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ABSTRACT
The increased interest on spirituality in the workplace has become a pnmary
concern among managers and organisations as a whole. Today, the business
environment and technology are changing rapidly, so leaders and managers need to
consider more than the bottom line of business practices in order to lead and make their
businesses sustainable and successful.
The purpose of this study is to investigate the managers' attitudes on spiritual
beliefs, and see whether those beliefs affect their leadership style. It is a comparative
study between managers in Thailand and in New Zealand, in which the sampling size
for each country is 20 respondents. A questionnaire survey technique is used in order to
obtain the data. The basic management orientations in the two countries, according to
Hofstede's four cultural dimension indicators, are different to each other. Thus, the
study can potentially produce an interesting result about managers' perceptions towards
spirituality for both countries.
This study found that Thai and New Zealand managers appeared to hold similar
perceptions about spirituality at work in a number of areas, including the value of work,
work and deeper meanings, work and position, the influence of spirituality on decisionmaking, the relationship of spirituality and leadership quality, spirituality as a source of
courage, spirituality improves the quality of work life, and some limitations of
spirituality. However, there are some areas of the relationship of spirituality at work
where managers in two countries had different perceptions, including the importance of
money to the job, managers as a source of spiritual guidance, and the relationship
between a firm's performance and spirituality. These findings show that managers in
both countries view their role of spirituality differently in their interactions at work.
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I. INTRODUCTION

1.1

Background of the Project

Most of us have jobs that are too small for our spirits.
Terkel, 1974

Once one has a spiritual centre from which to work, no work (provided
it is good work) is alienating; no work is just a job.
Fox, 1994

Get used to it. Spirituality is creeping into the office ... and companies
are turning inward in search of a 'soul' as a way to foster creativity and
to motivate leaders.
Business Week, 2005

There is increasing evidence that a major transformation is occumng m many
organisations. Sometimes referred to as the "spirituality movement," organisations that
have long been viewed as rational systems, are considering making room for the
spiritual dimension, a dimension that has less to do with rules and order and more to do
with meaning, purpose and a sense of community. Spirituality in the workplace is of
increasing interest to managers in many organisations (Cavanagh, 1999; Bloch, 1999).
Spirituality is a very broad term, and has a variety of connotations.

Some of its

characteristics are the basic desire to find meanings in life; the inner force to search for
values in oneself; and the interconnectedness of everything (Mitroff & Denton, 1999).
There is a trend that now managers and employees do not only aim for economic
rewards in their work, but they focus more on inner values and other meaningful
motivations, such as professional growth, self-energy and enthusiasm.
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While spirituality and work are beginning to be recognised in the popular press,
the topic is barely visible in the organisational science literature; and even there is, it is
not necessarily welcomed. This paper is hence intended as a step toward understanding
how the recognition of inner life, meaningful work, and community in the workplace
contribute to organisational performance.

Thus, we can envision some workplaces

where spirituality is more observable than others. In recognition of the potential impact
of cultural differences, a comparative study between Thai and New Zealand managers
about how they view spirituality in the workplace will be conducted. Despite the
international growth and interest of spirituality in the workplace, most of the previous
researches on spirituality in the workplace were conducted in the U.S. and Western
countries, and focused on only one particular culture (e.g. Fairholm, 1996; Konz &
Ryan, 1999; Laabs, 1995; Neal, 1997). These research studies found that spirituality is
positively correlated with organisational performance, helps increase creativity,
However, there is a lack of comparative

employee satisfaction, and commitment.

research between different countries, and spiritual perceptions in both Thailand and
New Zealand's workplace have not been studied and compared.
Thailand and New Zealand were chosen in this study because the researcher is a
Thai native who spends her entire life in Thailand, and for work reasons, the researcher
has an extensive interaction with the coworkers and employees in New Zealand.
Therefore the potential advantage is the ability to gain access and permission to collect
data from managers in these two countries. Moreover, the nature of the social values
that relate to business operations between the two cultures seems to differ markedly.
Thailand is a mono-cultural society with single dominant religion and Buddhism plays a
vital role in business. In contrast, New Zealand is a secular society and characterised by
cultural diversity and multi-religions.
2

Business and management practices m different countries tend to operate in
different ways according to their traditional culture, social beliefs, perceptions, and
values. Thailand and New Zealand score differently on Hofstede's (1995) indicators of
four cultural dimensions, revealing different management orientations.

The four

cultural dimensions identified by Hofstede are power distance, uncertainty avoidance,
femininity and masculinity, and individualism and collectivism.

These cultural

indicators are the primary concern that can be used to confirm the cultural differences in
business arena because Hofstede's work is one of the most important and largest studies
which attempted to establish the impact of cultural differences on management
(Schneider & Barsoux, 1997). Differences between Thailand and New Zealand on all
four cultural dimensions indicate that the study can potentially produce an interesting
result about managers' perceptions towards spirituality at work.
The major aims of this research are to investigate the managers' attitudes about
spiritual beliefs, and see whether they perceive those beliefs affect their interactions
with their subordinates or employees. Further, differences and similarities between
perceptions of spirituality in the workplace in both countries will be identified, and this
has potential implications for managers in both countries.

3

1.2

Objective of the Project
The intent of this research is to explore possible influence of spirituality on

management attitude. The study presented in this article sought to address the limited
empirical evidence showing a relationship between spirituality and management attitude
by asking the question of whether, and if so how, spirituality influences career behavior
as it related to career choice and transition.
This research focuses on the attitudes of Thai and New Zealand managers towards
their spiritual values at work. In specific, the research objectives are:
To explore the attitudes of both Thai and New Zealand managers
towards spiritual beliefs in the workplace.
To identify differences and similarities of perceptions of spirituality
in the workplace between Thai and New Zealand managers.
The specific research question is:
How do Thai and New Zealand managers perceive the impact of
spiritual beliefs toward their interactions at work?
This research is both exploratory and descriptive, and also aims to advance the
discussion of the relationship of spirituality and work. The results of this research may
not be representative of all Thai and New Zealand managers.

Any differences or

similarities that emerge in the research are the results of a relatively small sample size
of both countries' managers. The research covers a small sample size because it is a
preliminary analysis between the two cultures, which aims to be a catalyst for future
research.

4

This report is set out in seven sections. Section Two is a 'Literature Review'
about spirituality in the workplace. It provides contextual background for the study.
Section Three explains the 'Reseach Methodology'. It addresses method and aspects of
questionnaire design. Section Four is the 'Results and Discussion for Thailand' section.
It presents the finding from the Thai participants, commenting on them with reference
to the literature.

Section Five is the equivalent 'Results and Discussion for New

Zealand' section, which will be focusing on the New Zealand part of the study. Section
Six presents a comparison of the two cultural groups.

Hence, it discusses both

differences and similarities that emerged between Thailand and New Zealand. Finally,
section Seven is the 'Conclusion', which presents the summary of major findings, and
outlines some recommendations as a result of the study.

5

1.3

Scope of the Project
This research has covered the comparative study on the attitudes of Thai and New

Zealand managers towards their spiritual values at work.

The group of managers

selected in both countries work with ExxonMobil or Affiliate. Therefore, the results of
this research may not be representative of all Thai and New Zealand managers. Any
differences or similarities that emerge in the research are the results of a relatively small
sample size of both countries' managers and their similar work profiles and corporate
cultures. Secondary opinion from previous research is therefore being used to support
the research result. The management attitude as covered in this research is in relative to
the definitions of spirituality, the opinions about spirituality in the workplace, the
advantages and disadvantages of bringing spiritual values to the workplace, and the
degree of relevance of the relationship between spirituality and the workplace.

6

II. LITERATURE REVIEW

2.1

Introduction
For many people, work has become the central focus of their lives. Whether they

like it or not, work has become the main thing that people are committed to, and they
spend most of their day at work. According to Fairholm (1996), work is the place
where most people find a sense of full meaning, and for some, work is even replacing
friendship circles, church, and social groups. These days, managers and employees are
not only looking for money and power from their work, but increasingly for other
values such as meaning, and personal and professional growth. Dale (cited in Neck &
Milliman, 1994, p. 9) gives a simple story of how one's spiritual belief can be involved
in the workplace:
Upon visiting a construction site, a reporter asked three brick masons
what they were doing. The first answered gruffly, "I'm laying bricks".
The second replied, 'Tm earning my week's pay". But the third mason
said enthusiastically and with pride, 'Tm building a cathedral".

Like many others, the third bricklayer clearly feels that work needs to be
important and worthwhile and worthy of one's commitment.
Research conducted by Jacobson inl994 (cited in Fairholm, 1996) indicates that
managers and other workers in organisations are seeking more than merely economic
rewards on their jobs.

They are likely to redefine their work to include spiritual

satisfaction and personal identity. This redefinition leads to a sharp increase in the
relevance of spirituality in business management.

7

This literature review is divided into themes, which aim to provide an
understanding of each issue in the topic. The themes identified are: the definitions of
spirituality, the importance of spirituality at work, limitations of spirituality in the
workplace, and the New Zealand and Thai business profiles.

2.2

Definitions of Spirituality and its Relationship with Religions
People view spirituality differently.

Scholars offer a variety of definitions

regarding the term in the business management context. The definitions are not always
clear. It means many things to many people. Many definitions are in conflict because
of whether to relate spirituality to religion or not. Hicks (2002) comments that the term
spirituality is often misunderstood and can have negative connotations for many people.
Spirituality is often seen in the same context as organised religion with particular
beliefs, moral rules and traditions. However, he asserts that spirituality is not formal,
organised or structured. In comparison, organised religion has more of an external
focus, where spirituality involves a person looking inward and therefore is accessible to
everyone whether religious or not (Cacioppe, 1999). Moreover, in Tinsley's (2002)
view, spirituality is seen as a broader term than religion. Spirituality is often concerned
with our innermost being, but religion is usually limited and includes some kinds of
dogmas, rituals, attending services, and some different concepts of God.
On the other hand, there are some experts view on spirituality in relation to the
'supreme being' that they call God, and look for an affirmation of God, and the Gospels
in the workplace (Cavanagh, 1999). According to this view, spirituality has been rooted
historically in religion.

Definitions also rely heavily on religions, such as Taoism,

Buddhism, Hindu, Zen, and native American spiritualities, implying that these are
effective in integrating personal life, work, leisure, prayer, and other aspects of one's
8

life. However, Cavanagh (1999) claims that even though spirituality has been rooted in
religion, its current use in business is most often not associated with any particular
religious tradition. There are two reasons for this separation:
Most western societies are pluralistic, so there is no one dominant religion that
can be used as a foundation.
If a religion is used as a foundation for a firm's mission, depending on a

particular religion is not energy-giving but divisive, since people do not share
the same religion.
Therefore, according to the majority of experts (Cacioppe, 1999; Gibbons, 1999;
Hick, 2002; Mitroff & Denton, 1999; Moxley, 2000), spirituality is not necessarily
associated with religion. Moxley (2000) defines it as "a force that encompasses the
entire being . . . an unseen force that presents as energy and as heart". As an energy
source, Moxley indicates that spirit offers motivation to perform beyond the call of
duty, and as heart, spirit is an essence that provides a personal anchor. He also adds that
spirit is regarded as one of the four essential life forces (the other three are mental,
physical, and emotional energies). Using this view, Moxley attempts to disassociate
spirit from religion so that all may relate to spirit in the context of everyday life.
Mitroff and Denton (1999, p. 89) also similarly define spirituality as "the deep feeling
of interconnectedness of everything". Furthermore, Perle (cited in Cacioppe, 1999, p.
33) states of spirituality:

9

It's not about religion. It's not about converting people. It's not about making
people believe a belief system or a thought system or a religious system. It's
about knowing that we're all spiritual beings having a human experience. It's
about knowing that every person has within him or herself a level of truth and
integrity, and that we all have our own divine power.

In addition, Neal (1997, p. 123) also translates views of spirituality into the

workplace and defines it as:
... about integrity, being true to oneself, and telling the truth to others.
Workplace spirituality refers to an individual's attempts to live his or her
values more fully in the workplace.

Or it can refer to the ways in which

organisations structure themselves to support the spiritual growth of
employees.

