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Creating sustainable performance emerged as a crucial issue for any profit and 

non-profit organization. In this complex and competitive environment, 

organizations should play a better role in encouraging their employees to thrive 

at work.  Existing evidence from various industries confirmed that thriving at 

work contributed to organizational performance and helps to mitigate problems 

such as stress and turnover. This study relied on the socially embedded model 

to unravel the connection between meaningful work, sense of community, 

organizational values, and thriving at work. Survey data were gathered from 

government officers attached from four local government institutions in 

Malaysia. The analysis employed in the study were Descriptive, Pearson 

correlation, and Multiple Regression. The study found that thriving positively 

relates to meaningful work. However, the results surprisingly revealed that a 

sense of community and organizational values were not significantly related to 

thriving at work.  Interpretations of results, implications, and future research 

are discussed. Thus, this study will benefit organizations as well as academic 

researchers. 
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Introduction  

Due to the complex and dynamic environment, a thriving workforce is essential in building 

competitive and sustainable organizational performance. According to Abid (2016) 

sustainability of the organizations is extremely link with the human thriving at work. It is very 

important for organizations to focus on human sustainability compared to economic and 

environmental dimensions of sustainable organizations (Spreitzer, Porath & Gibson, 2012). 

Research on human thriving has received a great deal of attention and it has been rapidly grown 

among researchers and practitioners. Specifically, thriving can be defined as “phychological 

state in which individuals experience both sense of vitality (i.e., the positive feeling of having 

energy available that reflects individual’s feelings of aliveness)  and sense of learning (i.e., the 

sense that individual acquire and apply, knowledge and skills) at work” (Spreitzer, Sutcliffe, 

Dutton, Sonenshein & Grant, 2005, p. 538).  

 

This widespread interest of this behavior stems from the fact that thriving is indeed vital to the 

survival of an organization. Scholars have recognized the significant of this behavior which 

may benefit both individuals and organizations (Spreitzer & Porath, 2012) and thriving at work 

overcomes negative work related to attitude and behavior (Anjum, Marri & Khan, 2016). 

Previous scholars discovered several outcomes of thriving at work includes self-development, 

positive mental and physical health, better individual and organizational performance, reduce 

stress, contagion to others (Spreitzer & Sutcliffe, 2007), life satisfaction (Zhai, Wang & 

Weadon, 2017), productive and highly energized (Spreitzer & Porath, 2012), reduce health care 

costs and absenteeism (Spreitzer et al., 2005) and thriving also spills to personal life (Spreitzer 

et al., 2012).  

 

Scholars also have begun investigating spirituality with employee work attitudes such as job 

satisfaction, job involvement, organizational commitment, intention to quit, self-esteem 

(Pawar, 2009; Milliman, Czaplewski & Ferguson, 2001; Milliman, Czaplewski & Ferguson, 

2003), work engagement and thriving at work (Walt, 2018). Although, the growing body of 

literature on workplace spirituality has shown an increasing number, most prior scholars have 

not adequately assessed the effects of workplace spirituality and thriving at work (Walt, 2018). 

Specifically only limited study (e.g. Walt, 2018) have been conducted to establish the 

relationship between workplace spirituality and thriving at work. To date, there is no research 

that has been conducted among Malaysians’ public sector employees. Hence, this empirical 

study attempts to investigate the relationship of workplace spirituality and thriving at work 

among employees in the Malaysian public sector context. 

 

Literature Review  

 

Thriving at Work 

Spreitzer et al. (2005) define thriving at work as a positive psychological state in which 

individuals experience both a sense of vitality and learning. They further suggests that those 

employees will regulate their own growth by feeling energized and alive at work (vitality) and 

https://creativecommons.org/licenses/by/4.0/?ref=chooser-v1
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by having a sense of continually enhancing and applying the knowledge (learning).  Based on 

the idea that thriving is socially embedded, Spreitzer et al. (2005) developed a theoretical model 

which discovered three factors namely (1) unit contextual features, (2) resources produced in 

doing work and (3) agentic work behaviors contribute to thriving at work. Unit contextual 

features reflect the way that work is accomplished such how decision are made, how 

information is shared and the extent to which interactions based on trust and respect. Resources 

produced in doing work features knowledge, positive affective resources, relational resources 

and positive meaning that enable individual to react in taking a certain action. Agentic work 

behavior described as an engine of thriving at work and are contributed by both unit contextual 

features and resources produced in doing of work (Spreitzer et al., 2005). There are three 

agentic work behaviors that contribute to thriving at work such as task focus, exploration and 

heedful relating.  

