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ABSTRACT In today’s highly competitive business environment, exploring leadership strategies that enhance employee
performance and satisfaction is critical. The objective of this study is to examine that how spiritual leadership traits
influence employee performance and job satisfaction, focusing on its mediating role. Spiritual leadership emphasises
qudlities such as vision, hope/faith, inner life, and atruistic love, which foster a deeper psychological connection between
employees and their organisation. This research uses a quantitative approach, collecting data from a sample of 326
employees working in various businesses across Delhi. A structured questionnaire was employed to gather data on
employee perceptions, and structural equation modeling (SEM) was used to analyse the relationships between variables.
Spiritual leadership fosters trust, compassion, and integrity, enhancing job satisfaction and employee performance
across al organizational levels. This study is significant in finding if spiritual leadership helps in creating a supportive and
meaningful workplace that boosts employee morale, satisfaction and their overall productivity or not. Spiritual leadership
positively influences employee satisfaction and performance by fostering values like trust, motivation, compassion, and

integrity, which enhance productivity and collaboration in the workplace.

INTRODUCTION

The concept of leadership hasintrigued peo-
ple for centuries, but it was not until the 20"
century that a structured analysis of different
leadership styles began. Today, |eaders are in-
creasingly expected to embody spiritual strength,
honesty, and universal values that inspire their
teamsto reach their full potential. Spiritual lead-
ership, with its emphasis on mutual care, com-
passion, and ethical conduct, plays a vital role
in sustaining motivation within organisations.
Companies are constantly seeking innovative
leadership stylesto improve morale and produc-
tivity in a highly competitive environment.
Among these, spiritual leadership stands out as
a halistic approach that integrates an organisa-
tion’s mission with employees emotional and
mental well-being, fostering a more supportive
and meaningful workplace.
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Spiritual leadership operates on the princi-
ple that when leaders embody compassion, in-
tegrity, and acompelling vision, their followers
aremorelikely to find meaning and fulfillment in
their work. Thissense of fulfillment significant-
ly correlates with employee job satisfaction,
which, inturn, affectstheir overall performance.
By creating an environment where employees
feel valued and connected to alarger purpose,
spiritual leadership enhances both job satisfac-
tion and workplace productivity. Studies have
demonstrated that organisations that prioritise
spiritual leadership often experience higher em-
ployee engagement, reduced turnover, and a
more positive work environment. Spiritual |ead-
ership encompasses the attributes, viewpoints,
and practicesessential for fostering intrinsic moti-
vation in oneself and others, aiming to cultivatea
sense of profound well-being (Fry 2003).

Spiritual leaders furnish their subordinates
with spiritua resourcesby impartingavision, hope,
and beliefs that facilitate the attainment of long-
term objectives. A sustained vision empowers
employeesto engagedeeply intheir work andfos-
ters continuous self-improvement. Concurrently,
robust beliefs instill confidence in subordinates
regarding their future endeavours, thereby aug-
menting their vitality (Hildenbrand et al. 2018).
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Thisapproach isnot only beneficial for mo-
tivating teams, but it al so hel ps empl oyees adapt
during times of organisational transition. Im-
provementsin job satisfaction and performance
are achieved through open communication, fos-
tering strong employer-employeerelationships,
and aligning employee goals with the overall
objectives of the organisation. Furthermore, spir-
itual leadership promotes empathy, ethical be-
haviour, and a sense of purpose, which are es-
sential qualitiesfor leaders at all organisational
levels. These qualities have been shown to have
a positive impact on work outcomes, with job
satisfaction often acting as a mediating factor.

Thisstudy exploresthe relationship between
spiritual leadership and employee performance,
focusing on the mediating role of job satisfac-
tion. It examines how leadership traits such as
integrity, compassion, and vision positively in-
fluence job satisfaction, which in turn enhances
employee performance. By fostering a support-
iveand values-driven workplace, spiritual leader-
ship contributes to both higher job satisfaction
and improved performance outcomes, highlighting
the interconnectedness of these variables.

Spiritual leadership differs from traditional
leadership models by focusing on the integra-
tion of personal values, ethics, and beliefsinto
the workplace. It prioritises connecting with
employees on a deeper level, emphasising pur-
pose, meaning, and transcendence over simply
achieving goal s or motivating workers through
rewards (Gibson et al. 1992). Scholars such as
Mitroff and Denton (1999) arguethat spirituali-
ty offers the highest competitive advantage for
modern organi sations. According to some think-
ers, the most successful corporate leaders of
the 21 century will be spiritual leaders, withlarge
organisations becoming the new centres of spiritual
practice (Hendricksand L udeman 1996).

Spiritual leadership fosters a sense of com-
munity and purpose, motivating both leaders
and followers to persevere with a higher sense
of responsibility. This leadership style centres
around two main aspects of creating a vision
that inspires purpose and cultivating a culture of
altruistic love within the organisation. This nur-
turing environment promotesmutual understanding,
gratitude, and collective responsibility.

By grounding organisational goals and ac-
tionsin spiritual principles, leaders can enhance
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employee productivity and overall effectiveness.
Studies conducted by Fry and Nisiewicz (2013)
also support the notion that spiritual leadership
positively impacts both individual and group
performance. Moreover, spiritual leadership has
been shown to improve the mental and physical
well-being of employees by fostering a shared
vision and encouraging a faith-based approach
to cultural growth. According to Usman and
Danish (2010), workplace spirituality hasemerged
asacrucial component of organizational culture
in many businesses today. The principles of
spirituality significantly boost employees’ sense
of fulfillment, whichin turn positively influenc-
es the overall productivity and growth of the
organizations.

Schaffer et a. (2024) exploretheimplications
of workplace spirituality for team outcomes and
individual differencesin their article published
in the Journal of Business Management. The
study employs amixed-methods approach, com-
bining quantitative surveys with qualitative in-
terviewsto assess how individual differencesin
workplace spirituality affect team dynamicsand
outcomes.

