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Abstract:-

Though several measuring instruments for workplace spirituality have been developed to understand its effect within
organizations, there is a need to develop multidimensional instruments that could show a comprehensive reality of
workplace spirituality. However, there is no literature analysis identifying the ways of measuring spirituality within
measuring instruments, making difficult their identification and consideration for the development of comprehensive
measuring instruments. This work qualitatively analyzes concepts and measuring instruments of spirituality, religiosity,
and faith to identify frequently used scale categories, and to ease future integral multidimensional research by the use of
a multidimensional conceptual model. We also analyzed the disclosed scale categories within measuring instruments to
find science gaps. We identified four measuring kinds in which spirituality and religiosity are studied. Also, we found that
the analyzed instruments measure spirituality, religiosity, and faith partially, according to the found scale categories.
This article suggests a basis to comprehensively develop future studies.
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I. INTRODUCTION

Employing adequate strategies to keep a company’s staff in optimum conditions is found to represent an impact on
organizational competitiveness (Carmona, Céspedes-Lorente, and Martinez-del-Rio, 2012), and reflected on
organizational financial affairs (Arnold, 2010; Raelin, 2004; McLaughlin, 1998). “High performance HR practices are
positively related to employee outcomes” (Mostafa and Gould-Williams, 2014: 276). The facilitation of spirituality and
religiosity in the workplace may be considered a strategy since it optimizes staff performance and boost competitiveness
(Vallabh and Singhal, 2014). In this sense, spiritual organizations achieve competitive advantage over other organizations
by being aware of their responsibilities towards stakeholders and environment, thus having satisfied and happy employees
(Gupta, Kumar, and Singh, 2014) and becoming successful organizations (Dhiman and Marques, 2011). Since
differentiation positioning strategy and cost leadership sets an organization in a competitive position (Porter, 2008),
spirituality may positively impact on organizational competitiveness since spiritual facilitation positively influences
organizational differentiation (Loureiro, Reijnders, and Dias-Sardinha, 2012) as well.

Spirituality has taken a very important role in organizational affairs. Some authors supports that the spiritual
company has one of the best return rates (6% in the Miliman SWA case, an airline that promotes human capital with a
strong sense of meaning and purpose in the workplace) (Arnold, 2010). Organizations considering employees’ spirituality
are "56% more likely to have a higher loyalty percentage of consumer [and are] 27% more likely to report higher
profitability" (Raelin, 2004: 2). By the way, 39% of organizational variance performance is related to personnel
(McLaughlin, 1998). Several studies aim to understand the effects caused by the facilitation of spirituality and religiosity
within the workplace and the organization. Studies contrast spirituality, religiosity or faith instruments with organizational
ones to measure issues such as performance (Osman-Gani et al. 2013; Fachrunnisa, Adhiatma, and Mutaminah, 2014),
organizational commitment (Rego and Pina, 2008), employee’s health and stress management (Kumar and Kumar, 2014),
among others. Because of their effects, some authors stress the need to measure the impact of spirituality and religiosity
in the company (Miller and Ewest, 2013; Khasawneh, 2011; Tischler, Biberman, and Altman, 2007) and to do it in a
multidimensional and holistic way (Miller and Ewest, 2013). The identification of dimensions so as other measuring ways,
to contribute to the development of integral measurement instruments, is needed to develop multidimensional and holistic
measuring instruments. Through literature, it is hard to find a classification of measuring ways through measuring
instruments of spirituality and religiosity because of their scarce research on business issues. Moreover, literature on faith,
spirituality and religiosity in the workplace is still in its infancy (Gotsis and Kortezi, 2008; Tischler, Biberman, and
Altman, 2007; Sheep, 2006). Although there is a conscience about the benefits that faith could bring to an organization,
an effort that explicitly shows the ways in which this personal internal need (Sheldrake, 2007; King and Crowther, 2004)
could be measured, to support multidimensional studies, is not explicitly found in literature. A study that may explicitly
identify dimensions and other scale categories to consider in more complete representations of reality, could enable to
researchers an easier decision about concepts and scale categories to consider in their instruments design for
comprehensive spiritual measurement in workplace. An analysis of the consideration of concepts and scale categories
considered by frequently used measuring instruments could expose multi-dimensionality measured on those measuring
instruments, enabling the finding of some gaps in research. Additionally, when talking about spirituality, religiosity is
frequently mentioned. So, to identify the ways of measuring faith could enable a more comprehensive study of this
transcendental aspect of employees. Therefore, this work has three main objectives. First, to analyze the concepts of
spirituality, religiosity and faith, to understand and to suggest the more complete conceptualization of spirituality in the
workplace. Second, to identify the measuring scale categories so that future research could have a reference when
designing a comprehensive measuring instrument or study. Third, to identify the scale categories disclosed from literature
within measuring instruments, exposing the consideration of these scale categories to identify gaps on research.

