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Abstract 

There are some positive aspects that employees can benefit of in connection with 

religiosity in the current ever-changing context of the modern, dynamic organization. The 

present study aims to investigate the profile of the employees as seen in connection with 

their religious orientation choice and their attitude of belonging, both in the organizational 

and personal life, in case of N=167 employees from various industries, in Romania. The 

results of the correlations and multiple regressions between the forms of religiosity and 

religious experience (as predictors) with the three types of organizational commitment and 

the intention to leave (as criteria) showed that only the Normative Organizational 

Commitment correlated with all the religiosity types and religious attitudes, in few 

instances, the Affective commitment and in only one situation, the Continuance 

Commitment. Also, with the effects of gender and age factors controlled, the organizational 

Affective commitment (AC) and Normative Commitment (NC) had significantly been 

negatively predicted by the intrinsic religiosity whereas no form of Continuance 

commitment (CC) or intention to leave were predicted by any form of religiosity or 

religious experience. Implications for the organizations are discussed. 

 

  Keywords: Extrinsic Religiosity, Intrinsic Religiosity, Affective Commitment, 

Normative Commitment, Continuance Commitment, Intention to Leave 

 

1. INTRODUCTION 

  

As most of today’s organizations tend to have a less and less adherence to a 

clear, structured, straightforward communicated strategic line(s) of action, 

displaying rather high readiness to change and even higher ability to constantly 

reinvent themselves, through downsizing, reengineering and layoffs that occurred 

in the last two decades (Houghton, Neck & Krishnakumar, 2016; Kinjerski & 

Skrypnek, 2004) or through mergers and acquisitions and clashing organizational 

cultures. In this context, the basic human needs of security and stability as well as 
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the sense of belonging are put at risk and could result in negative aspects for the 

individuals and, consequently, for the organizations. Such negative aspects are, 

according to the literature, higher levels of confusion, lack of work 

meaningfulness, low morale, difficulty for the organizations to retain talented 

people and higher intention to leave of the employees (Khanifar, Jandaghi & 

Shojaie, 2010; Marques, Dhiman & King, 2005).  

Still, there are some positive aspects that employees can benefit of in 

connection with religiosity. A meta-analytic study of 34 studies conducted during 

12 years shown that psychological adjustment is one of those beneficial aspects 

(Hackney & Sanders, 2003). As well, social networks, healthier lifestyles, coping 

strategies, positive emotions, stress appraisal (Seybold & Hill, 2001) and, finally 

mental health and higher life satisfaction (Koenig & Larson, 2001) were shown to 

be directly and significantly connected with religiosity. 

The current study investigates the manner in which the religiosity of the 

employees is connected with their attitudes of belonging to the organization 

understood through the lens of the three types organizational commitment 

behaviours (affective, normative and continuance) and the employees’ intention to 

leave the organization. Therefore, potential ways of understanding how the 

employees’ adherence to the organization behaviours links with the employees’ 

religious orientation and their religiosity are assessed. Practical implications for the 

organizations are mentioned based on the significant correlations resulted from the 

current study.  

 

1.1. RELIGIOSITY AND ORGANIZATIONAL COMMITMENT 

 

One of the main aspects to emphasize about a person's religiosity is the 

difference we have to draw between religiosity and spirituality. In dealing with this 

distinction, Koenig, Larson, and Larson (2001) underlined that the religion is an 

organized system of beliefs, practices, rituals and symbols, whereas spirituality is a 

personal quest for understanding answers to ultimate questions about life. 

The central point of this distinction between the religiosity and spirituality is 

the structure or “organization of the system” of beliefs and practices in case of 

religiosity comparing with the entirely tailored, specific for each of the individuals 

“quest” the authors are mentioning in relation to the spirituality. Therefore, linking 

with the organizational environment and more specific to the organizational 

commitment, we would rather seek to find the connection the religiosity (rather 

than the spirituality) obtain. We would explain how two types of religiosity need to 

be taken into consideration, one of which (intrinsic religiosity) was more closely 

connected with spirituality.  

For organizational life, religiosity play an important role, since it influence 

employees behaviour, their moral reasoning, attitudes and behaviour of the 
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managers (Hutson, 2000; King, 2007), their work engagement (Saks, 2011), their 

relations with the others when working alone and /or in teams.  

