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Abstract  

This study explores the relationship between religious beliefs and 

job productivity among non-teaching staff at the University of 

Benin in Benin City, Nigeria. The research addresses the 

influence of faith/religion beliefs on work performance by 

examining the impact of religious doctrines on employees' 

behaviors and attitudes. The study utilized a mixed-methods 

approach, combining quantitative data from surveys and 

qualitative insights from in-depth interviews. A sample size of 339 

participants was selected using stratified random sampling, 

ensuring representation across various units and departments. 

The demographic analysis reveals a diverse workforce, with a 

predominant Christian affiliation (98.8%) and a range of 

educational backgrounds. The quantitative findings suggest a 

strong connection between religious beliefs and job productivity. 

The majority of respondents (80.8%) report praying for job 

success, and 65.3% believe that their religious doctrines influence 

their work behavior. Additionally, 87.6% express a commitment to 

performing their best at work to avoid displeasing their God. The 

quantitative data is further complemented by qualitative insights 

from interviews, providing a nuanced understanding of the 

diverse ways in which religious beliefs impact job performance. 
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The study's hypothesis, testing the association between job 

productivity and the influence of religious doctrines, is supported 

by the significant chi-square test result (p = 0.015). This 

underscores the notion that religious doctrines contribute to 

variations in job performance among non-teaching staff. In 

conclusion, this research sheds light on the intricate relationship 

between religious beliefs and job productivity. The findings 

suggest that faith plays a crucial role in shaping work attitudes 

and behaviors. Employers, policymakers, and scholars can benefit 

from understanding and accommodating these dynamics to create 

a more inclusive and productive work environment. Further 

research could delve into specific religious doctrines and their 

distinct effects on work-related behaviors. 
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Introduction  

Religion is a phenomenon that frequently regulates people’s preferences 

and behaviours. As productivity can be expected to be related to the everyday 

performance of the workforce, cultural and religion-related differences may 

prove quite useful in explaining the differences in the productivity levels among 

employees (Kaasa, 2016). Against this background it is pertinent to ascertain the 

influence that religious faith of the non-teaching staff of the University of Benin 

could have on their productivity. Accordingly, the research question - how does 

faith/ religion affect employees’ productivity?- emerged. Thus the aim of this 

study was to investigate the effect of faith/ religion on employees’ productivity 

among non-teaching staff of the University Benin, located in Benin City in Edo 

State, Nigeria. The University of Benin is a first generation federal government 

owned tertiary institution which was establish in 1970(Otonko, 2012). 

An employee’s productivity is dependent on the ―combination of ability, 

effort, and opportunity.‖  It is measured in terms of consequences or delivered  

results. Productivity is referred to as the record of output on a given job function 

at a particular time period. (Bernadrdin& Russel, in Nwachukwu, Osuji 

&Uzoma, 2020).This might be calculated for a company, an industry, a complete 

'industrial sector,’ or the entire economy. It gauges the effectiveness with which 

limited resources are being used. It is a quantitative relationship between output 

and input as the least controversial definition (Iyaniwura& Osoba cited in 

Nwachukwu, Osuji &Uzoma, 2020).The objective is to develop a measurable 

index for tracking productivity. The purpose of measuring productivity is to 

improve it by enhancing both efficiency and the optimal use of resources.It 

International Journal of Research Development  

 

 

 

 

 

 

 

 

  

-  

 

- Eloho Ese Basikoro 

 

 

 



 
 

3 
 

Approaches in International Journal of Research Development, Volume 14 No. 1, November, 2023: ISSN 2141-1409 

translates into effective interaction and service delivery, which has an impact on 

every aspect of the organisation. It could aid the business in developing and 

utilising its existing human resources. A company must have policies that will 

inspire both male and female employees if it is to succeed in this. 

In a flexible society, gaining a comparative advantage constitutes one of 

the major objectives for the successes of a socio-economic group. A number of 

organizations recognize this as their highest aspirations in order to survive in the 

environment changes dramatically (Zahid, 2017). The organisation heavily relies 

on personnel who present as more productive, efficient, committed, are ethical, 

―religious values,‖ and are highly driven in order to accomplish its goals. 

Koenig et al. (2012) defines values as religious beliefs, practices, rituals 

and symbols are well-organized designed (a) to facilitate the proximity of the 

sacred or transcendent (God, a higher power, or truth/ the highest reality), and (b) 

to foster an understanding of the relationships and responsibilities of a person to 

another person in living together in a community. Zahid (2017) cites Al-Goaib's 

perspective that in Islam, adherence to religious values involves a commitment to 

the fundamental principles of Islam through both practical and theoretical beliefs. 