Neal's definition suggests that spiritual principles can be applied to many levels in
organisations, for example, personally, in dealing with others, and in ways that
organisations interact with employees, customers, and society.
In addition, Mitroff and Denton (1999, p. 89) define spirituality to be "the basic
desire to find ultimate meaning and purpose in one's life and to live an integrated life".
Mitroff and Denton, after conducting research with nearly one hundred senior
executives and human resource managers, outline several characteristics of spirituality:
- Spirituality is inextricably connected with caring, hope, love and optimism.
- There is a basic harmony in the universe that underlies its design.
Spirituality is in itself meaningful and purposeful and hence, is an end in itself.
Therefore, it can be said that spirituality

i~

different from religion since it is

normally based on one's experience of unity and an interconnectedness of everything,
rather than a belief or faith in God and religious practices. Nevertheless, there are still
wide-ranging arguments among experts regarding the relationship and definitions
between these two concepts: spirituality and religion.
persists.
10

Controversy and debate still
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Spirituality in the Workplace

As noted before, spirituality has gained popularity among managers in the
workplace. This refers to a shift in management paradigm over time. Neal (1997)
describes that this shift includes moving from competition to collaboration, from an
emphasis on the bottom line to multiple measures of success including employee and
customer needs, and from fear-based management to creating environments of trust and
empowerment. She further explains that there is a movement away from an approach
that attempted to be "value-free" to an approach that focuses employees and managers
on organisational values as critical to organisational effectiveness. Therefore, these
values are expressed in terms of spirituality, which is a deeper and more personal level
of an employee or a manager.
According to many experts (Cavanagh, 1999; Korac-Kakabadse, Kouzmin, &
Kakabadse, 2002, and Neal, 1997), there are three main causes that drive people toward
the increase in spirituality in management. Firstly, processes such as downsizing, reengineering and re-structuring are the sources of many lay-offs, and transform
organisations into unfriendly and uncertain places, hence many people have a feeling
that workplaces have become insecure environments.

The instability of the global

economy also plays a major role in creating turbulent times in organisations. As a
result, many people are afraid of losing their jobs. Even those who are left working, are
emotionally scarred by the lay-off of co-workers. These factors demotivate employees,
and are one of the reasons for the current interest in spirituality in business. People
search for strength from within to help them do their jobs effectively and live through
fear and insecurity (Korac-Kakabadse et al., 2002).
Secondly, the baby boomers that came of age during the 1960s, are now reaching
middle age. Normally, the mid-life journey occurs at this stage. As Cavanagh (1999),
11

and Neal (1997) state, many look at their lives and calculate the time they have left.
They ask questions like "what do I want to do with the rest of my life?" "What is my
true work?" and "Have I accomplished what I set out to do?" Therefore, these questions
increase their interest in spirituality. Finally, the workplace is being seen more often as
a primary source of community for many people because of the decline of
neighborhoods, churches, civic groups, and extended families as principles for feeling
connected (Conger, 1994). For many the workplace provides the only consistent link to
other people and the human needs for connection and contribution.
Recently, managers have shown more interest in integrating spirituality and
management, and this integration offers them a source of enduring meaning in turbulent
times (McCormick, 1994). The interest is showed by an increase in the number of
sessions at the Academy of Management annual meetings that discuss spirituality and
religion, and new books and research articles. Cavanagh (1999) estimated that there
were seven sessions out of a total of 900, which explicitly discussed spirituality and/or
religion in relation to leadership and work in the 1998 Academy of Management
meetings in San Diego. This number may be a small percentage of the total, but the
issue here is the fact that the number of sessions on spirituality/religion has grown from
zero in the past five years.

Tischler (1999) adds that spiritual interest is not only

growing in the U.S., but also throughout the rest of the world.
People increasingly desire to experience spirituality in their work lives, not just in
their personal lives as before (Neck & Milliman, 1994).

The desire to experience

spirituality is an attempt to create a more creative feeling within corporate life. People
want to get out of the cycle of 'work and spend, work and spend some more', so they
are now seeking a way to be more themselves at work (Cacioppe, 1999). For this

12

change to occur, leaders or managers of organisations have an important role m
developing goals for activities that are in accord with everyone's objectives.
Konz and Ryan (1999, p. 200) claim that "in the past, leaders or managers were
seen as order givers whose role had no influence on the personal development of their
subordinates. Managers now are seen as guides who help create meaning and purpose
for their subordinates". The old view of workers and managers as driven by solely
economic motivations is slowing changing to a view that is more focused on inner
values and meaningful motivations (Bloch, 1999). Developing and helping create a
spiritual side in the members of an organisation offers a source of strength, and at the
same time can make the workplace a stronger and safer place to do business. Laabs
(1995) gives examples of activities developed by innovative companies to enhance their
employees spiritual development. These include offering sanctuaries of introspection
for employees, such as meditation rooms, and prayer rooms.
Konz and Ryan (1999) found that organisations that provide opportunities for
their employees' spiritual development tend to perform better than those that do not.
Neck and Milliman (1994) also report that spirituality positively affects organisational
performance. Other research similarly indicates increases in creativity, satisfaction, and
organisational commitment (Hicks, 2002; McCormick, 1994). There are several ways
that spirituality affects organisational performance, for example, it can lead an
organisation's members to experience consciousness at a deeper level, thus enhancing
intuitive abilities.

Spiritual-based values can enhance teamwork and employee

commitment to the company.

For instance, employees who deeply care about the

company's values are more likely to feel personally responsible for its success or
failure. Thus, by meeting personal needs, "a compelling spiritual vision can also create
a strong bond between the employees and the company, thereby enhancing employee
13

motivation and teamwork and commitment to the company's goals" (Neck & Milliman,
1994, p. 11). Spirituality encourages an organisation's members to experience a higher
sense of service and greater personal growth. In turn, the sense of growth can increase
employee energy and enthusiasm (Neck & Milliman, 1994).
There are many organisations that include spiritual development into their
missions and operating practices. Organisations now commonly have vision and value
statements that not only provide directions for business plans, but also aim to motivate
employees to a worthwhile purpose. There are many companies, for instance, Motorola,
3M Corporation, Proctor and Gamble, and W alMart that are now "helping employees to
examine their own personal visions and align them with the company's vision"
(Cacioppe, 1999, p. 31).

These companies emphasise teamwork, a common

organisational vision and values, and concern for human resources, which have
implications for spiritual development in the workplace. The focus on teamwork and
customer services has also become increasingly prevalent and desirable in the
workplace (Korac-Kakabadse et al., 2002).
Further, Cavanagh (1999) indicates that Boeing has enlisted poet David Whyte to
read poems and stories to executives in order to encourage their creativity, while Lotus
Development has a "soul committee", which tries to build a strong culture and to
encourage teamwork. AT&T also sends middle managers off for a three-days training
that is aimed at helping to understand themselves better. In addition, "companies like
DuPont and Apple Computer have tackled the subject of contribution by including a
new question in their search for vision, 'what is our higher purpose?"' (Channon, cited
in Cavanagh, 1999, P. 194).

Recently, Hewlett Packard set a policy of asking

employees to set leisure goals as well as productivity goals (Burack, 1999), while Ernst

14

& Young initiated an emphasis on "empathy and humanity" which was the effort to

increase work happiness, and decrease bum out (Bloch, 1999).
Southwest Airline is another example of a company applying spiritual values in its
working practices. Hick (2002) states that Southwest Airlines spiritual values include
four elements: a strong emphasis on community, so that employees feel they are part of
a cause, empowerment of all employees, and an emphasis on the dimensions of emotion
and humour at work.

All of these elements contribute to a corporate culture of

enthusiasm and commitment. Cacioppe (1999) also names the Body Shop and Harley
Davidson as companies that encourage meaningful work. These two companies have
successfully combined the profit motive with the values of social responsibility and
meaningful work, which is also sometimes called 'a shared vision' (shared by
management, staff and the community).
It can be said that a manager who takes spirituality seriously will be able to lead
more readily and articulate the company's vision. Torn Chappell, founder and CEO of
Tom's of Maine, is in this category, according to Burack (1999).

Even though

Chappell's soap and toothpaste firm grew from a small firm to a widely known one, he
found that he and his employees still lacked a sense of personal mission and common
purpose. Therefore, Chappell enrolled at Harvard Business School, and tried to study
ways to bring the soul back to his firm. In the end, he concluded that common values,
and a shared sense of purpose, can tum a company into a community where daily work
takes on a deeper meaning and satisfaction (Burack, 1999)

15

2.4

Limitations of Spirituality in the Workplace

Although spirituality offers many benefits in business, it poses concerns for some
negative elements that business people need to be aware of. The main disadvantage that
spirituality brings to organisation can occur when a particular religious tradition may be
espoused by a manager. Some managers are especially enthusiastic about their own
spiritual belief, and seem to want others to hold the same spiritual or religious belief.
As a result, there is a danger of coercion and favouritism for some people who hold a
similar belief. Cavanagh (1999, p. 192) reports that "if the situation is handled well,
common religious and spiritual beliefs in a firm can be fruitful, but if not handled well,
it can lead to divisiveness and even law suits". There is an example about the misused
of spiritual values at work, which is demonstrated by McCormick (1994), who says that
creating a community of like-minded spiritual colleagues at work can endanger an
employee's right to religious freedom. For instance, one chain of sports clubs only
hired managers who were born again Christians. The owner who created this policy
was convicted of violating the Minnesota Human Rights Act and eventually he sold the
business rather than obey the law.
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2.5

Business Profile - Thailand
Hofstede 's cultural dimensions
According to Dickson et al (2003), the most recognised (and criticised) culture

dimensions in leadership research are those proposed by Hofstede (1995). Hofstede
argues that national cultural differences are not chagning much at all, even though more
superficial work-related norms and values might be as a result, he feels that national
culture will continue to have a strong influence on the effectiveness of various business
practices. In this study, the Hofstede's framework will be used because of both its
conceptual and its broad visibility in the literature. Hofstede's definition of cultural
dimensions is included in Appendix A.
The Thai business environment is, according to Hofstede, characterised in the
following way: high power distance, collectivism, strong uncertainty avoidance, and
feminine characteristic. Interestingly, Thailand differs from New Zealand in all four of
these cultural dimensions.
Hofstede found that Thailand has high a power distance between semor
management and lower level employees. Thai people expect to be unequal in terms of
status, and power. The typical organisation tends to have a rigid and formal relationship
between managers and subordinates. It has a mechanistic structure with a high degree
of centralisation.

Thailand scored high on collectivism, which means that the ties

between individuals are very tight. People are born into collectivities or in groups,
which may be their extended family.

Therefore, businesses in Thailand tend to do

works in teams or groups. Strong uncertainty avoidance means that Thai people have a
high level of anxiety, which can show in terms of greater nervousness, emotionality,
and aggression. Organisations in Thailand try to create security and avoid risk.
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Hofstede also claimed that Thailand has a predominantly feminine characteristic
rather than masculinity. The dominant values are those more traditionally associated
with the feminine role, which are not showing off, putting relationships with people
before money, helping others, and caring about the quality of life.

Buddhist practices

Buddhism is the main religion in Thailand. It is estimated that about 95 percent of
the total population is Buddhist. Buddhism thrives very well in Thailand. It has made a
competent transition from rice fields to organisations.

There are Buddha images,

decorated with beautiful flowers everywhere. Most employees pray at company spirit
houses, wear a necklace of Buddha's image, and make pilgrimages to favourite temples
(Leppert, 1996).
There are a quarter of a million monks in twenty thousand temples (Leppert,
1996). All young Thai men are encouraged to become monks for part of their lives.
Most become monks during the 'rainy season' for a few months. Therefore, businesses
in Thailand usually allow young male employees three or four months off for this
purpose.
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2.6

Business Profile - New Zealand
H ofstede 's cultural dimensions

According to cultural dimensions identified by Hofstede (1995) New Zealand is
characterised as having small power distance, high individualism, weak uncertainty
avoidance, and being masculine. A relatively low power distance between managers
and employees means that New Zealand organisations are structured with an informal
management style, with democratic leadership and a low degree of centralisation of
authority. People tend to have a high level of equality in society, and less hierarchy. A
high score on individualism means that everybody seems to confine their concerns to
looking after their own (Jackson & Parry, 2001). Employees would like to work as
individuals, rather than in groups.

