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Foreword
This fine collection sets itself an important task: to revive the discourse between two 
epistemological fields – workplace spirituality and knowledge management. Both fields 
are foundational to the human experience, harking back to the antecedents of homo 
sapiens, at a time when work was a sacred undertaking requiring the blessing of the 
gods; whereas managing knowledge: the passing on of acquired know-how from one 
generation to the next, could make the difference between survival and extinction, and 
hence was imbued with sanctity. Indeed, spirituality and knowledge, spiritual knowl-
edge, were two sides of the same coin.

The first decades of the twenty-first century evidence a renewed interest, a renais-
sance, in exploring ancient wisdoms, unveiling their mores as a means to informing our 
times, in which evolving knowledge creation technologies are the core of the zeitgeist 
of humanity. 

Knowledge management and workplace spirituality share a tradition of scholarly 
pursuit alongside an applied enterprise emphasis. Combining theoretical excursions, 
empirical investigations, reflections, and case studies sourced from nine countries in 
four continents, this book serves as an essential guide for those wishing to understand 
key developments in these two pivotal fields of this day and age.

Prof. Yochanan Altman
WU Vienna Austria and University of Haifa Israel

Chair of the International Association of Management Spirituality & Religion
Publisher of the Journal of Management, Spirituality & Religion

IAMSR – De Gruyter Series Editor 
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Raysa Geaquinto Rocha and Constantin Bratianu
Introduction

Spirituality and knowledge dynamics are critical components of organizational devel-
opment, well-being, and effectiveness. While the former is often seen as a personal, 
individualistic domain, it has an equally significant role to play in the workplace. This 
book brings together research illuminating how spirituality, wisdom traditions, and 
contemplative practices can positively influence organizational outcomes through 
knowledge dynamics.

The chapters explore the particularities of spirituality and knowledge dynamics 
within organizational settings. They offer invaluable insights for researchers, practi-
tioners, and educators in the fields of management, knowledge management, and higher 
education. The book inspires readers to contemplate how spirituality can enhance their 
organization’s effectiveness and well-being and provides fresh perspectives on how this 
can be accomplished. Its profound and thought-provoking content will surely leave a 
lasting impact on its readers.

This seminal book on spirituality and knowledge dynamics comprises an exqui-
site collection of eleven intellectually stimulating chapters authored by a distinguished 
panel of sixteen scholars hailing from fourteen nations across the globe. These countries 
include Austria, Brazil, Chile, the Czech Republic, Finland, Germany, Hungary, India, 
New Zealand, Portugal, Romania, Spain, and the United States of America. Notably, the 
contributors represent a kaleidoscope of fourteen distinct organizations, presenting an 
intricate tapestry of multifaceted viewpoints – including practitioners – and profound 
insights into knowledge dynamics and spirituality.

The book comprises an introduction followed by two sections on distinct aspects 
of spirituality and knowledge dynamics. The first section, Unlocking Spirituality in 
Knowledge Dynamics, is conceptual, the chapters focus on the theory of knowledge 
fields and knowledge dynamics, a spiritual knowledge management, and spirituality as 
a meta-story. The second section, Exploring Spirituality in Knowledge Dynamics Across 
Contexts, is empirical and explores Communities, Workplace, Higher Education, and 
Entrepreneurship. 

Therefore, our book offers fresh viewpoints on spirituality and its role in knowledge 
management and strategies. Each chapter delves into the dynamic nature of spirituality 
and its impact on knowledge. Overall, the book provides thought-provoking insights on 
how spirituality and knowledge intersect.

Raysa Geaquinto Rocha, University of Essex, United Kingdom; NECE – Research Center in Business 
Sciences, University of Beira Interior, Portugal, e-mail: raysa.rocha@essex.ac.uk 
Constantin Bratianu, Bucharest University of Economic Studies, Bucharest, Romania,  
e-mail: constantin.bratianu@gmail.com

https://doi.org/10.1515/9783111010410-001


2   Raysa Geaquinto Rocha and Constantin Bratianu

I. Unlocking Spirituality in Knowledge Dynamics
The theory of knowledge fields and knowledge dynamics presents a new paradigm for 
understanding organizational knowledge dynamics. Based on the principles of thermo-
dynamics and cognitive science findings, the first chapter addresses the theory positing 
that knowledge can be conceived as a complex field composed of three fundamental 
knowledge fields: rational, emotional, and spiritual. Knowledge from one field can be 
transformed into knowledge of any other, creating continuous dynamics. Knowledge 
dynamics contribute to wise managerial decision-making.

The domain of knowledge management has undergone a transformative change, 
and there is now a need to reflect on innovative ideas that can reshape its future role 
in a changing and dynamic world. One such idea, the second chapter, approaches 
Spiritual Knowledge Management, which involves enabling, managing, and organizing 
deep learning processes to develop the best version of oneself or an organization. This 
chapter focuses on defining and conceptualizing Spiritual Knowledge Management, 
which can contribute to theory-building in the field.

Moreover, spirituality has always been an enigmatic and dynamic phenomenon 
that is challenging to capture and analyze. Thus, the third chapter discusses that one 
way of accessing spirituality is through spiritual knowledge – a meta-story composed of 
stories about the self, relationships to others, and the relationship to the divine. Under-
standing and researching spirituality from this perspective can provide new insights 
into knowledge management and knowledge strategies.

II. Exploring Spirituality in Knowledge Dynamics Across Contexts: Communities, 
Workplace, Higher Education, and Entrepreneurship

Communities of Practice and Research
The Management, Spirituality, and Religion (MSR) group is an Interest Group of the 
annual Academy of Management conference. The fourth chapter applies relevant 
knowledge management literature to an opinion piece previously written about the 
MSR group. By taking a human-centered approach, the chapter centers around values 
in research, diversification of ways of knowing and research topics, and skill-building, 
with the aim of expanding KM’s body of knowledge and providing impetus for further 
MSR group development and diversification.

The following chapter focuses on Clear Sky, a Buddhist-based meditation center 
in Canada, which serves as a petri dish for heart-based organizational practices. The 
chapter highlights three key dimensions: Karma Yoga, Dāna, and Shadow Integration. 
The authors explore how Karma Yoga bridges inner work and outer action and fosters 
a dynamic learning environment. Dāna highlights mutually generative exchanges and 
energy flows, while Shadow Integration uncovers and integrates shadow aspects to free 
up energy for doing good. The authors provide a template for organizations to experi-
ment with heart-based, dynamic organizational practices through this analysis.
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Workplace
Based on a mixed-method study, the sixth chapter delves into why leaders support 
organizational spirituality and how this support correlates with theoretical constructs. 
The thematic analysis indicates that leaders support spirituality to improve perfor-
mance and well-being and enhance stakeholder connectedness. Moreover, leaders 
underscore the importance of knowledge management and organizational learning 
in disseminating spirituality. However, bureaucracy, legislation, and technology were 
identified as hindrances to developing spirituality in organizations. The correlation 
analysis found positive correlations between the elements of organizational spirituality 
and its influencers, such as knowledge management and the macro-environment.

The next chapter proposes a Human Flourishing organizational model that revises 
traditional human resource development for intrinsic value creation. The employee 
flourishing in knowledge management involves rational, emotional, and spiritual 
knowledge. While the spiritual dimension can appear as an abstract philosophical 
concept, empirical studies on Faith at Work demonstrate that spiritual knowledge and 
intelligence can be enacted in real-world examples. 

Higher Education Institutions
The eighth chapter delves into how human development can be shaped by wisdom 
pedagogy in higher education. While universities focus on developing human beings, 
research on intellectual capital often ignores the role of spiritual capital. The author 
argues that the spiritual dimension of wisdom pedagogy needs more understanding 
and suggests the need for evolutionary and wisdom pedagogies. The chapter’s theoreti-
cal framework shows the central role of the spiritual dimension of wisdom pedagogy in 
shaping values, attitudes, authenticity, and responsibility. The author presents practical 
implications for university educators, management, and curriculum developers.

The ninth chapter examines how Higher Education Institutions (HEIs) face issues 
related to knowledge management and spirituality in the workplace. Based on inter-
views with higher education teachers, the authors conclude that although most inter-
viewees perceive the mission, vision, and values of HEIs, these were not explicitly 
disseminated. Regarding knowledge management, the authors suggest that the organ-
izational culture of HEIs should promote the appreciation and recognition of tacit 
knowledge. Regarding organizational spirituality, there is a long way to go in HEIs as a 
whole. The authors suggest that HEI management should promote effective knowledge 
management and practices that contribute to a workplace guided by spiritual values.

Entrepreneurship
In the tenth chapter, you will better understand the different types of spiritual entrepre-
neurs and their conflicting personal beliefs. Contesting ideologies, defined in this study 
as personal cognitive logic that prioritizes individual egoistic interests over spiritual 
thinking, can significantly impact entrepreneurs’ values and mindsets. Through exam-
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ining the context of entrepreneurial reasoning, this study contributes to our under-
standing of how entrepreneurship is affected by spirituality and the values associated 
with it.

Finally, this book includes a practical eleventh chapter on spiritual entrepreneurship 
and creating an app that facilitates the practice and transmission of spiritual knowl-
edge. This narrative unfolds the captivating yarn of three devoted individuals who have 
dedicated their lives to the pursuit of self-awareness and spiritual elevation. United 
by the synchronicity of time and space, their initial intention was to engage in reflec-
tive discourse centered around the transformative teachings of A Course in Miracles. 
It serves as a gateway, effortlessly bestowing upon seekers a comfortable and seamless 
avenue through which they may practice the profound teachings of the Course while 
also facilitating the transmission of spiritual wisdom. What was once perceived as a 
mere tool to undertake external endeavors, such as developing a mobile application, 
has become an instrument for enhancing the inward journey and collective growth 
through shared experiences. 



I Unlocking Spirituality in Knowledge Dynamics
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Constantin Bratianu
Chapter 1 
How the Theory of Knowledge Fields and 
Knowledge Dynamics is Shaping Spiritual 
Knowledge and Wisdom

Abstract: This chapter explores the connections between the theory of knowledge fields, 
knowledge dynamics, and spiritual knowledge and wisdom within organizational con-
texts. The chapter presents the main ideas of the theory of knowledge fields and its new 
attributes in understanding organizational knowledge dynamics. The new paradigm 
is based on three assumptions: a) knowledge is a field; b) there are three fundamental 
knowledge fields: rational, emotional, and spiritual; and c) each form of knowledge can 
be transformed into another form. The theory of knowledge dynamics develops the 
third axiom based on thermodynamics principles and cognitive science findings. Both 
theories evidence the role of spiritual knowledge and its contribution to managerial 
decision-making and understanding wisdom.

Keywords: Knowledge Fields, Knowledge Dynamics, Spirituality, Wisdom, Wise 
Company

Introduction
Knowledge dynamics, including organizational spirituality, are essential to any corpo-
rate knowledge spectrum. Dynamics means variation in time and space, and knowl-
edge dynamics metaphorically reflects that variation (Bratianu, 2021). In the extant 
literature, authors from different educational backgrounds and cultures interpret 
knowledge dynamics in many ways due to their metaphorical thinking (Andriessen, 
2006, 2008; Lakoff & Johnson, 1999; Pinker, 2008). Knowledge dynamics can be seen 
as a process of knowledge variation in time for the same knowledge owners (Kianto  
et al., 2017), as a knowledge variation in space, considered as a knowledge flow (Nissen, 2006),  
as a transformation of tacit knowledge into explicit knowledge and vice versa (Nonaka 
& Takeuchi, 1995, 2019; Nonaka et al., 2008), and as a transformation of knowledge 
fields – rational, emotional, and spiritual knowledge (Bratianu, 2015). 

In describing tacit knowledge, Nonaka and Takeuchi (1995) refer to its constituents. 
However, in doing so, they do not really explain their role or importance in knowledge 

Constantin Bratianu, Bucharest University of Economic Studies, Bucharest, Romania,  
e-mail: constantin.bratianu@gmail.com 
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8   Constantin Bratianu

dynamics adequately and deeply. In their view, “tacit knowledge is deeply rooted in an 
individual’s action and experience, as well as in the ideals, values, or emotions he or 
she embraces” (Nonaka & Takeuchi, 1995, p. 8). That is because they used the iceberg 
as a metaphor, where we can quickly identify only two components: the visible part 
above the waterline associated with explicit knowledge and the hidden part under the 
waterline associated with tacit knowledge. Thus, tacit knowledge looks like a massive 
block of invisible ice to us without further description. Only by changing the knowledge 
metaphor Bratianu (2015) could reveal spiritual knowledge and its role in knowledge 
dynamics. Moreover, by developing the theory of knowledge fields and dynamics, he 
could show the power of knowledge dynamics in driving the managerial decision-mak-
ing process and emerging organizational knowledge and spirituality.

This chapter aims to show the new horizon created by the theory of knowledge 
fields in understanding organizational knowledge and how spiritual knowledge and 
wisdom contribute to emerging organizational spirituality. The whole process is very 
complex, and its nonlinearity makes it challenging to describe it in linear logic, but we 
will try to reveal the critical aspects of that complexity. There is a spiritual dimension in 
any managerial process and an organizational spirituality that leads the organization 
toward performance or failure due to how the leaders’ mindset is based on positive 
or negative values (Bratianu, 2015). As De Geus (1999) remarks, “Now we enter a third 
level: the level of values and beliefs. We do not need a crisis to reach this level; we can 
also get there through sustained reflection. However, once here, all our principles and 
attitudes are open to question in light of the values and attitudes of our environment” 
(p. 113). 

The Theory of Knowledge Fields
Cognitive science demonstrated that our mind is integrated with our body (Varela  
et al., 1993), that thoughts are primarily unconscious, and that “abstract concepts are 
largely metaphorical” (Lakoff & Johnson, 1999, p. 3). We use metaphors to find mean-
ings for abstract concepts and to construct their semantic domain. A good example is 
the concept of knowledge. “Knowledge is not a concept that has a delineated structure. 
Whatever structure it has, it gets through metaphor. Different people from different 
cultures use different metaphors to conceptualize knowledge. They may be using the 
same word; however, it can refer to totally different understandings of the concept of 
knowledge” (Andriessen & Boom, 2007, p. 3). No wonder in knowledge management, 
different authors formulated different definitions for knowledge due to using different 
metaphors. Bratianu (2015) extensively analyzed those metaphors and found three sig-
nificant clusters. Each cluster generated a specific cluster of metaphors used to describe 
knowledge dynamics (Bratianu, 2021; Bratianu & Paiuc, 2022). We will explain all of 
these semantic clusters in the present chapter.
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A metaphor is a structured analogy (Gentner et al., 2001) composed of three main 
elements: a source domain where we put the well-known concept, a target domain where 
we put the less-known concept, and a mapping function that transfers some attributes 
from the source domain into the target domain (Andriessen, 2008; Bratianu, 2011;  
Lakoff & Johnson, 1980). 

In the first semantic cluster, knowledge metaphors are used in the source domain of 
physical objects. They are called ontological metaphors. The following are some exam-
ples used currently in the literature (italics added to underline the attributes mapped 
from the physical objects to knowledge).
(1) “The idea of dealing with knowledge as an object has been already exploited in 

a variety of areas across knowledge management and information technology” 
(Borgo & Pozza, 2012, p. 229). 

(2) “The hope is that we will be able to accumulate masses of knowledge, control the 
flow of information, and access answers as quickly as we formulate questions” 
(Allee, 1997, p. 15).

(3) “Just as food and manufactured goods can be packaged and sold, there are ways to 
package knowledge for commercial benefit, using the intellectual property laws” 
(Sullivan, 1998, p. 143).

In example (1), the authors remark that knowledge as an object metaphor has been used 
extensively in the first wave of knowledge management. In example (2), the author 
shows how the metaphor transfers two material attributes of physical objects toward 
the concept of knowledge: the property of accumulation and that of having a mass. 
However, knowledge is an intangible entity and does not have any mass. Thus, the met-
aphor creates ambiguity concerning the real attributes of the concept of knowledge. In 
example (3), the author shows that the metaphor transfers the property of packaging 
objects toward the concept of knowledge, although knowledge does not have a physical 
body to be packaged. The metaphor knowledge as objects has as the main drawback the 
mapping attributes of the tangible objects to intangible knowledge. Also, we use linear 
operations like summation and multiplication for tangible objects, while we should use 
nonlinear operations for intangible objects.

The metaphors from the second wave of knowledge management introduced the 
idea of dynamics. Knowledge is not static but dynamic. The metaphors knowledge as 
a flow and knowledge as stocks-and-flows introduce the time dimension and dynam-
ics attribute (Bratianu, 2011; Nissen, 2006; Nonaka et al., 2008). The basic idea is that 
knowledge is compared now with a fluid that is flowing through the channels and 
piping systems and can be accumulated in reservoirs. The concept of flow is simple 
and intuitive, inspiring many scientific metaphors. Nissen (2006) remarks that knowl-
edge is not distributed uniformly through an organization, and thus, it must move from 
where it is created or stocked to where it is needed. “To the extent that organizational 
knowledge does not exist in the form needed for application or at the place and time 
required to enable work performance, then it must flow from how it exists and where 
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it is located to how and where it is needed. This is the concept knowledge flows” (p. XX). 
The following are only some illustrative examples of using the knowledge flow meta-
phor (italics added).
(1) For this free flow of knowledge to prevail, the organizational culture must be 

extraordinary (Davenport & Prusak, 2000, p. 109).
(2) How knowledge flows in organizations is often a hidden process (O’Dell & Hubert, 

2011, p. 29).
(3) With my broader view, I claim that managing knowledge flows can be applied and 

used in almost any type of organization (Leistner, 2010, p. 6).

In example (1), the authors recognize that in any organization, there is a free motion of 
knowledge from one place to another, like the free water flows in rivers. In example (2), 
 the authors remark that knowledge flow is mostly a hidden process because the forces 
generating that flow are unknown. Thus, controlling the knowledge dynamics is a 
real issue for knowledge managers. In example (3), the author claims that managing 
knowledge flows is at the core of any managerial process. The knowledge flow meta-
phor introduces the idea of dynamics, but it keeps the limits imposed by tangibility and 
linearity. To illustrate the errors generated by these limitations, we present one of the 
most cited definitions for intellectual capital, which is constituted primarily of knowl-
edge: “Intellectual capital is the sum of everything everybody in a company knows that 
gives it a competitive advantage … Intellectual capital is intellectual material – knowl-
edge, information, intellectual property, experience – that can be put to use to create 
wealth” (Stewart, 1999, p. XI). Dumay reformulates this definition, changing the concept 
of “wealth” with that of “value”, but keeping the idea of that intellectual capital is “the 
sum of everything everybody in a company knows that gives a competitive advantage” 
(Dumay, 2016, p. 169). The fundamental concept of this definition is the sum, which 
emphasizes the property of linearity for intellectual capital, respectively, for knowl-
edge. In Mathematics, the concept of sum and the operation of summation belong to the 
complex concept of linear space. However, knowledge is a nonlinear entity, and it should 
be defined using the concept of integration instead of summation (Bratianu, 2009, 2018).

The third wave of metaphors should overcome these limitations of tangibility and 
linearity, which generate semantic errors in interpreting and applying the concept of 
knowledge and all related concepts, like knowledge dynamics and intellectual capital. 
One of the best-constructed and explored metaphors to overcome these shortcomings 
is that of knowledge as energy (Bratianu, 2011, 2015). The concept of energy differs from 
physical objects because it is a field, an intangible and a non-substantial manifesta-
tion of matter. The metaphor’s mapping function transfers three essential attributes of 
energy: 
(1) Energy is a field → Knowledge is a field.
(2) Energy manifests in different forms, like mechanical, thermal, and electrical 

energy  → Knowledge manifests in different forms, like rational, emotional, and 
spiritual knowledge.



Chapter 1 How the Theory of Knowledge Fields   11

(3) One form of energy can be transformed into any other form of energy (for example, 
mechanical energy can be transformed into thermal energy) → One form of knowl-
edge can be transformed into another form of knowledge (for example, rational 
knowledge can be transformed into emotional knowledge).

These attributes change entirely our understanding of the concept of knowledge and 
open new horizons for research and practice in knowledge management. They are 
based on the Thermodynamics approach and cognitive science discoveries (Atkins, 2010;  
Chaldize, 2000; Damasio, 1999, 2012; Friedenberg & Silverman, 2016; Kahneman, 2011). 
Thermodynamics was created to explain and quantify the transformation of mechan-
ical energy into thermal energy. Then, thermodynamics became a general science of 
changing phenomena due to its power to explain the transformation of any form of 
energy and use entropy to measure processes’ irreversibility and the order of structural 
systems.

The Rational Knowledge Field

Rational knowledge results from rational thinking and using natural or symbolic lan-
guage. Explicit knowledge can express rational knowledge (Davenport & Prusak, 2000; 
Nonaka & Takeuchi, 1995). Rational knowledge is objective, which is why it is used in 
science, technology, economics, business, education, and nearly all aspects of our lives. 
That explains the perception that rational knowledge is the only form of knowledge 
we deal with. Philosophers from ancient times sought truth and its justification. They 
ignore perceptions and emotions because they are subjective and cannot lead to finding 
the truth. For instance, explaining the view of Plato on knowledge, Russell (1972)  
remarks that “we cannot know things through the senses alone, since through the senses 
alone we cannot know that things exist. Therefore, knowledge consists of reflection, not 
impression, and perception is not knowledge” (p. 153). A good example is a mathemat-
ical equation resulting from a logical mind, not a given perception. In epistemology, 
knowledge is considered a valid and justified belief. Justification is the necessary con-
dition for a belief to be considered knowledge. Audi (2011) asserts that “knowledge is at 
least justified true belief – that we know something only if we believe it, it is true, and 
our belief of it is justified” (p. 247). Descartes expressed metaphorically that idea with 
his famous expression “Cogito, ergo sum” and concluded that we should make a differ-
ence between mind and body (Russell, 1972, p. xx). 

The Japanese philosophers opposed the Cartesian dualism of mind and body with 
the idea of the oneness of mind and body, the oneness of self and other people, and 
the oneness of people and nature. As Nonaka and Takeuchi (1995) remark, “The Japa-
nese had failed to build up a rational thought of clear universality because they did not 
succeed in the separation and objectification of self and nature” (p. 28). It is interesting 
to learn that Japanese people understand time differently. While in the Western world, 
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the social time measured by the clock is linear and goes along a straight line, in Japan, 
time is nonlinear and goes in circles such that there is no clear hierarchy between past, 
present, and future. Even their language does not contain specific forms of verbs for the 
future. The context suggests that the action will take place in the future. That explains 
why the context Ba plays a central role in understanding the knowledge spiral in the 
famous model SECI (Socialization, Externalization, Combination, and Internalization) 
created by Nonaka (1994). Instead of dividing reality continually into its components 
and then analyzing their attributes and interdependencies, like in the Western tradi-
tion, the Japanese philosophy of oneness keeps the world as a whole and tries to reveal 
the connections that create harmony and organic functionality (Holden & Glisby, 2010; 
Kaufman, 1994; Nakagawara, 2004). This philosophy integrates objective knowledge, 
represented by rational knowledge, with subjective knowledge created by direct experi-
ence, represented by tacit knowledge. 

Rational knowledge fuels the decision-making process, at least in economics and 
business. However, our knowledge of the complexity of real life is limited due to the lim-
itations of our thinking models and the available data and information we get from the 
external environment (Senge, 1999; Stacey et al., 2000). Also, the changing business envi-
ronment generates uncertainty caused by the absence of knowledge (Spender, 2014).  
To integrate all these limitations into the rationality and rational decision-making 
theory, Simon (2000) introduces the concept of “bounded rationality”. Thus, deci-
sion-makers should seek “good enough” solutions instead of the “best” solutions to their 
real problems. 

The Emotional Knowledge Field

Polanyi introduces the concept of the tacit dimension of knowing, showing that the 
knowing process is much larger and more profound than that focused on explicit 
knowledge. “I shall reconsider human knowledge by starting from the fact that we can 
know more than we can tell. This fact seems obvious, but it is difficult to say exactly what 
it means. Take an example. We know a person’s face and can recognize it among a thou-
sand and a million. However, we usually cannot tell how we recognize a face we know. 
So, most of this knowledge cannot be put into words” (Polanyi, 1983, p. 4). Being so close 
to the Japanese philosophy, there is no wonder that Nonaka (1994) was attracted by 
the tacit dimension of knowing and developed the theory of tacit knowledge. The root 
of the word tacit comes from the Latin tacere, which means to be silent or unspoken 
(Holden & Glisby, 2010). For Nonaka and Takeuchi (1995), “Tacit knowledge is highly 
personal and hard to formalize, making it difficult to communicate or to share with 
others. Subjective insights, intuitions, and hunches fall into this category of knowledge. 
Furthermore, tacit knowledge is deeply rooted in an individual’s action and experience 
and in the ideals, values, or emotions he or she embraces” (p. 8).
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Emotions contribute to the creation of tacit knowledge. However, putting together 
so many forms of knowledge, it is tough to distinguish their contribution from that of 
values, insights, hunches and ideals. Changing the iceberg paradigm with that of energy 
in explaining metaphorically knowledge, we get the opportunity to focus only on emo-
tional knowledge and its impact on decision-making and organizational behavior. 

Emotions and feelings generate emotional knowledge, and it is wordless (Damasio, 
1999, 2012; Hill, 2008). Emotional knowledge is expressed by body language and facial 
expressivity. Emotions are reactions of the human body to internal and external stimuli. 
“The world of emotions is largely one of actions carried out in our bodies, from facial 
expressions and postures to changes in viscera and internal milieu” (Damasio, 2012, 
p. 117). Emotional knowledge contributes to the decision-making process with rational 
and spiritual knowledge and becomes critical in situations of possible danger. A fast 
body reaction is necessary for protection and survival (Kahneman, 2011). 

Emotional knowledge is the raw material for emotional intelligence (Goleman, 1995;  
Mayer et al., 2004) that integrates intrapersonal and interpersonal intelligence (Gardner, 
1983). Emotional knowledge and emotional intelligence are critical elements in creating 
a sustainable system of motivation for employees. Motivation is the main driving force 
in achieving organizational performance and competitive advantage. Also, motivation 
is the engine of any knowledge-sharing and innovation processes. Emotional knowledge 
and emotional intelligence are essential in leading change due to resistance opposed by 
inertial forces. Organizational change requires a great effort to mobilize people to work 
hard against all odds and reward those efforts. Even if change design is based mainly 
on rational knowledge, its realization depends on emotional knowledge and people’s 
motivation (Kotter, 1996; Kotter & Cohen, 2002).

The Spiritual Knowledge Field

If rational knowledge reflects the physical world we live in, and emotional knowledge 
reflects the emotional states of our body, spiritual knowledge integrates human beings’ 
existential meanings and values. As Maxwell (2007) remarks, “We have to learn to see 
aspects of the world around us: stones, people, trees, sky. Equally, we must learn to see 
meanings and value in the world around us, our environment, events, human actions 
and lives” (p. 274). Seeing and understanding those meanings and values is difficult, but 
we learn to identify them and use them in all our decisions. Values represent condensed 
forms of knowledge based on continuous integration of what we learn from our parents 
in childhood and our professors in schools with what we learn directly from our expe-
rience. We learn to distinguish good from bad, right from wrong, responsible from irre-
sponsible and take actions driven by those values and principles reflecting the social 
web’s harmony. Values and ethical principles are the guidelines of any decision-making 
process in our private or professional life. 
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With the emergence of the knowledge economy, knowledge workers need to believe 
in what they are doing, striving for self-actualization. They are driven by the willingness 
to create knowledge, new products and services, or to innovate in their working proce-
dures. They are looking beyond a simple financial reward for their work. “Knowledge 
workers cannot be satisfied with work that is only a livelihood. Their aspiration and 
view of themselves are those of the ‘professional’ or ‘intellectual’. If they respect knowl-
edge, they demand that it becomes the base for accomplishment” (Drucker, 2008, p. 289). 
Reading this text carefully, we learn a fascinating fact: spiritual knowledge integrates 
time and the idea of the future. To accomplish something in personal or professional 
life, one needs to look beyond the present time and define an object to be done. That 
means vision and strategic thinking. Also, that means dynamics and evolution and a 
driving purpose. “We know today that human beings are by definition primarily a crea-
ture of meaning and value (that is, of ‘self-actualization’). We need a sense of meaning 
and driving purpose in our lives” (Zohar & Marshall, 2004, p. 17).

It is interesting to think metaphorically at the complexity of the micro-world where 
we find matter and anti-matter, or particles and anti-particles. Let us consider two micro-
scopic objects with identical attributes with only one exception. They have opposite 
values (i.e., plus, minus) for that attribute. For example, an electron and a positron have 
identical attributes except for the electric charge. The positron has +1 and the electron −1.  
Because of this characteristic, electrons and positrons will move in opposite directions 
when put into an electric field. If we consider the positron to represent the matter, 
the electron will represent the anti-matter. Using metaphorical thinking, we map this 
feature of opposing attributes to the value system. That means distinguishing between 
values (positive semantic charge) and anti-values (negative semantic charge). We will 
consider good and right values (with a positive semantic charge) and bad and wrong 
anti-values (having a negative semantic charge). Then, we will discover that managers 
who base their decisions on values can contribute to their organization’s performance. 
That is what we call management. The organization is doomed to failure when the deci-
sions are based on anti-values. That is anti-management. We should understand that 
anti-management is not bad management, but management focuses on other interests 
than the organization’s. Usually, in this case, the decision-makers focus on their private 
interests, regardless of the company’s decline. Thus, the real difference between perfor-
mance and failure is not the intelligence of managers but their set of values or anti-val-
ues. In other words, the difference is made by their spiritual knowledge and spiritual 
intelligence (Bratianu, 2015). 

In the literature, researchers introduced the concept of Corporate Social Responsi-
bility (CSR) to stress the need for managers to use the positive values of spirituality in 
making decisions, especially concerning the impact of the business on the natural envi-
ronment (Basu & Palazzo, 2008; Porter & Kramer, 2011). “The focus on profit being king 
has caused significant negative, unintended consequences. For over a century and a half, 
cheap labor, damaged lives, a destroyed planet, and polluted seas were all irrelevant 
when set against the need for profit. However, this is changing” (Branson, 2011, p. 21).  
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Lange and Washburn (2012) show that instead of discussing Corporate Social Respon-
sibility, authors should discuss Corporate Social Irresponsibility (CSI), a phenomenon 
developed on anti-values and negative spirituality. The most known story of CSI is that 
of Enron, one of the world’s largest companies, that filed for bankruptcy in December 
2001 (Benston & Hartgraves, 2002; Chatterjee, 2003; Lev, 2002).

Spiritual knowledge is processed by spiritual intelligence (SQ). According to Zohar 
and Marshall (2004), “This is the intelligence with which we have access to deep 
meaning, fundamental values, and a sense of abiding purpose in our lives, and the role 
that this meaning, values, and purpose play in our lives, strategies, and thinking pro-
cesses” (Zohar & Marshall, 2004, p. 64). Spiritual intelligence defines the same concept 
that Garner (1983) introduced as existential intelligence in his multiple intelligence 
model. Spiritual intelligence impacts the value system at individual and organizational 
levels (Zohar & Marshall, 2000). It is a powerful force capable of acting on a large time 
scale and of organizational changes when needed. It is a transformative force charac-
terizing transformational leaders (Bass & Riggio, 2006). An excellent example of the 
transformational leadership of Samsung is based on a new set of values and vision 
(Song & Lee, 2014). Transformational leaders are also spiritual leaders because they can 
understand organizational processes’ complexity and employees’ motivational systems. 
Leaders cannot accomplish outstanding results without well-defined values and a pow-
erful vision. Spiritual intelligence is an attribute of strategic thinking and visionary 
leadership (Kotter, 1996; Reeve, 2005; Warren, 2008). 

The Theory of Knowledge Dynamics
Knowledge dynamics can be defined in simple terms as being a variation of knowledge 
in time, a variation of knowledge in space, or a transformation of knowledge from one 
form into another one (Bratianu & Bejinaru, 2020; Bratianu & Paiuc, 2022). The variety 
of metaphors used in explaining the concept of knowledge inevitably leads to various 
interpretations of knowledge dynamics. That situation generates a series of difficulties 
in knowledge management when applying them to practice. The solution is to reduce 
the variety of interpretations by creating some semantic clusters based on scientific 
principles and then analyzing the core meaning of each cluster. Also, we are interested 
in discovering where and how the dynamics of spiritual knowledge come into play and 
impact managerial decision-making.

Based on a systematic literature review concerning the knowledge metaphors we 
presented in the first part of this chapter, we concluded that all metaphors used could 
be grouped into three semantic clusters: a) knowledge as objects or stocks, b) knowl-
edge as flows, and knowledge as stocks-and-flows; and c) knowledge as energy. Each 
semantic cluster for knowledge creates a semantic cluster for knowledge dynamics, as 
illustrated in Figure 1.1.
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Kinematics

Kinematics is a part of Newtonian physics concerned with the motion of objects in space 
without explaining the forces that generate that motion. Also, we may include here the 
variation in the time of a particular object. Translating the idea of space motion to 
knowledge management, we can identify a variation in the space of tacit knowledge due 
to the motion of individuals through the company space. When walking from one place 
to another, individuals carry with them their knowledge. It is a Newtonian dynamics of 
knowledge. When we translate the time variation idea to knowledge management, we 
consider the knowledge quantity variation in time through accumulation and loss. The 
quantity of knowledge may increase through learning or decrease due to unlearning, 
forgetting, or loss (Cegarra-Navarro & Wensley, 2019; Kaiser et al., 2016; Kolb, 2015). 
However, we remark again that knowledge is nonlinear, and its variation in time should 
not be a result of summation or subtraction. Knowledge variation is a result of integra-
tion and disintegration. Within an organizational context, knowledge results from indi-
viduals’ interactions and organizational learning (Argote, 2013; Kianto, 2007; Kianto  

Knowledge 
Semantic 
Clusters

Knowledge as 
Objects or Stocks

Knowledge as 
Flows or Stocks-

and-Flows

Knowledge as 
Energy

Kinematics Dynamics Thermodynamics

Knowledge 
Dynamics

Figure 1.1: Semantic clusters for knowledge dynamics.
Source: Author
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et al., 2017). Also, kinematics reflects the distribution of organizational knowledge and 
its variation in time, leading to an increase in knowledge entropy (Bratianu, 2019). Man-
aging knowledge entropy becomes important in knowledge creation and innovation.

Dynamics

Dynamics is that part of Newtonian physics concerned with the motion of objects in 
space and time and the forces that generate that motion. This cluster contains the most 
significant number of examples of knowledge dynamics. Knowledge flow is such an 
intuitive metaphor that it became almost natural for authors to use it (Leistner,2010; 
Nissen, 2006; Nonaka et al., 2008). The knowledge flows can be intra-organizational or 
inter-organizational (Ali et al., 2019; Balle et al., 2019; Keszey, 2018). However, unlike 
in physics or fluid mechanics, in knowledge management, authors ignore the forces 
that generate knowledge flow and cannot explain the complexity of knowledge dynam-
ics. For instance, nobody discusses the deficit of knowledge as a driving force or the 
requested absorptive capacity of the end user of knowledge. Also, there are a series of 
barriers and perturbations during the flow of knowledge, which are rarely addressed in 
knowledge dynamics research. The metaphor knowledge flows refers to the explicit or 
rational knowledge. The knowledge can be transferred from one individual to another 
or a group using a natural or symbolic language. Thus, spiritual knowledge does not 
appear in this cluster of knowledge dynamics.

Knowledge flows can be extended from the organizational context to a network 
structure, where individuals, groups or organizations can represent the nodes. Links 
between nodes are created when there is a knowledge flow between two nodes 
(Bedford & Sanchez, 2021). The flow of knowledge is generated by the deficit of knowl-
edge between two adjacent nodes, and it is oriented in the opposite direction of the 
gradient of that deficit. It is similar to nature when water flows in the opposite direction 
of the gravity gradient. Researchers use the metaphor stocks-and-flows used for any 
network process to analyze knowledge dynamics within a network. Knowledge dynam-
ics is changing the distribution of knowledge in nodes and the knowledge entropy of 
the whole network. The variation of knowledge in nodes requires a continuous re-struc-
turing of the knowledge stock and a process of integrating the new knowledge into the 
existing one. The knowledge integration process at the node and organization levels is 
vital to creating the new business model. “The knowledge integration process arising 
from the formation of business networks, including these cross-industry networks, 
becomes an important element in the building of horizontal value chains aimed at 
creating new business models” (Kodama, 2011, p. 25). Knowledge dynamics based on 
the knowledge flow metaphor are essential and will remain in many research projects. 
However, it is necessary to reveal the forces that generate knowledge flows intra-organ-
izational and inter-organizational, as well as the changes produced by those flows in 
organizational knowledge entropy.
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Schiuma (2009) attempted to enlarge the semantic spectrum of knowledge by 
introducing the concept of knowledge assets and replacing the concept of knowledge 
dynamics with that of knowledge asset dynamics. It is a method to bridge the intan-
gibility of knowledge with the tangibility of physical objects, which are somehow 
carriers of knowledge and can be better evaluated in companies’ accounting balance 
sheets. However, there is no clear definition of knowledge assets, no clear differentia-
tion between knowledge and knowledge assets, and between knowledge dynamics and 
knowledge assets dynamics.

Thermodynamics

Thermodynamics is a science that studies the transformation of one form of energy 
into another form. It was born in the 19th century when researchers could not explain 
the transformation of mechanical energy into thermal energy by using Newton’s laws 
of dynamics. Clausius introduced in 1865 the concept of entropy as a measure of the 
irreversibility of the transformation of mechanical energy into thermal energy, and 
Boltzmann developed in 1870 a statistical formula for computing entropy (Atkins, 2010;  
Ben-Naim, 2012; Georgescu-Roegen, 1999). Using mechanical statistics, Boltzmann 
demonstrated that “entropy is a measure of disorder in the system, that a multi-particle 
system tends to develop to a more probable state, and such a more probable state is a 
state of higher disorder. This development (toward disorder) continues until a system 
reaches thermodynamic equilibrium, which is the highest state of disorder for any 
given system” (Chaldize, 2000, p. 11). 

Due to its powerful capacity to express a transformation process and its association 
with order and disorder in a generic system, the concept of entropy extended rapidly 
to other domains, enriching its semantic spectrum (Ben-Naim, 2012; Chaldize, 2000). 
Shannon (1948) used the concept of entropy in his communication theory, defining 
the concept of information entropy with the same mathematical formulation as Boltz-
mann’s. The new concept reflects the distribution of probabilities associated with the 
information transferred through a communication channel. Bratianu (2019) defines the 
concept of knowledge entropy, showing its utility in measuring the knowledge distribu-
tion through the whole organization at a given moment. The purpose of this chapter is 
not to focus on knowledge distribution and entropy but to have them in mind when dis-
cussing spiritual knowledge and knowledge dynamics within an organizational context.

The first attempt to consider knowledge transformation as a manifestation of knowl-
edge dynamics was made by Nonaka (1994) with his dynamic theory of organizational 
knowledge creation. He was inspired by the works of Ryle (1949) and Polanyi (1983)  
and based on a solid understanding of Japanese business and culture. The model was 
further developed and refined by Nonaka and Takeuchi (1995), Nonaka et al. (2008), and 
Nonaka and Takeuchi (2019). Ryle (1949) explained the difference between knowing 
that and knowing how. The result of knowing that is knowledge about our reality, the 
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environment, and its concrete objects. The result of knowing how valuable knowledge 
is in performing a specific task. It is one thing to know the recipe for a cheesecake 
and another to know how to prepare and cook it. Polanyi (1983) introduced the tacit 
dimension of knowing, showing the importance of the knowledge obtained due to direct 
experience. Nonaka (1994) considered the result of the tacit dimension of knowing and 
called it tacit knowledge. Thus, Nonaka (1994) created the paradigm of tacit knowledge –  
explicit knowledge that most researchers shortly adopted. The dynamic theory of organ-
izational knowledge creation transforms tacit knowledge into explicit knowledge, 
amplifies explicit knowledge through combination within a social context, and trans-
forms the new knowledge into tacit knowledge. This idea is in line with the definition 
of learning provided by Kolb (2015): “Learning is the process whereby knowledge is 
created through the transformation of experience” (p. 49).

Nonaka (1994) developed the SECI (Socialization, Externalization, Combination, 
Internalization) model that explains knowledge creation within an organizational 
framework. Recently, the model was upgraded to include time as an explicit dimension 
of knowledge creation (Nonaka & Takeuchi, 2019). Socialization is the process of tacit 
knowledge transfer within a social context, like a project team. Because it is wordless, 
tacit knowledge can be transferred through observation and imitation. Many authors 
do not understand the specific meaning given by Nonaka (1994) to socialization and 
create confusion discussing tacit knowledge transfer by using language and informa-
tion technologies that use explicit knowledge. Externalization is the process of transfor-
mation of tacit knowledge into explicit knowledge at the individual level. It is the stage 
when language comes into play and transforms the learned experience into thoughts 
that can be expressed verbally. Combination is the process of communicating ideas 
within a social context and developing them through discussions and argumentations. 
The combination is based on knowledge sharing and depends on the specific organ-
izational culture. Some cultures encourage knowledge-sharing and combination pro-
cesses; some other cultures may not. Internalization is the process of transformation of 
the new explicit knowledge into tacit knowledge at the individual level. That new tacit 
knowledge will help to change the individual’s behavior. The SECI cycle repeats itself, 
generating a knowledge spiral that increases over time (Nonaka & Takeuchi, 2019).

Analyzing the SECI model from our perspective, we may say that only two pro-
cesses (i.e., externalization and internalization) refer to knowledge transformation. In 
contrast, the other two refer only to knowledge transfer. Even so, it is a transformation 
between tacit and explicit knowledge such that spiritual knowledge does not appear in 
that model. 

In the knowledge dynamics theory developed by Bratianu (2011, 2015) and refined 
by Bratianu and Bejinaru (2019, 2020), spiritual knowledge appears in a well-defined 
field of knowledge and participates directly in knowledge dynamics. Also, by integrating 
individual spiritual knowledge at the level of a team and then of the whole organization, 
we get its impact on organizational culture and organizational spirituality (Schein, 2004;  
Rocha & Pinheiro, 2019, 2021; Yochanan et al., 2022). From a thermodynamics approach, 
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we consider that each form of knowledge (i.e., rational, emotional, and spiritual) can be 
continuously transformed into another form of knowledge. Managerial decision-making 
is an excellent example of knowledge dynamics where spiritual knowledge influences 
the outcome of any decision through values. Thus, decision-making is not based entirely 
on rational knowledge, but its outcome depends on the transformations between the 
rational, emotional, and spiritual knowledge fields (Bratianu et al., 2021).

A beautiful psychological experiment described by Kahneman (2011) demon-
strates the role of knowledge dynamics based on knowledge fields in decision-making. 
It was already a tradition in a British university to have a tearoom where students 
could prepare tea or coffee and buy snacks. There was an “honesty box” where stu-
dents put their money according to their consumption and price list on the wall. For 
ten weeks, just above the “honesty box”, there were two types of posters without any 
explanations. One type contained pictures with human eyes looking straight at you, 
and the other contained flowers. Each type of poster was there for one week. By the 
end of each day, the researcher who designed the experiment counted the money in the 
“honesty box”. Finally, he made a graph with the sum of money found in the box. The 
findings showed that each week when the poster contained pictures with human eyes, 
the sums of money put in by students were significantly higher than when there was 
a poster with flowers. The psychological processes clearly show the following knowl-
edge transformations: looking at those eyes directed at you creates an emotional state, 
like being watched by a particular person and how you pay for the consumption. Thus, 
the direct experience created emotional knowledge that instantaneously transformed 
into spiritual knowledge – the value system associated with ethical behavior. The result 
transformed immediately into rational knowledge that led to the decision to pay cor-
rectly for consumption. When there was a poster with flowers, there was no connection 
to ethical behavior, and many students paid less than the value of the purchased items. 
Thus, knowledge dynamics based on the theory of knowledge fields can explain these 
knowledge transformations and the dominant role of spiritual knowledge in making 
decisions.

Wisdom

Wisdom is hard to define and explain because it has dynamic and complex semantics. 
However, we can find a core of meanings that gave it stability. The Oxford Advanced 
Learner’s Dictionary defines wisdom as “the ability to make sensible decisions and 
give good advice because of the experience and knowledge you have”. Thus, wisdom 
is the competence to make sound judgments based on knowledge, skills, attitudes, and 
long-term thinking. Rational knowledge is essential in dealing with incomplete knowl-
edge. Emotional knowledge is vital in dealing with uncertainty. Spiritual knowledge is 
essential in setting critical values in decision-making (Hall, 2010; Maxwell, 2007). The 
leaders with that competence are called wise leaders, and their companies become wise 
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(Nonaka & Takeuchi, 2019). “Wisdom includes knowledge and understanding but goes 
beyond them in also including the desire and active striving for what is of value, the 
ability to see what is of value, actually and potentially, in the circumstances of life, the 
ability to experience value, the capacity to help realize what is of value for oneself and 
others, the capacity to help solve those problems of living that arise in connection with 
attempts to realize what is of value, the capacity to use and develop knowledge, tech-
nology and understanding as needed for realization of value” (Maxwell, 2007, p. 79).

Aristotle (1999) structured his spectrum of knowledge into three large categories: 
episteme, techne, and phronesis. Episteme refers to objective or scientific knowledge. 
Techne refers to the practical knowledge needed to perform a specific task. It is craft 
knowledge. Phronesis, prudence, or practical wisdom, goes beyond knowledge and inte-
grates judgment based on values (i.e., good or bad). “Prudence is a state grasping the 
truth, involving reason, concerned with action about things that are good or bad for 
human beings” (Aristotle, 1999, p. 89). Phronesis is a critical competence for a company 
to become wise (Nonaka & Takeuchi, 2019). Reading carefully the definition given by 
Aristotle, we can identify immediately the presence of all knowledge fields and the 
dynamics between them directed toward decisions with consequences on the well- 
being of people. 

From a practical perspective, wisdom represents a key ingredient in creating and 
managing wise companies (Nonaka & Takeuchi, 2019). However, there are many dif-
ferences in interpreting this concept in knowledge management due to the different 
cultures, education, and management backgrounds of authors and their understand-
ing of the complexity of knowledge fields and knowledge dynamics (Rocha & Pinheiro, 
2019, 2021; Pinheiro & Rocha, 2020). It is essential to understand that wisdom is a 
meta-concept or a higher-order concept because it integrates spiritual knowledge and 
decision-making. Decisions and their long-term consequences can make the difference 
between wise leaders and those interested in their short-term interests. As remarked 
by Rocha and d’Angelo (2023), “Leadership plays a prominent role in the expression 
of spirituality in the workplace because the leader is also the main actor in increasing 
spirituality in the corporate environment” (p. 4). Thus, wisdom should become a domi-
nant topic of further research and corporate training programs for developing compe-
tencies and capabilities that integrate spiritual knowledge. It is not so easy to escape the 
gravitational forces of the profit maximization principle, but it is necessary to create 
new paradigms for understanding and measuring organizational performance. 

Knowledge management should go beyond codification and exploitation of explicit 
knowledge and contribute to business strategies only with rational knowledge. It 
is needed to change the whole perspective of knowledge management so that it can 
explore and use more emotional knowledge, emotional intelligence, spiritual knowl-
edge and spiritual intelligence. Achieving a sustainable advantage requires new think-
ing methods and designing business strategies incorporating knowledge. Knowledge 
management should change its focus from what is known to what is not and better 
manage the balance between known and unknown. That also implies strategic thinking 
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and switching from deterministic to probabilistic thinking to deal with uncertainty and 
economic crises (Bratianu, 2022; Spender, 2014; Taleb, 2007, 2012). 

Future research should focus more on spiritual knowledge, its dynamics and con-
tribution to the creation of wise leaders and organizational spirituality, and on devel-
oping new metrics for organizational performance, including knowledge dynamics’ 
contribution to achieving organizational well-being.
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Alexander Kaiser
Chapter 2  
Spiritual Knowledge Management: Managing 
the Learning Process Towards the Best Version 
of the Self

Abstract: The field of knowledge management (KM) has undergone significant changes, 
and it seems time to come up with new ideas to redefine the future role of KM research 
and practice in a changing and increasingly dynamic world. This chapter outlines one 
such new idea by proposing the concept of spiritual knowledge management. There is 
strong empirical evidence that purpose, spirituality and self are more important than 
ever for individuals and organizations. At the same time, many authors from very dif-
ferent fields come to the same conclusion: the goal of a fulfilling and successful life and 
work is to move from the current version of yourself to the best version. On this basis, 
this chapter aims to define and conceptualize the concept of spiritual knowledge man-
agement. It will be argued that the basic process of spiritual knowledge management 
is to enable, guide and organize a process of deep learning to develop the best version 
of a person (individual) or institution (organization). This chapter is conceptual, and its 
results will contribute to theory building in this area.

Keywords: Spirituality, Self, Knowledge, Deep Learning

Introduction
In recent years, the arena of spirituality has gained renewed interest in wide-ranging 
disciplines, including not only disciplines such as health, education, psychology, psy-
chotherapy or personality (Kor et al., 2019) but also management and organizational 
behavior (Crossman, 2016). In the literature, it is argued that spirituality can be seen 
with an individual (micro) or organizational (macro) focus or an individual (private) 
or organizational domain (public) of perceptions and actions and that there are three 
main perspectives for considering spirituality: personal, in the workplace, and organi-
zational (e.g. (Rocha & Pinheiro, 2021c)). Regarding knowledge management (KM), the 
connection between spirituality and KM is currently addressed from two perspectives. 
Bratianu and colleagues have introduced the concept of spiritual knowledge as an 
additional type of knowledge (Bratianu, 2017), (Bratianu et al., 2020) and argue that 
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“Spiritual knowledge is about the deep human concerns of our existence, and of our 
connection with the whole universe” (Bratianu, 2015, p. 72).

This field focuses strongly on the nature of spiritual knowledge as an extraordi-
nary form of knowledge. Rocha and colleagues investigate the relationship between 
organizational spirituality and KM (Rocha & Pinheiro, 2019; Rocha & Pinheiro, 2021c) 
and address the question of whether organizational spirituality can contribute to KM 
(Rocha & Pinheiro, 2021b). So, the main focus of these papers is the impact of organ-
izational spirituality on knowledge management. Although both existing links in the 
literature between spirituality and KM are interesting, they tackle only relatively small 
parts of KM (Kaiser, 2023, p. 4911). 

However, regarding the overarching subject of this book, “New Perspectives for 
Knowledge Management and Knowledge Strategies,” we are interested in KM as a whole 
and Spiritual Knowledge Management (SpKM). Therefore, this concept of Spiritual Knowl-
edge Management focuses more on the process perspective and a specific and proba-
bly new focus of KM. Surprisingly, a scientific literature review and a Google search for 
“Spiritual Knowledge Management” returned almost no results. So, the research question 
of this chapter reads as follows: How can Spiritual Knowledge Management be defined and 
conceptualized? What are the main characteristics of Spiritual Knowledge Management, 
and why should Spiritual Knowledge Management play a role in the future of knowledge 
management? (Kaiser, 2023, p. 4912). To answer this research question, this chapter pre-
sents the first conceptual work on how the approach of Spiritual Knowledge Management 
could shape future knowledge management. The purpose of this chapter is not to present 
a complete and consistently developed solution or model but rather to start the discourse 
on the topic of Spiritual KM and the future of KM and to provide it with a concept.

What is Spirituality?
To effectively introduce and clarify the concept of spiritual knowledge management, 
we must first figure out what spirituality means. The subsequent section examines the 
various definitions of spirituality, followed by a discussion of the central element of 
spirituality: the self.

Spirituality in the Literature

There is no single, widely agreed definition of spirituality. In a literature review based 
on around 100 articles and books, Tanyi concludes that spirituality is an inherent com-
ponent of being human. It is subjective, intangible, and multidimensional and involves 
humans’ search for meaning in life (Tanyi, 2002, p. 500). Here are three definitions of 
spirituality as examples: 
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Spirituality is how a person understands and lives life given her or his ultimate meaning, beliefs, 
and values. It is the unifying and integrative aspect of the person’s life and, when lived intention-
ally, is experienced as a process of growth and maturity. It integrates, unifies, and vivifies the whole 
of a person’s narrative or story, embeds his or her core identity, establishes the fundamental basis 
for the individual’s relationship with others and with society, includes a sense of the transcendent, 
and is the interpretive lens through which the person sees the world. It is the basis for community, 
for it is in spirituality that we experience our co-partnership in the shared human condition. It may 
or may not be expressed or experienced in religious categories (Fowler & Peterson, 1997, p. 47).

Spirituality is a belief or value system that permeates all of a person’s life, giving life meaning in 
the context of six fundamental human relationships: 1) to God, or whomever or whatever is con-
sidered ultimate reality, 2) to self, 3) to others, 4) to the environment, 5) to the past, and 6) to the 
future” (Doreen, 2016, p. 6).

Spirituality is a personal search for meaning and purpose in life, which may or may not be related 
to religion. It entails connecting to self-chosen and religious beliefs, values, and practices that give 
meaning to life, inspiring and motivating individuals to achieve their optimal being. This connec-
tion brings faith, hope, peace, and empowerment (Tanyi, 2002, p. 506).

Of course, there are many other definitions from different fields and backgrounds. It is 
far beyond the scope of this chapter to go into all these definitions in more detail and to 
analyze them. Detailed literature reviews can be found (e.g., see Karakas, 2010; Dyson 
et al., 1997).

The Self is a Critical Element of Spirituality

One fundamental dimension and critical element of spirituality, which can be found in 
almost all definitions and approaches of spirituality – even if they are sometimes quite 
different – is the self (Dyson et al., 1997, p. 1183). A recent Harvard Business Review 
social media post is below (Harvey, 2022, p. xx). Although this quote comes from a  
business-oriented context, it perfectly sums up the importance of developing the self.

To Change Your Behavior Now, Imagine Your Future Self. Many of us think that the person we are 
today is the person we will always be. We cling to labels like “I am an introvert” or “I am not good 
with people.” However, that type of thinking leaves little room for growth. The reality is that we can 
and do change. So do not be so wedded to who you are today. Instead, intentionally focus on who 
you want to be. Start by recognizing how much you have grown and changed from your former 
self. This will serve as a reminder that growth is possible. Then, imagine who you want to be in the 
future. Keep that vision of yourself top of mind.

Spirituality is connected inseparably with a continuous evolution of the self towards 
a fully developed and unfolded self. So, we can also speak of self-development or self- 
actualization as a key to spirituality. This understanding of spirituality aligns with 
several authors  – from very different fields and backgrounds  – who all distinguish 
between different forms of the self over time.
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Richard Boyatzis, who comes from the field of organizational behavior and coach-
ing, differentiates between the authentic self, that is, the self a person currently is, and 
the ideal self, which is the self a person could be (Boyatzis & Akrivou, 2006), (Boyatzis & 
Dhar, 2021). Based on this, the Intentional Change Theory is a five-stage model designed 
to help people achieve and sustain desired changes and reach their goals (Boyatzis, 2006),  
(Van Oosten, 2006).

Otto Scharmer, whose background is the leadership and change management 
area as well as the action research field, distinguishes between one’s current self and 
the emerging future Self that represents one’s most significant potential (Scharmer & 
Kaufer, 2013). In his Theory U, Scharmer introduces the phase of presence, in which 
one connects with the source of the highest future possibility, enabling the presence 
of one’s authentic Self (Scharmer, 2009) and generating self-transcending knowledge 
(Scharmer, 2001).

Richard Rohr comes from a Catholic clerical background and distinguishes between 
the true self and the false self (Rohr, 2013), arguing that the true self is the part of your-
self that knows who you are and to whom you belong. Like a deeply buried diamond, 
this authentic self must be discovered and separated from all the ego debris surround-
ing it. Rohr also points out that the transformation process from false self to true self is 
primarily linked to forgiveness (Rohr, 2011).

Matthew Kelly, whose background is consulting as well as spirituality, proposes the 
concept of a ‘best version of myself’ in comparison to the current self (Kelly, 2004) and 
suggests that by finding legitimate needs, deepest desires and talents, one may be able 
to find this ‘best-version-of-myself’ (Kelly, 2017).

The knowledge management theorist Ikujiro Nonaka has a very different back-
ground. He describes knowledge creation as a continuous self-transcendental process 
through which one transcends the boundary of the old self (individually or as an organ-
ization) into a new self by acquiring and creating a new context, a new world view and 
novel knowledge (Nonaka  & Konno, 1998). It is a journey “from being to becoming” 
(Nonaka et al., 2000, p. 8). Furthermore, he argues that “(t)o open oneself means to lose 
oneself (. . .) ‘Losing the self to find the self’ is not simply the shedding of preconceptions 
and biases to perceive reality more clearly. It is about overcoming one’s self-centered 
worldview and seeing oneself in terms of one’s relationship with others, mainly clients 
and customers” (Nonaka, 2012, p. 61).

The psychiatrist and psychotherapist Viktor E. Frankl also gave special attention 
to aspects of the self. He was the first to propose and explain the concept of “self-tran-
scendence” in detail. He argued that human existence is always directed towards some-
thing or someone other than oneself and called this constitutive property of human 
existence self-transcendence (Frankl, 1966). By following the path of transcending the 
self, we become fully human (Wong, 2016). In this context, Frankl repeatedly empha-
sizes, referring to a Johann Wolfgang Goethe quote, that if we accept someone as he or 
she is, we make him or her worse. Conversely, if we take someone as he or she could be, 
we make him or her better.
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Stam et al. (Stam et al., 2014) argue that the self-concept is how we perceive and 
what we know about ourselves respectively. They differentiate between the self as 
we currently experience it and the possible self. While the former is connected to the 
present, considering the current situation, constraints, etc., possible selves are the 
future-oriented parts of the self. Thus, they do not capture who one is (i.e., the current 
self). However, one could become (Stam et al., 2014).

Without going into detail, which is beyond the scope of this chapter, it is evident 
that the categories of these self-concepts are pretty different. Although they come from 
very different subjects and backgrounds (theology, counseling, leadership, change man-
agement, psychology, organizational behavior, coaching), it can be seen that the basic 
premise is, in fact, very similar: the development of a fulfilling and successful life is 
closely linked to an unfolded self (Kaiser, 2022). Out of all the terms proposed in the 
literature (true self, authentic self, Self, etc.), the expression “the best version of myself” 
is probably the one that works as a generic term. The development towards this future 
best self is, of course, a process that has to consider various constraints. As discussed 
below, self-actualization and the transition from the present to the future self-occur at 
the individual and organizational levels within companies and organizations and, more 
generally, within any social system (Kaiser, 2023, p. 4913).

Spiritual Knowledge Management  
on the Individual Level
At first, the concept of Spiritual Knowledge Management will be applied only to persons 
on an individual level. In doing so, there is also a contribution to personal knowledge 
management, often considered an under-explored area (Cheong & Tsui, 2010). Knowl-
edge management is often primarily associated with managers and people to be 
managed and, therefore, only with companies and organizations. At the same time, the 
same topics at the individual level are more often referred to as self-management. This 
chapter will use the terms Knowledge Management and Spiritual Knowledge Manage-
ment regarding the organizational and individual levels.

A Process Perspective on Spiritual KM

Spiritual Knowledge Management focuses on the process from the present self to a 
future self that is different and somehow “better” (in the sense of more developed and 
expanded) than the present self (Kaiser, 2023, p. 4913)). Figure 2.1 shows this evolution 
schematically and in a highly simplified way since it is unlikely to be a straightforward 
process in practice.
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current self

past

best version of 
myself

present
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Figure 2.1: Process toward a future self.
Source: Kaiser, 2023

Thus, a stepwise evolution can be understood as a transformation from the current version 
of the person to his or her best version. Since this future best self is not (entirely) known 
at the beginning of this journey, this process can be seen as a process of becoming (Clegg 
et al., 2005) and a process of deep learning. In this learning process, knowledge about the 
very nature and shape of the best version of oneself is created, and, at the same time, this 
knowledge shapes and refines not only the best version of oneself but also how to get there 
(Kaiser, 2023, p. 4914). At the same time, one gets to know and understand one’s current 
self-better. Following Nonaka and other researchers, knowledge can be defined as the 
capacity to act (Stehr, 2012; Sveiby, 1997; Sveiby, 2001). Therefore, the knowledge created 
in this deep learning process enables a person to act systematically toward becoming the 
best version of oneself. Therefore, without the creation of this knowledge, a person would 
be stuck on his or her path and would not be able to develop and grow.

Types of Knowledge

In order to define and conceptualize Spiritual Knowledge Management, it is neces-
sary to explore further the nature and characteristics of the knowledge that is most 
important in becoming the best version of yourself. First, we can assume that Spiritual 
Knowledge Management is about creating and processing spiritual knowledge. This is 
in line with Bratianu’s definition that “(s)piritual knowledge is the direct result of the 
process of thinking about existence, and searching for meaning and purpose in our 
lives, a process based on deeply held personal values” and “. . . that spiritual knowledge 
reflects our understanding about the meanings of our existence.” (Bratianu, 2017, p. 80).  
He emphasizes that spiritual knowledge is constantly dynamic with rational and emo-
tional knowledge and is integrated into decision-making. Following this definition and 
applying it to the learning process for the development of the self, we can argue that 
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spiritual knowledge consists of different types of knowledge that allow us to make deci-
sions based on our understanding of the meaning of existence:

 – Knowledge about the best version of oneself
 – Knowledge about the current version of oneself
 – Knowledge about previous versions of oneself
 – Knowledge about where a person is right now on the way toward the best version 

of oneself
 – Knowledge about whether a person is still on the path toward the best version, or 

in other words, knowledge about whether the direction of the path is still the right 
one (Kaiser, 2023, p. 4914)

Spiritual Knowledge Management is about creating these components of spiritual 
knowledge, transferring existing knowledge from an implicit and perhaps unconscious 
level to a level where it can be used for action and decision-making and providing ena-
bling factors and processes for creating and transforming knowledge. To create these 
components of spiritual knowledge requires an enhanced understanding of learning 
and, thus, an extended theory of learning. It is about combining learning from the past 
and the future to enable the best possible decision in the present (Kaiser, 2023, p. 4914).

Breaking with the view that learning is strictly and solely connected with our 
past experiences and giving up the belief that the future is a forward projection of the 
past, several authors ((Senge et al., 2005), (Jaworski, 1998), (Scharmer, 2009)) propose 
an alternative source of learning: learning from the future. The idea is to shift atten-
tion to the individual’s inner world and to sense the very moment by “connecting with 
the source of one’s best future possibility and of bringing this possibility into the now” 
(Scharmer and Kaeufer, 2010, p. 25f). Thus, it is about learning “from a reality that is not 
yet embodied in manifest experience” (Scharmer, 2009, p. 138).

Learning from the future has been studied by various researchers in recent years 
(Peschl, 2022), (Peschl, 2019), (Scharmer, 2009), (Griswold et al., 2017), (Kaiser et al., 2016), 
(Grisold & Kaiser, 2017), and all these authors have shown that self-transcending knowl-
edge plays an important role. However, what is self-transcending knowledge about explicit 
and implicit/tacit knowledge? Self-transcending knowledge can be defined as not-yet-em-
bodied knowledge (Scharmer, 2001) and the ability to sense the presence of potential, to 
see what does not yet exist (intuition and hunches) (Uotila & Melkas, 2008). Self-transcend-
ing knowledge can be characterized by a set of criteria (Kaiser & Peschl, 2020):

 – Relation and interaction with the world and with something other than it-/oneself;
 – Expansion of boundaries (of the self) and the bigger picture;
 – Purpose, meaning and final cause;
 – Potentiality and tension between what is and what could/should be, what is not yet;
 – Pulling and not pushing;
 – Future-oriented and yet respecting, cherishing and including past/existing knowl edge;
 – Self-detachment and forgetting/unlearning;
 – The source of novelty is found in an unfolding emerging reality.
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Best Version of Myself and Self-Transcendence:  
Differences and Similarities

The best version of myself can sometimes be understood as an idealized version of one’s 
ego or personality. It may involve setting personal goals and striving to achieve them, 
improving one’s skills and abilities, and enhancing one’s self-image. This can be a pos-
itive and motivating force, but it can also be limiting if it focuses solely on the individ-
ual and their success and well-being. However, our understanding of the best version 
of oneself is much more focused on the idea of an unfolded self that is in alignment 
with all of a person’s potentials and resources and, of course, with the responsibilities 
of a person and is based on positive and good values that are helpful not only to the 
person but also to the broader communities and systems in which the person lives and 
works. On the other hand, self-transcendence involves moving beyond the limitations 
of the individual ego and connecting with something greater than oneself. This may 
involve cultivating a sense of compassion, empathy, and concern for others or exploring 
spiritual or philosophical traditions that encourage the transcendence of the ego. This 
way, self-transcendence is less about personal achievement and more about a more pro-
found sense of meaning and purpose. An emphasis on self-transcendence can help indi-
viduals move beyond a narrow focus on their personal growth and goals and embrace 
a broader perspective that includes a concern for others and the world around them. By 
focusing on self-transcendence, individuals can avoid becoming attached to their ideas 
and beliefs and remain open to new insights and experiences that can deepen their 
spiritual understanding. Thus, the concept and idea of the “best version of myself” and 
the approach of self-transcendence and self-transcending knowledge are not contra-
dictory or identical. Instead, the two approaches are meant to be complementary and 
mutually influential. 

One can conclude that the conception and characteristics of self-transcending 
knowledge are closely related to the core aspects of Spiritual Knowledge Management. 
We can even go a step further and argue that learning from the future combined with 
learning from the past and creating self-transcending knowledge is critical in enabling 
knowledge about the best version of oneself (Kaiser, 2023). Figure 2.2 illustrates this 
schematically.

Identifying what needs to be learned in deep learning is necessary to transform from 
the current to the future self. Various authors (Kelly, 2004; Maureder, 2004; Kelly, 2017;  
Kaiser, 2017) argue that the fulfilled self, i.e., the best version of oneself, is defined or 
characterized by (at least) three dimensions, namely, legitimate needs, wishes, and 
desires, as well as talents, strengths, and resources. If this is true, we must create knowl-
edge about these three dimensions – knowledge about needs, deep desires and wishes, 
and resources and strengths – as part of the deep learning process (Figure 2.3).

