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Abstract 
This study aims to determine the influence of organizational culture and religiosity on work ethos and 
their impact on employee’s loyalty. In addition, the role of work ethos as mediating variable in the 
correlation between organizational culture and religiosity on employee’s loyalty is determined as well. 
This study was conducted on 166 employees of one Christian University in Indonesia, using non-random 
sampling technique. Hypotheses were tested using multiple regression with SPSS software version 
16.3.The study results showed that both organizational culture and religiosity had positive and 
significant impact on work ethos, and work ethos had significant positive effect on employee’s loyalty. 
The study results also showed that work ethos acts was a mediating variable in the correlation between 
organizational culture and religiosity on employee’s loyalty. The results ofthisstudy suggestedthe 
importance of building agood work ethosinthe organization.  
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INTRODUCTION 

In order for an organization to be successful, it is inseparable from the work ethos 
held by the employees of the organization. Work ethos is the spirit, enthusiasm, and 
mentalitythat manifested itself in a set of typical work behavior. Work ethos is the 
attitude, outlook, characteristics or nature of the ways of workingof a person or a 
group or a nation (Tasmara, 2002). Work ethos serves as a driving force of the act, and 
drives the activities (Maisaroh, 2009). So the work ethos will be a guide for the 
behavior of a person, a group, or an institution (Suprastowo, 1997). 

Good organizational culture plays an important role in determining a good 
organizational management. Work ethos is a product of culture; it is the perspective 
of an organization through the ways of working. Perspective on the work is produced 
through a long cultural process that eventually will form a person's work ethos. 

According to Zulham (2008), good organizational culture could foster a strong 
work ethos for the employees because the organizational culture was formed, among 
others, from work ethos of the owner and the founder of the organization. To produce 
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professional employees with high work ethos, it is necessary to have organizational 
culture which can lead the employees to improve their work ethos. 

Eklefina (2006) defined organizational culture as a pattern of shared beliefs and 
expectations shared by the organization's members. These beliefs and expectations 
produced norms that can form the behavior of individuals and groups within the 
organization. Kreitner and Kinicki (2007) explained that an organization which had 
strong culture could have a significant impact on the attitudes and behavior of its 
members. 

Work ethos is also thought to be influenced by a person's religiosity level (Weaver, 
2002). The strong religiosity level will encourage someone to act. If the religiosity level 
was high, a person would be compelled to work hard, willing to sacrifice, able to adapt 
(Hood, et al, 2009). Similarly, Zainal (2010) stated that employees with high religiosity 
and drew closer to God would apply religious teachings in his work based on his faith. 

Employees hold a very important role in the organization as a determinant of the 
company’s direction. So, every company requires dedicated employees with 
responsibility and loyalty to the organization. Employee’s loyalty to the company can 
be assassed from the extent to which an employee wishes to continue working in the 
company for long term and will not come out of the company if it does not make an 
extreme mistake (Burdett, 2001). 

Employee’s loyalty according to Nurmatin (2005) was the desire of employees to 
be loyal and devoted it to work well, group, employer or company. This causes a 
person willing to sacrifice for the sake of organization. Robert (1990) said that loyalty 
in an organization was necessary for the success of the organization. The higher the 
loyalty of employees in the organization, the easier the organization in achieving its 
goals. 

Beyond the various factors studied that could increase employee’s loyalty, a strong 
work ethos is also thought to affect the formation of employee’s loyalty. Employees 
who have high work ethos and are always grateful for the work that will emerge 
feeling to love and appreciate their work, so it will cause a sense of loyalty. Edwards, 
et al(2006) confirmed that employees who have high work ethos will obey the 
regulations and had responsibility and great awareness in doing the job as well as 
possible so that work ethos could affect employee’s loyalty. 