This paper is comprises five sections. In a second section, a conceptualization of spirituality, religiosity and faith
is provided. In a third section, we show the scale categories frequently found on literature. In a fourth section, an analysis
of measuring scale categories into measuring instruments of spirituality, religiosity and faith is done to understand their
measuring scheme and to find some gaps in research. Discussion and conclusions are provided in a fifth section.

II. CONCEPTUALIZATION OF WORKPLACE SPIRITUALITY, RELIGIOSITY AND FAITH
Conceptualization of spirituality

There is not a common definition of spirituality in the workplace, but we summarize some definitions on Table 1 for its
better understanding. There are some similarities among definitions of spirituality such as

Volume-7 | Issue-1 | March, 2022 21



Table 1. Definitions of spirituality in the context of the workplace and beyond.

Author
Jurkiewicz and define workplace spirituality as "a framework of organizational values evidenced in the
Giacalone (2004:  culture that promote employees’ experience of transcendence through the work process,
129) facilitating their sense of being connected to others in a way that provides feelings of
completeness and joy”.
Duchon and Define workplace spirituality as "the recognition that employees have an inner life that

Plowman (2005:1) nourishes and is nourished by meaningful work that takes place in the context of
community”.

Anderson (2000: 16) Defines spirituality as "the vital principle of animating force traditionally believed to be
within living beings, one’s essential nature".

Ayoun, Rowe, and Define spirituality as the experience of transcendence, and the possibility of reaching a

Yassine (2015) deeper sense of life.

Kim, Huh, and Mention that spirituality is related to meaning, purpose in life, and connection with a
Chae (2015) sacred or transcendental reality.
Klerk (2005) Explains spirituality as something that transcends the material providing energy and

wisdom. This author states that spirituality deals with the balance, altruism, sacredness,
meaning in life, connectedness to the universe, and awareness of something or someone
greater than oneself (e.g. God, or an energy force).

define spirituality as the "holistic process of positive transformation through the
experience of pure spirituality” resulting a growth in all aspects of the individual's
personality because of the spiritual practice. state that spirituality must deal with:

[...] ultimate questions or the things that make us aware of, and connected to, an

intangible reality (e.g. Divinity, Truth, mindfulness). This means that spirituality

is focused on an experiential knowledge, beyond what can be discerned solely by our

physical senses (e.g. Touching, tasting, smelling, hearing, seeing), with an intangible

reality. For instance, one could become aware of this intangible reality by experiencing

an infusion of inner peace and yet not being able to physically touch, taste, feel, see or

hear any evidence of the experience other than the resulting peace

Heaton, Schmidt-
Wilk, and Travis
(2004: 63)

Anderson and
Grice (2014: 4)

Baéig\l/llla;iyanan Emphasize the difference between spirituality and religiosity. For them, spirituality
a; 008 adhavaram ¢ an inner desire for meaning and community that is not dependent on, nor
( ) preached by, any form of religion; it represents beliefs and values; It is inclusive,
universally applicable, leading to interconnectivity
sustain that while religion goes through rites and rituals, spirituality goes inward to an
gz)sél Oe)md Gray understanding of universal values

the seeking of transcendence(Jurkiewicz and Giacalone, 2004; Kim, Huh, and Chae, 2015; Ayoun, Rowe, and Yassine,
2015; Klerk, 2005), the feeling of awareness of a higher power greater than oneself (Anderson and Grice, 2014; Miller
and Ewest, 2013; Klerk, 2005), the search for a life meaning (Duchon and Plowman, 2005; Kim, Huh, and Chae, 2015)
and the presence of some spiritual effects, such as values (Badrinarayanan and Madhavaram, 2008; Cash and Gray, 2000),
that have an impact in all aspects of life. According to these authors’ perspectives, spirituality is the inner cognition of the
existence of a power greater than oneself, or divinity, which makes a person restless for the search of transcendence, and
searching to fill this necessity, that leads persons to perform actions, frequently arriving to a state of inner peace, fullness
and happiness.

Spirituality in the workplace is the organizational conscience of spirituality as a worker’s need, therefore
considering it in order to benefit employees to the same time that this facilitation positively impacts organizations. The
facilitation of spirituality in the workplace enables the development of personal spiritual effects (e.g. values, fraud
prevention, stress reduction, tolerance to adversity) that could be reflected in ethical behavior, decision making and into
organizational culture, allowing the personal search of meaning and transcendence within workplace.

When studying spirituality, the concept of religiosity is frequently found in the literature. Therefore, it is relevant
to analyze this concept in order to find if there’s a relationship between religiosity and spirituality and the best way to
consider their study.

Conceptualization of religiosity
To understand the relationship between spirituality and religiosity, the term religiosity is analyzed according to definitions
given by several authors, summarized on Table 2.

