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Abstract

Purpose – Recently, both researchers and practitioners have been very interested in the impact of leadership
on employee engagement. Thus, I aimed to examine the relationship between spiritual leadership and work
engagement through the mediating role of spiritual well-being at work.
Design/methodology/approach – I assessed spiritual leadership, engagement, and well-being in an
empirical study based on a sample of 223 employees. I collected data through a survey-based method and
analyzed them using structural equation modeling (SEM).
Findings –The present study contributes to the existing knowledge in the leadership field, especially spiritual
leadership. The results revealed that spiritual leadership impacts employees’ work engagement by indirectly
influencing employees’ spiritual well-being.
Research limitations/implications –Theoretically, the findings imply that spiritual well-being can be one
of the factors considered in enhancing work engagement through spiritual leadership.
Practical implications – Finding evidence that spiritual leadership, like other leadership styles, can foster
employee engagement. Therefore, leaders should take care of employees’ spiritual needs.
Originality/value – Many researchers have indicated that well-being is associated with employee
engagement. However, they overlooked employees’ spiritual well-being in the research. The study
confirmed the unexplored mediating role of spiritual well-being between spiritual leadership and employee
engagement.

Keywords Spiritual leadership, Work engagement, Well-being

Paper type Research paper

Introduction
Research on leadership and work engagement is advancing. Previous studies explored how
specific leadership styles stimulate employee engagement which is necessary for
organizational performance at the individual (Bayighomog & Arasli, 2022), team (Sepp€al€a,
Harju, & Hakanen, 2020), and organizational levels (Yang, Huang, & Wu, 2019). Scholars
studied several positive leadership styles such as charismatic leadership (Babcock-Roberson
& Strickland, 2010), ethical leadership (Chughtai, Byrne, & Flood, 2014), authentic leadership
(Mehmood, Nawab, & Hamstra, 2016), transformational leadership (Amor, Vάguez, & Faina,
2020), and inclusive leadership (Cenkci, Bircan, & Zimmerman, 2020) for their roles in
improving employee engagement. According to the model by Carasco-Saul, Kim, and Kim
(2015), transformational leaders provide vision, emotional support, and recognition for
contributions to enhance work engagement. Authentic, charismatic, and ethical leaders
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reinforce employee engagement through role clarification, organizational culture,
empowerment, identification with the supervisor, and psychological ownership (Carasco-
Saul et al., 2015). The search for different determinants and mediators affecting work
engagement is still ongoing.

One of the most dominant paradigms in contemporary leadership literature is spiritual
leadership (Judge & Piccolo, 2004) determined as “probably the most significant trend in
management since the 1950s” (Howard, 2002, p. 230). According to Fry (2003, p. 694), spiritual
leadership comprises “the values, attitudes, and behaviors that are necessary to intrinsically
motivate one’s self and others so that they have a sense of spiritual survival through calling
and membership.” Samul (2020) recognizes it as an ability to inspire other people and
motivate them intrinsically by providing vision, values, hope, and loving relationships. It
seems that spiritual leadership can be significant for employee engagement because of its
motivational nature. Work engagement physically involves employees at work, being
cognitively vigilant, and empathically relatingwith other employees in thework environment
(Kahn, 1990). Another reason to choose spiritual leadership is its holistic nature which
includes: body, mind, heart, and spirit (Fry, 2003). Moreover, engagement involves the use of
“hands, head, and heart” to achieve organizational goals (Ashforth & Humphrey, 1995,
p. 110). Although it seems that spiritual leadership is well suited to the needs of employee
engagement, there is no sufficient research on the topic. Some recent studies have suggested
that workers’ commitment to work and organizations is roused when the organization and its
leaders take care of their spiritual needs (Saripudin & Rosari, 2019; Hunsaker & Jeong, 2020;
Wu & Lee, 2020). However, scholars conducted the mentioned research in an Asia
characterized by Confucius or Hinduism culture. Therefore, we cannot regard the results as a
general trend for all employees. Scholars should also evaluate the relationship between
spiritual leadership and work engagement among employees from European cultures to
determine the trend. Moreover, some studies have reported that there is no connection
between the elements of spiritual leadership and work engagement (Stains, 2018). Therefore,
this topic requires further investigation.

