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Purpose: Spiritual inherited employees quickly shift to new changes that occur very quickly
in our daily lives in different ways. We are inspired by the dynamic changes in our daily lives
due to the Covid 19 situation, an urgent need to specify the shift from the traditional
approach to the agile approach during a pandemic. This study aimed to figure out the effect
of workplace spirituality on workforce agility; further, this study underpinning spillover
theory to examine the role of job involvement as a mediator.

Methods: This study investigates a sample of 236 teaching and administrative staff working
in public sector institutes located in Peshawar, Pakistan. For data analysis, we used SPSS
v. 25, and for model fitness, we used AMOS version 22. Furthermore, we used Process
Hayes (Model 4) to test the theoretical model and research hypothesis for mediation.
Results: This unique study offers a paradigm in which spirituality in the workplace
substantially influences the agility of teaching and administrative professionals by positively
mediating the effects of job involvement.

Discussion: An in-depth examination of the literature showed that no prior research had studied
the connection between WPS, job involvement, and workforce agility. Furthermore, there is very
little research regarding WPS and its connection with other components in the Covid 19 scenario.
The current study was a modest attempt to address this gap in the literature. This research has
succeeded in making substantial additions to management literature.

Keywords: workplace spirituality, workforce agility, job involvement, workforce
performance, spillover theory

Introduction

In a highly uncertain economic climate, organizations nowadays confront intense
competition from domestic and international firms delineated by diligent work,
a fast working environment, creative tactics, and the Covid 19 pandemic. As
a result, businesses are constantly developing new methods to combat unpredictable
changes in the workplace.! Employees need to be agile to adopt new ways to a fast,
demanding, and changing business environment,>* while employees are expected
to be active, robust, and forward—looking.4 Potential researchers to conduct their
investigations under these circumstances are compelled to consider workforce
agility. Organizations are well aware that they must continuously adapt to changes
to remain in today’s competitive and dynamic settings.” This issue has led aca-
demics to develop agility in the workplace in response to rapid environmental
changes.®
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Workforce agility is a swift and active adaptation to
unpredictable and unexpected changes in organizational
components.” Workforce agility has two main characteris-
tics: (a) the most effective and timely identification and
realization of opportunities in the shortest possible time
and (b) the most effective and timely response to dynamics
and risks in the shortest possible time.*® It concentrates on
getting the finest for the organization and providing every-
thing concrete and promptly. In the agile approach,
employees value their colleagues and their interactions.’”
Few studies have examined employee agility from
a conceptual viewpoint, especially in education units.'
Learning organizations require teachers who are willing
to learn and progress rapidly while maintaining a pleasant
atmosphere, especially during Covid 19. Teachers face
difficulties while attending online classes, such as
increased absenteeism, students’ concentration, internet
issues, and space for taking classes during pandemics.''
Organizations require delighted and energetic workers to
handle,

11,12

survive, deliver and cope with unforeseen
situations.

On the other hand, employees are concerned, discour-
aged, and uneasy due to economic downturns and crises,
especially during Covid 19.'® These uncertainties encou-
rage workers’ spiritual demands and seek significance in
their jobs. Therefore, academics must realize those spiri-
tual elements must be included in an educational environ-
ment. Spirituality among teachers must be nurtured to
enhance their performance and wellbeing, leading to
more agility in complex situations.'*'> Furthermore, stu-
dies in the education sector found that lecturers, educa-
tional managers, and higher education sector students are
key players of workplace spirituality.'® The concept of
WPS in the higher education sector has contributed to
the literature.'”'® In HEISs, teaching staffs are mainly con-
cerned with positive associations with students and collea-
gues. Teaching staff are concerned with their personal
beliefs and work behaviours which contribute to improv-
ing students’ human impending.'® Pakistan is a collectivist
culture, and people have strong bonds with one another.?’
In Pakistani culture, youngsters follow their elders and
respect teachers, leaders, and managers.”' On the basis of
the above justification, this study will contribute more in
the Pakistani context. Job satisfaction and employee
engagement have positive effect on workforce agility in
transportation administrative staff.”> WPS has significant
effects on administrative employees’ organizational citi-
zenship behavior in the banking sector.”® A similar study

conducted by Jeon and Choi** found that administration
staff WPS has a significant effect on organizational
commitment.

The development of a country is impossible unless the
potential and prominence of teachers are vital to a social
system. Teachers who are content with their employment
demonstrate a commitment to their organizations.'® It is
fascinating to know why spirituality plays a part in our
working lives. Studies on spirituality regarding work atti-
tudes have increased.””> Most studies have shown a link
between workers’ spiritual aspects and workplace beha-
vior. While quantifying spirituality is a challenging and
dubious job, research in this field is progressing rapidly. In
the present business context, organizations are always
searching for methods to surpass their opponents, to
This
makes it realistic for organizations to investigate spiritual
and flexible

which outstanding employees are unavoidable.
elements by building meaningful
workplaces. '

Spirituality in the workplace has been acknowledged as
a unique approach to improving employee performance.
Laabs® stated that “the spiritual approach causes a change
in the values at work to promote collaboration rather than
fear at work.” A particular pattern of spiritual guidance
emerges when the workplace may provide appropriate
conditions for professionals, where they share their beha-
vior and attitudes to foster moral values and a sense of
meaning in their work. Spirituality in the academic work-
place thus needs to foster a teaching community and
administrative professionals with persistence, assertive
behaviour, and agile thinking to achieve their organiza-
tion’s objectives, particularly in the Covid 19 scenario.
The education sector is one of the agile sectors in the
world where, on a regular basis, innovation in technology
changes, new methods of teaching direction change, and
pedagogical methods also change.?” All these changes are
possible when there is agility in the teaching staff of the
education sector.'® This “revolution in the measurement of