According to Samul (2024), like other leader-
ship styles, spiritual leadership plays a key role
in boosting employee engagement. Interestingly,
its impact isn't limited by cultural differences,
whetherinAda America, or Europe, piritud leaders
consistently inspire and engage their teams.

Job satisfactionisacrucial mediator between
spiritual leadership and performance outcomes
(Mark 1999). It isinfluenced by factors such as
decision-making autonomy, work-life balance,
and alignment with personal values (Sewang
2012). Spirituality in the workplace, across sec-
tors such as healthcare, social work, and busi-
ness, has been associated with enhanced per-
formance, ethical behaviour, conscientiousness,
and job satisfaction (Wahyono et al. 2020). For
instance, spiritual leadership encourages em-
ployees to go beyond their formal job duties,
thereby positively impacting organi sational suc-
cess (Tombaugh et al. 2011). Furthermore, re-
search by Wagner and Hollenbeck (2010) un-
derscores the role of spiritual leadership in
boosting empl oyee engagement, happiness, and
success, particularly when employeesfed their work
is meaningful and aligned with the organisation’s
values.
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The findings indicate that spiritual leader-
ship playsacrucial rolein enhancing employee
performance, with job satisfaction serving as a
significant mediating factor. The results suggest
that both direct and indirect effects of spiritual
leadership contribute to overall employee per-
formance, emphasising the importance of work
satisfaction in this relationship. The mediation
role of job happiness further supports the posi-
tive connection between spiritual |eadership and
empl oyee outcomes.

The findings also indicate that employees’
job satisfaction serves as a mediator between
their intrinsic motivation and job performance.
M otivation positively influences both job satis-
faction and performance. Additionally, spiritual
leadership significantly affects organisational
motivation. The results emphasise the impor-
tant roles of spiritual leadership and motivation
in enhancing employee performance, with job
satisfaction partially mediating the relationship
between motivation and performance.

Zoghbi-Manrique-de-Laraet al. (2024) sug-
gested that spiritual leadership creates a com-
passionate work environment where employees
feel encouraged to share knowledge. By foster-
ing this sense of support and connection, spiri-
tual leadership helpsreduceindividualistic ten-
dencies, making employees less likely to with-
hold knowledge for personal gain and morewill-
ing to contribute to the collective success of the
organization.

Smith and Thompson (2024) exploretherole
of spirituality inleadership development intheir
study published in the Leadership & Organiza-
tion Development Journal. They argue that in-
tegrating spirituality into leadership develop-
ment programs can enhance leaders' emotional
intelligence, ethical decision-making, and over-
all effectiveness. The study involved acompre-
hensive literature review and qualitative inter-
viewswith leadersfrom variousindustries. Find-
ingsindicate that |eaders who embrace spiritual
practices tend to exhibit greater empathy, resil-
ience, and acommitment to fostering inclusive
and supportive workplace environments. The
authors suggest that organizations should in-
corporate spiritual principles into their leader-
ship training to cultivate leaders who are not
only effective but also compassionate and ethi-
cally grounded. The study’s implications high-
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light the need for a holistic approach to leader-
ship devel opment that includes spiritual growth
as a core component.

Objectivesof the Sudy

The objective of thisstudy isto explore how
spiritual leadership traitslikeintegrity, compas-
sion, and vision directly impact job satisfaction,
employeeperformance, and workplaceengagement.

Theoretical Framework and Proposethe
Mediating Roleof Work Satisfaction

According to Oshagbemi (2000), what makes
aworker happy on the job is“an emotional re-
sponse resulting from the interaction between a
worker’svaluesregarding their job and the ben-
efitsthey derive fromit”. When an employeeis
happy with their work and the experiencesit pro-
vides, they are said to be satisfied (Tantiverdi
2008). Employee performance is greatly influ-
enced by their level of work satisfaction, accord-
ing to Whitman et a. (2010). Theunderlying as-
sumption of this study is that spiritual leader-
ship practices have apositive effect on employ-
eejob satisfaction, whichin turninfluencestheir
performance on the job (Werner and DeSimone
2009; Suwardi 2011). Theterm “work gratifica-
tion” refersto the overall sense of contentment
and joy that people feel while they are working
(Tobroni 2010).

The model states that spiritual leadership
practices create a work environment that sup-
ports workers' sense of purpose, autonomy,
meaningful relationships, and integrity with their
own values (Hall and Goodale 1986). Highlevels
of work satisfaction are aresult of several fac-
tors (Crossman 2010). On the other side, when
employees are happy intheir jobs, they aremore
invested, dedicated, and driven, which leads to
better performance outcomesincluding efficien-
cy, effectiveness, and corporate generosity
(Khan and Sheikh 2012). Finding job satisfac-
tion asamediating factor, the study revealsthat
spiritual leadership’s effect on employee happi-
ness at work helpsto explain the correlation be-
tween spiritual leadership and worker perfor-
mance (Robbinsand Timothy 2009). Nasir (2010)
statesthat assuming employees are more happy
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with their jobs can diminish the valuable rela-
tionship between spiritua leadership and powerful
outcomes.

Inorder to validatethisconceptual framework,
this study will collect observational data using
surveys and do statistical analysesto look at the
links between spiritual |eadership, empl oyee hap-
piness on the job, and productivity in the work-
place (Hart 1994). Thisstudy’sfindingswill sup-
plement what is already known about spiritual
leadership and its effects on employee outcomes,
withafocusonthemediating roleof work satisfaction
(Fry 2008). | _

Spiritual leadership has emerged as a dis-
tinct and powerful paradigm in recent years, com-
plementing the work of more established theo-
ries of leadership that have focused on transac-
tional and transformational methods. Integrat-
ing one’sown principles, ethics, and beliefsinto
one' swork environment isan example of spiritu-
al leadership (Robbins 2003), which goes be-
yond the typical emphasis on duties and moti-
vating followers. Employees’ deeper desiresand
demands for transcendence, meaning and pur-
pose are met by this method, which strikes a
chord with them. Employee engagement, happi-
ness, and performance are all positively impact-
ed by spiritual leadersthat create an atmosphere
that prioritises these factors (Yang and Hwang
2014). Employeesare motivated and inspired to
work harder and smarter when their own beliefs
aremoreclosely aligned with the organisation’s
objectives. According to Yousep (1998), spiritu-
al leadership has avital rolein creating a posi-
tive and productive work environment, whichin
turn affects individual and group results.