Next, it is well known that both well-being and work engagement positively influence
enthusiasm, happiness, vigor (Bakker & Oerlemans, 2011). Much of the research focused on
overall well-being, to the exclusion of spiritual well-being. Spiritual well-being means
engagement in positive behavior leading to the pursuit of one’s calling or purpose (Fry, 2005).
A spiritual leader inspires people to seek what makes work more interesting and meaningful
(Fry, 2003; Nguyen, Tran, Dao, & Dinh, 2018). However, only a few studies explored the
mediating role of spiritual well-being between spiritual leadership, life satisfaction, and job
burnout (Hunsaker, 2019) and organizational commitment and productivity (Fry, 2003). The
topic of spiritual well-being seems to be unexplored. Therefore, it is important to verify
whether spiritual well-being has a mediating role between spiritual leadership and work
engagement.

The present study contributes to the existing knowledge in the field of leadership,
especially spiritual leadership. Firstly, it ascertains the association between spiritual
leadership and work engagement. The literature review showed that many leadership
concepts impact work engagement. Therefore, it is important to determine whether spiritual
leadership also enhances employee engagement. The studies in spiritual leadership are
ambiguous and concernmainly Asian or American culture. Thus, this research contributes to
international analysis. New concepts require validation in different cultural contexts.
Moreover, the concept of spiritual leadership is not yet well recognized in Polish literature.
Therefore this research will contribute to the expanding knowledge in this area. Secondly, I
studied the mediating role of spiritual well-being in the relationship between spiritual
leadership and work engagement. The literature recognizes the construct of well-being quite
well. However, researchers often neglect spiritual well-being. Therefore, it is important to
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define the role of spiritual well-being in the context of spiritual leadership and employee
engagement.

The article consists of four sections. The first section will present a literature review and
hypotheses development in the context of a spiritual leadership concept and work
engagement considering themediating role ofwell-being. The second sectionwill describe the
methods and measures. The next section will present the results of structural equation
modeling. The final sections will present the findings and limitations and indicate further
research avenues.

Literature review and hypothesis development
Spiritual leadership and work engagement
Spiritual leadership is a positive and humane leadership style that involves intrinsically
motivating and inspiring workers through hope/faith, vision, and altruistic love for service to
organization’s key stakeholders (Smith, Minor, & Brasher, 2018). Spiritual leadership takes
care of a corporate culture based on these values to produce highlymotivated, committed, and
productive employees. A spiritual leader is “someone who walks in front of one when one
needs someone to follow, behind one when one needs encouragement, and beside one when
one needs a friend” (Fry, 2003, p. 720). It is linked with several employee outcomes, such as
well-being and human health (Nielsen, Yarker, Randall, & Munir, 2009; Khanna & Srinivas,
2000), greater morale, commitment, a sense of meaning, and a job calling (Fry, Vitucci, &
Cedillo, 2005), greater employee and leader motivation, satisfaction, and task involvement
(Delbecq, 1999), and job engagement (Salanova & Schaufeli, 2008). This suggests that
spiritual leadership has a possible effect on positive dimensions of work that translate into
employee engagement.

Work engagement as a motivational concept describes why employees want to allocate
their resources to their work (Halbesleben, 2010). One of the first definitions of work
engagement describes it as “the alignment of individual members of the organization with
their respective work roles” (Kahn, 1990, p. 694). It allows employees to connect to their
work and feel a sense of membership. Moreover, employees in their work “employ and
express themselves physically, cognitively, and emotionally during role performances”
(Kahn, 1990, p. 694). This means that employees can express their “preferred self” in their
work. This affects not only the well-being of employees as employee health (Halbesleben,
2010), organizational commitment (Schaufeli & Bakker, 2008), job, and life satisfaction
(Bailey, Madden, Alfes, & Fletcher, 2017), creativity (Khan, Khan, Bodla, & Gul, 2020), or
taking extra-role behavior (Salanova & Schaufeli, 2008), but also organizational
performance (Samul & Wangmo, 2021). Therefore, we may state that spiritual
leadership and work engagement may be connected due to the influence of common
personal or organizational outcomes.

