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Abstract

The progressive organization of the 21st century essentially is a dynamical configurational system that is in a constant
state of flux and striving for efficiency and sustainability in the unpredictive environment. The market temperature has
blurred the boundaries of the systems by challenging the structure and organizational temperature. The interplay of
market complication and organizational complexity is forcing them to be governed by the unbecoming appetite and
choose competition over collaboration and they are missing Spirituality at workplace. A critical review of more than 500
research papers of the last 25 years from 1993-2017 reveals incompleteness in the perception of spirituality at workplace
and thus unable to answer the existential question in the networked system - what is the purpose? This incompleteness
leads to the contradictions in the system like competition over collaboration, individual vs system, etc. thus, lack
authenticity. The present study aims to understand the functioning of spirituality at workplace in the complex dynamical
organization as systems behavior and to gain the significant wisdom to answer the purpose of the networked system-
Authenticity (to evolve). It also provides a new doctrinal vision and framework to achieve subtlety for the smooth flow of
informational energy in the networked organization.

Keywords: Spirituality at workplace, Authenticity, Organizational temperature, Networked system, contradictions,
systems view.

Introduction them to be flawed and unhealthy entities. The digitization
and advent of technological and social advancements are
setting new bars and standards of performance putting

them in immense pressure to deliver excellence. The

The contemporary workplaces are facing escalating chaos
and a high degree of uncertainty. These organizations are
forced to be more agile and flexible to meet the challenges
of globalization (Hitt et al.,1998). They are not only
experiencing the heat and pressure to survive but also to
grow and develop. The ambiguity and volatility of the

classical 4M of management are under severe stress of
delivery and inevitably overburdened. The present
doctrines are forcing them to compete rather than

business scenarios are leading them to the issues of
morality, ethicality, hostility, decreased morale and
pessimism at workplace and in people (Biberman and
Whitty, 1997; Cacioppe, 2000; Giacalone and Jurkiewicz,
2003a; Neal, 2000; Brandt, 1996; Duxbury and Higgins,
2002; Giacalone and Jurkiewicz, 2003a). It appears that the
majority of the firms are still imbued by the wrong and
wasteful ethos and their most vital part, people at work are
feeling depleted. Frost (2003) and Leavitt (2007) identifies
great suffering within and outside workplaces and deemed
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cooperating.

Complexity is one of the unique characteristics of this
dynamical networked system of systems. These dynamical
systems are in a constant state of flux and striving for
efficiency, stability, and sustainability (Tiwari and Pathak,
2019). They are governed by the fuzzy interplay of market
complications (arising in the form of market temperature)
and organizational complexities (organizational
temperature and appetite) blurring the systems’
boundaries aiming for the flow of information energy
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(Konsynski and McFarlan, 1990). These networked
organizations pose patterned interactions among entities
and the information energy consumed by the
organizations and entities are clustered by an array of
sources and they only can be understood if processed by
systems approach as they have no significant meaning if
treated in isolation. The organizations are lacking
inclusiveness and put sheer thrust on self-assertiveness,
domination, and control resulting in a crisis. The interplay
of market temperature and organizational temperature
made them more susceptible to disruption and forced them
to remain competitive rather than collaborative with
aggression. This aggressiveness fueled the crisis of system
resulting in missing spirituality at workplace and diluted
the ultimate purpose of the system- authenticity.

1. Definitions

To understand the concept of subtlety, it is essential to get
acquainted with some of the terms that are used frequently
while describing spirituality at workplace in the
networked system. However, these definitions are not
satisfactory, but they provide a valuable understanding.

1.1. A complex system- In general, a system is an
assembly of parts or entities having interaction as a
complex unified whole (Kast and Rosenzweig,
1970). The Complex one is "a system comprised of a
(usually large) number of (usually strongly)
interacting entities, processes, or agents, the
understanding of which requires the development,
or the use of, new scientific tools, nonlinear models,
out of equilibrium descriptions and simulations
(Bertallanffy, 1977; Backlund, 2000)." Schweitzer
(1998). These are systems  behavior, which is
extremely difficult to model due to the high degree
of interstate transition, gradient and multifaceted
interactions among components. They also reflect
some of the peculiar characteristics like, non- linear
relationship, sensible intelligence, sustainability
and efficiency (Bertalanffy, 1950, Ashby, 1964).