728 offects the mindset of

collective human behaviour
teaching staff, who are gradually necessary to become
more agile. Agile workforce (lecturers) can create
a positive attitude toward new challenges in schools and
HEIs.?’ A study was conducted by Soliman, Di Virgilio®”
in the education sector in Portugal and Italy. They found
that WPS had a positive and significant relationship with
the W.F.A. Furthermore, this study calls for future research
that there is a dire need for intervening mechanics between

WPS and W.F.A. among lecturers of H.E.I. Paul, Jena'®
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studied spirituality and agility in the workplace and sug-
gested avenues for further research. We expand the model
(see Figure 1) in the lens of spillover theory by adding job
involvement as a mediator in the Pakistani context
between WPS and workplace agility. The expected result
would contribute to the agility of education and adminis-
trative professionals in higher education institutions in

Pakistan.

Literature Review
Workforce Agility (W.FA.)

Aside from the fact that workforce agility is critical in
today’s changing business climate, there is no precise

theory or definition of workforce agility.*!

Many aca-
demics and scholars have described workforce agility as
a skill or behavior needed by employees in a rapidly
changing global economy. Kidd” noted that worker agility
includes two major components: the capacity of the work-
force to react appropriately and promptly to changes and
the strength of the workforce to consider threats as oppor-
tunities. Zhang and Sharifi*® explain that the agile work-
force can overcome market turbulence by harnessing the
advantages of these dynamic circumstances occurring in
the corporate culture. Plonka®® noted that agile employees
self-

development, excellent troubleshooting, easy adaptation

have a friendly approach toward learning,

to changes, creative ideas, and a constant acceptance of
new tasks.

Kidd’ stated, agility is the ability to respond quickly and
proactively to both anticipated and unforeseen events in

a company § environment.

W.F.A. was previously described from a behavioural point
of view™®. Saeed, Khan® defined agile individuals as
proactive, adaptive, and resilient in their actions and deci-
sions. Predicting difficulties associated with change is
called proactive behaviour, starting actions that help
address these issues. Adaptive behaviour relates to profes-
sional adaptability, which can manage numerous responsi-
bilities in different teams concurrently. Resilient conduct
takes a favorable view of changes, new ideas, sophisti-
cated technologies, broad-based thinking and acceptance,
contradictions in beliefs and methods, stress management
and abnormal situations.*®

Workplace Spirituality (VWWPS)

In the last decade, management scholars have been more
interested in defining the notion and significance of spiri-
tuality in an organizational setting. Several scholars have
offered different definitions and thoroughly contextualized
WPS from organizational and individual perspectives.***’
The presence of spirituality in the workplace implies hav-
ing a framework of values and a corporate culture that
reflects inner life, openness, care, interaction, respect,
humility, compassion, and transcendence from the organi-
zation’s perspective.’® From the individual’s point of view,
spirituality at works “the conscious awareness and

Workplace

Job
Involvement

Workforce

Spirituality

HI, H2, H3, H5 — Direct Effect
H4 = Mediation

Figure | Proposed study model.
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manifestations of one’s spirituality” at the workplace.*® It
is conceived as a multidimensional approach seeking
meaning and purpose in life.**** Pioneering research on
workplace spirituality, which included the transcendental
component, found seven different elements of WPS.?

Petchsawang and Duchon™ workplace spirituality is
defined as having feelings of grateful to others, having
inner satisfaction to perform job roles and having passion

towards organizational values.

The literature available on W.S.P. is replete with various
definitions of WPS. Kinjerski and Skrypnek** had up to 70
W.S.P. definitions, but none were widely accepted and
A Few WS.

unanimously recognized by scholars.

P. definitions are presented as follows:

Authors’ Definitions

Mitroff and
Denton*®

The pursuit of spirituality in the workplace involves
determining one’s life’s ultimate purpose, cultivating
positive relationships with coworkers and others, and
aligning one’s core beliefs with the organization’s
values.

Giacalone and
46

A platform of corporate principles is shown in

Jurkiewicz a workplace to enhance workers’ enlightenment
experience via work procedures. It improves their
sense of connection with others to give emotions of
wholeness and pleasure.

Gerald*” Desire to discover one’s ultimate purpose in one’s
joband behave accordingly.

Ashmos and Employees have an inner life that is nurtured and

Duchon®® sustained by meaningful work performed in

a collaborative environment.

Lodah!®® and Kejnar® developed the term job involve-
ment. According to Kanungo,™ jobs that have a greater capa-
city to fulfill their immediate needs are more likely to
positively affect one’s job involvement. Furthermore, he said
that people considered extremely engaged in their jobs to view
their jobs as an important part of their identity. According to
Joiner and Bakalis,' job involvement is defined as the degree
to which individuals inside an organization are engaged, con-
nected, and concerned about the organization’s goals and
mission. Individuals who are very involved in their jobs are
less likely to consider leaving their jobs, and they contribute to
the long-term success of their employers.”'>* According to
Kanungo™® findings, job involvement indicates that employees
have a cognitive connection with their jobs.

According to Kanungo,” workers are the driving force

behind a companys success. Employee-related outcomes

must first be achieved in order for a company to meet its
objectives. Employees’ performance may run smoothly if
they are paid accordingly with their expectations, get
training and development, work in a positive culture,
receive career planning support, and receive feedback

from the organisation.

