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 Contemporary workplace has become permanent resort for complex scenarios and challenges. The global pandemic 2019 

reminded all about the insufficiency of current operational capacities and KSAs (Knowledge, Skill, and Attitude) at both 

institutional and individual levels. Technological superiority and Branding are no more buzz words for the business and 

economic progress. The mindset of Individual employee and organization, and their approach towards the notion of 

meaningful work, optimal utilization of knowledge and resilience are among the priority now. There is a constant demand for 

the alignment of individual’s morale with the values of organization. Employee loyalty, satisfaction, wellbeing and 

commitment are must for smooth working of organizations post pandemic. It is observed that workplace spirituality can be the 

key driver in employee to act upon their individual capacity in order to accelerate organizational effectiveness and to reinforce 

tools and techniques of knowledge management. The essentials of knowledge management involve the enthusiasm of 

employees to challenge, negotiate, adapt and nurture to learn from all the possible resources. The current study is all set to 

explore the dimensions of spirituality that drives individual to learn and manage knowledge in such a way that fabricate a 

‘culture of creating meaningful experiences’ at workplace. This paper composes the Meta analytical review of all workplace 

spirituality models and knowledge management practices in the context of academic institutions. Based the on the review, this 

study attempts to formulate the adequate research propositions that can act of guideline to explore the connection between 

spirituality and knowledge management. The paper documents both theoretical and practical implications of possible 

association between spirituality and knowledge of individuals at workplace during task performance.  The paper will try to 

offer suggestions, for organizations to incorporate ‘effective knowledge management mechanism through spirituality’ in the 

light of making them, the better learning places.  

KEYWORDS: Workplace Spirituality, Knowledge Management, Resilience, Organizational Learning Culture, Morale. 

 

INTRODUCTION  
The decades of research on organizational 

behaviour and human resource development addressed 

the challenges brought by globalization into the 

business. It is because of the results, we understood the 

importance of work place variables like job 

satisfaction, employee engagement, organizational 

commitment, citizenship behaviour etc. The studies on 

these constructs are never ending. Each and every study 
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has brought some new dimension or perspective into 

the limelight. There is constant criticism on these 

studies too. Precisely organizations have truly realized 

the need on the studies of human behaviour at 

workplace as this element is ever evolving. The basic 

conception of globalization is to preach the world that 

everything is boundless and to establish phenomena of 

„unity in diversity‟ at workplace. Considering the same, 

the element that is boundless and can go beyond 

boundaries at all workplaces, is the human spirit. 

Human spirit can be defined as the set of reasoning 

power creativity, emotions and positivity upon which 

an individual act. It has the power to create that unity 

element in the diversification. So it is incredibly 

essential for all the organizations to introduce some 

practice or strategy or rule, to nurture that human spirit 

in all the better ways possible. It is observed that 

workplace spirituality is one such practice that creates 

harmony between diversified people in terms of their 

culture, working style and perspective. The years of 

research on spirituality proved it is positively 

significant and can be manageable at workplaces. The 

reason why spirituality is getting its importance in the 

research and academic world is the common tendency 

of progressive consciousness of human mind on a 

timely basis (Debra & Miller, 2005). 

In addition to human spirit, human approach to 

knowledge is another matter for concern in the 

dimension of acting beyond the boundaries. Many 

forms of knowledge like tacit, explicit etc have to be 

managed by organization to accomplish the goals like, 

realization of complete resources, quality contributions 

by personnel through timely utility, incorporation of 

new forms of knowledge for further innovations and 

motivate the personnel to learn, share , use, create and 

recreate. The individual and organizational approach 

towards the management of knowledge has a power to 

process beyond productivity and objectives. The 

significant and most difficult part of any knowledge 

management practice is to assimilate knowledge from 

the minds of experts which are in tacit form. To make 

individual‟s knowledge and expertise explicit and 

create accessibility to it, is a need of the hour for 

organizations. This process views the organizations as 

knowledge entities and makes them experience a 

sustainable competitive advantage.  In the current 

scenario, it is must to derive uniqueness in every 

strategy organization craft for themselves to leverage 

their advantage in competition.  