Weak uncertainty avoidance means that New

Zealand businesses tends to accept uncertainty without becoming upset by it. They will
accept each day as it comes. They are likely to be risk-takers.
These dimensions suggest that in New Zealand culture, superior-subordinate
relations are generally close and informal in nature, bosses are approachable and do not
dominate their employees.

Because of a close and informal relationship between

employers and subordinates, they may talk about many things in life, including
spirituality, during or after work. Therefore, this can provide space to allow spirituality
to enter New Zealand workplaces, and spirituality can create an impact on their
interaction at work.
New Zealand managers tended to score high on masculinity, which can be defined
as a preference for achievement, heroism, assertiveness and material success. This has
implications for this topic of leadership and spirituality because the perceived impact of
spiritual values in work interactions can be different according to different kinds of
leadership behaviour and management style. For example, spirituality may not be
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viewed as playing a large role in an assertive and ambitious culture like that of New
Zealand. On the other hand, spirituality may be vital in a culture which highly values
cooperation and working relationships.
These four dimensions suggest that New Zealand culture has a totally different
style of management practices from Thai culture.

Therefore, perceptions of how

spirituality affects their interaction at work tend to differ between the two cultures
according to these differences in management practices. An autocratic leadership style
in Thailand, for instance, may or may not allow subordinates to bring their spiritual
values to work, and it is difficult for subordinates to negotiate about it. Moreover, with
a high focus on working relationships for Thais, rather than individual assertiveness and
material success as in New Zealanders, the two cultures may have different perceptions
about spirituality at work.
New Zealand culture and religion

New Zealand society is shaped by mainly Anglican Christianity (28 percent), and
Catholic (23 percent), and the church plays an important role in New Zealand business
as well (Statistics New Zealand, 2002). There have been strong currents of Christian
thought in business, often advocating a practical spirituality. Trust in God is highly
valued in New Zealand society.

However, such trust is not necessary in life and

business, but it can create benefits in achievement for Christian business people (Hunter
& Lineham, 1999).

A Christian business leader may also be a leader in society. In the past, some
were thought to be good examples in family, marriage, morality, and organisations
(Hunter & Lineham, 1999). Christians traditionally view Sunday as the day of rest. It
therefore may not be appropriate to talk about business on a Sunday. In Christian
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thought, Sunday should be a day of rest and worship, and if leaders worship, then it will
encourage the workforce to do the same and enjoy the day.
Nonetheless, this view may conflict with leaders who are hard workers, and want
to keep their business running all seven days of the week. These leaders have high
expectations of their employees, and want to get the most out of their employees for the
wages. There is a quotation by Robert Laidlaw (cited in Hunter & Lineham, 1999, p.
127) who recognised the value of labour saying "An executive who treats his men as he
does his machines, on a mechanical instead of a psychological and spiritual basis can
never be a really great manager". Employees need to be well treated, be taken care of,
be rewarded, or need sometimes off for rest. Managers have to understand the value of
labour they have in the workplace.
However, this view may conflict with the competitive environment of the business
world. Shops and businesses seem to have longer working hours than in the past to
keep pace with customers' convenience and flexibility. Long business hours can be a
factor to attract more customers because they offer flexible times for customers.
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2.7

Conclusions

The increased interest on spirituality in the workplace has become a pnmary
concern among managers and organisations as a whole.

Today, the business

environment and technology are changing rapidly, so leaders and managers need to
consider more than the bottom line of business practices in order to lead and make their
businesses sustainable and successful. Managers have other roles to do apart from
concentrating on pursuing organisation's goals and maximising profits. They also have
to understand the correlation between the financial success and fundamental respect for
the human spirit of staff (Holdsworth, 2000). More managers have applied spiritual
beliefs in their work life, and also encourage their subordinates to bring spiritual values
to the workplace.
Based on the conceptualisation of spirituality at work the researcher developed an
instrument that would be enabled to observe and measure the comparative study. The
instrument was created based on a review of the literature that led to the development of
several dimensions of spirituality which could be broadly interpreted as contributing to
inner life, meaningful work, and community.
In order to meet the purpose of this study, the researcher needs to obtain some
personal opinions, feeling, and perceptions from managers in both Thailand and New
Zealand. The electronic questionnaire method will be used in this research as part of the
data collection process. This questionnaire approach is a common methodology for
gathering data such as perceptions, feelings, and opinions in this area.
Finally, this literature review influences the methodology employed m many
ways. Firstly, it provides a framework for the whole study. Secondly, it gives both an
overview and an in-depth knowledge about the topic as a whole. Thirdly, it offers some
trends and predictions about the issues, which potentially indicates results of the current
22
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questionnaires. Lastly, the literature review explains the differences of spiritual values
between the two cultures. Altogether, this helped the researcher to develop and design
the questionnaire.
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III. RESEARCH METHODOLOGY

3.1

Research Overview
The aim of this project is to explore the responses of Thai and New Zealand

managers' perceptions and impacts of spiritual values in their workplaces. As noted in
the literature review, previous research used questionnaires and interviews to gather
data, and it seems to be a useful and appropriate approach to obtain ideas and opinions
from participants.

A self-administered electronic questionnaire was chosen for this

study over several other tools (e.g. face to face interview, telephone surveys), due to its
superior ability to collect information from a sample over a very large geographic
region at a relatively low cost (Cooper & Emory, 1995). Furthermore, other advantages
of email questionnaires are that respondents can take more time to respond at their
convenience, anonymity is high, it can circulate globally, is easy to administer, and has
fast delivery (Sekaran, 2003). Electronic questionnaires are especially appropriate to
this research as the researcher is based in Thailand, and has to get information from half
of managers in New Zealand

3.2

Questionnaire Areas and Population Sample
The questionnaires were given only to Thai and New Zealand managers who are

currently working in Thailand and New Zealand, due to the central focus for this study.
The levels of managerial positions required for this study vary from middle to top
managers. The age range of required participants is thirty years of age and over.
Twenty participants were sought from each country. This is a preliminary study that
aims to identify the basic differences of cultural management practices in two countries,
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so twenty participants from each country is adequate to gain an initial impression of the
differences that might emerge between the two countries.
The participants in Thailand were recruited through convenience sampling
techniques (Zikmund, 1997). Many of the participants recruited work in a multinational
petrochemical corporation. For the New Zealand sample, the convenience sampling
technique was also applied, and the researcher obtained most of the participations
through the researcher's connection at work. Similar to Thailand group, most of the
participants recruited work in the same multinational petrochemical corporation
Before administering the questionnaire, the researcher contacted some potential
participants in advance by email, in both New Zealand and in Thailand, to introduce
herself and the nature of the project (see Appendix B). If they agreed to participate in
the study, they were given a covering letter, an information sheet introducing the
researcher and explaining the purpose of the questionnaire and a questionnaire in the
email attachment (see Appendix C, D, and E).

3.3

Research Instrument

The questionnaire was in the form of open questions, and closed questions using
the 5-point Likert scale (Strongly agree, Agree, Neutral, Disagree, and Strongly
disagree). According to Zikmund (1997, p. 357), the Likert Scale is "a measure of
attitudes ranging from very positive to very negative designed to allow respondents to
indicate how strongly they agree or disagree with constructed statements". The reason
for choosing a 5-point scale was to keep the analysis simple. The researcher offered
"Neutral" feeling in the scale to participants, so that they can state that when they have
no opinion, or are uncertain (Hussey & Hussey, 1997).
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Thai version of the questionnaire was produced for the Thai participants (see
Appendix E). This was important as, although English is widely known among Thai
business people, they may not be familiar with some particular terms used in the
questionnaire. However, both versions of Thai and English were distributed to each
participant, so that they could decide which language suited them better, or which
language they felt more comfortable to answer.
Translation of the English questionnaire was carried out by the researcher who is
a Thai national, fluent in both Thai and English. It was expected that participants would
take around ten minutes to complete the questionnaire. The questionnaire was designed
to be short and simple, so that participants could complete it easily, and because the
researcher recognised the limited time available and time-constraints of the participants'
busy business activities in everyday operations.

3.4

Design of Questionnaire Survey
The questionnaire contained both open and closed questions (see Appendix E).

These two types of questions allow the researcher to get both specific and general
comments from participants. There are seven sections in the questionnaire, and some
contain sub-questions:

Section 1: The definitions of spirituality
There is only one question under this section, and it asks the participants to give the
three most suitable choices of spirituality's definitions from the list of seven statements,
according to their perceptions.
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Section 2: The opinions about spirituality in the workplace.
There are fourteen statements under section 2, and they are all in the form of the 5-point
Likert scale: strongly agree, agree, neutral, disagree, and strongly disagree.

The

statements focus on the values of work, the relationship with subordinates, the firm's
performance and vision, the quality of work life, and the limitations of bringing
spirituality into the workplace.

Section 3: The advantages of bringing spiritual values to the workplace.
This is an open question. It asks participants to give opinions about the positive effects
of linking spiritual values to the workplace.

Section 4: The disadvantages of bringing spiritual values to the workplace.
This is also an open question. It asks participants to comment on any possible negative
impacts of allowing spirituality into the workplace.

Section 5: The degree of relevance of the relationship between spirituality and the
workplace.
This question asks the participants to plot one specific position in the line of two
extremes: 'spirituality and work should be intertwined' is on the left end, whereas
'spirituality and work should be separated' is on the right end.

Section 6: Additional comments.
This is another open question, which asks the participants to comment about anything
they have in mind regarding this topic of research.
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Section 7: Demographic information.
Participants are asked to tick each question about their demographic background. There
are eight questions, asking about age, highest level of education, gender, number of
years in the workforce, numbers of years in the management position, and the country
they spent most of their working life.

3.5

Pilot Test
Before administering the questionnaire, the researcher conducted a pre-test and

pilot test with employees in Bangkok Global Human Resources Center, ExxonMobil
Limited. This process was to detect flaws, or any other elements of constructing the
questionnaire, such as double-barreled questions, leading questions, wordings, and
sequencing of questions (refer to Zikmund, 1997). Refinements did follow as some
questions were detected to be ambiguous, and others needed modifications to level
appropriateness of words used. Therefore, the questionnaire was changed to meet the
required standard and to be easily understood by participants.
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3.6

Data Analysis
Both qualitative and quantitative methods were used to analyse the data. The

study applies the technique of content and theme analysis of qualitative data (Bouma,
2000), and a basic summary statistics.
Two potential issues are worth noting in the data analysis. First, some of the
participants were perceived to have a relationship with the researcher.

This is

unavoidable due to the nature of the sampling method. Nevertheless, the researcher
clearly stated that non-participation would in no way affect their treatment, relationship,
and employment, and those participants were not in a dependent relationship with the
researcher. Neither the names of participants nor the results were shared with anyone
than the researcher.
Second, the group of managers selected in both countries work with ExxonMobil
or Affiliate. It is worth noting that ExxonMobil is renowned for its own strong corporate
culture and employee selection procedures, making it possible that the perceived
managers' attitudes were different in important respects from the values of the cultures
from which those managers came.
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IV. RESULTS AND DISCUSSION (THAILAND)

This section is the first of three sections comprising the discussion and analysis.
Firstly, Section IV discusses the findings of the Thai managers' responses to both
closed and open questions.

Section V explores the responses of New Zealand's

managers. Finally, Section IV compares the results between Thai and New Zealand's
responses. It explores the differences and similarities in spiritual values, perceptions,
and beliefs between the two cultures.
participants are both twenty.

The numbers of Thai and New Zealand

By the end of these sections, the reader should have a

better idea of the spiritual perceptions and feelings of Thai and New Zealand
participants.

