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Abstract of thesis presented to the Senate of Universiti Putra Malaysia in fulfilment of 

the requirements for the Degree of Doctor of Philosophy 
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People are important asset in every organization be it public or private. They become 

even more strategic when they are retained, as doing so benefits an organization in 

numerous ways namely, (1) developing and retaining knowledge base that spawns 

innovative thinking, (2) reduces the cost of talent hunt and opportunity lost, (3) ensuring 

sustainable competitive advantage and (4) increasing employee loyalty and citizenship 

behaviour. Employee turnover phenomenon has been a subject of great concern among 

practitioners, and a repeated phrase in academic research due to its persistent resurgence 

in unpredictable manner. Despites the hegemony established in previous studies between 

predictors such as job satisfaction, emotional exhaustion, organizational support and 

many others with turnover intention, the problem still remains. Spirituality renaissance 

in recent times has opened up new frontier in Human Resource Management and 

Psychological research in the quest for superior explanation to this challenge. In the midst 

of the burgeoning research on spirituality, so many perspectives have emerged. This 

study was conducted among 290 physicians working in Nigeria’s tertiary and secondary 

health institution, in view of the high rate of turnover bedevilling the sector in spite of 

the poor health care development indices. Riding on Matter-Formism Theory of 

existence to underpin the conceptual relationship, and other supporting theories such as 

Role Expansion, Spill-over and Social Exchange Theory, a number of testable 

hypotheses were developed to fill the three research gaps identified. These include the 

need to empirically test the construct spirituality characteristics to determine its effects 

in predicting physician’s turnover intention. Furthermore, lack of literature on the 

interaction between spirituality and work-to-home interface to address turnover intention 

holistically was identified. In addition, study realizes dearth of research on the 

undesirable aspect of spirituality which it intends to assess if perceived organizational 

support and spiritual intelligent play the role of moderators in the relationship between 

spirituality characteristics, work-to-home interface. On the course of this, four research 

objectives were developed to include (1) assessing the relationship between spirituality 

characteristic and turnover intention, (2) to determine the mediating role of work-to-

home interface in the relationship between spirituality characteristics and turnover 

intention. (3) to ascertain the extent to which perceived organizational support (POS) 

moderates the relationship between spirituality characteristic and work-to-home 
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interface and (4) to ascertain the extent to which spiritual intelligence (SI) moderates the 

relationship between spirituality characteristic and work-to-home interface. Analyses 

were conducted using PLS-SEM, and the results revealed that, Spirituality 

Characteristics relates indirectly with Turnover intention, through the mediating role of 

Work-to-Home interface. Furthermore, Perceived Organizational Support (as external 

factor) moderate the relationship between Spirituality Characteristics and Work-to-

Home Resources and Demand, likewise Spiritual Intelligent (as internal factor) was 

found to moderate the relationship between Spirituality Characteristics and Work-to-

Home Resources and Demand. Based on the results, a number of contributions were 

inferred in relation to theoretical, practical and policy aspect to cope turnover intention 

in Nigeria’s health sector. 
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Manusia merupakan aset yang penting dalam setiap organisasi sama ada dalam sektor 

awam atau swasta. Mereka menjadi lebih penting apabila mereka dikekalkan, dan ia 

dapat memberikan manfaat kepada organisasi dalam beberapa bahagian iaitu (1) 

membangunkan dan mengekalkan ilmu asas yang boleh mewujudkan pemikiran yang 

inovatif, (2) mampu untuk mengurangkan kos dalam pencarian bakat baharu dan 

mengurangkan kehilangan peluang, (3) memastikan kelebihan dalam persaingan 

bertahan dan (4) meningkatkan kesetiaan pekerja dan tingkah laku warganegara. 

Fenomena pemberhentian pekerja telah menyebabkan kebimbangan dalam kalangan 

pelatih dan ia menyebabkan kajian yang berulang dalam pengkajian akademik 

berhubung dengan peningkatan yang berterusan dalam keadaan yang tidak dapat 

dijangka. Walaupun perkaitan diwujudkan dalam kajian lepas dalam kalangan peramal 

seperti kepuasan kerja, keletihan emosi, sokongan organisasi dan beberapa perkara lain 

lagi dengan niat untuk berhenti, masalah itu masih belum dapat diselesaikan.  Dalam 

perkembangan kajian mengenai kerohanian, terdapat pelbagai pandangan yang 

dilontarkan. Oleh itu, kajian ini dijalankan dalam kalangan 290 pakar perubatan yang 

bekerja di tertiary dan secondary Pusat Kesihatan di Nigeria yang menunjukkan kadar 

yang tinggi dalam indeks menghadapi pemberhentian kerja walaupun pembangunan 

penjagaan kesihatan berada pada tahap yang lemah. Berdasarkan teori Matter-Formism 

yang mewujudkan pengukuhan pada hubungan konseptual dan beberapa lagi teori lain 

yang menyokong seperti Teori  Pengembangan Fungsi, Spill-over and Exchange Theory 

dan kebolehan diuji hipotesis yang dibangunkan untuk mengenal pasti tiga kelopongan 

kajian. Ini termasuk keperluan ujian secara empirical terhadap pembentukan perwatakan 

kerohanian untuk mengenal pasti kesan dalam menjangkakan niat pemberhentian kerja 

oleh pakar perubatan. Tambahan lagi, kekurangan dalam literatur dalam hubungan antara 

kerohanian dengan hubungan kerja rumah yang membawa kepada niat untuk 

pemberhentian kerja dikenal pasti. Tambahan lagi, kajian mendapati bahawa kekurangan 

pengkaji terhadap aspek dalam kerohanian yang mana ia bertujuan untuk kelancaran 

interaksi dalam penerimaan sokongan organisasi dan kekuatan rohani sebagai moderator 

dalam hubungan antara perwatakan kerohanian dan hubungan kerja rumah. Dalam kajian 

ini, empat objektif kajian dibangunkan iaitu (1) menilai hubungan antara perwatakan 

kerohanian dengan niat pemberhentian kerja, (2) untuk mengenal pasti fungsi 

pendamaian hubungan kerja rumah dalam konteks hubungan perwatakan kerohanian 

dengan niat pemberhentian kerja. (3) untuk memastikan tahap yang mana penerimaan 

sokongan organisasi (POS) mempengaruhi hubungan perwatakan kerohanian dan 
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hubungan kerja rumah (4) untuk memastikan tahap yang mana kekuatan rohani (SI) 

mempengaruhi hubungan antara perwatakan kerohanian dan hubungan kerja rumah. 

Analisis dijalankan dengan menggunakan PLS-SEM, dan hasil kajian menunjukkan 

bahawa perwatakan kerohanian berkait secara tidak langsung dengan niat pemberhentian 

melalui pengaruh fungsi hubungan kerja rumah. Tambahan lagi, persepsi yang 

menyatakan sokongan organisasi (sebagai faktor luar) mempengaruhi hubungan antara 

perwatakan kerohanian dan Sumber dan Permintaan Kerja Rumah, juga kekuatan rohani 

(sebagai faktor dalaman) telah dikenal pasti mempangaruhi hubungan antara perwatakan 

kerohanian dan Sumber dan Permintaan Kerja Rumah. Berdasarkan hasil kajian, 

beberapa sumbangan telah dicadangkan dalam aspek berkaitan dengan teori, praktikal 

dan polisi untuk mengatasi niat pemberhentian kerja di sektor kesihatan Nigeria.  
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CHAPTER ONE 

INTRODUCTION 

 

1.0 Overview 

Research on spirituality has treated individual, workplace and home spirituality 

independently and hence makes inferences in bits which make generalisation difficult. 

Sheep (2006) proposes a multi paradigm research to avoid one research interest 

dominating others, such that the complete person is nurtured as well as ensuring good 

spiritual workplace ethics and a social organization. It is from this background that this 

study integrates work and home interface into spirituality research to predict turnover 

intention among physic in Nigeria’s public healthcare sector. 

 

In this chapter, the background and motivation of the study is discussed in order to justify 

the need for the study. Subsequently, the statement of the problem is aptly analysed to 

unveil the gap and herald the research questions and objectives of the study. The section 

also discusses the significance of this study to three traditional end users, policy 

implication, professional benefit and its theoretical contribution. 

 

1.1Background of the Study 

As organizations strive for niche in an ever changing environment, the need for 

motivated, loyal and committed employees, whose hallmark align with the 

organization’s strategic purpose, remains the desire of every manager. Interestingly, 

managers have often referred to employees as their internal customers (Babakus, Yavas, 

& Ashill, 2011), “valued asset”, due to their rare nature and value, which is inimitability 

and non-substitutability (Barney, 1996), in contributing to organizati survival in today’s 

knowledge driven and competitive business environment.  Therefore, organizational 

prosperity can be explained as a function of managers’ realization of the strategic role of 

employee in their business model. An in-depth understanding of their drive, expectation, 

especially in career that touches their real essence in life (Ashmos and Duchon 2000), 

will in no little measure reduce employee turnover intention. 

 

Turnover is a very critical managerial concern in view of the cost associated with it. Cho 

& Lewis (2011) posit that recruitment, selection and training of new employees represent 

a heavy investment in human capital. They cited the research conducted by Partnership 

for Public service and Booz (2010) which reveals that the cost of replacing an employee 

might range between 50% -200% of the annual take home of the employee, depending 

on the role, seniority, skills and the kind of training such an individual received while on 

previous employment. Furthermore, Cho & Lewis (2011) argue that successful retention 

will benefit organization through lower operational cost, increase returns and enable 
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transfer of relevant institutional soft assets, such as expertise and memory from the older 

to younger generation. 

 

Turnover phenomenon is even grave in the medical profession where a triple impact is 

felt among the three stakeholders involved. Kaplan (2009) has argued that the turnover 

of a physician has far reaching impact on (1) the organization, (2) the physician, as well 

as (3) the primary beneficiary which is the patient. As established earlier by Schreurs, 

Van Emmerik, De Cuyper, Notelaers and De Witte (2010), turnover leads to untimely 

exit of organization’s valuable and specific talents that are costly to replace. The impact 

is felt even more particularly in professions where demand outweighs the supply of 

skilled persons like the physicians. The physician also loses when he or she did not 

consider the implication in terms of financial and emotional strain (Kaplan, 2009), as 

well as the knowledge and experience forfeited during job search periods. The patient 

suffers the most in terms of sudden care provision gap due to turnover. During this 

period, the physician becomes inaccessible and the new replacement needs time to 

understand the patient’s medical history as well as cultivate trustful relationship (Devoe, 

Fryer, Hargraves, Philips & Green, 2002). Also at this period, Kaplan (2009) argues that 

the patient’s psychological attachment is strained, satisfaction reduced and well-being 

affected. 

 

Earlier research revealed that sub Saharan Africa is badly affected by massive turnover 

of medical doctors to Europe, America, and Canada. It was reported that Nigeria and 

South Africa constitute 85% of medical practitioners of African expatriates practicing in 

USA (Hagopian, Thompson, Fordyce, Johnson, & Hart, 2004; Connell, Zurn, Stilwell, 

Awases, & Braichet, 2007). A closer look at the Nigerian health sector confirmed that 

employee turnover is deplorable. Statistics reveals that the country has trained more than 

60,000 medical and dental practitioners as registered with the Medical and Dental Health 

Council of Nigeria. Out of this number, only about 27,000 are currently practicing in 

Nigeria (Nwabueze, 2014), while more than 50% are not practicing in the country. A 

country with population of more than 160 million, bedevilled with one of the worst 

healthcare indices in the world cannot afford losing this huge number of trained 

physicians.  

 

Nigerian health indices reveal low life expectancy of 47years (Federal Ministry of Health 

Nigeria, 2010), infant mortality rate of 99 death/1000 birth (Gustafsson-wright & Der, 

2008), maternal mortality 545/100,000 (Federal Ministry of Health Nigeria, 2010), with 

a VVF annual occurrence of 50,000-100,000 yearly (Gustafsson-wright & Der, 2008). 

Statistics of other diseases that are prevalent include; Tuberculosis with annual infection 

rate 450,000 (Gustafsson-wright & Der, 2008), HIV/AIDS prevalence of 15/5million, 

while infectious disease like typhoid, cholera, malaria just to mention but few, are on the 

fast lane. Unfortunately, despite the daunting challenges facing the system, thousands of 

physicians leave the country yearly. 
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Meanwhile, the code of ethics in medical profession as upheld by the Hippocratic Oath, 

regarding responsibility to the patient states that, the well-being of the patient is of 

immense priority (Nwabueze, 2014). It added that, it accepts professional responsibility 

for a patient to continue to provide services until they are no longer required or wanted 

or until another suitable physician has assumed responsibility for the patient; or until the 

patient has been given reasonable notice of intention to terminate the relationship (CMA 

code of ethics 2009 1,19; Responsibility to the Patient). When this ethical code is 

compared with the outrageous statistic of turnover above, one wonders what went wrong 

with the explicitly professed tenet of life-saving in the medical profession; or is it now a 

cliché to save life? 

 

Unlike other professions, where material gain is the basis for measuring performance, 

the Medical profession unequivocally emphasizes altruism. Kaplan (2009) further 

explains that emphasis of health profession is on altruism and helping those in need. He 

added that physicians are expected to place the interest of the patients ahead of their own. 

In an altruistic relationship, the main focus is not on self, but rather it seeks the benefit 

of others even at an absolute cost (Cropanzano &Mitchell, 2005). Should this be the core 

value of the medical profession, how reconcilable is this claim with the current trend of 

physician’s turnover in Nigeria? What is the missing link between what is, and what 

should be? Thus conducting research to uncover reasons behind the turnover and to nib 

turnover intention among health workers in Nigeria is very timely and relevant. 

 

1.2 Motivation of the Study 

Previous studies have unveiled the cause of turnover of physicians in developing 

countries and came up with some push and pull factors responsible for that. Connell et 

al. (2007) report push factors as often argued by physicians to justify their defection such 

as, low wage and incentives, poor working condition, inadequate support, heavy work 

load and low access to current technology in the profession. Similarly  in a survey of 

migrant physicians from Nigeria and four other countries, the pull factors were 

summarized: desire for high pay and strong purchasing power, parity of income with 

other professionals, access to hi-tech equipment and facilities, high medical job 

openings, availability of colleagues to offer career support, prestige of leaving and 

practicing abroad, safety and economic stability, and prospects for children are among 

the motivation to withdraw (Astor et al., 2005). 

