Journal of Philosophy, Culture and Religion www.iiste.org
ISSN 2422-8443 An International Peer-reviewed Jalurn E-L,!ll
Vol.12, 2015 NS'E

Impact of Islamic Work Ethics on Work outcomes of Employees
with Personality Conscientiousness as Moderator Vaable in the
Banking Sector of Southern Punjab

Razia Begum

DEPARTMENT OF COMMERCE AND BUSINESS ADMINISTRATIOKC UNIVERSITY FAISALABAD,

LAYYAH CAMPUS.
Abstract
The purpose of this study is to examine the irhpétslamic Work Ethics on work outcomes (Orgaational
Commitment, Job Satisfaction and Turnover Intentmnemployees with personality trait Conscientioess as
a moderator variable in banking sector of SoutHeunjab. Convenience sampling technique was utilired
collect data from banking sectors. The sample afizbis study is 250. The findings indicate thdaitsic Work
Ethics shows the positive and significant relatfopswith Organizational Commitment and Job Satitsdec
Islamic Work Ethics also shows the significant aredjative relationship with Turnover Intention. Meatgon
analysis shows the negative moderating role of €lentousness between Islamic Work Ethics and
Organizational Commitment. There was no moderagiifect in case of Job Satisfaction and Turnovezrition.
Key Words: Organizational Commitment, Turnover Intention, €gentiousness, Islamic Work Ethics and Job
Satisfaction

1.1 Introductions:

In employment the most important aspect is thekvathics of the person. According to Flynn (1994 targe
focus has been on the work ethics of employee expared to his or her skills in selection criteiirece the early
1990s.Beekun (1996) defined work ethics in thesedgid'Work ethics is the actual behavior of natwialvs of
one’s abilities”. Research studies related to wetthics and ethical behavior at work place haveweagtthe
attention of many researchers with ethical failafenany organizations. Knights and O'Leary (20063lgzed
that failure of big companies like Enron, WorldCowthur Anderson, Irish Bank, Merrill Lynch, Tyco
International ,National Bristol-Myers, Citigroup dairKerox was due to ethical decline like finandiaud,
casual culture, corruption in management decisifmompetence of top management and others etc.

This unethical behavior has not only caused thaudtiance in professional life but also has spoiigdjious
institutions. The hidden reason behind major prwbie the society is unethical behavior of peoplar(@eli,
Elizur and Yaniv, 2007).Hanafi and Sallam (1991} s&rhese ethics related questions have got ttentidn of
many researchers”. The study of work ethics duertfanizational failure has got significant attentid\L
Bashir (2008) and Asaar (2005) examined that dhigin of complicated issues due to conductihusiness
at international level also focused on the cosatif standards of work ethics to generate ctirapetitive
edge with the measure of efficiency and profitbistandards of business. The gradual growthriethical
cases and scandals indicated the absence of progernf work ethics to resolve these issues (AhBag008).
According to Rice (1999) research related to wdhkes is in large amount but it is that researcliciviis based
on those unethical issues which were experiencé&tlippe and America and is in the areas of basimerk
ethics. This business related work ethics has kapported by Max Weber theory and follow Protestork
Ethics. In Islam, work ethics is related to thosguirements which an employer expects from emplsyee
working behavior. These requirements include residity, determination, cooperation, effort, inragion and
public dealing of employees (Rahman, 2000). Islanock ethics demands that an employee should sséhér
maximum abilities to do work to get will of God. lah likes that person who does his work by usirgfhll
effort (Kheder, 2001).

Ali (1992) investigated that the Muslims ruled atmminated over the world by the implementation stémic
work ethics. He also analyzed that principlesstdirhic work ethics are foundation of gold era & Muslims.
Ethics actually makes the distinction between rightl wrong decisions of the person. Haroon and d&akh
(2011) defined that ethics is a set of moralitidsolv differentiates between good and bad valuethdrsecond
side unethical professional behaviors cause faitifrerganizations and disturbance of staff andlipuife.
Chalabi (2001) said that social participation, abgustice, cultural adjustment and individual @weristics
such as gender, age, marital status, educatioh iewgloyment and job experience are such factdrswput
effect on Islamic work ethics.

Organizations should consider it their first dutydperate by acting upon the principles of Islamark ethics
.This thing makes employees behave ethically indhganization by following their supervisor's berlav
(Erondu, Sharland and Okpara, 2004). Darwish ands¥f) (2001) said,” Islamic work ethics createssbase
of performing professional duties and obligation asfanization completely. Marri et al., (2012) tdide
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importance of Islamic work ethics in respect of Mahaving with other people. Positive thinking abwork
ethics became strong after the famous publicatfoweber. Weber wrote an essay on, “The ProtestamtkW
Ethic and the Spirit of Capitalism”. After thesebfioations researchers gave much importance to wthis.
Researchers focused their research work on theofoteligion in increasing growth of economy andaitie
gathering after the publication of Weber.

Research study of Yusuf (2001) points out that wethics is positively associated with three dimensiof
organizational commitment like normative, contincanand affective commitment. Randall et al., (1991)
analyzed that employees who have high commitmentifeir organization show more faithfulness to thei
organization. From this, they made conclusion #maployees with high practice of Islamic work ethshow
more satisfaction for their job. Review of paseiéture shows that research work on Islamic wohicethas
been done two times by Ali (1988 and 1992) and 462000 and 2001). Rehman et al., (2006) also took
participation in it by discussing stress level amproving job satisfaction in workplace. Visweswarand
Deshpande (1996) observed that these studies dicshmw results of organizational ethical behaviats
individual level.