Mudrack® found that when employees have significant
job engagement, they see their jobs as making way to
their identities, life objectives, and interests. Therefore,
greater employee involvement leads to higher job satisfac-
tion and loyalty to the company.”> According to Chen and
Chiu,® individuals who have a high level of involvement
in their professions have self-confidence and identity in
their work. Sarros, Cooper’’ highlighted the apparent link
between job involvement and intellectual activity. Paullay,
Alliger™® defined job involvement as an employee’s deeper
interest in their present employment. Thus, job involve-
ment refers to a person’s psychological connection to the
kind of work they do.>’

Workforce Performance (W.FP)

Developing and maintaining an effective and competent
workforce is essential for an organization’s stability.
According to Van Horn and Fichtner,’® skilled staff and
other organizational factors contribute to the success of an
organization; therefore, maintaining its capacity to remain
efficient in a highly competitive economic environment is
essential. To achieve effective performance, it is necessary
to have well-trained staff. Workforce performance is
related to organizational performance and quality.’® It
provides the foundation for an organization’s success.”"

Furthermore, small misunderstandings between
employers and employees may create a great deal of
aggravation and have serious consequences for employee
performance, attrition, and the desire to leave the com-
pany. Papis® states that it is essential to understand the
workforce if organizational goals are achieved. It was
observed in a study of Scottish Hostel Assistants that
knowing the workforce is important for work to be done
effectively, systemically, and professionally. A balanced
environment and workforce identity are required for
work to be done effectively, systemically, and
professionally.>®> By 2030, the United Nations predicts
that between 15 and 24 years of age, there will be about
1.3 billion people on the globe. Africa, proving to be
a fountain of youth globally, has the world’s top ten

nations with the highest proportions of youthful people.
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Nigeria, Somalia, Zambia, and the Democratic Republic of
the Congo (D.R.C.) are those countries that come among
the top ten list. Niger is the world’s youngest nation, with
almost half of the population under 15. The figures for
2021 show that the Niger workforce (49.8%) is considered
young and energetic, compared to industrialized nations
such as China (17.8%), the United States (18.5%), Japan
(12.6%), and Great Britain (17.7%). Young nations have
a ton of potential in front of them. A younger population
implies a larger future workforce, as well as greater pos-
sibilities for innovation and development. At the same
time, Africa’s internal markets expand in terms of labor
supply, innovation, and prospective customers. Still, this
continent faces specific difficulties in corruption, political
instability, and unemployment, which are all possible
obstacles to success for the continent’s Gen Z population,
especially in Africa.®?

Formation of Hypothesis and
Theory Underpinning
Spillover Theory

According to the spillover theory, an effect always
spreads; therefore, when employees are spiritually moti-
vated, they become more agile and positively engaged in
their jobs. According to spillover theory, all of the rela-
tionships suggested in the model are supported by the
theory. The idea of spillover describes sentiments, emo-
tions, and behavior and its effect from one domain to
another. Positive and negative spillovers are possible,
depending on the circumstances. Unwanted spillover
occurs when procedures in one area that are accepted
over time hinder the fulfillment of difficulties in
a subsequent field from occurring. On the other hand,
positive spillover occurs when practices carried over
from one field improve performance in a subsequent area
of influence® Spillover’s theory® suggests that our
desires, emotions, and professional lives are not cleanly
categorized, and their consequences extend over a wide
range of sectors of life. Initially, this idea was used to
study a person’s quality of life and work-life balance.®® In
this research, spillover theory investigates WPS and its
impact on employees’ professional lives. Employees have
a more favorable perception of their workplace, and their
belief in their ability to contribute to the company is
reinforced, motivating them to participate in more agile

ways.

Similarly, meaningful work, a sense of belonging, and
alignment with company values may all contribute to
making the workplace a vibrant and enjoyable place.
This inner awareness affects one’s attitude toward doing
a job favorably. People with an inner spiritual life are more
inclined to utilize hidden resources to function thoroughly.
Interestingly, spirituality improves the workforce’s agility
via the mediating impact of job involvement.

Workplace Spirituality and Workforce
Agility

Spirituality at work is an official slogan for many business
organizations and the education sector. Academic institu-
tions have launched unique, innovative, and functional
initiatives to meet competitive market needs. The main
goal is to provide a flexible learning environment where
students may discover new things and teachers can com-
prehend and react to their students appropriately.®’%’
Executives and upper management should be adaptable,
but workers at all levels should be as well.” It becomes
more important to educate employees to find purpose in
their work responsibilities to deal with crises and embrace
changes autonomously.®® It may be accomplished in many
ways, including (1) retaining experience and competen-
cies, (2) strengthening human resources, (3) giving more
weight to human values, (4) collaborating, and (5)
encouraging experimentation, all of which are character-
istics of spirituality in the workplace.'**® According to the
results of Paul, Jena,13 we can conclude that spiritually
oriented employees are always more agile than their non-
spiritual peers in the workplace. Professional workers who
have spiritually inherited their positions can overcome any
difficulties and view them as an even more amazing
chance to advance their careers by making the required

changes.”®"!

H1: There is a positive relationship between WPS and
workforce agility

Workplace Spirituality and Job

Involvement

There is substantial evidence of a link between WPS
and job involvement.”> According to Milliman,
Czaplewski,”>’* WPS positively impacts employee job
involvement. Even though’® identified a direct link
between WPS and job involvement, they found no rela-

tionship between individual spirituality and work-related
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results. A previous study defined job involvement in the
workplace based on the degree of psychological
bonding.*7¢7

Individuals can perform their job roles more effectively
when working in a psychologically secure setting.”®”’
According to Brown and Leigh,*® the development of
inner awareness among workers is an unavoidable char-
acteristic of a spiritual environment that allows them to
engage in meaningful tasks. Workplace spirituality has
proven to be beneficial for employee job involvement.®
Until

Giacalone’® has been the most thorough investigation of

now, the study performed by Kolodinsky,
the relationship between spirituality and job involvement.
They discovered that having spirituality in the workplace
is linked to a higher level of job involvement.