Purpose

This research paper seeks to evaluate the in-
fluenceof spiritual leadership onworkers produc-
tivity on the job with an emphasis on the mediat-
ing function of job satisfaction. Theresearchersin
this study want to learn more about the connec-
tion between spiritual leadership practices and
happy workers, aswell asthelink between content
workers and productive businesses. By exploring
this link and offering practical insights, this re-
search aims to assist leaders and organisationsin
better comprehending the waysin which spiritual
leadershipimpactsemployee performance.
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METHODOLOGY

In order to find the rel ation between spiritual
leadership, workplace sati sfaction and empl oy-
ees performance, a quantitative method was
used. A structural questionnaire was created to
take samplesfrom 326 employeeswho are work-
ingin Delhi. The datacollected from the survey
was analysed through Structural Equation Mod-
elling (SEM), which helped in examining the
mediating role of job satisfaction with employee
performance and spiritual leadership. This ap-
proach simplified the complex relationship
among the three variables.

Resear ch Design

Using structural equation modelling, theil-
luminating inquiry places an emphasis on the
interplay between exogenous, endogenous, and
intermediate factors. Theefficacy of workingis
the exogenous variable, whereas spiritual guid-
ance and working motivation are the intermedi-
ate variables. Quantitative methods are used in
this inquiry. The method chosen in qualitative
research emphasi ses quantitative and empirical
data. It advocates for large sample sizes and
guantitative methods, prioritising objectivity,
realism, and value-neutral investigation. Not-
withstanding criticism, its methodol ogy, system-
atic testing and operationalisation of variables,
guarantees strong, generalisable results. Statis-
tical analysis is employed for hypothesis test-
ing and formulation to discern trends. This meth-
odology emphasises stringent, data-driven pro-
cesses to get dependable insights and develop
educated conclusions on the phenomenon be-
ing studied, rendering it the best suitablefor the
research needs.

A strategy based on numerical questionnaires
isused for the study design. The datais collected
via distributed questionnaires and calculated us-
ingfive possiblechoicesonal ikert scale. A great-
est score of 5 demonstrates an exceptionally cer-
tain impression, while abase score of 1 showsan
extremely bad introduction. The perspectivesand
mentalities of the members might be completely
figured out utilising this technique.

Variablesof the Sudy

+ ExogenousVariable: Spiritual Leadership
+ EndogenousVariable: Employee Performance
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+ Mediating Variable: Job Satisfaction
SudyArea

The sample consists of individualsfrom dif-
ferent organisationsin Delhi, representing awide
variety of demographicsintermsof gender, age,
education level, occupation, and industry. The
researchers utilise a technique called Simple
Random Sampling for the sampling. Thisvariety
aids in investigating the effects of culture and
geography on the phenomenon under study.

Samplingand Data Collection

A numerical questionnaire was designed to
collect data from 326 participants working in
various businesses across Delhi. The datawere
gathered using afive-point Likert scale, wherea
score of 5 indicates a highly positive response
and a score of 1 reflects a highly negative per-
ception. Participants' views and attitudes were
fully captured using this approach. To reflect
the diverse demographic landscape of the work-
ing population, the study utilised arandom sam-
pling method. This ensures equal representa-
tion across various demographic factors such
asage, gender, educational background, jobroles,
and industry sectors. Thetotal samplesize of 326
participants was calculated using Slovin’s for-
mulafor determining therequired samplesizewith
an acceptable error margin of 5 percent.

The sample size was calculated as 180 par-
ticipantsfrom the 326 valid responses. The sur-
vey distribution occurred over aone-month pe-
riod, and 180 individualsfully participated in the
study. Thefinal dataanalysisemployed correla-
tion approaches and path analysis to interpret
the relationships between the variables using
SEM.

Suitability of theTools

The quantitative method is appropriate for
this study asit aimsto establish measurable re-
lationships among the variables like spiritual
leadership, workplace satisfaction, and employ-
ees performance. Quantitative methods also
offer structured ways to ensure reliability and
validity. With a sample size of 326 employees,
the findings can be generalized to alarger pop-
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ulation, especially for the context of Delhi-based
employees. Also, structured questionnaire en-
sures uniformity in datacollection, whichises-
sential when dealing with asizable sample. The
guestionnaire is designed on the basis of theo-
retical frameworksand existing literature, ensur-
ing it is aligned with the constructs being mea-
sured. Thistool alowsfor large-scale data col-
lection efficiently within aspecific populationin
Delhi, whereas, structured responses are ideal
for statistical tools like SEM as they alow for
easier coding and quantification of data. SEM is
a powerful statistical technique for examining
complex relationships between multiple vari-
ables, including mediating effectslikejob satis-
factionanditisparticularly suitablefor investi-
gating the mediating rol e of workpl ace satisfac-
tion in the relationship between spiritual leader-
ship and employee performance, asit allows si-
multaneoustesting of direct and indirect effects.
The samplesizeof 326issufficient for SEM anal-
ysis, which generally requiresaminimum of 200
respondents to produce reliable results. Also,
the sample drawn from Delhi employeesis ap-
propriate for studying workplace dynamics in
an urban, diverse professional environment.