Therefore, Spiritual Knowledge Management should also focus on the factors that 
enable this deep learning process and the methods for generating these three dimen-
sions of knowledge.
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knowledge 
about wishes

need-
knowledge

explicit knowledge 
about ressources Self

Figure 2.3: Knowledge dimension of the Self.
Source: Kaiser, 2023

Some authors argue that finding the best or ideal version of the self is not only a process 
of deep learning but also involves getting rid of already existing knowledge. Scharmer 
calls for ‘letting go’ (Scharmer, 2009), Boyatzis and Akrivou suggest reducing the influ-
ence of the ‘ought self’ as someone else’s interpretation of what a person’s ideal self 
should be (Boyatzis & Akrivou, 2006). Dowrick proposes eliminating familiar aspects 
when creating a self-model (Dowrick, 2012). Grisold and Kaiser argue that unlearning, 
as the reduction of the influence of old knowledge, can lead us closer to the best version 
of ourselves. Underlying this argument is a system-thinking perspective on the concept 
of unlearning and a knowledge perspective on the self (Grisold & Kaiser, 2017). T The 
approach to discovering the true self has constantly been recurring in spiritual wisdom 
and philosophy, requiring periods of detachment and emptiness. Therefore, unlearning 
should also be recognized as a critical process within spiritual KM.

If all the parts mentioned and discussed are combined, a first general impression 
of Spiritual KM as a complete system emerges. The following figure 2.4 shows this sche-
matically.

Learning from the future
and

Learning from the past

Self-
transcending

knowledge

Knowledge 
about the

(future) self

Spiritual Knowledge Management

Figure 2.2: Key process for Spiritual KM.
Source: Kaiser, 2023
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Therefore, Spiritual Knowledge Management also has much to do with a vocation  
(Dik et al., 2012), calling (Duffy & Dik, 2013) and learning about one’s vocation.

Characteristics of the Future Self

As mentioned before, the key in the approach of spiritual KM is to achieve the future 
self, which could be defined as the ideal self or best version of the self, and to learn 
something about this construct. According to the authors mentioned in section above, 
the characteristics and qualities of this construct of the best version of myself could be 
summarized as follows.

The best version of the self is . . .
 – highly dynamic and constantly changing and not static or stable over time
 – emerging and developing
 – a constant process of unfolding and becoming

It is. . .
 – authentic
 – very good for me and, at the same time, perfect for the world 

It has much to do with. . .
 – potentiality and enacting and unfolding the full potential
 – fulfilling and meaningful life
 – taking into account the common good
 – enacted purpose 

It includes. . .
 – knowing about my responsibilities in the world and my place in the world
 – knowing about and addressing my substantial needs
 – knowing about and addressing my personal why and my deepest desires
 – knowing about my strengths, talents and resources and can use them

Which Existing Approaches Could Be Helpful for Spiritual 
Knowledge Management?

Although the concept of Spiritual Knowledge Management is brand new and quite inno-
vative, it would be quite a challenge to develop everything within this approach start-
ing from zero. Therefore, this section will discuss and highlight whether other scien-
tific fields from which the concept of SpKM could adapt approaches and methods. It is 
mainly the part of learning within the SpKM approach that has the potential to connect 
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with other scientific fields. The following sections analyze three different streams for 
their usefulness and suitability in managing the spiritual knowledge process.

Transformative Learning and Spiritual KM

The transformative learning theory was developed by Jack Mezirow around 50 years ago 
(Mezirow, 1997) and could today be characterized as a complex description of how learn-
ers construe, validate, and reformulate the meaning of their experience (Cranton, 1994).  
According to Mezirow, transformative learning is defined as the transformation of the 
learners’ meaning perspectives, frames of reference, and habits of mind and therefore, 
learners must engage in critical reflection on their experiences, which in turn leads to a 
perspective transformation (Mezirow, 2008). The transformative aspect of this learning 
approach is strongly connected to a kind of “deep” learning that challenges existing, 
taken-for-granted assumptions, notions, and meanings of what learning is about (Dirkx 
et al., 2006). The outcomes of transformative learning are a change in worldview, a 
significant shift in the sense of self, a shift in epistemology and ontology, and a change 
in behavior and capacity (Mbokota et al., 2022). Three core elements define the process 
of transformative learning: disorienting dilemma, critical reflection, and rational dia-
logue (Mbokota et al., 2022).

Early authors in this area see transformative learning as a rational learning process 
within awareness as a metacognitive application of critical thinking that transforms an 
acquired frame of reference by assessing its epistemic assumptions (Dirkx et al., 2006). 
In the last ten to fifteen years, the field of transformative learning shifted to a view that 
suggests a more integrated and holistic understanding of subjectivity, one that reflects 
the intellectual, emotional, moral, and spiritual dimensions of our being in the world 
and associates transformative learning with soul work or inner work (Dirkx et al., 2006) 
that requires a change in one’s sense of self that is, an identity change (Illeris, 2014). It 
is important to note that the roots of transformative learning are in education, more 
specifically in adult education. Nevertheless, there are some connection points and 
possible applications for Spiritual KM. It depends on the form that transforms within 
transformative learning (West, 2014; Karpen, 2022; Kegan et al., 2000). If the form that 
transforms is the self, it would be very likely that this understanding of transformative 
learning could strengthen the learning process within the Spiritual KM model.

There is an apparent connection between transformative learning and spiritual 
knowledge management, as both imply a process of seeking and gaining new knowl-
edge and understanding of oneself and the world. As described above, transformative 
learning typically implies a profound and fundamental change in one’s beliefs, attitudes 
and values, which can be seen as spiritual empowerment. Similarly, spiritual knowledge 
management can be defined as seeking, acquiring and applying spiritual knowledge 
and insight in one’s personal and work life. Both transformative learning and spiritual 
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knowledge management involve a process of self-examination, critical reflection and 
the search for new knowledge and understanding.

Rhizomatic Learning and Spiritual KM

Rhizomatic learning (RL) is a non-hierarchical and decentralized learning style empha-
sizing the interconnectedness of different ideas and concepts (Chia, 1999). It is informed 
by the work of Deleuze and Guatarri (Deleuze et al., 1992) and based on the idea that 
knowledge is not fixed or hierarchical but is constantly evolving and interconnected. 
RL is inspired by the rhizome, a plant root system that grows horizontally and can send 
out new shoots and roots in any direction rather than growing vertically in a tradi-
tional root structure. In education, rhizomatic learning involves encouraging learners 
to explore and connect ideas in a self-directed way rather than following a predeter-
mined curriculum or hierarchy of knowledge (Bissola et al., 2017). It emphasizes the 
value of personal experience, curiosity, and creativity in learning and often involves the 
use of collaborative and experiential learning methods as it is characterized by an open-
ended, exploratory approach that allows learners to pursue their interests and make 
connections between different ideas and concepts (Charney, 2017). One of the main ben-
efits of rhizomatic learning is that it allows learners to develop a deeper understanding 
of complex ideas and concepts as it encourages them to explore and make connections 
between different subjects and disciplines.

In sum, rhizomatic learning assumes that learning is an ongoing process influenced 
by one’s environment and interaction with others and is not limited to formal (educa-
tional) environments.

There are some ways in which rhizomatic learning could be applied to Spiritual 
Knowledge Management. Some potential ideas might include:

 – Encouraging individuals to follow their curiosity and interests and to pursue topics 
that are personally meaningful to them.

 – Encouraging individuals to draw on diverse sources and perspectives in explor-
ing spiritual knowledge rather than limiting themselves to a single tradition or 
approach.

 – Using experiential learning methods to help individuals deepen their understand-
ing of their current and ideal selves and even spiritual concepts and practices. 
These methods can be particularly effective at helping individuals to integrate 
spiritual knowledge into their own lives and experiences.

Symmathesy and Spiritual KM

In her work on sympathy, Nora Bateson (Bateson, 2015; Bateson, 2016) describes the 
process by which different organisms work together to create a functional whole. 
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She emphasizes the importance of understanding the context and relationships in 
which different organisms exist rather than just focusing on the individual organisms. 
Bateson also highlights the role of communication and feedback in sympathy and the 
idea of emergence, or new properties or patterns emerge from the interaction of dif-
ferent parts. Her work on sympathy offers a unique perspective on the relationships 
between different organisms and their contribution to the working of complex systems. 
The concept of sympathy applies to an individual context and can be seen as the process 
by which different aspects of a person’s life come together to create a functional whole. 
This can include work, relationships, hobbies, and other activities that make up a per-
son’s life. By fostering a sense of interdependence and cooperation among the various 
aspects of life, individuals can create a cohesive whole more significant than the sum of 
its parts. This can help individuals to lead more fulfilling and balanced lives. 

Symmathesy then denotes learning-together or together-learning. From nature, 
Nora Bateson – who is the daughter of Gregory Batson – uses the example of the tree 
on the hill:

A tree is learning to be on a hill; its trunk is at an angle to the hill, its branches reach toward the 
light away from other trees’ shadows, it grows in height according to the nourishment in the soil, 
and so on. The form of the tree is informed by the contextual and transcontextual mutual learning 
it is in with the other organisms it shares a hillside with. If you want the trunk to be at a 90-degree 
angle to the ground instead of the angle the tree has found, the approach will be to manipulate the 
tree. To do so would upset the precarious balance the tree has found and other organisms living 
with the tree. It is better to ask, “How is it learning to be in its world?” and immediately notice how 
the perception moves from the tree to its contextual responsiveness. Is the crookedness in the tree? 
Alternatively, is it in the context? (Nørlem et al., 2022, p. 11)

Nora Bateson proposed a crucial question in her work about sympathy: “How is it learn-
ing to be in its world?” (Nørlem et al., 2022, p. 3). This overarching question suggests 
that there is probably a potential for a connection between sympathy and Spiritual 
Knowledge Management. Furthermore, sympathy highlights the topic of mutual learn-
ing, defined as “the process of contextual, mutual learning through interaction between 
multiple variables in a living entity” (Bateson N., 2016, p. 169), which also suggests the 
applicability to Spiritual KM.

Wisdom Management and Spiritual KM

Recently, Wisdom Management was introduced as an extension and further develop-
ment of knowledge management (Jakubik and Müürsepp, 2021). The authors argue that 
this approach contributes theoretically to the fifth phase of KM by focusing attention 
on wisdom and wisdom management as the next potential phase of KM. They explore 
how wisdom is presented in the KM literature and how understanding wisdom from the 
philosophy and psychology literature could contribute to KM (Jakubik and Müürsepp, 
2021). There is a connection between Spiritual KM and Wisdom Management as it is 
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an aspect of wisdom and a wise person or company to recognize and follow the best 
version of oneself (Kaiser, 2023). Hylving and Lindberg discuss practical wisdom in the 
context of ethical dilemmas and big data. (Hylving and Lindberg, 2022). 

The concept of practical wisdom, often referred to as phronesis, following an 
ancient concept of Aristotle, has been gaining popularity in various fields in recent years 
(Bratianu & Motoc, 2022; Rocha & Pinheiro, 2021a; Rocha et al., 2022; Ames et al., 2020).  
Phronesis can be seen as an intellectual virtue and is generally understood as the ability 
to determine and undertake the best action in a specific situation to serve the common 
good (Nonaka & Toyama, 2007). 

The connection to Spiritual KM is evident, as phronesis is one of the multiple aspects 
of spiritual knowledge, or to put it the other way around, the creation of spiritual 
knowledge could enable wise decisions and a phronetic attitude (Kaiser, 2023, p. 4916). 
One could argue that instead of the best version of self, phronetic self would also be a 
good term for what is central to Spiritual KM (Kaiser, 2023). If Spiritual KM is compared 
to wisdom management, phronesis, and practical wisdom, the uniqueness of Spiritual 
KM is in the process perspective of realizing the best version of oneself and creating 
knowledge about it.

Hunch Mining and Spiritual KM

Even the concept of Hunch mining (Nelson et al., 2018) (Nelson, 2021) could be related 
to Spiritual KM. Hunches are essential for making time-critical, highly complex deci-
sions in turbulent environments and are strongly related to intuition. While research 
on hunch mining tends to focus on how to better use and deploy hunches and intuition 
in the decision-making process and how to lift them “above the surface,” so to speak, 
the relationship to Spiritual KM could be how to use hunches and intuition about the 
specific form and characteristics of the best version within the learning process. This 
could also be a topic of future work in further developing the ideas of the Spiritual KM 
(Kaiser, 2023, p. 4917).

In summary, several concepts exist that have tangents with the proposed spiritual 
KM and from which spiritual KM could benefit and learn in the future. While the overall 
concept and critical issues of spiritual KM are relatively new and innovative and may 
not be substituted by any of the concepts mentioned above, one of the essential topics 
of future research in the field of spiritual KM will be to investigate and explore these 
outlined tangents.

Spiritual Knowledge Management in Organizations

Organizations can be viewed as complex living systems constantly (re)producing 
and sustaining themselves, requiring a continuous lifelong (organizational) learn-
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ing process. This learning process involves interactions with the external environ-
ment and the organization’s (internal) self, each influencing the other (Kaiser, 2023). 
Through these interaction mechanisms, each organization builds itself by shaping 
its environment and being shaped by it in a constant feedback loop (Kaiser, 2022). 
On an organizational level, Spiritual Knowledge Management wants to explore these 
dynamics, discover how an organization can adapt over time, develop a capacity to 
actively engage with itself, and direct its actions toward realizing its future potential 
(Kaiser, 2023).

At its core, it is about organizational self-actualization. It can be argued that organ-
izational self-actualization is derived from individual self-actualization. Individual 
self-actualization is “self-fulfillment, namely the tendency for the individual to become 
actualized in what he/she is potentially (Kaiser, 2022). It is the desire to become more 
and more what one is, to become everything that one can become” (Maslow, 1981). 

Individual self-actualization is a desire, not a driving force, that could lead to realiz-
ing one’s capabilities, and it can be interpreted as “the full realization of one’s potential” 
and of one’s “true self” (Kaiser, 2023, p. 4916). We hypothesize that an analogy can be 
made from the individual to the organizational level since the guiding question of every 
organization is: What is the (unique) (future) value we want to bring into the world? If 
this holds, it can be defined as organizational Self-Actualization as the “best version” of 
the organization that becomes actualized in what it is potentially (Kaiser, 2023, p. 4916). 

This “best version” lies in the future; thus, it has to be developed in a future-oriented 
transformation process. It is latent and “not yet”. In many cases, it is not fully “visible” 
and understandable yet and has to be actively developed, i.e., what is hidden has to 
be brought forth. Organizational Self-Actualization is thought to determine what the 
organization is about, namely its purpose (Kaiser, 2022). Within this learning process, 
the organizational self is shaped and oscillates towards the ideal organizational self or 
the best version of itself.

Given these suggestions about organizational self-actualization, all the claims men-
tioned for the individual level in the context of Spiritual Knowledge Management are 
very similarly – or even equally – applicable to organizations. It can be assumed that 
for the field of Spiritual KM in organizations on existing work of discovering organi-
zational purpose (e.g. (Fontán et al., 2019; Rey & Malbašić, 2019) and vision formation, 
as well as the development of shared visions (e.g., Hoepfl, 1997; Boyatzis & Dhar, 2021; 
Kaiser & Fordinal, 2010), can be built on.

Research Agenda

Building on all of the preceding considerations, a research agenda for Spiritual Knowl-
edge Management is defined in the following.

The first block of the research agenda is about the self. In this chapter, a knowl-
edge-based approach to characterize the self has been proposed. However, there are a 
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variety of alternative approaches and concepts about the self that do not consider the 
self from a knowledge-based perspective. These approaches could also be beneficial 
and valuable for Spiritual Knowledge Management. An important research aspect must 
be further elaborating a self-concept (Kaiser & Peschl, 2022).

As mentioned before, an essential point of future research is to investigate how the 
already existing concepts that have been briefly sketched here – and perhaps others – 
can be applied or usefully adapted for the Spiritual KM (Kaiser, 2023).

The aspect of Spiritual KM in organizations has only been touched on briefly in 
this chapter. It is necessary to investigate and research whether Spiritual KM should 
primarily be established at the individual level or can also be applied to organizations. 
If this is the case, appropriate methods must be developed (Kaiser, 2022). Especially in 
the organizational context of Spiritual KM, we need to address the question of whether 
organizations have a self at all and how this self is characterized and defined (Kaiser & 
Peschl, 2022). What are the differences to the self on the individual level? To what extent 
are the individual self of the members of an organization and the self of an organization 
mutually connected or interacting? (Kaiser and Peschl, 2022)

Furthermore, it can be argued that another essential part of this research agenda 
is to explore and develop tools and methods to support individuals in deep learning 
from the current self toward the future best version of self and organizations. There 
is evidence from research and practice that existing tools from the field of systemic 
coaching (Boyatzis et al., 2022), (Passmore & Evans-Krimme, 2021) and systemic organ-
izational development (Bond & Seneque, 2013) can be used for this purpose and that 
these approaches and techniques may be extended and further developed.

Exploring an expanded form of decision support systems is necessary. Both individ-
uals and organizations need support in deciding what kind of change is necessary and 
appropriate. This includes information about the current position on the path to the 
best version of self. Consequently, a purpose measurement is required to decide how 
close a person or organization already comes to its best version, and thus its purpose, 
and how deeply committed it is to that purpose in its current actions (Kaiser, 2022). For 
this point, developing sound IT support is also essential. This could be, for example, a 
dashboard system that presents essential and critical information in a way that allows 
effective decisions to be made.

Another topic on the research agenda is learning from the future. There are already 
several research results and evolved methods in this area (Peschl, 2022), (Scharmer & 
Kaufer, 2013). However, it seems necessary to connect them more and better with the 
self-aspect and the different types of knowledge along the process of Spiritual KM. 
The same is true for the entire field of self-transcending knowledge, which needs to 
be further developed. In particular, this will be about developing enabling factors that 
foster the generation of self-transcending knowledge (Scharmer, 2001), Kaiser and 
Peschl, 2020).
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Conclusion
Given that meaning and purpose are essential for many people and that the same 
applies to organizations (and the people acting in them) (Dubois  & Saribas, 2020), it 
is necessary that KM also increasingly addresses and focuses on this topic. This issue 
is addressed by introducing the concept of Spiritual Knowledge Management, and the 
discussion and discourse are opened. In order to answer the research question of this 
chapter, it can be concluded that the field of Spiritual Knowledge Management primar-
ily addresses the essential knowledge of who I can be as a person and who we can be as 
an organization and explores and develops processes, methods and structures for this 
purpose (Kaiser, 2023). The umbrella topic for Spiritual Knowledge Management could, 
therefore, be: “Enabling the deep learning process towards the best version of myself 
(individual) or itself (organizational)” (Kaiser, 2022, p. 12).

The contribution of this chapter is identifying the processes and mechanisms in 
Spiritual KM and providing a research agenda that identifies areas requiring further 
research to elaborate Spiritual KM and make it useful for practice methodically. Because 
this chapter is conceptual, there is a need for empirical research to test whether the ele-
ments we have proposed are complete and to examine the structure of the deep learn-
ing process on the way to becoming the best version of oneself. Furthermore, concrete 
techniques and methods along the deep learning process are still missing within this 
chapter. Although the author has several techniques and methods in mind and has had 
excellent practical experience with some of them, it is beyond the scope of this chapter 
to go into detail. It will be the focus of future work to present such methods and evalu-
ate them empirically.1
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Ludmila Mládková
Chapter 3  
Spirituality as a Meta-Story

Abstract: Spirituality is a dynamic phenomenon. It depends on the concrete situation 
of the human being in the concrete moment. Therefore, it is difficult to capture it. 
Spirituality can be captured and analyzed via the knowledge we have about it, spiritual 
knowledge. Storytelling is one of the most important tools for knowledge sharing and 
creation. We argue that spiritual knowledge is a meta-story built on at least three differ-
ent types of stories. Stories about the self explain how individuals see themselves and 
their role in the universe; stories about relationships to others explain how individuals 
see their role in society; and stories about the relationship to the divine explain how 
individuals see themselves as a higher power. Together, these stories create the per-
sonal meta-story, the spirituality. The paper further explores these ideas and searches 
for ways to research spirituality from this perspective.

Keywords: Spirituality, Spiritual Knowledge, Story, Meta-Story

Introduction
Spirituality represents one’s relationship to the world and how the individual under-
stands self, others and the universe. It is a human phenomenon, and as such, it is imper-
ceptible (Coreth, 1994). It is a term that is difficult to define and fuzzy and develops over 
time (Bregman, 2012), and we also “sense a certain fluidity, not to say vagueness, in 
the use of the term” (Principe, 1983, p. 129). Religious spirituality is a specific type con-
nected to a particular religion, religious practices, formal doctrines, and formal church 
organizations. The decrease of believers in official churches and the development of 
understanding of spirit as a personal matter caused the redefining the relationship 
between what is human and what is sacred out of religion (Machů, 2015). Spirituality 
is a fully integrated approach to life “that seeks to transcend the self and find meaning 
and purpose through connection with others, nature, and a Supreme Being, which may 
or may not involve religious structures or traditions” (Buck, 2006, p. 290). 

The latest attempts to define spirituality bring even more confusion as various defi-
nitions reflect different cultural and religious backgrounds. Spirituality is difficult to 
research. It is a dynamic element that develops over time and concerns the personal 
and contextual environment of the individual. It cannot be captured and analyzed 

Ludmila Mládková, Prague University of Economics and Business, Czech Republic,  
e-mail: ludmila.mladkova@vse.cz

https://doi.org/10.1515/9783111010410-004


50   Ludmila Mládková

because what we can capture is not spirituality itself but the knowledge we have about 
it, so-called spiritual knowledge.

One of the first who concluded in this way was Emmons (2000, p. 9), who defined 
spirituality as a “knowledge base” (Emmons, 2000, p. 9). He defined so-called spiritual 
information as: 

The part of a person’s knowledge base that can lead to adaptive problem-solving behavior. For 
example, spiritual formation is precisely about building an expert knowledge base of information 
related to the sacred. Spirituality can serve as a source of information to individuals, and as a func-
tion of interests and aptitudes, individuals become more or less skilled at processing this informa-
tion. The depth and breadth of a spiritual knowledge base are developed and refined through the 
study of sacred texts and the practice of spiritual exercises. 

Spiritual knowledge “integrates values and beliefs about life and our existence”  
(Bratianu, 2013, p. 216). It is “self-knowledge about one’s place in the world and connec-
tion with everything in the universe, a kind of valuable tacit knowledge that individuals 
possess and can be shared and transferred among one another” (Samul, 2020, p. 703). 
Spiritual knowledge is a specific type of knowledge as, for example, moral knowledge, 
if it exists, is knowledge of propositions which concern moral truth (if they are any)” 
(Pritchard, 2013, p. 144). Looking at spiritual knowledge from Prichard’s perspective 
(Pritchard, 2013), it is a knowledge of propositions that concern spirituality. 

Approaching spirituality by knowing about it allows us to get deeper into its foun-
dations. Spirituality reflects human experience with the world. It is, as Bregman (2012) 
notes, a bi-polar structure. It develops on personal experience (situations we lived 
through) and by shared experience (situations somebody else lived through and then 
shared their knowledge about them with us). 

Even though there is a lack of definitions of spiritual knowledge in literature 
(some authors use the term but do not define it), understanding spiritual knowledge 
as a piece of knowledge about spirituality allows us to examine spirituality indirectly 
via tools we have and use to capture, share and examine knowledge, particularly by 
stories. Stories are the traditional tool for working with knowledge and can also catch 
the part of knowledge that cannot be formalized and is partly or wholly subconscious. 
They serve as a virtual environment where we can return to our own experience or 
live the experience of other people; therefore, we can use them to explore our spiritual 
knowledge. 

People explain and share their experiences in stories. Stories “give events mean-
ings and significance” (Polkinghorne, 1988, p. 18) and are “a basic human strategy for 
coming to terms with time, process and change” (Herman & Herman, 2007, p. 3). All the 
stories we developed on our experience, and others shared with us about their expe-
rience with the world create a system of stories, a meta-story. From this perspective, 
spiritual knowledge is the meta-story developed on personal and shared experience. 

This essay provides ideas on working with spirituality from the perspective of 
spiritual knowledge, specifically the stories that create it. The essay aims to introduce 
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this indirect approach that captures the process of spiritual knowledge development 
and analyses the elements that make a holistic phenomenon, spirituality. 

The terminology in the field of spirituality could be more precise. Authors who 
write about spirituality (except for a few like Bratinanu (2013), Samul (2020), Rocha & 
Pinheiro (2021a), and Emmons (2000)) do not make the difference between spiritual-
ity, spiritual knowledge or spiritual intelligence. We do not make the difference among 
these terms in our essay either, or we use the term spirituality. As our intention is not 
to particularise definitions, this approach allows us to capture different constructs of 
spirituality and the different perspectives they provide. 

This essay uses story and narrative, meta-story, meta-narrative, and synonyms. 
These terms address the same concept in the literature and are often used as synonyms. 
We also do not differentiate between religious and non-religious spirituality as they 
are difficult to separate from the perspective we are taking. The leading religion in the 
region influences spirituality and its stories, and religious spirituality is a type of spirit-
uality as such. Due to the objective of this essay, we work with spirituality regardless of 
different fields (religion, business, medicine, social work) and environments (individ-
ual spirituality, group spirituality, workplace spirituality, global spirituality). 

The essay is organized as follows. First, we explain how we understand spirituality 
and what a meta-story is. A combination of both concepts and the explanation of spirit-
uality from the point of view of a meta-story follows and offers a few approaches to 
capture the development of spirituality from individual stories. Then, we identify three 
essential elements of spirituality (relationship to self, relationship to others, relation-
ship to divine – see Table 3.1) that serve as a foundation for classifying different types 
of stories that create the spirituality meta-story. The final chapter provides even more 
profound insight. It identifies and creates stories about relationships to self, relation-
ship to others, and relationship to the divine (See Table 3.2).

The essay is based on secondary data. The literature used in this essay was partly 
collected by the keyword electronic search in scientific (Web of Science, Scopus) and 
popular journals (Google). Key words were “spirituality”, “spiritual knowledge”, “spirit-
uality concepts”, “spirituality and concept”, “meta-story”, “meta-story development”, 
and “spirituality and meta-story”. The search did not have the character of the proper 
detailed literature review. It was not our intention to provide a systemic review of con-
cepts or definitions but to explain how and from which perspective we understand 
them. We collected up to 20 papers with abstracts most relevant to our keywords for 
each keyword (if possible, for most of the keywords, the number of documents was 
smaller) and read them. We identified these papers’ most exciting and relevant cita-
tions and ideas, which led us to additional literature (the snowball method). To explore 
more profound levels of spirituality, we took definitions and concepts of spirituality 
and psychological scales on spirituality presented in this paper and analyzed them by 
inductive thematic analysis. The detailed way this was done is explained in the chapter 
“Looking deeper into spirituality – elements of dimensions of the meta-story”.
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Spirituality – A Dynamic Structure
The term spirituality is vague and fuzzy, lacks conceptual clarity (Buck, 2006) and devel-
ops in time (Bregman, 2012) or as Principe (1983, p. 129) writes, “we sense a certain 
fluidity, not to say vagueness, in the use of the term”. Therefore, even though this work 
does not provide a systemic review of concepts or definitions of spirituality, it is neces-
sary to give a few ideas on spirituality to explain how we understand it.

Spirituality concerns what is holistic – it is a multidimensional concept (MacDon-
ald & Friedman, 2002), a fully integrated approach to life. 

Historically, the notion of the spiritual relates to the holy. This translates the Old English word hālig, 
which is “whole” or “complete,” which relates to the Greek word holos  (ὅλος). Thus, spirituality 
seeks to engage with “life as a whole” rather than its aspects. (Sheldrake, 2013, What is spirituality).

Buck (2006, p. 290) defines spirituality as “The most human of experiences that seek 
to transcend the self and find meaning and purpose through connection with others, 
nature, and a Supreme Being, which may or may not involve religious structures or 
traditions”. By Spencer (2012, p. 1):

Spirituality involves the recognition of a feeling or sense or belief that there is something greater 
than myself, something more to being human than sensory experience and that the greater whole 
of which we are part is cosmic or divine.

Principe (1983, p. 136) sees spirituality as:

How a person understands and lives within their historical context, that aspect of their religion, 
philosophy or ethic is viewed as the loftiest, the noblest, the most calculated to lead to the fullness 
of the ideal or perfection being sought.

Říčan (2007) and Kučera (2015) understand spirituality as a dimension of human expe-
rience that includes specific values, attitudes, perspectives, beliefs, and emotions. They 
stress that spirituality is a human phenomenon that exists, at least potentially, in all people 
(Říčan, 2007; Kučera, 2015). Bregman (2012, p. 5) concludes that thanks to “understanding 
spirituality as a human phenomenon, one could move from the spirituality of St. Francis’ 
to ‘Jewish spirituality’ and probably to ‘the spirituality of the participants in the tradi-
tional Japanese tea ceremony’ without stretching things too much” (Bregman, 2012, p. 5). 

Spirituality is a bipolar structure with objective and subjective aspects (Bregman, 2012).  
It is “a generic universal term that considers both aspects of a person’s living. A faith or 
commitment that concerns his or her striving to attain the highest ideal or goal” (Princ-
ipe, 1983, p. 139) is a subjective aspect and a specific historical context in which it evolved 
(Bregman, 2012), which is an objective aspect. Alternatively, as van Ness (1996, p. 5)  
articulates:

Facing outward, human existence is spiritual insofar as one engages reality as a maximally inclu-
sive whole and makes the cosmos an intentional object of thought and feeling. Facing inward, life 
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has a spiritual dimension to the extent that it is apprehended as a project of people’s most enduring 
and vital selves. In other words, the spiritual dimension of life is the embodied task of realizing 
one’s truest self in the context of reality apprehended as a cosmic totality.

Spirituality, then, can mean a convenient focus for one’s search for meaning, which all 
humans strive for but realize in different ways and traditions (Hvidt, 2012). 

Even though there are authors who disagree with the separation between religion 
and spirituality, like Koening (2011), Elkins et al. (1988, p. 8) assume that spirituality is:

A dimension of human experience – which includes certain values, attitudes, perspectives, beliefs, 
emotions and so on; exists at least in all persons; it is not the same as religiosity, and a person can 
be ‘spiritual’ even though not affiliated with traditional religion and can be described and assessed 
by theoretical and phenomenological approaches.

Meta-Story
In its broadest sense, a story is “an account of events that are causally connected in 
some way” (Denning, 2011, p. 13). “A story describes a sequence of actions and experi-
ences done or undergone by a certain number of people, whether real or imaginary” 
(Ricoeur, 1990, p. 150). Stories “give events meanings and significance” (Polkinghorne, 
1988, p. 18) and are “a basic human strategy for coming to terms with time, process 
and change” (Herman & Herman, 2007, p. 3). “Storytelling is the preferred sense-mak-
ing currency of human relationships” (Boje, 1991, p. 106), a critical cognitive coping 
mechanism (Hevern, 2008) as “humans are essentially storytellers” (Fisher, 1984, p. 7), 
they are “homo narrans” (Fisher, 1984, p. 6). People share knowledge and develop their 
identities in the virtual environment of stories. Stories influence knowledge and beliefs 
(Gibbons & Prusak, 2020) and directly influence preferences (Akerlof & Kranton, 2005). 

Different environments and different cultures expose people to different experi-
ences. “We organize our experience and our memory of human happenings mainly in 
the form of narrative” (Bruner, 1991, p. 4). Robichaud et al. (2004, p. 619) write:

Narrative is language’s natural provision for making sense of individual experience and social 
interaction. It establishes the objects and events to which people’s attention is directed and pro-
vides a complex set of identities and roles that individual actors may enact. Narrative inculcates 
knowledge of what is accepted as normal within a community and of irregularities regarded as 
deviant. 

Telling a story about oneself describes the actions, choices, and beliefs that transformed 
the participant’s experiences (Hunter, 2010). Stories people tell about their experiences 
differ about where they are from and which cultural background they belong to, includ-
ing important narratives that represent the foundations of their spiritual traditions. 

A meta-story is “a story embedded within another story or the story about stories 
themselves” (Yourdictionary, n.d.). For Du Toit (2011, p. 86), it can also be understood as:
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An ideology, paradigm, or system of thought and belief. Such a belief strongly influences what is 
considered true and just. Furthermore, such truth seems to have an existence independent of that 
of an individual or society and acts as a measurement against other truths to be judged. 

Meta-stories influence the culture and behavior of humans (Somers, 1994), are con-
text-dependent and may turn into myths (Yehoshua, 2004). By Robichaud et al. (2004, 
p. 618):

Metanarrative develops through metaconversation or, in other words, a conversation where 
unitary and pluralistic worlds of talk encounter each other on a single plane of interaction. Narr-
ativity figures both in structuring the text people use to account for events and informing the 
interaction in which such accounting goes on.

This author argues that:

Communication mediated by language is recursive, which means that the same conversational 
procedure operative in constructing a text is also operative in embedding that text within another 
text (meta-text). A meta-conversation is a conversation that recursively embeds another conversa-
tion (Robichaud et al., 2004, p. 621).

The creation of the meta-story is interactive as it depends on changes in conversation 
among conversation protagonists (Robichaud et al., 2004) where “each conversation 
narratively frames, implicitly or explicitly, the previous one” (Robichaud et al., 2004, 
p. 624).

Meta-stories can develop from different sources by different criteria of reasoning; 
people who use and develop them may give importance to different stories and parts 
depending on their intentions and previous experience (Izak, 2014). Versions of the 
individual protagonists might be so different that they may fail to create a meta-story. 
He also stresses that only some things can be told, and it is necessary to be careful and 
remember untold stories that also participate in the meta-story creation (Izak, 2014).

Capturing Development of Meta-Story  
from Individual Stories
The mechanism of meta-story development from separated individual stories and vice 
versa has yet to be appropriately explained. Only a few authors offer some ideas on 
how it may work. For example, Montague (2013) describes the creation of the brand 
story based on five different stories: stories about the participants (customers, employ-
ees, partners, the protagonist (the company), the stage (external environment of the 
company), the quest (ambitions of the company and its contributions to the society) and 
action map (actions that company is going to take to make the stories reality).

Kolb (2012) did what he calls “an online hypertext narrative demonstration of the 
interweaving of story and meta-story” (p. 99). He captured this process via nodes and 
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links. He tried to “show how multiple layers, relations, and connections do not nest 
together in a hierarchy organized around a single core” (p. 99). 

To capture separated stories that create a meta-story, Izak (2014) proposes a matrix 
that visualizes the essential individual stories that generate the meta-story and ver-
sions of these stories told by individual participants of meta-story creation. Izak 
used the matrix to analyze a “story of the collapse of a higher education institution”  
(Izak, 2014, p. 43). The horizontal level of the matrix comprised different participants of 
the situation (Ministry of Education, students, teachers, newspapers, etc.), and the ver-
tical class of the matrix was dedicated to their viewpoints (stories) on different aspects 
of the situation (the problem, who was responsible for it, process of problem evolution). 
The matrix helped capture other participants’ stories about the event and essential 
aspects of its development, e.g., it showed how the final meta-story was built based on 
individual levels of individual situation participants. 

Another approach that provides an opportunity to examine how separated stories 
create a meta-story is a meta-narrative review. It is the method used to analyze how 
different research traditions developed over time and how they developed and shaped 
research questions and methods (Gough, 2013). The meta-narrative review works with 
three “overlapping levels (or components). Gough (2013, p. 2) specifies:

First is an iterative configuring map of the different research traditions in an area. Second, is an 
iterative configuring and/or aggregative analysis (synthesis) of different traditions within the map. 
The third is an iterative configuring comparison and contrast of the different meta-narratives to 
create an overarching synthesis of the whole map. 

The method focuses more on “the development of the meta-narrative stories rather 
than an exhaustive search for all studies from a research tradition” (Gough, 2013, p. 2) 
and “can be considered a form of multi-level configuring mapping rather than synthesis 
of research findings. This analysis could involve an interpretative configuring of ideas 
and the aggregation of data” (Gough, 2013, p. 3).

Creating the meta-story on individual stories and vice versa can also be approached 
from the perspective of narrative analysis and story restoration used in qualitative 
research. Restoration is a process of reorganizing and analyzing the key elements of a 
story and rewriting it within chronological order (Ollerenshaw & Creswell, 2002; Nash-
eeda et al., 2019). Nasheeda et al. (2019, p. 2) note that:

Literature suggests a multitude of techniques and approaches to analyzing narrative data; there 
is no single method to narrative analysis as the story can be told in different forms and retold 
on different occasions. There is no single procedure that can be claimed as “best” for analyzing 
narratives.

As Clandinin (2006, p. xv) writes:

Narrative analysis can be of two types. In the first type, experiential data are collected, and the 
research aim is to organize the data to create a narrative with a plot that unifies the data. The 
created story is a narrative explanation of the phenomenon being studied. The second type collects 
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data (stories) from research participants or subjects. The narrative data is analyzed for common 
themes, metaphors, plotlines, and so on to identify general themes and concepts.

All these approaches have their advantages and disadvantages. 

Spirituality as a Meta-Story
Spirituality as a meta-story develops through the interaction of independent stories 
about different aspects of the material and social world. This meta-story is a higher- 
level construction and provides a holistic understanding of the human, his relation to 
the world and his roles. 

Spirituality is a complex meta-story that combines different types of stories, like 
stories about the behavior and experience of a specific character, distinct events, and 
other places. Up to this, stories about the individual’s position in these stories are also 
important. 

Spirituality as a meta-story has a character explained by Kolb (2012, p. 99), who 
writes that meta-story has:

Multiple layers, relations, and connections do not nest together in a hierarchy organized around 
a single core. There are gaps, slidings, and self-reflections even in what seems solid identity, espe-
cially as those identities endure through time by reproducing and reinterpreting themselves.

Spirituality is an “overarching story or storyline that gives context, meaning, and 
purpose to all of life. It is the “big picture” or all-encompassing theme that unites all 
smaller themes and individual stories” (Gotquestions, n.d.).

Robichaud et al. (2004, p. 618) explain how such a meta-story is developed: 

The recursive property of language is instrumental in producing what we call a “meta-conversa-
tion,” that is, the conversation in which a collective identity is constituted. The role of narrativity 
is central in such a constitution. Different spiritual traditions understand and organize their nar-
ratives in their distinct way via “the dispersed network of local conversations as being, by analogy 
with computer programming, hyperlinked, with the “links” being activated by the people who 
migrate between and participate in various conversations.

They may stress different elements of spirituality and express them in other stories. 
“How narrative elements are combined may deliberately discourage alternative combi-
nations” (Izak, 2014, p. 42). As Churchill (2009, p. 11) notes, “spirituality, like politics, is a 
local phenomenon. Nobody practices religion or spirituality in general”. 

Izak’s matrix and the meta-narrative review can potentially analyze how spiritual-
ity as a meta-story develops and which elements create it. Still, it is necessary to remem-
ber that the mechanism of meta-story development from separated individual stories 
and vice versa represents a research gap and needs more exploration and explanation. 
Mapping stories and their interrelations may be complex due to the intangibility of 
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subjective and objective aspects of spirituality (Bregman, 2012) and difficulties with its 
externalizations. People may also, as Izak (2014, p. 42) notes:

Favor ‘meaningful’ readings of stories by assembling them into neatly structured narratives, for 
instance, those of success, collapse, struggle, betrayal, and others. From the definition, such read-
ings emphasize (and deemphasize) matching elements. Others may go unnoticed or be deleted for 
the benefit of ‘the story’. The predilection to ‘tell the story’, to immobilize its elements into the final 
(for us) or official (if the external agency is involved) version, renders more stories silent than it 
gives voice to. 

Looking into Basic Elements of Spirituality – 
Dimensions of the Meta-Story
We are aware of the fact that some authors (Wach, 1957; Skalický, 2005; Kučera, 2012) 
think that it is not possible to explain spirituality by materialization, e.g., to break it 
down to something that is not spiritual and examine it with methods of Aristotelean 
science that work well with measurable elements but may not provide tools to explore 
what evolves in a non-logic and nonlinear way. Or, as Belzen (2009) writes, a standard 
definition of spirituality may lead to confusion because some types of human behavior 
may be understood as spiritual, even as an act of spiritual heroism, and simultane-
ously be positive for one group of people and negative for another. Still, we think that 
looking deeper, identifying, collecting and examining stories on the separated elements 
of spirituality and their relationships may provide deeper insight into what spirituality 
is and how it develops. We also know that any such attempt will capture aspects of 
spirituality and spirituality in the given moment, as spirituality develops constantly, 
and its dynamic evolvement may be too fast to be captured. 

Differences in worldview, self-definition, personal beliefs and experiences influ-
ence how people in different parts of the world understand and explain spirituality. 
We can learn more about spirituality, spiritual concepts and their differences and com-
monalities with the help of stories they are based on. Before examining stories that 
create spirituality, we must organize them logically. Or differently, if we want to explore 
spirituality and its development from the point of view of meta-story, we must first 
identify which types of stories spirituality is based on. The classification of stories will 
then guide us to concrete kinds of stories, their relation and their role in meta-story 
development.

Definitions, concepts and scales presented below are used as a guideline that helps 
us to identify different stories creating spiritual meta-story. MacGillivray et al. (2006) 
see spirituality built of an intangible part of self, transcendence and connectedness with 
the universe or other people, emotions, occupation, one’s dreams and their pursuit, 
one’s beliefs and values, the search for the meaning of life, relationship with God/many 
Gods or a higher power, and religion as essential elements of spirituality. 
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Buck (2006, p. 289) proposed five elements of spirituality:
1. Spirituality is an internal human experience not limited by cognitive adaptability;
2. It incorporates the metaphysical components of ontology (the nature of being of the 

individual) and teleology (the ultimate purpose or end of the individual);
3. Self is transcended;
4. Connection to others, nature, and/or a Supreme Being is experienced;
5. It may or may not involve religious structures and traditions.

Buck (2006, p. 289) notes that:

Spirituality can also be expressed within the context of individual belief systems, inner life expe-
riences, and in a general sense of being, and the definition of spirituality often encapsulates con-
cepts of meaning (or purpose), value (or beliefs), transcendence (beyond the self), connecting (with 
others), and becoming (the life journey).

Reed (1992) sees three factors that create spirituality: a factor based on the individual 
connection to self (personal integration, values), a relationship between individuals 
(friendship, trust) and a connection of the individual to transcendent dimensions (mys-
tical or religious experiences). Delaney (2005) proposed four elements of spirituality: 
self-discovery (intrapersonal), relationships (interpersonal), higher power/universal 
intelligence and eco-awareness (transpersonal). His research showed that one factor is 
higher power/versatile intelligence and eco-awareness (Buck, 2006).

Kučera (2012) proposes, based on the works of Skalický (2005), the matrix-based 
model of spirituality. The part of spirituality that concerns supernatural, superhuman, 
mysterious, absolute and the highest creates the vertical dimension; the role of spirit-
uality that reflects the practical manifestation of the vertical dimension (values, rela-
tionship to others, practices) is the horizontal dimension (Kučera, 2012). “As such, spirit-
uality interconnects question of why (causal tasking) and what (descriptive tasking) 
with questions on the sense and meaning (tasking on value)” (Kučera, 2012, p. 77). He 
sees spirituality as values, belongings, internal desires and quests (Kučera, 2012). 

Rocha and Pinheiro (2021b, p. 248) see the spirituality of an individual as “a per-
sonal identity, a way of life that represents habits, the pursuit of meaning and purpose, 
search for transcendence, connection with the others, and the divine in all aspects and 
areas (personal and work)” and “a phenomenon that brings the connection between 
individuals, enlightening the purpose of their lives, it also connects individuals with 
other communities and generations”. Giacalone (2003, p. 13) writes that spirituality can 
be defined as “a framework of organizational values evidenced in the culture that pro-
motes employees’ experience of transcendence through the work progress, facilitating 
their sense of being connected to others in a way that provides feelings of completeness 
and joy”. Ashmos and Duchon (2000, p. 134) understand “the spiritual dimension of 
human beings” as the “dimension concerned with finding and expressing meaning and 
purpose and living about others and to something bigger than oneself”.
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Emmons (2000, p. 10) understands spirituality as a form of intelligence created of 
five components. They are:

(a) the capacity for transcendence; (b) the ability to enter into heightened spiritual states of con-
sciousness; (c) the ability to invest everyday activities, events, and relationships with a sense of the 
sacred; (d) the ability to utilize spiritual resources to solve problems in living; and (e) the capacity 
to engage in virtuous behavior or to be virtuous (to show forgiveness, to express gratitude, be 
humble, display compassion).

Piedmont (1999, 2001) proposes spiritual transcendence theory, one of the most 
complex theories of spirituality. Piotrowsky et al. (2013, p. 471) explain that the Pied-
mont’s spiritual transcendence theory:

Identifies seven aspects (or facets) of spiritual transcendence: prayer fulfilment (feelings of joy and 
contentment that result from personal encounters with a transcendent reality, fulfilment in prayer 
or meditation), universality (a belief in the unitive nature of life), connectedness (a belief that one 
is part of a larger human orchestra whose contribution is indispensable in creating life’s continu-
ing harmony), tolerance for paradoxes (the ability to live with inconsistencies and contradictions 
in one’s own life, to think of things in terms of “both-and” rather than “either-or,” tolerance for 
inconsistency and incoherence), nonjudgmentally (an ability to accept life and others on their own 
terms and to avoid making value judgments; a sensitivity to the needs and pains of others), existen-
tialism (a desire to live in the moment and to embrace the experiences that life confronts us with 
as opportunities for growth and joy), gratefulness (an innate sense of wonder and thankfulness for 
all the many shared and unique features of one’s life).

They add one more aspect to this concept, concretely “the feeling of being part of a 
cause or idea more important than oneself” (Piotrowsky et al., 2013, p. 472), which they 
called ideologicality. 

Detailed insight into elements of spirituality is also provided by psychological scales 
developed to measure it. Again, the scales below are just examples, not a definitive list. 

Elkins et al. (1988) developed 85 items Spiritual Orientation Inventory. This measure 
comprises eighty-five items in nine categories: transcendent dimension, meaning and 
purpose in life, mission in life, sacredness in life, material values, altruism, idealism, 
awareness of the tragedy and fruits of spirituality. The transcendent dimension captures 
the belief of the individual that there is a transcendent dimension of life. Regardless of 
“whatever is the content, typology, metaphors or models to describe the transcendent 
dimension, a spiritual person believes in an ‘unseen world’, and that harmonious contact 
with and adjustment to this unseen dimension is beneficial “(Elkins et al., 1988, p. 10) 
and he experienced it. Meaning and purpose in life represent every person’s experience 
and its meaning. “The actual ground and content of this meaning vary from person to 
person, but the common factor is that each person has filled the ‘existential vacuum’ 
with an authentic sense that life has meaning and purpose” (Elkins et al., 1988, p. 11). 
Mission in life represents “a sense of responsibility to life, a calling to answer, a mission 
to accomplish, or in some cases, even a destiny to fulfill” (Elkins et al., 1988, p. 11). 

The sacredness of life means that life is ‘holy’ and that the sacred is in the ordi-
nary” (Elkins et al., 1988, p. 11). The spiritual person appreciates material values but 
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“knows that ‘ontological thirst’ can only be quenched by the spiritual and that ultimate 
satisfaction is found not in material, but spiritual things” (Elkins et al., 1988, p.  11). 
Altruism then plays a significant role in a spiritual person’s life, representing a sense 
of social justice and love for others. Altruistic people accept responsibility for others. 
Meaning of idealism is that the person is committed to the “betterment of the world”  
(Elkins et al., 1988, p. 11) and has a deep belief in humanity but at the same time is 
aware of “the tragic realities of human existence” (Elkins et al., 1988, p. 11). Fruits of 
spirituality mean that “true spirituality affects one’s relationship to self, others, nature, 
life and whatever one considers to be the Ultimate” (Elkins et al., 1988, p. 12)

Howden (1992) developed a spirituality assessment scale (SAS). It comprises twen-
ty-eight questions organized into four categories  – interconnectedness, purpose and 
meaning in life, innerness and transcendence. Interconnectedness covers a general 
sense of belonging, forgiveness, kindness to others, connection to all life, service to 
others, and community participation. Purpose and meaning in life cover life’s fulfill-
ment and goals and aims. Innerness covers topics of the ability to cope with bad events, 
inner strengths in hard times, the ability to go beyond the loss, and internal resources 
that help people cope with uncertainty and balance in life. Transcendence concerns 
relationships to a Higher Purpose or Supreme Being and the planet. 

When improving the Quality of Life measure (WHOQOL), WHO decided to upgrade 
it to a specific module on spirituality, religiousness and personal beliefs (SRPB), result-
ing in four sections: transcendence, personal relationships, code to live by and specific 
religious beliefs, Transcendence is represented by connectedness to the spiritual being 
or force, the meaning of life, awe, wholeness/integration, divine love, inner peace/seren-
ity/harmony, inner strength, death and dying, detachment/attachment, hope/optimism, 
and control over life. Personal relationships focus on kindness to others, acceptance of 
others, and forgiveness. Code to live by is about code to live by freedom to practice rituals 
and faith. Specific religious beliefs are issues that are important for practicing religion. 

McDonnald (2000) introduces the Expressions of Spirituality Inventory (ESI). 
The tool has ninety-eight questions that create a five-dimensional measure model 
of spirituality. The dimensions are cognitive orientation towards spirituality, expe-
riential/phenomenological dimension, existential well-being, paranormal beliefs 
and religiousness. Cognitive orientation towards spirituality “embodies beliefs, atti-
tudes, and perceptions about the relevance of spirituality to one’s daily functioning” 
(McDonnald et al., 2002, p. 117), e.g., an individual’s spiritual beliefs and perceptions. 
The experiential/phenomenological dimension is focused on spiritual and mystical 
experiences. Existential well-being “involves three general components: purpose and 
meaning in life, a sense of inner strength and perception of self as able to cope with 
the basic issues of life, and a relaxed orientation towards self and day-to-day matters” 
(McDonnald et al., 2002, p. 118). Paranormal beliefs are unusual thoughts and behav-
ioral patterns. Researches show that such belief may be related to health problems 
and disorders (McDonnald et al., 2002). According to McDonnald et al. (2002, p. 118), 
religiousness is an:
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Intrinsic religious orientation or engaging in religious practice for its own sake. Extrinsic religious 
orientation (i.e., using religion to accomplish another end, such as acquiring social status in one’s 
community) and formal aspects of institutional religion are explicitly excluded. Both nondenomi-
national beliefs about the existence of a higher power and religious practice (including prayer, 
meditation, and attendance at religious services) comprise the two critical components of this 
dimension.

Říčan (2006) created the scale for spirituality measurement based on five factors – mys-
tical experience, eco-spirituality, communality, moral interest and transcendental-mon-
otheistic experience. Mystical experience is feeling unified with something beyond 
the individual, inner peace, and ecstatic fascination with the art. Eco-spirituality is the 
feeling of unity with nature and sacred responsibility for it. It understands the Earth as 
a mother and the tree as a brother and cares respect for the living and nonliving nature. 
Communality presents the pleasure from the human sense of belonging and closeness 
and amazement from the unity in diversity. Moral interest represents the desire to start 
again and better, fear of making mistakes that ruin one’s life, admiration of the excep-
tional good of others, sympathy with those who suffer, and disgust with the bad. Tran-
scendental-monotheistic experience captures the fascination with the “higher truth” 
and “the highest reality” and death as “the return to home” (Kučera, 2012). 

The ideas of upper authors can be classified into three essential elements of spirit-
uality (Table 3.1).

Table 3.1: Three essential elements of spirituality – dimensions of meta-story.

References Relationship to self Relationship 
to others

Relationship to divine

MacGillivray 
et al. (2006)

The intangible part of self, 
emotions, occupation, dreams 
and pursuits, beliefs and 
values, search for meaning.

Connectedness with 
other people

Relationship with higher 
power, religion

Buck (2006) Meaning (or purpose), value 
(or beliefs), becoming (the life 
journey)

Connecting (with 
others)

Transcendence (beyond the 
self)

Reed (1992) Factor-based on the individual 
connection to self (personal 
integration, values)

The connection 
between individuals 
(friendship, trust)

Connection of the individual 
to transcendent dimensions 
(mystical or religious 
experiences)

Delaney 
(2005)

Self-discovery (intrapersonal) Relationships 
(interpersonal)

Higher power/universal 
intelligence and eco-
awareness (transpersonal)

Kučera (2012) Values, practices Relationship to others Supernatural, superhuman, 
mysterious, absolute and the 
highest
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References Relationship to self Relationship 
to others

Relationship to divine

Rocha & 
Pinheiro 
(2021b, 
p. 248)

A personal identity, a way of 
life that represents habits, 
the pursuit of meaning and 
purpose,
Enlightening the purpose of 
their lives

Connection with the 
others,
The connection 
between individuals 
connects individuals 
with other 
communities and 
generations.

Search for transcendence, the 
divine in all aspects and areas.

Giacalone 
(2003)

A framework of organizational 
values, 
Feelings of completeness 
and joy

Sense of being 
connected to others

Employees’ experience of 
transcendence

Ashmos 
and Duchon 
(2000)

Dimension concerned with 
finding and expressing 
meaning and purpose

Living about others Something bigger than oneself

Emmons 
(2000)

The ability to enter into 
heightened spiritual states of 
consciousness, the ability to 
utilize spiritual resources to 
solve problems in living

The capacity to engage 
in virtuous behavior

The capacity for 
transcendence, the ability 
to invest everyday activities, 
events, and relationships with 
a sense of the sacred

Piedmont 
(1999, 2001)

Existentiality Connectedness, 
nonjudgmentality

Prayer fulfilment, universality, 
tolerance for paradoxes

Piotrowsky 
et al. (2019)

Existentiality Connectedness, 
nonjudgmentality, 
ideologicality

Prayer fulfilment, universality, 
tolerance for paradoxes

Elkins et al. 
(1988)

Meaning and purpose in life, 
mission in life, material values, 
awareness of the tragic, fruits 
of spirituality

Altruism, idealism, 
awareness of the 
tragic, fruits of 
spirituality

Transcendent dimension, 
sacredness in life, fruits of 
spirituality

Howden 
(1992)

Innerness, purpose and 
meaning in life

Interconnectedness Transcendence

WHO (1998) Inner peace/serenity/harmony, 
death and dying, inner 
strength, hope/optimism, 
control over life, code to 
live by freedom to practice 
rituals, faith

Detachment/
attachment, kindness 
to others, acceptance 
of others, forgiveness, 
code to live by

Spiritual being or force, 
the meaning of life, awe, 
wholeness/integration, divine 
love,
Issues that are important for 
practicing concrete religion. 

Table 3.1 (continued)
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References Relationship to self Relationship 
to others

Relationship to divine

McDonnald 
et al., 2002

Cognitive orientation towards 
spirituality, experiential/
phenomenological dimension, 
existential well-being,

– Paranormal beliefs and 
religiousness. 

Říčan (2006) Moral interest Moral interest, 
eco-spirituality, 
communality

Mystical experience, 
transcendental-monotheistic 
experience

Source: Author

Concepts, definitions and scales presented in Table 3.1 create three fundamental ele-
ments of spirituality: the relationship to self, the relationship to others and the rela-
tionship to the divine. Relationship to self represents stories about tangible and intan-
gible parts of self, emotions, dreams, beliefs, values, search for meaning, self-discovery, 
habits and purpose. Relationship to others reflects stories about connectedness with 
others and with previous generations. The relationship to the divine are stories about 
the relationship to a higher power, religion, transcendence dimensions, and what is 
mysterious and of higher order. 

Technically, stories about elements of spirituality are also meta-stories as they can be 
broken down into simpler stories. As such, they may provide the springboard for research 
on spirituality and allow it to capture its elements and follow its development over time.

Looking Deeper into Spirituality: Elements of Dimensions  
of the Meta-Story

The development of spirituality as a meta-story is demonstrated in Table 3.2. Spirit-
uality as a meta-story is at the top of the hierarchy of stories. Three primary groups of 
stories create it: relationship to the divine, relationship to others and relationship to 
self. These basic elements are also made by specific stories (we call them detailed ele-
ments, and we identified 11 such stories), e.g., they also have a character of a meta-story. 

To explore more profound levels of spirituality, e.g., to find out based on which 
stories spirituality and its three essential elements are built, we took all definitions, con-
cepts and psychological scales (presented in this paper) and analyzed them by induc-
tive thematic analysis. We analyzed accurate expressions of definitions and concepts 
as provided in the literature; as for psychological scales, we understand and approach 
them as distinct concepts of spirituality; therefore, we focused on categories in which 
the questions are organized, not on the questions themselves. 

Table 3.1 (continued)
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The coding was thematic; we collected relevant data from the definitions, concepts 
and scales and generated initial codes, then we searched for themes that led to the 
identification of lower-level categories (detailed elements of spirituality). Finally, these 
categories were organized into higher-level categories (essential elements of spiritual-
ity). Lower-level categories represent the topics of stories that serve as the foundation 
of three basic types of stories creating spirituality. The results are provided in Table 3.2. 

Table 3.2: What spirituality is based on.

Initial codes Detailed elements 
of spirituality
(lower level category)

Basic elements 
of spirituality
(Higher level category)

Fruits of spirituality; true spirituality; spiritual being 
or force; awe; wholeness/integration; cognitive 
orientation towards spirituality; beliefs, attitudes and 
perceptions about the relevance of spirituality to one’s 
daily functioning; experiential/phenomenological 
dimension; spiritual experience

Spirituality Spirituality

Connectedness with the universe; connection with 
nature; relationship to the planet; eco-spirituality; 
feeling of unity with nature; sacred responsibility for 
nature; Earth as a mother; tree as a brother; respect 
to living and nonliving nature.

Nature Relationship to divine

Transcendence (4); internal human experience 
not limited by cognitive adaptability; self is 
transcended; concepts of transcendence; 
connection to transcendent dimension; employees’ 
understanding of transcendence; mysterious; search 
for transcendence; the capacity for transcendence; 
encounters with a transcendent reality; personal 
encounters with a transcendent reality; transcendent 
dimension; there is a transcendent dimension of 
the life; belief that person experienced contact 
with transcendent dimension; transcendental-
monotheistic; view of the individual that belief 
of that harmonious contact with and adjustment 
to this unseen dimension is beneficial; mystical 
experience; the sacred is in the ordinary; mystical 
experience; paranormal beliefs; unusual thoughts; 
unusual behavioural patterns; mystical experience; 
being unified with something that goes beyond the 
individual; the highest reality’; death as ‘the return to 
home’; divine in all aspects and areas; relationships 
with a sense of the sacred; divine love.

Transcendence



Chapter 3 Spirituality as a Meta-Story    65

Initial codes Detailed elements 
of spirituality
(lower level category)

Basic elements 
of spirituality
(Higher level category)

Relationship with God/many Gods; relationship with 
a higher power; connection to Supreme Being; higher 
power/universal intelligence; superhuman; absolute; 
the highest; Supreme Being.

Good/Higher Being

Religion; religious structures; religious traditions; 
religious experience; religiousness; intrinsic religious 
orientation; engaging in the religious practice 
for its own sake; beliefs about the existence of a 
higher power; religious practice; prayer; meditation; 
attendance at religious services; fulfillment in prayer 
or meditation; freedom to practice rituals; faith; 
specific religion; practicing concrete religion; prayer 
fulfillment; deep belief in humanity.

Religion; concepts 
of belief; religious 
practice

The person is committed to “betterment of the 
world” – has effect on one’s relationship to self, 
nature, life, whatever one considers to be the 
Ultimate; connection to all life; the search for the 
meaning of life; a general sense of being; becoming – 
life journey; the ultimate purpose or end of the 
individual; the top end of the individual; the pursuit 
of meaning and purpose; enlightening the purpose 
of their lives; finding and expressing meaning; 
finding and expressing purpose; living to something 
bigger than oneself; a belief in the unitive nature 
of life; meaning life; purpose in life; mission in life; 
sacredness in life; meaning and purpose in life; 
“existential vacuum” with an authentic sense that life 
has meaning and purpose; mission in life represent; 
a sense of responsibility to life; a calling to answer; a 
mission to accomplish; a destiny to fulfil; sacredness 
of life; life is “holy”; control over life; code to live 
by; purpose in life; meaning in life; meaning of life; 
life fulfilment; life meaning; goals and aims for life; 
balance in life; death and dying; aware of “the tragic 
realities of human existence”.

Relationship to life

Connectedness with other people; connection with 
others; connecting with others; the connection 
between individuals; relationships (interpersonal); 
relationship to others; belongings; connection with 
the others; the connection between individuals; 
connects individuals with other communities;

Belonging and 
connectedness to 
other people

Relationship to others

Table 3.2 (continued)
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Initial codes Detailed elements 
of spirituality
(lower level category)

Basic elements 
of spirituality
(Higher level category)

connects generations; a sense of being connected 
to others; living about others; the belief that one is 
part of a larger human orchestra whose contribution 
is indispensable in creating life’s continuing 
harmony; others; general sense of belonging; being 
part of the community; connectedness; personal 
relationships; the pleasure from human sense of 
belonging and closeness; friendship; connectedness; 
interconnectedness; communality; detachment/
attachment.

Trust; to show forgiveness; to display compassion; 
tolerance for inconsistency and incoherence; 
nonjudgmentality; ability to accept others on their 
terms; avoid making value judgments; a sensitivity 
to the needs of others; sensitivity to pains of 
others; altruism; altruism; a sense of social justice; 
love to others; accept responsibility for others; 
forgiveness; kindness to other people; service to 
others; kindness to others; acceptance of others; 
forgiveness; sympathy with those who suffer; fear to 
make mistakes that ruin one’s life; admiration of the 
exceptional good of others; the capacity to engage in 
virtuous behavior or to be virtuous; express gratitude; 
be humble; tolerance for paradoxes; appreciates 
material values but ultimate satisfaction is found not 
in material but spiritual things.

Desired behavior 
toward other people

Appreciates material values – ultimate satisfaction 
is found not in material; but spiritual things; one’s 
dreams and their pursuit; the ability to invest 
everyday activities; events; the ability to utilise 
spiritual resources to solve problems in living; the 
ability to live with inconsistencies and contradictions 
in one’s own life; ability to think of things in terms 
of “both-and” rather than “either-or; existentiality; 
gratefulness; an innate sense of wonder and 
thankfulness for all the many shared and unique 
features of one’s life; ideologicality; feelings of joy; 
universality; purpose and meaning; ; innerness; ability 
to cope with bad events; inner strengths in hard 
times; ability to go beyond the loss; internal resources 
that help people to cope with uncertainty; ; inner 
peace; serenity; harmony; inner strength;

Abilities Relationship to self

Table 3.2 (continued)
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Initial codes Detailed elements 
of spirituality
(lower level category)

Basic elements 
of spirituality
(Higher level category)

hope/optimism; sense of inner strength; sense 
of perception of self as able to cope with the 
fundamental issues of life; relaxed orientation 
towards self; relax direction to day-to-day matters; 
the feeling of inner peace; moral interest; disgust 
with the bad; Idealism; existential well-being; ecstatic 
fascination by the art; amazement of unity in diversity; 
the ability to enter into heightened spiritual states of 
consciousness; material values; idealism; feeling of 
contentment.

Individual connection to self; personal integration; 
self-discovery (intrapersonal); practices; the nature of 
being of the individual; a personal identity; feelings 
of completeness and joy; ability to accept life on their 
terms; emotions; occupation; inner life experiences; 
quests; intangible part of self.

Personal identity

Internal desires: a desire to live in the moment, a 
willingness to embrace the experiences that life 
confronts us with as opportunities for growth and joy; 
The desire to start again and better.

Desires

One’s beliefs, values, individual belief systems, 
concepts of meaning, concepts of value, images 
of beliefs, personal values, values; a way of life 
representing habits, framework or organizational 
values.

Values

Table 3.2 shows that we identified twelve distinct lower-level categories. One of them 
is the category of spirituality. This category stays separated from other types because it 
does not provides additional information on spiritual elements.

Out of the remaining eleven, five lower-level categories (nature, transcendence, 
God/Higher Being; Religion, concepts of belief, religious practice and life relationship) 
create higher-level category relationships to the divine. Two lower-level categories 
(belonging and connectedness to other people; desired behavior to others) build high-
er-level category relationships with others. Four lower-level categories (abilities, per-
sonal identity, desires, values) create higher-level category relationships to self. 

Table 3.3 summarises findings and lists stories that create the meta-story spirituality.
To conclude, spirituality as a meta-story is built on three lower-level stories about 

the individual’s relationship to self, others, and the divine. These three stories are also 

Table 3.2 (continued)
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meta-stories. The relationship to self is created from stories about an individual’s abil-
ities, identity, desires and values. The story about the relationship to others is devel-
oped on stories about belonging and connectedness to other people and the story about 
desired behavior to other people. The story about the relationship to the divine is built 
on stories about nature, transcendence, God/Higher Being, religion/religious practices/
concepts of belief and the story about their life relationship.

When doing the empiric research, lower-level stories can be examined deeper, 
which may identify more detailed reports that create them. The psychological scales for 
spirituality measurement offer concrete questions that can be adjusted to the needs of 
such thorough research. 

Stories can also be examined from different points of view than the topic, for 
example, from their origin. Table 3.3 indicates the bipolar structure of stories (Bregman, 
2012). Some lower-level stories suggest that they develop more based on personal expe-
rience (personal identity), and some develop more on shared experience (for example, 
desired abilities or behavior toward others). 

Conclusions
For (Elkins et al., 1988, p. 8), “religion has been the mother of the world’s greatest 
spiritual giants, the ‘best of the species’ in the area of spirituality and is the incuba-
tor and reservoir of the world’s most vital spiritual values”. Hochheimer (2012, p. 22) 
explains:

Humankind is a meaning-making species. Throughout our lives, we build our abilities to exist 
within the world we both experience and create. We may evolve in our spiritual comprehension, 
or we may stagnate. Or, we may have been taught to believe we have no right to ask such questions. 
But we live following the meanings we perceive and express.

This author adds: “Our efforts to do so (i.e., build the meaning) have always been 
incomplete because our perceptions of it (i.e., meaning) are grounded in the historical, 

Table 3.3: Stories that create meta-story spirituality.

Spirituality – Meta-Story

1st level stories on Relationship to self Relationship to others Relationship to divine

2nd level stories on abilities
personal identity
desires
values

belonging and 
connectedness to other 
people
desired behavior to other 
people

Nature
transcendence God/
Higher Being Religion
concepts of belief, 
religious practice
relationship to life
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cultural, societal, biological and/or developmental contexts within which meaning is 
incompletely, imperfectly and provisionally constructed” (Hochheimer, 2012, p. 25).

