 Over 10 years 30 28.3
25-35 39 36.8 Total 106 100
35-45 18 17.0 Period with leader

45 - 55 28 26.4 Less than a year 32 30.2
Over 55 years 3 28 1 -3 years 31 29.2
Total 106 100 3 -6 years 18 17.0
Education 6 -10 years 4 3.8
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High school / Certificate 44 415 Over 10 years 21 19.8
Diploma 26 245 Total 106 100
Bachelor's degree 27 255

Master's degree 9 85

Total 106 100

Jobtype

Operation/Shift 49 46.2

Office administration 42 39.6

Others (Finance, R&D, | 15 14.2

Total 106 100

3.1 Data Analysis

The Partial Least Square — Structural Equation Modelling (PLS-SEM) software was used for the
analysis of the collected data in this study. In addition, Statistical Package for Social Sciences (SPSS) was used
for the descriptive analyses of the respondents. The choice of PLS-SEM in this study is based on the fact that
PLS suits complexities of models, due largely to its flexibility in development and validation of models (Akter
et. al., 2011). The advantage of PLS is that it offers a simultaneous test of an entire system ofvariables in a
hypothesized model and thusenables assessment of the extent to whichthe model is consistent with the data.
PLShas the advantage that it “involves no assumptionsabout the population or scale ofmeasurement”
(Fornell&Bookstein,1982). Therefore, PLS was chosen to establish the construct, measurement and structural
models of this study. In this study, SmartPLS software package 2.0 was used for data analyses. PLS provides
the measurement model, which includes an assessment of the reliability and validity of the measures and an
evaluation of the structural model, which describes the relationship between dependent and independent
variables by generating the estimates of standardized regression coefficients for the model (Gotz, Liehr-
Gobbers&Krafft, 2010). Based on the partial nature of the PLS algorithm, PLS requires a relatively small
sample size (Marcoulides et al. 2009). For example, Chin (2010) recommended that 20 cases per a dependent
variable are suitable to test the statistical model. A well-known standard for PLS sample size developed by
Barclay et. al. (1995) and Chin (1998) is to consider the number of structural paths and dependent variables.
Specifically, Barclay et al. (1995) suggested ten times the largest number of structural paths directed at a
particular construct in the inner path model. Chin (1998) suggested ten times the number of predictors for a
dependent variable that includes the largest number of indicators. Thus, the number of valid samples in this
research, 106, is sufficient to use PLS and in turn, to obtain reliable results.

3.2 Results for the measurement model

The measurement model was evaluated by assessing the convergent validity, which is measured by
loading, the average variance extracted (AVE) and the composite reliability (CR) result. The result revealed
good items loading above the recommended threshold (0.5) by Hair, et. al.,(2006). The items which showed
lower than 0.5 were dropped. The result of the average variance extracted (AVE) indicates a value above 0.5
recommended threshold (Hair, et. al.,2006). The summary of the measurement model in this study is presented
in Table 2 below.

Table 2: Summary of Constructs Items Loadings, AVE, CR, and R-Square

Construct [ Dimension Indicator Loadinas CR AVE R?
Spiritual Leadership Vision 0.8676 0.6211
Vision_2 0.7675
Vision_3 0.7914
Vision_4 0.8179
Vision_5 0.7746
Hope/Faith 0.879 0.6457
Hope_1 0.8041
Hope_2 0.8717
Hope_3 0.7981
Hope_5 0.7345
Altruistic love 0.9117 0.6329
Altru_lovel 0.7872
Altru_love2 0.7666
Altru_love3 0.7852
Altru_love4 0.8522
Altru_love6 0.774
Altru_love7 0.8054
Spiritual Meaning/ 0.9451 0.8516 0.5312
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Well-being Calling Mean_calll 0.9049
Mean_call2 0.9348
Mean_call3 0.9285
Membership 0.914 0.6803
Member_1 0.7854
Member_2 0.8414
Member_3 0.8277
Member_4 0.8125
Member_5 0.8552

Job satisfaction 0.8615 0.6753 0.1552
JIG5 0.7579
JIG6 0.8393
JIG7 0.8643
Intention to Leave 0.901 0.6959 0.3209
ITL 1 0.7474
ITL_2 0.8684
ITL_3 0.9056
ITL 4 0.8067

In order to test the constructs’ convergent and discriminant validity, additional analyses were run by
comparing the AVE and correlation between constructs. A comparison of the correlation with the square root of
AVE (as shown in bold in Table 3) indicates that the correlation between two constructs is less than the square
root of AVE of both groups. This means that discriminant validity exists (Hulland, 1999). Therefore the results
supported adequate convergent and discriminant validity of the constructs in the model.

