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Abstract

The prime concern of this study is to probe the relationship between Islamic work ethics
(IWE) and employee turnover intention (T1) with the mediation of organizational justice
(QJ). Studying this relationship is significantly new in the corporate sector of Pakistan. A
sample of 550 employees from the corporate sector of Pakistan was carried out. The
results accumulated from the study indicated that Islamic work ethics can play a vital role
in the development and progress of organizations as a remedy for modern organizational,
social and cultural issues in corporate sector of Pakistan. A questionnaire containing 40
items was adopted. Middle and senior management staff of 32 corporate sector
organizations from 10 cities of Pakistan are taken as participants. The results showed that
the Islamic work ethics and turnover intention are negatively associated. The mediating
effect of overall organizational justice has shown positive mediation between Islamic
work ethics and turnover intention. The study concluded that the idea of IWE works as a
remedy for the growing ethical crisis of corporate sector organizations of Pakistan which
should be infused in organizational culture for sustainable organizational performance
and growth.

Keywords: Islamic work ethics, organizational justice, turnover intention, organizational
distributive justice, organizational procedural justice, organizational interactional justice.

1. Introduction

Corporate sector is emerging very fast in Pakistan and facing different problems of
ethical nature. Damaging effect of ethical problems provides a gap for the researchers
(bin Salahudin et al. 2016). Management of ethical problems has become a challenge for
the organizations in the shape of financial, moral, social and behavioral misconduct,
resulting in high turnover in organizations (Abbasi, 2008). The employee turnover is a
big concern for the organization (Schwepker, 2001).

Many working bodies have articulated the situation by finding the facts and publishing
them in their reports as National Accountability Bureau (NAB, 2005) describes about
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ethical crisis and corruption that “the abuse of entrusted power for private benefit” is a
major reason behind the corruption which leads to the failure to design and shape an
ethical business conducts for the public, private and corporate sector organizations.
According to the annual report of NAB (2014), total complaints received were 18,818 in
the year 2014, which increased to 29,996 in 2015 (NAB, 2015). Most of the laws are
found deficient to comprehend gray areas of a problem in totality (Weiss, 2003).

All systems dealing with ethical issues covers a clear emphasis on invoking goodness to
the conduct and avoiding bad conduct (Mohammad & Quoquab, 2016). Islamic work
ethics have been discussed in several researches (Rokhman & Hassan, 2012; Yeboah-
Assiamah, 2014; Mohammad et al., 2015) and western researchers are focusing on this
paradigm excessively.

In the field of management sciences, Islamic administration system is an expanding
pasture (Armstrong, 2000), and by adopting ethical framework organizations can improve
their performance and work more effectively (Abdi et al., 2014). The employee turnover
is not appreciated in the Islamic work ethics as it creates negativity in the organization.
Employers and employees need to render practices which would benefit each other and
the turnover rate should be minimal in the organization (Rice, 2006; Ali & Al-Kazemi,
2007). The base line of Islamic work ethics remains following the teachings of Allah
(SWT) and actions of Holy Prophet Muhammad (PBUH) throughout his life (McGee,
2012). The ultimate source of guidance is the Holy Quran (Ashtankar, 2015) and Sahih
Hadith (Beekun, 1999). Allah says: “You are the best of the nations raised up for (the
benefit of) men; you enjoin what is right and preclude the erroneous and believe in God”
(Al-Qur’an 3:110). Islamic work ethics encapsulates the professional as well as personal
lives of an individual entity. Therefore, in the Quran, Allah (SWT) says; “let there arise
out of you a band of people inviting to all that is good, enjoining what is good, and
prohibiting what is wrong” (Al-Qur’an 3:104).

Organizational contexts have always been using fairness and justice in their organizations
(Miller et al., 2012). Organizational justice is an important facet of the international
human resource practices. Employees tend to leave organizations due to the absence of
justice in the firms. Injustice element in the organizations can be experienced at different
levels and hierarchies. (Ambrose & Schminke, 2009). It is the matter of common
observation that people learn to switch jobs after the acknowledgment of unfairness and
prejudice in the organization (Cropanzano, 2012).

