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Abstract  
The purpose of this study is to analyze the influence of workplace spirituality on employee wellbeing 

with organizational identification and workforce agility as mediating variables, respondents in this 

study were workers who worked as salesmen in the automotive industry The method used in this 

study is a quantitative method. The results of this study state that: workplace spirituality has a 

negative and insignificant effect on employee wellbeing. Workplace spirituality has a positive and 

significant effect on organizational identification. There is a positive and significant influence 

between workplace spirituality and workforce agility. Organizational identification has a positive 

and significant effect on employee wellbeing. Workforce agility has a positive and significant effect 

on employee wellbeing. Organizational identification mediates the relationship between workplace 

spirituality and employee wellbeing. Workforce agility mediates the relationship between workplace 

spirituality and employee wellbeing. Managerial implications need to improve the practice of 

spirituality in the workplace by strengthening employee identification with the organization and 

developing work agility (workforce agility), because both have been proven to significantly improve 

employee wellbeing even though spirituality itself does not have a direct impact. 
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1. Introduction  
In an era of increasingly complex and dynamic business competition, companies are not only 
required to create a competitive advantage through products or services, but also through effective 
human resource management. One of the main focuses in workforce management today is how 
companies can improve employee well-being as part of a long-term sustainability strategy. 
Employee well-being has been shown to significantly influence productivity, loyalty, and work 
engagement, which ultimately impact overall organizational performance (Grant et al., 2007; 
Diener, 2000). 
 
Today's work environment needs workers who can adjust quickly to changes, be flexible, and stay 

strong mentally when dealing with stress. Because of this, a new idea called workplace spirituality 
has come up. It's a way for managers to focus on helping employees find meaning and purpose in 
their jobs, feel connected to their coworkers, and take care of their inner well-being (Ashmos & 
Duchon, 2000). People believe that workplace spirituality helps workers feel more emotionally and 
mentally balanced, which makes them happier and improves their overall quality of life (Pawar, 
2019). 
 
However, not all studies find that workplace spirituality has a direct influence on employee well-
being. Some studies suggest that this influence is indirect and mediated by other psychological and 
organizational factors (Ibrahim et al., 2020). In this regard, organizational identification and 
workforce agility emerge as two intervening variables that have the potential to bridge this 
relationship. Organizational identification reflects an employee's psychological attachment to the 

organization, which can strengthen loyalty and a sense of belonging (Mael & Ashforth, 1992). 
Meanwhile, workforce agility relates to employees' adaptive and responsive abilities to work 
dynamics (Sherehiy & Karwowski, 2014). 
 
Salespeople in the automotive industry often face high pressure, competition with coworkers, and 
changing goals. Because of this, studying how work spirituality, organizational identification, work 
agility, and employee well-being relate to each other is important. A workplace that supports 
spiritual growth and a shared sense of identity is likely to be more supportive and better for mental 
health. 
 
This study looks at how workplace spirituality affects employee well-being, both directly and 
through organizational identification and work agility. 

It uses a quantitative method called Structural Equation Modeling (SEM-PLS). The results show 
that while workplace spirituality doesn’t directly improve well-being, it does help by making 
employees feel more connected to the company and more adaptable in their work. These findings 
match previous research that highlights the role of mediating factors in linking spiritual values to 
well-being at work (Petermann & Zacher, 2022; Rasool et al., 2021). 
 
Although the concept of workplace spirituality has been widely studied in organizational contexts, 
previous research has shown inconsistencies in its relationship to employee well-being. Some 
studies suggest that workplace spirituality has a direct influence on employee well-being, while 
others suggest that this influence is indirect and mediated by psychological and organizational 
factors. This issue serves as the basis for this study to further examine whether workplace 
spirituality directly influences employee well-being or whether it requires the presence of mediating 
variables such as organizational identification and workforce agility. The novelty of this study lies 
in selecting the automotive sales profession as a subject that has not been widely researched, and 
in simultaneously testing two mediators in a comprehensive structural model. The main 
contribution of this study is to provide new insights that the positive influence of workplace 
spirituality on employee well-being is not direct but rather works through strengthening 
organizational identity and increasing work agility, which are important for designing sustainable 
HR management strategies. 
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2. Literature Review and Hypothesis  
Literature Review 

Workplace Spirituality 
Workplace spirituality emphasizes the experience of meaningful work, sense of community, and 
alignment of values between individuals and organizations. According to Pawar (2016), spiritual 
values at work can enhance emotional stability and intrinsic motivation. Recent studies emphasize 
that spirituality in the workplace contributes to ethical behavior, trust, and purpose-driven 
engagement (Petermann & Zacher, 2022). However, not all findings are conclusive. Ibrahim et al. 
(2020) noted that the relationship between workplace spirituality and employee wellbeing is often 
mediated by other psychological constructs, rather than being directly causal. 