Table 3: Latent variable inter-correlation, and square root of AVE for assessing convergent and discriminant

validity
Constructs AL HF ITL JS MBR MC SWB VSN
AL 0.7955
HF 0.5676 0.8035
ITL -0.4379 -0.2779 | 0.8342
JS 0.3874 0.2524 | -0.4824 | 0.8217
MBR 0.7617 0.5218 | -0.3766 | 0.4583 | 0.8248
MC 0.1087 0.3948 | 0.0220 0.2569 | 0.2627 | 0.9228
VSN 0.5962 0.6161 | -0.3639 | 0.3211 | 0.5530 | 0.3489 0.5909 0.7880

Note: The diagonal elements (in bold) are the square root of Average Variance Extracted. Other non-
diagonal elements are latent variable correlations

3.3 Results for the structural model and hypotheses

A satisfactory evaluation of the structural model in PLS must consist of three indexes including path
coefficients, squared multiple correlations (R?), and t-value. In order to evaluate predictive strength of the
model, R? will be calculated for the dependent latent variable. The high values of R? verify the good fitness and
validity of the built model (Goétz et al., 2010). Threshold value of 0.25, 0.5 and 0.7 are often used to describe a
weak, moderate, and strong coefficient of determination (Hair at el., 2013).If certain model path inner structure
explain a endogenous latent variable by only a few latent exogenous variable (one or two), a moderate R? is
acceptable (Henseler et.al, 2009). As shown in Table 2, R? for intention to leave was 0.3209, which meant that
spiritual leadership, job satisfaction and spiritual well-being jointly explained about 32% of variance of intention
to leave.Another indicator for evaluation is the path coefficients of the constructs. Chin (2010) indicates that to
demonstrate meaningful predictive power of a PLS model, standardized paths need to be close to 0.20 (and
ideally 0.30 or higher) to indicate that the model has meaningful predictive power. Thus, based on the results of
the path coefficient and t-value (Table 4), and R*, we concluded that our overall model has excellent predictive
power.

Hypothesistesting is conducted to analyse the cause-effect relationships(causality) among the variables
in the model based on the value of the critical ratio (CR). In terms of PLS-SEM, CR is known as the t-stat value.
T-values are obtained through the bootstrap routine and must be more than 1.96 (Chin, 1998). If t-stat values
higherthan 1.96 (sig. 5% two-tailed) and has positive relationship (seehypothesis) means that the hypothesis is
supported. The results of hypothesis testing can be observed in Table 4.In this research, the results supported
positive impact of spiritual leadership on spiritual well-being. PLS analysis showed that spiritual leadership as a
whole construct, accounted for about 53.1% of the variance in spiritual well-being (see Table 2). Therefore, the
first hypothesis of this research was supported significantly. Furthermore, this research elaborated the
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relationship between spiritual leadership and job satisfaction. Based on the results of the second hypothesis
(H2), a significant positive relationship of spiritual leadership and job satisfactionwas found in this research.
Thus, spiritual leadership had a strong positive impact on job satisfaction. The results showed that spiritual
leadership has a negative relationship with intention to leave and the third hypothesis (H3) of this research was
supported significantly. Regarding the fourth hypothesis (H4), it has been found that spiritual well-being is not
related to intention to leave and does not play a role in effecting intention to leave. Furthermore, the results
supported hypothesis five (H5) and confirmed the significant negative influence of job satisfaction on intention
to leave. Table 4 presents a summary of results of the hypotheses testing.