This commitment requires individuals to comply with God's commandments, 

respect the rights of others, refrain from engaging in bad deeds, and engage in 

worship. Therefore, religious individuals are not only those who hold certain 

religious beliefs, but also those who actively practice them in their everyday 

lives. 

Religious values reflect the extent to which the faith or belief of 

individuals in holding the teachings of God, making it as supervisor and 

supporters, as well as apply it in their life (Eaves et al., 2008; Zahid, 2017). This 

demonstrates that, according to religious belief, when people believe something 

significant about themselves will endure even when they have physically died, 

they are capable of defending themselves against any anxiety. 

In the past two decades, the organization's plurality of religious ideals has 

drawn more attention. The results of the research show that values religious 

diversity have a positive influence on economic growth, production, ideas, skills 

and work experience (Alesina et al., 2016). Because individuals with differing 

levels of cognitive ability can apply religious ideals from different traditions to 

address difficulties, the diversity of personal religious beliefs can promote 

creativity or productivity at work. 

Numerous academic studies suggest that religious beliefs, spirituality, 

and employees’ productivity all have a big impact on people's lives. This covers 

how employees act, behave, and conduct themselves in daily life. Religious 

belief can make a significant difference in the behavior and performance of 

employees, and provide a frame of reference that is used to guide decision-

making, especially in multicultural environments and multireligious (OsmanGani 

et al., 2013). Weaver and Stansbury (2014) observed that religious institutions 
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can impact organizational practices if employees bring their religious beliefs and 

practices with them to the workplace.But those religious commitments function 

in the midst of other organizational factors that influence the working out of 

employees’ religious commitments (Zahid, 2017). In business environments, this 

process can produce a range of results, from a stronger impact of religious 

conviction on employee behaviour to a low or zero influence of religion. 

Research results of Zahra et al. (2016)study  found that religious values 

significant effect on the performance of employees.  

Employee religious values can serve as personal resources are very 

important to maintain or protect themselves from the emergence of a sense of 

anxiety-related jobs (Zahid, 2017).  When the level of the employee’s religious 

values are high, then a sense of anxiety related job be reduced, which has 

positive consequences for the performance of their duties (De Clercq et al., 

2017). Religious principles can help employees perform at their highest level by 

guiding, inspiring, and supporting them. Furthermore, religious individuals tend 

to have pro-social beliefs and engage in totality in the conduct of social pro-than 

individuals who do not have religious values (Putnam and Campbell, 2012). 

Smith (2010) in the Theory of moral sentiments analyses the behaviour of 

religious activities from an economic standpoint; he concludes by highlighting 

the reputational value of human capital in the production process. This approach 

considers that the religion of the group reveals moral information on its members 

and provides an economical reference; a member of humble origin can reinforce 

his/her social position; religion acts as a ―club‖ of moral reference for its 

members and increases the efficiency in the assignment of human resources 

(Rossi and Zaclicever, 2006). 

The Catholic Church includes the ―Social Doctrine of The Church‖ in 

order to adapt to the positive idea of work. It did this by divulging various 

encyclicals by Pope Leon XIII, such as ―Rerum Novarum‖ (1891), on labour 

conditions, and the appeal to social justice; and, ―Quadragesimo anno‖ (1931), 

on the problems associated with businesses (Jurado-Caraballo & Rodríguez-

Fernande, 2021). Pope Juan Pablo II published ―LaboremExercens‖ in 1981, 

which deals with the morality and spirituality ideal of Christian work - 

considered a fundamental duty for all Christians (Catechism of the Catholic 

Church, n. 2427), and a means of responding to God's call to participate in the 

transformation and domination of Creation (Jurado-Caraballo & Rodríguez-

Fernande, 2021). 

Blanchard, O'Connor and Ballard (1997) consider ethical, sensible and 

profitable as values to be shared by the employees and adopted by a company 

that proposes flat structures without the accumulation of power in any one level. 

The rise in productivity, the positive organisational atmosphere, the propensity 

for innovation, the alignment with social responsibility, the work-life balance, 

the recruitment of talent, and the value-based decision-making process are all 
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benefits of management by values. The present-day notion of work engagement 

is very related to this approach of Management, as exposed by Abu Bakar (2016) 

when considering the huge impact of religion on shaping people's philosophy 

and its role in work-life interface (Sav, 2016). 

