
 

 

 
Abstract— Paper explores the consequences of organizational 
emotional ownership, workplace spirituality, and job satisfaction 
among IT (Information Technology) professionals of India. This 
study was designed with the objective to study workplace 
spirituality, organizational emotional ownership and job satisfaction 
as predictors to cope up with job stress. A sample of 100 project 
managers (i.e. IT professionals) from the different organizations, 
namely: Cognizant, Infosys and HCL was collected. Survey method 
was used for the study. The analysis of the data had been done by 
employing the techniques of Pearson’s product moment coefficient 
of correlation and step-wise multiple regression. Analysis of the data 
reveals that workplace spirituality, organizational emotional 
ownership and job satisfaction are negatively correlated with job 
stress. We have also found that workplace spirituality emerged as the 
strongest predictor to cope up with job stress. 
Keywords: Workplace spirituality, organizational emotional 
ownership and job satisfaction and Job stress. 

 
Keywords—About four key words or phrases in alphabetical 

order, separated by commas.  

I. INTRODUCTION 

Stress is an inevitable and unavoidable component of life due to 
increasing complexities and competitiveness in living standards. In the 
fast changing world of today, no individual is free from stress and no 
profession is stress free. Everyone experiences stress, whether it is 
within the family, business, organization, study, work, or any other 
social or economical activity. Thus, stress has become the core 
concern in the life of everyone. Every individual is subjected to stress 
either knowingly or unknowingly [1]. Stress is being labelled as one 
of the major factors of the nation’s lagging productivity. It is 
considered as the main cause of poor performance. Numerous research 
studies have shown that individuals expressing excessive stress make 
more errors, remain absent from work, are mostly dissatisfied and 
more turnover among the employees. It has been demonstrated that 
stressed employees are less creative and less effective decision 
makers. The term stress has been used variously to refer to (1) 
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Stimulus (external force acting on the organization) (2) Response 
(changes in physiological functions) (3) Interaction (interaction 
between an external force and resistance opposed to it as in biology 
(4) More comprehensive combinations of the above factors. Job stress 
has been defined in terms of misfit between a person’s skills and 
abilities and demands on the job and a misfit in terms of a person’s 
needs supplied by the job environment which poses a threat to an 
individual. In other words, it assumes that human behaviour is a 
function of person- environment(PE Fit Theory), and that a person’s 
vocational satisfaction, stability and achievements depend on the 
congruence or fit between person’s personality and the environment in 
which the person works [2]-[3]-[4]. In work situation higher degree of 
fit predict positive work outcome [5]-[6]. According to Clark-Murphy 
[32], 2010 the person- environment approach suggest that for 
optimum productivity individual should be compatible with the 
environment. 
In this context of workplace, the individual attributes are interest, 
transferable skills, career motives and values, personality 
preferences, career orientations, self- concept and sense of self 
efficacy. The work environment include individual’s expectations 
and perceptions  regarding workload , control over ones work, 
tangible and intrinsic rewards of work , the relationship and sense of 
community among co-workers, perception of fairness in the 
workplace and role of personal and organizational values[2].If the fit 
between an individual and his environment is incompatible, the result 
is stress. Similarly the lack of fit between demands placed on 
individual and their ability to meet those demands can result in stress. 
Cooper and Marshal[7] indicated that occupational stress meant 
negative environmental factors or stressors (e.g work load, role 
conflict, ambiguity, poor working conditions associated with a 
particular job. It is also found that role overload, role conflict and 
strenuous working conditions are the strongest predictors of work 
stress [8]. 
In today’s dynamic and turbulent business environment, managers 
are struggling with changes at workplace and are actively engaged in 
a reinvention of various practices in the organization. In the past, 
managers were able to manage the organization with their technical 
skills alone. But in today’s competitive world, the workplace is 
becoming more and more demanding and thus, for increasing job 
satisfaction, employees need to deal with highly stressful situations. 
The forces of globalization have substantially changed the nature and 
operation of the market place. The only imperative in such cases is to 
generate more money and indirectly demanding more work resulting 
increase in the stress levels of the employees, leaving employees 
dissatisfied with their work as they even cannot maintain the work-
life balance. With increasing competitiveness the impact on work life 
quality is increasing , thus , increasing the stress levels and affecting 
employees productivity and job satisfaction. In order to improve the 
work life balance and reduce the job stress levels, one has to practice 
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workplace spirituality which can play a key role to inculcate 
employee’s job satisfaction  
Moreover, Due to the globalization of markets and production 
processes, the problems of values and ethics in the organization is 
increasing and values are also demeaning day by day. Values and 
ethics are central to any organization. The findings of the various 
studies suggests that spirituality and emotional ownership plays a 
significant role in influencing the judgment, emotional and 
motivational qualities and decision-making in that frame of reference 
based on a connection with a transcendent and ultimate reality which 
is likely to be a source of solace, guidance, and inspiration to leader’s 
ethical and critical decision-making [9]- [10]. Therefore, in order to 
cope up with job stress, organizations should increase their focus on 
workplace spirituality, organizational emotional ownership and 
increasing job satisfaction which will help in reducing the stress of 
the employees. 
 

