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ABSTRACT

The notion of ‘Transcendence' has been frequently cited in MSR (Management,
Spirituality, and Religion) literature. Many noted MSR scholars have asserted that
transcendence lies at the core of the Management, Spirituality and Religion (MSR) domain
(Cacioppe, 2000a, 2000b; Bell & Taylor, 2003; Sheep, 2006; Pandey & Gupta, 2008; Pawar,
2008; Tackney et al., 2017). Authors have contended the relevance of transcendence in work
life, in terms of productivity (Srirangarajan & Bhaskar, 2011), prosocial behaviors (Pawar,
2009), employee engagement (Tongo, 2016), customer experience of employee service
(Pandey et al., 2009), ethical action (McGhee & Grant, 2017) and managing change (Karakas,
Sarigollu & Kavas, 2015). Moreover, studying transcendence in organizational context has
implications for well-being, as literature (in other related domains) has suggested that
transcendence has proved to benefit individuals in terms of improved physical, psychological
and social health (Refer, Coward, 1991; Piedmont, 1999; Heaton, Schmidt-Wilk & Travis,
2004; Levenson et al., 2005).

Despite the agreement regarding the importance of transcendence in organizations,
unfortunately, there exists no consensus on what defines employee transcendence experience
at workplace. To our knowledge, a review of literature indicated that the existing measures in
MSR literature have not defined and captured the phenomenon of transcendence (at the
individual level) comprehensively. Authors have raised concerns that the notion of
transcendence as an employee experience has not received enough acknowledgment and is
considered a missing link in the existing MSR literature (Ashforth & Pratt, 2003; Sheep, 2006).
Keeping in view, the relevance and frequency of ‘transcendence’ in the MSR literature, the

present research answers this call.

This research aims at the development and validation of transcendence at workplace
scale (TAW). As suggested by Hinkin (1998) and Wright et al. (2017), we follow multiple
studies approach (using different samples) for scale development and validation to ascertain
that the psychometric properties of the new measure, hold across different samples. We carry
research in four phases, to achieve both the research objectives of - TAW scale development
and validation. Phase 1 and Phase 2 relate with construct conceptualization and, measure
development. Phase 3 and Phase 4 relate with measure validation. Phase 1 relate with item
generation and content validation. Since, the phenomenon of transcendence has been

extensively studied in other (related) domains (such as transpersonal psychology, humanistic



psychology, and nursing), but not yet operationalized in organizational domain; we follow a
deductive scale development approach as discussed by Hinkin (1998) and Wright et al. (2017).
In the first phase, using the approach of concept derivation, synthesis, and analysis as discussed
by Walker and Avant (2014), on the basis of literature review, we generate items following
content validation from experts. In the next phase, we explore the initial factor structure of the
construct following confirmation of the emerged factor structure. Subsequently, the third phase
reports the convergent and discriminant validity of the construct under study against existing
similar work domain constructs of work engagement, work meaningfulness, work centrality
and work as a calling. The last phase, provides evidence for criterion-related concurrent and
nomological validity of the construct, with key antecedents of organizational spirituality and
personality dimensions of honesty-humility and conscientiousness, and outcomes of
psychological flourishing, knowledge sharing attitude, organizational trust and employee
intention to volunteer for community development programmes. We also conduct differential

reliability analysis to ascertain the reliability of the new measure.

On the basis of literature derivation, synthesis, and analysis, we identify and generate a
pool of indicators (43 items) reflecting the latent construct of TAW, following content
validation from experts. In the subsequent phase, drawing on a sample of 350 respondents,
exploratory factor analysis (in SPSS v.20) of these items results in the emergence of three-
factor structure of TAW. Next, confirmatory factor analysis (in AMOS v.20) on a fresh sample
of 235 respondents confirms the emerged factor structure. We then check different
measurement models (unidimensional structure, uncorrelated three distinct factor structure,
correlated three-factor structure, and two-factor structure) of TAW for best-fit indices. The
results indicate that correlated (yet distinct) three-factor structure exhibits best-fit indices,
suggesting multi-dimensional three-factor structure of TAW- ‘Self-connectedness’, ‘Sense of

We-ness’ and ‘Work as service’.