Loyalty is expected to make progress for the organization. Responsible attitude 
towards the tasks, willingness to implement something with full consciousness, and a 
desire to defend the company are the nature of high loyalty. If the nature of 
employe’s loyalty has been formed, the organization has dedicated employees, 
responsibility and commitment to large companies (Ismawan, 2006), and those are 
factors that determine the success of the company. 
 Based on the above background explanation it appears a number of interesting 
research issues to be investigated such as: (1). whether the organizational culture has 
an impact on work ethos; (2). whether religiosity has an impact on work ethos; (3) 
whether the work ethoshas an impact on loyalty; and (4). whether the work ethos 
may mediate the correlation between organizational culture and employee’s 
reliogisity on employee’s loyalty. 
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LITERATURE REVIEW 
 
Organizational Culture and Work Ethos 

The term of work ethos began a hot topic lately and various definitions or 
understandings of the work ethos have developed. Tjuana (2008) explained that the 
work ethoswas characteristic, trait, or habit, customs or moral tendencies, the way of 
life of a person or a group of people or a nation. According to Merriem Webster 
Dictionary, ethos isthe distinguishing character, sentiment, moral nature, or guiding 

beliefs of a person, group, or institution. When the individuals in the community 
viewed the work as a noble thing for human existence, they will tend to have high 
work ethos. From various formulations above, it can be concluded that work ethos is 
attitude that leads to an appreciation of the work and efforts to increase productivity 
in the work. 

Susiyanto (2005) suggested a number of positive behaviors contained in work 
ethossuch as: attitude to work hard, and do not give up easily; use time effectively in 
the work; work with discipline; work productively; proud of the work; has a 
commitment and devotion to duties; has orientaton on performance, and has a 
positive attitude and beingethical. 

On the other hand, Sinamo (2005) suggested eight professional work ethos that 
focused on how one views his job. According to Sinamo (2005), someone who has high 
professional work ethos will view his work as: 1). A grace so that he or she will work 
sincerely grateful; 2). A mandate (will work with full responsibility); 3). A Calling (will 
work with completely full of integrity); 4). Form of self -actualization (will work 
vigorously) ; 5). A Worship (will work with full of love); 6) an Honorary (will work 
diligently with full advantage), and 7) the form of service (would work with great 
humility). 

Organizational culture is a set of rules, norms and habits of behavior within the 
organization that must be adhered to when doing various jobs and continuously 
passed down to every member of the organization (Dalimunthe, 2009). Organizational 
culture is very important to establish the behavior of organization members since 
there are elements of guidance, integration/coordination, supervision, organizational 
identity and reward systems within good organizational culture (Rifai, 2005). 
Organizational culture are regarded strong if the core values of the organization are 
held together intensively and widely embraced by the members of the organization, 
and used as guidelines in behavior. 

Zulham (2008), said that the success of an organization to implement the 
organizational culture should be able to develop high work ethosof every individual in 
the organization. According to Zulham (2008), work ethoswas a concept that viewed 
devotion or dedication to the job as a valuable point. 

People would act in strict accordance with the work ethos that was determined by 
the organization. Therefore, organizational cultureaffected the work ethos in an 
organization. This is consistent with the findings of Nurlita (2005) that the work 
ethoswas also influenced by environmental dimension, including the work 



 

The 2nd IBEA – International Conference on Business, Economics and Accounting 
Hong Kong, 26 – 28 March 2014  

 

 

environment which was organizational culture. According to Eklefina (2006) good 
organizational culture would either be a positive resource for the improvement of 
work ethos and good organizational culture could improve good employee’s work 
ethos. 

Employees who have high work ethosare reflected in such behavior such as work 
hard, be fair, do not waste time during work hours, a desire to give more than what 
are required, willing to work together, respect for co-workers and so on. Several 
previous studies on the correlation between organizational culture and work ethos 
(Mudzakir, 2006; Nurlita, 2005) found that good organizational culture would be a 
positive resource for the work ethos improvement.Based on the literature review 
above, hypothesis was developed in this study: 
H1: Organizational culture has positive impact on work ethos. 
 
