
 
 
 

1 

 



Rudy C Tarumingkeng:  Corporate Spirituality - Integrating Faith-

Based Values Into Organizational Culture  With Indonesian Context and 

Christian Values 

 

2 

 

 

Oleh:  
Prof Ir Rudy C Tarumingkeng, PhD  

Professor of Management NUP: 9903252922 

Rektor, Universitas Cenderawasih, Papua (1978-1988, dan  

Rektor, Kampus AGRO Manokwari sekarang Universitas Papua Manokwari) 

 Coordinator, CIDA/DIKTI SFU Burnaby BC Canada 1988-1991 

Rektor, Universitas Kristen Krida Wacana, Jakarta (1991-2000) 

Ketua Dewan Guru Besar, IPB-University, Bogor (2005-2006) 

AI - Data Analyst, dan Ketua Senat Akademik, IBM-ASMI, Jakarta 2024- 

____________________________________________________________________________ 

 

 

 

© RudyCT Academic Series   

rudyct75@gmail.com  

15 Februari 2026 

Bogor, Indonesia  

  

https://rudyct.com/cv.pdf
mailto:rudyct75@gmail.com


Rudy C Tarumingkeng:  Corporate Spirituality - Integrating Faith-

Based Values Into Organizational Culture  With Indonesian Context and 

Christian Values 

 

3 

 

 

 

CORPORATE SPIRITUALITY: INTEGRATING FAITH-

BASED VALUES INTO ORGANIZATIONAL CULTURE  

WITH INDONESIAN CONTEXT AND CHRISTIAN 

VALUES 

 

Abstract 

Corporate spirituality refers to the purposeful cultivation of meaning, 

moral depth, and transcendence in organizational life—often drawing 

inspiration from faith traditions, while translating them into values and 

practices that can be shared across a plural workforce. This article 

develops an academic and practice-oriented framework for integrating 

faith-based values into organizational culture without coercion, 

exclusion, or mere symbolism. It clarifies core concepts (spirituality vs. 

religion at work), explains why spirituality has become strategically 

relevant (burnout, trust deficits, ethical risk, and the search for 

meaningful work), and offers a structured implementation roadmap 

spanning leadership, HR systems, rituals, governance, and measurement. 

Four narrative case vignettes (composite, fictional but realistic) illustrate 

typical tensions: authenticity versus instrumentalization, pluralism versus 

identity, compassion versus performance pressure, and personal faith 

expression versus organizational neutrality. The article concludes with a 

“culture design” toolkit and a set of safeguards—legal-ethical and 

managerial—to prevent spiritual initiatives from becoming 

discriminatory, manipulative, or hypocritical. 



Rudy C Tarumingkeng:  Corporate Spirituality - Integrating Faith-

Based Values Into Organizational Culture  With Indonesian Context and 

Christian Values 

 

4 

Keywords: workplace spirituality, faith-based values, organizational 

culture, ethical leadership, meaning at work, pluralism, governance, 

measurement 

 

1. Introduction: Why “Corporate Spirituality” Is Reappearing in 

Management Conversations 

Organizations today operate in an environment where trust is fragile, 

work is psychologically demanding, and employees increasingly evaluate 

employers not only by pay and prestige but also by integrity, purpose, 

and human dignity. Many workplaces—especially those under constant 

performance pressure—discover that technical excellence alone is 

insufficient to sustain commitment. People can comply without caring; 

they can deliver output while quietly disengaging; and they can remain 

employed while feeling morally “hollowed out.” 

In this landscape, corporate spirituality has emerged as one response 

to a practical question: How can organizations build a culture where 

people experience meaningful work, ethical coherence, and a sense of 

community—without turning the workplace into a religious arena? The 

topic is often misunderstood because it sits near sensitive boundaries: 

religion, identity, inclusion, and power. Yet avoiding the conversation 

does not eliminate the underlying human needs: meaning, belonging, 

and moral alignment. 

From a management standpoint, spirituality becomes relevant when it is 

treated as a culture design issue, not as a personal preference project. 

Culture is the organization’s “operating system”: the set of norms, values, 

assumptions, and daily practices that shape what is rewarded, what is 

tolerated, and what is considered “normal.” When culture is purely 

transactional—“deliver results, get paid”—it may function in stable times 

but tends to crack under stress, ethical dilemmas, and long-term fatigue. 
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Faith-based values can contribute to culture-building because faith 

traditions often carry thick moral vocabularies: compassion, 

stewardship, honesty, humility, service, forgiveness, justice, self-

discipline, and hope. The challenge is translating those values into 

workplace practices that are inclusive, non-coercive, and aligned with 

organizational goals. 

This article argues that corporate spirituality is most credible when it is: 

Translated from faith language into shared moral-psychological 

principles, 

Institutionalized into systems (HR, leadership routines, governance), 

and 

Protected by safeguards (pluralism, freedom of conscience, 

accountability). 

 

2. Conceptual Clarification: Spirituality at Work Is Not the Same as 

Religion at Work 

Any serious discussion must begin with definitions. In the scholarship on 

workplace spirituality, two themes recur: 

An inner life that is nourished by meaningful work and community, 

and 

An organizational culture whose values enable transcendence, 

connection, and wholeness. 

One influential definition describes workplace spirituality as recognition 

of an inner life that both nourishes and is nourished by meaningful work 

carried out in a community context. Another complementary definition 

emphasizes a framework of organizational values evident in culture that 
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promotes employees’ experience of transcendence and connectedness, 

producing feelings such as completeness and joy. (UPSpace Repository) 

These definitions matter because they highlight experience and culture, 

not doctrine. The practical implication is crucial: 

Religion typically involves specific beliefs, rituals, and communal 

identities tied to a tradition. 