A recent study that empirically investigate the effects of religiosity on 

organisational commitment across the individuals of three religions: Islam, 

Christianity, Hindu, proposed a theoretical framework based on the assumption that 

employees’ religiosity significantly predicts organisational commitment (Imran, 

Binti Abdul Hamid & Binti Aziz, 2017).   

 

1.2. THE NEED AND THE CHOICE TO BELONG 

 

It is important to make a distinction between the two types of religiosity: 

extrinsic religiosity and intrinsic religiosity as initially discussed by Allport & Ross 

(1967). The extrinsic religiosity discuss about the preference of the individuals to 

be in contact and be engaged in religious activities that are, more or less 

institutionalized and /or based on external factors. This is valid in both the case in 

which people choose to go to church, are involved in other religious activities such 

attending religious educational meetings or pray in their own house. This is a 

matter of referring to an external objective setting. There are authors that consider 

that people with extrinsic religiosity adhere to this kind of attitude simply because 

of what is offered by the religion they adopt and, in this way, they also seek 

endorsement from the others, promote their well-being and improve their social 

standing (Imran, Binti Abdul Hamid & Binti Aziz, 2017).  

The other pole is constituted by the people adhering to intrinsic religiosity, 

namely individuals that believe in their internalised religious values unequivocally 

and refer to these values when adopting decisions in life as their guiding principles. 

Those individuals’ engagement in religious activities is mainly related to a Modus 

Vivendi, nothing to be shown to others but rather aligned with their personal 

beliefs. This last type of religiosity, mostly connected with spirituality, was also 

called subjective religiosity whereas the extrinsic religiosity was mostly connected 

with organizational religious activity (ORA) and non-organizational religious 

activity (NORA) (Koenig & Büssing, 2010). 

The same split is specific when discussing about the organizational 

commitment (Allen & Meyer, 1997; Meyer & Allen, 1991). From the three types 

of organizational commitment, only the affective commitment is an expression of 

the choice of the individual to adhere to an organization due to shared values, 

feelings of belonging and a sense of identity with the organization and pride to be 

part of that specific company. Hence, the possible connection we may have with 

the intrinsic (subjective) religiosity /spirituality.  

On the other hand, the continuous commitment, that we may rather call a non-

commitment form, is due to the need of the employee to stay in the organization 

due to the perceived lack of alternatives in the market and /or with the high cost 
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one’s leave would imply. If we make a parallel, in the same way an extrinsic 

religiosity adopted by a person (going to the church only for reasons such as 

endorsement from the others or enhancing social life) could be rather seen as a 

non-religious practice, but a practice that a person must, needs to adopt to obtain 

the benefits they seek from the others. This is valid for the organizational religious 

activities (ORA) performed in isolation from other religious activities and /or 

beliefs.  

The non-organizational religious activities (NORA), such as prayer, 

meditation or Bible study could be seen as more similar to the normative type of 

commitment, where the employees do not leave the company from a sense of 

loyalty towards the organization, in the same manner in which NORA believer is 

loyal to the personal (still external) religious practices. Therefore, one could say 

that normative commitment falls, as the non-organizational religious activities, into 

the neutral sphere of commitment as NORA into the neutral sphere of religiosity, 

where the individual is neither totally convinced that (s)he needs or want, chooses 

to adhere to the organization, to the religious beliefs and practices. 

 

2. STUDY OBJECTIVES AND HYPOTHESES  

 

2.1. OBJECTIVES 

 

We started from the assumption that employees’ religiosity has significant 

predictors of organisational commitment (Imran, Binti Abdul Hamid & Binti Aziz, 

2017). Then, we take the authors suggestion that future research needs to measure 

the relation between the two constructs and aim to establish whether those two 

significantly correlate and, if so, how much the religiosity contribute to each of the 

organizational commitment facet.    

 

2.2. HYPOTHESES 

 

Taking into account the above theoretical considerations we follow the above 

mentioned authors hypotheses in trying to test their proposed theoretical 

framework: 

Hypothesis 1: There is a significant and positive relationship between extrinsic 

religiosity and H1a) affective commitment (AC), H1b) continuous commitment 

(CC) and H1c) normative commitment (NC). 

Hypothesis 2: There is a significant and positive relationship between intrinsic 

religiosity and H2a) AC, H2b) CC and H2c) NC. 