1.2.  Networked organization- A network is a collection
of various related entities aiming towards common
objectives. (Jarillo, 1988) defines networked
organizations as a purposeful arrangement among
unique but related entities. Similarly, Kaneko and
Imai (1987) explained networks as a “multitudinal
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relationship among organizational entities for
information flow” while Johanson and Mettson
(1987) conceptualize it as “mean to achieve
coordination among business forces”. Podolyy and
Page (1998) gave a more comprehensive definition
stating that the networked organization is a
collection of stakeholders having exchanged
relations with components both inside and outside
the organization.

1.3.  Spirituality at workplace- Spirituality at workplace
is “a framework of organizational values that are
evidenced in the culture facilitating transcendence
experience through work processes of people at
work and induces their sense of being connected to
others in a way providing feelings of completeness
and joy (Giacalone and Jurkiewicz, 2003).”

1.4.  Subtlety- Subtlety can be defined as the “preciseness
of the system’. Subtlety is the essence of spirituality
at workplace (Tiwari and Pathak, 2019b) which
reflects in the functioning of the systems’
components having least interactions with each
other. it emerges as self-regulated interaction and
manifestsitself as evolving system behavior.

2.Conceptand framework

Spirituality at workplace, in its all guise had been the key
question for contemporary workplaces and people. The
question of meaningfulness and worthiness at the
workplace has a strong influence within and outside the
organizations. Toffler (1980) and Wagner-Marsh and
Conley (1999) considered it ‘organizations’ fourth wave
leading to spirituality-based organizations. The general
understanding of spirituality at workplace refers to the
“unseen make-up of people at work-the spirit’ (Garrett,
2004). Highfield and Cason (1983) explained it as the
dimension aiming to encompass the necessity to answer
the questions of meaning and worth of work. Wedemeyer
and Jue (2002), Eck (2001), Surak (2001), Fox-Genovese
(1999) and Koehn (1999) believes in “pragmatic spirituality’
which suggest it as development of integration of ones’ self
to the surroundings while Mitroff and Denton, 2000; Cash
etal., 2000; Burack, 1999; 1zzo and Klein, 1997) viewed it as
a reactionary response to the social and organizational
upheaval resulting in alienated employees.
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Mitroff and Denton (1999) took another perspective
viewing it as the fundamental feeling of being connected
and argued that if a single word best captures the meaning
of spirituality and the vital role that it plays in people's
lives, that word is interconnectedness." Cash and Gray
(2000) assert that spirituality looks inward to an awareness
of universal values, while formal religion looks outward,
using formal rites and scripture. Zinnbauer, Pargament,
and Scott (1999) viewed it as individuals” psychological
attributes having meaningfulness, wholeness, and inter-
connectedness. This perspective puts thrust on the healing
of one’s inner-self (Fairholm, 1997), transcendental
experience at workplace (Giacalone and Jurkiewicz, 2003;
Mitroff and Denton, 1999) and connectedness (Pfeiffer,
2003). Ashmos and Duchon (2000) provide an
organizational centric explanation defining spirituality at
workplace as a “recognition of an inner life that nourishes
and is nourished by meaningful work that takes place in
the context of community”.

3.Review of literature

Researchers, theorist, and business managers have shown
a great zeal in spirituality at workplace in last two decades
(Ashmos and Duchon, 2000; Cavanagh, 1999; Giacalone
and Jurkiewicz, 2010; Tischler, 1999) and Howard (2002) is
confident in claiming that it is the most influential trend of
business research since 1950. Cowan (1993) explains it as
ones’ conscious awareness aligning him with others’
‘spiritus’. Giacalone and Jurkiewicz (2010) and Gibbons
(2000) proclaimed spirituality at workplace as the
manifestation of transcendence of employees’ experience
and its connectedness with organizational values. Mitroff
and Denton (1999) explained spirituality at workplace as
connectedness with the universe while Moore and Casper
(2006) argued against it and claimed that it is the
internalizations of behavior at work by an employee.