 

There is no doubt that those who remain in the midst of this negative development are 

subjected to high emotional exhaustion and subsequently burnout, which might further 

worsen if nothing urgent is done. Recent statistic by Nwabueze (2014) reveals that 

contrary to WHO standard on physician to patient ratio which is 1:600, Nigeria with her 

increased population has ten times higher, with ratio 1:6000. This further exposes the 

system precariously.  The development buttresses the earlier finding about employee in 

the service sector as highly prone to emotional exhaustion (Lee, Lovelace, & Manz, 

2013; Brotheridge & Grandey, 2002). In addition, most jobs in service sector are highly 

demanding emotionally, such that employees within these jobs spill over negative energy 



© C
OPYRIG

HT U
PM

4 
 

to their homes in the absence of a commensurate support from their spouse or supervisor 

(Vanderpool & Way, 2013) making them susceptible to burnout than those with less 

emotional labour.  

 

Research has revealed that, workers who are stressed and emotionally exhausted dread 

the idea of high work engagement, resulting in high job dissatisfaction, inconsistency at 

work, and finally, an individual exhibits intention to quit (Rutherford, Wei, Park, & Hur, 

2012; Lewin & Sager, 2008). Research also shows that turnover is potentially related to 

spiritual resources (Bickerton, Miner, Dowson, & Griffin, 2014). Spiritual resources 

increase job engagement and reduce turnover intention.  It is argued in the context of this 

study that spiritual resources possessed by employees manifest in form of Personal 

Spirituality Characteristics such as optimism, hope and sanctification and relational 

spirituality characteristics, namely gratitude, forgiveness, and 

interconnectedness/attachment (Dust & Greenhaus, 2013). These characteristics are 

expected to increase employees feeling of meaningfulness at work, mitigation of 

emotional exhaustion, and increased love for people. 

 

In line with the aforementioned, this study explains employee turnover intention through 

spirituality characteristics expression which Dust & Greenhaus (2013) propose to 

potentially relate positively with work-home resources and negatively with work-home 

demand. However, this study argues that it can result in decrease of work-home resources 

and increase of work and home demand when perceived organizational support is low. 

This statement is apparent in recent times, where emphasis on spirituality which is 

intertwined with religion, reveals high risk potential as evidently observed in the 

preponderance of extremism within religious circle. In line with this, we contend that the 

earlier position of previous studies on the potential of spirituality in reducing negative 

work outcome needs to be re-examined to understand the intervening and or interactive 

factors existing between spirituality characteristics and other work outcomes. In addition, 

Bickerton et al. (2014) identified symptoms of negative spirituality to include, job 

demand, role ambiguity (Hang-yue, Foley, & Loi, 2005), interpersonal conflict (Fallon, 

Rice, & Howie, 2013), Work-overload (Gyntelberg, Hein and Suadicani 2012), and 

work-home interference (Hill, Darling, & Raimondi, 2003) which could be precursors to 

turnover intention. This therefore raises concern on the best way to integrate and 

domesticate spirituality in order to get the best outcome that is beneficial to employees 

and the entire organization. Hence the study argues that prevalence of turnover intention 

among physicians in Nigeria can be explained in the high expression of spirituality 

characteristics amidst low support or poor integration and nurturing of spirituality 

concept by the organizations. 

 

While it is appreciated that the environment within which the physicians operate in 

Nigeria is challenging, as they are exposed to high emotional exhaustion, this study 

argues that possessing the right amount of spirituality characteristic would have buffered 

the stressors if they had any. Similarly, evidence also negates the study of Carroll et al. 

(2014), who found that work place spirituality is beneficial for reducing emotional labour 

within service organizational context, which health care services is an integral part. 
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Spirituality research has basically emerged from four streams; personal, communal, 

environmental, and transcendental domains.  Fisher (2011:17) highlighted these domains 

as “Personal domain which is similar to personal spirituality characteristic, which 

explains a person’s intra-relationship with self; Communal domain is explained in 

relational characteristic, with in-depth inter-personal relationships; Environmental 

domain, as seen in organizational and home spirituality also connecting with nature; 

while Transcendental domain, relating to the divine as emphasize in religiosity”. 

Spirituality characteristics and work and home interface emanate from these four 

domains, which this study intends to integrate. 

 

Most studies on spirituality have treated work and home as separate constructs, not as 

integral spirituality model, and considered as workplace spirituality or Family 

spirituality. Although workplace spirituality research is burgeoning (Krahnke, 

Giacalone, & Jurkiewicz, 2003; Sheep, 2006;Gotsis & Kortezi, 2008; Petchsawang & 

Duchon, 2012; Daniel, Sarkis, & Sarkis, 2015), very sketchy work (Dyson-Washington, 

2006) co-opted spirituality holistically with work–home interface. This study therefore 

contends that integrating spirituality from all the aforementioned domains is necessary 

for a holistic understanding of sources of emotional exhaustion or satisfaction in 

lessening turnover intention. Similarly, the research also proposes that the expression of 

spirituality characteristic on the domain without a commensurate support from the 

organization is detrimental to workers and might consequently result in frustration, less 

commitment to work, and higher intention to quit. 

 

1.3 Statement of Research Problem 

Human resource is central in the delivery of quality healthcare services to patients. A 

vibrant system should be that which keeps the right quality and quantity of professionals 

in its healthcare delivery process, as against a system that is constantly exposed to 

turbulence of voluntary turnover. Evidence from analysis above attests the sternness of 

the problem in Nigerian health care system and other sub-Saharan regional countries 

(Connell et al.,.2007; Hagopian, 2004; Kalipen et al., 2012) where situation portends 

hopelessness as turnover continuously differs logical reasoning, morals standard and 

acceptable conventions in the healthcare professional ethics. A closer look at the ethics 

of the profession leaves one in disarray, considering the behavioural expression of 

physicians in Nigeria and doctrine of altruism upheld in the creed guiding the practice. 

While altruism (Kaplan, 2009) in the medical profession requires that physicians 

demonstrate virtues (Emmons, 2000) such as compassion, selflessness, hope, 

perseverance through emotional labour (Francis, Kaldor, Shevlin, & Lewis, 2004; Hall 

et al., 2010),  the Nigerian physicians’ continue to succumb to pull and push forces from 

migration destination and home (Astor et al., 2005; Connell et al., 2007), leaving behind 

myriad responsibilities in their home country as evident in the deteriorating health 

indices analysed earlier. 

 

Research on turnover and turnover intention has continued to attract interest among 

scholars, focusing on various predictors such as job stress and demand (Chao, Jou, Liao, 
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& Kuo, 2013; Schreurs et al., 2011), job satisfaction and commitment (Kanwar, Singh, 

& Kodwani, 2012; Zhang & Feng, 2011; Chao et al., 2013; Kuo, Lin & Li, 2014), work 

and family conflict (Vanderpool & Way, 2013; Haar, Roche, & Taylor, 2012), also as 

mentioned, earlier the push and pull factors (Astor et al., 2005; Connell et al,. 2007). The 

quest to attenuate related precursors to turnover intention such as occupational stress, 

emotional exhaustion, and quality of work-life has led researchers to integrate spirituality 

construct in recent times (Arnetz et al., 2013; Bickerton, Miner, Dowson, & Griffin, 

2014). Furthermore, studies have shown that employee loyalty negatively relates with 

intention to leave (Zhenxiong Chen, 2001), implying that physicians’ loyalty should have 

attenuated their tendency to quit. Interestingly, consistent with the previous findings, 

Sheikhy and Farzan (2015) established a strong relationship between spirituality and 

employee loyalty. These findings and many more have underscored the need to further 

investigate the role of spirituality as a predictor of turnover intention among physicians 

in Nigeria as intended in this study. 

 

The past decades have witnessed a renaissance on spirituality research and this trend 

continues to gain high research interest among scholars in view of its holistic scope of 

people and their motivation in workplace. There is no gain-say that people do not just 

come to work with their hands and heads, they also have inner life connecting through 

their hearts, and spirit which influences the work outcome of  individuals and their 

flourishing in the workplace (Guillén, Ferrero, & Hoffman, 2014). Similarly, Word 

(2012) argues that, if employers could acknowledge and integrate spiritual values by 

aligning organizational goals with the needs of individual, then loyalty and commitment 

of employee is more likely to be higher, as a result turnover intention will be reduced 

while retention increased. Despite the burgeoning of spirituality research, there are still 

some literature gaps that require attention.  

 

First, spirituality characteristic as used in this study is relatively a new construct, the 

review of previous literatures reveals that some sketchy work has been done using some 

of the dimensions in separate studies. Carroll, Stewart-Sickinliteratig and Thompson 

(2014) examined empirically the association between sanctification of work and other 

work outcomes. Findings reveal that job satisfaction and commitment are significantly 

dependent on individual’s sanctification of work. In Walker, Jones, Wuensch, Aziz and 

Cope (2008), study reveals that sanctification of work leads to job satisfaction, 

commitment, and less turnover intention. Similarly, Dyson-Washington (2006) optimism 

was found to positively influence work-to-family enrichment,  job satisfaction, family 

satisfaction and life satisfaction. Duggleby, Cooper and Penz (2009) result reveals hope 

as negatively relates with spiritual well-being. Based on the existing studies, it is apparent 

that spirituality characteristic has not been examined in totality, but rather separately. 

Similarly there is dearth of literature regarding relational spirituality characteristic as 

proposed in the context of this research. Therefore, integrating these constructs in 

predicting turnover intention among Physicians has a potential of yielding better results. 

 

Secondly, the construct spirituality characteristic has not been tested empirically. Dust 

& Greenhaus (2013) proposed a strong connection between spirituality and work and 
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home interface. Though their proposition has strong theoretical prospect, it is yet to be 

established empirically. The authors had earlier made a call for the construct to be 

empirically tested. Integrating spirituality characteristics, work-home interface and 

turnover intention in a framework will not only illuminate the dynamics underpinning 

spirituality, but also justify assertion on human’s need to live holistically as entailed in 

the intersection between work and personal life (Miller & Ewest, 2013). This study is 

among the first to adopt, extend and subject this construct to empirical testing to predict 

turnover intention among physicians in Nigeria. 

 

Thirdly, previous studies in spirituality literature have linked spirituality with positive 

work behaviours. Rego, Pina, & Oliveira, (2007) and Rego & Cunha (2008)reveal that 

people who experience workplace spirituality attach to their organization, by expressing 

high loyalty and commitment. Jiun-Shen, Chen, Wang& Dadura (2010) considered 

spirituality from the management perspective on employee turnover intention and 

concluded that spiritual management influences employee positively and thereby reduces 

turnover intention. Another study was conducted by Chawla & Guda (2010) to 

investigate influence of workplace spirituality on job satisfaction, job commitment and 

sale professionals’ tendency to quit. Their findings reveal that their job satisfaction, job 

commitment is highly predicted by spirituality which in turn associated with turnover 

intention.  

 

Similarly, Exline and Bright (2011) summarize extant body of literature to unravel the 

implications in organizations that pay lip service to spirituality at work. Outcome reveals 

low productivity, decline in psychological well-being such as stress, as well as 

expression of sign of depression by some respondents. Similarly, the relationship of 

spirituality with job satisfaction and turnover intention was assessed by Wong (2012) 

using spiritual wellbeing scale (SWBS) and inferred an indirect relationship between 

existential spirituality with intention when job satisfaction intervenes. A closer look at 

the extant scholarly work attests to mind-sets portrayed in various assumptions and 

consequently supported their inferences of positive relationship existing between 

spirituality and the desired work outcome. This study questions the positive mind-set, 

and argues that a decline outcome (reduced WH resources and increased WH demand) 

when perceived organizational support is low. An interactive effect is expected between 

perceived organizational support and spirituality characteristic in predicting work and 

home resources/demand in predicting turnover intention. 

 

In addition to the organizational support, Spiritual Intelligence has also been found to 

enhance individual’s capacity to cope with unexpected outcome. From the existing 

literature (Emmons, 2000; Gardner, 2000; Vaughan, 2002; Hyde, 2010), it can be 

inferred that spiritual intelligence like other forms of intelligence involves influencing of 

one’s environment through ability to understand and skilfully utilize knowledge factors 

to ensure adaptive problem-solving behaviour.  This is otherwise referred to as an expert 

knowledge base (Emmons, 2000). It is further maintained that individual knowledge base 

which represents spiritual intelligence consists of five components, namely; (1) capacity 

to transcend physical and material, (2) the ability to experience heightened states of 
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consciousness, (3) ability to sanctify everyday experience, (4) the ability to utilize 

spiritual resources to resolve problems and (5) the capacity to be virtuous. Since 

spirituality characteristic is a relatively new construct, there seem to be dearth of 

literature on the interaction between it and spiritual intelligence. This study expects 

Spiritual Intelligence like Perceived Organizational Support to enhance the desire 

outcome, which eventually leads to reduced turnover intention. Unlike Perceived 

Organizational support, Spiritual Intelligence is a problem solving capability possessed 

by an individual within his or her locus of control. The integration of these two 

moderating constructs will interestingly add the desired novelty in the predictive role of 

spirituality in reducing turnover, 

 

Thus, the study therefore fills these gaps in the literature, and, practically, establishes 

how the relationship could be useful to human resource managers in the Nigerian health 

sector in tackling the problem of turnover among physicians. The study also establishes 

empirically deeper understanding through the mechanism in which spirituality 

characteristics influences employee work outcome. In addition, it identifies boundary 

conditions under which the interaction of spirituality characteristics with perceived 

organizational support and spiritual intelligence influences work-to-home interface. 

Furthermore, the integration of spirituality literature with work-to-home interface in 

Nigerian context offers vast and untapped potentials for future studies. Hopefully, this 

study will become a threshold that will spawn more research interest in the area of 

spirituality at work, 

 

1.4 Research Questions 

To further articulate the critical issues raised above, in order to convey in simple terms 

the motivation behind this study, these fundamental questions are asked. 

