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Abstract: This study examined the impact of Islamic work ethics on organizational commitment and 

Turnover intention on public sector of Pakistan. The study used random sampling technique to collect data 

of 395 respondents from 36 institutions of public sector of Pakistan. The empirical testing indicates that 

Islamic work ethics has positive impact on organizational commitment and turnover intention of employees. 

Results also indicate strong negative relationship between organizational commitment and turnover 

intention. Implications, limitations and suggestions for future research are also discussed. 
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Introduction: 

In Islamic literature, Islamic Work Ethic (IWE) is 

as old as Islam itself. However the work ethics in 

contemporary literature started after industrial 

revolution in western world, especially after 

World War II.   

Considerable concentrations of research scholars 

remained on ethics in seventies; therefore usually 

described as the “ethics” decade. According to 

Kernaghan (1980), this focus resulted form both 

public and academic intense concern about ethics 

in public sector and the unprecedented response of 

government to this important issue.  

In the current globalize business world and extra 

ordinary mobility of capital, information; goods 

and even migration of people have made our life 

vibrant. Globalization, with all its opportunities 

and risks is here and will continue with more 

pace. In this fast trade arena, organizations are 

facing ethical issues on daily basis, such as 

corruption, child labor, sexual harassment, 

favoritism, as well as job behavioral outcomes 

related issues etc. These issues are of great 

concern for the better organizational performance, 

avoiding possible losses and even sometime 

survival of the organization itself (Marri et al., 

2012). 

 The unethical practices, push some corporations 

to critical situation, like low organizational 

commitment, intention to leave the organization, 

low organizational performance, revenue losses 

even bankruptcy. Examples from Western 
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societies are Enron, WorldCom, Arthur and 

Andersen. In Pakistani context, examples of 

public sector organizations are Steel Mills, 

Pakistan International Airlines (PIA), Pakistan 

Railways, and PTCL etc.  

The failure of corporations developed an interest 

in research community. According to Ali & 

Kazemi, (2007), scholars began to show an 

interest in the subject after Max Weber publicized 

the role of work ethic in accumulating wealth and 

the rise of capitalism. The Weber's school of 

thought and his followers (i.e. Furnham, 1982 and 

1990; Furnham & Muhuideen, 1984, Furnham & 

Rajamanickam, 1992) concentrated on protestant 

work ethics. Rokhman (2010) is in a view that 

Weber model’s elements may be limited in non 

western societies and acceptable only where non 

Islamic religion is dominant. Now the 

Organizations are more concerned in ethical issue 

and focusing in establishing corporate code of 

ethics to achieve their objective in effective and 

desired way (Marri et al, 2012). 

Pakistan is the 6th largest country in the world and 

2nd among Muslim countries (UN Population 

Division, 2011), with an estimated population of 

181503265 people (official population clock, 

2012), situated on important strategic location 

(Marri et al, 2012). Having 40 Ministries, 44 

divisions run by the Federal Government of 

Pakistan (Establishment Division, 2012) and more 

than 648 public listed companies (SECP statistics, 

2011). Unfortunately, public sector of Pakistan is 

facing sever corruption and other serious ethical 

issues. Transfers, postings, appointments, 

promotions, tendering of development projects 

and other financial activates are polluted with 

discrimination, favoritism and corruption, which 

in result cause low organizational commitment 

and performance. Society as a whole does not see 

corruption as an immoral act rather accepted it as 

evil necessity due to non accountability, weak 

controlling system, un- effective prevention 

measures and non- impeachment of corruption 

culprits and guilty ones made the deteriorated the 

situation. It is so that Baker (2005) coded in his 

book the view point of Pakistani banker “We have 

lost the distinction between what is legal and what 

is illegal. No one hates people who get their 

money through illegal means. Society is not acting 

as a restrain.” 
 

The literature available on work ethics is specific 

to western society; few Muslim scholars examined 

the Islamic work ethics with behavioral variables, 

but remained limited to their country’s 

geographical context with limited sample size and 

sector. However, despite the growing volume of 

studies examining, for instance, organizational 

commitment, there is still very little work done in 

developing countries (Meyer et al., 2002). In fact, 

most organizational scholarship has focused on 

samples from North America (Markovits et al., 

2007). Although studies have focused, for 

example, on Europe (Vandenberghe, 1996), the 

Middle East (Yousef, 2002), East Asia (Chen and 

Fransecso, 2003), Caribbean (Addae & 

Parboteeah, 2006) very few studies have been 

conducted in developing countries like Pakistan 

for example (Chughtai & Zafar 2006; Bashir & 

Ramay, 2008; Riaz & Ramay, 2010; Haroon, 

Zaman & Rehman, 2012; Sadozai, Zaman, Marri 

& Ramay, 2012). 

Additionally, most of the studies conducted on 

organizational commitment and intention to quiet 

were focused on private sector organizations. In 

Pakistan, the impact of Islamic work ethics on 

work outcomes is seldom studied; in the above 

scenario it was logical to extend our 

understanding of employees’ behavior towards 

Islamic work ethics and its impact on 

organizational commitment and turnover 

intention, especially in public sector of Pakistan to 

address the notable prevailing gap in this area of 

research. Therefore, this study is conducted to 

examine the IWE and its consequences on 

Organizational Commitment and turnover 

intention as well as to find the relationship 

between organizational commitment and turnover 

intention. 
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CONTEPTUAL MODEL, LITERATURE 

REVIEW AND RESEARCH QUESTIONS AND 

HYPOTHESES:  

The aim of this research study is to highlight the 

organizational issues experienced in public sector 

organizations. For doing so, this study will 

identify  three research questions to  bring up a 

clarification on how organizational variables such 

as commitment and turnover intention relate 

Islamic Work Ethics in the workplace in public 

sector organization of Pakistan. To pinpoint the 

purpose of this study, the major research questions 

addressed by this study are:  

1. “How does Islamic work ethics have 

impact in on employees’ organizational 

commitment?”  

