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Abstract

Is achieving organizational performance and employee well-being a zero-sum game? Can cultural
traditions provide an approach to realizing the spiritual aspects of ordinary vocations of life? We
propose that the approach of Karm Yoga can answer these questions. This research presents the
model of Karma Yoga derived from Vedantic tradition. We present three studies aimed at de-
veloping the construct and psychometric scale of Karma Yoga and examining its impact on
workplace spirituality and positive psychological outcomes. Study | (n = 459) is about the de-
velopment of the construct and the scale of Karma Yoga and testing the reliability and validity of the
same. Study 2 (n = 337) is designed and carried out to examine the association of Karma Yoga on
other widely studied indicators of workplace spirituality, i.e. mindfulness (5 = 0.44, p <.05) and self-
transcendence. Further, in Study 3 (n = 260), we investigate the hypothesis of a positive association
of Karma Yoga with positive psychological outcomes like thriving, psychological capital, flourishing,
and negative impact on job burnout. Empirical findings support these hypotheses. In this way, our
research article presents the indigenous model of workplace spirituality by developing a theoretical
framework and testing it empirically. Karma Yoga offers the ways and means to transcendence from
an ego-centric approach of work to realizing the spirituality at work. This study also suggests that
Karma Yoga reduces stress and leads to the path of well-being.
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Introduction

Amidst increasing global competition, organizations are focused on maximizing performance and
output. Many organizations are employing various performance enhancement practices, for ex-
ample, High-Performance Work Systems (HPWS) and High Involvement Work Systems (HIWS),
and so forth. Though research has unveiled the widely prevalent issues of occupational health like
emotional exhaustion (Oppenauerand Van De Voorde, 2018), mental strain (Wang et al., 2019), and
individually perceived stress (Topcic et al., 2016) in business organizations. Organizations are
achieving performance, but probably at the cost of employees’ well-being (Van De Voorde et al.,
2012). In other words, organizational performance and employee well-being seem to be a zero-sum
game.

One of the principal reasons behind the issues about employee well-being is the diminishing
relationship between the inner spirit and the work (Ashmos and Duchon, 2000). The field of
workplace spirituality (WS) aims at restoring the connection between the work and the inner spirit
(Giacalone and Jurkiewicz, 2015). Current research in WS focuses on developing the experience of
meaningful work and fostering employee well-being. WS is found to enhance the emotional,
psychological, social, and spiritual well-being of the employees (Pawar, 2016), subjective well-
being (Zou and Dahling, 2017), and it can further be potentially protective against burnout and
mental health concerns (Ho et al., 2016).

Researchers have conceptualized WS at three levels — individual, group, and organization (e.g.
Milliman et al., 2003). But given the context of the research, our focus is on individual level
spirituality at the workplace. The research in WS is flourishing, and several models of individual
spirituality at the workplace have been proposed (e.g. Ashmos and Duchon, 2000; Petchsawang and
Duchon, 2012; Rego and Cunha, 2008). Constructs such as meaningful work (Ashmos and Duchon,
2000) and meditative work (McCormick, 1994) have become integral parts of the WS literature.
However, Vascosncelos (2018) highlighted that an approach for an individual’s work or ordinary
vocation of life to make it more fulfilling is scarcely examined. Tsui (2007) suggested that in-
digenous theory development in cross-cultural management should address the previously excluded
questions. Thus, we refer to the notion of Karma Yoga — a widely acknowledged approach to work
in Hindu philosophy — to answer how the ordinary vocations of life can be the spiritual pursuit.
Karma Yoga is the principal teaching of the Bhagavadgita' (henceforth Gita; Radhakrishnan,
1948). The Gita is the dialogue between Krishna, the master, and Arjun, his disciple. The con-
versation happens on the battlefield, and Krishna reveals Karma Yoga as the mechanism of
transforming the routine work or ordinary vocation of life into a way of spiritual advancement.
Hence, the notion of Karma Yoga has the potential to inform the WS field. Spirituality is considered
one of the critical aspects of human possibilities in positive psychology (Seligman and
Csikszentmihalyi, 2000). Thus, there is a need to explore the connection between spirituality at
the workplace and positive organizational outcomes (Jurkiewicz and Giacalone, 2019). Researchers
in positive psychology are exploring potential interventions to enhance positive psychological
outcomes such as thriving, PsyCap, and flourishing at work (Seligman and Csikszentmihalyi, 2014).

The importance of indigenous research is growing in cross-cultural management studies (Jack
and Westwood, 2009). It opens up new channels for innovative ideas and scholarship (Jackson,
2014). The WS domain can also be enriched by different cultural traditions (Gotsis and Kortezi,
2008). The research aims to present Karma Yoga as the model of WS developed from Vedantic
Hindu tradition. This paper responds to the call of Tsui (2004) for strengthening indigenous research
by following the scientific process and adherence to rigorous theorization and empirical methods.
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We followed Bhawuk (2010b) approach of deriving theoretical models from scriptures to
develop the theoretical model of Karma Yoga. We report three studies undertaken for developing the
construct and the psychometric scale on Karma Yoga to demonstrate the validity and reliability of
the scale and the impact of Karma Yoga on enhancing individual level spirituality and positive
psychological outcomes at the workplace.

In the next section, we discuss the relevance of the notion of Karma Yoga in the cross-cultural
management scholarship. We then present the Karma Yoga Model (KYM) and its five dimensions.
We have purposefully retained Sanskrit terms of the dimensions to keep the cultural nuances intact
by avoiding Englishization—reporting all the research in English (see Boussebaa and Tienari, 2021;
Jackson and Primecz, 2019).

Relevance of Karma Yoga in cross-cultural management

India is a unique social and cultural setting because of its diversity. India has the youngest
population globally, the third-largest economy in terms of Purchasing Power Parity, and living
culture of more than three thousand years, besides being one of the fastest-growing economies
globally (Pandey et al., 2020). Hinduism is the major religion of India, contributing to 78.90% of the
total Indian population.” In the world, Hinduism is the third most practiced religion after Chris-
tianity & Islam.” It may be interesting and valuable to examine the management theories from the
Indian perspective, as the Hindu worldview is distinct from other cultures (Pandey et al., 2020).

Vedanta is a doctrine of Hindu philosophy based on Vedas and Upanisadas. It is an important
tributary of the Indian worldview and Indian psychology. The three principal Vedantic scriptures
(referred to as prasthanatrayr) are Brahmasutra, Upanisadas, and Bhagavadgita. The Indian
worldview, which is the foundation of Indian Psychology, is well presented in the first verse* of
I$opanisada (Bhawuk, 2010a). It emphasizes that the world does not stand apart from God but is
pervaded by Him (Radhakrishnan, 1953). In Vedanta,’ this Supreme Self is conceived as
brahman—the abiding principle of consciousness (Rao and Paranjpe, 2016). Brahman is also
referred to as aksaram, which does not decay or is indestructible. Brahman is all-pervading and is
the substratum of all the creation. Svetasvtara Upanisad (Chapter 5, verse 1)° considers the re-
alization of the aksaram as the highest form of knowledge, referred to as Vidya. The attainment of
vidya is the ultimate objective of human life. Thus, spirituality in the Hindu worldview is about
leading the inwardly focused life to achieve the highest knowledge. Spirituality, referred to as
adhyatma, is the foundation of knowledge, and all other knowledge is considered secondary
(Bhawuk, 2019a).

Indian worldview takes a different path in the discussion of religion and spirituality. Religion is
an organized faith tradition (King and Boyatzis, 2004), and it includes participating in rituals,
adhering to dogmas, and attending services (McCormick, 1994). Religion is a set of values,
doctrines, beliefs shared by a group of people (Miller and Ewest, 2013). Religion is an outward-
looking phenomenon using rites and rituals (Garcia-Zamor, 2003). In contrast, spirituality, known as
Adhyatma, is an inward-looking process that leads to the pious knowledge of Brahman (Bhawuk,
2019a). The Hindu worldview recognizes the multiple paths of realization of Brahman that are
mainly categorized as the path of knowledge (Jnana Yoga); the path of devotion (Bhakti Yoga); the
path of asana, pranayama, and meditation (Raja Yoga); and path of action (Karma Yoga) (Pandey
and Navare, 2018). Spirituality or Adhyatma goes beyond rites and rituals. Still, it recognizes the
importance of their support to attain its ultimate goal of realizing Brahman, which is essentially the
realization of self. Hence, there is no conflict between religion and spirituality in Vedantic tradition;
religion is viewed as a path to realizing the ultimate truth—brahman.
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In the Hindu worldview, the human being is not altogether a separate and peculiar being. They
are part of nature; ‘a whole carved out of nature’s continuum’ (Radhakrishnan, 1948). The broad
aims of life (purusartha), which are widely subscribed to in the Indian culture, are Dharma
(righteousness), Kama (sensual pleasures), Artha (material gains) and Moksa (spiritual liberation).
These four aims highlight the harmony of different dimensions in life: kama as the biological
dimension, artha as the social dimension, and moksa as the spiritual dimension. Dharma is the
central axis around which life rotates (Pandey and Navare, 2018). In other words, there is never a
gap between the ‘secular’ and the ‘spiritual.” The emphasis on spirituality prevails in all domains of
life (Bhawuk, 2019a).