Spirituality is a dynamic phenomenon. It is a phenomenon that depends on the 
concrete situation of the human being in the concrete moment. Therefore, it is difficult 
to capture and analyze it. Spirituality can be captured and explored via the knowledge 
we have about it, spiritual knowledge. Storytelling is one of the most important tools 
for knowledge sharing and creation. We argue that spiritual knowledge is a meta-story 
built on at least three different types of stories. Stories about the self that explain how 
the individuals see themselves and their role in the universe, stories about relationships 
to others that explain how individuals see their role in society, and stories about the 
relationship to the divine that describe how individuals see themselves about higher 
power create the personal meta-story, spirituality. 

We recommend researching the foundations and development of spirituality indi-
rectly from spiritual knowledge. Spiritual knowledge is the knowledge people have 
about their spirituality. From the perspective of spiritual knowledge, spirituality is 
a meta-story created by stories about different parts of one’s spiritual life. Capturing 
these stories helps us to learn more about what makes spirituality and how it develops. 

The proper method of researching these stories has yet to be developed. Our paper 
recommends using a meta-narrative review methodology, thematic narrative analysis, 
or Izak’s story matrix (Izak, 2014). 

As for future research, though not all elements of spirituality discussed in this 
paper apply to workplace spirituality, the workplace or organization may serve as an 
experimental plot for research on spirituality. They have clear borders and develop in a 
shorter period, and spirituality related to the workplace or organization may be easier 
to research than religious or general spirituality. 

Even though it looks attractive, the approach to spirituality as a meta-story has 
disadvantages. The creation of a meta-stories from individual stories or breaking down 
the meta-story into personal stories may be a challenging problem because even though 
the central theme of each meta-story may be the same, the actual content of stories that 
create a meta-story can differ (Gordevicius et al., 2010, p. 1909). Said differently, similar 
or identical meta-stories may be based on different stories, and one meta-story can be 
broken down into other ones. Another problem may develop from so-called untold 
stories (Izak, 2014). Untold stories the individual subconsciously or consciously does 
not share may bias the research results. Or it may be challenging to capture individual 
stories as respondents of the research may resist fragmenting their experience into the-
matic categories and tell so-called “long story” with diversions to stories that are not 
relevant (Riessman, 2020). 
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Abstract: In this chapter, we apply relevant knowledge management (KM) literature 
to an opinion piece we previously wrote about the Management, Spirituality and Reli-
gion (MSR) group. The MSR group is an Interest Group of the Annual Academy of Man-
agement Conference, of which both authors are members. The chapter centers around 
three themes: values in research, diversification of ways of knowing and research 
topics, and skill building. We take a human-centered approach to these topics, centering 
the individual human and its well-being as the core point of interest. By applying KM 
literature to MSR research and the MSR group and using a human-centered approach, 
we aim to show opportunities to expand KM’s knowledge. Secondly, we hope to provide 
an impetus for further MSR group – seen as a knowledge system – development and 
diversification. Ultimately, insights gained from this chapter can be applied to other 
knowledge systems akin to the MSR group.
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Introduction
This chapter combines knowledge management theory with a previously written 
opinion piece about the Management, Spirituality and Religion group, an academic 
Interest Group of the Academy of Management. Applying knowledge management 
(KM) theory to our observations shows how this academic discipline contributes to our 
understanding of the organization. Furthermore, we present how current and future 
demands of MSR research  – as we perceive it now and its development  – invite to 
expand KM’s body of knowledge to include a human-centered approach and different 
ways of knowing. 
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Ultimately, based on literature insights, we aim to help develop the community the 
organization represents. Individual engagement with this text may offer an opportu-
nity for self-reflection due to both its content and the way it is written, including dialog-
ical learning, narrative development, and contextualization of our thoughts. 

MSR and Knowledge Management

The Management, Spirituality and Religion Interest Group (MSR) is one of 26 Interest 
Groups and Divisions of the Academy of Management (AOM). The AOM is an interna-
tional academic and practitioner management studies association founded in 1936 in 
the United States of America (AOM, n.d.). The Interest Group has been operational since 
2000 (Tackney et al., 2017) and has roughly 630 members across the globe. The group is 
part of the annual Academy of Management conference and has, among other scholarly 
activities, monthly meetings, an annual retreat, and a research colloquium. MSR envi-
sions promoting “[h]uman flourishing and global consciousness that illuminates – and 
are illuminated by – spiritual and religious dimensions of life in management research, 
teaching, and practice” by bettering “the world through a transdisciplinary network 
of management academics and practitioners exploring the role of the significant and 
sacred” (MSR, n.d.).

We view the MSR group as a knowledge-based, not-for-profit organization and 
community. A knowledge-based organization, or knowledge system, is viewed as an 
ensemble of resources and people that, through interaction, create knowledge whereby 
the organizational boundaries are dynamic and malleable (Zack, 2003). As a research 
group, MSR exists to generate and disseminate knowledge for scholars and practition-
ers through papers, symposia, teaching, and general idea creation.

The group is concerned with knowledge about spirituality and religion about man-
agement. Because of the personal appreciation of spirituality and religion members, the 
group uses multiple forms of knowledge-sharing dynamics (Rocha & Pinheiro, 2019). 
Emotional, spiritual, and rational knowledge about spirituality and religion is shared. 
This knowledge-sharing is done through in-person activities and – especially since the 
start of the pandemic – through online activities like presentations and meetings. As 
such, we see the MSR group also as a ‘virtual community of practice’ whereby the com-
munity’s individuals use an online platform to come together and share knowledge 
(Shaw et al., 2022). 

About the Researchers

Both authors recognize that the researcher influences the research. Hence, we think it nec-
essary to introduce ourselves to share the lenses through which we process information, 
as well as our relation to MSR, to contextualize the discussed ideas.
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By the time of writing, we have been a part of the MSR Interest Group for two years. 
We also met in a virtual MSR Monthly get-together and connected for peer-spirit offline. 
Our relationship is based on trust and respect and complemented by humor while we 
explore and bridge contrasts between us and the topics we focus on. As relatively new 
MSR members, we noticed specific group and organizational tendencies. Based on our 
observations, we wrote a short opinion piece that centers around the following three 
themes: values and value guidelines, diversification of research, continued self-reflec-
tion and skill-building, which structure this contribution. 

Regarding ontology, we explicate our two voices to be specific about our stances. We 
use the pronoun “I” to acknowledge the role the subjective researcher plays in research 
(Storberg-Walker, 2021) and to add a personal narrative to de-center us as researchers 
(see, e.g., Olsen, 2017). I, the alphabetical first author (actively try to) engage in co-cre-
ative research with my environment and participants from an integrative worldview 
in which one is aware of life’s web-like, de-centralized and context-dependent nature 
and its underlying commonality at the same time (Nandram & Bindlish, 2022; Nandram 
et al., 2017). My understanding of spirituality in research is “one’s ability to connect to 
existence beyond one’s perceived existence” (Nandram et al., 2022, p. 238).  I believe 
in something that underlies my shape-shifting and context-dependent identities and 
which is constant. I reach for and sense this “something” in day-to-day interactions and 
my spiritual practice. Through this practice, I have also received access to various ways 
of knowing, which I apply in both work and research. I was born into a middle-class, 
small-town environment and a family of craftspeople and entrepreneurs. I am the first 
in my immediate family to attend college and – in my extended family – to pursue a 
doctoral degree. My education has been mainly in the Westernized, patriarchal system, 
as has my professional trajectory.

I, the second alphabetical author, am a white, non-Indigenous, European woman 
from a middle-class socio-economic background. I have studied and currently study in 
Northwest Europe, meaning that I am the educational product of Western academia. I 
understand spirituality as “the capacity of the human consciousness to apprehend ulti-
mate meaning and ultimate value symbolically” (Tackney et al., 2017, p. 246).

On Knowledge, Wisdom, and Spirituality

In an organizational and knowledge system (henceforth KS) context, knowledge can 
be defined as “a clear understanding of information and their associated patterns and 
learning about knowledge [. . .] as the process of analysis and synthesis of information” 
(Bierly et al., 2000, p. 600). Knowledge is about understanding data and information, 
know-how, and know-how of processes and things. Wisdom entails both holding justi-
fied beliefs – being knowledgeable – and being able to enact fitting judgment in living 
and decision-making. Wisdom is the result of experience, passion, and spirituality. 
Spirituality is connected primarily to wisdom as a two-folded enabler. First, creating a 
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core set of beliefs and understanding life’s purpose articulates an individual’s goals and 
objectives. Second, it provides a context of hope, courage, and faith in complex environ-
ments, which drives wise actions and decision-making (Bierly et al., 2000). 

We approach knowledge management concerning promoting wisdom and spirit-
uality in the organization as being human-centered. Rather than regarding wisdom and 
knowledge as instruments for organizational performance improvements, we focus on 
what these two concepts can mean for the well-being of employees in the organization, 
the organization itself, and its context. When using the term organization, we refer to 
any organized knowledge system (KS). From our point of view, knowledge management 
can potentially ameliorate the lived experience of individuals as spiritual beings in 
the organization. So, ideally, KM is a springboard that serves human development in 
an organizational setting. The human-centered approach to KM has implications for 
values in research (theme one) and research approaches and areas (theme two). 

In what follows, we share the three themes which formed our opinion piece. We 
discuss the themes based on relevant KM theories and explain how these notions can 
improve the topics at hand: expanding on the KM literature and taking up MSR as an 
object of study. We conclude with a discussion of this web of our main ideas, practical 
implications for the MSR interest group, and similar knowledge-based organizations 
and avenues for future research.

A Human-Centered Approach and Themes
A Human-Centered Approach

Before turning to the themes, we discuss why we take a human-centered approach. First, 
this view of KM relates to the values the KS, or organization, holds: What is essential to 
promote in the organization and in what way? Are values motivators for change? Does the 
organization, through KM, wish to promote wisdom and spirituality because it will improve 
the lived realities for those who are part of the system or because it will lead to improved 
system performance? This difference is illuminated by a parallel discussion about values 
as motivators in diversity, equity, and inclusion management in the literature and practice. 
In broad strokes, two organizational value approaches, or motivators, to implementing 
diversity, equity, and inclusion management (DEI) can be taken: a business case and a social 
justice case. Whereas the former advocates for DEI on the grounds of organizational perfor-
mance and market logic, the latter does so as it is the right thing to do based on societal logic 
(Bleijenbergh et al., 2010; Fine & Sojo, 2019; Norbash & Kadom, 2020).

In a capitalist society, we are aware of the necessity of market logic entering the 
organizational decision-making process and regarding approaches to internal policies 
for future organizational well-being. However, suppose the organization is treated 
as an actor of positive change. In that case, today’s climate of increasingly turbulent, 
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fast-evolving, uncertain organizational environments gives way to a values-as-motiva-
tors approach based on societal logic rather than market logic. Even if one would like, 
in this day and age, pure market logic does not suffice in driving “business and society 
toward genuine, substantive sustainable development” (Stubbs, 2018, p. 63). Suppose 
the organization aims to protect its contributors’ current and future well-being, the 
enterprise itself, its contexts, and the rest of the world. In that case, societal logic should 
form the core ‘value as motivator’.

In answering the question posed at the beginning of this section, we would argue 
that MSR wishes to promote wisdom and spirituality through knowledge management. 
It might not lead to improved system performance, but it will improve the lived real-
ities for those who are part of the system and those whom the organization serves. 
Arguments for this are found in the group’s mission of promoting human flourishing 
and global consciousness, which showcases a human, individual approach to a global 
phenomenon or improving a global state of being (MSR, n.d.).

Second, in a human-centered approach, we intend to include a variety of forms of 
knowing, knowledge, and wisdom. This is particularly relevant for MSR, as it is origi-
nally a United States of America-based KS. At the same time, MSR consists of scholars 
and practitioners with different worldviews  – ontologies and epistemologies  – with 
most of them working and performing in and with a Western(ized) higher educational 
setting. Through the history of European colonizers and Western ethnocentrism, legiti-
mate knowledge is Western, understood as universal and objective knowledge (Akena, 
2012). Concurrently, other forms of knowledge – like Indigenous knowledge – have been 
delegitimized as “savage, superstitious, and primitive” (Akena, 2012, p. 600) and, there-
fore, unfit to be used in the sciences. Considering the variety of worldviews coming 
together when creating or sharing knowledge, acknowledging varied ways of knowing 
necessarily becomes a part of KM. Therefore, reducing ways of knowing to one domi-
nant form limits KM’s scope while limiting human self-expression.

Western(ized) academia and its subsequent education are considered a profoundly 
colonial, institutionalized knowledge system (e.g., Kuokkanen, 2000; Nakata et al., 2012; 
Simpson, 2014; Smith, 2012). Per MSR’s place of belonging – being a part of the Academy 
of Management – it functions in this colonial system. Although MSR has a history of 
initiating and backing diverse ways of knowing and researching topics and having an 
international membership base, as a Western knowledge system, it moves naturally in 
the ‘space’ of legitimate knowledge. As a group, the majority (we) not only work with 
a system that values one sort of knowledge over others, but we also reinforce it by 
working with the system in terms of what we research, what we publish, what we teach, 
and where we do this all1. 

The implications of this are beyond the scope of this chapter. However, what 
should be noted is that the MSR KS, knowledge creation, working with knowledge, and 

1 For ideas about indigenizing business schools, see Woods, C., Dell, K., & Carroll, B. (2022). 
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knowledge dissemination are shaped by institutional, colonial, and Western standards. 
Knowledge and getting to know are not per se neutral, value-free, a-political activities 
but are shaped by the context in which they occur.

Themes: Values, Diversification of Research, and Skill 
Development

Now, we turn to our three themes: values, diversification of research, and continued 
self-reflection and criticism. The parts of the text in italics show the opinion piece text; 
text with a regular font is our discussion of these themes for this chapter.

Theme One: Values

Values are pivotal in KS, encapsulating what is jointly valued as organizationally 
meaningful (Bratianu & Bejinaru, 2019). In the shape of an organizational statement, 
organizational core values expand on how the organization’s vision will become a 
reality (Gurley et al., 2015), for example, by guiding decision-making (Bratianu  & 
Bejinaru, 2019). They “shape much of the work processes and, as such, influence how 
an institution moves forward positively’’ (Calder, 2011, p. 24). As the core values provide 
behavioral guidelines, they bridge the theoretical and the practical. They are critical in 
practically translating what the organization stands for and what it desires to engender. 
In our opinion piece, we wrote the following regarding MSR’s vision, mission, and value 
statements, whereby an articulation of the latter was missing at the time of writing. We 
wrote the following about the absence of a value statement:

While the group’s mission and vision are well developed and articulated in a conceptual sense, 
the mission and vision have not necessarily been translated into practice. This is because current 
pointers or guidelines concerning values and ethics’ role in conducting, assessing, and understand-
ing research remain underdeveloped.

Such a (non-)-articulation of pointers affects research based on specific values and with a particu-
lar intent. On an interactive group level, it influences the research and, as a result, the knowledge 
accumulation and dissemination that MSR represents. This is especially relevant when research 
takes an instrumental approach to religion, spirituality or philosophy in management, organiza-
tions, and organizations to improve functioning in the capitalist sense. We propose that MSR take 
up a written statement that informs about what is understood as ethical and unethical research.

Such a written statement could come as a value statement, including guidelines for ethical research. 
A statement would still guarantee freedom of academic research choices but would also provide 
clear preferences regarding the valuation of one’s own and others’ epistemological and ontological 
choices. Such as, e.g., “we value research that openly puts the own approach into perspective over 
studies that reduce research to one ‘right version’”.
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In a way, we see these guidelines as promoting wisdom in the MSR KS as well: to be 
knowledgeable as a group and to develop the ability to enact fitting judgment in living 
and decision-making, inside and outside a research and organizational setting (Bierly et 
al., 2000). By doing so, the group can also realize its spiritual knowledge potential as this 
relates to “ [. . .] shared values and moral judgments which emerge in any social context as 
a reference system in making judgments and decisions” (Bratianu & Bejinaru, 2019, p. 5). 

The value-based promotion of wisdom in the organization showcases that it is a 
developmental process. Wisdom is understood here as “a function of deep, accurate 
insight and understanding of the central existential issues of life, plus practical skill in 
responding effectively and benevolently” (Walsh, 2012, p. 16). In such a process, indi-
vidual members of the group or KS “hone their capabilities of self-knowledge, self-in-
tegration, nonattachment, self-transcendence, compassion and understanding of life, 
mainly through improved self-regulation and ethical choices” (Ferreira Vasconcelos, 
2021, p. 375). By doing so, through the individual’s application of wisdom, the greater 
good for both others and the self can be achieved in the organization. Applying wisdom 
as a developmental process in the hope that it improves the greater good befits the MSR 
KS, as it aims to be a driver for positive change.

Provided with a clear mission, vision, and value statement(s), MSR group members 
would have a point of reference, informed by which they could undertake research. 
Such a reference point would safeguard core values  – like how ontologies and epis-
temologies are valued  – while pushing for academic diversity. This brings us to our 
second theme: diversification of research, holding two subthemes: broadening how and 
what to research.

Theme Two: Diversification of Research

We noted that the MSR group shows a tendency towards carrying out a specific type of 
research: 

Our understanding is that the group’s research centers around improving realities and the theoret-
ical understanding, examination, and conceptualization of already “semi-positive” situations and 
contexts. For example, the amelioration of the human experience – which may or may not relate 
to improved organizational performance as a direct or indirect consequence – by including space 
for spiritual, religious, and, to a lesser extent, philosophical practices. This focus on “semi-positive” 
realities surprises us, given the mission of creating human flourishing and the group’s serious 
commitment to generating positive change. As such, we would argue that too little research is done 
at the fringes of, or about less palatable issues in, our societies [. . .].

We define “broadening work” as research into work, management, and organizing that is con-
tended, variedly viewed and known, or little understood by researchers and their respective aca-
demic fields. This refers to the domination of Western research/ways of knowing, the marginalized 
voices this creates, and the space given to research topics that differ in their cultural, societal, 
historical, legal, and religious acceptance and understanding.
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We understand the promotion of human flourishing to be a ground-up, inclusive, 
and broad undertaking. To help humans flourish means to understand societies in 
the broadest sense, from well-developed research areas and topics to emerging ones. 
Shying away from research into various topics, varying in their cultural, spiritual, and 
religious acceptance or understanding, means that the MSR group overlooks knowledge 
areas. It is those research and knowledge areas that are to become a necessary part of 
MSR’s research repertoire.

Given the group’s mission and vision, a research focus on the “semi-positive”  – 
detailed in the text above – could be understood as either a form of organizational and 
mission drift or a result of something akin to groupthink. We use the former two terms 
to highlight the discrepancy that can arise between centrally designed practices and 
local modifications to these practices in the organization or system. Alternatively, in an 
MSR context, there is a discrepancy between the vision and mission of the group and 
the type of research being carried out. 

Organizational drift results from actors and sub-systems adapting to local pres-
sures and structural issues affecting information flows (Reiman et al., 2015). In the MSR 
context, local pressures can be understood as an individual’s primary educational affili-
ation and publication norms. Perhaps “home” institutes are not necessarily open to con-
ducting broadening research and the publication thereof, even if an individual group 
member is. Mission drift denotes the process in which organizations and those who 
are part of them lose “sight of their purpose and values in the quest for organizational 
survival and efficiency” (Ebrahim et al., 2014, p. 82). 

Even if no organizational or mission drift occurs, the concept emphasizes that the 
MSR group is part of a larger organization, which impacts MSR to a certain degree. 
Moreover, MSR members are part of multiple KS, like other research groups, educa-
tional institutes, and organizations, all presenting local pressures and structures that 
potentially inform and shape individual MSR members’ interests and behavior in a 
research setting. For MSR, this poses a balancing question: How far is uniformity in 
values of individual members desired to create a space that pushes for an inclusive 
mission-building research space? An anchoring value statement suffices to designate 
an MSR-specific research space while pushing for broadening work.

Too much uniformity could lead to groupthink, “a mode of thinking that people 
engage in when they are deeply involved in a cohesive in-group when the members’ 
strivings for unanimity override their motivation to realistically appraise alternative 
courses of action” (Janis, 2006, p. 237). This would bar broadening work to be done, as 
differing views about what and how to research would be suppressed as to adhere to 
the “semi-positive” norm. Alternatively, too much uniformity in ways of thinking and 
too little constructive discussion about how we can include broadening research and 
ways of knowing can lead to ‘false reflection’. 

On an individual level, false reflection would mean a person takes an altogether 
soloist approach to reflecting. A person is in dialogue only with their selves, without the 
input of others, when aiming to come to a moment of insight about specific ideas and 
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notions. Such an approach can have unwanted consequences: “The self-reflection of a 
lone subject [. . .] requires a quite paradoxical achievement: one part of the self must be 
split off from the other in such a manner that the subject can be in a position to render 
aid to itself. [. . .] [Furthermore], in the act of self-reflection, the subject can deceive itself 
(Habermas, 1974, p. 29 in Kemmis, 2008). Taken to a group level, too much uniformity 
and conformity in discussion will lead to false reflection, resulting in an empty dia-
logue. The continuous agreement will not create enough friction to engender change or 
new ideas in a group, barring impetus for broadening work.

To overcome this fallacy on an individual level, Habermas suggests incorporating 
others in the work of reflecting, making it a social, collective process. Here, the group 
and its individuals provide a critical capacity to arrive at insights regarding the under-
standing of practices, settings, and circumstances of practices (Kemmis, 2008). On a 
group level, such a view would mean that a culture of non-conformity or appreciation 
of valuing differing ideas is fostered, whereby group members bring critical thoughts, 
ideas, and insight to the group discussions. MSR is an open group anyone can join, and 
its scholarship program that brings in interested young scholars provides enough space 
for critical, meaningful discussion and reflection. We suggest that MSR actively works 
on setting up discussion sessions for the group and potentially subgroups, during which 
we reflect on what research has been and is carried out and which topics we would like 
to invest in. 

The Broadening of How to Research
A facet of the human-centered approach to KM explicitly acknowledges different ways 
of knowing as equally legitimate and combining the notion that group- and self-reflec-
tion are social processes that can aid in avoiding too much uniformity, we are led to the 
discussion of ontology (what is reality, what is knowledge) and epistemology (how do we 
come to know) within our field. Our understanding of ontology and epistemology acts 
as a filter for data selection (Freeburg, 2017) and as a sense-making blueprint for how 
information is related to each other and how one relates to the data (Bracken, 2010). 
Concurrently, knowing and knowledge are often viewed in narrowing, limiting ways, 
which reduces learning and new thinking opportunities (Fazey et al., 2020). What we 
see as knowledge and legitimate ways of knowing is thus directly related to KS, knowl-
edge sharing and KM. We discuss different ways of knowing in this sub-theme to over-
come narrow focus.

The difference in understanding the spiritual landscape2 between European and American 
scholars would be worth looking into. A mere example of culture and historicity shaping one’s 
understanding of the to-be-researched concept and how this translates to potentially differing 
approaches to such a concept within the Western-oriented research scope is found in the work of 
Nolan et al. (2011). 

2 A term that arose in the MSR Monthly and was gifted by Mark Argent.
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Concurrently, as a group, MSR could lead the way to equally value all local, emically understood 
contexts and research methods. To sharpen: let us be conscious of the different lenses through 
which research is done and which we accept as quality research. Are we genuinely welcoming in 
worldviews other than the American-European one? How can we say that we do? [. . .]. Nandram & 
Bindlish (2022), Storberg-Walker (2021), and Wilson (2008) give instructive accounts of doing 
research from a different worldview and the consequence this change of “how” has on the choice 
of “what” is being researched.

The differences in understanding a sole concept  – spirituality  – draw attention to 
the urgency of creating a broad palette of ontologies and epistemologies in the group 
when we research many topics. This allows for a more holistic understanding of the 
world, necessary to match knowledge with the actual lived realities and experiences 
of people around the globe. Different or differing ways of knowing, extend validation 
of knowledge beyond an intellectual-Western, positivist approach to ‘reality’, or what 
Heron (1996, pp. 33–34) calls propositional knowing. We see a propositional approach 
to knowing to be widespread in the Academy of Management. This becomes clear in 
the annual Academy of Management conference and the (lack of) diversity of ways of 
conducting research that is presented.

The discussion concerning ontology and epistemology, e.g., what defines and sep-
arates them, the philosophical base of an ontological understanding, and the role they 
play in academia, is complex, in which we are no experts. 

Multiple authors have developed and passed on philosophical understandings and 
practical approaches to applying multiple ways of knowing in a research context. We 
want to honor (some of) those pursuing other ways of researching, knowing and being 
in the academic profession. We add our own synthesis in theme two. In theme three, we 
operationalize the idea of using various ways of knowing within MSR research by intro-
ducing observable behavior as researcher skills needed to apply the mentioned ways. 

 In brief, we envision MSR scholars as experts in applying different ways of knowing 
within mixed-ontological contexts, creating academic rigor and improving our research’s 
social impact. This is due to the nature of MSR research, which includes and goes beyond 
the secular and therefore demands the application of propositional  – or intellectual, 
linear – and various ways of knowing to do the phenomena and the audience justice.

 We start with a voice encouraging MSR researchers to expand the current under-
standing of what knowledge is (ontology) and what legitimate ways of knowing (epis-
temology) are. The author does so by relating ontological understandings to the task 
that MSR researchers dare to tackle: We choose to engage with the elusive yet impactful 
nature of spirituality and religion in and for a world that does not necessarily speak the 
language of the subtle3 – be it Western(ized) academia or management. The following 
quote is long, as the power of the statements develops within the narrative. Neal (2013) 
shares a vision for MSR’s role as a field that has not lost its topicality: 

3 By which we mean that what potentially can be sensed to exist within and between entities.
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Many of the authors in this volume have pointed to the need to do research that fits the social 
science standards of the mainstream. This is a valuable strategy for making a difference and influ-
encing a system from within, and we must continue pursuing this path. At the same time, we have 
a huge potential for exploring noetic ways of knowing (Mitchell, 2008). If any field of study is likely 
to expand human ways of knowing, it is our field. We have much to learn from the methodologies 
utilized in studying consciousness and spirituality in such places at [sic] the Institute for Noetic 
Sciences, [. . .], and the Fetzer Institute.

What if there is a way of inner knowing or spiritual guidance that can be used to further our 
research? The hard sciences are replete with stories of scientific discoveries made by scientists 
with dreams or altered states of consciousness (Neal, 2006). Many business leaders create new 
strategies, find new markets, and develop new products using intuition or nonlinear thinking (Rob-
inson, 2006). I sincerely hope we do not get so caught up in being accepted by the mainstream that 
we lose our creativity and spiritual gifts. We are scholars, leaders, and practitioners but human 
beings (p. 738).

The quote reminds us of what is at stake when we talk about what MSR knowledge is and 
how we come about knowing as individuals and as a group. Taking a position regard-
ing ontology and epistemology – in our case, acknowledging that all ways of knowing 
are equally legitimate – is not only an academic discourse. It also stands for the felt 
experience of having a space where what one does is acknowledged as legitimate and 
respected without having to defend “one’s place at the table”. Further, the cited work 
reflects what academic and social impact potential lies in MSR research because it has 
the mission and mandate to capture a more holistic part of human existence than, e.g., 
purely positivist research is called to explore and, owing to this potential, what respon-
sibility may be implied when engaging with it. In the following section, we celebrate 
voices that researched or applied multiple ways of knowing in their research.

Anderson and Braud point out the necessity of engaging with different types of 
knowing because the nature and topic of the research necessitates this (2013; Braud & 
Anderson, 1998):

[. . .] in the course of the investigation, the integral inquirer practices many complementary forms 
of knowing, being, and doing, including conventional, tacit, intuitive, body-based, feelings-based, 
and “direct” forms of knowing; ordinary and non-ordinary states of consciousness; analytical/
linear and nonanalytical/nonlinear ways of working with data; and alternative ways of express-
ing findings (themes, narratives, metaphors, similes, symbols, and nonverbal creative expressions) 
(Anderson & Braud, 2013, pp. 249–250). 

As the authors highlight, there is no need to choose either-or, but instead, there is a need 
to integrate different epistemologies along the research process. Similarly, Nandram 
et al.’s work on objectivizing subtle cues in entrepreneurial decision-making shows 
how intuitive and rational processes are commensurate and often intertwined in the 
same activity (Nandram et al., 2019; Nandram et al., 2018). Heron also invites us to 
 understand different ways of knowing as enabling and building on each other, rather 
than prioritizing one type, as is done, e.g., with the intellect or propositional knowledge, 
in positivist-minded academia (1996, pp. 33–34). Similarly to Anderson and Braud’s 
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understanding that different types of knowledge enable each other (2013), Scharmer 
states that one draws upon explicit, embodied-tacit and not-yet-embodied knowledge 
simultaneously (2001).

In their extension of the cooperative inquiry epistemology, Heron and Reason 
(2008) describe that humans intuitively use different types of knowledge and naturally 
weave them into their actions. We deduce it is a human birthright and natural skill to 
access and apply different ways of knowing. Heron and Reason differentiate between 
four types of knowing that build on each other. The first, and the base of knowing, is 
experiential knowing through sharing presence with something or someone. “It is 
knowing through the immediacy of perceiving, through empathy and resonance” (2008, 
p. 367). The outcome is found in how the perceiver relates to this something or someone 
and how all involved experience this relation. From this relation, the knower is then 
“intuiting significant form and process in that which is met.”, termed presentational 
knowing as the second form (Heron & Reason, 2008, p. 367). The significant form can be 
understood as a perceived meaningful connection between sensations, like a focused 
spotlight on connecting sensations or, metaphorically, as something knocking on the 
door wanting to be expressed. 

The process stands for the way this expression unfolds. In presentational knowing, 
the person directs what was previously a fuzzy felt sense into a directional aesthetic 
expression. This is “nondiscursive through the visual arts, music, dance and movement, 
and discursively in poetry, drama and the continuously creative capacity of the human 
individual and social mind to tell stories” (Heron  & Reason, 2008, p. 372). This pres-
entation is valuable research and an essential foundation for propositional knowing 
(Heron & Reason, 2008). This third type of knowledge is best known in academia as the 
“intellectual knowing of ideas and theories. Its product is the informative spoken or 
written statement.” (Heron & Reason, 2008, p. 367). There is a distinction between the 
knowledge and the knower; the knower is no longer part of the experience as there is a 
distance between the idea and the thinker. Lastly, when propositional knowing can be 
applied, practical knowing comes into play, which is the fourth type of knowledge. Its 
outcome is a skill or competence (Heron & Reason, 2008, p. 367). In research, Heron and 
Reason argue that applying the different knowledge modes becomes an intentional act 
to improve its rigor (Heron & Reason, 2008, pp. 367–368).

Bindlish et al. (2018) support giving experiential knowing a prominent place in 
research. From the background of Hindu Spirituality, the authors mention indigenous 
ways of learning by example of “embodied knowing through experience, intuition, and 
contemplation” (Bindlish et al., 2018, p. 224) and remind us of their academic valid-
ity and of the respect they deserve from the mainstream research community Wilson 
introduces us to relationality as a “shared aspect of an Indigenous ontology and epis-
temology” (2008, p. 8). From this view, “relationships do not merely shape reality; they 
are reality” (2008, pp. 8–9). For example, the researcher’s relationship to the idea or 
between the reader and the author (Wilson, 2008).
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Ripeka Mercier, Stevens and Toia (2012) offer another way to see the importance 
of relating within KM from a mātauranga Māori (Māori knowledge) perspective. They 
apply mātauranga Māori to the Western-based Data- Information- Knowledge- Wisdom 
(DIKW) hierarchy, as also used by Bierly et al. (2000), turning it into a prism. In doing 
so, the authors introduce a mātauranga Māori understanding of how data, information, 
knowledge and wisdom define each other (Ripeka Mercier et al., 2012). In this view, 
data “has no significance beyond its existence,” and information comes from the “sys-
tematization of pieces of data according to identified relationships” (Ripeka Mercier et 
al., 2012, p. 105). In other words, knowledge does not stem from data points but from 
how the setting providing the data relates to the data, how data amongst itself is related, 
how the researcher refers to the research (e.g., data, concepts, people and environment 
involved), how the reader relates to the data and finally how the reader relates to the 
researcher/author. Data and knowledge are always relative and relational (Deloria Jr., 
1999; Simpson, 2014). 

Storberg-Walker explains relational ontology as a term to: “describe various phi-
losophies or ways of knowing that blur the distinction between subject and object; 
between researcher and the researched; and between human and nature. These philos-
ophies/ways of knowing offer diverse ways to critically reflect on researcher subjectiv-
ity, competencies, and skills needed for meaningful MSR research” (2022, p. 261). 

Following Heron’s types of knowing, a focus on experiential knowing seems to be 
in service of living relational ontology as “Its product is the quality of the relationship 
in which it participates, including the quality of being of those in the relationship.” 
(Heron & Reason, 2008, p. 368). Dissolving the separation of the researcher, the research 
and what is to be researched (Bindlish et al., 2018) can also be connected to Scharmer’s 
understanding of presencing: “The terms ‘action-intuition’ and ‘presenting’ signify a 
state of mind that transcends the distinctions between ‘inside’ and ‘outside’, between ‘I’ 
and ‘thou’, and between knowing and acting” (Scharmer, 2001, p. 141). Scharmer opens 
up a possibility of locating the knower, by enriching the dichotomy of explicit-tacit 
knowledge with the layer of not-yet embodied tacit knowledge, a “capacity for ‘pre-
cognition’, the ability to sense and actualize emerging potentials”, or self-transcending 
knowledge (Scharmer, 2001, p. 137). 

The knower, or where the knowledge comes from in the case of self-transcending 
expertise, is a space or field rather than the individual mind. From this field, knowledge 
emerges (Scharmer, 2001, p. 142). This notion aligns with Bratianu and Bejinaru’s ther-
modynamics-based theory of knowledge as a field (2019) and with quantum ontology. 
This ontology is based on the insights of quantum physics and sees information coming 
from an existing area of consciousness, which is the source of information and connects 
us all and with all of existence (Laszlo, 2020; Tsao & Laszlo, 2019).

In conclusion, we share a part of an inner monologue reaction that arose during 
the writing of this presentation of voices. It can serve as a synthesis or illustration of the 
previously described. It occurred to me that this inner-monologue style is alphabetical 
first author inspired by Storberg-Walker’s paper (2021). We later added the author dia-
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logue that followed our feedback process. We hope the reader takes away their impres-
sion of the narration and continues the conversation elsewhere.

The knowledge dynamics that move through an MSR researcher seem to resemble a dynamic flow 
between (inter)active-outwards and receptive-inwards inquiry. [W: Do knowledge dynamics move 
through the researcher, or is it the reverse? V: That is the necessary change of view, in my opinion. 
That knowledge happens to us and is not done by us. We get to have the thought or sensation, but 
we do not produce it.]. 

The picture of a horizontal lying eight comes to mind, with one loop going inside a person and the 
other reaching outwards. The outward journey leads the researcher to interact with their environ-
ment for data, experiences, impressions, and learnings gained by being reflected on other people 
or circumstances. The researcher is engaged with and is defined by their context. Heading inward, 
they are becoming the instrument for the research in silent inquiry. [W: No idea what this means, 
but maybe the average reader of this book will. V: I am convinced that “silent inquiry” is quite 
average, if not like this. It is the innate human capacity to be without doing (including not thinking 
or feeling). Moreover, now being in this way while in a research process and seeing what happens 
(yes, without actively doing anything) is what I understand as silent inquiry. Your only job is to 
become, stay calm, and let go of that. It is what meditation is for, for me. I also like Marshall and 
Reason (2007)]. 

What if an idea, as a vibration, has its independent shape and what if we (mainly as researchers) 
are akin to receivers that catch their signals? As instruments for knowledge, we should sharpen 
our perceiving, including our inner listening, to be an adequate instrument in service of what we 
ought to pick up; maybe Bindlish thought something similar when writing the research prepara-
tion piece (Bindlish et al., 2018). Every researcher is a unique instrument; you and I receive differ-
ent things, which is good – it is needed to complement each other for the whole picture!

The Broadening of What to Research
In the previous section, we discussed how to research by presenting different ways 
of knowing, using various ontologies and epistemologies. This subsection is concerned 
with the broadening of what to research. It includes science’s role in modernity, differ-
ent science paradigms, contemporary challenges to KS, and practical knowledge’s role 
in solving these challenges. We originally wrote the following: 

We think broadening work is essential for at least two reasons. Firstly, research should shed light 
on all societal, institutional, cultural, and practical realities to generate inclusive, unbiased, posi-
tive change. Only when societies are examined in full or topically broad range can a claim to aim 
for positive change be made. Even when specific organizations or working methods are institu-
tionalized as “unaccepted” by existing, they are still worth looking into. [. . .]. Secondly, we believe 
it is time for MSR to diversify its researched topics, something broadening research can help with. 
Whereas in her initial growth phase, the group focused on ‘clear’ MSR topical research to create an 
in and outgroup and legitimize the Interest Group, we believe the group is now at a stage of growth 
that allows for more diverse analysis [. . .].

Science and technology are two essential tools of Western-based late-modernity, which 
as a societal process and way of thinking is understood as a “characteristic mode of 
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civilization” expanding into all domains of society (Baudrillard, 1987, p. 63; Hanlon 
et al., 2012). Regarding knowledge production and KM in modernity, Western systems 
have assumed knowledge to be a commodity in a growth-based economy, whereby 
speed, profit, achievement, and competition have been emphasized over quality, 
well-being, fulfillment, and collaboration (Fazey et al., 2020). Science – our interest in 
the chapter – enabled modernity by researching and establishing ‘the truth’ through 
finding and examining evidence, de-coupling science from the domains of aesthetics 
and ethics (Hanlon et al., 2012). We want to add that a decoupling of a fourth domain, 
spirituality, also took place.

This decoupling meant two things. Firstly, on a meta-level, the three domains had 
significant autonomy in their development. Secondly, it allowed an “imperialistic form 
of science to develop and dominate the other spheres by claiming that it alone had 
access to ‘reality’, through the objectivity and value-neutrality of the scientific method 
(an ideology best described as scientism)” (Hanlon et al., 2012, p. 314). It is the ‘true’ 
(science) that has been and is valued the most in modern institutions, with the ‘good’ 
(ethics) and ‘beautiful’ (aesthetics) mostly left to the private spheres. The heavy empha-
sis on the ‘true’, or a segregated view of these domains, leads to a cultural narrowness 
of institutions (Hanlon et al., 2012). 

Roughly, scientific development and insight aims fall under two normative frame-
works (Kläy et al., 2015). The current dominant framework is that of competitiveness, 
befitting modernity, in which science’s role as a value-free, objective vessel is to benefit 
a nation-state’s institutions and economy. A second framework is sustainability-based, 
whereby science, as value-imbued and based on accountability, serves the transition 
towards (more) sustainable development (Kläy et al., 2015). The latter framework prom-
ises the most potential for solving modern challenges and ingraining values and ethics 
into science and research. For the domain of KS and knowledge creation, this is echoed 
by the call for a paradigm shift relating to the second framework. This call urges KS to 
engage “in knowledge creation with identity, purpose, values, beliefs, expectations and 
goals” (Fazey et al., 2020; Jakubik, 2011, p. 372; Jakubik & Müürsepp, 2021). Here, KS, 
as representative of science, has the potential to become a driver for positive change.

Current KS faces multiple challenges that hamper their ability to aid in navigating 
global, sustainable transformation (Fazey et al., 2020), of which two have been touched 
on above. Firstly, knowing and knowledge are viewed in narrowing, limiting ways – see 
also our discussion about ontologies and epistemologies – which reduces learning and 
new thinking opportunities (Fazey et al., 2020). As part of any KS, a researcher is influ-
enced by factors (systems, structures, norms, cultures) determining which questions 
are asked and which research receives funding. Secondly, academic disciplines tend 
to be disconnected to a large extent, making them unable to mirror the connectedness 
of environmental and social issues, thus leading to an inability to bring forth holistic 
solutions. Lastly, KS often produces knowledge decoupled from practice, meaning the 
action following insight is more challenging (Fazey et al., 2020).
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In conclusion, as KS are closely related to culture, economy, and society, they 
risk reinforcing the same limited thinking and action patterns already in existence, 
diminishing creative solution capacity development regarding societal challenges 
(Fazey et al., 2020). Paradigm shifts, methodological pluralism, and promoting wisdom 
rather than knowledge in KS are all components that will enable science to mirror its 
interconnected, dynamic environments better4 (Fazey et al., 2020; Jakubik & Müürsepp, 
2021; Kläy et al., 2015). Ingraining the ’good’ and the ‘beauty’ in research allows KS to 
transform society responsibly and sustainably. Indeed, in the domain of business, due 
to the need for a shift “from exclusively rational, calculative, profit-oriented and finan-
cial goals in business to moral and ethical values,” the relevance of wisdom in organi-
zations, efficient wisdom or phronesis, has become more apparent (Jakubik, 2020, p. 4).

Wisdom knows three conceptualizations: the wisdom of knowledge (episteme), 
the wisdom of life (Sophia), and the wisdom of practice (phronesis) (Jakubik, 2020; 
Jakubik,  2021). Practical wisdom (PW) in management has multiple characteristics: 
action-oriented, integrative, normative, social, pluralistic, personal, limited in nature, 
and acknowledges cultural heritage (Bachmann et al., 2018). For this chapter, we high-
light two PW characteristics: it is action-oriented and personality-related. For the 
former, PW “always targets realization in practice as it transforms every manifestation 
of knowledge, beliefs, and decisions into action” (Bachmann et al., 2018, p. 155; Bierly 
et al., 2000). The latter characteristic means that practical wisdom “is inseparably con-
nected with a particular person/persons and is expressed as acting appropriately and 
authentically in a self-disciplined and self-aware manner in order to aspire after right, 
credible, inspiring, and convincing goals” (Bachmann et al., 2018, p. 157).

Combining these characteristics means that PW is a driver for change that takes 
into account the personal, allowing the individual to act authentically5. It fits the 
framework of science and research as value-imbued and knowledge creation based 
on values, beliefs, and identity (Jakubik, 2011; Kläy et al., 2015). PW is so acutely rel-
evant for KS that aim to change their internal and external environments, like MSR. 
Additionally, KS and KS members’ coupling to respective cultures, economies, and soci-
eties necessitates group and individual reflection about values and motivators. As a 
group, we should inquire into why we research what we research and by which ideas, 
structures, and values this is informed. What would it mean for the group, its mission, 
and our collective abilities to develop more holistic, creative research, solutions and 
thinking?

4 Nora Bateson and “warm data” come to mind.
5 For a discussion about cognitive structures and authenticity in living and decision-making, see the 
works of Bernard Lonergan.
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Theme Three: Skill Building

The last theme revolves around discussing implementable suggestions that play into 
MSR’s future goal of becoming a Division at the Academy of Management. We wrote the 
following:

We understand the starting point of MSR as one that aims to fortify the group’s unique character-
istics to create a designated and demarcated research space and space for belonging. The Inter-
est Group now has set out to gain Division status, thereby further integrating into the American 
Academy of Management; any change in the organizational context will naturally lead to a change 
within the organization. Creating a self-critical reflection stream could be valuable to accompany 
this change. This stream would evaluate what is researched in the group, how it relates to its vision, 
and what needs to be done to grow and maintain an MSR uniqueness. 

Questions that come to mind are: A) How can we live up to the international character of our 
group and ensure that diverse ways of doing and knowing find their way into MSR community 
work? B) Focus on the practicality: How will we bring forward flourishing? What are indicators of 
progress? Moving away from a culture that stays solely in the abstract. C) Internal focus: How can 
we establish critical thinking about what is and is not done? D) What is the shared meaning behind 
often-used concepts such as “human flourishing” or “oneness”? Current efforts by two MSR teams 
in documenting the trajectory of the MSR field and defining the social impact of MSR research are 
critical elements of this self-critical reflection.

MSR’s goal of attaining a division status brings further professionalization and develop-
ment to the group. Combined with the perceived need for broadening ways of knowing 
and researching topics, this goal calls for skill building and development in the group. 
We suggest that MSR pays attention to both self-reflection and knowing application 
skills to build MSR-related academic rigor and social relevance. 

Role of Self-Reflection in Knowledge Management
Self-reflection plays an essential role in different forms of KM. For example, drawing 
from the field of information science, a lack of self-reflection can lead to selective 
knowledge creation, as the unawareness of one’s mental models can hinder the absorp-
tion of information: “Information is not inherently powerful, and it is only through an 
honest and reflexive uncovering of beliefs and assumptions that individuals can allow 
information to impact them” (Freeburg, 2017, p. 974). We define reflexivity as one’s 
ability to adjust their sense-making of their social world and self-identity based on the 
constant influx of new information and knowledge (Giddens, 1991). It enables people 
to adapt to unknown social conditions, such as cross-cultural encounters (London  & 
Siva, 2011) and dialogue across spiritual traditions (Watson, 2009). 

Although reflexivity is an individual skill, its application includes teams (e.g., Barry 
et al., 1999 for academic research team) and macro structures such as societal reflex-
ivity through political discourse (Giddens, 1991). With the group’s intention to develop 
into a domain within the AOM organization, a practice of group or organizational 
self-reflection can serve as a tool for a community-led change process.
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Skills for Applying Various Ways of Knowing
We discuss skills to generate a practical portfolio of acquirable capabilities that help 
engage in rigorous MSR research, moving from the abstract presentation of multiple 
ways of knowing to introducing an employable skill set. It is also a presentation of capa-
bilities beneficial for KM when it integrates various ways of knowing. This way, we 
contribute to what we envision MSR scholars to be: experts in applying different ways 
of knowing within cross-ontological contexts for academic rigor and social impact. 
These skills are suggestions offered as an impulse for self-reflection and an invitation 
to broaden one’s view of what it means to be an MSR researcher. Whether these capa-
bilities apply depends on the researcher’s professional and personal context. Hence, 
not all skills are relevant or accessible to everyone. However, we would like to highlight 
that without the appreciation of the associated mindset and underlying ontology (what 
is knowledge) of the skill, one will not be able to acquire the capability, nor will it have 
the wished-for outcome.

Before one starts with research, becoming aware of one’s worldview and intention-
ally engaging with it seems vital for rigorous research in a paradigm that recognizes the 
researcher as part of the research, in contrast to an objective observer. For the bhārati 
indigenous context, Bindlish et al. give an account of this intentional engagement with 
one’s worldview, which calls for several skills throughout the process. The four phases 
of research preparation are “Reverse social engineering”, “Self-deglobalisation and con-
textualization”, “Developing Iintegral [sic] perspective”, and “Immersion in indigenous 
culture” (2018, p. 226).

As shown in theme two, it is necessary to intentionally apply different ways of 
knowing depending on the specific research context and phase and to acknowledge the 
interaction between and relation among different types of knowing. Hence, rather than 
choosing one way of knowing and unthinkingly sticking to it, rigorous research means 
having the knowledge and skills of various modes of knowing and knowing when each 
is most applicable. We understand this as a need to master different types of knowing 
and integrate them into one adaptive research journey when applicable. There needs 
to be a response-ability for the research design and conduct, such as in a live research 
design, which adapts to the needed type of knowing as the situation demands it. This 
response-ability is yet another form of practical wisdom for the field of MSR. Further, a 
researcher’s skill of consciously interacting with the environment simultaneously with 
one’s inner world – or the researcher’s “quality of being” – is an overarching enabler 
for applying various ways of knowing – (Marshall & Reason, 2007, p. 370).

Laszlo, Waddock, Maheshwari, Nigri and Storberg-Walker connect other ways of 
knowing with engaging in direct-intuitive practices as a skill to connect to the underlying 
Quantum field that connects all of existence (2021). Having access to experiential knowl-
edge is a common enabler for using most of the previously mentioned ways of knowing 
(e.g., Bindlish et al., 2018; Heron, 1996; Heron & Reason, 2008; Nandram et al.,  2018; 
Scharmer, 2001; Storberg-Walker, 2021, 2022). These direct-intuitive practices speak 
of the ability to be present for the experience and to work with it  – in other words 
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allowing for emergence (e.g., of images, thoughts, feelings, physical sensations, etc.) 
to happen while being observant of patterns that seem meaningful to the question or 
context at hand; this way of allowing for and engaging with experiential knowledge 
is, for instance, known from presentational knowledge (Heron, 1996) or presencing 
(Scharmer, 2001). For the former, any verbal and non-verbal form of expression by the 
researcher that allows for communicating an inner experience to the outside, such as 
drawing/painting, poetry, storytelling, dance, music, or sculpture, is relevant.

We learn from Scharmer that the researcher wanting to access self-transcending 
knowledge, or the place from which this precognition emerges needs the skill of pre-
senting as well as creating and holding the thinking-and-being space from which this 
not-yet-embodied knowledge forms. Presenting requires the capability to blur the lines 
between one’s existence and beyond the perceived self (Scharmer, 2001, p. 141), which 
many meditation and mind-body practices can teach us, while the space holding can be 
connected to the practice of dialogue (Banathy & Jenlink, 2005; Bohm & Nichol, 1996; 
Isaacs, 1999). 

A high ambiguity tolerance and an appreciation of what cannot be seen or meas-
ured serve to integrate non-positivist ways of knowing. Further, an acuteness or sen-
sibility of perception of the sense organs and access to one’s felt sense (Purton, 2021; 
Siegrist, 2021) leads to the translation of inner feeling and enables communication with 
others. Especially in the relational way of knowing, the researcher needs to have the 
ability to appreciate the spaces in-between, e.g., in-between people or in-between ideas. 
For that, re-wiring a linear, definition-prone brain to see and make sense of a research 
phenomenon’s context and the multi-layered relationships within a research phenome-
non is an essential task. As detailed in theme two, we refer to Bindlish et al.’s (2018) and 
Wilson’s (2008) work. 

Having presented the three themes of values and value guidelines, diversification 
of research, and continued self-reflection and skill-building from a KM perspective, we 
summarize and conclude with calls to action and inspiration for future research.

Discussion
In this chapter, we have expanded on our previously written opinion piece by embed-
ding our thoughts in relevant KM literature. Three main themes were discussed: values, 
the broadening of research, and continuing self-reflection and skill development. In 
doing so, we showed why we think it is essential for the MSR group to include a value 
statement, why applying different ways of knowing and researching, as well as a broad-
ening of research topics, is relevant for the group, and what skills, such as self-reflec-
tion, are essential in this. The chapter reflects a broadening form of presenting knowl-
edge by including dialogical learning, narrative development, and contextualization of 
our thoughts.
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Based on the discussed ideas, we present two calls for action for all of us as MSR 
group members as well as for participants of similar groups and (academic) organiza-
tions: to apply to academia what is already offered in the industry and to continuously 
reflect on the phenomenon of spirituality in KS and KM. Firstly, of the MSR authors 
mentioned in this chapter, multiple people consult and train in the industry, such as 
the u-school (Theory U), OMRISE Research Group and the Global Consciousness Insti-
tute (Quantum leadership). These and similar institutes translate knowledge into social 
impact by co-transforming, for example, ways of working, organizational structures, 
and leadership approaches, touching the lives of individuals, groups and organizations. 
Our invitation is to apply what is being trained, consulted and published in practice as a 
scholar within one’s research team and scholarly community. In this way, academia as 
a social system can be shaped to be a place where various paradigms are welcomed and 
accepted. While this may demand to go against dominant paradigm currents, we argue 
that this current is less intense within MSR and other KS, where the ‘non-dominant’ is 
welcomed to be explored and lived. Hence, MSR lends itself to be and research differ-
ently together; we argue it has the responsibility to do so. 

Secondly, we encourage other researchers to take a human-centered approach 
to academia, re-centering and valuing the human. We adhere to the idea that as a 
researcher, a human is permanently embedded in different networks and brings world-
views – and so values – to knowing, being, and decision-making. We agree with the 
contestation of research as a non-political, neutral activity. Combining this with our 
human-centered approach, we see it as the responsibility of researchers to live up to 
personal and group values, acknowledging the notion that research has a goal and 
should serve the promotion of good in society. Broadening ways of knowing and topics 
to know will lead to more creative and holistic answers to challenges currently faced 
by people worldwide. To enable this, by enacting values in research, we urge the group 
to commit to continued self-reflection on a personal and group level and to embrace 
learning from others. 

We selectively presented the KM and KS literature and identified additional 
research avenues. Firstly, the role of knowledge environment or ba/basho (e.g.,  Bra-
tianu, 2015; Nonaka & Takeuchi, 2019) for all forms of knowing, especially regarding 
virtual groups, would be interesting. Due to the COVID-19 pandemic and subsequent 
online KS activity, how different ways of knowing can be promoted in virtual groups is 
therefore relevant for contemporary research. When it comes to know-how, how tacit 
knowledge is dispersed in virtual groups could also be of great interest for MSR (Erden 
et al., 2008; Olaisen & Revang, 2018). 

Secondly, we could look at how the organizational structure of a virtual community 
of practice (Mckellar et al., 2014; Shaw et al., 2022) influences our collective knowing 
which is an intersubjective form of knowing: “The intersubjective exists in the com-
municative space in which speakers and hearers encounter one another – in speech 
and writing.” (Kemmis, 2008, p. 128). This place of encounter can be linked, once again, 
to the concept of knowledge environments or ba. Linking quantum understanding 
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(e.g., Laszlo, 2020), the thermodynamic approach to knowledge (Bratianu & Bejinaru, 
2019) or presencing (Scharmer, 2001) with the concept of ba (e.g., Bratianu, 2015; 
Nonaka & Takeuchi, 2019) we need to consider how we can engage with the field from 
which the knowledge comes; including the intersubjective, outer and intersubjective, 
inner field. Lastly, we see aesthetics as sensual knowledge (Goldman, 2001) as a deep 
dive into experiential and especially presentational knowledge as a valuable addition 
to our narration of non-positivist ways of knowing.
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Abstract: A fruitful source of insights into workplace spirituality is spiritual-based 
organizations and how they integrate their wisdom traditions and contemplative 
practices for effective and compassionate action in the world. We focus on Clear Sky, 
a Buddhist-based meditation center in Canada. Clear Sky serves as a petri dish for 
heart-based organizational practices, and the chapter highlights a key triumvirate: 
Karma Yoga, Dāna and Shadow Integration. Their radical reframing for organizations 
enhances accountable flourishing, incorporating spirituality and management learn-
ing. We explore how, at Clear Sky, Karma Yoga  – often translated as compassionate 
service or meditation-in-action – is enacted. We unpack how it bridges the inner work 
of a wisdom tradition and outer action and fosters a dynamic learning environment. 
Dāna – Sanskrit for “generosity” – the second dimension, highlights mutually genera-
tive exchanges and energy flows. This resonates with sacred economics, donut econom-
ics and the gift economy. We explore how these energies are unleashed and manifested 
through a quadruple bottom-line financial, environmental, social, and spiritual gener-
ativity approach. The third dimension is Shadow Integration. Vital energies tied up in 
money, sex, and power are often bypassed or misused by leaders. We explore how Clear 
Sky surfaces and integrates shadow aspects to remove blocks and free up energy for 
doing good. Our contribution is to provide a sky map for spirituality and management 
learning through charting how Clear Sky incorporates the triumvirate of Karma Yoga, 
Dāna and Shadow Integration. We offer a template for organizations to experiment 
with heart-based dynamic organizational practices. 
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Introduction 
New perspectives on how organizations flourish and how knowledge is managed well 
in those organizations can be gained from a growing body of work on workplace spirit-
uality (Altman et al., 2022; Marques, 2019; Neal, 2013). In her numerous writings, Pio 
stresses the need to integrate faith, spirituality and knowledge for an organization and 
individuals to function holistically. She underscores the fact that spirituality is integral 
to individuals as human beings, irrespective of their gender, ethnicity and religious ori-
entation, and this awareness can lead to enhanced functioning on our planet, includ-
ing heart-based organizational practices (Pio, 2005, 2015, 2018; Pio & Merelo, 2022; Jay-
awardene-Willis et al., 2020; Pio & McGhee, 2019).

Our research question explores what insights can be gained from spiritual-based 
organizations that have integrated their wisdom traditions and contemplative practices 
into how the organization functions and how this affects how knowledge is managed 
and shared. Our contribution is to provide a sky map for how heart-based organiza-
tional practices can integrate spirituality, knowledge management and management 
learning to support organizational flourishing. To explore this, we focus on a case study 
of Clear Sky (www.clearskycenter.org), a Buddhist-based meditation center in Canada. 
For the case study, we have selected a key triumvirate of practices used at Clear Sky. Two 
of these – Karma Yoga and Dāna – are wisdom tradition-based, drawing from Hinduism 
and Buddhism. The third – Shadow Integration – is an addition to modern psychology. 
Our contribution is to provide a sky map for how heart-based organizational practices 
can integrate spirituality, knowledge management and management learning. 

There are several reasons for selecting Clear Sky as a case study. One of this chap-
ter’s co-writers was a founding member of Clear Sky and has been intimately involved 
in its evolution, giving us extensive access to its practices and perspectives. The other 
co-author recognized the value of the journey of Clear Sky for enhancing knowledge 
management and spirituality and suggested that this could be an exemplar for this 
book chapter. Spirituality is the organization’s foundation as a Buddhist-based center, 
enabling Clear Sky to draw on a rich set of contemplative and spiritual practices such 
as Karma Yoga and Dāna. Clear Sky provides concrete examples of how these ancient 
practices can be applied in a modern organization. In addition, Clear Sky members have 
made a concerted effort to integrate modern management learning. They have evolved 
organizational practices by combining wisdom traditions and management learning. 
Lastly, Clear Sky has piloted non-denominational forms of these practices in various 
organizational settings. For example, one of this chapter’s co-writers was a pioneer of 
IBM’s mindfulness movement that grew to over 10,000 members, and since 2020, has 
led a mindfulness program at SS&C, a financial software company with 25000 employ-
ees. Clear Sky provides an interesting case study of how these practices may be opera-
tionalized in organizational settings.

http://www.clearskycenter.org
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Clear Sky Center
Clear Sky (www.clearskycenter.org) is a Buddhist-based meditation center and commu-
nity-based in British Columbia, Canada. It is located on the unceded territory of the 
K’tunaxa (pronounced ‘k-too-nah-ha’) First Nation, whose people have occupied lands 
adjacent to the Kootenay and Columbia Rivers and the Arrow Lakes of British Columbia, 
Canada, for more than 10,000 years. The center rests on 310 acres in a region known as 
the “Serengeti” of the north for its rich biodiversity.

Founded in 2004, Clear Sky focuses on transformative growth by offering medi-
tation retreats, residential training programs and online courses. Clear Sky is a regis-
tered Canadian charity. Clear Sky is primarily rooted in a Buddhist lineage. Clear Sky’s 
founding and resident teachers are Acharya Doug “Qapel” Duncan (hereafter referred 
to as “Qapel”) and Catherine Pawasarat Sensei (hereafter referred to as “Sensei”). They 
both studied with Namgyal Rinpoche (né “George Dawson”), a Canadian-born teacher. 
Dawson was ordained as an Ananda Bodhi monk in the Burmese Theravadin tradition, 
studying with the respected Sayadaw U Thila Wanta (Matthews, 2006, p. 50). He was 
later recognized by His Holiness the 16th Karmapa in the Karma Kagyu school of Tibetan 
Buddhism (Matthews, 2006, p. 22). His teaching approach was grounded in the Burmese 
Theravadin tradition and the Vajrayana approach of the Karma Kagyu school. He also 
taught using Western approaches such as Kabbalah and Tarot, science, psychology, art, 
music, and travel. This eclectic and exploratory approach continues with Qapel and 
Sensei at Clear Sky today and influences Clear Sky’s approach of fusing Karma Yoga and 
Dāna with modern management learning. 

Clear Sky was created as a center for hosting meditation retreats. The founding 
group (all long-term meditators) quickly found that running a 310-acre retreat center 
meant running a complex business and referring to the next ten years as a crash course 
“inner MBA”. Clear Sky operates to a quadruple bottom line of financial, social, environ-
mental, and spiritual sustainability. Decisions at the center consider these four aspects. 
Recognizing that in the damaged state of our world, sustainability of what remains is 
not enough, Clear Sky now focuses on “generativity” – solutions that actively build back 
capacity, resilience, and health. 

Each community member offers Karma Yoga and has set responsibilities and port-
folios. In addition, some community members have parallel paid careers outside of 
Clear Sky as coaches, counselors, tradespeople, and managers. Transparent Sky’s com-
munity is diverse, international, and multi-generational. It is composed of long-term 
residents (18 months+), extended-stay visitors (3–18 months), shorter-stay residential 
program participants (2 weeks to 3 months), day visitors, and an international virtual 
community. The onsite community is an experiment in the form of a modern monastery 
or nunnery, which Clear Sky playfully refers to as a “Monvent” (combining “monastery” 
and “convent”) and its residents as “Nunks” (combining “nuns” and “monks”). 

Clear Sky aims to embody the concept of a “spiritual container”. This means the 
supportive environment and conditions people need to be able to go through depth 

http://www.clearskycenter.org
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transformation, like a caterpillar in a chrysalis. The Centre unpacks the spiritual con-
tainer into five principles: honor your space; structure and routine are your friends; 
conversations shape the space where we meet; cleaning up significant areas of your 
life frees up energy; and it is easier with others (see https://www.clearskycenter.org/
our-five-principles). Clear Sky uses These principles extensively to shape the physical 
environment and daily rhythm of community life, cultivate generative conversations, 
support working through complex blocks, and facilitate a strong team and community. 
These principles are an essential part of a conscious organization: “One of the ways to 
increase organizational energy is by creating sacred space at work . . . an environment 
full of life-giving energy, passion, delight, and awe. I am talking about the kind of envi-
ronment that nurtures people who see work as a spiritual path” (Neal, 2013, p. 35)

In summary, Clear Sky is a petri dish for heart-based organizational practices or a 
petri dish “living lab” for practicing the teachings of awakening. Alongside this inner 
work, the Centre aims to facilitate and co-create cutting-edge approaches to society, 
money, and the environment. It provides a specific context of a solid spiritual container, 
a conscious community with spiritual teachers, a shared vision for learning, commu-
nication, and accountability, and members with meditative solid practices promoting 
resilience and insight.

Karma Yoga
Karma Yoga has been well studied in the academic and practitioner literature. It can be 
defined as compassionate/selfless service or awakening through action. It is a central 
law to the philosophy of yoga (Singh, 2022) and is the yoga of action (Shruthi et al, 2022). 
Karma Yoga is one of the four pathways of yoga. These pathways include Raja, Bhakti, 
and Jnana Yoga (Jijina & Biswas, 2021).

Krishnan and Mulla (2014) define Karma Yoga as the intelligent method of performing 
motivation-based actions that are purely selfless. “Intelligent” here is a way to mean that 
if we understand that clinging is the cause of suffering, then the intelligent choice to act 
in a way that supports (liberation). This way is Karma Yoga, which involves training the 
mind and working without selfish desire or expecting an outcome of success or rewards. 

Navarre and Pandey (2022) divide Karma Yoga into five dimensions. Manonigraha 
relates to control over the mind and refraining from negative thoughts. Samabuddhi 
maintains an evenness of intellect throughout grief and happiness, loss and gain, pleas-
ure and pain, and comfort and discomfort. Phalasa Tyaga is letting go of ego-centric 
attachment to outcomes. Svadharma represents the ‘Dharma’ of an individual self, the 
individual role we play in the universe, which brings us meaning and intrinsic joy to 
fulfill. Finally, Lokasamgraha is responsible for nurturing and protecting society or a 
group of people existing in a more extensive cosmic system and being concerned for the 
well-being of all the people, society, and the social and natural environment.

https://www.clearskycenter.org/our-five-principles
https://www.clearskycenter.org/our-five-principles
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These five dimensions of Karma Yoga transform the frame of reference behind each 
action. The first three nurture and develop the balanced inner self; the latter two man-
ifest in a social context through responsible action. These aspects work together. For 
example, as we train the mind and loosen our self-centered attitude of interconnection 
and care: “Karma Yoga transforms the self-centered attitude behind any action and makes 
it dharma centric. It facilitates transcendence from narrow self-interest to dharma, the 
intrinsic and extrinsic harmony principle. The notion of Lokasaṃgraha in Karma Yoga 
is the manifestation of transcended self-interest. When the self-centric approach to the 
work fades away, the attachments to the outcome weaken. A sense of interconnected-
ness and interdependence arises between the self and the larger social and natural envi-
ronment. It creates awareness and a sense of responsibility for maintaining the system, 
which is the essence of Lokasaṃgraha” (Navare & Pandey, 2002, p. 282)

The practice of Karma Yoga in the workplace has numerous benefits. Navare and 
Pandey (2022) write that Karma Yoga positively impacts mindfulness and self-tran-
scendence. Drawing on concepts from positive psychology, they present evidence that 
Karma Yoga supports psychological capital (a sense of efficacy, optimism, hope, and 
resilience), thriving (a state in which individuals experience a sense of vitality and 
learning), and flourishing (experiencing positive emotions and functioning well psy-
chologically and socially). 

Krishnan and Mulla (2022) review various research studies that showed Karma Yoga 
can enhance the positive effect of transformational leadership, support life satisfaction, 
and provide a holistic model for moral development. Umashankar and Charitra (2021) 
relate Karma Yoga to positive psychology via the PERMA Model (Positive Emotions, 
Engagement, Positive Relationships, Meaning and Purpose, and Accomplishment) and 
find many parallels. 

A related concept from Buddhism is samu from Zen: “In sitting meditation prac-
tice, we concentrate on our breath or a loan. In samu or work practice, we concentrate 
on our work. If we are cutting the grass, we just cut the grass.” (Glassman  & Fields, 
1996, p. 72). Another parallel is the Mahayana teachings of compassion and the path 
of the Bodhisattva. While these are distinct methodologies, there are interesting simi-
larities with Karma Yoga. Harvey (2000) describes the Bodhisattva as “one on the path 
to perfect Buddhahood, whose task is to help beings compassionately while maturing 
his or her wisdom (p. 123). This is like the goal of Karma Yoga: to reach moksha (liber-
ation) through unselfish action. Chi Vu and Gill (2019a) note that Buddhism considers 
the pursuit and attachment to expectations as the cause of suffering and add, “Buddhist 
principles of impermanence and emptiness highlight the importance of acknowledging 
the present moment without attachment” (p. 365). This parallels the non-attachment 
aspect of Karma Yoga. Williams (1989) notes that compassion is the basis and motivat-
ing force of the Bodhisattva. He describes the thorough mind training necessary to be 
a Bodhisattva (pp. 197–204), which can relate to the Manonigraha, Samabuddhi, and 
Phalasa Tyaga aspects of the inner development of Karma Yoga. Shantideva beautifully 
expresses the Bodhisattva’s commitment to selfless service (Karma Yoga): “May I be the 
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doctor and the medicine, and may I be the nurse for all sick beings in the world until 
everyone is healed” (Williams, 1989, p. 203).