2. “How does Islamic work ethics have 

impact on employees’ turnover intention?”  

3.  “How do organizational commitment 

perceptions relate to turnover intention of 

employees?”  

The answers to these three questions will be the 

basis of research problem used to point out the 

relations between the organizational variables and 

Islamic work ethics in the model.  The  model,  

shown  in  Figure  1,  is  designed  to  investigate  

the  associations  between  the  organizational  

constructs, which are previously tested 

theoretically and empirically by different scholars, 

as presented in Literature Review part. 

Figure 1: Conceptual Model  

 

ISLAMIC WORK ETHICS  

Morf et al (1999), believe: “Ethics is the moral 

principle that individuals inject into their decision 

making process and that helps temper the last 

outcome to comfort to the norms of their society”. 

IWE is defined by Scholars in various ways. 

Shaikh (1988), defined it as “a set of principles 

prescribing a behavioral code that explains what is 

good and right, bad and wrong, it may even 

outline moral duty and obligations generally”. 

Rizvi (1985), is in a view that Islamic ethics is an 

integrated body of concepts about means and ends 

of human life as presented by total life, including 

administration. Mahdavi (2003), describing the 

functionality of ethical principles, suggests that 

they have the very profound function of making 

behavior predictable. IWE is originally based on 

Qur’an, the teachings of the Prophet who denoted 

that hard work caused sins to be absolved and the 

legacy of the four Caliphs of Islam (Ali, 1995; 

Rizk, 2008) 

Islam emphasizes the ethics in every aspect of life. 

“You are the best nation that has been raised up 

for mankind; You enjoin right conduct, forbid evil 

and believe in Allah”. (Qur’an 3:110). 

 

Another verse in the Qur’an says:  

Islamic 

Work 

Ethic 

Organizational 

Commitment 

 

Turnover 

Intention 
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“The word of thy Lord doth find its fulfilment in 

truth and in justice; none can change His words'”. 

(Qur’an 6:115).  

Even the Holy prophet Mohammad (SAWW) 

says: 

“I have been sent for the purpose of perfecting 

good morals”. (Ibn Hambal, No: 8595) 

 

The Muslim scholars in modern literature started 

the work on Islamic Work Ethics (IWE) in early 

eighties.  They also responded to Weber’s 

opinion, because faith in Islam includes work as 

integral component of the human life. Great 

development been seen when Ali (1988), 

developed scale for measuring Islamic Work 

Ethics. Further the research conducted by Arslan 

(2000 & 2001) has revealed empirical support to 

refuse Weber’s thesis, he compared the British 

and Turkish managers using Protestant Work 

Ethics (PWE). However, Yousef (2001) suggested 

that these limited studies on the topic indicate that 

IWE may share a number of similarities. For 

instance, both IWE and PWE place considerable 

emphasis on hard work, commitment, and 

dedication to work, work creativity, avoidance of 

unethical method of wealth accumulation, 

cooperation and competitiveness at the work 

place. The research conducted by Rokham (2010), 

and Marri et al., (2012), Zaman et al., (2012) also 

focused on IWE and its impact on job related 

behaviors and found that IWE is closely related 

with job satisfaction, organization commitment 

and turnover intention. 

ISLAMIC WORK ETHICS AND 

ORGANIZATIONAL COMMITMENT 

 

Organizational commitment remained one of the 

most widely studied phenomena in the 

organizational behavior literature (Copper-Hakim 

and Viswesvaran, 2005; Maertz et al., 2007) and 

one of the central concepts in psychology 

(Morrow, 1993). As noted in Addae and 

Parboteeah (2006), such strong interest is not 

surprising given organizational commitment’s 

relationship with many critical organizational 

variables such as organizational performance 

(Riketta, 2002), Extensive discussions of such 

relationships are found in the meta-analyses 

(Meyer et al., 2002; Riketta, 2002; Mathieu and 

Zajac, 1990; Balfour and Wechsler, 1996; Goulet 

and Frank, 2002; Liou and Nyhan, 1994; Steijn 

and Leisink, 2006). Allen and Mayer (1990) 

defined organizational commitment as a 

psychological state that attaches an employee to 

an organization. Commitment is often associated 

with loyalty, compliance and enthusiasm to 

accomplish task-related goals in an organization 

(Meyer and Allen, 1997). This leads to some level 

of emotional attachment to the organization. 

Almost every commitment scales evaluates 

affective side of it, which is an employee’s 

identification of organizational objectives as his or 

her own (Allen and Meyer, 1990). It is also argued 

that organizational commitment symbolizes a set 

of emotional responses, which are fairly universal 

for employees. It is believed that everyone should 

possess some emotional feelings to some extent 

for the organization which is worked at (Colquitt 

et al., 2001).  

