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 The objective of the study was to establish the relationship between coalition and employee 
spiritual engagement. The research was quantitative, and data was administered and 
retrieved from employees at the selected private radio firms. Content validity was utilised 
to ascertain the validity of the instrument, and the reliability of the instrument was 
established using Cronbach’s alpha coefficient. Kendall’s tau_b correlation was used to 
shows the result of the bivariate relationship between coalition and employee spiritual 
engagement (p > 0.05); hence, we accepted the null hypothesis. To know how much 
variance in employee spiritual engagement can be clarified by coalition, a simple linear 
regression was performed; with a result of 0.1(percent), it was evidenced that coalition had 
no effect on employee spiritual engagement. The finding of the study showed that there is 
no statistical relationship between coalition and employee spiritual engagement. The result 
of this study also bears practical implications; executives should understand that 
organisations cannot achieve a zero-level coalition activity. Although this behaviour via 
the results does not possess a statistical relationship, executives should articulate its 
optimized use within acceptable terms. 
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1. Introduction 

Politics has existed for centuries; however, the logical 
investigation of politics in organisation merely started taking 
shape about thirty years ago [1]. [2] posits that the purpose behind 
the paucity of study on organisational politics is likened to the 
focused study of politics in the regions of sociology, social 
psychology, and political science. During the late 1970s and mid-
1980s, milestone works emerged that made way for the 
contemporary investigation of organisational politics [1, 3-5]; 
though the presence of politics inside organizations is known, the 
quest for a superior comprehension of how it affects employee 
engagement is developing as a significant challenge for 
executives in the 21st century. 

 
Organisational politics from a global perspective create 

irresolute reactions since employees take a juxtapose stand on the  

concept; contingent upon the specific point of view they have, and 
it is critical to state that the level of organisational politics varies 
amongst organizations. The fact remains that organisations have 
elements of micro and macro political activities that influence their 
activities [6, 7]. 
 

Organisational politics is perceived as either a symptom of 
social influence processes intentionally executed to achieve short-
term or long-term advantages for the organisation or a self-serving 
activity that conflicts with the organisational objectives [8, 9]. 
Organisational politics is also seen as the management of 
influence to achieve goals not authorised by the organisation or to 
achieve authorised goals though non-authorised influence; via 
controlling information channels, managing impression, and 
forming a coalition [1, 10, 9]. [11] observes that organisational 
politics are significant since it gives a comprehension of the 
informal procedures of conflicts and co-operation in organisations, 
and their impact on the employees’ engagement. 
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In Nigeria, the presence of organisational politics highlights 
that employees are exceptionally sensitive to behaviours in their 
workpalce, and their perspectives and discernments are 
influenced by the prevailing culture in the organisation. 
Organisational politics is overwhelming in Nigeria because the 
macro environment thrives with political interests; hence, 
organisational politics rule, characterize and restructure the state 
of organisational choices and activities in Nigeria [12]. 
 

Lately, there is a developing focus on the complexities of 
organisational politics. Extant literature has examined 
organisational politics behaviour (i.e., controlling information, 
creating obligation) primarily on the premise that such behaviour 
hinders optimal organisational goals and work-place related 
variables [13, 14], while this may be validated with their findings, 
other scholars; [15, 16] found contrary and positive results. While 
these studies have evaluated organisational politics behaviour at 
individual levels (i.e., impression management, creating 
obligation) in the organisation, which have produced 
equivocalness, the current study questions and examines the 
interplay of organisational politics at the group level (i.e., 
coalition) and its relationship on employee spiritual engagement. 
More so, extant studies have generally been focused with the 
results of employee performance [17-20], as opposed to the 
conditions or the unique situation (i.e., employee spiritual 
engagement) that propels performance, this study addresses that. 
Finally, the relationship between creating coalition and employee 
spiritual engagement has not been extensively examined in 
empirical studies, and the Nigerian context, hence the need for 
this study. 
 

Coalition in this study context consists of persons within an 
organisation that influence goals via informal structure [21]. The 
forming of coalitions in organisations is mostly activated via 
conflicting goals. At the group level (i.e., coalition), the expressed 
objectives of the organisation are not the absolute organisational 
objective [22, 23]; denoting that implicit objective of the 
employees who sustain informal authority structure in the 
organisation via forming a coalition, compliment or undermine 
stated goals. Hence, the complimenting or undermining of stated 
goals is contingent on the level of dominance possessed by the 
coalition, which may influence employee spiritual engagement 
via perceived goal complexity. 
 