The notion of Karma Yoga delineates how to transform worldly actions into spiritual practice and
bring harmony in the material and spiritual pursuit of life. Hence, the approach of Karma Yoga can
provide a new perspective to WS.

Karma Yoga: philosophy, approach, and conceptualization

The word ‘Karma’ is derived from the Sanskrit root ‘k7’. It means to do, to transact, or to move.
Karma means any type of performed activity. Karma includes all physical (kayika), verbal (vacika),
and mental (manasika) activities (Vivekananda, 1895). Etymologically, Yoga is derived from the
root ‘yuj,” which means to bind together. Yoga means binding one’s psychic power and balancing
and enhancing them. The verbal root ‘yu;’ also refers to ‘yoke’ or ‘harness.” At present, Yoga is the
generic name of a large set of varied spiritual practices aimed at self-realization, which is the essence
of spiritual advancement in Indian culture.

Actions are inevitable, and so are their results. The results of actions can be pleasant or un-
pleasant. Pleasant effects induce positive attachment (raga) and prompt the doer to repeat similar
actions. However, unpleasant consequences bring negative attachment (dvesa) and entail avoidance
of similar actions. In other words, all the actions leave behind psychological traces (samskara) in the
form of pleasure or suffering, which bear the seeds of the future actions (karma bija; Rao and
Paranjpe, 2016). In other words, one action leads to the other and creates a never-ending loop of
actions, which is referred to as ‘bondage of action’ (karma-bamdhana).

The primary reason behind the bondage of action is the self-centric attitude of the doer in which
the frame of reference of the actions is the limited individual ego. Karma Yoga is about shifting this
frame of reference from ego-centric behavior to Dharma-centric behavior. Dharma is one of the key
tenets of Vedantic philosophy (Pandey and Navare, 2018). Etymologically, the word dharma has
micro as well as macro meaning. The micro perspective refers to the set of principles held or
followed by an individual. However, a macro view of dharma refers to those principles that hold the
society. It is seen as the cosmic law both upheld by the gods and expressed in right behavior by
humans, including adherence to the social order’ (Oxford Dict, 2016). The universe is a large
system, and human beings are an integral part of it. Dharma is the common thread that entwines the
individual life with the larger system. Dharma means that which one lays hold of and holds things
together, the law, the norm, and the rule of nature, action, and life (Arubindo, 1922). Karma Yoga
helps the individual to anchor the actions into dharma. Dharma and Adhyatma are twin concepts that
are understood in light of each other.

Karma Yoga is an intelligent way of performing actions that facilitate self-transcendence from the
never-ending and compulsive action loop. Karma Yoga transforms self-centric and ego-centric
behavior into dharma-centric behavior. And thus leads to achieving spiritual progress.
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Karma Yoga model variables

We adapted the approach suggested by Bhawuk (2010b) to derive the model from the relevant
scripture. Various relevant verses are spread across the 18 chapters of the Gita, explaining the idea of
Karma Yoga. We identified a coherence in the verses and discovered a raw model of Karma Yoga.
Further, we reviewed relevant scriptures such as Upanisadas (e.g. Isavasyopanisada, Kenopa-
nisada, Kathopanisada, Mundakopanisada, Mandukyopanisada, Aitareyopanisada, etc.) and
Vivekacudamani by Adi Samkara to further clarify the notion and refine the model of Karm Yoga.
We also reviewed the commentaries on the Gita by various scholars (e.g. Arubindo, 1922; Bhawuk,
2011; Radhakrishnan, 1948; Tilak, 1915) for a nuanced understanding of the Karma Yoga. Based on
the textual analysis of the scriptures and scholarly commentaries, we now describe five variables of
the KYM drawn from the literature.

Manonigraha. ‘Manas’ refers to the mind, and ‘Nigraha’ means determination. Manonigraha
indicates control over one’s mind. The ‘mind’ of the doer is the first obstruction in shifting the self-
centric behavior to a dharma-centric behavior (Bhave, 1946). Manas is the interpreter of the sensory
stimuli. The interpretations of the stimuli are based on past experiences, which are either pleasant or
unpleasant. The senses keep interacting with the external environment and provide unending stimuli
to the mind. Due to this continuous process, the mind keeps mingling with the memories and may
play into the hands of the senses (verse’ 2.60).® The activity of the uncontrolled mind may create
ripples of anger, aversion, aggravation, greed, desire, etc. Thus, it is imperative that a person control
their mind and refrain from the never-ending pursuit of satisfying the senses (verse 3.7).° When an
individual controls his/her mind and refrains herself from the indiscriminate pursuit of senses, it is
referred to as ‘Manonigraha.’

Samabuddhi. The term ‘Sama’ means equal, and ‘Buddhi’ signifies intellect. Human intellect
(buddhi) has a discriminatory power (Bhawuk, 2011). The intellect determines which actions to
perform and which to avoid. Buddhi discriminates between dharma and adharma, referred to as
viveka. Thus, it is essential that intellect functions evenly in various dichotomies of life such as grief
and happiness, loss and gain, pleasure and pain, and comfort and discomfort. Equipoised intellect
can choose the dharma-centric action over the self-centric action without being infatuated by
sensory pleasures (Tilak, 1915). When an individual keeps his/her intellect steady on the face of
likes and dislikes or other dichotomies of life and preserves rational decision-making ability, it is
referred to as ‘Samabuddhi.’

Phalasa Tyaga. ‘Phalasa’ refers to the ego-centric attachment to the outcome of actions in terms of
what, when, and who should enjoy the fruits, and ‘7yaga’ means repudiation. The ego-centric bias
attached to ‘a particular’ result of an action is a critical catalyst in creating the action loop. When any
action is performed with a self-centric attitude, an attachment to a favorable outcome is naturally
created in the doer’s mind (Tilak, 1915). However, the outcome of the action is the function of five
factors: namely purpose (adhisthana), a doer (karta), instruments (karana), actions (kriya) and
natural forces (daiva) beyond human control (verse 18.14).'" The doer can control the first four, but
not the last one. So one cannot claim absolute right over the fruits of action (verse 2.47).'" Re-
nunciation (#yaga) of the attachment to an outcome (an external reward or incentive) allows an
individual to remain anchored in the present action (Radhakrishnan, 1948). When an individual
renounces the attachment to the external reward or incentive and remains centered in duty-bound
action, it is referred to as ‘Phalasa Tyaga.’
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Svadharma. Svadharma represents the ‘Dharma’ of an individual self (sva). In the Gita, the word
dharma appears several times, meaning an individual’s duty (Tilak, 1915). The Gita expounds that
all professions are equally important; thus, one must follow the duty of his/her chosen profession
fastidiously (verse 18.48).'? Svadharma is based on the innate nature of the individual. The inherent
aptitude of a person induces him/her to indulge in a particular profession. Thus, the relinquishment
of Svadharma is not possible (verse 18.59)."* When a person performs an action according to his/her
aptitude and finds meaning and intrinsic joy in the work, the person can be said as following
‘Svadharma.’

Lokasamgraha. ‘Loka’ means a society (people) and a larger cosmic system (nature). ‘Samgraha’
means gathering, protecting, nourishing, regulating, etc., and bringing collective prosperity.
Radhakrishnan (1948), one of the most reputed Indian philosophy and wisdom literature scholars,
defined Lokasamgraha as ‘working for world maintenance.’ The notion of Lokasamgraha involves
the well-being of all the people (Chakraborty, 2006), welfare of society as a whole and humanity
(Sebastian, 2003; Sharma, 1999), and concern for the social and natural environment (Pandey et al.,
2009). When an individual develops the sense of interconnectedness and interdependence between
self and nature and performs actions with the purpose of contributing to a larger social and natural
environment, it is referred to as ‘Lokasamgraha.’