Considering the above arguments, three core dimensions
of spirituality at workplace can be identified. These are-
Meaningful work, sense of community and connectedness
(Ashmos and Duchon, 2000; Milliman et al., 2003). The first
dimension of Spirituality at workplace refers to the finding
sense of purpose in work (Duchon and Plowman 2005).
Meaningful work, as explained by (Ashmos and Duchon
2000; Kurth 1995; Neal 2000, Overell 2008), is about feeling
a higher sense of purpose having a larger perspective and
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greater importance. Meaningful work creates a sense of
rejoicing, connected to others and makes them feel
important and valuable at workplace (Duchon and
Plowman 2005) and involves enlivening self by the full use
of one’s talents and potentials (Fry 2003). People at work
seek not only competence and mastery through their work
but also a sense that work has some social meaning or value
(Pfeiffer, 2003).

The sense of community at workplace is based on the idea
of togetherness like enlightened beings having mutual
trust, obligations, commitments towards purpose and
high-value sharing. (Ashmos and Duchon 2000; Kinjerski
and Skrypnek, 2006). Chappell (1993) and Chawla et al.
(2012) rightly pointed out that “common values and a
shared and agreed sense of purpose can transform a
company into a community where routine work takes on a
deeper meaning and ultimate satisfaction’ .
Connectedness, the third dimension of spirituality at
workplace involves the integration of the value and
purpose of various parts of the individual and organization
life of employees (Driver, 2005).

Various studies explain spirituality at workplace like a
tool. For example, Altaf and Awan (2011) and Van der Walt
and De Klerk, (2014). explainitasa tool for employee well-
being which can reduce job overload and increase job
satisfaction. Kolodinsky et al. (2008) saw it as an
attachment-related outcome. Rego and Cunha (2008) has a
similar notion as explains it as people’s experience.
Similarly, Pawar (2009) strongly argues that a
comprehensive model must be charted out by integrating
all the researches of spirituality at workplace. This was a
good idea but will lead to a model that will deal only at the
individual level. Sengupta (2010) visualized it as an
individual’s psychological power and Tombaugh (2011)
defined it as the impact of personal beliefs. Sharma et al.
(2013), linked it with organizational effectiveness.
Petchsawang and Mclean (2017) suggested that meditation
could lead to higher spirituality at workplace while Hicks
(2000) proposes the spirituality at workplace as “respectful
pluralism” but this idea was objected by Gotsis and Kortezi
(2008) as it fails to capture the complexity of spirituality at
workplace. Further, Naimon et al. (2013) explained it as a
tool for predicting organizational incivility. Saks (2011)
finds the linkage between spirituality at workplace and
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employee wellbeing and the same is asserted by various
authors (Krishnakumar and Neck, 2002; Houghten et al.,
2016; Truce et al., 2013). DeJongh (2011) finds similarities
between Spirituality at workplace and religion.

4.Research Gap and question

Academicians and mainstream researchers have
overlooked the narratives and crucial perspectives in the
domain of spirituality at workplace (Bell and Taylor, 2003;
Forray and Stork, 2002). Scholars and theorist are criticized
for their extensive result-oriented and technical approach
(Benefiel, 2003; Bojé and Rosalie, 2003; Bell and Taylor,
2003; Brown, 2003; Elmes and Smith, 2001; Fenwick and
Lange, 1998; Fornaciara and Lund Dean, 2001; Forray and
Stork, 2002; Nadesan, 1999; Zhuravleva and Jones, 2006).
Tischler et al. (2007) rightly said that existing literature on
spirituality at workplace has been fragmentary, isolated
and non-cumulating. These diversified views of
spirituality at workplace and its mechanism strongly claim
the need for integration and unification into a
comprehensive model (Heaton et al., 2004; Jurkiewicz and
Giacalone, 2004). There is not a single widely accepted
definition of spirituality at workplace (Ashforth and Pratt,
2003; Freshman, 1999; Kahnwiler and Otte, 1997; Konz and
Ryan, 1999; McGee, 1998) can be to some extent
accountable for this phenomenon, since the existence of an
agreed-on definition provides the minimum prerequisite
for the development of a broadly accepted framework for
theoretical discourse and empirical examination. The
suggestion by Driver (2005) is notable that current
definitions of spirituality at workplace must be
abandoned, as they fail to grasp the essence of the
phenomenon.