Furthermore, scholars define engagement as a work situation, in which employees find
work meaningful (Kahn, 1990) and experience well-being (Salanova & Schaufeli, 2008).
Spiritual leadership refers to the behavior, values, and attitudes of a leader that lead to the
satisfaction of employees’well-being needs, such as a sense ofmeaning and appreciation (Fry,
2003; Sanders, Hopkins, & Geroy, 2003). A spiritual leader aims to create a meaningful
workplace (Sanders et al., 2003). This means that both spiritual leadership and work
engagement enhance similar personal outcomes such as meaning and well-being.

The empirical findings of previous studies on the relationship between spiritual
leadership and work engagement suggested that employee engagement is positively affected
by innovative behavior with spiritual leadership as the moderator (Zuhaena, Tjahjono, El
Qodri, Prajogo, & Palupi, 2018). Moreover, spiritual leadership indirectly influences work
engagement by psychological capital (Wu & Lee, 2020). Another study shows that spiritual
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leadership positively facilitates employee vigor at work by enhancing their work enjoyment
(Yang, Chen, Yang, & Huang, 2022). Csikszentmihalyi (2003) defines employees engaged at
work as those who are immersed in their work and experience “a positive, fulfilling, work-
related state of mind that is characterized by vigor, dedication, and absorption” (Schaufeli,
Salanova, Roma, & Bakker, 2002, p. 74). Moreover, spiritual leadership has a positive and
significant association with happiness at work (Srivastava, Mendiratta, Pankaj, Misra, &
Mendiratta, 2022) and promoting organizational commitment (Fry et al., 2005) which are
connected to work engagement. Spiritual climate relates to employee engagement (Cruz,
Alquwez, & Balay-odao, 2022). Spiritual leadership is an inner life that determines the
approach to work and commitment to activities (Samul, 2020). Employees do not exist as
distinct individuals in their personal and work lives. They simply transfer their values to
work by behaving in a certain way.

Building upon the above arguments, I hypothesized:

H1. There is a positive relationship between spiritual leadership and work engagement.

The role of well-being in spiritual leadership and work engagement
Scholars analyzed the concept of well-being from different standpoints. It may be an
individual’s perception of life, happiness, meaning and purpose, work satisfaction, personal
development, or social relationships (Su, Tay,&Diener, 2014; VanderWeele, 2017). It is a state
of mind wherein individuals subjectively assess mental health, happiness, and quality of
work experiences.

Several studies have shown that well-being creates a positive work environment, affects
positive work-and-health outcomes, and fosters personal growth and development (Russell,
2008), and causes happiness (Dodge, Daly, Huyton, & Sanders, 2012). The most common
structure of well-being includes physical, social, and psychological aspects. However, wemay
observe that the concept’s dimensions are still expanding. Some researchers have claimed
that well-being encompasses social, spiritual, emotional, and intellectual well-being
(Brunetto, Teo, Shacklock, & Farr-Wharton, 2012; McCarthy, Almeida, & Ahrens, 2011).
This study focused on spiritual well-being proposed by Fry (2003), who indicated two
constructs of spiritual well-being, i.e. a sense of meaning and membership.

The concept of meaning is the idea of questioning one’s existence (Geldenhuys, Łaba, &
Venter, 2014) which is the primary matter of human life. Work is one of the ways to find a
sense of meaning (Bakker, Scharp, Breevaart, & de Vries, 2020). A perception of meaning at
work relates to personal outcomes such as organizational commitment, job satisfaction,
absenteeism (Wrzesniewski, McCauley, Rozin, & Schwartz, 1997), and organizational
outcomes (Rosso, Dekas, & Wrzesniewski, 2010; Nielsen, Randall, Yarker, & Brenner, 2008).
Scholars found the construct of meaning in work in the empowerment model (Spreitzer,
Kizilos, & Nason, 1997) or the job characteristics model (Hackman & Oldham, 1976). The
current model of spiritual leadership (Fry, 2003) focuses on intrinsically motivating the
leaders and the followers for their spiritual well-being.