1. To what extent does of spirituality characteristics mitigate employee turnover 

intention? 

2. What kind of relationship exists between Spirituality characteristics work-to-

home interface and the desired work outcome? 

3. To what extent does perceived organizational support and spiritual intelligence 

interact with spirituality characteristics to influence the association with work-

to-home interface? 

 

1.5 Aim and Objectives of Research 

The overall aim of the study is the determination of the role of Spirituality 

Characteristics, work-to-home interface in order to ascertain turnover intention among 

physicians in Nigeria. Spirituality Characteristic is expected to relate with work-to-home 

resources and demand, and further intervened by job satisfaction and emotional 

exhaustion in predicting physician’s intention to quit. In understanding the mechanism 

that enhances this relationship, the study has the following specific objectives: 
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1. To assess the level of association between spirituality characteristics and 

turnover intention 

2. To determine the mediating role of work-to-home interface in the relationship 

between spirituality characteristics and turnover intention. 

3. To ascertain the extent to which perceived organizational support (POS) 

moderates the relationship between spirituality characteristic and work-to-home 

interface. 

4. To ascertain the extent to which spiritual intelligence (SI) moderates spirituality 

characteristic and work-to-home interface. 

 

1.6 Significance of Study 

Every research basically relates its contributions in three major ways, namely; extension 

of frontier of knowledge, relating with the needs and challenges of practicing 

professionals and proffering succour to the decision needs of policy makers. Therefore, 

in line with the aforementioned directions, this research is of significance to: 

 

Human Resource Practitioners: To add value to human resource management practice, 

by ensuring that managers adopt a more holistic approach to addressing the problem of 

turnover within their organization, particularly those from the service sector. Evidence 

from research trend recently reveals that organizations have refocused their performance 

emphasis from the tangible to the intangible. Success inputs such as meaningfulness, 

individual values, inner life (Ashmos and Duchon 2000; Crawford, Hubbard, Lonis-

Shumate, & O’Neill, 2008) seem to produce more competitive result, hence the need for 

integration and nurturing of spirituality within the Organization’s workforce (Miller & 

Ewest, 2013). This research supports previous studies by emphasizing the need to assess 

the entire humans at work, not just the hands and the brains alone but with the spirit as 

well.  

 

The study proposes that spirituality characteristic effect could be enhanced in the 

presence of organizational support, hence resulting in lesser turnover. If hypothesis on 

the moderating role of perceived organisational support (POS) and spiritual intelligence 

(SI) is supported, outcome will assist practitioners to understand how best employees’ 

spiritual expressions in the workplace could be nurtured through organizational support 

to ensure a win-win outcome. Those who express high optimism, hope and sanctification, 

are the zealous employees, who need to be supported. 

 

Policy Significance: First, it will provide clearer understanding on which spiritual 

characteristic is more contextual to the medical profession. If the proposition in this study 

is empirically validated, it will open up a frontier that provides a useful hint that supports 

the enactment of medical doctors’ selection policies as well as screening intended doctors 

into medical colleges as a proactive measure of preventing the current quagmire. In like 

manner, managers and other technocrats dealing with physicians should find this work 

helpful in developing workplace related policies with humans at the centre of it, knowing 

that people are not machines, they got hands, brain, heart and spirit. 
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Theoretical Contribution: The study adds value to theory by investigating spirituality 

characteristics construct which was conceptually proposed by Dust & Greenhaus (2013) 

using empirical data. It was proposed by Dust and Greenhaus that spirituality 

characteristics influence work-to-home interface, but their claim is yet to be empirically 

verified. Testing this framework empirically further justifies the condition under which 

the construct works. Furthermore, theoretical values added include, perceived 

organizational support and spiritual intelligence as moderators in spirituality 

characteristic’s influence on work-to-home resources or demand. This determines 

physicians’ job satisfaction, emotional exhaustion level and consequently could explain 

employees’ intention to quit or stay depending on the perception of support. 

 

1.7 Scope of the Study 

Most research interest on spirituality like most researches in the field of business are 

focused either on organizational or individual perspective. This study is focused on 

spirituality at individual level. Research has been conducted within four domains 

namely; personal, communal, environmental and transcendental. This study attempts to 

integrate these domains with spirituality characteristic construct which involve personal 

and relational or communal and work-home interface and support which explains the 

environmental domains.  

 

The study emphasizes the existential spiritual characteristic such as optimism, hope, 

sanctification categorized as personal and the relational category which consists of 

gratitude, forgiveness and interconnectedness. Research conducted from year 2000 until 

date form our major references focus because this period shows an exponential rise in 

interest on spirituality research among scholars. In addition, emotional exhaustion which 

has been found as a strong predictor of turnover in the service sector is added into the 

framework. The choice of the health sector in Nigeria is informed by the unique 

challenges of turnover in that sector which differs from the traditional law of demand. 

Here, in spite of steady rising unemployment in the economy, turnover in the sector keeps 

increasing. Finally, the study focuses on secondary and tertiary institutions, this is 

because 88% of the total number of physicians (Ademiluyi & Aluko-Arowolo, 2009), 

practice in these institutions. 

 

1.8 Definitions 

Spirituality: From the existential perspective, this study adopts the definition of 

spirituality at work by Ashmos and Duchon (2000:137) as; “the recognition that an 

individual has an inner life that is nourishes and is nourished by meaningful work, which 

takes place within a community”. 

 

Spiritual Intelligence: Spiritual intelligence was first introduced by Emmons (2000), as 

the ninth form of intelligence after emotional intelligence being the eighth in the list. 
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Emmons posits, that spiritual intelligence “is a set of capabilities and abilities which 

enable an individual solve every day’s challenge and attain goals in everyday life” 

 

Spirituality Characteristics: Spirituality Characteristics are those individual attributes 

that are expressed consistently to spirituality and religiosity. In other word they are the 

determinants of one’s spiritual capabilities and virtues. They consist of six dimensions 

operationalized as, optimism, hope, sanctification, gratitude, forgiveness and 

interconnectedness (Dust & Greenhaus, 2013).  

 

Work-to-Home Interface: Comprise of work-to-home demand (WHD) and work-to-

home resources (WHR) adopted from Dust and Greenhaus (2013).These are inter role 

benefits or interference which an individual is faced with on daily basis as he or she 

engages in multiple roles either at work or at home. It results to conflict (demand) when 

pressure emanating from work and family domain are lopsided (Greenhaus & Beutell, 

1985), On the other hand, it is a beneficial resource when one’s quality of life is improved 

as a result of engaging in work and home domain (Greenhaus & Powell, 2006).That is, 

while solving problems encountered in one domain, experience is gained, which enables 

an individual perform better in the other domain. 

 

Job Satisfaction  is defined by Locke (1969 in Rathi & Barath, 2013:440) as “a 

pleasurable emotional state that results from an individual appraisal of one’s job”. This 

emotion has been found to generate positive benefit such as employee commitment, low 

absenteeism, high job performance, citizenship behaviour and also reduces turnover 

intention  (Diestel, Wegge, & Schmidt, 2013;  Mohammad, Habib, & Alias, 2011; 

Kinicki, McKee-Ryan, Schriesheim, & Carson, 2002; Judge, Thoresen, Bono, & Patton, 

2001). 

 

Emotional Exhaustion: Emotional exhaustion is simply seen as feelings of being 

emotionally over-stretched and exhausted. Francis, Kaldor, Shevlin, & Lewis (2004) 

consider emotional exhaustion, depersonalization, and low self-accomplishment as 

dimension to understanding burnout in employee. In Thompson, Kirk and Brown (2005), 

Emotional exhaustion was found to associate strongly with work-to-family conflict. 

 

Turnover Intention: Turnover intention, according to Chao, Jou, Liao, & Kuo(2013:2), 

is defined as, “the probability that an individual will change his or her job within a certain 

time period”.   

 

Perceived Organizational Support refers to employee feeling of assurance that support 

will be extended from the organization when it is desired for performance either in an 
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intra or extra-role. This is considered helpful in coping with stressful situations (Rhoades 

& Eisenberger, 2002). 

 

1.9 Summary 

This chapter has delineated the entire focus and expected contribution of this study, by 

first justifying the need to reduce turnover problem in the Nigerian health sector through 

the integration of spirituality characteristic. The motivation for the study was discussed 

bearing in mind the observation in the context of the study, and direction of previous 

research. Furthermore, the need for the study was further crystalized in the statement of 

the problem which identified for gaps to be filled in the process of addressing the 

turnover problem among physicians in Nigeria. In line with the aforementioned, a 

research objective was developed bearing in mind the research gaps to serve as 

foundation for subsequent chapters. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



© C
OPYRIG

HT U
PM

167 
 

References 

Ademiluyi, I., & Aluko-Arowolo, S. (2009). Infrastructural distribution of healthcare 

services in Nigeria: An overview. Journal of Geography and Regional Planning, 

2(5), 104-110. 

Agency, U. S., & Development, I. (2006). Democracy and Governance Assessment of 

Nigeria. 

Ai, A. L., Park, C. L., Huang, B., Rodgers, W., & Tice, T. N. (2007). Psychosocial 

mediation of religious coping styles: A study of short-term psychological distress 

following cardiac surgery. Personality and Social Psychology Bulletin, 33(6), 867-

882. 

Albers, S., & Hildebrandt, L. (2006). Methodological problems in success factor studies–

measurement error, formative versus reflective indicators and the choice of the 

structural equation model. Zeitschrift Für Betriebswirtschaftliche Forschung, 

58(2), 2–33.  

Albert, L. S., Allen, D. G., Biggane, J. E., & Kathy, Q. (2015). Human Resource 

Management Review Attachment and responses to employment dissolution. 

Human Resource Management Review, 25(1), 94–106.  

Allport, F. H. (1962). A structuronomic conception of behavior: Individual and 

collective: I. Structural theory and the master problem of social psychology. The 

Journal of Abnormal and Social Psychology, 64(1), 3-30. 

Ambreen, S., Naz, I., Bhatti, K. I., & Khan, H. H. (2014). Perceived Organizational 

Support Moderating the Relationship between Autonomy, and Affective 

Commitment. International Journal of Operations and Logistics Management, 

3(2), 170–179. 

Andres, M., Moelker, R., & Soeters, J. (2012). The work–family interface and turnover 

intentions over the course of project-oriented assignments abroad. International 

Journal of Project Management, 30(7), 752–759.  

Arnetz, B. B., Ventimiglia, M., Beech, P., DeMarinis, V., Lökk, J., & Arnetz, J. E. 

(2013). Spiritual values and practices in the workplace and employee stress and 

mental well-being. Journal of Management, Spirituality & Religion, 10(3), 271–

281.  

Arnold, H. J., & Feldman, D. C. (1982). A multivariate analysis of the determinants of 

job turnover. Journal of Applied Psychology, 67(3), 350. 

Ashmos, D., & Duchon, D. (2000). Spirituality at work. Journal of Management Inquiry, 

9(2), 134–145.  

Ashworth, P. (2003). An approach to phenomenological psychology: the contingencies 

of the lifeworld. Journal of Phenomenological Psychology, 34(2), 145–156.  

Asiwe, D. N., Jorgensen, L. I., & Hill, C. (2014). The development and investigation of 

the psychometric properties of a burnout scale within a South African agricultural 

research institution. SA Journal of Industrial Psychology, 40(1), 14–28.  

Astor, A., Akhtar, T., Matallana, A., Muthuswamy, V., Olowu, F. A., Tallo, V., & Lie, 

R. K. (2005). Physician migration : Views from professionals in Colombia , 

Nigeria, India, Pakistan and the Philippines. Social Science & Medicine, 6(1), 

2492–2500.  



© C
OPYRIG

HT U
PM

168 
 

Avey, J. B., Nimnicht, J. L., & Pigeon, N. G. (2010). Two field studies examining the 

association between positive psychological capital and employee performance. 

Leadership & Organization Development Journal, 31(5), 384–401.  

Babakus, E., Yavas, U., & Ashill, N. (2011). Service Worker Burnout and Turnover 

Intentions: Roles of Person-Job Fit, Servant Leadership, and Customer Orientation. 

Services Marketing Quarterly, 32(1), 17–31.  

Barney, J. B. (1996). The resource-based theory of the firm. Organization Science, 7(5), 

469-469.  

Baron, R. M., & Kenny, D. A. (1986). The moderator–mediator variable distinction in 

social psychological research: Conceptual, strategic, and statistical considerations. 

Journal of Personality and Social Psychology, 51(6), 1173-1182.  

Bedeian, A. G., Kemery, E. R., & Pizzolatto, A. B. (1991). Career commitment and 

expected utility of present job as predictors of turnover intentions and turnover 

behavior. Journal of Vocational Behavior, 39, 331–343.  

Benner, D. G. (1989). Toward a psychology of spirituality: Implications for personality 

and psychotherapy. Journal of Psychology and Christianity, 8(1), 19-30. 

Berry, J. W., Worthington, E. L., Parrott, L., O’Connor, L. E., & Wade, N. G. (2001). 

Dispositional forgivingness: Development and construct validity of the 

Transgression Narrative Test of Forgivingness (TNTF). Personality and Social 

Psychology Bulletin, 27(10), 1277–1290. 

Bezuidenhout, G. Joubert, L.A. Hiemstra, M. C. S. (2009). Reasons for doctor migration 

from South Africa. SA Fam Pract, 51(3), 211–215. 

Bhullar, N., Surman, G., & Schutte, N. S. (2015). Dispositional gratitude mediates the 

relationship between a past-positive temporal frame and well-being. Personality 

And Individual Differences, 76, 52–55.  

Bickerton, G. R., Miner, M. H., Dowson, M., & Griffin, B. (2014). Spiritual resources in 

the job demands-resources model. Journal of Management, Spirituality & 

Religion, 11(3), 245–268.  

Billig, M., & Tajfel, H. (1973). Social categorization and similarity in intergroup 

behaviour. European Journal of Social Psychology, 3(1), 27–52.  