Workplace spirituality (as a management construct) emphasizes 

meaning, values, community, and transcendence—dimensions that can 

be present among religious and nonreligious employees. 

Corporate spirituality vs. workplace spirituality 

For clarity in this article: 

Workplace spirituality refers to employees’ experiences of meaning, 

connection, and inner life at work. 

Corporate spirituality refers to organizational-level intention and 

design: how leadership and systems shape culture so that those 

experiences are possible and ethically grounded. 

Faith-based values: what exactly is being integrated? 

Faith-based values are not imported as “rules of belief” but as moral 

virtues and commitments that can be shared across diverse 

worldviews. For example: 

“Stewardship” can be framed as responsibility for resources, 

sustainability, and long-term consequences. 

“Compassion” can be framed as care, dignity, and supportive conduct. 

“Truthfulness” can be framed as transparency, accuracy, and 

accountability. 

https://repository.up.ac.za/bitstreams/cf8813c2-1b67-46ea-b6ab-40f04d4fd0e1/download
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“Service” can be framed as customer-centricity and contribution to 

community. 

The moment faith-based values remain purely theological language with 

implicit in-group markers, corporate spirituality becomes risky. But when 

translated into universalizable moral commitments, it can become a 

powerful cultural foundation. 

 

3. The Strategic Case: Why Organizations Are Interested (and Why 

Skepticism Is Rational) 

Interest in corporate spirituality is driven by real organizational pressures: 

3.1 Meaning deficits and “quiet emptiness” 

Many employees experience work as fragmented tasks measured by 

metrics, disconnected from purpose. Meaninglessness is not neutral; it is 

a predictor of cynicism and disengagement. A culture that provides a 

credible sense of contribution can strengthen intrinsic motivation—

employees work not only for external rewards but because their work 

aligns with a deeper “why.” 

3.2 Ethical risk and reputational fragility 

In a world of instant visibility, ethical failures travel faster than corrective 

actions. Corporate spirituality, when authentic, can reduce ethical blind 

spots by embedding moral reflection into daily routines. 

3.3 Burnout, moral injury, and psychological sustainability 

Work overload is not the only cause of burnout. People also burn out 

when they feel they must violate their values to survive. Culture that 

respects conscience and moral dignity can reduce moral injury, especially 

in high-stakes sectors (healthcare, finance, public service). 

3.4 Community breakdown in hybrid work 
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Remote and hybrid arrangements can weaken informal bonds. Corporate 

spirituality can offer relational practices—rituals, dialogue spaces, shared 

reflection—that rebuild community without forcing intimacy. 

3.5 Why skepticism is healthy 

Skepticism arises because “spirituality” can be misused as: 

A productivity hack (“be mindful so you can work harder”), 

A control mechanism (“our values are sacred, don’t question 

leadership”), or 

A branding costume (symbolic slogans without behavioral change). 

A recent critical review stream in the field explicitly warns against 

treating workplace spirituality as merely an instrument for organizational 

gain and argues for clearer boundaries that preserve its human core. 

(ScienceDirect) 

So the question is not “spirituality: yes or no?” but “spirituality: how, 

under what safeguards, and with what accountability?” 

 

4. Theoretical Foundations: How Corporate Spirituality Works as 

Culture 

Corporate spirituality becomes operational when we understand it 

through several management lenses: 

4.1 Culture as a system of meaning and norms 

Culture is not the poster on the wall; it is what people do when no one is 

watching, and what the organization rewards, ignores, or punishes. Faith-

based values influence culture only when they become: 

Norms (expected behavior), 

Routines (repeated practices), and 

https://www.sciencedirect.com/science/article/pii/S0001691825010509?utm_source=chatgpt.com
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Systems (HR processes, governance, decision rules). 

4.2 Identity, belonging, and moral psychology 

Humans seek belonging and coherence. When organizational values 

align with personal values, people experience integrity and “fit.” When 

misaligned, employees either conform with resentment or disengage. 

Corporate spirituality aims to create value congruence without erasing 

diversity. 

4.3 Spiritual leadership and intrinsic motivation 

A key theoretical contribution here is spiritual leadership theory, which 

frames spirituality as an intrinsic motivation process involving vision, 

hope/faith, and altruistic love, aiming to create value congruence and 

strengthen commitment and productivity. (ScienceDirect) 

In managerial terms, this suggests: 

Vision provides meaning (calling). 

Hope/faith provides resilience and perseverance. 

Altruistic love provides relational safety and genuine care. 

Importantly, “faith” in this context can be interpreted broadly as 

confidence and commitment to a meaningful purpose—not necessarily a 

religious claim. 

 

5. A Translation Model: From Faith Traditions to Organizational 

Virtues and Practices 

A frequent failure in corporate spirituality initiatives is skipping 

translation. Leaders may assume that religious language will naturally 

unify people, but in plural workplaces it can divide or silence. A robust 

approach uses a four-stage translation model: 

https://www.sciencedirect.com/science/article/abs/pii/S1048984303000547
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Stage 1 — Source values (faith tradition language) 

Examples: stewardship, compassion, justice, humility, service, sacredness 

of work, human dignity. 

Stage 2 — Shared virtues (plural, inclusive moral language) 

Translate into terms that multiple worldviews can endorse: 

stewardship → responsibility, sustainability, long-term orientation 

compassion → care, dignity, supportive behavior 

justice → fairness, equity, procedural integrity 

humility → teachability, accountability, non-arrogance 

service → contribution, customer and community focus 

Stage 3 — Behavioral commitments (observable norms) 

Values must become behaviors: 

“We speak truthfully even when costly.” 

“We do not humiliate; we coach.” 

“We do not sacrifice safety for speed.” 

