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Abstrack 

Employee work engagement has become an important issue in the healthcare sector due 

to high job demands, emotional pressure, and continuous service responsibilities. This study aims 

to examine the effect of spiritual leadership on work engagement by considering the mediating 

role of spiritual well-being and the moderating role of psychological safety among hospital 

employees in Indonesia. This study employed a quantitative approach using a cross-sectional 

design. Data were collected from 225 employees working in three hospitals through purposive 

sampling techniques. Data analysis was conducted using Structural Equation Modeling-Partial 

Least Squares (SEM-PLS). The results indicate that spiritual leadership does not have a direct effect 

on work engagement. However, spiritual leadership significantly influences spiritual well-being, 

which subsequently enhances work engagement. The findings also reveal that spiritual well-being 

fully mediates the relationship between spiritual leadership and work engagement. Psychological 

safety has a significant positive effect on work engagement, but it does not moderate the 

relationship between spiritual well-being and work engagement. These findings suggest that work 

engagement among hospital employees is primarily driven by internal psychological mechanisms 

related to meaning and connectedness at work rather than direct leadership influence. This study 

contributes to the integration of Spiritual Leadership Theory, Job Demands-Resources Theory, and 

Psychological Safety Theory in explaining employee engagement in the healthcare sector. 

Practically, hospital management should strengthen value-based leadership, foster employees’ 

sense of meaningful work, and create psychologically safe working environments. 
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INTRODUCTION 

Work engagement is an important indicator in explaining the quality of individual and 

organizational performance, especially in the health care sector which has high work pressure. 

Healthcare workers face complex service demands, intense emotional interactions, and 

continuous workloads, which increase the risk of burnout and decreased engagement  (Bakker & 

de Vries, 2021; Huang, 2022). This condition is closely related to increasing burnout and 

decreasing quality of service to patients (Bayighomog & Arasli, 2022). These findings confirm that 

work engagement has a strategic role in maintaining the sustainability of healthcare organization 

performance. 

Leadership is one of the main factors that can increase employee work engagement. In 

addition, various leadership approaches have been shown to have a positive influence on work 

engagement, such as transformational, ethical, and authentic leadership (Knight et al., 2019; 

Schaufeli, 2021). The development of the literature shows increasing attention to spiritual 

leadership, which emphasizes values, meaning, and interpersonal relationships as sources of 

intrinsic motivation (Fry, 2003; Vedula & Agrawal, 2024). Spiritual leadership is understood as a 

leader's ability to build a vision, hope, and values that foster meaningful work and a sense of 

community among employees (Fry, 2003; Samul, 2024).  

Several empirical studies have shown that spiritual leadership has a positive influence on 

work engagement, both directly and through various psychological mechanisms. A study by L. 

Chen et al (2022) showed that spiritual leadership significantly increased work engagement 

through goal self-concordance and self-efficacy. Similar findings were also shown by Hunsaker & 

Jeong (2020) who found that spiritual leadership increases work engagement by improving 

employee psychological well-being. Other studies confirm that spiritual leadership encourages 

work engagement through various mediating pathways, such as work meaningfulness and 

psychological empowerment (Novitasari & Jimad, 2024; Triharjanti & Tjahjono, 2023). 

One of the most consistent mechanisms used to explain this relationship is spiritual well-

being, which reflects individuals' experiences of the meaning of work and connectedness to the 

organization. When individuals perceive their work as meaningful and valuable, they tend to 

exhibit higher energy, dedication, and engagement (Chang & Arisanti, 2022; Samul, 2024). These 

findings suggest that spiritual leadership not only directly influences work behavior but also 
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through the formation of psychological conditions that support work engagement. 

However, the results of previous studies do not always show consistency, and several 

studies show that the influence of spiritual leadership on organizational outcomes is not always 

significant or shows different strengths of relationships in various contexts (Rahmatika et al., 

2022). Other research has also found that the relationship between psychological variables and 

work engagement can vary depending on individual conditions and the work environment (Sheikh 

et al., 2019). This inconsistency indicates that the relationship between spiritual leadership, 

spiritual well-being, and work engagement is not universal, thus requiring additional explanation 

regarding factors that can strengthen or weaken the relationship. 