The literature review indicates the necessity of new
doctrinal vision to establish the framework to achieve
subtlety which is the essence of spirituality at workplace
leading the flow of informational energy towards the
attainment of sustainability, stability, and efficiency. A
dynamical networked system is a function with an attitude
doing the same thing repeatedly. A dynamical networked
system is always knowing the direction of the system
(Porter, 1985). The understanding of spirituality at
workplace as an experience of the individual is adding
complications to the system as it considers the components
in isolation. The existing explanations of spirituality at
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workplace are incomplete perceptions. This perception is
not able to explain a unique and existential question in the
complex dynamical networked system - what is the
purpose?

5. The motivation of the study and Research
Objective

The inability of the existing literature to ascertain the
ultimate purpose of the system due to wrong and
incomplete perception became a strong motivation to
conduct the present study. How perception of individual
creates a contradiction in the system as competitiveness
over collaboration, individual vs system and many more
and why and how the system can achieve its ultimate
purpose- Authenticity motivated the researchers to re-visit
the spirituality at workplace with a different perspective.
The present paper aims to look at spirituality at workplace
with a system view. The objectives of the present paper are
as follows:

5.1. To understand and explain the existing perception
of spirituality at workplace and their
incompleteness leading towards contradictions in
the networked system.

52. To understand and explain the spirituality at
workplace as systems’ behavior and how it
functions ina complex environment.

53. To ascertain the purpose of the spirituality at
workplace.

6. Research methodology

The development of conceptual paper requires a focused
and in-depth analysis of existing literature effectively to
reflect the opinion of the wider population so that a logical
gap could be identified (Bell, 2018). It heavily depends
upon the skills and the ability of the researchers and
demands scrutiny. Since the domain of spirituality at
workplace is nascent and is dominated by the explanation
at the individual level, it is required to analyze it since the
beginning. Thus, in the present paper, the researchers have
critically reviewed more than 500 research papers of the
last 25 years from 1993-2017 meta-analytically. Both
theoretical and empirical papers were evaluated with the
systems approach. According to this approach, researchers
begin with specific observations used to produce
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generalized theories and conclusions drawn from the
research. The reason for occupying the inductive approach
was that it takes into account the context where research
effortis active (Denzin and Lincoln, 2005).

7. Spirituality at workplace: Perceptions

7.1.  Spirituality at workplace is an individual behavior-
When Burrack (1999) bring forth some experiential
and provoking questions like- What is the purpose
of my work or Where it will lead me or Why I am
doing this work or What is the meaning of this work
or What is the reason for my existence in this
organization etc., the researchers are not surprised
as these questions clearly indicates that theorist are
exploring individuals” spirituality at workplace’
dimensions at personal level. Zinnbauer,
Pargament, and Scott, (1999) stated that it is one’s
psychological attribute and Fairholm (1997) brings
forth the individual-centric perspective claiming it
as an intimate relationship with one's inner self,
values, morality, and needs. Guillory (2000) also has
the same view and defined it as “one’s inner
consciousness” and noting, ““that which is spiritual
comes from within- beyond our programmed
beliefs and value.”

7.2.  Spirituality at workplace is a goal- One of the
perceptions regarding spirituality at workplace is
that it is the destination. The argument of Heschel
(1955) gives strength to this as he views it as a search
of the ultimate being. Bragues (2006) sees it as
employees’ expectation to get something from
workplace which is more than just work. Autry
(1994) sees it as an achievement of an ‘exquisite
balance” of work-life. Highfield and Cason (1983)
consider it as a need to find answer to meaning of
work-life while Mitroff and Denton, 2000; Cash et
al., 2000; Burack, 1999; I1zzo and Klein, 1997) claims
that it is a desire in the form of reactive response for
social and personal business upheaval. The majority
of the researchers have the myopic perception as
they have a goal-centric approach of spirituality at
workplace.