 

Study conducted by Spreitzer and Porath (2012) revealed that thriving employees demonstrate 

16% better performance and are less feel burnout, 32% thriving employees had higher level of 

organizational commitment and 46% of them feel satisfy with their job. Thus, thriving deliver 

an adaptive function that helps employees to move forward in one’s self-development 

(Spreitzer et al., 2005). Thriving also has been differentiate by several constructs namely 

resilience, flourishing, subjective well-being and self-actualization (Spreitzer et al., 2005).  

Spreitzer et al. (2005) argued that thriving can occur with or without adversity.  According to 

Wolumbwa, Muchiri, Misati, Wu, and Meliani (2017), testing a multilevel model among public 

servant employees in regional government agency in Indonesia revealed that servant leadership 

and core self-evaluations are positively related to thriving at work at different levels. 

  

Workplace Spirituality 

Workplace spirituality has been defined as “the recognition that employees have an inner life 

that nourishes and is nourished by meaning work that takes place in the context of community” 

(Ashmos & Duchon, 2000). However, Jurkiewicz and Giacalone (2004) proposed definition of 

workplace spirituality as “a framework of organizational values evidenced in the culture that 

promote employees’ experience of transcendence through the work process, facilitating their 

sense of being connected to others in a way that provides feelings of completeness and joy”. 

Milliman et al. (2003) discovered three core dimensions for three levels of workplace 

spirituality such as meaningful work (individual level), sense of community (group level) and 

organization values (organization levels). This findings align with the study conducted by Neal 

and Bennet (2000) which suggested that there are three levels of employees’ involvement in 

spirituality at the workplace. Cavanagh (1999) claimed that nowadays spirituality is not 

connected with any specific religious tradition but based on employee personal values and 

philosophy. Organizations which provide the employees with the opportunities to fulfil their 

spirituality has been proven to perform better (Konz & Ryan, 1999).  

 

Pawar (2008) in the study conducted among employees from the various organizations 

discovered that workplace spirituality particularly meaning in work, community at work and 

positive organizational purpose is positively associated with employees work attitudes. 

Previous research by Karakas (2010) claimed that workplace spirituality might support 

organizational performance such as enhance employee well-being and quality of life, provides 

sense of purpose and meaning at work and lastly provides a sense of interconnectedness among 

community. Spirituality also postulate a positive impact (Ashraf, Simsab, Nazish & Farooqi, 

2014; Jurkiewicz & Giacalone, 2004), respectively organizational commitment and job 
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satisfaction (Pradhan, Pradhan & Jena, 2016), innovative work behavior (Asfar & Badir, 2017), 

organizational citizenship behavior (Nasurdin, Nejati & Mei, 2013), employee engagement, 

intention to stay, service delivery (Milliman, Gatling & Kim, 2018) and thriving at work (Walt, 

2018). Walt (2018) in the study conducted among 259 employees working at small, medium 

and macro enterprises (SMMEs) located in South Africa revealed that spiritual workplaces 

needed to be created to promote work engagement and thriving at work. Breytenbach (2016) 

pointed out that the degree of employee who have spirit towards their work depend on how 

they feel connected and engaged at the workplace. Furthermore, it is very crucial for 

organization to ensure employees practice spirituality (Breytenbach, 2016) and also the 

organization should give more attention to create a harmonious relationship and networking 

among employees (Walt, 2018).  

 

Meaningful Work 

According to Dik, Byrne and Steger (2013) and Rosso (2010), meaningful work can be defined 

as a positive valence construct discussing the quantity that human beings involve in their work. 

Meaningful at work signifies how workers interrelate with their day-to-day work at the 

individual level. A fundamental aspect of spirituality at work involves having a deep sense of 

meaning and purpose in one’s work. This dimension represents how individual enjoy the work, 

energized by work and how the work gives personal meaning to them (Milliman et al., 2003). 

Meaningful work derived when employee has a fully understanding regarding the nature of the 

task environment, feels a sense of congruence between their own values, job requirements and 

organizational missions and goals (Ghadi, Fernando & Caputi, 2015). Steger, Dik and Duffy 

(2012) highlighted three core components of meaningful work which employee discover such 

as effort to have substantial and purposefulness, the influence work makes to find wider value 

in life and the desire for one’s work to make an encouraging influence to the superior good.  