H2: There is a positive relationship between WPS and job
involvement

Job Involvement and Workforce Agility

Job involvement is essential to ensure that the workforce
is agile.®! Research conducted by Muduli®* proved that
employee involvement plays a significant role in work-
force agility. According to Sumukadas and Sawhney,™
employee involvement is a predictor of agility in the
workplace itself. A group of academics developed agility
in 1991 to help organizations adapt to rapid environmen-

tal changes >

Several approaches for generating and
fostering worker agility have been suggested in the litera-
ture. A few empirical studies have been conducted on the
effect of job involvement practices on the agility of
a company’s employees.*>*> Muduli,”**** found that
low-order employee involvement activities enhance
workforce agility more effectively than high-order
employee involvement practices found that employee’s
psychological and emotional presence is an essential pos-
sibility of promoting agility. Employees’ ability to make
decisions independently is one of the most important
factors influencing workforce agility.*® Job involvement
improves the motivation of the workforce to accept, man-
age and adjust to organizational changes, as they possess
better knowledge and relevant skills.*”*® Limited partici-
pation may reduce employee’s readiness to embrace

change.®

H3: Job involvement is positively and significantly related
to workforce agility

Job Involvement as a Mediation

Precedents for job involvement have been established
based on an organization’s capacity to fulfill the require-
ments of its employees.”® Trott III°° states that those who
find significance in their job roles reflect a profound sense
of purpose and meaning in their jobs. Forming
a constructive, ongoing engagement or relationship with
others that are essential elements of a community is more
likely to engage employees in their jobs, develop, learn,
and experience agility. Spirituality in the workplace moti-
vates employees intrinsically, resulting in greater job
involvement.”"*> Organizations that generate a spiritual
environment are more attentive to the purpose and values
of their employees in t). According to Milliman,
Czaplewski,” a strong sense of community and corporate
values are linked to employees’ satisfaction and involve-
Kolodinsky, 75,93

showed a strong link between WPS and job involvement.

ment in the workplace. Giacalone,
Muduli® showed that job involvement is essential to
workforce agility. Employees who are spiritually driven
and positively involved in their jobs react swiftly to
changes, allowing them to survive and flourish in

a competitive working climate.®

H4: Job involvement positively mediates between WPS
and WFA

Workforce Agility and Workforce

Performance

Agile workers may achieve several benefits, such as high-
quality job roles, better services, high performance, prac-
tical learning possibilities, and an optimal workforce.>**
According to recent research findings of Goodarzi,
Shakeri,” there is a significant correlation between worker
agility and performance. A study conducted by Sumukadas
and Sawhney® found that agile employees contribute to
handling decision-making processes and improve strategic
planning within organizations. Ultimately, workforce agi-
lity is a consequence of workers’ ability to adapt, respond
swiftly, and be prepared to meet new demands as they
emerge in the workplace.”®” As stated in the introduction,
the agility of the workforce is especially essential to the
success of all organizations. Varshney and Varshney,>'
stated that workforce agility has a beneficial effect on
workforce performance. We incorporated a hypothesized
connection between employee agility and performance in
our model.
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HS5: There is a positive relationship between workforce
agility and workforce performance

Research Methodology

Research Design

The nature of this study was quantitative, and data were
collected using standard questionnaires. During COVID 19,
it was difficult to collect data from other organizations, so we
chose the education sector for this study. During Covid 19,
the education sector was the only sector in Pakistan that was
fully operated, and faculty members were taking classes
online. Pakistan is a third-world country where basic facilities
are not available to the people, but the education sector did
not stop their learning process during Covid 19. Therefore,
teaching and administration staff were involved in performing
their duties. For this reason, we chose Peshawar.

Population and Sample

The study target population was the teaching and admin-
istration staff of six public institutes in Peshawar, Khyber
Pakhtunkhwa, Pakistan. It was not easy to collect data
from public educational institutes due to Covid 19 situa-
tion in the country. Teachers were taking classes online
due to the closure of institutes, and only 50% of the
administrative staff were allowed to be in office as per
government notification. For data collection, 60 employ-
ees (60 x 6 = 360) from each institute were targeted.
Convenient sampling techniques with a proportion alloca-
tion method were used to collect data from the employees.
Due to Covid 19, it was impossible to collect data from
the whole population; therefore, we selected only those
employees who were conveniently available to respond.
The survey method was used to collect data from

Table | Distribution of Questionnaires

respondents. In this study, we designed proper question-
naires and sent them through email, different WhatsApp
groups, Facebook, and some were contacted physically to
collect data. The details of the response rate and ques-
tionnaire are presented in Table 1 and Figure 2. The data
were collected in three waves, the best technique to mini-
mize common method bias.”® In the first wave, the data
were collected regarding demographic variables and
WPS; the attrition rate was 36.06%. After 15 days, data
were collected regarding job involvement (attrition rate
was 31.45%). In the third wave, the data were collected
regarding workforce agility and workforce performance;
at this stage, the attrition rate was 41.22 (see Table 2 and
Figure 3). Three hundred sixty employees were targeted,;
in the end, we received a response of 236 employees
(65% of total) (see Table 1). The anticipated response
rate of the convenience sample method in the above
computation was higher than 60%, as suggested by
Kiess and Bloomquist.””

Instruments

Workforce Agility (W.EA.)

Sherehiy'® developed a 26-item scale of workforce agi-
lity. The scale consists of three subscales: proactively,
adaptability, and resilience. Proactive conduct involves
feelings of readiness. The adaptive component refers to
the capacity of a person to adjust to a new environment,
and resilience refers to working well under duress. The
alpha value of this study was 0.82.