7.3.  Spirituality at workplace and religion are the same-
Often spirituality at workplace is misunderstood as
religious spirituality. People often confuse religion
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and spirituality, thinking that they are the same
thing. Zinnbauer et al. (1997) claimed that religious
spirituality and spirituality at workplace have
overlapping but different meanings. Association for
Spirit at Work has found that managers often
confuse spirituality with religion (Brandt, 1996).
Many researchers like Giacalone and Jurkiewicz,
2003; Paloutzian and Park, 2005; Zinnebauer and
Pargament, 2005 stresses that workplace spirituality
can be identified and defined independently of any
religious context. Religion is encompassed within
spirituality, but spirituality is viewed as broader
than religion. A distinction may be made between
these two phenomena so that religion refers to
formal institutional contexts for spiritual beliefs and
practices, and spirituality refers to the human
experience of discovering meaning, purpose, and
morality (Brower, 1984; Siporin, 1985). The
literature on spirituality and leadership often has
differentiated between spirituality and religion,
presumably to avoid the appearance of promoting
onereligion (Giacalone and Jurkiewicz 2003; Mitroff
and Denton 1999). Hill and Smith (2003) admit that
both forms may pertain to the workplace and both
are more likely “to resist the pressures of
materialism and commodification.”

7.4. Spirituality at workplace is the linear sum of
components- Another perception regarding
spirituality at workplace is that the total spirituality
at workplace is the linear sum of peoples’
spirituality. Harrington (2004) argued that people
have a common connection, cohesiveness, and
commonality with each other in their work and
collectively emerge as spirituality as it synchronized
the system's energy.

8. Spirituality at workplace: Contradictions

Although the general understanding and the perceptions
of spirituality at workplace seem to be very straight-
forward and complete yet, looking more deeply and
closely, various contradictions in theory and practices
emerge. These contradictions, on the one hand, challenge
the existing understandings of the phenomenon and on the
other hand, provides an opportunity to explore the ways
and approaches to understand it more clearly. The general
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perceptions mentioned above are no exceptions and have

the following contradiction:

8.1.

8.2.

8.3.

Linear vs. non-linear- As argued earlier by authors,
total spirituality at workplace is measured as the
linear sum of individuals’ spirituality. This linear
way of measuring it is incomplete as it fails to
accommodate the dynamism of spirituality.
Spirituality at workplace is not a static behavior and
by treating it linearly, we are just understanding a
point. This depicts that spirituality is the end-
product and aiming at the preservation. But in true
nature, the dynamism of spirituality at workplace
made it evolutionary henceforth can only be
measured or understand in a non-linear way
accommodating all the key changes and patterns.

Individual vs. system- Various researchers and
theorists treated spirituality at workplace as an
individual phenomenon (Ashforth and Pratt 2003)
while some conceptualized it as ones’ psychological
state has an array of perceptions about work, co-
workers and its managing. (Duchon and
Plowman,2005). Chakraborty (1993) asserted that
the focal point of spirituality at workplace is the
individuals” spiritual transformation. Heaton et al.
(2004) also have the same notion dividing
spirituality into pure and applied considering the
individual as the base. Again, all these arguments
lead towards the contradiction because spirituality
at workplace is not an individual phenomenon. It is
not wise to focus just on people and their work and
not their workplace which is a system itself. By
treating spirituality at the individual level, we are
closing the dimensions which are against the
connectedness. The same argument is put forward
by Mitroff and Denton (1999), who described itas an
organizational dynamic, Marques (2005) and
Jurkiewicz and Giacalone (2004) also asserted that
every entity or group has spirit and spirituality at
workplaceis organizational characteristics.

Goal vs. approach- The drawback of treating
spirituality at workplace as an individual
phenomenon is that it has been wrongly
conceptualized as a destination rather than a
journey. This is contradictory to the evolutionary

8.4.

8.5.
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nature of spirituality which puts thrust on
improvisation. The individual experience of
spirituality gives the myopic understanding and
becomes a desire which further transforms into the
expectation of getting something or achieving
something. Spirituality at workplace, in its true
sense, is a journey where various components
connect with others for a smooth transition. It is a
way to look at the phenomenon as a whole rather
thanlooking part of it.