Rosso, Dekas and Wrzesniewski (2010) recognize four impacts of meaningful work include 

self (values, motivation and ideals); others (coworkers, leaders, organizations and groups); 

work context (design of job duties, organizational task, economic situations) and religious 

existence (spirituality and sacred callings). As employees, they felt their work are meaningful 

when they place positive qualities of work, developing own competencies to be better in 

resulting positive outcomes and influencing work content (Vuori, San, & Kira, 2012). 

Employees seek to an experience personal meaning that would give them a sense of motivation. 

Hackman and Oldham (1976) claimed that there is interconnection of meaning work and 

personal motivation specifically they found that feedback and autonomy (meaningful work) 

maximizes level of internal motivation. 

 

Hence, the hypothesis posits: 

 

H1: Meaningful work has a positive relationship with thriving at work. 

 

Sense of Community 

Sense of community refers to perception that humans perceive themselves as link to each other 

and deep connection between one’s internal characters of different human beings (Maynard, 

1992; Miller, 1992; Ashmos & Duchon, 2000). Similar with the word used by Duchon and 

Plowman (2005), it means notions of sharing, mutual obligation and commitment that connect 

people to each other. Strong senses of community will lead to positive impacts on productivity, 

efficiency, morale and entertaining workplace (Glew & Russell, 2013). Furthermore, sense of 

community encourages personal achievement (Pretty et al., 1996), increases the value of work 
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(McGinty, Justice, & Rimm-Kaufman, 2008) and built self-confidence and growing 

independence (McKenna & Newton, 2008). Ashmos and Duchon (2000) discovered it is 

required for employees to experience part of community as it will reflect human experience 

and human well-being (Scannel & Gifford, 2017). Other scholars have introduced alternative 

constructs that overlap with the concept of sense of community such as place attachment 

(Scannel & Gifford, 2010) and social support (Joe-Akunne, Etodike, & Okonkwo, 2019; 

Fenney & Collins, 2015). Scannel and Gifford (2010) identified three dimensions of place 

attachment; a) a person’s use of individually or collectively b) the place’s geographical scale 

and physical characteristics and c) psychological processes that comprise the bond (affect, 

cognition and behaviour).  

 

A study conducted among newly employed workers at universities in Nigeria by Joe-Akunne 

et al., (2019) found that family, friends and others’ support were the predictors of thriving at 

work. Feeney and Collins (2015) also agreed that close and caring relationship would effect on 

thriving at work. They further highlighted that people may potentially thrive through two life 

context (coping with life’s adversities and actively pursuing life opportunities for growth and 

development). Moreover, Spreitzer et al., (2005) believed that thriving takes place through 

social interactions that bond individuals together within inside and outside organization while 

doing work, talking about work and observing others doing their work. When individuals feel 

a spirit, friendly work environment and feel part of a community, they will have long term 

effects on thriving at work place.  

 

Hence, the hypothesis posits: 

 

H2: Sense of community has a positive relationship with thriving at work. 

 

Organizational Values 

Values are the key aspect of organizational culture and leadership that impact both individual 

and organizational performance (Posner, 2010; Wambugu, 2014). Organizational values is 

described as a person’s belief that superiors and workers in the organization have applicable 

values, a solid sense of right and wrong and concerned about the well-being of its personnel 

and community (Ashmos & Duchon, 2000). It also refers to a strong experience of alignment 

among their individual morals and the organization’s mission. The achievement and constant 

performance of organizations is linked to the join values of their employees (Zhang, Austin, 

Glass, & Mills, 2008). Evidence has proven that followers internalize organizational values 

when they distinguish that their leaders are practicing behaviours related with supported core 

values (Hannah, Schaubroeck & Peng, 2016). Thus, it can be said that organizational values 

play a vital role since it have a significant impact on stakeholders as well as organizational 

process and outcomes (Watson, Papamarcos & Bean, 2004). According to Spreitzer et al., 

(2005), work environment, specifically organizational culture characterized by a climate of 

thrust and respect promotes thriving at workplace. Such feeling may encourage sharing of 

information and learning behaviours that enable individual and organizational growth and 

development. However, Wambugu (2014), in the study conducted among all employees in 

various sectors at Kenya revealed that organizational value has a minimal influence to 

employee performance. 
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Hence, the hypothesis posits: 

 

H3: Organizational values has a positive relationship with thriving at work. 

 

Methodology  

This study’s population was on 115 employees work as government officer from four 

department namely Development, Management Services, Land Management and Guide and 

lastly Department Policies. In this study, stratified sampling was employed. This technique 

means that process of stratification or segregation, followed by random selection of subjects 

from each stratum. The population was divided into mutually exclusive groups which are 

relevant, appropriate and meaningful with the context of the study. According to Krejcie and 

Morgan (1970), the sample size of 86 was considered applicable according to the rule of thumb. 