Management of knowledge has been shown to 

provide a distinct competitive advantage to generate 

effectiveness in performance above the profits 

(Barney, 1991). The process creating access to the 

knowledge in tacit form at the time crisis gains 

sustainability in effective management of organizations 

(Prahlad & Hamel, 1990). Motivating employee 

towards voluntary knowledge sharing and creating 

access to tacit knowledge has been observed as an 

arduous task for organization. People often think that it 

is not good to create access for their own knowledge 

resources and treat them like treasure to be saved. 

There is a need of some intrinsic motivation measure to 

make people understand, that by sharing knowledge 

they are creating more value for it.  Incorporating 

workplace spirituality at workplace motivates people to 

think, act and speak beyond. 

The aim of this paper is to understand the role of 

workplace spirituality on the attitude towards 

knowledge management in organizations. We argue 

that individuals when perceive spirituality at workplace 

can enable themselves towards the effective 

implementation of knowledge management practices. It 

is studies and assumed that certain normative 

behavioural traits of individuals mediate this process 

where as specific cultural traits at workplace moderate 

them. The theoretical insights required for the above 

framework are presented, followed by a research 

framework to be investigated by the scholar. The 

research propositions derived from the literature 

provides insight into the further exploration of the 

missing links between WS and KM and effective 

practices required. General insight in to the way 

individual organizes their spiritual life at workplace 

and its impact on their knowledge management 

capabilities and the factors that complement to make it 

effective, is the core for the whole research. This work 

reviews the appropriate literature that support the 

possible impact of workplace spirituality on knowledge 

management of individual provided with effective 

organizational learning culture and right citizenship 

behaviour.  

 

SPIRITUALITY  
Spirituality gathered lot of attention from a 

group of researchers in the recent decade. This 

represents the increasing need of spirituality and 

consciousness at workplace. In general, organizations 

measure employees in terms of cost and expenditure 

unlike valuable assets. Spirituality can replace is older 

perspective to new way of looking at it. Treating 

employees as spirited beings who come with a purpose 

and do meaningful work so as to create a sense of 

community, makes an organization spiritual (Ashmos 

& Duchon; Milliman et. al, 2003).  Few people 

confuse spirituality with religion because of its 

intangible and subjective nature. But research clearly 

asserted the difference between being religious and 

spiritual. Religion preaches a set of beliefs, rituals, 

notions and habits whereas spirituality is completely a 

personal quest and experience to be rational 

(Tombaugh et al., 2011). 
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The word spirituality is derived from the Latin word 

“Spiritus” which literally mean breathe winds of life. 

According to Webster dictionary it meant “An 

animating or vital principle held to give life to physical 

organisms”. 

Spirituality assumes multiple definitions and 

perspectives from different authors and avenues. The 

most common way understanding spirituality is: i) The 

capability of understanding that there is inner life for 

every individual which comprises the interactions 

between values, beliefs, emotions, thoughts etc; ii) The 

capability of expanding conscience from time to time to 

establish harmony with changing rationalities; iii) The 

feeling of being connected with contentment and self 

satisfaction through performing beyond goals and 

objectives; iv) The experience of self –belief and high 

force and transcendence and understanding the limits of 

materialistic nature of atmosphere; v) The process f 

finding purpose and meaning in everything individuals 

attempt to do and contributing to basic sense of self 

association with other beings and the universe. 

Considering these aspects of spirituality, academicians 

and business practitioners assumed that is completely 

inappropriate to build spiritual workplaces as it is 

seems farfetched and impractical to achieve as a group. 

However, the increasing need of new competencies for 

employees and managers and the progressing research 

results about the impact employee well being and 

psychological flourishing on organizational 

effectiveness, made everybody realize the need to study 

workplace spirituality. 