The necessity for a spiritual connection has become 
significant to employees, mainly because of recurrent changes in 
organisational structure (i.e., political activities; coalition), which 
may result in feelings of insecurity for one’s place in the 
organisation [24]. Employee spirituality engagement has gained a 
global corporate focus. It features a global development in which 
the focus has moved to the perspective that work ought to be 
significant and meaningful. This focus is presently on a spiritual 
paradigm; as a recent developing paradigm in which much 
advancement with regard to the understanding of the employee 
spiritual engagement are evolving [25]. Studies reveal that 
employees find it hard to disconnect their spiritual lives from their 
workplace environment [26]. They acknowledge that blending 
spirituality in the work environment will provide them significant 
and purposeful life. This also possesses a ripple effect in that the 

organization experiences improved profits, increased morale and 
performance, and reduced absenteeism [27]. 
 

To remain relevant in this contemporary dynamic business 
environment, organisations are constantly seeking for engaged 
employees. In this context, engagement denotes employees’ 
holistic commitment to their work via the application of 
discretionary effort [28]. This emerging concept has birthed terms, 
such as Faith at Work, Workplace Spirituality, Employee 
Spiritual Engagement [29]. The factor of employee spirituality 
encapsulates the notion that all employees have their internal 
inspirations, facts, and desires to be explored in professional 
activities that provide significant meaning to life. Hence, when 
employees are spiritually engaged, “work” connotes an important 
experience and encounter; when it is acknowledged as a calling, 
a consecrated obligation, a service opportunity or a higher purpose 
[30, 31]. 

As private radio broadcasting firms contribute significantly 
towards the economic, socio-cultural, and political development 
and sustenance, continued studies within this industry are critical. 
It is also significant that employees realise that the pressure to 
remain useful and relevant in a capitalist economy (i.e., Nigeria) 
that is highly dynamic has majorly influenced organisational 
political activities (i.e., coalition). In making sense of this 
dynamics and continuing to maintain productively, employees 
develop a mindset of wholeness, values, and discovering purpose 
and significance at work; which are the parameters of spiritual 
engagement [32]. Hence, when coalitions create or fail to create 
an atmosphere that value perspectives such as significant and 
fulfilling work, a consciousness of life, connectedness, and 
compassion, what effect or nature of relation exist? 
 

There is presently paucity of information and studies on the 
relationship between coalition and employee spiritual 
engagement. The present research is an empirical attempt to 
explore the relationship of coalition on employee spiritual 
engagement within the context of private radio broadcasting firms 
in Southeast Nigeria. The research hypothesis for this study is: 

 
H0: there is no relationship between coalition and 
employee spiritual engagement. 
H1: there is a relationship between coalition and 
employee spiritual engagement. 

 
The underlying hypothesis of this research is that the 

axiomatic conclusion that coalition affects employee spiritual 
engagement may not be true. The research is an empirical study 
of employees experience in private radio broadcasting firms in 
Southeast Nigeria.  
 

This research is significant in several ways: First, it highlights 
the statistical relationship between coalition and employee 
spiritual employee within their work context. Secondly, it 
examines the construct with the potency of the social exchange 
theory. Thirdly, the study states the practical implication of the 
result which will help firms in achieving sustainable advantage. 
The study is expected to influence policy restructuring in handling 
coalition activities.  
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The remaining section of this study will be under these major 
sections; literature review, methodology, results, discussion, 
conclusion, recommendation, limitations and directions for 
further research, references, and appendices. 
 
2. Literature Review 

2.1. Coalition 

Over time, the concept of coalition has remained ambiguous 
with respect to relevance and meaning within organisation theory. 
From the work of [33] who acknowledged coalition between but 
not within organisations, to the work of [34] who coined the term 
“dominant coalition” and “inner circle,” to the phase of the 
adoption of political science and social psychology method to 
organisational behaviour [35, 36]. And most recently its relevance 
to the political arena, where coalition influences all sectors of a 
nations’ sustenance. Notwithstanding the extant literature on 
coalition, it has still not produced a new perspective to 
understanding organisational behaviour [37]. 
 

Organisational power originates from numerous sources; a 
significant source is who you know and how accessible are 
information within your organisation; hence, forming a coalition 
are blueprints of relationships between employees [38]. 
 