Religiosity and Work Ethos 

Religiosity is directing soul to the Lord wherever one is, and this belief will be a 
motivating factor for a wide range of behavior (Schwartz and Spike, 1995). Rahmawati 
(2003) said that religiosity is a personal correlation involving feelings of resignation 
and dependent as well as recognition of the end strength that exceeds his own. Based 
on the opinion above it can be concluded that religiosity is a sense of dependence and 
submission to God due to the people awareness as God's creatures who must obey 
and carry out any teaching of the Lord. 

Religious consciousness function according to Siaga and Sutrisno (1988) is the seed 
of the moral basic and ethical life emergence, a source of inspiration for the spirit of 
humanity, the source of life objective criteria towards a balanced life supported by 
mental health. Furthermore, Stark and Glock (1968) described five dimensions of 
religiosity which include: the dimension of worship (the Ritual Involvement), the 
dimension of ideology (ideological Involvement), the dimension of appreciation 
practice (Experiential Involvement), the dimension of religious knowledge (Intellectual 
Involvement) and the dimensions of practice (Consequential Involvement). 

Religiosity plays an important role in influencing a person's behavior. People who 
have high level of religiosity will do the teachings of their religion well as with the fear 
of the Lord, so they will stay away from forbidden deeds. The level of religious 
consciousness can establish a strong encouragement and a motivator to direct 
someone in work.Thus, one of the most important factors of the basic work ethos is 
religious factor, which is thought to give spirit in work. 

Religiosity has an impact on a person's work ethos, because work is worship to 
God, work is a self-actualization over human obedience to God. According to Zainal 
(2010) one factor that affects the work ethos is faith, so religious factor influences the 
work ethos. 

Ali and Azim (1995) found that religiosity affected the work ethos. Furthermore 
Saputra (2004) in his study found that religious orientation affected the employee's 
work ethos within the Christian university administration. Prasetyo (2006) conducted 
a study about correlation between religiosity and work ethos of traditional dancers 
and the results found a positive and highly significant correlation between religiosity 
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and work ethos.Based on the above background explanation, then a hypothesis is 
formulated as follows : 
H2: The employee’s religiosity level has an impact on theemployee’s work ethos. 
 
 
 
Work Ethos and Employee’s Loyalty  

Employee’s loyalty is the fidelity of the employees to the company where they are 
working and do not conduct detrimental action to the company (Ismawan, (2006). 
Loyalty shown by fidelity, and the ability to obey, execute and practice the rules of the 
company with full awareness and responsibility. Sugiyarto (2010) said that employee’s 
loyalty was the attitude of the employees who always support the organization, 
defend the interests of the organization and strive to do the best thing for the 
organization. Based on many opinions above it can be concluded that loyalty is 
fidelity, ability to obey and carry out duties with full responsibility and strive to do the 
best for the company and avoiding detrimental action to the company. 

A person's work ethos is a loyalty to the organization, as well as the tenacity, 
passion and pride in performing their duties. Work ethos is part of a set of values that 
include responsibility, dedication and loyalty and honesty in his profession. High work 
ethos will not make the routine becomes boring and may improve work performance. 
One thing underlying high work ethosis the desire to uphold the quality of the work 
(Rizal, 2010). 

Loyalty is also influenced by the work ethos, employees who have a work ethos 
will carry out the job well that they will not perform foul, comply with organizations 
regulatory, causing a sense of loyalty. Good work ethos demonstrated through the 
adherence to the rules, the awareness to do the job as well as possible,this could 
increase employee’s loyalty. Research conducted by Ali and Azim (1995) found that 
work ethoshad an impact on loyalty.Based on the above background explanation, then 
a hypothesis is formulated as follows: 
H3: Work ethoshas a positive impact on employee’s loyalty. 
 