However, researcher decided to collect 115 questionnaires due to small population.   

 

A quantitative method, i.e self-administered questionnaires were distributed to government 

officer in four government institutions located in Penang. The researchers received approval 

from the top management in distributing questionnaire. Respondents were informed the 

objective of the research whereby questionnaires were distributed by approaching each of 

officer to participate and answering the survey. Out of 115 questionnaires distributed, all 115 

questionnaires were returned and usable for data analysis. Data collection was successfully 

completed in two weeks. The contents were organized based on the measures of independent, 

dependent as well as demographic questions seeking respondent’s information. The 

independent variable of the present study were meaningful work, sense of community and 

organizational values and the dependent variable was thriving at work. Each respondent’s 

response were computed and saved. In order to perform quantitative analysis, the data were 

analyzed using SPSS Version 25. Bivariate correlation was used to test the relationship 

between meaningful work, sense of community, organizational values and thriving at work. 

Correlation coefficient reveals the direction of relationship between variables. Hierarchical 

multiple regression was utilized to test the main effect of meaningful work, sense of community 

and organizational values in predicting thriving at work. 

 

All independent variable (meaningful work, sense of community and organizational values) 

were assessed from scales developed by Milliman et al. (2003). Overall, there were 32 items 

measuring independent variables using five-point Likert scales ranging from strongly disagree 

(1) to strongly agree (5). Sample items for meaningful work are: “I enjoy my work and I 

understand what gives my work personal meaning”. Items for sense of community such as “I 

am part of community” and items for organizational values such as “I feel connected with the 

mission of the organization”. Ten items for thriving at work were assessed using the scales 

developed by Porath et al. (2012) and lastly, five items related to the demographic profile of 

the respondents such as gender, age, marital status, working experience and level of education. 

 

Results and Discussion 

Based on Table 1, the total of 115 respondents comprised of 53% were male, while 47% were 

female. Most of the respondents were married (88.7%) and have experience working from 11 

to 15 years. With the most of the range of age between 30 to 39 years old, most of them have 

education experience from secondary school. 

 

 



 

 

 
Volume 3 Issue 8 (March 2021) PP. 01-12 

  DOI: 10.35631/IJPPSW.38001 

Copyright © GLOBAL ACADEMIC EXCELLENCE (M) SDN BHD - All rights reserved 

7 

 

 

 

Table 1: Respondents Profile 

Variable Category  Frequency % 

Gender Male 

Female 

61 

54 

53.0 

47.0 

Age  

(years old) 

20 – 29 

30 – 39 

40 – 49 

50 – 59 

60 above 

11 

66 

28 

7 

3 

9.6 

57.4 

24.3 

6.1 

2.6 

Marital Status Single 

Married 

13 

102 

11.3 

88.7 

Education Secondary School/ 

Certificate 

Undergraduates 

Postgraduates 

Others 

No Answer 

68 

 

16 

19 

11 

1 

59.1 

 

13.9 

16.5 

9.6 

0.9 

Tenure  Less than a year 

1 – 5 

6 - 10 

11 – 15 

16 – 20 

21 – 25 

Above 26  

5 

11 

30 

38 

12 

10 

9 

4.3 

9.6 

26.1 

33.0 

10.4 

8.7 

7.8 

 

The Cronbach-alpha for each variable is presented in Table 2. The results of the items used in 

the study are reliable suggested by Nunnally (1978). The Cronbach alpha range from .800 to 

.905. Referring the above table, the value Cronbach alpha for meaningful of work and sense of 

community considered good, organizational values was considered as excellent and thriving at 

work considered as acceptable. 

 

Table 2: Cronbach Alpha for Each Variables 

Variables Number of 

Items 

Alpha 

Meaningful work 5 .800 

Sense of community 5 .823 

Organizational values 7 .846 

Thriving at work 10 .905 
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The descriptive statistics and intercorrelations of the variables are presented in Table 3. All 

variables were tapped on a five-point scale range from strongly disagree (1) to strongly agree 

(5). It can be seen that the mean on all variables shows that it was relatively high, with the 

mean score of all variables ranged from 3.94 to 4.16 which exceed the scale midpoint of 3. 

This indicated that majority of respondents agreed and believed meaningful, sense of 

community and organizational values will influence on how staffs feel about thriving at work. 