 

Mahdavi (2001) describes organizational 

commitment as the attachment that is formed 

between employees and their employing 

organization. Mowday, Porter, and Steers (1982) 

are in a view that organizational commitment is a 

relative strength of an individual’s identification 

with and involvement in a particular organization. 

According to (Wagner and Hollenbeck, 2005), it 

is “the degree to which people identify with the 

organization that employs them”. According to 

Werkmeister (1967), commitment is a 

manifestation of the individual’s own self, and 

reflects value standards that are basic to the 

individual’s existence as a person. Kidron (1979) 

further observes that work values show higher 

correlations with moral commitment to the 

organization than calculative commitment (Elizur 

and Koslowsky, 2001). 

Putti, Aryee, and Ling (1989) analyzed the 

relationship between work values and 

organizational commitment based on a sample of 

workers in Singapore. They found that intrinsic 

work values relate more closely to organizational 
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commitment than extrinsic work values.The 

relationship between work ethics and organization 

commitment has received considerable attention 

in the commitment literature (Yousef, 2001). 

Research has also showed that work ethic also 

related with organizational commitment (Kidron, 

1979; Yousef, 2001; Peterson, 2003; Rokhman, 

2010, Marri et al, 2012). 

Based on the above observations, it leads to the 

following hypothesis: 

H1. IWE has positive impact on 

organizational commitment. 

ISLAMIC WORK ETHICS AND 

TURNOVER INTENTION  

Sager et al, (1998) define turnover intention as a 

mental decision intervening between an 

individual’s attitude regarding a job and the stay 

or leave decision. Rice (1999) identified three 

elements which lead to withdrawal of the 

cognition process i.e. (a) to think about quitting 

the current job, b) to find and workout other 

suitable job somewhere else; and, c) to quit. The 

studies conducted on turnover intentions, showed 

the negative relation between work ethic and 

turnover intention. Lewis argued that the new 

young employee would be least attached to a 

particular employer, while the older employee 

might be likely to anchor themselves in a certain 

job, in a certain location and given their stronger 

ties to the community. Studies conducted on 

turnover by Abbasi and Hollaman (2000), have 

found that turnover rates are highest for 

employees in their twenties and in early part of 

their career, a growing lack of loyalty has caused 

higher rates of turnover among employees seeking 

new opportunities and better career part.  

The organizational justice theory well defines the 

link between work ethic, job satisfaction, 

organizational commitment and turnover intention 

(Rokahman, 2010). The justice perception of 

employees effect their job attitudes and 

organizational outcome. From the perspective of 

organizational justice theory, perception of 

fairness in one area makes employees feel fairness 

in other areas also. As a result employees feel 

more satisfaction with management and 

organization (Hartman et al., 1999). Till & Karren 

(2011) found that individual equity was the main 

factor which influenced employees’ job 

satisfaction. In general, organizational justice is of 

two types: distributive justice and procedural 

justice. The former is related with fairness of 

management decisions relative to disbursement of 

rewards such as pay, promotion, and focus on how 

the managerial decisions are made (Koh and Boo, 

2001; Hertman et al., 1999). Procedural justice is 

perceived to be more effective, it is so because 

employees who perceive their organizations to be 

ethical are likely to perceive their organization are 

being fair to them. Resultantly the employees’ job 

satisfaction level will be increased and turnover 

intention will be decreased.  

Studies showed that ethical conduct in the work 

influences job satisfaction, organizational 

commitment and turnover intention (Weeks et al, 

2004; Schwepker, 2001). Furthermore, Kidron 

(1979) explores the link between PWE and 

commitment to organization. The study revealed 

that work ethics is more related to moral 

commitment than calculative involvement.  

Peterson (2003) found the relationship between 

ethical pressure and lower organizational 

commitment and higher intentions to leave the 

organization.  

Based on the above observations, it leads to the 

following hypothesis: 

H2. Islamic Work Ethics will reduce 

turnover intention. 

 

ORGANIZATIONAL COMMITMENT AND 

TURNOVER INTENTION: 

A great deal of research has been conducted that 

attempts to link employee attitudes e.g., 

organizational commitment with behavioral 

factors like turnover intention (Zhao et al., 2007). 

In fact, organizational commitment plays a central 

role in the turnover literature and it has been 

discussed earlier. The  meta-analyses conducted 

by Griffeth et al. (2000), and Meyer et al. (2002), 

proved that organizational commitment is an 
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important antecedent of turnover intentions. The 

studies also revealed that intention to leave is an 

important antecedent to actual turnover. 

Committed employees have been found to be less 

likely to leave an organization than those who are 

uncommitted (Angle and Perry, 1981). It is so 

because they wish to maintain their association in 

order to facilitate organizational goals (Suliman 

and Iles, 2000).  

Many studies have reported a significant 

association between organizational commitment 

and turnover intentions (Steers, 1977; Hom, 

Katerberg & Hulin, 1979; Mowday, Steers, & 

Porter, 1979; O’Reilly & Caldwell, 1980; Wiener 

& Vardi, 1980; Ferris & Aranya, 1983; Stumpf & 

Hartman, 1984; Tett and Meyer, 1993). Other 

research has established a relationship between 

job satisfaction and turnover intentions (Angle & 

Perry, 1981; Bedeoam & Armenakis, 1981). 