Next, drawing on a fresh sample of 115, we establish the convergent and discriminant
validity of TAW from existing work domain constructs of work as a calling, work engagement,
work centrality, and work meaningfulness (in SmartPLS). We use Cronbach alpha, composite
reliability, and average variance to establish convergent validity. Results suggest that TAW
exhibits good convergent validity and reliability (Cronbach alpha more than .7 and average
variance extracted more than .5). We employ Fornell-Larcker criterion, cross-loadings and

heterotrait-monotrait (HTMT) criterion (in SmartPLS 3) to assess discriminant validity. All
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three tests confirm that TAW is a theoretically distinct concept from the existing work domain

concepts. These results establish the validity and reliability claims of the TAW construct.

In the subsequent phase, we establish the criterion-related concurrent and nomological
validity of TAW by drawing on a fresh data set of 288 from three private telecom sector
companies (in SmartPLS 3). Pearson correlation results indicate significant positive correlation
between three dimensions of TAW and affective organizational commitment, and thus
ascertains the criterion-related concurrent validity of TAW. In nomological validity,
personality dimensions of honesty-humility and conscientiousness along with organizational
spirituality explain significant variance in TAW scores. And TAW scores significantly predicts
psychological flourishing, organizational trust, employee knowledge sharing attitude (KSA)
and employee volunteering intention (EVI) for community development programmes. Results
confirm the fitment of the TAW construct with exiting theories and establish the construct
validity of TAW.

Overall, the measure of TAW exhibits good content, convergent, discriminant,
criterion, and nomological validity. Differential reliability analysis results also confirm the

satisfactory reliability of the measure.

This doctoral work offers a significant theoretical contribution to the evolving discourse
on transcendence (in an organizational context) by defining, developing and validating the
measure of transcendence at workplace (TAW). Second, through a series of quantitative
studies, we developed a 12 item measure of TAW and established its validity and reliability.
This study offers a scientific measure of TAW that can be used in organizational behaviour
research. Third, this study supports the assertions in the literature regarding the relevance of
transcendence in organizations; findings have indicated that TAW has the potential to influence
work and non-work domain related attitudes and behaviour. The research also offers additional
theoretical insights and contributes towards knowledge sharing and employee volunteering

literature.
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The psychometric properties of the scale ensure that the scale can be used by
practitioners in assessing, and raising TAW, which in turn have benefits for employees,

organization and the larger community or society.

The study is not without limitations. First, the reliability of the scale is limited to
assessing internal consistency; it presents an opportunity for future studies to check other forms
of reliability such as test-retest reliability. Second, although we developed and validated TAW
measure from predominantly Indian Hindu population, future studies can be undertaken to
ascertain the criterion-related predictive validity of TAW with a range of individual,
organizational and community oriented outcomes across different socio-cultural contexts. This
will help in acknowledging the cross-cultural validity of TAW measure. Third, we only studied
organizational culture and personality as antecedents of TAW,; future studies can focus on
identifying other important factors that facilitate TAW and thus contribute towards the validity

and reliability claims of the measure.

Keywords: transcendence at workplace, workplace spirituality, scale construction, scale

development, scale validation
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ABSTRACT

TISY Pt YRUM BT SRR THIHIR (U, SMeanfaresdr 3R o) e & Igyd far mar 21
Fs TRATd MSR fagHT 3 7T § fob vee, sremet 3R ¢ (MSR) S (Cacioppe, 2000a, 2000b; 3d &
TR, 2003; WS; 2006; TS 3R W, 2008; UAR, 2008) & HA | fAfgd §1 TH+t Te 3@, 2017) | A@HI A
IATEHT (FRIRTSH 3R HREHR, 2011), IS FGER (UAR, 2009), FHART JS14 (SN, 2016), HHART
JaT & TEH 3IHT (Ui Ue 3fd) B HH & oiia- H URTHA ! URiffdT &1 9a1d fosar g1 2009), Afdew
HRATS (McGhee & Grant, 2017) 3R Uae URad (GRS, GRIG 3R SN, 2015)| TP ST,
TS Ha H URTHA BT 30 BT Sl & fog Ffgard &, s i aige (37 Teifid Siae 1)
3 g3 fear § for o & gUR IR, Teaee ofiR S e @ey, FRR, 1991) & de &
fgaal & auIfad B & o Trfad gaim §; 1999; gied, Re-faews s 2faw, 2004; AdTA Te 3|,