 

Employee Wellbeing 
Employee wellbeing encompasses physical, psychological, and emotional health in the workplace. 
Page and Vella-Brodrick (2009) categorized wellbeing into dispositional affect and job satisfaction, 
while Mishra and Bhatnagar (2019) emphasized that alignment of personal values with 
organizational support leads to enhanced wellbeing. More recently, Zheng et al. (2015) developed 
a multidimensional wellbeing scale, which has been widely used to examine factors affecting 
wellbeing across cultures and industries. 

 

Organizational Identification 
Organizational identification reflects the degree to which employees define themselves in terms of 
their membership in an organization. Research by Lu et al. (2020) and Ponting & Lee (2022) shows 

that a strong sense of belonging fosters emotional engagement and reduces turnover intentions. 
These studies also found that workplace spirituality enhances organizational identification by 
aligning individual and collective values. 

 

Workforce Agility 
Workforce agility is the capability of employees to quickly adapt, collaborate, and respond to 
change with resilience. Alavi et al. (2014) highlighted three essential dimensions: proactiveness, 
adaptability, and resilience. More recently, Raut et al. (2022) confirmed that agility supports 
performance during crises, and Petermann & Zacher (2022) demonstrated a strong link between 
agility and employee wellbeing. Workplace spirituality contributes to agility by promoting self-
awareness, collaborative values, and ethical responsiveness (Saeed et al., 2021). 

 

Relationships Between Variables 
Recent empirical studies emphasize the mediating role of organizational identification and 
workforce agility in linking spirituality to wellbeing. Ibrahim et al. (2020) found that spirituality 
improves wellbeing indirectly through organizational bonds. Similarly, Rasool et al. (2021) and 
Petermann & Zacher (2022) emphasized that workplace spirituality fosters a culture of meaning, 
which, when mediated by agility and identification, leads to higher levels of job satisfaction and 
wellbeing. 
 

Hypothesis 

Workplace Spirituality and Employee Wellbeing 
Workplace spirituality refers to efforts to create a work environment that provides meaning, 
purpose, and connection between individuals in the workplace (Ashmos & Duchon, 2000). Several 

studies suggest that workplace spirituality can improve employee psychological well-being through 
the achievement of meaning and social connectedness (Pawar, 2016). However, empirical research 
results do not always show a significant direct relationship between workplace spirituality and 
employee well-being (Ibrahim et al., 2020), given the dynamics of work roles and varying 
individual expectations regarding spirituality. 
 
Furthermore, Mishra and Bhatnagar (2019) emphasize that perceptions of workplace spirituality 
must be balanced with organizational support and an open work culture to significantly impact 
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well-being. For example, in the context of automotive salespeople, high target pressure and work 
flexibility mean that workplace spirituality does not always correlate directly with well-being. 

H1: Workplace spirituality has no significant direct effect on employee well-being. 

 

Workplace Spirituality and Organizational Identification 
Workplace spirituality is thought to help employees connect their personal values with the 
organization, which makes them feel more like they belong and are committed to the company 
(Milliman et al., 2003). Companies that support spiritual values like empathy, purpose, and strong 
relationships have been found to help employees feel more connected to the organization (Mael & 
Ashforth, 1992). This matches a study by Ibrahim et al. (2020), which showed that spiritual values 
in the workplace help build a strong sense of identification with the organization. 

 
Ashforth and Mael (1989) said that when employees identify with an organization, they start to see 
its values as part of who they are, which builds loyalty and emotional ties to the company. 
Petermann and Zacher (2022) also noted that working in a meaningful environment can increase 
how much employees identify with the organization through positive experiences at work. 

H2: Workplace spirituality has a significant positive effect on organizational identification. 

 

Workplace Spirituality and Workforce Agility 
Workplace spirituality also plays a crucial role in enhancing workforce agility, namely the ability 
of employees to adapt to changes and challenges in the work environment (Breu et al., 2002). A 
spiritual work environment creates meaning and clarity of values, which motivates individuals to 
be more proactive and flexible (Purnamasari, 2020). 