4.1

Integration between Spirituality and Work (Thailand)

...-2

Work and spirituality
should be intertwined

~

10

4

2
Neutral

2

(no. of responses)
Work and spirituality
should be separated

Figure 4.1: Integration between Spirituality and Work (Thailand)

The discussion starts with the question that gauges the perceptions of managers as
to the appropriateness of integration between spirituality and work (refer to question 5
in the questionnaire). This is a continuum without any numbers (see Figure 4.1). From
the line of position above, it can be clearly seen that Thai managers have called for the
combination of spirituality and work with most tending toward the belief that work and
spirituality should be intertwined. Two respondents even plotted into the highest end of
the "work and spirit should come together", while generally others plotted in the next
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positions. However, there were two negative responses that called for the separation
between work and spirituality. The plotted positions were close to the mid-point, but
did indicate some reservations. From these positions, it can be suggested that the
majority of Thai participants prefer to have spirituality intertwined with their work.
This further means that Thai managers in the survey view spirituality as a necessary
factor in management practices, and are willing to integrate their spiritual values with
work interactions.
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4.2

Responses from Closed-ended Questions

Ideas about characteristics of spirituality
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Figure 4.2: The Ideas of Spirituality (Thailand)

Table 4.1: The Ideas of Spirituality (Thailand)

Ideas of Spirituality Selected by Managers

Score/60

The part of us searching for meanings, values, and life purpose

14/60

A personal belief system

14/60

An emotional level, a feeling

12/60

An inner conviction of a higher, more intelligent force

11/60

What human rely on for comfort, strength, happiness

6160

The essence of self that separates humans from creatures

2160

A personal relationship with God

1/60
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In this question (refer to question 1 in the questionnaire), participants were asked
to choose any three statements, out of a total of seven, that most represent their ideas of
spirituality in general. The total score will be out of sixty (twenty respondents times
three statements each). There are two statements that were most cited by participants,
both had fourteen responses out of sixty (14/30), which spirituality was represented as
"a personal belief system", and "the part of us searching for meaning, values, and life
purposes" (see Figure 4.2 and Table 4.1). This reflects the notion that Thai people
generally have a strong personal belief system (Leppert, 1996). Many Thais are viewed
as superstitious, and all have a strong belief in their religion, which is Buddhism.
Furthermore, from their responses, it can be said that many Thai managers in the survey
view spirituality as something inner-self that can be used to search for meaning, values,
and life purposes.
The statement "an emotional level, a feeling" was cited the third most frequently,
which was scored by twelve respondents, and eleven respondents cited "an inner
conviction of a higher, more intelligent, force".

However, the least score was "a

personal relationship with God", which scored only once. This is not a surprising result
because most Thai are not Christian, and thus do not believe in God.
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On Question 4.2.1 to 4.2.14, participants responded on a five-point Likert Scale.
Respondents were asked to give their opinions as either "strongly agree"; "agree";
"neutral"; "disagree"; and "strongly disagree", according to the associated statements.

Question 4.2.1: The values of work
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Figure 4.3: The value of work (Thailand)

For the first statement "my work has special value, and meaning (I do not just
'tum up to work')", all of the participants either agreed or strongly agreed. There were
ten participants (10) who agreed, and another ten (10) who strongly agree (see Figure
4.3). This figure shows that generally Thai respondents view their work as a source of
meaning, and have some kind of values. This is an interesting figure which shows that
most Thai managers in the survey have positive attitudes towards their jobs.
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Question 4.2.2: The meanings of job and position
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Figure 4.4: The meanings of job and position (Thailand)

In this statement, "having a job means more to me than climbing up the ladder of
success", respondents marked all of the opinions ranging from strongly agree to
strongly disagree. Four respondents (4) strongly agreed, nine (9) agreed, two (2) was
neutral, while three (3) disagreed, and two (2) strongly disagreed (see Figure 4.4).
This finding implies that more than half of the respondents viewed their job as not
only focusing on making their way through top positions. These respondents perceived
that a higher position is not the only thing or the aim they work for, and it is not the type
of success they want. Williams and Pozzi (1999) make a claim that these days people
want a type of success that is more meaningful, and is good for their spirits and souls.
However, other variables may influence these answers, such as the work position
that these respondents are currently holding.

Current work position can affect

perceptions on the need to climb up the ladder of success.

For instance, if the

respondent is already placed in the top position, such as a CEO or an MD of a company,
35

he or she may not want to climb up to a higher position. On the other hand, middle
managers, for example, may have an aim to get into higher positions to gain power and
status.

Question 4.2.3: The importance of money
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Figure 4.5: The importance of money (Thailand)

According to the statement "people come to work purely to make money", eight
respondents (8) disagreed, three (3) were neutral, eight (8) agreed, and one (1) strongly
agreed (see Figure 4.5). Therefore, this generates roughly equal representation of agree
and disagree (eight each). This is inconsistent with the overseas research conducted by
Fairholm (1996), who confirms in his studies that mature leaders and other workers in
organisations are seeking more than merely economic rewards on the job. He further
explains that many workers are redefining work to include satisfaction of their inner
needs for spiritual identity and satisfaction.
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However, these responses might depend on how well-paid each participant was.
Some participants who are not satisfied with their income may only aim for economic
rewards, whereas others, who are already happy with their pay, may want professional
growth and self-development instead. According to the researcher's experience and
background, money plays a significant role in Thai society, and can lead to the
determination of social status. The more money individuals have, the more power and
the more social status they possess.
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Question 4.2.4: Job and deeper meanings
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Figure 4.6: Job and deeper meanings (Thailand)
This statement asked respondents to rate their opinions on the statement "people
look to work to provide their life with deeper meanings". The majority of respondents
were grouped in 'agree' which scored seven (7), and neutral feeling which scored
eleven (11), while two (2) respondents disagreed (see Figure 4.6). This response shows
that some Thai managers in the sample highly value their work as spiritually important
to their life, and believe that work can provide them with deeper meanings.
Although many respondents agree to some extent that people come to work purely
to make money, when asked whether their work provides their life with deeper
meanings, many of them agreed. This might reflect that Thai participants saw both
elements - money and the deeper meaning as a result of their work life - as equally
important.
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Question 4.2.5: Spiritual values and work decisions
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Figure 4.7: Spiritual values and work decisions (Thailand)

Most participants positively scored the statement "my personal spiritual values
influence my work decisions".

Four participants (4) strongly agreed, fourteen (14)

agreed, whereas only two (2) strongly disagreed with the statement (see Figure 4.7).
This shows that spiritual values influence the process of decision-making among Thai
participants. Research shows that some positive characteristics of spiritual values that
the person brings to decision-making are creativity, patience, vision setting, and
commitment (Burack, 1999; Konz and Ryan, 1999). Nevertheless, two participants
strongly disagreed with this statement. This might be because those individuals did not
have a strong spiritual belief towards the process of decision-making, or they believed
that spirituality is a private thing, not for work.
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Question 4.2.6: Spirituality and employees
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Figure 4.8: Spirituality and employees (Thailand)

This question asks about spirituality and other workers, which is "managers need
to draw on the spirituality of people around them at work".

Interestingly, Thai

respondents have positive thoughts on this issue. Six respondents (6) strongly agreed,
nine (9) agreed, and five (5) were neutral (see Figure 4.8). Nobody disagreed with the
statement.
The spiritual interactions, between managers and subordinates, depend on an
organisational culture.

In management, managers traditionally are presented as

behaving rationally and carrying out functions such as planning, organising, leading,
and controlling. Apart from this, being a spiritual guide in the company is a
responsibility that some managers are unprepared for.

Therefore, how managers

manage might depend on the environment or the culture of each organisation; whether it
fosters spiritual activities, and sharing spiritual experiences, as well as the diversity of
spiritual traditions individuals bring to the company (McCormick, 1994). This element
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of drawing on other people's spirituality, according to the finding, might be something
that Thai participants feel strongly about, because it shows a strong positive result.

Question 4.2.7: Spirituality and the firm's vision
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Figure 4.9: Spirituality and the firm's vision (Thailand)

"Spirituality enables managers to articulate the firm's vision" was the statement
included in the questionnaire to rate each respondent. Again, the finding shows another
positive result: two (2) strongly agreed, thirteen (13) agreed, and the other five (5) were
neutral (see Figure 4.9). The Thai responses support the claim made by Cavanagh
(1999), who notes that an executive who takes spirit seriously will be able to more
readily lead and articulate vision for the firm. The majority of the Thai managers in this
research relies on spirituality, and use their spiritual values to help them articulate the
firm's vision. This also brings enthusiasm and innovation to the work environment in a
company.
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Question 4.2.8: The relationship between spirituality and leadership quality
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Figure 4.10: The relationship between spirituality and leadership quality (Thailand)

This question addresses the statement "spirituality enhances the manager's
leadership quality", and it also received positive responses from Thai managers. Two
respondents (2) strongly agreed, sixteen (16) agreed, while two (2) disagreed. This
result supports work by Hicks (2002), and Fairholm (1998) who make a call for
integration of the whole self (spiritual values) within the leadership process.

In

particular, Fairholm (1998) further asserts that leading without drawing upon the
spirituality of employers and workers is to overlook the "essence of who we are". Thai
respondents view spirituality as an essential part of the leading process, and also view it
as a tool or a strategy to enhance their leadership quality.
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Question 4.2.9: Managers and spiritual guidance
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Figure 4.11: Managers and spiritual guidance (Thailand)

This statement relates to the perception of spiritual guidance on managers'
behaviour. It asked respondents to rate on "managers should be able to give their
subordinates spiritual guidance". One respondent (1) strongly agreed, six (6) agreed,
eleven (11) were neutral, while two (2) disagreed (see Figure 4.11). An interesting
point is raised here, which is that more than half of the respondents were neutral
towards the statement, although a few people agreed. Spiritual values are rooted in each
individual, and are related to beliefs and the inner-strength and wisdom of a person.
Therefore, it is hard for managers to extract their subordinates' spiritual values, and be
their guide. Nonetheless, there is a new trend of this movement, according to Konz and
Ryan (1999). These researchers indicate that managers, at one time, were seen as order
givers whose role had no influence on their subordinates' personal development, but
now managers are seen as guides who help create meanings and purpose for their
subordinates.
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Question 4.2.10: Spiritual values can improve the quality of work life
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Figure 4.12: Spiritual values can improve the quality of work life (Thailand)

With the relationship between spirituality and the quality of work life, the finding
came up with positive attitudes among Thai respondents. Two persons (2) strongly
agreed, twelve (12) agreed, three (3) were neutral, and three (3) disagreed (see Figure
4.12). More than half of the respondents agreed that spiritual values could help improve
the quality of work life.

Some of the 'work life' can be defined as commitment,

relationship, and work environment. Allowing workers to bring their spirituality into
the workplace will enhance and improve those work's characteristics, as Mi troff and
Denton (1999) note that spirituality is the ultimate source and provider of meanings and
purpose.

It helps the work environment to be a friendlier, and a nicer place for

employees to work.
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Question 4.2.11: Spirituality as a source of courage
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Figure 4.13: Spirituality as a source of courage (Thailand)

This question asks respondents to rate their feeling on the statement "spirituality
can be a source of courage when facing daunting challenges". Again, the figures show
that Thai respondents are positive with this statement, with four people (4) strongly
agreed, thirteen (13) agreed, and three (3) were neutral (see Figure 4.13). This implies
that Thai managers in the study use their spiritual values as an inner self-support when
facing any difficulties and unexpected challenges. The fact that no one disagreed is a
strong reflection of a Buddhist society. According to Leppert (1996), in general Thai
employees pray at the company's spirit house, which has a Buddha image inside and
decorated with flowers. Employees and managers also wear a necklace of favourite
monks. These practices are the spiritual sources of courage, which they believe that it
can provide inner-support and help overcome work and personal obstacles.

One

respondent wrote in the open question: "it is a source of courage when facing
difficulties".
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Question 4.2.12: Spiritual development links to organisational performance
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Figure 4.14: Spiritual development links to organisational perlormance (Thailand)

This statement was "organisational perlormance should be linked to providing
employees with opportunities for spiritual development". Generally, Thai respondents
rated this statement positively. Two persons (2) strongly agreed, half of the respondents
(11) agreed, seven (7) were neutral, and without any disagreement (see Figure 4.14).
One explanation for this finding is that the Thai participants felt strongly that spiritual
development of employees can affect the level of organisational perlormance as a
whole. One respondent further pointed out that "if spiritual development is used and
applied correctly to staff, then the company will be likely to become successful". This
is supported by overseas research by Fornaciari and Dean (2001) who suggest that
organisations that emphasise whole-person thinking in their activities perlorm better
than those that do not.
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Question 4.2.13: Spirituality can lead to favouritism
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Figure 4.15: Spirituality can lead to favouritism (Thailand)

This statement was "spirituality in the workplace is sometimes linked to
favouritism". It relates to a drawback of applying spirituality in an organisation. Eight
people (8) agreed, six (6) were neutral, while the remainder of six (6) disagreed (see
Figure 4.15). Overall, only a slightly higher number of respondents agreed. This can
occur when a particular kind of religious tradition is espoused by a manager. Hence,
some managers are only enthusiastic about their own religious or spiritual beliefs, and
they seem to demand that others embrace the same faith. As a result, it can lead to
unfair practices and favouritism. This result may depend on the personal experience of
the respondents.