Workplace Spirituality (WPS)
Spirituality at work was assessed using the measures estab-
lished by Ashmos, Duchon,'®" and Milliman, Czaplewski’*

Organization(s) Targeted Employees No.of Respondents Received Response Rate
Islamia College University-ICU 60 44 73%

The University of Agriculture, Peshawar- 60 48 80%
AUP

Peshawar University-PU 60 47 78%
Khyber Medical University-KMU 60 42 70%
University of Engineering and Technology- 60 36 60%

UET

Khyber Medical College-KMC 60 19 31%
Total 360 236 65% of Total

Psychology Research and Behavior Management 2022:15

https:

37

Dove!


https://www.dovepress.com
https://www.dovepress.com

Saeed et al

Dove

60 60 60

48
a4

73% 80%

ICU AUP

Population of the Study
W Targeted Employee M Received #Response Rate

60 60 60

60%

KMU KMC

Figure 2 Graphical presentation of the target population.

used 13 questions to evaluate spirituality at work. This tool
has three subscales: meaningful work-five items; a feeling of
community - this scale contains five items; Milliman et al
found a spirituality scale alpha value of 0.88. Examples are:
“I feel pleasure at work,” “I feel part of a community,” and
“I feel good about my company’s principles.” The scale
includes a 5-point Likert response style from 1 (strongly
disagree) to 5 (strongly agree).

Job Involvement (J.1.)

Lodahl and Kejnar®® used the scale created to assess job
involvement. For this study, 16 items of this scale were
adapted. It had an alpha value of 0.76. The examples are:
“I will remain overtime even if I’'m not paid; in my life,
the greatest pleasure doesn’t come from my work.”

Workforce Performance (W.FP)
Two significant aspects of individual job performance
were questioned by participants: task performance and

192 modi-

contextual performance. Koopmans, Bernaards
fied the measurement of task performance and contextual
performance. All 17 items were evaluated on a Likert

S-point scale. The alpha reliability was 0.86.

Table 2 Data Attrition

Demographic Statistics

Table 3, shows demographic statistics. The male employees
filled the maximum number of questionnaires (88% of the
total employees). Due to the Covid 19 situation, most female
employees were working from home (50% staff as per
Government Notification). Most questionnaires were com-
pleted by employees who were experienced with a service of
6-10 years. Master and M.S. /Phil/Ph.D. qualified employees
were 61% and 41% of the total respectively (see Figure 4).

Measurement Model

Items with a low loading factor (at least.50) for each latent
variable should be removed based on the results of the C.F.A.
Table 4 lists the eliminated items and standardized loading
factor of each latent. In addition, after removing certain items
from every construct, the table shows the surviving objects
and their standardized loading factor. While the factor load
value for the other items was substantial and exceeded 0.5,
the convergent validity of each construct was verified.'®®

Confirmative Factor Analysis of Each Variable
After the improper elements were removed, the measur-
ing model was verified for each variable. For all latent

Time Questionnaire Section Questionnaires Questionnaires Questionnaires Attrition Rate
Lags Distributed Returned Lost (%)
Time | Demographic Variables and 122 74 44 36.06
WPS
Time 2 JI 124 85 39 31.45
Time 3 WEFA and WFP 114 67 47 41.22
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Questionnaires Attrition Rate

w Questionnaires Distributed i« Questionnaires Received

W Questionnaires Lost

124

Time 1

W Attrition Rate (%)

122
74 8
4 | a7
’ | 44  36% \ | 39 L 1 41%
| i ‘ ‘ |
\ \ \ ‘ |
| | | \

Time 2

114

67

Time3

Figure 3 Graphical presentation of questionnaires attrition.

variables, Table 5 shows the outcomes of C.F.A. of each
variable. Table 5 reveals that the measurement model
CMIN/DF value of 2.4 which is acceptable as < 2 or 3
is in excellent agreement.'*'> The GFI, CFI, RMR,
AGFI, and RMSEA values were 2.3, 0.93, 0.94, 0.04,
and 0.92, respectively, indicating excellent fitness.'%
RMSEA was calculated at 0.05, indicating a good
match; Steiger'”” recommended that RMSEA be less
than 0.07. Hu and Bentler'® say RMSEA values of
0.08 indicate an excellent match. Because of this, as
shown in Table 5, the overall measurement model of
the study was well-fit. The Goodness of fit index
(G.F.1), AFGI, RM.R., comparative fit index (CFI), and
root mean square error approximation (RMSEA) in
Table 5 indicate the goodness of fit indices; they all fall
within the acceptable range. According to Table 6, the C.
F.A. was confirmed for research model 1. The measure-
ment model initially had somewhat higher acceptable
values, which was not good. Obtain the model’s fitness;
some indicators have been removed showing a lower load
factor after running C.F.A. Some alteration indices were

Table 3 Demographic Details

created, which were required in AMOS to suit the model.
The measurement model is displayed in Figure 5, indicat-
ing that the theoretical model is supported by empirical
data drawn from the sample (n = 236).

Confirmative Factor Analysis of Model |

Data Analysis and Results
Validity and Reliability

Table 7 presents a descriptive analysis of all variables,
including the mean, standard deviation, and correlation
matrix. For WPS, WFA, JI, and WFP mean values were
3.5, 3.6, 3.5, and 3.5 with standard deviation values of
0.66, 0.44, 0.69, and 0.70 respectively. The correlation
matrix for all research variables was satisfactory, and all
constructs had values less than 0.90, indicating that multi-
collinearity did not create issues in the study.''® The vari-
ables’ reliability was determined using the Cronbach
Alpha coefficient, which was satisfactory. As shown in
Tables 8 and 9, Constructs validity was determined using
C.F.A. in AMOS V. 22, widely regarded as an acceptable
method  for
researchers.''! Campbell and Fiske''? defined construct

determining  construct  validity by
validity as having two components: (a) convergent validity

and (b) discriminant validity. “Confirmatory factor analy-

Gender Age (1) Service (n) Education sis examines the degree to which measures of a latent
Male (209) 25-29 (27) 1-5 (47) FA/FSC (11) variable share their variance and how they vary from
Female (27) 30-34 (114) 6-10 (146) Bachelors (42) other measures™.'"® As indicated in Table 8, average var-
iance extracted (AVE) and composite reliability (C.R.)