Coalition has over time become one of the most widely 
recognized and famous element of every organisation‘s workforce, 
which fulfill the following psychological functions of; character 
and confidence, defense mechanism, risk elimination, affiliation 
needs, social reality, information need, political maneuvering [39, 
40]. It is thus viewed as a principal device and instrument utilized 
by employees in organisations to understand as well as to 
influence management decisions that are misaligned to their goals.  
 

Coalition formation though evidently present is not always 
officially recognized by organisation, such coalition are 
sometimes the unofficial determinants of the activities of such 
organisations as they represent, serve, and affect organisational 
activities; playing different roles such as been the initiators (those 
who request that certain things be done, users (they utilize the 
things obtained), influencers (they influence decision making), 
approvers (they approve things to be done in organisations), 
deciders (they select those that will carry out the desired task), and 
gatekeepers (they control the inflow of information) [41]. 
 

Much of the work that gets done in organisations is 
influenced through the activities of the coalition. Forming 
coalition serves three significant roles. First, they convey 
privileged information. Also, they enable employees to access 
assorted skill sets. Finally, they can create, control, or influence 
authority [38]. Forming coalition amongst other things ensures 
employee gain greater bargaining power, minimize discrimination, 
heighten sense of security, disseminate information, and 
safeguards members ambition; hence motivating employee to 
discharge their responsible with an assurance of comrades, 
oneness and unity, which ultimately advance organisational 
sustainability, nonetheless, the same assurance gives them a 
platform to resist employers activities that are unfavourable to 
their interest [38, 42]. 

 
Notwithstanding the ambiguity to the definition of coalition, 

recurrent terms in diverse definition have acknowledged that 
coalitions are clusters of persons who temporarily collaborate to 
achieve a target aim via informal structure [43, 44, 45]. Coalitions 
are valuable for achieving a wide scope of objectives that span 
past the limit of any individual member in the organisation. These 
objectives range from knowledge sharing to facilitation of 
services, from sensitization and training to advocacy for policy 
(regulatory) changes [46]. Whatever definition of coalitions is 
utilised, understanding coalitions give understanding to 
employees’ behaviour in organisational structures. 
 

Coalitions play an integral role in organisations operations; a 
dominant coalition can influence the goals of an organisation [47]; 
this is mostly achieved via informal, rather than formal channels. 
By forming a coalition, employees have the opportunity to affect 
organisational policies, decisions, and compensation structures. 
Coalition seeks relatively broad and strategic support of their 
objectives. It occurs more frequently in organisations with routine 
and standardized task and resource interdependencies. 
 

Effective coalition building addresses an unpredictable 
cluster of challenges, which includes optimising the 
communication measures; strategically, communication is a 
major trigger for diverse levels of employee engagement. Optimal 
communication activities range from coordinating networks 
among like-minded employees; encouraging dialogue and 
building support among diverse interest [48]. Convincing 
employees to join a coalition requires subtlety, and strategically 
creating messages that aligns with the mission (shared purpose 
and anticipated rewards) of the prospective employee [49]. While 
coalitions seek to increase the scope and influence of their 
activities, the building of trust and members access to relevant 
resources and policy network is of paramount. Arguably, coalition 
members are more likely to access resources denied to non-
members, as the formation of coalition mostly alters the 
distribution of resources, and modus-operandi of the organisation, 
which may influence employee’s spiritual engagement. Although 
studies have been executed with respect to the activities of 
coalition in organisations setting [41, 23], there is paucity or no 
studies on the relationship of coalition on employee spiritual 
engagement. 
  
2.2. Employee spiritual engagement 

Scholarly endeavours to incorporate spirituality into an 
organisational setting with the contention that spirituality not only 
impacts employees but also significantly influences 
organisational and managerial fields, prompted the development 
of the new field of inquiry called workplace spirituality [50]. 
However, it is important to stress that employee spiritual 
engagement is not restricted to religious tradition, employee 
spiritual engagement is not about getting employees into a 
particular arrangement of religious convictions [51], rather it 
focuses on individual and organisational values and practices; it 
is about helping employees explore their core values and work 
towards objectives that are personally meaningful, it denotes 
empowering employees to connect their inner lives and individual 
interests with their everyday work [52]. 
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Numerous researchers contend that the major reasons for 
increased focus on employee spiritual engagement are the 
changing work and lifestyle, the rise of self-exploration, and a 
developing pattern to examine life importance and values by 
organisation scholars [50]. [53] asserts that life's demand stretches 
out beyond the materialistic aspects, and it is necessary to address 
the spiritual dimension of employees to accomplish better 
outcomes in an organisational setting. 
 