Ground for argumentation about the variables Islamic work ethics and turnover intention
along with organizational justice pertaining the wide range of indicators differing and at
times contradicting is discussed. Organizational justice is also investigated against
Islamic work ethics (Rokhman, 2010; Ali & Al-Owainhan, 2008; Rokhman & Hassan,
2012) and some researchers provide investigative opinions about Islamic work ethics and
turnover intention (Jalil et al., 2010; Sadozai et al., 2013), and between organizational
justice and turnover intention (Choi, 2011; Aghaei et al., 2012; Rai, 2013). This study
focuses among the relationship between Islamic work ethics, organizational justice and
turnover intention along with the mediating effect of organizational justice with Islamic
work ethics and turnover intention in the corporate sector of Pakistan.
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2. Literature Review
2.1 Islamic Work Ethics

On the individual level, moral development of an individual is taken into consideration.
The attitudes and behaviors of individuals are manipulated by the ethical environment
present around him. The prevailing circumstances are evaluated as per the individual’s
thinking and the customary actions raging in the environment (Okpara, 2004). The Holy
Qur’an says: “Allah orders justice and right conduct and passing to relatives and forbids
immorality and bad conduct and oppression. He admonishes you that perhaps you will be
reminded” (Al-Qur’an 16:90). On the organizational level, the practices, environment,
climate and principles, codes, climate and policies of the firm reform the ethics paradigm
in an individual. The perception and acuity of ethics are hence greatly caused by the
organizational ethical environment (Singhapakdi et al., 1999).

Ali believes that, “Islamic work ethics is an orientation that shapes and determines the
engagement and participation of the worshippers in the workplace” (Ali & Al-Owaihan,
2008). Islamic work ethics encompass social linkages between the groups and the
organizations in the light of the Islamic doctrine of work environment (Rahman et al.,
2006). Kheder (2001) believes that Muslim communities where the idea of Islamic work
ethics is observed and practiced, it is observed that public interest is always given more
importance and priority against self-interest. The teachings of Islam benefits the fellow
beings and the society by giving moral principles under the guidelines of Allah (SWT)
and Prophet (PBUH) (Murtaza et al., 2016).

Islamic work ethics is rooted in the principles signified in the Holy Quran and Hadith of
the Holy Prophet (PBUH). Yousef (2001) highlighted six dimensions of Islamic work
ethics; hard work, justice and honesty, working as an obligation, contentment and
pleasure, fair distribution of wealth, technology & skill up gradation are of primary
importance (Beekun & Badawi, 1999). The hard work constraint is attached to both
employers and employees. It is also obligatory for employees in the sense as there are
certain tasks that cannot be finished effortlessly; competency and skills are required
(Abbasi & Abbasi, 2008). Employees must grasp technological measures whole-
heartedly and acknowledge this favor from the organization, and must put great effort in
the learning phase, as this would eventually help them in their respective job roles
(Uygur, 2009; Kumar & Rose, 2010). Their every step should reflect their task
completion as an obligation and must spend adequate time in learning and teaching phase
(Arslan, 2001; Graafland et al., 2006). The execution of tasks without allegiance does not
turn out to be promising thus performance with loyalty is the key to success (Turkdogan,
2002; Darwish, 2000). Islamic work ethics highlights fair distribution of wealth, as it is
indispensable for the employees, they consider management reward by watching their job
roles in the organization (Khan, 2000). In case of accomplishing enormous profits,
bonuses should be given to the employees (Williams & Zinkin, 2010). The employees
behaviors and attitudes overall count on justice, reaching the firm on the job, completing
tasks on time, assisting colleagues in the organization, responding to the management on
time, being fair with the organizational systems and contributing fruitfully to the
organization (Metcalfe & Rees, 2010).
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2.2 Islamic Work Ethics and Turnover Intention

Turnover intention and intent to quit are synonymous to turnover behavior which is used
as a focal point for the review of literature by many researchers like Chikwe (2009), Lim
(2008), Taormina and Kuok (2009), and West (2007). Whereas, turnover intention can
significantly involve the dedication level of other employees (Tarmizi, 2008). Galletta et
al. (2011) set up that encountering the chance of duty and flexibility to build up possess
work exercises, can facilitate the feeling of recognizable proof and adherence to
workplace that thusly can decrease the turnover goal.