 
Research by Petermann and Zacher (2022) shows that workplace spirituality contributes to 
increased agility dimensions such as adaptability, creativity, and cross-functional collaboration. 
Saeed et al. (2021) also found that institutions with high spiritual values have a more adaptable and 
agile workforce, particularly in dealing with work pressure and organizational dynamics. 

H3: Workplace spirituality has a significant positive effect on workforce agility. 

 

Organizational Identification and Employee Wellbeing 
Organizational identification contributes to employee wellbeing by strengthening a sense of 
belonging, social support, and psychological satisfaction (Ponting & Lee, 2022). When employees 
feel part of an organization, they are more engaged, intrinsically motivated, and experience greater 
emotional satisfaction (Mishra & Bhatnagar, 2019). 

 
Mael and Ashforth (1992) stated that organizational identification increases the perception of 
meaning in work, which ultimately improves the quality of work life. Research by Yang et al. 
(2019) found that employee well-being is positively influenced by how strongly employees identify 
with the organization they work for. 

H4: Organizational identification has a significant positive effect on employee well-being. 

 

Workforce Agility and Employee Well-being 
Workforce agility plays a crucial role in improving employee well-being because agile employees 
are better prepared to face challenges, work pressure, and environmental changes (Sherehiy & 
Karwowski, 2014). Agile workers can see opportunities in challenges, demonstrate flexibility, and 
maintain emotional stability amidst work dynamics (Paul et al., 2020). 

 
Research by Kavitha and Suresh (2021) also shows that workforce agility contributes to employee 
well-being because they are better able to manage workloads, form healthy work relationships, and 
maintain job satisfaction. Similar findings were revealed by Petermann & Zacher (2022), who 
confirmed a positive relationship between agility and well-being in the context of modern 
organizations. 

H5: Workforce agility has a significant positive effect on employee well-being. 
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Mediation Effect of Organizational Identification 
Workplace spirituality helps make the work environment more positive and meaningful. However, 
how it affects employee well-being depends on how much employees identify with the 
organization. Ibrahim and their team in 2020 showed that spiritual values can improve well-being 
when employees feel connected to the company. Rasool and others in 2021 also pointed out that 
identifying with the organization is like a link between a spiritual workplace and how engaged and 
happy employees are. 

H6: Organizational identification mediates the relationship between workplace spirituality and 

employee well-being. 

 

Mediation Effect of Workforce Agility 

Similarly, workplace spirituality shapes positive mindsets and work values that foster agility in 
response to work dynamics. This workforce agility, in turn, enhances well-being (Petermann & 
Zacher, 2022). Saeed et al. (2021) demonstrated that agility is a key element bridging workplace 
spirituality with work performance and well-being. 

H7: Workforce agility mediates the relationship between workplace spirituality and employee 

well-being. 

 

Conceptual Framework 
The conceptual framework below illustrates the relationship between workplace spirituality (X1) 
and employee wellbeing (Y), mediated by two intervening variables: workforce agility (Z1) and 
organizational identification (Z2). This model tests the direct effect of workplace spirituality on 
employee wellbeing (H1), as well as its indirect effects through increased workforce agility (H3 → 

H4 → H7) and organizational identification (H2 → H5 → H6). Thus, this framework demonstrates 
that workplace spirituality not only has a direct impact but also significantly influences employee 
wellbeing by increasing emotional attachment to the organization and adaptability at work. 
 
 

 
 
 
 
 
 
 

 
 
 
 
 
 
 

Figure 1. Conceptual Framework 

 

3. Data and Method  
Type of Research 
Based on the problem formulation and supported by the theoretical framework, this research is 

related to either associative or causal analysis, as explained by Sekaran & Bougie (2016). This 
process involves checking if one variable causes a change in another. In causal analysis, researchers 
focus on identifying one or more factors that cause a specific outcome. Sugiyono (2019) describes 
associative research as a type of problem formulation that looks at the relationship between two or 
more variables. In this study, the researcher looks at how Workplace Spirituality (WPS) acts as an 
exogenous variable, influencing Employee Wellbeing (EWB), which is the endogenous variable. 
Workforce Agility (WFA) and Organizational Identification (OID) are considered mediating 
variables in this relationship. 
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Population and Sample 

Population 
A population is all the people, events, or things that a study wants to learn about (Sekaran & 
Bougie, 2016). It is the group that researchers are interested in studying. According to Groves, 
Floyd J Fowler, and others in 2004, a target population is the specific group from which a 
researcher wants to make conclusions based on data collected from a sample. It is a group that is 
not too big to count. In this study, the target population was workers who were working as 
salespeople. 