In [54], the asserts that employee spiritual engagement 
possesses the following four dimensions; (a) Compassion 
(denotes empathy or care for the travail of others, often including 
a craving to help. [54] defines this dimension of employee 
spiritual engagement as a profound awareness of and compassion 
towards others and a craving to relieve their travailing; that leads 
to responsibility for others who are less fortunate or travailing). 
(b) Mindfulness (this dimension of employee spiritual 
engagement is characterised as a condition of inward awareness 
in which one is conscious of one’s thoughts and actions. It is about 
an employee’s mind being present, not meandering with past, 
future thoughts or distractions [54]. (c) Meaningful work, [54] 
characterises meaningful work as one’s experience in which work 
is a significant and meaningful part to his/her life, this meaning is 
beyond the tangible rewards and creates a sense of energy and joy 
at work). (d) Transcendence (A significant component of 
employee spiritual engagement connotes whether employees can 
translate their work practices and their organisations’ tasks in 
sacred terms [55]. 
 

In [56], the authors posits that employees have adapted and 
possess the required cognitive mechanisms for observing, 
evaluating, and regulating the suitable pattern of response to 
coalitions. These adaptations allow an employee to recalibrate 
their level of spiritual engagement as coalitions grow, function, 
and influence organisations goals and activities. 
 

In today's world, an increasing number of employees are 
seeking more than just a monetary reward. Reward in the form of 
purposeful, motivational, impactful, and meaningful work is the 
optimal goal [57]. [58, 59] posit that employee spirituality is not 
about theoretical and religious construct. Rather, it is focused on 
employees who find strength, purpose, meaning, and 
completeness in their work [60, 61]. It also encircles employees 
sharing and encountering connection, attraction, and comradeness 
with persons within their work environment. 

 
Notwithstanding the acknowledged equivocalness in the 

definition of employee spirituality [62] a recurrent theme has 
consistently occurred in the attempted definition, namely the 
meaningfulness and purpose in the workplace and employees’ life, 
a feeling of interconnectedness and of belonging to the workforce, 
and personal joy and fulfilment [60, 61, 59]. 

Studies reveal that a work environment that encourages 
employees spiritual engagement can provide advantages in the 
areas of process improvement, creativity, customer service, 
satisfaction, team performance, honesty and trust, personal 
fulfillment, and commitment, which may result in optimised 
organisational performance [63, 27]. [64] posits that employee 
spirituality is focused on recognizing that employees attend to 

their task at work with more than their bodies and minds; they 
possess individual talents and uniqueness, which ensures optimal 
performance when properly engaged. 
 
2.3. Coalition and employee spiritual engagement 

Notwithstanding the ambiguity to the definition of a coalition, 
recurrent terms in the diverse description have acknowledged that 
coalitions are clusters of persons who temporarily collaborate to 
achieve a target aim via informal structure [44, 45]. Coalition 
formation though evidently present is not always officially 
recognized by an organisation; such coalition is sometimes the 
unofficial determinants of the activities of such organizations as 
they represent, serve, and affect organizational activities and may 
influence employee spiritual engagement. 
 

Employees have over time, evolved in developing an 
effective cognitive mechanism for identifying, examining, 
evaluating, and regulating the appropriate level of spiritual 
engagement to coalition activities [56]. This adaptability helps 
employees to regularly recalibrate their spiritual engagement level 
as coalitions grow, function, and influence organizations 
objectives and activities. Having acknowledged employee 
spiritual engagement as a topical construct, there is an increasing 
focus amongst researchers to empirically explore the relationship 
between employee spiritual engagement and different 
organizational actions (i.e., coalition) [65-69, 52, 70, 71]. 
Nonetheless, there is paucity in the literature concerning the 
relationship between coalition and employee spiritual 
engagement. 
 

Employees are continually seeking a work environment 
whose objectives align with their values in other to fully encounter 
significance, and meaning in their task. While this is possible, the 
relationship in social interactions process and the interplay of 
organizational politics (i.e., coalition) in the work environment 
requires empirical credence to ascertain its influence on employee 
spiritual engagement. 
 