Another relevant concept from the Buddhist wisdom traditions is skillful means 
(Chi et al., 2019a). Skillful means relate to how we act and communicate in the world 
based on compassion and in a state of non-attachment. The non-attachment provides 
a framework for flexibly applying the most skillful approach for each specific context 
without being attached to fixed views, theories, or acting methods. Chi Vu and Gill (2019b) 
further introduce a concept of fusion leadership based on the conc means. Fusion lead-
ership is a flexible approach of weaving together elements from East and West according 
to the context and cultural situation we emphasize in this chapter.

Dāna 
Dāna, a Sanskrit and Pali word meaning “generosity” or “giving”, is a central part of 
Buddhist life and practice (Findly, 2003). Bhikkhu Bodhi (1990) explains that the Buddha 
invariably gave Dāna as a first practice in his graduated exposition of the Dharma (duty, 
way of life), and it serves “as a basis and a preparation which underlies and quietly sup-
ports the entire endeavor to free from the mind from the defilements” (p. 7). He adds 
that Dāna is the first of the pāramis (perfections) to be developed by a Bodhisattva on 
the path to Buddhahood. Harvey (2000) describes Dāna as the primary ethical activity 
a Buddhist learns to develop and the basis for further moral and spiritual develop-
ment. The Venerable Namgyal Rinpoche (2002) similarly describes Dāna as the starting 
point and links it to interest and involvement: “Where do you begin? With the practice 
of Dāna, giving. However, what do you have to give? Your greatest gift is interest; it 
increases the depth of your involvement and energy . . . Dāna is the direct way to loosen 
the stagnation of ego-clinging” (p. 2). The Venerable Saddhatissa (1971) describes Dāna 
as an outward manifestation of concern for the welfare of others, going beyond habit-
ual giving to developing a will to give whenever and however is needed. He suggests the 
closest equivalent Western concept to Dāna is the Caritas (love of humankind, charity) 
of the New Testament. 

Asih et al. (2021) notes that the practice of Dāna is one of the foundations of prac-
ticing Buddhism. It concludes from a study of a Buddhist association in Java that its 
practice had positive organizational benefits of breaking down divisions between social 
class and rich and poor.

Along with its function as a spiritual practice, Dāna – generosity – also applies to 
business practices. Wing and Gera (2020) examined how family businesses create a 
culture of generosity and communication. Glickman (2011) explored how generosity 
can be a crucial business and career success driver. Crocker, Canevello and Brown (2017) 
found that otherness (wanting and striving to benefit others) benefits psychological 
well-being, physical health, and relationships.
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Dāna practice aims to develop a state of openness, interest, and curiosity. This sug-
gests exciting linkages to management learning tools. For example, Dethmer et al. (2014) 
distinguish between working “above the line” (open, curious, and committed to learn-
ing) and “below the line” (closed, defensive, committed to being right). They expand on 
this to discuss ways of leading across different dimensions, such as money and time. 
For the money dimension, low levels of leadership start from a scarcity mentality, then 
progress to a more empowered approach, then to a sense of abundance, and finally, at 
the highest level of leadership, to a sense of the vibrant mutual flow of energy. This is 
the same journey that Dāna practice encourages; we infer that Dāna supports working 
from “above the line” at a high leadership level. 

There is also a relationship between Dāna and economic systems. For example, sacred 
economics (Eisenstein, 2021) and donut economics (Raworth, 2012) apply Dāna-like prin-
ciples of generosity and mutually sustainable energy flow. This is important because Dāna 
is a heart-based practice within an organization and potentially a basis for how an organi-
zation interacts with other organizations and the broader economic system.

Shadow Integration
While Karma Yoga and Dāna have evolved from ancient practices, the psychological 
concept of shadow – and the related work of Shadow Integration – is a more modern 
innovation. It is an essential complement to Karma Yoga and Dāna as they are prac-
ticed in a modern organization. Carl Jung, the famous Swiss psychiatrist and psychoan-
alyst who founded Analytical Psychology, wrote: “By shadow, I mean the ‘negative side’ 
of the personality, the sum of all those unpleasant qualities we like to hide, together 
with insufficiently developed functions and the content of the personal unconscious” 
(Abrams  & Zweig, 1991, p. 29). Psychologist Edward Whitmont wrote that “the term 
shadow refers to that part of the personality which has been repressed for the sake of 
the ego ideal” (Abrams & Zweig, 1991, p. 38). Poet Robert Bly refers to it as the “long bag 
we drag behind us” – we put any aspects and energies that are not acceptable in our 
families or societies and stuff them in a bag behind us (Abrams and Zweig, 1991, p. 32), 
and he further notes that there are both personal shadows and collective shadows. Con-
siderable energy is tied up in the shadow. Continuing his metaphor, Bly states, “We can 
think of our bag as containing energy now unavailable to us”.

Shadow Integration means becoming aware of and integrating the shadow ele-
ments into the personal. Abrams and Zweig (1991) note that for Jung: “psychotherapy 
offers a ritual for renewal in which shadow personality can be brought to awareness 
and assimilated, thus reducing its inhibiting or destructive potentials and releasing 
trapped, positive life energy” (p. 29).

Abrams and Zweig (1991, p. 18), drawing from psychoanalyst Molly Tuby, list ways 
the shadow can appear in everyday interactions, such as exaggerated feelings and 
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anger about others, impulsive and inadvertent acts, and consistently having the same 
troubling effect on several people. Abrams and Zweig (1991, pp. 22–23) link –shadow 
drives to a variety of social issues, such as uncontrolled drives for power, self-right-
eous compulsion to help, fast-paced and dehumanized workplaces, and maximization 
of business growth at the expense of unethical and unsustainable choices. Shackleton 
(Abrams & Zweig, 1991, pp. 131–133) outlines examples of the destructive effect of the 
shadow at work, such as quashed creativity and enthusiasm, embezzlement, passive-ag-
gression, and workaholism. Although there appears to be a lack of evidential studies on 
the impact of the shadow in an organizational context, we can hypothesize from these 
examples that there are high personal and organizational costs. 

Another example of the high organizational costs can be seen in the idealized 
design for an organization of the future proposed by Mitroff et al. (1994). Their design 
consists of four main centers. One of these is the Recovery/Development Center, which 
looks at the healthy development of employees and the company. Mitroff et al. (1994) 
note that many organizations have deep institutional sickness, which forms a funda-
mental part of the culture and are seen as “normal” rather than “sick”. People lauded 
as role models in many organizations often have serious psychological problems such 
as lust for power, feelings of grandiosity, destructiveness, or intense cravings and addic-
tions (LaBier, 1986). A vital essential function of the Recovery/Development Center is to 
study, name and find remedies for these dysfunctions. We may infer that many of these 
dysfunctions have shadow elements and significant negative organizational impacts. 

The Key Triumvirate
For this case study, we have selected three critical organizational practices used at Clear 
Sky: Karma Yoga, Dāna and Shadow Integration. 

The first is Karma Yoga. After its founding, Clear Sky members realized they needed 
a spiritual practice appropriate for running a thriving center. Krishnan and Mulla (2014) 
describe a negative approach to the spiritual life (“neti, neti”, not this, not this) and a 
positive approach (“iti”, this). While the negative approach is focused on renunciation, 
they explain, “The other way is to plunge into the world and learn the secret of work, 
and that is the way of karma-yoga” (p. 4). They continue that Karma Yoga is “suited for 
people with an active temperament who have chosen to remain in the world and aspire 
for liberation” (p. 4). Clear Sky’s teachers express it like this: “With Karma Yoga, we 
harness ourselves to the path of work, our vocation, and dedicate the effects or results 
of our work to the benefit of all beings” (Duncan & Pawasarat, 2018, p. 72). Therefore, 
Karma Yoga became a central organizational practice to turn every activity of running 
a meditation center into a spiritual practice. As a Buddhist center, Clear Sky’s approach 
to Karma Yoga also draws on the Mahayana teachings of compassion, the path of the 
Bodhisattva, and the concept of skillful means.



Chapter 5 Clear Sky: A Petri Dish for Heart-Based Organizational Practices    107

The second practice is Dāna. Like many Buddhist teachers, Clear Sky’s teachers 
offer teaching without fixed cost and depend upon Dāna offerings from students for 
material support. Clear Sky was purchased and built by the generosity of many people. 
Therefore, the Dāna practice has been part of the culture at Clear Sky from its inception.

With the challenges of running a financially sustainable organization, Dāna took 
on a new relevance. Like many spiritual practitioners, Clear Sky members tended to 
see money as evil or corrupt. Some members felt that having a financial plan or budget 
was not quite spiritual. Others felt money was someone else’s job to take a few gener-
ous donors). Another pattern was a scarcity mindset, which led to undercharging for 
services. A consultant advising on financials calculated that even with full occupancy, 
pricing for accommodation was too low for Clear Sky to break even. It became essential 
to Clear Sky’s survival to make a significant reframe around money. Dāna provided an 
alternative framework for an abundant mindset that was not extractive or consumerist 
and includes – but is not overly focused on – financials. It gave a way of embracing 
abundance and flowed around money based on a spiritual worldview. Clear Sky started 
to see abundance and financial accountability as part of the flow of generosity. Thus, 
through sustainable revenue, Clear Sky could be more generous to grow the Center and 
serve more people.

Clear Sky members also discovered that Dāna helped strengthen the team. How 
members listened, shared, supported each other, and worked together were all posi-
tively changed by applying Dāna in the form of listening, offering mutual support, and 
giving appreciation. Dāna becomes an organizational linchpin, in line with the Buddhist 
teachings: “Giving, kind words, beneficial help, and consistency in the face of events, in 
line with what is appropriate, in each case. These bonds of fellowship (function) in the 
world like the linchpin in a moving cart” (Thānissaro, 2017, pp. 17; 135–136).

Author of Sacred Economics, Charles Eisenstein (2021), links community renewal 
explicitly with giving and receiving: “We are starving for spiritual nourishment. We 
are starving for a personal, connected, and meaningful life. By choice, that is where 
we will direct our energy. When we do so, the community will arise anew because this 
spiritual nourishment can only come to us as a gift, as part of a web of gifts in which we 
participate as giver and receiver” (p. 368). In line with this, Clear Sky members found 
that Dāna helped build community. 

The third dimension is Shadow Integration. Considerable energy is tied up in the 
shadow. Clear Sky’s teachers said, “The shadow consists of those aspects of our being 
hidden from us. They act like cement, holding the ego’s unacknowledged fears in 
place, constricting our freedom. By undertaking the arduous but growth-filled process 
of bringing the shadow out of the closet and into the light of the conscious mind, a 
humongous amount of energy becomes available to us . . . we can then use this energy 
towards more wholesome pursuits, such as integrating our spiritual practice with our 
daily life and getting creative about ways to benefit all beings” (Duncan & Pawasarat, 
2018, p. 215). 
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Clear Sky realized much energy tied up in shadow elements around money, hierar-
chy, power, control, and identity. These shadow elements caused conflict and log jams in 
the organization. Further impetus to embrace Shadow Integration came from the Inte-
gral Spirituality approach of Wilber (2006), who makes a compelling case that Shadow 
Integration is essential for anyone on a spiritual path. Wilber argues that the calm of 
meditation can allow spiritual practitioners to bypass dealing with essential dysfunc-
tions. Wilber’s injunction was taken seriously by Clear Sky members. Along with the 
energy loss and organizational logjams, Clear Sky adopted Shadow Integration as a crit-
ical practice.

Next, we explore each practice and how they are operationalized at Clear Sky.

The Practice of Karma Yoga 
We focus on five organizational practices based on Karma Yoga used at Clear Sky. These 
are framing each activity as a meditation, a four-quadrant Integral Spirituality practice, 
the space-holder practice, the holistic clearing review, and skillful means in adopting 
management learning.

Sitting meditations traditionally start with an aspiration that the meditation will 
benefit all beings. During meditation, practitioners train the mind to be fully present, 
calm, concentrated, balanced, curious, energized, and joyful. At the end, practitioners 
do a review, noting patterns and insights. Lastly p, practitioners “share the merit” – 
offering benefits from the meditation to all beings. 

Similarly, for each Karma Yoga activity (whether a meeting or preparing a retreat 
cabin), Clear Sky members set an intention to benefit beings. Members aim to use the 
activity to train the mind to be present, calm and engaged. Before closing a meeting 
or activity, members reflect on what went well, what did not, and what was learned. 
Finally, there is a short prayer to offer up benefits from the work.

As well as training the mind – the Manonigraha, Samabuddhi and Phalasa Tyaga 
aspects of Karma Yoga – links every activity to a bigger vision and context. Rather than 
just cooking a meal, members are nurturing and supporting the growth of residents and 
students. Rather than just cleaning a cabin, members are creating a supportive space 
for retreatants to recharge and gain insights. This develops Lokasaṃgraha, acting for 
the welfare of humanity and the natural environment. 

The four-quadrant practice aims to bring awareness during Karma Yoga to Wilber’s 
Integral Spirituality quadrants (Wilber, 2006). Wilber proposes experience can be cate-
gorized into four quadrants: the “I” (or inner-individual), the “It” (or outer-individual), 
the “We” (or inner-communal), and the “Its” (or outer-communal). Clear Sky combines 
this approach with traditional Karma Yoga practices to integrate each action across the 
four quadrants. A simple example is shown in Figure 5.1 of making the bed for a visitor 
coming to make a retreat:
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I

Training the mind to be fully present while
making the bed

Overcoming preference
Letting go attachment to outcome

It

The outer physical action – in this example,
the physical action of making the bed well

and neatly

We

Sense of team and belonging (making the
bed well is part of my contribution to the

team)
Accountable and supportive community of

practitioners

Its

Awareness of the wider context - making the
bed well gives the visitor a more conducive

space to gain insights that help them
contribute more to the world

Figure 5.1: An integral spirituality four quadrant view of Karma Yoga: Making a bed.

To create a daily environment of accountability and learning, Clear Sky developed the 
“space-holder” practice. Each day, a different “space-holder” is responsible for ensur-
ing that daily tasks are completed and that teachers and visitors are provided with 
meals and any other needs. Their role is to maintain a space where everyone is focused, 
mindful and engaged in learning. The space-holder role rotates daily, allowing every 
resident to cultivate attentiveness and leadership abilities. The space-holder typically 
leads a morning group meditation, including opening prayers of compassion for all 
beings, followed by a daily contemplation and discussion circle. Themes range from 
Buddhist or Karma Yoga teachings to management learning tools. This focuses the rest 
of the day’s activities, and at meals, frequently, the group discusses questions sparked 
by the contemplation.

Another practice is called the “holistic clearing review”. The practice is based on a 
meditation methodology called Holistic Clearing (Namygal Rinpoche, 1989). Using the 
template in Table 5.1, a group process is facilitated for each person, with the person 
going through the process also participating. 

The team first reviews the person’s strengths, weaknesses, and lack (areas not yet 
developed). Next, they review areas of learning for the person’s spiritual unfoldment 
and growth. They review the person’s Karma Yoga role and whether it helps build their 
strengths, overcome weaknesses, and develop lacks. The group brainstormed how the 
person’s career and Karma Yoga learning can support each other. Lastly, the group sum-
marizes this in a pithy summation statement the person can use to work with – each 
person creates a small card with the summation statement they can put on their deck 
or keep in their wallet/purse. This develops the Svadharma aspect of Karma Yoga – an 
individual’s innate nature and purpose, the activity that fits them best. 
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Another organizational practice employed at the Centre is skillful means to adapt and 
integrate management learning. The bulk of research around management learning 
is around for-profit businesses. Initially, Clear Sky members had some resistance to 
embracing corporate-style business practices and management learning systems. Clear 
Sky’s teachers comment: “Standard business frameworks of selling to consumers and 
maximizing profit margins clashed dramatically with our culture of generosity and 
enlightenment. We could not get our minds around considering awakening meditators 
as customers buying a retreat unit” (Duncan & Pawasarat, 2018, p. 83). 

However, it became apparent that to indeed be of compassionate service, this was 
unavoidable. Applying the concept of skillful means, members had the flexibility to 
embrace business practices. Using the concept of fusion leadership, members could 
blend the best of both worlds – finding ways to apply modern management learning 
within a framework of Buddhist practice, Karma Yoga, and Dāna. The practices which 
were incorporated encompassed a range of management research, from principles for 
learning organizations (Senge, 2006) (Scharmer  & Kaeufer, 2013), conscious business 
(Kofman, 2006), building teams (Lencioni, 2002) (Arbinger Institute, 2000), improving 
communication (Kahane, 2017), and conscious leadership (Dethmer et al, 2014), to 
working with educators bridging business and spiritual practices such as the InnerMBA 
program (https://innermba.soundstrue.com/) created by Sounds True, Wisdom 2.0 and 
Linked In.

In summary, organizational practices at Clear Sky for Karma Yoga include framing 
each activity as a meditation, a four-quadrant Integral Spirituality practice, the space-
holder practice, the holistic clearing review, and applying the skillful means to adapt 
management learning.

The Practice of Dāna
Three practices that operationalize Dāna at Clear Sky are the quadruple bottom line, 
mutual support, and mutual appreciation.

Table 5.1: Clear Sky Center – holistic clearing review.

Name
Strengths
Weaknesses
Lacks
Training – significant learnings and shifts to make
Karma Yoga
Career integration
Summation statement

Source: Authors

https://innermba.soundstrue.com/
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The quadruple bottom line used at Clear Sky is to be generative – socially, environ-
mentally, financially, and spiritually. This is an evolution of the triple bottom line of 
people, planet and profit coined by John Elkington (1997) and now increasingly used by 
companies (Correia, 2019). A fourth bottom line was added for the spiritual dimension. 

The quadruple bottom line is used as a Dāna practice, asking continually, “How can 
we be generous and engaged financially, environmentally, socially, and spiritually?” 
Much of our modern economy has an attitude of extraction with management thinking 
based on neoliberalism with individual responsibility, self-interest, free markets, and 
never-ending growth in ascendance (Pio  & Waddock, 2021). When we reframe from 
what we can get to what we can give, there is often a focus on sustainability instead of 
extraction: “. . . coming from a place of ego or self-centeredness is tiring and unpleas-
ant  – and ultimately, unprofitable  – both for ourselves and others. Unawakening or 
unwholesome mind-states could be pollution of the mind’s natural, radiant awaken-
ing state. Conversely, an awakening mind-state naturally leads to sustainable actions” 
(Duncan & Pawasarat, 2018, pp. 86–87). Clear Sky members consider that the center is 
flourishing across all four bottom lines, as indicated in Table 5.2.

A Dāna-based practice used to strengthen the team is giving mutual support. 
For example, Clear Sky members would go to the Clear Sky marketing manager with 
requests for web pages, social media campaigns, etc. She became overloaded without 
any support and resentful that no one seemed aware of her workload. Applying the 
Dāna principle, members trained themselves to think, “What can I contribute to ease 
the load?” and quickly found generative solutions. For example, the three-month resi-
dential program manager realized he could support marketing by asking participants 
to write blogs about their experiences and post reflections and photos on social media. 
This provided the marketing manager social media support and blog material she could 
share in the monthly newsletter. It also gave three-month participants a forum to distill 
their learning and share their voices. 

Another Dāna practice is ending meetings with mutual appreciation. Each partici-
pant shares a few sentences about something they appreciated about another person’s 
contribution. This simple practice shifted the team dynamic to where everyone noticed 
and celebrated others’ contributions. It is a simple form of Dāna: bringing attention 
to the generosity of each person’s contribution and having the generosity of spirit to 
acknowledge and celebrate it. Wing and Gera (2020) note that acknowledging some-
one’s generosity towards us creates an atmosphere of positivity and a positive spiral. 

Clear Sky uses a tool from Chapman (2015) that outlines five ways to express and 
receive love called “love languages” to refine this practice. These are gifts, quality time, 
words of affirmation, acts of service, and physical touch. Clear Sky members learn each 
other’s love languages and show appreciation in a way that resonates most with an indi-
vidual’s perception of being appreciated. Clear Sky’s teachers explain: “We had been 
trying desperately to communicate that we cared about one another but in ways that 
the other did not find meaningful – or even register as congenial. One person glowed 
when commended on a well-done job, while another felt awkwardly singled out. 
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Someone else wished their colleague would stop touching their shoulder, while the next 
person received it as a heartwarming gesture . . . We asked one another what our love 
languages were. We expressed friendliness in their preferred modalities” (Duncan &  
Pawasarat, 2018, p. 92). Awareness of different styles of giving and receiving love helped 
build trust and rapport. 

In summary, Dāna practices at Clear Sky include the quadruple bottom line, mutual 
support, and mutual appreciation. Dāna practice creates a framework for a healthy 
relationship with money, serves as the foundation of a quadruple bottom line of being 
generative financially, socially, environmentally, and spiritually, and forms the basis for 
trust and collaboration.

The Practice of Shadow Integration
The Shadow is considered the negative side of an individual’s personality, and consid-
erable energy is tied up in it. Four practices of Shadow Integration at Clear Sky are 
discussed: community feedback, playing a role as someone you have difficulty with psy-
chological money coaching and the exercise of the challenge. An individual’s shadow 
aspects are frequently visible to others who know them well. Clergyman and therapist 
William Miller lists requesting feedback as one of five effective ways of gaining insight 
into shadow aspects (Abrams  & Zweig, 1991, pp. 64–69): “When two or more people 
independently tell me they perceive in me a common shadow trait, I would do well to 
believe them and explore more deeply their observations” (p. 65). At Clear Sky, teachers 
and team members aim to communicate where they feel shadow elements exist for 

Table 5.2: The quadruple bottom line.

BOTTOM LINE EXAMPLES

Financial Cultivating the financial maturity of team members
Consistent budget surplus and resources to embark on ambitious new building projects.
Using pay-from-the-heart pricing models

Environmental Restoring the native grasslands ecosystem
Practicing permaculture and holistic land management
Eco-friendly energy efficient buildings 

Social Building local community connections 
Working with local ranchers/farmers for food supplies
Teaching mindfulness at the local colleges and Chamber of Commerce

Spiritual Providing a rich calendar of retreats and courses
Providing a nurturing space for individual retreats
Encouraging residents to do a minimum two-week retreat per year

Source: Authors
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someone proactively. The team member who hears this feedback aims to listen, reflect, 
and seek feedback from more community members. Members have found that having 
consistent feedback from several trusted colleagues is a powerful way of making a 
shadow element more conscious. 

A second approach Miller proposes is listing all the qualities we do not like in other 
people, particularly qualities that trigger us. He suggests the resulting shortlist will be 
a reasonably accurate picture of our shadow. Clear Sky operationalizes this by playing 
another person for a day, particularly someone in the community who has a different 
personality or seems challenging. The practice is enacted during a regular day of activi-
ties at Clear Sky. The person tries to act and talk the same way as the different/challeng-
ing person does, express their opinions, and embrace their mannerisms. The intent is to 
build empathy and gain insight into one’s shadow aspects by embodying qualities seen 
as “not me”. Wilber puts it like this: “Through playing our opposites, through giving the 
Shadow equal time, eventually we extend our identity . . . the split between persona and 
Shadow is ‘wholed and healed’” (Abrams & Zweig, 1991, p. 305).

A practice at Clear Sky is psychological money coaching to address the money 
shadow. In 2012, Clear Sky underwent organizational money coaching using Jungi-
an-style archetypes outlined in Price, 2000. Price uses archetypes such as the innocent, 
martyr, creator-artist, warrior, and tyrant to label and surface unconscious patterns and 
mental models around money. For example, the innocent archetype expects someone 
else to care for money matters. The martyr tends to over-give and self-sacrifice. The 
creator-artist works for pure art or love and feels it would sully things to charge money. 
Today, Clear Sky requires all members in a position of responsibility to have undergone 
personal money coaching. As well as freeing up energy for individuals, this helps the 
group collectively to spot whenever money shadow elements are causing blocks and 
tension in meetings.

Final practice is the challenges exercise (Duncan, 2013, pp. 22–23). Once each week, 
members do a small challenge. This is doing something different, perhaps brushing 
their teeth with a different hand or eating something different and unusual. Once 
each month, members do an enormous challenge. Examples would be being louder or 
speaking first at a meal if they usually speak quietly or last. Alternatively, they wear 
something very different from what they would usually wear. Finally, members do 
something “impossible” once a year – a big challenge that is hard for them to imagine 
doing. For example, someone who is nervous about heights going parachute jumping! 
The guideline is that the challenges should not be harmful to anyone. Challenges are 
self-chosen since what one person would categorize as a monthly challenge might be 
a weekly – or even yearly – challenge to another person. The challenges are one way 
to do Shadow Integration through embracing actions outside an individual’s ‘normal’ 
range, and where there is some resistance, often unearths shadow elements within the 
individual.

In summary, Shadow Integration practices include leveraging community feed-
back, playing a role as someone you have difficulty with, psychological money coaching, 
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and the exercise of the challenge. Shadow Integration frees up vast amounts of energy, 
deepens team trust, and opens the door to a new level of maturity and functionality.

Karma Yoga, Dāna and Shadow Integration as Heart-
Based Organizational Practices
Mitroff and Denton (1999) define various forms of spiritual organizations: reli-
gion-based, evolutionary, recovering, socially responsible and values-based, and point-
ing to features of a best-practice model. They note that “the challenge today is to learn 
how to evolve from the Values-Based to the Spiritually Based Organization. For organ-
izations to become more spiritual, they must learn to incorporate a deeper set of texts 
and practices from both Eastern and Western traditions” (Mitroff & Denton, 1999). 

Similarly, Senge (2006) notes the importance of wisdom traditions: “Personal 
mastery is the discipline of continually clarifying and deepening our vision, of focusing 
our energies, of developing patience, and of seeing reality objectively. It is an essential 
cornerstone of the learning organization – its spiritual foundation. An organization’s 
commitment to and capacity for learning can be no greater than its members. The 
roots of this discipline lie in both Eastern and Western spiritual and secular traditions” 
(Senge, 2006, p. 19). 

We propose that Karma Yoga, Dāna, and Shadow Integration provide just such a 
set of practices from Eastern and Western traditions. They provide a crucial bridge 
between inner-individual spirituality and effective collaborative action worldwide. By 
inner-individual spirituality, we mean the sense of wisdom, faith, and the inner expe-
riences of meditation or prayer of an individual. One of the great strengths of Eastern 
wisdom traditions is the thoroughness and detail devoted to practice methodologies. 
Karma Yoga comes with a profound and established body of practices. Dāna similarly 
has an ancient and well-defined body of practices. If we are to act from “source” – from 
inner wisdom, compassion and love, and a sense of something greater than ourselves – 
it helps to have a set of tried and tested practices for how to do this. The key word is 
practice – applying a set of practices to operationalize spirituality in the workplace.

For these approaches to be generally applicable, it is essential to find a  
non-denominational expression. While Karma Yoga and Dāna are rich bodies of prac-
tice that cannot, with justice, be swapped out with alternative concepts such as compas-
sionate service or generosity, nevertheless, we believe many of the core principles can 
be applied in a non-denominational way, i.e., not requiring a practitioner to be a Hindu 
or a Buddhist. The Fetzer community of change is an inspiring example that attempts 
to embrace many different traditions under a standard shared narrative of Spirit: “By 
“Spirit” we mean that “something more” within and beyond physical reality that binds 
us together with each other and with all things in a deeply interconnected, meaningful, 
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and sacred reality, and that calls us to a life of love. Some traditions conceptualize this 
“something more” as God; others conceptualize it in nontheistic terms . . . The shared 
experience of Spirit is the spiritual common ground for our Fetzer community, and 
we believe it can be the spiritual common ground for the global community” (Fetzer 
Theory of Change v. 1.14.19, p. 8). 

We hypothesize that this sense of Spirit is a common feature of heart-based organ-
izations. Individuals in a heart-based organization are moved by “something more”. It 
can be hard to reconcile or integrate this with traditional profit-focused business prac-
tices. Perhaps non-denominational forms of Karma Yoga and Dāna can be developed 
based on this concept of a sense of Spirit that could be applied more generally at various 
organizations. Table 5.3 gives examples of generalized forms in which these practices 
could be used.

Table 5.3: Non-denominational forms of Karma Yoga and Dāna.

PRACTICE EXAMPLE GENERALIZED HEART-BASED PRACTICES

Karma Yoga Compassionate service + 
Mindfulness/training the mind + 
Commitment to deep learning and transformation through action

Dāna Generosity +
Culture of mutual sharing, support and appreciation +
Quadruple bottom line

Shadow Integration Uncompromising integrity to wholeness and truth +
Uncovering and integrating hidden blocks and dysfunctions

Source: Authors

Clear Sky members have piloted aspects of these practices with various organizations. 
One Clear Sky member offers organizational money coaching to nonprofits and small 
businesses. This approach combines principles of Dāna practice (generosity, abundance, 
overcoming scarcity mentality, quadruple bottom line) with Shadow Integration work 
(surfacing unconscious or hidden tension and mental models around money, both col-
lective and individual). The work aims to help organizations reorient to a sense of suf-
ficiency and free up shadow energies and tensions. Another approach Clear Sky piloted 
based on Karma Yoga is integrated mindfulness. This applies mindfulness to all aspects 
of the environment, routines, habits, communication, tensions around productivity, 
time management, health, stress, and team relationships. Here, mindfulness trains 
the mind and builds resilience and calm (Manonigraha and Sambuddhi). Applying the 
power of mindfulness to communication and empathy is a step towards a broader sense 
of interconnection and service (Lokasaṃgraha).
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Linkages to Knowledge Management
Rocha and Pinheiro (2020) explore links between organizational spirituality, knowledge 
management, and practical wisdom. Dividing knowledge management into knowl-
edge creation/sharing, shared contexts, and organizational learning, they argue that 
organizational spirituality fosters knowledge management. A genuine organizational 
spirituality implies belonging, shared purpose, and motivation for inner improvement, 
which will support knowledge management. Drawing on Rowley and Gibbs (2008) they 
propose that learning depends on a sense of being and practice and on a workplace 
that provides a culture of climate and peace where members feel at home. They suggest 
spirituality is the bridge between knowledge and learning because of the deeper reflec-
tion and sense of purpose it provides.

We propose that the triumvirate practices provide a powerful medium for organ-
izational spirituality to support knowledge management. In Karma Yoga, setting an 
aspiration for each activity supports a robust shared purpose and context. There is 
a central focus on learning – both personal and organizational. Significant activities 
are reviewed individually and as a group to find practical and spiritual learnings. The 
learning reviews and exercises, such as the holistic clearing group review, are designed 
to create and share knowledge and practical wisdom. Lastly, the shared purpose of com-
passionate service and the conscious training to go beyond the ego support culture and 
climate of peace, where the individual and group commitment to learning and knowl-
edge outweighs ego protection and defensiveness.

Dāna practice, as we have seen, focuses on mutual sharing, support and appre-
ciation. In addition, we have seen that it creates a culture of trust and belonging. In 
an organization practicing Dāna well, we can infer there is a free and open sharing 
of knowledge and resources. Finally, considering Shadow Integration, we mentioned 
previously some destructive effects of the shadow at work, such as quashed creativity 
and enthusiasm, embezzlement, passive-aggression, and workaholism. Such traits are 
unlikely to lead to free knowledge creation and sharing or members feeling at home. 
We can, therefore, infer that Shadow Integration helps remove obstacles to developing 
knowledge management and organizational practical wisdom.

Therefore, we propose that Karma Yoga, Dāna and Shadow Integration practices 
illustrate specific ways organizational spirituality supports knowledge management 
and practical wisdom.

A Sky Map – Bringing It All Together
The triumvirate practices work together, though each has a different focus. Karma Yoga 
provides a set of practices for transforming busy activity into a spiritual path. According 
to Navare and Pandey (2022), Karma Yoga answers three existential questions: how to 
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work – Manonigraha, Samabuddhi, and Phalasa Tyaga; what to work – Svadharma; and 
why to work – Lokasaṃgraha” (p. 290).

“How to work” is the mind and heart training necessary to act with entire presence, 
without ego-identification or over-attachment to results, and with a spirit of service and 
selflessness. In a secular context, mindfulness is one vehicle that provides training in 
how to work. Svadharma – “what to work” – provides a spiritual framework for linking 
many modern approaches to help develop vision, mission, and values organizationally 
and personally. Lokasamgraha – “Why to work” – provides an overarching vision of 
compassion and interconnectedness. Work is seen as a calling and an act of service to 
society and the planet. 

Where Karma Yoga focuses on activity, Dāna emphasizes relationship, providing a 
set of practices to support heart-centered relating to oneself, others, and the world. Do 
we relate in an extractive way to what we can get, rooted in a scarcity mentality? Or 
do we relate in a free-flowing, open state of generosity and connection? At the personal 
level, Dāna practice develops a state of abundance, openness, and flow. In relationship 
to others, Dāna brings mutual support, appreciation, and trust. About the world, Dāna 
provides an orientation of generativity and interconnection. We might see Dāna as the 
warm, heart-centered lubrication for the engine of Karma Yoga. 

The practice of Shadow Integration complements Karma Yoga and Dāna by pro-
viding integrity. As Gill writes, “Spirituality, organizational spirituality has a dark side. 
There are examples of its distortion and exploitation for instrument purposes, such as 
cynical impression management, control, and domination; and the hope and expecta-
tion of making more money” (Altman et al., 2022, p. 34). Potential shadows of Karma 
Yoga are overwork and burnout, over-humility, and (ironically) taking an identity in 
being “selfless”. Potential shadows of Dāna are over-giving and martyr mindsets or 
taking an identity in being generous. Shadow Integration protects the integrity of these 
practices by digging into these potential distortions and making them conscious. 

In summary, Karma Yoga provides practices for compassionate action. Dāna pro-
vides practices for building generative and caring relationships. Shadow Integration 
provides practices for creating integrity. It is important to recall that the practices 
are most effective within an accountable and supportive community of practitioners. 
Together, these practices mediate between inner-individual spirituality and effective 
collaborative action in the world.

We propose these practices support a complete integration of workplace spiritual-
ity, as well as supporting knowledge management and organizational practical wisdom. 
We have also seen in the discussion of Karma Yoga how this practice supports embrac-
ing the best management learning. There is ample evidence that workplace spirituality 
supports personal and organizational flourishing (see Pio et al., 2021), and manage-
ment learning is intended to support organizational flourishing. We can, therefore, 
infer that good knowledge management, organizational practical wisdom, and manage-
ment learning on a firm foundation of workplace spirituality will support personal and 
organizational flourishing. Summarizing this, we can propose a “sky map” in Figure 5.2. 
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We offer this as a template for organizations to better integrate spirituality and heart-
based practices, with the full acknowledgment that this sky map is partial and may 
change over time. 
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Abstract: Our purpose is to answer the following research questions: (1) why do leaders 
support the development of organizational spirituality? Moreover, (2) what is the cor-
relation between organizational spirituality and its theory-driven elements? We con-
ducted a mixed-method study, collecting data through interviews with twenty-three 
leaders. Accordingly, we followed a qualitatively driven mixed-method research 
approach. To answer the first research question, we conducted a thematic analysis. In 
addition, we conducted quantitative content analyses (i.e., frequency and Pearson cor-
relations) to answer the second research question. Overall, the thematic analysis indi-
cates that leaders support the development of organizational spirituality to improve 
performance and well-being and enhance stakeholder connectedness. Moreover, they 
emphasized the crucial role of knowledge management and organizational learning in 
disseminating spirituality. On the other hand, bureaucracy, legislation, and technology 
hinder corporate spirituality from unfolding. Additionally, we outline decision-making 
supported by spirituality, considering the qualitative aspect, which is a shortage in the 
literature. Likewise, the correlation analysis identified significant positive correlations 
between organizational spirituality construct elements and influencers (e.g., knowl-
edge management and macro-environment), supporting its theoretical conceptualiza-
tion. This article pioneered empirically analyzing organizational spirituality and its the-
ory-derived conceptualization, constituent elements, and influencers. Furthermore, it 
challenges assumptions about why leaders cultivate corporate spirituality while offer-
ing a fresh perspective and generating synergies with other academic domains.
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Introduction
Spirituality influences our way of being and experiencing life, directly and indirectly 
impacting companies (Hart & Brady, 2005; Lynn et al., 2011; Rocha & d’Angelo, 2021). 
Overall, organizational spirituality (OS) is a relevant aspect of business that regulates 
all corporate domains, i.e., micro, meso, and macro elements (Chan-Serafin et al., 2013; 
Wagner‐Marsh & Conley, 1999). Moreover, its academic relevance has been increasingly 
recognized over the last decades (Crossman, 2016; Rocha & Pinheiro, 2021c). 

 The movement toward a spiritually-based corporate culture is essential to 
cognize (Krishnakumar  & Neck, 2002; Rocha  & Fry, ahead of print). Economic crises 
reflect organizations’ lack of transcendent vision (Nonaka & Takeuchi, 2021; Porter & 
Kramer, 2011). In addition, technological development and all the information available 
require a sense of purpose greater than material goods for companies to be successfully 
longevous (Goede, 2011; Nonaka & Takeuchi, 2021; Rowley, 2006). Accordingly, research-
ers and practitioners can no longer ignore spirituality in management (Bass  & Bass, 
2008), either by the excess of positivism seen in research over the last few years or by 
its rhetorical and functionalist use in leadership (Rocha & d’Angelo, 2021; Ul-Haq, 2020). 

The emphasis on the leader’s spirituality is rife in the literature (Fry & Cohen, 2009; 
Geh, 2014). Moreover, they are crucial to enabling, enforcing, and stimulating OS 
(Karakas, 2010a; Tourish & Pinnington, 2002). Nevertheless, research on their insights 
about OS is not prevalent. Therefore, to address the literature gap, and since leaders are 
primarily responsible for embedding spirituality in the company, this research aims to 
understand why leaders support organizational spirituality development. Therefore, 
we aim to answer two research questions: (1) why do leaders support the development 
of organizational spirituality? Moreover, (2) what is the correlation between organiza-
tional spirituality and its theory-driven elements? 

Moreover, this study focuses on OS perceptions by leaders from distinct cultural 
backgrounds, respondents with religion and no religion, and considering the current 
global crisis to build a framework for the OS journey from individual to collective level. 
Furthermore, we outline decision-making supported by spirituality, considering the 
qualitative aspect, a dearth in the literature. Accordingly, this study provides valuable 
contributions addressing a gap in the management literature with theoretical and prac-
tical implications.

Theoretical Background
This section presents the theoretical background of the main concepts we relied on in 
developing the analysis of the results. Hence, we address the dimensions of spirituality 
in business, and we outline the role of leadership and knowledge dynamics.
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Spirituality in Business

Research has shown that OS is an essential facet in current times and requires atten-
tion; it has strategic value to organizations, as it affects performance (Karakas, 2010b), 
interpersonal relationships (Gotsis  & Kortezi, 2008), and organizational commitment 
(Rego & Pina e Cunha, 2008). Thus, the rhetorical use of spiritual discourse is a helpful 
tool for capitalism and the thirsty search for power and improved performance without 
considering people (Rocha & d’Angelo, 2021; Ul-Haq, 2020). Additionally, there is signifi-
cant mysticism around spirituality in business (Friedman et al., 2005). 

Moreover, spirituality in organizations has three dimensions: individual, work-
place, and organizational (Salajegheh et al., 2016). The concept of spirituality used 
in this article is philosophy-based, acknowledging the intangible and imperishable 
realm beyond the material (Hunt, 1998; Huxley, 1965; Plato, 1961/ca. 370 B.C.E., trans-R 
G Bury). In a non-religious theory (Houtman & Aupers, 2007), it is a way of being and 
experiencing life that comes about through an awareness of a transcendent dimension. 
Identifiable values characterize the self, others, nature, life, and whatever one consid-
ers the ultimate (Elkins et al., 1988, p. 10). Thus, it is concerned with those traits of the 
human spirit, such as love and compassion, forgiveness, patience, tolerance, a sense of 
wholeness and harmony, contentment, and a sense of responsibility, which brings one 
and others happiness (Yang & Fry, 2018). Other perspectives also echo personal growth 
(Driver, 2005).

Following the next dimension, workplace spirituality (WS) is a spiritual experience 
at work (Pawar, 2017). Furthermore, WS is the workplace’s individual and collective 
spiritual expression, which can cause conflicts when spiritual and religious pluralism 
is not respected (Hicks, 2002; Quatro, 2004). Its features are a sense of meaning and 
purpose, employee well-being, community, and interconnectedness (Karakas, 2010b). 
Additionally, virtue ethics and Kantian deontological basis in the workplace support 
several spiritual values, like integrity, honesty, humility, gratitude, hope, forgiveness, 
and compassion (Gotsis & Kortezi, 2008). 

Given the emerging state of theory concerning OS, there are still many sparse 
and few empirically explored definitions (Lynn et al., 2011; Poole, 2009; Rocha  &  
Pinheiro, 2021c). Rocha and Pinheiro (2021c, p. 248) positioned OS as “an organizational 
identity that results from its values, practices, and discourse, composed of the work-
place and individual spirituality, including that of the leader and other members. OS is 
influenced by the environment, organizational culture, and knowledge management, 
and it generates value and social good visible in the image, mission, vision, and stated 
organizational values”. We selected it because their research explored several identi-
fied conceptualizations and proposed a comprehensive definition encompassing the 
literature’s most relevant elements (Rocha & Pinheiro, 2021c). This definition was an 
effort to integrate the understanding of the construct. 

The development of OS leads toward a spirituality-based corporate culture 
(Krishnakumar & Neck, 2002). Organizational culture manifests in employees’ sense-
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making processes and structures (Harris, 1994). The interactive sensemaking process 
contributes to meaning in the workplace (Wrzesniewski et al., 2003). There are six sig-
nificant practices and attitudes towards a thriving spiritually-based corporate culture, 
i.e., honesty with self, articulation of the corporation’s spiritually-based philosophy, 
mutual trust and honesty with others, commitment to quality and service, commitment 
to employees, and hiring employees to match the corporation’s spiritually-based philos-
ophy (Wagner‐Marsh & Conley, 1999, p. 299). A spirituality-based corporate culture will 
ultimately enhance corporate performance and many common advantages to people 
and businesses (Krishnakumar & Neck, 2002).

Leadership

Leadership is an ongoing process constructed on social interactions that produce mean-
ings, where they are both receptors and transmitters (Fairhurst & Grant, 2010). Leaders 
are responsible for the company to capture this sense of integration with society 
in pursuing doing good and creating economic value (Fry  & Egel, 2021; Tourish  &  
Pinnington, 2002). Likewise, their motivating language supports workplace spirituality 
(Daniel et al., 2022). Leadership is the main path to embodying organizational spiritual-
ity (Fry & Cohen, 2009). 

Notably, in current times, only leaders’ motivational and influential roles are 
not enough. They are central in dealing with external change (Bezemer et al., 2002) 
and implementing, feasibility, and fostering OS (Rocha  & Pinheiro, 2021c; Tourish  &  
Pinnington, 2002). Their vision of social good is in their spiritual values. Then, leaders 
can bond all members around spiritual values (Hicks, 2002) and influence employee 
voice (Detert & Treviño, 2010). Conversely, some leaders use the spiritual discourse to 
dominate and tyrantize (Tourish & Tourish, 2010). Therefore, leaders’ perspectives on 
cultivating OS are relevant for academia and practitioners.

Knowledge Dynamics

Knowledge Management (KM) is any deliberate effort to manage companies’ workforce 
knowledge. It can be achieved through an extensive range of approaches, including 
directly, through technology, or more indirectly through managing social processes, 
configuring organizations in specific ways, or using cultural and people management 
practices (Hislop et al., 2013). 

Efficient KM is crucial to disseminate the organizations’ beliefs, values, and behav-
ior patterns (Nonaka  & Takeuchi, 2019). Organizational knowledge creation occurs 
from a continual knowledge dynamic, a dialogue between members’ knowledge, which 
leads to new insights and concepts (Nonaka  & Takeuchi, 1995, 2019). These occur in 
the shared context named ba. It can be physical, virtual, mental, or blended (Nonaka & 
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Takeuchi, 2019). Additionally, KM has mechanisms that foster members’ feelings of 
belonging and appreciation (Nonaka & Takeuchi, 2019). Furthermore, KM is an enabler 
of organizational learning (Senge, 1990).

Method
This research seeks to critically analyze leaders’ understanding of OS through primary 
qualitative data (Flick, 2005; Macnaghten & Myers, 2007). Accordingly, we carried out 
a “qualitatively driven mixed method research approach” (Hesse-Biber, 2022, p. 619) to 
answer the research questions: 1) why do leaders support the development of organiza-
tional spirituality? Moreover, (2) What is the correlation between organizational spirit-
uality and its theory-driven elements? 

A construct’s perception is a ‘knowledge’ about the construct, as the confi-
dence that the phenomena are natural and hold specific characteristics (Berger  &  
Luckmann, 1991, p. 13); one rises, shares, and maintains it in a social context. Hence, spe-
cific historical socio-cultural elements form common sense. Moreover, it is relative to a 
group’s concrete social environment in a concrete historical situation (Berger and Luck-
mann, 1991, p. 28). Similarly, with the lack of theoretical agreement on OS (Poole, 2009; 
Rocha & Pinheiro, 2021c), leaders’ broad and diverse understanding of OS should be 
investigated. Comparably, OS is still a construct unknown to some leaders. 

Moreover, the script is suitable because it grants interviewees freedom of expres-
sion and the option of obtaining more in-depth and complex answers to the phenom-
enon studied (Flick, 2005). Initially, we developed the semi-structured script based on 
Rocha and Pinheiro’s (2021c) OS definition, characteristics, dimensions, and influences 
for empirically exploring how leaders perceive OS development. Appropriately, we 
provide the OS conceptualization during the interviews. Then, we conducted two pre-
tests. After this, we refined some questions to ensure the comprehensibility of the ques-
tions (Ezzy, 2002).

The sampling was done by gradual selection with maximum variation and conven-
ience (Flick, 2005, pp. 70–71). Being a convenience sample, the first author’s network 
was used to recruit the leaders. Their recruitment was done by direct invitation from 
the first author, where the interview scope was explained, and the consent to use their 
answers. The theoretical sampling saturation occurred when the constructs were 
sufficiently explained (Ezzy, 2002). Then, the unit of analysis is the leaders. Also, the 
respondents belong to organizations from different sectors and countries (cultures), 
with varied sizes, the number of members, and income (Table 6.1). 

The sample consists of twenty-three managers (top and middle) who were inter-
viewed electronically between June 2019 and May 2020, with CATI  – computer-as-
sisted telephone interviewing (Couper & Hansen, 2001). The interviews were done by 
audio recording on WhatsApp and e-mail to reduce the interviewer’s role (Couper & 
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Hansen, 2001). CATI’s advantages are bringing better interviewer uniformity in deliv-
ery, reducing interviewer effects, offering a greater standardization of questions, pro-
moting researcher safety, and spurring greater cost-efficiency (Shuy, 2001). Thus, CATI 
lessens factors influencing respondents, like the interviewer’s characteristics, such 
as gender, age, race, nationality, social class, and appearance (Johnson, 2001; Warren, 
2001). The interviewer conducted the interviews in English, Portuguese, and Spanish. 
The qualitative cross-language data collection is inclusive and provides cultural compe-
tence to the investigation (Resch & Enzenhofer, 2018).

Analysis of the Results
We conducted a hybrid analysis (qualitative and quantitative) with the qualitative as 
the main component and the quantitative part being secondary, assisting the qualita-
tive analysis (Hesse-Biber, 2022, p. 619). This approach was selected because OS is a 
highly subjective phenomenon that cannot be fully quantified (Fassinger  & Morrow, 
2013; Günther, 2006). Edmondson and McManus (2007, p. 1157) also explain that hybrid 
methods increase validity and create a “greater understanding of the mechanisms 
underlying quantitative results in at least partially new territory”. Furthermore, the 
authors recommend hybrid methods for research in a field within an intermediate state 
of development.

Coding Procedure

The interviewer transcribed the interviews, coded raw data manually, and wrote 
memos, and the researchers did several team meetings to codify the data – naming and 
categorizing by a close examination (Ezzy, 2002; Jenks, 2018). The interviews’ prelimi-
nary reading and coding were necessary to evaluate and adjust, if necessary, the script. 
For example, we transcribed without indicating speech changes of the participants; we 
ignored repeated words and sounds (mm, uh-huh); we indicated uncertain and inaudi-
ble passages; we reported only the conventional score, without pauses, volumes, into-
nations, or stress (Macnaghten & Myers, 2007).

Excerptions were categorized and coded based on the codebook we built before 
the interviews and finalized after analyzing all data (Bazeley  & Jackson, 2013; Mac-
naghten & Myers, 2007). The inductive-deductive codification began with OS conceptu-
alization; hence, it was rooted in literature and refined in analyzing the results. First, 
we categorized relevant interventions for the discussion according to the literature. 
Once we used deduction and induction in coding, the following step was searching for 
codes that emerged from the answers (Macnaghten & Myers, 2007). For example, the 
code ‘organizational learning’ emerged in analyzing the results. We did a micro-anal-
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ysis in the first interviews because there were no contradictions to solve (Bazeley & 
Jackson, 2013). Some passages of the interviews had to be sliced since they shared more 
than one code. It provides a stratified view of the selection and its meaning. The simulta-
neous multiple-coding captures what is happening in a quote (Bazeley & Jackson, 2013). 

Table 6.1: Characterization of interviewees.

ID Age (Years) Sex Time in the 
Organization

Country Number of 
Employees

Industry

1 38 Female 20 years Brazil 420 Brand representation with 
carrier

2 29 Female 9 years Serbia 10 Tourism Agency

3 40 Male 4 years Bulgaria 40 Business Development 
Outsourcing Solutions

4 65 Male 31 years Argentina 360 Claims settlement company

5 40 Female 19 years Brazil 80,000 State Bank

6 41 Female 20 years Brazil 150 Family group with radio, 
soccer team, and college

7 33 Male 10 years Brazil 1,600 Hospital

8 41 Male 9 years Brazil 300 Oil Extraction

9 23 Female 1 year Portugal 29 Nursing home

10 40 Male 2 years Angola 10 Commerce, Health Services, 
and Services.

11 31 Male 13 years Brazil 65 Automation, Energy, 
Telecommunications, 
Information, and Technology

12 58 Male 28 years Portugal 10 Public Autarchy

13 37 Male 1 year Australia 3 Sports School

14 54 Male 20 years China 10 Pharmacy

15 44 Male 9 years Indonesia 46 Fishing Industry

16 36 Male 5 years USA 8 Civil Construction

17 29 Male 9 years Pakistan 450 Public Autarchy

18 52 Male 4 years Spain 8 Food imports

19 46 Female 1 year France 150 Textile sector

20 51 Female 24 years South 
Africa

3,000 Academic Institution

21 55 Female 20 years Brazil 8 Physical therapy clinic

22 31 Female 6 years Brazil 8 Food retail

23 49 Female 27 years USA 10 Insurance Broker
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We used NVivo 12 software to increase efficiency and effectiveness in qualitative and 
quantitative analyses (Bazeley & Jackson, 2013; O’Kane et al., 2019). The software sup-
ported the codification for both analyses. Therefore, after the manual coding, we metic-
ulously checked it with the Compound Query tool (Bazeley & Jackson, 2013, p. 120). In 
addition, we provided code retrieval (coding stripes) to support and clarify the codebook 
(O’Kane et al., 2019). Nevertheless, there are synonymous words and expressions that the 
software cannot discover. Consequently, a line-by-line reading was done before and after 
the coding process to ensure the analysis’s depth and robustness (O’Kane et al., 2019). 

Thematic Analysis

Then, to scrutinize the results and answer the first research question, we conducted 
a thematic analysis (qualitative) (Corbin  & Strauss, 2008). We used analytics tools to 
explore the interviews, such as questioning, comparisons, and thinking about a word 
with several meanings (Corbin & Strauss, 2008, p. 65). The interviews’ mimetic analy-
sis was done through the symbolic interactionism theory and interpreted by thematic 
analysis (Ezzy, 2002). Early reflection on the collected data in the thematic analysis was 
necessary, so we took notes and reviewed the literature during transcription and inter-
view analysis (Macnaghten & Myers, 2007). Table 6.2 displays excerpts of their answers 
concerning OS and how they see it in their organizations. Additionally, Appendix A pre-
sents excerpts concerning the other codes.

Leaders’ Perspectives

In describing the leader’s role in developing OS, the interviewees perceive leaders 
as the prominent actors in fostering OS. “The leader’s role is fundamental in devel-
oping the organization’s spirituality, developing and motivating the best of everyone. 
The leader must ‘orchestrate’, serve, and develop the organizational values before the 
whole team”  (#11). Moreover, they portrayed leaders as role models and highlighted 
their communication skills and personality traits, like charisma. “Leaders are role 
models; if leaders lead us to spirituality, most employees will follow them. However, 
spirituality belongs to a very private area. However, leaders also have their charisma, 
which makes it an example” (#15). Likewise, “the role of the leader in OS is that they 
bring meaning and purpose to their surrounds. They must desire to connect to other 
people and be part of a community” (#20). 

The tensions between stakeholders’ and leaders’ spirituality and religion are latent 
in their answers. “We have not practiced [OS] because the only spiritual practice is the 
reverence we give to the Buddha” (#14). Additionally, the importance of aligning OS 
with external stakeholders is present in the responses. “We have, I feel, great obstacles 
sometimes in my work for this reason [different religions] because they are of another 
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religion [.  .  .] Imagine me as a technical director who orders products to cook at a 
nursing home, meat, fish, everything, within my institution is not allowed. Mine. In the 
institution I run, the administration is not allowed to buy pork for the users. However, 
the users are not to blame for any of the religion of the administration” (#9).

Members and Workplace Spirituality

The interviewees know that belief in the sacred may come from religion (#14) or not (#7 
and #10). In developing WS, members pursue reciprocal relationships in the company, 
where all learn, cooperate, and grow together (#1 and #17). Respect and empathy for 
beliefs are fundamental to unfolding them. “It is indispensable certain qualities, those 
types of qualities in a person, that sometimes can also be defects. I would not say qual-
ities that would be indispensable: respect, empathy, and listening capacity. I think it 
relates to empathy” (#9). 

Table 6.2: Interviewers’ (Id) understanding concerning organizational spirituality.

Id Excerpts

1 “Organizational Spirituality is working for the common good and working positively; is to see sense 
and make the team perceive the sense of what it does, what it generates; is to achieve values at the 
individual and collective levels, work in a socially responsible way, internal and external social well-
being within the organization, work its values. It is a way of seeing that its employees can see the 
problems that happen internally and externally is to do leadership in an effective way where all this 
can be disseminated”.

2 “I considerate it (OS) is the key to success”.

3 “Business is a machine. It has no feeling and no regard for personal matters, and the only thing that 
makes it work is eating money. However, the spirit of business only exists when it has the element of 
giving back, whether helping a crashing business or making money for clients’ life goals”.

4 “What we mean by organizational spirituality is that there is a connection between body and soul to 
carry out your task or your project work properly”.

5 “I think that Organizational Spirituality is the recognition by organizations that their employees, 
as human beings, need connection and inner life. It is necessary to have an alignment between 
personal values and the purpose of the organization (mission) so that its members identify 
themselves with this purpose and can have a more satisfactory quality of life in their work”.

6 “The organization has a soul that aligns with that of its employees, creating a connectivity, which 
motivates them to seek to adapt to organizational values and interests”.

7 “For me, it is the respectful interaction between people without a focus on religion, but rather an 
empathic relationship with others”.

8 “From my point of view, Organizational Spirituality is the well-being as a whole of the whole 
workforce. So, it encompasses both spirituality and religion as well as the good quality of the activity 
of the workplace as a whole”.
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Id Excerpts

9 “I think Organizational Spirituality is very much about what we feel and what we want others to feel”.

10 “I believe that it will be that quality of the beings belonging to that organization, in which they 
provide meaningful work, therefore expressed through individual values within the organization, 
the interior life of the collaborators. In this case, that is expressed by the possibility of reflecting and 
connecting with the interior life and, nevertheless, to realize a self-reflection to be concerned with the 
dimensions of transcendence and full attention of the members belonging to the organization”.

11 “I understand it that (OS) as the “meaning” of work, which is why I do my job. Motivation for a 
common purpose, where we unify the values of the corporation with the expectations of each 
member”.

12 “I understand the Organizational Spirituality as the existence of opportunities within the organization 
to produce meaningful work, in the context of a community, with a sense of joy and respect for the 
inner life. I understand such a definition as a process that encompasses dimensions such as a sense 
of community, alignment of the individual with the organization’s values, a sense of service to the 
community (work with meaning); joy at work; opportunities for the inner life”.

13 “I believe it (OS) is the way the company is conducted, the way you pass the knowledge . . . it would 
basically be the core, the principles the values the mission of the company”.

14 “I understand that it that (OS) is the company to be guided or managed with much love and faith and 
with moral, mental transformation”.

15 “In my opinion, organizational spirituality is the spiritual values that the company adheres to 
in carrying out its main duties and functions of the company. Spirituality values are important 
things that become the basic rules for companies in carrying out daily activities such as honesty, 
commitment, transparency, accountability, responsibility, including humanity, mutual respect, and 
togetherness”.

16 “It is the spirituality and knowledge of those who are working for this organization”.

17 “I think that organizational spirituality is something that recognizes people are inherent spiritual 
that they are compelled to sic meaning and purpose in all aspects of life that naturally includes the 
meaning of one’s work. So, a strong commitment to social responsibility, CSR, spiritual managing in 
terms, of marketing, in public relations activates involvement in spirituality in the workplace moment, 
helps the other, and cooperates with everyone. I think something that may define spirituality 
correctly (. . .) The spiritual organization, all people relate with spirituality, individual spirituality, 
especially organizational spirituality, is concerned; we have a democratic organization. So, I did not 
think so that such spirituality exists in such organizational spirituality exists in my organization”.

19 “I would interpret that (OS) as the company’s own culture, its values, its DNA. This culture allows you 
to gain in time, explanations, communication”.

20 “When the organization performs in line with spiritual values. When they work together and 
provide meaning to an individual. When they show that they care about their employees and help 
them develop behavior which demonstrates values, such as integrity, courage, honesty, kindness, 
confidence, and self-discipline”.

21 “The whole organization. An element that guides behaviors and enables the growth of the perception 
of managers, members, and clients about the company”.

Table 6.2 (continued)
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Id Excerpts

22 “I have never actually heard the term Organizational Spirituality. To what we hear, the joining of 
words makes much sense in a world where our work has become our religion. Somewhere I read a 
definition of inner peace as the harmony between what we do and what we think”.

23 “I understand that Organizational Spirituality is the company’s ability to maintain a good relationship 
with the community and its employees. The company generates pride and pleasure for its employees 
(. . .) Organizational Spirituality cannot be taught in training. It will exist as a consequence the good 
environment provided by the organization”.

Source: Authors

Interviewees emphasized respect and appreciation in the workplace as the basis of 
WS. “All must respect the foundations and personal beliefs of all” (#18); likewise, “it is 
important for each person to make others feel understood and appreciated and must 
show empathy and appreciation” (#20); also, “work in a humanized way, in a continu-
ous search for dialogue and relationship” (#12). Furthermore, they remarked that coop-
eration in the workplace is a reflection of spirituality (#17).

The interviewees mentioned members’ opportunities to conduct meaningful work, 
e.g., “spirituality is represented in the occasions to do meaningful work in the context 
of a group with a sense of joy and respect for the inner life” (#6). Likewise, it “is a way 
to give meaning to the person within your assignment of task, within your assignments, 
is to give meaning even within your scale of work” (#1). Additionally, “members should 
feel like spiritual beings whose ‘souls’ need to be nurtured at work, and who experience 
a sense of purpose and meaning in their work” (#12). 

They also mentioned a sense of belongingness, “the organization grows when its 
members feel they belong to this organization, each one individually fulfills its objec-
tive, and, in the end, it is only to make the sum of these objectives” (#10). Similarly, 
“spirituality is based on an emotional bond within the organization” (#6). In addition, 
“members should feel part of a team community. They should be aligned with the organ-
ization’s values” (#12). “The spiritual harmony of each member is fundamental so that, 
as a whole, the results are optimal” (#4). Moreover, “when employees feel respected in 
their beliefs and values, and if there is correspondence with the organization’s values, 
the development occurs more satisfactorily” (#5).

Leaders also pointed out internal bureaucracy hindering OS development: “If the 
members are spiritual enough, the organization may be spiritual. However, it is not in 
my case because it is a bureaucratic type of administration; the organizational structure 
is bureaucratic, so I do not think so” (#17).

Table 6.2 (continued)
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Organizational Spirituality Outputs

Interviewees (#4, #5, #6, and #17) perceived social good rising. Others (#2 and #3) 
stressed success and money in their insights about OS outcomes. For example, “I con-
sider it (OS) to be the key to success” (#2). The alignment of values and the employees’ 
well-being were linked to improved workplace performance, not the organization. On 
the other hand, interviewees (#2, #7, #8, #9, #10, and #21) perceive the organization’s 
existence, purpose, organizational learning, the creation of direct and indirect jobs, 
community care programs, and donations to the most vulnerable as the generation 
of social good. Also, avoiding conflicts with the community where the organization is 
based demonstrates respect for society and maintains social good (#15). For example, 
“spirituality is represented in the occasions to do meaningful work in a group with a 
sense of joy and respect for the interior life. Therefore, spirituality is based on an emo-
tional bond within the company. Commitment.” Concluding with “the most affectionate 
and committed people are likely to be more motivated to contribute to the organiza-
tion’s performance” (#6). 

Additionally, the common good similarly appears in practical terms, “through 
actions in the community that we have involved, the gains are intangible and are 
moments experienced uniquely, and that has no way to calculate why these gains are 
not materialized” (#1). Likewise, “via innovation, new technologies and systems are 
developed for the common good” (#11). Moreover, employees commit and engage in 
actions generating social good (#1) and feeling helpful in the community (#12).

Knowledge Dynamics and Organizational Learning

The interviewees demonstrated awareness of the OS dependency on knowledge dynam-
ics. “KM is fundamental to encourage employees to train and evolve, which generates a 
feeling of appreciation and belonging” (#5). Also, “KM must become part of the organi-
zational culture and always focus on some objective so that the information presented 
is relevant and leads the human capital to a permanent evolution of its intellect. Lead-
ership should permeate all organizational levels and foster knowledge management 
actions” (#12).

They stressed how knowledge creation and sharing affect the workplace (#2). 
“Without knowledge creation/sharing, [OS] will not be something that lives in the daily 
implementation of corporate tasks. It will only have a value that may be known but not 
implemented, and does not become a reference in the daily lives of the company” (#15). 
Additionally, “sharing knowledge within the organization, we inevitably practice, acting 
for the good of each involved in favor of the established goals” (#11). Likewise, “the cre-
ation/exchange of knowledge results from a conscious” (#19). Also, they talked about 
decision-making, “spirituality brings calmness and facilitates rational decisions”  (#9) 
and “spiritual orientation assists in decision-making” (#3).
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In analyzing the results, the code ‘organizational learning’ emerged while coding 
knowledge dynamics. “A comfortable and pleasant workplace, in my view, provides 
better learning and greater absorption” (#7). Additionally, “it is a reciprocal relation-
ship [between KM and OS], a learning relationship of wanting to grow and wanting the 
other to grow together” (#1). Furthermore, “you learn all the time, and you can be in 
the development of your activity, and someone come and show you an easier way to 
develop that activity, so I think the place for the dissemination of knowledge is all the 
space of the company” (#8). Similarly, “organizations, which face situations of uncer-
tainty, changing environments and intense competition, must be able to learn and, in 
doing so, develop new management practices in order to survive” (#12). 

Figure 6.1: A word cloud of most frequent words. 
Source: provided by NVivo

Macro-Environment

The interviewees also mentioned the macro-environment (e.g., environment, econom-
ics, legislation, technology, and national culture). For example, “The environment inter-
feres directly with employees and consequently affects OS” (#11). Also, they pointed out 
that legislative changes may obstruct innovation (#2) and technological development 
(#12) because they usually do not accompany society’s rapid changes. Nevertheless, 
conversely, “the norms were born by tradition, by the religion following, so that will 
positively affect” (#17).
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Additionally, it states that technology can make people insensitive to spiritual 
values. “The use of technology that is too advanced makes us less sensitive to the 
values of spirituality. Technological and environmental changes should not change our 
spiritual values. Spirituality must be an integrated basic value of ourselves and organ-
izational behavior” (#15).

Content Analysis

We conducted quantitative content analyses of the data to answer the second research 
question. Word Frequency Query was first analyzed (Bazeley  & Jackson, 2013; 
O’Kane et al., 2019). It used the following selection criteria: a) with stemmed words,  
b) one hundred most frequent words, and c) with ‘three’ minimum length by default. 
In addition, we withdrew words like organization and company because there was a 
significant presence and an absence of its utility in the analysis. Figure 6.1 illustrates 
the result.

The third analysis we did refers to linking the interviews to the codes. The software 
provided a matrix – Matrix Coding Query – MCQ (Figure 6.3) – displaying how much 
each code is present in each interview. It helps explore patterns across the unity of 
analysis (O’Kane et al., 2019). For example, interviewee six had more coding in members 
than interviewee 13, who had no quote coded in it. Interviewee 17 excelled in having 
a large codification in organizational culture. In contrast, interviewees 1, 2, 4, 6, 7, 14, 
and  23 presented no organizational culture codification. The responses covered KM, 
leadership, outputs, and WS in varying degrees.

The word cloud center reveals the importance that interviewed leaders attach to 
employees’ singularities. Moving from the center towards the edge of the cloud, we infer 
the relationship between those actors, be they members, teams, or the organization’s 
leaders. The receiver should be cognizant of the transmitter’s spirituality and values to 
embrace the whole shared because they share much more than just their knowledge. 
These processes’ development and results appear on the edges of the word clouds. 

After, we explored the existence or absence of correlation between the concept and 
its constructs through the word similarity. We made the second analysis of the coding 
clustered by-word similarity using the Pearson correlation coefficient (NVivo 12). Except 
for the outputs (moderate correlation), the constructs listed as components (leaders, 
members, and workplace) present a strong correlation with OS. In contrast, the influ-
encers (organizational culture, environment, and KM) present a moderate correlation 
(Appendix B). This positive correlation indicates that the variables move in the same 
direction. Figure 6.2 shows the correlations between ≥ 0.5 and ≤ 1 (Appendix B). There-
fore, there is a significant and positive correlation between the elements and influenc-
ers of the OS construct from leaders’ perceptions.