 

SPIRITUALITY IN MANAGEMENT 
 Spirituality speaks about both physical and 

mental well being of people. Hence it has become 

favorite subject for researchers considering the benefits 

organizations are going to experience with spiritual and 

conscience employees around. Spirituality and its 

impact on management is still under researched. There 

is no doubt to say that contemporary organizations are 

in dire need of employees who are physically and 

emotionally fit and can handle their moods, emotions 

well. Organizations must adapt a holistic approach of 

creating spiritual culture at work. There is a need to 

understand the high spiritual needs of employees at 

workplace (Srinivasan, 2003). A study by Harvard 

business school on top leading 200 companies about 

strong and weak corporate culture has drawn some 

meaningful insights on the need of spirituality in 

management. This study has provided a strong 

empirical evidence of positive association between 

workplace spirituality and profitability (Giacalone& 

Jukiewicz, 2003). Literature on WS favors the impact 

of employees‟ spirituality levels on job satisfaction, 

employee engagement, employee commitment, 

citizenship behaviour and decision making 

(Petchsawang & Duchon, 2012; Young, 2002). A 

positive behaviour by employee and workplace 

enhance self esteem and helps to curb stress levels and 

impact overall performance.  

 

UNDERSTANDING WORKPLACE 

SPIRITUALITY  
There are several definitions and dimensions for 

workplace spirituality in the literature. There is no one 

universally recognized definition for WS as e constant 

research outlined different valid dimensions 

continuously. But the more apt operational definition of 

WS was proposed by Ashmos and Duchon (2000) as 

“acknowledgment of organization that employees 

have an inner life that nourishes them with 

meaningful work occurring in the context of society.”  

Later Milliman (2003) enhanced the explanation of 

spirituality at workplace based on the levels. They are 

at individual level, group level and organizational level. 

At individual level employees perceive spirituality 

through meaningful work; at group level through sense 

of community and at organizational level through 

alignment of values. Meaningful work provides a sense 

of connectedness with self, work and also facilitates the 

employee to nourish inner life. Kinjerski & Skrypnek 

(2006) defined WS as “a state of the situation being 

characterized as an engaging in work perceived as a 

higher goal and in line with the personal values of the 

individual through a spiritual connection to 

something greater than themselves through the sense 

of community and inner connectedness and by 

unifying the experience of transcendental divinity.” 

Pradhan  & Jena (2017) operationalised  and outlined 

workplace spirituality as “ where work transcends the 

transactional boundaries to create a spiritual 

connectedness among employees, experiencing them a 

meaningful work profile while guiding one’s 

alignment of values with organizational goals”, for 

their study on workplace spirituality and employee 

commitment. 

Manu authors highlighted dimensions of 

spirituality which gave a path to understand the 

conceptual implications and paradigm of spirituality at 

workplace. Some of the most commonly used and 

repeated dimensions are Inner Life, Meaningful Work, 

Connectedness, High Purpose, Organizational Values, 

Alignment, Compassion, Trust, Sense of Community, 

Transcendence, Mystical experience etc.( Ashmos & 

Duchon (2000); Milliman et al.,(2003); Pawar 

B(2003); Giacalone R & Jurkiewicz (2003); 

Petchsawanga & Duchon (2009)). 

 

KNOWLEDGE MANAGEMENT 
Ancient philosophers like Socrates, Plato 

defined knowledge as “true belief with an account 

commonly identified as concept of justified truth”. Also 
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indicated the inadequacy and limitations of definition. 

Later on knowledge has been defined from practical, 

conceptual and philosophical points of view. One 

appropriate definition among them is given by Bender 

& Fish (2000) in their study on “The transfer of 

knowledge and the retention of expertise: the 

continuing need for global assignments.” They defined 

knowledge as “knowledge that originates in the head 

of an individual (the mental state of having ideas, 

facts, concepts, data and techniques, as recorded in 

an individual’s memory) and builds on information 

that is transformed and enriched by personal 

experience, beliefs and values with decision and 

action- relevant meaning. Knowledge formed by an 

individual could differ from knowledge possessed by 

another person receiving the same information.”  

Gamble & Blackwell (2001) defined knowledge as “a 

blend mix of experience, values, information, insight 

and intuition that provides a conducive environment 

and framework for evaluation and incorporating new 

experiences and information.” The raw form of data 

when processed in some meaningful way becomes 

information, when further processed in a meaningful 

way becomes knowledge. When that knowledge 

processed again in a meaningful way becomes wisdom. 