35-39 (28) 11-15 (32) Master (85) o
computed convergent validity measures. In the range of
40 a"(‘;;;bwe 16 a:‘: Ia)b°ve M/ PH(";;"dPhD acceptable values of 0.5 and 0.7, respectively, AVE and C.
R. values were observed.''* Hu and Bentler'%® claimed to
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Gender

m Male mFemale

11%

Age

m25-29 m30-34 m35-39 m40andAbove

16% 11%

Service
m1-5. m6-10. m11-15. m16 and Above

5%

Education

m FA/Fsc mBachelors m Masters m MS/PHIL &PhD

5%

Figure 4 Graphical representation of demographic variables.

fulfill convergent validity, the loading must be higher than
0.5. Thus, the convergent validity of all variables was
determined. To demonstrate discriminant validity (see
Table 9), the squared correlation between all constructs
must be smaller than the average value of each construct
examined (Walsh et al 2009). The squared correlations
between all constructs were then compared to the AVE
values for each variable. In Table 8, the AVE values are
greater than the squared correlations. Consequently, the
validity of the also

discriminant constructs

established.

was

Hypotheses Testing

Direct Relationship

To determine the effects, we used SPSS Version 25 for the
regression analysis. As shown in Table 10, WPS positively
correlated with workforce agility (R2 = 0.60, =0.50,
t=19.81, p < 0.000), and the study’s first hypothesis was
significant. Workplace spirituality was positively corre-
lated with job involvement (R? = 0.50, p= 0.73, t= 15.33,
p < 0.000), thereby endorsing the second hypothesis.
Likewise, the third hypothesis was confirmed by
a positive correlation between job involvement and work-
force agility (R* =0.43, p=0.41, t=13.48, p < 0.000).
Workforce agility in Table 11 shows a positive relationship
with  workforce fifth

performance, supporting the

hypothesis of the study (R? =0.31, B=0.91***t=10.26,
and F= 105.27).

Mediation Analysis

The Hayes Model 4 (SPSS V. 25) was used for the media-
tion study using the bootstrapping method. This technique
is also based on the methods developed by.''> The signifi-
cance of the indirect impact was identified by the 2000
iteration bootstrapping method as indicated by Preacher
and Hayes.''® WPS is indirectly linked to workforce agility
through job involvement (effect = 0.0993, BootSE=0.0325,
BootLLCI=0.0393 and BootULCI=0.1654), showing partial
mediation (see Table 10).

Conclusion and Discussion

Discussion
This study comprises four direct relationships, all of which
have significant and positive links with others. Our first
hypothesis demonstrates a constructive, positive effect of
WPS on W.F.A. These hypothesized results were consis-
tent with the findings of Paul, Jena."* The study’s second
hypothesis illustrates that WPS and the mediating variable
(J.I) are significantly linked, which is supported
by.”%"7117-118 The third hypothesis is that job involvement
plays a positive role in workforce agility. This hypothesis
results

is aligned with the of Natapoera and

40 https:
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Table 4 Survivor and Removed Items After Each Latent Variable

Variables Removed Items Current Items
Items Standardised Items Standardised
Coefficient Coefficient
Workplace WPS4 0.34 WPS| 0.63
Spirituality WPS9 0.32 WPS2 0.52
WPS10 0.43 WPS3 0.59
WPS5 0.74
WPS6 0.98
WPS7 0.52
WPS8 0.79
WPSI | 0.70
WPS12 0.87
WPSI13 0.53
Workforce WPA8 0.41 WFAI 0.77
Agility WPAI2 0.44 WEFA2 0.92
WPAI5 0.33 WFA3 0.75
WPA20 0.37 WFA4 0.67
WPA22 0.28 WFAS5 0.83
WPS23 0.44 WFA6 0.96
WEFA7 0.93
WFA9 0.79
WFAIO 0.96
WFAL | 091
WFAI3 0.88
WFA 14 0.91
WFAI 6 0.88
WFAI17 091
WFAI8 0.88
WFAI9 0.98
WFA2I 0.98
WFA24 0.82
WFA25 0.71
WFA26 0.66
Job J12 0.34 i 0.8l
Involvement JIn 0.33 JI3 0.71
JH2 0.44 14 0.60
J114 0.39 JI5 0.55
JI5 0.37 Ji6 0.68
)17 0.89
Ji8 0.50
JI9 0.55
Jio 0.67
Jin3 0.51
Jlé 0.88
Workforce WEFPI 0.49 WEFP3 0.63
Performance WFP2 0.39 WFP4 0.52
WEFP5 0.37 WEFP6 0.59
WEFPI | 0.41 WEFP7 0.74
WEFP12 0.27 WFP8 0.98
WEFP16 0.33 WFP9 0.52
WEFP17 0.29 WEFPI0 0.79
WEFPI3 0.70
WEFP14 0.87
WEFPI15 0.53

Mangundjaya.®” The hypothesized relationship between
W.EF.A. and WE.P. is positive and significant, which is
consistent with the findings of previous studies.”® The
fourth hypothesis of this study creates a positive and sig-
nificant link between WPS and W.F.A. via J.I, as sug-
gested by*® UTAMI, Sapta ''*'%° (see Figure 6).