One factor that potentially explains this variation is psychological safety. This concept 

refers to an individual's perception of the extent to which the work environment provides a sense 

of safety to express oneself without fear of negative consequences (Edmondson & Lei, 2014). 

Psychological safety has been shown to be positively related to work engagement, well-being, and 

meaningfulness of work (Liu et al., 2023; Newman et al., 2017; Sjöblom et al., 2022). Other studies 

show that psychological safety can be formed through leadership roles and serves as an important 

mechanism in increasing positive employee behavior (S. Chen et al., 2019; Yasin et al., 2023). 

Although the relationship between spiritual leadership and psychological safety is 

beginning to receive attention, studies that integrate the two variables are still limited. Most 

studies position psychological safety as a mediating or outcome variable, rather than as a factor 

strengthening the relationship between the primary variables. Not much research has tested 

psychological safety as a moderating variable in the relationship between spiritual well-being and 

work engagement. This limitation suggests an opportunity to develop a more comprehensive 

model to explain employee work engagement. 

Another limitation is seen in the lack of integration of theoretical approaches. Studies of 

spiritual leadership are generally rooted in Fry (2003) theory, while work engagement is largely 

explained through Job Demands–Resources (JD-R) theory, which emphasizes the role of work 

resources in increasing motivation and engagement (Bakker & de Vries, 2021). These two 

approaches are related because they both emphasize the importance of psychological resources. 

Integrating these two theories provides an opportunity to explain work engagement more 

comprehensively through a combination of values, meanings, and individual psychological states. 

The research context is also an important aspect. Most of the research was conducted in 

non-healthcare settings or outside Indonesia, so the results do not fully reflect the dynamics of 

health service organizations in Indonesia (Piwowar-Sulej & Iqbal, 2024). Indonesia has 
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characteristics influenced by religious values, collectivity, and high work pressure, thus providing 

a relevant context for examining the role of spiritual leadership and psychological safety in more 

depth. This study aims to examine the role of spiritual well-being as a mediator in the relationship 

between spiritual leadership and work engagement, as well as the role of psychological safety as 

a moderating variable that strengthens this relationship. This research is expected to contribute 

to the development of leadership literature, especially spiritual leadership, as well as provide 

practical implications for human resource management in the health services sector. 

 

Theoretical Framework and Hypothesis Development  

Theoretical Framework 

This research is based on the integration of several major theories that explain the 

relationship between leadership, psychological conditions, and work engagement. Spiritual 

leadership theory was developed by Fry (2003) explains that value-based leadership is able to 

fulfill an individual's intrinsic needs by creating work meaning (calling) and a sense of togetherness 

(membership) (Bagis et al., 2024). This condition encourages the formation of spiritual well-being, 

which becomes the basis for the emergence of positive work attitudes and behavior. Furthermore, 

Job Demands–Resources (JD-R) theory explains that work engagement is influenced by the 

availability of psychological resources possessed by individuals (Bakker et al., 2026; Bakker & de 

Vries, 2021). These resources include the meaning of work, psychological well-being, and social 

support, which can increase intrinsic motivation and work engagement. In addition, psychological 

safety theory explains that individuals will be more courageous in participating and being actively 

involved when they feel psychologically safe (Samul, 2024). This sense of safety allows individuals 

to express themselves and actualize their potential without fear of negative consequences. The 

integration of these three theories provides a strong conceptual basis, where spiritual leadership 

acts as a source of value and meaning, spiritual well-being as a psychological mechanism, 

psychological safety as a reinforcing condition, and work engagement as the main outcome (Bagis 

et al., 2026). 