Table 4: Summary of hypotheses testing

Hypothesis Path Co-efficient T- Statistics Hypothesis Testing
SLT -> SWB (H1) 0.7288 11.4187 Supported

SLT ->JS (H2) 0.3939 5.195 Supported

SLT -> ITL (H3) -0.423 3.2281 Supported

SWB -> ITL (H4) 0.2144 1.4621 Not Supported

JS-> ITL (H5) -0.4152 5.878 Supported

t>=1.96 at P<0.05 level

0.791 :
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0.868 ITL_2
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IT_3
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Altru_lovet
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sp Mean_calli 0.785
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Figure 1:Structural Path Model

IV. CONCLUSION

This study contributes to the growing literature on the influence of leaders’ spiritual leadership on
employees’ outcomes. It provides empirical evidence to support theoretical models that link spiritual leadership
with employees’ outcomes such as spiritual well-being, job satisfaction and intention to leave. This study also
identifies the leaders’ spiritual leadership qualities such as vision, hope/faith and altruistic love that are
significantly influenced spiritual well-being, job satisfaction and intention to leave. The impact of perceived
leaders’ spiritual leadership may have a profound impact on the employees’ spiritual well-being and job
satisfactionand intention to leave. There are two main limitations of this study that should be considered when
interpreting its findings. Firstly, although the sample of respondents used in this study was adequate for the
purpose of this study, it cannot be considered representative of the general shipping population. It may have a
regional limitation which limits the generalisability of the result because the sample was adopted from the
shipping agencies that were located in the East Coast of Peninsular Malaysia.Different geographical areas which
mighthave a different leadership approaches could also be considered to explore the topic of spiritual leadership
in a different context and scope.Secondly, this study was carried out using a cross-sectional research design,
meaning that the data were collected at a given point in time which limits any inferences aboutcausality
(Leedy&Ormrod, 2001). Though causality is easy to examine in SEM models,experts warn that any
interpretations about causality must be approached with cautionbecause in general, causality can be determined
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only through experimental designapproaches (Grimm &Yarnold, 2000). To better understand the relationships
among thestudy variables, future research could be carried out using a longitudinal study designapproach.In
addition to that, this study only focused on individual outcomes. Organizational or interactive outcomes as
dependent variable are yet to be explored. By exploring organizational or interactive outcomes as another
dependent variables in the spiritual leadership studies, better information about organizational performance or
specifically, financial performance in relation tothe influence of spiritual leadership can be obtained.

1.

2.
[31.
[41.
[5].

[6].

7.

[8].
[9].

[10].

[11].
[12].

[13].
[14].
[15].
[16].
[17].
[18].
[19].
[20].
[21].
[22].

[23].

[24].
[25].

[26].

[27].
[28].
[29].
[30].
[31].

[32].

REFERENCES

Akter, S., D’Ambra, J. & Ray, P. (2011). Trustworthiness in Health Information Services: An Assessment of a Hierarchical Model
with Mediating and Moderating Effects using Partial Least Squares (PLS).Journal of the American Society for Information Science
and Technology, 62(1), 100-116

Alexandrov, A., Babakus, E., &Yavas , U. ( 2007). The effects of perceived management concern for frontline employees and
customers on turnover intentions: Moderating role of employment status.Journal of Service Research, 9(4), 356-371 .

Armstrong, F. (2003). Migration of nurses: Finding a sustainable solution: Is migration the answer to Australia's nursing
shortage?.Australian Nursing Journal, 11(3), 24-26.

Arvey, R.D; Carter, G. W.&Buerkley, D. K. (1991). Job Satisfaction: Dispositional And Situational Influences. International
review of industrial and organizational psychology Vol 6, pp 359-383

Asrun, Zain, D., Salim, U., &Thoyib, A. (2012). Spiritual Leadership : The Influence Due to Workplace Spirituality , Satisfaction ,
and Deviant Behavior ( Case Study at City Government of Kendari ). Journal of Basic and Applied Scientific Research, 2(12),
11978-11983.