Conclusion

Creating a flexible organization comprised of agile peo-
ple is viable in an unexpected and dynamic corporate
environment. An agile workforce includes employees
who are upbeat, adaptable, flexible, adventurous, and
versatile in their job roles. They approach new knowl-
edge with an open mind to further their personal growth
while improving analytical abilities and adapting to
a constantly changing work environment. Their openness
to new ideas and technology and their willingness to
assume new tasks and obligations distinguish them from
others. Job involvement includes intrinsic drive and self-
efficacy, contributing to the workforce’s resilience and
strength by increasing their sense of self. Academic
institutions will be unable to remain nimble unless they
have a community of genuinely motivated teaching pro-
fessionals. Teaching effectiveness improves when tea-
chers experience inner pleasure from their jobs,
maintain positive relationships with students and collea-
gues, have a sense of purpose at work, and make inde-
pendent choices, which results in emotional enrichment
for both students and teachers. Teacher’s performance
will increase when an ethical corporate culture, main-
stream practices, and a varied student community are in
place.

To attain the agility needed for employee success, we
must rethink our workforce due to these developments.
Regular practitioners of spiritual methods, such as yoga
and meditation, may enhance their physical and mental
flexibility, beneficial for both employers and employees.
They learn to concentrate better at work, be more attentive
in the classroom, and acquire the spiritual consciousness
required to address various issues delicately. Yoga and
meditation are two such techniques. Employees with spiri-
tual ancestry can listen to virtually anything without losing
their anger or self-confidence in the meantime. WPS
instills a sense of compassion in teachers, which allows
them to manage children effectively. Thus, via job
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Table 5 The Results of the Goodness of Fit Indices

Fit Indices Variables Cut Off Scores
WPS WFA J WFP
CMIN/DF 2.4 2.1 1.6 1.9 CMIN/DF < 3 Kline'®’
RMR 0.05 0.07 0.04 0.04 RMR<0.08 Hu and Bentler'®
GFI 0.94 0.96 0.95 0.96 GFI20.95 Shevlin and Miles'®
AGFI 0.90 0.89 0.92 091 AGFIZ0.90 Shevlin and Miles'%®
CFI 0.91 0.91 0.94 0.96 CFl = 0.90 Hu and Bentler'®®
RMSEA 0.07 0.06 0.05 0.06 RMSEA<0.08 Hu and Bentler'®
Table 6 Fit Indices for C.FA. of a Research Model
Study Model | Fit Indices
CMIN/DF GFI CFI RMR AFGI RMSEA
Default Model 23 0.93 0.94 0.04 0.92 0.05

involvement, spiritual components in the workplace con-

tribute to workplace agility to manage changes in the

workplace.

Figure 5 Model fitness model.

3] 3 3 3 8] 16

Future Managerial Implications
Pakistan was among the first nations to implement exten-

sive institutes closures in response to Corona virus 2019'%!
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Some important questions to be answered responding to
the Covid 19 pandemic and its changes in our daily life.
When it comes to teaching problems that instructors may
encounter during online lectures? Will children’s educa-
tion be harmed as a result of institutions’ closures? The
authors of this note provide an overview of how WPS
impacts workforce agility in the face of a pandemic. The
HEC encouraged university administrators to begin offer-
ing online classes. It has been successful in various
nations. Pakistan faced many obstacles, as only 36.86%
of the population had access to the Internet in 2019,
the
A survey was conducted

to a recent study by Pakistan

122

according
Telecommunication Authority
in fifty-five universities from 407 students in 11 cities
throughout Pakistan to continue online education. 71% of
the target population did not support online education;
29% of students support online education (see Figure 7).
Second, 74% of students find online education very diffi-
cult, and only 26% of students find it easy survey (see
Figure 8).'%

The Higher Education Commission (H.E.C.) remained
pragmatic throughout the crisis, providing technical sup-
port to institutions and producing a series of policy advice
documents on online education. These suggestions are
included in several documents and are available on the
H.E.C. website. Schools and universities worldwide have
discontinued in-person instruction in favor of online edu-
cation as part of a large global experiment in interactive
learning. Respond to Covid 19 situation, H.E.C. must pro-
vide support in terms of internet facilities, laptops or
smartphones, electricity problems and space conditions.

Saeed et al
Table 8 Convergent Validity Analysis

Variables AVE | CR Convergent

Validity
Workplace Spirituality 0.59 | 0.93 Established
Workforce Agility 0.51 | 091 Established
Job Involvement 0.55 | 0.96 Established
Workforce Performance | 0.56 | 0.93 Established

41% of students attend online classes while sitting with
to 2-3 people.'**

Without workforce agility, organization flexibility is
impossible. Organizations need to reinvent themselves to
arrange resources flexibly in response to changing
circumstances.®? By hiring high-quality teachers and sus-
taining better teaching standards, higher education insti-
tutions (H.E.Ls) are developing and striving to offer
ample possibilities for teaching and administrative pro-
fessionals’ wellbeing and professional growth to attain
academic success.””"'?* Teaching professional develop-
ment is defined as “actions that improve an individual’s
skills, knowledge, competence, and other teacher char-
acteristics.” At higher educational institutions, faculty
development may take a variety of forms, from official
to informal. It can be designed to be accessible by invit-
ing external experts to participate in targeted skill devel-
opment workshops, conferences, and symposiums,
organize lectures featuring eminent figures from the
teaching and research fields or establish formal programs

taught by corporate personnel. Long-term benefits will

Table 7 Mean, Std. Deviation, Reliability and Correlation Matrix (n = 236)