Studies of facet satisfaction also have reported 

sighnificant correlations between turnover 

intentions and satisfaction with the work itself 

(Hom et al., 1979; Kraut, 1975; Waters, Roach, & 

Waters, 1976) For example, Perters, Bhagat, and 

O’ Connor (1981) found that organizational 

commitment had a stronger relationship with 

turnover intentions than job satisfaction, though 

satisfaction did make an independent contribution 

to the prediction of turnover intentions. Arnold 

and Feldman (1982) also found that both work 

attitudes correlated significantly with turnover 

intentions, though organizational commitment 

showed the stronger relationship.  

However, a more resent research conducted by 

Hsu (2009) showed no significant relationship 

between organizational commitment and turnover 

intention, most researchers have found a 

significantly negative relationship between 

organizational commitment and turnover intention 

(Addae et al, 2006; Zhao et al., 2007; Pare and 

Tremblay, 2007). It seems to be logical to 

examine in our study, the association of 

organizational commitment and turnover 

intention, and thus we hypothesize the following: 

 

H 3: organizational commitment will 

significantly and negatively influence turnover 

intention. 

 

METHODOLOGY  

Sample and data collection 

Data was collected from different provinces and 

cities of public sector organizations of Pakistan 

using different techniques of non probability 

sampling e.g. convenience sampling, snow ball 

sampling etc. 550 questioners were distributed to 

full time public sector employees. Out of which, 

395 useable questioners were retrieved for 

analysis with a response rate of 71.80%. The total 

duration for distribution/data collection was 3 

months. Majority of the respondents were male 

(75.4). More than 52.9% respondents have master 

level education and only 10.6% undergraduates 

were included in the study.  Majority of the people 

fall in age group of  between 31-40 years (35.4%). 

53.2 % respondents have got 1-10 years 

experience and only 20.3% have experience of 11 

to 20 years. While (74.4%) were married. The 

demographics characteristics are presented in 

table 1.  
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Table 1: Demographics 

Characteristics Frequency Percentage 

Gender 

Male 

Female 

Total  

 

298 

97 

395 

 

75.4 

24.6 

100 

Education 

M Phil/PhD 

Masters 

Graduate 

Undergraduate 

 

59 

209 

85 

42 

 

14.9 

52.9 

21.5 

10.6 

Age 

20 -30Years 

31-40 Years 

41-49 Years 

50 & Above 

 

102 

140 

75 

78 

 

25.8 

35.4 

19.0 

19.8 

Experience 

1 – 10 years 

11 – 20 years 

21 & above 

 

210 

180 

105 

 

53.2 

20.3 

26.5 

Marital Status 

Married 

Unmarried 

 

294 

101 

 

74.4 

25.6 

 

Measurement 

 

To measure the Islamic Work Ethics, 17 items 

(short version instrument developed by Ali 

(1992), were used with little modifications. 

Examples for these items include: I think Laziness 

is a character which some people posses, I believe 

dedication to work is a virtue, and Justice and 

generosity in the work place are necessary 

conditions for society’s welfare, I think Human 

relations should be emphasized and encouraged 

etc. This sort of version already applied in several 

Muslim countries such as Saudi Arabia, UEA, 

Kuwait, Indonesia and Pakistan, the results were 

relatively high. The Cronbach’s α of this scale 

was .79. 

Organizational Commitment was measured with a 

Five -item version of the organizational 

commitment questionnaire (OCQ) adapted from 

Bozeman & Perrewe, (2001), later used by (Luna-

Arocas & Camp, 2008; Rokhman, 2010; Marri et 

al 2012). This scale had a coefficient α of 0.73. 

Turnover Intention was measured using five items 

adapted from previous research (Hom and 

Griffeth, 1991; Luna-Arocas, and Camp, 2008) 

with little modifications. For example: “I consider 

to taking another job”. The scale’s Cronbach’s α 

was measured 0.86. 

A five-point scale was used ranging from 1 

(strongly disagree) to 5 (strongly agree). 

Analysis  

We performed descriptive analysis, correlation 

and simple regression analysis with the help of 

SPSS 17. Table 2 shows mean, standard devotion, 

reliability of scale using cronbach’s alpha & no of 

items of each variables used in this study 
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Results: 

Cronbach’s Alpha shows that there is no issue 

regarding reliability of the scale for e.g. .86 for 

Turnover Intention and all variables have 

minimum acceptance level as recommended by 

Nunnally (1978).  As shown in table 2 people 

agreed with the variables statements used in this 

study. For e.g. IWE have mean of 3.93 which 

mean that people like Islamic work ethics for their 

job prospective. Correlation shows that there is a 

positive relationship between Islamic work ethics 

and organizational commitment (.40). There is a 

negative relationship between Islamic work ethics 

and turnover intention also found in the study of 

(Rokhman, 2010). Both correlation values are 

significant at .001. The third hypothesis indicates 

the negative relationship between OC and TOI, 

which proved by the correlation analysis (-.24) at 

significant level (.001) as shown in Table 2. 

 

 

 

Table 2: Mean, Standard Deviation, Cronbach's Alpha & Correlation 

**. Correlation is significant at the 0.01 level (2-tailed). 

This study used simple regression analysis (SRA) as there were two dependent variables (OC & TOI) and 

one independent variable (IWE). Model 1 shows regression analysis of IWE and OC and Model 2 shows 

IWE and TOI. According to model 1 IWE can explain 16 % variation in OC. ANOVA value shows that 

there is no problem regarding the significance of model as shown in Table 3 (F= 73.55, p = .000).   Model 1 

shows that increase in 1 unit of IWE will increase .63 units of OC in employees of public sector 

organizations as shown in Table 3. Hence, H1 is accepted that IWE will increase organizational 

commitment.  