The five dimensions of Karma Yoga facilitate the transformation of the frame of reference behind
the action. The first three dimensions nurture and develop the balanced inner self, and the latter two
steps are its manifestation in a social context through responsible action. Karma Yoga is not a
singular vertical flowing process through which the practitioner accomplishes each level and
qualifies for the next. Perhaps, a person experiences the spiral flow of these levels and experiences
transcendence.

Overview of empirical studies

To examine the conceptual framework of KYM, we undertook a psychometric scale development
exercise. Validity (accuracy of a measure) and reliability (consistency of a measure) are essential for
any new psychometric scale to portray variables of interest more accurately (Hair et al., 2009). Thus,
we undertook three empirical studies to examine the validity and reliability of the KYM scale.

Study 1 includes the process of item generation and scale purification. It establishes the scale
validity through three phases: expert validity, exploratory factor analysis, and confirmatory factor
analysis.

Study 2 is about the demonstration of the criterion validity of KYM. As Karma Yoga is
conceptualized as a perspective of workplace spirituality, we chose mindfulness and self-
transcendence, other widely studied indicators of individual spirituality at the workplace, to
check the criterion validity of the KYM scale in study 2.

Study 3 further examines the criterion validity of the KYM scale by examining the impact of
Karma Yoga on positive psychological outcomes at the workplace. Like WS research, positive
psychology research is focused on studying the positive aspects of human potential at work. Thus,
we chose thriving, flourishing, and psychological capital as the outcome variables for measuring the
impact of Karma Yoga. We also included job burnout in the outcome variables as we were keen to
examine whether Karma Yoga can mitigate the perils of the modern workplace.

We present each study separately in terms of the hypotheses development process, participants,
procedures, and analysis results of the respective study. Three studies are distinct and are like
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incremental steps taken to strengthen the validity and reliability of KYM scales. Hence, we chose to
report these studies separately.

Study I: KYM scale development and validation

The purpose of the Study 1 is to develop a psychometric scale of Karma Yoga Model. For scale
development, we adopted the deductive approach as explained by Hinkin (1995) and Podsakoff
et al. (2003). We did a textual analysis of the Gita by using keywords to develop scale items. Items
distinctly related to general life and work were prepared. Some items from other scales were also
adopted. For the Manonigraha factor, one item from the self-control scale developed by Tangney
et al. (2004) '° was adopted. In the Samabuddhi factor, two items were adopted from the Samatva
scale developed by Mishra (2016).' For Phalasa Tyaga, Svadharma, and Lokasamgraha factors, we
adopted three items from the scales developed by Ashmos and Duchon (2000), five items of Karma
Yoga Scale developed by Mulla and Krishnan (2014), and three items of spirituality scale developed
by Pandey et al. (2009).

Study 1 is divided into three phases. In the first phase, content validity of the scale items was
examined through experts’ feedback. In the second phase, validated items were subjected to the
sample for exploratory factor analysis (EFA). The third phase was carried out to confirm the factor
structure with another set of sample.

Phase |: content validity

Content validity is the degree to which an instrument has an appropriate sample of items for the
construct being measured (Polit and Beck, 2004). We sent the scale items and operational definitions
to five Indian philosophy and psychology experts to assess the KYM scale’s content validity. The
experts’ panel also consisted of a linguistic expert to check the grammar and articulation of items.
Experts were asked to rate each item on the four-point scale (1 = not relevant at all; 4 = most
relevant) based on its relevance with the definition and clarity of the item. We also sought qualitative
feedback from the experts. Though content validity is conventionally considered as a subjective
assessment, Polit and Beck (2006) introduced the concept of the Content Validity Index for the items
(I-CVI) and the scale (S-CVI).

To test the consistency of experts’ ratings, we first calculated the Intra-class Correlation Co-
efficient (ICC), and it was found to be 0.781 (p < .01). Following Polit et al. (2007) recom-
mendations, we selected 60 items that got an I-CVI greater than 0.78. We further calculated the
S-CVI of the scale. It was found to be 0.95, acceptable as per Polit et al. (2007).

Content validity exercise ensured that the items measured the intended domain of interest.
However, it is equally crucial to examine how potential respondents construct the meaning of the
items. The item may turn out to be void if the respondents misinterpret it. The likely sample of the
KYM scale is working employees. Thus, we interviewed five working employees to assess how
they interpret each item. It was found that the responses of all five employees were consistent in the
meaning constructions for all the items, except for two. One item was perceived as redundant, and
another item was found to be ambiguous. Hence, we decided to drop these two items from the scale.
The scale was reduced to 58 items.



8 International Journal of Cross Cultural Management 0(0)

Phase 2: reliability testing and exploratory factor analysis

Participants and procedures. This phase aimed to test the KYM scale’s reliability and explore factor
structure. KYM scale with 58 items was subjected to the sample. A five-point Likert scale measuring
agreeableness for some items and frequency for remaining items was used. The data was collected
from online survey forms and hardcopy questionnaires. Respondents were working employees
registered for part-time management programs at two reputed management institutions in India. In
the sample of 138 (completion rate = 62.77%), the average age of respondents was 28.68 years
(SD' =5.40), 32.84% of respondents were female participants, and the mean work experience was
6.46 years (SD = 4.78). The respondents were full-time employees working in the private sector
companies at the lower or middle-level management. To ascertain the sample size, we followed the
communalities-based approach given by MacCallum et al. (1999) and Mundfrom et al. (2005). We
ascertained that the communalities of the items are above 0.60 to ensure the adequacy of the sample
size, as recommended by Hogarty et al. (2005).

Findings. Cronbach’s o and corrected item-total correlations were calculated to test the reliability of
the KYM scale. Cronbach’s a for the KYM scale was 0.88. Five items having item-total correlation
below 0.30 were dropped as suggested by Tian et al. (2001).

Fifty-three items of the KYM scale were subjected to an EFA with Principle Axis Factoring
(PAF) extraction because the aim was to understand the underlying latent construct from the
observed variables (Reio and Shuck, 2015). The oblique rotation allows factors to correlate
(Treiblmaier and Filzmoser, 2010); we used Direct Oblimin with the Kaiser Normalization rotation
method. Of the 53 items, 8 items with poor and cross-loadings were dropped. The remaining 45
items yielded 63.16% variance extracted with KMO statistics value 0.703 and significant Bartlett’s
test results. Four factors of Manonigraha, three factors of Samabuddhi, three factors of Phalasa
Tyaga, one factor of Svadharma and three factors of Lokasamgraha were extracted. Results of EFA
are shown in Table 1.

Phase 3: confirmatory factor analysis

The objective of this study was to test the validity of the KYM scale and confirm the more nuanced
factor structure that emerged after EFA. New data were collected for Confirmatory Factor Analysis
(CFA).

Participants and procedures. We employed the snowball sampling method for this study. The data for
the 45-item KYM scale was collected from Indian working employees through an online ques-
tionnaire, of which 321 responses were found to be fit for the analysis. The respondents were full-
time working employees with a mean age of 30.97 years (SD = 6.33) and a mean work experience of
8.10 (SD = 5.78) years. 14.60% of the respondents were female. The respondents were full-time
employees working in the private sector companies at the lower or middle-level management.
Participants provided informed written consent. A measurement model comprising 5 factors and 14
sub-factors was developed using AMOS 21, and the maximum likelihood method of extraction was
used to analyze the data.