“We own mistakes and repair harm.” 

Stage 4 — Institutional embedding (systems and governance) 

Behaviors are stabilized through: 

hiring criteria, onboarding, leadership development 

performance evaluations and promotion standards 

reporting channels and anti-retaliation protection 

ethical decision protocols 

resource allocation aligned with values 
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This translation model allows faith-based inspiration while maintaining 

freedom of conscience and organizational neutrality. 

 

6. Implementation Roadmap: Designing a Spiritually Grounded 

Culture Without Coercion 

6.1 Diagnose the current culture (before declaring new values) 

Start with honest diagnosis: 

Where do employees feel meaning? Where do they feel emptiness? 

Where do they experience dignity? Where do they experience 

disrespect? 

Where are ethical tensions frequent? 

Which “unspoken rules” contradict official values? 

Tools: 

listening sessions and narrative interviews 

values-congruence surveys 

ethical climate assessments 

analysis of incidents: complaints, turnover, burnout hotspots 

Diagnosis must include minority experiences. A spirituality initiative 

that only reflects the majority voice can become oppressive. 

6.2 Co-create a “values charter” that is inclusive by design 

A credible charter: 

names values in inclusive language 

defines behavioral examples (“what it looks like”) 

lists anti-examples (“what violates it”) 
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includes explicit freedom of conscience protections 

clarifies boundaries: no proselytizing, no coercion, no discrimination 

6.3 Build leadership capability: spirituality as practice, not rhetoric 

Leaders shape spirituality primarily by: 

how they treat people under pressure 

how they handle mistakes 

how they distribute recognition 

how they make ethical calls when costly 

Training elements: 

moral humility (admitting limits) 

conflict navigation across beliefs 

compassionate accountability (care + standards) 

restorative practices (repair after harm) 

“values-based decision-making” simulations 

6.4 Embed into HR architecture 

Corporate spirituality will not survive if HR systems reward the opposite. 

Recruitment & hiring 

assess alignment with virtues (integrity, respect, service) 

avoid religious filtering; focus on behaviors and ethics 

Onboarding 

teach values as cultural practices 

provide channels for religious accommodation and dialogue norms 
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Performance management 

evaluate “how results are achieved,” not only results 

include values-based competencies (respect, fairness, truthfulness) 

Promotion 

do not promote high performers who violate dignity or ethics 

require evidence of trust-building and people development 

6.5 Create rituals that support meaning and community 

Rituals are culture technology. Examples: 

weekly “purpose moments” where teams share who benefited from their 

work 

gratitude practices that are voluntary and inclusive 

reflection minutes before major decisions (“What values are at stake?”) 

service days focused on community contribution 

remembrance rituals after organizational crises or losses 

Crucial: rituals must be opt-in or framed neutrally. Spirituality cannot be 

forced without losing legitimacy. 

6.6 Provide “spaces” for inner life—without privileging one faith 

Practical supports: 

quiet rooms / reflection spaces 

flexible breaks for prayer or mindfulness (where feasible) 

employee resource groups (interfaith or belief-based) governed by 

inclusion rules 

access to counseling or chaplaincy models that are non-coercive 
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6.7 Governance: turn values into accountability 

Corporate spirituality requires governance mechanisms: 

ethics committee with plural representation 

grievance and mediation processes 

anti-retaliation enforcement 

regular reporting on ethical climate and inclusion indicators 

transparent handling of violations by high-status actors 

Without governance, spirituality becomes a speech, not a system. 

 

7. Measuring Corporate Spirituality: Metrics That Respect the 

Human Core 

Measurement is necessary—but dangerous if it reduces spirituality to a 

productivity lever. A balanced approach uses three layers: 

7.1 Experience metrics (employee perceptions) 

Assess whether employees experience: 

meaningful work 

sense of community/belonging 

respect and dignity 

value congruence 

freedom of conscience and psychological safety 

Research on workplace spirituality measurement in an Asian 

organizational context, for example, supports dimensions such as 

compassion, meaningful work, mindfulness, and transcendence—



Rudy C Tarumingkeng:  Corporate Spirituality - Integrating Faith-

Based Values Into Organizational Culture  With Indonesian Context and 

Christian Values 

 

15 

illustrating that spirituality can be operationalized without doctrinal 

content. (Digital Commons) 

7.2 Behavioral metrics (culture in action) 

Track: 

ethical incident trends (and resolution quality) 

turnover in specific teams (often signals cultural toxicity) 

grievance patterns (harassment, discrimination, retaliation) 

leadership behavior indicators (360 feedback on respect and fairness) 

7.3 Outcome metrics (lagging indicators) 

Use cautiously: 

engagement and commitment 

burnout and well-being indicators 

customer trust and complaint patterns 

quality and safety outcomes 

long-term innovation and collaboration measures 

The rule: never claim spirituality “works” only if productivity rises. 

The deeper purpose is moral-human sustainability; performance is a 

consequence, not the sole justification. 

 

8. Narrative Case Vignettes (Composite, Fictional but Realistic) 

Case 1 — “HarborTech”: Integrity after a Growth Scandal 

HarborTech, a mid-sized digital services firm, grew fast and hired 

aggressively. Targets were ambitious; managers were rewarded for 

speed. Over time, employees learned an unspoken rule: “Do what it 

https://digitalcommons.unl.edu/managementfacpub/93/
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takes; we can fix later.” A compliance incident exposed deceptive 

reporting. The company survived legally, but trust collapsed internally. 

A new leadership team did not start with slogans. They began with 

listening sessions, collecting stories of when employees felt proud and 

when they felt ashamed. The pattern was consistent: shame was linked to 

“value conflict”—employees felt forced to betray honesty to meet 

targets. 