The frequency and correlation analysis presented the most present words and how 
they relate. For example, the word cloud presented the most frequent words. Also, the 
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MCQ identified the patterns linking the interviews’ answers and the codes. Further-
more, the correlation analysis identified significant positive correlations between OS 
construct elements and influencers supporting the theoretical conceptualization of OS.

Discussion
This section discusses the findings and addresses the impact on decision-making. 

Leadership

Leaders acknowledged that they are significant in developing OS toward a spiritual-
ity-based organizational culture. They understand their role as change agents (Bass & 
Bass, 2008, p. 52), a model to be followed by the members (Geh, 2014). Likewise, they 
should touch on members’ core values and communicate them through examples 
(Bass & Bass, 2008). Also, a leader’s altruism towards the members strongly affects the 
company’s actions (Chen & Yang, 2012). 

Furthermore, leaders are aware that they affect the motivation and other capabili-
ties of the other group members (Bass & Bass, 2008). Therefore, they acknowledge their 
responsibility to raise the members’ values and the organization (Fry  & Egel, 2021). 
Additionally, leaders should drive organizations toward shared value and economic 
profit (Fry & Egel, 2021; Nonaka & Takeuchi, 2021).

Concerning leaders’ religious practices and spirituality in the workplace (Chan- 
Serafin et al., 2013), they acknowledge that religion can be both a guide and an obstacle 
to the development of OS. The barrier will occur in misalignment between the reli-
gious and spiritual values of owners, members, and clients, as sometimes rigid religious 
ideologization may hamper spirituality. Additionally, the importance of aligning with 
external stakeholders (Tourish & Pinnington, 2002), such as suppliers and clients, was 
highlighted in the responses. Hence, as an encouragement, leadership with spiritual 
orientation contributes to an organization’s committed and spiritual workplace  
(Biberman, 2009).

Spirituality in the workplace

Employee spirituality is an element of OS (Pawar, 2017; Rocha & Pinheiro, 2021c). People 
in the process of spiritual fulfillment believe that life has a transcendental dimension 
beyond what is achieved by the senses (Elkins et al., 1988). They are responsible for 
responding to a call to fulfill their vocation. They revere and wonder about the sacred-
ness of life; all of life is holy. They also appreciate material goods, knowing that non-ma-
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terial, spiritual things will quench their ‘ontological thirst’ (Elkins et al., 1988, p. 11). 
They articulate mutual trust, integrity, and honesty with themselves and others to main-
tain organizational spirituality, and their values can be aligned with corporate values 
to set goals.

The necessity to find meaning and purpose in one’s life reflects the belief that one’s 
existence has a purpose (Elkins et al., 1988). The transcendent dimension of spirituality 
in the workplace is related to the spiritual development of members in the workplace, 
and the feeling that their work has a meaning and purpose greater than themselves 
(Gotsis & Kortezi, 2008; Karakas, 2010b) was also addressed by them. 

The sense of belonging and positive social relations bring more satisfactory results 
to the teams because they win together. The organization develops when its members 
nurture and facilitate WS. Bonding activities are necessary to develop a connection 
among members (Erden et al., 2008, Nonaka  & Takeuchi, 2019). It is also helpful in 
restoring values and improving interpersonal ties. Spirituality has grounds for an emo-
tional connection within the company. The members behave as a family when there is 
a sense of community and interconnection. The feeling of belonging and the alignment 
of values go sideways. It facilitates relationship building and business. Therefore, OS 
develops in alignment between organizational and personal values. 

Well-being in the workplace was the most present construct within the WS. It 
is reflected in the experience of well-being, joy, completeness, transcendence, and a 
feeling of interconnection between members (Gotsis & Kortezi, 2008). There is no pos-
sibility of well-being and spiritual development without satisfying the member’s basic 
needs (Tischler, 1999). Leaders also consider the financial aspect, providing bonuses and 
financial rewards. Respect, quality of life at work, and promotion of members’ devel-
opment are also integrated. Likewise, emotions such as love (Barsade & O’Neill, 2014) 
and empathy are essential in the workplace to celebrate an inclusive organizational 
identity (Gorbatai et al., 2021). Moreover, leaders perceive WS as a factor that generates 
positivity and cooperation in the workplace. One of the tools to understand members’ 
perceptions of their well-being in the workplace is the climate survey. 

Hence, several aspects of employee well-being and the relationship with WS exist. 
However, in operational terms, how it happens daily and how members’ spiritual 
aspects are fostered were not addressed. Again, an empty speech seems to raise the 
belief that spirituality’s positive power is visible without deep explanations on how this 
is achieved and how the organizational actions foster such behaviors (Driver, 2005).

Moreover, interviewees perceive bureaucracy as a rigid structure that inhibits 
spiritual expression and freedom. At the personal and workplace level, bureaucracy 
appeared as a barrier. Bureaucratic structures based on rationality try to eliminate or 
control external influences that affect their members’ behavior (Aldrich, 1979). This 
closure to unwanted influences hinders OS development. Nevertheless, recognizing the 
social good in the organizational purpose. Thus, we highlight the need for other studies 
on spirituality in bureaucratic organizations. 



140   Raysa Geaquinto Rocha, Paulo Pinheiro and Nitika Sharma

Knowledge and Learning in the Organization

The interviewees mentioned how KM is related to OS and stated that leadership must 
foster it for KM to be successful as it attempts to understand the knowledge in organiza-
tions. They perceive the leader as responsible for creating a pleasant environment, medi-
ating the differences between the members, and bringing commitment with a common 
purpose that generates the desire to connect. Additionally, they understand their role 
in providing an ambiance and nourishment for learning (Fry, 2003, Fry et al.,  2005)  
and spirituality at all levels, which nourishes and flourishes knowledge sharing. 

The interviewees recognized that knowledge sharing improves the understanding 
of spiritual values, and its application will be part of everyday life. The reassurance of 
knowledge sharing and tutoring members about when and how to use the knowledge 
acquired is part of the KM process (Nonaka & Takeuchi, 2019). Due to the accelerated 
changes, members must update their knowledge frequently (Bolisani & Bratianu, 2018) 
and facilitate practical wisdom.

Leaders mentioned meeting rooms, auditoriums, face-to-face and online training, 
social media, phone calls, notebooks, dialogs, intranet, and e-mail as sharing contexts. 
They also mentioned the organization’s external ambiance, such as cafeterias, yachts, 
parks, beaches, and restaurants. On the other hand, some interviewees answered that 
he has no place to create or share knowledge in their organization. 

Each type of dialogue has a corresponding type of shared context (Nonaka  & 
Konno,  1998; Nonaka et al., 2000). Leaders understood the need for a context for 
sharing, often more explicitly, as rooms for meetings and training. Leaders with special-
ized qualifications mention the contexts for sharing knowledge at the tacit level a few 
times. Additionally, leaders mentioned the original sharing context, where emotions 
and feelings are generated, facilitating knowledge sharing at the most diverse levels 
and stages of the SECI model (Nonaka, 1994; Nonaka & Takeuchi, 2019) and, ultimately, 
enhancing learning.

Leadership engagement influences employees’ and clients’ knowledge and perfor-
mance by establishing a pleasant and open environment (Khan et al., 2022), which bal-
ances organizational knowledge and learning (Rocha & Pinheiro, 2021). Moreover, the 
journey affects society (Sharma et al., 2020).

Organizational Spirituality Outcomes

The interviewees saw spirituality in business and talked about its benefits, including 
economic ones; they could not explain which habits, behaviors, or organizational pol-
icies are responsible for these results. Hence, consistent with previous research (e.g., 
Rocha and D’Angelo, 2021), the discourse of spirituality proved to be more present than 
conscious organizational actions considering spiritual values. It reflects Ul-Haq’s (2020) 
warning about managers using spirituality as a tool for capitalistic goals. Their point 
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of view regarding the organization shapes this perception of social good. We expected 
economic motivation and social and spiritual worries (Schudt, 2000). However, in con-
trast to our expectations, there is additional empty speech (Driver, 2005). Some answers 
focused on the material aspects, distancing themselves from the spiritual and virtuous 
aspects of spirituality in business and setting OS as a means to commitment, motivation, 
well-being, and organizational performance.

External Environment

Interviewees understood the macroenvironment’s importance for OS. Besides, the 
relevance of the environment lies in its variation. Interviewees repeatedly men-
tioned the macro-environment negatively fluctuating OS. The more significant vari-
ation, the greater the need for companies to anticipate or adapt to external changes 
(Aldrich,  1979). Companies need to monitor the macroenvironment (economy, poli-
tics, and technological changes) because opportunities and threats can arise from its 
changes (Kotler & Keller, 2016). Unstable environments hinder learning and increase 
the need for responses and adjustment (Aldrich, 1979). Moreover, in Pakistan, for 
example, the state is not secular. It is different from other countries where there is a 
separation between religious institutions and the state.

Organizational Spirituality and Decision-Making

Spirituality facilitates the management of knowledge and skills as participants stated 
that leaders assist with the sharing of context, emotions, and learning, which nurture 
the organizations (Bratianu, 2015). Previous studies discoursed the links between 
spirituality, knowledge sharing, and organizational learning (Rahman et al., 2015; 
Sorakraikitikul & Siengthai, 2014). Leadership establishes WS, which stimulates inner 
consciousness as stated by the respondents and manifested by past studies (Widodo & 
Suryosukmono, 2021; Gotsis & Kortezi, 2008; Pawar, 2009). Individual spirituality influ-
ences performance enhancement, as respondents indicated that a cohesive and open 
environment enhances productivity. Also, past studies supported that spirituality holis-
tically improves performance at work by understanding self-transcendence and organ-
izational capabilities (Mir et al., 2019; Driver et al., 2005). 

OS leads to effective and ethical decision-making as it manifests mindfulness and 
integrity. However, autocratic and bureaucratic workplaces restrict spirituality as 
sometimes capitalistic emplacement is too strong, which might subdue the adobe of 
organizational spirituality as broached by respondents and supported by past studies 
(Casey, 2004; Sass, 2000). Not only that but in the current context, working affairs are 
onerous for individuals and organizations. Therefore, the Macro-environment limits 
the functioning of spirituality and restricts OS (Kumar & Modi, 2022). These might cause 
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ineffective decision-making as the present situation is dynamic and requires urgent 
actions (Thorén & Vendel, 2018), leading to ineffective decision-making. Also, OS barri-
ers hinder innovation, an open environment, and smooth functioning. High-level OS can 
stimulate effective decision-making, whereas low-level OS obstruct decision-making. 

Implications for Research and Practice
This article delves into the investigation of spirituality in business. Although manage-
ment researchers have made promising theoretical and qualitative advances on spirit-
uality in the workplace (e.g., Karakas & Sarigollu, 2019; Rocha & Pinheiro, 2021b), the 
organizational dimension still needs qualitative studies as the concept of spirituality is 
abstract and notional (Rocha & D’Angelo, 2021). Therefore, we provide novel knowledge 
to further the understanding and discussion of the concept subjectively. Furthermore, 
by addressing the leaders’ perspective on OS development, our research fills a gap in 
other areas, such as knowledge management and organizational culture. 

Our outcomes challenge assumptions about why leaders have chosen to imple-
ment a spirituality-based organizational culture, especially assuming it is for mystical 
and esoteric reasons (Friedman et al., 2005). Not only did we reveal the importance 
of performance improvement and well-being as significant incentives for leaders to 
see advantages, but the absence of mystical motivations. Our findings also contribute 
to broadening a critical perspective on spirituality in business. The discourse about 
finding meaning in the workplace and having transcendental purpose is presented 
simultaneously with the quest for increased economic performance. It makes explicit 
the need to decrease the romanticization of research on spirituality in business. 

Furthermore, our outputs extend the literature on organizational spirituality by 
showing the presence and relevance of knowledge management practices to develop-
ing OS toward a spirituality-based organizational culture. Earlier research theoretically 
introduced the idea of spiritual knowledge (e.g., Bratianu, 2015) and the importance 
of knowledge management for developing organizational spirituality (e.g., Rocha  &  
Pinheiro, 2021a). Nonetheless, the current study provides empirical findings on leaders’ 
perceptions and their organization’s frequent KM practices.

Likewise, by portraying the tensions between the customers’ religiosity and the 
leaders’ religiosity, it expands previous research that majorly dealt with religious ten-
sions within the workplace (e.g., Chan-Serafin et al., 2013). In sum, it offers a fresh per-
spective on OS and generates novel areas for research in this domain.

The outcomes also provide practical implications. The tensions between the cus-
tomers’ and managers’ religiosities can represent the main obstacle, for example, in 
internationalization scenarios. We recommend considering this factor when choosing 
target countries in this process. In the case of immigrant managers and owners, we 
suggest market analysis to target customers at the intersection of compatible religious 
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and spiritual practices. In the public sector and bureaucratic organizations, the leader’s 
creativity will be further enhanced by the commitment to embody a spirituality-based 
organizational culture while meeting the stringent requirements of administrative law. 

On the other hand, leaders may be even more likely to pursue this goal in public 
organizations with a social orientation. In addition, the importance of educating 
leaders is supported by the resultas as mentioned in the literature (Phipps, 2023). We 
recommend that in such cases, OS should be pursued along the path of ethical values, 
altruistic actions, and compassion toward citizens. Likewise, we suggest frequent 
organizational climate surveys, evaluating spiritual practices, and developing a spirit-
uality-based organizational culture.

Conclusions
This article is a pioneer in empirically analyzing organizational spirituality and its 
theory-derived conceptualization, constituent elements, and influencers. It paves the 
way for leaders and researchers to rethink OS at all company levels. Furthermore, it 
challenges assumptions about why leaders cultivate organizational spirituality while 
simultaneously introducing a novel angle and generating synergies with other aca-
demic domains.

Overall, the thematic analysis indicates that leaders support the development 
of organizational spirituality to improve performance and well-being and enhance 
stakeholder connectedness. Moreover, they emphasized the crucial role of knowledge 
management and organizational learning in spreading spirituality. On the other hand, 
bureaucracy, legislation, and technology were pointed out as factors hindering organ-
izational spirituality unfolding. Additionally, decision-making supported by spiritual-
ity is outlined considering the qualitative aspect, which is a dearth in the literature. 
Likewise, the correlation analysis identified significant positive correlations between 
organizational spirituality construct elements and influencers (e.g., knowledge man-
agement and macro-environment), supporting its theoretical conceptualization. 

Furthermore, it contributes to spirituality’s research in management by empiri-
cally exploring OS since researchers have addressed it mainly theoretically. We empha-
size that our critic refers to myopia caused by the empty speech and rhetorical use of 
spirituality in business. This distortion by over-positivity and functionalist application 
of spirituality harms employees and leads spirituality to become a control instrument 
and tool of savage capitalism. To change perspective, the need for concern with the 
virtuous transcendent aspect of people and organizations must be analyzed and under-
stood. People need to be protected and respected despite a profit drive (Schudt, 2000). 
More than a spiritual discourse, virtuous action is needed to develop virtuous com-
panies. Therefore, one must be careful with the discourse of spirituality’s miraculous 
power in management. 
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Nevertheless, there were limitations. One of the data-collection challenges is using 
the lingua franca (English) to communicate (Resch and Enzenhofer, 2018). Another lim-
itation is the sample since cultural, industrial, gender, political, financial, religious, and 
environmental diversity interferes with the results, making it impossible to general-
ize. Finally, we only explored the discourse and values of OS through leaders’ speech, 
without source triangulation, setting aside organizational practice analysis in this inves-
tigation. These limitations are the orientation for future empirical research involving 
case studies with observation, action research, and experiments. Then, we suggest 
further investigation using other lenses and research considering the limitations above.

Researchers still have a long path ahead of them. Consequently, there are addi-
tional suggestions for future investigations. First, researchers should use other qualita-
tive methods, such as case studies, ethnographic, document analysis, focus groups, and 
observation. Second, scrutinize internal and external stakeholders’ perceptions con-
cerning OS. Third, conducting longitudinal studies would facilitate an understanding 
of spiritual evolution within organizations toward a spirituality-based organizational 
culture. Fourth, study the motivations and impacts of spirituality’s rhetorical use. It 
would also be enriching to investigate leaders’ behavior toward the members when 
they are highly aware of OS and related constructs. Finally, research how transforma-
tional leadership rhetoric is used in fostering OS.

Appendix A
Excerpts of the interviews concerning organizational spirituality components and 
influencers categorized by thematic codes

Thematic codes Excerpts

Workplace 
Spirituality

Employee 
well-being

“To work with spirituality is to work in a humanized way, in a 
continuous search for dialogue and relationship” (i12).
“The foundations and personal beliefs of all must be respected 
by all” (i18).
“Although it is important to make profits, student and staff well-
being are very important to my organization” (i20).

Meaning and 
purpose

“Then is a way to give meaning to the person within your 
assignment of task, within your assignments, is to give meaning 
even within your scale of work” (i1).
“Spirituality is represented in the opportunities to do meaningful 
work in the context of a community with a sense of joy and 
respect for the interior life” (i6).
“Members should feel like spiritual beings whose “souls” need 
to be nurtured at work, and who experience a sense of purpose 
and meaning in their work” (12).
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Thematic codes Excerpts

Sense of 
community and 
Interconnectedness

“The organization grows when its members feel they belong to 
this organization, each one individually fulfills its objective, and, 
in the end, it is only to make the sum of these objectives” (i10).
“Members should feel part of a team community. They should be 
aligned with the values of the organization” (i12).

Values alignment “In the organization, the spiritual harmony of each member is 
fundamental so that as a whole, the results are optimal.” (i4).
“When employees feel respected in their beliefs and values, and 
if there is a correspondence with the values of the organization, 
the development of organizational spirituality occurs more 
satisfactorily” (i5).
“Spirituality is based on an emotional bond within the 
organization” (i6).

Members Individual 
spirituality

“We have not practiced, because the only spiritual practice is the 
reverence we give to the Buddha” (i14).
“Spirituality actually belongs to a very private area” (i15).
“Regarding Individual spirituality, yes, there is a culture of 
cooperativeness; in my organization, the people help one 
another by going to ask their daily issues, for some routine 
discussion, related with any problem they direct guide and 
help their fellows. It is a minor level of spirituality, individual 
spirituality, not the organizational one” (i17).

Induvial 
perspective

“I think it is indispensable certain types of qualities, those types 
of qualities in a person, qualities that sometimes can also be 
defects. I would not say qualities that would say indispensable 
characteristics, respect, empathy, and listening capacity. 
Basically, I think it is very much related to empathy” (i9). 
“It is important for each person to make others feel 
understood and appreciated and must show empathy 
and appreciation” (i20).

Altruism “There are several social actions with the community and also 
with the employees” (i7).
“We usually make donations” (i14).

Outcomes “Sharing the knowledge and spirit and everything we affect one 
to each other” (i2).

Leadership “Spirituality is present in organizations, regardless of whether 
the organization has a spiritualized management or not” (i6).
“The leader’s role is fundamental in developing the 
organization’s spirituality, developing and motivating the best 
of each individual. The leader must “orchestrate”, serve and 
develop the organizational values before the whole team” (i11).

(continued)
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Thematic codes Excerpts

“For us, leaders are role models; if leaders lead us to spirituality, 
then most employees will follow them. Although spirituality 
actually belongs to a very private area. But leaders also have 
their own charisma, which makes it an example” (15).
“The role of the leader in organizational spirituality is that they 
bring meaning and purpose to their surrounds. They must 
have the desire to connect to other people and to be part of a 
community” (20).

Knowledge 
Management

Knowledge 
Management

“Knowledge management is fundamental to encourage 
employees to train and evolve, which generates a feeling of 
appreciation and belonging” (i5).
“Knowledge management must become part of the 
organizational culture and always focus on some objective so 
that the information presented is relevant and leads the human 
capital to a continuous evolution of its intellect. Leadership 
should permeate all organizational levels and foster knowledge 
management actions” (i12).
“If the Organizational Spirituality exists in an organization that 
knowledge management process that you already mentioned 
knowledge creation or knowledge sharing it may also be 
including knowledge utilization or knowledge acquisition, 
then the people will create, share, or utilize their knowledge, 
according to with the situation.” (17).

Knowledge 
creation/sharing

“Our company we have like short meetings of sharing the 
knowledge about anything” (2). 
“Sharing knowledge within the corporation, we automatically 
practice organizational spirituality, acting for the good of all 
involved in favor of the established goals” (11).
“Without knowledge creation/sharing, organizational spirituality 
will not be something that lives in the daily implementation of 
corporate tasks. It will only be a value that may be known but 
not implemented and does not become a reference in the daily 
lives of the company” (15).
“The creation/exchange of knowledge results from a conscious 
organizational spirituality” (i19).

Shared context (ba) “A comfortable and pleasant environment, in my view, provides 
better learning and greater absorption” (i7).
“I believe that there is no place for sharing because you learn 
all the time and you can be in the development of your activity 
and someone come and show you an easier way to develop that 
activity, so I think the place for the dissemination of knowledge 
is all the space of the company” (i8).
“Necessary for the well-being of the team and the 
professionalism of the actions” (21).

(continued)
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Thematic codes Excerpts

Organizational 
learning

“It is a reciprocal relationship (between Knowledge Management 
and OS), a learning relationship of wanting to grow and wanting 
the other to grow together” (i1).
“Therefore, the company must become a place of production, 
of profits, but also becomes a place of learning, of sharing 
experience, of wisdom, making it possible to achieve the MBO, 
that is the Management By Objectives, both within the MBO the 
organizational spirituality plays a crucial role” (i10).
“Organizations, which face situations of uncertainty, changing 
environments and intense competition, must be able to learn 
and, in doing so, develop new management practices in order to 
survive” (i12).

Outputs Social good “Through actions in the community that we have involved, the 
gains are intangible and are moments experienced uniquely, 
and that has no way to calculate why these gains are not 
materialized.” (i1).
“There are several social actions with the community and also 
with the employees” (i7).
“Through innovation, developing new technologies and systems 
for the common good” (i11).
“We usually make donations” (i14).

Economic value “The most affectionate and committed people are likely 
to be more motivated to contribute to the organization’s 
performance” (i6). 
“It generates economic values through much work that we have. 
Values are created through the work we do” (i16).
“We encourage the team to provide personalized customer 
service, meet deadlines for delivery of goods and supply of first-
class products” (i18).

Macro-
environment

Environment “The environment interferes directly with employees and 
consequently affects organizational spirituality” (i11).

Economic “From the point of view of legislation, I see a huge backlog that 
harms mainly the small ones” (i22).

Legislation “That is so many borders because of economic  
legislation” (i2).
“The Labor Legislation in Brazil, which a priori and would be 
the mediator of labor relations, is extremely complex, which 
generates conflicts and engages processes that could be easily 
resolved” (i21).

(continued)
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Thematic codes Excerpts

Technology “The use of technology that is too advanced makes us less 
sensitive to the values   of spirituality. In fact, technological and 
environmental changes should not change our spiritual values. 
Spirituality must be an integrated basic value of ourselves and 
organizational behavior” (i15).
“I see technology as the superpowers necessary to achieve 
collective survival. Especially for the leader” (i23).

National culture “It is Australia and Sydney; it is very multicultural, so we work 
with people of various nationalities so, in order for you to 
understand and be able to transmit this knowledge and the 
final project of our work, you need to understand a little of their 
culture” (i13).
“In my opinion, the norms were born by tradition, by the 
religion following, so that will positively affect organizational 
spirituality” (i17).

Organizational 
Culture

“I would interpret that (OS) as the company’s own culture, 
its values, its DNA. This culture allows you to gain in time, 
explanations, communication (. . .) Listening to each other, 
understanding each other, and maturing their own ideas to 
create a true corporate culture” (i19).

Appendix B
Codes clusters by word similarity using the Pearson correlation coefficient (NVivo 12)

Code A Code B Pearson correlation coefficient

Codes\\OS Codes\\OS\Members 0.870205✶✶✶

Codes\\OS\WS Codes\\OS 0.82616✶✶✶

Codes\\OS\WS Codes\\OS\Members 0.755862✶✶✶

Codes\\OS Codes\\OS\Leaders 0.694084✶✶

Codes\\OS\Outputs OS Codes\\OS 0.607018✶✶

Codes\\Organizational Culture Codes\\Environment 0.587239✶✶

Codes\\OS Codes\\Environment 0.553336✶✶

Codes\\OS Codes\\KM 0.545825✶✶

Codes\\OS\WS Codes\\OS\Outputs OS 0.543599✶✶

Codes\\OS Codes\\Organizational Culture 0.524939✶✶

Codes\\OS\WS Codes\\OS\Leaders 0.50923✶✶

Codes\\OS\Members Codes\\OS\Leaders 0.504692✶✶

Note: (✶✶✶) strong correlation; (✶✶) moderate correlation

(continued)
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Elaine C. Long
Chapter 7  
Spiritual Knowledge Management Through 
Faith at Work: People, Places, Practices, 
and Tools

Abstract: Employee flourishing involves rational, emotional, and spiritual knowledge 
in knowledge management. The spiritual dimension can seem like an indistinct philo-
sophical abstraction; however, Long’s (2022) empirical study of Faith at Work: People, 
Places, Practices, and Tools (FAW: PPPT) transects the knowledge management domain 
with the management, spirituality, and religion domain bringing real-world examples 
to life. Relevant to practitioners and interesting for the knowledge management aca-
demic community, these practical faith-at-work explanations enact spiritual knowledge 
(SK) and spiritual intelligence (SQ) in motion. Through the lens of employees and man-
agers – the people, their places or organizational environments, their spiritual prac-
tices, and tools illustrate specific ways that individual SQ unleashes individual SK at 
work, which can build organizational SK. From a deeper understanding of spiritual 
knowledge management within the FAW context comes operationalized definitions 
of SQ and SK and their development processes, proposing a human flourishing (HF) 
organizational model that revises traditional human resources development for intrin-
sic value creation.

Keywords: Knowledge Management, Spiritual Knowledge, Spiritual Intelligence, Faith-
At-Work, Human Flourishing, Workplace Spirituality

Purpose and Premise
Knowledge management literature enumerates how modern organizations access, 
control, modify and keep knowledge to improve performance, explain the dynamic 
nature of implicit and explicit knowledge creation, and how they use logical, empirical, 
and rational knowledge toward work’s objective and material aspects. However, knowl-
edge management is a triple helix involving spiritual, emotional, and rational  elements. 
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Omitting or minimizing the spiritual orientation causes us to believe that only the 
external parts of work are essential and lack depth and meaning for individuals and 
organizations (Bratianu, 2015; Bolisani  & Bratianu, 2018; Farnese et al., 2019; Gull  & 
Doh, 2004). Individuals demand that the self – rational, emotional, and spiritual – be 
acknowledged and look to satisfy higher-level needs at work today. At the same time, 
workplace spirituality in organizational and management literature often neglects or 
is inconsistent with how organizations can identify, support, and manage a spiritual 
orientation (Ashforth & Pratt, 2003; Dehler & Welsh, 2015; Fry et al., 2010; Gull & Doh, 
2004; Lips-Wiersma & Mills, 2014; Miller & Ewest, 2015; Mitroff & Denton, 1999a, 1999b; 
Ouimet, 2005; Ouimet & Semen, 2013) including spiritual knowledge and intelligence. 
Mitroff and Denton (1999b) recognized that “we have gone too far in separating the 
key elements.  .  .  . No organization can survive for long without spirituality and soul. 
We must examine ways of managing spirituality without separating it from the other 
elements of management” again, including spiritual knowledge (SK) and spiritual intel-
ligence (SQ) management (see Terms for definitions). 

Concurring that modern organizations could improve archaic management 
approaches to embrace higher-level needs with practical applications, an initial step 
would be to gain a deeper understanding of the higher-level needs in the spiritual 
domain through some of Long’s (2022) Faith at Work: People, Places, Practices, and Tools 
(FAW: PPPT) empirical and practical workplace spirituality research findings. This 
chapter uses the real-life, empirical study of faith-at-work (FAW) experience elements 
to explain SK and SQ in motion as they are lived and enacted and clear examples of how 
these are implemented.

In addition, because “usefulness is the key metric for new knowledge in the organ-
izational context” (Bolisani & Bratianu, 2018. p 4), a human flourishing (HF) model that 
reaches beyond a traditional human resource department is proposed and emanates 
from the spiritual knowledge, spiritual intelligence, and faith-at-work relationships in 
the modern organization context. “If spirituality infusions in modern organizations are 
to be successful, they must be introduced effectively, and they must be well managed” 
(Hoover, 2007, p. 324) and so this chapter provides details for effective spiritual knowl-
edge management (SKM) with a non-materialistic, intrinsically-valuable, human flour-
ishing perspective. However, they note that the proposed, implementable strategy, 
structure, policies, roles, and processes are part of a larger, complex shared frame of 
reference. It provides an essential contribution to the management literature for schol-
ars and practitioners, enlightening organizations to move beyond their current grasp of 
the SKM domain and conjuring similar successful strategies to achieve intrinsic value 
creation and perhaps competitive advantages (Bolisani & Bratianu, 2018). 

The chapter’s fundamental premise is that some of Long’s (2022) empirical research 
findings, including 24 experience elements and 14 frameworks (see Background for 
study details), are akin to SK and SQ in motion in the workplace. This chapter will 
provide details, from the knowledge management perspective, that FAW consists of 
four dimensions (people, places, practices, and tools) where tools and practices are 
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more apparent and less noticeable are the nuances of the places and the people, individ-
ually and collectively, contributing to spiritual knowledge management. These real-life 
shifts in employees’ SQ and organizational SK and the upside potential of a FAW human 
flourishing (HF) model as a new mental model for spiritual knowledge management 
addresses the research gap “to reveal how to design the working place such that to 
transform a physical environment into a full spiritual one, in which people can find 
meaning and purpose for their work and existence” (Bratianu, 2015, p. 21). 

The three sections of this chapter build upon one another to support the purpose 
of understanding more deeply and apply the relationships between SK, SQ, and FAW 
to enhance organizational value creation. The three sections advance the premise that 
faith-at-work is like SQ and SK in motion at work, and people use various spiritual tools, 
practices, and places such that SK can trigger SQ responses, and SQ development can 
attain SK. A brief description of each section follows.

Section 1 presents employees’ and managers’ SQ in motion, beginning with one of 
several basic FAW practices called spiritual discernment, a sub-element noted as faith-
ful emotional intelligence, and one of the many wholistic spiritual exercises noted as 
a respectful pluralism dialogue (RPD) technique or tool derived from Long’s (2022) 
FAW: PPPT research. This section also demonstrates the dynamic nature of how people 
develop spiritually (intelligence) at work. 

Section 2 presents employees’ and managers’ SK in motion in the faith-at-work 
dimension of the workplace environment. FAW: PPPT study participants use their SQ to 
shift their own and the organizations’ SK by reducing FAW barriers or increasing FAW 
potential within their physical locations. These demonstrations translate to 14 actual 
FAW frameworks conceived by the participants, which become conceptual and practi-
cal applications for scholar-practitioners and employers. 

Section 3 looks at the upside potential of a human flourishing organizational model, 
which promotes people using their SQ to attain SK and creating, on a standard level, an 
organizational change from one level of SK to another. The model aligns with Barrett’s 
(2015) applied workplace spirituality model of developing personal and organizational 
consciousness – from the ego to the soul’s hierarchical needs for workplace spiritual-
ity. The proposed human flourishing model creates an even better workplace and a 
“dynamic context in which people express themselves and strive for their fulfillment” 
(Bratianu, 2015, p. 14), embracing spirituality. “Since managers are interested in the 
practical implications of the deployment and exploitation of knowledge, they need con-
ceptual tools to handle the notion of knowledge” (Bolisani & Bratianu, 2018, p. vi), which 
this chapter intends to provide.

In summary, the entire chapter supports the argument that FAW as SQ and SK in 
motion in the knowledge management domain generates valuable solutions for com-
panies so that spiritual knowledge management is an organizational value creator in 
“the knowledge-based nature of today’s economy and of organizations such that knowl-
edge workers and knowledge processes are at the basis of organizations’ competitive-
ness, and knowledge management is a necessary dimension connecting operations 
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and strategy in order to translate knowledge into organizational performance, value 
outputs, and impacts” (Bolisani  & Bratianu, 2018, p. vi). An employee’s flourishing 
intrinsic value also rests on integrating rational, emotional, and spiritual knowledge. 
This integration into a working HF model could alter current human resources devel-
opment processes as they intentionally cultivate the enactment of SQ while igniting the 
respectful integration of faith at work. 

Terms and Background
Interpretations of concepts may vary. Thus, clarity of terms and concepts from key 
sources is essential to aligning faith-at-work with knowledge management and the pro-
posed practical applications. Definitions of terms like “spirituality” or “religion” depend 
on the context and sources and require explanation (Koenig, 2011), and the starting 
axioms must be clear to enhance the scholarship and reduce potential confusion (Dent, 
2019). The following clarification of terms and background from key sources reflect the 
viewpoints of this chapter.

First, this chapter relies on critical components of Bolisani and Bratianu’s (2018) 
knowledge management scholarship, such as knowledge is the result of knowing and a 
specific human process “in organizations, it [knowledge] often becomes embedded not 
only in document or repositories but also in organizational routines, processes, prac-
tices, and norms” (p. 9). Additionally, “usefulness is the key metric for new knowledge 
in the organizational context” (p. 4), and “knowledge is created by the human brain, 
and then it is amplified and integrated into organizational knowledge by social inter-
action” (p. 19). The term “spiritual knowledge” integrates values and beliefs about life” 
(Bolisani & Bratianu, 2018, p. 18) and “reflects our understanding about the meaning 
of our existence” (p. 19). Spiritual knowledge is the third component, in addition to 
rational and emotional knowledge, of the triple helix of knowledge, an intangible asset 
encompassing possible answers to more profound questions about what is of value in 
this life, aspirations, motivations, and ethical principles, including one’s working life. 
SK has a spectrum of manifestations with a scale of 16 motivations, integrating emo-
tional knowledge with spiritual knowledge, and is also the foundation for the spiritual 
capital of any organization (Bratianu, 2015). The motivation scales for SK are paradigms 
of thinking and decision-making and resemble personal hierarchical needs, including 
spirituality, developing from the ego to the soul, as well as the stages of organizational 
consciousness growth from survival to unity where, with awareness, one can shift on 
the scales (Barrett, 2015).

Secondly, several sources explain the meaning of spiritual intelligence (SQ) 
in this chapter. Intelligence is “a bio-psychological potential.  .  . evolved diverse 
 information-processing capacities. . .to solve problems or to fashion products” (Garner, 
2006, p. 29, as cited in Bolisani & Bratianu, 2018, p. 16) integrates with “the spiritual in 
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human beings makes us ask why we are doing what we are doing” (Bratianu, 2015, p. 4) 
and how to do it better coming from a non-physical, non-material perspective. Adding 
more depth, Zohar and Marshall’s (2000) definition of SQ is “the intelligence with which 
we address and solve problems of meaning and value” (p. 3) because humans “have a 
longing to see our lives in some larger, meaning-given context” (p. 4), along with the 
understanding that SQ “plugs us into meaning and value. . . . causes us to strive, gives us 
a sense of purpose, a sense of context” (p. 292). Finally, “SQ is a framework for identify-
ing and organizing skills and abilities needed for adaptive use of spirituality” (Emmons, 
1999, p. 163, as cited in Bratianu, 2015, p. 8), and “SQ is the ability to be peaceful, wise, 
and compassionate in the face of chaos” (Wigglesworth, 2013, p. 442). 

Furthermore, for individuals and organizations, SQ is expandable and a powerful 
transformation force (Zohar & Marshall, 2000). SQ can expand from the individual to 
an organizational level to conceive organizational spirituality (Bratianu, 2015). “SQ is 
a dynamic force [that can dissolve old motives and create new ones] that processes the 
spiritual knowledge we create” (Bratianu, 2015, p. 8). SQ has 21 measurable and change-
able competencies or behaviors to meet SQ goals (Wigglesworth, 2013). Ultimately, we 
develop and use SQ to create and process spiritual knowledge efficiently, building 
organizational consciousness, or spiritual capital, to create societal value.

Thirdly, the term “faith-at-work (FAW),” rather than spirituality or religion, in this 
chapter is based on “faith,” including all forms of belief and filters through which one 
constructs meaning and purpose in the world (Miller, 2007, p. 18) and the entwinement 
of faith and spirituality, as Neal (2017) said, such that a Faith relationship is trust in and 
loyalty to centers of value that are of ultimate concern to a human being and to the 
images of power with which an individual aligns himself or herself and upon which 
he or she acts to survive in an uncertain world. Spirituality is a faith relationship with 
the Transcendent where the Transcendent is beyond and independent of the material 
universe. (Long, 2022, p. 23–24)

Noting there are many ways to describe spirituality, this chapter recognizes that, 
“Spirituality is the ongoing transformation of a human being in an engaged and respon-
sible relationship with oneself, the other, the world, and God” (Dienberg &Warode, 2018, 
p. 815). Interestingly, Giacalone and Jurkiewicz (2003; 2015) provide a representative 
sampling of 14 definitions of spirituality and ten definitions of the dimension of spirit-
uality from workplace spirituality literature between 1975 and 2000. Fifty percent of 
these 14 definitions include transcendence, and another 50 percent include God, divine, 
higher power, ultimate, or beyond oneself. (Long, 2022, p. 25)

The axiom regarding religion stems from The American Heritage Dictionary of the 
English Language and “nothing in the definition of religion necessitates membership in 
an organized religion. One’s religion, then, is one’s ‘set of beliefs concerning the cause, 
nature, and purpose of the universe’” (Dent, 2019, p. 76). As some social science research 
supports multi and interdimensional connections of spirituality and religion (Ewest & 
Miller, 2019), this chapter maintains that,
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In this study, faith at work (FAW) combines workplace religion, spirituality, and the spirit at and of 
work (Lynn et al., 2009, 2013; Miller & Ewest, 2013b) . . . . Bell and Taylor’s (2001) view that spirit-
uality at work is not bounded by formal religious practice, but because the spirit is a sacred power, 
it is drawn from religions. . . and that, “All work had a potential spiritual meaning” (p. A–4) may 
contribute to the meaning of FAW (Long, 2022, p. 47–48). 

Thus, faith accommodates formal and defined expressions of belief as found in religious 
constructs, plus informal and less-defined expressions of belief as found in spirituality 
(Miller & Ewest, 2015). Additionally, the author concurs that “while the workplace spirit-
uality literature has been important to bringing one’s whole self to work, it needs to take 
more seriously that religious belief is part of the whole for many individuals” (Lynn et 
al., 2009) and “addresses the debate whether workplace spirituality scholarship should 
include religion or not (Peterson & Seligman, 2004), . . . . supporting researchers Syed et 
al.’s (2018) focus on integrating faith and making sense of religious beliefs or practices 
in the workplace” (Long, 2022, p. 173). The key takeaway for this chapter is about living 
one’s experience of faith at or in the workplace. [See Long’s (2022) research pages 42–49 
for further detail on the Unity of Spirituality, Religion, and Faith in the WPS Construct 
and the Specialties of Spirit (SAW) and Faith at Work (FAW).] 

Lastly, the term “human flourishing” draws upon the definition from a research 
brief by The International Science and Evidence-Based Education Assessment and is, 

Both the optimal continuing development of human beings’ potentials and living well as a human 
being, which means being engaged in relationships and activities that are meaningful, i.e., aligned 
with both their own values and humanistic values, in a way that is satisfying to them. Flourishing 
is conditional on the contribution of individuals and requires an enabling environment. (De Ruyter 
et al., 2020, p. 2)

A brief background on Long’s (2022) Faith at Work: People, Places, Practices, and Tools 
(FAW: PPPT) empirical research follows to set the stage for how the spiritual knowledge 
management domain complements and expands with integrating some of the findings. 
This phenomenological study provides a theoretical and practical understanding of 
workplace spirituality (WPS) as faith-at-work (FAW) with the aim of a deeper awareness 
of the experience in the lives of employees and managers considering various faith-at-
work organizational frameworks (Miller & Ewest, 2015) and individual practices and 
tools. The research questions are: (1) How do people experience work in relation to 
their spiritual and faith beliefs, and (2) How are the respondents’ environment, prac-
tices, tools, and characteristics part of their experience? The coding, analysis, and find-
ings resulted in a series of six mega-experience elements or themes of (1) tri-identity, 
(2) spiritual discernment, (3) wholistic spiritual exercises, (4) dynamic processes, (5) 
creating the right FAW environment, and (6) Faith in the Work (FitW) and W(holy)-
ness, these were further clarified into 24 sub and micro-experience elements or cate-
gories. Summaries of the findings by each question gave context to the themes where 
some of the FAW experience elements and sub or micro-elements are common to all the 
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respondents, some represent similarities among a few, and others are unique to one yet 
have a powerful impact on a deeper understanding of the spiritual phenomenon. 

In addition to the semi-structured interviews, the manager and employee partici-
pants completed a 5-day journal to enhance research triangulation and richness. They 
took photographs of their FAW tools or practices in their workspaces. These prompted 
and captured real-time perspectives of their lived spiritual phenomenon. The enhanced 
methodology also incorporated the management spirituality religion scholar’s inner 
work of deep reflection and reflexivity via a researcher’s journal and analytical memos 
throughout the study for transparency (Delbecq, 2009). The interpretation and analy-
sis processes of the participants’ experiences acknowledged the researcher’s epoch as 
influenced by familial and professional exposure to multiple faiths and worldviews. In 
this study, the researcher’s lens did not dissolve into the background, nor was a claim 
made for a bias-free interpretation of the data. The researcher is both a collector and 
teller of these stories and is part of the story itself (Alvesson & Gabriel, 2013).

Three phases of coding and analysis based on Moustakas’ (1994) structures assem-
bled the more significant phenomenological meanings and made sense of the parts 
in a hermeneutical approach. A brief overview of the process is that the first phase 
was pre-coding, the second phase was first-cycle open coding and member-checking, 
and the third phase was second-cycle coding, bottom-up theme analysis, and learning 
about the author to bracket but not reduce the researcher’s heuristic, perspectives, 
judgments, and everyday understanding. During the third phase, second-cycle coding 
themes emerged from bottom-up coding, resulting in 20 preliminary analyses Excel 
tables. Pseudonyms protected the confidentiality of the eleven coded participants.

The analysis of 3450 codes from multiple sources was not based solely on descrip-
tion codes (14%) but delved deeper into personal values (32%), processes (23%), and 
felt emotions (13%). The InVivo (11%) and Themeing-the-data (7%) codes were inval-
uable for the member-checking narrative summaries (Phipps & Matkin, 2014) – eight 
code types captured deeply personal hermeneutical understandings and theoretical 
and practical organizational design and development considerations. The intense level 
of interrogation used throughout the coding and analysis processes ensured research 
rigor, fidelity, and trustworthiness. 

Manager and employee beliefs, values, and practices from both theistic and 
humanistic spheres revealed the 24 faith-at-work experience elements. They identified 
14 potential organizational environmental frameworks and new workplace possibil-
ities for spiritual knowledge management. Understanding the concrete ways manag-
ers and employees fused workspace environmental dimensions, reduced barriers, or 
expanded the faith-at-work potential to address dualism when employees who have 
religious world views and spiritual orientations must compartmentalize their life at 
work and leave a portion of themselves behind (Miller & Ewest, 2015), leads to a signif-
icant contribution to the spiritual knowledge management domain as explained in the 
following sections. 
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Section 1: Faith at Work (FAW) as Spiritual 
Intelligence (SQ) in Motion
Organizational scholar-practitioners can take seriously the spiritual dimension of 
humanity as a fundamental nature of reality at work by seeing SQ in motion using the 
Long (2022) study because “studying the complex wholeness of society requires atten-
tion to the sociology of the supernatural. . .studied through observation and analysis of 
indicators and variables presumed to reflect spirituality” (Moberg, 2002, pp. 135–136). 
Practitioners and scholars know spiritual knowledge is essential in decision-making 
because it contains values and ethical principles, and values influence rational argu-
ments (Bolisani  & Bratianu, 2018). Also, creating this knowledge requires spiritual 
intelligence or a framework that identifies and organizes skills and abilities needed 
for adaptation, such as solving problems and attaining goals (Ahmed et al., 2016), and 
involves heightened states of consciousness that infuse a sense of sacred in every day 
relationships and activities transcending the physical (Bratianu, 2015, p. 8). 

However, what does this look like? Employees and managers in the FAW: PPPT 
study provided examples of spiritual intelligence, or SQ, in motion, accessing spiritual 
knowledge to make successful decisions. Among the six mega-experience elements in 
the study, the second was spiritual discernment, a matter of faith put into practice, and 
contains a sub-element called “faithful emotional intelligence”. In the study, spiritual 
discernment is like “not only distinguishing the right from the wrong; it means distin-
guishing the primary from the secondary, the essential from the indifferent, and the 
permanent from the transient. It means distinguishing between the good and the better, 
and even between the better and the best” (Ferguson, 2020). 

The managers and employees in the study recognized a tri-identity of mind, body, 
and spirit at work, as well, that is involved with the third mega experience element 
of wholistic (all-inclusive) spiritual exercises intending to develop relationships with 
self, God, and others and be free from anything that disrupts their ability to experience 
faith-at-work. Among the many holistic spiritual exercises was a sub-element referred 
to as a “respectful pluralism dialogue” and an example of SQ in motion.

The fourth mega-experience element was the dynamic nature of the faith-at-
work processes, which appears similar to the continuous process of SQ accessing 
spiritual knowledge to deal with ever-changing problems. Explanations of each of 
these follows.

FAW Practice: Spiritual Discernments’ Faithful Emotional 
Intelligence

Some faith-at-work experience elements are lived and enacted examples of spiritual 
intelligence, and each FAW: PPPT employee or manager regularly implemented an 
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average of eight faith-at-work practices – thoughts, behaviors, and feelings. [See Long 
(2022) Appendix L: FAW Practices (Thoughts, Behaviors, Feelings) by Respondent Quotes 
for details]. Among these practices were mega-element 2.0 spiritual discernment and 
sub-element 2.5 faithful emotional intelligence, types of SQ in motion. To explain, first 
note that SQ and emotional intelligence (EQ) are related; SQ is a step up from EQ, and 
successful spiritual growth may require some basics of EQ (Wigglesworth, 2011; 2013). 
Emotional intelligence consists of awareness of one’s and others’ emotions and success-
ful management techniques. 

Some employees and managers exhibited faithful emotional intelligence when 
they applied spiritual discernment to their own and others’ emotional awareness and 
management, helping them make decisions they considered proper behavior. Specific 
incidents from FAW: PPPT Long (2022) include when Joyce, a finance employee, was 
trying to be tolerant and patient at work with others; she explained how she dealt with 
them by saying, “My faith is emotional control, and my faith is behavioral control. I 
feel like I had an excellent attitude of life because of, again, my Creator, and I want 
that” (p. 126). Another example was Kia, a consultant and manager, who stated, “When 
things are callous at work, praying is just focusing on emotional control. It is just a 
way to try to stay detached and, um, calm to aspire to be a better person in all things” 
(p. 126).

Sometimes, the SQ in motion, or faithful emotional management of oneself, deliber-
ately helps others and is an intentional SQ goal. For example, Joyce explained, “I know 
that if I have this attitude, hopefully, it rubs off on people, and they are in a better place. 
They are happier. . .I want to ensure that people are comfortable, happy. . . my faith is 
caring for and helping others” (p. 126). Similarly, Eve concurs that SQ in motion or faith-
ful emotional intelligence is a way to help others, as she said: 

I value others’ emotional comfort; I practice emotional awareness and management and use Cogni-
tive Behavioral Therapy techniques with my faith. The steps are: be aware, acknowledge, envision, 
and then respond. . .again, how you treat others shows the most of what you believe. So, I process 
events and choose not to react negatively; I reflect on negative emotions later (p. 126).

In the Long (2022) study, Jacob, a military employee, demonstrated SQ in motion with 
deliberate discernment and faithful emotional intelligence practices, stating: “I need to 
be able to pull myself out of [anxiety]. . . faith is also mental health support. . . . I follow 
my beliefs during challenges.  .  .behaving consistently with my beliefs is peaceful” (p. 
127). Eve adds, “Faith is useful at work when you need balance or emotional strength, 
especially in stressful situations” (p. 127). In these FAW examples, their SQ in motion 
accesses spiritual knowledge as a powerful transformational force that extends the 
realities of daily routines to existential limits and changes old motives and behaviors 
(Bratianu, 2015). 
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FAW Tool: Wholistic Spiritual Exercises’ Respectful Pluralism 
Dialogue (RPD)

According to Long (2022), one of the many faith-at-work tools, also considered SQ in 
motion, is the micro-element 3.3.b. of the mega-element 3.0, wholistic spiritual exer-
cises, called a respectful pluralism dialogue (RPD). The finding was that for more than 
half of the participants, a critical aspect of creating proper (proper is according to their 
discernment) relationships with God, self, and others for the participants is having a 
respectful pluralism dialogue at work. Respectful pluralism is when one can still express 
spiritual, religious, political, cultural, and other commitments with either cooperation 
or conflicts at play (Hicks, 2002, 2003). These managers and employees often used SQ to 
access spiritual knowledge to serve others, not themselves. The RPD is like a spiritual 
intelligence conversation where SQ conversations “offer people a way to get at a deeper 
motivation” (Wigglesworth, 2013, p. 445). For many, RPD is a specific faith-at-work expe-
rience that entails giving and getting mutual respect without necessarily agreeing with 
various viewpoints, thus applying intelligence for spiritual knowledge. In Long (2022), 
Theodore, an IT financial manager, explained,

I practice my faith without expecting others to practice a faith. . .if asked, I tell them facts and do 
not proselytize. In turn, they proffer their faith experiences as a way to relate. You want the Holy 
Spirit to work like flowers. You cannot force a flower to open; it has to open at its proper time and 
season (p. 136).

Another example of this type of SQ in motion is Griffin, a semi-retired sole proprietor 
consultant, who explained that the RPD process is:

Being a good witness is being obedient to serving all. Serving Christ through sharing the gospel and 
serving Christ is following the Great Commission. The Great Commission refers to several passages 
in the Gospel of Matthew, where Jesus Christ urges his apostles to make “disciples of all the nations” 
and “baptize” them. I know better now how to do this from when I was a new believer. I learned it 
is not about me driving others; it is honing, in the sense of trying to draw people out and allowing 
the wooing of the Holy Spirit to be the driver, not your personality (Long, 2022, p. 137).

Also noted by Long (2022) was the motivation of positive reciprocation in spiritual intel-
ligence interactions. For example, Joyce said, “I would like them to be helpful back to 
me and not be rude and you know shut me down,” and “In my life as a Christian, I 
always want to treat others as I would like them to treat me” (p. 137). Amrit, a man-
agement professor, said: “I believe in reciprocation with colleagues, when I am good to 
them, and in return, they also exchange back to me” (p. 137). Furthermore, Eve, a new 
manager, expressed her SQ in motion in the RPD process, stating, “trying to be able to 
understand where people are coming from, maybe seeing it from their perspective. 
But ultimately, just trying to connect with them and handle differences with respect” 
(p. 137). The respectful, pluralistic attitude and an RPD can also promote SQ freedom, 
as Theodore said:
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If someone had a question or people asked what I did over the weekend, I mean, church comes 
up. . .being a Cantor is a big part of my life outside of work. Your attitude promotes freedom with 
faith at work.  .  . you respond when asked; you do not initiate the conversation.  .  .people prefer 
when they can lead the conversation about faith. Again, you want the Holy Spirit at work (p. 137).

A unique type of SQ conversation or RPD as SQ in motion, occurred when Miriam, a 
Senior VP Wealth Advisor, used the greeting, “Shabbat Shalom” at work, meaning “What 
is [the state of] your peace?” (which she learned from the Mussar study of character 
traits and intentional soul-work) to address others’ SQ in motion respectfully.

These multiple examples inform scholar-practitioners and enlightened organiza-
tions about how employees and managers attain spiritual knowledge to have proper 
relationships with God, self, and others and to serve others using SQ in motion prac-
tices and tools. Miriam best summarized it as, “Sitting in front of my computer and 
taking yet another phone call will not change my life, but taking care of myself [via 
soul-work] might change someone else’s life if I can handle them better” (Long, 2022, 
p. 138). Respectful pluralism dialogue, or an SQ conversation, is one of many possible 
faith-at-work tools to access spiritual knowledge. [For further details on all the tools, 
refer to Table 24 FAW Tool Types, an Example, and a Reason and Appendix M FAW Tools 
by Type – Quotes, Examples, and Reasons in Long, 2022].

Dynamic Process and SQ Development

The faith-at-work experiences and SQ in motion, such as spiritual discernment and 
spiritual exercises, may not necessarily occur in a single instance but as part of a con-
tinuous process like knowledge management. In Long (2022), the faith-at-work mega-el-
ement 4.0 dynamic processes included real-life examples of developing spiritually 
(including spiritual intelligence) at work, reaping “fruits” from how people treat others, 
and using theological and moral virtues as well as character strengths. Focusing on how 
employees and managers develop spiritually, some regarded it as a personal commit-
ment and a responsibility to others. For example, to continuously develop SQ, and thus 
SK, sole-proprietor, Griffin keeps a daily Day-Timer journal and uses Post-It notes for his 
weekly prayer lists because he stated, “everyone needs nourishment through the Word 
and through prayer time and other things. . .what I am referring to is spiritual develop-
ment,” and “it is kind of a command not just to be served, and be the caterpillar,” refer-
ring to a spiritual lesson not to let yourself conform to the world but to be transformed 
by seeing the world from God’s perspective. His reasoning for this continuous spiritual 
development was: 

I grew up with my, my dad. . . he is, it was a teacher. My mom’s side of the family was all teach-
ers. . .that was kind of in my blood, you know, you teach somebody how to fish, not throw them a 
fish (p. 139)
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Spiritual intelligence development occurs in other ways; for example, Jacob, who is in 
military ministry and a psych/health technician, said:

God uses small moments, maybe 20 to 30 minutes. . . of prayer and meditation, and I find I have 
what I need to endure the responsibilities that come along.  .  . which ensures I can complete the 
business and give everything else to my family (p. 139).

Miriam, Senior VP, realized how her spiritual intelligence development can uninten-
tionally affect others at work:

Well, people watch what you do. .  .sometimes, I feel guilty. I prioritize [she leaves the office at 3 
PM on Fridays for Shabbat]. Those things are essential to me.  .  .I did not realize that it inspires 
others. . . [my assistant] sees that a working mom, uh, is a mom who works [and develops a strong 
faith] (p. 139).

On the other hand, Amrit is intentional about his SQ development by keeping a faith-at-
work tool, a world globe, on his desk because he believes that “the world is a family” and 
the globe is a constant reminder of developing his faithfulness. The reason, he stated:

Not just for oneself but to be good to others. Being Indian, we have a collectivist approach to spirit-
uality.  .  .beliefs are molded by parents, society, or community teaching religious values. Faith is 
a part of the culture. . . That is the most challenging thing in India to manage. . .people’s faith at 
work. . .but being a professional, you try to break away from some workplace rules (p. 140).

We are developing SQ, whether deliberately or instantaneously for oneself, inten-
tionally or unintentionally, to impact others is a dynamic nature of SQ in motion. In 
summary, this section recognized examples of faith-at-work practices, tools, and the 
dynamic nature of SQ in motion, and the next section moves from developing SQ for 
individual spiritual knowledge (SK) to the relationship between individual and organ-
izational SK. 

Section 2: Employees’ Spiritual Knowledge (SK)  
in Motion Shifting Organizational SK
The second central understanding in this chapter is that in addition to dynamic spiritual 
intelligence as noted by people’s faith-at-work practices and tools, the place of work, or 
the environment, supports and potentially shifts spiritual knowledge (SK) to develop 
spiritual intelligence. Recall that SK is the third component of the triple helix of knowl-
edge. This intangible asset provides possible answers to life values, aspirations, motiva-
tions, and ethical principles even while at work – one naturally shifts and moves along 
a spectrum of SK manifestations (Bratianu, 2015). In the Long (2022) study, a shared 
experience to access spiritual intelligence was activating individuals’ and the organiza-
tions’ SK in motion through consciously integrating environmental factors and creating 
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the “right” environment for oneself or others’ faith at work. “All people in the FAW: 
PPPT study recognized, to various degrees, their need for and the effort to create the 
right FAW environment for themselves or others” (Long, 2022, p. 144).

In the study, the employees and managers took photographs of their faith-at-work 
workplaces and wrote a five-day journal. During the semi-structured interviews, they 
shared these, divulging their practices, tools, and working environments in visual, 
written, and verbal detail. Additionally, they were asked to read and reflect on a one-
page summary of Miller and Ewest’s (2015) four FAW frameworks  – Faith-Avoiding, 
Faith-Safe, Faith-Based, and Faith-Friendly. The descriptions of the four frameworks 
were by the organizations’ levels of religious accommodations, formal policies, and 
fatal dualism parameters [see Long, 2022, pp. 231–232, for the details]. Participants 
described their work environment experiences compared with Miller and Ewest’s 
(2015) four frameworks and indicated the most accurate depiction of their workplace. 
Monty, an interim CFO for a synagogue, pointed out that:

I have been on every end of the spectrum there. I have been where you can, you know, practice 
your faith freely, and I have been at the end of the spectrum where once you tell them what your 
faith is, nobody wants to, and you become the pariah (Long, 2022, p. 144).

The experiences varied by location, resulting in 14 different FAW frameworks, as pre-
sented and expanded upon below.

In the study, the fifth faith-at-work mega-element was “Creating the right FAW envi-
ronment for oneself,” and the corresponding first sub-element was “Dualism” due to the 
employees’ and managers’ restrictions for compartmentalization of their tri-identity 
(mind, body, spirit) at work. Employees and managers explained ways personal and 
organizational cultural consciousness levels were shifted. They addressed dualism by 
various methods, identified in the study as additional sub-elements, including adapt-
ing one’s FAW to the workplace, changing the workplace to adapt to one’s FAW, reduc-
ing FAW barriers or expanding the potential for FAW at the work location, and fusing 
multi-dimensions into a single FAW framework (Long, 2022). They accessed individual 
spiritual knowledge and even shifted organizational spiritual knowledge, as demon-
strated in the following real-life examples of SK in motion.

Dualism

Sometimes deliberate or coincidental dualism requires people to compartmentalize 
their tri-identity at work. For some people in Long’s (2022) FAW: PPPT, their work envi-
ronment requires a “professional image,” separating or diminishing a part of their whole 
self. For example, all the higher education professors in the study deliberately omitted 
any faith-at-work artifacts at the work office, and some purposefully were indirect 
about their spiritual knowledge due to fears of being atypical, discriminated against, or 
excluded from opportunities or relationships. Eve, a new manager,  deliberately lacked 
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any personal items in her work environment because of the teasing and sarcasm, such 
as, “Oh, do not say anything around the Christian girl.” She, therefore, decided: “I accept 
the teasing and sarcasm to avoid problems, and I have to separate some parts of my 
faith from work. I am younger and female among mostly male older managers, so I also 
do not want to look for other excuses to lose credibility. . . feels safer and less vulnerable 
by not sharing my whole self at work” (p. 145).

Not all dualism is from the immediate work environment; as Adeline mentioned, 
“The country of France is secular, and therefore, we are not to make our faith known” 
(p. 145). Even as a Spiritualist-Minister-Medium and a professor in higher education, 
Adeline’s academic professional environment prohibits any inclinations of spirituality 
or faith. Another difference in how dualism can impact spiritual knowledge is whether 
there is a corporate versus a sole-proprietor work environment, as Griffin stated:

Spirituality at work was much more limited and restricted when I worked for a major pharma 
company in the Chicagoland area. People want to be open about their faith at work, but the sub-
jects never get brought up because of not good reasons, fear, not wanting to offend somebody or 
all different reasons (p. 145). 

However, not all people accept dualism or compartmentalizing their faith-at-work by 
using spiritual intelligence to create SK in motion for their whole self at work, such as 
adapting their faith-at-work to the location, changing the work environment to adapt 
to their faith-at-work, reducing barriers or expanding potentials for faith-at-work, 
and fusing the environmental dimensions within their faith-at-work framework as 
explained below.

Adapting One’s FAW to the Location

Some people choose to adapt their faith-at-work to the work location or a real-life 
example of SK in motion to access spiritual intelligence (identifying and organizing 
skills needed for the adaptive use of spirituality). From Long (2022), Monty explained 
that when he:

works in the synagogue’s administrative offices, you will not notice that you are in the building of 
faith. What separates us from a downtown office is that we have that sanctuary. I work in a very 
spiritual place. . .; you are rising into a place of holiness. . . . You walk into a religious setting; you 
follow the rules. You still feel that way [in the administrative office], although the finance depart-
ment does not require it, “I do not want to bring anything that’s not considered holy into a holy 
building, so I am making sure that everything I bring in has a hechsher on it (p. 146).

Another example of adapting faith-at-work to the work location, or a real-life example 
of SK in motion, was when Griffin worked in a corporate setting and organized a volun-
tary “faith experience” lunch discussion group to give his staff time to talk safely about 
stressful issues using their SK. However, the company required “positive dualism” 
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where the name of the discussion group had to be “very general so, it was ecumeni-
cal.  .  ., non-denominational, but also it did not necessarily have to be Christian,” said 
Griffin, “we did not want to be imposing or think that there was any gain whatsoever in 
attending something like that. Obviously. . .you do not want to show any partiality, and 
you do not want to make people uncomfortable.” (p. 146)

Adapting faith-at-work to the environment, as in these examples, made SQ accessi-
ble to create the SK in motion and to flourish in the workplace.

Changing the Work Environment to Adapt to One’s FAW

On the other hand, sometimes changing the work environment to adapt to one’s faith 
at work is another way to access SK in motion. As Amrit, a management professor, 
explained, workers in India are more apt to change their workplace to fit their faith-at-
work needs. Otherwise, the employers must adapt to the workers (Long, 2022). Specifi-
cally, Amrit stated:

People will be motivated primarily to stick with their faith system rather than be very loyal to 
organizations. . .if it [the organization] is crisscrossing in their faith system. They [the employees] 
would probably prefer to be with their faith rather than the organization. Essentially, faith drives 
them [team members], what they do, and how they do it; in India, the organizations cannot afford 
to have Faith-Avoiding FAW frameworks, right? Because it will not work. Faith affects productivity, 
but workers do not care; people prefer to leave organizations if it conflicts with their value system 
or faith (p. 147).

Within a “faith culture” such as this, Amrit explained how he changed his physical 
office environment to access SK to increase SQ. He said:

I propose that why can’t we have a meeting outside? Let us not sit in a room. Let us go outside. We 
have a beautiful campus here, and it is very spacious. Let us sit somewhere and then do it. I prefer 
to be with it [spiritual elements] and see nature and spirituality connect (p. 147).

Pushing the boundaries of the work environment to shift SK in motion is possible, as 
seen in Amrit’s situation. A spontaneous example of shifting SK in motion was during 
our semi-structured interview when Kia, a Human Resources consultant, realized that 
her current job’s faith-at-work framework was ultimately “faithless.” She exclaimed, 
“That is sort of shocking, surprising to me to read these [Miller & Ewest’s (2015) frame-
works] and, go, oh, boy, it [faith] is just not important, it is not, not part of the frame-
work [at this current job],” and decided at that moment, “I should pray for another job,” 
(p. 147) and discussed how she could change to a new job. On the other hand, some 
people plan faith-at-work environments to access a desired level of SK, to grow SQ and 
shift their consciousness levels from ego to soul. In Long (2022), Monty displayed his 
faith-at-work pictures of Jerusalem on his work desk because, he said:
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Jewish people longed for their capital for so long, and one of my dreams growing up was to work at 
a synagogue. Jewish people’s prayers were answered about the return. However, my prayer about 
returning to the temple and religious life was also restored.  .  .working for a temple fulfilled his 
[grandfather’s] goal of me being part of the Jewish world and that I would continue to grow in my 
Jewish identity (p. 148).

Reducing Barriers or Expanding Environmental Potentials for FAW

Deliberately planning or spontaneously changing the work environment can deepen 
faith-at-work experiences and opportunities for SQ and SK in motion. Most employees 
and managers in Long (2022) choose to either reduce barriers or expand the environ-
mental potential for faith-at-work with various methods. Examples include Pat, a pro-
fessor in higher education, who realized that:

Learning about [my] coworker’s religious views and practices made me feel closer; when I opened 
up, he opened up too. . .including aspects of atheism into the assignment allowed my worldview to 
be a part of my workday. I just felt like it was more inclusive, and I think that not only did it make 
me feel more included in the work I was doing, but I also hoped that it might feel more inclusive to 
students who do not practice a religion (p. 148).

For Griffin, incorporating online meetings reduced his faith-at-work barriers by increas-
ing access to SK in motion as well as the potential for SQ, as he stated:

In the previous corporate setting, we had that separation dualism, which does not exist now [using 
virtual meetings]; we can talk freely about Bible study. There were natural barriers in the work-
place, but the Holy Spirit is working on this (p. 148).

Changes in the financial industry expanded the potential for individual SK in motion, 
and perhaps organizational SK in motion itself, according to Miriam, by providing 
Wellness Rooms for prayer, meditation, or rest, employees can access SK and develop 
greater SQ. She compares this to a time when, “in the heyday of the financial industry, 
they brought strippers into the office for people’s birthdays! . . . We now have a Wellness 
Room at the office, and anybody [non-denominational] who wants to use it can [for 
faith-at-work]” (Long, 2022, p. 149). Miriam’s journal described how the right faith-at-
work environment evolved slowly over time, impacting both her and others’ SK, thus 
leading to organizational SK shifts. She wrote:

The weekend is here, and so are all the positive thoughts that come with nearing the end of the 
workweek. However, I have an additional layer that veils my Friday thinking. . .my assistant knows 
to look at my calendar on Friday and not to schedule anything after, like, two. It did not use to be 
this way. It was like, “Where is she going?” and I was like, “It is Shabbat!” However, now, they, over 
the years, just turned the other way where they are like, “Hey, it is three o’clock; why are you still 
here?” She would like to shoo me out the door (p. 149).
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Miriam’s assistant and others, including the organization, now know, acknowledge, 
and support specific efforts to access SK and increase SQ by respecting her needs. The 
changes occurred over time to reduce barriers and increase the potential for faith-at-
work, SQ, and SK in motion. Reflecting on these efforts, Miriam shared:

Twenty years ago, I do not think I would have done the work on myself that I do now. . . I certainly 
would have cared more about what other people think. It took me 10 to 15 years; I have been doing 
it for 30 years. It took 10–15 years or more to create this [FAW] work environment (p. 149).