 

Sample 
The sampling method used in this study was purposive sampling. This method is appropriate for 
quantitative research or studies that do not aim to generalize results, as stated by Sugiyono (2016: 
85). In this study, purposive sampling was used, which is a technique that involves specific 
considerations (Sugiyono, 2017: 85). The reason for choosing purposive sampling is that not all 
individuals meet the required criteria. The author gathered data from 100 participants, based on 
Frankel and Wallen's hypothesis, which suggests that the minimum number of participants needed 
for descriptive research is 100. According to Frankel and Wallen as cited by Amiyani (2016), the 
minimum sample size for descriptive research is 100. 
 

Data and Data Collection Methods 
In this case, the researcher divided the data into two: primary and secondary data. Primary data 
came from questionnaires and observations, while secondary data came indirectly from other 
sources, such as books, articles, journals, and other relevant references related to each discussion. 

 

Data Collection 
This study collected data by giving out questionnaires. The information came directly from the 
people involved, so it's called primary data. This type of data source lets the people gathering the 
data get the information straight from the source. Collecting data is part of the process of gathering 
and creating data for research. This data collection is important for testing the research hypothesis 
using the information gathered. 

 

4. Results  
Statistical Data Analysis 
In data analysis using the SEM PLS analysis model, the first stage is evaluating the outer model, 
also known as the measurement model. This analysis stage examines and evaluates the relationship 

between the reflective indicators used to measure the latent variables (constructs). 
 
 

 
 
 
 
 
 
 
 
 
 

 

 

 

 

 

 

Figure 2. Outer Loading Model SEM PLS 
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The outer model results yielded 24 indicators out of the 28 reflective indicators used in the research 
model. The indicators removed or eliminated from the research model were WPS2, WFA1, OID6, 
and EWB4. This indicator elimination process was carried out to meet the model's reliability and 
validity requirements. In PLS-SEM, an indicator is considered reliable if its outer loading is greater 
than 0.70 (Hair et al., 2019; Hair et al., 2020). 
 

Table 1. Outer Loading Values That Do Not Meet Requirements 

  
Employee 

wellbeing 

Org 

identification 

Workforce 

agility 

Worplace 

spirituality 

EWB 4 0,080    

OID 6   0,053   

WFA 1    -0,037  

WPS 2     0,361 

Source: data processing results (2024) 

 
 
 
 
 
 
 

 
 
 
 
 
 
 
 

 

 

 

 

 

Figure 3. Outer Loading of the PLS-SEM Model (after elimination) 

 

Inner Model Results (Structural Model) 

In the data analysis stage using PLS-SEM, after evaluating the outer model, the next step is to 
assess the inner model, or structural model. 
 

Table 2. Model Fit 

  Saturated Model Estimated Model 

SRMR 0,048 0,048 

NFI 0,785 0,785 

Source: data processing results (2024) 

 
The NFI value, which ranges from 0 to 1, is derived from a comparison between the hypothesized 
variables and a given independent model. The model has a high fit if the value is close to 1. The 
NFI value is 0.784, indicating a good fit. 
 
The SRMR is the average value of all standardized residuals. The SRMR value ranges from 0 to 1. 
A good model fit is achieved with a SMRM value of <0.05 (Jonathan, 2010). 
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Determinant Coefficient (R-Squared) 
The second step in the inner model analysis is to check the quality of the research model by looking 
at the R-square value. The inner model, which includes the inner relations, structural model, and 
the main theory, shows how different variables are connected based on the theory. The structural 
model is checked using the R-squared value for the main outcome variable. The R2 value helps to 
see how much influence certain variables that are caused by others have, and whether the other 
variables have a big effect. The standards are an R2 of 0. 67 is seen as strong, 0. 33 is moderate, 
and 0. 19 is weak (Ghozajli, 2014). 

 

Table 3. R-Squared Values 

  R Square R Square Adjusted 

Employee wellbeing 0,939 0,937 

Org identification 0,917 0,916 

Workforce agility 0,896 0,895 

Source: data processing results (2024) 
 
The table above shows that the R2 value for the Employee Wellbeing variable is 0. 939, which 
means it is considered strong. This suggests the research model is very good at predicting Employee 
Wellbeing. The R2 value for Organizational Identification is 0. 917, and for Workforce Agility, it 
is 0. 896. These values show that the research model has a moderate to strong ability to predict 
Employee Wellbeing. 