 

Hypothesis Development 

Spiritual Leadership and Work Engagement 

Spiritual leadership is a leadership style that emphasizes values, meaning, and 

interpersonal relationships in an organization (Bagis et al., 2026; Fry, 2003). Work engagement 

refers to a positive psychological condition characterized by vigor, dedication, and absorption 
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(Schaufeli, 2021). Theoretically, spiritual leadership increases intrinsic motivation through 

creating meaning in work and a sense of togetherness. This is in line with spiritual leadership 

theory, which explains that leaders are able to influence work engagement by fulfilling employees' 

psychological needs. Empirical research shows that spiritual leadership has a positive effect on 

work engagement (L. Chen et al., 2022; Hunsaker & Jeong, 2020; Preetham, 2025; Triharjanti & 

Tjahjono, 2023). 

Based on these theoretical arguments and empirical support, the following hypothesis is 

formulated: 

H1: Spiritual leadership has a positive effect on work engagement 

 

Spiritual Leadership and Spiritual Well-Being 

Spiritual well-being describes the condition in which individuals feel the meaning of their 

work and connectedness to the organization (Bagis et al., 2025; Fry, 2003; Umairoh et al., 2022). 

This condition reflects the fulfillment of intrinsic needs, which play an important role in shaping 

employee work attitudes and behavior. Spiritual leadership theory explains that leaders who are 

able to establish a vision and values will enhance employees' experiences of meaningful work and 

sense of belonging (Bagis et al., 2024). Leaders who instill the values of altruistic love and 

hope/faith also encourage the formation of positive and sustainable psychological conditions. 

Previous research has shown that spiritual leadership has a positive effect on spiritual well-being 

(Chang & Arisanti, 2022; L. Chen et al., 2022; Hunsaker & Jeong, 2020; Samul, 2024). Based on the 

theoretical foundation and existing empirical findings, the research hypothesis is formulated as 

follows: 

H2: Spiritual leadership has a positive effect on spiritual well-being 

 

Spiritual Well-Being and Work Engagement 

Spiritual well-being reflects an individual's experience of work meaning and social 

connectedness within an organization (Bagis et al., 2025, 2026). Work engagement is a positive 

psychological condition characterized by energy, dedication, and full involvement in work 

(Schaufeli, 2021). D-R theory explains that psychological resources, such as the meaning of work, 

act as the main drivers of intrinsic motivation. Individuals with strong work meaning tend to be 

more resilient, focused, and engaged in their work. Empirical research shows that spiritual well-

being has a positive effect on work engagement (Chang & Arisanti, 2022; Hunsaker & Jeong, 2020; 

Novitasari & Jimad, 2024; Samul, 2024). Based on this description, the following hypothesis is 
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proposed: 

H3: Spiritual well-being has a positive effect on work engagement. 

 

The Mediating Role of Spiritual Well-Being 

Spiritual well-being serves as a psychological mechanism that explains how spiritual 

leadership influences work engagement (Bagis et al., 2026; Bagis & Adawiyah, 2025; Umairoh et 

al., 2022). Spiritual leadership theory explains that leaders create meaning in work through vision 

and values, which then shape the spiritual well-being of individuals (Bagis et al., 2026). JD-R theory 

strengthens this argument by explaining that psychological well-being is a resource that drives 

work engagement. Without a state of well-being, leadership influence cannot always be translated 

into optimal work engagement. Research shows that the relationship between spiritual leadership 

and work engagement becomes stronger when mediated by psychological variables (Chang & 

Arisanti, 2022; L. Chen et al., 2022; Hunsaker & Jeong, 2020; Samul, 2024). This shows that the 

influence of spiritual leadership on work engagement is not direct, but requires a process of 

internalizing values through spiritual well-being. Therefore, to test the mediating role in the 

relationship between variables, the following hypothesis is formulated: 

H4: Spiritual well-being mediates the relationship between spiritual leadership and work 

engagement. 

 

Psychological Safety and Work Engagement 

Psychological safety is an individual's perception of feeling safe in the work environment 

to express themselves without the risk of negative consequences (Edmondson & Lei, 2014). 