The „meaningful way‟ mentioned in the last three 

statements represent the blend of technical process and 

human expertise based on intuition. This indicates the 

dominant human element in the knowledge 

management.  

According to the research literature knowledge 

is only the individual possession and can only be used 

with the strong will of individual to share it with others. 

Organization or workplaces are just a medium where an 

individual can exercise his/ her /their voluntary will to 

process knowledge and generate organizational wisdom 

(Nonaka, 1994). Hence there two primary duties for 

organization for effective management of knowledge: i) 

First, recognizing the importance of employees and 

their expertise, as they are the only source that can 

bring knowledge into organizations, ii) Second, must 

establish  an effective learning culture to integrate 

employee knowledge into wisdom. In this way 

organizations can ensure control over the flow and 

usage of knowledge. Management of knowledge 

through creating, sharing, utilizing, storing and 

transforming it into valuable asset, leverage the 

competitive advantage for organization.  

According to Jordan & Jones (1997) 

knowledge management spread across five categories 

namely: i) Knowledge Acquisition- sourcing and 

creation of knowledge; ii) Knowledge Application –

Problem solving; iii) Knowledge Dissemination- 

sharing of knowledge with all levels of people ; iv) 

Knowledge Property- Value creation through optimal 

innovation ;v) Knowledge deposition –Memory. 

Rastogi (2000) tried to define the real essence of KM 

at workplace. He defined KM as “A systematic and 

integrative process of coordinating organization wide 

activities of acquiring, creating, storing, sharing, 

diffusing, developing and deploying knowledge by 

individuals and groups in pursuit of the large 

organizational goals”. The major part of KM is 

contributed by Knowledge sharing Intention (KSI) of 

both organization and employees. There are profound 

number of studies in literature that identified the strong 

correlation between KSI of employees and amplified 

productivity (Khari & Sinha, 2018). Knowledge 

centered culture in organization improves KSI of 

employees abd achieve inter departmental coordination. 

The culture and structure of organization is tending to 

influence the tacit knowledge transfer between people 

and multiple departments. Literature suggested that 

there may be few possibilities of misconceptions in 

terms of understanding the benefits of effective 

knowledge management by organizations.  

 

CURRENT STUDY: THEORY AND 

PROPOSED MODEL  
The purpose of the current study is to explore 

and study the possibility of creation of a model that 

facilitates both organization and employee execute 

certain tasks to incorporate spirituality at workplace 

which in turn ensures effective knowledge 

management. So the first and primary objective of this 

study is to investigate and formulate all insights 

required from the literature that support the impact of 

workplace spirituality on knowledge management. It is 

observed from the literature that knowledge 

management needs an environment where tacit 

knowledge travel uninterruptedly without hesitation. 

These indicate a strong accommodation of knowledge 

sharing intention (KSI). A strong KSI need a 

favourable organizational environment accumulated 

with socialization and continuous interaction between 

system and people (Nonaka, 1994). The environment 

that favors the positive perception of people on all the 

stages of knowledge management and assist their 

participation through amplified scores of KSI.  

Spirituality at workplace inspires people to 

create a kind of environment that fosters the 

understanding of emotional & moral evolution of 

employees, sense of integrity, sense of belongingness 

and mutual trust (Rowley, 2006). Spirituality has a 

strong positive influence on commitment, satisfaction 

and engagement of employees. Therefore it may be 

considered that spirituality can not only have positive 

impact on the stages of knowledge management but 

also can act as intrinsic motivator for knowledge 

sharing intention (Kari & Sinha, 2018).  

There are very few studies available in the 

literature on spirituality in knowledge management. 
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Based on the accessibility of different papers, it is 

identified that different authors followed different 

approaches to study spirituality in KM. Kari and 

Sinha (2017) on their study on Organizational  

Spirituality and Knowledge Sharing proposed and 

tested a model in which spirituality impacts knowledge 

sharing attitude of employees where the presence of 

psychological flourishing and organizational trust 

moderates that impact. Another similar study by 

Rahman et. al, (2018) assessed the role five 

personality traits in KSI. It is identified that a strong 

intrinsic motivator is obligatory for effective KSI. 