2.4. A social exchange theory perspective of coalition and 

employee spiritual engagement 

Social exchange theory (SET) is a crucial conceptual model 
for articulating workplace behaviour, SET views social activities 
(e.g., coalition) as a series of exchange which are interdependent; 
the behavior (e.g., level spiritual engagement) of one party (e.g., 
employee) is contingent on the actions (e.g., coalition activity) of 
another [72, 14]. Hence, a perceived alignment in values via 
actions executed generates an obligation (e.g., target level 
spiritual engagement) to reciprocate in kind; this also denotes a 
high level of unpredictability in employee spiritual engagement as 
the perception and interpretation of an aligned values or 
meaningfulness varies amongst employees in an organisations [73, 
74]. Hence, the operationalised and covet structure of coalition 
activities and its ambiguous value to employees makes it difficult 
to predict employees level of spiritual engagement in a coalition 
work context [75, 76].   
 

Employee spiritual engagement and social exchange 
perspectives share similar logic; specifically, both perspectives 
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acknowledge that perception to activities of workplace coalition 
is connected with employee subjectivity [14]. We propose that 
coalition have a direct effect on employee spiritual engagement. 
Nonetheless, the employee spiritual engagement level is 
intentionally exercised via the prerogative of employees’ 
discretionary effort. 
 
3. Methodology 

The population of this study was employees of private radio 
broadcasting firms in Southeast (i.e., Abia, Anambra, Enugu, and 
Imo state) Nigeria. Twelve (12) private radio broadcasting firms 
in Southeast were selected for this study based on their popularity 
within their locality. By focusing on the private radio broadcasting 
sector, we avoided the possibility for unobserved differences that 
mark the government broadcasting industry. The population of the 
full-time staff in the selected private radio firms was 383; hence a 
census technique was applied, with questionnaires distributed to 
a population of 383 employees, and 359 complete responses were 
retrieved, denoting a response rate of 94% (approximate). 
Inferential statistical analysis was conducted using Kendall’s 
tau_b correlation, and linear regression analysis was used to 
establish the relationship, and the degree to which the variance in 
employee spiritual engagement can be attributed to coalition, 
using SPSS. The participants were assured of complete 
confidentiality. These steps reduced the possibility of their 
responses been subjected to social desirability or acquiescence 
biases [77]. 
 
4. Results 

4.1. Validity and reliability of the questionnaire 

The validity of the instrument was established using content 
validity. The reliability of the instrument was assessed using 
Cronbach’s alpha coefficient. The reliability results are indicated 
in Table 1. Coalition was measured with five items adopted from 
previous research viz [78]; the Cronbach’s alpha coefficient for 
coalition is regarded as good (0.728). Employee spiritual 
engagement was measured with five items adopted from previous 
research viz [79, 28]; the Cronbach’s alpha coefficient for 
employee spiritual engagement is also good (0.792); this implies 
that the instruments are reliable and valid for this study. 
 

Table 1: Reliability assessment. 
Variable Cronbach’s Alpha 
Coalition 0.728 
Employee spiritual 
engagement 

0.792 

 
4.2. Correlation between coalition and employee spiritual 

engagement 

Table 2 reflects Kendall’s tau_b correlation between 
coalition and employee spiritual engagement. Table 2 shows the 
result of the bivariate relationship between coalition and 
employee spiritual engagement via Kendall’s tau_b correlation. 
Table 2 shows that there is no significant relationship (p > 0.05) 
between coalition and employee spiritual engagement, and the 
strength of the association between forming coalition and 

employee spiritual engagement is very weak (r = .046). Since, p 
(0.238) > 0.05, we accept the null hypothesis and conclude that 
there is no relationship between coalition, and employee spiritual 
engagement. 
 
Table 2: Kendalls’ tau_b correlation results for coalition, and employee spiritual 

engagement (n = 359). 

Construct Category Coalition Employee 
spiritual 
engagement  

Coalition Kendalls’ 
tau_b 

1 0.046 

 Sig. (2 tailed) - 0.238 
 N 359 359 
Employee 
spiritual 
engagement 

Kendalls’ 
tau_b 

0.046 1 

 Sig. (2 tailed) 0.238 - 
 N 359 359 

 
4.3. Linear regression analysis 

A simple linear regression analysis was conducted to predict 
the influence of coalition on employee spiritual engagement (see 
Table 3). To know how much variance in employee spiritual 
engagement can be clarified by coalition, a simple linear 
regression was performed. As can be seen from Table 3, coalition 
contributes 0.1(percent) to the variance in employee spiritual 
engagement, also the p (0.503) > 0.05. Hence, coalition has no 
relationship with employee spiritual engagement. 
 