Findings. The measurement model was evaluated based on standardized regression weights (SRW)
and fit indices. The SRW of the observed items ranged from 0.56 to 0.90, qualifying the rec-
ommendations of Maruyama (1997). Incremental (CFI = 0.94; TLI = 0.94) as well as absolute fit
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Table I. KYM scale items and factor analysis results (study I).
Items EFA* CFA®
Manonigraha®
Resistance for temptations
| cannot stop myself from eating delicious and tempting but unhealthy food 0.603 0.704
| find it difficult to resist my temptations (like eating, drinking, etc.) 0.983 0.827
Impulse driven behaviour
| tend to buy fancy products even if they are of little use to me 0.831 0.782
| spend too much money on things which are not much useful to me.® 0.438 0.741
Memories of unsatisfied desires
It makes me angry if | don’t get to eat my favourite cuisines 0.565 0.576
When it is impossible to fulfil my temptations, | keep thinking about it 0.656 0.721
Distractions in work
| am unable to remain focused on my work for a long time and get easily carried away by 0.691 0.791
other things
Various temptations keep coming to my mind while | am working 0.716 0.758
| am easily distracted during my work 0.828 0.858
| find it difficult to concentrate on my work 0.797 0.809
Samabuddhi®
Failure handling in life
Unfavourable incidents disturb me immensely 0.346 0.565
Failure makes me feel pessimistic.” 0.697 0.706
Failure disturbs me internally. 0.673 0.841
Handling the failure at work
| feel extremely frustrated if | do not achieve my work targets 0.696 0.680
| feel frustrated after even a small failure at work 0.782 0.807
Rational decision-making ability in extreme situations
While in stress, | find it difficult to differentiate between right and wrong 0.350 0.671
During tough times, | generally take rash decisions 0.672 0.759
When in tension, | cannot give a careful thought to the situation 0.693 0.731
When emotionally disturbed at work, generally | don’t make good decisions 0.568 0.635
| am unable to think of alternatives, when | am under stress at work 0.737 0.617
| find it difficult to look at the problem from different perspectives during stressful 0.707 0.566
situations
Phalasa Tyaga“
Process orientation
| cherish the moments of results more than the moments of efforts 0.545 0.573
Desired results of my work are more important than results 0811 0.779
Attachment to outcome
| insist on getting rewarded for my work at my desired time 0.779 0.639
Getting credit of my work is extremely important for me 0.747 0.772
When | do something well, | expect recognition from others.® 0.620 0.645
Ego-centric desire of outcome
While working, | keep thinking about what is in it for me.? 0.409 0.624
| work only when | see that there is some personal benefit for me.® 0.802 0.818
| cannot work, when | know that | will not get anything in return for myself. 0.630 0.855

(continued)
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Table I. (continued)

Items EFA* CFA®
When | am given a task, | first think about how | will benefit from it.8 0.844 0.725
Svadharma
| experience joy in my work. 0.483 0.632
My spirit is energized by my work.® 0.533 0.692
The work | do is connected with what | think is important in life.? 0.645 0.804
My job helps me to understand my life’s purpose.f 0.936 0.793
My work makes my life more meaningful.’ 0.838 0.748
Lokasamgraha
Concern for social system
| see myself as a part of larger social system 0.502 0.651
Whatever | do, | believe, has an impact on the larger social system 0.771 0814
| feel responsible towards the larger social system 0.832 0.806
Concern for environment
| feel that human beings, animals and trees are connected to each other 0.671 0.703
| feel, all living beings in the nature are dependent on each other 0.778 0.778
| see myself as a part of the natural system 0.797 0.751
Sense of responsibility
| feel, my role in the society is a very essential part of my life 0.497 0.628
| motivate my colleagues to take care of natural environment.’ 0.926 0.888
| try to convince my colleagues to become responsible towards nature and environment.” 1.024 0.904
| try that my colleagues behave socially responsible.’ 0.867 0.815

Note — *EFA Factor loadings of items in EFA (factor extraction: Principal Axis Factoring, Rotation: Promax with Kaizer
normalization)

PCFA Standardized regression weights of the observed items.

‘Items pertaining to Manonigraha, Samabuddhi and Phalasa Tyaga factors are reverse-worded.

Ytems adopted from Workplace spirituality Scale by Ashmos and Duchon (2000).

Items adopted from self-control scale by Tangney et al. (2004).

fitems adopted from Spirituality Climate scale by Pandey et al. (2009).

€ltems adopted from Karma Yoga Scale by Mulla and Krishnan (2014).

Pltems adopted from Samatva Scale by Mishra (2016).

indices (y°/df = 1.37; RMSEA = 0.03) were within the acceptable limits (Hair et al., 2009) and
showed a good model fit.

We calculated composite reliability (CR) and average variance extracted (AVE), measuring
reliability and convergent validity. CRs were found as Manonigraha = 0.93, Samabuddhi = 0.91,
Phalasa Tyaga = 0.91, Svadharma = 0.86 and Lokasamgraha = 0.94. CR of the KYM scale was
calculated at 0.98. AVEs of KYM dimensions were found as Manonigraha = 0.58, Samabuddhi =
0.48, Phalasa Tyaga = 0.52, Svadharma = 0.54 and Lokasamgraha = 0.61. AVE of the KYM Scale
was found to be 0.55. As Hair et al. (2009) recommended, CR and AVE values are acceptable. In
summary, the results showed adequate reliability and convergent validity of the KYM scale. SRWs
of the observed items are given in Table 1.
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Study 2: impact of Karma Yoga on individual spirituality at
the workplace

The purpose of the Study 2 is to test the predictive validity of the newly developed Karma Yoga
scale. As Karma Yoga integrates work and spirituality, it is imperative to demonstrate the asso-
ciation of KYM with WS variables.

Research in WS dates back to the late 1990s. In the first decade of the 21st century, it started
attracting the greater attention of social scientists, and since then, it has been flourishing (Oswick,
2009). Kinjerski and Skrypnek (2004) defined spirit at work as ‘the experience of employees who
are passionate about and energized by their work, find meaning and purpose in their work, feel that
they can express their complete selves at work and feel connected to those with whom they work.’
Researchers have attempted to decode the facets of employees’ spiritual experiences at work.
Pandey (2017) has reported a comparison of spirituality and religion, dimensions of WS, oper-
ationalization of WS at various levels, and outcomes of WS as the dominant themes in WS research
include.

Pawar (2009b) explicated a comprehensive model for facilitating spirituality at the workplace.
He outlined two principle approaches that would enable individual employees’ experiences of WS.
The first is a top-down approach. If the organizational leader is spiritually inclined, the spiritual
focus gets translated into the leader’s emphasis on organizational-level spirituality. Thus spirituality
is reflected through organizational values. Such organizational values result in spiritually conducive
business policies and supportive HRM practices linking the values with the practices.

This is typically a top-down approach where organizational values are aligned with spiritual
values, and practices are designed to nurture individual-level spiritual experiences at the workplace.
The second approach is a bottom-up approach, which begins at the individual level and results in the
overall organizational culture. Individual spiritual development improves positive work attitudes
such as job satisfaction, job involvement, and organizational commitment (Pawar, 2009a).

There are numerous frameworks of WS describing the phenomenon at the individual level. A
critical aspect of WS is self-transcendence (e.g. Pawar, 2009a; Sheep, 2004). Another crucial
enabler of WS is mindfulness, which is considered an important dimension of the WS model
developed by Petchsawang and Duchon (2012). It enables individuals to remain anchored in the
present moment, curb their ego-centric bias and develop empathy for others (Pandey et al., 2018).
Thus, to test the predictive ability of the KYM scale, we chose self-transcendence and mindfulness
as indicators of individual spirituality in the workplace context. The following section describes the
hypotheses development process.

Mindfulness, self-transcendence and Karma Yoga

Mindfulness is defined as the ‘awareness that arises through intentionally paying attention in an
open, kind and discerning way’ (Shapiro et al., 2012: 505). Studies have shown that mindfulness has
considerable benefits in the personal, social, and work-related spheres of life (Leary and Tate, 2007),
such as in the domain of interpersonal communication (Burgoon et al., 2000) and social behavior
(Leary and Tate, 2007). According to ancient Buddhist literature, mindfulness leads to shamtha—
stopping, calming, resting, and healing. Hanh (2008: 66) explains that ‘Once the mind is calm and in
a non-wandering state, one is ready to be aware of inner feelings and looking deep inwards
(vipassana).” Baer et al. (2006) deciphered five facets of mindfulness: non-reactivity to the inner
experience, observing one’s thoughts, acting with awareness, describing inner experiences in words,
and being non-judgmental about experiences.
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The practice of Karma Yoga begins with Manonigraha. It signifies the stability of the mind
through conscious control (Tilak, 1915). The practice of Manonigraha helps in gaining control over
the mind. Samabuddhi entails equanimity. Phalasa Tyaga allows the individual to remain conscious
in the present moment and to continue the action. The practice of Karma Yoga helps one remain
focused in the present moment and thus helps in reducing errors at work (Bhave, 1932). Three pillars
of Karma Yoga’s internal practice make oneself conscious. It entails conscious efforts towards
bringing internal discipline and stability. It makes an individual aware of his/her thoughts and
perception, without which the conscious control would be a distant reality. Therefore, we expect that
Karma Yoga will positively impact mindfulness.

Hypothesis 1: Karma Yoga has a positive impact on mindfulness.