In an empirical study, Zahid (2017) found that religious values  had a 

positive significant effect on the performance of employees. Giving, sharing, and 

sacrificing for the greater welfare of all are virtues that are encouraged by 

religious ideals. The Islamic faith is likewise affected by this. The code that 

governs the duties, ethics, and conduct of all Muslims—individually or 

collectively—in all spheres of life is known as Sharia, or Islamic law. The ideals 

that Muslims should uphold, such as truth, honesty, obligation, and social 

responsibility, as well as the roles of men and women, are outlined in Sharia. The 

religious values of Islam focused on morality and refinement of higher value, 

which is contrary to the nature of individualism related to materialism as 

jealousy, envy, greed, and lack of generosity (Adib and El-Bassiouny, 2012). 

McGuire et al. (2012) also found that religious values are high can rein in 

managers from unethical business practices and improve the efficiency of the 

Organization’s operational cost control. Additionally, managers who strongly 

adhere to religious principles choose actual earnings management over 

manipulating accruals. In their research, Ho et al. (2016) demonstrate that 

religious beliefs can help people sense connectedness, spirituality, affluence, and 

well-being on a holistic level. The results of this study are consistent with the 

findings of the Zahra et al. (2016) that found that religious values significant 

effect on the performance of employees. The better an employee performs, the 

greater their religious values are. It is also supported by research Darto et al. 

(2015) that proves that religious values are a very positive and significant effect 

on the performance of employees. 

Suib and Said (2017) noted that while addressing faith and ethics within 

the context of Islam, both concepts are related to one another through ―seven 

values (care, generous, honesty, justice, loyalty, respect, and responsible).‖ This 

demonstrates that Islam has already offered a manual for people or workers to 

follow in their daily activities, whether they are spending time with their families 

or working. This is due to the fact that spirituality will improve service quality, 

empower employees, and boost customer loyalty and profit levels. Moreover, 

spirituality facilitates positive energy, enhances performance, motivates towards 

good deeds, improves self-realization and increases commitment to social 

responsibility (Hanapiyah, Daud & Wan Abdullah, 2019). This suggests that in 

order to create a positive spiritual culture within the company, the employer must 

consider spirituality as a significant aspect. 

  Hence, it can be concluded that the religiosity and spirituality factor 

contributes to increasing the positive consensus towards the integrity of 

employee in the organization (Hanapiyah et al, 2019).  Spirituality or spiritual 
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life shared by the members of an organization could be a strong predictor of 

ethical issues and decisions at work (Gocer&Ozgan, 2018). However, spirituality 

must be connected to religious knowledge, awareness, and practises in order to 

raise employee morale.  

  From the perspective of the organization, spirituality not only affects the 

decision making, but also in matters that may affect larger scale conditions like 

environmental problems (Hanapiyah et al, 2019).The role of spirituality in 

promoting sustainability and addressing new global challenges is significant, 

given the rapid changes occurring in the world. Consequently, religiosity and 

spirituality are expected to play crucial roles in the wellbeing of individuals and 

humanity as a whole in the coming decades. However, despite its importance, the 

relationship between religion and organizations remains underexplored, and the 

structure and operation of religious organizations have not been adequately 

understood, as revealed by existing literature. 

 

Theoretical Framework  

Understanding the dynamics of workplace behaviour and productivity has 

become more important for academics and practitioners in current organisational 

psychology. One aspect that has drawn interest is the impact that workers' 

religious affiliation has on their productivity at work. At the University of Benin 

in Benin City, Edo State, Nigeria, a theoretical framework based on Social Role 

Theory (SRT) and Social Identity Theory (SIT) was used to thoroughly study 

this connection among non-teaching personnel.  According to the Social Role 

Theory, which was first put out by Eagly and Wood (1999), roles are defined for 

people by society norms and expectations based on their membership in social 

categories. SRT recommends that workers take on and perform responsibilities in 

the job that are in line with the roles they believe society expects them to play. 

This notion becomes especially pertinent when considering how an employee's 

religious membership may influence their duties, expectations, and behaviours at 

work. Tajfel and Turner (1979) created the Social Identity Theory, which 

highlights the role that social categorization and identification play in influencing 

people's attitudes and behaviours. Employees frequently identify with different 

social groups at work, and a prominent feature of their social identity may be 

their religious affiliation. According to SIT, people get a feeling of self-worth 

and belonging from being a part of a group, and this may affect how they behave, 

think, and act in an organisational setting. 

