EAIl Endorsed Transactions

on e-Learning Research Article EALLEU

Analyzing the Effects of Eco-Spirituality on
Organizational Commitment and Employee Engagement
Among Female Academics in Higher Education

Shaan Gulhar'”, Anshu Singh? and Priyanka Agarwal?

Research Scholar, Department of Human Resources & Psychology, Amity Business School, Amity University Noida, India.
2Assistant Professor, Department of Human Resources & Psychology, Amity Business School, Amity University Noida, India.

Abstract

This study investigated the connections between eco-spirituality, organizational commitment, and employee engagement by
female academics within higher education institutions. The results of this study indicate that eco-spirituality has an effect on
organizational commitment, and organizational commitment has an effect on employee engagement. Both of these
relationships were found to be significant. In addition, this research's findings indicate a direct and indirect relationship

between employee engagement and eco-spirituality. Even though this relationship has never been investigated in any of the
previous studies, the findings of this research show that there is such a relationship. An employee engagement study, an
organizational commitment study, and an employee spirituality study were all conducted using regression analysis. We also
considered the correlation between the two data sets when analyzing the connection between the dependent and the

independent variables. An examination of the construct item's dependability was carried out.
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1. Introduction

Organizations now put a high value on workplace spirituality
and employee involvement [1]. Employees are increasingly
searching for workplace spirituality’s meaning and
experience, Hills and Smith [7] mentioned that contemporary
firms seek new approaches to boost employee engagement.
Many studies, like one by Saks [18], have shown a connection
between spirituality in the workplace and employee
engagement. Despite this, research on these two elements
remains limited, and often one is investigated without the
other. Employee engagement has gained great attention in the
corporate sector and the community of HRM practitioners.
New methods of HR managers have been proposed to help
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businesses deal with the uncertainty and instability of today's
industrial environment [12]. It has been observed, however,
that the practice is declining, and employee disengagement is
reported despite the popularity and benefits of implementing
this idea in businesses. Therefore, the necessity to encourage
EE in the workplace is a requirement and is vital for
organizational performance  nowadays. Employee
engagement is impacted by various aspects, such as
communication inside a firm, company reputation, leadership
style, and corporate culture [14]. The foundation of a
successful organizational culture is the organization's value,
according to Kreider and Kinicki [23], which significantly
influences employee behaviour and leads to employee
engagement. Values represent the key concepts in the
company culture, which all workers know, embrace, and
integrate into every action and decision. Hence, the term
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"workplace spirituality" refers to the notion of incorporating
these principles into one's work environment. They describe
it as a person's growing knowledge of his or her inner
existence, which is nurtured by doing meaningful work in the
framework of the community. No matter your religious
beliefs, spirituality offers universal principles that everyone
may appreciate [19]. Hence, these shared beliefs produce
corporate values rooted in workplace spirituality. However,
relevant studies are largely undertaken in Western nations,
and studies in the context of Asia, specifically for Indonesia's
history, are sparse. Employee engagement is often used as an
indication for evaluating behaviour and improving
performance in firms, and this may also be applied to
education, particularly in higher education. In order to
improve an organization's performance, universities place a
high value on developing their faculty's teaching and research
skills. Therefore, this research emphasizes female
academicians teaching at higher educational institutions, as
these responders stand for communities that are spiritually
connected to students and need spirituality in the workplace.
On the other hand, academics are held to a higher standard of
organizational ethics in carrying out their institutional and
societal obligations and are compelled to dedicate themselves
to the search for truth. Considering that "engaged” workers
are those who "feel,” "think," and “care™ about their jobs, we
may assume that these workers are also highly motivated and
committed to their work.