Barak, M.E.M., Nissly, J.A. and Levin, A. (2001). Antecedents to retention and turnover among child welfare, social work, and
other human service employees: what can we learn from past research? A review and metaanalysis. Social Service Review, 75 (4),
625-61.

Barclay, D. W., Higgins, C., & Thompson, R. (1995). The partial least squares approach to casual modeling: Personal computer
adoption and use as illustration. Technology Studies, 2(2), 285-309

Campion, M. A. (1991). Meaning and measurement in turnover. Journal of Applied Psychology, 76, 199-212.

Chin, W. W. (1998). The partial least squares approach for structural equation modeling. In G. A. Marcoulides (Ed.), Modern
methods for business research (pp. 295-336). London: Lawrence Erbaum Associates.

Chin, W. W. (2010).Bootstrap cross-validation indices for PLS path model assessment. Handbook of Partial Least Squares (pp. 83—
97). Springer Handbooks of Computational Statistics.

Cooper, D. R. & Schindler, P.S. (1998). Business Research Methods 6th ed. New York: McGraw-Hill.

Crossman, J. (2003). Secular/spiritual development in education from international and global perspectives.Oxford Review of
Education, Vol. 29 No. 4, pp. 503-19

Dupre, K.E. and Day, A.L. (2007) The Effects of Supportive Management and Job Quality on the Turnover Intentions and Health of
MilitaryPersonnel. Human Resource Management,46,185-201.

Duxbury, L. & Higgins, C. (2002).Work-life Balance in the New Millennium: Where are We: Where do We Need to go?. Carleton
University School of Business, Ottawa

Ellison, C. W. (1983). Spiritual well-being: Conceptualization and measurement. Journal of Psychology and Theology. 11: 330-340

Emmons, R. A. (1999). The psychology of ultimate concerns: Motivation and spirituality in personality. New York: Guilford Press.

Fairholm, G. W. (1998). Perspectives on leadership: From the science of management to its spiritual heart. Westport, CT: Praeger.

Fairholm, M. (2003).Leading with spirit in public organizations. .PA Times, Vol. 26 No. 11, p. 4.

Fehey, Robert, Allen (2007). Job spirit: how soul and spiritual leadership capacities impact human performance. Retrieved from
Proquest Digital Dissertations & Theses database (Publication No. AAT 3247505).

Fornell, Claes& Fred L. Bookstein (1982). Two structural Equation Models: LISREL and PLS Applied to Consumer Exit-Voice
Theory. Journal of Marketing Research, X1X (November), 440-452

Fry, L. W., & Slocum, J. W. (2008). Maximizing the Triple Bottom Line through Spiritual Leadership. Organizational Dynamics,
37(1), pp 86-96. doi:10.1016/j.0rgdyn.2007.11.004

Fry, L. W,, Hannah, S. T., Noel, M., &Walumbwa, F. O. (2011). Impact Of Spiritual Leadership On Unit Performance.The
Leadership Quarterly, 22(2), pp 259-270. doi:10.1016/j.leaqua.2011.02.002

Fry, L. W., Matherly, L. L., &Ouimet, J.R. (2010). The spiritual leadership balanced scorecard business model: The case of the
Cordon Bleu-Tomassocorporation. Journal of Management Spirituality Religion, 7(4), 283-314.
doi:10.1080/14766086.2010.524983

Fry, L. W., Vitucci, S., &Cedillo, M. (2005). Spiritual Leadership And Army Transformation: Theory, Measurement, And
Establishing A Baseline.The Leadership Quarterly,16(5), pp 835-862.d0i:10.1016 / j.leaqua. 2005.07.012

Giacalone, R. A., &Jurkiewicz, C. L. (2003). Handbook of workplace spirituality and organizational performance. Armonk, NY:
M.E. S

Gotz, O.; Liehr-Gobbers, K. ; Krafft, M. (2010): Evaluation of Structural Equation Models using the Partial Least Squares (PLS)
Approach, in: Esposito Vinzi, V.; Chin, W.; Henseler, J.; Wang, H. (Eds.): Handbook of Partial Least Squares - Concepts, Methods
and Applications, Springer, Heidelberg et al., S. 691-711.