In comparison, Theodore worked with other IT managers to directly expand the poten-
tial for the right faith-at-work environment to include opportunities for SK in motion 
because he said, “We wanted to help reduce the horrible compartmentalization at 
work. . .so we can talk about work problems and non-work-related stuff. . .and get time 
off to do personal [spiritual development] research projects” (Long, 2022, p. 149).

Lastly, Griffin’s call to action for organizational leadership highlights the impor-
tance of making timely environmental barrier reductions or enhancements for SK in 
motion: 

There are opportunities at the management level, as mentors, to establish safe relationships and 
create physical and psychological surroundings for FAW. There are many ways you can demon-
strate and build relationships. However, you know, all of them revolve around serving others. As 
you get closer to retirement, there might be less opportunity (Long, 2022, p. 150).

Fused Environmental Dimensions in the FAW Framework

When the Long (2022) study participants assessed and described their current FAW 
organizational framework, using the Miller and Ewest (2015) framework as a reference, 
most fused various environmental dimensions to describe the situation and its effect 
on SK in motion, dimensions included country culture (e.g., Midwestern U.S.A, France, 
India, Swiss-based, and Japanese-based), company structures such as ownership, their 
specific work department, and their job or role. [See Long, 2022, pp. 269–275 for more 
details.] One real-life scenario was Jacob, who worked at a “Faith-Avoiding” military 
organization and yet had a “Faith-Safe” job/role so he could use his SK and SQ to help 
others. He explained: 

I was a Psych Tech; my job was never proselytizing, so I never did. [I was] to provide tools to deal 
with cognitive distortions from the [military environment] uncertainty and help them to take care 
of themselves holistically.  .  .accessing body, mind, and spirit activities.  .  . [including] Faith-Safe 
medical care routines that do not cross inappropriate boundaries (p. 151).

Theodore, an IT Finance manager, described the environmental dimensions that 
affected his company’s FAW framework and how the company and departmental SK 
affected his ability to use SQ: 
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The entire corporation is Faith-Safe. However, the department in the Midwest U.S. is isolated; our 
management is hands-off from the company in India and is closer to Faith-Friendly. I follow faith 
practices within my department more than others but never get pushback for my faith (p. 152).

Pat, who said that she only knows “a small part of the large organization,” defines the 
FAW framework and SK in motion as:

Somewhere between the Safe and Faith Friendly with Faith-Tokenism, they follow the law. . . have 
spaces for self-directed faith practices, and are undoubtedly inclusive of various things. . .they also 
tokenize the more obscure, cultural, and religious practices and encourage non-mainstream Faiths 
(p. 152).

Also, in the Long (2022) study, changes in a company’s ownership affect the FAW frame-
work, creating a faith-at-work environment for enhanced SK in motion. Theodore 
explained that “the previous owners were Faith-Avoiding definitely.  .  . their God was 
money, definitely wealth. The current business owners are more aware of and have 
more communications around cultural diversity including religion” (p. 152). 

A “family” company culture, as both Joyce and Eve described their organizations in 
Long (2022), created FAW frameworks and SK in motion that were “Faith-Friendly with 
Avoid Litigation” and “Faith-Fragile,” respectively. Both felt affection for their compa-
ny’s family culture but acknowledged significant differences in the organizational SK. 
Eve described her workplace as:

We come from different backgrounds. This is a Japanese company, so there are all different types of 
cultures represented in our workforce. . . it is a dysfunctional family that I love and consider part of 
a work family regardless of their background and beliefs; I love our differences (p. 153).

Eve said the “family” company culture translated to a FAW framework “based off of the 
work itself, [with the] people excluded, it will be more Faith-Safe.” However, when she 
included the people, it changed the environment and even the level of organizational 
SK to “Faith-fragile”. She explained:

I think specific individuals within a department, though, can make it not feel Safe. However, it is 
not Faith-Avoiding either because it is like being attacked by being made fun of. You are being put 
on a show in front of the department and made to feel less than for believing what you do, which 
I do not believe is appropriate.  .  .technically, you could say people are being harassed. It is one 
person getting away with it, which impacts the environment. . . you feel fragile or vulnerable. You 
feel like by exposing yourself, you are going to be attacked (p. 153).

On the other hand, for Joyce, the FAW family environment was supportive: 

We are a family. We care for each other. We are a large company, and we must be cautious; we want 
to avoid litigation. . . the only thing in the Faith-Safe framework that goes along with our company 
is that they avoid litigation, which is understandable. I am thankful they always think of our safety 
and security. . .what it does to keep our employees happy and make our job easier (p. 153).
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Joyce’s company encourages SQ development to enhance SK in motion and personal 
consciousness levels. The FAW framework allows her freedom to discover SQ. She 
explained a faith-at-work tool on her desk:

My company would never interfere with how I feel about my faith. . . and gives me time throughout 
my day to reflect on Who I am. I feel very positive about how I can feel and express my thoughts. I 
am in the right place. I am in the right company. I am in the right job. Moreover, that never leaves 
me. . . . Our company wants us to interact with our customers during work hours. . . . It encourages 
us to be so entuned to the wants and needs of our people, but also outside, outside the box, outside 
the hours to continue to be that way with our customers; it [the FAW tool] just reminds me that our 
customers bless us (p. 153).

These real-life examples of employees and managers fusing environmental dimensions 
of faith-at-work and SQ and SK in motion remove abstraction. The last portion of this 
section discusses how “the place”, the work environment, is significant to spiritual 
knowledge management by using three aggregated figures that will be applied to prac-
tical organizational design opportunities in the final section of the chapter.

Places, Plus More Frameworks

In the previous sections, the “who”, the employees and managers who experienced 
faith-at-work, demonstrated their spiritual intelligence and knowledge in motion 
through details of the “what” or spiritual tools, the “how” or spiritual practices, and the 
“where” or the FAW framework places. The Long (2022) study brings to life the com-
plexity of developing SQ and accessing SK at work. The following three figures from the 
study further simplify abstractions for organizational planning and design purposes. 

First, Figure (7.1). The External to Internal Context Matters demonstrate that the 
study participants acknowledged how their faith-at-work environment consists of mul-
tiple layers, including the most external context (Country) to the innermost internal 
self-perspective (Personal). The research confirmed that the context makes a difference 
when understanding the faith-at-work environment for spiritual knowledge manage-
ment purposes. 

One example, noted by Amrit working in a collectivist environment, labeled his 
FAW framework as both a “Faith-Culture” and a “Kind-of Faith-Friendly” company 
because his organization responded to the workers’ values and faith practices rather 
than the workers needing to respond to the organizational business principles. He said, 
“Indian faith is known to the world; many different faith systems in India affect the way 
people work; faith affects productivity, but workers do not care [about the productiv-
ity]” (Long, 2022, p. 198). 

Secondly, Figure (7.2) A Spectrum of Faith and Work Organizational Frameworks 
from Zero to 13 displays the 14 FAW frameworks from the study. This demonstrates the 
range of possible frameworks using the foundation of Miller and Ewest’s (2015) four 
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 orientations, plus the added complexity from real-life experiences. The framework 
names come from In-Vivo and Themeing-the-data codes in Long (2022). 

Country

Company

Department

Program

Role

Personal

Figure 7.1: The external to internal context matters.
Source: Long (2022)

0. Faith-Less
 1. Faith-Avoiding
  2. Faith-Fragile
   3. Faith-Based
    4. Possibly Faith-Comfortable
     5. Faith-Steward
      6. Faith-Safe
       7. Seeking Faith-Safe; somewhere between Safe and Friendly with Faith-Tokenism
        8. Faith-Safe with Faith-Approachable Services
         9. Closer to Faith-Friendly than Faith-Safe
          10. Faith-Friendly with Avoid-Litigation
           11. Faith-Friendly
            12. Faith-Friendly Kind-Of Organization
             13. Faith-Culture

Figure 7.2: A spectrum of faith and work organizational frameworks from 0 to 13.
Source: Long (2022)

Then, Figure (7.3) Graph of Fourteen FAW Frameworks is a simple graphical  illustration 
of the spectrum in Figure (7.2), including all the FAW organizational frameworks, 
ranging from zero (Faithless) to 13 (a complete Faith-Culture), totaling 14 frameworks 
shown together. This representation of the 14 frameworks is also based on Miller and 
Ewest’s (2015) criteria of religious accommodations, formal policies, and fatal dualism 
but expanded by actual, real-life experiences. [For detailed descriptions and evidence 
of the extended frameworks, see Long, 2022, pp. 269–275.] 
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According to Long’s (2022) research, context matters and for spiritual knowledge 
 management is relatable to Dubow’s (2013) contemplation about why context matters:

We must consider the author’s and audience’s context in our exegesis whenever we read, inter-
pret, and apply scripture. We do this . . . to faithfully understand and learn from them. . . When we 
take the time to seek out and understand context, the text becomes alive, vibrant, effective. . .and 
valuable for teaching, rebuking, correcting, and training in righteousness. (2 Tim 3:16) (para. 10)

Correctly understanding employees’ FAW’s context is also critical to understanding SQ 
and SK in motion experiences. Thus, the real-life examples and the three figures, (7.1) 
The External to Internal Context Matters, (7.2) A Spectrum of Faith and Work Organiza-
tional Frameworks from Zero to 13, and (7.3) Graph of Fourteen FAW Frameworks can 
help scholar-practitioners to build operationalized definitions of SQ and SK at work 
for their organizations. To make a more accurate assessment of each situation, schol-
ar-practitioners may examine or question the external context of the entire company’s 
cultural, historical, and geographical background, as well as the internal context of the 
employee of their department, program, role, or job. The Long (2022) conceptual models 
do not claim that all these frameworks would replicate. However, they ask scholar-prac-
titioners to consider the provocative knowledge and practical applications because “the 
workplace is the dynamic context in which people express themselves and strive for 
their fulfillment” (Bratianu, 2015, p. 14).
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Figure 7.3: Graph of fourteen FAW frameworks.
Source: Long (2022)
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Section 3: Spiritual Knowledge Management (SKM) 
and Human Flourishing (HF)
This section explains a Spiritual Knowledge Management (SKM) strategic model derived 
from the previous findings that promote letting people develop their spiritual intelli-
gence (SQ) and access spiritual knowledge (SK) and being able to respond skillfully in 
real situations by studying and practicing spiritual skills at work. Ideally, as the indi-
vidual SKM changes, the organizational SKM changes too because the organizational 
consciousness will grow like personal hierarchical needs grow (Barrett, 2015). 

The proposed model responds to the researcher’s call for better ways to integrate 
workplace spirituality as a human resource offering (Moll, 2022). The model highlights 
human flourishing (HF), in contrast to human resources (HR), and is a practical design 
from the Long (2022) empirical study. Current Human Resource Development (HRD) 
processes lack the element of spiritual intelligence, and “HRD programs need to be 
re-designed and consideration of employees entire being (mind, body, and spirit) would 
create a climate for the holistic flourishing of the employees” (Poole, 2009, as cited by 
Ahmed et al., 2016, p.  70). The proposed SKM model embraces faith-at-work experi-
ences, including spiritual intelligence growth and spiritual knowledge attainment, as 
a consciousness perspective of human flourishing. Scholar-practitioners can revisit HR 
from this consciousness perspective using the faith-at-work experiences as SQ and SK in 
motion to support employees’ and managers’ ability to flourish at work. 

This section contains specific ways companies can design these human flourishing 
(HF) strategies, processes, and roles to affect the necessary organizational conscious-
ness growth from survival to unity (Barrett, 2015) to support spiritual, emotional, and 
rational knowledge management. Consider the following findings from managers and 
employees in Long’s (2022) FAW: PPPT study. First, they often defined a locus of control, 
like positing a spiritual force of will more significant than one’s own, such as God’s. 
Evidence from Long’s (2022) study shows that, but is not necessarily generalizable for 
all people, whether at home or work, in a post-materialism view, “we are free to posit 
a spiritual force driving the evolutionary arc of life” (Grosso, 2019, as cited in Long, 
2022, p. 176). Notable, too, is the importance of personal and organizational fulfillment 
of purpose at work; both personal and organizational consciousness affect positing a 
locus of control and purpose fulfillment. One of the six mega faith-at-work experience 
elements, spiritual discernment, and the associated SQ in motion real-life examples, 
were part of accessing one’s locus of control and spiritual forces of will (Long, 2022). 
Secondly, as shown in the study, the holistic spiritual exercises, the third mega-element, 
support cultivating spiritual discernment by creating proper relationships with God, 
self, and others. However, a micro-element called “suffering and testing during chal-
lenges” could occur when employees and managers pursue faith-at-work or spiritual 
knowledge and intelligence in motion. These challenges included fear of being atypi-
cal, experiences of discrimination, or exclusion from opportunities and relationships 
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due to bringing their whole self to work, including faith. They revealed that employees 
need support at work to develop SQ and access SK to avoid or reduce the suffering 
and testing experiences (Long, 2022). Third, as noted in the study, faith-at-work experi-
ences utilizing spiritual intelligence and knowledge can be life-changing. At least three 
crucial mechanisms support successful changes: a rational framework for SK and SQ 
to make sense of the environment, an understanding community to support ongoing 
SKM practices, and a mentor or faithful advisor (Vaughn, 2002). A spiritually intelligent 
workplace provides these mechanisms to allow people to flourish. 

Although not necessarily easy, realignment of organizational consciousness, strat-
egies, structures, and processes is possible with a better understanding of employees’ 
spiritual forces of will, need for purpose fulfillment, reduction of suffering and testing 
in faith-at-work, and the mechanisms for spiritually intelligent workplaces as Vaughn 
(2002) describes. The following three sub-sections, HF strategy, HF structures, and HF 
processes, detail a path for these changes and are practical applications intended for 
implementation by organizations pursuing SKM. Long’s (2022) FAW and HF model, 
where the faith-at-work experiences include SK and SQ in motion, illustrates the strat-
egy, structures, and processes that could move traditional HRD from a transactional to 
a transformational perspective. 

HF Strategy

The proposed model reveals linkages between faith-at-work (and SQ and SK in motion) 
and human flourishing as an operational strategy. See Figure (7.4) FAW and a human 
flourishing (HF) Strategy. In addition, the model addresses the call for creating “a struc-
ture and culture in which leaders and followers can respectfully negotiate religious and 
spiritual diversity” (Hicks, 2002, as cited in Long, 2022, p. 193).

Figure 7.4: FAW and a human flourishing (HF) strategy.
Source: Long (2022)
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As noted in the Long (2022) study, the rationale for the model is that faith-at-work expe-
riences involve a variety of SQ and SK in motion practices and tools (e.g., prayer and 
meditation), and these practices embrace certain faith-at-work and spiritually intelli-
gent characteristics of an individual, such as caring about others or compassion. When 
employees develop spiritually, referred to as “soul-work”, it creates opportunities for 
human development and personal transformation. The key driver is that the organi-
zation lets these changes happen for non-materialistic reasons and the common good. 
The faith-at-work, SK and SQ in motion experiences distinguish what is truly valuable 
to the employees and managers in their day-to-day work (by the interdependence of 
their physical and non-physical worlds in ways that provide meaning and purpose). 
As people work together, they share their spiritual experiences and are involved in a 
human flourishing process (whether consciously or not). Over time, the organization’s 
culture develops and transforms along with the people, as demonstrated in the previ-
ous sections, and these changes occur because a deliberate HF strategy is inclusive of 
non-materialistic reasons and for the common good. A looping, continuous HF strategy 
reinforces faith-at-work, spiritual intelligence and knowledge experiences, and the con-
tinuous experiences reinforce the HF strategy in a hermeneutical circle (Long, 2022). 
Optimally, moving the organizational consciousness from a survival mode (ensur-
ing physical or economic survival) to a unity mode serving humanity and the planet 
(Barrett, 2015) and becomes a virtuous learning organization. 

HF Structures

Organizational strategies require operational structures, and the following HF struc-
tures support the proposed HF strategy. First, the potentially enlightened organization 
needs to be self-aware of its current culture and FAW framework (or lack thereof) to 
determine the potential for transforming an HR to an HF strategy that embraces spiritual 
knowledge management and is intrinsic and non-materialistic for the common good. 
To assess the possibilities for creating an HF strategy with SKM, the organization can 
identify its current position on the Spectrum of Faith and Work Organizational Frame-
works previously shown in Figures (7.2) and (7.3) from “faithless to a faith-culture”. 
The  Spectrum of Faith and Work Organizational Frameworks oversimplifies the range 
of possibilities but is based on real-world inputs and is one starting point. [Refer to 
Long, 2022, Appendix K – FAW Frameworks with Environmental Factors by Respondent 
Quotes for additional details]. Next, consider using Barrett’s (2015) cultural assessment 
mapping personal, current culture, and desired values because the most successful 
companies are “able to operate from the full spectrum of consciousness and have a high 
degree of values alignment” (p. 266). Note that SKM in the workplace requires more 
than material changes in policies and procedures but may require a conversion of the 
organization’s assumptions, beliefs, and values (Gull & Doh, 2004). To make conceptual 
changes and reduce any profound ontological barriers to the idea that HF and SKM may 
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be of value to the organization may pose a conflict for many organizations. Creativity is 
needed. Creativity is the flexibility with which one can think about a component of an 
ontological category in the context of another ontological category (Chi, 1997). Creativ-
ity can help companies “shift across” ontological categories or “re-represent” a concept 
from one ontological category to another (Chi, 1997). Therefore, when an organization 
is self-aware of its current faith-at-work framework and culture, it may turn to creative 
organizational development integrated strategic change processes such as Worley et 
al.’s (1996) to determine appropriate organizational goals and methods enabling SKM 
and consciousness.

Roles

Well-defined roles, such as a chief spiritual officer (CSO) and organizational spiritual 
consultants and coaches (OSC), can lead and operationalize the strategies and struc-
tures. These roles specifically address the suffering and testing in FAW experiences 
mentioned earlier and lead SQ development by techniques such as respectful spir-
it-sharing and accepting diversity of thought through RPD and SQ conversations. To 
better understand individualized employee needs, OSCs can use SKM transformational 
tools, such as a voluntary FAW-IQ or SQ assessment, to identify individual and organi-
zational SQ acedia and growth (Long, 2022). Additionally, they guide the following HF 
dynamic development processes. 

HF Processes

To begin with, these HF processes are based on Long’s (2022) fourth mega-element, 
faith-at-work as dynamic processes, and the corresponding sub-elements of spiritually 
developing, resulting fruits of how one treats others such as charity, joy, peace, patience, 
kindness, goodness, gentleness, commitment, and continency or self-control, and spe-
cific theological and moral virtues, and character strengths (Long, 2022). Another 
precept for the HF processes is from Wigglesworth’s (2013) notions of SQ development, 
where SQ is a natural movement of wisdom and compassion towards others, regardless 
of the context. Moreover, SQ coordinates different perspectives, transforms conscious-
ness, and teaches one to see the value of these qualities in others and oneself (Wiggles-
worth, 2013). The HF processes recognize researchers’ agreement that SQ can be devel-
oped; the development requires discipline, attention training, transforming emotions, 
and cultivating ethical behavior (Vaughn, 2002; Wigglesworth, 2011). Also, just as SQ is 
related to but different from other types of intelligence (e.g., IQ, EQ, or even physical, 
PQ) and may grow at different rates, SQ development may be related to but is differ-
ent from cognition, emotional, and moral development. Lastly, the HF processes accept 
that unmanaged emotional or ethical issues could interfere with SQ development, and 
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SQ first requires self-awareness. Therefore, the processes include formalized training, 
curriculum, soul-work, coaching, and everyday encounters for spiritual knowledge 
management because it is possible to “design and implement a spiritual actualization 
learning system within the organization” (Ahmed et al., 2016, p. 68). 

HF Training and Development (T&D)

The HF training and development (T&D) processes for SQ development stem from Long’s 
(2022) faith-at-work findings; for example, a common understanding by all people in 
the study is that faith-at-work is “how one treats others” (p. 140), and “requires that you 
put yourself inside somebody else’s moccasins with empathy” (p. 193). As well as from 
the aligned research where “SQ is the ability to behave with wisdom and compassion 
while maintaining inner and outer peace, regardless of the situation. . .behave is impor-
tant because it focuses on how well we maintain our center, stay calm, and treat other 
people” (Wigglesworth, 2013, p. 447). 

Notably, the employees and managers in Long (2022) made repeated conscious 
efforts to create the right environment for one’s faith at work by establishing common 
grounds with others through respectful pluralism processes. “Under the conditions of 
respectful pluralism, employees can express, to a significant degree, their religious and 
spiritual as well as political, cultural, and other commitments within the workplace” 
(Hicks, 2002, p. 392). They were inclusive while expressing their views; they learned 
about another’s views rather than just finding the lowest common denominator in 
their relationships. They participated in developing respectful, pluralistic relationships 
through dialogue, listening, sharing, other communication techniques, personal soul-
work, and character growth (Long, 2022). The HF T&D processes also include these 
because “scholars from various areas of leadership studies have argued that healthy 
organizational environments allow common ground to be built and that organizations 
can benefit from respectful, honest conflict (Hicks, 2002, p. 391).

Curriculum

The HF training and development curriculum enhances diversity, equity, and inclusion 
programs by utilizing some faith-at-work, SQ and SK in motion, 24 experience elements 
mentioned earlier, such as tri-identity (mind-body-spirit), spiritual discernment, and 
wholistic spiritual exercises. Four potential learning objectives and sample approaches 
for the curriculum are noted in Table (7.1) HF T&D Curriculum Objectives. 

Respectful pluralism dialogues and “spiritual intelligence conversations offer a 
way for people to get a deeper motivation than pay and promotions,” and “a spirit-
ually intelligent workplace offers a chance for people to live from their purpose and 
values, and to bring their best selves to work” (Wigglesworth, 2013, p. 445). Therefore, 
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a predominant part of the HF T&D curriculum is a relational and a wholistic spiritual 
exercise, the respectful pluralism dialogue, that develops proper relationships, as evi-
denced in the Long (2022) study. For example, a higher-education professor, Pat, noted 
that her epistemology of a scientific, material, and rational worldview was a “belief-in” 
or a “faith-of-sorts” in science and self and was her SQ premise. After journaling for a 
couple of days for the study, Pat decided to have an RPD or SQ conversation at work and 
then integrated her “faith” worldview into a work assignment, resulting in feelings of 
inclusion, finding common grounds with her coworkers, and accessing her “spiritual” 
knowledge. 

Table 7.1: HF T&D curriculum objectives.

Learning Objectives Sample Approaches

1 Understand individuals’ spirituality 
Type and unique spiritual expressions. 

Use the “Looking at Type and Spirituality” tool by Hirsh & 
Kise (2016), built upon the Myers-Briggs Type Indicator@ 
instrument, to guide individuals to understand their 
spiritual direction better and start common ground 
language for FAW and SQ. 

2. Manage stages of SQ development. Use the SQ21, a spiritual intelligence self-assessment, 
diversity-appropriate, and skills-based tool by Wigglesworth 
(2011;2013). This tool could also help discussions and 
development about SQ skills and behaviors based on 
powerful human motivators and success factors.

3 Create a workable spiritual exercise 
rhythm with the employee. 

Match Type and SQ levels and discuss relevant spiritual 
exercises. 

4 Discover how employers could support 
spiritual exercise rhythms.

Manage spiritual exercises within the existing 
environmental and work responsibilities and enhance 
spiritual care support with RPD.

Source: Long (2022)

Respectful Pluralism Dialogue (RPD) & Spiritual Intelligence (SQ) 
Conversations

Many people in the Long (2022) study found common grounds (i.e., being inclusive 
while expressing one’s views and learning about another’s) with respectful pluralism 
processes. Their life-long, faith-at-work and SK-in-motion experiences of developing 
respectful, pluralistic relationships resemble extended SQ development documented by 
their dialogue, listening, sharing, and other communication techniques as well as their 
soul-work (e.g., Bible study and Mussar training) and character growth. As exhibited 
by multiple real-life examples, many people tried to create the right environment for 
their faith at work using spiritual knowledge to establish common grounds with others’ 
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spiritual knowledge. The spiritually intelligent allowed the Divine to break through per-
sonally but regularly, not to convert a co-worker (Pierce, 2001). This portion of the HF 
T&D program intends to help people understand context, speak a language the other 
person understands, and notice each other’s spiritual intelligence. 

Practical Ways

Suppose the organization is not ready for new HF strategy, structures, or processes, but 
“finding common ground and practical ways of respectful pluralism.  .  .is a practical 
contribution” towards integrating faith-at-work (Long, 2022, p. 196). Inspired by man-
agers and employees who find simple approaches for SQ development and accessing SK 
in respectful, pluralistic ways are these three practical ways to inspire RPDs shown in 
Table (7.2) Practical Ways to Inspire RPDs. 

Table 7.2: Practical ways to inspire RPDs.

Practical ways Long (2022) Quotes

1. Individuals learn to ask this question and listen 
authentically to the answer.

“Shabbat Shalom”, or “What is the state of your 
peace?” (“Shalom, my friend: A host of meanings,” 
2010).

2. Individuals or employers use parts of the 
Mussar practice for developing character 
traits and doing intentional soul-work (Mussar 
Institute, 2020; Mussar Institute, 2021).

Intentional awareness comes from this practical 
approach [of soul-work]. Miriam recognized, 
“Sitting in front of my computer and taking yet 
another phone call will not change my life, but 
taking care of myself might change someone else’s 
life if I handle them better.”

3. Individuals or employers use an RPD technique 
to identify the essential supportive roles to 
create the right FAW environment. 

Griffin described an RPD by asking, “Who is your 
Paul, Who is your Barnabas, and Who is your 
Timothy? Meaning, who is your mentor, peer, 
and protégé? Timothy can be a protégé in either 
a business or a faith walk. Paul is a mentor, and 
Barnabas is a peer or small group of peers. 
Barnabas can be a good friend who shares an 
equal footing spiritually.”

HF Coaching

As noted previously, people are not static in their spiritual intelligence of knowledge, 
and “cultivating SQ seems to call for a commitment to some form of spiritual prac-
tice” (Vaughn, 2002, p. 26). Another HF dynamic development process that supports an 
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ongoing commitment is a voluntary coaching program called “As Wise as a Serpent and 
as Gentle as a Dove,” offered by the HF department OSCs to managers and employees. 
Moll (2022) notes, “Participatory design and a voluntary offering design is necessary 
for a moral and ethical implementation” (p. 209). Spiritual coaching is spiritual care for 
individual SQ development and a commitment to managing spiritual knowledge and 
rational and emotional knowledge at work. The coaches are trained business psycholo-
gists who expertly support ongoing psychological well-being and related SKM experi-
ences. The HF strategy and structures, along with processes such as the “As Wise as 
Serpent and as Gentle as a Dove” coaching program, support organizational SKM and 
potential spiritual transformations at work because if “spirituality infusions in modern 
organizations are to be successful, they must be introduced effectively and they must be 
well managed” (Hoover, 2007, p. 324).

Soul-Work

The following dynamic development process, soul-work, further contextualizes and 
operationalizes faith-at-work and SKM in an HF schema. Managers and employees in 
Long (2022) identified the fruits or moral actions (i.e., charity, joy, peace, patience, kind-
ness, goodness, commitment, gentleness, and self-control) of how one treats others, the 
theological virtue of hope, moral virtues of prudence, justice, and temperance, and the 
specific character strengths comparable to prudence, fairness, as well as transcendence 
as critical to faith-at-work and flourishing. A person’s theological and moral virtues 
and character strengths in Long’s (2022) findings stabilized their moral actions (i.e., 
fruits – something that inevitably appears on a healthy tree). These fruits are evidence 
of a flourishing employee. A new manager, Eve, best explained this as “things that I 
have learned, like the virtues I have, I try to exhibit within the workplace. Patience and 
love.  .  .helping and supporting others. If I had no faith, I probably would not exhibit 
those virtues” (p. 195).

Because “moral virtue is rationally guided. . . a state of character concerned with 
choice.  .  .people can train to possess moral virtues.  .  .  .” (Rocha  & Pinheiro, 2021, p. 
136). An HF dynamic development process called “The Fruits” is a voluntary soul-work 
program to develop moral virtues and character strengths. “The Fruits” reflect Long’s 
(2022) heuristic, where fruits are the effects of people living a life according to the spirit 
or the will of God, based on an axiom where the fruits of the Holy Spirit are the good 
habits, the virtues, and the good deeds that come from living as a child of God (Flader, 
2015). Thus, the objectives of “The Fruits” program are to support and develop specific 
moral virtues, actions, and character strengths as part of the overall spiritual knowl-
edge management system.
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Match Employee and Organizational FAW Frameworks  
to Optimize SKM

Recalling that spiritual knowledge integrates values and beliefs about life and spiritual 
intelligence addresses and solves problems of meaning and value, employees and 
organizations need to optimize the management of spiritual knowledge to enjoy long-
term success (Bolisani & Bratianu, 2018; Bratianu, 2015). To do inspired work and find 
meaning in the workplace and the work done, employees must align personal values, 
beliefs, and practices with the organizational value system (Barrett, 2005; Bratianu, 
2015). Additionally, “a company that has a strong alignment between the personal 
values of the employees and the organizational values, and the top ten values of the 
organizational culture covering all seven stages of organizational consciousness, will 
enjoy long-lasting success” (Bratianu, 2015 p. 16). Therefore, the final suggestion for cre-
ating a climate for human flourishing is to design additional HF dynamic processes that 
will match potential employee values and the company’s cultural faith-at-work frame-
works during the recruiting, talent acquisition, and onboarding processes. Through 
guided, candid conversations, or even the “Looking at Type and Spirituality” tool by 
Hirsh  & Kise (2016) and the SQ21 assessment by Wigglesworth (2011;2013) overseen 
by the OSC’s in the HF department, the intrinsic merits of considering the whole self – 
mind, body, spirit – would provide an opportunity to optimize SKM for both individual 
and organizational consciousness and growth. 

Summary
Faith At Work: People, Places, Practices, and Tools by Long (2022) demonstrates real-
life examples of developing spiritual intelligence and accessing spiritual knowledge, 
revealing the richness and significance of what people truly value in their lives at work. 
Managing spiritual, rational, and emotional knowledge is critical to scholar-practition-
ers, employees, and organizations because it addresses the meaning and quality of peo-
ple’s working lives (Bratianu, 2015). The explanations of faith-at-work via SQ and SK 
in motion enacting real-life spiritual tools, practices, and the places that impact indi-
vidual and organizational experiences contribute to the SKM literature. In addition, a 
deeper understanding of the faith-at-work empirical research with its familiar, similar, 
or unique experience elements across traditions – even secular ethical philosophies, 
assists the development of SKM theory and applications that favor the flourishing of 
humankind at work.

From a non-materialist paradigm, the SKM human flourishing strategy, structures, 
and processes presented in this chapter provide an upside potential to developing or 
expressing a person’s entire being – mind, body, and spirit. The diverse faith-at-work 
and respectful, pluralistic approaches to developing SQ and accessing SK in motion at 
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work allow shifting to a higher level of organizational consciousness or unity (Long, 
2022; Barrett, 2015). 

Much gratitude goes to the employees and managers in Long (2022) who whole-
heartedly shared their genuine faith-at-work, SK and SQ in motion examples, and 
real-life shifts in individual SQ and organizational SK to create suitable faith-at-work 
environments. Their experiences enabled the nuanced explanations of various FAW 
frameworks, leading to the development a practical SKM human flourishing model that 
can create value.
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Abstract: This chapter seeks to address the question of how human development can be 
shaped with wisdom pedagogy in higher education. Higher education is in the knowl-
edge business. As leading social institutions of higher education, universities share 
existing knowledge, do research with knowledge, innovate by combining knowledge, 
and create new knowledge. Moreover, most importantly, universities focus on devel-
oping human beings, human capital that is a vital part of intellectual capital. However, 
research on intellectual capital has highly ignored the role of the spiritual wealth that 
gives meaning to human actions. Spiritual capital is difficult to define, and it needs 
more understanding. It includes the value system of core values, such as a person’s 
responsible attitude, meaningful purpose, motivation, and passion. This chapter argues 
that the spiritual dimension of wisdom pedagogy needs more understanding. This qual-
itative research is based on educational literature and empirical data from fourteen 
Finnish Universities of Sciences. The findings underline the need for evolutionary ped-
agogies and wisdom pedagogy. The theoretical framework presented here shows the 
central role of the spiritual dimension of wisdom pedagogy in shaping values, attitudes, 
authenticity, and responsibility. This chapter contributes to the discourses about the 
role of universities in the postmodern society. However, since the chapter builds on 
a limited number of references and quantitative and qualitative data only from one 
country, it highlights the need for an international perspective and a deeper focus on 
wisdom pedagogy. The chapter outlines practical implications for university educators, 
management, and curriculum developers.
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Introduction
There is an increased demand for being and becoming wise in a complex, highly inter-
connected world where knowledge is abundant and mostly freely available and where 
there are global challenges and risks. The global risks, based on their likelihood and 
impact, are grouped into five categories: economic, environmental, geopolitical, soci-
etal, and technological risks (WEF, 2021, p. 12). According to the Global Risks Perception 
Survey (GRPS), based on their impact, the risks are infectious diseases, climate action 
failure, weapons of mass destruction, biodiversity loss, natural resource crises, human 
environmental damage, livelihood crises, extreme weather, debt crises, and IT infra-
structure breakdown (ibid.). Based on replies of nearly 1,000 experts to the GRPS in 
2022, the top 10 global risks were identified as climate action failure, extreme weather, 
biodiversity loss, social cohesion erosion, livelihood crises, infectious diseases, human 
environmental damage, natural resource crises, debt crises, and geoeconomics con-
frontation (WEF, 2022, p. 14). 

The global risk landscape is even more complex. In the social environment, the 
problems are wars, terrorist attacks, immigration, gender inequality, income inequal-
ity, economic crisis, health crisis, COVID-19 global pandemic, food safety, demographic 
changes, extinction of languages, robotization, end of jobs, unemployment, corruption, 
and ethical and moral crisis. In the natural environment, the challenges are climate 
change, global warming, flooding, hurricanes, and the extinction of animal species. The 
United Nations (UN, 2015) set up a sustainable development agenda for 2030: “They rec-
ognize that ending poverty and other deprivations must go hand-in-hand with strategies 
that improve health and education, reduce inequality, and spur economic growth – all 
while tackling climate change and working to preserve our oceans and forests.” In addi-
tion, we are experiencing a moral and ethical crisis. It is challenging to decide what is 
right and what is wrong. Humanity is facing an overflow of data and information, and 
it is becoming harder to make decisions and eliminate fake data and information from 
valid. Existing knowledge and skills quickly become obsolete. Judgments and sense-mak-
ing are becoming more challenging in this complex and interconnected world.

Higher education (HE) and universities are essential in addressing and solving the 
world’s problems (Jakubik, 2022). It is possible by educating future generations who can 
act authentically and responsibly for the common good. The role of the university in the 
postmodern society is discussed broadly in the literature (Barnett, 2018; Jakubik, 2021a; 
Jorge & Peña, 2017; Kouatli, 2019; Latif, 2018; Maxwell, 2021b; Sousa et al., 2021). Univer-
sities are in the knowledge business. The main task of universities is human develop-
ment; they are responsible for educating people, shaping values, attitudes, authenticity 
and responsibility of the young generation, producing new knowledge with research, 
and collaborating and networking with businesses. However, there is a need for a better 
understanding of how universities can shape students’ feelings, thinking, knowing, 
reflecting, and acting. Moral and ethical values and attitudes toward social and natural 
environments determine the person’s behavior. Authenticity is inward-directed (i.e., to 
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personal development), and responsibility has an outward direction (i.e., taking care of 
others and the environment). Therefore, education has not only epistemological aims, 
i.e., developing knowledge, skills, and competencies of learners, but it has ontological 
aims too, such as educating people to be in the world, be good citizens, able to transfer 
their knowledge to different contexts for the common benefit of all. Actions based on 
values, attitudes, authenticity and responsibility make individual learners successful 
and impact the whole world, other people’s lives and the natural environment.

Human capital is vital to intellectual capital (Jakubik, 2020a). Nevertheless, research 
on intellectual capital has highly ignored the role of the spiritual capital that gives 
meaning to human actions. Spiritual capital is difficult to define. It shows the value 
system of core values, such as a person’s responsible attitude, meaningful purpose, 
motivation, and passion. The ‘knowing-why’ dimension is the spiritual dimension of 
human and intellectual capital. Spiritual capital is an essential and forgotten dimen-
sion of wisdom pedagogy and the becoming wise journey of persons. During the last 
four-five decades, wisdom research has intensified in philosophy (Barnett, 1994, 2015, 
2018, 2022; Maxwell, 2019a, 2019b, 2021a, 2021b; Müürsepp, 2021; Robinson, 1990); 
in psychology (Ardelt, 2004; Baltes & Staudinger, 2000; Bangen et al., 2013; Jeste et al., 
2010; Karami et al., 2020; Karami & Parra-Martinez, 2021; Sternberg & Karami, 2021); 
and in management and leadership literature (Bachmann et al., 2018; Banerjee, 2014; 
Ekmekҫi et al., 2014; Jakubik, 2021b; Jakubik & Müürsepp, 2022; McKenna & Rooney, 
2005; McKenna et al., 2009; Nonaka et al., 2014; Rooney et al., 2010; Solé, 2017). However, 
research on wisdom, practical wisdom in HE and research on wisdom pedagogy have 
been neglected for a long time (Diamond, 2021).

This chapter argues that the spiritual dimension of wisdom pedagogy (i.e., knowing 
why) is vital for human development in HE. Therefore, this chapter seeks to answer the 
question:

RQ: How can wisdom pedagogy shape human development in higher education?

This chapter applies qualitative research methods. It builds on relevant educational lit-
erature (Allan, 2018; Arlin, 1999; Auxier, 2018; Barnett, 2018; Bassett, 2005; Gidley, 2012; 
Hart, 2001; Henderson & Kesson, 2004; Jakubik, 2020b and 2020b; Kouatli, 2019; Latif, 
2018; Lehtonen et al., 2018; Maxwell, 2021a, 2021b; Nixon, 2012; Sternberg, 2001; Wals & 
Benavot, 2017; Willamo et al., 2018); on educational research (Helin, 2019; Morley, 2012; 
Nissilä, 2018; Rothblatt, 2012; Standaert, 2012; Ström, 2021; Teittinen, 2020); and on 
examples of missions, visions, and values of 14 Finnish Universities of Sciences (USCs) 
(Jakubik, 2021a). 

The author of this chapter is highly interested in quality education because she 
believes that (1) this topic is contemporary and needed (WEF, 2021, 2022; UN, 2015); (2) 
the future role of the university in the postmodern society needs more understanding; 
(3) spiritual dimension of wisdom pedagogy has a decisive impact on addressing the 
global risks and problems in the social and natural environment and on moving toward 
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a better world (UN, 2015), and (4) this chapter has a novel idea and it contributes to a 
better understanding of the roles of university, roles of educators, and wisdom peda-
gogy. In addition, the author of this chapter is motivated by this research because it 
allows her to reflect on her more than two decades of experience in Finnish HE.

This chapter is organized as follows: (1) the global challenges, the need and moti-
vation to explore this topic, and the main research question were presented in the 
introduction; (2) the research design section covers the theoretical framework, three 
research sub-questions and objectives, research methodology and methods; (3) next, 
the main concepts and university pedagogy are introduced; (4) the findings and discus-
sion section explores the three research sub-questions, and (5) the final section answers 
the main research question by summarizing the findings, outlines the implications 
for university educators, indicates the limitations of this chapter and suggests future 
research directions.

Research Design
Theoretical Framework

The theoretical framework (Figure 8.1) presents three dimensions (i.e., body, mind, 
and spirit) of human capital, and it indicates the four dimensions of wisdom pedagogy: 
affective, cognitive, behavioral, and spiritual dimensions (i.e., feelings and thinking, 
knowing, acting and reflecting, and knowing-why). The theoretical framework utilizes 
the literature on intellectual and human capital (e.g., Goldin, 2016; Roos et al., 1997; 
Sullivan, 1998). Human capital is defined (Sullivan, 1998, p. 5) as ‘know that’ (factual, 
historical, scientific, explicit knowledge) and ‘know how’ (practical, tacit knowledge), 
skills and abilities of a person. Roos et al. (1997, pp. 34–41) argue that “the value of 
human capital originates from competence, attitude and intellectual agility” (Roos et 
al., 1997, p. 35). They add that competence comprises knowledge and skills, and attitude 
depends on motivation, behavior, and conduct. Intellectual agility (e.g., innovation, imi-
tation, adaptation, turning an idea into a product or service) is the ability to transfer 
knowledge. “If competence is the content, intellectual agility is the ability to use the 
knowledge and skills, building on it, applying it in practical contexts and increasing it 
through learning” (Roos et al., 1997, p. 39). Goldin (2016), in her essay, focuses on the 
two main components of human capital, i.e., education and training and health. She 
defines human capital as “the stock of productive skills, talents, health, and expertise of 
the labor force, just as physical capital is the stock of plant, equipment, machines, and 
tools” (Goldin, 2016, p. 83). While education is essential in increasing the capacity and 
capability of human capital, the author of this chapter argues that Goldin’s definition 
lacks values, attitudes, authenticity, and responsibility of the human capital, which are 
parts of the spiritual dimension of wisdom pedagogy (Figure 8.1). 
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The concept of ‘spiritual knowledge’ described by Bratianu (2015) is connected 
to the spiritual dimension of wisdom pedagogy (Figure 8.1). According to Bratianu, 
spiritual knowledge is related to human existence, aspirations, and motivation because 
it contains possible answers to questions concerning our existence in society, on Earth, 
and in the Universe; it gives life or vitality to persons’ existence; it embraces our most 
profound sense of existence; it reflects the essence of any human aspiration and the 
kernel of any strategic thinking, and it embraces our living aspirations and motiva-
tions. He also sees a tight connection between spiritual knowledge and values, ethics, 
decisions, and actions because it embraces the values and ethical principles we live by 
and ways of embedding these in our lives and work; it is about our values in society 
and organizations; it is intrinsically related to the vision and values of organization 
leadership; it is the third fundamental component of the triple helix of knowledge, i.e., it 
integrates dynamically with rational knowledge and emotional knowledge; it is beyond 
our biological body and the physical environment of the company, and it influences our 
decisions and actions.

When knowledge is becoming abundant, there is an increased need for wisdom. 
Figure 8.1 builds (1) on Ardelt’s (2003, 2004, p. 275) three-dimensional wisdom (i.e., cogni-
tive, reflective, affective); (2) on Bangen et al.’s (2013) the most commonly used subcom-
ponents in 24 wisdom definitions (i.e., knowledge of life, prosocial values, self-under-
standing, acknowledgment of uncertainty, emotional homeostasis, tolerance, openness, 
spirituality, and sense of humor), (3) on Bassett’s (2011) wisdom model of four elements 
(i.e., cognitive, affective, active, and reflective), and (4) on Sternberg and Karami’s (2021) 
6Ps model of wisdom (i.e., purpose, problems, person, process, products, press). 

Ardelt (2004, p. 275) defines cognitive dimension (cf., the intersection of body 
and mind in Figure 8.1) as an “understanding of life and a desire to know the truth, 
i.e., to comprehend the significance and deeper meaning of phenomena and events, 
particularly about intrapersonal and interpersonal matters. Includes knowledge and 
acceptance of the positive and negative aspects of human nature, of the inherent limits 
of knowledge, and of life’s unpredictability and uncertainties”. She defines reflective 
dimension (cf., intersection of body and spirit in Figure 8.1) as a “perception of phe-
nomena and events from multiple perspectives. Requires self-examination, self-aware-
ness and self-insight”. The affective dimension of wisdom means being sympathetic and 
having compassionate love for others (cf., intersection of mind and spirit in Figure 8.1). 

Bangen et al. (2013) argue that the “most commonly included subcomponents, which 
appeared in more than half of the definitions are (1) social decision making and prag-
matic knowledge of life, which relates to social reasoning, ability to give good advice, 
life knowledge, and life skills; (2) prosocial attitudes and behaviors, which include 
empathy, compassion, warmth, altruism, and a sense of fairness; (3) reflection and 
self-understanding, which relates to introspection, insight, intuition, and self-knowl-
edge and awareness; (4) acknowledgment of and coping effectively with uncertainty; 
and (5) emotional homeostasis, which relates to affecting regulation and self-control” 
(Bangen et al., 2013, p. 1256). 
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According to Sternberg and Karami (2021), the six Ps of wisdom are: “the (a) Purpose of 
wisdom, (b) environmental/situational Press that produce wisdom, (c) nature of Prob-
lems requiring wisdom, (d) cognitive, metacognitive, affective, and conative (motiva-
tional) aspects of Persons who are wise, (e) psychological Processes underlying wisdom, 
and (f) Products of wisdom” (Sternberg & Karami, 2021, p. 4). They also note that the 
purpose of wisdom is an essential drive of wisdom (Sternberg & Karami, 2021, pp. 6–8); 
therefore, in the theoretical framework, meaningful purpose (Figure 8.1) is a compo-
nent of the spiritual dimension of human capital.

The five main concepts of this chapter are values, attitudes, authenticity, respon-
sibility, and wisdom pedagogy. They will be thoroughly discussed in separate sec-
tions. In brief, the theoretical framework combines characteristics of human capital, 
wisdom, and education (i.e., wisdom pedagogy). Figure 8.1 indicates the intersection 
of body, mind, and spirit as a person is the ‘becoming wise’ process. This chapter 
argues that the combination of knowing-that (episteme, epistemology), knowing-how 
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(techne, ontology) and knowing-why (phronesis, practical wisdom, axiology) are the 
dimensions of wisdom pedagogy. This chapter focuses on the spiritual dimension of 
wisdom pedagogy, specifically on forming a student’s values, attitudes, authenticity, 
and responsibility (Figure 8.1).

Research Problem, Questions and Objectives

The risks and problems (WEF, 2021, 2022; UN, 2015) in the world push the university to 
rethink its mission, vision, values, and its future role in society. Moving to a better world 
(Maxwell, 2021a) depends on how people will prevent and solve societal problems. There 
is a decisive role of university pedagogy in this process. Because universities mainly 
focus on enhancing learners’ cognitive capabilities, knowledge, skills and competencies, 
it is time to rethink their existing curricula and pedagogy and focus on shaping learners’ 
values, attitudes, authenticity, and responsibility. Therefore, the main research question 
is RQ: How can wisdom pedagogy shape human development in higher education? The aim 
is to find out how the spiritual dimension of human capital could be shaped with wisdom 
pedagogy and to ponder how the university’s values impact the values of learners. 

The following sub-questions will help to answer the main research question. RQ1: 
Why do universities exist? – The objectives are to explore the university’s missions from 
the literature and provide examples from the missions of 14 Finnish Universities of 
Sciences (USCs). RQ2: Why is there a need for rethinking the roles of the university? – The 
objectives are to explore the ‘ecological university’ as a possible form of the future uni-
versity and to give an example of the vision of 14 Finnish USCs. RQ3: How can learners 
be successful actors addressing wicked social and natural environmental problems?  – 
The objectives are to explore ‘ecological curriculum’ and ‘wisdom pedagogy’. In addi-
tion, the aim is to clarify what attitudes and values learners need in a super complex 
world to act with authenticity and responsibility.

Research Methodology and Methods
The methodology (research philosophy) is interpretivism. The reality (ontology), the 
phenomenon of this chapter, is socially constructed; it has multiple interpretations, and 
the social and natural environments as a context of this research are in constant flux 
evolution. The knowledge about this reality (epistemology) is gained through studying 
literature, analyzing qualitative data, and personal experience. Axiology is value-bound 
because the author’s values, beliefs, and experience in HE are crucial to her topic selec-
tion, understanding, interpretations of the data, contribution, and conclusions.

The research method is qualitative data analysis. First, the missions, visions and 
values of 14 Finnish USCs were collected based on their web pages (Data Sources). 
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Then, the keywords were identified from the free texts, and finally, word clouds were 
created to visualize the most frequently mentioned keywords. The findings and their 
interpretations are presented in the discussion section. This chapter utilizes HE-related 
research findings and literature.

Five Key Concepts of the Spiritual Dimension 
of Human Capital
The five main concepts of this chapter are values, attitudes, authenticity, responsibility, 
and wisdom pedagogy (Figure 8.1). According to the OECD (2019) Learning Compass 
2030, competencies are knowledge, skills, attitudes and values. Values and attitudes 
augment the earlier definition of competence because they are needed for learners to 
set a goal, reflect, and act in an evolving environment.

Values

Philosophers Plato, Aristotle, Seneca, Spinoza, Kant, Hegel, and others discussed value 
and values, good and goodness, and beauty and aesthetics in their works (Durant, 1954). 
Values are discussed in philosophy, history, religion, sociology, psychology, anthropology, 
behavioral sciences, business, education, and research. As a concept, ‘value’ has many 
understandings and dimensions. It can be defined from different perspectives, such as 
economic value (financial value, profit, wealth, real estate value, market value, value 
to customers, value from suppliers, utility value, value networks, value chain), social 
value (community values, family values), cultural value (historical values, art, religion, 
believes), and human values (moral values, goodness, loyalty, trust, ethical values, right-
ness, justice, independence, freedom).

In the 20th century, the theory of value or axiology was developed. Axiology studies 
the role of value and ethics. Runes (1966, p. 32–33) discusses four problems of axiol-
ogy: (1) the nature of value experience (pleasure, interest, apprehension, unity of per-
sonality, enhancement of life); (2) the types of value (good, true, beauty, holy, bodily 
well-being); (3) the criterion of value, standards for testing values (quantity of pleasure, 
rational norms, ideals, wholeness, coherence, inclusiveness, biological survival), and (4) 
the metaphysical status of value or its relation to the facts in natural sciences (subjectiv-
ism, logical objectivism, metaphysical objectivism).

According to work psychologists George and Jones (1997), values have a future per-
spective, i.e., how things should be in the future; they have a general focus, i.e., human 
approaches to life, and they are relatively stable over long periods. Values could be 
quantified from specific perspectives, but we mostly think about ‘values’ in qualitative 
terms. People have not one but many values. In the context of this chapter, ‘values’ 
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are viewed as qualitative human values, as drivers of human behavior, and as some-
thing good humans strive for in their lives. Values are formed throughout life by family, 
friends, school, work, culture, and other social life relationships and experiences. Arnold 
et al. (2017, p. 242) argue that “values are a person’s beliefs about what is good or desir-
able in life. They are long-term guides for a person’s choices and experiences”. Ethics 
defines values as necessary and reasonable, guiding actions and showing how to live 
a good life. In ethics, they argue that some core values do not change, and some values 
could change. Ethical values help people make judgments and decide what is good and 
wrong. Values influence mindset, attitudes and actions (Figure 8.1). Values guide the 
behavior and actions of persons (Arnold et al., 2017) toward a good life, impacting the 
social and natural world. This chapter aims to explore the impacts of university peda-
gogy on the formation of values of learners.

Attitudes

Attitudes are necessary because they help people to make sense of their environment, 
they help people to interpret situations, and evaluate what is good and what is evil (i.e., 
the cognitive dimension of attitude). Attitudes help people to act effectively in their 
social and natural environment (i.e., the behavioral dimension of attitudes). Attitudes 
help us build and maintain good human relationships, empathize, sympathize with 
others, and care about others (i.e., attitudes’ social and affective dimensions). Attitudes 
help us understand who we are (self-identity) and our values (self-esteem).

There are attitudes to society, others, education, learning, work, and nature. Arnold 
et al. (2017, pp. 238–274) discuss attitudes at work and argue that attitudes are not val-
ue-free not neutral; they are linked to behavior, can predict behavior, are specific, can 
change by events, and attitude surveys can measure them. They argue that “attitude’ is 
usually taken to mean the cognitive and affective components. Behavior is often con-
structed as an outcome of attitudes” (Arnold et al., 2017, p. 241). Interestingly, they believe 
that attitudes can change values. There is a close interrelation between attitudes and 
values. It is not generally possible to say the cause of the other. In specific cases and situa-
tions, however, it is possible to identify which played a higher role in changing the other. 
This relationship between values, attitudes, and behavior is presented in Figure 8.1. This 
chapter focuses on attitudes, values, authenticity, and responsibility because they are 
integral parts of the spiritual dimension of human capital and influence a person’s behav-
ior and actions (Figure 8.1) in the natural and social environment to create a better world.

Authenticity

Authenticity is a complex concept. The “know thyself” is one of the three Delphic apho-
risms. For people, it is essential to know who they are, their culture, and their roots and 
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values. Knowing ourselves, self-awareness, and being true to ourselves determine our 
thinking, choices, decisions, and actions. This chapter argues that authenticity is more 
than knowing yourself. It is a personal characteristic that expresses itself in behavior, 
actions, and practicing beliefs, values, and principles. It also means permanency, main-
taining our true selves in all life situations. 

Kernis and Goldman (2006, pp. 283–357) discuss the philosophical and psycholog-
ical views of authentic functioning. They argue that authenticity from a philosophical 
point of view is related to ontology and phenomenology. According to them, “authentic 
functioning is characterized in terms of people’s (1) self‐understanding, (2) openness to 
objectively recognizing their ontological realities (e.g., evaluating their desirable and 
undesirable self‐aspects), (3) actions, and (4) orientation towards interpersonal rela-
tionships” (Kernis  & Goldman, p. 284). They define authenticity as the “unimpeded 
operation of one’s true- or core-self in one’s daily enterprise” (Kernis & Goldman, 2006, 
p. 344), and they describe four components of authenticity such as (1) awareness (i.e., 
knowing yourself, your motives, emotions, preferences, and abilities); (2) unbiased pro-
cessing; (3) behavior (i.e., act authentically, consistently with your values and needs, 
even at the risk of criticism or rejection), and (4) relational orientation (i.e., being in 
close contact with others, being tolerant, compassionate, accepting of otherness, being 
truthful and honest) (Kernis & Goldman, 2006, pp. 293–301).

Responsibility

The concept of responsibility is multi-dimensional and it can be viewed as (1) an indi-
vidual responsibility for family members, friends, and peers; (2) social responsibility 
means being responsible at work, in relationships, with superiors, employees, leader-
ship responsibilities for people’s well-being and safety, managerial responsibility for 
the results and performance of the organization; (3) universal responsibility that com-
prises environmental, legal, moral and ethical responsibilities, and (4) as responsibility 
for science, research, applying valid data, avoiding ‘fake’ data and information, and for 
applying knowledge for the benefit of society and people (Jakubik, 2022).

Being responsible in all actions could cause pressure on a person. Work psycholo-
gists Arnold et al. (2005) claim that people who face high-level organizational responsibil-
ity for employees, people’s well-being, health and safety, for physical assets, equipment, 
budget, financial performance, innovation, trade secrets, and the environment could 
suffer from a high level of stress and health problems (Arnold et al., 2005, pp. 401–402).

Wisdom Pedagogy

The main goal of HE is human development. University pedagogy plays a direct and 
central role in human development and indirectly in creating a sustainable future 
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for the natural and social environment. Pedagogy has different approaches regarding 
learners’ age and state (physical, mental, emotional). Pedagogy is applied for children, 
adults, physically challenged, and learners with disabilities (hearing, seeing, speaking, 
reading and writing difficulties, neurodevelopmental disorder, and autism). Pedagogy 
differs also in learning different subjects (natural sciences, physics, mathematics, 
chemistry, management, social sciences, research, and so on). Pedagogy is influenced 
by challenges (WEF, 2021, 2022; UN, 2015), culture, trends, developments, and inno-
vations in the social and natural environment (Figure 8.1). The COVID-19 pandemic 
shifted learning from the physical to virtual space. Therefore, pedagogy must be based 
on technology with virtual connections for learning. Technology development, artificial 
intelligence, and robotization influence pedagogy as well. Approaches to learning could 
be constructivist (reversed classroom, distance assignment, problem-based learning), 
collaborative (work-based learning, project-based learning, teamwork, guest lecturers), 
integrative (tutorials, debates, applying concepts, theories in practice), inquiry-based 
(research problem, scenarios, case study, role play), and reflective (discussion, feedback 
seminar, sharing learning experiences, giving constructive feedback).

University pedagogy is multidisciplinary. It can be approached from philosophy, 
educational philosophy, psychology, social psychology, sociology, and many other 
perspectives (e.g., brain science, technology, AI). This chapter focuses on university 
pedagogy from an educational philosophy perspective. Philosophy focuses on human 
development, existence, being and reality (ontology). It explores knowledge (episte-
mology), learning, intelligence, education, mind, ethics, morals, virtues, goodness, 
wisdom, truth, courage, beauty, happiness, passion, values, attitudes, and actions. It 
deals with religion, society, science, art, and human and environmental relationships. 
In brief, philosophy focuses on the fundamental issues of life (Durant, 1954). Educa-
tional philosophy has different orientations, like realism, idealism, and pragmatism. 
Pragmatic educational philosophy is the most relevant to this chapter. Pragmatism in 
education means concerns for social problems, exploring challenges and solving/pre-
venting/influencing them, the social construction of knowledge, changing and shaping 
society and nature, and creating the future. The philosophy of education studies values, 
norms, educational practices, pedagogy, and their connectedness with the natural and 
social environment. Therefore, the philosophical approach to education is relevant and 
suitable to the aims of this chapter.

This chapter explores how the spiritual dimension of human capital can be formed 
with wisdom pedagogy in HE. Since 2000, wisdom in HE has started to receive more atten-
tion (Ardelt & Bruya, 2020; Bruya & Ardelt, 2018a, 2018b; Diamond, 2021; Gidley, 2012; 
Grossmann & Kung, 2019; Hashim et al., 2014; Henderson & Kesson, 2001; Jakubik, 2020b, 
2020b, 2021, 2022; Maxwell, 2012, 2014, 2019a, 2019b, 2021a, 2021b; Nylander, 2015; Stern-
berg, 2001; Yusoffi et al., 2018). However, wisdom research in HE has been ignored for a 
long time. Diamond (2021) argues that only a “few modern scholars focus their research 
efforts on understanding how an individual human comes to apprehend something 
like wisdom and examining how it can be taught, seeking a solution to the question of 
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whether it is possible to teach the development of wisdom (pedagogy), what might be 
its constituent parts (curriculum), and if yes, then how to develop wisdom in the current 
era” (Diamond, 2021, pp. 9–10, emphases added). Nevertheless, wisdom pedagogy is just 
emerging, and its role in human development needs more understanding.

Findings and Discussion
The findings are discussed in the three sub-questions of this chapter. They emerged 
from the reviewed literature and secondary quantitative data. Examples of the mission, 
vision, and values of Finnish USCs in Figure 8.2 are created based on qualitative data 
from earlier research (Jakubik, 2021a, pp. 7–10). First, the mission, vision, and value 
statements were collected from the web pages of 14 Finnish USCs (Data Sources). Then, 
the keywords were identified from the free texts, and word clouds (Figure 8.2) were 
generated by freely available software (https://worditout.com/word-cloud/create).

Why Do Universities Exist?

The objectives were to explore the university’s missions from the literature and provide 
examples. The examples are based on the mission statements announced on the web 
pages (Data Sources) of 14 Finnish USCs. Finnish USCs were selected based on the 
author’s over two decades of experience in Finnish HE and accessible data availabil-
ity. In Finland, there are 14 USCs in the HE system, of which ten are multidisciplinary, 
and four are specialized universities. There are 35 higher educational institutions. “A 
total of 13 universities and 22 universities of applied sciences operate in the Minis-
try of Education and Culture’s administrative branch” (HEIs, 2022). The 14th USC is the 
National Defense University, which operates under the defense administration. As of 
August 2005, USCs and universities of applied sciences (UASs) provide master’s degrees. 
According to the Finnish Ministry of Education and Culture, “to guarantee the freedom 
of science, the arts and higher education, universities are autonomous actors. Univer-
sities are independent legal entities with the right to make independent decisions on 
matters related to their internal administration” (HEIs, 2022).

Universities are social institutions. “Universities of sciences are multidiscipli-
nary and regional higher education institutions with strong connections to business 
and industries as well as to regional development” (Laakso-Manninen & Tuomi, 2020, 
p. 16). They perform four primary activities: education, research, management, and 
community engagement (Jorge & Peña, 2017). The findings of more recent empirical 
research correspond with this. Jakubik (2021a) argues that the main features and roles 
of a university are: (1) to educate, develop, learn, grow, and provide degrees; (2) to be 
an organization, place, space, and infrastructure for learning; (3) to create knowledge, 

https://worditout.com/word-cloud/create
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do research, and (4) to share knowledge with partners in its social community. Uni-
versities play essential roles in the learning society. They are closely intertwined with 
the social and natural environment and are connected. They contribute to all 17 sus-
tainable development goals of the United Nations (2015). The seven dimensions of the 
university’s social responsibility are organizational governance, human rights, work 
practices, environment, legal practices, consumer issues, community involvement and 
development (Sousa et al., 2021).

In brief, the objective was to demonstrate how universities see their mission in 
society and how university practitioners see the current roles of the university (Jakubik, 
2021a). The mission, vision, and values of the university answer the following ques-
tions: ‘Why does the university exist?’, ‘What does the university hope to achieve?’, 
and ‘With what guiding principles does the university act?’. According to the mission 
statements. Universities exist in society to do research and provide education, focus 
on knowledge and science, connect to the community and business, and be multidis-
ciplinary and international. As a justification for these concluding remarks, I refer 
to small-scale, online research (Jakubik, 2021a), where questions like what a univer-
sity is (24 answers) and what the goal of university education is (17 answers) were 
asked from university practitioners and higher educational participants. Jakubik 
writes, “The online research indicated that a university is not only an institution, a 
place but also a social community with special values. The goal of HE is not only to 
provide students knowledge, skills, and tools but, most importantly, to develop identi-
ties, inspire, and achieve societal impacts by applying knowledge to create a civilized 
world” (Jakubik, 2021a).

The objectives were to explore the ‘ecological university’ as a possible form of the 
future university and to give an example of the vision of 14 Finnish USCs. Educational 
researchers (Barnett, 2011, 2015, 2018; Jakubik, 2021a; Morley, 2012; Rothblatt, 2012; 
Standaert, 2012) are looking for new ideas and possibilities for the university. Morley 
has set up a research agenda for the university of the future and argues that gender, 
academic values and standards, environmental sustainability, critical knowledge, and 
opportunity and wealth distribution topics will need to be addressed (Morley, 2012, pp. 
26–35). Rothblatt argues that “the multiversity of the twenty-first century, by definition, 
is a house of many mansions. No single idea prevails, but many exist” (Rothblatt, 2012, 
p. 24). Standaert writes that the network society brings a fundamental paradigm shift 
in HE by shifting learning from place to space. He claims that “universities in the future 
will not only be places of knowledge “production” or of “virtual communication” but 
also spaces of encounters. One challenge for networked universities is to become in new 
ways such privileged spaces of encounters. This supposes an ethos of a renewed attention 
to “in-betweenness,” to concrete places where the actors (teachers, students, research-
ers) encounter each other by treating each other as subjects” (Standaert, 2012, p. 93).

Educational philosopher Barnett proposes the ‘ecological university’ concept as a 
feasible future university formation. It is relevant to this chapter as it seeks to find out 



198   Maria Jakubik

how the university of the future can enhance learners’ capabilities. The university of 
the future can have different orientations and forms: the metaphysical university, the 
entrepreneurial university, the open university, the civic university, the liquid univer-
sity, the postmodern university, the pragmatic university, the therapeutic university, 
and the ecological university (Barnett, 2011; Barnett, 2015, p. 67). The most feasible idea 
of the future university is the ‘ecological university’ (i.e., utopian university), which is 
a developmental university that develops human beings as such; it develops personal 
transferable skills of learners for the world of work; it develops knowledge in-the-world 
and for-the-world; it develops life-world becoming competences; it develops emanci-
patory knowing, self-understanding, and critical view of knowledge; it is an authentic 
and responsible university; it cares about well-being of humans and the environment; 
it cares about and for the whole world, and it focuses on the sustainability of the whole 
world, not only the natural environment (Barnett, 2018).

The ‘ecological university’ is socially responsible. Latif (2018) identifies a universi-
ty’s seven social responsibilities: community, philanthropic, ethical, legal, stakeholder, 
research, and operational responsibility. The university’s social responsibility dimen-
sions are stakeholders, organization patterns, community contributions, protecting 
nature, financial resources, reputation, and sustainability measurements (Kouatli, 
2019). Nixon (2012) worries about the responsibilities of universities: “Universities of 
the future will continue to have multiple responsibilities, and academics will continue 
to be involved in a wide variety of practices relating to research, teaching, and schol-
arship. However, central to those responsibilities and practices will be a commitment 
to providing all students with a space to develop capabilities necessary to flourish as 
receptive and critical learners” (Nixon, 2012, p. 147). Nixon criticized the bureaucratic 
regimes of universities. “Universities of the future, then, have a vital part to play not 
only in sustaining and developing modes of practical reasoning or deliberation but in 
ensuring that these are not distorted through the imposition of wholly inappropriate 
bureaucratic requirements” (Nixon, 2012, p. 148). 

Why is There a Need to Rethink the University’s Roles?

The future roles and tasks of the university are at the center of the attention of edu-
cational philosophers and researchers (Allan, 2018; Auxier, 2018; Barnett, 2018, 2022; 
Jakubik, 2021a; Maxwell, 2021b). In a complex environment, to enable learning for an 
unknown future, the tasks of university education need to be redefined. Students must 
learn that they can question everything (e.g., data, information, fake news, knowledge) 
to understand the world around them. The main tasks of the university are “preparing 
students for a complex world, for a world in which incomplete judgments or decisions 
have to be made” and enabling students so that they “can prosper in a situation of mul-
tiple interpretations” (Barnett, 2015, p. 223). With all these, Allan proposes that the edu-
cators’ primary task “should be to nurture neither learned scientists nor talented artists 
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and artisans, but good citizens” (Allan, 2018, p. 119). A more practical view is provided 
by Auxier, who has an agenda for educators and says, “Students must be assigned tasks 
to carry out and to bring back the results. . . . They must be interviewed closely about 
how they carried out these tasks within the general framework provided. They must be 
encouraged to think about alternative paths to complete tasks. These tasks must encour-
age initiative, experimentation with resources, and creativity – as well as patience, crit-

Mission:

Vision:

Values:

Figure 8.2: Mission, vision, and values of fourteen Finnish Universities of Sciences. 
Source: Author
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ical reflection, and thoroughness. Students must be taught the art and techniques of 
good judgment” (Auxier, 2018, p. 253).