Those who have faced this problem are likely to agree with the

statement, whereas those who have never experienced this problem will not be able to
identify with the situation, and thus are likely to disagree.
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Question 4.2.14: Spiritual values lead to other work problems
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Figure 4.16: Spiritual values lead to other work problems (Thailand)

This statement asked respondents to rate on "spiritual values and practices can
lead to problems at work and conflict between employees". It deals with other work
related issues and conflict between employees regarding the use of spirituality. One
respondent (1) strongly agreed, six (6) agreed, while nine (9) were neutral, and four (4)
disagreed (see Figure 4.16). This suggests that Thai respondents generally are aware of
the dark side of spirituality in the workplace.

This may be because these spiritual

problems sometimes happen in the Thai workplace. Apart from favouritism as negative
effects, spirituality can also lead to coercion, divisiveness and even law-suits if not
handled well (Cavanagh, 1999).
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4.3

Responses from Open-ended Questions
This section examines responses from three open questions from Thai

participants. These relate to what they perceive as advantages, disadvantages of linking
spirituality to the workplace, and to any additional comments respondents have on the
topic.

Let us first discuss about the various answers regarding the advantages of

spirituality at work.

4.3.1 Benefits of spiritual values

There are varieties of responses about the benefits of spirituality. The most cited
factors by Thai respondents are the creation of teamwork or team spirit, which was
mentioned by half respondents. One respondent commented "it can create teamwork
and unity", and another said "creates team spirit of staff, and thus leads to working
harmony and the accomplishment of the job". They believed that bringing spiritual
values into the workplace would result in building good group norms, and thus would
have more team benefits. This finding reflects on the cultural dimensions discussed by
Hofstede (1995), who indicates that Thailand is a collectivist society. This could be the
reason why Thai managers highly emphasise the use of teamwork.
Other related effects of spirituality, according to the Thai responses, are improved
quality of work, a source of courage, an increase in harmony, better decision-making,
the ability to guide subordinates, and it can be the source of success for a company.
These responses are consistent, and can be found by most of the readings in the area
(Cacioppe, 1999; Cavanagh, 1999; Fairholm, 1998; Hicks, 2002). However, there are
other factors, cited by Thai managers that can be considered 'new' to the topic of
spirituality at work. These positive effects of spirituality are empowerment of leaders,
and respect building.

One respondent wrote "spirituality is sometimes used for
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controlling and guiding the subordinates, then it will empower the leaders, and build the
respect towards employees".

4.3.2 Limitations ofspiritual values
The most common limitations suggested by Thai managers are favouritism and
conflicts, which were identified by three respondents. This was because employees
came from various backgrounds and had different experiences and attitudes towards
spirituality. Therefore, with these in mind, sometimes spirituality can create conflicts
and favouritism, because every individual has his/her own unique spiritual values and is
likely to be attracted to others who share his/her beliefs. However, there are other
limitations identified from the responses. One person said "if it was associated too
much with religion, it might create conflicts in the firm". This is supported by Mitroff
and Denton (1999) who point out that religious talk and practices are not acceptable in
organisations, while spiritual practices are encouraged. Another respondent commented
that the misused of spirituality could cause confusion and lead to poor performance of
the company. Another one talked about fanaticism of individuals, which seems to be a
very aggressive word to apply here, but it may be based on experience. Any extreme
behaviour or beliefs in the workplace is likely to cause problems for the manager.
Interestingly, one respondent mentioned 'needs' and their relationship with
spirituality.

This is in accord with the work conducted by Tischler (1999) who

discusses the linkages between spirituality and Maslow's hierarchy of needs.
According to this respondent:

Spiritual values are difficult to measure, and are not stable. They have a
close relationship with individual needs. People can change his/her own
needs from time to time. Thus, they may perceive values differently even
within him/herself.
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This relates to Maslow's view that people change their needs from time to time,
from survival needs, to security needs, to social needs, or to self-actualisation needs.
The Thai manager observed that spirituality is not stable, and thus always changes, so
that it has an influence on changing a person's needs.

4.3.3 Additional comments

This opportunity to comment offers respondents the chance to give additional
information regarding spirituality and work. However, there were only two responses
from this question. This might be because of the time-constraints, and respondents
being busy with their everyday work. The first respondent emphasised the combination
of spirituality and work, while suggesting that it had to be applied correctly. He/she
stated:
Spirituality and work should be intertwined, so that it can establish and
enhance good relationships between managers and employees. However, if
it is being used too much, then it can lead to some work conflicts.

Another respondent expressed the idea that spiritual values are such "intangible
things and people normally define this concept differently. Spirituality is so dynamic,
even in oneself it can be changed all the time". This expression is in a similar view to
Gibbons (1999) who notes that spirituality means different thing to different people.
Therefore, it needs effort to manage every worker's spirituality effectively in an
organisation.

Those efforts can be activities, such as informal gatherings between

employees, planning for a field trip to a church or temple, and meditation m the
workplace.
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V. RESULTS AND DISCUSSION (NEW ZEALAND)

At this section, we tum the discussion around to responses from New Zealand
managers. The structure of the questionnaire is the same as that from Thailand.

5.1

Integration between Spirituality and Work (New Zealand)

__..

~

2
Work and spirituality
should be intertwined

6

4

2

4

Neutral

2

(no. of responses)
Work and spirituality
should be separated

Figure 5.1: Integration between Spirituality and Work (New Zealand)

The responses from New Zealand managers are spread fairly evenly throughout
the line (refer to question 5 in the questionnaire). However, the tendency is slightly
toward "work and spirituality should be intertwined".

Twelve responses called for

integration, two were neutral, while six gave their preference for a separation between
work and spirituality (See Figure 5.1). This shows that more than half of the New
Zealand participants agreed that work and spirituality should be, at least to some degree,
intertwined, with two respondents indicating strongly that work and spirituality should
be intertwined.

One respondent commented, "I can not see how one could not be

'spiritually' based at work, as if it is a 'thing' you could leave at home. It must be better
for a workplace if a person is able to apply themselves to their work holistically".
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Figure 5.2: The ideas of spirituality (New Zealand)

Table 5.1: The Ideas of Spirituality (New Zealand)

Ideas of Spirituality Selected by Managers

Score/60

A personal belief system

19/60

The part of us searching for meanings, values, and life purpose

16/60

What human rely on for comfort, strength, happiness

10/60

An emotional level, a feeling

6160

An inner conviction of a higher, more intelligent force

5160

The essence of self that separates humans from creatures

3/60

A personal relationship with God

1/60
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In this first question, New Zealand participants were asked to choose any three
statements that they view spirituality to be. The total score is out of sixty (twenty
respondents times three statements each). The most popular statement is "a personal
belief system", which was scored by nineteen out of sixty (19/60). This means that
nineteen out of twenty participants (19/20) chose this statement as one of their three
ideas of spirituality (see Figure 5.2 and Table 5.1). The second most cited was "the part
of us searching for meanings, values, and life purpose", which was chosen by sixteen
out of twenty participants (16/20). Finally, the third most cited was "What human rely
on for comfort, strength, happiness", which was chosen by ten out of twenty
participants (10/20). This suggests that the majority of New Zealand participants have a
strong personal belief system, and view their spiritual values as part of their belief
system, associated with inner meanings, and values that eventually bring about comfort,
strength and happiness.

However, only one participant cited among the top three

characteristics that his/her spirituality is related to a relationship with God. Since many
New Zealanders claim that they are Christians, and thus have a faith in God, this result
was surprising.
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Question 5.2.1: The values of work

16

12

"'
"'c
1'"'!
CD

10

0

Q.

'l5
....

8

CD

.0

E

:J

z

4

0
Strongly
Agree

Agree

Neutral

Disagree

Strongly
Disagree

Opinions

Figure 5.3: The value of work (New Zealand)

New Zealand participants, like the Thais, were asked to rate their opinions on the
five-point Likert Scale. In the first one: "my work has special value, and meaning (I do
not just 'tum up to work')", the majority of participants strongly agreed (10/20) and
agreed (9/20), whereas one respondent expressed a neutral feeling, and no one disagreed
(see Figure 5.3). The fact that no one disagreed is a strong indication that the New
Zealand managers in the survey view their work as a source of values and meaning, and
have positive attitudes towards their job.
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Question 5.2.2: The meanings of job and position
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Figure 5.4: The meanings of job and position (New Zealand)

The statement "having a job means more to me than climbing up the ladder of
success" produced a variety of responses: two (2) strongly agreed, eleven (11) agreed,
five (5) were neutral, and two (2) disagreed (see Figure 5.4). The result showed that
about half of the New Zealand managers in the study had a feeling that the ultimate aim
of going to work does not mean getting higher positions. These managers might be
focused on developing their work skills, inter-relationships, and professional growth.
However, this view was in partial conflict to one of the Hofstede's cultural dimensions.
According to Hofstede, New Zealand business practices tend to have masculine
characteristics, rather than feminine ones.

Masculine society values assertiveness,

competitiveness, and materialism. Therefore it would have expected that more managers
would agree with the statement.
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Question 5.2.3: The importance of money on job
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Figure 5.5: The importance of money (New Zealand)

The statement "people come to work purely to make money" rated many different
responses. Ten (10) participants strongly disagreed, three (3) disagreed, four (4) were
neutral, while two (2) agreed (see Figure 5.5). However, one participant did not answer
this question. This characteristic of work values suggests that New Zealand managers
in the survey do not perceive money as their primary motivation from work. One
participant wrote in the open-ended question: "spirituality allows people to aim for their
highest potential, to increase honest communication, and to put emphasis on importance
of higher values". This finding affirms Konz and Ryan's (1999, p. 201) view that for
many "a career becomes a path to personal enlightenment leading through the mastery
of material skills and spiritual growth and self-knowledge". The finding is contradicted
with Webster's (1989) work on religious values in New Zealand society. In Webster's
study, it suggested that 79 percent of people in his survey view "good pay" as
important.
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Question 5.2.4: Job and deeper meanings
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Figure 5.6: Job and deeper meanings (New Zealand)

The statement "people look to work to provide their life with deeper meanings"
was generally rated positively by New Zealand managers in the survey. Fourteen (14)
participants agreed, three (3) were neutral, and three (3) disagreed (see Figure 5.6).
This shows that the majority of New Zealand participants see their work as having some
kind of value and meanings to them beyond merely job-related aspects. Nonetheless,
the three participants who disagreed might have low satisfaction in their current job.
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Question 5.2.5: Spiritual values and work decisions
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Figure 5.7: Spiritual values and work decisions (New Zealand)

This question asks respondents to rate their opinions on "my personal spiritual
values influence my work decisions".

This shows another positive result of New

Zealand samples towards their spirituality at work. Eight (8) participants rated 'strongly
agree' and eight (8) rated 'agree', where two (2) disagreed, and two (2) strongly
disagreed (see Figure 5.7). Nobody rated 'neutral'. This result shows that spiritual
values have influences and effects on many of the New Zealand's participants in
decision-making. However, for those who disagreed and strongly disagreed, spiritual
values do not seem to have any influence on their work decisions. This latter position
(with one disagreeing and one strongly disagreeing) could relate to the fact that New
Zealand legislation and society discourages the overt emphasis on religious belief
and/or values at work. Therefore, spirituality can be one of the things that they do not
feel comfortable about applying to their decision-making, or uncomfortable about
admitting to being influenced by them.
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Question 5.2.6: Spirituality and employees
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Figure 5.8: Spirituality and employees (New Zealand)

This question concerns spirituality towards employees; the statement is "managers
need to draw on the spirituality of people around them at work". There are a variety of
responses, ranging from strongly agree to strongly disagree (see Figure 5.8). However,
more than half of the respondents (16120) agreed (13) or were neutral (3). Only two
respondents (2) disagreed, and two (2) strongly disagreed. This finding suggests that it
is not sufficient to focus only on managers' personal spiritual values, as most managers
believed they should draw on or be inspired by other people's spirituality at work. This
will create an interrelationship between managers and subordinates, and can result in a
workplace becoming a nicer place to do business.