Saks [18] constructed a model of workplace spirituality
and employee engagement. Faculty involvement in teaching
and research is intended to be influenced by their workplace
spirituality (WPS) practice. Workplace spirituality has been
shown to significantly influence a business's bottom line,
regardless of whether the organization is for profit or not, via
empirical evidence [5]. Increasing productivity, innovation,
creativity, performance, and satisfaction in the workplace
may all be enhanced by the organization's capacity to
integrate spirituality into its daily operations. As an
alternative, employees' well-being may be enhanced via
workplace spirituality, which promotes a good attitude and
makes the job enjoyable [6]. In many firms, utilizing
workplace spirituality to improve human capital has spawned
a unique phenomenon [3].

However, after the turn of the century, organizational
commitment has become a hotly debated topic [8]. This
fascinating aspect of organizational behaviour has positive
effects, including increased production, encouragement of
creative behaviour, increased productivity, and improved
quality and efficiency. An organization that encourages
workplace spirituality and organizational devotion might
create marvellous impacts on the overall element of an
organization. Furthermore, only a few studies examined the
relationship between Eco spirituality, corporate commitment,
and employee engagement in a single-frame model. A few
studies debate this correlation because the intersection
between Eco spirituality, organizational commitment, and
employee engagement was never thoroughly examined in
many studies, and the relationship between those variables is
hazy. As a result, this study will address the following
questions:
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e Does Eco-Spirituality Impact the Organizational
commitment of female Academics in higher educational
institutions?

e Does Organizational commitment influence the
engagement of female academicians in the workplace?

o  Does spirituality significantly influence the engagement
of female academicians in higher educational
institutions?

2. Review of literature

2.1. Eco-Spirituality and Organizational
Commitment

Jurkiewicz and Giacalone [9] argued that groups where
spirituality is expressed via certain values and cultural
features “create an environment where integration of the
personal and organizational selves is possible, engaging the
whole person in the work process™. This will likely result in
increased zeal, effort, a feeling of "calling," and wanting to
do well [15]. Affective and normative commitments are
expected to rise when individuals regard the workplace as
where they may fulfil their spiritual needs and find meaning
in their job. According to Milliman [15], the essential
architecture of engagement includes meaningfulness,
availability, and safety [4]. Employee engagement is
described as an emotional and cognitive state that is constant
and widespread and is not centred on any one item, event,
person, or activity [11]. Employee engagement is also fueled
by vigour and a strong commitment to one's job. Employee
engagement is defined as "a psychological or motivational
term relating to an individual's propensity to devote personal
resources (physical, emotional, and cognitive energy) to their
job with a focus on the actual work duties, rather than the
organization's or job's qualities” [2], [17]. Based on the above
studies, we take the first hypothesis as follows: -

2.2 Eco-Spirituality significantly impacts to
Organizational Commitment of female
academicians in higher educational
institutions

Organizational Commitment and Employee engagement:
According to Albrecht's [21] study, team culture and work
resources (autonomy, job feedback, skill usage, supervisor
support, and possibilities for career advancement) impacted
employee engagement. Furthermore, explicit organizational
and team-level resources have linked employee involvement
(employee engagement), employee well-being, positive
attitude (organizational commitment), and performance.
Various factors, including organizational assets such as
coaching, career development, position definition and work
autonomy, influence employee engagement. Employee
engagement, in turn, has a large impact on employee
commitment as well as their ability to do their jobs effectively
[21]. Active learning, initiative, and job happiness are all
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associated with employee engagement, a prerequisite for an
organization's success and bottom line [14]. Apart from that,
the authors of this study [24] found a link between affective
commitment and organizational engagement and employee
engagement that was both significant and negative, while the
link between continuity commitment and organizational
engagement and employee engagement was significant but
not statistically significant. According to the findings, job
satisfaction has a negative and significant link with employee
engagement and  organization  engagement, and
organizational performance has a negative and significant
relationship with employee engagement and organization
engagement [24]. This research examined 326 workers in
various roles from various firms in the United Kingdom and
the Netherlands. Employee engagement, organizational
commitment, job participation, and identity may have
comparable qualities. As a result, individual engagement was
validated as a theoretically and empirically distinct idiom
focused on the employee and his or her work. Employee
engagement also significantly influences individual and
organizational success [11]. Nazir and Ul Islam's [16]
findings backed up a study that found a substantial link
between corporate commitment and employee engagement.
Nazir and Ul Islam [16] conducted a questionnaire survey of
600 workers from different government and private units in
Delhi's higher educational institutions to get answers to these
issues. Employee engagement mediated by perceived
organizational support increased employee performance and
emotional commitment, according to the findings, and
employee engagement contributed favourably to employee
performance and affective Commitment [16], [17].