They introduced a values translation workshop. Faith-based language 

appeared indirectly: founders spoke about “truth” and “stewardship,” but 

the charter expressed them as universal virtues: accuracy, transparency, 

responsibility for consequences. The charter included behavioral 

commitments: “No retaliation for raising concerns,” “We reward early 

truth-telling,” and “We do not manipulate metrics.” 

The key change was institutional. Performance reviews now included a 

“means” category: How results are achieved. High performers who 

violated integrity stopped being celebrated. Some left. The short-term 

numbers dipped, but internal trust rose. Employees reported a renewed 

sense of pride: they could work without moral compromise. 

HarborTech’s lesson: spirituality began not with prayer or religious 

symbolism, but with truthfulness as a cultural practice—a moral 

commitment that many faith traditions honor, yet which is also 

defensible in secular ethics. 

Case 2 — “Nusantara Agrofoods”: Founder Faith and the Plural 

Workforce 

Nusantara Agrofoods was family-owned. The founder openly credited 

faith for the company’s success and personally practiced generous 

giving. For years, the workforce was culturally homogeneous; religious 

language in meetings felt normal. As the company expanded, it hired 

people from diverse faiths and some nonreligious professionals. 
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A tension emerged. New managers felt pressured to “conform” socially. 

Some avoided speaking up, fearing they would appear disrespectful. 

Meanwhile, long-time employees felt the company was losing its “soul” 

because fewer people participated in religious-themed gatherings. 

The leadership team reframed the problem: the company’s identity 

should be anchored in virtues, not enforced rituals. They created a 

freedom-of-conscience policy: participation in religious events was 

voluntary; no career consequences could follow. At the same time, they 

preserved the founder’s moral intent by translating it into corporate 

virtues: humility, service, stewardship, and compassion. 

They replaced mandatory gatherings with two tracks: 

Voluntary faith-specific spaces (employee-led, not manager-led), and 

Shared virtue practices (service projects, gratitude rituals, ethical 

decision dialogues). 

The founder was initially disappointed—he believed shared ritual created 

unity. But he noticed that after the change, employees became more 

open, less fearful, and more honest. The organization became more 

“spiritually mature”: unity no longer depended on sameness; it depended 

on shared dignity. 

Lesson: corporate spirituality in plural workplaces requires protective 

neutrality, not the elimination of faith, but the refusal to weaponize it. 

Case 3 — “MercyCare”: Compassion Under Resource Scarcity 

MercyCare, a healthcare network, faced chronic staffing shortages. 

Clinicians experienced moral injury: they could not provide the care they 

believed patients deserved. The organization’s faith-rooted heritage 

emphasized compassion, but daily reality felt brutal. 

Instead of motivational speeches, MercyCare implemented 

compassionate accountability: 
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leaders redesigned schedules to reduce repeated overload 

teams practiced short reflective debriefs after difficult cases 

managers were trained to recognize moral distress 

grievance channels were strengthened to address disrespect and 

burnout 

A quiet room was provided for reflection—explicitly multi-use and 

inclusive. Chaplaincy services were offered as optional support, with strict 

non-coercion rules. Over time, the culture improved not because 

pressure disappeared, but because the organization acknowledged the 

moral weight of care work and treated workers as whole persons. 

Lesson: corporate spirituality can be a resilience infrastructure, 

especially where work touches suffering, risk, and ethical complexity. 

Case 4 — “UrbanWorks”: Values in a Contractor’s Dilemma 

UrbanWorks managed public infrastructure projects. It faced a familiar 

dilemma: win bids by cutting costs, or protect safety and integrity even if 

competitors underbid. Employees complained that leaders spoke of 

“ethics” but negotiated like everyone else. 

A turning point came when a project manager refused a shortcut that 

would have saved money but increased safety risks. Initially he was 

criticized. Later, when near-miss incidents occurred on a competitor’s 

project, leadership recognized that integrity needed to become strategic. 

UrbanWorks created a values-based decision protocol: for major bids, 

teams had to document trade-offs in safety, labor practices, and 

environmental impact. Leaders publicly supported decisions that 

protected values, even when margins shrank. This was costly—but it 

became the organization’s identity. 

Lesson: spirituality in business is tested where values have prices. 
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9. Ethical, Legal, and Inclusion Safeguards: Preventing Harm 

Corporate spirituality becomes harmful when it ignores power dynamics. 

Leaders control promotions, assignments, and reputation. If spiritual 

language is used by leaders, it can easily become coercive even without 

explicit intent. 

Non-negotiable safeguards 

Freedom of conscience: no employee should be pressured to 

participate in religious practices. 

Non-discrimination: faith or non-faith cannot be a criterion for hiring or 

promotion. 

No proselytizing in power positions: managers must not use authority 

to recruit religious adherence. 

Pluralism by design: when spirituality programs exist, they must be 

framed in shared virtues and be welcoming. 

Complaint channels and accountability: violations must be addressed 

consistently, including by high performers. 

These safeguards are not merely legal protection; they are spiritual 

integrity protection. Without them, “spirituality” becomes hypocrisy—

one of the fastest ways to destroy trust. 

 

10. Paradoxes and Tensions: The Real Work of Corporate Spirituality 

10.1 Authenticity vs. Instrumentalization 

If leaders pursue spirituality only to increase output, employees will 

sense manipulation. Yet organizations do care about performance. The 
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mature approach is to treat performance as a secondary outcome of a 

healthy moral culture, not the primary motive. 

10.2 Pluralism vs. strong identity 

Organizations need identity. But identity that requires sameness 

excludes. The solution is identity built around virtues and mission—

strong enough to guide behavior, open enough to include different 

metaphysical beliefs. 