SRT proposes that people take on particular roles in accordance with 

society norms. The religious affiliation of workers might be seen at the 

workplace as a social role that influences their expectations, behavioural 

patterns, and perceived duties.  According to SIT, people get a feeling of 

identification and belonging by being a part of a group. Within the University of 

Benin, an employee's religious connections might be viewed as a facet of their 
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social identity, impacting their perspectives, dispositions, and relationships with 

coworkers. The interaction between social identity and religious affiliation as a 

social role may affect non-academic staff members' motivation, communication, 

and teamwork, among other elements of workplace efficiency. This theoretical 

framework takes into account various mediating and moderating factors that may 

affect the strength and direction of the link between religious affiliation and 

workplace productivity. These factors include organisational culture, leadership 

styles, and the cultural setting of Benin City. Using this integrated theoretical 

framework, the study attempts to advance a more nuanced understanding of the 

complex relationships between non-academic staff members at the University of 

Benin's social positions, religious affiliation, social identity, and workplace 

productivity. 

 

Methods  

The study adopted an exploratory design, specifically a one-shot or cross-

sectional design, to investigate the impact of religious beliefs on the productivity 

of non-teaching personnel at the University of Benin. The target population 

consisted of all such personnel who had been with the university for at least five 

years. The study used both quantitative (survey) and qualitative (in-depth 

interviews) approaches, and a sample size of 339 was determined using Leslie 

Kish's survey sampling formula. Stratified random sampling was employed to 

ensure proportional representation across faculties, schools, offices, and 

institutes.The instruments for data collection included a semi-structured 

questionnaire for quantitative data and in-depth interviews for qualitative data in 

narrative data from purposively selected interviewees. The data collection 

process involves research assistants administering questionnaires and conducting 

interviews in English.For data analysis, the quantitative data was processed using 

the Statistical Package for the Social Sciences (SPSS) version 24, employing 

various statistical techniques such as frequencies, percentages, tables, charts, and 

chi-square tests. Qualitative data, transcribed from the in-depth interviews, 

underwent  manual content analysis to identify recurring themes.The study 

ensured the validity and reliability of its instruments through a pilot test to 

address flaws, revisions based on the pilot study, and evaluation by specialists in 

the subject area. The combination of quantitative and qualitative methods, along 

with a thorough validation process, contributed to a holistic understanding of the 

influence of religious beliefs on non-teaching personnel productivity at the 

University of Benin. 
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Results  

Background Characteristics of the Respondents  

Table 1    Socio-demographic characteristics of respondents  

Variables  Frequency (n = 338) Percentage 

Gender   

Male  190 56.2 

Female  148 43.8 

Age groups    

21-30 years 21 6.2 

31 - 40 years 97 28.7 

41- 50 years 116 34.3 

51- 60 years 83 24.6 

61 years and above 21 6.2 

Educational attainment   

Primary six 11 3.3 

SSCE 21 6.2 

OND/RN 41 12.1 

HND/BSc/MBBS 159 47.0 

Masters/Ph.D 106 31.4 

Religious Affiliation   

Christianity 334 98.8 

Islam 4 1.2 

Marital status    

Never married 95 28.1 

Married 243 71.9 

Divorced - - 

Widowed  - - 

Separated  - - 

Unit/Department    

Security 92 27.2 

Health Centre 88 26.0 

Estate 11 3.3 

Fire Service 41 12.1 

Administration 106 31.4 

Source:  Researcher’s survey, 2022.  

  

Table 1 shows that among the respondents, the males were more than the 

females. Specifically, the male respondents were in the majority with 56.2 

percent and the female were 43.8 percent.  since the difference in percentage 

between the male and female respondents was 12.4 percent, it implies that the 

gender configuration was not too skewed to male gender. Hence, there was a 
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relative gender balance in the sample population. Also contained in Table 1 is the 

distribution of the respondents according to their age groups. It was found that 

the majority of the respondents were in the 41-50 years age group with 34.3 

percent. This age group was followed by the 31- 40 years age group with 28.7 

percent, and the 51-60 years age group with 24.6 percent.  The age groups with 

least percentage of respondents were the 21-30 years and the 61 years and above 

age group with had 6.2 percent of the respondents apiece.  

 

Figure 1    Gender of Respondents  

 
  

In terms of educational qualification, the data collected for the 

educational attainment of the respondents shows that HND/BSc/MBBS 

qualification was preponderant with 47 percent (Table 1).  Also 3.3% of the 

respondents had completed primary six education, 6.2% of the population had 

completed Secondary School Certificate Examination (SSCE), 12.1% of the 

respondents had completed either an Ordinary National Diploma (OND) or 

Registered Nurse (RN) level of education, and 31.4% of the respondents had 

completed either a Master's degree or a Ph.D level of education. Overall, this 

data suggests that a significant proportion of the population have completed 

higher levels of education, with the majority of people having completed at least 

a HND/BSc/MBBS level of education. 