Black, K. (2011). Business statistics: for contemporary decision making. USA: John 

Wiley & Sons. 

Blau, P. M. (1964). Exchange and power in social life. London: Transaction Publishers. 

Bluvol, A., & Ford‐Gilboe, M. (2004). Hope, health work and quality of life in families 

of stroke survivors. Journal of Advanced Nursing, 48(4), 322–332.  

Bollen, K., & Lennox, R. (1991). Conventional wisdom on measurement: A structural 

equation perspective. Psychological Bulletin, 110(2), 305–314.  

Bono, G., Emmons, R. A., & McCullough, M. E. (2004). Gratitude in practice and the 

practice of gratitude. Positive Psychology in Practice, 464–481.  

Bowlby, J. (1951). Maternal care and mental health. Geneva: World Health 

Organization. 

 

 



© C
OPYRIG

HT U
PM

169 
 

Boyar, S. L., & Mosley Jr, D. C. (2007). The relationship between core self-evaluations 

and work and family satisfaction: The mediating role of work–family conflict and 

facilitation. Journal of Vocational Behavior, 71(2), 265–281.  

Brass, D. J., Galaskiewicz, J., Greve, H. R., & Tsai, W. (2004). Taking stock of networks 

and organizations: A multilevel perspective. Academy of Management Journal, 

47(6), 795–817.  

Brotheridge, C. M., & Grandey, A. A. (2002). Emotional labor and burnout: Comparing 

two perspectives of “people work.” Journal of Vocational Behavior, 60(1), 17–39.  

Brown, R. P. (2003). Measuring Individual Differences in the Tendency to Forgive : 

Construct Validity and Links With Depression. PSPB, 29(6), 759–771.  

Brown, R. P. (2004). Vengeance is mine: Narcissism, vengeance, and the tendency to 

forgive. Journal of Research in Personality, 38(6), 576–584.  

Brown, R. P., & Phillips, A. (2005). Letting bygones be bygones: further evidence for 

the validity of the Tendency to Forgive scale. Personality and Individual 

Differences, 38(3), 627–638.  

Bryman, A., Becker, S., & Sempik, J. (2008). Quality criteria for quantitative, qualitative 

and mixed methods research: A view from social policy. International Journal of 

Social Research Methodology, 11(4), 261–276.  

Burkhardt, M. A. (1989). Spirituality: An analysis of the concept. Holistic Nursing 

Practice, 3(3), 69–77.  

Butts, D. (1999). Spirituality at work: An overview. Journal of Organizational Change 

Management, 12(4), 328–332.  

Callahan, J. L., & McCollum, E. E. (2002). Obscured variability: The distinction between 

emotion work and emotional labor. In Neal M. Ashkanasy, W. J. Zerbe, Charmine 

E. J. Härtel (Eds), Managing Emotions in the Workplace, (pp 219-231). New York: 

Sharpe. 

Carlson, D., Ferguson, M., Hunter, E., & Whitten, D. (2012). Abusive supervision and 

work–family conflict: The path through emotional labor and burnout. The 

Leadership Quarterly, 23(5), 849–859.  

Carlson, D., Kacmar, K. M., Zivnuska, S., Ferguson, M., & Whitten, D. (2011). Work-

family enrichment and job performance: A constructive replication of affective 

events theory. Journal of Occupational Health Psychology, 16(3), 297.  

Carlson, D. S., Hunter, E. M., Ferguson, M., & Whitten, D. (2014). Work–Family 

Enrichment and Satisfaction Mediating Processes and Relative Impact of 

Originating and Receiving Domains. Journal of Management, 40(3), 845–865. 

Carlson, D. S., Kacmar, K. M., Wayne, J. H., & Grzywacz, J. G. (2006). Measuring the 

positive side of the work–family interface: Development and validation of a work–

family enrichment scale. Journal of Vocational Behavior, 68(1), 131–164.  

Carlson, D. S., Kacmar, K. M., & Williams, L. J. (2000). Construction and Initial 

Validation of a Multidimensional Measure of Work–Family Conflict. Journal of 

Vocational Behavior, 56(2), 249–276. 

 

 



© C
OPYRIG

HT U
PM

170 
 

Carroll, S. T., Stewart-Sicking, J. a., & Thompson, B. (2014). Sanctification of work: 

assessing the role of spirituality in employment attitudes. Mental Health, Religion 

& Culture, 17(6), 545–556.  

Cassidy, J., & Shaver, P. R. (1999). Handbook of attachment: Theory, research, and 

clinical applications. New York: Guildford Press. 

Chandler, D. J. (2009). Pastoral burnout and the impact of personal spiritual renewal, 

rest-taking, and support system practices. Pastoral Psychology, 58(3), 273–287.  

Chao, M.-C., Jou, R.-C., Liao, C.-C., & Kuo, C.-W. (2013). Workplace Stress, Job 

Satisfaction, Job Performance, and Turnover Intention of Health Care Workers in 

Rural Taiwan. Asia-Pacific Journal of Public Health / Asia-Pacific Academic 

Consortium for Public Health. 27(2), 1827-1836. 

Chapman, L. S. (1987). Developing a useful perspective on spiritual health: Well-being, 

spiritual potential and the search for meaning. American Journal of Health 

Promotion, 1(3), 31–39.  

Charkhabi, M., Mortazavi, A., Alimohammadi, S., & Hayati, D. (2014). The Effect of 

Spiritual Intelligence Training on the Indicators of Mental Health in Iranian 

Students: An Experimental Study. Procedia-Social and Behavioral Sciences, 159, 

355–358.  

Chawla, V., & Guda, S. (2010). Individual Spirituality at Work and Its Relationship with 

Job Satisfaction, Propensity to Leave and Job Commitment: An Exploratory Study 

among Sales Professionals. Journal of Human Values, 16(2), 157–167.  

Chen, G., Ployhart, R. E., Thomas, H. C., Anderson, N., & Bliese, P. D. (2011). The 

power of momentum: A new model of dynamic relationships between job 

satisfaction change and turnover intentions. Academy of Management Journal, 

54(1), 159–181.  

Chen, Z. (2001). Further investigation of the outcomes of loyalty to supervisor. Journal 

of Managerila Psychology, 16(8), 650–660. 

Chen, Z., Eisenberger, R., Johnson, K. M., Sucharski, I. L., & Aselage, J. (2009). 

Perceived organizational support and extra-role performance: which leads to 

which? The Journal of Social Psychology, 149(1), 119–124.  

Chiesi, F., Galli, S., Primi, C., Innocenti Borgi, P., & Bonacchi, A. (2013). The Accuracy 

of the Life Orientation Test–Revised (LOT–R) in Measuring Dispositional 

Optimism: Evidence From Item Response Theory Analyses. Journal of 

Personality Assessment, 95(5), 523–529.  

Cho, H. C., & Abe, S. (2013). Is two-tailed testing for directional research hypotheses 

tests legitimate? Journal of Business Research, 66(9), 1261–1266.  

Cho, Y. J., & Lewis, G. B. (2011). Turnover Intention and Turnover Behavior: 

Implications for Retaining Federal Employees. Review of Public Personnel 

Administration, 32(1), 4–23.  

Choi, Y., & Dickson, D. R. (2016). A Case Study into the Benefits of Management 

Training Programs : Impacts on Hotel Employee Turnover and Satisfaction Level. 

Journal of Human Resources in Hospitality & Tourism, 9(1), 103-116. 

Chouliaraki, L., & Fairclough, N. (1999). Discourse in late modernity. Edinburgh: 

Edinburgh University press. 



© C
OPYRIG

HT U
PM

171 
 

Chua, Y. P. (2013). Mastering research statistics. Malaysia: McGraw-Hill Education. 

Clark, M. S., & Mills, J. (1979). Interpersonal attraction in exchange and communal 

relationships. Journal of Personality and Social Psychology, 37(1), 12.  

Como, J. M. (2007). Spiritual practice: a literature review related to spiritual health and 

health outcomes. Holistic Nursing Practice, 21(5), 224–236.  

Connell, J., Zurn, P., Stilwell, B., Awases, M., & Braichet, J. (2007). Sub-Saharan 

Africa: Beyond the health worker migration crisis? Social Science & Medicine, 

64(9), 1876–1891.  

Conway, J. M., & Lance, C. E. (2010). What reviewers should expect from authors 

regarding common method bias in organizational research. Journal of Business 

and Psychology, 25(3), 325–334.  

Cook, K. S., Molm, L. D., & Yamagishi, T. (1993). Exchange relations and exchange 

networks: Recent developments in social exchange theory. In J. Berger, & M 

Zelditch, (Eds.), Theoretical Research Programs: Studies in the Growth of Theory, 

(pp 296-322). California: Stanford University Press. 

Crawford, A., Hubbard, S. S., Lonis-Shumate, S. R., & O’Neill, M. (2008). Workplace 

spirituality and employee attitudes within the lodging environment. Journal of 

Human Resources in Hospitality & Tourism, 8(1), 64–81.  

Cropanzano, R. and M. S. M. (2005). Social Exchange Theory: An Interdisciplinary 

Review. Journal of Management, 31(6), 874–900.  

Cropanzano, R., Byrne, Z. S., Bobocel, D. R., & Rupp, D. E. (2001). Moral virtues, 

fairness heuristics, social entities, and other denizens of organizational justice. 

Journal of Vocational Behavior, 58(2), 164–209.  

Daniel, J. L., Sarkis, J., & Sarkis, J. (2015). Workplace spirituality and stress: evidence 

from Mexico and US. Management Research Review, 38(1), 29-43.  

Daniel, S., & Sonnentag, S. (2014). Work to non-work enrichment: The mediating roles 

of positive affect and positive work reflection. Work & Stress, 28(1), 49–66.  

Darlaston-Jones, D. (2007). Making connections: The relationship between 

epistemology and research methods. Special Edition Papers, 19(1), 19-27. 

De Klerk, J. J., Boshoff, A. B., & Van Wyk, R. (2006). Spirituality in practice: 

relationships between meaning in life, commitment and motivation. Journal of 

Management, Spirituality & Religion, 3(4), 319–347.  

De Moura, G. R., Abrams, D., Retter, C., Gunnarsdottir, S., & Ando, K. (2009). 

Identification as an organizational anchor: How identification and job satisfaction 

combine to predict turnover intention. European Journal of Social Psychology, 

39(4), 540–557.  

Dehler, G. E., & Welsh, M. A. (1994). Spirituality and organizational transformation: 

Implications for the new management paradigm. Journal of Managerial 

Psychology, 9(6), 17–26.  

Dekker, I., & Barling, J. (1995). Workforce size and work-related role stress. Work & 

Stress, 9(1), 45–54.  

Del Rio, C. M., & White, L. J. (2014). Hylomorphic Attitudinal Spirituality: 

Psychometric Properties of the Spiritual Typology Inventory. Psychology of 

Religion & Spirituality, 4(1), 1-19.  



© C
OPYRIG

HT U
PM

172 
 

Demerouti, E. &Geurts S. (2004). Towards a Typical of work-home interaction. 

Community, Work & Family, 7(3), 285–309.  

Diamantopoulos, A., Riefler, P., & Roth, K. P. (2008). Advancing formative 

measurement models. Journal of Business Research, 61(12), 1203–1218.  

Diamantopoulos, A., & Siguaw, J. A. (2006). Formative versus reflective indicators in 

organizational measure development: A comparison and empirical illustration. 

British Journal of Management, 17(4), 263–282.  

Diestel, S., Wegge, Jü., & Schmidt, K. (2013). The impact of social context on the 

relationship between individual job satisfaction and absenteeism: the roles of 

different foci of job satisfaction and work-unit absenteeism. Academy of 

Management Journal, 55(2), 353–382.  

Ducharme, L. J., Knudsen, H. K., & Roman, P. M. (2007). Emotional exhaustion and 

turnover intention in human service occupations: The protective role of coworker 

support. Sociological Spectrum, 28(1), 81–104.  

Duggleby, W., Cooper, D., & Penz, K. (2009). Hope, self‐efficacy, spiritual well‐being 

and job satisfaction. Journal of Advanced Nursing, 65(11), 2376–2385.  

Dust, S. B., & Greenhaus, J. H. (2013). Spirituality and the work–home interface: a 

demands–resources perspective. Journal of Management, Spirituality & Religion, 

10(3), 282–305.  

Dyson-Washington, F. (2006). The relationship between optimism and work-family 

enrichment and their influence on psychological well-being. (Doctoral dissertation, 

Drexel University). 

Ebuehi, O., & Campbell, P. (2011) Attraction and retention of qualified health workers 

to rural areas in Nigeria: a case study of four LGAs in Ogun State, Nigeria. Rural 

Remote Health, 11(1), 1–11.  

Chang, E. C., Maydeu-Olivares, A., & D'Zurilla, T. J. (1997). Optimism and pessimism 

as partially independent constructs: Relationship to positive and negative 

affectivity and psychological well-being. Personality and individual Differences, 

23(3), 433-440. 

Edwards, J. R., & Rothbard, N. P. (2000). Mechanisms linking work and family: 

Clarifying the relationship between work and family constructs. Academy of 

Management Review, 25(1), 178–199.  

Eisenberger, R., Fasolo, P., & Davis-LaMastro, V. (1990). Perceived organizational 

support and employee diligence, commitment, and innovation. Journal of Applied 

Psychology, 75(1), 51–59. 

Eisenberger, R., Huntington, R. H., & Sowa, S. (1986). D.(1986) Perceived 

Organisational Support. Journal of Applied Psychology, 71(31).  

Eisenberger, R., Rhoades, L., & Cameron, J. (1999). Does pay for performance increase 

or decrease perceived self-determination and intrinsic motivation? Journal of 

Personality and Social Psychology, 77(5), 1026.  

Eisenberger, R., Stinglhamber, F., Vandenberghe, C., Sucharski, I. L., & Rhoades, L. 

(2002). Perceived supervisor support: contributions to perceived organizational 

support and employee retention. Journal of Applied Psychology, 87(3), 565.  