The effects of turnover classification are positive relationships between them. Voluntary,
functional and avoidable turnover are interrelated with each other. Simultaneously
dysfunctional, non-voluntary and unavoidable turnover has association between them.
The voluntary turnover advocates quitting of non-productive employees willingly and
there is no involvement of employer in the decision making (Batt, 2001; Verma, 2005;
Zimmerman & Darnold, 2009). The employee’s turnover intention has been reported to
be negative commotion in the organizations. Islamic work ethics discourages replacing
employees or competent work force leaving organization rather it focuses on retention of
employees (Rice, 2006; Ali & Al-Kazemi, 2007). Sadozai et al. (2013) shared their
findings from the organizations working in the public sector of Pakistan that the
significant negative correlation is observed between Islamic work ethics and turnover
intention. Based on the literature review:

» Hu: It is hypothesized that a negative relationship exists between Islamic work
ethics and turnover intention.

2.3 Islamic Work Ethics and Organizational Justice

Employee subjectivism is perceived to be resultant as fair or unjust, while making
decisions about allocation of resources, decision making and social interaction in
organizations (Hassard, 2012; Caron et al., 2013). For a long time corporate management
considered organizational justice as a strong tool of managing organizations and
operational activities (Caron et al., 2013; Elma, 2013). Prior researches have indicated
that the conceptions of organizational justice were laid in the theory illustrated by Adams
(1963), commonly known as the Equity Theory (Greenberg, 1987; Scandura, 1997
Colquitt, 2001). The expansion of the concept of organizational justice is rooted in social
exchange theory. The input segmentation focuses on the effect of the work, while output
highlights rewards for work (Mowday, 1987). Rokhman (2010) argued that the Islamic
work ethics track is also the same as organizational justice. Allah says: “Indeed, Allah
loves those who are fair (and just)” (Al-Qur’an 49:9). The propagation of justice
procedures in Islamic work ethics is moderately apparent. Ali and Al-Owaihan (2008)
conversely epitomized that there are further sub-classifications of Islamic work ethics and
the inauguration of justice practices in the organization is one of it. Making a perception
that Islamic work ethics has only to deal with the justice activities in the organization is
not a satisfactory opinion. Based on the literature, it is hypothesized:

» H2: It is hypothesized that a positive relationship exists among Islamic work ethics
and organizational justice.
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2.4 Organizational Justice and Turnover Intention

Discussion about organizational justice as a measure to establish an atmosphere of
intelligibility and transparency in the firm is important. Employees’ turnover intention
undoubtedly effects organizational justice exceedingly. The organizations where
organizational justice would prevail, turnover intention would be quite low (Zimmerman
& Darnold, 2009). Ribeiro and Semedo (2014), Aghaei et al. (2012) and, Chang and
Dubinsky (2005) also concluded significantly negative relationship between Turnover
intention and organizational justice. Hence it is hypothesized:

» Ha: It is hypothesized that there is a negative relationship between organizational
justice and turnover intention.

2.5 Organizational Justice, Islamic Work Ethics and Turnover Intention

The check for mediation of the variable suggested by Baron and Kenny (1986) consists of
three tests including direct and indirect relationships of the variables. The result give a
clear distinction to the conceptualization of ethics and organizational justice. Just and fair
distribution of economic and land resources to the right person for appropriate decision
making are considered as significant facets of justice in Islam. The proper positioning and
allocation of authority is associated with justice in Islam (Schminke et al., 1997;
Muhammad, 1993; Beekun & Badawi, 1999). The inculcation of justice and Islamic
work ethics leads to negative relationship with turnover intention (Rokhman, 2010).
Distributive, interactional and procedural justice adds the value to the overall impact of
organizational justice. Islamic work ethics show a positive impact on all these
dimensions. Moreover, some researchers also found positive effect of work ethic on
organizational justice. The results are supported by previous studies (Schminke et al.,
1997; Trevino & Weaver, 2001). The relationship of all three dimensions of
organizational justice is found negative while checking against turnover intentions in the
studies pertaining literature about sales force. (Alexander & Ruderman, 1987; Jespen &
Rodwell, 2007; Choi, 2011).