 
Figure I Proposed Model 

 
According to the model, all the above mentioned factors i.e. 
workplace spirituality, organizational emotional ownership and job 
satisfaction help in moderating the amount of stress in an 
organization. The two factors that seem to moderate the amount of 
stress that any demand or event causes to a person) Control / Code of 
control and Values. They can be enhanced by organizational 
emotional ownership, job satisfaction and workplace spirituality. 
Workplace spirituality helps to maintain a balance between an 
individual's personal values and the organization's practiced values 
and self-management – the need to solve our own problems through 
greater empowerment and creativity. Today’s productive and 
profitable workplaces require organizational cultures that integrate 
humanistic core values with core business policies, decisions, 
functions, and behaviours, cultures that support the physical, mental, 
and spiritual well-being of its employees. Thus, in case of low values 
the stress will be more. Control is another moderator of job stress as 
lower control will lead to more conflicts and chaos in the 
organization. In order having more control leads to higher job 
satisfaction. Lesser control will decrease the satisfaction and will 
lead to job stress.  

II. REVIEW OF LITERATURE 

The impact of stress on spirituality and of spirituality on ameliorating 
workplace stress was examined [11]. They found that Spirituality has 
historically been seen as an inner source of strength especially when 
dealing with uncertainty and chaos in one’s personal life and 
contributes to wellness. It also helps in ameliorating workplace 
stress. 

It was proposed that a spiritual individual possess personality traits 
such as a positive self-esteem, internal locus of control, coping 
effectively with stress, high levels of tolerance, as well as emotional 
intelligence. Thus a spiritual person will have greater ability to cope 
with stress [9]. 
The spiritual practices help to lower down stress in organizations. 
Spirituality drives he decision making values of people and helps 
them to efficiently connect with people in organizations [12]. 

Nasina & Doris [13] gave four dimensions of workplace spirituality - 
team’s sense of community, alignment between organizational and 
individual values, sense of contribution to society and enjoyment at 
work. These help in lowering down stress within the organization. 

People with a greater sense of spirituality perceive their own 
organizations as being healthier and improved. Spiritually based 
organization leads to organizational outcomes such as increased 
organizational performance and organizational commitment 
eventually leading to other organizational outcome like job 
satisfaction and reduced job stress [14]. 

Sullivan and Bhagat [15] analysed the relationship of organizational 
stress with job satisfaction and job performance. They studied 
literature concerning stress and satisfaction to determine relation 
between these two organizational dimensions. They found that 
reduced stress leads to increased job performance and increased job 
satisfaction. 
High levels of work stress are associated with low levels of job 
satisfaction [16] .Stress has been associated with important 
occupational outcomes of job satisfaction, organisational 
commitment and employee withdrawal behaviour [17]-[18]-[19]. 
High levels of work stress are associated with low levels of job 
satisfaction [16]-[20] and job stressors are predictive of job 
dissatisfaction and a greater propensity to leave the organisation [21]. 