Profileof the Sample

The respondents came from a variety of in-
dustries, including manufacturing, I T, services,
and education. The demographic profile of the
sampleincluded thefollowing:

¢ Gender: 54 percent male and 46 percent fe-
mde

¢ AgeRange: 25to 50 yearsold

¢ Educational Background: 65 percent held
graduate degrees, and 35 percent held post-
graduate or higher qualifications

+ Job Roles: Mid-level managers, team lead-
ers, and general employees

I nstrumentation

Staff morale, work satisfaction, and produc-
tivity may be evaluated using the measures that
are detailed below. One notable and broadly ac-
knowledged apparatus for assessing spiritual
leadershipisFry’s Spiritual Leadership Scale.



40
Resear ch Hypothesis

The study aimed to answer the following re-
search hypotheses.

1 Thereisapositive relationship between
spiritual leadership and employee perfor-
mance, mediated by job satisfaction.

2 Job satisfaction mediatesthe relationship
between spiritual leadership and employ-
ee performance, with both variables show-
ing significant positive relationships.

The quality of leadership has a significant
impact on the success of an endeavour (Yukl
2010; Tobroni 2010). An organisation may be
guided and propelled towardsitsintended goals
by spiritual leadership. Employee happinesson
thejobisakey factor inimproving productivity
in the real world (Armstrong and Baron 1998;
Sudarmanto 2009). There seemsto be aconnec-
tion between spiritual leadership and happiness
in one’swork. If a person wants to be happy at
work, they ought to act optimistically (Mark
1999). Theemployees, however, have adifferent
ideaof what aspiritually fulfilling work entails.

Spiritual
Leadership |

Ferlormance
Warking \ o of workers
Sutinfaction 12960

Waorking
Motivation

Nota: "level pe0.05*

Fig. 1. Coefficient and structural equation model-
ling

The magnitudes of the coefficients among
the different variables are shown in Figure 1.
Spiritual leadership, intrinsic motivation, job
happiness, and performance on the job are all
showninaStructural Equation Modelling study.
With acoefficient of 1.236 (p=0.05) and adirect
effect of spiritual leadership on job satisfaction
(0.173, p=0.05), the structural model showsthat
job contentment significantly affects employee
performance. Inaddition, with coefficientsof 1.072
(p=0.05) for both job satisfaction and employee
performance, it is clear that motivation at work
has a favourable impact. With a coefficient of
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0.529 (p = 0.05), spiritual leadership has a sub-
stantial impact on employee motivation, which
in turn boosts satisfaction and performance on
the job. The strength and relevance of these as-
sociations inside the model are highlighted by
the coefficientsat asignificancelevel of p=0.05.

Inspecting the elements under request un-
coverscritical relationships. Fulfillment at work
essentially affects efficiency, aswell asthe oth-
er way around, and spiritual leadership has ar-
eas of strength for satisfied representatives.
Worker fulfillment intercedes the relationship,
as per the normalised coefficient (0.213). The
immediateimpact of spiritual |eadership on exe-
cution is more grounded (normalised coeffi-
cient=0.529) than the intervening job of occupa
tion satisfaction in the connection between spiritual
leadership and worker execution.

Motivation at work has a similar effect on
contentment in one's employment, which hasa
domino effect on output. Working pleasure acts
asamediator between work drive and employee
efficiency, according to the standardised coeffi-
cient value of 1.324. Job satisfaction seems to
have a substantial moderating effect when con-
sidering the direct association between work drive
and efficiency (standardised coefficient = 0.884).

There isamore significant route from work
motivation to job happiness and performance
than there is from spiritual leadership to these
results. Work motivation, job happiness, and
workplace efficiency havealarger vaueof 2.208,
showing they are more relevant, in comparison
to the combined impacts of spiritual leadership,
job satisfaction, and workplace productivity
(0.742). Additionally, it isseen that spiritual lead-
ership doesnot indirectly affect staff productiv-
ity to the same extent that job satisfaction does.
The indirect impact of spiritual leadership, job
satisfaction, and productivity in the workplace
is0.213, whereasthe effect of work motivation,
job satisfaction, and productivity intheworkplace
is1.324, much larger.

In order to get the average value for each
indication, descriptive analysis uses a Likert
scale. Figure 2 displaysthe loading coefficients
of al investigational variables, which demon-
strate the corroborative factor analysis. Coeffi-
cients of loading show how much each research
indicator can assess the dependent variable. It
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is clear that the indicators can measure the tar-
get variables since none of the loading factors
aremorethan 0.5.

RESULTS

The study examined the impact of spiritual
leadership on employee performance with job
satisfaction as a mediating factor. The results
revealed a strong positive relationship between
spiritual leadership and job satisfaction, and a
significant positive relationship between job
satisfaction and employee performance. More-
over, job satisfaction was found to mediate the
relationship between spiritual leadership and
employee performance.

The data collected is neatly organised and
measured. Survey questions may measure re-
search indicators, and participants understand
the survey’s relevance, according to the validi-
ty examination, which usesthe correl ation coef-
ficient. Thereliability evaluation, which makes
use of Cronbach’s Alpha, shows that the sur-
vey answers are quite consistent with one an-
other. The Chi-square magnitudeis233.93 at the
0.125 level, according to the experiment on the
structural equivalency prototype. The author’s
or researcher’s Structure Equation Modelling has
satisfied the coefficient values and successful-
ly completed examinationif the probability degree
isupto 0.05.

Direct and Indirect Impact Displayed in Table 1

Table 1 shows the interrelationships between
thestudy variables, both directly andindirectly. The
Table digplaysthe mediation type and standardised
regression weights.

Through the medium of work happiness,
spiritual leadership and motivation have both
direct and indirect impacts on employee perfor-
mance, as seen in Table 1. With a standardised
regressionweight of 0.173 (p < 0.05), thefindings
show that spiritua leadership directly impactswork
satisfaction in afavourable way. In addition, em-
ployee performance is considerably affected by
work satisfaction, as shown by a standardised
regressionweight of 1.236 (p < 0.05).

