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ABSTRACT 

Leadership in organizations today is very crucial and challenging leaders are making rigorous 

efforts to not only to motivate workforce but also to highly engage them and focus in the holistic 

growth of the org'anization and the human capital associated with it..This article proposes a 

theoretical framework how spiritually intelligences  Authentic leadership and employee 

engagement are interlinked and related and complementary to each other. 
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I.INTRODUCTION 

This article is a theoretical framework describing spiritual intelligence, Authentic leadership 

and employee engagement and how they complement each other .  leadership in business 

world is changing, evolving, growing rapidly and becoming more and more challenging. Today 

its not only about a specific result rather it is more holistic in nature The competitive global 

markets compel organizations and move beyond just employee retention and motivation and 

are rather looking for highly engaged workforce. Engagement of workforce results manifold 

such as retention and productivity. Mann&Harter(2016)in Gallups business journal ”The world 

has an employee engagement crisis with serious& potentially lasting repercussions for the 

global economy” and further suggest that major concern for global problem is leaders poor 

performance management and failure to communicate positive progress overtime. In order to 

create highly engaged workforce organizations must move beyond employee motivation 

strategies and towards increasing the levels of employee engagement. To create Highly 

Engaged employees has become challenging yet essential for the organizations. Authentic 
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Leadership can play a crucial role in executing effective  leadership and bring sought after 

results.Organizational leaders are the key to organizational growth and sustainability which is 

not possible to attain without highly motivated and highly engaged workforce .though authentic 

leadership can be greatly useful in achieving employee engagement. And all three-spiritual 

Intelligences, Authentic leadership and Employee engagement are closely linked and related 

to one another .Authentic leadership is based on the components of spiritual Intelligences and 

resulting in employee engagement. in another words spiritual intelligence is the base 

foundation of authentic leadership which can also be called the means of application ultimately 

resulting in employee engagement. 

Historic background to spiritual Intelligence 

Multiple Intelligences 

Abraham Maslow (1943)” Hierarchy of Needs” Theory . which is a classical depiction of 

human motivation. Physiological needs- These are the basic needs Safety needs- Safety needs 

include physical, environmental and emotional safety and protection. Social needs- Social 

needs include the need for love, affection, care, belongingness, and friendship. Esteem needs- 

Esteem needs are of two types: internal esteem needs Self- actualization need This include the 

urge to become what you are capable of becoming / what you have the potential to become 

Howard Gardner(1983) described seven types of multiple intelligences in human beings. 

Gardner described about range of cognitive abilities. A holistic approach to leadership needs 

intelligence is these areas: Physical (PQ); Intellectual (IQ); Emotional (EQ); and Spiritual (SQ). 

They are interrelated to each other as an individual grows in his life ,gaining experience in 

personal and professional life practicing different intelligence in different area or few in one 

are or all of them. 

For fulfillment of different needs different kind of intelligences are required as all different 

stages or levels depicts a different state of mind of an individual and thus a different motivation 

is needed. 

 

1.1 Intelligent Quotient 

Intelligence Quotient (IQ) Alfred Binet (1900) Alfred Binet and his colleague Theodore Simon 

developed a number of questions that focused on. questions that had not been taught in school 

such as attention, memory and problem-solving skills ..The first intelligence today is known 

http://psychology.about.com/od/cognitivepsychology/a/problem-solving.htm
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as the Binet-Simon test of intelligence based on the average abilities of children of a certain 

age Scale, became the basis for the intelligence tests which is still in use today. However, Binet 

himself did not believe that his psychometric instruments could be used to measure a single, 

permanent and inborn level of intelligence Kamin, 1995). Binet stressed the limitations of the 

test, suggesting that intelligence is far too broad a concept to quantify with a single number. 

Instead, he insisted that intelligence is influenced by a number of factors, changes over time 

and can only be compared among children with similar backgrounds 

 

1.2 Emotional Intelligence 

John Mayer and Peter Salovey, ( 1990) the work of two American university professors, was 

published in two academic journal articles. Mayer, (U. of New Hampshire), and Salovey 

(Yale), were trying to develop a way of scientifically measuring the difference between 

people's ability in the area of emotions. They found that some people were better than others at 

things like identifying their own feelings, identifying the feelings of others, and solving 

problems involving emotional issues. The title of one of these papers was titled "Emotional 

Intelligence".Since 1990 these professors have developed two tests to attempt to measure what 

they are calling our "emotional intelligence." Because nearly all of their writing has been done 

in the academic community, their names and their actual research findings are not widely 

known. 