When employees feel that their jobs and lives are meaningful and they are understood and
appreciated by leaders, it results in membership (Chen & Li, 2013). Membership is the core of
organizational culture, based on altruistic love, where leaders care for and value their
employees. Therefore, employees feel valued, unleashing their intrinsic motivation and desire
to excel (Fagley & Adler, 2012). Membership provides psychological resources such as a
sense of meaning and support needed for good health. Moreover, mere attendance is not
sufficient but depends on a person’s identification with the particular group (Sani, Madhok,
Norbury, Dugard, & Wakefield, 2015; Wakefield, Sani, Herrera, Khan, & Dugard, 2016).
Every leader is responsible for themaintenance of a sense of being a part of a community and
connection to others at work.
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In contemporary leadership literature, scholars relate positive leadership styles to well-
being (Schaufeli & Bakker, 2004). Some studies have indicated that spiritual leadership is an
important factor in the workplace that may impact subjective well-being (Zou et al., 2020).
Another study showed that life satisfaction with spiritual well-being affects the relationship
between spiritual leadership and job burnout (Hunsaker, 2019). Furthermore, some authors
suggested that spiritual leadership directly influences employees’ spiritual well-being (Yusof
&Mohamad, 2014; Fry, 2003). Another research supported the impact of spiritual leadership
on psychological ownership directly and through a mediating role of spiritual well-being
(Arshad & Abbasi, 2014).

Based on these studies, I hypothesized:

H2. Spiritual leadership has a positive impact on spiritual well-being.

The body of literature on work engagement and well-being suggested a relationship between
both terms. Employees with a high level of engagement are characterized by a high level of
well-being (Peterson et al., 2008; Truss, Shantz, Soane, Alfes, & Delbridge, 2013). Scholars
consider employee engagement to be a key factor in supporting well-being, which positively
influences the indicators of employee well-being such as work and life satisfaction, health,
and performance (Truss et al., 2013; Lewis & Donaldson-Feilder, 2014). It is believed that
work engagement research has emerged “from employee unwell-being (job burnout) to
employee well-being” (Schaufeli & Bakker, 2004, p. 176).

Moreover, employees with a high level of perceived well-being are more involved in their
work. This relationship is considered true because employees who are enthusiastic about
their work demonstrate high commitment levels, initiative at work, and high-quality
performance (Matthews, Mills, Trout, & English, 2014). Furthermore, meaning, as one of the
dimensions of spiritual well-being predicts the characteristics of work engagement (Mendes
& Stander, 2011).

A few studies on the topic indicated a positive link between the elements of workplace
spirituality such as inner life, meaningful work, community, and the elements of work
engagement like attention and absorption (Singh & Chopra, 2018), or between the sense of
meaning and the level of work engagement (Saripudin & Rosari, 2019). Meanwhile, another
study showed a negative link between spiritual well-being and job engagement (Stains, 2018).
Thus, it requires further investigation. Based on the above, I hypothesized:

H3. Spiritual well-being has a positive impact on work engagement.

Some studies provide evidence that well-being can act as a mediator which increases several
personal and organizational outcomes. Well-being is a predictor of organizational
commitment and performance (Samul & Wangmo, 2021). Another study presents that the
values, attitudes, and behaviors of spiritual leaders positively impact such dimensions of
spiritual well-being as meaning/calling, and membership, and further enhance work
engagement (Saripudin & Rosari, 2019; Fry, 2003). Besides, not only a spiritual leader, but
each leader influences the sense of the importance of work (Rosso, Dekas & Wrzesniewski,
2010). Meaningfulness as a main element of well-being is a motivational construct (Arnold,
Turner, Barling, Kelloway, & McKee, 2007) that can have a positive effect on employee
engagement. In active voice: Spiritual leaders fulfilling the spiritual well-being needs of
employees may stimulate employee engagement and commitment (Hunsaker & Jeong, 2020).
However, this study investigated a specific group of respondents, i.e. millennial employees in
China. Thus, the topic requires further research.