Though there are authors that sustains the recommendation of a study of religiosity separated from the concept
of spirituality (Badrinarayanan and Madhavaram, 2008; Valasek, 2009; Fry, 2003), there are several other authors that
mention, implicitly or explicitly, the spiritual concept into their religious definitions. Cohen et al. (2012), Peterson and
Seligman (2004), so as Koenig et al. (2000), in their definition of religiosity, mention the presence of a transcendental
sense of spirituality and the search for a closeness to a higher power. This transcendental restlessness is an essential
component in the definitions of spirituality given by Ayoun, Rowe, and Yassine (2015), Kim, Huh, and Chae (2015),
Klerk (2005), Klerk (2005) and Jurkiewicz and Giacalone (2004) (see Table 1). Moreover, several authors mention the
awareness of divinity, superior or supernatural power in their definitions of religiosity (i.e. Cohen et al. 2012; Koenig et
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al. 2000; Valasek, 2009) as the reason why religiosity is performed. Cohen et al. (2012) and Luquis, Brelsford, and Rojas-
Guyler (2012) explicitly mention the spiritual presence into the concept of religiosity. Anderson and Grice (2014) explain
religiosity as the standard of spirituality, existing several standards or religious denominations. Miller and Ewest (2013:
2015), as well as Anderson and Grice (2014), find that spirituality complements religiosity, being religiosity a facilitator
of spirituality. These approaches and definitions suggest that spirituality and religiosity are related.

Peterson and Seligman (2004: 802) states that spirituality comes from the conviction of the transcendent dimension of life,
coming from a supernatural power to which individuals must respond [performing] ritual acts carried out in respect of that
power”. These performed acts lead the individual to a state of closeness

Table 2. Definitions of religiosity.
Author " Definition

Koemz =t al  define reliziosity as "an orzamized svstem of belhefs, practicss, rituals
{2000: 18) and zvmbaols dezigmed [...] to facilitate closeness to the sacred or
transcendant ((God, higher power, or ultimats fruth’ reality) [...]7.
Whller and Ewest define religion as a "set of moral beliefs and percaptions sharad by 2
{2013: 38) group of peopls to explain and understandme of human existance
within this universe".
Peterzon and affirm that religicaity mecludes “‘beliefs and practices that are
Selizman (2004: grounded in the conviction that there is 2 transcendent (nonphysical)
G0 dimension of life’".
Cohen et al define the concept from Latin: “relegare™ which means “to bind
{2012: B02) togethar”, they find that reliziosity 15 a bond between humanity and
zome greater power. Ralipiosity haz been desizmated az a2
“supernatural power to which mdiridoals must respond, a fasling in
mdriaduzls who conceive of such a power, and ritual acts carmed oot
1 respect of that power”, tharefore, mdividuals mterpret and crgamze
their conduct for zood. They say that the relizious term 1z “broad
enough to inclode a ‘spiritual’ component”, mmdicating the
relationship between concapts.
Avoun, FRowe, explamrelizioninterms of an “organized system of beliafs, practices,
and Yaszine mntual: and svmbolz".
[2013: 941)
Oh and Sarkisian explain the positive link betwsen religiosity and interperzomnal
{2012 302) enFapement, 11 the way of altruiztic baliefs and behaviors such as
bemg charitable and helping others. Thev suggest that rehizmozity has
immpzact m social 1zsues through a “[...] moral dizcipline mcluding
sactifice, devotlon, and compassion [...] and by socizl capital created
by relizious service attendance”™.
Andersom  and describe raligiesity as 2 group of doctrines or 1deals able to bring the
Grica (2014: 47 mdraduzl to the chosen standard of spinituality, the "core of any
standard of spirftuality”.
Bloodzood et al.  define ralipiosity as the “understanding, committing to, and followms
{2008 5359 a zet of relizious dectrines or primeiples™ Thevy mention that
relizgicsity may be assezzed with beharioral indicators such as “[...]
attendance at religious services, relizions affiliation, praver
frequency, reading of sacred textz, and participation m rshgicus
discussions with others™.
Luguis, talk about the benefits that relizions practices have within spirituality,
Brelz=ford, and identifving some practices m religious affairs zuch as “self-rated
Eiojas-Guyler axtent of ralisicsity and relizious service zttendance, [...] private
{2012: 602) ralizious practicas, which melude frequency of watching ralizious
televizion, reading the Bible or other reliziows texts, and saving

pravers or grace before meals™.
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Table 2. Contimued.

Author Definition

Badrinaravanan dafine ralipiosity a= an organized system of baliefs, principles, dogmas

and and doctrines that tends to be dogmatic, patriarchal and exclusive.

Madhavaram

(2008

Valazek (200%)  conceptuzlizes reliziosity as: proselvtizing, a set of practices such as
church attendance, amount of prayers, scripture reading, and the
ritualistic; 1z autheritarian and has salf-nghtecnsness. It has a behef in
the drvime, doctrine and dogmas.

Fre (2003: 7068) mention:z the not interdependence between the terms: “spartuality 13

neceszary for raligion but relizion is not necessary for spirituality”.

To a sacred reality (Koenig et al. 2000). In this view, this paper considers spirituality and religiosity as complementary
concepts, naming this joint study as faith.