 



© C
OPYRIG

HT U
PM

173 
 

Elkins, D. N., Hedstrom, L. J., Hughes, L. L., Leaf, J. A., & Saunders, C. (1988). Toward 

a humanistic-phenomenological spirituality definition, description, and 

measurement. Journal of Humanistic Psychology, 28(4), 5–18.  

Emerson, R. M. (1976). Social exchange theory. Annual Review of Sociology, 335–362.  

Emmons, R. A. (2000). Is Spirituality an Intelligence? Motivation, Cognitive, and the 

Psychology of the Ultimate Concern. International Journal for the Psychology of 

Religion, 10(1), 3–41. 

Emmons, R. A., & McCullough, M. E. (2003). Counting blessings versus burdens: an 

experimental investigation of gratitude and subjective well-being in daily life. 

Journal of Personality and Social Psychology, 84(2), 377.  

Emmons, R. A., & Stern, R. (2013). Gratitude as a Psychotherapeutic Intervention. 

Journal of Clinical Psycholoy, 69(8), 846–855. 

Exline, J. J., & Bright, D. S. (2011). Spiritual and religious struggles in the workplace. 

Journal of Management, Spirituality & Religion, 8(2), 123–142.  

Fallon, B., Rice, S., & Howie, J. W. (2013). Factors that Precipitate and Mitigate Crises 

in Ministry. Pastoral Psychology, 62(1), 27–40.  

Federal Ministry of Health Nigeria. (2010). Plan, National Strategic Health 

Development 2010-2015. Lancet neurology (Vol. 10). 

Fehr, R., & Gelfand, M. J. (2012). The Forgiving Organization: A Multilevel Model of 

Forgiveness at Work. Academy of Management Review, 37(4), 664–688.  

Fiori, K. L., Brown, E. E., Cortina, K. S., & Antonucci, T. C. (2006). Locus of control 

as a mediator of the relationship between religiosity and life satisfaction: Age, race, 

and gender differences. Mental Health, Religion and Culture, 9(3), 239–263.  

Fisher, G. G., Bulger, C. A., & Smith, C. S. (2009). Beyond work and family: a measure 

of work/nonwork interference and enhancement. Journal of Occupational Health 

Psychology, 14(4), 441. 

 Fisher, J. (2011). The Four Domains Model: Connecting Spirituality, Health and Well-

Being. Religions, 2(1), 17–28.  

Ford, M. T., Heinen, B. A., & Langkamer, K. L. (2007). Work and family satisfaction 

and conflict: a meta-analysis of cross-domain relations. Journal of Applied 

Psychology, 92(1), 57-80.  

France, M. K., Finney, S. J., & Swerdzewski, P. (2010). Students ’ Group and Member 

Attachment to Their University : A Construct Validity Study of the University 

Attachment Scale. Educational Psychological Measurement, 70(3), 440-458. 

Francis, L. J., Kaldor, P., Shevlin, M., & Lewis, C. A. (2004). Assessing-emotional 

exhaustion among the Australian clergy: Internal reliability and construct validity 

of the scale of emotional exhaustion in ministry. Review of Religious Research, 

43(3), 269–277.  

Froh, J. J., Fan, J., Emmons, R. A., Bono, G., Huebner, E. S., & Watkins, P. (2011). 

Measuring gratitude in youth: Assessing the psychometric properties of adult 

gratitude scales in children and adolescents. Psychological Assessment, 23(2), 311-

324.  

García-Valdecasas, M. (2005). Psychology and mind in Aquinas. History of Psychiatry, 

63(3), 291–310.  



© C
OPYRIG

HT U
PM

174 
 

Gardner, H. (2000). A Case Against Spiritual Intelligence. International Journal for the 

Psychology of Religion, 10(1), 27–34.  

Geigle, D. (2012). Workplace Spirituality Empirical Research: A Literature Review. 

Business & Management Review, 2(10), 14-27. 

Georgia, K., & Dimoliatis, Æ. I. D. J. (2009). A Translation and Validation Study of the 

Life Orientation Test Revised in the Greek Speaking Population of Nurses among 

Three Hospitals in Athens and Ioannina. Soc Indic Res. 95(1), 124-142. 

Gergen, K. J. (1999). An invitation to social construction. Thousand Oak, AC: Sage 

Publication. 

Geurts, S. A. E., Taris, T. W., Kompier, M. A. J., Dikkers, J. S. E., Hooff, M. L. M. V. 

A. N., & Kinnunen, U. M. (2005). Work-home interaction from a work 

psychological perspective : Development and validation of a new questionnaire , 

the SWING. Work & Stress, 19(4), 319–340.  

Giacalone, R. A., & Jurkiewicz, C. L. (2003). Right from wrong: The influence of 

spirituality on perceptions of unethical business activities. Journal of Business 

Ethics, 46(1), 85–97.  

Giacalone, R. A., & Jurkiewicz, C. L. (2010). Handbook of workplace spirituality and 

organizational performance. Armonk. NY: Sharpe.  

Gilman, R., Dooley, J., & Florell, D. (2006). Relative levels of hope and their relationship 

with academic and psychological indicators among adolescents. Journal of Social 

and Clinical Psychology, 25(2), 166–178.  

Gintis, H., Henrich, J., Bowles, S., Boyd, R., & Fehr, E. (2008). Strong reciprocity and 

the roots of human morality. Social Justice Research, 21(2), 241–253.  

Gold, M. S., & Bentler, P. M. (2000). Treatments of missing data: A Monte Carlo 

comparison of RBHDI, iterative stochastic regression imputation, and expectation-

maximization. Structural Equation Modeling, 7(3), 319–355.  

Golden, T. D. (2012). Altering the effects of work and family conflict on exhaustion: 

Telework during traditional and nontraditional work hours. Journal of Business 

and Psychology, 27(3), 255–269.  

Goode, W. J. (1960). A theory of role strain. American Sociological Review, 24(4), 483–

496.  

Gordon, J. R., Whelan-Berry, K. S., & Hamilton, E. A. (2007). The relationship among 

work-family conflict and enhancement, organizational work-family culture, and 

work outcomes for older working women. Journal of Occupational Health 

Psychology, 12(4), 350.  

Gotsis, G., & Kortezi, Z. (2008). Philosophical foundations of workplace spirituality: A 

critical approach. Journal of Business Ethics, 78(4), 575–600.  

Gough, H. R., Wilks, S. E., & Prattini, R. J. (2010). Spirituality among Alzheimer’s 

caregivers: Psychometric reevaluation of the Intrinsic Spirituality Scale. Journal 

of Social Service Research, 36(4), 278–288.  

Gouldner, A. W. (1960). The norm of reciprocity: A preliminary statement. American 

Sociological Review, 25(2), 161–178.  

 



© C
OPYRIG

HT U
PM

175 
 

Grandey, A., Cordeiro, B., & Crouter, A. (2005). A longitudinal and multi‐source test of 

the work–family conflict and job satisfaction relationship. Journal of Occupational 

and Organizational Psychology, 78(3), 305–323.  

Greenhaus, J. H., & Allen, T. D. (2011). Work-family balance: A review and extension 

of the literature. Occupational Health Psychology, 2(1), 165–183.  

Greenhaus, J. H., & Beutell, N. J. (1985). Sources of conflict between work and family 

roles. Academy of Management Review, 10(1), 76–88.  

Greenhaus, J. H., & Powell, G. N. (2006). When Work and Family Are Allies: a Theory 

of Work-Family Enrichment. Academy of Management Review, 31(1), 72–92. 

Grossmann, K. E., Grossmann, K., & Waters, E. (2006). Attachment from infancy to 

adulthood: The major longitudinal studies. London: Guilford Press. 

Grzywacz, J. G., & Butler, A. B. (2005). The impact of job characteristics on work-to-

family facilitation: testing a theory and distinguishing a construct. Journal of 

Occupational Health Psychology, 10(2), 97.  

Grzywacz, J. G., & Marks, N. F. (2000). Reconceptualizing the work–family interface: 

An ecological perspective on the correlates of positive and negative spillover 

between work and family. Journal of Occupational Health Psychology, 5(1), 111.  

Guillén, M., Ferrero, I., & Hoffman, W. M. (2014). The Neglected Ethical and Spiritual 

Motivations in the Workplace. Journal of Business Ethics. 128(4), 803-816. 

Gulliford, L., Morgan, B., & Kristjánsson, K. (2013). Recent Work on the Concept of 

Gratitude in Philosophy and Psychology. Journal of Value Inquiry. 47(3), 285-317.  

Gustafsson-wright, E., & Der, G. and J. Van. (2008). An Analysis of Nigeria ’ s Health 

Sector by State : Recommendations for the Expansion of the Hygeia Community 

Health Plan. Netherland, Amsterdam Institute for International Development. 

Haar, J. M., & Anderson, M. H. (2013). Longitudinal Effects of Change in Work-Family 

Conflict and Enrichment on Satisfaction Outcomes. In Academy of Management 

Proceedings. 2013, 11794.  

Haar, J. M., Roche, M., & Taylor, D. (2012). Work–family conflict and turnover 

intentions of indigenous employees: the importance of the whanau /family for 

Maori. The International Journal of Human Resource Management, 23(12), 2546–

2560.  

Hackman, J. R., & Oldham, G. R. (1976). Motivation through the design of work: Test 

of a theory. Organizational Behavior and Human Performance, 16(2), 250–279. 

Hagopian, A., Ofosu, A., Fatusi, A., Biritwum, R., Essel, A., Hart, L. G., & Watts, C. 

(2005). The flight of physicians from West Africa : Views of African physicians 

and implications for policy. Social Science & Medicine, 61(1), 1750–1760.  

Hagopian, A., Thompson, M. J., Fordyce, M., Johnson, K. E., & Hart, L. G. (2004). The 

migration of physicians from sub-Saharan Africa to the United States of America: 

measures of the African brain drain. Human Resources for Health, 2(1), 1-10.  

Hair, J. F., Ringle, C. M., & Sarstedt, M. (2011). PLS-SEM: Indeed a Silver Bullet. The 

Journal of Marketing Theory and Practice, 19(2), 139–152.  

Hair, J. F., Tatham, R. L., Anderson, R. E., & Black, W. (2006). Multivariate data 

analysis. Upper Saddle River, NJ:  Pearson Prentice Hall. 



© C
OPYRIG

HT U
PM

176 
 

Hair Jr, J. F., Hult, G. T. M., Ringle, C., & Sarstedt, M. (2013). A primer on partial least 

squares structural equation modeling (PLS-SEM). California: Sage Publications. 

Hair Jr, J., Sarstedt, M., Hopkins, L., & G. Kuppelwieser, V. (2014). Partial least squares 

structural equation modeling (PLS-SEM) An emerging tool in business research. 

European Business Review, 26(2), 106–121.  

Halbesleben, J. R. B., Wheeler, A. R., & Rossi, A. M. (2012). The costs and benefits of 

working with one’s spouse: A two‐sample examination of spousal support, work–

family conflict, and emotional exhaustion in work‐linked relationships. Journal of 

Organizational Behavior, 33(5), 597–615.  

Hall, G. B., Dollard, M. F., Tuckey, M. R., Winefield, A. H., & Thompson, B. M. (2010). 

Job demands, work‐family conflict, and emotional exhaustion in police officers: A 

longitudinal test of competing theories. Journal of Occupational and 

Organizational Psychology, 83(1), 237–250. 

Hall, M., Oates, K. L. M., Anderson, T. L., & Willingham, M. M. (2012). Calling and 

conflict: The sanctification of work in working mothers. Psychology of Religion 

and Spirituality, 4(1), 71.  

Hammer, L. B., Cullen, J. C., Neal, M. B., Sinclair, R. R., & Shafiro, M. V. (2005). The 

longitudinal effects of work-family conflict and positive spillover on depressive 

symptoms among dual-earner couples. Journal of Occupational Health 

Psychology, 10(2), 138.  

Hang-yue, N., Foley, S., & Loi, R. (2005). Work role stressors and turnover intentions: 

a study of professional clergy in Hong Kong. The International Journal of Human 

Resource Management, 16(11), 2133–2146.  

Hardy, G.E. and Barkham, M. (1994). The Relationship Between Interpersonal 

Attachment Style and Work Difficulties. Human Relations, 47(3), 263-281. 

Harlos, K. P. (2000). Toward a spiritual pedagogy: Meaning, practice, and applications 

in management education. Journal of Management Education, 24(5), 612–627.  

Haslam, D., Filus, A., Morawska, A., Sanders, M. R., & Fletcher, R. (2014). The Work-

Family Conflict Scale (WAFCS): Development and Initial Validation of a Self-

report Measure of Work-Family Conflict for Use with Parents. Child Psychiatry 

and Human Development, 46(3), 346-357. 

Haslam, N., & Baron, J. (1994). Intelligence, prudence, and personality. Personality and 

Intelligence. New York: Cambridge University Press. 

Hay, D., Reich, K. H., & Utsch, M. (2006). Spiritual development: Intersections and 

divergence with religious development. In E.C. Roehlkepatam, P.E. King, L. 

Wagener, P.L. Benson (Eds.), The Handbook of Spiritual Development in 

Childhood and Adolescence (pp 46-59). Thousand Oak, London: Sage Publication.  

Hayton, J. C., Carnabuci, G., & Eisenberger, R. (2012). With a little help from my 

colleagues : A social embeddedness approach to perceived organizational support, 

Journal of Organizational Behavior, 33(2), 235–249.  

He, H., Pham, H. Q., Baruch, Y., & Zhu, W. (2014). Perceived organizational support 

and organizational identification: joint moderating effects of employee exchange 

ideology and employee investment. The International Journal of Human Resource 

Management, 25(20) 2772-2795  



© C
OPYRIG

HT U
PM

177 
 

Hellman, C. M., Fuqua, D. R., & Worley, J. (2006). A Reliability Generalization Study 

on the Survey of Perceived Organizational Support The Effects of Mean Age and 

Number of Items on Score Reliability. Educational and Psychological 

Measurement, 66(4), 631-642. 

Helm, S. (2005). Designing a formative measure for corporate reputation. Corporate 

Reputation Review, 8(2), 95–109.  