Thereisaclear correlation between spiritual
leadership and employee performance (r = 0.529,
p < 0.05). The effect of spiritual leadership on
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work satisfaction (0.173) ismultiplied by theeffect
of job satisfaction on performance (1.236), resulting
inanindirectinfluenceof 0.213 (p<0.05). Thetotal
effect of spiritua leadership on employee perfor-
manceis0.742 (p < 0.05), whenincluding both the
direct and indirect effects. That job satisfaction
moderates the link to some extent is supported by
this, which provides support for Hypothesis 1.”

A standardised regression weight of 1.072
(p < 0.05) indicates that drive to work directly
impacts job satisfaction positively. Job happi-
ness has a substantial impact on employee per-
formance, as shown by a regression weight of
1.236 (p<0.05). Animpact sizeof 0.884 (p< 0.05)
indicates that motivation directly influences
employee performance. The indirect impact,
whichismoderated by work satisfaction, is1.324
(p < 0.05), which is calculated by multiplying
1.072 (effect of motivation on job satisfaction)
by 1.236 (effect of job satisfaction on perfor-
mance). Therefore, with atotal impact of 2.208 (p
< 0.05) on employee performance, the results
confirm Hypothesis 2, and partial mediation by
work satisfaction is also shown.

Job happiness is a key mediator between
spiritual leadership and motivation and improved
employee performance, as shown by these re-
sults. The significance of creating a nurturing
workplace that resonates with workers' beliefs
and givesthem afeeling of belonging and fulfil-
ment is highlighted by the mediation effectsthat
have beenidentified. This, inturn, leadsto better
performance results.

Valueof Perception and L oading Factor
Displayed in Table2

InTable 2, one can seethe factor loadings and
perception values for many variablesthat have to
do with spiritua leadership, motivation to work,
job satisfaction, and employee performance.

Table 2’sfactor loadings show that the indi-
cators have substantial correlations with their
corresponding variables. The indication “trust-
worthy” hasthe greatest factor |oading of 0.915
under spiritual leadership, indicating that itisa
substantial component of that leadership style.
This significant loading suggests that trust-
worthiness playsacrucial rolein shaping the per-
ception and implementation of spiritual leadership
intheworkplace.
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Table 2: Value of perception and loading factor

S. No. Variables Indicators Factor loading Value of perception
1. Spiritual Leadership True 0.884 4.00
Trustworthy 0.915 4.01
Fatanah 0.877 4.03
Intelligent 0.866 3.99
2. Motivation of Working Motivating states 0.827 3.92
Motivating behavior 0.799 3.90
Goals or ends user behavior 0.603 3.99
3. Satisfaction of Working Wage 0.768 3.62
Promotion 0.760 3.60
Supervision 0.684 3.63
Benefit 0.636 3.85
Contingent 0.682 4.01
Operating procedures 0.780 3.70
Colleague 0.606 3.99
Nature of work 0.705 3.95
Communication 0.834 3.79
4. Performance of Workers Understanding and skill 0.732 3.84
Carefulness 0.722 3.71
On target 0.700 3.71
Efficiency 0.750 3.83
Diligent 0.695 4.07
Initiatives 0.452 3.89
Attitude 0.638 4.06
Cooperative 0.666 4.13
Self-autonomy 0.622 3.90
Discipline 0.714 3.75

Source: Author/s only
(Data Collection: May 2024)

In a similar vein, the indicator “Fatanah”,
which standsfor knowledge or brilliance, isvery
significant within theframework of spiritual lead-
ership (factor loading = 0.877). A perceived rat-
ing of 4.03 for “Fatanah” indicatesthat workers
place apremium ontheleaders' intellect.

Factor loadings for “motivating states’ are
0.827 and for “motivating behaviour” they are
0.799 when applied to the context of work moti-
vation. The significance of these indicators as
driversof employee motivationisshown by their
values. Staff memberswho report high level s of
satisfaction with their motivational states and
actions, as measured by perception values
around 4.00, are more likely to bein sync with
the organisation’s objectives.

Factor loadings of 0.768, 0.760, and 0.684 for
theindicators“wage”, “ promotion” and “ super-
vision” pertain to the degree to which workers
report being satisfied with their jobs. Theseload-
ings show how thesefactors greatly affect work-
ers happinessintheworkplace. Employeesaregen-
eraly pleased withtheir jobs, dthough theremay be
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room for improvement based on the perception
values, which rangefrom 3.60t0 4.01.

Several indicators are used to assess work-
ers’ performance. These include “understand-
ing and skill”, “carefulness’, and “efficiency”,
which havefactor loadingsof 0.732, 0.722, and
0.750, respectively. These components of em-
ployee performance are highly loaded, suggest-
ing their criticality. The perception valuesrange
from 3.71t0 4.13, indicating that employeesgen-
erally feel positively about their performancein
the assessed areas. The indicators “attitude”
and “cooperative’ stand out with perception
valuesof 4.06 and 4.13 respectively, showing that
employees believe they excel in these aspects of
their performance.

All things considered, the perception val-
ues and factor loadings provide athorough pic-
ture of how different variables affect spiritual
leadership, motivation, work satisfaction, and
performance on thejob. Theimportance of these
concepts in creating a productive and support-
ive work environment is shown by the substan-
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tial correlations between these indicators and
the variables that make up their respective sets.