10.3 Compassion vs. accountability 

Compassion without standards becomes permissiveness; accountability 

without compassion becomes cruelty. Corporate spirituality insists on 

both: dignity and excellence. 

10.4 Inner life vs. organizational control 

Inner life cannot be managed like KPIs. Organizations can only create 

conditions: time, respect, space, and psychological safety. Attempts to 

“manage” spirituality directly often backfire. 

 

11. A Practical Toolkit: 12 Culture Practices for Faith-Based Values 

Integration 

Values Translation Charter (faith language → shared virtues → 

behaviors) 

Leadership Reflection Routines (before decisions: values at stake) 

Hiring for Virtues (behavioral interviews on integrity, respect) 

Onboarding Narratives (stories of values under pressure) 

Performance Reviews Including “Means” (how results are achieved) 

Promotion Gatekeeping (no toxic “brilliant jerks”) 
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Rituals of Gratitude and Purpose (opt-in, inclusive) 

Quiet/Reflection Spaces (multi-faith, neutral) 

Interfaith/Belief Dialogue Norms (respectful, voluntary, facilitated) 

Restorative Practices After Harm (repair trust, not only punish) 

Ethics Hotline + Anti-Retaliation Enforcement 

Annual Culture Audit (meaning, community, dignity, freedom of 

conscience) 

 

12. Reflection and Discussion Questions (for classroom or executive 

workshops) 

What is the difference between “a religious workplace” and “a spiritually 

healthy workplace”? 

Which faith-based values are most easily translated into shared virtues in 

a plural workforce? Which are hardest? Why? 

Where in your organization do people experience moral injury or value 

conflict? 

Which HR systems currently reward behavior that contradicts stated 

values? 

How can leaders demonstrate spirituality through decisions, not slogans? 

What safeguards are necessary so that spirituality does not become 

coercion? 

How would you measure spiritual health without reducing it to 

productivity? 

 

13. Conclusion: Corporate Spirituality as Culture Integrity 
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Corporate spirituality is best understood as culture integrity: the 

alignment of purpose, values, practices, and governance in a way that 

honors human dignity and moral responsibility. It becomes credible 

when faith-based inspiration is translated into shared virtues, embedded 

into organizational systems, and protected by pluralism and 

accountability. 

In this sense, corporate spirituality is not an optional “soft” program. It is 

a strategic and ethical response to modern organizational reality: people 

will not sustainably give their best selves to institutions that treat them 

as instruments. They will, however, commit deeply to institutions that 

offer meaningful work, moral coherence, and a community where dignity 

is non-negotiable. 

 

Glossary (Selected) 

Corporate Spirituality: Organizational intention and culture design that 

supports meaning, ethical depth, and community, potentially inspired by 

faith traditions but implemented inclusively. 

Workplace Spirituality: Employees’ experience of inner life, meaningful 

work, and community; and/or an organizational culture that enables 

transcendence and connectedness. (UPSpace Repository) 

Faith-Based Values: Moral commitments rooted in religious traditions 

(e.g., stewardship, compassion, justice) that can be translated into 

inclusive workplace virtues. 

Value Congruence: Alignment between personal values and 

organizational values, supporting integrity and commitment. 

Freedom of Conscience: The right to hold, change, or reject religious 

beliefs without workplace penalty. 

https://repository.up.ac.za/bitstreams/cf8813c2-1b67-46ea-b6ab-40f04d4fd0e1/download
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Proselytizing: Attempting to convert others to a religion; in workplaces, 

especially problematic when tied to power dynamics. 

Spiritual Leadership: Leadership approach emphasizing vision, 

hope/faith, and altruistic love to support intrinsic motivation and 

commitment. (ScienceDirect) 

Altruistic Love (organizational sense): Genuine care and appreciation 

that creates belonging and relational safety. (ScienceDirect) 

Moral Injury: Psychological distress from acting against one’s moral 

beliefs, common in high-stakes and constrained environments. 

Instrumentalization: Using spirituality primarily as a tool for profit or 

productivity rather than human dignity—often perceived as 

manipulation. (ScienceDirect) 

 

 

 

 

Below is the English translation of the addition (Indonesian-context 

reflection/discussion + Christian values), keeping the same structure and 

intent. 

 

A. Reflection and Discussion in the Indonesian Context 

1) Indonesia as a “laboratory of pluralism” in workplace culture 

Indonesia is not only plural in ethnicity and language, but also in 

religious practice, educational background, social class, and 

organizational forms (state-owned enterprises, family businesses, 

MSMEs, start-ups, educational institutions, and public services). 

https://www.sciencedirect.com/science/article/abs/pii/S1048984303000547
https://www.sciencedirect.com/science/article/abs/pii/S1048984303000547
https://www.sciencedirect.com/science/article/pii/S0001691825010509?utm_source=chatgpt.com
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Therefore, “corporate spirituality” in Indonesia almost always faces 

practical questions: 

How can faith-based values inspire workplace culture without turning 

into symbolic dominance or identity standards (who is “most 

religious”)? 

How can an organization maintain social cohesion amid diversity 

without reducing values to “empty” slogans? 

In Indonesian cultural terms, a healthy corporate spirituality is seen not 

in the number of religious attributes, but in the quality of respect, 

responsibility, a sense of shame about wrongdoing, and gotong 

royong (mutual cooperation) as a work ethic. 

2) Pancasila, Bhinneka, and “public spirituality” in organizations 

In Indonesia, public ethical frameworks are often summarized through 

the values of Pancasila and the motto Bhinneka Tunggal Ika (“Unity in 

Diversity”). This provides a cultural foundation for a faith-based approach 

that is translated into universal values: 

Belief in God → inner integrity, moral responsibility, awareness that 

decisions affect human lives. 