The suggestion of Koh and Boo (2004) about organizational justice theory explained the
relationship between job satisfaction, organizational commitment and turnover intention
by endorsing the perception of organizational justice and its effect on job attitudes of the
employees. The bend and likeness of the employees is considerably noted in the
organizations where organizational justice is practiced. Decreasing and demotivating
attitude against turnover intention is also noticed (Koh & Boo, 2004). The mediation of
organizational justice between managerial practices and turnover intention is
demonstrated by Zhang and Agarwal (2009), Lind and Tyler (1988) and Thau et al.
(2007). Full mediation of organizational justice between HR practices and turnover
intention is reported by Ribeiro and Semedo (2014). Hence it is hypothesized:

» Ha: It is hypothesized that organizational justice will mediate a positive relationship
between Islamic work ethics and turnover intention.
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Figure 1: Framework of the Study

3. Research Methodology
3.1 Sample and Procedure

This research contains the population of the corporate sector of Pakistan, as the explicit
impact of variables needed to be examined on the organizations where an international
code of human resource principles is being practiced. Frankfort-Nachmias and Nachmias
(2007) explained that the cluster of people for the execution of research is the population.
Different sectors were dissected in the study, including telecom and banking industry.
Specifically, those organizations were taken into consideration where corporate practices
are making their roar. 32 organizations in 10 cities were scrutinized for the data
collection phase. The employees of different hierarchical positions were inquired about
their views and perceptions through questionnaires.

The research work is conducted and the questionnaires were evolved in different cities of
Pakistan that include, Islamabad, Rawalpindi, Lahore, Peshawar, Jhelum, Sialkot,
Karachi, Gujranwala, Faisalabad and Multan. Random sampling was done from which
550 employees from the corporate sector responded and their response was taken into
consideration. Validity and reliability measures of the questionnaires were checked for
the authentication of the respective research path.

3.2 Measurement of the Variables

Islamic work ethics is serving as an independent variable of the study. Whereas,
organizational justice is taken as mediating variable against turnover intention which is
the dependent variable of the study. The total numbers of the items of Islamic work ethics
were 17, and they were taken from the research work carried out by Arslan (2001), Ali
(1988) and Yousef (2000). Organizational justice instrument, containing 20 items, was
taken from the study conducted by Niehoff and Moorman (1993). The dependent variable
of this study is turnover intention. Yousef (2000) study provides the instrument with 3
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items assessing turnover intention. Islamic work ethics and turnover intention
questionnaire containing 5 point Likert scale ranging from 1 for strongly agree to 5 for
strongly disagree whereas organizational justice questionnaire is based on a 7 point Likert
scale ranging from 1 for strongly agree to 7 for strongly disagree was used for the
measurement of Independent variable which is Islamic work ethics, mediating variable
organizational justice, and dependent variable turnover intention.

3.3 Construct Validity

Construct validity through confirmatory factor analysis (CFA) which determines whether
the items are assessing the dimensions of the variable (Coldwell & Herbst, 2004).
Construct validity covers the content validity, convergent validity, nomological validity
and discriminant validity.

Table 1: Convergent Validity: Average Variance Extracted (AVE) and Construct
Reliability (CR)

Variall\)l;rlrgozfstruct AVE Score CR Values
TIS 0.794 0.920
0ODJ 0.576 0.871
OPJ 0.485 0.845
[8]N 0.327 0.850
IWE 0.398 0.922

Note: AVE= Average Variance Extracted, CR= Construct Reliability; TIS = Turnover Intentions,
ODJ = Organizational Distributive Justice, OPJ= Organizational Procedural Justice, OlJ=
Organizational Interactional justice, IWE= Islamic work ethics.

Table 1 explains the convergent validity that contains items having only factor loadings
0.4 or larger after excluding less loaded items. Hair et al. (2006) have suggested
investigating the scores of standardized factor loading, constructing reliabilities and
average variance extracted to assure the convergent validity. One of CFA measures is
Convergent validity under Construct Validity which includes Construct Reliability (CR),
Factor Loading and Average Variance Extracted (AVE). Cua et al. (2001) said that the
factor having the load more than 0.4 is considered significant for convergent validity. The
cut off values exceeding 0.50 in respect of both construct reliabilities and AVE are
considered significant to make sure the convergent validity (Fornell & Larker, 1981;
Bagozzi et al., 1991; Hair et al., 2006). The threshold value 0.4 for AVE is also good
enough (Diamantopoulos & Siguaw, 2000).