Collaboration vs. competition- The classical as well
as contemporary literature of spirituality at
workplace takes the individual as a unit and treats
him in isolation. Here the entities are in a state of
conflict with each other in the form of competition.
This competition is for gaining more and more
control over resources in the form of unbecoming
appetite. This causes wrong and wasteful behavior
in the workplace. But spirituality at workplace
encompasses all the elements in an integrated
manner. It facilitates togetherness as connectedness
isit's one of the core premises.

Existentialism vs. orientalism- The orientalism
views the difference of the notion of eastern and
western understanding of work, workplace, culture
and distinguishes the work and workplace. On the
other hand, existentialism views spirituality at
workplace as a quest of finding meaning at work
and workplace (Naylor et al, 1996, Neck and
Milliman, 1994; Kahnweiler and Otte, 1997). It
reflects the notion that work must not also just
interesting or challenging but also have deeper
meaning. expressing one’s inner life needs by
seeking meaningful work, and contributing to
others (Ashmos and Duchon, 2000; Fox, 1994; Neal,
1998). Hawley (1993) observed that part of living by
one’s inner truth involves working in an
organization with integrity and a purpose that is

beneficial to others beyond simply making a profit.

9. Spirituality at workplace: A way forward for
Authenticity

"The spirit does not exist as the servant of the workplace;
rather the workplace exists as the playground of the spirit."
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To understand the spirituality at workplace, the researcher
views it as a system having various interrelated and
interdependent components that persistinside and outside
of the organization. The systems approach attempts to
view the spirituality at workplace in terms of irreducibly
integrated systems. It focuses attention on the whole, as
well as on the complex interrelationships among its
constituent parts (Laszlo and Krippner, 1998). On the basis
of aforesaid argument, the authors propose that
Spirituality at workplace is “the tendency of the systems’
configurational energy to achieve sustainability, stability,
and efficiency by assimilating the disorder of the system
and transcend it into orderliness in inclusive and subtlety is
the essence of spirituality (Tiwari and Pathak, 2019a).”

As argued earlier, an organizational entity including
people can operate effectively in isolation. Modern
complex networked organizations have a presence of
emergent interaction and these interactions are not
apparent from its subsystems or components in isolation
but resulting due to their togetherness as a system. This
emergent interaction in the system can describe any
phenomena which seem to be difficult and impossible from
the smaller entities of the system. The connections both at
the structural level and non-structural level are the peculiar
features of networked organizations.

One of the key questions that is needed to be answered and
which is seriously missing in the discussion of spirituality
at workplace, is the purpose of organizations and how it
can be achieved with it. Progressive organizations require
an automated, spontaneous, sensitive and intelligent
approach to achieve the ultimate purpose of any system
and that is Authenticity- the conservation of the system.
they are required to assimilate the disorder of the system
into orderliness helping them to emerge as an evolutionary
organizational system that is agile enough to cope-up with
the turbulent market with agility and allowing the smooth
transformation of information energy by ascertaining its
priorities and thus, resulting in the authentic system.

Authenticity is usually conceptualized as something
genuine or original establishes by a certain scientific
process (Van Leeuwen, 2001). Authenticity defined in the
psychology literature is " the unobstructed operation of
one's true-or core-self in one's daily enterprise " (Kernis and
Goldman, 2006). But this conceptualization is incomplete
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when it comes to social authority and needs a more
comprehensive definition in terms of approach. Thus,
authenticity is “an approach to keep the system intact by
invoking knowledge, technology, information, and
humanity.” It is the manifestation of spirituality at
workplace.

10. Spirituality at workplace as a system

10.1. An open system- Spirituality at workplace is
inclusive in its nature and the systems approach
became the necessity for gaining significant
knowledge (Tiwari and Pathak, 2018). Spirituality at
workplace is an open system having open
architecture allowing components to interact and
assimilated. The openness facilitates the non-linear
interaction of the components and provides means
and choices for ascertaining purpose and
optimization with minimal inputs in a complex
networked system. The openness of the system
manifests sustainability, stability, and efficiency by
transcending the ability of the Spirituality at
workplace.