Just and civilized humanity → human dignity, anti-bullying norms, 

empathy, protection for the vulnerable. 

Unity → collaboration across identities; “we” above “my group.” 

Democracy through deliberation → dialogue practices and decision-

making that respect minority voices. 

Social justice → fairness, access to opportunity, protection for 

vulnerable workers, living wages, occupational safety. 

In this way, an organization can be “spiritual” without having to be 

religiously “uniform.” 
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3) Context-specific challenges: symbolism, patronage, and “pleasing 

the boss” culture 

Many Indonesian organizations face cultural risks that can undermine 

well-intended corporate spirituality: 

Symbolism without consistency: values are displayed, but violations by 

“powerful people” are ignored. 

Patronage: closeness to superiors outweighs competence and ethics. 

ABS (asal bapak senang): “keep the boss happy”—truth is sacrificed for 

superficial harmony. 

Performative religiosity: those who appear “pious” are assumed to be 

ethical—whereas integrity must be proven through difficult decisions. 

Mature corporate spirituality must build cultural immunity to these 

patterns through governance, accountability, and performance 

evaluation based on how results are achieved, not results alone. 

4) Indonesian workplaces: long hours, commuting, and mental 

health 

Many Indonesian workers—especially in major cities—experience a 

double burden: high targets, long commutes, and family responsibilities. 

Here, corporate spirituality can become a concrete well-being 

infrastructure: 

humane work rhythms (not romanticizing chronic overtime as “loyalty”), 

managerial practices that respect boundaries, 

team rituals that cultivate meaning (not endless meetings), 

support mechanisms (counseling, quiet rooms, flexibility where feasible). 

Healthy spirituality generates moral energy and psychological energy—

not merely “motivational talks” that eventually feel cynical. 
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B. Integrating Christian Values Professionally and Inclusively 

This section adds a Christian “tone” in an academic way: Christian values 

serve as inspiration, then are translated into organizational virtues 

acceptable across faiths. This protects two things at once: moral identity 

and pluralistic psychological safety. 

1) Imago Dei: human dignity as the foundation of culture 

Core value: human beings are created in the image of God (Imago Dei). 

Organizational translation: 

no one should be treated merely as a “production tool,” 

there is no justification for humiliation, harassment, or bullying, 

work systems must protect dignity: safety, fairness, and respect. 

Cultural practices: “no public shaming,” coaching instead of shaming, 

anti-retaliation policies when employees report wrongdoing. 

2) Stewardship: entrusted responsibility for resources and social 

impact 

In Christian tradition, stewardship emphasizes entrusted responsibility 

over resources (money, time, talent, and the natural world). 

Organizational translation: 

financial accountability (anti-fraud), 

environmental management and workplace safety, 

efficiency that does not exploit, 

sustainability as intergenerational responsibility. 

Cultural practices: ethics audits, internal controls, non-cosmetic 

sustainability KPIs, transparent social impact reporting. 
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3) Servant Leadership: leadership as service 

Jesus reverses power logic: true leadership serves. Organizational 

translation: 

leaders exist to empower, not intimidate, 

authority is used to protect the vulnerable, 

decisions are evaluated by “who is affected” (stakeholder care). 

Cultural practices: leaders regularly “go to the ground,” listening-

focused one-on-ones, protecting whistleblowers, and defending 

employees treated unfairly. 

4) Truth and integrity: speaking truth even at a cost 

Christian values emphasize honesty—especially when truth is 

uncomfortable. Organizational translation: 

data transparency, no KPI manipulation, anti-bribery, 

speak-up culture without fear, 

admitting mistakes and repairing harm (not covering up). 

Cultural practices: “early truth reward”—recognition for early reporting 

of issues; don’t punish bearers of bad news. 

5) Love (agape) and compassion: warmth without weakening 

standards 

Christian love is not permissiveness; it humanizes without removing 

responsibility. Organizational translation: 

empathy + discipline, 

supporting those who fall, while maintaining recovery processes and 

boundaries, 

correcting with respect. 
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Cultural practices: compassionate accountability—standards remain 

clear, but enforcement does not destroy dignity. 

6) Justice and advocacy for the vulnerable 

Prophetic values demand justice, especially for vulnerable groups. 

Organizational translation: 

anti-discrimination, 

fair access to development, 

protection for contract workers, frontliners, and high-risk units. 

Cultural practices: review pay and promotion gaps, strengthen safety 

policies, and establish safe complaint mechanisms. 

7) Forgiveness and restoration: restoration without erasing 

accountability 

Forgiveness in organizations is often misunderstood as “forgetting 

violations.” A proper translation: 

provide recovery pathways for correctable mistakes, 

handle severe violations (corruption, harassment, violence) firmly, 

focus on rebuilding trust and systemic learning. 

Cultural practices: restorative approaches for mild–moderate conflicts; 

disciplinary enforcement for severe violations. 

8) The Sabbath principle: rhythms of rest and work boundaries 

The Sabbath principle emphasizes a work–rest rhythm for human 

flourishing. Organizational translation: 

realistic workload design, 

preventing chronic overtime culture, 



Rudy C Tarumingkeng:  Corporate Spirituality - Integrating Faith-

Based Values Into Organizational Culture  With Indonesian Context and 

Christian Values 

 

29 

honoring family time, recovery, and mental health. 

Cultural practices: meeting-free blocks, fair shift scheduling, and leave 

that can genuinely be taken. 

 

C. Indonesian Narrative Case Studies (Composite) 

Case 1: “NusaEnergi” (State-Owned Energy Enterprise) — Integrity 

vs Targets 

NusaEnergi faces intense pressure on large projects. There is a push to 

“accelerate absorption” and “fix reports later.” Some managers begin 

manipulating figures to look good. Symbolically, the organization 

appears religious; but on the ground, employees feel values are merely 

“decorations.” 