Psychological safety theory explains that a sense of psychological safety increases an individual's 

courage to contribute, thereby strengthening work engagement. Research shows that 

psychological safety has a positive effect on work engagement (S. Chen et al., 2019; Liu et al., 

2023; Newman et al., 2017; Petrov et al., 2023; Sjöblom et al., 2022). Taking into account 

theoretical arguments and previous research results, the following hypothesis is proposed: 

H5: Psychological safety has a positive effect on work engagement. 

The Moderating Role of Psychological Safety 

Psychological safety plays a role as a condition that determines the extent to which an 

individual can actualize their psychological condition (Petrov et al., 2023). Spiritual well-being 

provides internal meaning and energy, but the expression of this state is influenced by the work 

environment (Yasin et al., 2023). Psychological safety theory explains that individuals who feel 
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safe are more likely to express themselves, take initiative, and engage fully in their work. Thus, 

the influence of spiritual well-being on work engagement will be stronger when psychological 

safety is at a high level, and will weaken when psychological safety is low. Research shows that 

psychological safety plays a role as a reinforcing factor in the relationship between work behavior 

and work performance (S. Chen et al., 2019; Newman et al., 2017; Sjöblom et al., 2022; Yasin et 

al., 2023). Based on this explanation, the moderation hypothesis in this study is formulated as 

follows: 

H6: Psychological safety strengthens the influence of spiritual well-being on work 

engagement. 

 
Figure 1. Conceptual Framework 

 

RESEARCH METHOD 

This study uses a quantitative approach with an explanatory design that aims to test the 

causal relationship between variables in the proposed research model (Sugiyono, 2023). The 

conceptual model in this study was developed based on previous research that examined the 

relationship between spiritual leadership, spiritual well-being, and work engagement, and was 

further developed by adding psychological safety as a moderating variable to provide a more 

comprehensive understanding of employee work engagement (Samul, 2024). This study was 

conducted in the healthcare sector, specifically on employees working in several hospitals, namely 

Ananda Hospital, JIH Hospital, and Hermina Hospital Purwokerto. The selection of this location is 

based on the characteristics of work in the health sector, which has high work demands, intense 

emotional interactions, and complex organizational dynamics (Jim et al., 2024). In addition, the 

use of more than one research location is expected to provide data variation so that the research 
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results are more representative. 

The population in this study was all employees working in the three hospitals, both medical 

and non-medical personnel. The sampling technique used the purposive sampling method with 

the criteria of active employees who have worked for at least one year. This criterion is used so 

that respondents have sufficient experience in understanding organizational conditions and 

leadership practices in the workplace. Determination of the number of samples was carried out 

using the Slovin formula with an error rate of 5% (0.05). The minimum sample size will be adjusted 

to the total population obtained from each hospital. Furthermore, the distribution of samples in 

each hospital was carried out proportionally based on the available population size, so that it could 

reflect the population conditions more representatively. 

Data collection was conducted online using a questionnaire distributed through Google 

Forms. The research instrument was constructed using a five-point Likert scale, ranging from 1 

(strongly disagree) to 5 (strongly agree). The statement items in the questionnaire were compiled 

with reference to instruments that had been used in previous research. The spiritual leadership 

variable was measured based on the concept developed by Fry (2003) which includes the 

dimensions of vision, hope/faith, and altruistic love, with a total of 7 statement items. The spiritual 

well-being variable was measured through indicators reflecting meaning/calling and membership, 

with a total of 6 statement items (Fry et al., 2005). The work engagement variable is measured 

using a concept consisting of the dimensions of vigor, dedication, and absorption, with a total of 

6 statement items from (Schaufeli, 2021). Meanwhile, the psychological safety variable is 

measured based on individual perceptions of safety in the work environment, with 5 statement 

items from Edmondson & Lei (2014) and all statement items are adjusted to the research context. 