Organizational commitment and employee engagement
continue to be important constructs in organizational
behaviour, with a growing body of literature exploring their
antecedents and consequences [13], [20], Employee
engagement, on the other hand, refers to an individual's level
of involvement, enthusiasm, and commitment to their work
and their willingness to go above and beyond what is required
of them [18]. Research has shown that organizational
commitment and employee engagement are positively
associated with important outcomes such as job performance,
job satisfaction, and retention [13], [20]. Studies have also
examined the antecedents of organizational commitment and
employee engagement, including leadership, organizational
culture, job characteristics, and social support [13], [20].
Overall, the literature on organizational commitment and
employee engagement suggests that these constructs play
important roles in shaping employee attitudes and behaviours
and can have significant implications for organizational
outcomes [25-27]. We offer the following hypothesis based
on the elucidation of the link between organizational
commitment and employee engagement formulation of the
following Il hypotheses:

2.3 Organizational commitment significantly
influences the engagement of female
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academicians in higher educational
institutions

Eco-Spirituality and Employee engagement: According to
Millman et al. [15], the spirituality trait can be divided into
three dimensions: the first is an increase in the number of
people who report that they enjoy coming to work, are
energized by it, and find personal meaning and purpose in it;
the second is an increase in the number of people who report
that they feel a strong sense of connection with their
coworkers, that they support one another, and that they are
linked with common purpose characters; and the third is an
increase in the number of people who report that their
organization provides opportunities for them to develop
personally and professionally [21]. At work, employee
engagement and spirituality are inseparable, and the latter is
closely linked to the dedication, another important aspect of
employee engagement. As a result, hypothesis 11l may be
formulated, as shown below:

2.4 Eco-Spirituality significantly influences the
engagement of female academicians in
higher educational institutions

The research proposes three hypotheses based on prior
literature analysis. The overview of the assumptions is shown
in fig. 1, a model built for this investigation