Work Ethos as Mediator between Organizational Culture and Religiosity on 
Employee’s Loyalty  

Numerous studies have found the impact of organizational culture on loyalty 
(Sriningsih, 2009; Rifai, 2005). On the other hand a study conducted by Prasetyo 
(2007) and Maildayani (2011) to the employees in banking sector found that religiosity 
had an impact on loyalty. 

Some limited studies have also found that employee’s loyalty was also influenced 
by work ethos (Ali and Azim, 1995). Another study of Mudzakir, (2006) and Nurlita 
(2005), found that organizational culture affected the work ethos. Similarly, a study by 
Saputra (2004) and Prasetyo (2006) which on work ethos found that religiosity had an 
impact on work ethos. The studies above demonstrated the potential of the work 
ethosvariable which acted as an intermediary variable (mediating variable) in the 
correlation between organizational culture and religiosity on employee’s loyalty. 
Therefore the following hypothesis is formulated: 
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H4: Work ethosplays role as a mediator between organizational culture and religiosity 
on loyalty. 
 
 
 
 
 
 
Figure 1. Research Model 
 
 
 
 
 
 
 
 
 
 

 
METHODS 

 
This was an explanatory research. Respondents in this study were non- academic 

employees who work in one of the Christian University of Indonesia. 200 
questionnaires were distributed to the respondents using purposive sampling 
technique. However, only 166 questionnaires were fit for use and were processed to 
answer the study problem. 

In general, respondents were consisted of 117 (70%) menand 49 (30%) women. 
The education level of the respondents were: 31 had formal education of junior 
highschol (19 %), 58 had high school (35%), D3 as many as 9 people (5%), as many as 
60 people had graduated education (36%), and 9 people were educated as master 
(5%). For future work, a total of 38 respondents (23%) had service lifeof between 1-10 
years, 61 men (37%) with a service life of between 11-20 years and service life of over 
20 years as many as 67 people (40%). 

The variables in this study were measured using a modified scale that had been 
used in previous studies, but there was also a self-developed based on existing 
literature. Organizational culture dariable used scale in the study by Rifai (2005), 
religiosity variable was measured using a scale developed by Rahmawati (2003) ; 
loyalty variable of Rifai (2005). Especially for work ethos variable, it was developed 
based on 8 professional work ethos by Sinamo (2005). 

All variables were measured using a Likert scale where any questions or answers 
were scored 1-5 with answers assessment categories were: 5 = Strongly Agree, 4 = 
Agree, 3 = Neutral (N), 2 = Disagree (TS) and 1 = Strongly agree (STS). The validity test 
results of organizational culture variable showed 15 question items of 19 questions 
used were valid (count r > r0, 05 (0.129), and the Cronbach alpha value of 0.861. For 
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Culture 

Religiosity 

Work Ethos Loyalty 
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work ethos variable, 13 of the 16 question items were valid and Cronbach alpha value 
was 0.809; In  religiosity variable there were 12 of 15question items werre valid and 
demonstrated the Cronbach alpha value of 0.870, and for loyalty variable, 13 of the 15 
question items were valid Cronbach alpha value of 0.821. 

Hypotheses test used quantitative analysis techniques with regression test used 
SPSS version 16.3. Classical assumption test showed that the data were normally 
distributed, there was no multicollinearity among the independent variables, and 
there was no heteroscedasticity in the regression model. 

 
 

RESULTS AND DISCUSSION 

 
Hypothesis Test Results 

Hypothesis test on the influence of organizational culture and religiosity on work 
ethos can be seen in the table below. 

 
Table 1 

Hypothesis Test on Organizational Culture and Religiosity on Work Ethos 
 
 

Independent 
Variable 

Unstandardized 
Coefficient  β 

Standardized  
Coefficient β 

t 
count 

Sig. 