Daniel Goleman (1995), The concept of emotional intelligence (EI) was made popular by him 

Goleman published a book called "Working with Emotional Intelligence". He broadened the 

definition of emotional intelligence even further, saying that it consists of 25 "skills, abilities 

and competencies". Daniel Goleman, writing in What Makes A Leader, says that his findings 

have shown that the most effective leaders all have a high degree of Emotional Intelligence 

(EQ).The Five Components of Emotional Intelligence-Self-awareness. The ability to 

recognize and understand personal moods and emotions and drives, as well as their effect on 

others.Self-regulation.The ability to control or redirect disruptive impulses and moods, and 

the propensity to suspend judgment and to think before acting.Empathy. The ability to 

understand the emotional makeup of other people. A skill in treating people according to their 

emotional reactions. Social skills. Proficiency in managing relationships and building 

networks, and an ability to find common ground and build rapport. Hallmarks of social skills 

include effectiveness in leading change, persuasiveness, and expertise building and leading 

https://eqi.org/mayer.htm
https://eqi.org/ei_abs1.htm#Emotional%20Intelligence
https://eqi.org/ei_abs1.htm#Emotional%20Intelligence
https://eqi.org/eitests.htm
http://www.amazon.com/Harvard-Business-Review-Makes-Leader/dp/1578516374/ref%3Dsr_sp-atf_title_1_1?s=books&ie=UTF8&qid=1374105115&sr=1-1&keywords=What%2BMakes%2BA%2BLeader
http://en.wikipedia.org/wiki/Self-control
http://en.wikipedia.org/wiki/Empathy
http://en.wikipedia.org/wiki/Social_skills
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teams 

 

 

Source : Goleman & Boyatzis, Hay-McBrer, 2002 

1.3 Spiritual Intelligence 

Gael O'Brien( 1990s) Spiritual intelligence is the ability to access deeper meaning and multiple 

ways of knowing to see and solve or resolve the right problems. 

Its attributes include: being fully present, operating out of values/purpose, asking the question 

behind the question, inviting diverse and conflicting views, integrating left and right brain 

responses into a whole brain approach and moving from “I” to “We.” 

Cindy Wigglesworth( 2004) Defined Sq as The ability to behave with wisdom and compassion, 

while maintaining inner and outer peace, regardless of the situation.” Wisdom and compassion 

being the pillars in depth understanding of one‟s own view, life purpose, value . Albrecht 

(2006) term social intelligence (SI) a defines SI as “the ability to get along well with others 

and to get them to cooperate with you”; . There is a direct relation between SI and leadership 

as Albrecht (2006) makes a distinction between nourishing and toxic behaviors, stating that 

nourishing behaviors are a result of high levels of social intelligence and will cause others to 

actually be attracted to you since you make them feel valued, respected, appreciated, etc 

SQ is identified as integrating the other intelligences (which include intellectual quotient (IQ), 

emotional intelligence (EQ) etc.) to enable a whole-brain approach. Leaders who have 

developed their SQ transform organizations. 

.  

Source:/chiconewthought.org/sq21-spiritual-intelligence/ 

http://business-ethics.com/2013/12/15/1241-why-do-good-people-do-bad-things-the-rol-of-spiritual-intelligence/
http://business-ethics.com/2013/12/15/1241-why-do-good-people-do-bad-things-the-rol-of-spiritual-intelligence/
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SQ the top level intellect -SQ may be defined aCindy Wigglesworth : “The ability to behave 

with wisdom and compassion, while maintaining inner and outer peace, regardless of the 

situation.” Wisdom and compassion being the pillars in depth understanding of one‟s own 

view, life purpose, value hierarchy and controlling personal ego to consider the higher self. 

Polsfuss and Ardichvili (2009), the preferred terminology is “competency” over “intelligence.” 