Corporate spirituality is not strengthened through more ceremonies, but 

through: 

establishing data truthfulness as integrity, 

changing KPIs so that “how results are achieved” is assessed, 

protecting staff who raise risks. 

The Christian value of “truth” is translated into a culture of “no 

manipulation,” and stewardship into “public trust.” Result: internal 

reputation improves—employees feel they work for what is right, not just 

what looks right. 

Case 2: Family MSME “Toko Berkat” — Founder Faith and Employee 

Diversity 

The MSME’s founder is Christian and emphasizes “blessing” and prayer 

before opening the shop. As the business grows, employees become 



Rudy C Tarumingkeng:  Corporate Spirituality - Integrating Faith-

Based Values Into Organizational Culture  With Indonesian Context and 

Christian Values 

 

30 

more diverse. Some feel uncomfortable, fearing they will be seen as “not 

aligned.” 

A mature solution: 

prayer becomes optional, not mandatory, 

briefing values are expressed inclusively: honesty, service, discipline, 

mutual respect, 

space remains for voluntary faith expression, but it is separated from 

performance evaluation. 

Lesson: mature corporate spirituality protects inner freedom—founder 

faith is respected, but not used as a career standard. 

Case 3: “KasihSehat” Hospital — Compassion amid staffing 

shortages 

A hospital rooted in Christian values faces complaints: clinicians are 

exhausted, patients overflow, families are emotional. “Love” is frequently 

mentioned, but nurses feel the organization does not love them. 

Change is made using the Sabbath principle and Imago Dei: 

improving shift rotations to be humane, 

providing inclusive reflection space across faiths, 

training clinical supervisors in compassionate accountability, 

building short debriefs after heavy cases. 

Lesson: love becomes real when the organization cares for its caregivers, 

not only for patients. 

Case 4: FinTech Start-up “DanaMitra” — Servant Leadership and 

Speak-Up Culture 
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A fast-growing start-up uses a mission narrative of “serving MSMEs.” 

Internally, however, an aggressive culture makes people afraid to 

critique. Servant leadership is translated into systems: 

skip-level meetings so lower voices are heard, 

360 feedback for leaders, 

promotion requires evidence of developing people. 

Lesson: service is not only an external mission, but also an internal 

leadership practice. 

 

D. Reflection and Discussion Questions for the Indonesian Context 

(Guided by Christian Values) 

1) Personal reflection questions (for employees/leaders) 

In my work, which part feels most like a “calling” (vocation), not merely 

tasks? 

When was the last time I had to choose between honesty and comfort? 

What did I do? 

Do I treat others as Imago Dei—especially when I am stressed and 

chasing targets? 

Do I lead more with power or service? What concrete evidence supports 

this? 

Does my work rhythm reflect the Sabbath principle—or am I normalizing 

exhaustion? 

2) Team reflection questions (for group discussion) 

Which value is most often “paid for” in our team: truth, fairness, or 

humanity? 
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How does our team respond to mistakes: scapegoating or improving 

systems? 

Is it safe for everyone to speak up—including juniors, contract workers, 

or minorities? 

What does “love” at work mean operationally—for feedback, workload 

distribution, and priority setting? 

3) Organizational reflection questions (for executives and HR) 

Which system most undermines values: sales incentives, project targets, 

or promotion practices? 

Does the organization protect freedom of religion and freedom of 

conscience without “social punishment”? 

Is there a double standard—are violations by powerful people tolerated? 

How does the organization measure culture: only engagement, or also 

dignity, fairness, and integrity of process? 

 

E. Classroom/Workshop Activities Based on Indonesian Cases 

Role-play: “Targets vs Integrity Dilemma” 

Roles: manager, data staff, internal auditor, HR, customer/partner. 

Task: decide steps that protect data truthfulness while remaining realistic 

about targets. 

Output: decision + value-based argument (stewardship, integrity, 

justice). 

Stakeholder mapping (Indonesian style) 

Map impacts on: contract workers, small vendors, surrounding 

communities, regulators, customers, workers’ families. 
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Discuss: who is most vulnerable and how “justice and compassion” 

protect them. 

Design a “Values Charter” for your organization 

Column 1: Christian value (e.g., stewardship) 

Column 2: inclusive translation (responsibility & sustainability) 

Column 3: concrete behaviors (anti-fraud, safety, transparency) 

Column 4: counter-behaviors (KPI manipulation, bribery, bullying) 

Column 5: enforcement mechanism (reviews, hotline, sanctions) 

Culture audit: “Symbols vs Systems” 

Identify 3 symbols (posters, slogans, rituals) and 3 systems (KPIs, 

promotion, incentives). 

Test: are symbols and systems aligned? If not, which system must 

change? 

 

F. Ethical Note: Preserving Christian Values Without Exclusivism 

To ensure Christian values become a blessing for the organization (not a 

source of conflict), key principles are: 

Inspiration may be specific; implementation must be fair and 

inclusive. 

No forced rituals; no social punishment for different beliefs. 

Values are tested in costly decisions: when honesty hurts numbers, 

when justice requires correcting powerful people, when “love” demands 

protecting the vulnerable. 
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In this way, corporate spirituality does not become a “corporate religion,” 

but a culture of dignity and integrity—aligned with Christian faith 

while fully compatible with Indonesia’s plural society. 