Self-transcendence encompasses psychological states of experiencing oneself, relations with
others, and feelings of connection with a higher power, nature, or the cosmos (Johnstone et al., 2016;
Reed, 2009). It is a positive emotion (Van Cappellen et al., 2013). The broaden and build theory
states that, unlike negative emotions that, based on the primary objective to preserve life for human
ancestors (e.g. fight and flight) which narrow down the behavioral responses, positive emotions
widen the range of thoughts and actions called forth (e.g. play and explore) facilitating behavioral
flexibility (Fredrickson, 2013).

Karma Yoga transforms the self-centered attitude behind any action and makes it dharma-centric.
It facilitates transcendence from narrow self-interest to dharma which is the princinple of the
intrinsic and extrinsic harmony. The notion of Lokasamgraha in Karma Yoga is the manifestation of
transcended self-interest. When the self-centric approach to the work fades away, the attachments to
the outcome weaken. There arises a sense of interconnectedness and interdependence between the
self and the larger social and natural environment. It creates awareness and a sense of responsibility
to the maintenance of the system, which is the essence of Lokasamgraha. Thus, we expect the
positive impact of Karma Yoga on self-transcendence.

Hypothesis 2: Karma Yoga has a positive impact on self-transcendence.

Participants

The data was collected from employees in business organizations in India through online and
printed questionnaires. Participants provided informed written consent. Out of 386 responses, 337
completed responses were found to be fit for further analysis. The mean age of the respondents was
32.08 years (SD = 6.38). The average work experience was 8.52 years (SD = 5.97). 75.90% of the
respondents were male, and 24.10% were females.

Measures

We adopted the WS scale developed by Petchsawang and Duchon (2009). Mindfulness dimension is
measured by a six-item self-report scale (all items are reverse coded), and its sample items are ‘I find
myself working without paying attention’, and ‘I do jobs or tasks automatically, without being
aware of what [ am doing’ (reliability o = 0.89). The self-transcendence is measured by a five-item
self-report scale, and its sample items are ‘I experience moments at work where everything is
blissful’ and ‘At times, I experience happiness at work’ (reliability o = 0.84). Karma Yoga was
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Table 2. Descriptive statisticsand demographics.

Variable Mean Standard deviation
Age 32.08 6.38
Work experience 8.52 5.97
Karma yoga 3.53 0.46
Mindfulness 4.03 0.74
Self-transcendence 3.17 067

measured by a 45-items KYM scale (reliability o = 0.92). We analyzed the data using SPSS and
AMOS version 21.

Findings

We first examined the factor structure of the latent variables through CFA. Various fit indices were
examined to test the model fit, and all latent construct models showed good fit (Hair et al., 2009).
Further, we tested the model fit for a three-factor measurement model, and it showed good fit (°/df =
2.06; CF1=0.96; TLI = 0.95; RMSEA = 0.06) and within acceptable limits (Hair et al., 2009). We
calculated CR and AVE of the constructs and examined convergent and discriminant validity by
following the Fornell and Larcker (1981) approach. Table 2 provides descriptive statistics and
demographic information. Table 3 and Table 4 show CFA results and validity results.

Along with the measurement model, we examined alternate models by combining other latent
variables. The fit indices got worse for the alternate models and ensured the fitness of the mea-
surement model. Table 5 shows the fit indices of measurement and alternate models.

Following Fuller and colleagues’ (2016) suggestion, we did Harman’s one-factor to examine
common source bias. The results showed 22% variance extracted, denoting the minimal presence of
common source bias.

After confirming the fitness of the measurement model, we tested the hypothesized model using
structural equation modeling (SEM). The fit indices of hypothesized model were found to be
adequate (y°/df=2.05; CFI = 0.96; TLI = 0.95; RMSEA = 0.06). Path analysis results showed that
Karma Yoga impacts mindfulness (standardized = 0.44; p < .01) and self-transcendence
(standardized B = 0.29; p < .01) positively, supporting Hl and H2. A high level of Karma
Yoga leads to higher mindfulness and higher levels of self-transcendence. Table 6 gives the results
of path analysis.

Study 3: impact of Karma Yoga on positive psychological outcomes at
the workplace

Purpose of this study is to examine the impact of Karma Yoga on the Positive psychological
outcomes at the workplace. Positive psychology is a science of positive subjective experience,
positive individual traits, and positive institutions that promise to improve one’s quality of life and
prevent the pathologies that arise when life is barren and meaningless (Seligman and
Csikszentmihalyi, 2000).

One of the most important theories in positive psychology is Self-determination Theory (SDT).
SDT proposes that when an individual is motivated by doing something for its enjoyment and not
for something instrumental, he/she feels more vital (Spreitzer et al., 2012a). Three primary needs for
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Table 3. Confirmatory factor analysis (study 2).

Constructs e df y2/df CFI TLI RMSEA
Karma yoga 1522.51 916 1.66 0.92 0.91 0.04
Mindfulness 13.087 7 1.87 0.99 0.98 0.05
Self-transcendence 6.84 2 342 0.99 0.97 0.08

Table 4. Reliability, correlation, convergentand discriminant validity (study 2).

Constructs o CR AVE | 2 3
I. Karma yoga 0.92 0.80 0.45 (0.67) — —
2. Mindfulness 0.89 0.88 0.56 0.44* (0.75) —
3. Self-transcendence 0.84 0.83 0.50 0.28** 0.18** (0.70)

N = 337; Square root of AVE on the diagonal in parentheses. ** p < 0.01.

Table 5. Measurement and alternative models of (study 2).

Model K2 Idf CFl TLI RMSEA
Measurement model (3 factors) 2.06 0.96 0.95 0.06
2 — factors alternate model (MF + ST) 9.42 0.65 0.59 0.16
| — factor alternate model (MF + ST + KY) 12.97 0.49 041 0.19

MF = Mindfulness; ST = Self-transcendence; KY = Karma Yoga.

Table 6. Standardized path coefficients of structured model (study 2).

Hypothesis Paths Estimate SE Result

HI Karma yoga — Mindfulness 044+ 0.17 Supported
H2 Karma yoga — self-transcendence 0.29%%* 0.09 Supported
w8k < 0.001.

energy facilitation are the need for competence, autonomy, and relatedness. When the locus of
control of causality is internal, the individual feels more autonomous. A feeling of being capable of
doing something as per one’s wish facilitates a sense of competence. The need for relatedness
signifies the need to feel belongingness and connection with others (Ryan and Deci, 2000).

The fulfillment of one’s needs for autonomy, competence, and relatedness bring a sense of energy
or vitality (Spreitzer et al., 2012a). Vitality or sense of energy is a component of ‘thriving’ along
with learning. Thriving is defined as psychological growth in a positive capacity (Spreitzer et al.,
2005). Thriving is an important construct in positive psychology, and it is based upon the SDT
theory.

Similarly, PsyCap and flourishing are two other important constructs in positive psychology. The
PsyCap is represented by a sense of efficacy, optimism, hope, and resilience, and it is conceptualized
and examined as more relevant for the work context (Luthans et al., 2010). Flourishing is
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experiencing positive emotions and social well-being in general (Huppert and So, 2013). The
intrinsic motivation and the psychological needs defined in SDT impact PsyCap and flourishing
(Gagné and Vansteenkiste, 2013). In the following subsection, we hypothesize the plausible as-
sociation of the Karm Yoga and with thriving, PsyCap, and flourishing.

Job burnout is a prolonged response to chronic emotional and interpersonal stressors on the job.
We wanted to examine whether Karma Yoga can help relieve the feeling of burnout. Thus, we chose
job burnout to demonstrate the relieving effect of KYM.

Karma Yoga and thriving

Thriving is defined as the psychological state in which individuals experience a sense of both vitality
and learning (Porath et al., 2012). Sense of learning is characterized by the acquisition and ap-
plication of new knowledge and skills, and vitality denotes positive feelings associated with energy
and zest (Paterson et al., 2014). Thriving has both cognitive and affective components. Sense of
vitality is an affective component marked by the subjective experience of energy and liveliness,
whereas cognitive component refers to the sense that one is acquiring and can apply knowledge and
skills to one’s work (Niessen et al., 2012). Thriving at work has been shown to have an impact on
innovative ideas generation (Carmeli and Spreitzer, 2009), overall health (Porath et al., 2012),
performance (Spreitzer et al., 2012b; Spreitzer and Porath, 2012), community relationship (Spreitzer
et al., 2012b), etc.