Conceptualization of faith

Miller and Ewest (2013: 6) propose a jointed study of spirituality and religiosity explaining that this interrelation contains
the most "formal and defined expressions of belief as found in religious constructs and the more informal and less-defined
expressions of belief as found in spirituality” (Miller and Ewest, 2015). Spirituality and religiosity foster the development
of each other (King and Crowther, 2004) acting as interrelated concepts (Proeschold et al. 2014). Religion arises as a
consequence of, and according to, a human need (i.e. spirituality), destined to lead the individual to reach the highest
spiritual level. Like this, spirituality and religiosity are indistinguishable concepts (Hicks, 2003). The separation of
spirituality and religiosity is not sustainable because it could ignore important issues (Hicks, 2003). Spiritual effects such
as behavioral change (e.g. values, help to others, forgiveness, etc.), are encouraged by religious practices (Mazereeuw,
Kaptein, and Graafland, 2014), appearing religiosity as the faith variable that develops spirituality. In these religious
practices, this human’s need could be lead from the most basic level (e.g. sense of transcendence, search for truth, divine
awareness) to the highest possible desired spiritual level (e.g. effects of the spirit, meaning, fullness, happiness, peace).

In the awareness of this interrelationship of concepts, and the good effects that spirituality has into organizations,
this issue in organizations must to be studied, and also according to each organization. Though there are organizations
that facilitate spirituality in the workplace, there are others that still do not enable spirituality in the organization, whose
study need the proper selection of concepts and scale categories to consider into the instrument for the study. Since the
approach of measuring spirituality and religiosity as complementary concepts is relatively new on literature, it is expected
that measuring instruments were designed mostly in a separated consideration of the concepts of spirituality and religiosity
through literature, consequently, few measuring instruments that measure faith are found (see Table 3). Pawar (2009),
Miller and Ewest (2013) and Tischler, Biberman, and Altman (2007) affirms that there is a need of empirical study that
includes multidimensional models (Miller and Ewest, 2013; Tischler, Biberman, and Altman, 2007), in a holistic way
(Miller and West, 2013; Tischler, Biberman, and Altman, 2007) within organizational issues e.g. organizational
competitiveness (Pawar, 2009). To enable this, this work aims to identify the scale categories of faith, spirituality, and
religiosity through literature, to provide and to suggest a complete measuring scheme to design future multidimensional
measuring instruments.

I1I. MEASURING SCALE CATEGORIES

To analyze the measuring scale categories within measuring instruments of faith, spirituality and religiosity, it is necessary
to first identify them from literature. Inasmuch spirituality and religiosity are components of the faith concept adopted on
this work, the scale categories analysis is applicable to spirituality and religiosity. So, we named measuring scale
categories in relationship to the faith concept, but these scale categories are applicable also to spirituality and religiosity
as separated concepts.

Named by other authors as complex phenomena (Mazereeuw, Kaptein, and Graafland, 2014), and measuring
forms (Tischler, Biberman, and Altman, 2007), scale categories (Miller and Ewest, 2013) of faith refer to all the ways in
which a process of faith assimilation could be assessed by an instrument or scale within the organization. We have
identified several variables that we classified into four main measuring scale categories named within this article as faith
measuring dimensions, faith measuring levels, faith measuring approaches and faith measuring methods.

Measuring dimensions

This scale category asses the level of commitment that a person has in relation to his/her spirituality or religiosity, the
stages of what can be called an assimilation process of faith. Heaton, Schmidt-Wilk, and Travis (2004: 63) define
spirituality as a “holistic process of positive transformation” that impacts all aspects of the individual after spiritual
practice. In this work, we classify this process of faith assimilation in three dimensions: faith cognitive dimension, faith
awareness dimension and faith behavior dimension.
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Cognitive dimension

Named as manifestation scale by Miller and Ewest (2013), as pure spirituality by Heaton, Schmidt-Wilk, and Travis (2004)
and as cognitive level by Mazereeuw, Kaptein, and Graafland (2014), the faith cognitive dimension is related to the initial
knowledge that a person experience about the existence of a divine being, that provokes a personal restlessness for a
transcendent state. Regarding spiritual studies, cognitive dimension is about the “experiential knowledge, beyond what
can be discerned solely by our physical senses (e.g. touch, tasting, smelling, hearing, seeing) with an intangible reality”
(Anderson and Grice, 2014: 4). In religious studies, this dimension appears to be centered on the current knowledge about
dogmas from a religious denomination that could lead to some behavior in order to achieve some promise from the
religious denomination of belonging. A person who knows the recommendations or promises of his/her religious
denomination seeks to do his/her best to win this promise (e.g. eternal life) (Mazereeuw, Kaptein, and Graafland, 2014).