One respondent wrote in the

questionnaire "spiritual values help understand employees motivations and values. It
provides opportunity to better support and tailor appropriate rewards and performance
management approaches".
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Question 5.2. 7: Spirituality and the firm's vision
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Figure 5.9: Spirituality and the firm's vision (New Zealand)

In response to the statement "spirituality enables managers to articulate the firm's
vision", four (4) strongly disagreed, about half of the respondents (11) agreed, two (2)
were neutral, and three (3) strongly disagreed (see Figure 5.9). The finding clearly
shows that more respondents rated 'agree' than 'disagree'. Almost all of the New
Zealand managers in the sample believe that their spirituality can help articulate the
firm's vision. Therefore, it can be said that many New Zealand participants have a
spiritual practice and rely on it to help them succeed (Wheatley, 2002). Managers with
spiritual values will be likely to be more readily to lead and articulate the vision of the
firm (Cavanagh, 1999). However, it is worth noting that three respondents strongly
disagreed with this view. These managers in the survey might not rely on spirituality in
articulating their firm's vision.
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Question 5.2.8: The relationship between spirituality and leadership quality
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Figure 5.10: The relationship between spirituality and leadership quality (New Zealand)

Generally, New Zealand managers in the sample agreed with the statement
"Spirituality enhance the manager's leadership quality", six (6) strongly agreed, eight
(8) agreed, and six (6) were neutral (see Figure 5.10). This implies that the most of
New Zealand participants have a positive attitude on spirituality towards the quality of
leadership practices. They might use spiritual values to help lead their subordinates to
work effectively and efficiently.

Some of the benefits from spirituality that help

managers enhance leadership quality are building shared values, vision-setting, sharing
meanings, enabling, provide motivation, and intuition (Korac-Kakabadse et al., 2002).
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Question 5.2.9: Managers and spiritual guidance
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Figure 5.11: Managers and spiritual guidance (New Zealand)

In this statement, New Zealand participants are asked to rate their opinion on

whether managers should be able to give their subordinates spiritual guidance.
Responses are varied: eight (8) agreed, six (6) were neutral, four (4) disagreed, and two
(2) strongly disagreed (see Figure 5.11). This does not seem to have a clear positive
result because many respondents disagreed with the statement. This seems to contradict
the findings of Konz and Ryan (1999) who indicate that now managers' role has moved
from order givers, which has no impact on personal spirituality, to spiritual guides that
can help create purpose and meanings in the workplace. This finding could be due to
the nature of New Zealand society, which is a secular one. Consequently, it does not
encourage workers to talk about these inner-values issues, so managers might view this
as an irrelevant practice in their work.
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Question 5.2.10: Spiritual values can improve the quality of work life
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Figure 5.12: Spiritual values can improve the quality of work life (New Zealand)

The association between spirituality and the quality of work life generates a
positive result among New Zealand participants. Eight (8) people strongly agreed, six
(6) agreed, four (4) were neutral, while two (2) disagreed (see Figure 5.12). Almost all
of the New Zealand managers in the sample agreed that spirituality improves the quality
of work life. This response may be because spirituality plays a significant role in their
everyday work practices. One respondent mentioned "spirituality can reduce focuses on
conflict or competition, and it can promote synergy, co-operation, and collaboration".
According to this opinion, spirituality is the source to enhance the quality of work life,
such as friendliness among employees, satisfaction, and a warmer work environment.
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Question 5.2.11: Spirituality as a source of courage
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Figure 5.13: Spirituality as a source of courage (New Zealand)

The statement "spirituality can be a source of courage when facing daunting
challenge" was only rated on 'strongly agree' and 'agree'. Ten participants (10) each
rated these two opinions (see Figure 5.13).

This figure strongly shows that New

Zealand managers in the survey have positive perceptions of their spirituality as a
source of help. It is a source of inner strength that is used to deal with difficulties or
obstacles. This is supported by a comment of a participant, who said "it provides
meaning, purpose, and a sense of deeper commitment when things get tough".
However, this might reflect the Christian thoughts in New Zealand society because
many New Zealanders believe in God, and always pray for courage. In New Zealand,
many people wear a necklace that is in a 'cross' shape, and this can be something
spiritual for them to help when dealing with difficulties.
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Question 5.2.12: Spiritual development links to organisational performance
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Figure 5.14: Spiritual development links to organisational performance (New Zealand)

Respondents covered the full range of options in their response to the statement
"organisational

performance

should be

linked to

providing employees with

opportunities for spiritual development". The result is that one (1) strongly agreed, four
(4) agreed, seven (7) were neutral, seven (7) disagreed, and one (1) strongly disagreed
(see Figure 5.14). This tends to be a negative result from the New Zealand managers in
the survey. It is inconsistent with the research conducted by Konz and Ryan (1999)
who claim that organisations that provide opportunities for their employees' spiritual
development tend to perform better than those that do not. One reason, according to
one respondent, might be that "people may feel vulnerable if spiritual issues are raised
or presented at work".

That could be a reason why spirituality does not lead to a

positive organisational performance.
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Question 5.2.13: Spirituality can lead to favouritism
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Figure 5.15: Spirituality can lead to favouritism (New Zealand)

The statement is associated with the disadvantage of bringing spirituality into the
workplace, which is "spirituality in the workplace is sometimes linked to favouritism".
Two (2) participants strongly agreed, nine (9) agreed, six (6) were neutral, and three (3)
disagreed (see Figure 5.15). The result shows that about half the participants are aware
of this drawback of spirituality in business. This might depend on the environment of
their workplace, whether particular spiritual beliefs or religious traditions are being used
among managers and employees, and whether they are used correctly or not.

One

respondent claims that when a person has a strong religious (rather than spiritual) belief,
then they will try to impose on others. This suggests that spiritual beliefs or religious
traditions have to be used correctly and wisely, otherwise it can cause favouritism.
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Question 5.2.14: Spiritual values lead to other work problems
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Figure 5.16: Spiritual values lead to other work problems (New Zealand)

This statement also relates to general work problems that resulted from
spirituality. Three (3) respondents strongly agreed, eight (8) agreed, seven (7) were
neutral, and two (2) disagreed (see Figure 5.16). The result shows that more than half
of the New Zealand managers in the survey realize that spirituality can pose work
problems and conflicts in organisations if not used correctly. Spirituality not only leads
to favouritism in the workplace, but also other work conflicts, such as coercion, unfair
practices, and divisiveness (Cavanagh, 1999).

68

5.3

Responses from Open-ended Questions
This section discusses the responses of New Zealand participants in the open

questions. Some of the aspects included in this section are their perceived advantages,
and disadvantages of spirituality, as well as some additional comments in this topic.

5.3.1 Benefits of spiritual values

There are a number of opinions from New Zealand participants, and their opinions
vary from benefits in personal level to benefits on an organisational level.

Their

opinions are different due to their different backgrounds, work values, and spiritual
perceptions. One respondent said "I believe we live, play and work as a whole person,
and spirituality is part of the whole. Spirituality gives the person stability, awareness
and confidence". Another respondent wrote that "spirituality makes people less ego
driven". This is an interesting comment because ego stays in each person, and it is not
the same for every people.

Sometimes, a high level of ego can be damaging, so

spirituality can help control the ego of a person.
Now turning to the benefit of spirituality in the organisational level, another
respondent wrote briefly " ... humanize otherwise machine-like", this has a similar
connotation as the earlier quotation made by Robert Laidlaw who points out that a
manager who treats his workers like he does his machines, will never be a good
manager (Hunter & Lineham, 1999).

Therefore, a manager has to treat his/her

subordinates well and understand them, for examples, by focusing on personal
relationship, and the quality of life. Another person in the survey notes the advantage of
spirituality "it helps people to recognise the connections between each other. It puts
organisations into perspective, as part of a larger context". From this view, spirituality
can create the connection, in other words 'enhance the relationship', among employees.
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Moreover, it can be a source to unite workers to become one, and allow them to work
together for the same mission.

5.3.2 Limitations of spiritual values

For the disadvantages that spirituality can bring to the workplace, two respondents
are aware that the varied meanings and understandings of spirituality can lead to work
problems. The first respondent indicates "there could be some difficulties when there is
a lack of understanding or a low level of awareness around you". Further, the second
respondent explains "the understandings or misunderstandings of what spirituality
entails can be confused with religious practices and lack of acceptance/room for those
with no recognition of any spirituality".

This implies that the understanding of

spirituality plays an important role for employees in organisations. Misunderstanding
can lead to confusion and lack of acceptance in spirituality and related religious
practices. One of the solutions for this issue is to educate employees in spiritual issues,
and managers can offer spiritual guidance to them as Konz and Ryan (1999) stated
earlier.
Other disadvantages perceived by New Zealand participants vary from "risk of
coercion" to "favouritism".

Examples of participants' comments include: "when a

person has a strong religious belief which they try to impose on others"; and "it can
become like 'group think' - only people experiencing a certain approach are
accepted/supported". However, there are two persons who point out another drawback
of spirituality that is concerned the personal performance of employees. One says:
"potential to shift work focus away from the vision of the organisation (follow own
vision), and to not perform duties that are not aligned to seek (values, belief)". Another
one says:
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Assumption of a certain framework of beliefs is likely to undermine the
workplace and personal productivity because the worker will have to
constantly re-define or re-affirm their beliefs in the face of the, possibly
different, workplace beliefs.

These two thoughts are similar to the claim made by Cavanagh (1999) who
describes it as a "person-centered individualism". He explains that a person may find
that it is his/her fulfillment and spiritual values (or religious practices) that is essential.
As a result, there is little or less realisation of the important role of organisational goals.

5.3.3 Additional comments
This question gives respondents the opportunity to further express any concern
they have regarding the spirituality in the workplace. Not many people responded in
this open question. However, one of the comments made by a participant was very
detailed:
I think we need a new approach to communicating spirituality - I actually
think it already affects the workplace enormously and that in denying this
we actually cause problems and stress. If we ignore the spirit in people I
think we are missing the point of being human. If spirit is real then it means
everything. Even if you only see spirit as the passion or the motivation
underneath people's behavior it is tremendously important - a fundamental
part of what drives us. For example how many people in the workforce
think they are striving for goals when really they are running away from
something else? And they wonder why they are never satisfied in work or
at home or whatever.

This comment suggests that some New Zealand managers believe spirituality
plays a vital role in employees' work practices and it cannot be ignored. It is inside
each of us, and is the source of strength, motivation, and energy. Without spirit, people
and the workplace environment could be unfriendly, pressured, intense, and stressed.
From the comment it is clearly seen that this manager believes spirituality creates many
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important impacts on employees' life in organisation. Another person also commented
on the positive side of spirituality. He/she wrote:
I personally have worked better when my whole self, my methods, opinions
etc have been accepted as OK even though they may be different. I know
that as a manager my subordinates enjoyed being totally accepted for who
they were not what they did or looked like or what they believed.

Spirituality enables this person to work better.

Even though each person's

spiritual values are different, he/she implies that this needs to be accepted in the
workplace, and otherwise it has no use or no benefits. Spirituality also allows a person
to recognise who he/she is. It is a force inside each of us that is used to find meaning
and search for values and purposes. It tends to be better when workers bring their
whole-self to the workplace, this helps them to realise the values of works, and interrelationship among employees.
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VI. THE COMPARISON BETWEEN THE TWO CULTURES
This section aims to produce and describe any differences and similarities of how
Thai and New Zealand managers view spirituality towards their work. It also explores
how their spiritual beliefs affect their interactions at work.

6.1

The Meanings and Characteristics of Spirituality
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Figure 6.1: The ideas of spirituality (Comparison)
According to the meanings of the term "spirituality" in question 1, both Thai and
New Zealand managers in the survey seem to have similar views.