 

Table 3: Regression Analysis 

Model R R Square Adjusted R 

Square 

F Std. Error β t Sig. 

1 .40a .16 .16 73.55 .63 .40 8.58 .000 

2 .15a .02 .02 8.85 -.32 -.15 -2.98 .003 

a. Dependent Variable: Organizational commitment 

b. Dependent Variable: Turnover Intention 

Model 2 shows regression analysis of IWE and TOI. According to model 2, IWE can explain 2 % variation 

TOI. ANOVA value shows that there is no problem regarding the significance of model as shown in Table 3 

(F= - .32, p = .003).   Model 2 shows that 1 unit increase in IWE will decrease .32 units of TOI in employees 

of public sector organizations as shown in Table 3. Hence, H2 is accepted that IWE will decrease TOI. 

DISCUSSION The main aim of the research was to test the IWE 

impact on organizational commitment and 

Variables 
1 2 3 

Me

an  

S.

D 

Cronbach'

s Alpha 

No of 

Items 

IWE 

1   

3.9

3 

.48 .79 17 

OC 

.40** 1  

3.6

9 

.76 .73 5 

TOI 

-.15** 

-

.24*

* 1 

2.5

8 

1.0

2 

.86 5 
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turnover intention model and to examine the 

relationship between organizational commitment 

and turnover intention. Overall there is good 

support for the proposed model.  A review of the 

literature discussed above, presents previous 

support for the proposed relationships between 

variables.   

For the first hypothesis testing, the results indicate 

that the relationships between the IWE to 

organizational commitment is positive and 

significant.  Whereas, second hypothesis reveals 

that IWE helps to reduce the turnover intention 

among employees. The relation of these results 

supports the prior researches of (Yousuf, 2001; 

Koh and Boo, 2001; Viswesvaran and Deshpande, 

1996; Vitell and Davis, 1990; Rokhman, 2010; 

Mohamed et al, 2006, Marri et al., 2012), which 

demonstrated the positive effect of work ethics on 

organizational commitment and turnover 

intention. The outcome suggests that those who 

strongly support IWE would be more committed 

to their organization and less intentions toward 

turnover intention.  

 As the results indicate that employees of the 

public sector of Pakistan scored high on the IWE 

scale, as indicated by the mean, this demonstrates 

that employees are highly supportive with the 

Islamic ethics in their work place. The high score 

on organizational commitment indicates that 

employees in the institutions investigated have 

high commitment to their current organization and 

less intended to leave. 

IMPLICATION AND RECOMMENDATIONS: 

The Empirical evidences support the assumption 

that to achieve high level of organizational 

commitment and less intention to leave, 

organizations should take into account following 

key factors:  

1. It is dire need that the organizations should 

focus on work ethics during recruitment, 

job orientation process. Employers should 

emphasize on employees’ individual work 

values for performing their organizational 

duties as well as societal responsibilities.  

2. Justice and generosity in the work place 

are key elements for employees and 

society’s welfare; therefore the justice may 

be enforced at all levels.  

3. Benefits from the organizations to 

employees may be equitable with other 

employees working in the same positions. 

4. Cooperation culture among the employees 

and stakeholders has to be fostered and 

human relations emphasized and 

encouraged to provide opportunity to solve 

the individual and organizational problems 

mutually.  

5. The organizations may reward employee’s 

hard work by providing them equal chance 

of carrier advancement and personal 

growth.   

6. The study shows that employees of the 

government sector are in favor of 

cooperative and team oriented 

environment, therefore focus have to be on 

flat hierarchical structure and moderate 

span of control. 

7. Intention may be viewed in measuring 

performance and making accounting rather 

than its results.  

8. Management should consider consistent 

behavior that adheres to Islamic work 

ethics to keep the employees working for 

the organization. 

LIMITATIONS OF THE STUDY 

The current study has methodological limitations 

i.e., sample size and data collection technique, 

which will question the generalization of the 

results in organizations /institutions of other 

sectors, therefore needed to be investigated in 

future studies. The cross-sectional design allowed 

identification of several factors associated with 

organizational commitment and turnover 

intention. The Islamic Work Ethics may also be 

examined with other organizational behaviors 

such as work stress, organizational performance, 

organizational culture, organizational citizenship 

behaviors, turnover intention and locus of control 

with some mediating and moderating variables in 

future studies.     

http://www.ijmsbr.com/


International Journal of Management Sciences and Business Research                                       Volume 2, Issue 2- ISSN (2226-8235) 

http://www.ijmsbr.com  Page 46 
 

 

REFERENCES 

Abbasi, S.M., and Hollman, K.W. (2000) “Turnover: 

the real bottom, line”, Public Personnel 

Management, Vol. 29, pp.333 -42. 

Addae,H.M.& Parboteeah, 

P.K.(2006),“Organizationalinformation,organi

zational commitment and intention to quit: a 

study of Trinidad and Tobago”, International 

Journal of Cross-Cultural 

Management,Vol.6,pp.343-59. 

Ali, J. A. &, Al-Kazemi A. (2007). Managerial 

problems in Kuwait. The Journal of 

Management Development, 21 (5): 366-375.  

Ali, J. A. (1988). Scaling an Islamic work ethic. 

Journal of Social Psychology, 128 (5): 575-

583.  