Employee
Engagement

Organizational
Conmifment

Eco Spirituality

Figure 1. Conceptual Framework

3. Research Gap

Workplace spirituality was at the centre of discussion in the
corporate sector after the wave of liberalization in 1991 [28-
31]. Although Eco spirituality is a new concept, which is
gaining the attention of corporate experts and governments
due to ecological imbalance, the researcher has tried to focus
on the impact of Eco spirituality on organizational
commitment and employee engagement [32]. Many
researchers from different perspectives have studied
workplace spirituality, but Eco spirituality has not been
studied at all [33]. After the pandemic, the academic industry
after the pandemic covid-19 has become a point of discussion,
as female academicians face many issues and problems in
balancing life between family and work commitments [34-
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36]. This study is particularly concentrating on the impactof 4 4. Employee Engagement
Eco spirituality on organisational commitment and employee
engagement in the higher education institution; in this sense,
the study would be helpful for the academic fraternity, Table 1. factor loading & Reliability analysis of
particularly ~ for the higher educational institution employee engagement
management, who can plan their strategies to help their
female employees to balance between organizational and
personal life commitments.
S g I
5] Q @
4. Research objectives £ g .
L n N o
o -
e e M ot o TSI o e [ okmagomien |5 [y | % | 2
RS ; Lo work each morning when | get 2 o | v | <
academicians in higher educational institutions. up. o N v
e To study the Organizational commitment influence
on the engagement of female academicians at the Here in the office, I'm B |3 5 S
workplace. brimming with vitality. S | S|V
e To assess eco Spirituality influence on the
engagement of female academicians in higher ~ < | o | =
educational institutions. Very extended stretches of B3| 3
uninterrupted work are possible | < S | N v
for me
4.1. Variables Description
S | 3|83
There were two independent factors and one dependent My mental toughness serves S gl g
variable in this research. (1) Eco-Spirituality (2) me well in my line of work. e Y
Organizational commitment are two independent variables,
with employee engagement as the dependent variable [37]. 5 ® | 9|z
"A pleasant, rewarding work-related state of mind marked by Work makes me feel powerful © | 2| <2
vitality, devotion, and absorption,” according to the and invigorated. Sl | TV
definition.
— < < —
In my job, I keep plugging 8|38
4.2. Scaling away. S ls ||V
We employed multi-item measures for dependent and As far as jobs go, | find mineto | & I 9| =
explanatory variables, with each item scored using a 5-point be among the more difficult s |23 7
Likert-type scale. We followed Kaiser et al. [10] in ones.
generating the first items for the research constructs. We o ol =
looked at two useful cases: one for evaluating dimensionality, o IS g | Y| 8
validity, and reliability, the measurements for all the various My job inspires me. p S|y
components, and the other for testing the predicted
conceptual model. © N
N~ N < S
In general, | like what I do. g g H 3
4.3 Sampling & data collection
Yo} N~ [se] —
As many as 655 questionnaires were issued randomly to | take immense satisfaction 2 |8 |d)|8
female academics from mid-year 2019 to November 2021, from my achievements. e o v
and 400 female academicians responded. As previously =
stated, the research only included female academicians. g ) N = =
Therefore, forms were only provided to them. As a survey S | The job that | perform has deep 2|8 J |3
tool, the researchers utilized the questionnaire approach. The £ importance to me. o v
instrument briefly explained the study's aims to the 3
informants, and a no-objection provision allowing the 3 §§ g & §
respondent's information to be used for research purposes was g Purpose. S = 8| Y
included in the questionnaire. w
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S |1 &R
I am completely immersed in 2 S| a9
my job and am oblivious to my o v
surroundings.

< o < —
When | am busy, time seemsto | & g D =
fly by. A = v

S|1g3|K|z
When I'm on the job, | tend to 2 S| 3 3
become side-tracked... ©

8 | 519 |3
I have my head down and am — 8|65 S
working diligently. ° |l s v

2| 88| 3
Extreme concentration on work | o S |l s | S
makes me joyful. © S R Y

Table 1 shows the factor loadings for indicators related to
employee engagement. Factor loadings are used in factor
analysis to represent the strength of the relationship between
each indicator and the underlying factor. In this case, the
factor is employee engagement, represented by the set of
indicators listed in the table 1. Each row in the table 1
represents an indicator, and each column represents a statistic
related to that indicator's factor loading. The "Factor" column
identifies the indicator's associated factor. The "Indicator"
column describes the specific statement used as the indicator
for the factor. The "Estimate” column shows the factor
loading estimate for the indicator, which represents the
strength of the relationship between the indicator and the
factor. The "SE" column shows the standard error of the
estimate, which represents the amount of error in the estimate.
The "Z" column shows the z-score for the estimate, a
standardized measure of the difference between the estimate
and the null hypothesis. Finally, the "p" column shows the p-
value for the estimate, which represents the probability of
obtaining a factor loading as large or larger than the observed
value under the null hypothesis.

In this case, all indicators have positive factor loadings,
indicating they are positively associated with employee
engagement. The estimates range from 0.122 to 0.867, with
the highest loading being for the statement "Work makes me
feel powerful and invigorated." This indicates that this
statement is the strongest indicator of employee engagement
among the statements used in this study. The standard errors
are relatively small, ranging from 0.0194 to 0.0356,
indicating that the estimates are relatively precise. The z-
scores are all quite large, ranging from 5.13 to 26.59,
indicating that the estimates are statistically significant at a
very high level (p < 0.001). Overall, the table 2 provides a
useful summary of the factor loadings for indicators related
to employee engagement. The estimates and associated
statistics can be used to identify the most important
engagement indicators and better understand the underlying

D EA

factors that contribute to employee engagement in the
workplace.