Fairbrother and Warn [22] conducted a study on navy trainees and 
found that workplace factors will have direct effects on stress and job 
satisfaction as well as stress influences job satisfaction. They said 
that stress detracts from job satisfaction. This link with job 
satisfaction has important implications for turnover and provides an 
additional reason for reducing the levels of experienced stress. 
Conflict between the demands of navy life and the expectations of 
personal relationships contributed to lower job satisfaction. However, 
important features of stress are uncertainty and loss of control. 
Alleviating these aspects of separation is likely to help reduce stress. 
Finally, the results of the current study suggest that different 
strategies are required for alleviating stress in the sea environment 
for navy trainees than that required for improving job satisfaction. It 
is very difficult to predict which factors in a specific workplace will 
contribute to stress and which lead to job satisfaction. In the absence 
of an integrated theory, the implication of the recommendation by 
Sparks and Cooper [23] is that the prominence of workplace factors 
in the experience of stress may depend on occupational groupings or 
particular aspects of the workplace. For instance, in a study on 
occupational stress among senior civil servants, mental ill health was 
predicted by the pressure associated with the role of management, 
and a low level of perceived control (i.e. externality), whereas job 
dissatisfaction was predicted by organizational climate, 
organizational influence and job constraints [24].  
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The concept of organizational emotional ownership is a new concept 
and actually originated from ownership in case of family owned 
businesses. Bjornberg and Nicholson [25] stated that emotional 
ownership is very important for success of family owned business. 
Emotional Ownership enables family businesses to continue their 
ventures over the generations with passion and love. The instinct of 
ownership is fundamental in man’s nature. In a healthy growing 
family it is normal for the children to have a sense of ‘owning their 
family and what it possesses’. Emotional ownership is sense of 
closeness and belonging i.e. ‘attachment’ to the family business. The 
psychological aspects of ownership are promoted by active 
engagement. Study also revealed that High Emotional Ownership 
creates satisfaction, and people who have a positive and proactive 
orientation to life tend to develop higher emotional ownership. Very 
few studies have been made on emotional ownership and job stress. 

Rigsbee [26] found that various experiences of job either lead to 
pleasure or pain. People continuously face challenges in personal and 
professional life. Challenges without solution or answers generally 
cause extreme pain. Pleasure at the workplace leads to emotional 
ownership. Emotional ownership makes an employee more 
committed towards his work and leads to more job satisfaction and in 
turn reduces the job stress. 

Under certain conditions, organizational members can develop 
feelings of ownership toward the organization and various 
organizational factors [27]. Employees  who  are  separated  against  
their  will  (e.g.,  laid  off  or  terminated)  from that organization 
toward which they feel a strong sense of ownership may engage  in  
destructive acts  to prevent  others  from gaining  control. When 
organization  members  witness the  radical  alteration  of  targets  
toward  which they  feel  strong  ownership,  they  may  experience 
loss,  frustration,  and  stress  [28]-[29]. 

Kher [10] found that attractive remuneration packages and perks are 
vital to retain employees but it may not necessarily motivate them to 
give their best to the company if there is no sense of "emotional 
ownership" towards the organization. It was found that opportunities 
of self-expression, creativity in toil, empowerment, free expression 
on job, opportunity to discover something another, variety in job and 
a sense of achievement are the factors contributing to emotional 
ownership of work. Leader plays an important role in increasing 
emotional ownership. If leader is a sweet talker, employee feels they 
are wanted by the organization, then more emotional ownership. 
Emotional ownership makes the employee more satisfied and reduces 
his stress levels. 