The data on religious affiliation is indicating that 98.8% of the population 

surveyed identified as Christian, while 1.2% identified as Muslim. This suggests 

that Christianity is the dominant religion in the population surveyed. The data on 

marital status is indicating that 28.1% of the population surveyed had never been 

married, 71.9% was currently married, 0% were divorced, widowed, or 

separated. This suggests that the majority of the population surveyed is currently 

married and a small percentage have never been married.  
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Figure 2 Religious affiliations of respondents  

 
 

Figure 3   Marital Status of Respondents  

 

 
 

 

This data shows the percentage of respondents from different units or 

departments within the University of Benin. The largest group of respondents, 

31.4%, were from the Administration unit or department. The second largest 

group, 27.2%, were from the Security unit or department. The Health Centre unit 

or department had 26.0% of respondents, the Fire Service unit or department had 

12.1% of respondents, and the Estate unit or department had 3.3% of 

respondents. 
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 Job Productivity of Respondents 

 

Table 2  Rating of job productivity 

Variable  Frequency Percent 

 Productivity rating score    

 1 point  11 3.3 

2 points  54 16.0 

3 points  62 18.3 

4 points  129 38.2 

5 point 82 24.3 

Total 338 100.0 

Source:  Researcher’s survey, 2022.  

 

The numbers under the variable column in Table  2  represent the 

percentage of respondents who rated their job productivity on a scale of 1 to 5, 

with 1 being the lowest and 5 being the highest. According to this data, 3.3% of 

respondents gave themselves the lowest rating of 1, indicating that they 

perceived their productivity to be very low. 16% of respondents gave themselves 

a rating of 2, indicating that they perceived their productivity to be below 

average. 18.3% of respondents gave themselves a rating of 3, indicating that they 

perceived their productivity to be average. 38.2% of respondents gave 

themselves a rating of 4, indicating that they perceived their productivity to be 

above average. Finally, 24.3% of respondents gave themselves the highest rating 

of 5, indicating that they perceive their productivity to be very high. Overall, this 

data suggests that most of the respondents perceive their productivity to be above 

average, with the majority of respondents rating their productivity a 4. 

 

Table  3 Measurement of satisfaction with job productivity 

Variable  Frequency Percent 

 Level of  satisfaction with job 

productivity 

  

 Low 44 13.0 

Average 157 46.4 

High 137 40.5 

Total 338 100.0 

Source:  Researcher’s survey, 2022.  

 

The rating of the respondents' satisfaction with job productivity is a measure of 

how satisfied employees are with their level of productivity at work. According 

to the data provided, 13.0% of respondents rated their satisfaction as low, 46.4% 

rated it as average, and 40.5% rated it as high (Table 3).  A low rating indicates 
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that the employee felt that they were not productive enough, they might be facing 

some challenges such as lack of motivation, unclear job expectations, lack of 

resources, or poor management. An average rating suggests that the employee is 

meeting expectations but not exceeding them, they might be content with their 

productivity level but not thrilled about it. A high rating indicates that the 

employee feels they are highly productive, they might have a clear understanding 

of their job responsibilities, have the resources they need, and enjoy a supportive 

work environment. It is worth noting that job productivity is a multifaceted 

concept, it can be influenced by a wide range of factors such as individual 

characteristics, work environment, and organizational policies. It is 

recommended to understand the underlying reasons for each rating, and address 

the issues that are impacting employee productivity. 

 

Faith/Religion and Employees’ Productivity 

Table  4   Consulting God for job to be done very well 

Variable  Frequency Percent 

 I pray to my God for me to do my 

job very well 

  

 Yes 273 80.8 

Somewhat 43 12.7 

No 22 6.5 

Total 338 100.0 

Source:  Researcher’s survey, 2022.  