The outcomes show that profound authori-
ty emphatically influenceswork satisfaction, and
astandardised regression weight of 0.173 (p 0.05)
backs this up. A normalised relapse weight of
1.236 (p < 0.05) shows that work bliss signifi-
cantly affects representative execution. Repre-
sentative execution is straightforwardly influ-
enced by otherworldly administration to thetune
of 0.529 (p<0.05). A circuitouseffect of 0.213 (p
< 0.05) isacquired by increasing the impact of
otherworldly initiativeonwork fulfillment (0.173)
by the impact of occupation fulfillment on exe-
cution (1.236). Accordingly, considering both the
immediate and aberrant effects, the general ef-
fect of otherworldly authority on worker execu-
tionis0.742 (p < 0.05). This supports Hypothe-
sis 1, which proposes that work satisfaction
serves as a medium between the two.

The standardised regression weight of 1.072
(p < 0.05) indicates that the drive to work has a
direct positiveinfluence on job satisfaction. Job
happiness has a substantial impact on employ-
ee performance, as shown by aregression weight
of 1.236 (p < 0.05). Animpact size of 0.884 (p <
0.05) indicatesthat motivation directly influenc-
es employee performance. The indirect impact,
whichismoderated by work satisfaction, is1.324
(p < 0.05), which is calculated by multiplying
1.072 (effect of motivation on job satisfaction)
by 1.236 (effect of job satisfaction on perfor-
mance). Therefore, with atotal impact of 2.208 (p
< 0.05) on employee performance, the results
confirm Hypothesis 2, and partial mediation by
work satisfaction is also shown.

Job happiness is a key mediator between
spiritual leadership and motivation and improved
employee performance, as shown by these re-
sults. The significance of creating a nurturing
workplace that resonates with workers' beliefs
and givesthem afeeling of belonging and fulfil-
ment is highlighted by the mediation effectsthat
have beenidentified. This, inturn, leadsto better
performance results.

Furthermore, there are high correlations be-
tween the indicators and their corresponding
variables, as shown by the factor loadings and
perception values, for indicators pertaining to
spiritual leadership, motivation of working, sat-
isfaction of working, and worker performance.
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The indication “trustworthy” has the greatest
factor loading of 0.915 under spiritual leader-
ship, showing that it isasignificant part of that
leadership style. This proposesthat the discern-
ment and execution of spiritual leadershipinthe
working environment are significantly affected
by dependability. Similarly, “ Fatanah” , represent-
ing knowledge or brilliance, isanimportant com-
ponent of spiritual leadership (factor loading =
0.877). A perceived rating of 4.03 for “Fatanah”
indicatesthat workersplaceapremiumonleaders
intellect.

With factor loadings of 0.827 and 0.799 re-
spectively, “motivating states” and “motivating
behaviour” are crucial components of employee
motivation within the context of job motivation.
Staff members who report high levels of satis-
faction with their motivational statesand actions,
asmeasured by perception vauesaround 4.00, are
more likely to be in sync with the organisation’s
objectives.

“Wage”, “promotion”, and “ supervision” are
three markersthat contributeto job satisfaction,
asthey havefactor loadings of 0.768, 0.760, and
0.684, correspondingly. These loadings show
how thesefactorsgreatly affect workers' happi-
nessin theworkplace. Employeesare generally
pleased with their jobs, although there may be
room for improvement based on the perception
values, which rangefrom 3.60t0 4.01.

Worker performance is assessed using indi-
cators including “understanding and skill”,
“carefulness’ and “ efficiency” , which have fac-
tor loadingsof 0.732, 0.722 and 0.750, respective-
ly. These components of employee performance
arehighly loaded, suggesting their criticaity. With
arangeof 3.71to4.13for theseindicators, work-
ers seem to think they are doing a good job in
these areas. “Attitude” and “ cooperative” stand
out with a4.06 and 4.13, respectively.

The standardised regression weights for
each routein the model areincluded in the Struc-
tural Equation Modelling (SEM) findings, which
are shown in Figure 1. The results of the SE
analysis demonstrate that spiritual leadership
has a beneficial effect on both the incentive to
work (0.529) and the contentment with that job
(0.173). Both job satisfaction and performance
areincreased by 1.072 when employees are mo-
tivated to work, and performanceis further im-
proved by 1.236 when employees are satisfied
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with their work. The significancelevel of al as-
sociationsis p = 0.05. Employee performance,
work satisfaction, and motivation are all posi-
tively impacted by spiritual leadership, as seen
here. Because these associations are statistical -
ly significant, one may say that thereisastrong
link between these components. Coefficientsin
the figure uncover that spiritual leadership and
motivation influence work satisfaction, and that
job bliss altogether influences agent perfor-
mance. The SEM disclosures moreover back up
thedistorted effects, which are mediated by work
satisfaction, hence the proposed intervention
model isespecially maintained.

The predicted correlations are corroborated
by the structural equation modelling (SEM) co-
efficientsshownin Figure 1. The SEM discover-
ies back up the cases that spiritual leadership
and inspiration affect work satisfaction, and that
job satisfaction, thus significantly affectsrepre-
sentative performance. The SEM discoveries
likewise back up the aberrant impacts, which are
intervened by work satisfaction, consequently
the proposed intercession model is very much
upheld. This study’s results provide credence
to the study’s assumptions and show how spir-
itual leadership and inspiration may boost mo-
raleand productivity in theworkplace. Theintri-
cate web of links between leadership, motiva-
tion, work satisfaction, and performance results
may be better grasped with the help of Figure 1.

DISCUSSION

Spiritual L eader ship and Employee
Performance

This study emphasises the positive impact
of spiritual leadership on employee performance,
highlighting traits such as honesty, faithfulness,
and wisdom. Employees are more responsive to
leaders who inspire a sense of purpose and be-
longing, aligning with Fry’s (2003) findingsthat
spiritual leadership enhances individual well-
being and organisational performance through
shared values and cultural alignment. By foster-
ing a sense of value among employees, leaders
can increase commitment to organisational
goals. Fry and Cohen (2009) note that spiritual
leadership involves creating a vision and ad-
dressing the needs of both leaders and follow-
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ers, which correlates with higher levels of trust,
engagement, and productivity reported by em-
ployees under spiritually guided leaders. In re-
lation to Maslow’s hierarchy of needs, spiritual
|eadership addresses higher-level needslike self-
actualisation and esteem, leading to improved
job performance (Gibson et a. 1992). Theimpor-
tance of trustworthiness in spiritual leadership
is underscored, as employees who trust their
leaderstend to experience greater job satisfaction
and productivity.