2005)1

TS B URTHA & T & IR B YA & dTave, gHiE ¥, HRRd IR SHaR! ORI 34T
I IR B TR BIS YgHlcl el &1 SAR T b oG, Hifed B qefle = Hebd feam i THUHSR fe
T el IUTEN A 98 THM W (fFATd TR W) URITHEA $1 geT &1 aRHING 3R FHeoll T far g | aah!
3 Ria1 oar § 6 SHER) 3gHa & U § URTHA BT YR B YA Wipld el e @ 3R A
THTHSR Wi (@RI TS Ue, 2003; VE; 2006) T TS AT i HHT STl § | THUHSR Wi & ence
ST Pl TRIHaT 3R SMgRY Bl & W d §U, IAH WY 37 Bicl bl wdTd el B

g XNY BRI TAM (TAW) TR URTHA & AT SR TT0H & Ie-9 4 & | o fos 8o (1998)
3R I1Ze e 3fd 3 gma faar o11 (2017), 89 A & A 3R Argar & forw &2 sremg=t & i
(A T BT ITANT HRb) BT UIAH B & ATl Ig Ul TRIAT Sl Yo b Y AU & g ol
S-S FAT B § 1 87 IR TROUN 7 ST B §, Sl ST 3231 Bl U B & 7T - qar Wb
T SIR AT | TRUT 1 3R TROT 2 1 FAHT0T SR A gl 3 1R, faw™d &I A1gd 1 TR0T 3 3R R0
4 U9 AT & 1Y Faiferd g1 TRT 1 3ged Nt 3R Anrft Iamo= & a1y Teiftrd 81 dfos, 3 (@aifira)
S (O TRIUd FAIfaTH, AFadmaret B oiR ARfT) & URTH &t ge BT a7 THH UR 37eag
fora man g, Afet ondt T STeTToe S & ufare et foan T &; 89 feAfan (2 ’R ive) TR X5 Te



3 GRI T4l & ¥ H TP PHeldiddd JAH & [Py & ePHI0 BT Urad $d &1 (2017)1 U8 =R H,
SGYRUN ], TRAT, 3R fIZT0r & EBHI0 BT ITANT FHRd §U O {7 TR 3R 3dd (2014) GRT
Taf @1 7S §, Wi wHten & YR W, g9 faRvst I ATl e & 918 S1Eed Sd HRd & | ST aRUT
H 89 IR U IR Wa &1 I & a8 o1 & RS SR TRaT &1 Ul @ & | $Tb d1G, TR
TR § W] YHH S ST I d& ioHie, adb AT, g Jferdt 3R HIfelT & U H S IR &
T fafor & SfRRT 3R WeHTagu! a4dT &1 RUIE &l ¢ | Sifad =Rur, Ao & Hurc-defid gaadf
3R AT JdT & AT e UaH HT 5, WSAED STATHB AR THHGRI-[IT5dT 3R B!
& Hfadd MM R IS I, I FTHROT 9], TTSATHD Ay 3R FHART & WG &
TEAYUl SE A1 & 1Y | UGS [dh™ HRIGH! o [ [@a¥ad | -8 HIY & [ay¥-iadT &1 Udl - &
forg 59 iR fasyeaan e off #d 3

g e, TAOT 3R fIRAYT & YR W, g4 faRwsi & Iryeht G- & 91, TAW & 3fegad
frofor &) gxfd gU Ydhas 43 sieeH) &1 UF Jd UgaHd & 3R Sdd HRd ¢l 91 & ol §, 350
STRGIATS & T W $1E7, 37 g3l & WUl SRS A=A (SPSS v.20 H) & GRUMEGET TAW &

TH-HRE AT BT I BIal ¢ | AT, 235 IR & T ol T4 R Yf¥ HRS [I=e0r (AMOS

v.20 T) IR §U SRS T Bt P BT 8| I §H ITHT-3eHT AT & ATSd (SRHM St T, fiF

SIS ST BHREP U], TG H-PRP TN R &I-HRP IS B §iid B g, Ol b Jad 35
e gEdie! & fore TAw & g1 aRoma 2R #Ra § 6 Jedas (3ft dd Sa-31erT) dH-BRS I
araA-fhe gamic! & UaRid Sl 8, ol TAW- WG-HAfaeiacl, = 3 &-79' 3R a1 & = § Srd
B & T fH-PRb TR BT Fa Sl B