 

The data in Table 4 shows that a majority of respondents (80.8%) reported that 

they prayed to their God for them to do their job very well. A smaller percentage 

of respondents (12.7%) reported that they somewhat prayed to their God for this 

purpose, while a small minority (6.5%) reported that they did not pray to their 

God for this purpose. This data can be interpreted as showing that a large 

majority of respondents have some level of belief in the power of prayer to aid in 

their work, with a significant minority also having some level of belief in the 

power of prayer. It could also indicate that these respondents have a strong sense 

of religious or spiritual beliefs, and that these beliefs play a role in their approach 

to their work. It could also be a reflection of culture, societal or personal beliefs 

about the role of religion in daily life.  
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Figure 4 Consulting God for job to be done very well 

 
 

Table 5  Religious doctrines influence what is done or not in 

performing job  

Variable  Frequency Percent 

 Doctrines of my religion 

influence what I do or not in 

performing my job in my place 

of work 

  

 Yes 96 28.4 

Somewhat 128 37.9 

No 114 33.7 

Total 338 100.0 

Source:  Researcher’s survey, 2022.  

 

The data contained in Table 5  indicates that a majority of respondents (65.3%) 

believed that the doctrines of their religion did influence what they do or do not 

do in their place of work. Of these, 28.4% believed that their religion had a 

strong influence on their job performance, while 37.9% believed that it had a 

somewhat of an influence. On the other hand, 33.7% of respondents believed that 

their religion did not have any influence on their job performance. It's important 

to note that the influence of religion on work can vary greatly depending on the 

individual and the specific doctrines of their religion, as well as the culture and 

norms of their workplace. Some religious beliefs may prohibit certain actions or 

behaviors in the workplace, while others may encourage certain practices or 

ways of conducting oneself. 
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Table 6    To avoid the anger of my God the best is always put in, in job 

performance 

Variable  Frequency Percent 

 To avoid the anger of my God, I 

always want to put in my best in 

my job performance 

  

 Yes 296 87.6 

Somewhat 21 6.2 

No 21 6.2 

Total 338 100.0 

Source:  Researcher’s survey, 2022.  

 

The data  in Table 6 indicates that the majority of respondents (87.6%) indicated 

that they always want to put in their best effort in their job performance in order 

to avoid the anger of the God they serve. A smaller percentage (6.2%) indicated 

that they somewhat agree with this statement, while an even smaller percentage 

(6.2%) indicate that they did not agree with this statement. This data may reflect 

the influence of religious beliefs on work ethic and motivation. Many religions 

place a strong emphasis on the importance of work and doing one's best in all 

endeavors. For these individuals, their faith may serve as a motivator to work 

hard and perform well in their job, as they may view this as a way to honor and 

please their God.The belief in a higher power who holds them accountable for 

their actions may serve as a motivator for these individuals to perform well in 

their jobs. The "Somewhat" respondents may have a similar belief but may not 

prioritize it as much as the "Yes" respondents. The "No" respondents may not be 

motivated by religious belief or may have different beliefs that don't have direct 

connection to their job performance. 

 

Table 7    Rating of the extent to which religious beliefs influence job 

performance 

Variable  Frequency Percent 

 Rating score on the extent to 

which religious beliefs 

influence job performance 

  

 1 point  31 9.2 

2 points 31 9.2 

3 points  104 30.8 

4 points  87 25.7 

5 points  85 25.1 

Total 338 100.0 
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Source:  Researcher’s survey, 2022.  

 

The responses of the respondents on a rating scale of 1-5, with 1 being 

the lowest and 5 being the highest, for the extent to which religious beliefs 

influence their job performance is captured in Table 7. The results as contained 

in Table 7 show that 9.2% of respondents rated the influence of religious beliefs 

on job performance as a 1, 9.2% rated it as a 2, 30.8% rated it as a 3, 25.7% rated 

it as a 4, and 25.1% rated it as a 5. This suggests that there is a relatively even 

distribution of opinions among the respondents, with no clear majority. However, 

it is worth noting that the largest percentage of respondents (30.8%) rated the 

influence of religious beliefs on job performance as a 3, which indicates that they 

believe that religious beliefs have some level of influence on job performance, 

but not a significant level. The next largest percentage of respondents (25.7%) 

rated the influence of religious beliefs on job performance as a 4, which indicates 

that they believe that religious beliefs have a moderate level of influence on job 

performance. 

Running side by side with the quantitative data was the qualitative data 

collected via in-depth interview guide.  The responses of the interviewees are as 

presented below:  

My religious belief has been instrumental on my job productivity. As a Christian 

who believes in job productivity, and who believes in the Christian doctrine 

which teaches the need to express love in relating with my neighbours, I ensure 

that the principle of love is important in my personal life. My  religion promotes 

the principle of integrity, discipline, morality and most importantly empathy.  