Helm, S., Rolfes, L., & Günter, B. (2006). Suppliers’ willingness to end unprofitable 

customer relationships: An exploratory investigation in the German mechanical 

engineering sector. European Journal of Marketing, 40(3/4), 366–383.  

Henseler, J., Ringle, C. M., & Sarstedt, M. (2014). A new criterion for assessing 

discriminant validity in variance-based structural equation modeling. Journal of 

the Academy of Marketing Science, 43(1), 115–135.  

Herths, K. (1992). Abbreviated instrument to measure hope : development and 

psychometric evaluation. Journal  of Advanced Nursing 17(10), 1251–1259. 

Hill, E. J. (2005). Work-family facilitation and conflict, working fathers and mothers, 

work-family stressors and support. Journal of Family Issues, 26(6), 793–819.  

Hill, E. W., Darling, C. A., & Raimondi, N. M. (2003). Understanding boundary-related 

stress in clergy families. Marriage & Family Review, 35(1–2), 147–166. 

Hill, P. C., & Pargament, K. I. (2008). Advances in the conceptualization and 

measurement of religion and spirituality: Implications for physical and mental 

health research. Psychology of Religion & Spirituality, 5(1), 3-17. 

Hill, P. C., Pargament, K. I. I., Hood, R. W., McCullough Jr, M. E., Swyers, J. P., Larson, 

D. B., & Zinnbauer, B. J. (2000). Conceptualizing religion and spirituality: Points 

of commonality, points of departure. Journal for the Theory of Social Behaviour, 

30(1), 51–77.  

Hirschfeld, L. A., & Gelman, S. A. (1994). Toward a topography of mind: An 

introduction to domain specificity. In L. A. Hirschfeld,  & S. A. Gelman, (Eds.), 

Mapping the Mind: Domain Specificity in Cognition and Culture (pp 1-35). New 

York: Cambridge Press.  

Hmieleski, K. M., & Baron, R. A. (2009). Entrepreneurs’ Optimism And New Venture 

Performance: A Social Cognitive Perspective. Academy of Management Journal, 

52(3), 473–488.  

Hobfoll, S. E. (2002). Social and psychological resources and adaptation. Review of 

General Psychology, 6(4), 307.  

Hogg, M. A., Adelman, J. R., & Blagg, R. D. (2010). Religion in the face of uncertainty: 

An uncertainty-identity theory account of religiousness. Personality and Social 

Psychology Review, 14(1), 72–83.  

Homans, G. C. (1961). Social behavior: Its elementary forms. England: Oxford. 

Hong, Y. J. (2012). Identifying spirituality in workers: A strategy for retention of 

community mental health professionals. Journal of Social Service Research, 38(2), 

175–186. 

Hoyle, R. H. (2014). Handbook of structural equation modeling. New York: Guilford 

Publications. 

 



© C
OPYRIG

HT U
PM

178 
 

Hudson, R. (2013). The question of theoretical foundations for the spirituality at work 

movement. Journal of Management, Spirituality & Religion, 11(1), 27–44.  

Hulland, J., & Business, R. I. S. of. (1999). Use of partial least squares (PLS) in strategic 

management research: A review of four recent studies. Strategic Management 

Journal, 20(2), 195–204.  

Hyde, B. (2010). The plausibility of spiritual intelligence : spiritual experience , problem 

solving and neural sites. International Journal of Children’s  Spirituality, 9(1), 39–

52.  

Ironson, P.C. Smiith, M.T. Brannick, W. M. G. and K. B. P. (1989). Construction of a 

Job in General Scale : A Comparison of Global , Composite , and Specific 

Measures. Journal of Applied Psychology, 74(2), 193–200. 

Ito, J. K., & Brotheridge, C. M. (2012). Work-family and interpersonal conflict as levers 

in the resource / demand-outcome relationship. Career Development International, 

17(5), 392–413.  

Jaga, A., & Bagraim, J. (2011). The relationship between work-family enrichment and 

work-family satisfaction outcomes. South African Journal of Psychology, 41(1), 

52–62.  

Jiun-Shen, T.-R. L., Chen, S.-Y., Wang, S.-H., & Dadura, A. (2010). The relationship 

between spiritual management and determinants of turnover intention. European 

Business Review, 22(1), 102–116. 

Joan R. Rentsch, R. P. S. (1992). Construct and Concurrent Validity of the Andrews and 

Withey Job Satiisfaction Questionnaire. Educational and Psychological 

Measurement, 52(1), 357–367. 

Jose, N., & Taylor, E. (1986). Spiritual health: A look at barriers to its inclusion in the 

health education curriculum. Eta Sigma Gamman, 18(2), 16–19.  

Judge, T. A., Thoresen, C. J., Bono, J. E., & Patton, G. K. (2001). The job satisfaction–

job performance relationship: A qualitative and quantitative review. Psychological 

Bulletin, 127(3), 376.  

Jung, H. S., & Yoon, H. H. (2013). Is the individual or the organization the cause of hotel 

employees’ stress? A longitudinal study on differences in role stress between 

subjects. International Journal of Hospitality Management, 33, 494–499.  

Kacmar, K. M., Crawford, W. S., Carlson, D. S., Ferguson, M., & Whitten, D. (2014). A 

short and valid measure of work-family enrichment. Journal of Occupational 

Health Psychology, 19(1), 32–45. 

Kailasapathy, P., Kraimer, M. L., & Metz, I. (2014). The interactive effects of leader–

member exchange, gender and spouse’s gender role orientation on work 

interference with family conflict. The International Journal of Human Resource 

Management, 25(19), 2681–2701.  

Kalipeni, E., Semu, L. L., Mbilizi, M. A., Clemens, M. A., & Pettersson, G. (2012). The 

brain drain of health care professionals from sub-Saharan Africa : A geographic 

perspective Global Development, 3, 153–171. 

Kanwar, Y. P. S., Singh,  a. K., & Kodwani,  a. D. (2012). A Study of Job Satisfaction, 

Organizational Commitment and Turnover Intent among the IT and ITES Sector 

Employees. Vision: The Journal of Business Perspective, 16(1), 27–35.  



© C
OPYRIG

HT U
PM

179 
 

Kaplan, D. (2009). Determinants Of Job Satisfaction And Turnover. Dissertation 

Publishing UMI 1484319 Copyright 2010 by ProQuest LLC., United States. 

Karatepe, O. M. (2011). The Effects of Coworker and Perceived Organizational Support 

on Hotel Employee Outcomes: The Moderating Role of Job Embeddedness. 

Journal of Hospitality & Tourism Research, 36(4), 495–516.  

Kashdan, T. B., Mishra, A., Breen, W. E., & Froh, J. J. (2009). Gender differences in 

gratitude: Examining appraisals, narratives, the willingness to express emotions, 

and changes in psychological needs. Journal of Personality, 77(3), 691–730.  

Kaur, D., Sambasivan, M., & Kumar, N. (2013). Effect of spiritual intelligence, 

emotional intelligence, psychological ownership and burnout on caring behaviour 

of nurses: A cross-sectional study. Journal of Clinical Nursing, 22(21–22), 3192–

3202.  

Kay, A. C., Moscovitch, D. A., & Laurin, K. (2010). Randomness, attributions of arousal, 

and belief in God. Psychological Science, 21(2), 216-218. 

Khallad, Y. (2013). Dispositional optimism and physical wellbeing: The relevance of 

culture, gender, and socioeconomic status. International Journal of Psychology, 

48(5), 978–985.  

King, D. B., & DeCicco, T. L. (2009). A viable model and self-report measure of spiritual 

intelligence. International Journal of Transpersonal Studies, 28, 68–85.  

King, M. B., & Koenig, H. G. (2009). Conceptualising spirituality for medical research 

and health service provision. BMC Health Services Research, 9(1), 116.  

Kinicki, A. J., McKee-Ryan, F. M., Schriesheim, C. A., & Carson, K. P. (2002). 

Assessing the construct validity of the job descriptive index: a review and meta-

analysis. Journal of Applied Psychology, 87(1), 14.  

Konovsky, M. A. (2000). Understanding procedural justice and its impact on business 

organizations. Journal of Management, 26(3), 489–511.  

Konrad, T. R., Williams, E. S., Linzer, M., McMurray, J., Pathman, D. E., Gerrity, M., 

Rhodes, E. (1999). Measuring physician job satisfaction in a changing workplace 

and a challenging environment. Medical Care, 37(11), 1174–1182.  

Konz, G. N. P., & Ryan, F. X. (1999). Maintaining an organizational spirituality: No 

easy task. Journal of Organizational Change Management, 12(3), 200–210.  

Kottke, J. L., & Sharafinski, C. E. (1988). Measuring perceived supervisory and 

organizational support. Educational and Psychological Measurement, 48(4), 

1075–1079.  

Kraemer, T., & HJ Gouthier, M. (2014). How organizational pride and emotional 

exhaustion explain turnover intentions in call centers: A multi-group analysis with 

gender and organizational tenure. Journal of Service Management, 25(1), 125–

148.  

Krahnke, K., Giacalone, R. A., & Jurkiewicz, C. L. (2003). Point-counterpoint: 

Measuring workplace spirituality. Journal of Organizational Change 

Management, 16(4), 396–405.  

Krause, N. (2006). Gratitude Toward God , Stress , and Health in Late Life. Research on 

Aging, 28(2), 163-183. 

 



© C
OPYRIG

HT U
PM

180 
 

Krishnakumar, S., & Neck, C. P. (2002). The “what”, “why” and  “how” of spirituality 

in the workplace. Journal of Managerial Psychology, 17, 153–164.  

Kristensen, T. S., Borritz, M., Villadsen, E., & Christensen, K. B. (2005). The 

Copenhagen Burnout Inventory: A new tool for the assessment of burnout. Work 

& Stress, 19(3), 192–207.  

Lambert, E. G., & Hogan, N. L. (2013). The Association of Distributive and Procedural 

Justice With Organizational Citizenship Behavior. The Prison Journal, 93(3), 313–

334.  

Layne, C. M., Hohenshil, T. H., & Singh, K. (2004). The relationship of occupational 

stress, psychological strain, and coping resources to the turnover intentions of 

rehabilitation counselors. Rehabilitation Counseling Bulletin, 48(1), 19–30.  

Lazarus, R. S. (1998). The costs and benefits of denial. Fifty Years of the Research and 

Theory of RS Lazarus: An Analysis of Historical and Perennial Issues. New Jersey: 

Lawrence Erilbaum Associates. 

Lazarus, R. S., & Folkman, S. (1984). Stress: Appraisal and Coping. New York: Springer 

Publishing. 

Lee, S., Lovelace, K. J., & Manz, C. C. (2013). Serving with spirit: an integrative model 

of workplace spirituality within service organizations. Journal of Management, 

Spirituality & Religion, 11(1), 45–64.  

Lewin, J. E., & Sager, J. K. (2008). Salesperson burnout: A test of the coping-mediational 

model of social support. Journal of Personal Selling and Sales Management, 28(3), 

233–246.  

Lichtenstein, S., & Fischhoff, B. (1977). Do those who know more also know more about 

how much they know? Organizational Behavior and Human Performance, 20(2), 

159–183.  

Liden, R. C., Sparrowe, R. T., & Wayne, S. J. (1997). Leader-member exchange theory: 

The past and potential for the future. Research in personnel and human resources 

management, 15, 47-120 

Lim, D. H., Song, J. H., & Choi, M. (2012). Work–family interface: Effect of enrichment 

and conflict on job performance of Korean workers. Journal of Management & 

Organization, 18(3), 383–397. 

Lingard, H. C., Francis, V., & Turner, M. (2010). Work–family enrichment in the 

Australian construction industry: implications for job design. Construction 

Management and Economics, 28(5), 467–480.  

Little, R. J. A. (1988). A test of missing completely at random for multivariate data with 

missing values. Journal of the American Statistical Association, 83(404), 1198–

1202.  

Litwack, J. (2013). Nigeria Economic Report. The World Bank Report, (1), 1–43. 

Retrieved from http://documents.worldbank.org/curated/en/2013/05/17708026 

Lloyd, S., Streiner, D., Hahn, E., & Shannon, S. (1994). Development of the emergency 

physician job satisfaction measurement instrument. The American Journal of 

Emergency Medicine, 12(1), 1–10.  

 

 



© C
OPYRIG

HT U
PM

181 
 

Long, B. S., & Helms Mills, J. (2010). Workplace spirituality, contested meaning, and 

the culture of organization: A critical sensemaking account. Journal of 

Organizational Change Management, 23(3), 325–341.  

Lowry, J. G. (2014). Partial Least Squares ( PLS ) Structural Equation Modeling ( SEM 

) for Building and Testing Behavioral Causal Theory : When to Choose It and How 

to Use It. IEEE Transactions on Professional Communication, 57(2), 123–159. 

Lu, L. (2011). A Chinese longitudinal study on work/family enrichment. Career 

Development International, 16(4), 385–400.  

Lu, L., Gilmour, R., Kao, S.-F., & Huang, M.-T. (2006). A cross-cultural study of 

work/family demands, work/family conflict and wellbeing: the Taiwanese vs 

British. Career Development International, 11, 9–27.  

Luthans, F., Avolio, B. J., Avey, J. B., & Norman, S. M. (2007). Positive psychological 

capital: Measurement and relationship with performance and satisfaction. 

Personnel Psychology, 60(3), 541–572.  

Lv, Q., Xu, S., & Ji, H. (2012). Emotional labor strategies, emotional exhaustion, and 

turnover intention: an empirical study of Chinese hotel employees. Journal of 

Human Resources in Hospitality & Tourism, 11(2), 87–105.  

Lynn, M. L., Naughton, M. J., & VanderVeen, S. (2009). Faith at work scale (FWS): 

Justification, development, and validation of a measure of Judaeo-Christian 

religion in the workplace. Journal of Business Ethics, 85(2), 227–243.  

Mahoney, A., Carels, R. A., Pargament, K. I., Wachholtz, A., Leeper, L. E., Kaplar, M., 

& Frutchey, R. (2005). The Sanctification of the Body and Behavioral Health 

Patterns of College Students, International Journal for the Psychology of Religion 

15(3), 221–238. 