Routine work fuelled by ego-centric desires is the prime reason behind the creation of psy-
chological traces in the minds of the doer. Likes and dislikes the natural outcomes of the traces,
which have depletion effects on the individual energy level. Karma Yoga attempts to curtail ego-
centric desires attached to the work. It facilitates autonomy, and autonomy enhances energy levels.
Manonigraha, Samabuddhi, and Phalasa Tyaga prevent the dissipation of energy, whereas the clarity
of Svadharma and the intensions of Lokasamgraha result in the individuals becoming intrinsically
motivated by nurturing a sense of competence. A competent individual would aim at cultivating
one’s strengths by acquiring new skills and knowledge. Thus, we expect that Karma Yoga will be
positively associated with thriving.

Hypothesis 3: Karma Yoga has a positive impact on thriving.

Karma Yoga and psychological capital

PsyCap is an individual’s positive psychological state of development that is characterized by (a)
having the confidence (efficacy) to take on and put in the necessary effort to succeed at challenging
tasks; (b) making a positive attribution (optimism) about succeeding now and in the future; (c)
persevering toward their goals and, when necessary, redirecting paths to those goals (hope) to
succeed; and (d) when beset by problems and adversity, sustaining and bouncing back and even
beyond (resiliency) to attain success (Luthans et al., 2015). Luthans et al. (2015) provide the details
of'the theoretical foundations of how each of the PsyCap components, self-efficacy, hope, optimism,
and resilience, can be developed. Self-efficacy can be developed through mastery experience/
success, vicarious learning/modeling, psychological and physiological arousal/well-being. Luthans
etal. (2015) specify steps for developing hope - goal setting, stretch goals, approach goals, stepping,
mental rehearsal, rituals, involvement, reward systems, resources, strategic alignment, and training.
Optimism can be developed through leniency for the past, appreciation for the present, and op-
portunity seeking for the future (Luthans et al., 2015). Finally, resilience is developed through asset-
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focused strategies, risk-focused strategies, and process-focused strategies to influence the inter-
pretation and utilization of assets and risks” (Luthans et al., 2015).

The internal practice of Karma Yoga aims to bring mental stability and process orientation
(Bhave, 1932). It dissolves blemishes of memories and worries of the future by remaining anchored
in the present moment entailing hope and optimism. Svadharma aligns the work with one’s innate
aptitude and brings autonomy and efficacy. When work is approached as a responsibility towards
the larger good, it provides strength to keep working in challenging situations. Karma Yoga’s
internal practice ensures a positive psychological state, expressed through resilient behavior. Thus,
we expect that Karma Yoga will positively impact PsyCap.

Hypothesis 4: Karma Yoga has a positive impact on psychological capital.

Karma Yoga and flourishing

Keyes (2002) defined flourishing as experiencing positive emotions and functioning well psy-
chologically and socially. Diener et al. (2010) theorized flourishing by incorporating aspects of
social relationships: having supporting and rewarding relationships, contributing to happiness, and
being respected by others. Huppert and So (2013) conceptualized flourishing as the combination of
feeling good and functioning effectively. They considered the presence of three factors in flour-
ishing: ‘positive characteristics’ (comprising emotional stability, vitality, optimism, resilience, and
self-esteem), ‘positive functioning’ (comprising engagement, competence, meaning, and positive
relationships) and ‘positive appraisal’ (comprising life satisfaction and positive emotion).

Karma Yoga is an intelligent way of engaging with the ordinary vocation of life (Radhakrishnan,
1948). Manonigraha brings stability to an otherwise flickering mind. Samabuddhi helps an indi-
vidual to remain composed in various dichotomies of life. It brings emotional stability, which is one
of the pillars of flourishing. Phalasa Tyaga makes the person process-oriented and diminishes the
ego-centric approach to work. It is the step to conscious, content living. A person following
Svadharma tends to function effectively, as he/she is following his/her innate aptitude. Thus, the
work becomes a source of joy, and it nourishes the inner spirit. Lokasamgraha entails a sense of
responsibility, which inspires the individual to serve others. Such people are not only admired by
others but also highly respected. Through practice and effective functioning, karma Yoga brings
internal well-being through Svadharma and Lokasamgraha. Thus, we expect that Karma Yoga will
positively impact flourishing.

Hypothesis 5: Karma Yoga has a positive impact on flourishing.

Karma Yoga and job burnout

Job burnout is a prolonged response to chronic emotional and interpersonal stressors on the job, and
it is defined by three dimensions—exhaustion, cynicism, and inefficacy (Maslach et al., 2001).
Exhaustion is an extreme form of fatigue that is a consequence of prolonged and intensely physical,
affective, and cognitive strain caused by prolonged exposure to specific working conditions
(Demerouti et al., 2003). Disengagement refers to distancing oneself from work, work objects, or
work content. Inefficacy denotes reduced personal accomplishment from a lack of relevant re-
sources (Maslach et al., 2001). Job burnout can be viewed as smothering out a fire or extinguishing
the candle. Over time, employees experiencing burnout lose the capacity to provide intense
contributions that make an impact (Schaufeli et al., 2009).
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When actions are born out of self-centric desires, the doer gets attached to the desired outcome. A
practitioner of Karma Yoga focuses on the work rather than craving for the result. It naturally
prevents the practitioner from the hazard of disengagement from work. She remains absorbed in the
process of the work, which is based on competence. The sense of accomplishment is derived from
the process itself than from the outcome. The research has shown that a sense of accomplishment
minimizes the probability of burnout (Koeske and Koeske, 1989). When the person is absorbed in
their work, the likelihood of inefficacy from reduced personal accomplishment would be reduced.
Thus, we expect that Karma Yoga will have a negative impact on job burnout.

Hypothesis 6: Karma Yoga has a positive impact on job burnout.

Participants

The data was collected from the employees of a large bank in western India and their supervisors
using printed questionnaires. Participants provided informed written consent. Out of 323 distributed
questionnaires, 260 responses were complete and suitable for analysis. In the sample, 51.20% are
females, the mean age is 34.81 years (SD = 11.93), and the mean work experience is 10.73 years (SD
= 10.58). The respondents were working at lower and middle-level management in the branch
offices. It includes employees at clerk, officers and assistant manager level. The supervisor ratings
were collected from the branch managers.

Measures

Karma Yoga was measured by a 45-items KYM Scale (reliability a = 0.92). Thriving was measured
by a 10-item scale developed by Porath et al. (2012; reliability o = 0.84). The sample items include ‘I
find myself learning often’ and ‘I feel alive and vital.” Job burnout was measured by a 10-item short
measure of burnout developed by Malach-Pines (2005; reliability a = 0.89). Sample items are ‘I feel
tired” and ‘I feel hopeless.’. Flourishing was measured by an 8-item well-being scale developed by
Diener et al. (2010; reliability o = 0.88). Sample items are ‘I lead a purposeful and meaningful life’
and ‘I am optimistic about my future’.

Karma Yoga, thriving, flourishing, and job-burnout were measured by the self-report scale.
However, the PsyCap of the participants was rated by their respective immediate supervisors. We
received completed supervisor ratings on PsyCap of 161 employees. PsyCap was measured by a 12-
item scale developed by Luthans et al. (2007); reliability o = 0.93). Sample items are ‘This person
usually takes stressful things at work in stride’ and ‘This person sees him/herself as being pretty
successful at work.’

Findings

As we were studying latent constructs, we examined factor structure through CFA and tested the
fitness of the measurement model in comparison with the alternate models. CFA results and
measurement model fit indices (y*/df = 1.47; CFI = 0.93; TLI = 0.93; RMSEA = 0.04) were within
the acceptable limits (Hair et al., 2009). We calculated CR and AVE and examined convergent and
discriminant validity following Fornell and Larcker’s (1981) approach. Values of CR and AVE were
within the acceptable limits (Hair et al., 2009; Malhotra and Dash, 2011) and demonstrated adequate
convergent and discriminant validity. We also did Herman’s single-factor test, and it extracted only
19% variance, showing the minimal presence of common source bias. Table 7 provides descriptive
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Table 7. Descriptive statisticsand demographics.

Variable Mean Standard deviation
Age 34.81 11.93
Work Experience 10.73 10.58
Karma yoga 3.71 043
Thriving 4.02 0.45
Flourishing 3.80 0.56
Psychological capital 4.08 0.82
Job burnout 1.86 0.58

statistics and demographic information. Table 8, Table 9 and Table 10 provide details of CFA
results, validity testing, and measurement model fit indices, respectively.