Table 2. Reliability analysis of employee engagement

Cronbach's a

scale 0.979

Table 2 of the reliability analysis of the employee
engagement scale suggests that Cronbach's a is 0.979,
indicating a very high internal consistency reliability. This
means that the items in the employee engagement scale are
strongly related to each other and measure the same
underlying construct. This suggests that a scale is reliable for
measuring employee engagement in the studied population.

'—[ N

e ¥ Employee
o D — Y Exgn
- = /

Figure 2. Path Diagram of Organizational
Commitment

The above indicators in figure 2 are observed variables of
employee engagement and form three latent variables Vigor,
Dedication and absorption, and collectively impact employee
engagement in the organization.

4.5. Organizational Commitment

In 1991, Meyer and Allen proposed the first model of
commitment consisting of three components:

o Affective Commitment (AC)
e Continuance Commitment (CC)
o Normative Commitment (NC)

The impact of these three latent variables has been seen on
organizational commitment and shown in figure 3 of path
diagrams of Organizational Commitment (table 3).
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Figure 3: Path Diagram of Organizational
Commitment

Table 3. Factor Loading & Reliability analysis of

organizational commitment

Factor Loadings
Indicator
2
— 5+
g £
3 3| w
L L (2] N o
To ensure the continued success
of our business, | am prepared
to go above and beyond what is © g NI
required of me. ol 4| <
o o N \
I'm prepared to put in extra
effort to help the company
succeed. | 8| ~| =
DN oS
| ol 5 d
o o N Vv
= | | find that my values and the
g organization’s values are very
£ | similar. o =
IS NN o] S
£ | o] 9| =
o o o Lo Vv
© — -
= | The organization's ideals and
S | my own seem to be highly
@ | congruent.
'S | | can provide my best atwork = g 8| 3
2 | because of the supportive nlolag| =
O | environment. S B B
When it comes to major issues
affecting the organization's
staff, | often agree with this v 8|1vls
company's policies... <|lal| gl <=
o o N \Y
The significance of the
company to me is high.
~ | ™ =
S| 8| R |2
o o N~ \