Keeping in view the above facts, the following objectives were 
defined: 

 To study workplace spirituality, organizational emotional 
ownership and job satisfaction as predictors to cope up 
with job stress. 

 To study the correlation between workplace spirituality, 
organizational emotional ownership, job satisfaction and 
job stress. 

HYPOTHESES:- 

Based on the review related literature the following hypotheses were 
tested: 

 Organizational Emotional ownership, workplace spirituality 
and job satisfaction jointly emerged as predictors in coping 
with job stress. 

 Workplace spirituality significantly emerged as predictor in 
coping with job stress. 

 Organizational Emotional ownership, workplace spirituality 
and job satisfaction were negatively correlated with job 
stress. 
 
 

III. RESEARCH METHODOLOGY 
The design of this study was exploratory as well as descriptive in 
nature. Exploratory designs are used for exploring new ideas and 
facts which are to get insights and understanding. Descriptive 
research design was also used in the study to get detailed and in-
depth knowledge of every aspect of problem.  
3.1 Sample 
One hundred project managers were selected from the organizations 
namely Cognizant, Infosys and HCL from different cities Of India 
namely Pune, Chandigarh and Delhi. They were selected through 
purposive sampling. The mean age of the sample was 33.9 years 
which ranges from 25    to 50 years. Out of this sample there were 78 
males and 22 females.  Out of this 73 were married and 27 were 
single. 
3.2Tools 

 Self developed tool was used for Organizational Emotional 
Ownership. 

 Job satisfaction; Minnesota satisfaction questionnaire 
(Weiss, Dawis, England & Lofquist, 1967). 

 Self developed tool was used for Job stress. 
 Workplace spiritual values scale (Kolodinsky, 2004). 

The questionnaire of Organizational Emotional Ownership consists 
of 10 questions. These items have been taken from Manik Kher’s 
book but certain modifications have been made keeping in view the 
requirements of the study. Two test- retest reliability studies showed 
coefficients to be 0.87 and 0.82. Subjects were instructed to rate 
themselves using a five point likert scale as with strongly disagree 
(coded 1) and strongly agree (coded 5). 
The standardized questionnaire for job satisfaction; minnesota 
satisfaction questionnaire (WEISS, DAWIS, ENGLAND & 
LOFQUIST, 1967) was used. It consists of 8 questions. All the items 
in the questionnaire were true keyed. Split half reliability coefficient 
by odd even method and Cronbach’s alpha coefficient for the scale 
was found out to be 0.90 and 0.92 respectively. Subjects were 
instructed to rate themselves using a five point likert scale. 
The job stress questionnaire consists of 10 items. Some of the items 
were taken from Beech stress factor questionnaire by Beech but 
certain modifications have been made keeping in view the 
requirements of the study .The items relate to all relevant 
components related to job stress. All the items in the questionnaire 
were true keyed. The scoring was done on five point Likert’s scale. 
Test retest was used for checking reliability where reliability came 
out to be 0.72. The tool measures the personality aspects of strength 
of coping skills, perception of life events, strain in jobs faced by 
individuals. Subjects were instructed to rate themselves using a five 
point likert scale as with strongly disagree (coded 1) and strongly 
agree (coded 5). 
The standardized questionnaire for workplace spirituality – 
workplace spiritual values scale (Kolodinsky et al., 2004:28) was 
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used. The questionnaire was developed to see the influence of 
workplace spirituality in coping job stress and increasing satisfaction 
among employees. It consists of 10 items. All the items in the 
questionnaire were true keyed. Each question is rated on five point 
Likert’s scale. Two test- retest reliability studies showed coefficients 
to be 0.88 and 0.85. 
a.  Data Collection/ Procedure 

All the measures were administered individually to all the 
respondents. The purpose of the study was explained and standard 
instructions were made clear. They were assured that the data will be 
kept confidential and will only be used for research purpose. They 
were allowed to complete their questionnaire at leisure & anonymity 
of answers was ensured. All tools consist of 38 questions. In all it is 
estimated to require 25 to 30 minutes to complete. 
b. Analysis of the data 

Data analysis was done using SPSS (Statistical Package for Social 
Sciences) version 17.0. 