The two most

frequently cited characteristics or meanings of spirituality for the two countries'
managers are the same, which are "a personal belief system", and "the part of us
searching for meanings, values, and life purposes". The least cited statement for both
countries are also the same, which is "a personal relationship with God" (see Figure
6.1). This implies that both Thai and New Zealand managers in the survey generally
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tend to have similar views in the connotations of spirituality. This suggests that other
characteristics are preeminent, and they might perceive that a relationship with God is
less important than other factors. Their perceptions are supported by many readings
(e.g. Hick, 2002; Tinsley, 2002), which note that spirituality is not the same as religion,
and it is generally includes a concern with our innermost being. The similar perceptions
between the two cultures means that participants view spirituality similarly, so this
might increase an expectation as to the consistency of their opinions towards spirituality
at work in later questions.

6.2

Appropriateness of Spirituality at Work
From evidence plotted on the appropriateness of spirituality at work, it seems that

Thai managers in the survey make a greater call for spirituality into the workplace than
New Zealand participants.

Most of the Thais in the survey generally believed that

"work and spirituality should be intertwined". This suggests that Thai participants want
to apply their spiritual perceptions, thoughts, and values at the workplace. This may due
to the fact that spirituality (and/or religious practices) is acceptable in Thai society,
because Thailand is a single dominant religious society. Therefore, most people tend to
have similar social values, and beliefs. On the other hand, New Zealand participants
plotted a variety of position along the line. More than half (12/20) of the respondents
want "spirituality and work to be intertwined", while a few (6/20) propose for a
separation. One of the explanations can be found in the structure of the New Zealand
society, in which the workplace is viewed as a secular environment.

Therefore,

participants are not totally sure whether spirituality should be intertwined with their
work life.

With spirituality in the workplace, it can create conflicts and
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misunderstandings among employees and managers, because New Zealand society is
one of diversity and cultural differences.

6.3

Responses from Closed-ended Questions
Generally, Thai and New Zealand participants have similar spiritual perceptions

on many issues raised in the questionnaire. Among these issues are the value of work,
their work and position, work and deeper meanings, the influence of spirituality on
decision-making, and spirituality links to the firm's vision. The findings also show
similar results on elements such as the relationship of spirituality and leadership quality,
the quality of work life, a source of courage, and negative aspects of spirituality.
However, there are some statements that participants from Thailand and New Zealand
view differently. These include issues related to the importance of money to the job,
managers being spiritual guides, and the relationship between firm's performance and
spirituality. These are elaborated below.
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6.3.1 Money as a motivation at work: Differing perceptions
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Figure 6.2: The importance of money (Comparison)

First, regarding the element "people come to work purely to make money" (refer
to question 2.3 in the questionnaire, and Figure 4.4 and 5.4 in the previous Discussion
part). Thai participants (8/20) seem to agree with the statement, whereas almost all
New Zealand managers in the survey disagreed (3/20) or strongly disagreed (10/20) (see
Figure 6.2). This shows that participants in two countries have a different level of the
importance of money. Thai managers in the survey might aim for economic reward,
because money plays a vital role in Thai society. Money is a powerful thing which can
increase social status and power of a person. In comparison, in New Zealand, money as
a motivator was not rated by respondents as highly as in Thailand.

New Zealand

participants might go to work only partly to earn money, and it is not the prime
motivation for them.
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This is also consistent with Hofstede's (1995) findings about cultural dimensions
described earlier. In particular, this links with the power distance dimension, as the
high power distance in Thailand means that people are unequal in terms of power in
organisations.

In contrast, a relatively low power distance between managers and

employees means that New Zealand organisations tend toward an informal management
style, with democratic leadership and a low degree of centralisation of authority. People
tend to have a high level of social equality and the power hierarchy is less pronounced.
One of the determinants of status in Thai society is "money". This can be the reason
why Thai managers in the survey stress money as a motivator at work.
The perceptions of Thai participants may reflect practices that are appropriate in
the workplace, especially when the manager interacts with subordinates.

An

uncomfortable situation can occur when managers look down on, or do not respect their
employees. When managers think that they have more power, more money, and higher
status, it can lead to work conflicts, low satisfaction, and high turnover.
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6.3.2 Managers as sources of spiritual guidance: Differing Perception
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Figure 6.3: Managers as a source of spiritual guidance (Comparison)
The second difference between the two cultures is the view that managers should
be able to give their subordinates spiritual guidance (refer to question 2.9 in the
questionnaire, and Figure 4.10 and 5.10 in Chapter IV and V, respectively).

Thai

managers in the sample tended toward the positive side of the scale, while New Zealand
participants seemed to be grouped toward the negative side of the scale. The finding
suggests that the Thai participants generally perceive that it is appropriate to be their
employee's spiritual guide, whereas New Zealand managers in the study view this
activity as not appropriate for them.
One New Zealand participant commented in the open question "New Zealand is
relatively secular in its everyday life and spiritual values are regarded as a private
matter". From this thought, spirituality to New Zealand managers may be viewed as "a
private issue", and each person has his/her own spiritual perception, which will be
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affected by his/her own beliefs and background.

However, in order to be a good

spiritual manager, he/she has to take others' spirituality into consideration as one New
Zealand respondent describes "if we ignore the spirit in people I think we are missing
the point of being human". Without spiritual guidance from managers, subordinates
may feel uncomfortable to express their whole-self, inner values, and spiritual practices
at work.

This can affect the mood and emotion of employees, which is a key to

effective performance. New Zealand participants' views may have been influenced by
their belief that it was inappropriate because when managers provide spiritual guidance,
it could raise the issue of favouritism. When managers see their roles as sources of
guidance to employees', those managers might favour employee's that embrace the
same or similar spiritual beliefs.
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6.3.3 Spirituality and organisational performance: Differing Perception
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Figure 6.4: Spiritual and organisational performance

Another difference in spiritual perception, between the two cultures in the survey,
is concerned with the relationship of spirituality to organisational performance. The
majority of the Thai participants agreed that employees' spiritual development
positively links to organisational performance, which is consistent to research
conducted by Fomaciari and Dean (2001). Nevertheless, responses from New Zealand
participants vary, and tend towards "neutral" and "disagree" feelings. This means that a
number of New Zealand participants do not believe that organisations that provide their
employees with opportunities for spiritual development will perform better than those
that do. This might probably due to the fact that New Zealand society is characterisd as

masculine, according to Hofstede's cultural dimensions. Masculine society is highly
valued on assertiveness, competitiveness, and showing off.
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Therefore, inner-most

being, personal force and energy, and spiritual values might not be perceived as an
ultimate source to link with organisational performance.

6.3.4 Summary
Described above are all the main differences regarding spiritual perceptions and
interactions in the workplace that emerge between Thai and New Zealand managers in
the survey. However, the majority of spiritual elements seem to elicit similar opinions
and perceptions. In particular, areas of congruence include those relating to the value of
work, work and position, work and deeper meaning, spirituality and the firm's vision,
spirituality and the quality of work life, and spirituality as a source of courage. Only
three elements are viewed as different: the value of money, spiritual guidance of
managers, and the relationship between employees' spiritual development and
organisational performance.
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6.4

Responses from Open-ended Questions
6.4.l Benefits of spirituality in the workplace
A lot of Thai participants' responses point to teamwork, good group norms, team

effects, and unity as positive outcomes from spirituality at work. However, there is a
variety of responses among New Zealand participants, including the effects of
spirituality on honest communication, less ego driven people, spirituality providing
meaning and purpose, stability and awareness, and its effect in humanising otherwise
machine-like work environment. Like the Thai managers, they also mentioned that it
promotes synergy and collaboration. This suggests that responses from New Zealand
participants seem to identify a wider and a bigger range of the advantages of spirituality.
This is a positive finding because New Zealand managers in the survey do not recognise
only one or two benefits of spirituality, but they perceive a wide range of characteristics
that spirituality can offer to and bring them in the business context. The wider ranges of
characteristics can create great benefits for interactions in the workplace. Conversely, it
could be argued that the uniformity in the Thai managers' responses suggest a much
more consistent and realistic sense of the actual benefits.

6.4.2 Disadvantages of spirituality in the workplace

Regarding limitations of spirituality, again Thai participants tended to have
narrower, but more concordant views than New Zealand participants.

Many Thai

participants perceived spirituality as being sources of conflicts, and favouritism,
whereas New Zealand managers in the survey produced a variety of elements, such as
spirituality leading to misunderstandings and confusion, the risks of coercion and
favouritism, and people focusing only on their own vision. This finding implies that
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New Zealand participants seem to believe there are considerable drawbacks associated
with bringing spirituality into the workplace.

6.5

Summary
Overall both Thai and New Zealand managers view spirituality similarly. There

are only a few differences in overall opinions and feelings. Thai managers in the survey
seem to have positive perceptions of spirituality, and make a strong call for the
combination of spirituality and work. Their most recognised advantage is the ability to
assist teamwork, and unity, whereas the perceived disadvantage for the Thai participants
is that spirituality at work might lead to favouritism. On the other hand, New Zealand
managers in the study also view spirituality positively. However, they do not highly
value money as highly as Thai managers do. They also differ from Thai managers in
that they do not see managers as having a role to provide spiritual guidance to
employees. The perceive advantages associated with spirituality at work are to provide
deeper commitment and meaning, allow people to aim for their highest potential,
enhance stability and confidence, and increase humanisation of the workplace. The
disadvantages perceived by New Zealand participants are favouritism, the danger of
misunderstandings, and the focus only on their own vision.
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VII. CONCLUSIONS AND RECOMMENDATIONS

7.1

Conclusions
The overall aim of this research was to investigate the managers' attitudes on

spiritual beliefs, and see whether those beliefs affect their interactions with their
subordinates or employees. It compared perceptions of spirituality between Thai and
New Zealand managers, and identified similarities and differences that emerged
between them.

Specifically, the research sought to determine a variety of spiritual

aspects in work-related issues, which are the meaning of the job, money as a prime
motivation at work, spirituality and decision-making, spirituality and the firm's vision,
spirituality and leadership quality, managers as a source of spiritual guidance,
spirituality and organisational performance, spirituality and favouritism, and other work
conflicts.

It also compared perceived advantages and disadvantages of bringing

spirituality into the workplace.
Some of the major findings of this research are:
1) In contrast to expected outcomes, this research found that Thai managers and
New Zealand managers appeared to hold similar perceptions about spirituality
at work in a number of areas, including the value of work, work and deeper
meanings, their work and position, the influence of spirituality on decisionmaking, the relationship of spirituality and leadership quality, spirituality as a
source of courage, spirituality improves the quality of work life, and some
negative aspects of spirituality.
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2) However, there are some areas of the relationship of spirituality at work where
Thai managers and New Zealand managers had different perceptions. These
include the importance of money to the job, managers as a source of spiritual
guidance, and the relationship between a firm's performance and spirituality.
These findings show that managers in both countries view their role of
spiritual performance differently in their interactions at work.
3) New Zealand managers tended to have broader perspectives in identifying
both advantages and disadvantages of bringing spirituality in the workplace
than the Thais do.
4) The findings challenge Hofstede's (1995) results in that they suggest
similarities rather than differences in the cross-cultural management context
between Thailand and New Zealand.
Although this research is a preliminary analysis, and findings arose from two sets
of small sample size, it provides insight to a number into spiritual issues in the
workplace for both Thailand and New Zealand, that can be useful and of interest to
others. The findings make a contribution to exploring current spiritual perceptions, and
feelings towards the work interactions of managers in the two countries. The lack of
recent comparative cultural and spiritual values in the workplace leads this research to
identify a broad range of spiritual aspects relating to work issues focusing on two
cultures. Notwithstanding this gap, this study provides a useful insight and framework
into both cultures, for further research to advance knowledge and understanding of the
perception of spirituality in the workplace.
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7.2

Recommendations
This study can derive to some tentative ideas for Career and/or Human Resource