Constant 28.165  9.244 .000 

Organiz. 
Culture 

0.089 0.162 2.525 .013 

Religiosity 0.435 0.574 8.952 .000 

R2 .581 

Adj.R square .329 

F hitung 41.439 

Sig. F .000 

 
a. Predictors: (Constant), Organization Culture, 
Religiosity 

b. Dependent Variable: Work ethos 

 
Based on the regression analysis results we found that both organizational culture 

and religiosity had positive and significant impact on the work ethos. Of the 
magnitude of correlation coefficient, it appeared that the correlation level of 
religiosity variable on work ethos was stronger (0574)than organizational culture 
variable on work ethos (0,162). Both hypotheses were proven in this study with 

confidence level of 95% (<5%). 
From the ANOVA test, we found the determination coefficient (R2)=0.581, which 

indicated that organizational culture and reliogisity explained work ethos by 58.1%, 
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the remaining 41.9 % of the work ethoswere influenced by other reasons that were 
not included in the research model. Simultaneous hypothesis test results (F test) were 
performed to determine whether the regression model used in this study could 
predict work ethos variable showed F count of 41.439 with a significance level of 
0.000, which meantthat the regression model could be used to predict work ethos. 

Furthermore, the Hypothesis Test resultsof work ethos impact on loyalty can be 
seen in the table below. 

 
 
 
 

Table 2 
Hypothesis Test Results of Work Ethoson Loyalty 

 

Independent 
Variable 

Unstandardized 
Coefficient β 

Standardized  
Coefficient β 

t 
count 

Sig. 

Constant 21.301  5.456 .000 

Work Ethos 0.518 0.517 6.368 .000 

R .541 

Adj.R square .293 

F hitung 22.395 

Sig. F .000 

a. Predictors: (Constant), Organization Culture, Religiosity 

b. Dependent Variable: loyalty 

 
Hypothesis 3 Test formulated that work ethoshad impact on employee’s loyalty is 
significantly was supported in this study. The magnitude of the correlation coefficient 
performed that the level of work ethos correlation and employee’s loyalty was 0517. 
The determination coefficient R=0.541 indicated that 54.1% work ethos affect 
employee’s loyalty, the remaining 45.9% were influenced by other causes that were 
not included in this research model. From the F test of ANOVA test obtained F count 
of 22.74 with a significance level of 0.000. Since the probability of 0.000 was less than 
0.05, then this meant that the regression model could be used to predict employee’s 
loyalty. 

In the following section we will describe the test results of the work ethos role as a 
mediating variable between the correlation of organizational culture and Religiosity 
on Loyalty which is summarized in the following table: 

 
Table 3 

Regression Test of Work Ethos Role as Mediating Variable 
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Model 

Unstandardized 
Coefficients  

 
 β           SE 

 
 
 
t 

 
 
 

Sig. 

1. Organization Culture 
Work Ethos 

Mediator 1 

0.055 
0.518 
0.101 

0.037. 
0.081 
0.019 

1.490 
6.368 
2.421 

.138 

.000 

.000 

2. Religiosity 
Work Ethos 

Mediator 2 

0.007 
0.518 
0.225 

0.062 
0.081 
.042 

0.111 
6.368 
5.357 

.912 

.000 

.000 

Dependent Variable: Loyality 
 

From the regression calculation it was obtained that the β value in the work ethos 
as a moderating variable between organization culture and loyalty (mediator 1) was 
0.101 with a standard error of 0.019 and t value of 2,421, it could be concluded that 
the hypothesis could be accepted with a 95% confidence level (α<5 %). Similarly to the 
hypothesis that the work ethos as a mediator in the correlation between employee’s 
loyalty and reliogisity was also supported in this study, which was indicated by the β 
variable value of the mediator 2 of 0.225 with a standard error of 0.042 and t value of 
5,537 with 99 % significance level. It could be concluded that the Work Ethos was a 
mediator in the correlation between organizational culture and religiosity on 
employe’s loyalty. 
 