1. Pearson’s product moment coefficient of correlation was 
computed to find out relationship between workplace 
spirituality, organizational emotional ownership and job 
satisfaction with job Stress. 

2. Stepwise multiple regression analysis was employed with the 
levels of job stress serving as criterion and workplace 
spirituality, organizational emotional ownership and job 
satisfaction serving as predictors. 

 
IV. RESULTS AND DISCUSSIONS 

i. Pearson Correlation 
                         TABLE –I 

Correlation between Workplace Spirituality, Organizational 
Emotional Ownership, Job satisfaction and Job Stress 

 
 

 
 
 

 
 
 
 
 
 
 
 
 
 
 

                                                                                     
 
 
                          
 
 
 

** Correlation is significant at 0.01level of significance 
 

NOTE: 
OEO = Organizational Emotional Ownership 
WS = Workplace Spirituality 
 JS = Job Satisfaction 
STRESS = Job Stress 
It is evident from the table I that the workplace spirituality is 
negatively correlated with job stress (r=-.847; p<0.01) where r is 
degree of correlation and p signifies  
level of significance. The negative relation signifies that with 
increase in workplace spirituality, the job stress will decrease. It may 
be because spirituality creates inner meaning and motivation about 
work. It provides a natural desire to help others grow, learn, and 
succeed, respect individual values and group dignity. It also 
integrates humanistic core values with core business policies, 
decisions, functions, behaviours and supports the physical, mental, 
and spiritual well-being of its employees. If all these factors or values 
or any one of them are missing it will lead to work stress. Presence of 
these factors or values helps in stress-reduction and personal 
stability.  
Our study coincides with the work of Csiernik and Adams [11], who 
examined the impact of stress on spirituality and of spirituality, on 
ameliorating workplace stress and found a negative relation between 
stress and spirituality. They found that Spirituality is an inner source 
of strength especially when dealing with uncertainty and chaos in 
one’s personal life. Spirituality contributed to wellness in the 
workplace. They also found that people who indicated a greater sense 
of spirituality perceived lower levels of workplace stress than less 
spiritually inclined people.  
It is also evident from the table that Organizational Emotional 
Ownership is negatively correlated with job stress (r= -.845; p<0.01) 
where r is degree of correlation and p signifies level of significance. 
The negative relationship signifies that employees who are 
emotionally attached with the organization are having less stress. In 
other words the employees who were more emotionally attached with 
the organization give their best to the organization. Emotions also 
play a great role in reducing stress. Emotions are contagious, and 
stress has an impact on the quality of interactions with others. The 
better a person is at managing one’s own stress, the more positively 
he/she affect those around him/her, and the less he/she will be 
affected negatively by the surroundings. 

The sense of ownership increases loyalty and job security of 
employee which in turn creates a feeling of attachment towards the 
organization. This helps the employees in coping stress. It is 
management's responsibility to make the employees feel that they are 
wanted by the organization and create a work atmosphere in which 
emotional ownership can thrive. Moreover, emotional ownership is 
essential for having the feeling of job satisfaction and 
accomplishment. Having emotionally owned the organization would 
transform work into more delightful experience and employees 
would like to get back to work and obtain the joy of work [26] – [25]. 

 Our study coincides with that of Ed Rigsbee [26] who found a 
negative relation between sense of ownership and stress level in 
organization. He said that various experiences of job either lead to 
pleasure or pain. People continuously face challenges in personal and 
professional life. Challenges without solution or answers generally 
cause extreme pain. Pleasure at the workplace leads to emotional 
ownership. Emotional ownership makes an employee more 
committed towards his work and leads to satisfaction. This in turn 
reduces the stress level. Kher [10] also stated that emotional 
ownership helps in coping with stress in the organization. Emotional 
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ownership makes the employee more satisfied and reduces his stress 
levels. 