There is a need to shift the educational focus of the university. Barnett claims that 
university education should focus more on ontological than epistemological tasks: 
“The educational task is, in principle, not an epistemological task; it is not one of 
knowledge or even knowing per se. It is not even one of action, of right and effective 
interventions worldwide. . . . Amid super complexity, the educational task is primarily 
an ontological task”, i.e., how to be in the world (Barnett, 2015, p. 224). Qualitative 
research about the visions of the 14 Finnish USCs (Figure 8.2) shows that in the future, 
universities will seek to focus on research for society and sustainability in the world, 
with responsibility, education, solutions, and innovation. In the future, the university 
should have more collaboration and cooperation, less hierarchy, more flexibility, curi-
osity, new knowledge, and new ideas, and focus on continuous learning and education 
(Jakubik, 2021a). 

To find their focus, universities continuously search for feedback from students. For 
example, quantitative and qualitative research is based on the feedback of MSc (Econ) 
graduates from 10 Finnish multidisciplinary USCs operating under the Ministry of Educa-
tion and Culture. Feedback is regularly collected and analyzed (Helin, 2019; Nissilä, 2018; 
Ström, 2021; Teittinen, 2020). The research is based on large samples (2,300; 2,356; 2,430; 
3,018 in 2017, 2018, 2019, and 2020, respectively). The response rates in each year were 
68.7%, 76.2%, 71.9%, and 63.4%. In 2017, feedback from graduates indicated the need 
for more practical and less theoretical techniques in teaching, more practical business 
projects, more digital methods, and more feedback and interactions between students 
and staff (Nissilä, 2018, p. 6). In 2018, 20% of the respondents were not satisfied with the 
teaching methods, and 28% felt that the feedback from their teachers did not help their 
studies. However, 88% of the respondents felt satisfied with their studies and liked the 
excellent atmosphere of the university (Helin, 2019, p. 6). Graduates in 2019 expressed 
their need for more working life-oriented education, cooperation with companies, and 
more feedback from course teachers. “Respondents were dissatisfied with issues such 
as unemployment, current rates of pay, fixed-term employment contracts and the fact 
that their work does not correspond to their education” (Teittinen, 2020, p. 6). The latest 
survey in 2021 by Ström (2021, p. 7) indicates that graduates in 2020 were interested 
in digitalization, more working life orientation, and more cooperation with companies. 
Respondents mentioned the improvements in the digitalization of education and were 
satisfied with the offer of online courses. Similar to the earlier years, graduates expressed 
the need for more university company cooperation, more working life experience, and 
more feedback from teachers.

In brief, the quantitative surveys of master graduates indicated that the university 
of the future needs to focus more on (1) the connections with working life, with its 
social and natural environment; (2) the university pedagogy that helps the learners to 
develop, and (3) educators’ role in providing more feedback to students to help their 
personal growth and to facilitate their becoming wise journey.
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How can Learners Successfully Address Wicked Social and Natural 
Environmental Problems?

The objectives were to explore the ‘ecological curriculum’ and ‘wisdom pedagogy’. In 
addition, the aim was to clarify what attitudes and values learners need in a super 
complex world to act with authenticity and responsibility. Pedagogical options for the 
future university are envisioned by Barnett (2018, p. 228). He presents the idea of the 
ecological university. He argues that the university is an institution that is intertwined 
in multiple ecologies, in seven ecosystems (Barnett, 2018, pp. 19, 56): the knowledge 
ecology, the ecology of social institutions, persons, the economy as an ecology, learning, 
culture, and the natural environment. Later, Barnett extended the number of ecosys-
tems to eight by adding ‘polity’ to ecosystems (Barnett, 2022, p. 240). The natural ecosys-
tem is only one of the ecosystems of the university. These eight university ecosystems 
are dynamic, evolving, changing over time, and interacting with each other.

Sustainability education requires the pedagogy of interconnectedness, which 
“underlines the essentiality of understanding of the world and humans as relational: 
recognizing the interdependence of society and nature, the local and global, and seeing 
the common reality as socially constructed and humanness and learning holistically” 
(Lehtonen et al., 2018, p. 860). Similarly, Wals and Benavot (2017) claim that education 
and lifelong learning play a vital role in enhancing learners’ diverse viewpoints, cross-
ing learning boundaries, community relationships, indigenous knowledge and prac-
tices, skills and competencies for life. They argue that both instrumental and eman-
cipatory approaches are needed in education. While the first focuses on developing 
behaviors, the latter develops autonomous, responsible, reflective citizens with values, 
principles, and behavior toward solving environmental challenges. The emancipatory 
approach is supported by action-oriented, collaborative, participatory, and transforma-
tive learning (Wals & Benavot, 2017, p. 407).

Sustainability is understood in a broader sense than sustainability of the natural 
environment. Education has sustainability goals, too. There were 17 sustainable devel-
opment goals identified by the United Nations (UN, 2015). The goal of quality education, 
i.e., to be inclusive and to ensure life-long learning opportunities for all, is relevant to 
this chapter. Concurring with Barnett (2018), the ecological curriculum of the university 
is connected with all ecosystems, not only with the natural ecosystem but also with 
the whole world. He argues that “the curriculum becomes an educational space for 
stretching the student into unfamiliar and unsettling spaces. The ecological curriculum 
entices the student into venturing across the ecosphere of the university” (Barnett, 2018, 
p. 114, emphasis original). The ecological curriculum enhances not only the cognitive 
capabilities of learners but also provides ethical guidelines and practical experiences. 
Similarly, Bratianu (2015) argues that business schools should have courses in their 
curricula related to spiritual knowledge “to make students understand that the real 
mission of any business is not maximizing the profit but creating value for society” 
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(Bratianu, 2015). The ecological curriculum is a complex, open system that influences 
its environment and is influenced by its environment. 

The author of this chapter argues that ecological curriculum cannot prescribe 
a specific pedagogy that educators should apply. It requires educators’ academic 
freedom, creativity and openness to apply pedagogical approaches according to stu-
dents’ learning journey. The ecological curriculum requires complex, multiple pedago-
gies, a kaleidoscope pedagogy of several approaches. This pedagogy is demanding, as 
it moves students to an unexplored territory by allowing them to explore new things, 
criticize, reflect upon and question their old assumptions, attitudes, and values, and see 
the world with different eyes. This pedagogy requires self-reflection, self-knowledge, 
complexity, freedom, curiosity, concern for the challenges in the world, wisdom, and 
courage. To address wicked problems in the world, we need comprehensive approaches 
to pedagogy that promote comprehensive thinking (Willamo et al., 2018, p. 3). Willamo 
et al. conclude, “University education focuses too much on specialized skills, making it 
difficult to promote a more comprehensive research and teaching approach. .  .  . The 
ability to think comprehensively is a valuable skill, and it can, and should be, taught and 
learned as any other academic skill. Therefore, university education should respond 
rapidly to the increasing need for comprehensive thinking and offer possibilities for 
students to develop their skills” (Willamo et al., 2018, p. 11).

The author of this chapter concurs with Gidley (2012, p. 50) that we need “a more 
holistic, creative, multifaceted, embodied and participatory approach” in education. 
Gidley (2012), as a psychologist and educator, writes that since 2000, several post-for-
mal, postmodern, evolutionary pedagogies have emerged due to the ‘megatrends of 
the mind’. She claims that new thinking patterns, new ways of knowing, and new edu-
cational paradigms and approaches significantly impact education. She supports “the 
need for the transition from formal, factory-model schooling and university education 
to a plurality of post formal – or evolutionary – pedagogies” because “it does not make 
any sense to educate in the 21st century for 19th-century mindsets” (Gidley, 2012, p. 
48). She presents the 21st-century evolutionary pedagogies such as creative education, 
social and emotional education, spirituality education, holistic and integral education, 
critical and postcolonial pedagogies, postmodern and poststructuralist pedagogies, aes-
thetic and artistic education, ecology and sustainability, imaginative education, futures 
and foresight, complexity education, and wisdom education (Gidley, 2012, p. 51). While 
all these evolutionary pedagogies, or a particular mix of them, could shape learners’ 
attitudes and values, probably the spirituality education, ecology sustainability and 
wisdom pedagogies are the most relevant to this chapter because they call for collabo-
ration in solving the global crises of the world (UN, 2015; WEF, 2021, 2022).

There are four pedagogical options presented by Barnett (2015, p. 228) in a two-di-
mensional framework: educational development and educational transformation, and 
no risk and high risk. According to Barnett, there are four pedagogical options: (1) ‘disci-
plinary initiation’ where the knowledge field is given (no risk, educational development 
option); (2) ‘disciplinary wonder’ where the knowledge field is uncertain and open to 
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change (high risk, educational development option); (3) ‘generic skills’ where there are 
fixed ontologies for an unknown world (no risk, educational transformation option), 
and (4) ‘human being as such’ where there are open ontologies for an unknown world 
(high risk, educational transformation option). The most relevant to this chapter is the 
last pedagogical option, i.e., the transformation of human beings, which allows learners 
to flourish (Figure 8.1). This pedagogy prepares learners for the uncertain world and its 
challenges. It also prepares learners to realize that their existing knowledge might not 
be enough to solve the world’s wicked problems; it prepares them to seek new knowl-
edge and learn for life. This pedagogy cares about learners as human beings. It devel-
ops not only their cognitive competencies (what to know, theories, concepts) and their 
operational competencies (how to know, skills), but most importantly, this pedagogy 
develops their curiosity, and enhances their values and attitudes, and their reflective 
competencies (why to know, practical wisdom). This is why it could be called ‘wisdom 
pedagogy’.

Educational scholars (Arlin, 1999; Bassett, 2005; Hart, 2001; Henderson & Kesson, 
2004; Jakubik, 2020b; Sternberg, 2001) argue that teaching wisdom is not easy but possi-
ble. Arlin (1999) presents her developmental model of teaching. She argues that the six 
characteristics of a wise person (identified by Sternberg) could be applied to wise teach-
ers: an understanding of the meaning and the limits to what is known, the search for the 
understanding of others’ thinking, judiciousness, understanding of ambiguity, interest 
in understanding what is known and what meaning to attach to it, and an appreciation 
of context. Jakubik (2020b) presented a model of cultivating practical wisdom in edu-
cation, and she predicts that a new educational paradigm is evolving (Jakubik, 2020c). 
Bassett (2005, pp. 4–5) argues that transformative learning pedagogy could help teach 
wisdom and presents an emergent wisdom model and its characteristics. In this model, 
wisdom’s cognitive, affective, active, and reflective dimensions form a holistic system. 
However, from this model, the spiritual dimension of wisdom is missing. Concurring 
with Bassett, the author of this chapter believes that asking questions in teaching sit-
uations like: “What guides my actions? To what ends are my actions directed? What 
means do I use? What are my values? How do I live with them? Who or what is the “I” 
that I think I am? What am I part of?” (Bassett, 2005, p. 5) facilitates the becoming wise 
capabilities of students; they could contribute to forming the spiritual dimension of 
human capital (Figure 8.1).

When everything evolves fast in the contexts (place, space, time), related HE eco-
systems, and the social and natural environment, attitudes, values, authenticity, and 
responsibility should be at the heart of human becoming. This chapter argues that uni-
versity pedagogy would help learners become authentic, take responsibility, and act in 
the world for the benefit of all. The Learning Compass 2030 of the OECD (2019) claims 
that values such as respect, fairness, personal and social responsibility, integrity, and 
self-awareness make students capable of acting for the well-being of society and the 
natural environment. Similarly, Barnett (2015, p. 200) argues that values closely related 
to HE in the learning society are courage, carefulness, resilience, self-restraint, integrity, 
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and respect for others. From the value statements of 14 Finnish USCs (Data Sources), 
the following primary values emerged: responsibility, openness, courage, well-being, 
criticality, and diversity. Integrity, appreciation, equality, trust, freedom, integrity, and 
quality were frequently mentioned (Figure 8.2).

In brief, wisdom pedagogy enhances the spiritual dimension of human capital 
(Figure 8.1) by focusing on the formation of the whole human beings and the environ-
ment, on the values, attitudes, responsibility, and authenticity of persons. The spiritual 
dimension of wisdom pedagogy contributes to the human journey of becoming wise.

Conclusions and Implications
Based on qualitative and quantitative data, this chapter sought to answer the central 
question of how human development can be shaped by wisdom pedagogy in higher edu-
cation by exploring the three sub-questions. The key findings are: 
1. In postmodern society, the university is not an ‘ivory tower’ of knowledge. It is an 

organic, integral, and essential part of the social and natural environment; it is inter-
twined and highly interconnected with the social and natural ecosystems (Barnett, 
2018, 2022; Gidley, 2012; Huang  & Do, 2021; Kouatli, 2019; Laakso-Manninen  
& Tuomi, 2020; Lehtonen et al., 2018; UN, 2015).

2. The future university is an ‘ecological university’ that is authentic and responsi-
ble; it develops human beings as such; it cares for the whole world (Barnett, 2018; 
Jakubik, 2020b, 2022; Kouatli, 2019; Latif, 2018).

3. The university is influenced by its ecosystems (Maxwell, 2021a, 2021b; WEF, 2021) 
while actively shaping its context. The university follows the needs of its students 
(Helin, 2019; Nissilä, 2018; Ström, 2021; Teittinen, 2020); it follows the social and 
environmental trends, developments, and challenges (WEF, 2021, 2022). It is shaping 
the values, attitudes, authenticity and responsibility, i.e., the becoming wise process 
of learners (Figure 8.1) by applying a mix of evolutionary, participative university 
pedagogies (Gidley, 2012) and with the wisdom pedagogy (Arlin, 1999; Barnett, 
2015; Bassett, 2005; Hart, 2001; Henderson & Kesson, 2004; Jakubik, 2020b, 2021a; 
Sternberg, 2001). The university helps learners flourish in a complex environment 
and act for the whole world’s benefit.

Implications for Educators, Management and Curriculum 
Developers

University educators are vital in shaping their students’ becoming wise (Figure 8.1) 
journey. The university’s mission, vision and values (Figure 8.2) impact educators and 
learners. Educators are in close contact with their students; they know their needs, 
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strengths, weaknesses, ambitions, motivation, attitudes, and values. Therefore, educa-
tors should be able to turn the ‘pedagogy kaleidoscope’ of complex, multiple, partici-
pative, transformative, collaborative, and evolutionary pedagogies (Gidley, 2012) and 
apply the mix of appropriate pedagogies for the benefit of their students.

The university curriculum and the university management should support the 
role of educators. Educators need academic freedom to decide what pedagogical mix 
is appropriate in what situations. Educators must be educated in evolutionary edu-
cational pedagogies to become wise teachers (Arlin, 1999) and teach their students 
wisdom (Bassett, 2005; Hart, 2001; Henderson & Kesson, 2004; Jakubik, 2020b; Stern-
berg, 2001). Wisdom pedagogy and practical wisdom are highly needed in our complex, 
interconnected world with wicked problems to be solved (Jakubik, 2020b, 2022; 
Maxwell, 2021a).

The role of educators is not to please their students but to challenge them, make 
them think, motivate them to share and apply their knowledge, enhance their skills, 
moral, and ethical capacities, increase their curiosity and criticality, lead them to unex-
plored territories where they can be creative thinkers and problem solvers. In brief, 
educators should enhance the authenticity and responsibility of students and support 
their growth as authentic and responsible human beings. Educators have an impact on 
the future of the world by shaping the values, attitudes, and actions of learners.

The role of educators is changing in the 21st century when new educational para-
digms are evolving to replace the formal, factory-type of university education with evo-
lutionary, participative learning pedagogies (Gidley, 2012). Educators are not only teach-
ers who transfer their knowledge but also mentors, counselors, and learning process 
facilitators (Jakubik, 2020c). They could also be role models for their students. They 
should not only be accessible but available for their students. Educators need empathy, 
understanding, and flexibility; they must listen to and learn from the students.

Implications for Educational Researchers

The limitations of this chapter are that it builds on a limited number of references. 
The qualitative data of missions, visions, and values of 14 USCs are from one country 
(Figure 8.2). The diversity of the university pedagogies is not fully covered, and empir-
ical data and reflections from students and educators are omitted. These limitations 
offer future research directions. Educational researchers could further explore the 
values, attitudes, behavior, and action relationships. The references could be extended 
by undertaking a systematic literature review. Examples could be brought from other 
countries and, this way, validate or reject the findings of this chapter. The reflections 
from students and educators could be collected and analyzed. Furthermore, future 
research could develop case studies or apply action research and find out how evo-
lutionary pedagogies are applied in practice. The concept of ‘wisdom pedagogy’ as an 
emerging new university pedagogy also requires more understanding.
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To conclude, this chapter explored how university educators can shape human 
development, i.e., the becoming wise process of learners with quality education, eco-
logical curriculum, and wisdom pedagogy. This topic is contemporary because of 
humanity’s global social, environmental, moral, and ethical crises. There is a need to 
pay more attention to developing learners as human beings, helping them to make the 
right decisions and act for the benefit of all. The novelty of this chapter is in providing 
a theoretical framework (Figure 8.1) that presents how the three dimensions (i.e., body-
mind-spirit) of human capital together with the four dimensions of wisdom pedagogy 
(i.e., feeling and thinking, knowing, acting and reflecting, and the spiritual dimension 
of knowing-why) together lead to becoming wise of persons. This chapter emphasizes 
the central role of the forgotten spiritual dimension of wisdom pedagogy and draws 
attention to evolutionary pedagogies and the emerging ‘wisdom pedagogy’. Examples 
of the mission, vision and values of 14 Finnish USCs (Figure 8.2) underline the need for 
pedagogical changes. Regardless of its limitations, the author believes that this chapter 
raises vital issues, and she concurs with Durant, “We are all imperfect teachers, but 
we may be forgiven if we have advanced the matter a little, and have done our best” 
(Durant, 1954, p. xv).

Author’s note
The first version of this chapter has been presented at the European Academy of Man-
agement (EURAM) Conference “Transforming Business for Good”, at the Trinity Busi-
ness School Dublin, Ireland, on 14–16 June 2023, and it has been included in the confer-
ence proceedings.
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Knowledge Management and Spirituality in Higher 
Education Institutions: A New Challenge
In a rapidly changing, competitive world and in an economy where the only certainty 
seems to be uncertainty, it is increasingly complex to manage organizations, assuming 
knowledge as a source that ensures competitive advantage (Biswakarma, 2018; Nonaka, 
1991).

When markets change constantly, technologies proliferate, competitors multiply 
themselves, and products become obsolete overnight, successful organizations stand 
out as those that create knowledge, disseminate it throughout the organization and 
incorporate it into new technologies and products (Nonaka, 1991; Lee, 2016). In this 
context, mainly due to the specificity of their activity, Higher Education Institutions 
(HEIs) are environments of knowledge creation and sharing. They are the intellec-
tual center of knowledge production and research and are responsible for education, 
research and knowledge transfer to society, thus contributing to national development 
(I Ojo, 2016). Thus, according to this author, it is expected that such development will 
depend on the ability of these universities to produce new knowledge, new technologies 
and quality graduates.

The interest in researching Knowledge Management at the level of HEIs is relatively 
recent, even though knowledge creation and dissemination have been the main activ-
ities of these organizations since their foundations (Quarchioni et al., 2020). Dhamd-
here & Ganeshkhind (2016) called them “Knowledge Houses”, where knowledge flows 
from Professors to Students and new knowledge is created. Therefore, as Rowley (1995) 
states, one of the main activities of HEIs is knowledge creation and dissemination.

Hence, and as it happens in other organizations, HEIs are increasingly required to 
have employees with differentiating and unique skills since they are the ones that pos-
itively contribute to organizations to maintain competitiveness and distinguish them-
selves from others. In this context of seeking new skills, spirituality is found. Lakshmi 
and Das (2021) refer to the present pandemic context, showing that knowledge, ability 
and attitude are insufficient at individual and institutional levels. Therefore, there is a 
need to look to the employee as an asset that can contribute to increasing competitive-
ness and not as a static productive factor. The employee is a human being, and as such, 
he/she is a rational, emotional and spiritual being, so when he /she performs a job, this 
must provide some meaning to his life (Rego et al., 2007). According to the authors, if 
such does not happen, there is an affective and emotional dissociation from the organi-
zation, revealing a lower level of effort and commitment.

In this logic, discussing knowledge management and spirituality in organizations 
is essential. Spirituality can be the employee’s primary motivator, leading him to act on 
his capacity to increase organizational effectiveness and strengthen knowledge man-
agement tools and techniques (Lakshmi  & Das, 2021). Thus, according to Rocha and 
Pinheiro (2021), increasing organizational spirituality can be a way to realize a more 
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humanized strategy, making knowledge management an efficient method to spread 
high-level values to the organization.

Lakshmi Das (2021) highlights that spirituality and its impact on management 
are still at a research stage, so there is no doubt that contemporary organizations, in 
general, urgently need employees who are physically and emotionally stable and who 
can effectively deal with their moods and emotions.

The theoretical contribution of this study, from the existing literature, is to provide 
insight into how knowledge management and spirituality are crucial for generating 
and sharing knowledge. Regarding practical implications, this study has strategic man-
agement of HEIs to leverage knowledge management and spirituality as implications. 

This paper has the following structure: literature review, description of method-
ology, presentation and analysis of results, conclusions, limitations and future lines of 
research.

Literature Review
Knowledge Management in Higher Education Institutions

The 21st century is characterized by the growth in the importance of knowledge in organ-
izations and its impact on an organization (Bose, 2004). Thus, organizations must be able 
to implement a solid knowledge management strategy effectively (Ipe, 2003; Bose, 2004; 
Halawi et al., 2005; Bolisani & Bratianu, 2018; Kavalić et al., 2021) as well as become knowl-
edge-based organizations, since this is a mandatory condition for their success (Bose, 
2004; Lee, 2016; Zheng, 2017; Nasab et al., 2017). Bolisani & Bratianu (2018) point out that 
it is possible to identify the following knowledge processes in an organization: “knowl-
edge creation, knowledge acquisition, knowledge sharing and distribution, knowledge 
transformation, knowledge storing and retrieving, knowledge losing, and knowledge 
using” (p. 37). Organizations successfully prepare themselves through effective knowl-
edge management to face demanding and chaotic circumstances (Kavalić et al., 2021).

Linblon Tikkanen (2010) refers to knowledge management as a conscious strategy 
of getting the proper knowledge to the right people at the right time and helping them 
share and put the information into action to improve organizational competitiveness. 
Therefore, knowledge management is an exciting topic for organizations and all insti-
tutions offering education and training. Consequently, HEIs are generally challenged to 
keep up with the changes in this global business environment (Brewer & Brewer, 2010).

The goals of HEIs are diffuse due to their complex and sophisticated nature (Rodri-
gues et al., 2004). According to these authors, the value society attributes to these insti-
tutions depends on the scientific impact of knowledge it generates (research), knowl-
edge transfer skills (teaching and learning) and the utility of the technology it develops. 
The nature of HEIs’ challenges in structuring their internal value chain and marketing 
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their products and services differs from other organizations. They are higher learning 
centers, so they must create an environment where all their stakeholders can partici-
pate in knowledge management activities (Hoq & Akter, 2012).

Although knowledge management is not recent in HEIs, it is still fragmented 
and unfocused since Knowledge Management overlaps with other disciplines  
(Quarchioni et al., 2020). Besides, HEIs cannot be perceived as places where knowledge 
is merely created and transferred; they must be seen as institutions highly depend-
ent on knowledge resources but simultaneously extremely exposed to its dissipation. 
They represent a community of students and people where students are intellectually 
developed in various fields and where high-level research is promoted (Kassaye, 2018). 
Hence, knowledge management is fundamental in these institutions (Omerzel et al., 
2011; Nawaz et al., 2020).

Quarchioni et al. (2020) state that knowledge management for HEIs must take into 
account their unique forms of accountability and their multi-layered impact on society 
(e.g., in terms of dissemination of education, industrial innovation, scientific produc-
tion, etc.), which makes them different from any other organization, both in the private 
and public sectors. Given that their outputs are precisely knowledge, one might assume 
that this has always been managed in HEIs (Ratcliffe‐Martin et al., 2000). However, 
studies have shown that knowledge is not easily shared within HEIs and may not stand 
as learning organizations in the traditional sense of the term.

A fundamental aspect of improving knowledge management in HEIs is involving all 
employees in knowledge management practices to strengthen university effectiveness 
and quality (Dei & van der Walt, 2020). Therefore, Baptista Nunes et al. (2017) point out 
that human resource management practices, fostering employees’ trust and promoting 
collaborative practices positively impact knowledge sharing.

Quarchioni et al. (2020) also refer to intangible factors such as social relationships, 
shared understanding, and cultural influences to enhance knowledge sharing. Knowl-
edge transfer can be influenced by organizational policies and technological tools that 
facilitate one’s access to knowledge. How knowledge management manifests derives 
from its integration with organizational systems and the values it is built on. Knowl-
edge management is achieved through creating, sharing, and applying knowledge, but 
it needs to feed into organizational best practices and the lessons learned in corporate 
memory (I Ojo, 2016).

It is undeniable that HEIs create knowledge throughout their academic and admin-
istrative processes. However, using tacit and explicit knowledge as an integrated 
central source is still challenging to improve knowledge sharing and decision-making 
(Baptista Nunes et al., 2017). When sharing knowledge resulting from scientific produc-
tion, it is “confined” to exchanges within the laboratories or among faculty members 
(Quarchioni et al., 2020). These authors say academics follow different behaviors and 
practices in producing scientific knowledge. It is essential to create policies and strat-
egies that ease and improve the use of tacit and explicit knowledge and the sharing of 
scientific production.
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Khari & Sinha (2018) argue that employees who perceive that their organization 
focuses on their well-being and the well-being of others tend to have a positive attitude 
concerning knowledge sharing, influencing psychological flourishing and organiza-
tional trust. Van den Hooff Huysman (2009) considers that the organizational culture 
developed by HEIs is crucial to establishing and creating a knowledge-friendly culture 
that sets a clear knowledge-related vision and goals. This aspect provides beneficial 
social dynamics for knowledge sharing.

Spirituality in Higher Education Institutions

The concept of spirituality in the workplace has increasingly gained interest in organi-
zational research, which is indicative of its growing importance in organizational terms 
(McKee et al., 2008; Saks, 2011; Khari & Sinha, 2018; Jurkiewicz & Giacolone, 2004; Gupta 
et al., 2014; Vasconcelos, 2018; Lakshmi & Das, 2021), leading to the emergence of a new 
paradigm in organizational sciences (Jurkiewicz & Giacolone, 2004). People spend more 
and more time at work, so if they want to live well they have to find a way to connect 
what they do to a broader meaning (Wicks, 2014). In this sense, Karakas (2010) points 
out that 21st-century organizations must incorporate humanistic and spiritual values 
in their workplaces. 

As in any other organization, employees and managers at HEIs need to think more 
and more about how to incorporate spirituality, wisdom, reflection, inspiration, creativ-
ity and compassion into their work, that is, how to carry out an organizational culture 
geared to the new values.

Spirituality in the workplace has the same positive impact on HEIs as in other 
organizations (Mat et al., 2012). In this sense, and particularly in a teaching context, 
Palmer (2003) states that spirituality “is the eternal human longing to be connected 
to something greater than our ego” (p. 377). According to Dandona (2013), spirituality 
is passion, putting our heart, soul and spirit into what we do, so work, in addition to 
having a deeper meaning, also serves a higher purpose.

Belwalkar et al. (2018) state that it is possible to speak of spirituality at work when 
the work environment promotes an atmosphere that enables the relationship between 
mind and soul. This happens when the individual seeks to find meaning for their work 
and perceives a desire to connect with others. These are factors that produce beneficial 
consequences for the individual, the organizations, and society as a whole.

While studying workplace spirituality and organizational commitment among 
HEI faculty members, Thakur et al. (2017) report that, overall, organizations are not 
only concerned with the skills and qualifications of their staff. They seek employees 
who feel fully integrated into their workplaces and maintain cordial working relation-
ships. In this sense, education is a sector that can provide the best human capital to 
organizations (Bell-Ellis et al., 2015). HEIs are essential to provide organizations with 
appropriately qualified knowledge employees (Kokt & Palmer, 2019). HEIs must be gen-
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uinely committed employees, which is accepted by academics and other professionals  
(Bell-Ellis et al., 2015).

According to Soliman et al. (2021), professors are fundamental key workers in HEIs 
since they are the ones who represent their institutions and determine the quality of the 
teaching and learning process. Mat et al. (2012) refer to a growing encouragement for 
the importance of spirituality at the HEI level. For these authors, there are also emerging 
conceptual and research bases for assuming that the professor can significantly trans-
mit these spiritual values through student-centered attitudes and teaching methods.

From the perspective of the sustainability of HEIs, Alomar et al. (2022) point out 
that there are benefits to applying spirituality in the workplace since it inspires more 
significant innovation, reduces absenteeism and attrition, strengthens relationships, 
enhances productive work and emotional intelligence, employee engagement and 
loyalty.

Spirituality in the workplace brings positive results to employees on an individ-
ual level (happiness, peace of mind, job satisfaction and motivation). In the workplace, 
it acts as a need for self-improvement. Therefore, organizations that provide their 
employees with opportunities for spiritual development have better performances 
(Konz & Ryan, 1999).

Environments marked by spirituality, such as HEIs, are prone to creating knowl-
edge since, on the one hand, they promote efficient knowledge management, and, on 
the other hand, spirituality enhances trust and promotes sharing. Knowledge sharing 
can be enhanced if team members establish and promote trust (Shahzadi, 2017).

In this sense, according to Rocha and Pinheiro (2020), knowledge management 
facilitates a positive relationship between organizational culture and spirituality in 
the workplace. If knowledge management is an efficient method to spread high-level 
values, spirituality plays a vital role in organizational theory and practice (Rocha & Pin-
heiro, 2021).

Spirituality is an organizational identity resulting from its values, practices and 
speech, composed of work and individual spirituality, including the spirituality of the 
leader and employees. The environment influences organizational spirituality, culture 
and knowledge management and generates value and social well-being visible in the 
organizational image, mission, vision and values.

Research Methodology
Study Type and Case Selection

To meet the goal set out in this study, a qualitative methodology was used to understand 
the subject under study better. This provides a deep understanding of people’s experi-
ences, perspectives and stories in their context (Spencer et al., 2003). In other words, 
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this methodology allows for exploring human experiences in personal and social con-
texts and obtaining a greater understanding of the factors that influence these experi-
ences (Gelling, 2015), capturing what is subjective in social phenomena (Silva, 2013). As 
Lameiras (2016) states:

Among many distinct characteristics, qualitative evaluation is characterized by a concern with 
exploring phenomena from the perspective of those being studied; the use of unstructured 
methods sensitive to the social context of the study; the collection of detailed, rich and complex 
data; a process that is inductive rather than deductive; and answering questions like ‘what is it?’, 
‘how?’ and ‘why?’. It employs various methods, including exploratory interviews, Focus groups, 
observation, conversation, discourse and narrative analysis, video and document analysis (p. 3). 

Since interviews are essential in case studies, especially in social research (Yin, 1994), 
this technique was used to extract rich and nuanced information and elements from the 
interviewee (Quivy & Campenhoudt, 1995). According to Kvale (1996), the interview is a 
deliberate and informed conversation from which the researcher seeks to understand 
the context of the interviewees, taking into account their experiences. This is crucial to 
some types of qualitative research, particularly case study research, where the aim is 
to study people’s understanding of the meanings of their experienced world, describing 
their experiences and self-understanding.

Analysis Context

The data collection process involved applying interviews with HEI professors in Chile 
and Portugal (see Table 9.1). The interviews consisted of nine questions (see Appendix A). 
The interviewees were contacted by telephone to set the day and time of the interview, 
and if it was not possible to do so in person, to request that it be done by videoconfer-
ence. These were recorded after the interviewees’ consent and later transcribed. The 
interviews took place in March 2022, each lasting approximately 35 minutes.

Table 9.1: Interviewees characterization.

Code Age Gender Qualifications Work Time Working 
in the Job

Subject Area in 
Which Works

A1-CL 48 Female Master Degree Professor
Management Network 
Coordinator

Ten years Management

A2-CL 43 Female Bachelor 
Degree

Professor
Health and physical 
activity
Network Coordinator

Eight years Physical Exercise 
and Health 
Sciences
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Code Age Gender Qualifications Work Time Working 
in the Job

Subject Area in 
Which Works

A3-CL 55 Male Doctoral 
Degree

Titular University 
Professor
Cathedra Coordinator
Ethics Committee 
Member

19 years Health Sciences

B1-PT 45 Male Doctoral 
Degree

Professor
Civil Construction and 
Planning Department 
Coordinator
Director of the CTESP 
of Civil Construction

22 years Civil Engineering 
and OHS

B2-PT 66 Male Doctoral 
Degree

Professor 36 years Economy and 
Management

B3-PT 61 Female Doctoral 
Degree

Professor 22 years Behavioral and 
Human Resources 
Management

Results Analysis and Discussion
In order to better analyze the questions asked during the interviews, it was chosen to 
group them around two main points, as shown in Table 9.2.

Table 9.2: Grouping of the interview questions.

Thematic group Questions

Knowledge Management 2. Is your organization concerned about making the best use of tacit✶ 
knowledge within it? How do you explain it?
4. What are the internal procedures for the organization to disseminate 
scientific knowledge?
5. Do you consider the research publication and the attendance of seminars 
and conferences as scientific production? Why or why not?

Spirituality in work 1. As an employee, are you aware of the mission, values and vision of the 
institution where you work? Do you share and identify yourself with the 
mission, values and vision of your institutions? To what extent?
3. Do you think the institution is using your skills to contribute to social 
improvement? How do you feel about it?

Table 9.1 (continued)
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Thematic group Questions

6. Looking at your organization, do you feel an organizational culture of 
respect, accountability, cooperation, tolerance, welcoming, and mutual 
help exists? Moreover, is there solidarity among colleagues? Can you give 
examples?
7. Do you feel your organization is sensitive to employees’ problems? Can 
you give examples?
8. Does the institution promote an environment of collaboration and team 
spirit? Can you give examples?
9. Do you feel happy with your work? And with your organization?

Knowledge Management

Knowledge management by organizing, documenting, sharing and storing knowledge 
helps organizations with a higher level of organizational complexity to decide better, in 
a lighter way, to provide further effectiveness in solving problems (Hoq & Akter, 2012). 
In this sense, these authors mention that HEIS needs to build information infrastruc-
tures as higher learning centers and create a favorable atmosphere where working 
staff, teaching and non-teaching staff, students, researchers, patrons and other stake-
holders can participate in various knowledge management activities.

According to Rowley (2000), HEIs already have knowledge management activities. 
They need to consciously and explicitly manage the processes associated with knowl-
edge creation and recognize the value of their intellectual capital to maintain their 
role in society. They are seen as ‘knowledge centers’ and ‘knowledge houses’, where 
there are carried out different activities that generate, preserve, disseminate and apply 
knowledge. In this way, professors, students and researchers are crucial and are all 
engaged in various activities (Hoq & Akter, 2012; Dhamdhere & Ganeshkhind, 2016).

When questioned about the use of tacit knowledge by the different HEIs, responses 
showed significant differences. Some interviewees point out that the HEIs where they 
work for and make use of this knowledge, though in an unconscious manner. In this 
regard, interviewee A2-CL mentions that when she was recruited, the HEI not only con-
sidered whether she had a master’s or doctoral degree but also analyzed her experience. 
Hence, she states that she was recruited “because I had the profile they were looking for 
because I like sports, physical activity, healthy living habits, and these are the aspects, 
the knowledge, the experience that they want me to pass on to the students”. Another 
interviewee considers that his HEI has not always valued the experience and knowl-
edge acquired by professors. However, this situation has changed over time.

Two interviewees consider that there is still no concern from their HEIs in using 
their employees’ tacit knowledge. Interviewee B3-PT even mentions that “there is still 

Table 9.2 (continued)
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no awareness of the importance of this type of knowledge”. Interviewee B2-PT states 
that his HEI ignores this type of knowledge, pointing out that certain groups have been 
created, which “leads to neglecting tacit knowledge and thus underutilizing the availa-
ble knowledge”.

Hoq  & Akter (2012) point out that HEIs should inspire students, professors and 
employees to share explicit and tacit knowledge. This can be achieved through regular 
sessions to solve problems, share ideas, and encourage the exchange of knowledge, 
information and inspiration. Knowledge sharing is only achieved if institutions have 
human resources management practices that foster employee trust and promote collab-
orative practices (Baptista Nunes et al., 2017). According to Ratcliffe‐Martin et al. (2000), 
studies have shown that knowledge is not easily shared, and HEIs may not be learning 
houses in the traditional sense.

When asked about scientific knowledge dissemination in general, all interviewees 
agree that the HEIs where they work have procedures for disseminating this knowl-
edge, such as official web pages, repositories, conferences, lectures, and platforms for 
inserting scientific articles. Similarly, they also indicate that their teaching activity is 
related to knowledge dissemination, and some professors dedicate more hours of their 
work to research than to the teaching component.

However, interviewee B2-PT states that these procedures are scarce in the HEI, where 
he lectures. Some scientific knowledge is disseminated in bulletin boards, intranet, and 
institutional disclosure. But only partially. Not all scientific research is disseminated 
because not all research is appreciated, welcomed and encouraged. All comes down to 
guidelines and specific goals of internal groups with negotiating power to impose proce-
dures, rules and norms, depending on the pre-established personal goals.

Most interviewees concur that publishing research articles and attending semi-
nars and conferences come across as scientific production, with the most important 
aspect being that it is possible to disseminate discussion, generate new knowledge, and 
improve their lectures. Interviewee A1-CL states, “Everything that can be done in a pub-
lication, a conference, a talk, will be a seed to generate new research, new knowledge 
and, therefore, grow”. Interviewee A3-CL indicates that “all that constitutes an activity 
that generates knowledge, whether quantitatively or qualitatively, is a scientific pro-
duction, with a methodological design that supports it, a data analysis. . .”.

Interviewee B2-PT points out that, at first, the outcome may seem very small. 
However, there is a solid basis for knowledge production and dissemination from that 
point forward. Conferences and seminars address topics with incremental innovation. 
This increases curiosity, interaction and sharing among colleagues, which becomes a 
gateway for access and dissemination of tacit knowledge. It also disseminates knowl-
edge in progress that could give rise to new or improved knowledge.

Interviewee B1-PT mentions that these are the elements that the institution con-
siders crucial as a publication. However, from a personal perspective, I consider that 
there are others. For example, what is the point of a professor being perfect scientif-
ically if he/she is not the best when teaching lectures? (. . .) The school wants lectures 
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to be taught, period. Moreover, it does not matter if they are good or bad. With today’s 
demands, there is no time to improve the pedagogical part.

As Omerzel et al. (2011) and Nawaz et al. (2020) point out, knowledge management 
processes in HEIs are as vital as in any other organization. Doing this effectively can 
enhance decision-making skills, reduce “product” development cycle time (for example, 
curriculum development and research outputs), improve academic and administrative 
services and reduce costs.

Spirituality in the Workplace

In the organizational context, which HEIs are part of, one cannot reflect on knowledge 
management without considering its relationship with organizational culture (Omerzel 
et al., 2011). The same is true when referring to the issue of spirituality, and this concept 
has led to a new paradigm in organizational sciences (Jurkiewicz & Giacolone, 2004). 
Karakas (2010) states that 21st-century organizations must incorporate humanistic 
and spiritual values in their workplaces. All employees and all managers need to think 
more about how to incorporate spirituality, wisdom, reflection, inspiration, creativity 
and compassion at work, that is, how to carry out an organizational culture oriented to 
the new values.

In this sense, all employees must comprehend, internalize and identify with the 
organizational culture of their organization. Regarding the organizational culture in 
HEIs, in general, and despite not being informed, most interviewees are familiar with 
their institution’s mission, vision and values. However, one of the interviewees (B1-PT) 
stated that he does not know them and has only an idea of his institution’s mission, 
vision and values. He points out that he has worked in the institution for 22 years and 
that no one ever told him about them, not even when he was recruited. As he states, the 
perception he built about these was “based on the demands, where there is something 
behind, not knowing where you want to go”. Corroborating this opinion, another inter-
viewee (B2-PT) said he knows his institution’s values, mission and vision because he 
held a management position. He stated, “I think most of my colleagues do not know that 
reality”. At the heart of this situation is “the institution’s poor communication, as well 
as a very traditional organizational culture”.

For such facts, HEIs should communicate their mission, vision and values so that 
all employees are in tune with the institution. Organizations will only have genuinely 
engaged employees (Omerzel et al., 2011).

Concerning the identification with HEI values, mission and vision, all interviewees 
claim to identify with what they know or perceive these to be. They consider them to 
align with their motivation for teaching and what they can convey to their students. 
However, interviewee B2-PT mentions that, despite personally identifying with them, 
sometimes “what is ‘thought’ and ‘written’ often diverges from the behavior of agents, 
which represents a violation of the principles of its mission and goals”.
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It should also be noted that interviewee B3-PT stressed the students’ hard and soft 
skills regarding the values, vision and mission. The goal of his institution is to teach, 
inspire and empower its students to add value to society and the organizations where 
they work. It is also concerned with providing its students with technical skills (hard 
skills) and the soft skills that the labor market values, such as the ability to lead, under-
take, take risks, work in a team, etc.

Rowley (2000) states that norms, values and practices associated with creating, 
sharing and disseminating knowledge in HEIs are complex. However, several factors 
may already be challenging traditional values. Along with the importance of knowl-
edge management for organizations, one should also consider the strategic importance 
of managing organizational spirituality. According to Konz & Ryan (1999), this can be 
explained as a dynamic process through which individuals express personal values 
within the organizational context, thus seeking greater meaning and purpose for their 
lives through connection with others and the community.

When asked whether HEIs are using their competencies to contribute to society’s 
improvement, all interviewees indicated that, in some way, they contribute to this 
improvement, mainly through the contents and values they transmit to students and 
which they subsequently apply in a professional context. Interviewee A1-CL mentioned 
that, although she could not say yes categorically, she believed students leave very well 
prepared, that they are good professionals and that this is corroborated by society. 
Interviewee B3-PT mentions that there is a vital concern about training students with a 
wide range of skills that can impact the development of society. Also, there is an increas-
ing concern of the faculty to train students based on values of intellectual freedom, crit-
ical spirit, professional and social ethics, social responsibility, the pursuit of excellence, 
respect for difference and appreciation of merit. 

Interviewee B2-PT stresses that, although there is a powerful concern in contribu-
tion to society, “there is a concern to commodify knowledge/help/contribution instead 
of providing help for the society to build itself up and grow. Therefore, sustainability is 
precarious”.

Professors generally feel good when they see HEIs use their competencies to con-
tribute to society, even if this situation overlaps with their duties. There is no financial 
reward/ compensation for it. Some interviewees, particularly those who lecture at HEIs 
in Chile, call attention to this matter since it is evident that HEIs’ concern is closely 
linked to what happens in the society/community where they are located.

Spirituality must be integrated into organizational culture and reflected in daily 
organizational practices to be effective. This is only possible if management and the 
board of directors adopt it as a part of their vision (Dandona, 2013). Hence, according to 
this author, the organization must have a favorable organizational culture to effectively 
implement spirituality in the workplace. This can increase employee morale, commit-
ment and productivity, reduce stress and burnout at work (Karakas, 2010; Dandona, 
2013), enhance creativity, and contribute to personal fulfillment and commitment, ulti-
mately increasing organizational performance (Krishnakumar  & Neck, 2002). Jurkie-
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wicz and Giacalone (2004), when addressing spirituality, refer to some values, such as 
adaptability, commitment, motivation, trust, responsibility, respect, justice, receptivity, 
integrity, mutuality, benevolence, humanism and generativity. These are the values that 
have a positive impact on the employee’s and organizations’ performances. Organiza-
tions can exhibit these values through their work processes, policies and practices that 
constitute their culture.

Reflecting on some values of organizational spirituality present in the organiza-
tional culture, all interviewees unanimously consider that there is an organizational 
culture of respect in their HEIs. Most interviewees feel that solidarity and cooperation 
occur more within than between groups. One of the interviewees mentions that the lack 
of cooperation is felt because there is a shortage of time, verified when people meet and 
ask for help, so it is an aspect to be improved. It is also found that, although collabora-
tive work does not always happen, there is always a desire and an intention to do so.

In this context, it is mandatory that this HEI somehow reflects on some aspects of its 
organizational culture so that, precisely as far as the collaborative process is concerned, 
it does not remain just an intention.

Interviewee B1-PT also mentions that these aspects are absent, especially when 
there is competition to improve their careers. In these cases, people try to “go” over 
each other and feel that anything is possible. It pains me to say this, but people seem to 
stop being people and live obsessed with a particular position.

This is the environment where Khari & Sinha (2018) refer that employees who per-
ceive that their organizations focus on their well-being and the well-being of others 
promote psychological flourishing and organizational trust. When asked whether their 
HEI is sensitive to employees’ problems, the interviewees perceive that this sensitivity 
exists within their groups, that is, more at the level of people in a team or department 
and not so much at the organizational level in general. For example, interviewee B2-PT 
states that current department managers brought new feelings, and there is a tendency 
to improve the levels of collaboration, respect, and tolerance, among others, towards 
employees’ problems. However, such situations are not yet global, and some try to over-
ride the feelings of others, nullifying them, for example, certain attitudes of influential 
groups, which end up conditioning others.

Although the different feelings of the interviewees converge, there are some differ-
ences. An interviewee states that the HEI where he teaches has very close management. 
According to Konz & Ryan (1999), this perspective puts managers and organizations in a 
difficult position. A manager is trained in four functions: planning, organizing, leader-
ship and control. They are selected, promoted and rewarded according to their ability 
to perform these four functions, according to the needs of their organizations. Hence, to 
this author, to be a spiritual guide and to have this proximity with their employees is a 
responsibility for which managers are unprepared.

At the same time, when asked whether their institution promotes an environment 
of collaboration and team spirit, not all interviewees consider that this situation occurs. 
Some interviewees point out that the institution seeks and has work forms that tend 
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more toward teamwork, such as social events or a work structure in disciplinary net-
works. However, this collaboration does not always occur because people do not have 
the will to do so. Interviewee A2-CL states, “As a professor, I think that at the work level, 
there is no collaboration or team spirit”. Corroborating this opinion, interviewee B1-PT 
points out that “as a director of a Higher Professional Technical Programs (HPTP), when 
I sometimes suggest a group work in certain subjects, I often get an answer like, “But 
do I have to work with that person? Why? I would rather work alone because I can 
articulate things my way”.

Interviewee B2-PT states, “Theoretically, there is an effort to declare and emphasize 
team spirit and group work. However, daily things are different and individual values 
override group values, negatively affecting the organizational climate and culture”.

Hoq & Akter (2012) state that proper coordination and collaboration among ‘univer-
sity family’ members are essential for effective knowledge sharing and management. 
If different members do not spontaneously participate in exchanging information and 
ideas, many blockages are created, which would frustrate all knowledge management 
initiatives.

When asked if they were happy with their job and organization, all interviewees 
said they enjoyed their job, teaching, and student contact. 

When facing HEI as an organizations, there are differences between the inter-
viewees. Interviewee B3-PT claims to be happy with the organization, stating, “The 
perception that I have is that my work is increasingly recognized both by the students 
and the institutions itself”. From a different perspective, interviewee B2-PT points out 
that, although he feels good about the HEI, they are not in harmony. He adds, “I have 
learned to live in isolation to get around the setbacks I encountered at school. However, 
I must confess that today I am respected by my colleagues, regardless of their political, 
scientific and pedagogical leanings.” Finally, interviewee B1-PT mentions that “some 
things could be better. I consider that, in general, the most ‘difficult’ and ‘boring’ work 
that nobody wants always falls upon the same people. I see people who, despite having 
the skills, do very little and are not called for anything, and sometimes, when they are 
called, they do not want it and do not accept it, so they do not have to deal with stress, 
criticism and the possibility of mistakes and failures.”

Given the responses, and in line with the interviewees, Bell-Ellis et al. (2015) state 
that there is an individual longing for more spirituality in higher education and that 
most HEIS do not consider this need.

Conclusion
This study reflected on how HEIs view knowledge management and spirituality issues. 
There was a resort to teachers’ perceptions and feelings about their workplace. As well 
as an attempt to identify the values of the organization’s culture based on knowledge 
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and its sharing and dissemination within the HEIs. A study of this nature has some 
limitations regarding the subjectivity of the questions and themes and the number and 
type of employees. However, overall, the work allows for some conclusions to be drawn.

It can be concluded that even though the HEIs’ mission, vision and values have not 
been explicitly disseminated, most interviewees have strongly perceived them. Given 
this reality, it is understood that HEIs should rethink their organizational strategy 
so that their employees feel genuinely committed and, in parallel, they have knowl-
edge management processes, as argued by Omerzel et al. (2011). As the interviewees 
revealed, if organizational culture were disseminated more effectively, it would foster 
all the fundamental organizational values, such as responsibility, cooperation, toler-
ance, solidarity, and team spirit.

On the topic of knowledge management, specifically in the tacit domain, only two of 
the six interviewees (A1-CL and A2-CL) mentioned that HEIs take advantage of and value 
this knowledge. It seems that, once again, the institution’s organizational culture at the 
level of knowledge management is present since it should value and recognize the pre-ex-
isting individual knowledge as an asset for the organization. The culture that best suits 
the knowledge management practices of an organization is where employees do not feel 
inhibited about sharing knowledge (Hoq & Akter, 2012; Devi Ramachandran et al., 2013). 

Although organizational spirituality is fundamental for organizational success, 
there is still a long way to go for all HEIs. Just as life has no meaning without work, 
work without spirit also has little meaning, which is why employees who maintain the 
bonds of spirituality at work exhibit interesting positive values, such as responsibility, 
justice and reciprocity, as it is argued by Jurkiewicz and Giacalone (2004) and Thakur 
et al. (2017).

From the answers obtained, one feels that there is, on behalf of those responsible 
for the respective services, the will to implement improvements at the level of collabo-
rative spirit, mutual help, tolerance and team spirit.

However, it was clear that this is not yet the case globally. The interconnectedness 
and interdependence of employees experienced through feelings of community and 
meaningful work lead to more outstanding organizational commitment, job satisfac-
tion, and self-esteem (Milliman et al., 2003). According to Karakas (2010) and Thakur 
et al. (2017), incorporating spirituality at work provides organizational members with 
a sense of community and connection, thus increasing their attachment, loyalty, and 
sense of belonging to the organization.

In general, it is clear that, although professors have different ages, different years 
of service, and belong to countries with very own particularities, the results converge 
in terms of answers.

Regarding theoretical implications, this study, at the literature review level, pre-
sents a transparent interconnection between knowledge management and spiritual-
ity in the workplace. This allows us to sustain concepts and definitions and integrate 
studies developed by other authors concerning the research goals to develop a more 
sustained analysis.
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Regarding practical implications, this study has some implications at the strategic 
management level of HEIs since managers should promote effective knowledge man-
agement and develop practices that promote a workplace guided by the values of spirit-
uality and always thinking about productivity gains and competitiveness.

This article is not free from limitations. Despite having a small number of inter-
views and having heterogeneity in the areas of the professors interviewed, we have 
reached inductive thematic saturation (Saunders et al., 2018). Thus, some issues that 
could be studied are identified:

 – To what extent are the organizational cultures of the HEIs worked on to be endowed 
with an intensive spirit and oriented spiritually?

 – How does the organizational culture help the organization to unify around common 
goals?

 – How does incorporating values of spirituality help HEIs become more competitive 
and ethical?

 – Which values of spirituality should HEIs value most?

Due to its importance for developing HEIs and society overall, this work must be con-
tinued.

Appendix A
Interview script

1. As an employee, are you aware of the mission, values and vision of the institu-
tion where you work? Do you share and/or identify yourself with your institution’s 
mission, values and vision? To what extent?

2. Is your organization worried about making the best use of the tacit knowledge 
within it? How do you explain it?

3. Do you think the institution is using your skills to contribute to social improve-
ment? How do you feel about that?

4. What are the internal procedures for the organization to disseminate scientific 
knowledge?

5. Do you consider the publication of research and the attendance of seminars and 
conferences as scientific production? Why or why not?

6. Looking at your organization, do you feel there is an organizational culture of 
respect, accountability, cooperation, tolerance, welcoming, and mutual help? And 
is there solidarity among colleagues? Can you give examples?

7. Do you feel your organization is sensitive to employee problems? Can you give an 
example?
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8. Does the institution promote an environment of collaboration and team spirit? Can 
you give examples?

9. Do you feel happy with your function? And with your organization?

Appendix B
Excerpts of interviews concerning knowledge management and spirituality in 
Higher Education Institutions

Thematic Codes Excerpts

Knowledge 
Management

Tacit Knowledge The institution respects each professor’s tacit knowledge or ‘cultural 
baggage’. (A1-CL)
This is not always the case. Sometimes, the people selected to perform 
some tasks are not the ones with the required knowledge nor the ones 
with the most experience (B1-PT)
I do not think so. I am convinced that my organization ignores that! 
My institution still operates by groups, what we call “chapels”. This 
leads to neglecting tacit knowledge and underutilizing the available 
knowledge. In terms of technical and administrative staff, the situation 
is much worse. Even communication and feedback with some of the 
sectors is non-existent (B2-PT)
I do not think there is an awareness of the importance of this kind of 
knowledge (B3-PT)

Scientific 
Knowledge and 
Knowledge 
Transference

Everything that can be done in a publication, a conference, or a talk 
will be a seed to generate new research and new knowledge and, 
therefore, grow (A1-CL)
When we talk about scientific knowledge, there is a formality within 
teacher training, in training, in what is the progress of the curriculum. 
Due to the formality of being a scientist, one goes from the state of being 
an assistant lecturer, then a lecturer and then a professor... which is not 
only concerned with transmitting knowledge to climb the hierarchy but to 
generate the respective cases of transmitting scientific knowledge (A3-CL)
All that constitutes an activity that generates knowledge, whether 
quantitatively or qualitatively, is a scientific production with a 
methodological design that supports it, a data analysis or a proposal 
that endorses it as quantitative or qualitative. Therefore, it is 
knowledge. (A3-CL)
These are the elements that the institution considers crucial as a 
publication. However, from a personal perspective, I consider that 
there are others. For example, what is the point of a professor being 
perfect scientifically if he/she is not the best when teaching lectures? 
(…) The school wants lectures to be taught, period. Moreover, it does 
not matter if they are good or bad. With today’s demands, there is no 
time to improve the pedagogical part. (B1-PT)
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Thematic Codes Excerpts

These procedures are scarce. Some scientific knowledge is 
disseminated in bulletin boards, intranet, and institutional disclosure… 
But only partially. Not all scientific research is disseminated because 
not all research is appreciated, welcomed and encouraged. All 
comes down to guidelines and specific goals of internal groups with 
negotiating power to impose procedures, rules and norms, depending 
on the pre-established personal goals (B2-PT)
I would highlight the organization of conferences and lectures. There 
is a strong incentive for collaboration and cooperation between teams 
from different areas of knowledge and research groups, informal talks 
on various topics, and workshops (B3-PT)

Spirituality in 
Work

Mission, Values 
and Vision of 
the Institution

In the case of the school, yes, I know them and have worked with 
them. In the case of the university in general, not so much. I do not 
have deep knowledge, but I know them (A1-CL)
I know them because usually when we plan the whole structure in the 
disciplinary issue of plans and programs, the mission and vision are 
always embodied… (A2-CL)
In practice, I do not know. I perceive the institution’s mission, values 
and vision, but not from written information that goes in that 
direction. (…) I do my part within what I direct, and here, I can say that 
I identify myself with the perception that I have of them (B1-PT)
I know the mission and values of my institution because I was in a 
management position. However, I think most of my colleagues do not 
know that reality. This is due to the institution’s poor communication 
and traditional organizational culture. I identify with the essence of 
those values. However, what is “thought” and “written” often diverges 
from the behavior of the agents, which violates the principles of the 
mission and objectives (B2-PT)
So far as the HEI to which I belong seeks excellence in training the 
individuals who choose the institution to obtain their academic 
qualifications. In terms of vision, my HEI aims to teach, inspire and 
empower its students to add value to society and the organizations 
where they work. It is also concerned with equipping its students not 
only with the technical skills (hard skills) but also with the soft skills 
that the labor market values so much, such as the ability to lead, 
undertake, take risks, and work in teams, etc. (B3-PT)

Organizational 
Culture: Respect, 
Responsibility, 
Cooperation, 
Tolerance, 
Welcoming, 
Mutual Help and 
Solidarity

Some of the concepts you point out are present. I think there is a good 
environment, respect, collaborative work, or if that collaborative work 
does not always occur, at least there is the desire, the intention (A1-CL)
We have a perfect working environment, respect, empathy, and 
tolerance, but sometimes we lack cooperation. This is because our 
demand is also very high, and we lack time to cooperate normally. 
(A2-CL)

(continued)
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Thematic Codes Excerpts

There is competition, a separation between people, helping each 
other when necessary and not always. There are individual and group 
interests. For example, if there are prospects of a contest to increase in 
rank, you can see people trying to “go” over each other and feel that 
anything is possible. It pains me to say this, but people seem to stop 
being people and live obsessed with a specific position component at 
work (B1-PT)
At the University, we still live in “little chapels”. Tolerance, cooperation, 
welcoming, and mutual help, among many other values, are found 
within groups and little between groups. For this very reason, I believe 
that these values are not lived in the organization (B2-PT)
More and more, I feel that there is cooperation and mutual help 
among my department colleagues. Maybe because we are not a very 
big department and a Department of Organization and Management, 
this culture of sharing, cooperation, and solidarity is felt in all the 
elements. There is a strong concern about integrating new colleagues. 
(B3-PT)

Employees’ Well 
Being

If we look at Valparaiso University as a whole, with all the schools, it is 
not sensitive. But if we focus on one school, yes, and this is because we 
are less, we are more humane, and we know each other (A1-CL)
Roughly speaking, I think so. It is stated that it has been changing, 
offering training alternatives or workshops to help teachers and 
involving more social issues, contingency issues, inclusivity, the issue 
of inclusive language and stress management in the classroom, and 
mindfulness; that is, they have opened up in a certain way to go to not 
so classical and traditional in the training of professors and students 
since they can also participate. (A2-CL)
In some cases, yes. Especially health problems in which there is 
somehow a spirit of solidarity and mutual help and support to 
employees on the part of the institution. However, the concern to 
organize activities and demands compatible with family activities does 
not always happen (B1-PT)
I have to recognize that current department managers bring new 
feelings, and there is a tendency to improve the levels of collaboration, 
respect, and tolerance, among others, toward employees’ problems. 
But such situations are not yet global, and the feelings of some try to 
override the feelings of others, nullifying them, for example, certain 
attitudes of influential groups, which end up conditioning others 
(B2-PT)

(continued)
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Thematic Codes Excerpts

Collaboration 
and Team Spirit

The school where I work is networked, which comprises different 
subjects within the same line of work. However, it also groups other 
subjects. (A1-CL)
We always talk about interdisciplinary issues between all the faculties. 
The councils are made between all the schools at the board level, 
and then it goes to the schools themselves, but it does not happen in 
practice. Finally, as a professor, I think that at the work level, there is no 
collaboration or team spirit. The work is seen more from the point of 
view of production and management and not so much from the work 
environment and human resources. (A2-CL)
Jobs, in general, are collective works, and the structure of our school is 
always teamwork. Teamwork that depends on the shift direction can 
be organized in networks, committees, delegates, etc., and it is always 
promoted. (A3-CL)
Not always. Sometimes, the institution promotes it, but people are 
not always willing or ready. The school asks, but sometimes it is not 
easy. For example, to define and organize an HPTP with specific rules. 
Each person thinks about their Curricular Unit and forgets about 
everything else, not being able or not wanting to see the whole. I do 
my job, and the next person can close the door. In reality, it cannot 
be like this. Some teachers cannot approach or relate subjects other 
than their own when sometimes extracting and complementing these 
ideas would be interesting. As a director of an HPTP, when I sometimes 
suggest group work in certain subjects, I often get an answer like, “But 
do I have to work with that person? Why? I would rather work alone 
because I can articulate things my way”. Perhaps in these aspects, the 
institution could promote an environment of collaboration and team 
spirit so that each professor would not look only at their content but at 
their curricular unit (B1-PT)
Theoretically, there is an effort to declare and emphasize team 
spirit and group work. However, daily things are different and 
individual values override group values, with adverse effects on the 
organizational climate and its culture (B2-PT)
It organizes some social events for the employees to socialize and 
promotes some concerts for the community (B3-PT)

(continued)
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Juha Kansikas
Chapter 10  
Indicative Typology of Spiritual Entrepreneurs: 
Spirituality and Its Contesting Ideologies

Abstract: The spirituality and ideologies of leaders and organizations have attracted 
attention in management science. The study of entrepreneurs from the perspective 
of spiritual and ideological thinking needs further attention, as conceptual challenges 
currently beset it. The ideologies of entrepreneurs are typically seen in the current 
research as political thinking. Therefore, this chapter aims to increase the conceptual 
understanding of this indicative typology of spiritual entrepreneurs and any conflicting 
personal ideologies they may hold. Contesting ideologies are defined in this study as the 
individual cognitive logic meant to explain the world around us. Contesting ideology 
replaces spiritual thinking with personal egoistic interests. The mindset and values of 
entrepreneurs that stem from spiritual knowledge are discussed in the context of entre-
preneurial reasoning. This study contributes to the literature on how entrepreneurship 
is affected by spirituality, as well as the values related to it. Using a typological analysis 
of the selected research literature and applying the classification theme advanced by 
the cognitive-conative-affective approach, the study shows that the typology of spiritual 
entrepreneurs consists of societal, family-centric, environmental, religion-centric, anti-
social, and opportunistic entrepreneurs.

Keywords: Spiritual Knowledge, Spirituality, Entrepreneurship, Entrepreneur, Typology

Indicative Typology of Spiritual Entrepreneurs: 
Spirituality and Its Contesting Ideologies
There are multiple research gaps in how spirituality impacts management and entre-
preneurship, as it has numerous characterizations and contexts (Rocha  & Pinheiro, 
2021). It offers explanations that help us understand the world and its multiple entities. 
These explanations, as personal ideologies, are culturally influenced in every context in 
which they take place (Alshehri et al., 2021; Henning & Henning, 2021; Nandram, 2016). 
The ideologies of both leaders and organizations have gathered attention in manage-
ment science (Arvate & Story, 2021; Kakavelakis & Edwards, 2021). These leader and 
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organizational ideologies offer pathways to understanding the variety of ethical and 
logical reasoning about the reality of the world around us.

By entrepreneur, we mean a person who owns, manages, and runs a small business. 
Thus, an entrepreneur is a significant decision-maker and resource holder in a small 
business (Howorth et al., 2005). Studying entrepreneurs from the perspective of their 
ideology needs more attention, as this area is not widely understood because of its con-
ceptual ambiguity (Vogel, 2022). In addition, the ideologies of entrepreneurs are viewed 
in the research as political agendas and political thinking (Jarrodi et al., 2019; Maldona-
do-Bautista et al., 2021; Mollan & Geesin, 2020), which aim to change social conditions 
by achieving a political mission (such as Trumpism). This political perspective, however, 
does not encompass the full conceptual awareness of ideologies. Some entrepreneurs 
who do not exhibit spiritual knowledge have replaced spirituality with contesting per-
sonal ideologies in their thinking. Just as there are spiritually thinking entrepreneurs, 
some also hold atheistic, materialistic, opportunistic, and egoistic ideologies. These 
characteristics replace spiritual knowledge as contesting, often highly person-centric, 
egoistic, and narcissistic ideologies. Spiritual thinking enables ethical awareness and 
values. Thus, the spiritual thinking of entrepreneurs is personal. The values guiding 
their business decision-making vary according to these individual preferences.

A belief in God, multiple Gods, or no God are examples of different forms of 
spiritual thinking. Both religiousness and spirituality can be influenced by person-spe-
cific ideologies, which stem from cognitive, conative, and affective constructs based on 
the previous experiences of entrepreneurs. Cognitive constructs reflect the thoughts, 
worldviews, and mindsets of spiritual entrepreneurs. Motivating an entrepreneur and 
being willing to run a business reflect conative aspects (Masele, 2019). These business 
experiences influence entrepreneurs’ mindsets and ideological thinking. Affective 
experiences reflect entrepreneurs’ emotions and emotional knowledge, influencing 
spirituality (Lim & Kim, 2020). Cognitive, conative, and affective perceptions are per-
sonal experiences reflecting subjective reasoning (Lee et al., 2022).

The research question addressed in this chapter is: What is the indicative typol-
ogy of spiritual entrepreneurs? Entrepreneur spirituality should be typologized using 
the classification theme of cognitive-conative-affective constructs. As the spirituality 
of entrepreneurs is analyzed in this chapter, contesting ideologies of spirituality are 
debated to create a more comprehensive view of entrepreneurial logic. This is accom-
plished using this typology to describe distinct types of entrepreneurs (Smith, 2017).

Methodology of the Typological Analysis
The typological analysis conducted in early entrepreneurship research suffered from 
multiple classifications. These studies contained overlapping labels of entrepreneurial 
concepts. Thus, Woo et al. (1991) suggested a consistent style of analysis and critical 
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consideration of the conceptual labels, types, and integrated typologies in entrepre-
neurship. Rigorous typological analysis in entrepreneurship research aims for concep-
tual clarity in classification fit and interpretation. Accountability in analysis demands 
similar entrepreneur typologies even when different researchers analyze the same 
material multiple times. Another way to solve conceptual challenges is to understand 
the different types of entrepreneurs through a theoretical lens when developing such a 
typology (Nikolaou et al., 2018), which is the path that this study follows by understand-
ing the cognitive-conative-affective classification theme in spiritual entrepreneurship 
and its corresponding contesting ideologies.