The table 1 contains the score of AVE and CR for the dependent variable i.e. turnover
intentions (TIS) that is 0.794 and 0.920 respectively. The mediator of proposed model i.e.
organizational justice has three facets; firstly, organizational distributive justice with the
score of AVE is 0.576 and CR is 0.871; secondly, organizational procedural justice with
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the score of AVE is 0.485 and CR is 0.845; thirdly, organizational interactional justice
with the score of AVE is 0.327 and CR is 0.850. Whereas Islamic work ethics measures
the turnover intentions of the corporate sector of Pakistan, which encompasses with the
score of AVE is 0.398 and CR is 0.922.

Table 2: Refined Instrument

Name of the Variable Cronbach’s Alpha | Number of items
Islamic Work Ethics 0.92 15
Organizational Justice 0.86 17
Turnover Intentions 0.92 3

The Cronbach’s alpha’s value against every variable as shown in table 2, represents the
reliability of every element of the questionnaire. The turnover intention is a dependent
variable having three items with the figure of reliability of 0.92. The independent variable
is Islamic work ethics that include fifteen items after excluding two items indicate the
reliability with Cronbach’s Alpha’s value as 0.92 respectively. Twenty items with three
dimensions of the mediator organizational justice i.e. interactional justice, procedural
justice and distributive justice, is having Cronbach alpha 0.86 after excluding three items
of organizational interactional justice.

4. Results and Discussion
4.1 Respondent Profile

In the first phase, it was found that most of the respondents were male (72%) and the
female (28%) respondents were not pretty much. The second phase of the descriptive
statistics, ages of the respondents were calculated and analyzed. Middle aged respondents
(age bracket 33-39) were found in the majority (22.7%). Usually this is the phase when
individuals have about to reach considerable amount of time in the industry.

In the next stage of descriptive statistics, region wise scrutiny of the data was done. The
regional dissection provided powerful results and indicated the constituencies where most
of the data was gathered. Karachi (24.4%) and Islamabad (16.5%) dominated the list as
the number of frequencies was relatively higher than the other cities. Followed by Lahore
(15.6%), Rawalpindi (14.2%), Faisalabad (5.6%), Peshawar and Gujranwala (4.9% each),
Multan and Jhelum (4.7% each) and Sialkot (4.4%). It signifies that majority of the
population was of Islamabad, Karachi, Lahore and Rawalpindi.

In the fourth stage of demographic statistics, the unfolding of educational qualifications
took place. The Master’s Degree holders (47.3%) were found to be in the majority
followed by the Bachelor’s Degree holders’ (28.2%). Lastly, respondents with other
qualifications were 135 in total, summing up to be 24.5% of the overall population. The
last part of the descriptive statistics section was on work experience. The people with 1-5
years (39.1%) of work experience leaded with the frequency of 215.
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4.2 Path and Mediation Analysis
4.2.1 Testing of hypotheses based on regression weights

The paper provides deep insight by checking organizational justice as a mediator between
Islamic work ethics and turnover intention. So to check the mediating effect (partial or
full) Path and mediation analysis of the said variables is done. Hoyle and Smith (1994)
purposed a criteria for the test of mediation which suggests the examination of the direct
effect of IV on DV at first and indirect effects of IV and DV through mediating variable
at last.

4.2.2 Direct Effects: IV —-DV (Regression Coefficients)

AMOS is used to check the direct effect of Islamic work ethics on turnover intention
without the mediation of organizational justice by running the half model (without

mediator) shown in Figure 2.

IWEDD . | Tumower

Figure 2: Structural Equation Model: Direct Effects without Mediation

Standardized regression estimation for the acceptance or rejection of hypothesis is done
in which exogenous variable is checked in direct effect on endogenous variable. The first
requirement of checking the standardized regression estimates between 1V and DV is
covered and shown in Table 3.