The data analysis technique in this study used Structural Equation Modeling based on 

Partial Least Squares (SEM-PLS) with the help of SmartPLS software (Ghozali, 2021). The analysis 

was carried out in two stages, namely testing the measurement model (outer model) to assess the 

validity and reliability of the construct, and testing the structural model (inner model) to test the 

relationship between variables and research hypotheses. In addition, a mediation effect test was 

also conducted to see the role of spiritual well-being in bridging the relationship between spiritual 

leadership and work engagement, and a moderation test to see the role of psychological safety in 

strengthening the relationship between spiritual well-being and work engagement. 
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RESULTS AND DISCUSSION 

Research Result  

This study employs a Partial Least Squares-Structural Equation Modeling (PLS-SEM) 

approach, utilizing SmartPLS software to test the research model. The analysis is conducted in two 

main stages: evaluation of the measurement model (outer model) and evaluation of the structural 

model (inner model) (Joseph F. Hair Jr., 2021). 

 

Table 1. Demographics Respondents 

Identity Information Frequency Persentage 

Respondent Hospital 

Hospital 1 126 53.6 

Hospital 2 77 32.8 

Hospital 3 32 13.6 

Workforce Category 
Medical 143 60.9 

Non-Medical 92 39.1 

 

Meanwhile, the characteristics of the respondents were described descriptively to provide 

a general overview of the workforce profile in the healthcare sector. Based on gender, the 

majority of respondents were female (67.8%), while 32.1% were male. This composition indicates 

that the workforce in the study was predominantly female, which aligns with the general 

characteristics of the healthcare sector, as it involves many nursing, midwifery, and patient care 

professions. 

In terms of age, the majority of respondents were in the productive age group, particularly 

those aged 26 to 30 (35.8%) and those aged 31 to 40 (29.2%). Furthermore, 16.0% were aged 41 

to 50, 11.5% were aged 25 and above, and 7.4% were aged 50 and above. This indicates that the 

majority of respondents were in an active working phase with relatively optimal work capacity 

and considerable professional experience. 

Based on educational level, the majority of respondents (23.9%) had a high school diploma, 

followed by a diploma in nursing (16.7%), and a professional nursing degree (11.6%). Furthermore, 

there were also respondents with diplomas in midwifery and medical science, indicating that the 

workforce in this study consisted of a combination of graduates from secondary schools, 

vocational schools, and health professions. This reflects a diversity of competencies that align with 

the operational needs of hospitals and clinics. 

Furthermore, based on length of service, the majority of respondents (46.6%) had worked 
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for more than 10 years. Respondents with 2 to 5 years of service accounted for 28.9%, while 19.6% 

had 6 to 9 years of service. Meanwhile, respondents with less than 1 year of service accounted for 

4.9%. This finding indicates that the majority of respondents have substantial work experience, 

enabling them to provide a more comprehensive assessment of the work environment and 

conditions.  

Convergent validity is used to measure the extent to which indicators are able to reflect 

the construct being studied. An indicator is declared valid if it has an outer loading value above 

0.70 Joseph F. Hair Jr (2021). In the initial testing phase, it was found that not all indicators met 

this criterion. Indicator PS4 had an outer loading value of 0.667, which is below the minimum limit, 

thus not meeting the convergent validity criteria. Furthermore, indicator PS5 had a value of 0.658, 

which is considered marginal (borderline) and has the potential to reduce the quality of the 

construct. Referring to recommendations (Joseph F. Hair Jr., 2021). Indicators with loading values 

below 0.70 or those that are marginal can be eliminated to improve model quality. Therefore, in 

this study, elimination was carried out on the PS4 and PS5 indicators in the Psychological Safety 

variable. After elimination, retesting was carried out, and the final outer loading results were 

obtained as follows: 

Table 2. Outer Loading 

variables Indicator Outer Loading 

Psychological Safety 

PS1 0.893 

PS2 0.872 

PS3 0.913 

Spiritual Leadership 

SL1 0.860 

SL2 0.810 

SL3 0.872 

SL4 0.851 

SL5 0.869 

SL6 0.832 

SL7 0.788 

Spiritual Well-Being 

SW1 0.821 

SW2 0.788 

SW3 0.856 

SW4 0.870 

SW5 0.853 
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variables Indicator Outer Loading 

SW6 0.886 

Work Engagement 

WE1 0.810 

WE2 0.779 

WE3 0.814 

WE4 0.802 

WE5 0.791 

WE6 0.798 

 

Based on Table 2, all indicators in each variable have an outer loading value above 0.70. 