Management practice as well as several avenues for future research.
The findings provide some initial empirical support for the premise that
workplace spirituality can also have a positive impact on managers (employees) work
attitudes and ultimately the organisation. By providing maximum avenues for personal
values, growth, and development benefits not only the employee, but also the
organisation.
While there clearly are potential positive outcomes of workplace spirituality, the
concern that organisations may attempt to manipulate or use the concept of spirituality
at work as a tool to simply increase productivity must be acknowledged. As such,
effective organisational change approaches are needed to implement spirituality at work
philosophies if these benefits are to accrue to employees and the company. Some
suggestions for successful organisational change approaches are as follows.
First, organisational change approaches should be guided by a clear philosophy
that workplace spirituality represents truth and is the right thing to do, not because it
may lead to higher profits. Workplace spirituality must be practiced in an authentic
manner before it has a positive impact on employees or on the longer-term effectiveness
of organisations.
Second, it is essential that organisational change and development programs
associated with spirituality at work have strong employee participation so that input is
heard from all levels of the firm. Since the concept is highly personal and abstract, the
organisation should try to accommodate and encourage spiritual requests, open
discussion, and great clarification from its employees. Accordingly, it is suggested that
leaders in various organisations should attempt to understand and accept the spiritual
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variety that its members have at an individual level. The encouragement of spirituality
should start by encouraging people to speak openly about their spiritual ideas and
helping them to relate these ideas to company's values. Strong company values will
need to be re-evaluated to ensure that the values and rights of all employees are
respected. Such a discussion is exciting, but will stretch the boundaries of what levels of
freedom of expression are allowed in firms. Training programs on interpersonal
communication and listening skills will likely be required to help promote this process.
In the researcher's opinion, the end result of spirituality implementation based on this
individual approach would enhance organisational performance, better personal
development, and long-term organisational success.
Third, workplace spirituality must take place within the context of appropriate
organisational goals (e.g. do the goals of the practices have a potential direct or indirect
negative impact on employees or other stakeholders of the organisations?). For this
reason it is suggested that change efforts incorporate feedback mechanisms from
internal (e.g. employees) and external (e.g. customers, consultants, suppliers, etc.)
sources to ensure that ongoing assessments occur regarding the true impact of the
workplace spirituality approaches. Clearly, future research is needed to explore how
companies can effectively change and implement authentic workplace spirituality
philosophies.
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7.3

Limitations and Suggestions for Future Research

This exploratory study has provided some empirical data confirming the validity
of how spirituality relates to work interactions of managers in the two countries.
Nonetheless, the findings of this study and the suggestions made for practice must be
treated with some caution as the study is limited by the small sample of research
participants who, although they represent a wide range of cultural diversity, primarily
work in the same organisation which has a strong corporate culture and values.
Therefore, the study may however indicate some avenues for further inquiry.
While this is a promising study, more research is needed on the comprehensive
nature of the relationship of workplace spirituality to both individual well being and
work attitudes. Such studies need to be guided not only by more rigorous methods, but
also critical thought, if we are to learn more about the true nature of workplace
spirituality and its impact on managers/employees and organisations. Future studies
should consider a number of important issues. Future investigations should focus on the
implications of spirituality for organisational behavior for example. Another important
topic would be the study of spirituality as a cultural phenomenon. Further, it could be
appropriate to examine the relationship between spirituality and personality.
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APPENDIX A
HOFSTEDE' S CULTURAL DIMENSIONS

HOFSTEDE'S CULTURAL DIMENSIONS

The most famous and most often cited work in this area is the research by the
Dutch organisational anthropologist Hofstede. Hofstede derived his culture dimensions
from examining work-related values in employees of IBM during the 1970s. In his
original work he divides culture into four dimensions at culture-level:

1) Power Distance Index (PDI) that is the extent to which the less powerful
members of organisations and institutions (like the family) accept and expect that power
is distributed unequally. This represents inequality (more versus less), but defined from
below, not from above. It suggests that a society's level of inequality is endorsed by the
followers as much as by the leaders. Power and inequality, of course, are extremely
fundamental facts of any society and anybody with some international experience will
be aware that 'all societies are unequal, but some are more unequal than others'.

2) Individualism (IDV) on the one side versus its opposite, collectivism, that is
the degree to which individuals are inte-grated into groups. On the individualist side we
find societies in which the ties between individuals are loose: everyone is expected to
look after him/herself and his/her immediate family. On the collectivist side, we find
societies in which people from birth onwards are integrated into strong, cohesive ingroups, often extended families (with uncles, aunts and grandparents) which continue
protecting them in exchange for unquestioning loyalty. The word 'collectivism' in this
sense has no political meaning: it refers to the group, not to the state. Again, the issue
addressed by this dimension is an extremely fundamental one, regarding all societies in
the world.
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3) Masculinity (MAS) versus its opposite, femininity, refers to the distribution of
roles between the genders which is another fundamental issue for any society to which a
range of solutions are found. The IBM studies revealed that (a) women's values differ
less among societies than men's values; (b) men's values from one country to another
contain a dimension from very assertive and competitive and maximally different from
women's values on the one side, to modest and caring and similar to women's values on
the other. The assertive pole has been called 'masculine' and the modest, caring pole
'feminine'. The women in feminine countries have thea same modest, caring values as
the men; in the masculine countries they are somewhat assertive and competitive, but
not as much as the men, so that these countries show a gap between men's values and
women's values.

4) Uncertainty Avoidance Index (UAI) deals with a society's tolerance for
uncertainty and ambiguity; it ultimately refers to man's search for Truth. It indicates to
what extent a culture programs its members to feel either uncomfortable or comfortable
in unstructured situations. Unstructured situations are novel, unknown, surprising, and
different from usual. Uncertainty avoiding cultures try to minimise the possibility of
such situations by strict laws and rules, safety and security measures, and on the
philosophical and religious level by a belief in absolute Truth; 'there can only be one
Truth and we have it'. People in uncertainty avoiding countries are also more emotional,
and motivated by inner nervous energy. The opposite type, uncertainty accepting
cultures, are more tolerant of opinions different from what they are used to; they try to
have as few rules as possible, and on the philosophical and religious level they are
relativist and allow many currents to flow side by side. People within these cultures are
more phlegmatic and contemplative, and not expected by their environment to express
emotions.
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5) Long-Term Orientation (LTO) versus short-term orientation: this fifth
dimension was found in a study among students in 23 countries around the world, using
a questionnaire designed by Chinese scholars. It can be said to deal with Virtue
regardless of Truth. Values associated with Long Term Orientation are thrift and
perseverance; values associated with Short Term Orientation are respect for tradition,
fulfilling social obligations, and protecting one's 'face'. Both the positively and the
negatively rated values of this dimension are found in the teachings of Confucius, the
most influential Chinese philosopher who lived around 500 B.C.; however, the
dimension also applies to countries without a Confucian heritage.
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APPENDIX B
INTRODUCTORY LETTER

Pimpisa Rouy-aree
520 Soi Pattanakam 44
Pattanakam Rd., Suanluang
Bangkok 10250, Thailand

Spirituality at Work: The perceptions and influences of spirituality to Thai and
New Zealand Managers in a petrochemical firm

Dear Participant,

The topic of spiritual values in the workplace is becoming increasingly important for
management and organisations as a whole. Spiritual values affect people's mind and
emotions, and thus it can influence the level of performance of an organisation.

As part of the Master Degree of Science in Computer and Engineering Management
program at Assumption University, I am undertaking a research study about Thai and
New Zealand managers' spiritual beliefs and how those beliefs affect their leadership
styles and work interactions.

This research aims to examine spiritual values and

perceptions of managers towards their interactions at works. I would be grateful for
your assistance.

The attached questionnaire will take about 10-15 minutes to complete. The majority of
questions ask you to circle or underline the most appropriate response in the five-point
scale (strongly disagree, disagree, neutral, agree, and strongly agree) from the
statements, according to your experiences and opinions. An example is:

Do you think people come to work purely to make money?
Strongly disagree

Disagree

Neutral

Agree

Strongly agree

Your opinions and answers will assist me m furthering knowledge m the field of
spirituality in the workplace.

Thank you very much for your time and effort.
Pimpisa Rouy-aree
94

APPENDIX C
INFORMATION SHEET

Spirituality at Work: The perceptions and influences of spirituality to Thai and
New Zealand Managers in a petrochemical firm
Information Sheet

Researcher:
Contact address:

Phone:
E-mail:

Pimpisa Rouy-aree
520 Soi Pattanakam 44
Pattanakam Rd., Suanluang
Bangkok 10250, Thailand
668-1-422-4499
pimpisar@gmail.com

Advisor:
Phone:
Email:

Dr. Chamnong Jungthirapanich
662-719-1515 ext 1339
chamnongjng@au.edu

Purpose
As part of the Master of Computer and Engineering at Assumption University, the
researcher is undertaking a research study about the spiritual perceptions of Thai and
New Zealand managers towards their interactions at works. This research explores the
managers' attitudes on spiritual beliefs, and identifies how those beliefs affect their
leadership styles.

Methodology
Questionnaire surveys will be used to gather data for this research. Questionnaires will
be given to both Thai and New Zealand managers, which the required number for each
country's participants is twenty. Each questionnaire is expected to take about 10-15
minutes to complete.

The researcher obtains the participants' names by using

convenient samples. In this research, the participants are invited to take part in the data
collecting process, you do not have to do this if you do not want to. The questions in
the surveys address the relationship of spirituality and the workplace, the definitions of
spirituality, and its advantages and disadvantages in applying it in the workplace.

Please do not hesitate to contact the researcher and/or the advisor, according to the
names and contact address above, if you have any questions about the project.
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APPENDIX D
QUESTIONNAIRE (ENGLISH)

Questionnaire

1)

This research is exploring the differences and similarities in managers' (in
Thailand and New Zealand) beliefs about the relationship between
spirituality and work. Please tick those 3 statements from the following list
that most represent your ideas about the characteristics of spirituality.

_ _ An inner conviction of a higher, more intelligent, force
_ _ The essence of self that separates humans from creatures
_ _ What humans rely on for comfort, strength, happiness
_ _ The part of us searching for meaning, values, life purposes
_ _ A personal belief system
_ _ An emotional level, a feeling
_ _ A personal relationship with God.

2)

Questions 2.1 to 2.14 ask about some aspects of your spiritual values in the
workplace. Think about the ones that most describe you and circle the
most appropriate response number in each statement, using the scale below.
Strongly
Agree
1

Agree
2

Neutral
3

Strongly
Disagree Disagree
4

5

2.1) My work has special value, and meaning (I do not just "tum up to work").
1
2
3
4
5
2.2) Having a job means more to me than climbing up the ladder of success.
1
2
3
4
5
2.3) People come to work purely to make money.
1
2
3
4

5

2.4) People look to work to provide their life with deeper meanings.
1
2
3
4
5
2.5) My personal spiritual values influence my work decisions.
1
2
3
4
5
2.6) Managers need to draw on the spirituality of people around them at work.
1
2
3
4
5
2.7) Spirituality enables managers to articulate the firm's vision.
1
2
3
4
5
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2.8) Spirituality enhances the manager's leadership quality.
1
2
3
4
5
2.9) Managers should be able to give their subordinates spiritual guidance.
1
2
3
4
5
2.10) Bringing spiritual values to the workplace can improve the quality of work life.
1
2
3
4
5
2.11) Spirituality can be a source of courage when facing daunting challenges.
2
3
4
5
1
2.12) Organisational performance should be linked to providing employees with
opportunities for spiritual development.
2
3
4
5
1
2.13) Spirituality in the workplace is sometimes linked to favouritism.
2
3
4
5
1
2.14) Spiritual values and practices can lead to problems at work and conflict between
employees.
1
2
3
4
5

3) What do you think are the advantages of linking spiritual values to the
workplace?

4) What do think are the disadvantages of linking spiritual values to the
workplace?
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5) Please plot a position below that suits you most

Work and spirituality should
should be intertwined

Work and spirituality
should be separated

6) Are there any comments you would like to add regarding spirituality and work?

7) Demographic information:

Please tick the appropriate box in each question that you fall within
7.1) Your age (years)
0 21-30
0 31-40

0 41-50
0 51-60

0 over 60

7 .2) Your highest completed level of education:
0 High school
0 Post-graduate degree
0 University/College degree
0 Other (please specify) _ _ _ __
7.3) Your gender:
OMale

0 Female

7.4) Number of years in the workforce.
0 less than 2
0 3-5
0 6-10
0 11-15
0 More than 15
7.5) Number of years worked in a management position (in any company):
0 less than 2
0 3-5
0 6-10
0 11-15
0 More than 15
7.6) In which country have you spent most of your working life? _ _ _ _ __

-- Thank you very much for your valuable time -100
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