Table 3: SEM: Direct Effects without Mediation (IV with DV)

Variables Estimate | P-Value Hypothesis Support
Islamic Work Ethics — TIS -.567 .000* H; is Accepted
Note: P <0.05

Table 3 highlights and confirms the relationship between Islamic work ethics and
turnover intentions which is noted to be negative and significant, this result is consistent
with Ahmad (2011) and Sadozai et al. (2013) that employee’s turnover intention may be
predicated by Islamic work ethics. As the table shows -0.57, p-value < 0.05 standardized
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regression weight. This implies that if the level of Islamic work ethics increases by one-
unit among corporate employees of selected groups of business then the employees’
turnover intentions will decrease by 0.567 units, which denotes the acceptance of the first
(H1) hypothesis at 95% confidence level.

4.2.3 Mediation Effects (Indirect Effects)

The second requirement of Hoyle and Smith (1994) after checking the direct relationship
of IV on DV is fulfilled by checking the indirect effect of IV on DV with the mediating
role of organizational justice. Baron and Kenny (1986) is given preference on Sobel’s test
as it is conservative due to its highly skewed sampling distribution and falsely presuming
symmetry (Mackinnon et al., 1995. Furthermore, Baron and Kenny (1986) recommends
four conditions of mediation in which the first stage provides an insight by checking the
effect of the independent variable on Mediating variable as well as the impact of the
mediating variable on Independent variable.

In addition to, there are four conditions which are required to accomplish for proving
mediation between the relationship of proposed IV and DV (Baron & Kenny, 1986);
speaks about partial and full mediation. According to them full mediation which is
considered non-significant and partial mediation which is smaller significantly is checked
by a mediating variable between independent and dependent variable. Direct relationship
between IV and DV, 1V and mediating variable (MV), and MV and DV are also checked.

4.2.4 Structural Equation Model: Direct Effects of IV with MV and MV with DV

Figure 3 depicts the direct relationship of Islamic work ethics with the proposed mediator
of this study which have proved positive relationship between Islamic work ethics and
organizational justice which is significant too. Whereas, the figure 4 describes the
negative and significant relationship between proposed MV and DV i.e. turnover
intentions. These associations at significant levels actually validate the first two

conditions of Baron and Kenny (1986).

IVWEDQD - — CrgJus

i

Figure 3: Direct Effect of Islamic Work Ethics on Organizational Justice
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Table 4: Regression Weights of Direct Effects of 1V on MVs and MVs on DV

Variables Estimate P-Value Hypothesis Support
IWE — OJ 751 .000* H; is Accepted
0] —TIS -.598 .000* .
Hs is Accepted
Note: P <0.05

The relationship of Islamic work ethics with the mediator organizational justice found
positive and significant relationship as shown in Figure 3. The support of previous studies
can also be seen as Lau and Wong (2009), discloses about the influence of ethical climate
in the workplace while using distributive and procedural justice. The regression weights
or beta values of Islamic work ethics with respect to organizational justice is 0.751, P-
value < 0.05 as shown in Table 4. The results elaborate that if a change under Regression
weights is by one unit in Islamic work ethics in employees working in a corporate sector,
then the positive and significant change would also be seen in organizational justice by
0.751 units and proved that the data is in favor of the hypothesis 2, so Hy is accepted.

CrgJus -0 o] Tumowver

Figure 4: Direct Effect of Organizational Justice on Turnover Intentions

As observed that the negative and significant relation is present in organizational justice
and turnover intention, the result is deduced that turnover intention will be reduced by
improving the organizational justice in a working environment. Previous studies also
provide a back up to this result as Nadiri and Tanova (2009) concluded that
organizational justice has a negative relationship with turnover intention. Figure 4 and
Table 4 shows the regression weight or beta value of organizational justice with regard to
turnover intention is -.0598, P-value < 0.05. Regression weight explains if a change is
seen by one unit in organizational justice than the negative change would be seen in
employees turnover intention by 0.598 units, so the Hs is accepted.

1060



Durrani & Rehman

4.3 Indirect Effect with Mediation

9

WE QD Tumover

CrgJus

Figure 5: Indirect Effect with Organizational Justice
Table 5: Regression Weights of Indirect Effects

Variables Estimate | P-Value

Islamic Work Ethics — TIS

-.270 .000*
(In Presence of OJ)

Note: P <0.05

[IV and DV in presence of (OJ) Mediator]

As the turnover intention is negatively changed by 0.567 units due to a one unit change in
Islamic work ethics in case of direct effect. Whereas, turnover intention of employees of
the Pakistan corporate sector is reduced by 0.27 units with the mediating effect of
organizational justice as shown in Figure 5 and Table 5.