Lat (2024) investigatestheimpact of spiritu-
al leadership onwork satisfaction and employee
performancein abanking context, specifically at
Global Treasure Bank in Yangon. The study
employs a quantitative research methodol ogy,
gathering data through surveys distributed
among bank employees. Thefindingsindicatethat
spiritual leadership significantly enhances both
work satisfaction and employee performance.

Moreover, Lat’squantitative approach, while
robust in scope, may not fully capture the nu-
anced, lived experiences of employees, which
qualitative insights could provide. Future re-
search should aim to triangul ate findings using
mixed-method designs and longitudinal analy-
sis, thereby exploring how spiritual leadership
sustains performance and satisfaction over time.

These findings echo and extend resultsfrom
Schaffer et al. (2024), who assert that spiritual
awareness in leadership promotes team cohe-
sion, especially in diverse and high-stress envi-
ronments. Similarly, Smith and Thompson (2024)
emphasize that |eaders who integrate spiritual
principles demonstrate enhanced emotional in-
telligence and ethical judgment, both of which con-
tribute to employee satisfaction and organizational
loyalty.

Employees under spiritually driven leaders
reported greater job satisfaction and displayed
higher performancelevels, both individually and
collectively. Spiritual leadership in such a con-
text offers emotional anchoring and purpose-
driven motivation, enabling employees to find
meaning in their work beyond financial metrics.
This humanizes the workplace, transforming it
from a purely transactional space into one that
respects personal values, emotional well-being,
and ethical engagement.
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M otivation and Job Satisfaction

The results indicate a strong connection
between spiritual leadership and work motiva-
tion, which in turn affects job satisfaction. A
supportivework environment that offersgrowth,
recognition, and emotional support enhances
employee performance. Leaders who cultivate
mutual respect and trust significantly boost
motivation and overall performance. Thisiscor-
roborated by Prabu (2007) who emphasise that
intrinsic motivation, stemming from leadership
support, is crucial for improving productivity.
Additionally, factors like career advancement
opportunities and recognition, along with fos-
tering camaraderie and genuine carefor employ-
ees, are essential for enhancing job satisfaction.
Raobbinsand Timothy (2009) a so notethat |ead-
erswho value and appreciatetheir staff promote
greater motivation, aligning with thefindings of
the current study. Research indicates that |ead-
ership and a supportive organisational culture
are crucial for enhancing employee motivation
and performance (Wibowo 2010). Job satisfac-
tionislinked to better performance, as support-
ed by Gil et al. (2005). Employeeswho seetheir
goalsaligned with organisational objectivestend
to be more engaged and satisfied, which aligns
with Rubel and Kee's (2014) findings of aposi-
tive relationship between work satisfaction and
performance. Additionally, studiesby Irwansyah
(2019) and das Padayachee (2009) suggest that
satisfied employees not only perform better but
also boost overall organisational productivity.
Thisreinforcesthe conclusion that job satisfac-
tionisvital for sustaining high productivity and
engagement levelsin the workforce.

According to Yousaf et al. (2024), spiritual
leadership promotes workplace spirituality by
fostering asense of brotherhood among employ-
ees, motivating themto willingly fulfill their re-
sponsibilities despitelower salaries. Also, spiri-
tual leaders support their employeesby address-
ing organizational challenges and improving
their overall well-being.

He contributed significantly to the evolving
discourse on spiritual leadership by highlight-
ing its profound impact on workplace spirituali-
ty, particularly in environmentswhere monetary
rewardsarelimited. Hisresearch emphasi zed that
spiritual leadership fosters a sense of brother-
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hood among employees, cultivating mutual re-
spect, solidarity, and a collective sense of pur-
pose. This communal ethos, according to the
study, serves as a non-material motivator, en-
couraging employeestowillingly fulfill their roles
and responsibilities, even when financial com-
pensation may be below market expectations.
His findings are particularly relevant in devel-
oping economies or non-profit sectors, where
resource constraints often make extrinsic moti-
vators, such as high salaries and bonuses, un-
feasible. In such contexts, spiritua leadership
becomesacritical lever to sustain employee en-
gagement and organizational commitment. By
promoting workplace spirituality, leadersimbue
work with meaning, thus appealing to intrinsic
motivatorslike purpose, belonging, and service
to others. The mechanism through which spiri-
tual leadership operates, as explained by Yousaf
et al. (2024), involves supportive leadership be-
haviors such as compassionate listening, per-
sonalized support during challenges, and ethi-
cal guidance. These actions humanize leader-
ship, enabling employees to trust their leaders
and feel psychologically safe. It further leads to
motivation and job satisfaction of the employ-
ees. When leaders address organizational chal-
lenges collaboratively and carefor employeewell-
being, it enhances organizational citizenship be-
haviors, that is, employeesgo beyond their formal
dutiesout of loyalty and moral commitment.

Per for manceof Workers

The study highlights that spiritual leader-
ship positively influences performanceindicators
such asefficiency, focus, teamwork, and self-dis-
cipline. Employeesunder spiritually guided lead-
ersexhibit higher initiative and responsibility lev-
els. However, while“ efficiency” and “ understand-
ingand skill” areperceived pogtively, “initiatives’
requireimprovement, indicating that spiritua lead-
ership enhances many performance aspects but
needs to encourage more proactive behaviour.
Previousresearch by Baykal and Zehir (2018) and
Fry and Slocum Jr. (2008) supports the notion
that spiritual leadership fosters a deep connec-
tion towork, enhancing loyalty and productivity.
Udin (2019) aso found that spiritual leadership,
particularly invision, hopeffaith, and selflesslove,
improves employee output.
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Binu Raj et al. (2024) suggested that when
educational institutions embrace spiritual lead-
ership, they create an environment where faculty
membersfed morepsychologically andemotionaly
engaged in their work.