Knowledge loaded with emotions, values, visions is 

different from normal knowledge. Thus the presence of 

spiritual quotient in the concept of learning and 

managing tacit knowledge is significant. This approach 

of understanding the presence of spirituality in 

knowledge management makes tacit knowledge as the 

main source of intellectual capital. Hence spirituality 

has its impact on behaviour of the individual too ie., 

organizational behaviour.( Bejinaru, 2016). 

Contemporary workplace has a constant demand for 

pushing employees to come up with new approaches 

for exercising their intelligence every day. Due to the 

concept diversification, anthropomorphism of 

phenomena, division between visionaries and skeptics, 

organizational learning has undergone a process of 

mystification. Learning needs a new kind of approach 

called spiritual rather than instrumental. Current 

learning style of employee must be an embodiment of 

mystical, spiritual and emotional intelligence (De 

Angelis, 2016).  The following table illustrates 

different approaches of authors on the study of 

spirituality in knowledge management adapted from the 

literature. The following reviews provided enough 

evidence that the chosen subject is experiencing lack of 

adequacy in exploration.  

Adapted from Roysa & Pinherio (2020); Spirituality in Knowledge Management 

 

The above studies indicate the relevance of the 

discussion of workplace spirituality in the process of 

knowledge management. It also depicts the inadequacy 

of literature on the studies of specific impact of 

dimensions of spirituality on the stages of knowledge 

management like creation, utilization, dissemination, 

assessment and storage of knowledge from both 

individual and management points of view.  

 

The current study is aimed to explore the following 

gaps: 

 The relevance of spirituality at workplace and 

the inadequate literature on the role of 

spirituality in knowledge management need a 

research. 

 The real benefit for organization, through 

understanding the human element in 

knowledge management process requires a 

systematic insight from the scholars and sets a 

new theme for research. 

 Identification of any specific mediator and 

moderator for incorporating spirituality in 

knowledge management requires a deep study. 

 An outcome model that works for organization 

to understand the dynamic of spirituality in 

managing their tacit and explicit knowledge 

resources and to address the heavy limitations 

of implementing spirituality at workplace sets 

a good research objective for learners.  

The conceptual framework exploring the fore 

mentioned aspects is presented here. The proposed 

framework presents the core objective the 

understanding the association and impact of dimensions 

of spirituality on the stages of knowledge management 

and the knowledge sharing intention of employees. The 

moderator and mediator identified through thorough 

literature review are presented in the model (Figure I).  

 

P1: Employee’s perception of Workplace Spirituality 

(WS) will positively influence Knowledge 

Management (KM) of organization. 

The dimensions of WS are carefully compiled based on 

theoretical and empirical implications of the past study. 

Maslow (1968) stated that spiritual needs are on the top 

of need pyramid. That is they are high standard needs, 

difficult to fulfill and yet fundamental. This high order 

needs urges human to find meaning, purpose and 

connectedness and experience something beyond in 

every work. Inner life dimension of workplace 

spirituality (Ashmos & Duchon, 2000) defines the 

existence of spiritual needs in human and motivates 

then to achieve from time to time. Piedmont (1999) 

Approach on KM and Spirituality Authors and Year of publication 

Organizational Learning Friedman, Lipshitz  & Popper (2005) 

Social benefits Corner & Pavlovich (2016); Rocco & Landorf (2007) 

Wisdom Dalal & Pauleen (2019); Rowley & Slack (2009) 

Intention to Share Kari & Sinha (2017); Rahman et al (2016) 

Knowledge Sharing Rahman et al.,(2018) 

Knowledge Creation and spirituality Tecchio & Brand (2018) 

Spiritual Intelligence Bratianu (2018); De Angelis (2016) 
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stated all that employee needs is to be aware of inner 

self as it tend to help people develop larger perspective 

towards life and help to influence desirable behaviour 

(KM in our case).  Meaningful Work dimension of 

workplace spirituality (Ashmos & Duchon, 2000) 

defines the individual‟s urge to work for greater goals 

so as to motivate themselves to work with collective 

energy 

 