We also add three more hypotheses for this study, as follows: 

Hypothesis 3: Religiosity and its related elements, will predict H3a) AC, H3b) 

CC and H3c) NC. 
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Hypothesis 4: Religiosity and its related elements, will predict intention to 

leave. 

Hypothesis 5: The H5a) AC, H5b) NC and H5c) CC will be predicted by the 

two forms of religiosity.  

 

3. METHODOLOGY 

  

3.1. PARTICIPANTS 

 

The study sample was formed of 167 Romanian employees (M = 28.37, SD = 

8.58). The respondents have completed an online survey, using a virtual testing 

platform. The recruitment and inclusion of the online subjects were made on a 

voluntary, snowball basis, under confidentiality assurance.  

 

3.2. MEASURES 

 

Religiosity was measured with the Duke University Religion Index (DUREL), 

authored by Koenig & Büssing (2010) a five-item measure, with the two 

dimensions: the extrinsic religiosity (ER) and the intrinsic religiosity (IR). ER was 

measured by two items: one measuring the organizational religious activity (ORA) 

and one measuring the non-organizational religious activity (NORA).The response 

options for ORA ranged on a 6-steps Likert scale, from (“Never”) to 6 (“More than 

once /week”). The response options for NORA ranged on a 6-steps Likert scale, 

from 1 (“Rarely or Never”) to 6 (“More than once a day”). For the ER sub-scale for 

our sample (N=167) Alpha Cronbach was α = .55.  

The intrinsic religiosity was measured by three items of the type: “My 

religious beliefs are what really lie behind my whole approach to life”, describing 

the religious belief or experience of the respondents. The response scale was a 5-

steps Likert scale with options ranging from 1 (“Definitely not true”) to 5 

(“Definitely true of me”). Alpha Cronbach calculated for the IR sub-scale for our 

sample (N=167) was α = .86. 

Importance of the religion in one’s life. Participants indicated their degree of 

interest in religion by responding to a single question: “Generally speaking, how 

important would you say religion is for you?" Answers ranged from 1 (not 

important) to 5 (very important).  

Confession of faith. Participants indicated their degree of interest in religion 

by responding to a single question: “In general, would you consider yourself a 

religious person?" Answers ranged from 1 (Not necessarily) to 5 (I definitely am). 

Organizational commitment (OC) was measured by the OC Questionnaire 

(Meyer & Allen 1997). Alpha Cronbach ranged from α = .84 for the sub-scale of 

Affective Commitment (AC) (6 items), to α = .81 for Normative Commitment 
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(NC) (6 items) and α = .76 for Continuance Commitment (CC) (8 items), for our 

sample (N=167). The CC was also split in two sub-scales, namely CC-HHS (High 

Sacrifices Scale – 4 items) with α = .69 and CC-LAS (Lack of Alternatives Scale – 

4 items) with α = .65. A 5-point Likert scale from 1 (“Totally Disagree”) to 5 

(“Totally Agree”) was used for the entire OC Scale. 

The intention to leave (ITL), was assessed by using the homonym three-item 

scale of Mobley, Horner & Hollingsworth (1978). ITL items were ranked on a 5-

point Likert scale ranging from (1) Strongly disagree to (5) strongly agree, for 

which the Alpha Cronbach coefficient calculated on our sample (N=167) was α = 

.88. 

 

3.3. DATA ANALYSIS 

  

At first, each of the two type of religiosity, as well as the importance of the 

religion and the confession of faith were analyzed in correlation with the 

organizational commitment three facets and the intention to leave. The correlation 

matrix is included in Table 1.  

  
Table 1 

Means, Standard Deviations and Intercorrelations of the study variables (N=167) 

 

Variables M SD AC NC CC 
CC-

HHS 

CC-

LAS 
ITL 

1 ER (ORA) 4.15 1.16 -.12 -.26** -.12 -.11 -.11 .17* 

2 ER (NORA) 4.17 1.79 -.15 -.16* .03 .01 .05 .03 

3 ER (TOTAL) 4.20 1.26 -.16* -.23** -.02 -.02 -.01 .09 

4 IR 2.64 1.11 -.26** -.33** -.11 -.11 -.09 .17* 

5 IOR 3.23 1.56 .13 .20* .17* .11 .19* -.11 

6 COF 3.06 1.36 .19* .23** .07 .01 .11 -.17* 

Note. ER (ORA) = Organizational religious activity; ER (NORA) = Non-organizational religious activity – 

as part of the Extrinsic Religiosity (ER); IR = Intrinsic Religiosity; OR = Importance of Religion; COF = 

Confession of Faith; AC = Affective Commitment; NC = Normative Commitment; CC = Continuance 

Commitment; CC-HHS- High Sacrifices Scale; CC-LAS: Lack of alternatives Scale; *p < .05, **p < .01. 