After confirming the fitness of the measurement model, we tested the hypothesized model using
SEM. The fit indices of the hypothesized model were found to be adequate (y°/df=1.48; CFI=0.93;
TLI=0.93; RMSEA = 0.04). Path analysis results showed that Karma Yoga has a positive impact on
thriving (standardized = 0.59; p <.01) and flourishing (standardized = 0.34; p <.01), supporting
H3 and H4. Karma Yoga showed a negative impact on job burnout (standardized = —0.40; p <
.01), which supports H6.

We tested impact of Karma Yoga on PsyCap separately due to difference in the sample size.
Measurement model (y°/df = 1.67; CFI = 0.95; TLI = 0.94; RMSEA = 0.06) as well as structured
path model (y/df=1.48; CFI=0.93; TLI = 0.93; RMSEA = 0.04) yiclded good model fit. Karma
Yoga showed positive impact on PsyCap (R), supporting H5. Table 11 gives details of path analysis
results.

Discussion

Previous researchers have attempted to develop a model based on Karma Yoga philosophy. Mulla
and Krishnan (2014) presented three-factor models of Karma Yoga: duty orientation, indifference to
rewards, and equanimity. Rastogi and Pati (2015) conceptualized Karma Yoga as a state of mind
having two tenets, (a) absorption and (b) service consciousness, with two prerequisites, (a) sense
control and (b) equanimity. The KYM presented in the paper exhibits a more nuanced framework of
Karma Yoga, with five dimensions as it covers cognitive, affective, and behavioral aspects of the
notion. Similarly, past empirical studies on Karma Yoga have shown its impact on spirituality
(Krishnan, 2008), life satisfaction (Mulla and Krishnan, 2006), depression (Rastogi and Pati, 2015),
etc. Our study shows similar results, and it extends the previous research with a more nuanced and
reliable psychometric assessment tool.

We undertook multiple studies to test the reliability and validity of the scale. Phase 1 of Study 1
demonstrated the scale’s content validity through experts’ feedback and potential respondents’
interviews. Phase 2 examined the underlying factor structure of the scale through EFA, and Phase 3
of the study confirmed the structure through CFA. Study 2 demonstrated the predictive ability of the
scale by measuring the impact of Karma Yoga on WS indicators. Results demonstrated the
convergent, and the discriminant validity of the scales and KYM adequately predicted mindfulness
and self-transcendence. Further, Study 3 examined the impact of Karma Yoga on the positive
psychological outcomes at the workplace. The impact of Karma Yoga was observed on thriving,
flourishing, PsyCap, and job burnout. To mitigate the same source bias in the study, PsyCap was



Navare and Pandey 19
Table 8. Confirmatory factor analysis (study 3).

Constructs v df y2Idf CFI TLI RMSEA
Karma yoga 1424.25 918 1.56 0.88 0.87 0.05
Thriving 62.84 32 1.96 0.96 0.95 0.06
Flourishing 30.67 18 1.70 0.98 0.98 0.05
Job burnout 61.10 33 1.85 0.97 0.96 0.06
Table 9. Reliability, correlation, convergentand discriminant validity (study 3).

Constructs a CR AVE I 2 3 4

I. Karma yoga 0.92 0.83 0.51 (0.71) — — —

2. Thriving 0.84 0.89 0.80 0.57+* (0.89) — —

3. Flourishing 0.88 0.87 0.47 0.32%* 0.30%* (0.69) —

4. Job burnout 0.89 0.89 0.45 —0.40%* —0.22%* —0.13%+* (0.67)
N = 260; Square root of AVE on the diagonal in parentheses. **p < 0.01.

Table 10. Measurement and alternative models of (study 3).

Model x> Idf CFI TLI RMSEA
Measurement model (four factors) 1.47 0.93 0.93 0.04
3-factors alternate model (TH+FL, KY, BR) 2.66 0.77 0.75 0.08
2-factors alternate model (KY+TH+FL, BR) 3.43 0.65 0.63 0.10
KY = Karma Yoga, TH = Thriving, FL = Flourishing, BR = Job burnout.

Table I1. Standardized path coefficients of structured model (study 3).

Hypothesis Paths Estimate SE Result
H3 Karma yoga — thriving (n = 260) 0.59*+* 0.09 Supported
H4 Karma yoga — PsyCap (n = 161) 0.26** 0.24 Supported
H5 Karma yoga — flourishing (n = 260) 0.34%* 0.13 Supported
Hé Karma yoga — job burnout (n = 260) —0.40%+* 0.13 Supported
*p < .01,

measured through the supervisors’ ratings. Viswanathan (2005) mentions that construct validity is
the most important but difficult because there is no empirical coefficient to demonstrate construct
validity. Substantive research is required to establish construct validity. The KYM scale has been
tested in multiple studies on multiple samples and has shown adequate reliability, convergent
validity, discriminant validity, and predictive validity.

Positive psychology is considered a trait and a state of an individual. Positive psychological
variables are generally considered as a starting point for empirical inquiry. The impact of a positive
state is well examined, but what kind of attitude yields that state remains understudied. We
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conceptualized Karma Yoga as an attitude that keeps evolving through continuous practice and
argued that it results in a positive state.

Attitude has three components: cognitive, affective, and behavioral (Robbins et al., 2013) and
KYM includes all these three. Manonigraha, being related to the mind, encompasses the affective
aspect. Samabuddhi and Phalasa Tyaga are the cognitive and Svadharma and Lokasamgraha are the
behavioral components.

We hypothesized and demonstrated the positive association between Karm Yoga and the four
components of PsyCap. The internal practice resulting in a stable mind and equipoised intellect
allows the individual to remain optimistic and hopeful. Svadharma provides an opportunity to
employ one’s innate capabilities at work, which results into efficacy. Lokasamgraha constitutes the
recognition of interconnectedness and interdependence, which induces a sense of responsibility.
When such a sense and feeling of responsibility, an individual becomes more resilient in challenging
situations to serve the larger purpose. Thus, Karma Yoga showed a positive impact on PsyCap.

In a recent study, Venkatanagarajan and Kamalanabhan (2019) proposed that sattva guna (one of
the triguna in sankhya darsana) would have a positive impact on PsyCap. They described various
characteristics of sattva guna, including sense control, mental equilibrium, detachment, discipline,
truthfulness, and so on (Venkatanagarajan and Kamalanabhan, 2019: 6). These characteristics
converge with the dimensions of the KYM. The results of study 3 support their proposition of sattva
guna impacting PsyCap. Similarly, Anuradha and Kumar (2015) predicted that Karma Yoga could
impact positive organizational outcomes. Study 3 supported this prediction by demonstrating
Karma Yoga’s impact on positive psychological outcomes.

Study 3 attempts to answer the crucial question of striking a balance between enhanced per-
formance and employee well-being. Study 3 empirically shows that Karma Yoga has a positive
impact on thriving, PsyCap, and flourishing, which are considered precursors of performance
enhancement not at the cost of well-being (e.g. Avey et al., 2011; Bellet et al., 2019; Walumbwa
et al., 2018). As Karma Yoga has shown a negative impact on job burnout, this study indicates the
way of striking a balance beween performanc and well being, a need pointed out by Cafiibano
(2013) regarding striking a balance between performance and well-being. In summary, Karma Yoga
is a mechanism that mitigates the negative effects of the work and transforms the work by making it
more fulfilling.

Implications for cross-cultural management

Cross-cultural management scholarship can be enriched only when integrated with explanations
from different cultural worldviews (Anuradhaand Kumar, 2015). For that purpose, high-quality,
context-specific indigenous research needs to be facilitated (Tsui, 2007). Indigenous research can
provide an alternate way of knowing (Jack and Westwood, 2009). Western WS models so far have
focused on the dimensions of spiritual expressions at the workplace. This research augments the
understanding by offering a mechanism of approaching the everyday work to make it spiritually
enriching from the perspective of Hindu Vedantic tradition. It answers three existential questions
about the work, namely how to work—Manonigraha, Samabuddhi, and Phalasa Tyaga; what to
work—Svadharma; and why to work—Lokasamgraha. It reflects the integrative approach rooted in
Indian culture. Tsui (2004) recommended that construct validity in indigenous research shall meet
the standards of content validity, criterion validity, convergent validity, and discriminant validity. In
this research, Study 1 demonstrates content validity, and Studies 2 and 3 exhibit criterion, con-
vergent, and discriminant validity of the Karma Yoga construct.
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Hwang (2004) elaborated an approach of developing indigenous models from cultural insights
which includes three key areas—reflect philosophically on the modern phenomena; capture the
theoretical framework in their worldview; and test the model empirically. All three areas were
pursued in the studies presented here. We began with reviewing the relevant philosophical literature
on Karm Yoga (e.g. Aurobindo, 1922; Radhakrishnan, 1948; Tilak, 1915) and its implications at the
modern workplace. Further, a theoretical framework of Karma Yoga was developed comprising five
dimensions. Finally, empirical validation with a psychometric scale was done through multiple
studies. In summary, this research presents and empirically validates the model of WS developed
from Indian cultural insights.