Job Satisfaction is negatively correlated with job stress (r= -.693; 
p<0.01). It means that employees who were more satisfied with their 
organization are less stressed. The ability to cope with stress and 
meeting the challenges of this competitive business environment can 
be enhanced by increasing job satisfaction. Job Satisfaction can be 
increased by providing more responsibility and recognition to 
employees, showing respect and providing a positive work 
environment to employees.  

These results coincide with those of Sullivan and Bhagat [15] who 
established a relationship between job performance, job stress and 
job satisfaction. They found that job stress is negatively related to job 
satisfaction and there exists a positive relation between job 
satisfaction and job performance. Fairbrother and Warn [22] have 
also established a negative relation between job satisfaction and job 
stress. They said that stress impairs normal individual functioning in 
the work place. “Happy employees are one’s job or job experiences 
[30]. Job satisfaction describes how content an individual is with his 
/her job. The happier  productive employees.” Job satisfaction as a 
pleasurable or positive emotional state resulting from the appraisal of 
people are within their job, the more satisfied they are said to be. Job 
Satisfaction can be an important indicator of how employees feel 
about their jobs and a predictor of work behaviors such as 
absenteeism, and turnover.  Job satisfaction is a very important 
attribute which is frequently measured by organizations. 

(B) STEPWISE MULTIPLE REGRESSION ANALYSIS 
TABLE II 

Organizational Predictors: Workplace Spirituality, Organizational 
Emotional Ownership and Job Satisfaction for respondents as 
predictors of Job Stress  

 

 
 
 
 
 
 

 

 
 

 

 

 

 

 
Model Summary 

Model R R Square 
Adjusted R 
Square 

Std. Error of the 
Estimate 

1 .847a .718 .715 .48442 

2 .861b .742 .737 .46560 

a. Predictors: (Constant), WORKPLACE SPIRITUALITY 

b. Predictors: (Constant), WORKPLACE SPIRITUALITY, 
EMOTIONAL OWNERSHIP 
 

ANOVAs’

Model 
Sum of 
Squares Df 

Mean 
Square F Sig. 

1 Regression 59.044 1 59.044 251.616 .000a 

Residual 23.231 99 .235   

Total 82.275 100    

2 Regression 61.031 2 30.515 140.764 .000b 

Residual 21.245 98 .217   

Total 82.275 100    

a. Predictors: (Constant), WORKPLACE SPIRITUALITY 

b. Predictors: (Constant), WORKPLACE SPIRITUALITY, 
EMOTIONAL OWNERSHIP 

c. Dependent Variable: JOB STRESS 

Coefficientsa

Model 

Unstandardized 
Coefficients 

Standardized 
Coefficients 

t Sig.B Std. Error Beta 

1 (Constant) 6.470 .267 
 

24.229 .00
0 

WORKPLACE 
SPIRITUALITY 

-1.100 .069 -.847 -
15.862

.00
0 

2 (Constant) 6.502 .257 
 

25.310 .00
0 

WORKPLACE 
SPIRITUALITY 

-.591 .181 -.455 -3.271 .00
1 

EMOTIONAL 
OWNERSHIP 

-.519 .171 -.421 -3.027 .00
3 

a. Dependent Variable: JOB STRESS 

Excluded Variablesc

Model 
Beta 
In T Sig. 