Therefore while carrying out my duties in the professional work place I ensure 

that every activity or task is carried out with a serious attitude in order to ensure 

efficiency as that represents the integrity of my religion. While relating with 

other members of the works place I maintain empathy recognizing their feeling 

and treating them in a respectable manner. I understand mistakes can be made 

and ensure the correct solution are made to recertify the problem. I maintain a 

leaning attitude to each problem presented. (38 Years Old Female,  

 

Administrative Staff, 10/01/2023).  
The effect of religions belief in my job productivity is enormous and 

can’t be overemphasized. I can say there are many religious and peoples, and 

people have their various beliefs (40 Years Old Female, 10/01/2023).  

There is no influence of my religious belief on my job productivity. As an 

agnostic, my belief system does not emphasize on a specific attachment to work. 

High productivity is seen as the outcome of hard work. (42 Years Old Male, 

21/01/2023).  
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Good, my belief play little or no role in my job productivity because I do 

not allow my religious belief take the Centre stage or influence my daily work 

schedule or activities (39 Years Old Male, 21/01/2023). 

A content analysis of the qualitative data collected via in-depth interview 

guide reveals that the responses of the interviewees indicate that their religious 

beliefs have varying levels of influence on their job productivity. The first 

interviewee, a 38-year-old female administrative staff, states that her religious 

belief as a Christian has been instrumental in her job productivity. She believes 

in the principle of love and expresses this in her personal and professional life by 

being empathetic towards her colleagues and maintaining integrity and discipline 

in her work. The second interviewee, a 40-year-old female, states that the effect 

of religious belief on job productivity is enormous and cannot be 

overemphasized. She acknowledges that different people have different beliefs. 

The third interviewee, a 42-year-old male, states that there is no influence of his 

religious belief on his job productivity. He identifies as an agnostic and believes 

that high productivity is the outcome of hard work. The fourth interviewee, a 39-

year-old male, also states that his religious belief plays little or no role in his job 

productivity. He does not allow his religious belief to take center stage or 

influence his daily work schedule or activities. 

Overall, the responses suggest that religious belief can play a role in job 

productivity, but the extent to which it does so can vary greatly among 

individuals. Some individuals may find that their religious beliefs have a strong 

influence on their productivity, while others may find that their beliefs have little 

or no impact. Additionally, the responses indicate that different religious beliefs 

may result in different attitudes towards work, with some promoting empathy 

and integrity, while others may not. 

 

Test of Hypothesis  

One hypothesis was formulated for this study. The benchmark for making 

decision of  the existence of a significant relationship or not was based or the 

95% accuracy of results or the 0.05 P-value significance level.  

 

Hypothesis :There is no association between employees’ job productivity and 

the influence of religious doctrines on what is done or not in performing job. 
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Table 8      Contingency table on rating of satisfaction with job productivity 

and the influence of religious doctrines on what is done or not in performing 

job  

Variables  

Doctrines of my religion influence 

what I do or not in performing 

my job in my place of work 

Total Yes 

Somewh

at No 

Rating of 

satisfaction 

with job 

productivity 

Low  22 

50.0% 

11 11 44 

 25.0% 25.0% 100.0% 

Averag

e 

 42 63 52 157 

 26.8% 40.1% 33.1% 100.0% 

High  32 54 51 137 

 23.4% 39.4% 37.2% 100.0% 

                       Total  96 128 114 338 

 28.4% 37.9% 33.7% 100.0% 

Chi-Square Tests = 12.335df = 4    P-Value = 0.015 

Source: Researcher’s survey, and SPSS Computation.  

 

Table 4.8 is contingency table which cross tabulate the independent variable: 

influence of religious doctrines on what is done or not in performing job, and the 

dependent variable:  employees’ productivity. This was done to test the 

hypothesis that there is no association between employees’ job productivity and 

the influence of religious doctrines on what is done or not in performing job 

among non-teaching staff in the University of Benin. With a Chi-Square of 

12.335, a  df  of 4, and a P-Value of 0.015, it was found that the there was a 

significant  association between employees’ job productivity and the influence of 

religious doctrines on what is done or not in performing job among non-teaching 

staff in the University of Benin.  This finding implies that the doctrines of the 

religions which employees practice more often than not influence their job 

productivity by way of what they do and do not do in the course of performing 

their jobs.  