This shows that each indicator has met the convergent validity criteria and is able to represent the 

construct being measured well. Therefore, it can be concluded that the measurement model in 

this study meets convergent validity criteria and is suitable for use in the next stage of analysis. 

In addition to convergent validity, testing was also carried out on construct reliability using 

Cronbach's Alpha, Composite Reliability, and Average Variance Extracted (AVE). A construct is 

declared reliable if it has a Cronbach's Alpha and Composite Reliability value above 0.70 and an 

AVE above 0.50 (Joseph F. Hair Jr., 2021). 

 

Table 3. Construct Reliability and Validity 

Variables Cronbach’s Alpha rho_A Composite Reliability AVE 

Psychological Safety 0.872 0.865 0.922 0.797 

Spiritual Leadership 0.931 0.932 0.944 0.707 

Spiritual Well-Being 0.920 0.922 0.938 0.716 

Work Engagement 0.887 0.887 0.914 0.639 

 

Based on Table 3, all variables in this study have Cronbach's Alpha and Composite 

Reliability values above 0.70, so they can be declared reliable. In addition, the AVE value for all 

variables is also above 0.50, which indicates that the construct has good convergent validity. 

Therefore, all variables in this study met the criteria for reliability and construct validity. 

Discriminant validity testing was conducted to ensure that each construct was clearly 

differentiated from the others (Joseph F. Hair Jr., 2021). The test results showed that the square 

root of the AVE for each variable was greater than the correlation between the variables, and the 

cross-loading value for each indicator was higher in its construct compared to the other 
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constructs. This indicates that each variable in this study had good discriminatory ability, the 

model met the criteria for discriminant validity (Joseph F. Hair Jr., 2021). 

Hypothesis testing in this study was conducted using the bootstrapping method in SEM-

PLS. The hypothesis is declared accepted if the t-statistic value is > 1.96 and the p-value is < 0.05 

(Joseph F. Hair Jr., 2021). The following are the results of the hypothesis testing: 

 

Table 4. Results of Hypothesis Testing 

Relationship Coefficient (β) T-Statistic P-Value Decision 

Spiritual Leadership → Work Engagement 0.162 3.226 0.001 Accepted 

Spiritual Leadership → Spiritual Well-Being 0.935 132.464 0.000 Accepted 

Spiritual Well-Being → Work Engagement 0.419 8.343 0.000 Accepted 

Psychological Safety → Work Engagement 0.466 14.934 0.000 Accepted 

Moderating Effect → Work Engagement -0.008 0.498 0.619 Rejected 

 

The test results show that Spiritual Leadership has a positive effect on Work Engagement 

with a coefficient value of 0.162, t-statistic 3.226, and p-value 0.001. This value meets the 

significance criteria, so H1 is accepted. This indicates that the better the implementation of 

Spiritual Leadership, the more it will increase employee work engagement. The test results show 

that Spiritual Leadership has a positive effect on Spiritual Well-being with a coefficient value of 

0.935, t-statistic 132.464, and p-value 0.000; thus, H2 is accepted. The very high coefficient value 

indicates that Spiritual Leadership has a very strong role in shaping employee spiritual well-being. 

The test results show that Spiritual well-being has a positive effect on Work Engagement 

with a coefficient value of 0.419, t-statistic 8.343, and p-value 0.000. Thus, H3 is accepted. This 

means that the higher the level of work meaning and individual connectedness in the organization, 

the higher the employee's work engagement. The test results show that Psychological Safety has 

a positive effect on Work Engagement with a coefficient value of 0.466, t-statistic of 14.934, and 

p-value of 0.000. Thus, H5 is accepted. This shows that a sense of security at work plays an 

important role in increasing employee work engagement. 