Partial 
Correlation 

Collinearity 
Statistics 

Tolerance 

1 EMOTIONAL 
OWNERSHIP 

-.421a -
3.027 

.003 -.292 .136 

JOB SATISFACTION -.022a -.246 .806 -.025 .346 

2 JOB SATISFACTION .086b .914 .363 .092 .300 

a. Predictors in the Model: (Constant), WORKPLACE 
SPIRITUALITY 

b. Predictors in the Model: (Constant), WORKPLACE 
SPIRITUALITY, EMOTIONAL OWNERSHIP 

c. Dependent Variable: JOB STRESS 
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It is clear from table 4.2 that the measure of the correlation (R) between the 
observed value and the predicted value is 84.7% for Workplace Spirituality 
and 86.1% respectively for Workplace Spirituality and Organizational 
Emotional Ownership. Independent variables together explain 71.8 percent 
of the variance (R square) for Workplace Spirituality and 74.2 percent of 
the variance (R square) for Organizational Emotional Ownership and 
Workplace Spirituality. These values suggest that Workplace Spirituality is 
more significant predictor for coping stress. This is because workplace 
Spirituality leads to Personal Stability, Balance between Work/Personal 
Life, Greater Performance, the connection between an individual's personal 
values and the organization's practiced values and Self-Management. All 
these factors help in reducing stress level in the organization.  
All of us work to earn a livelihood but the objective of work does not end 
there. Work also gives us a purpose for living. At work we aspire to 
experience the joy of working and a feeling of satisfaction. Joy and 
satisfaction go hand in hand. A work activity that provides satisfaction and 
less job stress creates emotional ownership towards work and the 
organization. . As the employee takes pride in owning his company he 
expresses satisfaction towards his organization and thus engages in more 
productive work practices [10]. Moreover people continuously face 
challenges in personal and professional life. According to Ed Rigsbee [26] 
challenges without solution or answers generally cause extreme pain and 
stress. This pain can be removed either by moving into action or simply by 
doing nothing and hiding out.  Action means possibilities.  Doing nothing 
is a formula for failure. Removal of pain leads to pleasure. Pleasure at the 
workplace in turn leads to emotional ownership. Emotional ownership 
makes an employee more committed towards his work and leads to 
satisfaction and less job stress. 
According to Andy Ellis (U.K.) stress can adversely affect an employee`s 
performance. Work life has become so demanding, fast paced, stressful, 
ambiguous, and chaotic that we are forced to seek value-based answers and 
ways of achieving personal stability from within. Jeyaraj [31] says that 
spirituality gives direction and orientation to those organizations which 
focus on an integration of self-interest, group interests and social interests, 
and acts as a sustaining force to accomplish their global mission under 
changing conditions and contexts. We have come to realize that our inner 
wisdom is the only source that will sustain our adaptation and stability in 
the long run. 

 
V. CONCLUSION 

On the basis of the entire study done we can say that management in many 
ways is not just a science but sheer art of instilling spirituality and sense of 
ownership in people to give their best to the wok activities in order to gain 
satisfaction and be less stressed. The biblical message “Do unto others as 
you would have them do unto you” is the guiding principle of this art and if 
people follow this principle, the organizations would be better, making 
one’s life easier. In other words, this study concludes that spirituality, 
organizational emotional ownership and job satisfaction have negative 
relationship with job stress and we have also found workplace spirituality 
as major predictor to cope up with job stress. These predictors in the 
context of workplace should not be neglected as they help in moderating 
and reducing work stress. 

 
VI. IMPLICATIONS 

If employees will be provided incentives, fringe benefits, sense of 
belongingness, trust, better career opportunities, opportunity for growth, 
freedom of self expression then they will be more satisfied with their jobs 
and will be more attached to their organizations emotionally. This will help 
in increasing organizational emotional ownership. The sense of ownership 
and satisfaction within the employees will help in increasing commitment 
towards work and reducing stress levels within the employees. Similarly 
spirituality at organizational level helps to understand the problems at 
societal level covering managerial and executive issues and lead to lesser  

 
amount of conflicts and more commitment towards the work. Thus 
all these factors i.e. organizational emotional ownership, workplace 
spirituality and job satisfaction helps in coping stress within the 
organization thus in turn leading to increased organizational 
performance. 
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