10.2. Spirituality at workplace lies in configuration- The
majority of the researchers and theorists argued that
spirituality at workplace in the individual
phenomenon. This purview is incomplete if not
incorrect as it lacks the holistic approach. The
systems view of spirituality at workplace helps to
understand it as a whole. The openness of the
spiritual system allows configurations of various
types and spirituality at workplace lies in the
configuration in the form of information energy
allowing n number of components to be connected
residing within and outside. This connectedness in
the networked system appears in two forms a)
connectedness of structure b) connectedness of non-
structure. The connectedness of structure refers to
the linear and mechanical interaction while
connectedness on non-structure refers to the
interaction of the behaviors of the system. Both
works in tandem to bring spirituality at workplace
system adding dynamism to the networked system.
These configurations help to develop various
pathways allowing a smooth transition of
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10.3.

information energy. It governs the system towards
the dynamism making system more organic (Tiwari
et.al, 2017; Tiwari and Pathak, 2018). Organizations
having sound configurations achieve greater
dynamic equilibrium and thus, they have more
spirituality at workplace.

Subtlety is the essence of Spirituality at workplace-
Openness and configurations of the system require
networking. This networking is precise and delicate
and self-evolving in nature arising due to the
requirement of the system. This is done by
developing synapses between components. These
are the points where the structure and non-structure
of the system interact. Development of synapses is
one of the important features of spirituality which
facilitates the flow of systems information energy
and makes them sensitive, agile and adaptive.
Synapses help the system in inter or intrastate
transformation. This synaptic interaction is
regulated by the Info Motive Force (IMF) which is
the gradient of information potential between
synapses. It helps to reduce the contradictions of the
system and ensure the flow of informational energy
of the system flows without enforcing it. The
primary aim of spirituality and workplace is to gain
orderliness through the interactions within and
outside the system. The synaptic points also act as
the interface between components and acts as circuit
breakers if the gradient is high, the interface helps
the system to ascertain its priorities for
enhancement and hence, helps to create an
intelligent system which is flexible enough to sense
and response the changes in environment
accordingly. The info motive force regulated the
flow of informational energy at subtlety enhance
cooperation and collaboration among components.
This cooperation provides new pathways for the
assimilation of unordered patterns of behavior
which will result in the development of a coherent
system. The coherent system will facilitate the
synergy in networked organizations. The sub-
systems/ components will have lesser and lesser
contradictions and they can complement each other
in the realization of the ultimate purpose of the
networked system- to evolve. This coherence and

10.4.

10.5.
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complementarity help them to attain sustainability,
stability and a high degree of efficiency. The
synaptic interface also ensures the least governance
as there are minimal interventions. This all resulted
in subtlety where responses are self-evolved,
making the organizational system more organic.
Subtlety helps the system to find a new pathway to
understand, develop and solve more complex
challenges by minimizing contradictions and
maximizing complementarity.

Evolutionary nature- The sensitivity for challenges
of the environment and ability to prioritize them
helps the system to respond intelligently. The
intelligence here refers to the ability of the system to
prioritize the needs of the system and then deciding
the responses. System sense and predict by
modeling and remodeling the scenarios of
challenges proactively. It also does the
improvisation by allowing new configurations
using minimal resources and efforts and enable the
system to gain sustainability. It is due to its highly
adaptable configurational system and subtle
synaptic interactions. The Spirituality at workplace
strongly thrives towards more orderliness allowing
chaos to play a vital role by providing new
arrangements. It ensures that the pointer of the
evolved system must be in the right and correct
direction.

Authenticity in the system- Spirituality at
workplace regulates the unbecoming appetite of the
system in a precise manner and helps the system to
interact with its environment subtly. It adapts and
assimilates the chaos of the system and facilitates
the knowledge, information, humanity, and
technology. Subtlety is the essence of spirituality at
workplace. It also helps to gain spontaneity, agility,
and efficiency and keeps the system intact. The
subtle system will provide the direction to the
organizations towards its purpose and transform
the system and its components into an intelligent
and sensible organizational system.