The test results show that the moderating effect of Psychological Safety on the relationship 

between Spiritual Well-being and Work Engagement has a coefficient value of -0.008, t-statistic 

0.498, and p-value 0.619. This value does not meet the significance criteria, so H6 is rejected. This 

shows that Psychological Safety is not able to strengthen the relationship between Spiritual Well-

being and Work Engagement in this study. 
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Table 5. Results of the Mediation Effect Test 

Mediation Relationships Coefficient 
T-

Statistic 

P-

Value 
Decision 

Spiritual Leadership → Spiritual Well-Being → 

Work Engagement 
0.392 8.433 0.000 Accepted 

 

The test results show that Spiritual Well-being is able to mediate the relationship between 

Spiritual Leadership and Work Engagement with a coefficient value of 0.392, t-statistic 8.433, and 

p-value 0.000 so that H4 is accepted. This shows that the influence of Spiritual Leadership on Work 

Engagement does not only occur directly, but also through increasing employee Spiritual Well-

Being as a psychological mechanism. 

 

DISCUSSION 

This study aims to examine the influence of Spiritual Leadership on Work Engagement by 

considering the role of Spiritual Well-being as a mediator and Psychological Safety as a moderator. 

In general, the results of the study showed that most of the hypotheses were supported, except 

for the moderating role of Psychological Safety, which was not significantly proven. 

The results of the study show that Spiritual Leadership has a positive and significant effect 

on Work Engagement. This means that the better the leadership based on values, meaning, and 

interpersonal relationships implemented by the leader, the higher the employee work 

engagement. This finding is in line with the Spiritual Leadership Theory put forward by Fry (2003) 

which states that leaders are able to increase intrinsic motivation through creating work meaning 

(calling) and a sense of togetherness (membership). This condition encourages employees to be 

more emotionally and cognitively involved in their work (Bagis & Adawiyah, 2025; Gonelimali et 

al., 2018; Henderson et al., 2023). These results are also consistent with previous studies, which 

found that Spiritual Leadership has a positive effect on Work Engagement (L. Chen et al., 2022; 

Hunsaker & Jeong, 2020; Triharjanti & Tjahjono, 2023). Thus, the hypothesis proposed in the 

introduction is empirically proven. 

The research results show that Spiritual Leadership has a very strong influence on Spiritual 

Well-being. This means that leadership that emphasizes values, vision, and caring can increase 

employees' feelings of meaning and connectedness to the organization. This finding supports Fry 

(2003) which states that spiritual leadership directly shapes spiritual well-being through the 

dimensions of altruistic love, hope/faith, and vision. When employees feel meaningful in their 
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work, they will have a more positive psychological state. This research is also in line with the 

findings of (Chang & Arisanti, 2022; L. Chen et al., 2022; Samul, 2024) Samul (2024), show that 

Spiritual Leadership is the main determinant of Spiritual Well-being. Thus, the results of this study 

strengthen the arguments presented in the introduction. 

The results of the study show that Spiritual Well-being has a positive influence on Work 

Engagement. This shows that when individuals feel a sense of meaning in their work and 

connectedness within the organization, they tend to be more energetic, dedicated, and engaged 

in their work. This finding can be explained through the Job Demands–Resources (JD-R) Theory of 

Bakker & Demerouti (2017) which states that psychological resources such as the meaning of work 

and mental well-being, act as the main drivers of work engagement. These results are also 

consistent with previous research by (Hunsaker & Jeong, 2020; Novitasari & Jimad, 2024; Samul, 

2024), which shows that Spiritual Well-being is an important factor in increasing Work 

Engagement. Therefore, the proposed hypothesis is proven and in accordance with the theoretical 

framework. 

Spiritual well-being has been shown to mediate the relationship between spiritual 

leadership and work engagement. This means that spiritual leadership's influence on work 

engagement occurs not only directly but also through improving employees' psychological well-

being. This finding strengthens the integration between spiritual leadership theory and JD-R 

theory, where leadership acts as a source of value and meaning, while spiritual well-being serves 

as a psychological resource that drives work engagement. These results are in line with research 

by (L. Chen et al., 2022; Hunsaker & Jeong, 2020), show that psychological variables such as 

Meaningfulness and Well-being play an important role as mediators. Thus, the contribution of this 

research is to clarify the mechanism of how Spiritual Leadership influences Work Engagement 

through psychological pathways. 