Awareness dimension

This dimension is considered as the dimension where the spiritual development is taking place (Heaton, Schmidt-Wilk,
and Travis, 2004; Miller and Ewest, 2013), where an affective state takes its place regarding the cognitive dimension
(Mazereeuw, Kaptein, and Graafland, 2014). Named as an adherence stage by Miller and Ewest (2013), and internal
validity by Tischler, Biberman, and Altman (2007), the awareness dimension is related to the individual inner certainty of
the spiritual and religious beliefs, understanding them as real, conceiving a need to search for a spirituality living (an
attitude to perform actions to it) in the search for a transcendent state, searching the closeness to the divine reality
perceived, or the search of inner peace.

Behavior dimension

Named by other authors as application of spirituality (Heaton, Schmidt-Wilk, and Travis, 2004), as behavioral level
(Mazereeuw, Kaptein, and Graafland, 2014), and as external dimension (Tischler, Biberman, and Altman, 2007), the
behavioral dimension is usually measured in terms of spiritual effects e.g. justice, prudence, temperance; nature care
(Afsar, Badir, and Kiani, 2016; Glicksman, 2009), forgiveness, and relationship with God (Glicksman, 2009). When
spirituality and religiosity become into actions, a series of personal values arise that are studied according to the degree
of commitment of persons to them. Jurkiewicz and Giacalone (2004), propose a set of values that should be measured in
organizations, which result from the facilitation of spirituality in the workplace (i.e. benevolence, generosity, humanism,
integrity, justice, mutuality, receptivity, confidence). Likewise, Benefiel (2005) shows a path of five stages where
spirituality is developed since the basic awareness of a spiritual reality, to the highest point that is the alignment with the
transcendent power, a sense of connectedness with the universe, and spiritual practices. Regarding religiosity, some
examples of personal behavioral dimension are: "I try hard to live all my life according to my religious beliefs [...] My
whole approach to life is based on my religion" (Jamali and Sdiani, 2013: 316), “[C]hurch/mosque/synagogue attendance
[... Flrequency of personal prayer and religious behavior” (Yegane, 2013: 27), and Bible study (Glicksman, 2009).

It should be mentioned that this article considers religious practice, not as suggested by Jamali and Sdiani (2013:
312) whose qualify external religious practices as "[...] utilitarian, based on personal gratification, the social environment
and the perceptions of others [leading to] a social gain”, but as a constructive approach of religious behavior. Mazereeuw,
Kaptein, and Graafland (2014: 4) state that “[t]he intensity of religious behavior reinforces the influence of religious belief
on business behavior. Participation in a religious community fulfills an important role in translating religious belief into
practice”. Referring to religious activities, these authors state that “[o]ther religious activities, such as private prayer and
religious study, can also affirm and reinforce expectations with respect to the behavior of believers” (4). The present article
considers the constructive approach of external religiosity, in much the same way that McCullough and Larson, who argue
that “[i]n the same way that physical exercise can reduce stress, regular spiritual practice of prayer, chanting, meditation,
drumming, or any practice that supports the meaning of life can reduce stress” (Dombo and Gray, 2013: 96). In addition,
the religious behavior can extend to health in employees boosting “[...] serotonin levels and arousing spiritual practices
such as singing [...;] high engagement worship practices norepinephrine boost and dopamine which increases energy"
(96).

Measuring levels

Also known as categories (Pawar, 2009), as constructs (Khasawneh, 2011) and as applications (Heaton, Schmidt-Wilk,
and Travis, 2004), measuring levels (Mazereeuw, Kaptein, and Graafland, 2014) conform the scale category distinguished
by the studied focused audience. We identified measuring levels and classified them into four subcategories: the individual
or personal level (Khasawneh, 2011; Liu and Robertson, 2011; Pawar, 2009: Tischler, Biberman, and Altman, 2007;
Heaton, Schmidt-Wilk, and Travis, 2004), group or work unit level (Tischler, Biberman, and Altman, 2007),
organizational level (Pawar, 2009; Tischler, Biberman, and Altman, 2007; Heaton, Schmidt-Wilk, and Travis, 2004), and
society level (Tischler, Biberman, and Altman, 2007; Heaton, Schmidt-Wilk, and Travis, 2004).

Individual measuring level

This subcategory refers to the studies made in the workplace that measure the faith perception on the individual, not
considering organizational, society or work group related faith influences. This measuring level is found to be studied
within different parts of the faith assimilation process (i.e. cognition, awareness and behavior) (see Table 3).
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Group measuring level

This subcategory encompasses the studies aiming to understand organizational work unit relationships and the impact of
spirituality on them. This dimension responds to questions such as "[m]y work-group has a vision statement that brings
out the best in me" (Fry et al. 2010: 310), "[cJommunications within my work group are excellent and I entertain easy and
agreeable relationships with my colleagues” (311), and "[m]y work group is very productive” (312).