When | think back on my
decision to join this company, |
. ~ _
am happy | did. ol S g g
Ll m
o o N \Y
The employees of this company
are dedicated to their jobs.
~| o o] S
3828
o o o~ \Y
I am motivated to do my best
for my company because they
encourage me to do so... o8|l x| =
I IS T =
L2l w
o o N Vv
To this group, | pledge my
undying allegiance.
< —
g18/|¢8
S 2|
o o ~N \Y
I've been recommending this
company to anybody who
would listen as a fantastic place | o | & | o S
o N NS
to work. Wl ol g
o o N \Y
| take great pride in being a
member of this group.
~ —
m | ol o 5
58 g]S
o o [9\] Vv
In order to continue working for
this company, | would be
W|II_|r_19 to take practically any o N Q é
position... 0| o «
o o o~ \Y
It would take a significant shift
in my circumstances for me to
? ; . ~ _
consider leaving this company. S NI g
Llie| w
o o N \Y
What a fantastic company and |
couldn't be happier to work with
them. ~ |8 =
— - [a2] S
<ol o=
o o © \Y
Staying with this company has
several advantages.
— < | =
BlS| 3|
o o N \
The success or failure of this
group is important to me.
~| - o 3
38 5|8
o o N Vv
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When considering potential the strength of the relationship between each indicator and the
employers, | would choose this factor it is loading on, with higher numbers indicating
one above any other... o | S = stronger relationships. In this analysis, the measured factor is
S| 8| R | 2| eco-spirituality, which is reflected in the indicators of garbage
© |1 2| ™~] VY] reduction, water conservation, recycling, reduction of
I want to spend the remainder of overconsumption, increased employee satisfaction, feeling
my work doing this or connected to nature, greener zone, and natural sunlight. The
something similar. 0| S| ol = estimates for each indicator are presented in the table 4, along
0| ol 5 with the standard error, Z score, and p-value. All indicators
e|e | vV have significant factor loadings, with p-values less than .001,
I feel as if this organization’s indicating that they contribute significantly to the eco-
problems are my own. spirituality factor. The indicators with the highest factor
10 'CE -3 loadings are recycling (0.87) and feeling connected to nature
—| ol «w| < (0.88), indicating that these two indicators have a stronger
12| @ Y] relationship with the eco-spirituality factor than the other
I do consider my co-workers to indicators. Garbage reduction (0.48) and employee
be "like family" here. satisfaction level increases (0.496) have lower factor
o | R = loadings, indicating a weaker relationship with the eco-
4| 9| © spirituality factor. Overall, the factor analysis suggests that
°e|e|® |V the indicators measure a coherent construct related to eco-
I do have what you would call spirituality, with recycling and feeling connected to nature
an "emotional attachment™ to being the most important indicators. These findings can
this company. © § 2|3 inform efforts to promote eco-spirituality and sustainable
S 2o|lw| = behaviours in various settings.
o o N V
For me, this group has a lot of
sentimental value. Table 5. Factor Loading & Reliability analysis of eco-
213133 spirituality
Sl 2| w
o o N \Y
Being a part of this group
indeed makes me feel important 5 o
[e) — o - k=3
and valued. g2l o g g 3 g
— o (o} 4 < =} - Ll
ol o © \% [N = L n N o
[ee) — — —
. < 2| S
Garbage reduction =) o | S
o V
Table 4. Reliability analysis of organizational i ~ | © _
commitment Conservation of b g | N S
water = v
N~ © Te] —
Cronbach's a © 3 N o
Recyclin o 9 <
Scale 0.977 yelng 2 v
>
Table 4 of the reliability analysis of the organizational 3 | Reducethe S S | o S
commitment scale suggests that Cronbach's a is 0.977, ‘s | tendency of = = o N
indicating a very high internal consistency reliability. This ‘g overconsumption
means that the items in the organizational commitment scale &
are strongly related to each other and measure the same Employee 3 3| S S
. . . . satisfaction level o b= <
underlying construct. This suggests that a scale is reliable for increases ° S v
measuring organizational commitment in the studied
population. Feeling connected § § E: §
to nature o v
4.6. Eco-Spirituality
& S| 2 >
. . . Greener zone 2 b= N <
Table 5 provides the factor loadings for factor analysis of o v

indicators related to eco-spirituality. Factor loadings indicate
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Table 8. Model Coefficients - Organizational

Q 8| X 3 .
Natural sunlight ot S | ‘3 Commitment
o
Predictor Estimate SE t p
Table 6. Reliability analysis of eco-spirituality Ir;trebr;:est 0.8703 | 00813 | 10.702 | <.001
garbag -0.0107 | 0.0416 | -0.256 | 0.798
reduction
conservation of
Cronbach's a water 00312 | 00371 | 0.839 | 0.402
Scale 0.983 Recycling -0.0653 0.0381 -1.713 0.088
Reduce the
The reliability analysis of the eco-spirituality scale tendency of 0.4053 | 0.0607 |  6.679 | <.001
suggests that Cronbach's o is 0.983, which is a very high level ?;elgrc];nsumptlon
of internal con?lstency rella_blll_ty and has beep shovyn in table connected to 00882 | 00393 | 2243 0.025
6. A Cronbach's a of 0.983 indicates that the items in the eco- nature
spirituality scale are strongly related and measure the same Green zone 03659 | 0.0506 7236 | <001
underlying construct. This suggests that a scale is reliable for Natural Sunlight 0.1488 | 0.0527 2825 0.005

measuring eco-spirituality in the studied population.

5. Result and Discussion

The linear regression analysis was done during data analysis
to understand the association between eco-spirituality factors
and Organizational commitment. As Table 7 depicts r? value
at 0.925, it indicates that eco-spirituality factors chosen for
the study have a very significant effect on the organizational
commitment of female academicians. Thus, this table 7
proves the study's first hypothesis that eco-spirituality
strongly impacts employees' organizational commitment.