He highlighted a critical link between spiri-
tual leadership and enhanced performance via
psychological and emotional engagement and
mentioned that when workersfeel connected to
a purposeful mission, supported by empathetic
leadership, and recognized for their contribu-
tions, they aremorelikely to excel. Asorganiza-
tions seek sustainable ways to boost perfor-
mance, spiritual leadership offersaholistic and
human-centered approach that aligns personal
fulfillment with professional achievement.

In contextslike academia, whereintellectual
labour and emotional investment are key to per-
formance engagement is a crucial factor in de-
termining the quality of teaching, research out-
put, and institutional growth. The findings ex-
tend beyond the academic world, underscoring
a broader trend, where spiritual leadership is
linked to heightened employee performance
through mechanismsthat tap into intrinsic moti-
vation and personal meaning at work. Spiritual
leadership, involves the articulation of a com-
pelling vision, fostering a sense of calling and
membership, and leading with integrity and com-
passion. These qualities contribute to a sup-
portive organizational climate where employees
feel valued, respected, and connected to a higher
purpose.

Correlation Between Spiritual Leadership,
M otivation, Job Satisfaction and Per for mance

The present study finds a clear correlation
between spiritual leadership, motivation, job
satisfaction, and employee performance. The
combination of these factors creates a positive
work environment that encourages employees
to put forth their best effort. When leaders ex-
hibit sincerity, compassion, and reliability, em-
ployeesaremorelikely to feel engaged and moti-
vated. Thisis consistent with the work of Khuan
et a. (2023), who observed an increasing trend
toward spirituaity in modern workplaces, aswell
as Fry (2008), who demonstrated that spiritual
leadership positively affects both productivity
and employeewell-being.
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Guo (2025) in his comprehensive review of
spiritual leadership literature from 2000 to 2024,
spanning databases like Web of Science and
CNKI, reveals that spiritual leadership signifi-
cantly boosts employee performance by inspir-
ing ashared vision, fostering hope, and demon-
strating atruistic care. The findings also high-
light those psychological capitals such asresil-
ience, optimism, and self-efficacy plays a key
mediating roleinthisrelationship. Interestingly,
employees personality traitsinfluence how they
respond to spiritual leadership, with different
traits shaping varied levels of engagement and
impact, underscoring the importance of person-
alized leadership approaches in the workplace.
In addition, spiritual leadership fosters an envi-
ronment where employees find meaning and
purposein their work, which enhancesintrinsic
motivation. This heightened motivation leads
to greater job satisfaction, as employees feel
valued and aligned with organizational goals.
Consequently, satisfied and motivated employ-
eesaremorelikely to exhibit higher performance
levels.

Resear ch Implications

Spiritual leadership practices that highlight
honesty and morality should be a top priority
for organisations. Since spiritual leadership sig-
nificantly affects employee happiness, thiswill
help increase both satisfaction and performance.
Workers are happier and more productive when
they areled by trustworthy spiritual leaderswho
encourage them to do their best and take pride in
what they do. According to the research, promot-
ing spiritual leadership practices across an organ-
isation may boost productivity and efficiency.

CONCLUSION

To enhance morale and productivity, firms
should prioritise spiritual leadership strategies
that emphasise honesty and integrity. Effective
leadership significantly impacts employee sat-
isfaction, with trustworthy and honest spiritual
leadership motivating followers to excel, lead-
ing to increased job satisfaction. Factors such
as productive work, technical proficiency, and
collaboration contribute to employee perfor-
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mance, which can be significantly enhanced by
spiritual leadership and motivation. Important-
ly, spiritual leadership is essential at all organi-
sational levels, fostering a culture of compas-
sion, integrity, and collective purpose. When
leaders are reliable, employees experience in-
creased satisfaction and productivity, resulting
in enhanced job performance. The promotion of
altruistic characteristics and compassion within
the organisation indicates that spiritual |eader-
ship research shows work satisfaction affects
employee performance, influencing values, mo-
tivation, and trust in the workplace, which in
turn impacts performance.

RECOMMENDATIONS

Encouraging individualsto excel can be ac-
complished by establishing awork environment
that provides stimulating conditions and oppor-
tunities for career advancement. Enhancing
workplace satisfaction and performance can be
achieved by prioritising clear and consistent
communication, fostering robust relationships
between employers and employees, aligning
employee objectives with organisational goals,
and offering opportunities for continuous de-
velopment. Organi sations can enhance employ-
ee satisfaction and job performance, hence con-
tributing to overall success, by adopting these
recommendationsfor amore unified, motivating,
and supportive work environment.

RECOMMENDATIONS FOR FUTURE
RESEARCH

Research in the future might focus on study-
ing the long-term effects of spiritual leadership
on productivity and morale in the workplace so
that one can better understand itslongevity and
impact. It is possible that broader organisation-
al outcomes and employee engagement might
be better understood by investigating the effect
of spiritual leadership on company culture and
employeewelfare. Researching the effectiveness
and relevance of spiritual leadership practices
in different cultural and professional contexts
by analysing their effectsin different industries.
The results could inform suggestions for how
businesses can use spiritual leadership to boost
morale and productivity acrossthe board. Work-
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shops on ethics and values, leadership devel-
opment programs, and policiesto foster aspiri-
tually supportiveworkplace are all possibilities.
The study will offer useful insights and practi-
cal recommendations for executing effective
leadership practices in different organisations
across Delhi by addressing these areas. It will
also give a thorough analysis of how spiritual
leadership affects job satisfaction and employee
performance.
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