This distinction is critical as it has been argued by Howard Gardner (2000) himself that 

spirituality cannot in fact be a form of intelligence, but rather intelligence is a morally neutral 

human ability. On the other hand, “competencies can be motives, traits, self-concepts, attitudes 

or values, content knowledge, or cognitive or behavioral skills – any individual characteristics 

that can be measured or counted reliably and that can be shown to differentiate significantly 

between superior and average performance” To satisfy critics, such as Gardner (2000) this 

author will not only relinquish the term “intelligence”, but will take it one step further by adding 

the term “competency” by stating that spiritual competency is in fact THE CORE competency 

for effective leaders today 

 

 

 

 

Source: Cindy Wigglesworth. 2002-2011 
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II. AUTHENTIC LEADERSHIP 

Authentic leadership comes from the root construct of authenticity .Authenticity can be 

traced back to ancient Greek philosophy and is reflected by the Greek aphorism “Know 

Thyself”the . word authentic means “original,” 

 

 

“genuine,” .  Authentic leaders are are driven by values that they experience to be true, not 

values imposed by others. they take action based on their values and convictions, there is 

consistency between what they say and do. 

humanistic psychologists CarlRogers (1959, 1963)and Maslow (1968, 1971). Rogers and 

Maslow focused attention on the development of fully functioning or self actualized persons, 

i.e., individuals who are in tune with their basic nature and clearly and accurately see 

themselves and their lives. 

The authenticity by Greek philosophers means „ to know thyself;‟ which means to accepting, 

being oneself, and remaining true to one‟s self. Kernis (2003) described, Behaving 

authentically means acting in accord with one‟s values, preferences, and needs as opposed to 

acting merely to please others or to attain rewards or avoid punishments 

. George, 2003; George & Sims( 2007) described five dimensions pursuing purpose with 

passion; practicing solid values,) leading with heart, establishing enduring relationships, 

demonstrating self-discipline. 

Avolio et al. (2004) defined authentic leaders as those individuals who are aware of how they 

think and behave and are deeply connected th their own self and with others as to their 

values/moral perspective, beliefs , and strength; and who are confident, hopeful, optimistic, 

resilient, and high on moral character Avolio et al. (2004) presented the first formal statement 

of authentic leadership by proposing a theoretical model that which links positive 

organizational behavior, trust, on leadership and emotions, and identity theories to describe the 

processes by which authentic leaders exert their influence on follower attitudes such as job 

satisfaction and commitment and behaviors such as job performance. 

Klenke (2004, 2005) proposed a model of authentic leadership that comprises of contextual, 

cognitive, affective, conative, and spiritual elements. (, Klenke‟s (2004, 2005) model explicitly 

incorporates a spiritual component as a determinant of authentic leadership. Whereas Avolio 

et al. (2004) suggested that authentic leadership may incorporate spiritual intelligence., This 
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articles Proposes spiritualit intelligence of a leader acts as foundation to authentic leadership. 

Avolio, Luthans, and Walumbwa (2004)define authentic leaders as those who are deeply 

awareof how they think and behave and are perceived by others as being aware of their own 

and others‟values/moral perspectives, knowledge, and strengths; aware of the context in which 

they operate; and who are confident, hopeful, optimistic, resilient, and of high moral character 

The authentic defined byLuthans and Avolio (2003) as a process that draws from both positive 

psychological capacities and ahighly developed organizational context, which results in both 

greater self-awareness and self- regulated positive behaviors on the part of leaders and 

associates, fostering positive self-development. 

Kernis (2003);Kernis & Goldman (2006) Authencity has four elements 1.Awareness-

Knowledge& trust in ones own thoughts ,feelings ,motives and values 

2.Unbiased Processing –Acceptance of ones own self that‟s is accepting ones positive as 

well as negative attributes Behavior 

3.Behavior- acting with ones true beliefs ,values & preferences rather just to please 

others or under any influence or pressure. 

5. Relational Orientation-Maintaining relationships on the basis of trust, truthfulness. 
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Fig 2.1: Source : “International Journal of Leadership Studies,”(2007) School of Global 

Leadership & Entrepreneurship, Regent University 

 

 

III. EMPLOYEE ENGAGEMENT 

Goffman (1959, 1961) was one of the first to use the term “embracement” to describe the 

investment of self and energy into one‟s role. For Goffman, role embracement involved an 

admitted or expressed attachment to the role and an active engagement or spontaneous 

involvement in role activity; that is, a visible investment of attention and effort (Goffman, 
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1961) Behaviors that signify a lack of separation between a person and a role were 

indicative of role embracement, whereas behaviors that separated a person from a disdained 

role indicated role distance. To explain the concept, Goffman contrasted a police officer 

directing rush hour traffic, dancing with his arms and legs and blowing his whistle, as high 

role embracement. 