Findings highlight the underpinning linkage of KYM with the SDT, as thriving deals with human
energy. SDT is considered as energy arousal theory and the theory of intrinsic motivation (Ryan and
Deci, 2000). The internal practice of Karma Yoga (Manonigraha, Samabuddhi and Phalasa Tyaga)
enhances the autonomy of an individual as he/she no longer plays into the hands of past pleasant-
unpleasant memories and desires. Svadharma aligns individual competence and work. Loka-
samgraha ensures the sense of relatedness with limited individual circles and with the larger social
and natural environment. Karma Yoga can potentially transform the ego-centric attitude behind the
work. In other words, Karma Yoga unveils a Vedantic perspective about motivation and energy
arousal theory.

This research has important implications for cross-cultural management education and training.
In the United States, people are more task-focused; they emphasize ‘doing.” Thus, American
leadership revolves around achieving vision and mission (Bhawuk, 2017). In comparison, nurturant
task leaders are more effective in India (Sinha, 1980), who are more participative and demonstrate
moral superiority. Nurturant task leaders derive this moral superiority from the principle of Lo-
kasamgraha (Bhawuk, 2017). Bhawuk (2019b) further presents Lokasamgraha as the Indian model
of leadership by questioning the relevance of Western models in the Indian context. Lokasamgraha
being the most important dimension, this model of Karma Yoga can provide valuable insights for
leadership development in the Indian context.

Limitations and scope for future studies

Certain limitations of the study should be considered while interpreting the results of this study, and
they need to be addressed in future studies. The first limitation is related to the sample size and
variety of respondents. Our data is restricted to respondents working in business organizations.
Though we have followed the approach of Cattell (1978) by considering a sample size greater than
250 as sufficient for path analysis, the larger sample size in multiple settings such as education,
health care, the developmental sector may strengthen the results for a more nuanced understanding
of the construct of Karm Yoga and its practical and theoretical implications.

Second, this study suffers from the natural limitations of a cross-sectional survey-based data
collection design. Studies conducted with qualitative research design can be more helpful in
generating novel propositions about Karma Yoga and its expressions in various fields.

Third, leadership and Karma Yoga can be another fruitful area of future studies, which we could
not consider in the present study.

Fourth, in Study 3, to examine the impact of Karma Yoga on PsyCap, we collected the data only
from the supervisor about the respondents. A 360-degree or 180-degree assessment wherein more

stakeholders are involved, qualitative data, and structured questionnaire-based data could be more
insightful.
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Fifth, the experiment-based research design and data collection on multiple temporal points can
be more effective for testing causality and the underlying psychological process of Karm Yoga.
Future studies may address this limitation.

Sixth, we have conceptualized and examined KYM in the Indian context. This is contextualized
research with deep contextual insights (Tsui, 2004). However, the psychometric scale is a ‘low-
context’ scale that can be tested for relevance and applicability across various cultures. Future
research can examine the scale and universality of the model by testing it in other cultures.

Conclusion

In the era of globalization, there is a free flow of information, trade, and even people in the larger part
of'the globe. The world is turning into a global village where people from different geographical and
cultural backgrounds are working together. It calls for a better understanding of human behavior
through the lens of high-quality indigenous research (Tsui, 2004). The disconnect between pre-
vailing management theories and people’s cultural anchors creates the menace of job stress and
burnout. The researchers are required not just to avoid the peril but also to provide ways to achieve
human flourishing.

This research addresses the fundamental reason behind work misery and provides a new ap-
proach to the work, drawn from the wisdom tradition of Indian culture. It offers a comprehensive
mechanism that facilitates transcendence from ego-centric to eco-centric work. The study presents a
nuanced theoretical model of Karma Yoga and its psychometric scale. Karma Yoga not only reduces
stress but also leads to the path of well-being. Study 1 presents the scale of Karma Yoga and
demonstrates its reliability and validity. Study 2 shows Karma Yoga’s impact on spirituality at the
workplace, and Study 3 shows a positive association of Karma Yoga with positive psychological
outcomes at the workplace and for job burnout. This research presents the construct of Karma Yoga,
which impacts both spirituality and positive psychological outcomes at the workplace. Further, it
demonstrates the construct validity of Karma Yoga by meeting the criteria of indigenous research in
cross-cultural management by Tsui (2004).

This research puts forth the Indian model of WS, which also has relevance in motivation and
leadership development. The findings of this study would be helpful for Indian organizations or
multinational corporations operating in India. The relevance of the approach and the scale of Karm
Yoga can be examined in different cultural contexts to arrive at more generalizable findings.
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Notes

1.

[98)

10.

I1.

12.

13.

14.
15.

16.

International Alphabet of Sanskrit Transliteration (IAST) scheme of transliteration is used in this paper for
Sanskrit terms.

https://worldpopulationreview.com/country-rankings/hindu-countries.
https://www.statista.com/chart/25572/worlds-largest-religious-groups-over-time/.

Isavasyamidam sarvam yat kimca jagatyam jagat [Tena tyaktena bhufijitha ma grdhah kasyasvid dhanam
||‘(Know that) all this, whatever moves in this moving world, is enveloped by God. Therefore, find your
enjoyment in renunciation, do not covet what belongs to others’ (translated by Radhakrishnan (1953).
Vedanta is a doctrine of Hindu philosophy based on Vedas and Upanisadas.

Dve aksare brahmapare tvanante vidyavidye nihite yatra giidhel Ksaram tvavidya hyamrtam tu vidya
vidyavidye 1$ate yastu so’nyahll ‘In the imperishable, infinite highest Brahman are the two, knowledge and
ignorance, placed hidden. Ignorance is perishable while knowledge is immortal. And he who controls
knowledge and ignorance is another (distinct from either)’ (translated by Radhakrishnan, 1953).
Verses’ numbers refer to chapter number followed by verse number in the Bhagavadgita.

Even though a man may ever strive (for perfection) and be ever so discerning, O Son of Kunti, his
impetuous senses will carry off his mind by force. (2.60) The translation of the verses is by Radhakrishnan
(1948).

He who controls the sense by the mind, O Arjuna, and without attachment engages the organs of action in
the path of work, he is superior. (3.7).

The seat of action and likewise agent, the instruments of various sorts, the many kinds of efforts and
providence being the fifth. (18.14).

To action alone hast thou a right and never at all to its fruits; let not fruits of action by thy motive; neither let
there be in thee any attachment to inaction. (2.47).

One should not give up the work suited to one’s nature. O Arjuna, though it may be defective, for all
enterprises are clouded by defects. (18.48).

Ifindulging in self-conceit, thou thinkest ‘I will not fight’, vain is this, thy resolve. Nature will compel thee.
(18.59).

Standard Deviation.

Tangney et al. (2004) operationalize self-control as ‘Self-control is an ability to override or change one’s
inner responses, as well as to interrupt undesired behavioural tendencies and refrain from acting upon
them’ (p. 275). This definition reconciles with the basic idea of Manonigraha. However, there are some
points of departures. Though behaviour appears similar, the purpose behind Manonigraha is to attain
spiritual growth. Manonigraha encompasses ‘post-impulse behaviour’. It deals with memories of pleasure
and pain that arise in the mind of the individual after satisfaction or dissatisfaction of the desire. It is not
covered by the construct of self-control.

Items are adapted from the Samatva Scale developed by Mishra (2016). He defines Samatva as ‘an ability
to act with stable and balanced wisdom, without attaching oneself to the action, sense of its doership, its
outcomes and sense of its enjoyership, and maintaining even mindedness towards the pairs of opposite
outcomes’. Mulla and Krishnan (2014) describe the idea of equanimity with reference to the indifference
toward the outcome of the performed actions. The notion of ‘Samabuddhi’ in KYM is a state as well as a
trait. It includes the term ‘Buddhi’, which has the core function of decision-making. Samabuddhi in-
corporates the state of being equanimous as well as the trait of preserving conscience in adverse life
situations.
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