11. Factors affecting the system of Spirituality at

workplace
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11.1. Organizational temperature and market
temperature- No system or its component can
operate without its environment within and
outside. The environment constantly interacts and
challenge the system. The system of spirituality at
workplace is greatly affected by the randomness of
the heterogeneity of system and environment. Two
of the most affecting factors are organizational
temperature and market temperature.
Organizational temperature refers to heterogeneity
of the organizational system encompassing factors
like age, gender, experience, location, salary,
designation, etc. These factors add randomness to
the system and aim to achieve the dynamic
equilibrium. This randomness causes the rise and
fall of temperature. On the other hand, market
temperature refers to the randomness of
heterogeneous factors that reside outside of the
organizations and is comprised of economic
conditions, socio-technological, market trends,
governance models, etc. The organizational
temperature always thrives to achieve homeostasis-
a state of balance to response market temperature.
The relationship between market temperature and
organizational temperature must be governed by
the coupling effect. These temperatures are vital for
the stability of Spirituality at workplace and help
interface to regulate the stability of the system.

11.2. A high degree of interstate conversion- Spirituality

at workplace has many homogenous and
heterogeneous sub-systems functioning in
complementarity. The complementarity of the
system facilitates a high degree of interstate
conversion and transformation of various
components of the system to gain order. It is due to
the dynamic nature of the spiritual system. This
interstate conversion facilitates the objectivity in the
system and decides the pointer of the systems’
pathway. One of the peculiar features of the
conversion is that it follows the path that requires
the least time and least resources and thus, provides
efficiency to the Spirituality at workplace.

11.3. The appetite of the system- The appetite of

spirituality at workplace  in the organization
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greatly impacts the smooth functioning of the
system. The appetite of the spiritual system refers to
the ability of the system to hold and control the
induction, adoption, and assimilation of various
functions without getting hampered. If the appetite
of the system is strong and large, it will be able to
assimilate the disorder of the system in orderliness
and vice versa. The appetite of the system greatly
depends upon the organizational temperature and
market temperature.

11.4. Other factors- Other intervening factors like hidden
or latent patterns of systems’ behavior, the
dominance of output-oriented mechanism, lack of
access to the resources and lack of authentic view of
the problem, etc. are the other factors affecting

Spirituality at workplace.

12. Conclusion and way forward for future
researchers

Although researchers from all across the globe have put
enormous effort to understand and explain spirituality at
workplace, almost all of them are missing its true sense
(Campbell, 2014). The reason is that it is not understood
only at the individual level (Phipps et al., 2013). The idea of
spirituality at workplace as individual experience as
explained by various authors (Gupta et al. 2014; Garg, 2017;
Mukherjee,2016; Pradhan, 2017;) or its similarity with
religious spirituality (Benefiel etal., 2014) is not incorrect as
individual is also a sub-system of large organizational
system but it is incomplete. However, in the present paper,
it is clear that spirituality at workplace lies in the
configuration and emerges as subtlety. The synapses and
the networking among the components, both inside and
outside, are the keys enabling the flow of information
energy. Well-groomed synapses and interdependent
networking flourish spirituality at workplace and enable
the organization to realize its true purpose (Tiwari and
Pathak, 2019). Thus, Spirituality at workplace, in its true
sense is a system's behavior that manifests the authenticity
of the organization and emerges as subtlety. Subtle
interactions facilitate collaboration among the components
ensuring the smooth transition of information energy and
helps the organization to conserve. Subtle interaction
facilitates the constant creation of new synapses and the
removal of old and obsolete ones. It enables the
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organization to become spontaneous, agile and resilient for
the challenges of the environment in an automated and
auto-regulated manner resulting in the form of an
approach that keep the system intact and live. Spirituality
at workplace facilitates authenticity by invoking
knowledge, technology, information, and humanity and
helps organizations to understand and resolve
contradictions and add complementarity. The future
scholars may take the quantitative as well as qualitative
approach for generalization of the framework of
spirituality at workplace for authenticity. A non-linear
approach to understanding the subtlety in the networked
organization could be helpful using evolutionary
modeling and remodeling.
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