Table 3: Linear regression analysis results, where coalition is the independent 
variable, and employee spiritual engagement is the dependent variable. 

Variable Coalition 
 R R2 F β T P 
Employee 
spiritual 
engagement 

0.035 0.001 0.449 0.037 0.670 0.503 

R, R-value; R2, R-squared value; F, F-value; β, beta-value; P, 
significance. 
 
5. Discussion 

Significant emphasis has been placed on the need to 
understand the dimensions of organisational political activities 
(i.e., coalition) [19, 20]. The research objective was to determine 
the relationship between coalition and employee spiritual 
engagement.  This study reveals interesting findings; first, our 
finding linked coalition with employee spiritual engagement, and 
found no relationship, indicating that coalition has no statistical 
relationship with employee spiritual engagement. This finding 
also contradicts the axiom that coalition inhibits employee 
spiritual engagement, and should be avoided at all cost. In general, 
employees’ spiritual engagement may be filtered through 
discretionary effort in responding to coalition activities. 
Nonetheless, employees been human coupled with the dynamic 
nature of the work environment might, in rare occasion exercise 
or fail to exercise discretionary effort in response to coalition 
behaviour and still create a neutral or zero relationships. 
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Beyond the fundamental bivariate relationship, our finding 
also contradicts the core of the social exchange theory [64, 63] 
connoting that employees spiritual engagement level is mostly 
influenced by their interpretation and perception of the benefits 
offered in a coalition activity; while this may be factual to an 
extent, employees ability to exercise discretionary effort may not 
be influenced by such interpretation and perception.  
 

The result of this study also bears practical implications; 
executives should understand that organisations cannot achieve a 
zero-level coalition activity and that this behaviour via the results 
does not possess a statistical relationship. Hence executives 
should articulate its optimized use within acceptable ethical terms. 
 
6. Conclusion 

The research contributes to the paucity of empirical 
knowledge on the relationship between coalition and employee 
spiritual engagement. Specifically, the study found no 
relationship between coalition and employee spiritual 
engagement. From a practical viewpoint, the result of the study 
holds implication for private radio firms, which should be 
considered. 
 
7. Recommendation 

The researchers recommend that private radio broadcasting 
firms should adopt a culture of transparency and predictability in 
the process of resource allocation, in addition to a peer review 
authorization process. This will aid in down-playing the 
emergence of a dominant coalition that may deter optimal 
achievement of the organizational goals. 
 
8. Limitation and Direction for Future Research 

The study has acknowledged the following limitations; firstly, 
the scope of the study with respect to the geographic area and 
industry may compromise the external validity and applicability 
of its result; therefore, there is need to be careful in generalizing 
the findings to other geography and industry. Also, a common-
method variance may influence the results, due to the census 
technique utilized and the self-administration of the questionnaire. 
Despite the acknowledged limitations, the study holds significant 
implications for radio firms that desire sustainable posterity. Also, 
there is a need to explore this relationship in other countries and 
industry, which will aid in an extensive comparative study, as well 
as meta-analysis; this will further the theoretical and practical 
relevance of the construct under study. 
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Appendices 
 

 
 

 
 

 

Table A: Coalition scale 
Instructions: Please tick on the response that best describes your observation. 
Statement Strongly 

Agree 
Agree Neither 

Agree nor 
Disagree 

Disagree Strongly 
Disagree 

1. Organisational leadership are 
influenced by informal 
authority 

     

2. Informal authority determines 
the focus and direction of task 
in an organization 

     

3. Informal authority influence 
interpersonal relationships in 
organisation 

     

4. Coalition members are 
personally rewarded for the 
coalition involvement 

     

5. Organisational operations are 
influenced by informal 
authority 

     

 

Table B: Employee spiritual engagement scale 
Instructions: Please tick on the response that best describes your observation. 
Statement Strongly 

Agree 
Agree Neither 

Agree nor 
Disagree 

Disagree Strongly 
Disagree 

1. There is a good fit between my 
values and the organisation's 
values 

     

2. I feel like my work is 
meaningful and important to 
this organization 

     

3. I feel like I significantly 
contribute to the success of this 
organization 

     

4. I understand my purpose in 
helping my team, and the 
organisation be successful 

     

5. Overall, I get a real sense of 
achievement working for this 
organization 
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