Variables Mean S.D | 2 3 4 5 6 7 8
I.Gender 1.3 0.49 -

2. Education 2.7 0.56 —0.007 -

3. Age 24 0.83 —0.006 —0.006 -

4. Service 2.0 0.69 —0.213%* 0.046 0.047 -

5. WPS 35 0.66 —0.007 0.014 0.127 0.076 (0.81)

6. WPA 3.6 0.42 —0.091 0.036 0.187%* 0.056 0.69 |*+* (0.82)

7. 35 0.69 -0.080 0.074 0.151% 0.134%* 0.708%** 0.66 |** (0.84)

8. WFP 35 0.70 -0.092 0.086 0.123 0.123 0.622°* 0.557%* 0.863** (0.84)

Notes: **Correlation is significant at the 0.0 level (2-tailed). *Correlation is significant at the 0.05 level (2-tailed).
Abbreviations: WPS, workplace spirituality; WPA, workplace agility; ]I, job involvement; WFP, workforce performance.
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Table 9 Discriminant Validity Analysis

Path’s Factor Correlation Correlation AVE | AAVE2 Discriminant
Squared Validity
WPS->WPA 0.69 0.47 0.59%0.51 Established
WPS-)JI 0.70 0.49 0.5970.55 Established
JIOWPA 0.66 0.43 0.55%0.51 Established
WPA-WFP 0.55 0.31 0.5110.56 Established
Table 10 Direct and Indirect Effects
Hypothesis Direct Indirect Total The Ratio of Indirect Effect to Bootstrap Results Decision
Model I. Effects Effects Effects the Total Effect BootLLCl | BootULCI
WPS->WFA 0.50%%* - - - - - Supported
WPS-)JI 0.73%%* - - - - - Supported
JIOWFA 0.4 1#%* - - - - - Supported
WPS-JIDWFA | 040+ 0.10%** 0.50%*+* 40% 0.0393 0.1654 Partial Mediation

Note: **Correlation is significant at the 0.001 level (2-tailed).

Table 11 Workforce Agility and Workforce Performance

Note: **Correlation is significant at the 0.001 level (2-tailed).

accrue to the organization due to faculty development
and administrative development programs, as well as
trips to other renowned academic institutions for colla-
borative planning, mentoring, and best practice
exchange.

In terms of spirituality, the connections between tea-
chers and students change as they learn from one another
in a classroom setting. Teachers must behave as facilitators
rather than as providers of pertinent knowledge and learn-
ing tools to ensure that students learn effectively. Presently
teaching professionals make good use of class time by
experimenting with different teaching pedagogies and
techniques and improving their oratory skills. Within the
classroom, students and instructors often interact, enabling
teachers to understand each student. Introvert students
collaborate online to engage in class discussions and gain
a more global viewpoint. Ignacio Estrada’s statement is

very pertinent in this context: “If a kid cannot learn the

way we teach, maybe we should teach the way they learn”.

Hypothesis b t-Value | F (Model Decision As a re?sult, 1ns.truct0rs must contmuoysl.y df:vellop them-
Model IL. Fitness) selves in a variety of ways. Academic institutions must
provide competitive salaries, internet facilities, research
WFA-WPA 0.9 | ##* 10.26 105.27 Supported .
grants, and fellowships for further study. Educators may

increase their activity level by embracing new teaching
assignments and other challenges by cultivating an agile
attitude. Teachers benefit from opportunities to teach at
foreign institutions and research in other developed coun-
tries by establishing faculty exchange programs with other
educational institutes. Teachers may improve their spiri-
tual awareness and self-awareness by regularly attending
wellness programs, spiritual lectures, and mindfulness
meditation classes. This allows them to immerse them-
selves in their daily teaching practices, accomplish their
work assignments diligently, find meaning in their job,
gain confidence, and improve their teaching effectiveness.
Academic institutions must offer resources and services to
the faculty. Educational institutions must provide research
advancement and library service opportunities to access
significant research journal databases.

Limitations and Future Avenues
In the absence of worker agility, organization agility is
difficult to achieve. Adaptability requires organizations to
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H4 (B=.40%**)

H2 (B=.73%**)

Workplace

HI1 (B=.50%**)

Job
Involvement

H3 (B=.41%**)

( Workforce

Spirituality

HI, H2, H3, H5 — Direct Effect
H4 = Mediation

Figure 6 Study model results.
Note: **Correlation is significant at the 0.001 level (2-tailed).

| Asility

HS (B=.91%*%)

Workforce

Performance

71%

29%

Support

Figure 7 Students reaction to online education.

Not Support

-42%

Note: Gallup Pakistan Survey on Digital Learning and Online Education during COVID-19, April 2020.

Easy

" Difficult

Figure 8 Students response to online education.
Notes: Gallup Pakistan Survey on Digital Learning and Online Education during
COVID-19, April 2020.

flexibly organize resources to cope with changing
conditions.” Like every research, there are limitations to
this one. The first constraint that may affect the study’s

outcome was the participant units and participant size. The

participant comprises six units (public sector institutes) in
Peshawar, Pakistan, with a total sample size of just 236
employees. The findings may not be generalizable on
a global scale. Due to the limited sample size in this
study, it is recommended that a larger sample size be
used in the future. The data collection was cross-
sectional, and follow-up research with different techniques
is suggested. Future studies may identify and examine the
mediating impact of many other mindset-related factors,
including job satisfaction, organization commitment, and
trust, in connecting organizational practices and workforce
agility.?"'*> This would eventually result in academics
feeling psychologically empowered and, as a result,
improving their agility in the job. This research was con-
ducted at public institutions in Peshawar, Pakistan region.
I would suggest conducting a study at private institutes to
understand workplace spirituality and workforce agility

better. Finally, the proportion of female respondents is
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insufficient to ensure better results of this study and will be
better collected from employees in an equal ratio.
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