 

 

 

Glossary (Key Terms) 

Altruistic love: A leadership virtue emphasizing genuine care, empathy, 

forgiveness, and concern for others’ well-being as a moral basis for 

collective life. (ScienceDirect) 

Bhinneka Tunggal Ika: Indonesia’s national motto (“Unity in Diversity”), 

often used as a cultural-ethical lens for managing pluralism in 

organizations. (BPK Regulations) 

Calling (vocation): Work understood as meaningful contribution and 

service beyond self-interest, often linked to purpose, responsibility, and 

neighbor-love in Christian ethics. (Timothy Keller) 

Compassionate accountability: Holding standards firmly while 

correcting with dignity, empathy, and respect (accountability without 

humiliation). 

Corporate spirituality: Organizational efforts to cultivate meaning, 

values, and moral-psychological energy at work—often expressed 

through purpose, community, integrity, and care (distinct from imposing 

a specific religion). 

Culture audit: A diagnostic method to test alignment between symbols 

(slogans/rituals) and systems (KPI, incentives, promotion, sanctions) in 

organizational culture. 

https://www.sciencedirect.com/science/article/abs/pii/S1048984303000547?utm_source=chatgpt.com
https://peraturan.bpk.go.id/Home/Download/92285/UUD45_perubahan2.pdf?utm_source=chatgpt.com
https://timothykeller.com/books/every-good-endeavor?utm_source=chatgpt.com
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Ethical climate: Shared perceptions about “what is right” and how 

ethical issues are handled (fairness, honesty, responsibility). 

Ethical leadership: Demonstrating normatively appropriate conduct and 

promoting it through communication, reinforcement, and decision-

making. 

Forgiveness (restorative approach): A conflict-handling stance that 

supports learning and restoration for correctable mistakes while 

maintaining boundaries and consequences for severe violations. 

Gotong royong: Mutual cooperation as a social ethic; in organizations it 

translates into prosocial collaboration, helping behavior, and collective 

responsibility. 

Imago Dei: The belief that every person bears inherent dignity as God’s 

image; in organizations it underwrites anti-bullying norms and dignity-

protecting work systems. 

Inclusion: Ensuring different identities and beliefs can participate safely 

and fairly without coercion or social punishment. 

Inner life: The personal spiritual/psychological dimension employees 

bring to work (needs for meaning, wholeness, and authenticity). (SAGE 

Journals) 

Instrumentalization (of spirituality): Using “spirituality” mainly as a 

productivity tool or managerial control device, risking manipulation and 

cynicism. (ORE Exeter) 

Integrity: Consistency between values, words, and actions—especially 

when honesty has costs (e.g., refusing KPI manipulation). 

Meaningful work: Work experienced as significant and worthwhile, 

often tied to contribution, identity, and service—distinct from managerial 

“meaning management.” (Springer Nature Link) 

https://journals.sagepub.com/doi/10.1177/105649260092008?utm_source=chatgpt.com
https://journals.sagepub.com/doi/10.1177/105649260092008?utm_source=chatgpt.com
https://ore.exeter.ac.uk/articles/journal_contribution/The_spiritual_organization_critical_reflections_on_the_instrumentality_of_workplace_spirituality/29686202?utm_source=chatgpt.com
https://link.springer.com/article/10.1007/s10551-009-0118-9?utm_source=chatgpt.com
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Membership: A felt sense of belonging and being understood/valued 

within a community at work—central in spiritual leadership frameworks. 

(ScienceDirect) 

Moral energy: Motivation rooted in values (truth, justice, compassion) 

that sustains behavior even under pressure. 

Pancasila (as an organizational ethics lens): Frequently used to frame 

universal virtues—dignity, unity, deliberation, social justice—within 

Indonesia’s plural society. (BPK Regulations) 

Performative religiosity: Displaying religious identity as a status 

marker; risky if mistaken for integrity without behavioral evidence. 

Pluralistic psychological safety: A climate where people of different 

faiths/beliefs can speak up and participate without fear of retaliation or 

stigma. 

Religious accommodation: Adjustments that enable employees to 

practice/observe religion without undue hardship to the organization 

(policy and fairness tool in diverse workplaces). (EEOC) 

Sabbath principle (work–rest rhythm): Theological-ethical idea that 

sustainable work requires boundaries, rest, and human recovery (anti-

burnout logic). 

Servant leadership: Leadership as service—empowering others, 

protecting the vulnerable, and building community rather than 

dominating. (Ediguys) 

Speak-up culture: Norms and mechanisms that support raising concerns 

early (risks, ethics, quality issues) without fear. 

Spiritual leadership: A theory of intrinsic motivation integrating vision, 

hope/faith, and altruistic love to foster commitment and productivity 

through meaning and membership. (ScienceDirect) 

https://www.sciencedirect.com/science/article/abs/pii/S1048984303000547?utm_source=chatgpt.com
https://peraturan.bpk.go.id/Download/92288/UUD45_SatuNaskah.pdf?utm_source=chatgpt.com
https://www.eeoc.gov/fact-sheet-religious-accommodations-workplace?utm_source=chatgpt.com
https://www.ediguys.net/Robert_K_Greenleaf_The_Servant_as_Leader.pdf?utm_source=chatgpt.com
https://www.sciencedirect.com/science/article/abs/pii/S1048984303000547?utm_source=chatgpt.com
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Stakeholder care: Considering who is affected by decisions (employees, 

contractors, vendors, communities) and protecting the vulnerable in 

governance. 

Stewardship: Entrusted responsibility for resources and impacts (money, 

time, talent, environment), emphasizing accountability and sustainability. 

Values charter: A practical translation from abstract values into expected 

behaviors, prohibited behaviors, and enforcement mechanisms. 

Vision (values-based): A compelling picture of the future that aligns 

decisions and motivates moral commitment (not merely targets). 

(ScienceDirect) 

Workplace spirituality: Recognition that employees have an inner life 

nourished by meaningful work and community, expressed in 

organizational practices and culture. (SAGE Journals) 
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