Grimm, L.G., &Yarnold, P.R. (2000). Reading and understanding multivariate statistics. Washington, D.C.. American
Psychological Association.

Hair, J. F., Hult, G. T. M., Ringle, C. M., &Sarstedt, M. (2013). A Primer on Partial Least Squares Structural Equation Modeling
(PLS-SEM). Thousand Oaks: Sage.

Hair, J., Black, B. Babin, B., Anderson, R. and Tatham, R. (2006). Multivariate Data Analysis (6th edition). Upper Saddle River,
NJ: Prentice-Hall.

Hamidifar, F. (2010). A Study Of The Relationship Between Leadership Styles And Employee Job Satisfaction At Islamic Azad
University Branches In Tehran, Iran. Au-GSB e-Journal, Vol.3 No.1,.pp. 45-58.

Hammermeister, J., Flint, M., El-Alayli, A., Ridnour, H., & Peterson, M. (2005). Gender differences in spiritual well-being: Are
females more spiritually well than males? American Journal of Health Studies. 20(2): 80-84.

Hawks, S. R., Hull, M., Thalman, R.L., &Richins, P.M. (1995). Review of Spiritual health: definition, role, and intervention
strategies in health promotion. American Journal of Health Promotion. 9: 371-378.

www.ijbmi.org 111 | Page



The Relationship Between Spiritual Leadership, Spiritual Well-Being, Job Satisfaction And Intention..

[33].
[34].
[35].
[36].
[37].
[38].
[39].
[40].
[41].
[42].
[43].
[44].

[45].
[46].

[47].

[48).
[49].
[50].
[51].
[52].
[53].
[54].
[55].
[56].

[57].
[58].

[59].
[60].
[61].
[62].
[63].

[64].

Henseler, Jorg; Ringle, Christian, M.; Sinkovics, R. R. (2009). The Use Of Partial Least Squares Path Modeling In International
Marketing. Advances in International Marketing, 20, 277-319. http://doi.org/10.1016/0167-8116(92)90003-4

Hulland, J. S. (1999). Use of partial least squares (PLS) in strategic management research: A review of four recent studies. Strategic
Management Journal, 20(4), 195-204.

Jaramillo, F., Grisaffe, D., B., Chonko, Lawrence B., & Roberts, J., A. (2009). Examining the impact of servant leadership on
salesperson's turnover intention, Journal of Personal Selling & Sales Management; 29(4), 351-365.

Kacmar, K.M., Andrews, M.C., Van Rooy, D.L., Steilberg, R.C., &Cerrone, S. (2006). Sure, everyone can be replaced...but at what
cost? Turnover as a predictor of unit-level performance. Academy of Management Journal, 49, 133-144.

Kinjerski, V. M., &Skrypnek, B. J. (2004). Defining Spirit At Work: Finding Common Ground.Journal of Organizational Change
Management, 17(1), pp 26-42. doi:10.1108/09534810410511288

Klerk, J. J. de (2005). Spirituality, meaning in life, and work wellness: A research agenda.The International Journal of
Organizational Analysis, 13(1), 64-89. doi:10.1108/eb028998

Komala, K. & Ganesh, L. (2007). Individual spirituality at work and its relationship with job satisfaction and burnout: an
exploratory study among healthcare professionals.The Business Review, Vol. 7 No. 1, pp. 124-9.

Krishnakumar, S., & Neck, C. P. (2002). The “what”, “why” and “how” of spirituality in the workplace. Journal of Managerial
Psychology, 17(3), 153-164. doi:10.1108/02683940210423060

Kyle, B. (2005). Magnus Alexander, the Economists and the Issue of Labor Turnover. Business History, 47(4), 493-510.

Lean, Emily, R. (2002). The Construct Development Of Spiritual Leadership. Doctoral thesis. University of Arkansas.

Lee D.J., Sirgy M.J., Efraty D. & Siegel P., (2003). A study of quality of work life, spiritual well-being, and life satisfaction. In
Hand-book of Workplace Spirituality and Organizational Performance (Giacalone R.A. &Jurkiewicz C.L., eds), M. E. Sharpe,
Armonk, NY, pp. 209-230.