Based on the arguments above, the last hypothesis is as follows:

H4. Spiritual well-beingmediates the relationship between spiritual leadership and work
engagement.
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Based on the above, I constructed the following conceptual model (see Figure 1).

Materials and methods
To conduct the study, the author employed a convenience sample (Cozby & Bates, 2012) to
gather responses from employees. Convenience sampling is a nonprobability or nonrandom
sampling. It allows researchers to choose from the whole population of respondents that meet
certain practical criteria, such as easy accessibility to the researcher, geographical proximity,
availability at a given time, or the willingness to participate (D€ornyei, 2007). Full-time
employment was the only criterion for selecting respondents in the study because the
members of the target population are homogeneous. Thus, the respondents were full-time
employees of various sectors from Polish companies, according to a convenience sample. I
sent a total of 349 e-mail invitations with a web-based questionnaire with a Google Form link
to respondents in September-December 2021. The invitation letter described the purpose of
the study and gave their voluntary consent to participate in it. I received 233 completed
questionnaires. Table 1 presents the participant’s characteristics.

Below, I outline the measures used for the study variables.
Spiritual leadership (SL). I used the spiritual leadership model by Fry (2003). Spiritual

leadership has three dimensions with 13 items: (1) vision (four items, e.g. “My organization’s
vision inspires my best performance”), (2) hope/faith (four items, e.g. “I persevere and exert
extra effort to help my organization succeed because I have faith in what it stands for”), (3)
altruistic love (five items, e.g. “The leaders in my organization are honest and without false
pride”). I collected the data by employing a five-point Likert scale from 1 (definitely disagree)
to 5 (definitely agree).

Source(s): Own elaboration

spiritual 
well-being

work 
engagement

spiritual 
leadership

H2

H1

H4

H3

Item Category Frequency Percentage

Gender male 99 42%
female 134 58%

Age less than 20 21 9%
20–35 170 73%
36–50 28 12%
more than 50 years 14 6%

Work experience Less than 1 year 48 21%
1–3 95 40%
4–10 49 21%
11–20 14 6%
more than 20 years 27 12%

Job position manager 34 15%
worker 199 85%

Source(s): Own elaboration

Figure 1.
Conceptual model

Table 1.
Participants’
characteristics
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Spiritual well-being (SWB). I measured well-being with two dimensions with 8 items
developed by Fry (2003): (1) meaning (four items, e.g. “The work I do is meaningful to me”),
and (2) membership (four items, e.g. “I feel my organization appreciates me and my work”).
The participants rated well-being on a five-point Likert scale.

Work engagement (WE). I measured work engagement with the three-dimensional scale
by Schaufeli, Bakker, and Salanova (2006). Sample items include (1) vigor (six items, e.g.
“When I get up in the morning, I feel like going to work”), (2) dedication (five items, e.g. “I am
enthusiastic about my job”), and (3) absorption (six items, e.g. “I am immersed in my work”).
Respondents rated the items on a five-point scale ranging from 1 (never) to 5 (always).

Control variables. Along with the variables of the study, I collected data from respondents
regarding their gender, age, work experience, and job position.

I used the structural equation model (SEM) to test and evaluate multivariate causal
relationships. I chose this method because it allows for testing direct and indirect effects
(Singh&Chopra, 2018). Moreover, I used confirmatory factor analysis (CFA) to determine the
scale’s validity and reliability. To measure the constructs’ validity, I calculated individual
item loading, average extracted variance (AVE), and composite reliability (CR). I also
calculated Cronbach’s alpha coefficients to determine the scale’s internal consistency and
reliability. Cronbach’s alpha shows whether the tests and scales that have been constructed
or accepted for research are appropriate for this purpose.