Allen, N.J., and Meyer, J.P. (1990) “The measurement 

and the antecedents of affective, continuance 

and normative commitment to the 

organization”. Journal of Occupational 

Psychology, Vol. 63, pp. 1-18. 

Angle HL, Perry JL (1981). “An empirical assessment 

of organizational commitment and 

organizational  

effectiveness”. Administrative science 

quarterly. 26: 1-14. 

Arnold, H. J., & Feldman, C. C.  1982. A multivariate 

analysis of the determinants of job turnover. 

Journal of Applied Psychology, 67: 350-360. 

Arslan, M. (2000). A cross cultural comparison of 

British and Turkish managers in term of 

Protestant work ethic characteristics. Business 

 Ethics: A European Review, 9 (1): 13-

19 

Arslan, M. (2001). The Work ethic values of Protestant 

British, Catholic Irish and Muslim Turkish 

Managers.  Journal of Business Ethics, 

31:  321-339 

Bearden, A.G., & Armenakis, A. A. (1981). A Path- 

Analytic study of the Consequences of role 

conflict and ambiguity. Academy of 

Management Journal, 24, pp. 417-424. 

Balfour, D .L. and Wechsler, B. (1996), 

“Organizational commitment: antecedents and 

outcomes in Public organizations”, Public 

Productivity & Management Review, Vol.19, 

pp.256-77. 

Baker. R.B. (2005). Capitalism’s Achilles Hell, Dirty 

money and how to Renew the Free- Market 

System, John Wiley &Sons, Inc. 

Bashir, S. &  Ramay, M.I. (2008). Determinants of 

Organizational Commitment A Study of 

Information Technology Professionals in 

Pakistan,  , Institute of Behavioral and Applied 

Management 

Bozeman, D.P., & Perrewe, P.L. (2001). The effect of 

item content overlaps on organizational 

commitment questionnaire-turnover cognitions 

relationships. Journal of Applied Psychology, 

86(1), 161-173.  

Chen, Z.X. and Fransesco, A.M.(2003),“The 

relationship between the three components of 

employee commitment and employee 

performance in China”, Journal of Vocational 

Behavior,Vol.62,pp.490-510. 

Chughtai, A.A. & Zafar, S. (2006). Antecedents and 

Consequences of Organizational Commitment 

among Pakistani university teachers.  Applied 

H.R.M. Research, 11(1), 39-64.  

Cooper-Hakim, A. and Viswesvaran, C. (2005),“The 

construct of work commitment: testing an 

integrative framework”, Psychological 

Bulletin, Vol.131, pp.241-59. 

Department of Economic and Social Affairs 

Population Division (2011). World Population 

Prospects.  2010 revision. United Nations. 

Retrieved. 

http://esa.un.org/unpd/wpp/unpp/p2k0data.asp

( accessed November 2012-09-08). 

Elizur, D & Koslowsky, M (2001). Values and 

organizational Commitment. International 

journal of Manpower, Vol. 22 (7): 593-599. 

Ferris, K. R., & Aranya, N. (1983). A comparison of 

two organizational commitment scales. 

Personal Psychology, 36, 87-98. 

Furnham, A. (1982) “The Protestant work ethic and 

attitudes towards unemployment”, Journal 

Occupational Psychology, Vol. 55 No.4, p. 

277- 285. 

Furnham, A. (1990) The Protestant work ethic: The 

psychology of work-related beliefs and 

behaviours. London:  Routledge. 

Furnham, A., & Muhuideen, C. (1984). The Protestant 

work ethic in Britain and Malaysia. Journal of 

Social  Psychology, 122: 157-161 

Furham, A. and Rajamanickam, R. (1992). The 

Protestant work ethic and just world belief in 

Great Britain and India”, International Journal 

of Psychology, Vol. 27 No. 6, pp. 401-416 

Government of Pakistan, Population census 

organization, (official population clock, 2012) 

http://www.ijmsbr.com/
http://www.census.gov.pk/


International Journal of Management Sciences and Business Research                                       Volume 2, Issue 2- ISSN (2226-8235) 

http://www.ijmsbr.com  Page 47 
 

Government of Pakistan (Establishment Division, 

2012). Retrieved. http:// www.census.gov.pk( 

accessed November 2012-09-08). 

Government of Pakistan SECP statistics, (2011) 

Retrieved 

http://www.secp.gov.pk/ID/id_index.asp 

(accessed November 2012-09-08) 

Goulet, L. R. & Frank, M. L. (2002),“Organizational 

commitment across sectors: public, non-profit 

,and for profit”, Public Personnel 

Management,Vol.31,pp.201-10. 

Griffeth, R. W., Hom, P. W. & Gaertner, S. (2000), “A 

meta-analysis of antecedents and correlates of 

employee turnover: update moderator tests and 

research implications for the next 

millennium”, Journal of Management, Vol.26, 

pp.463-88. 

Haroon, M., Zaman H.M.F., Rehman, W. The 

Relationship between Islamic Work Ethics and 

Job Satisfaction in Healthcare sector of 

Pakistan, International Journal of 

Contemporary Business Studies, Vol: 3 (5), 

pp. 6-12 

Hartman SJ, Yrle AC, Galle WP Jr (1999). Procedural 

and distributive justice: Examining equity in a 

university  setting. J. Bus. Ethics, 20: 

337- 351. 