SATAT, 115 % TH dTol TG TR ARG, §H HICHT, HTH TS, HTH HLgd, 3R B e
@Ay H) & 9 H Hivlel S SaH i TAw & SRR 3R HeHTaquf derar &t RIToHT Hd
B 1B S deydT R = & o PIHEID ST, THY fayd=iadT iR 37¥d faeRor &1 TR $Rd 5 |
OO 414 € for TAW 31t 3fRor erar SR faya-iaar vefRfa &ar § @-eed e .7 T 31w 3R
3 faaRor 1Yy 5 3iftrap) | 89 NeHTaqul dedl &1 HTHAT HRA & AT Bi-d-aRS AMES, Hid-
AFET 3R FeRee-AFIE (HTMT) AMES (TN 3 H) &Y Faifrd #va € 1wt dF uieror 9 a1 &t




g I § [ TAW HiN[al BRI 1A SaURUNSH ¥ U Hgifad FU F 3feRT TR | 3 GRUTH TAW
fomfor ot Jerar SR fasiadr gral & wifid #:a g1

G & RO H, §H I ot gRUDR &F S Hul-al (Feuieaey 3 ) J 288 & T droll 9l 4
WR SR TR TAW B AFES-Hafid THadf iR Armm derar fid w=d 81 s ggsidy & uRom
TAW 3R YIS TTSIHS Uaagd & diF A & oid Agayul IHRIAS Jeuay o 3fd #d §,

3R 3 YR TAW P! AFCS-TsId JHA! dYdT BT Udl N4 &l THHEE Bt dUdl H, TSTHD
TfAIHAT & Y- SHFGRI-FATHAT 3R Hdea81 & i T a9 TR H Hgdqu! 9gard &l

WP FHRA &1 3R TAW THR AR f[awr wrderdl & forg FRiase I, e Ay, HHart
T TS PR BT IAAT (KSA) AR HHART W1 8 T (EVI) B Hiawraron =l ¢ | ko Rigidl 9 a1eR
e & Trd TAW & At &) gfd wRd § iR TAW @t FAmfor Qerar wifid #vd €1

Fd AR, TAW &1 AT 33 Ireh, R, faaaes, HHds SR ATHHTs St dedT Ue i &Rl
?1 faes faymitoar fawers o ufkomy off ATy &t v faya-iad & gfY aRd 8|

I8 SIderd B, FRYA (TAW) TR URTHEA & AT HI aRHIRG, AwRid sk A e ey
(U WS T ) W fIwRid vaeH & ot e Aeayu Sgifde anmer veH &l § | guvl, AraTds
LT P U YT &b HIEH J, §HA TAW BT 12 31geH A9 Ry farar 3ik et dean iR faya-iaar

R ST | T 3T TAW HT T AT AT T BT & FTIHT STIRT TSATHS HAER S8 o
foran o wamar 81 SRR, T8 Siwme WieH § URTHA &1 Ui & IR B Iifige & geRdr &1 awdA
Il g; FsHe! & Tohd e 8 fos TAW B $1 8iR TR-51f SiF Teifiid agR $iR FagR &1 HIfad
HA DI AT |1 U tfafvad Jgifaew iae® f v war 8 SfiR I W13 A 3R HHaR! Wd
Y Hifg & g Arer e 8|

WA & AISHHRH 01 I8 JAYT Hd § 3 W BT I FRifdreian! gRT ST 3R TAW &
oM o forar o T g, e srenfal, Te 3R 98 W a1 JHrS & a1y gidT g1

Xi



3fege st & foT1 78T 31 I Ugd, UHM &Y fayeiad siiaRe RRdT &1 sidbad &3 d
i &; 78 HiIw & siere & o o/ TR &1 faseriaar S s T -Xewe fayeiiaar &t & &= &1
AR Y HaT & | GO, T §H T 0 ¥ URA1 f&g omard & Taw &) sy ok 7y fara g,
YIS & T BT S{EHT-SHTHT ATHIG-TRp s TEH! & AfdaTd, WeTds R TS 399
RO} Y U T & 1Y TAW B Harel-Taedt GaiamTes a4dr 1 Udl @ & o fasar s I 3|
g TAW A9 &1 H19-HP i 4l B WIHR B H HGG DI TRRT, 89 Had TAW & Jdqd & &4
T WSS TPl 3R Afadd BT fea fowar, Hiasy & sieqg= & 30 T Ul HRP| B UgaH o
WR & FHiad fHar o Iavdr € S TAW @1 AU UeH HRd § 3R 3 YHR HIY B aUdT 3R Iyz=aar
31t & INTeE $d g

BTG BIIRIT G GIRITHT, BIIRIT TG, &l 19710 el STaghe, &l Togig—
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