Mahoney, A., Pargament, K. I., Cole, B., Jewell, T., Magyar, G. M., Tarakeshwar, N., 

Phillips, R. (2005). A Higher Purpose : The Sanctification of Strivings in a 

Community Sample, International Journal for the Psychology of Religion 15(3), 

239–262. 

Mahoney, A., Pargament, K. I., Jewell, T., Swank, A. B., Scott, E., Emery, E., … Powers, 

T. (1999). Marriage and the Spiritual Realm : The Role of Proximal and Distal 

Religious Constructs in Marital Functioning, Journal of Family Psyhcology, 13(3), 

321–338. 

Mahoney, A., Pargament, K. I., Murray-Swank, A., & Murray-Swank, N. (2003). 

Religion and the sanctification of family relationships. Review of Religious 

Research, 44(3), 220–236.  

Malinowski, B. (1922). Argonauts of the western Pacific. New York: Dutton.  

Malinowski, B. (2013). Crime and custom in savage society. New Brunswick: 

Transaction Publishers. 

Marks, S. R. (1977). Multiple roles and role strain: Some notes on human energy, time 

and commitment. American Sociological Review, 46(6), 921–936.  

Marques, J. F. (2008). Spiritual performance from an organizational perspective: the 

Starbucks way. Corporate Governance, 8(3), 248–257.  

 

 



© C
OPYRIG

HT U
PM

182 
 

Martínez-iñigo, D., Totterdell, P., & Alcover, C. M. (2007). Emotional labour and 

emotional exhaustion: Interpersonal and intrapersonal mechanisms. Work & 

Stress, 21(1), 30-47. 

Maslach, C., & Jackson, S. E. (1981). The measurement of experienced Burnout. Journal 

of Occupational Behavior 1(2), 99–113.  

Masuda, A. D., McNall, L. A., Allen, T. D., & Nicklin, J. M. (2012). Examining the 

constructs of work-to-family enrichment and positive spillover. Journal of 

Vocational Behavior, 80(1), 197–210.  

Mattis, J. S. (2000). African American Women’s Definitions of Spirituality and 

Religiosity. Journal of Black Psychology, 26(1), 101–122.  

Mauger, P. A., Perry, J. E., Freeman, T., & Grove, D. C. (1992). The measurement of 

forgiveness: Preliminary research. Journal of Psychology and Christianity. 11(2), 

170-180. 

McCullough, M. E., Emmons, R. A., & Tsang, J. (2002). The Grateful Disposition : A 

Conceptual and Empirical Topography, Journal of personality and Social 

Psychology, 82(1), 112–127.  

McCullough, M. E., Kurzban, R., & Tabak, B. a. (2013). Cognitive systems for revenge 

and forgiveness. The Behavioral and Brain Sciences, 36, 1–15.  

McCullough, M. E., & Root, L. M. (2005). Forgiveness as change. Handbook of 

Forgiveness. New York: Routledge.  

Mcdonald, J. D. (2008). Measuring Personality Constructs : The Advantages and 

Disadvantages of Self - Reports , Informant Reports and Behavioural Assessments 

Self-Reports. Enquire, University of Cambridge, 1(1), 75–94. 

McDonald, R. P. (1996). Path analysis with composite variables. Multivariate 

Behavioral Research, 31(2), 239–270.  

McNall, L. a., Nicklin, J. M., & Masuda, A. D. (2009). A Meta-Analytic Review of the 

Consequences Associated with Work–Family Enrichment. Journal of Business 

and Psychology, 25(3), 381–396.  

McNall, L. A., Nicklin, J. M., & Masuda, A. D. (2010). A meta-analytic review of the 

consequences associated with work–family enrichment. Journal of Business and 

Psychology, 25(3), 381–396.  

McQueen, A. C. H. (2004). Emotional intelligence in nursing work. Journal of Advanced 

Nursing, 47(1), 101–108.  

Md-Sidin, S., Sambasivan, M., & Ismail, I. (2010). Relationship between work-family 

conflict and quality of life: An investigation into the role of social support. Journal 

of Managerial Psychology, 25(1), 58–81.  

Mehta, P., & Kiran, R. (2014). Indian Physician Job Satisfaction Scale: Development 

and Validation. Studies on Ethno-Medicine, 8(3), 293-304. 

Michel, J. S., & Clark, M. A. (2012). Investigating the Relative Importance of Individual 

Differences on the Work-Family Interface and the Moderating Role of Boundary 

Preference for Segmentation. Stress and Health : Journal of the International 

Society for the Investigation of Stress, 336, 324–336. 

 



© C
OPYRIG

HT U
PM

183 
 

Michel, J. S., Clark, M. A., & Jaramillo, D. (2011). The role of the Five Factor Model of 

personality in the perceptions of negative and positive forms of work–nonwork 

spillover: A meta-analytic review. Journal of Vocational Behavior, 79(1), 191–

203.  

Michel, R. D. J., & Michel, C. E. J. (2012). Faculty satisfaction and work-family 

enrichment: The moderating effect of human resource flexibility. Procedia-Social 

and Behavioral Sciences, 46, 5168–5172.  

Mihelič, K. K., Kazlauskaite, R., & Duobiene, J. (2014). Work-family interface, job 

satisfaction and turnover intention: a CEE transition country perspective. Baltic 

Journal of Management, 9(4) 446 - 466 . 

Miller, D. W. (2007). The History and Promise of the Faith at Work Movement. New 

York: Oxford University Press. 

Miller, D. W., & Ewest, T. (2013). The Present State of Workplace Spirituality: A 

Literature Review Considering Context, Theory, and Measurement/Assessment. 

Journal of Religious & Theological Information, 12, 29–54.  

Miller, J. F., & Powers, M. J. (1988). Development of an instrument to measure hope. 

Nursing Research, 37(1), 6–10.  

Mitroff, I. I. (2003). Do not promote religion under the guise of spirituality. 

Organization, 10(2), 375–382.  

Mitroff, I. I., & Denton, E. A. (1999). A study of spirituality in the workplace. The Sloan 

Management Review Association. 40(4), 83-92. 

Mobley, W. H. (1977). Intermediate linkages in the relationship between job satisfaction 

and employee turnover. Journal of Applied Psychology, 62(2), 237.  

Mobley, W. H., Griffeth, R. W., Hand, H. H., & Meglino, B. M. (1979). Review and 

conceptual analysis of the employee turnover process. Psychological Bulletin, 

86(3), 493.  

Mohamed, A. A., & Wisnieski, J. (2004). Towards a Theory of Spirituality in the 

Workplace. Competitiveness Review: An International Business Journal Article 

Information, 14(1/2), 102–107.  

Mohammad, J., Habib, F. Q., & Alias, M. A. (2011). Job satisfaction and organisational 

citizenship behaviour: An empirical study at higher learning institutions. Asian 

Academy of Management Journal, 16(2), 149–165.  

Molm, L. D. (2003). Theoretical comparisons of forms of exchange. Sociological 

Theory, 21(1), 1–17.  

Molm, L. D., Takahashi, N., & Peterson, G. (2000). Risk and trust in social exchange: 

An experimental test of a classical proposition. American Journal of Sociology, 

105(5), 1396–1427.  

Morley, M., Wheeler, A. R., Coleman Gallagher, V., Brouer, R. L., & Sablynski, C. J. 

(2007). When person-organization (mis) fit and (dis) satisfaction lead to turnover: 

The moderating role of perceived job mobility. Journal of Managerial Psychology, 

22(2), 203–219.  

Mowday, R. T., & Koberg, C. S. (1984). The psychology of the withdrawal process: A 

cross-validation test of Mobley's intermediate linkages model of turnover in two 

samples. Academy of Management Journal, 27(1), 79-94.  



© C
OPYRIG

HT U
PM

184 
 

Myers, D. G. (2000). The funds, friends, and faith of happy people. American 

Psychologist, 55(1), 56-67.  

Narang, L., & Singh, L. (2012). Role of Perceived Organizational Support in the 

Relationship between HR Practices and Organizational Trust. Global Business 

Review, 13(2), 239–249.  

Neal, J. (2012). Handbook of faith and spirituality in the workplace: emerging research 

and practice. New York: Springer. 

Nohe, C., & Sonntag, K. (2014). Work–family conflict, social support, and turnover 

intentions: A longitudinal study. Journal of Vocational Behavior, 85(1), 1–12.  

Nonaka, I., & Peltokorpi, V. (2006). Objectivity and subjectivity in knowledge 

management: A review of 20 top articles. Knowledge and Process Management, 

13(2), 73–82.  

Nunally, J. C., & Bernstein, I. H. (1978). Psychometric theory. New York: McGraw-Hill. 

Nwabueze, N. (2014). Strike by State-Sector Doctors , the Dual Mandate and Inherent 

Contradictions in Public Health Management. Journal of Humanities Social 

Sciences and Education, 1(11), 12–22. 

O’Brien, R. M. (2007). A caution regarding rules of thumb for variance inflation factors. 

Quality and Quantity, 41(5), 673–690.  

O’Reilly, C. A., Chatman, J., & Caldwell, D. F. (1991). People and organizational 

culture: A profile comparison approach to assessing person-organization fit. 

Academy of Management Journal, 34(3), 487–516.  

Odle-Dusseau, H. N., Britt, T. W., & Greene-Shortridge, T. M. (2012). Organizational 

work–family resources as predictors of job performance and attitudes: The process 

of work–family conflict and enrichment. Journal of Occupational Health 

Psychology, 17(1), 28.  

Osman-Gani, A. M. (2013). Establishing linkages between religiosity and spirituality on 

employee performance. Employee Relations, 35(4), 360–376.  

Pallant, J. (2013).SPSS Survival Manual: A step by step guide to data analysis using IBM 

SPSS. New York: McGraw-Hills Ltd. 

Parasuraman, S., & Greenhaus, J. H. (2002). Toward reducing some critical gaps in 

work–family research. Human Resource Management Review, 12(3), 299–312.  

Pargament, K. I., & Mahoney, A. (1999). Spirituality: Discovering and conserving the 

sacred. Handbook of Positive Psychology. New York: Oxford University Press.  

Pargament, K. I., & Mahoney, A. (2005). THEORY: Sacred Matters: Sanctification as a 

Vital Topic for the Psychology of Religion. The International Journal for  

Psychology of Religion, 15(3), 179–198.  

Patel, S. P., & Cunningham, C. J. L. (2012). Religion, resources, and work-family 

balance. Mental Health, Religion & Culture, 15(4), 389–401.  

Paulik, K. (2001). Hardiness, optimism, self-confidence and occupational stress among 

university teachers. Studia Psychologica, 43(2), 91–100.  

Perry‐Jenkins, M., Repetti, R. L., & Crouter, A. C. (2000). Work and family in the 1990s. 

Journal of Marriage and Family, 62(4), 981–998.  

 



© C
OPYRIG

HT U
PM

185 
 

Petchsawang, P., & Duchon, D. (2012). Workplace spirituality, meditation, and work 

performance. Journal of Management, Spirituality & Religion, 9(2), 189–208. 

Petersen, M. B., Sell, A., Tooby, J., & Cosmides, L. (2010). Evolutionary Psychology 

and Criminal Justice: A Recalibrational Theory of Punishment and Reconciliation. 

New York: MacMillan.  

Phillips III, R. E., & Pargament, K. I. (2002). The sanctification of dreams: Prevalence 

and implications. Dreaming, 12(3), 141-153.  

Piedmont, R. L. (1999). Does Spirituality Represent the Sixth Factor of Personality? 

Spiritual Transcendence and the Five‐Factor Model. Journal of Personality, 67(6), 

985–1013.  

Pindar, A O Coker, MA Wakil, O. M. (2012). Comparison of Burnout Syndrome among 

Clinical and Non-Clinical Staff of Two Tertiary Health Institutions In Maiduguri , 

Nigeria. Transnational Journal of Science and Technology, 2(11), 57–73. 

Podsakoff, P. M., Mackenzie, S. B., & Podsakoff, N. P. (2012). Sources of Method Bias 

in Social Science Research and Recommendations on How to Control It. Annual 

review of psychology, 63, 539-569. 

Powell, L. H., Shahabi, L., & Thoresen, C. E. (2003). Religion and spirituality: Linkages 

to physical health. American Psychologist, 58(1), 36.  

Preacher, K. J., & Hayes, A. F. (2008). Asymptotic and resampling strategies for 

assessing and comparing indirect effects in multiple mediator models. Behavior 

Research Methods, 40(3), 879–891.  

Ramachandran, V. S., & Blakeslee, S. (1998). Phantoms in the Brain: Probing the 

Mystery of the Human Mind. London: Fourth Estate.  

Rathi, N., & Barath, M. (2013). Work-family conflict and job and family satisfaction: 

Moderating effect of social support among police personnel. Equality, Diversity 

and Inclusion: An International Journal, 32(4), 438-454. 

Raykov, T., Lichtenberg, P. A., & Paulson, D. (2012). Examining the missing completely 

at random mechanism in incomplete data sets: A multiple testing approach. 

Structural Equation Modeling: A Multidisciplinary Journal, 19(3), 399–408.  

Rego, A., & Cunha, M. P. E. (2008). Workplace spirituality and organizational 

commitment: an empirical study. Journal of Organizational Change Management, 

21(1), 53–75.  

Rego, A., & Cunha, M. P. (2008). Workplace spirituality and organizational 

commitment: an empirical study. Journal of Organizational Change Management, 

21(1), 53–75.  

Rego,  a., Pina E Cunha, M., & Oliveira, M. (2007). Eupsychia Revisited: the Role of 

Spiritual Leaders. Journal of Humanistic Psychology, 48(2), 165–195.  

Reichers, A. E., & Schneider, B. (1990). Climate and culture: An evolution of constructs. 

Organizational Climate and Culture, 1, 5–39.  

Rhoades, L., & Eisenberger, R. (2002). Perceived organizational support: A review of 

the literature. Journal of Applied Psychology, 87(4), 698–714.  

Richard L. Gorsuch and Judy Y, H. (1993). forgiveness: An Exploratory Factor Analysis 

and its Relationship to Religious Variables. Review of Religious Research, 34(4), 

333–347. 