 

The initial relationship between meaningful work, sense of community and organizational 

values with thriving at work was investigated using Pearson correlations coefficient. Based on 

the findings, there was a moderate positive correlation between meaningful and thriving at 

work (r = 0.534, P < 0.00). While sense of community (r = 0.324, P < 0.01) and organizational 

values was (r = 0.293, P < 0.02) were significantly low positive correlation related with thriving 

at work. A summary of the means, standards deviations and correlations are provided in Table 

3. 

 

Table 3: Correlation Analysis 

 

 

 

 

 

 

 

 

The hierarchical multiple regression analysis was carried out to test whether meaningful work, 

sense of community and organizational values influence thrive at work among Malaysian 

government officers. Based on Table 4, the present study found that meaningful work (β=.536, 

p<.01) was significantly contributed to the prediction of thriving at work. However, sense of 

community (β=.056, n.s) and organizational values (β=-.058, n.s) were not significant 

predictors to thrive at work. Overall, the variance explained by the set of predictors is 26.7%. 

Hence, only H1 was supported while H2 and H3 were rejected.   

 

The result revealed that meaningful influence employees thriving at work. This finding is 

further supported by other research (Kira & Balkin, 2014; Judge, 2019; Pawar, 2008), which 

also proved that meaningful work significantly contributed to predicting thriving at work. It 

shows that meaningful work is crucial in inspiring employees to always continually learning at 

work by seeking new knowledge and skills. Perhaps, meaningful work also is discovered vital 

to encourage employees’ passionate, excitement and energetic towards their task given.   

 

However, results reveal that sense of community is not significantly contributed to the 

prediction of thriving at work. This finding is not consistent to the Socially Embedded Model 

of Thriving at Work (Spreitzer et al., 2005) whereby the scholar highlighted that thriving occurs 

through social interaction with others while doing work, talking about work and observing 

others doing their work. The study is also aligned with previous study by Gerbasi, Porath, 

Parker, Spreitzer, and Cross, (2017) whereby the study found that individuals who are thriving 

at work are less susceptible to the effects of negative relationships (de-energizing) that may 

affect job performance. Collins (2014) also revealed that non-work related factor such as social 

support from families and friends would not affect thriving at the work place. The current result 

 Mean SD MW SC OV TW 

Meaningful Work (MW) 

Sense of Community (SC) 

Organizational Values (OV) 

Thriving at work (TW) 

4.12 

4.15 

3.94 

4.15 

0.513 

0.527 

0.555 

0.442 

1 

0.585** 

0.604** 

0.534** 

 

1 

0.665** 

0.324** 

 

 

1 

0.293** 

 

 

 

1 
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is contradicted with the study conducted by a few studies before (Feeney & Collins, 2015; Joe-

Akunne, 2019).  Finally, result also revealed that organizational values has no link to thriving 

at work. The result is not aligned with the study conducted by Wambugu (2014) which 

discovered organizational value has more significant affect on employee’s performance 

compare to organizational climate. 

 

Table 4: Multiple Regression Results 
 

Variables Β T Sig. 

Meaningful Work 0.536 4.874 0.000 

Sense of Community 0.056 0.467 0.641 

Organizational Values -0.058 -0.487 0.628 

R Square 

Adjusted R Square 

F Value 

 

Dependent Variable : Thriving at Work  

0.288 

0.267 

13.728 

  

 

Conclusion  

The main objective of this study is to examine the relationship between workplace spirituality 

namely meaningful work, sense of community and organizational values in relation to thriving 

at work among public sector servant located at Penang, Malaysia. As we all know workplace 

spirituality might be a predictor of employee work attitudes. Based on the result, it was found 

out that only meaningful work was significantly related to thriving at work. The result 

conveyed that what employer should do in order to increase employees’ wellbeing and also to 

provide better support for all employees to remain enthusiastic in performing their job. Hence, 

the organization should play an important role to create meaningful work. To encourage culture 

of thriving at work, organizations should create compassionate working environment such as 

job rotation, job enrichment and job enlargement in order to promote personal and holistic 

growth. Furthermore, job should be carefully designed and consideration in the aspects of 

autonomy, skill variety and job challenge should be given to employees in order to promote 

meaningful work (Walt, 2018). Kira and Balkin (2014) further added that organizations can 

foster sustainable thriving by providing opportunities to employees to participate in seminar, 

coaching or training. Since the finding of the study only reported that only one significant 

variable towards thriving at work namely meaningful work, therefore, the study would like to 

suggest for the future research to use another variables and different population that may yield 

to other result. 
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