Organizational measuring level

This is the subcategory encompassing the studies that evaluate the perception of the arrangements that the institution
provides to facilitate faith in the workplace. Instruments measuring this organizational measuring level could include
questions about the perception of provided spiritual leadership (Fry et al. 2010), perception of formal and informal
organizational efforts in workplace for faith facilitation e.g. its inclusion on organizational mission, vision, values,
conductance code (Sherafati, Mohammadi, and Ismail, 2015), art decoration (Hodge, 2013), faith phrases, organizational
norms (Soltani, 2012), and systems support (Benefiel, 2005). Organizational measuring level responds to questions such
as: "[m]anagement systems encourage personal and spiritual transformation [? ... M] Y supervisor is positive about
workers who express their emotions? [...] My superiors listen attentively to my suggestions?" (Khasawneh, 2011: 692).

Society measuring level

This subcategory studies the benefit of the spiritual facilitation of the company in relationship with the community foreign
to the company's staff. It responds to questions such as: "I have a commitment to promote the well-being of my community
[...] my employer provides and sponsor charitable social service to the local community?" (Khasawneh, 2011: 692), “[1
d]emonstrate God’s love to clients [... We] inspire clients’ faith via staff’s actions” (Ebaugh, Chafetz, and Pipes, 2006:
2264).

We will see later in the instrumental analysis, these measuring levels are found to be applied within one or more stages of
the faith assimilation process (i.e. measuring dimensions), and in combination with other measuring approaches.

Measuring approaches

Named by other authors as focus (Heaton, Schmidt-Wilk, and Travis, 2004) and as validity (Tischler, Biberman, and
Altman, 2007), the measuring approaches classify the study of spirituality and religiosity according to impacted subject
on organizations, ergo, the effects of the spiritual person impacting the organization and, by the other hand, the effects of
faith facilitation towards persons. Pawar (2009: 377) explains that these approaches can be identified in literature since
the "focal point or source point wherefrom spiritual transformation in workplace evolves". We named these approaches
as inside-out and outsidein approaches.

Outside-in approach

This subcategory measures the effects that an organizational faith facilitation may trigger into a person. The outside-in
approach responds questions about the effects of spiritual facilitation, such as the perception of organizational systems
and their effects on personal stress management, fraud prevention (Purnamasari and Amaliah, 2015) and resistance to
adversity. Since outside-in measuring approach includes organizational facilitation perspectives, this approach is
frequently found to study organizations that already have a kind of spiritual or faith facilitation (e.g. Dhiman and Marques,
2011).

Inside-out approach

This scale category identifies the studies that measure the effects that a person’s faith may do in the organizational
environment or in organizational affairs. The inside-out approach answers questions such as “[m]y faith helps me deal
with difficult work relationships" (Lynn, Naughton, and VanderVeen, 2009: 236), "I view my work as part of God’s plan
to care for the needs of people [...] and the most of questions described above on the measuring dimensions explanation.
The inside-out approach measures the impact, influence or correlation of faith with other organizational affairs e.g.
performance (Arnold, 2010; McLaughlin, 1998), engagement (Chau et al. 1990), workplace stress level (Nash and
McLennan, 2001) and other organizational issues. Organizations that still do not have a spiritual facilitation within their
organizational strategy are frequently measured with the inside-out approach, by the comparison of measuring instruments
of spirituality, religiosity, and faith with those used to analyze and measure organizational affairs.

Measuring methods
Heaton, Schmidt-Wilk and Travis (2004) propose a classification of studies according to their measuring methods,
considering the objective and subjective subcategories.

Objective methods

This subcategory refers to the quantitative research of spirituality and religiosity. Some objective methods’ reactants
applied to the inside out measuring approach are “[% of] sales new products vs. plan [...] % Waste [...] % Absenteeism
[...]" (Fry et al. 2010: 303). Also, this subcategory considers calibrated instruments such as the mentioned in Nelson and
Sutton to the measurement of psychological stress i.e. blood pressure, breathing rate, and heart rhythm (Heaton, Schmidt-
Wilk, and Travis, 2004).
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Subjective methods

This subcategory comprehends self-referral measurements (Heaton, Schmidt-Wilk, and Travis, 2004), responding themes
such as stress management and executive well-being with instruments or scales as the mentioned by Heaton, Schmidt-
Wilk, and Travis (2004) (i.e. perceived stress scale, symptom checklist, MHI-5th mental health inventory), and items like
the provided in Fry et al. (2010: 303) (i.e. “% Agree life satisfaction [...] % Agree hope/faith”). This subcategory tends
to add solid value to this field of study; however, such measurements are not usually found in faith-based research in the
workplace.

The consideration of these scale categories into measuring instruments would theoretically show a wider
representation of spiritual and religious reality in an organizational context. However, some authors affirm the necessity
of multidimensional measurement of spirituality, religiosity, and faith, this fact suggest the partial consideration of scale
categories within measuring instruments, but, there is not found any study analyzing the scale categories based on the
inner analysis of measuring instruments, to expose this gap on science. This study analyzes the identified scale categories
into measuring instruments of spirituality, religiosity, and faith to understand the comprehensiveness of measuring
instruments, and to suggest the more comprehensive design of instruments, to support future researchers’ decision about
the scale categories to consider for comprehensive studies.