 

Hypothesis Testing 
To determine the influence between variables, the bootstrapping method was used. In the PLS 
method, the decision to accept or reject a hypothesis is based on the significance value (P-value) 
and the t-statistic. The criteria for accepting or rejecting a hypothesis are: if the t-statistic 
significance value is >1.96 and/or the p-value is <0.05, then Ha is accepted and H0 is rejected. 
Conversely, if the t-statistic value is <1.96 and/or the p-value is >0.05, then Ha is rejected and H0 
is accepted. The results of hypothesis testing using the bootstrapping method are shown in Figure 
4. 
 
 
 

 
 
 
 
 
 
 
 
 
 
 
 

 

 

 

 

 

 

 

Figure 4. Bootstrapping calculation output (p-value) 
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Direct Hypothesis Testing 
The key part of looking at the inner model or structural model in this study is checking the 
significance levels and how strong the connections between the variables are. At this point, we 
figure out which values are important for answering the research questions and understanding what 
they mean. The first thing we do is check if the paths in the research model are significant. 
 

Table 4. Path Coefficient 

No Hipotesis 

Original 

Sample 

(O) 

Sample 

Mean (M) 

Standard 

Deviation 

(STDEV) 

P Values 

1 
Worplace spirituality -> employee 

wellbeing 
-0,118 -0,110 0,089 0,185 

2 
Worplace spirituality -> org 

identification 
0,957 0,957 0,007 0,000 

3 
Worplace spirituality -> workforce 

agility 
0,946 0,947 0,007 0,000 

4 
Workforce agility -> employee 

wellbeing 
0,407 0,405 0,073 0,000 

5 
Org identification -> employee 

wellbeing 
0,696 0,690 0,084 0,000 

Source: data processing results (2024) 

 

Looking at the results from the path analysis in Table 4, we see that workplace spirituality does not 
directly and significantly affect employee wellbeing (p = 0. 185). However, it has a very strong and 

significant positive effect on organizational identification (β = 0. 957; p = 0. 000) and workforce 

agility (β = 0. 946; p = 0. 000). Also, workforce agility has a significant effect on employee 

wellbeing (β = 0. 407; p = 0. 000), and organizational identification has an even stronger effect on 

employee wellbeing (β = 0. 696; p = 0. 000). These findings suggest that workplace spirituality 
influences employee wellbeing indirectly by boosting how connected employees feel to the 
organization and by improving their ability to be agile in their work. 

 
5. Discussion  
The Influence of Workplace Spirituality on Employee Wellbeing 

The results of this study indicate that workplace spirituality does not significantly impact employee 
wellbeing. This suggests that employees who perceived spiritual values have not directly improved 
their well-being, particularly in the context of the automotive sales profession, which presents high 
work challenges and flexible work locations. This finding is inconsistent with Pawar (2019), who 
stated that workplace spirituality can strengthen meaning in life and emotional balance, and does 
not support Diener (2000), who emphasized the role of personal values in work happiness. 
Conversely, this finding aligns with Ibrahim et al. (2020), who found that workplace spirituality 
requires a supportive organizational structure and environment to significantly impact well-being. 
 
The insignificance of the direct influence of workplace spirituality on employee wellbeing in this 
study can be scientifically justified by considering the contextual and psychological dynamics of 
the automotive sales profession. Employees in high-pressure, target-driven environments like sales 

often prioritize performance metrics and tangible incentives over intrinsic values, making spiritual 
aspects less impactful unless reinforced by organizational support. Workplace spirituality, while 
promoting meaning and purpose, may not translate into enhanced wellbeing if employees perceive 
a mismatch between spiritual values and the organizational climate or if those values are not 
embedded in daily practices and leadership behavior. Moreover, the buffering effects of spirituality 
on stress and burnout typically require a sustained and emotionally supportive culture, which may 
be lacking in competitive, transactional job roles. This aligns with the contingency theory of 
organizational behavior, suggesting that the effectiveness of values like spirituality is conditional 
upon the congruence between individual needs and environmental reinforcement. Therefore, in 
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contexts where structural support, leadership alignment, and value internalization are weak or 
inconsistent, the expected positive outcomes of spirituality on wellbeing may not manifest 
significantly. 
 