Table 7. Reliability analysis of eco-spirituality

Model R R?
1 0.962 0.925
As for understanding their relative impact on

organizational Commitment, Table 5 exhibits the same, as it
can be observed here that, while reducing overconsumption
has the strongest association, other factors like the presence
of a green zone, natural sunlight in the office and water
conservation also has a positive association with
organizational commitment in that order. Three factors that
exhibit negative association with feeling connected to nature,
recycling and garbage reduction, are puzzling outcomes in
this table 8, which could be explained as these are the factors
that demand extra effort from the employee for maintaining
these facilities, which might have led the respondents to
depict a negative association for the same.
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For the testing of the second hypothesis, again, a linear
regression test was conducted, and the resultant r? value of
0.857 in Table 8 depicts the strong association between
organizational commitment and employee engagement, thus
proving the second hypothesis in the process that
organizational commitment does exhibit a strong impact on
the employee engagement. Table 9 further types cement this
outcome with a strong association of organizational
commitment with employee engagement.

Table 9. Model Fit Measures

Model R R?
1 0.92 0.857

Table 9 is the model with an R-value of 0.92, indicating a
strong positive correlation between Organisational Commitment
and employee engagement. The R? value of 0.857 indicates that
Organisational Commitment can explain 85.7% of the
variation in employee engagement (table 10).

Table 10. Model Coefficients - employee engagement

Predictor
Intercept

Estimate SE t p
-1.84 0.1228 -15 <.001

Organizational

Commitment 1.33 0.0273 48.8

<.001

To test the third hypothesis of the study, a linear regression
test was conducted to ascertain the impact of eco-spirituality
factors on the employee engagement of female academicians,
and, as Tables 8 and 9 exhibit, again, there is a significant
association among these factors, as the r? value of 0.986 is a
very significant and strong indicator of the influence of eco-
spirituality factors on employee engagement. This proves the
third hypothesis of the study, as it establishes the impact of
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eco-spirituality on the employee engagement of female
academicians in higher education institutions.

Table 11. Model Fit Measures

Model R R?
1 0.993

0.986

Table 11 is of model fit measure, and when we study the
individual impact of the eco-spirituality variables on
employee engagement, the overall outcome remains the same
as in the case of organizational commitment. However, the
change of recycling and feeling connected to nature variables
from negative to positive association indicate that the
employees feel connected to the organization in a better
manner with such initiatives like recycling etc. but might feel
that the organization expects more out of the employees in
this regard, as compared to their input in this matter. The
strongest association moves from overconsumption reduction
to the green zone availability in the office, indicating that if
the organization provides and maintains a green landscape, it
is highly beneficial for the employees of the organization as
they feel more connected with the organization and, naturally,
their performance would improve, thus benefiting every
stakeholder in the process (table 12).

Table 12: Model Coefficients - employee engagement

Predictor Estimate SE t p
Intercept 0.2017 | 0.0513 3.931 | <.001
garbage reduction -0.0361 | 0.0262 -1.378 0.169
conservation of 004 | 00234 | 1705 0.089
water
Recycling 0.1228 | 0.0241 5.105 | <.001
Reduce the
tendency of 0.2829 | 0.0383 7.391 | <.001
overconsumption
feeling connected | 5a95 | 00248 | 35595 | <.001
to nature
Green Zone 0.3698 0.0319 11.594 | <.001
Natural Sunlight 0.0315 | 0.0332 0.947 0.344

An additional step of computation of the values for
employee engagement was also conducted to double-check
the outcomes of the data analysis exercise concerning the
three hypotheses being tested, and, like Table 13 indicates,
once again, a very strong association (r? = 0.977) between the
variables chosen for study and employee engagement is
exhibited.