Figure I: Conceptual Framework exploring the impact of WS on KM while OCB mediates and OLC 

moderates their association. P represents Proposition. 
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others and therefore sharing intellect and resources to 

achieve the common goal. Baumeister & Leary 

(1995) theorized that the greater is the need of 

connectedness that higher will be the tendency of 

treating others as self and overcome self-interest 

arrangements. Alignment of Values dimension of WS 

(Milliman et al., 2003) describes the subordination of 

individual values with common goals of organization. 

People who identify themselves with vision of 

organization, perceives more joy and interest in 

performance of tasks. Transcendence dimension of   

WS (Petchsawanga & Duchon, 2009) defines a series 

of flow that one might experience at work. It is the 

experience of blissfulness and contentment at work as 

something about work makes you think and act beyond. 

Compassion dimension of WS (Petchsawanga & 

Duchon, 2009) defines the empathic concern that 

employees have with one another. Krishna (2007) 

defined spirituality as “oneness with all beings” stating 

compassion as highest regarded quality. The harmony 

of individual internal knowledge and belief system with 

external institutional activity can be viewed as 

spirituality at workplace. it is proposed that perceiving 

of all the spiritual dimensions by individual may have 

thoughtful influence on the creation of new knowledge 

, analysis of knowledge, sharing of knowledge, 

memory of knowledge and sharing intention. 

 

P2: Organizational Citizenship Behaviour (OCB) 

mediates the relationship between Workplace 

Spirituality and Knowledge Management.  

Te general notion about OBC is “Organizational 

Citizenship Behaviour is not the part of job description 

“. Instead of that many studies in literature proved that 

OCB influence organizational productivity and 

effectiveness. Many authors stated that OCB as 

discretionary behaviour and mostly individualistic and 

for intrinsic satisfaction as it improves self esteem of 

individual to perceive something beyond and perform 

something unexpected (Mohammad et al., 2011).  

One of the best operational definitions of OCB by 

Organ (1988) stated OCB as “Individual behaviour 

that is discretionary, not directly or explicitly 

recognized by the formal reward system, and that in 

aggregate promotes the effective functioning of 

organization. by discretionary, we mean that the 

behaviour is not an enforceable requirements of the 

role or the job description, that is the clearly 

specifiable terms of person’s employment contract 

with the organization; the behaviour is rather a 

matter of personal choice, such that omission is not 

generally understood as punishable.”  the five factor 

model proposed by organ is still the fundamental for 

the researchers to understand and measure OCB at 

workplace: Altruism: displaying voluntary support to 

others who have heavy workload; Conscientiousness: 

showing special attention during work; Civic Virtue: 

showing strong sense of responsibility and voluntarily 

sharing valuable information for improving efficiency; 

Sportsmanship: demonstration of positive attitude and 

managing negativity efficiently; Courtesy: consulting 

others before reacting to situations. Podsakoff et. 

al.,(2000) explored the conceptual similarities and 

differences between various forms of citizenship 

behaviour and summarized the OCB tool with 

aforementioned dimensions. All te dimensions of 

workplace spirituality are the additional miles that 

employees walk voluntarily in order to live with 

contentment at workplace. These have nothing to do 

job descriptions, appraisal or rewards.  

 

Even though it is considered as completely 

individualistic, it is not out of context to mention, when 

it comes to the impact on personal variables like 

satisfaction, learning, and engagement. Spirituality is 

also an individual property and is aligned with 

organizational goal and vision. Spirituality at work 

place involves additional voluntary efforts and 

wholehearted commitment of individual to perceive 

something beyond and direct it into the work. Hence 

the role of OCB as a mediator to spirituality and 

knowledge management leave scope for systematic 

investigation.  

 

P3: Organizational Learning Culture (OLC) 

moderates the association between Workplace 

Spirituality and Knowledge Management. 