The Influence of Workplace Spirituality on Organizational Identification 
Workplace spirituality has a positive and important effect on how employees feel about their 
organization. When workers feel that their jobs have meaning, they feel part of a team, and their 
values match those of the company, they tend to care more about the organization. This matches 
what Mael and Ashforth (1992) said, which is that when people's values align with the company's, 
they are more loyal. Also, Milliman and others (2003) and Lu and others (2020) found that 
workplace spirituality makes people feel more connected, which makes them identify more with 
the group. This shows that spirituality isn't just about personal beliefs; it also helps bring people 

together in the workplace. 
 

The Influence of Workplace Spirituality on Workforce Agility 
This research shows that workplace spirituality has a positive and important effect on workforce 
agility. When a workplace is spiritual, employees become more adaptable, flexible, and ready to 
handle changes. This matches what Petermann and Zacher (2022) said, that having meaningful 
work values helps people stay motivated to come up with new ideas and deal with challenges. 
Saeed and others (2021) also found that workplace spirituality leads to more agile behavior by 
making people feel more responsible and willing to work together. Breu and colleagues (2002) and 
Alavi and others (2014) supported this, saying that work settings that support spiritual values can 
help modern organizations grow more agile. 

 

The Influence of Organizational Identification on Employee Wellbeing 
This study shows how much employees identify with their organization has a big effect on their 
happiness and emotional health. When workers feel like they are part of the team, they are more 
satisfied and better able to manage their emotions. This matches what Mishra and Bhatnagar (2019) 
found, which is that feeling connected to the organization helps reduce stress and makes people 
more loyal. Yang and others (2019) also pointed out that when individuals' values match the 
organization's, it makes them feel more in line with themselves. Ponting and Lee (2022) added that 
feeling part of an organization gives people a natural drive that helps improve both their mental 
and social well-being. 
 

The Influence of Workforce Agility on Employee Wellbeing 

Workforce agility has a big impact on how happy and healthy employees feel. People who can 
handle change, are flexible, and bounce back from challenges often have better well-being. This 
matches what Sherehiy and Karwowski (2014) and Paul and others (2020) said being agile helps 
workers deal with problems more smoothly. Kavitha and Suresh (2021) also noted that agility helps 
people use better ways to manage stress, which makes them feel better. This study shows that in 
fast-changing industries like automotive, being able to adapt is key to keeping employees 
emotionally balanced. 
 

Workplace Spirituality on Employee Wellbeing through Organizational Identification 
Organizational identification plays a big role in connecting workplace spirituality with employee 
well-being. It means that when spiritual values are present at work, they can help improve 
employee well-being, but only if those values also make employees feel more connected to their 

organization. This matches what Ibrahim et al. (2020) found, which shows that liking the 
organization is important for linking spirituality with job satisfaction. Rasool et al. (2021) also said 
that in a good work environment, feeling connected to the organization is key to linking cultural 
values with how engaged employees are. This shows that having a shared sense of identity is 
important for making spirituality affect the organization in a positive way. 
 

6. Conclusion  
This study looks at how Workplace Spirituality affects Employee Wellbeing, and it also considers 
Organizational Identification and Workforce Agility as important factors in between. Seven ideas, 
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or hypotheses, were tested using survey answers from salespeople in the automotive industry. The 
findings from the data analysis show that Workplace Spirituality does not have a strong or clear 
effect on Employee Wellbeing. However, Workplace Spirituality does have a strong and positive 
effect on Organizational Identification. It also has a strong and positive effect on Workforce 
Agility. Both Organizational Identification and Workforce Agility have strong and positive effects 
on Employee Wellbeing. Additionally, Organizational Identification helps explain the connection 
between Workplace Spirituality and Employee Wellbeing. Workforce Agility also helps explain 
this connection. 
 
The managerial implications of this study indicate that companies need to strategically instill 
spiritual values in the workplace to encourage employee identification with the organization and 
improve their work agility. Although workplace spirituality does not directly impact employee 
well-being, its positive impact emerges through the mediating role of organizational identification 
and workforce agility. Therefore, management is advised to create a meaningful work 
environment, foster a sense of belonging, and equip employees with adaptive skills to achieve 
sustainable workplace well-being. 

 

 Recommendation  
Based on the findings, it is recommended that management implement workplace spirituality 
programs that emphasize meaning, shared values, and community building. HR departments 
should foster organizational identification through transparent communication and inclusive 
culture. In addition, training to enhance workforce agility such as adaptability workshops and 
cross-functional teamwork should be prioritized to support employee wellbeing. These efforts must 

be continuous and integrated into daily operations to create a resilient and engaged workforce in a 
competitive business environment. 
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