 

Secondly, the religiosity related elements, namely Intrinsic Religiosity, 

Extrinsic Religiosity, the Importance of the religion in someone’s life (IOR) and 

the Confession of faith (COF) were introduced as predictors in hierarchical 

multiple regression procedures, using in the second block, the stepwise method, 

only for those variables that significantly correlated with the criteria that were the 

three commitment facets: affective, normative and continuance commitment 
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(presented in Tables 2(a), 2(b), 2(c)) and intention to leave (presented in Table 3). 

We controlled for age and gender.   
 

Table 2(a) 

Regression Models between the Religiosity Factors and Affective Commitment 

(N=167)  

Model /Variable β t p R R2 ∆R2 F Change 

Model 1        

Age .21 2.75 .007     

Gender .14 1.79 .075     

    .26 .067 .067 6.007 

Model 2        

Age .17 2.28 .024     

Gender .09 1.13 .258     

Intrinsic Religiosity -.18 -2.23 .027     

    .31 .099 .032 1.925 
Note: Dependent Variable: Affective Commitment 

 

Table 2(b) 

Regression Models between the Religiosity Factors and Normative Commitment 

(N=167)  
Model /Variable β t p R R2 ∆R2 F Change 

Model 1        

Age .21 2.72 .007     

Gender .11 1.48 .142     

    .24 .06 .060 5.297 

Model 2        

Age .16 2.07 .040     

Gender .04 .53 .583     

Intrinsic Religiosity -.26 -3.35 .001     

    .35 .12 .059 11.186 
Note: Dependent Variable: Normative Commitment 

 

Table 2(c) 

Regression Models between the Religiosity Factors and Continuance Commitment 

(N=167)  
Model /Variable β t p R R2 ∆R2 F Change 

Model 1        

Age .11 1.42 .157     

Gender .01 .06 .949     

    .11 .01 .012 1.036 
Note: Dependent Variable: Continuance Commitment  
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Table 3 

Regression Models between the Religiosity Factors and Intention to Leave (N=167)  

Model /Variable β t p R R2 ∆R2 F Change 

Model 1        

Age -.14 -1.89 .061     

Gender -.14 -1.88 .062     

    .21 .05 .046 3.997 
Note: Dependent Variable: Intention to Leave 

 

The hypotheses were tested using the SPSS program. We analyzed the 

residual values, we verified the data base to identify the outlier values, so all 

obtained values have met the necessary conditions in order to avoid 

multicollinearity. 

 

4. RESULTS 

 

4.1. DESCRIPTIVE STATISTICS 

 

Table 1 show (a) the means and standard deviations of the religiosity related 

variables and (b) the correlations of those with organizational commitment 

components and the intention to leave.  

 

4.2. CORRELATION ANALYSES 

 

We wanted to test the proposed theoretical framework of Imran, Binti Abdul 

Hamid & Binti Aziz, 2017. They predicted that the relationship between the ER 

and the three forms of commitment will be significant and positive. In reality, only 

affective commitment and normative commitment correlated with the ER and, not 

positively, but negatively, the normative commitment obtaining the stronger 

correlation (r = -.23**).   

Also, in the Hypothesis 2, the aforementioned authors predicted that there is a 

significant and positive relationship between IR and the three forms of 

commitment. The same situation as in the case of Hypothesis 1 happened, namely  

only affective commitment and normative commitment correlated with the IR and, 

not positively, but negatively, the normative commitment obtaining stronger and 

with the same degree of significance as the affective commitment, still higher 

correlation (r = -.33**).   

Hypothesis 3 was partially validated, in the case of the IOR only the 

normative commitment and continuous commitment were significantly positively 

correlated, still with lower values (r = .20* and r = .17*). In the case of COF, there 

are significant positive correlations with affective commitment (r = .19*) and 

normative commitment (r = .23**).   
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Hypothesis 4 was also partially validated, the intention to leave correlating 

significantly only with IR (r = .17**), partially with ER (the ORA dimension) with 

r =.17** and with COF (r = -.17**).   