 

Organizational learning culture is a process of both 

developing and changing and considered to be complex 

to implement. Huber (1991) defined OLC as a process 

of developing new knowledge and imparts potential 

behavioural change in people through four processes: i) 

Information Acquisition; ii) Information Distribution; 

iii) Information Interpretation; iv) Organizational 

Memory. Senge (1990) defined OLC as “Continuous 

testing of experience and its transformation into 

knowledge available to whole organization and relevant 

to their mission.” The benefits of having a learning 

culture are sill naïve in so many organizations. Like 

organizational culture, OLC is also a set of norms and 

rules of learning new and innovative pieces of 

knowledge, and bring it into the organizations. The 

basic idea of incorporating OLC is motivate individuals 

to extract tactical knowledge from their experiences. 

The growing interest of new knowledge and processing 

techniques every day, it is essential for organizations to 

incorporate learning as a daily task. With the aid OLC 

in organizations, the spiritual experience of individuals 

can be transformed to new set of knowledge and 

wisdom. It is proved from the past studies that OLC has 

played an instrumental role in influencing employee 

http://www.eprajournals.com/


SJIF Impact Factor (2021):8.302 || DOI: 10.36713/epra2012 | Volume–9 | Issue-10 | October 2021 | e- ISSN: 2347-9671 | p- ISSN: 2349-0187 

 
 

    2021 EPRA JEBR   | EPRA International Journal of Economic and Business Review   |   www.eprajournals.com           14 
 

behaviour towards work through motivating them to 

transfer knowledge to others, innovation and adaption 

to change (Wang, 2007).  Conceptually it is observed 

that OLC has is required to transfer the theory of WS 

and KM into effect. Hence it is proposed to investigate 

the moderating effect of third variable OLC on the 

association of WS and KM. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

DISCUSSION AND IMPLICATIONS 
The years of research on workplace spirituality 

has focused a lot about developing theory, dimensions, 

measurement tools and its impact on workplace 

variables. The current study is an attention towards the 

impact of workplace spirituality on knowledge 

management process. Knowledge forms the core of 

organizational success and effectiveness. So the 

combination effect of these two constructs delivers a 

psychological and technical synergy at workplaces. 

Undoubtedly strong psychological components and 

well being of employees are impossible to copy. These 

can bring competitive advantage to organizations. In 

proposing multi level framework of WS and KM, the 

mediator and moderator are also identified in order to 

make it more accurate and practical. The framework 

highlights the importance of citizenship behaviour and 

learning culture in crafting spirituality at workplace. 

Organizations must become the school of meaningful 

experiences for their own greater good. Sometimes it is 

not about counting the productivity or profit, it is about 

counting those employees who sticks with us even at 

the time deep crisis and never refuses to share their 

loyalty and expertise in critical situations.  

The recent pandemic of 2019 taught us a lot 

about mental well being. Installing spiritual culture is 

one way of achieving it. It takes s lot of effort from 

both organization and employees to be spiritual at 

workplaces. Organizations have to realize that they can 

try maximum to encourage spirituality of employees by 

motivating them to handle their own knowledge, on the 

other hand employees have to realize that all the things 

cannot be achieved by external rewards and motivation. 

One cannot become spiritual in reward and appraisal 

system. This model is an honest attempt to unlock those 

barriers and create awareness to both the parties. It 

definitely paves a way to examine the role of 

workplace spirituality on employee behaviour which 

can help to strengthen their knowledge sharing 

intention. The following are the expected outcomes 

from the model: i) Employees and organizations can 

learn effective and efficient technique for managing 

spirituality at workplace by perceiving meaningful 

work and practicing compassion. ii) Establishing 

criteria of effective knowledge management process.iii) 

easing the process of voluntary sharing of tacit 

knowledge whenever required. iv) Spirituality can 

become the part of organizational effectiveness. v) 

Enhance the specific benefits of spiritual knowledge to 

organizations vi) effective utility of citizenship 

behaviour and learning culture. Vii) Effective 

integration of spirituality and knowledge in the right 

proportion at right precision as everything can be 

measured and managed through model equations.  
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