Hom, P., & Griffeth, R. (1991). A structural equations 

modeling test of a turnover theory: Cross-

sectional and longitudinal analysis. Journal of 

Applied Psychology, 76, 350-366. 

Hom, P. W., Katerberg, R., & Hulin, C. L. (1979). 

Comparative examination of three approaches 

to the prediction of turnover. Journal of 

applied Psychology, 64, 280-290. 

Hsu HY (2009).  Organizational Learning Culture's 

Influence on Job Satisfaction, Organizational 

Commitment, and Turnover Intention among 

R&D  Professionals in Taiwan during an 

Economic Downturn.  Ph.D. Thesis. 

University Of Minnesota. 

Kernaghan, K. (1980). “Codes of Ethics and Public 

Administration: Progress”. Public 

Administration. 59 P3 

Kidron, A. (1979), 'Work values and organizational 

commitment', Academy of management 

Journal, Vol. 21(2): 239-47. 

Koh, H, C., & Boo, E, H., (2001). The link between 

organizational ethics and Job satisfaction: A 

study of managers in Singapore. Journal of 

 Business Ethics, Vol. 29: 309-324. 

Maertz, C. P., Griffeth, R. W., Campbell, N. S. &  

Allen, D.G.(2007),“The effects of perceived 

Organizational support and perceived 

supervisor support on employee turnover”, 

Journal Of Organizational Behavior, Vol.28, 

pp.1059-75. 

Mahdavi, I. (2001). American Business Education and 

Transfer of Culture. Journal of American 

Association of Behavioral and Social 

Sciences, Conference, 2003.  

Liou, K. T. and Nyhan, R. C. (1994),“Dimensions of 

organizational commitment in the public 

Sector :An empirical assessment”, Public 

Administration Quarterly,Vol.18,pp.99-118. 

Luna-Arocas, R., & Camps, J. (2008). A Model of 

High Performance Work Practices and 

Turnover Intentions, Personnel Review, 37, 

26-46.  

Mahdavi, Iraj: 2003, “Ethical Growth: Do business 

Ethical Attitudes mature as individuals Get 

Older?” Proceedings of the International 

Business Association, Conference, 2003. 

Markovits,Y. ,Davis,A.J. and 

VanDick,R.(2007),“Organizational 

commitment profiles and job Satisfaction 

among Greek private and public sector 

employees”, International Journal of Cross 

Cultural Management, Vol.7No.1, pp.77-99. 

Marri, M.Y.K.; Sadozai, A. M.; Zaman, H. M. F. & 

Ramay, M.I. (2012). The Impact of Islamic 

Work Ethics on Job Satisfaction and 

Organizational Commitment: A Study of 

Agriculture Sector of Pakistan, International 

Journal of Business and Behavioral Sciences   

2(12) 32-45 

Mathieu, J. and Zajac, D.M. (1990) ‘A Review and 

Meta-analysis of the Antecedents, Correlates, 

and Consequences of Commitment’, 

Psychological Bulletin 108(2): 171–94. 

Meyer,J. ,Stanley,D., Herscovitch,L. and 

Topolnytsky,L.(2002), “Affective, 

continuance, and normative commitment of 

the organization: a meta-analysis of 

antecedents ,correlates, And consequences”, 

Journal of Vocational Behavior,Vol.61,pp.20-

52. 

Meyer, J. P. & Allen, N. J. (1997), Commitment in the 

Workplace: Theory, Research and application, 

Sage, California, CA. 

Morf, D. A., Schumacher, M. G., and Vitell, S. J. 

(1999) “A Survey of Ethics Officers in Large 

http://www.ijmsbr.com/


International Journal of Management Sciences and Business Research                                       Volume 2, Issue 2- ISSN (2226-8235) 

http://www.ijmsbr.com  Page 48 
 

Organizations”, Journal of Business Ethics 20, 

265-271 

Morrow, P. C. (1993), The Theory and Measurement 

of Work Commitment, JAI Press, Greenwich, 

CT. 

Mowday, R.T., Porter L.W. and Steers, R.M. (1982). 

Employee-Organizational Linkages: The 

Psychology of Commitment, Absenteeism and 

 Turnover. New York: Academic 

Press. 

Mowday, R. T., Steers, R. M., & Porter, L. W. (1979). 

The measurement of organizational 

commitment. Journal of vocational behavior, 

14, 224-227. 

Mohamed, F., Taylor, G.S., & Hassan, A. (2006).  

Affective commitment and intent to quit: The 

impact of work and non-work related issues.  

Journal of Managerial Issues, 18: 512- 529.   

O’Reilly, C. A., Caldwell, D. F. (1980). Job choice; 

the impact of intrinsic and extrinsic factors on 

subsequent satisfaction and commitment. 

Journal of applied Psychology, 65,559-565. 

Pare G, Tremblay M (2007). The influence of high-

involvement human resource practices, 

procedural justice, organizational 

commitment, and citizenship behaviors on 

information technology professionals‟ 

turnover intention. HEC Montréal group and 

organization management. 32(3): 326-357.   

Peterson, D, K., (2003). The relationship between 

ethical pressure, relativistic moral beliefs and 

organizational commitment. Journal of 

Managerial Psychology, Vol. 16 (6): 557-572. 

Putti, J.M., Aryee, S., Ling T.K. (1989). Work values 

and organizational commitment: a study in the 

Asian context. Human Relations, Vol. 42: 275-

288.  