IV. CONCEPTS AND SCALE CATEGORIES WITHIN MEASURING INSTRUMENTS OF SPIRITUALITY,
RELIGIOSITY, AND FAITH

We selected 20 measuring instruments to analyze. 11 measuring instruments were considered from the selection that King
and Crowther (2004) made from a compendium of 125 measuring instruments on Hill and Hood (1999) according to their
relevance and frequently and practical use on organizational studies. The other 9 measuring instruments were considered
from recent literature studying spirituality, religiosity or faith on business. We considered the most of instruments studying
spirituality, religiosity or faith on

Table 3. Scales and instruments used to measure spirituality, religiosity and faith.

Instrument Method Dageription
Aunthors Concepts Lavel: Dhmensions  Approaches
ne
Zbaugh, .oalition ehigiosity, drvidual, shavier wide-out  ubjective An 18 item questionnaire, with three
“hafatz, and .eligiozity sirituality  roup, principal dimensions: service raligiosity,
Hpes, 2006 rganizational staff  reliziosity  and  orzamization
religiosity.
Jurkiswicz and Values Spirituahty  Individual, Awaraneszs, Inside-cut, Subjecttve A 10 zpirttual values meluding: justice,
Giacalone, 2004 Framework of Eroup, behavior Outzide-in respact,  responsibilify,  benevolance,
Werkplacs organizational generativity, humzanizm, integrity,
Spirttuality mutuality, receptivity.

Piedmont, 2001 Spiritual Spirituality, Individual Awareness, Inside-out  Subjective A 24 items scale, mcluding three subscales:
Transcenden reliziosity behavier connectedness, prayer fulfillment, and
ce Scala universality.

SBandaze, 199% Feligious Feligiosity  Individual, Awarenesz, Inside-out  Subjective It measurss the subscales: sacted writings,
Values Scale grupal behavier religions leaders, authority afforded,
(RVS) religions  group  identification  and

commitment, tolerance for differant views.

Koeniz et al. Duks Feligiozity  Individual, Awarenass, Inside-out  Subjective A J items scale, with three items mezzsuring

1957 Feligious organizatio  behavier intrinzic religiosity, one organizational
Index nal religionsness  and  other ftem  non-
(DUREL) organizationzl raligiousness

Edwards, 1986 Relizious Religioatty, Individual Cognitive, Inzide-put Subjactive With 12 items guestionnaire, this
Experisnce spirituality EWETEnAass mstrument differentiates batween the
Quastionnaira affactive, expariential, and cognitive
(BEQ) dimenzions of belief 1 a rahgious
system and in doctrinal statements.
Subjective
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Table 3. Continued.

Instrument Dazeription
Authors Concepts Levels Dhimenszions Approaches Mlethods
namsa
Edwards, 1386 Relizious Reliziosity, Individual Cognitive, Inside-out Subjactive With 12 itermns questionnaire, this
Experiance spirituality EWareness mstrument differentiates between the
Cuestiormairs affective, sxperiantal, and conitive
(FEQH dirpenzionz of belief in & relizions
syztam and in doctring] starsrments.
Edwards, 1986 Halizious Ralizigzity, Indnddual Cosnitive, Inzide-out Eubjective With 12 item= guestionnaire, this
Expsrience spirinaality ETVATENESE insmment differentiates betwean the
Cuestiormairs affective axperisntal, and cognitive
(FEQD dirpenzions of belisf m a2 reliziouns
syztamn and in doctring] satemants,
Hall and Spirineal Spirtuality Indiddual Cosnitive, Inside-out Subjective A 54 zelfweport itams, asssszing
Edwards, 1994  Aszsezzment STWATENESE svarenes:  of God, grandiosity,
Imventory (SAT) realistic  acceptance,  instability,
dizappoiniment, and an exparimental
management scale
Pargamant et 2l Falizious Reliziozity Indnddual Cosnitive, Inzide-out Eubjective 2§ mem= in oa 3 =ubscale:
19088 Froblamn-Sabving behavior quastionnaire; salf-drectng,
Zicale (FEE) collzborative, and deferring.
Batzon and Cuest Faligiosity Indpmadual  Awarsness Inzide~put  Bubjective A 12 mem metnunent  Thres
entiz, 1232 dimenszions:  rzadines: om0 face

exiztential questions, :elf-crticizm
and perceptions of reliztous dowbis,

and oparmess 1o chanze.

Business context, due to the scarce study of this field. On Table 3, we qualitatively analyzed and summarized these
measuring instruments specifying their consideration of concepts (i.e. spirituality, religiosity, and faith) and of measuring
scale categories (i.e. dimensions, levels, approaches and methods). Authors, instruments names and descriptions are also
provided.