4.3.1 SEM: Comparison of Direct and Indirect Effects

Table 6 depicts and revealed the results of structural equation modeling which are
ultimately satisfying the fourth condition for proving the mediating effect of the observed
variable between the studied IV and DV as recommended by Baron and Kenny (1986).
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Table 6: Comparison of Direct and Indirect Effects with respect to Organizational
Justice as Mediator

Direct Effects Indirect Effects )
Variables Hypothesis
Support
Estimate | P-Value | Estimate | P-Value
IWE —TIS .
-.567 .000* -.270 .000* Ha is Accepted
(In Presence of QJ)

Note: P <0.05

By analyzing the figure 5 one can find a clear support of Table 6 as it discloses that
Islamic work ethics provides a negative effect on turnover intentions even after the
inclusion of organizational justice as mediator. In addition, there is found partial
mediation of organizational justice between Islamic work ethics and turnover intention,
as the percentage change has been reduced by inclusion of said mediator. Previous
studies support the findings, organizational justice is used as a mediator between Islamic
work ethics and turnover intention in separate studies, according to Greenberg (1990)
work ethics have a positive effect on organizational justice and both distributive and
procedural justice provided a significant mediating role on turnover intentions (Lee,
2000). As the four conditions, i.e. i) IV must be related to DV, ii). The IV must be related
to MV, iii) MV must be related to DV, iv) indirect beta values must be reduced, for the
validity of the mediation effect of proposed mediators have been proved in this study as
recommended by Baron and Kenny (1986), so the H4 is accepted.

5. Conclusion

The value addition made by the study is a detailed and comprehensive study of the
mediating role of organizational justice in relation to Islamic work ethics and turnover
intention in the corporate sector of Pakistan which combines the previous studies testing
and investigating the link between Islamic work ethics and turnover intention, and a few
between organizational justice and turnover intention. The summary of the data collected
and processed under regression analysis tells that organizational justice is mediating by
enhancing the overall effect of Islamic work ethics on turnover intention. The
relationship of turnover intention and Islamic work ethics is found negative. Deduced
results of this research demonstrate that Pakistan's corporate sector should adopt an
Islamic work ethics doctrine in order to achieve high goals and standards of
organizational performance in the business world. Organizations must incorporate
Islamic work ethics and organizational justice in the reward and punishment system
which can help in reducing turnover intention for sustainable organizational growth.
Organizational implications for the corporate sector organizations include the
incorporation of Islamic work ethics in corporate management to improve the
organizational performance to attain sustainability along with the increasing will and
vigor to influence the managerial performance. Multifold study contributes to the
investigations and the role of Islamic work ethics in reducing the trend of turnover
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intention in the corporate sector of Pakistan. This study also unfolds the role of
organizational justice in mediation with Islamic work ethics and turnover intention in the
corporate sector of Pakistan.

6. Theoretical Contribution

In comparison to other theories including teleological, deontological and virtual ethics
which give emphasis on the end result, moral rights, moral character and outcome of any
specific action (Ali et al. 2014; Igbal & Mirakhor, 2017). Islamic work ethics focuses not
only on action but the intention and organizational prosperity as well (Emerson, 1976).
Equity theory also enhances the idea of organizational justice (Adams, 1965). Present
study supports the importance of organizational justice too in achieving sustainable
results by reducing turnover intention and also serves the purpose of examining the
relationship between Islamic work ethics, organizational justice and turnover intention.

7. Limitations and Future Research Directions

In addition to cost and time, there are certain limitations of this study in terms of Culture,
organizations and sector are the major limitations of the study as the study is carried out
in the corporate sector organizations of Pakistan that must be given consideration while
making any generalized conclusion from the research work.

The future research can take several measures on the respective topic. Researchers can try
to co-replicate this study in the public sector of Pakistan. Different environmental
changes may cause organizational justice to effect organizational behaviour and turn over
decisions. This area of study can be explored by other researchers in this field.
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