Discussion of the Study Results 

Based on the regression test results we found that organizational culture had a 
positive and significant impact on work ethos. This suggests that organizational culture 
elements such as employer action and policies against the employees and also 
customs and norms applied such as supporting employees to use standard working 
methods, good communication, co-operation between the coordinated fields, 
appreciation for employees, mutual trust, will give opportunity for the employees to 
express their opinions, encourage employees to develop new ideas, understand the 
needs and problems of employees, and also support the spiritual needs of employees 
which means a proven effect on employee’s work ethos. 

Organizational culture is believed to be a mechanism of control and will guide the 
employees’ behavior in enhancing attitudes. Organizational culture can affect work 
ethos because the presence of shared beliefs, norms and regulations that must be 
adhered to will encourage the attitudes and behavior of the employees. Individuals 
will act strictly in accordance with workplace ethosstated by the organization. The 
findings of this studyalso support the research conducted by Asifudin (2004), Zulham 
(2008), Eklefina (2006), Mudzakir (2006) and Nurlita (2005), which emphasized that 
the success of implementing organizational culture wold be able to develop high work 
ethos.  

Religiosity had positive and significant impact on the work ethos. If every 
employee in the organization has a religious attitude which is shown by persevering 
attitude of worship according to his belief, active in the prayer meeting, want to set 
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aside some sustenance for others, trying to improve the knowledge of religion, and 
love others, he or she will have a good work ethos as well. 

Religiosity is a motivator in increasing a person's work behavior, employees who 
have high religiosity will apply the teachings of God in the work so as not to commit 
actions that violate religious teachings. If someone has high level of religiosity then he 
or she will be motivated to work hard, be honest, respect his work and consider his 
job as a blessing from God that must be implemented with full responsibility (Hawa 
and Sutrisno, 1988). These results agreed with the opinion of Ali and Azim (1995), 
which stated that religiosity factor had an impact one work ethos and supported the 
research results of Prasetyo (2006), who found positive and significant correlation 
between religiosity and work ethos. 

The hypothesis that work ethos had positive and significant impacts on loyalty also 
supported in this study. As statedby Sinamo (2005) that if employees consideredto 
work as worship, concerned about the situation and the conditions of work, grateful 
for the work undertaken and loved the work than therewould be a feeling of sincere 
and honest to have a sense of loyalty towards the company. The study results 
supported the study conducted by Ali and Azim (1995) who found that work ethoshad 
an impact on loyalty, and it was in line with the opinion of Rizal (2010) that the work 
ethoswas part of the value system that supported the creation of one's loyalty. 
 
CONCLUSIONS AND RECOMMENDATIONS 
 
Conclusions 

From this study, several conclusions can be drawn as follows: 
1. Organizational culture had significant and positive impact on employee’s work 

ethos. 
2. The religiosity level of a person had positive and significant impact on work ethos. 
3. The results also found that the work ethos is a positive and significant impact on 

employee’s loyalty. 
4. Work ethoscould act as a mediating variable between organizational culture and 

religiosity on employee’s loyalty. This can be interpreted as an implication that 
employee’s loyalty might be formed when they had good work ethos before. 
Therefore, to increase employee’s loyalty, organization should encourage its 
employees to have good work ethos. 

 
Recommendations 

There was strong impact of religiosity to the work ethos. High religiosity can 
improve the work ethos so that employees can work more enthusiastic, by applying 
religious teachings in doing his job in the organization. This is a positive behavior that 
should be supported by companies through the provision of various infrastructures to 
increase the employees’religiosity level. 

Work ethos was able to increase employee’s loyalty and became an intermediary 
between organizational culture and religiosity on employee’s loyalty. Employee’s 
loyalty is a factor that can determine the success of the company. If the nature of 
employee’s loyalty has been formed, then the organization has dedicated, high 
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responsibility employees and they are committed to the advancement of the 
organization. Organizations need to establish good organizational culture to 
encourage the emergence of professional work ethos among employees. 

The study results cannot be generalized to broad conclusions because of the study 
schope limitations. So, a wider scale study with respondents from various industry 
sectors needs to be managed in future to test this model in a variety of environments 
to enhance the study model. 
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