Results
Table 2 contains the results for item loadings, Cronbach alpha, composite reliability, and
average variance extracted. Following the accepted categorization of reliability and validity,
the use of scales in the questionnaire was very good. I analyzed the values of factor loadings
to verify whether individual factors had significant factor loadings with the variables. Their
value for a sample size of over 200 should be above 0.4 (Hair, Black, Babin, Anderson, &
Tatham, 2006). The minimum acceptable limit for both of the criteria Cronbach’s alpha and
CR was more than 0.7 (Hair, Black, Babin, & Anderson, 2010; Hair, Ringle, & Sarstedt, 2013).
Moreover, AVE should be more than 0.5 (Hair, Sarstedt, Hopkins, & Kuppelwieser, 2014;
Na-Nan, 2020). The analysis results showed that all parameters met the assumed criteria.
Thismeans that the structural equationmodel was an appropriatemethod to use in the study.

Before testing the hypothesized model, I checked the descriptive statistics and the
correlations among the constructs. Themeans of the variables ranged from 3.29 to 3.73. They
were rated quite average. Noteworthy, standard deviations (SD) are quite high (higher than 1
on a scale of 1–5). This can mean that there were differences in the perception of individual

Items SL WB WE Alfa CR AVE

SL1 0.836 0.930 0.925 0.554
SL2 0.915
SP3 0.891
SWB1 0.848 0.834 0.816 0.529
SWB2 0.848
WE1 0.846 0.833 0.857 0.547
WE2 0.853
WE3 0.904

Note(s): SL-spiritual leadership: SL1-vision, SL2-hope/faith, SL3-altruistic love; SWB-spiritual well-being:
SWB1-meaning, SWB2-membership; WE-work engagement: WE1-vigor, WE2-dedication, WE3-absorption
Source(s): Own elaboration

Table 2.
Item loadings,

reliability, and validity
of the constructs
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constructs by respondents. The discriminant validity was also determined with the use of
Pearson’s rank correlations. The values of the coefficients should be greater than 0.4 but less
than 0.9, which indicates a high but correct correlation (Akoglu, 2018). The analysis of
individual variables showed positive (about 0.8) and statistically significant (p < 0.01)
correlations between the constructs. Table 3 presents the results of the significant
relationships, confirming the test constructs.

Table 4 shows the results of the structural model. The study found that all the
hypothesized correlations were positive and significant. Spiritual leadership related to work
engagement (β1 5 0.459, p < 0.001) and spiritual well-being (β2 5 0.974, p < 0.001). Spiritual
well-being and work engagement also had significant correlations (β3 5 0.495, p < 0.001).
Finally, well-being significantly mediated the relationship between spiritual leadership and
work engagement (β’ 5 0.482, p < 0.001). This indirect effect was greater than zero and
statistically significant (Zhao, Lynch, & Chen, 2010). The total effect of spiritual leadership on
work engagement including the mediating role of spiritual well-being was 0.941 (β2*β3þβ1),
according to (Carsten, Jahn, & Boztug, 2017).

Discussion
I examined the relationship between spiritual leadership and work engagement among
employees with the mediating role of well-being. The results showed that the direct
relationship between spiritual leadership andwork engagement was significant and positive.
Thus, I confirmed H1. The findings show that employees led by spiritual leaders were more
engaged in work. This means that they felt vigor, dedication, and absorption. The study
results were in line with earlier findings that indicate a positive association of spiritual
leadership with employee engagement (Fry, 2003; Huang, 2022). Moreover, this study among
Polish employees confirmed that the influence of spiritual leadership on employee
engagement is not culturally determined. In both Asian (Hunsaker & Jeong, 2020) and
European cultures, leadership based on spiritual values is important for shaping work
engagement.