© C
OPYRIG

HT U
PM

186 
 

Robinson, J. P., Shaver, P. R., & Wrightsman, L. S. (1991). Criteria for scale selection 

and evaluation. Measures of Personality and Social Psychological Attitudes, 1(3), 

1–16.  

Rokeach, M. (1973). The nature of human values. New York: Free press.  

Romeo, M., Berger, R., Yepes-Baldó, M., & Ramos, B. (2014). Adaptación y validación 

de la versión española de la “Survey Work-Home Interaction – NijmeGen” 

(SWING) en países hispanohablantes. Anales de Psicología, 30(1), 287. 

Ronkko, M., & Evermann, J. (2013). A critical examination of common beliefs about 

partial least squares path modeling. Organizational Research Methods, 16(3), 425–

448. 

Rothbard, N. P., & Dumas, T. L. (2006). Research perspectives: managing the work-

home interface. Work-Life Balance: A Psychological Perspective, 71–89.  

Rousseau, D. (1995). Psychological contracts in organizations: Understanding written 

and unwritten agreements. New York: Sage Publication. 

Rousseau, D., & Schalk, M. J. D. R. (2000). Psychological contracts in employment: 

Cross-national perspectives. New York: Sage Publications. 

Rubin, D. B. (1991). EM and beyond. Psychometrika, 56(2), 241–254.  

Russo, M., & Buonocore, F. (2012). The relationship between work-family enrichment 

and nurse turnover. Journal of Managerial Psychology, 27(3), 216–236.  

Rutherford, B. N., Wei, Y., Park, J., & Hur, W.-M. (2012). Increasing Job Performance 

and Reducing Turnover: An Examination of Female Chinese Sales people. The 

Journal of Marketing Theory and Practice, 20(4), 423–436.  

Salami, Y. K. (2009). The Political Economy of Nigeria and the Continuing Agenda of 

Recolonizaton : A Challenge for Critical Knowledge Production. The Journal of 

Pan African Studies, 3(3), 131–141. 

Salsman, J. M., Brown, T. L., Brechting, E. H., & Carlson, C. R. (2005). The link 

between religion and spirituality and psychological adjustment: The mediating role 

of optimism and social support. Personality and Social Psychology Bulletin, 31(4), 

522–535.  

Scheier, M. F., & Carver, C. S. (1985). Optimism, coping, and health: assessment and 

implications of generalized outcome expectancies. Health Psychology, 4(3), 219.  

Scheier, M. F., Carver, C. S., & Bridges, M. W. (1994). Distinguishing optimism from 

neuroticism (and trait anxiety, self-mastery, and self-esteem): a reevaluation of the 

Life Orientation Test. Journal of Personality and Social Psychology, 67(6), 1063.  

Schrank, B., Woppmann, A., Sibitz, I., & Lauber, C. (2011). Development and validation 

of an integrative scale to assess hope. Health Expectations : An International 

Journal of Public Participation in Health Care and Health Policy, 14(4), 417–28.  

Schreurs, B., Van Emmerik, H., De Cuyper, N., Notelaers, G., & De Witte, H. (2010). 

Job demands-resources and early retirement intention: Differences between blue-

and white-collar workers. Economic and Industrial Democracy, 32(1), 47–68.  

Sekaran, U. (2006). Research methods for business: A skill building approach. USA: 

John Wiley & Sons. 

 



© C
OPYRIG

HT U
PM

187 
 

Shafranske, E. P., & Gorsuch, R. L. (1984). Factors associated with the perception of 

spirituality in psychotherapy. The Journal of Transpersonal Psychology, 16(2), 

231. 

Shaffer, M. A., Joplin, J. R. W., & Hsu, Y.-S. (2011). Expanding the boundaries of work-

-family research: A review and agenda for future research. International Journal 

of Cross Cultural Management, 11(2), 221–268.  

Shankar Pawar, B. (2009). Individual spirituality, workplace spirituality and work 

attitudes: An empirical test of direct and interaction effects. Leadership & 

Organization Development Journal, 30(8), 759–777.  

Shanock, L. R., & Eisenberger, R. (2006). When supervisors feel supported: 

relationships with subordinates’ perceived supervisor support, perceived 

organizational support, and performance. The Journal of Applied Psychology, 

91(3), 689–95.  

Sharma, T. A. M. R., Yetton, P., Crawford, J., & Drive, S. T. (2009). Research Essay 

Estimating the Effect of Common Method Variance : The Method – Pair 

Technique to Control for Common Method Variance in Mono-Method. MIS 

Quarterly, 33(3), 1–13. 

Sheep, M. L. (2006). Nurturing the whole person: The ethics of workplace spirituality in 

a society of organizations. Journal of Business Ethics, 66(4), 357–375.  

Sheikhy, F Farzan, F. G. (2015). Explaining the relationship between organizational 

spirituality , organizational loyalty , engagement and organizational citizenship 

behavior. Social Sciences and Technology Management, 3(3), 150–162. 

Shockley, K. M., & Singla, N. (2011). Reconsidering work–family interactions and 

satisfaction: A meta-analysis. Journal of Management, 37(3), 861-886. 

Sieber, S. D. (1974). Toward a theory of role accumulation. American Sociological 

Review, 39(4), 567–578.  

Smith, D. (2000). Secularism, religion and spiritual development. Journal of Beliefs and 

Values, 21(1), 27–38.  

Smith, P. C. (1959). The Development of a Method of Measuring Job Satisfaction : The 

Cornell Studies Journal of Applied Psychology, 48, 88–92. 

Snyder, C. R., Harris, C., Anderson, J. R., Holleran, S. A., Irving, L. M., Sigmon, S. X., 

Harney, P. (1991). The Will and the Ways : Development and Validation of an 

Individual-Differences Measure of Hope. Journal of Personality and Social 

Psychology, 60(4), 570–585. 

Spector, P. E. (1985). Measurement of human service staff satisfaction: Development of 

the Job Satisfaction Survey. American Journal of Community Psychology, 13(6), 

693–713.  

Stamper, C. L., & Johlke, M. C. (2003). The impact of perceived organizational support 

on the relationship between boundary spanner role stress and work outcomes. 

Journal of Management, 29(4), 569–588.  

Stead, J. G., & Stead, W. E. (2014). Building spiritual capabilities to sustain 

sustainability-based competitive advantages. Journal of Management, Spirituality 

& Religion, 11(2), 143–158.  

 



© C
OPYRIG

HT U
PM

188 
 

Susskind, A. M., Borchgrevink, C. P., Brymer, R. A., & Kacmar, K. M. (2000). Customer 

service behavior and attitudes among hotel managers: A look at perceived support 

functions, standards for service, and service process outcomes. Journal of 

Hospitality & Tourism Research, 24(3), 373–397.  

Taro, Y. (1967). Statistics: an introductory analysis. New York: Harper and Row.  

Taylor, S. E., & Brown, J. D. (1988). Illusion and well-being: a social psychological 

perspective on mental health. Psychological Bulletin, 103(2), 193-210. 

Tesskr Abraham, R. G. and M. D. (1968). Some Determinants of Gratitude. Journal of 

Personality and Social Psychology, 9(3), 233–236. 

Thibaut, J. W., & Kelley, H. H. (1959). The social psychology of groups. New Jersey: 

Transaction Publishers. 

Thompson, B. M., Kirk, A., & Brown, D. F. (2005). Work based support, emotional 

exhaustion, and spillover of work stress to the family environment: A study of 

policewomen. Stress and Health, 21(3), 199–207.  

Tian, Q., Zhang, L., & Zou, W. (2014). Job insecurity and counterproductive behavior 

of casino dealers–the mediating role of affective commitment and moderating role 

of supervisor support. International Journal of Hospitality Management, 40, 29–

36.  

Tooby, J., Cosmides, L., Sell, A., Lieberman, D., & Sznycer, D. (2008). Internal 

Regulatory Variables and the Design of Human Motivation: A Computational and 

Evolutionary Approach. In A.J. Elliot (Eds.), Handbook of approach and 

avoidance motivation (pp 251-271). New York: Psychology Press. 

Tremblay, M., & Landreville, P.E. (2014). Information Sharing and Citizenship 

Behaviors: Mediating the Roles of Empowerment, Procedural Justice, and 

Perceived Organizational Support. International Journal of Business 

Communication. 52(4), 347-368. 

Tsang, J.A. (2006). Brief Report Gratitude and prosocial behaviour: An experimental test 

of gratitude. Cognition & Emotion, 20(1), 138–148.  

Tschopp, C., Grote, G., & Köppel, N. (2016). Disentangling Effects of Age and Career 

Preferences on the Relationship Between Job Satisfaction and Turnover Intention 

and Behavior: An Examination in Three Samples. Work, Aging and Retirement, 

2(1), 73–85.  

Tuten, T. L., & Neidermeyer, P. E. (2004). Performance, satisfaction and turnover in call 

centers: The effects of stress and optimism. Journal of Business Research, 57(1), 

26–34.  

Valentine, S., Godkin, L., Fleischman, G. M., & Kidwell, R. (2011). Corporate ethical 

values, group creativity, job satisfaction and turnover intention: The impact of 

work context on work response. Journal of Business Ethics, 98(3), 353–372.  

Van Saane, N., Sluiter, J. K., Verbeek, J. H. A. M., & Frings‐Dresen, M. H. W. (2003). 

Reliability and validity of instruments measuring job satisfaction: A systematic 

review. Occupational medicine, 53(3), 191-200.  

Van Teijlingen, E., & Hundley, V. (2002). The importance of pilot studies. Nursing 

Standard, 16(40), 33–36.  

 



© C
OPYRIG

HT U
PM

189 
 

Vanderpool, C., & Way, S. A. (2013). Investigating Work–Family Balance, Job Anxiety, 

and Turnover Intentions As Predictors of Health Care and Senior Services 

Customer-Contact Employee Voluntary Turnover. Cornell Hospitality Quarterly, 

54(2), 149–160.  

Vaughan, F. (2002). What is Spiritual Intelligence? Journal of Humanistic Psychology, 

42(2), 16–33.  

Vieira, J. M., Lopez, F. G., & Matos, P. M. (2013). Further Validation of Work–Family 

Conflict and Work–Family Enrichment Scales Among Portuguese Working 

Parents. Journal of Career Assessment, 22(2), 329-344. 

Wade, S. H. (1987). A content analysis of forgiveness. Published Master’s Project, 

Fuller Graduate School of Psychology, Pasadena, CA.  

Wadsworth, L. L., & Owens, B. P. (2007). The effects of social support on work–family 

enhancement and work–family conflict in the public sector. Public Administration 

Review, 67(1), 75–87.  

Walker, A. G., Jones, M. N., Wuensch, K. L., Aziz, S., & Cope, J. G. (2008). Sanctifying 

Work : Effects on Satisfaction , Commitment , and Intent to Leave, International 

Journal for the Psychology of Religion, 18(2), 132-145.  

Watkins, P., Scheer, J., Ovnicek, M., & Kolts, R. (2006). The debt of gratitude: 

Dissociating gratitude and indebtedness. Cognition & Emotion, 20(2), 217–241.  

Wayne, J. H., Casper, W. J., Matthews, R. A., & Allen, T. D. (2013). Family-supportive 

organization perceptions and organizational commitment: The mediating role of 

work–family conflict and enrichment and partner attitudes. Journal of Applied 

Psychology, 98(4), 606.  

Wayne, J. H., Musisca, N., & Fleeson, W. (2004). Considering the role of personality in 

the work–family experience: Relationships of the big five to work–family conflict 

and facilitation. Journal of Vocational Behavior, 64(1), 108–130.  

Wayne, J. H., Randel, A. E., & Stevens, J. (2006). The role of identity and work–family 

support in work–family enrichment and its work-related consequences. Journal of 

Vocational Behavior, 69(3), 445–461.  

Westphal, J. D., & Zajac, E. J. (1997). Defections from the inner circle: Social exchange, 

reciprocity, and the diffusion of board independence in US corporations. 

Administrative Science Quarterly, 42(1), 161–183.  

Wolfe, S. E., & Piquero, A. R. (2011). Organizational justice and police misconduct. 

New York: Sage Publication.  

Wong, T.-H. (2012). Spirituality impacts on job satisfaction and nurses intention to 

continue employment at a healthcare organization (Doctoral dissertation, Capella 

University).  

Word, J. (2012). Engaging work as a calling: examining the link between spirituality and 

job involvement. Journal of Management, Spirituality & Religion, 9(2), 147–166. 

Worthington, E. L., Greer, C. L., Hook, J. N., Davis, D. E., Gartner, A. L., Jennings, D. 

J., Toussaint, L. (2010). Forgiveness and spirituality in organizational life: theory, 

status of research, and new ideas for discovery. Journal of Management, 

Spirituality & Religion, 7(2), 119–134.  

 



© C
OPYRIG

HT U
PM

190 
 

Worthington Jr, E. L. (2006). Forgiveness and reconciliation: Theory and application. 

London: Routledge. 

Wright, T. A., & Bonett, D. G. (2007). Job satisfaction and psychological well-being as 

nonadditive predictors of workplace turnover. Journal of Management, 33(2), 

141–160.  

Yang, N., Chen, C. C., Choi, J., & Zou, Y. (2000). Sources of work‐family conflict: a 

Sino‐US comparison of the effects of work and family demands. Academy of 

Management Journal, 43(1), 113–123.  

Yoon, M. H., Seo, J. H., & Yoon, T. S. (2004). Effects of contact employee supports on 

critical employee responses and customer service evaluation. Journal of Services 

Marketing, 18(5), 395–412.  

Youssef, C. M., & Luthans, F. (2007). Positive Organizational Behavior in the 

Workplace: The Impact of Hope, Optimism, and Resilience. Journal of 

Management, 33(5), 774–800.  

Zhang, Y., & Feng, X. (2011). The relationship between job satisfaction, burnout, and 

turnover intention among physicians from urban state-owned medical institutions 

in Hubei, China: a cross-sectional study. Health Services Research, 11(1), 235.  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 