Table 13. Model Fit Measures

Model R R?
1 0.989

0.977

D EA

The model has an R-value of 0.989, which indicates an
extremely strong positive correlation between employee
engagement and Eco-Spirituality. The R? value of 0.977
indicates that 97.7% of the variation in employee engagement
can be explained by Eco-Spirituality.

Table 14. Model Coefficients - employee engagement

Predictor Estimate SE t p
Intercept 0.22 0.03019 7.29 | <.001
Eco-

Spirituality 0.948 0.00725 130.72 | <.001

Table 14 shows the regression analysis results with one
predictor variable, Eco-Spirituality, and employee
engagement. The intercept estimate is 0.22, indicating that the
expected value of the outcome variable when the predictor
variable is zero is 0.22. The estimate for Eco-Spirituality is
0.948, indicating that for every one-unit increase in the Eco-
Spirituality predictor variable, the outcome variable is
expected to increase by 0.948 units. The t-value column
shows the calculated t-value for each predictor variable. The
t-value is calculated by dividing the estimate by the standard
error. The t-value for the intercept is 7.29, and for Eco-
Spirituality is 130.72. The p-value column shows the
calculated p-value for each predictor variable. The p-value is
the probability of observing a t-value as extreme or more
extreme than the calculated t-value, assuming the null
hypothesis is true. In this case, the null hypothesis is that the
predictor variable does not affect the outcome variable. The
intercept and Eco-Spirituality predictor variables have p-
values less than 0.001, indicating a statistically significant
effect on the outcome variable.

6. Conclusion

The pandemic Covid 19 has thrown higher education
institutions in disarray, as most of them realized that the
assets which they thought were very strong and attractive, like
huge campuses and magnificent buildings, were proven
worthless in the online teaching-learning process, and turning
the manpower of the institution, the academicians as the most
important asset and a huge differentiating factor from their
competitors. The pandemic demanded extra work hours and
extra hours from everybody involved to maintain business
continuity, thus harming female academicians more than their
male counterparts. One of the fundamental reasons for this
difference is the involvement of the females in their
household chores, which a male member can ignore. As the
campuses open up and the staff returns to the office, it is a
challenge for the organizations to generate the same amount
of attachment among the employees for the office that was
there before the pandemic. Eco-Spirituality as a concept
helps in this regard, as it shows that if the organization can
take care of a few factors deemed crucial by the employees,
the same amount of Commitment and Engagement could be
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generated among the staff towards the organization. As the
factors and variables chosen for the study, indicate, a turn
towards nature and imbibing the eco-friendly practices of the
new millennium go a long way in enhancing the
organizational Commitment and the Engagement of the
employees in the workplace. Important factors among these
are those that lead to a unification of nature and her gifts with
the formal structure and design of an office, like green spaces,
more natural light seeping into the office and creating a
feeling of being connected with nature. This aspect could be
the outcome of the WFH practices many employees have
followed over the past two years of shifting to eco-friendly
and remote locations while working. Recycling, reducing
wastage and overconsumption echo the new woke
sensibilities of the modern workforce that realize the
importance of environmental conservation and is now
demanding that organizations should also actively contribute.
In a way, this study concludes that the more an organization
is in harmony with the environment and natural surroundings,
the better engaged would be their female academicians with
the organization, thus benefiting everybody in the process.

6.1. Study limitations

Because this research was limited to higher education
institutions in the National Capital Region, the findings
cannot be applied to other states or metro areas. Another
constraint was the small sample size (400), which does not
represent a representative sample of female academicians
working in higher education institutions throughout the
country, including the National Capital Region. A third
constraint was that only private higher education institutions
were considered, while public sector institutions were
excluded from the study.

6.2. Future scope of research

The researcher evaluated the impact of eco-spirituality and
organizational commitment on employee engagement of
female academicians in higher educational institutions of the
National Capital Region; therefore, other states and metro
cities can be included in future research. This study focused
exclusively on female academicians, who account for nearly
60% of all academicians in higher education institutions;
thus, in future research, male academicians and their
perceptions can also be included.
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