Leedy, P. D., &0rmrod, J. E. (2001). Practical research: Planning and design (7th ed.). Upper Saddle River, NJ: Merrill Prentice
Hall.

Leigh, P. (1997). The new spirit at work.Training& Development, Vol. 51 No. 3, pp. 26-41.

Marcoulides, George A., Chin, Wynne W., Saunders, C. (2009). a Critical Look At Partial Least Squares Modeling (Pls). Mis
Quarterly, 33(1), 171-175. http://doi.org/Article

Mathieu, C., &Babiak, P. (2015). Tell me who you are, I'll tell you how you lead: Beyond the Full-Range Leadership Model, the
role of corporate psychopathy on employee attitudes. Personality and Individual Differences, 87, 8-12.
http://doi.org/10.1016/j.paid.2015.07.016

Matthias H.J. Gouthier, Miriam Rhein, (2011). Organizational pride and its positive effects on employee behaviour. Journal of
Service Management, 22(5), 633 — 649.

Mehta, Yogesh. &Srishti, J. (2010). Impact of workplace spirituality on organization culture through improved employee
productivity. AIMS International Conference on Value-based Management

Mullins, Laurie J. (1996). Management and organizational behaviour. Great Britain. Pitman Publishing. pp.332

Price, J.L. (1997). Handbook of Organizational Measurement. MCB University Press, Bradford.

Russell, Steven S., Spitzmiiller, Christiane. , Lin, Lilly, F. , Stanton, Jeffrey, M., Smith, Patricia, C. &lronson, Gail, H. (2004).
Shorter can Also be Better: The Abridged Job in General Scale. Educational and Psychological Measurement, 64(5), 878-893.
http://doi.org/10.1177/0013164404264841

Seashore, S. E. & Taber, T. D. (1975).Job Satisfaction Indicators and Their Correlates. American Behaviour Science Journal., vol.
18, no. 3, , 333-368.

Spector, P. E., &0’Conell, B. J. (1994). The contribution of personality traits, negative affectivity, locus of control and type A to
the subsequent reports of job stressors and job strains. Journal of Occupational and Organizational Psychology, 67, 1-11.

Sturges, J., & Guest, D. (2001). Don’t Leave Me This Way! A Qualitative Study Of Influences, The Organizational Commitment
And Turnover Intentions Of Graduates Early In Their Career.British Journals of Guidance and Counseling, 29(4), pp 447— 462.

Sut | Wong Humborstad, Chad Perry, (2011). Employee empowerment, job satisfaction and organizational commitment: An in-
depth empirical investigation. Chinese Management Studies, 5(3), 325 — 344

Thompson, W. D. (2002). Restoring Integrity to business: Developing a spiritual center. Vital Speeches of the Day, 69, 12-15.
Udechukwu, 1. (2009). Correctional officer turnover: Maslow's needs hierarchy and Herzberg's motivation theory. Public Personnel
Management, 38(2), 69-82.

Wexley, K. &Yukl, G. (1984). Organizational Behavior and Personnel Psychology. Homewood, IL: Richard D. Irwin

Whitman, M. F. (1999). Antecedents of Repatriates' Intent to Leave the Organization. Sarasota, FL: University of Sarasota.

Wolf, D.B. (1998). The Vedic personality inventory: A study of the Gunas.Journal of Indian Psychology, Vol. 16 No. 1, pp. 13-33.
Wright, T.A. and Bonett, D.G. (2007). Job satisfaction and psychological well-being as non-additive predictors of workplace
turnover. Journal of Management, 33(2), 141-60.

Young, J. (2002). The Influence Of Perceived Workplace Spirituality On Job Satisfaction, Intention To Leave, And Emotional
Exhaustion Among Community Mental Health Center Workers In The State Of Kansas. Doctoral thesis. University Of Kansas.
Yukl, G. A. (1971). Toward a behavioural theory of leadership. Organizational Behavior and Human Performance, 6, 414-440.

www.ijbmi.org 112 | Page