Discussion

In this instrument review, we can appreciate that faith, spirituality and religiosity instruments are mostly studied in the
individual measuring level subcategory. This let us know that instruments are, most of the time, developed in an inside-
out measuring approach, which means that organizational measuring level is not directly considered in these instruments,
until the moment that the instrument is compared with an organizational affair measuring instrument, as the study made
by Jamali and Sdiani (2013), where corporate social responsibility is studied in its relationship to spirituality, or as it is
the study of Wilson and Hollensen (2013) where religiosity is studied in relation with organizational performance.

It can be seen that the most of the instruments apply a subjective methodology. A possible reason for this fact is
the nature of objective measurements that eventually could need specialized knowledge for the management of specialized
tools measuring concrete issues e.g. blood pressure, heart rhythm or breathing rate (Heaton, Schmidt-Wilk, and Travis,
2004).

In the instrument analysis, there are some authors that include all measuring dimensions in a single instrument
(what theoretically evidence the compatibility of sub levels from the measuring scale categories used on those
instruments). However, these instruments consider only one concept of faith, being the spiritual concept on Webb,
Toussaint, and Dula (2014) and Lynn, Naughton, and VanderVeen (2009), and the religious concept on the study of Bardis
(1961). This non-inclusion of concepts results in a measurement of spirituality or religiosity susceptible to be improved
for future research, with the merge of measuring instruments, searching for the inclusion of the missing concept and
measuring dimension in order to enable a better contribution of the measurement of spirituality, religiosity and faith to
organizational issues.

Nevertheless, there were found instruments that include both concepts of faith (i.e. Hall, Koenig, and Meador,
2010; Ebaugh, Chafetz, and Pipes, 2016; Edwards, 1986; Paloutzian, Jackson and Crandall 1978). However, within these
instruments, some measuring dimensions, measuring approaches or measuring methods, are not found, limiting their
contribution and their representation of reality.

According to this analysis, the concepts of spirituality, religiosity, and faith are studied in organizations mostly
since an inside-out approach. This discloses the possibility to explore the outside-in approach where the perceptions of
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organizational spiritual facilitation could contribute broadly to the development of the field. Moreover, according to this
analysis, studies that could reflect spiritual, religious and faith effects within an organizational context, by using calibrated
instruments and special techniques, are lacking in the literature.

Though there were found instruments that measure all (and nearly all) measuring levels in the same instrument
(Khasawneh, 2011; Ebaugh, Chafetz, and Pipes, 2006; Jurkiewicz and Giacalone, 2004), there is the possibility to improve
these and future instruments by the inclusion of the missing scale categories.

V. CONCLUSIONS

This article joins to the theory of faith where spirituality and religiosity are complementary variables (Miller and Ewest,
2013) affirming that in order to develop the spiritual effects, also religiosity should be enhanced, therefore moving from
the very first sense of transcendence, felt by most of the people (Miller and Ewest, 2013) to the practice of spiritual effects
that lead to organizational cultural benefits that impact on organizational competitiveness.

Through instrumental analysis showed that there is no instrument that could measure faith (i.e. spirituality and
religiosity as interrelated or complementary concepts) in a multidimensional way (i.e. including cognition, awareness and
behavior) be it in an insideout or outside in approach, objective or subjective method. So, in the theoretical understanding
of compatibility of scale categories through analyzed instruments, future studies should consider or develop instruments
that include these measuring scale categories enabling more complete studies of faith, at different levels (i.e. individual,
group, organizational, community), dimensions (i.e. cognition, awareness, and behavior), approaches (i.e. internal,
external, inside-out, outside-in), and methods (i.e. subjective, objective). The recommendation of making more
comprehensive instruments is also applicable to the study of spirituality or religiosity as separated theories, since this is a
relative new field of research that need to be developed in the most exhaustive way, and because these concepts, as
components of faith, were reference to identify the scale categories here disclosed.

Though faith is a relatively new field of research, the present analysis found that there is the need to develop
instruments that could measure faith in a more complete way. The consideration of the missing dimensions (i.e. cognition,
awareness, behavior), approaches (i.e. outside-in, inside-out), methods (i.e. subjective, objective) and levels (i.e.
individual, group, organizational, community/society) here exposed, theoretically may build stronger and more complete
measuring instruments, showing an integral, holistic and multidimensional picture of faith reality.

Organizational sustainability (Hochachka, 2005) and competitiveness (Vallabh and Singhal, 2014; Carmona,
Céspedes-Lorente, and Martinez-del-Rio, 2012) are some faith effects within organizations. Its facilitation also impacts
positively to other organizational affairs (e.g. performance, engagement, fraud prevention, conflict prevention, etc.).
Because of this importance of spirituality, religiosity and faith in the organization, this work aimed to contribute to fill the
gap of literature where the need to multidimensionally and holistically measure spirituality, religiosity and faith was
needed and, still, latent. This study identifies a basis for future multidimensional research of spirituality, religiosity and
faith, strengthening to the comprehensive contribution of this field of study to other organizational issues.
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