William Kahn (1990) provided the first formal definition of personnel engagement” 

psychological Conditions of personal engagement and disengagement at work in, Academy 

of Management Journal, describes three psychological conditions1-meaningfulness.2- 

safety. and availability-and3- their individual and contextual sources. These psychological 

conditions are linked to existing theoretical concepts. and directions for future research are 

described. “ as "the harnessing of organization members' selves to their work roles; in 

engagement, people employ and express themselves physically, cognitively, and emotionally 

during role performances Schmidt et al In (1993) proposed a bridge between the pre-existing 

concept of 'job satisfaction' and employee engagement with the definition: "an employee's 

involvement with, commitment to, and satisfaction with work. Employee engagement is a part 

of employee retention." This definition integrates the classic constructs of job satisfaction 

(Smith et al., 1969), and organizational commitment (Meyer & Allen, (1991) 

Roma Bakker (2001) perceiveworkengagement 

asantidote to burnout,engagement as follows:„Engagement is a positive, fulfilling, work-

related state of mind tha t is characterized by vigor, dedication, and absorption. Rather than a 

momentary and specific state, engagement refers to a more persistent and pervasive affective-

cognitive state that is not focuseon any particular object, even t, individual, or behavior. 

Vigor is characterized by high levels of energy and mental resilience while working, t he 

willingness to invest effort in one‟s work. 

 

Robinson, Perryman and Hayday (2004 )define “engagement as a positive attitude held by the 

employee towards the organization and its values. An engaged employee is aware of the 

business context, works with colleagues to improve performance within the job for the benefit 

of the organization”. They further add that organization must develop and nurture engagement 

which is a two way relationship between employer and employee. 

Macey & Schneier( 2008 )EmployeeEngagement goes beyond satisfactionand commitment. To 

be fully engaged is to be involved in and enthusiastic about. 

https://en.wikipedia.org/wiki/Job_satisfaction
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Shuck and Wollard (2011) identify four main sub-concepts within the term:"Needs satisfying" 

approach, in which engagement is the expression of one's preferred self in task 

behaviors."Burnout antithesis" approach, in which energy, involvement, efficacy are presented 

as the opposites of established "burnout" constructs: exhaustion, cynicism and lack of 

accomplishment. 

 

IV. SPIRITUAL INTELLIGENCE ,AUTHENTIC LEADERSHIP AND

 EMPLOYEE ENGAGEMENT 

 

Fig 4.1 Describes that spiritual competencies plays integral role in executing leadership 

authentically also called as Authentic Leadership. Involves acting with fairness, transparency 

,with ones values and principles ,being genuine to do the right thing in a balanced approach . 

authentic Leadership involves behaving with compassion maintaining relationships ,acting 

ethically .This articles assumes moral values to be component of authentic leadership. 

A leader with high Spiritual Competencies such as Awareness of Higher self Ego ,wisdom, 

Self-Transcendence Balanced Approach, Executing Transparency in his dealings ,holding and 

acting with his internalized values and beliefs .A leader with High Spiritual Competencies is 

believed to be intuitive and able to think out of box .Spiritual Competencies help a leader to 

lead Authentically . 

Authentic Leaders helps in creating higher work engagement as they create relationships ,trust 

,they are balanced in their approach shows compassion and equanimity .this helps in creating 

belongingness of workers beyond job thus workers are able to get attached to the work not 

only to the physical role but also mentally and emotionally which in turn creates commitment 

,enthusiasm ,motivation satisfaction ,retention and highly engaged workforce . 

 

V. CONCLUSION 

Spiritual Intelligence ,Authentic leadership and employee engagement are interrelated and 

interlinked .while spiritual intelligences are component of authentic leadership employee 

engagement is the outcome .drawing a relationship between Spiritual Intelligence , authentic 

leadership and employee engagement .Authentic Leadership is at nascent stage thus there is a 

need to refine the construct and move from the conceptual phase to an empirical, theory 
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building, and testing phase is looked forward . 

Although much work remains to be done, the authentic leadership construct is important and 

promising and worth studying as it focuses s n on the inner dynamic of leadership which 

contributes greatly to organization in meeting the challenges of leadership of twenty first 

century 
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