 

4.3. REGRESSION ANALYSIS 

 

With the effects of gender and age factors controlled, the organizational 

affective commitment (AC) has significantly been negatively predicted only by the 

intrinsic religiosity (β = -.18, t = -2.226, p < .05), Fchange (1,166) = 4.956, answering 

of a small, still significant 2.7% from the organizational affective commitment 

variation.  

Also, after controlling for gender and age factors, normative commitment has 

significantly been predicted by intrinsic religiosity (β = -.26,  t = - 3.345, p < .01), 

Fchange (1,166) = 11.186, answering of 5.9% from the NC variation.  

In all the models, we can see that the gender did not contribute to the either 

affective commitment or normative commitment, only the age was significantly 

predicting 6,7% variance of affective commitment and 6,0% variance of normative 

commitment.  

Only the intrinsic religiosity predicted affective and normative commitment 

and extrinsic religiosity explained a small amount of variability in the normative 

commitment. 

No form of continuance commitment was predicted by any form of religiosity 

or religious experience. The same situation was in the case of the intention to leave, 

not being predicted by any of the religiosity or religious experience variable. We 

conclude by saying that all formulated hypothesis were partially validated.  

 

5. DISCUSSIONS AND CONCLUSIONS 

 

In his seminal article explaining the concept of commitment, Howard S. 

Becker (1960) makes a very important distinction between what could have been 

seen in this behavior as describing a “primitive concept”, to a concept covering “a 

wide range of common-sense meanings” and, finally, to a “consistent and 

persistent behavior”. Citing Nelson N. Foate (1937), Becker points out that central 

for the sociological view on commitment is the situation in which people “engage 

in consistent lines of activities”. More than this, they are consistent with their 

choices. In illustrating this consistency, Becker explain that a committed individual 

“do not change jobs and careers with the alacrity of the proverbial economic man 

under changing market conditions, by referring to a process whereby they become 

committed to a particular occupation” (p. 33).  

In understanding commitment in the workplace, therefore, it is needed to 

understand why individuals choose or feel that they need to adhere to a certain 
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behavior. In some situations, as also Becker (1960) and, later on the authors of the 

instrument assessing the organizational commitment (Allen & Meyer, 1997) 

pointed out, because of the individual values, employees are adhering to, that leads 

to the affective type of commitment in the organization. This type of commitment 

could be subject to changing once the value system (personal or organizational) is 

changing. Another type of commitment characterizes the person that uses the moral 

norms they adhere as a reason enough to stay in an organizational context, because 

of the need to be consistent with what the society expects from them or what is 

thought, based on education or personal experience, to be right. This last one type 

of commitment coins the normative type in the organization that, most probably, 

characterizes people with high intrinsic religiosity.  

The results of our study shows, consistent with this line of thought, that 

normative commitment is the only form of commitment that significantly 

negatively correlate with both form of extrinsic religiosity, as well as with the 

intrinsic religiosity, with r = -.23**. It is explaining since those people adhere to 

another forms of discipline /norms rather than the mundane, organization ones, 

namely to the rules of the church. In opposite manner, people stating the 

importance of religion (i.e. of a consistent line of thought and actions) and religious 

practices in their life and in the ways they are taking decisions as well as 

confessing their faith, are more prone to be characterized by an intense sense of 

loyalty even for the organization they are working for and not only for the divine, 

significant positive correlations, rs >.20** was obtained in both IOR and COF 

variables. 

Practical implications may point in the direction of the organization to 

increase the importance of their employees’ personal set of values and also of the 

dialogue around it and how can the norms they choose to adhere too can help in the 

increase of the retention rate, in improving the performance as well as their 

presence and participation at the work place, along with promoting moral and 

equitable behaviors on the management side and increased organizational 

citizenship behaviors for the entire staff. 

 

6. LIMITATIONS 

 

One important limitation of the current research is constituted by the weakness 

of the religiosity assessment methods. Religiosity and spirituality are domains 

understudied in relation to the organization contexts and behavior, even if it was 

shown the variety of areas impacted by these constructs. Still, the literature 

presents mixed opinions in this field, aspects that still needs to be further studied. 

Another limit of this study could be seen in the transversal and not 

longitudinal design as well as on the rather limited sample (N=167), which do not 
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help in extending our conclusions to a general Romanian population and to have 

causal inferences. 
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