Moreover, I also confirmed the second hypothesis that proposed a connection between
spiritual leadership and spiritual well-being understood as a sense of meaning and

Constructs M SD (1) (2) (3)

spiritual leadership (1) 3.70 1.04 1
well-being (2) 3.73 1.07 0.84 1
work engagement (3) 3.29 1.22 0.85 0.80 1

Note(s): M – mean, SD – standard deviations; ** significant at 1% significance level
Source(s): Own elaboration

Relations Coefficient SE p-value

H1: spiritual leadership→work engagement 0.459 0.028 0.000
H2: spiritual leadership→spiritual well-being 0.974 0.054 0.000
H3: spiritual well-being→work engagement 0.495 0.032 0.000
H4: spiritual leadership→spiritual well-being→work engagement 0.482 0.031 0.000

Source(s): Own elaboration

Table 3.
Descriptive statistics of
the constructs

Table 4.
Structural model
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membership. Ahmed, Khan, and ur Rahman (2023) confirmed these common results. They
claim that a people-oriented spiritual leader can instill meaning among employees, which
positively impacts the team and organization. This result is also consistent with the
research of Garg, Punia, Garg, and Punia (2022), which found that employees have not only
intellect but also spirit and they want to be a part of a community and see the purpose in
their work.

Thirdly, the results show that spiritual well-being predicts employee engagement, which
thus confirms H3. It is very important because most research is about overall well-being, not
spiritual one. Moreover, another research indicates that there are significant relationships
between spiritual well-being and other kinds of well-being: physical, psychological, and social
well-being (Vaezipour, Atef-Vahid, Amini, & Ramezani Farani, 2021). It means that a leader
who takes care of spiritual well-being at the same time enhances other types of well-being.
Thus, this study affirms the existence of a relationship between spiritual well-being andwork
engagement according to recent studies (Hunsaker & Jeong, 2020).

Finally, the results support the mediation of spiritual well-being in work between spiritual
leadership and work engagement (H4). The findings are in line with the recent results
reported by Saripudin and Rosari (2019). Furthermore, this result can enrich the literature on
the topic, because as Hunsaker and Jeong (2020) state, there is little information about the role
of spirituality in the workplace and employee engagement.

Conclusions
This study contributes to the existing knowledge in several ways. Theoretically, the
research indicates that the employees’ spiritual needs – overlooked in research – are
important. The study extends previous research findings about the relationship between
spiritual leadership and work engagement and the indirect role of spiritual well-being. The
study indicated positive and significant correlations between the constructs. Previous
studies have shown the associations between different leadership styles and employee
engagement. This study also shows that spiritual leadership, like other leadership
concepts, impacts work engagement. Moreover, the cultural context does not matter.
Spiritual leaders influence employee engagement in Asian, American, and European
cultures. Next, many researchers have indicated that well-being is associated with
employee engagement. However, scholars have overlooked employees’ spiritual well-being
in this context. The research results indicate that employees’ spiritual needs are important.
Spiritual well-being promotes a sense of wholeness, happiness, and willingness to work,
which translates into a work commitment and can lead to more significant results. The
study confirmed the unexplored mediating role of spiritual well-being between spiritual
leadership and employee engagement. Thus, I may conclude that in caring for the well-
being of employees, the leader should look at all its dimensions, including spiritual
well-being.

The research also provides managerial implications. Leaders must take care of the
spiritual needs of both themselves and their employees. Leadership is not only about
motivating employees by meeting their various needs but also by meeting spiritual needs
that are usually ignored in an organizational context. Leaders should provide an environment
that fosters a sense of meaning and nurture relationships that give a sense of being a crucial
part of the organization to increase work engagement. Leaders who provide a sense of
meaning at work and allow their subordinates to feel like they care about the spiritual needs
of their subordinates, achieve increased work engagement by their subordinates.

It seems that further in-depth research in this direction is worth exploring. It would be
worthwhile to conduct research aimed at identifying the specific factors that influence the
formation of the meaning and membership of spiritual well-being. Moreover, it is crucial to
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discover how leaders can enhance their spiritual leadership within the organization to bolster
engagement. Further research should also investigate other factors influencing the impact of
spiritual leadership on employee engagement.

The study has some limitations. I used a self-questionnaire, which might result in a bias
during the data-gathering process. Thus, future studies should use a different method to
collect the data.Moreover, the studywas cross-sectional. This approach does not allow for the
examination of data collection with a higher degree of confidence. For future research, it
would be useful to use a longitudinal approach to draw more consistency. It is also better to
conduct a randomized study to confirm the results. However, it does not seem like it would
change the research results.
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