This study also proves that psychological safety has a positive and significant effect on work 

engagement. This shows that when employees feel safe to express themselves without fear of 

negative consequences, they will be more active and engaged in their work (Petrov et al., 2023). 

This finding supports the psychological safety theory of Edmondson & Lei (2014) which states that 

a sense of psychological safety encourages active participation and individual involvement in the 

organization. These results are also consistent with research by (Liu et al., 2023; Newman et al., 

2017), which shows that Psychological Safety is an important factor in increasing Work 

Engagement. Thus, the hypothesis proposed in this study is proven. 

In contrast to the proposed hypothesis, the results of the study show that Psychological 
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Safety does not moderate the relationship between Spiritual Well-being and Work Engagement. 

This means that high or low levels of Psychological Safety do not strengthen or weaken the 

influence of Spiritual Well-being on Work Engagement. This finding is interesting because it is not 

entirely in line with Psychological Safety Theory, which states that a safe environment should 

strengthen the expression of an individual's positive psychological state (Edmondson & Lei, 2014). 

However, there are several possible explanations: First, Spiritual Well-being as an individual's 

internal condition is strong enough to encourage Work Engagement, so it does not depend too 

much on external conditions such as Psychological Safety. Second, a values-based organizational 

context (e.g., an environment with strong religious or cultural values) can keep employees 

engaged even though levels of Psychological Safety vary. 

Overall, the findings of this study provide a broader understanding of the mechanisms 

through which work engagement is developed in the healthcare sector. Rather than relying solely 

on contextual conditions, the results indicate that employees' internal psychological resources, 

particularly spiritual well-being, play a more central role in translating value-based leadership into 

higher work engagement. These findings also reinforce the view that psychological safety 

contributes more effectively as a direct organizational resource than as a contextual boundary 

condition. Consequently, this study extends the application of Spiritual Leadership Theory and the 

Job Demands–Resources (JD–R) Theory by demonstrating that the effectiveness of spiritual 

leadership is strengthened through employees' psychological resources within healthcare 

organizations. From a managerial perspective, hospital leaders should not only promote spiritually 

oriented leadership practices but also develop organizational initiatives that strengthen 

employees' sense of meaning, belonging, and psychological well-being while maintaining a 

psychologically safe work environment. Such efforts are expected to foster sustainable work 

engagement and ultimately improve the quality of healthcare services. 

 

CONCLUSION 

This study shows that spiritual leadership has a positive influence on work engagement, 

both directly and through spiritual well-being as a mediator. These findings confirm that hospital 

employees' work engagement is more influenced by internal psychological mechanisms, 

particularly the meaning of work and sense of connectedness. In addition, psychological safety 

has been shown to increase work engagement, but it does not act as a moderator in the 

relationship between spiritual well-being and work engagement. Overall, the research results 

support the integration of Spiritual Leadership Theory, Job Demands–Resources (JD-R) Theory, 

http://creativecommons.org/licenses/by-sa/4.0/
http://creativecommons.org/licenses/by-sa/4.0/


 

5668 

IJEVSS, Volume 05 Issue 03, 2026 

 Copyright at authors some right reserved this work is licensed under a Creative 
Commons Attribution-Share Alike 4.0 International License 

and Psychological Safety Theory in explaining work engagement in the healthcare sector. 

This study has several limitations. First, the use of a cross-sectional design limits the ability 

to explain causal relationships longitudinally. Second, self-report-based data has the potential to 

introduce perceptual bias and common method bias. Third, the limited sample size, which only 

included three hospitals in Indonesia, limits the generalizability of the findings. Fourth, the 

research model is still limited to a single moderating variable; therefore, future research is 

recommended to incorporate other contextual factors to gain a more comprehensive 

understanding. 
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