Figure 5   Clustered bar chart on rating of satisfaction with job productivity  

and the influence of religious doctrines on what is done or not in performing 

job 
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Discussion of Findings  

The data in Table 4 shows that a majority of respondents (80.8%) 

reported that they prayed to their God for them to do their job very well.. It could 

also indicate that these respondents have a strong sense of religious or spiritual 

beliefs, and that these beliefs play a role in their approach to their work. It could 

also be a reflection of culture, societal or personal beliefs about the role of 

religion in daily life. With a majority of respondents (65.3%) believing that the 

doctrines of their religion did influence what they do or do not do in their place 

of work, it's important to note that the influence of religion on work can vary 

greatly depending on the individual and the specific doctrines of their religion, as 

well as the culture and norms of their workplace. Some religious beliefs may 

prohibit certain actions or behaviors in the workplace, while others may 

encourage certain practices or ways of conducting oneself. In Table 5, 65.3% of 

respondents believe that the doctrines of their religion influence their job 

performance. The data shows that for 28.4%, religious doctrines have a strong 

influence, while for 37.9%, the influence is somewhat significant. This finding 

tallies with that of Alesina et al. (2016) which shows that religious diversity have 

a positive influence on economic growth, production, ideas, skills and work 

experience (Alesina et al., 2016); and that of Zahra et al. (2016) which found that 

religious values significant effect on the performance of employees. These 

findings imply that religious beliefs and practices are significant factors in 

shaping work behavior. 
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The data in Table .6 indicates that the majority of respondents (87.6%) 

indicated that they always want to put in their best effort in their job performance 

in order to avoid the anger of the God they serve. This data may reflect the 

influence of religious beliefs on work ethic and motivation. Many religions place 

a strong emphasis on the importance of work and doing one's best in all 

endeavors. For these individuals, their faith may serve as a motivator to work 

hard and perform well in their job, as they may view this as a way to honor and 

please their God. The belief in a higher power who holds them accountable for 

their actions may serve as a motivator for these individuals to perform well in 

their jobs. The "Somewhat" respondents may have a similar belief but may not 

prioritize it as much as the "Yes" respondents. The "No" respondents may not be 

motivated by religious belief or may have different beliefs that don't have direct 

connection to their job performance. There was a relatively even distribution of 

opinions among the respondents, with no clear majority. However, it is worth 

noting that the largest percentage of respondents (30.8%) rated the influence of 

religious beliefs on job performance as a 3, which indicates that they believe that 

religious beliefs have some level of influence on job performance, but not a 

significant level. The next largest percentage of respondents (25.7%) rated the 

influence of religious beliefs on job performance as a 4, which indicates that they 

believe that religious beliefs have a moderate level of influence on job 

performance. Overall, the responses  from the qualitative data suggest that 

religious belief can play a role in job productivity, but the extent to which it does 

so can vary greatly among individuals. Some individuals may find that their 

religious beliefs have a strong influence on their productivity, while others may 

find that their beliefs have little or no impact. Additionally, the responses 

indicate that different religious beliefs may result in different attitudes towards 

work, with some promoting empathy and integrity, while others may not. 

Table 7 presents a varied distribution of opinions on the extent to which 

religious beliefs influence job performance. The majority (56.2%) rated this 

influence as moderate to high (scores 3-5), indicating a meaningful impact. The 

qualitative data from interviews further supported this, illustrating the diverse 

ways in which religious beliefs intersect with work ethics.The qualitative data 

from in-depth interviews provided a nuanced perspective. Different individuals 

expressed varying degrees of influence of religious beliefs on their job 

productivity. While some saw religion as instrumental in shaping their work 

ethic and behavior, others, particularly those with non-religious beliefs, attribute 

their work motivations to factors other than religion.The hypothesis testing in 

Table 8 indicates a significant association between employees’ job productivity 

and the influence of religious doctrines on what is done or not in performing a 

job. This finding supports the idea that religious doctrines play a role in 

influencing job performance among the non-teaching staff at the University of 

Benin. 
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Conclusion  

Religious beliefs can play a role in job productivity, but the extent to 

which it does so can vary greatly among individuals. Some individuals may find 

that their religious beliefs have a strong influence on their productivity, while 

others may find that their beliefs have little or no impact. There is a strong 

connection between religious beliefs and job productivity among the non-

teaching staff at the University of Benin. Prayer, adherence to religious 

doctrines, the motivation to avoid divine displeasure, and varied ratings of the 

influence of religious beliefs all contribute to a complex interplay between faith 

and work. There are diverse ways in which individuals interpret and embody 

their religious beliefs in the workplace. It is crucial for employers and 

policymakers to recognize and respect these diverse perspectives. While for 

some, religious beliefs serve as potent motivators, others may derive their work 

ethics from different sources. Acknowledging and accommodating this diversity 

can contribute to a more inclusive and understanding workplace environment. 
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