Riaz, A.; Ramay, M (2010), “Antecedents of job 

satisfaction: A study of Telecom Sector”, 

Perspectives of Innovations, Economics & 

Business, 4(1), 66-73. 

Rice, G. (1999). Islamic ethics and the implication for 

business. Journal of Business Ethics, 18 (4): 

345-358. 

Riketta, M. (2002) ‘Attitudinal Organizational 

Commitment and Job Performance: A Meta-

analysis’, Journal of Organizational Behavior 

23(3):257–66. 

Rizk, R.R. (2008) “Back to basics: an Islamic 

perspective on business and work ethics”, 

Social Responsibility  Journal, Vol. 1 / 2, pp. 

246-254. 

Rizvi, A. (1985) Harmonizing Bureaucracy with 

Islamic Ideology: a Behavioral approach. 

Pakistan Journal of Public Administration, 

XXI , 14.  

Rokhman,W. (2010). The Effect of Islamic Work 

Ethics on Work Outcomes. Electronic journal 

of Business Ethics and Organization Studies, 

Vol.15 (1). 

Sadozai, A. M.; Zaman, H. M. F.; Marri, M.Y.K. & 

Ramay, M.I. (2012).  Impact Of Favoritism, 

Nepotism and Cronyism on Job Satisfaction A 

Study From Public Sector Of Pakistan. 

Interdisciplinary Journal of Contemporary 

Research in Business, 4(6), 760-771 

Sager, J.K., Yi, J. & Futrell, C.M (1998) “A model 

depicting salespeople’s perceptions. Journal of 

Personal Selling and Sales management”, Vol. 

18. pp. 1-18. 

Schwepker, C. H. (2001). Ethical climate’s 

relationship to job satisfaction, organizational 

commitment and turnover intention in the 

salesforce. Journal of Business Ethics, 54: 39-

52. 

Shaikh, M.A. (1998). “Ethics of Decision Making in 

Islam and western Environment”. The 

American Journal of Islamic Social Scientists, 

AJSS, 5, (1) 

Steijn, B. & Leisink, P. (2006), “Organizational 

commitment among Dutch public sector 

employees”, International Review of 

Administrative Sciences, Vol.72, pp.187-201. 

Steers R.M. (1977). Antecedents and outcomes of 

organizational commitment. Administrative 

sciences  

quartly. 22(1). 46-56.   

Stumpf, S., & Hartman, K. (1984). Individual 

exploration to organizational commitment or 

withdrawal. Academy of Management Journal, 

27, 308-329. 

Suliman AM, Iles PA (2000). “The multi-dimensional 

nature of organizational commitment in a non- 

Western context”. Journal of management 

development. 19: 71-82. 

Tett, R. P., & Meyer, J. P. (1993). Job satisfaction, 

organizational commitment, turnover intention 

and turnover: Path analyses based on meta-

analytic findings. Personnel Psychology, 46, 

259-293. 

http://www.ijmsbr.com/
http://dx.doi.org/10.1177/001872678904200305
http://dx.doi.org/10.1177/001872678904200305
http://dx.doi.org/10.1177/001872678904200305
http://dx.doi.org/10.1177/001872678904200305
http://www.aom.pace.edu/amj/


International Journal of Management Sciences and Business Research                                       Volume 2, Issue 2- ISSN (2226-8235) 

http://www.ijmsbr.com  Page 49 
 

Till R.E., Karren R. (2011). Organizational justice 

perceptions and pay level satisfaction. J. 

Manag. Psychol., 26(1): 42 – 57. 

Vandenberghe, C.(1996),“Assessing organizational 

commitment in a Belgian context: evidence 

For the three-dimensional model”, 

AppliedPsychology: AnInternationalReview, 

Vol.45, pp.371-86. 

Viswesvaran, C., & Deshpande, S., P. (1996). Ethics, 

success, and job satisfaction: A test of 

dissonance theory in India. Journal of Business 

Ethics, Vol. 15: 1065-1069. 

Vitell, S, J., & Davis, D. L., (1990). The relationship 

between ethics and Job satisfaction: an 

Empirical Investigation. Journal of Business 

Ethics,  Vol. 9: 489-494. 

Weeks, A., Terry, L., Loe, C., & Kirk, W. (2004). The 

effect of the perceived ethical climate on the 

search for sales forces excellence. Journal of 

 personal selling & sales management, 

24 (3): 199-214. 

Wiener, Y. & Vardi, Y. (1980). Relationships between 

job, organization and work outcomes: An 

integrative approach. Organizational Behavior 

and Human Performance, 26: 81-96. 

Yousef, D.A. (2000). Organizational commitment as a 

mediator of the relationship between Islamic 

work ethic and attitudes toward organizational 

change. Human Relations, Vol. 53 (4): 513-37. 

Yousef, D.A. (2001). Islamic work ethic - A moderator 

between organizational commitment and job 

satisfaction in a cross-cultural context.   

Personnel Review, Vol. 30 (2): 152-165. 

Yousef, D.A. (2002) ‘Job Satisfaction as a Mediator of 

the Relationship between Role Stressors and 

Organizational Commitment. A Study From 

an Arabic Perspective’, Journal of Managerial 

Psychology 17(4): 250–66. 

Zhao H, Wanyne SJ, Glibkowski BC, Bravo J (2007). 

The impact of psychological contract breach 

on  

Work-related outcomes: a meta- analysis. 

Personal psychology. 60: 647-680.   

 

 

http://www.ijmsbr.com/