Typological analysis can be conducted through a conceptual approach or by col-
lecting empirical data, which leads to the development of a typology of entrepreneurs 
(Erpf et al., 2019; Nulleshi, 2022; Pandey  & Amezcua, 2020; Salamanca  & Alcaraz, 
2022). Both methodological choices are valid in creating a typology in entrepreneur-
ship research. This study’s typological analysis of the selected research literature was 
conducted through a conceptual approach (Dahlke et al., 2021). The research liter-
ature was chosen using a keyword search in Scopus.com. The keywords and their 
combinations used in this research include typology and entrepreneur, typological 
and analysis and management, values and entrepreneur, spirituality and entrepre-
neur, spiritual knowledge and entrepreneur, spirituality and spiritual knowledge, 
and ideology and leader. First, their scientific journal ranking (based on the quality of 
the outlets) was prioritized in selecting research articles for the analysis. Conference 
papers, theses, political reports, and other nonrefereed and unpublished publications 
were removed from the analysis. Second, publications from the analysis that did not 
contain relevant content for the analysis were excluded. Thus, researcher interpre-
tation was conducted. Such interpretation aims to develop new conceptual entities 
and conceptualizations regarding the entrepreneur’s spiritual typology. New concep-
tualizations are typical for typology-based methodology and contain new information 
based on conceptual understandings and the prior literature or empirical evidence 
(Bunduchi et al., 2022).

We can divide the typological analysis steps into the categories of authors, typology 
bases, and entrepreneur types. In the category of authors, we recognize those scholars 
who have defined entrepreneurs in their study. The category of typology base refers to 
the data collection methodology used to create definitions and entrepreneur typologies. 
This can be a concept-based (such as the preferences of entrepreneurs) or a data collec-
tion-based (such as interviews) approach. The categorical types of entrepreneurs serve 
as a starting point for a typology by creating labels for entrepreneurs and contributing 
to our understanding of what kinds of entrepreneurs there are (Risker, 1998; see also 
Pisani et al., 2017). This study adopts the Risker (1998) concept-based approach by first 
understanding spirituality. This way, the types of entrepreneurs related to spirituality 
will be understood.
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Spirituality and Spiritual Knowledge 
in Entrepreneurship
This chapter focuses on recognizing the concepts behind spirituality and spiritual 
knowledge, particularly from the perspective of entrepreneurship. Thus, this chapter 
provided details regarding what spirituality is in entrepreneurship and how it differs 
from other spirituality. Entrepreneurship is a value-driven activity, and entrepreneurs 
see value directly influencing business success (Morris  & Schindehutte, 2005). These 
types of results have been achieved as the values of spirituality have been studied in the 
context of career development in business (Campanario et al., 2022). Values in business 
are individual values held by entrepreneurs that are business-specific and related to 
the environment and context of the business in which decisions are made (Sotiropoulou 
et al., 2021; Wiid et al., 2013). These personal values stem from ideologies on competing, 
surviving, growing, and behaving in a business environment. Ideology refers to a cogni-
tive view of the world around us that influences our way of thinking. Ideologies contest 
those explanations of existence typically held by spiritual and religious mindsets.

According to Zsolnai and Illes (2017), connectedness is an essential element in the 
spirituality of humankind. It creates a need to be connected to a superior force and to 
communicate somehow with the power of God (or gods). This need for connectedness 
creates spirituality and belongingness in communities such as churches. This causes 
interconnectedness among people, which reflects social and mutual belonging together. 
Interconnectedness is essential not only for churches or other spiritual or religious move-
ments but also for workplaces and organizations that try to improve their working con-
ditions and work satisfaction (Long & Driscoll, 2015; Pardasani et al., 2014). Individual 
spirituality has consequences for the values that organizations represent and maintain 
(Vasconcelos, 2018). Negative and positive leadership practices like corporate govern-
ance reflect organizational spirituality and values. Spirituality is not just for personnel 
value management in business. It can improve personnel well-being and, thus, the psy-
chological assets of organizations needed in times of crisis and change (Ihl et al., 2022).

Spirituality stems from mental human experiences, making us believe in values and 
ethics. Values are connected to entrepreneurs’ religiousness, influencing entrepreneurial 
behavior, decision-making, and actions (Gursoy et al., 2017). Spirituality and religiousness 
influence each other in ethical decision-making, as their purposes are, in some parts, like 
each other about connectedness, interconnectedness, and beliefs (Alshehri et al., 2021).

Belief in supernatural forces and magics is one expression of spirituality. Belief 
in magic is, in many societies, anti-religious – and sometimes personal – thinking. As 
Ganzin et al. (2020) mention, belief in magics can offer tools for entrepreneurs in future 
predictions and thus for preparing for the uncertain future. In that context, magics are 
a tool for spiritual entrepreneurs to cope with uncertainty and unpredictable future 
business. This personal ideology of believing in the supernatural is culture-specific and 
takes multiple forms worldwide.
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Spirituality and religiousness in business are based on a subjective mixture of work 
ethics, decision-making, and social-financial gains (Vu, 2021). Nandram (2016) high-
lights intuition as a form of entrepreneurial spirituality. As intuition is based on gut 
feelings about earlier experiences, it reflects the spiritual thinking of entrepreneurs. It 
influences the vision of business, rapid decisions on customer service, and operational 
decisions. Intuition in entrepreneurship is integral to decision-making and being proac-
tive and agile in changing environments with scarce resources available (Baldacchino 
et al., 2015; Mitchell et al., 2005). Intuition is not necessarily a positive factor in entre-
preneurship, as it can also lead to adverse outcomes and contain false impulses in a 
situation. Thus, ideas and initiatives for decision-making stemming from intuition need 
critical assessment and analysis before any action will be taken.

According to Kauanui et al. (2008, p. 170), spirituality in entrepreneurship is char-
acterized by personal self-expressions regarding actions, work, ethics, and the passion 
to work. As an ideologically opposing factor, few ethical entrepreneurs focus on max-
imizing wealth accumulation regardless of the causal outcomes or potential moral 
dilemmas that may be involved. Spirituality reflects ethical thinking (Breidenstein, 
2020) as a form of thinking, behavior, and action aiming at reasonable and fair deci-
sions. Thus, spirituality in entrepreneurship reflects meaningful work, honesty, and 
integrity. Spiritual knowledge that stems from entrepreneurs’ work, actions, and expe-
riences shapes their thinking. Therefore, spirituality in entrepreneurship takes multi-
ple forms. Kauanui et al. (2010) suggest that spiritual entrepreneurs seek to combine 
play and work. Some entrepreneurs who maintain and develop spiritual knowledge 
may aim to increase their happiness and fun in life and business. Thus, the goal of work 
is not simply profit, and goal setting and goal achievement are related to work rewards. 
Work contains elements of humor, entertainment, amusement, and happy moments. 
Spirituality-based decision-making and actions can increase the harmonious and pos-
itive experiences that occur in entrepreneurship (Chu, 2007); thus, spirituality affects 
both the well-being and success of entrepreneurs.

One of the dilemmas related to spiritual entrepreneurship is whether material 
motives are more important than moral motives. Focusing on ethics and morality can 
result in financial losses in the business environment, which favors profit maximiz-
ing-based thinking positioned in competition with others (Cheung & King, 2004). Thus, 
spirituality in entrepreneurship reflects decision-making, actual decisions, and the 
causal consequences of those decisions (Fernando & Jackson, 2006). Moral decision-mak-
ing reflects ethical thinking and leads to a chain of behavior, actions, and causal out-
comes that result from those decisions. Spirituality in business decision-making creates 
beliefs for entrepreneurs. This includes believing in a higher power, being intercon-
nected with society and its goals, and engaging in ethical and legal thinking. These 
beliefs can be an asset for entrepreneurs in the output creation of business operations 
(Rashid  & Ratten, 2022). Beliefs offer moral codes that help entrepreneurs to under-
stand or express their spirituality. They reflect experimental decision-making based on 
earlier transactions and negotiations by confirming or rejecting personal beliefs. These 
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beliefs are connected to entrepreneurs’ identities, formulated by identity-based roles, 
creativity, and previous experiences in business (Zhan et al., 2022).

Interpretative Assumptions on Spirituality 
in Entrepreneurship
Spirituality takes multiple forms in entrepreneurship. Religious entrepreneurs are only 
one type of spiritual entrepreneur. Spirituality in entrepreneurship is not simply insti-
tutionally oriented but contains work- and decision-making-related perspectives. Spirit-
ually alert entrepreneurs combine play and work in creative and innovative contexts. 
Allowing resources to be used for arts, music, games, sports, hobbies, family issues, 
informal social events, and unstructured timeslots devoted to thinking and reading 
increases the opportunities for creative ideas and renewed thinking in business. Creat-
ing a new business vision often results from this playful spiritual knowledge.

Playing with ideas and generating new worlds of thoughts through creative pro-
cessing in a business context reflects the intuitions of entrepreneurs. Intuitions are 
emotion- and experience-based thoughts on business that reflect earlier customer trans-
actions, customer service feedback, competition, product launches, sales, HR recruiting, 
investments, and many other business aspects that have been commonly encountered. 
Intuitions are based on a gut feeling about something. Intuition involves spiritual and 
immaterial thinking that could be documented as calculations, plans, pictures, and 
drawings. Intuition in entrepreneurship is personal and reflects entrepreneurial iden-
tity, experiential learning and the entrepreneurial journey that has taken place.

Ethical thinking as an entrepreneur leads to seeing spirituality as an essential part 
of decision-making and causal thinking. Recognizing possible moral dilemmas and the 
ethical reasoning related to them increases spirituality in entrepreneurship. Moral 
thinking  – what is right and wrong for the entrepreneur, the company and its mul-
tiple stakeholders, and society  – creates a value-based mindset in entrepreneurship. 
These values reflect longitudinal personal norms. Values can also be organizational, as 
in the case of family businesses, which could remain in the same family for generations. 
Therefore, family entrepreneurs and their businesses might contain long-lasting values 
shaped through multigenerational experiences, concepts, and decision-making. Thus, 
the values of family entrepreneurs might be more collectively and organizationally 
born than those of self-employed, solo entrepreneurs.

Values are an aspect of ethical thinking, decision-making, behavior, and the actions 
occurring in the sociocultural context in which entrepreneurs operate. Values create 
beliefs containing immaterial and intangible tacit knowledge as competitive advan-
tages that reflect what we represent and who we are. This identity-building process 
in entrepreneurship takes a long time. Spirituality in entrepreneurship is based on 
believing – and trusting – in the right decision, action, and business operation from the 
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perspectives of ethics, profitability, and entrepreneurial identity. Beliefs are reflections 
of spirituality and spiritual knowledge processing (see Table 10.1). The table illustrates 
these concepts to reflect the conceptual preunderstanding prevalent in the entrepre-
neurship literature on spirituality and spiritual knowledge.

The theoretical preunderstanding in Table 10.1 shows that conceptual and empir-
ical research on spiritual entrepreneurship is still in its infancy and contains multiple 
research gaps. Spirituality is a socio-cultural concept with religious and historical roots 
in controlling and governing society and its members. Spirituality takes institutional 
forms, such as normative and legislative power in society. The doctrines and viewpoints 
of religion are taught and nurtured at the institutional church, then become a part of 
human cultural and historical heritage.

Connectedness, a conative motivation to belong somewhere and connect with 
others, is typical for collective and individual spirituality. Spirituality can be an indi-
vidual part of personal identity and an institutionalized concept. In that case, connect-
edness can be connected to the supernatural – or gods or God – in multiple ways, such 
as prayer. Collective spirituality – a need to connect with other spiritual or religious 
people  – can occur as belonging to a church. Interconnectedness, as a need to par-
ticipate in social and spiritual events and to be interconnected with multiple people, 
events, and organizations, creates a network for spiritual entrepreneurs.

Connectedness and interconnectedness increase spiritual knowledge and the oppor-
tunities to benchmark and compare personal spirituality to the surrounding world. As 
spiritual thinking increases the well-being of entrepreneurs, it is worth studying whether 
both connectedness and interconnectedness serve as integral mechanisms of the positive 
health impact of spirituality in future entrepreneurship research. Having social contexts 
for spiritual thinking might expand spiritual knowledge and foster the spiritual expe-
riences and thoughts that entrepreneurs encounter in their daily business operations.

Classifications of Spiritual Entrepreneurship  
and its Contesting Ideologies: Cognitive, Conative, 
and Affective Aspects
Next, this study will analyze the classification theme of entrepreneurs’ cognitive, cona-
tive, and affective constructs to delineate spirituality and its contesting ideologies. 
Conative, cognitive, and affective aspects are interlinked and thus offer a framework 
to help understand entrepreneurship (Johannisson, 2016; Keller  & Kozlinska, 2019; 
Kyrö et al., 2011; Lomberg et al., 2019). These aspects have also been studied in education 
sciences, as individuals combine cognitive-conative-affective aspects by selecting past, 
present, and future knowledge, motives, thoughts, and feelings (Longva & Foss, 2018; 
Neergaard et al., 2021).
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The classification style used in the typological analysis is adopted by Pret and Cogan 
(2019), who use this classification strategy to analyze the types of entrepreneurs and 
reveal their underlying typology. Thus, the main emphasis of classification methods 
is the analysis of conceptual identities and their characteristics. Classification themes 
increase knowledge of how various types are positioned about each other and what 
distinct types of entrepreneurs there are (McLaughlin et al., 2022; Pret & Cogan, 2019). 
By classifying the types of entrepreneurs related to spirituality and its contesting ide-
ologies (Serres et al., 2022), this study contributes to the spiritual knowledge literature 
by increasing the understanding of spiritual entrepreneurs. The implications for entre-
preneurship research based on typology are related to the literature on spirituality 
and management (Abebe et al., 2020). Thus, classification leads us to understand how 
various types of entrepreneurs might differ from each other or overlap with each other 
in terms of their identities (Lubberink et al., 2018; Mair et al., 2012; Müller & Korsgaard, 
2018). The classification theme of cognitive, conative, and affective constructs is used to 
delineate entrepreneur typology, which assigns different labels to the different types of 
entrepreneurs (Candeias & Sarkar, 2022; Kibler et al., 2021).

Cognitive constructs are learned, experienced, and adopted from the environment. 
Thus, they are highly personal human assets influencing new venture creation and entre-
preneurship (Sriyakul & Jermsittiparsert, 2019). They are a conglomerate of recognition 
processes, identification, understanding, thinking, reasoning, and conclusion-making 
(Moore et al., 2021; Muñoz, 2018; Politis et al., 2019). Cognitive processes lead to con-
cepts that influence entrepreneurial mindset (Larsen, 2022) and, therefore, behavior, 
decision-making, and actions (Benevolo et al., 2021). Affective aspects are combinations 
of feelings that create long-term emotions, determining how we feel about something 
(Cristofaro, 2020). Temperament and mood are also part of the affective aspects of the 
human mind. Affective assets can be positive or negative about something, and they 
reflect our past experiences and our learned and adopted ways of thinking (Kurczewska 
et al., 2018). Conative aspects are human personal constructs of will and motivation. 
These conative aspects impact our interests and efforts to achieve our goals.

Cognitive aspects reflect entrepreneurs’ thinking, understanding, and reasoning 
(Costin et al., 2019). Cognitive logic is subjective due to the unique experiences and 
learning events that have taken place in human life. Thus, cognitive logic is personal 
regarding its reasoning processes concerning business, opportunities, risks, resources, 
and other entrepreneurial processes. Conative constructs reflect the will and motiva-
tion to do something, participate, and make decisions related to the action (Rooney et 
al., 2021). Conative constructs are meaningful to entrepreneurial intention and the per-
sonal motives behind pursuing entrepreneurship. They possess, together with cognitive 
aspects and affective assets, a combination of items that lead to either engaging in a 
new business start-up or not. This study does not focus on metacognitions, metacogni-
tions, and meta-affections, defined as meta-competencies. These are needed to manage 
and control behavior and its outcomes (Ustav & Venesaar, 2018).
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Indicative Typology and Its Characteristics
Connectedness (Zsolnai & Illes, 2017) and interconnectedness are typical for spiritual 
entrepreneurship (Long  & Driscoll, 2015; Pardasani et al., 2014). They take multiple 
forms in the spiritual thinking of entrepreneurs (see Table 10.2). Society and its goals 
offer multiple opportunities for belonging and mutual understanding. Family, which is 
not essential only to family businesses but can be just as impactful for other entrepre-
neurs, creates possibilities for solid ties that can last forever. This interconnectedness 
plays a role for environment-oriented entrepreneurs and religion-oriented entrepre-
neurs. The need for connectedness and interconnectedness with other people, society, 
and the environment creates types of spiritual entrepreneurs.

Table 10.2: Indicative typology of spiritual entrepreneurship and its contesting ideologies (classification 
style cognitive-conative-affective constructs).

Reasoning, 
understanding, 
and thinking

Willpower and 
motivation

Examples of possible 
emotions

Types of spiritual 
entrepreneurs

Cognitive aspects Conative aspects Affective aspects

Societal Entrepreneurs Society and social value 
in business

Change, mission, social 
acceptance

Optimistic, pleased, 
satisfied

Family-centric 
entrepreneurs

Family and its interests 
in business

Continuity, family 
heritage

Tender, Intimate, loving, 
devoted, passionate

Environmental 
entrepreneurs

Saving the 
environments and its 
resources, proactive 
thinking

Causing change, 
motives to act and to 
influence society

Enjoyment, satisfaction, 
peace

Religion-centric 
entrepreneurs

The God (or gods) and 
institutions like church 
can guide and help 
people

Common good, The 
will of God or the gods, 
status quo of society

Conservativeness, control

Contesting ideologies

Anti-social
entrepreneurs

Legislation and ethics 
prevent business 
operations, cruel and 
hostile thinking toward 
others

Victory, whatever 
it costs, revengeful 
behavior

Angry, bitter, mad, 
desperate, unhappy, 
miserable, hopeless, 
narcissistic, psychopathic 
or Machiavellian behavior 
(or a combination of these 
three)
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Reasoning, 
understanding, 
and thinking

Willpower and 
motivation

Examples of possible 
emotions

Types of spiritual 
entrepreneurs

Cognitive aspects Conative aspects Affective aspects

Opportunistic 
entrepreneurs

Maximizing profit 
whatever the cost

Disrespect toward 
others, motivation to 
damage others and 
gain personal profits 

Egoism, selfishness, and 
narcissistic, psychopathic 
or Machiavellian behavior 
(or a combination of these 
three)

Source: Author

Societal entrepreneurs feel connected to societal goals and social missions. Spirituality 
stems from social context, social relationships, and the aim of achieving the common 
good. Societal entrepreneurship is not a synonym for social entrepreneurship, which 
refers to the business model and types of operations an entrepreneur applies. Societal 
entrepreneurship as a form of spiritual entrepreneurship can encompass both social 
entrepreneurship and fully commercial entrepreneurship. Thus, it contains socially 
enterprising, hybrid organizations, and commercially oriented businesses that also 
partly aim to achieve social goals (Lehner & Kansikas, 2012, 2013).

Environmental entrepreneurs differ from societal entrepreneurs because their 
spirituality is based on environmental health, resource recycling, and environmental 
management. A future orientation and active approach toward recognizing societal 
issues related to environmental problems is typical for environmental spirituality. Envi-
ronmental spirituality reflects the relationship between humans and nature and looks 
to nature as a source of inspiration, relaxation, and the common good. Religion-centric 
entrepreneurs follow in their spirituality gods, the God or churches as institutions of 
authority. Conservative values are typical of institutional religiousness. These values 
influence spiritual entrepreneurship, which is religion-centric (Gursoy et al., 2017).

Connectedness and interconnectedness, typical goals of societal, family-centric, 
environmental, and religion-centric spiritual entrepreneurs, diminish, even disappear 
entirely in some cases, when contesting ideologies overtake a spiritual mindset. Thus, 
spiritual entrepreneurship has contested ideologies challenging spiritual knowledge 
from ethics, legislation, norms, and intuitions regarding proper action. In contrast to 
socioenvironmental cognitions, conations, and affections, subjective materialistic and 
egoistic purposes compete with spiritual knowledge for some entrepreneurs. These 
antisocial and opportunistic entrepreneurs replace spirituality with ideologies positing 
superior personal knowledge and direction and the effectuation of being more critical 
than others. Narcissism, as self-love and hate of others, leads to the everlasting cogni-
tion of superior position and knowledge (Leung et al., 2021). It also prevents learning 

Table 10.2 (continued)
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from failure in entrepreneurship (Liu et al., 2019). A lack of spirituality in decision-mak-
ing leads to psychopathy and Machiavellianism. Psychopathic personality does not rec-
ognize other people’s emotions, and people who suffer from this lack the empathy and 
intelligence related to the recognition of the emotions of others. Machiavellianism is a 
manipulative leadership style designed to influence and control personnel and custom-
ers to fulfill their unethical goals (Wu et al., 2019), influencing entrepreneurs’ cogni-
tive-conative-affective mindset.

One assumption derived from this research setting is that types of spiritual entre-
preneurs can overlap, and one person can change their type of spirituality or contesting 
ideology depending on the situation and context. Thus, an individual’s types of spirit-
uality do not remain consistent throughout their personal history. Instead, they disap-
pear, change, transform, and overlap with each other as one’s personal life changes. 
The types of spiritual entrepreneurship can also be transformed according to social sit-
uations, and thus, spirituality can become altered when talking with customers, family, 
employees, or media. Hybrid types of spiritual entrepreneurship can occur as combi-
nations of the characteristics of the entrepreneurship types presented in this paper. 
Therefore, spirituality and its contesting ideologies in entrepreneurship are subjective 
because long-lasting values and norms can influence them. Some of the characteristics 
of personal spirituality can be unchangeable. In that case, they become a part of a per-
son’s identity. Therefore, we should study these types of spiritual entrepreneurs empir-
ically, mainly using a qualitative research setting, to understand the traits of spiritual 
identities. Some entrepreneurs do not belong to any of the types presented as the indic-
ative typology, and they may not hold any spiritual knowledge or contesting ideologies. 
A study of the behavior and anti-spiritual mindset of these types of entrepreneurs offers 
new research opportunities.

Discussion and Conclusion
The spiritual dimensions of entrepreneurship do not just cover value-based ethical 
questions. Thinking of spiritual entrepreneurs only as religious businesspeople gives 
a limited understanding of spiritual entrepreneurship. As religious institutions contain 
influential and well-known entrepreneurs locally and globally, they represent a visible 
sample of spiritual knowledge in entrepreneurship. Spirituality and its contexts are 
diverse, and therefore, spirituality in entrepreneurship is not confined to just deci-
sion-making, actions, and behavior but also references the techniques to create novel 
opportunities through play, intuition, creativity, and innovativeness.

The chapter’s research question is: What is the indicative typology of spiritual entre-
preneurship? As suggested earlier, some of the types of spiritual entrepreneurs might 
overlap. Societal and environmental entrepreneurial archetypes provide an example of 
this interdependence from the perspective of the entrepreneurial identities of spiritual 
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businesspeople. Environmental entrepreneurs are motivated to contribute to society, 
which may be a point of differentiation from societal entrepreneurs who focus on envi-
ronmental problem-solving and tools to save resources efficiently (Lehner & Kansikas, 
2012, 2013). This can be accomplished through developing and testing new technology 
related to manufacturing, incremental innovations that make minor improvements to 
current products and services, recycling management, and customer-chain improve-
ments. Environmental entrepreneurs motivate themselves by finding solutions to difficult 
and complex problems that are partly unsolvable with the currently available technology. 

Family-centric entrepreneurs teach us how to manage the same business through 
subsequent generations and how to control a family-fun business. Spirituality as related 
to the family is conservative in that the values that are typical for family-centric entre-
preneurs focus on continuity, family culture cultivation, multigenerational work and 
consensus-style decision-making (Long & Driscoll, 2015; Pardasani et al., 2014; Zsolnai & 
Illes, 2017) and long-term control of the business and its gains. Family-centric entrepre-
neurship is culturally diverse, including families with conflicts, feuds, and lengthy dis-
putes and thriving and well-known family businesses that are part of national identity 
and heritage. Family-centric entrepreneurs are, in some cases, very talented regarding 
brand performance because they nurture well-known brands. Family serves as a concrete 
group of family members engaged in owner management and the corporate governance 
of family business. It also contains a spiritual legacy that the family creates, including 
intangible legends, myths, unwritten stories, routines, and sociocultural constructs.

Religion-centric entrepreneurship is based on a spirituality that follows the con-
structs of religion and the institution of the church or other organizations that prac-
tice religion. Religion offers socioeconomic resources for entrepreneurs, as belonging 
to institutional organizations provides opportunities for networking and social capital 
accumulation. Naturally, religion is a testimony of spirituality, and it offers multiple 
channels and activities to practice religion and increase the level of spiritual knowl-
edge related to it (Vu, 2021). Religious ceremonies, events, and meetings foster religious-
ness and religious beliefs. As religion-centric entrepreneurship takes multiple forms, 
it covers exceptionally conservative and doctrine-based entrepreneurs and entrepre-
neurs who practice religion more selectively and occasionally. Standard features of 
religion-centric entrepreneurship are trust, loyalty, and spiritual knowledge based on 
religion and its teachings. We can learn from religion-centric entrepreneurship that 
spirituality can be a positive asset in times of struggle. Spiritual thinking can help main-
tain a positive mentality through complex decision-making and an entrepreneur’s intu-
itive vision-building (Nandram, 2016).

Anti-social and opportunistic entrepreneurs hold alternative ideologies to spiritual-
ity. Instead of spiritual thinking, these entrepreneurs motivate themselves with mate-
rialism and egoism (Leung et al., 2021) without thinking about consequences, society, 
or the environment. This type of thinking shows not only a lack of ethics in the form 
of spiritual knowledge but also a lack of empathy and moral thinking (Wu et al., 2019). 
These cases teach us about the dark side of entrepreneurship with all its accompanying  
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psychological disorders and symptoms. Avoiding sadness, bitterness, miserable or 
revengeful behavior, and aggressiveness toward other people in entrepreneurship is 
one of the learning lessons necessary for antisocial and opportunistic entrepreneurship.

The current research literature that helps us to understand more types of spiritual 
entrepreneurs can be divided into multiple sections (see Table 10.3). The literature on 
social venturing and social entrepreneurship can help us to understand societal entre-
preneurs and their mindset about the world. Interpretation is needed, as social entre-
preneurs are not synonymous with societal entrepreneurs. Studies on ethics, ethics in 
management and ethics in entrepreneurship offer pathways to understand the roots 
of spirituality in the context of societal and environmental entrepreneurs. Sustainable 
research on entrepreneurship and environmental management increases the under-
standing of environmental entrepreneurs’ motives and operational behavior. This topic 
is multidisciplinary, and thus, studies conducted in other areas might also be helpful to 
the study of spiritual entrepreneurship.

Table 10.3: Future research initiatives.

Types of spiritual
entrepreneurs

Future research 
initiatives on spiritual 
entrepreneurship

Entrepreneurship 
literature related to the 
topic

Data collection 
orientation 
(suggestions)

Societal 
Entrepreneurs

How do societal 
entrepreneurs manage 
their social capital? 
How do societal 
entrepreneurs enter 
business society and 
pursue a career in it?

Not just social 
entrepreneurship but also 
for-profit entrepreneurs 
with social awareness, like 
social venturing, mission-
driven entrepreneurship, 
and ethical decision-making 
in entrepreneurship

Selecting well-known 
societal entrepreneurs. 
Snowball-type interviews 
in which each interviewee 
suggests new interviewees

Family-centric 
entrepreneurs

What advantages 
and disadvantages 
does family-centric 
entrepreneurship create 
for entrepreneurs and 
their families? What are 
the types of mindsets 
that family-centric 
entrepreneurs have?

Family business, business 
history, family studies, 
gender studies

Selecting positive and 
negative cases of family-
centric entrepreneurship. 
Case study technique 
with multiple data 
sources, interviews, 
business histories, written 
documents, company 
archives

Environmental 
entrepreneurs

What motivates 
environmental 
entrepreneurs? What 
are the differences 
between environmental 
and hybrid business 
models?

Environmental 
entrepreneurship, 
sustainable 
entrepreneurship

Interviews with 
stakeholders and the 
informants themselves; 
focus group suitable
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Types of spiritual
entrepreneurs

Future research 
initiatives on spiritual 
entrepreneurship

Entrepreneurship 
literature related to the 
topic

Data collection 
orientation 
(suggestions)

Religion-centric 
entrepreneurs

How does 
religion influence 
entrepreneurial 
decision-making? What 
are the ethics that are 
typical for religion-
centric entrepreneurs?

Spirituality in management 
and entrepreneurship, 
religion and entrepreneurs, 
religion and economics

Case study technique with 
multiple data sources, 
interviews, written 
documents, archives

Contesting ideologies

Anti-social 
entrepreneurs

What explains anti-
social behavior among 
entrepreneurs? What 
are the motives behind 
anti-social behavior? 
How do anti-social 
entrepreneurs enter 
into business society 
and pursue a career 
in it? Does anti-social 
behavior change, 
and if so, under what 
conditions and why?

Entrepreneurial behavior, 
Machiavellianism in 
management literature, 
psychology, and 
entrepreneurship, “dark 
side of entrepreneurship.”

Stakeholder and 
eyewitness interviews 
(and document or media 
research) in the case that 
entrepreneurs refuse to 
be interviewed, long-term 
approach on what and 
why 

Opportunistic 
entrepreneurs

What are the 
typical motives 
for opportunistic 
entrepreneurs in 
business? What are the 
impacts opportunistic 
entrepreneurs create 
around themselves? 
How do opportunistic 
entrepreneurs manage 
their business in times 
of crisis?

Entrepreneurial behavior, 
Machiavellianism in 
management literature, 
psychology, and 
entrepreneurship, “dark 
side of entrepreneurship.”

Stakeholder and 
eyewitness interviews 
(and document or media 
research) in the case that 
entrepreneurs refuse to 
be interviewed, long-term 
approach toward what 
and why

Source: Author

Family-centric entrepreneurs are not a source of family business management 
and family entrepreneurship research, but fields such as gender studies also offer 
approaches to funning family businesses. Family businesses are the cradle of female 
managers in many countries; through inheritance and career development, gender 
studies can be used as a source for family-centric entrepreneurship. Naturally, the 
history of family businesses extends the understanding of this topic. The research lit-

Table 10.3 (continued)
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erature on religion and economics has extended our understanding of the role of reli-
gion in economic development. Religion-centric entrepreneurship might be selectively 
studied through extant publications in economics. Perhaps even more helpful to the 
extension of this understanding is the concept of spirituality in management, especially 
regarding those studies that reflect religious institutions and their role in management. 
Anti-social and opportunistic entrepreneurship are multidisciplinary topics; therefore, 
psychology offers studies conducted in the context of this type of behavior and busi-
nesspeople. The latest entrepreneurship research has also studied entrepreneurial 
behavior from the perspective of the “dark side of entrepreneurship” by understanding 
the disorders experienced by entrepreneurs.

These literature sources offer much to think about and study. They offer pathways 
to understand the distinct types of spiritual entrepreneurs. Why have societal entre-
preneurs chosen the path to becoming socially oriented and society-friendly? How do 
societal entrepreneurs enter business society? What motivates environmental entre-
preneurs? What are the types of business models that they have? Answering these ques-
tions increases our understanding of societal and environmental entrepreneurship. 
Further, they can be applied to all types of spiritual entrepreneurs.

The study of family-centric entrepreneurship increasingly benefits family busi-
ness research. Family-level spirituality in family business refers to the perspective that 
legitimizes family-centric entrepreneurship. Whether this spirituality derives from the 
founder’s legacy, family impact in business, family myths, or something else remains a 
focus of future research. Religion and its meaning for entrepreneurs in business is an 
exciting research initiative. As economics has begun to study the intersection of religion 
and economics from multiple perspectives, entrepreneurship research can actively 
pursue the same approach in religiousness and entrepreneurship.

Anti-social entrepreneurship and opportunistic entrepreneurship reflect contest-
ing ideologies to that of spirituality. Spirituality in entrepreneurship is about cultivat-
ing spirit and mindset from the perspective of cognitive-conative-affective constructs. 
However, its contesting ideologies reflect a lack of values and empathy toward other 
people and societies. Societal and environmental entrepreneurship and family-centric 
and religion-centric entrepreneurship are not necessarily positive. Families or some of 
their members can be maladjusted, which can influence family-centric entrepreneur-
ship by prioritizing personal ideologies over spiritual thinking. Environmental entre-
preneurs can make unethical decisions. Societal entrepreneurs might aim to work for 
the good of society but instead produce social profit only for a tiny elite within society 
rather than for the whole of society. Thus, the types of spiritual entrepreneurs are 
not inherently good or bad but have different cognitive-conative-affective connota-
tions that make them distinct. Anti-social and opportunistic entrepreneurs can cause 
(without any conscious attempt) good outcomes, such as high employment rates and 
tax revenues for society that result from unethical business operations. Thus, spiritual 
entrepreneurship contains multiple paradoxes.
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As mentioned earlier, the types of spiritual entrepreneurs can overlap and change 
over time. Spirituality is not constant or unchangeable. It takes multiple forms and 
different flavors as life changes. Studying this evolution of spiritual entrepreneurship 
through a longitudinal study could be exciting and necessary if we want to understand 
why it takes so many forms and the processes behind it.
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Chapter 11  
Spiritual Entrepreneurship: ACIM Social as 
a Tool for Spiritual Networking and Sharing

Abstract: Framed in the third axis of knowledge, the spiritual, this text describes the 
story of 3 people dedicated to self-knowledge and spiritual growth, whom life brought 
together in a moment of space and time. Their initial purpose was to share their reflec-
tions on A Course in Miracles. Subsequently, it evolved into an inner calling to create 
something defined as spiritual entrepreneurship. Its scope was unknown, but intuition 
showed them that it was geared to serve, to become instruments in the service of God’s 
Light and Love, to provide a context from which to facilitate others to connect with their 
true Self, bringing value to the world. Since then, they have been walking together along 
a path, sometimes serene and sometimes more rugged. Currently, they are materializ-
ing part of that purpose by designing an app, ACIM Social. It responds to an inner call to 
bring the Course closer to other brothers and sisters, facilitate its practice comfortably 
and straightforwardly, and transmit spiritual knowledge. Thereby, what a priori could 
be understood as an instrument to carry out an activity in the outside world, such as 
the development of an app on a mobile phone, became, for them, an element aimed at 
facilitating learning and the will to focus their gaze inwards through sharing.

Keywords: A Course in Miracles, ACIM Social, App, Spirituality, Spiritual Entrepreneur-
ship, Spiritual Knowledge, Knowledge Management

Antecedents
After a weekend workshop on A Course in Miracles (hereafter ACIM or the Course) at 
Ryo’s1 house in December 2012, four of the attendees, Filocasto, Ryo, another friend, 
and myself, Ángeles, had the desire to create a Course study group. I was urged to call a 
meeting at the beginning of the year and choose a topic to start working on. For me, it 

1 The names of the people who are developing this project are fictitious, except for the person speaking 
in the first person, to preserve their anonymity.
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was an exciting challenge! Up to that point, I had been studying the Course alone. Par-
adoxically, the non-dual perspective offered by ACIM states that “I am one Self, united 
with my Creator” (ACIM, 2018: L.95). However, in the dual world of manifestation, that 
path inward is a path to be traveled and from oneself, through the relationship with 
others. However, I found it precious to have the opportunity to share concerns and 
reflections on the spiritual path I had begun.

At that time, I had been studying ACIM for about a year. I met it through a Mind-
fulness course at the University of Almeria (Spain), where ACIM facilitators and people 
dedicated to self-knowledge and the spiritual path participated. At that time, I was in 
full mourning for the breakdown of my marriage in 2010. Until then, my transcendent 
vision came from the Catholic religion, and I was plunged into the only crisis of faith I 
have ever experienced. I did not understand why life was bringing me this painful expe-
rience. Nothing made sense to me. I did not know that it was part of a path that, more 
unconsciously than consciously, I longed to walk. It was through this experience that I 
began to move from blind faith in the dogmas of Catholicism to a spiritual vision which, 
as the Dalai Lama (1999) points out, is based more on the qualities of the human spirit, 
such as love, forgiveness, compassion, responsibility and others, which bring happiness 
to both oneself and others. I consciously began a journey home to God. 

However, it was a different concept of God from the one I had grown up with: God 
as the Origin, the Source, the Life, the all-embracing One, the Universal substance in 
which everything Is. In the face of my surrender, Life wisely and naturally led me to 
take a few steps in that direction. Moved by love and compassion, love that I did not 
know where it came from, the desire that my children would not suffer from our sepa-
ration; surrendered to the reality of the facts, I was pushed to let go of the idea of how 
things should be, from forgiveness, love, and without judgment. As everything has its 
raison d’être, if we are open to “listen”, that rupture helped me to find meaning in life. I 
found help and guidance from various people and trainings. I bought the ACIM version 
from the Foundation for Inner Peace (FFIP) in 2011 (ACIM, 2007), but it was not until a 
year later that I started reading it. Since then, I have not stopped my journey toward 
this God-One through a process of self-inquiry, both psychologically and spiritually. I see 
everything that happens to me as an opportunity to keep questioning the idea of myself 
as an individual ego and open myself to discovering my true nature in God.

At that meeting at Ryo’s house, we agreed to meet a few weeks later at mine. The 
topic we started with was judgment, a great topic! From that meeting, situations already 
arose on which to practice the review observation. Ryo and I started a relationship as a 
couple, which we consecrated to God to guide us in stripping ourselves of all egoic forms 
before each other. Throughout the time we were a couple, there were many scenarios in 
which we could practice everything we were learning theoretically in the Course. There 
were several break-ups and reconciliations. Even today, not being a couple, our rela-
tionship remains a good training ground for uncovering the traps of the ego. After that 
first meeting, the friend who had attended left the group. She did not accept the begin-
ning of the relationship between me and Ryo. She judged it inappropriate, given our 
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circumstances. Eventually, the connection with her was reestablished, and although we 
went our separate ways, we had much affection. Therefore, we could observe the judg-
ments and practice forgiveness from the beginning. 

Filocasto, Ryo and I continued to meet one weekend a month for years. We met in 
the name of Jesus and felt inspired and guided by Him. We meditated, philosophized 
and discussed the Course of life. . . and a beautiful brotherhood was forged over time. 
At that time, we also met with another committed couple on the inner journey. Our 
purposes converged towards devotional service, becoming instruments in serving God’s 
Light and Love in the world. Each time we met, we felt we were called to do something 
together, to create a space, a context to share and to facilitate others to connect with their 
true Self. We wanted to share the devotion and love we felt and our own experience 
and knowledge with the rest of the world. We did not know how, but we were always 
convinced that our meeting was not by chance and that we had something to create and 
give to the world. From this, a name was born: The Abode of the Creator.

The Abode of the Creator symbolizes the place or space to dwell and reconnect with 
God-Love. It is a place of healing and rest for the soul, of disidentification from the 
individual body-mind separate from others, with an associated name, psychology and 
personal history that gives it an identity. At first, we visualized that place as a physical 
space with specific physical characteristics; in time, we realized that this idea did not 
need to be in a particular area in space-time. The Abode of the Creator is within each of 
us; it is an inner state of connection with the One and with All. The rest would follow. . . 
as an effect of this internal state. However, we do not rule out that one day, there may 
be a physical place where this cherished ideal can be realized.

During these years, we have followed our path towards the Light. We have carried 
out a personal work of self-knowledge and consciousness, both from ACIM and other 
spiritual philosophies (e.g., Vedanta-Advaita by Ramana Maharshi, Nisargadatta 
Maharaj, Aurobindo and Mother, Mooji, yoga, Buddhism, mindfulness and different 
currents). All this has been producing a significant transformation in each one of us. 
Sometimes, the three of us have walked together, sometimes separately, sometimes with 
more resistance, and sometimes with less, according to the emotional and psycholog-
ical moments of each one. During this time of inner work, many faces of the ego have 
surfaced, represented by attachments, resistances, and opposition to the freedom of the 
Self. Moreover, they continue to appear. We have experienced many joys through deep 
connection with the transcendent. We have also experienced much pain and suffering 
resulting from attachments and lack of acceptance. Sometimes, the conflict stemmed 
from personal issues, misunderstandings and misinterpretations.

We have lived, as every human being lives, experiencing the two opposing thought 
systems that ACIM speaks of: that of the ego, expressed through fear, attachment to 
personal identity, the inner wounds this causes, and the refusal to heal those wounds; 
and that of the Holy Spirit, manifested as forgiveness, the recognition of the immutable 
innocence that permeates all Creation, and the oneness from which both come. As a 
result of the cyclical surrender to one of these two opposing systems of thought, there 
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have been times when one of the three has needed to walk away. However, the other 
two have always remained together with Jesus, preserving the purpose.

However, What a Course in Miracles is?
A Course in Miracles is a non-dual spiritual teaching to remember our true nature, 
oneness with God-Love. Since reality is defined in ACIM as God or Heaven (which is 
our true Self as Christ, the state of perfect Oneness), unreality is anything outside of 
Him (Wapnick, 2022). As it states, “The journey to God is merely the reawakening of the 
knowledge of where you are always and what you are forever. It is a journey without 
distance to a goal that has never changed” (ACIM, 2021: T-8.V.12:6–7).

This is summarized as follows (ACIM, 2018: T-In.2:2–4):

Nothing real can be threatened.
Nothing unreal exists.
Herein lies the peace of God

A Course in Miracles is not a religion. It does not claim to convey a universal theology, 
which it considers impossible (ACIM, 2018: C-In.2:5; Preface.2.3). Although the terminol-
ogy and focus of the Course are Christian, it is a learning program, a mental training, 
leading to a universal experience. It teaches that the way to remember Love and Peace, 
our real Identity, is based on undoing guilt through forgiveness. The practice setting is 
relationships, which, once healed, become holy (FFIP, n.d.). Through its study, however, 
one becomes aware that the only possible relationship to be healed is the relationship 
with God. 

The Course resulted from the transcription of an inner voice identified as coming 
from Jesus by Dr. Helen Schucman, a clinical and research psychologist and tenured 
Associate Professor of Medical Psychology. Dr. William Thetford, her department chair 
and Professor of Medical Psychology at the Columbia University College of Physicians 
and Surgeons (New York), assisted her in transcribing the inner dictation. The Course 
materialized thanks to the request for help and commitment to find another way of 
relating from two co-workers who seemed trapped in a problematic relationship. United 
in that purpose, the relationship between them was redirected, and they could work in 
harmony (Skutch, 2010). It was, therefore, love that brought the relationship between 
them back on track. The text states, “Miracles occur naturally as expressions of love. 
The real miracle is the love that inspires them. In this sense, everything that comes from 
love is a miracle” (ACIM, 2018: T-1-I.3:1–3). Some versions of ACIM exist (Shawley, 2014). 
The most widely known at this time is the one of the Foundation for Inner Peace (cited 
in this text as ACIM, 2018). However, other versions are the Circle of Atonement (ACIM, 
2021) or the Sparkly or Thetford Edition (2012). The URtext is the earliest ACIM version 
available, which has not been edited (ACIM, 2001).
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This learning system based on non-dual forgiveness, or miracle, consists of the 
Text, Workbook for Students, and Teachers Manual. It also clarifies Terms and Supple-
ments (Psychotherapy and The Song of Prayer). The workbook consists of 365 lessons, 
one for each day of the year. It aims to train the mind to correct erroneous perceptions 
based on the belief in separation, guilt and fear by transforming the dualistic thought 
system. 

The Sense of Making ACIM Social App:  
Sharing the Spiritual Experience
Origin of ACIM Social: Purpose

In 2021, as a result of his own experience with ACIM, Ryo thought of a way of studying 
the Course that would help students maintain the necessary consistency in practicing 
the lessons in the workbook. The lessons of the Course are conceived as a daily prac-
tice. The student meditates at certain times of the day and recalls different spiritual 
ideas and thought forms at specific frequencies for each lesson. He believed that it 
was possible, and would be helpful, to design an automated alert system for mobile 
devices through an app, which would help to maintain the necessary attention and 
consistency. He found that the existing apps in the Apple and Android app stores only 
incorporated a basic alert system. However, none offered the complex system of alerts 
that the Course proposes. He also thought about possibly creating a global community 
of ACIM students.

Since the spirit of The Abode of the Creator was still very present in us, he shared 
his idea with Filocasto and me, and we were both inspired to participate. We began 
what could be called our spiritual venture, whose purpose is the development of pro-
jects oriented towards the awakening of Consciousness, thus creating value for society. 
The primary motivation is not the economic benefit of its promoters but the experience 
of its development and the desire to promote spiritual advancement in the world. 

Figure 11.1 shows the image associated with the ACIM Social app.

    
Figure 11.1: ACIM Social logo.

 Source: Author’s elaboration
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Building a Community to Share the Experience

As the App took shape, we discovered that it could become a new expression of the 
Abode of the Creator that would extend beyond us. From our personal experience stud-
ying the Course and that of people close to us with the version edited by the FFIP, we 
can say that, a priori, it is not a simple teaching. Its study can be complex, even leading 
to misinterpretations of its ideas. One can feel very lonely and lost at times. A Course 
in Miracles proposes to change the thought system of the world, or of the ego, which is 
inevitably painful for it (ACIM, 2018: T4.II.5:1), to a new thought system. Such a change 
generates much resistance in our mind, which tends to cling to what is known so that 
reactivity can arise.

Having access to other people with the same interests, who can make the under-
standing and practice of ACIM easier, and sharing feelings, concerns, or doubts with 
them can be exceptionally comforting for an ACIM student. This can be a great help and 
a determinant for further study. The App could become a meeting place between ACIM 
students, teachers, or Course facilitators. The facilitators are people who have been 
studying the Course for longer or have reached a higher level of understanding and 
experience of its postulates. In this way, a network or community could be created to 
share their doubts, experiences, and content linked to this teaching system to help each 
other. The system of thought proposed by ACIM is very particular and is in the process 
of expansion. For this reason, it seemed interesting to offer a space that would make it 
easier to share its study with other people and available to everyone since nothing like 
this exists so far.

The ACIM Social App is prepared to search for students, show which other users are 
studying the same lesson and section of the text, and contact them via chat. In addition, 
it also makes it possible to search for facilitators (Figure 11.2). Any user can be a facili-
tator; however, it is requested that they have studied ACIM in-depth and have practiced 
all lessons at least once. In any case, users can indicate the years they have studied the 
Course. It also allows you to search for groups by name or that go by the same lesson or 
section of the Text and the most popular groups. 

To facilitate sharing between students, facilitators, or both, the App allows the crea-
tion of study groups (Figure 11.3). These can be public (any user can join freely), private 
(closed groups to which access can be requested) or closed (access cannot be requested). 
The group administrator can mark the lesson or section of the Text to be studied. The 
group also has a chat for private communication among its members. Additional text 
or multimedia information can also be shared and made available to group members.

The App becomes a kind of spiritual, social network of ACIM, where knowledge can 
be created within groups and open to the community (Figure 11.4); they may or may not 
be associated with a lesson or section of the Text (only open to facilitators). Any user can 
publish posts, comment on and like them, and other users can be followed. However, 
since its purpose is to share, not compete, only each user can know their number of 
followers. It is not possible to see the number of followers other users have.
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Figure 11.2: Search possibilities of ACIM Social.
Source: Author’s elaboration

Figure 11.3: Groups functionality.
Source: Author’s elaboration
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From that moment on, we considered approaching the strategic planning of the App 
from a professional point of view. The mission and vision of this project, framed in the 
third component of the triple helix of knowledge, spiritual knowledge (Bratianu, 2015), 
are beyond our comprehension. Its elaboration obeys an inner calling. What comes out 
of it, how far the App will go and who will benefit from it, will depend on whether there 
is a real need for such a creation. Although a priori, we would say there is, we do not 
know it now. The App’s development was not preceded by market research but inspired 
by the Holy Spirit, to Whom we directed our steps. Moreover, when we surrender to 
Him, the most significant benefit has already been obtained; giving our time and energy 
to this project has had very positive consequences in terms of personal fulfillment and 
satisfaction, which, on their own, are enough to make it worth having developed. Even 
so, the project’s promoters have extensive business experience and knowledge of the 
Course. Therefore, everything we do is focused on adequate product development in 
the market.

Figure 11.4: User profile and posts. 
Source: Author’s elaboration
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Implementing Acim Social
From a professional perspective, the project’s mission is to create a space for ACIM stu-
dents to come together and meet through the ACIM Social app; on the one hand, facilitat-
ing their study and practice comfortably and, on the other hand, incorporating specific 
tools not yet available on the market, such as the Course study groups, a spiritual, social 
network, and a system of individualized alerts per lesson. Our vision is to be an instru-
ment of transformation at the service of the God-Love-Self.

Starting Point: Internal Analysis

To implement the project, we divided the tasks: Ryo would program the app, Filocasto 
would take care of the content and the configuration of the complex alert system, and I 
would record the audios of the lessons and the Text, giving voice to the Voice that speaks 
for God. The initial idea for the project grew, and with it, the complexity and level of 
programming required. Ryo’s brother Dante, a very experienced programmer, joined 
the project. Defining himself as an atheist, he inexplicably volunteered to collaborate 
in developing the app.

Therefore, the app’s promoters are Filocasto, Ryo, Dante and myself. We all have 
professional or academic experience in entrepreneurship and business management. 
We have two programming experts with experience in app programming, and three of 
us have been practicing A Course in Miracles for over ten years. Together, we have the 
necessary skills to develop this spiritual entrepreneurial project.

The development of the App incorporates very new technologies, which are ena-
bling a global creative explosion. On the one hand, cloud-based information storage and 
sharing systems developed by Google (Firebase) are being used. These systems allow a 
single person, in a very efficient way, to do sets of tasks that used to require entire teams 
of people. On the other hand, an emerging programming language, “flutter”, created 
by Google, is being used, which allows apps to be developed for the IOS platform and 
Google simultaneously, without duplicating programming efforts. In addition, Ryo is 
programming on a platform called Flutterflow that allows the app’s source code to be 
generated in Flutter without coding directly, which generates the native code for both 
iOS and Android. In addition, a client-server architecture has been designed for the 
alert system. All these systems are installed in the cloud, facilitating their interconnec-
tion. The App is a terminal that displays the information stored and shared in the cloud. 
An audio recording and editing system incorporated into the Audacity program is being 
used, allowing professional work to be done using tools available to everyone.
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The Environment: The Need to Return to the Inner Self

The most developed societies have been focused on “having” for many years and 
moving to another based on “doing”. Rushing, stress, and no time to do and do and do 
and do. . . are the general tone of behavior and a consequence of focusing attention on 
the “outside”. It is well known that this, in turn, triggers physical and psychological 
health problems (DeLongis et al., 1988; Reinecke et al., 2017), as well as depression and 
many other mental problems (Thoits, 2010). Losing the illusion of living or not finding 
meaning in life generates the most internal suffering a human can experience. In fact, 
according to psychiatrist Gutiérrez Rojas, suicide occurs when people believe there is 
nothing left to do (Sánchez León, 2023). Moreover, this happens from an increasingly 
early age. We learn to live with our consciousness captured by an infinity of external 
stimuli. We forget to look at and listen to ourselves and pay attention to what we think, 
feel, desire or experience at any moment. People who live this way are unaware of 
the purpose of their behavior, forgetting that, ultimately, we all seek the same thing, 
and we all seek it because it is inherent to human nature itself. We are all embarked, 
conscious or not, on the same longing: the longing for “Being”, which has nothing to 
do with “doing” and “having”. In our consciousness, we translate it as the desire to be 
happy. One day, either because we have reached the limit of our physical or mental pos-
sibilities, or because some event happens in our life that shocks us, or simply because of 
a flash of consciousness, we stop. Moreover, in doing so, we are likely to ask ourselves: 
What am I doing? Why am I doing what I am doing? Why am I running so much? Why 
am I working so hard? Where do I want to go? What purpose led me to orient my life in 
this direction? Well, the answer to these questions, although it seems to take particular 
forms in the conscience of each individual, usually has, in all of them, a very similar 
background: “There must be another way of doing things, another way of thinking and 
approaching life, another way of living”.

This response is growing collectively in society. It is a natural response to infor-
mation overload, to the increasing complexity of society and to the growing presence 
of collective thinking that blurs the consciousness of individuals. This is increasing 
interest in self-knowledge, personal growth and a return to spirituality, a more secular 
spirituality, less pigeon-holed into a particular dogma. More and more people need to 
find the meaning of their lives, to look inward and reconnect with the essential part of 
themselves that they can only find by turning the focus of awareness within. Around 
this need, a growing industry is emerging, offering products and services related to 
self-knowledge, spirituality and the inner path. From this purely economic or material 
point of view, the creation of an app that can meet this need seems, in itself, appropri-
ate. At the macroeconomic level, there seems to be no brake on its development. At the 
microeconomic level, there is an expanding market for this spiritual teaching of ACIM 
worldwide. It is now translated into 27 languages (FFIP, n.d.), with practitioners of the 
Course in several languages. In particular, there is a vast market of people studying the 
Course in Spanish in Spain and Latin America. Many people facilitate their learning 
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through study groups, videos, courses, retreats, workshops, etc. However, as far as we 
know, there is no community of students and facilitators of the course where everyone 
can meet and share. Many people study it and follow specific teachers, but there is no 
space where everyone can converge and share.

As a consequence of our own experience and contact with the experience of many 
other people studying ACIM, we are aware of the difficulty many find in grasping and 
deeply understanding its postulates. In this sense, the availability of specific didactic 
tools such as audio texts, summarized instructions on what to do in each lesson, alerts, 
information related to ACIM, study groups, and forums to ask questions and share life 
experiences, which are sometimes difficult, etc., can facilitate learning and internaliza-
tion, and be very useful. An analysis of the different ACIM apps on the market shows 
both free and paid apps. In general, they provide access to the text and lessons. The 
alert systems are generally fundamental. Some have standard lesson alerts; most do not 
show lesson title notifications unless configured by the user daily. Moreover, only one of 
them shows the meditation time. The most advanced alert is that of the FFIP, which has 
customized lesson alerts, but the visual presentation and functionality are fundamental.

Therefore, we concluded that there is a target market for this product and no 
product with the characteristics of ACIM Social.

Management Summary: SWOT Analysis

A summary of the main strengths, opportunities, weaknesses, and threats associated 
with this project is presented in Table 11.1.

The main weakness observed is related to the personal transformation processes 
that team members are undergoing, which sometimes makes communication and 
decision-making difficult. However, even these tiny stops are learning opportunities 
that positively impact our joint project.

The project also has some strengths. Firstly, the developers have a great deal of 
experience in software development. They are currently developing other apps in 
larger companies, so all their experience in this work area is being applied to the devel-
opment of ACIM Social. Secondly, they are using newly created tools that multiply the 
efficiency of what one person can do. This reduces the cost of App development. It also 
improves the value for money compared to other apps developed with inferior tech-
nologies. Thirdly, the developers have a long history of spiritual work and have been 
practicing ACIM for over a decade. Therefore, as a fourth strength, it can be mentioned 
that the developers know from the user’s perspective and as facilitators what the needs 
of the course students and those who want to facilitate their study.

About threats, the main problem we may have is that the royalties requested by 
the FFIP in order to use their version of ACIM may not be financially bearable for the 
project. However, if this is the case, we would consider including another of the existing 
versions. On the other hand, it is possible that other apps that already have a market 
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share could incorporate some of the innovations presented in this one, although this 
process requires time and investment. Moreover, the Course is freely available online 
in PDF and other formats. However, they do not have the characteristics of this app, 
although they do allow free dissemination and are therefore competitive in terms of 
price. The fact that the FFIP is also developing an app and a web platform to study the 
text could also be identified as a threat.

As opportunities, it should be noted that the organization and systematization of 
the app’s content follows an approach that does not exist in any existing Course apps. 
These, moreover, do not offer as many functionalities together. On the other hand, the 
App includes a spiritual, social network that enables the creation of a community of 
ACIM students and facilitators. This is something that does not exist so far. The App has 
also been designed from the student’s perspective and adapted to their needs. It also 
considers facilitators’ needs, making it a handy tool for those who generate content and 
value around the original text.

Table 11.1: SWOT analysis.

WEAKNESSES
–  Some occasional difficulty in communication 

and decision-making due to the personal 
processes of the promoters.

THREATS
–  Some existing apps with a market share may 

imitate ACIM Social content.
–  The Course is accessible in pdf format and on 

different websites.
–  The FFIP is developing an ACIM App and website.
–  We have not yet agreed with the FFIP to use the 

texts of the Spanish version of ACIM, which could 
lead us to consider other versions of the Course.

STRENGTHS
–  Extensive experience of the developers in 

software development.
–  Innovative tools for app development that 

multiply efficiency and improve value for money.
–  Great knowledge and practice of ACIM. 
–  Knowledge of the needs of the course learners 

and facilitators.

OPPORTUNITIES
–  At the moment, there is no spiritual or social 

network of the Course nor a community of learners 
and facilitators.

–  The App is designed from the perspective of the 
student and the facilitator.

–  Innovative organization and systematization of the 
app’s content.

–  App with a wide variety of functionalities.

Source: Author’s elaboration
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Marketing Planning
As described above, the purpose of ACIM Social is twofold. On the one hand, it aims to 
facilitate the internalization of the system of thought of the Course, providing tools to 
make the study of the Text and the practice of the exercises easier. On the other hand, 
it seeks to enable communication of experiences or doubts by creating a spiritual com-
munity or network.

By mid-2023, the ACIM Social App was practically finished and ready to be added 
to the Google Play Store and Apple Store. Its launch, initially in Spanish, was the first 
objective from a business point of view. However, for this to be possible, we still have 
to decide which version of ACIM will finally be incorporated into the App. Although all 
the material in it is currently the FFIP version, if the royalty proposal is not economi-
cally viable for the project to be developed, we would assess the feasibility of including 
another version of the Course or making our translation of the royalty-free version. In 
this sense, the first objective to be addressed is to decide which version of ACIM can be 
incorporated into the App.

Once this issue is resolved, we will proceed to launch the App. The next objective 
would be disseminating the App by implementing different actions (Table 11.2). They 
are intended to achieve the third objective: to reach between 800 and 1000 subscribers 
in the first year and 2000 in the second year. To this end, among other actions, we intend 
to give free access to between 200 and 500 users. As a fourth objective, new content 
will be added to the App for its continuous improvement: audios of the chapters of the 
Text, improvements in reminders and notifications, guided meditations for the lessons, 
summaries, offering in English all the content available in Spanish to extend the App to 
the entire English-speaking world, or access to content about ACIM published by Course 
facilitators, such as YouTube videos. Finally, it is a goal of each of us to enjoy the work 
done, to share on a personal level the experience of use and to let destiny happen for us.

Table 11.2 provides a summary of the future actions to be developed for each of the 
objectives. 

Table 11.2: Linking actions to objectives.

Objective Action

1.  Decision on the version of 
ACIM to be incorporated into 
the App.

Contact the editors of the different editions to determine if they are 
open to collaborating with the project.

Assess which option is more economically viable.

2.  Incorporate the App in the 
Google Play Store and Apple 
Store.

Start the process of activating subscriptions for new users.

Complete the debugging phase during February. The four promoters, 
plus the 25 current test users, will be involved.
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Objective Action

3.  Disseminate the App in the 
main networks

Develop a website that explains the project and allows ACIM 
facilitators to contact our spiritual project.

Create ACIM Social App profiles in the most widespread social 
networks.

Develop a strategy for generating content on networks that, on 
the one hand, makes people with suitable characteristics aware 
of the App’s existence and, on the other, provides added value via 
messages, posts, etc.

Advertising on Google and Meta.

4.  Reach 800–1000 subscribers in 
the first year and reach 2000 in 
the second year.

Free access to several users between 200–500.

Plan the process of recruiting and involving ACIM facilitators 
throughout the Spanish-speaking world.

Word-of-mouth communication and sharing of user experience.

5. Add new content Complete the audio recording of all sections of the text.

Add specific new or existing content (e.g., YouTube videos), organized 
and systematized, to the different lessons and chapters.

Offer in English all the content available in Spanish in order to extend 
the App to the whole English-speaking world.

It improved reminders and notifications.

Guided meditations.

Brainstorming on new possibilities of the App.

Source: Author’s elaboration

Technical Characteristics of Acim Social

ACIM Social App is a smartphone application intended to be offered through Apple’s 
App Store and Android’s Play Store. It includes many specific functionalities, some of 
them still under development at the moment (Table 11.3). Nevertheless, others will con-
tinue to be added due to experience using the app. To this end, suggestions from the 
users themselves will be considered.

Table 11.2 (continued)
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Table 11.3: ACIM Social App functionalities.

Linked to the lessons

Lessons in text and audio are presented consecutively and accessible from various search tools: Index, 
search by content, and search by number.

Adjustable audio speed.

A specific alert system for each lesson can be activated or deactivated. It allows setting the alerts’ start and 
end times and changing lessons automatically every day.

Programmable timer.

Summary with the particular specifications of the practice of each lesson.

Linked to the Text (book chapters)

The content of the Text is organized in sections, following the same layout as the printed edition of the 
book. In this way, the user can access all the contents in an easy and organized way.

Audios for each section of the Text (under development).

Bookmark for the Text.

Linked to the ACIM community-network

Chats: to contact people studying or facilitating the Course worldwide.

Search for students, facilitators and study groups.

Study groups. These can be created by ACIM facilitators or by anyone who wants to share the study of the 
Course with others. They can be public, private, or closed; the latter are by invitation only. Groups have 
lesson and text indexes, which the group leader marks.

Possibility to share ACIM content, such as images, videos, texts, YouTube videos, links to web pages, etc. 
Content can be public for the whole community or private within a group. Such content can be associated 
with specific lessons or chapters of the Text.

Possibility to see the posts linked to a specific chapter or lesson.

Possibility of sharing a lesson or section of the Text.

Ability to know who is studying the same lesson or section of the Text.

Ability to follow other users, whether they are facilitators or other learners. However, users can only see 
their followers and the number of people they follow, not others.

Other functionalities

A notepad for jotting down ideas or things to remember in lessons and the Text.

Selection of favorite lessons or text sections.

Display in light or dark mode.

Possibility to switch from individual profile to group profile.

Source: Author’s elaboration

In Figure 11.5, different parts of the App can be physically visualized. Examples are 
incorporated, both in light and dark format.
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About the Costs

As mentioned, the primary motivation of this spiritual entrepreneurial project is not 
financial profit. However, its development is associated with various costs that, so far, 
are being assumed by the promoters. The primary investment is in time. Each promoter 
contributes his or her time, adapting the project’s progress to the rhythm and individual 
availabilities. However, the project is already requiring dedication with a certain con-
stancy. If it is eventually launched, there will be an increase in the costs of maintaining 
the systems promoting the app and the human costs linked to all of this. This makes 
it unfeasible to carry out a project of this scale without a small cost to the user. Even 
the time contribution of the promoters, which until now has been done altruistically, 
needs a profit to compensate for the opportunity cost of giving up alternative sources of 
income. For all these reasons, it is necessary to establish a price.

As part of the promotion strategy, however, it is planned to provide free access to 
a certain number of users. The aim is to acquire a sufficient volume of users for the 
social and community part of the App to provide added value. New users would have a 
two-month trial period, after which they would have to subscribe to the App to continue 
using its content. The facilitators would be financially involved in disseminating the 
App among their contacts. The users they provide would, in turn, obtain a commercial 
advantage over those who download the App on their own on the platforms.

The price is not yet determined, as operational costs will vary depending on the 
version finally included in the App and its associated costs, the average use of the App 
by each customer, the facilitators involved in disseminating the project, and other var-
iables. After the launch, it will take some time to determine how much these costs will 
be. However, we propose the cost of the annual subscription between 6 and 10 euros 
(per year), depending on the measurement of average costs per user. The duration of 
the course study is indefinite. This price level is based on the assumption that the the-
oretical study of the Text may take one or two years and the practice of the exercises 
another year. 

Overall, the user would make a similar or lesser outlay than buying the text phys-
ically but would obtain a much more comprehensive range of services. This undoubt-
edly makes it attractive for all the complementary services it provides. Break-even 
is expected to be reached when between 600 and 800 users join the app. Once this 
is achieved, the operating margin will be used to increase the developers’ time com-
mitment.
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Figure 11.5: Text and lesson functionalities.
Source: Author’s elaboration
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Final Considerations
This project has become the materialization of an inner call to share our spiritual 
path with others, The Abode of the Creator. We are doing this by creating networks 
to share and accompany each other in the standard process of awakening Conscious-
ness through the teachings of a particular curriculum, A Course in Miracles. We have 
called it a spiritual entrepreneurship project, characterized by the fact that the search 
for financial gain is not the primary motivation. Just a year ago, we would not have 
imagined that a social app for A Course in Miracles would be coming out and that we 
would be the promoters. Today, it is already a reality.

On an academic level, this study provides the literature with the first steps of a con-
firmed case of applying spiritual management through the development of a spiritual 
entrepreneurship project. Spiritual entrepreneurship, as a particular form of entrepre-
neurship, is proposed in this work due to personal experience and is, therefore, a novel 
concept. In terms of management implications, although we are still taking the first 
steps, this project is an example of another form of entrepreneurship based on spiritual 
knowledge and sharing. The primary motivation for this form of entrepreneurship is 
an inner feeling to move in a specific direction and create something beyond personal 
interest.

As a line of future research, given that no previous studies have addressed the 
concept of spiritual entrepreneurship, it is necessary to develop further studies to val-
idate this concept. The term needs to be conceptualized, delimiting its scope and dif-
ferentiating it from related concepts, such as social entrepreneurship. It should also 
be studied at an empirical level, proposing measures of the spiritual entrepreneurship 
orientation of companies and providing guidelines with the principles on which this 
type of entrepreneurship is based. It would also be interesting to monitor the project 
presented here and extract indicators of its performance in its different aspects, espe-
cially regarding user experience and building a spiritual network.

This work is not without limitations. On the one hand, it is an isolated, personal 
experience that may differ significantly from other experiences related to the gener-
ation of spiritual knowledge. We intend to continue working on this project, as it has 
yet to be launched and put on the market. In parallel, we will continue to improve the 
app, adding content and functionalities aimed at better meeting the needs of current 
and potential users. In this sense, some of the improvements that will be addressed in 
the future are creating open groups and workshops to delve into specific areas, such 
as forgiveness, judgment, love, unique and holy relationships, etc. Another action not 
contemplated in the planning is the generation of more audio content, such as guided 
meditations for each lesson, the audios of the rest of the book (Teacher’s Manual, Prayer 
Song. . .), and multimedia content. There is already much audiovisual material on net-
works such as YouTube, Facebook, and Instagram, and we would like some of it to be 
offered through the App by its creators.
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The following steps as a team and the form that the service to which we will be 
called next will take we do not. What is a reality is that we will remain fully commit-
ted, on the one hand, to our purpose of drawing back the veils that blind our “vision” 
to remember the Truth that Already Is, and on the other hand, to the service of the 
Holy Spirit, to assist in the awakening of other brethren who feel the same inner call to 
return Home. As the Course tells us, “There is no order of difficulty in miracles” (ACIM, 
2018: T-1.I.1).
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