The majority of studies related to Islamic wottkies and work outcomes have been carried in Araeric
Significance of Islamic work ethics increased ia teginning of 1980 by the researchers (Nasar 1880988,
1992; Yousef, 2000 and 2001; Rahman et al. 2006ad Al- Kazemi, 2007). The effect of Islamic wasthics
on work outcomes (Job satisfaction, organizatioc@nmitment and turn over intension) was studied by
(Rokhman, 2010). But they did not test the relagfop of variables individually; without taking tredfect of
other variables. Islamic Work Ethics related thsiselies include research of Koh and Boo (2001),ayoutt et
al. (1995), and Chockalingam, Deshpande, and Jod&®8).These studies have been performed in Sangap
Taiwan, and India respectively. There is the gresgd to perform such type of research on Islamidwethics
which caused the Muslims to get the golden eragifteo fourteen century (Ali, 2005).

Findings of this research study predicted posiind moderate relationship of Islamic work ethicthwither job
related variables like job satisfaction and orgatianal commitment. But it showed negative relattip with
turnover intention. To test validity and reliatyil of these studies researchers decidednaduct this study
in other countries (Herndon, Fraedrich, and Yel)120 Past literature shows inconsistency in thdifigs of
research. According to some researchers theré egmtive relationship between job satisfactiod Etamic
Work Ethics. To prove it research work of Honeyat al. (1995), Sims (1998), and Viswesvaran,lpasde,
and Joseph (1998) have reported a negative redfijprbetween organizational ethics and employeas’ |
satisfaction; other researchers have reportedipesitlationships (Saks, Mudrack, and Ashforth, Ronand
Munuera, 2005; Pettijohn, Pettijohn, and Tayl®@0&; Valentine and Fleischman, 2008).

Some other researchers like, Sims and Kroeck (1B84¢ reported no relationship at all. Finally, doehe
significant impact of Islamic work ethics on orgeational outcomes including commitment and intemtio quit
(Jawahar, 2006; Cetin, 2006; Lum, Kervin, ClarkjdRand Sirola, 1998), loyalty (Chen, 2001), emponent
and job stress (Savery and Luks, 2001; Carless4)2@ustomer satisfaction (Homburg & Stock, 20Gt)d
service quality for customers (Malhotra and Mukeerj2004), this study is believed to be neededs,Tihere is
need to check the nature and extent of relationséigeen Islamic Work Ethics and workout comes.

Islam focuses on doing each work in the well-maedeand controlled way. From the Holy Quran which
revealed on the Holy Prophet (PBUH) to the Sunniaklay Prophet (PBUH) every activity has a specific
philosophy of work. Obaid (2005) said that theséogbphies created the law and ethics with cominadf
work and it is necessary for every Muslim to follblese principles while doing work .Work ethicsaigually
the behavior of an employee at his or her workeldde role of work ethics in organizational susdess been
widely investigated. It followed the thinking of magement and leadership. There is very little wofk
researchers on “Islamic Work Ethic” in the Musliomuntries and especially in Pakistan

There is still no such type of study by any researdn which he linked Islamic work ethics with penality
trait. Personality varies from person to person iardhs influence on work outcomes and Islamic wetthics.
So, in this research study personality trait “Casmsiiousness” will be moderator variable. The psmof this
research study is to determine the impact of IgdaWviork Ethics on work with conscientiousness tiit
personality as moderator variable in banking seofoBouthern Punjal/ith respect to the impact of Islamic
work ethics in banking area the objectives of #gearch are to determine the impact of Islamic vedinics on
work outcomes with personality conscientiousnessa asoderator variableThe supporting theory for this
research study is, Organizational Justice Theoldh and Boo(2004) developed this theory. Concept of
organizational justice helps in understanding tki@udes and behaviors of employees in the orgdioiza
(Hartman et al,1999).This theory says when employgerceive justice in their organization it affetteir
attitudes at job and their outcomes in the orgaitina
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Islamic work ethics related research stude® few in the world and their literature in the $dmns countries
especially in Pakistan is very little. These stadiare in other sectors like agriculture, hospitdl,
telecommunication and education etc. Islamic wdhlics provides guidance and suggestions to manadpenst
redesign of team work and other managerial changegroduce productive results and increase existing
commitment and enthusiasm. Islamic works ethics ateta for justice and generosity in the working
environment with giving much preference to issuihkiong and firing. In addition, Ahmad (1976) aivausef
(2001) proposed that the Islamic work ethic doesfaous on the life denial but for the life fulfilent and
considers the business motives as one of the fe®riof life. Koh and Boo (2004) suggested that
implementation of Islamic work ethics creates pesibrganizational ethics and ethical climate whécthances
work outcomes.

1.2 Literature Review:

"Ethics" this statement has its history in the &aihslialect. According to Fraedrich, Ferrell andde (1989) the
word “Ethics” is derived from the Sanskrit word 't8ya".It means self-position, standards, conventmnself-
state of any individual or employee. “Ethics” iually guideline which is followed by people in theecision
making process and it creates the feelings okagilan by following the principles of Islamic woethics and
provide better response for the wellbeing of sgcidorf et al., 1999). Alas (2005) defined thersfgcance of
ethics in the sense of accepted criteria whiclsseetial for performing good deeds of the orgaitupat

Ahmad (2011) studied on Islamic work ethics in B&i. He analyzed the effect of work ethics on reaa
work conflict, job satisfaction, organizational camtiment and turnover intention in Islamic bankiregt®r in
Pakistan. He resulted that there was a positive sgmificant effect of Islamic work ethics on reway job
satisfaction and organizational commitment. Butréheas the negative relationship of Islamic wortkics on
work conflict and turnover intention. Rokhman (2p&alyzed the effect of Islamic work ethics on jelated
variables in Indonesia. Correlation and regressioalysis techniques were utilized to get the resite
concluded the positive impact of Islamic work esham job satisfaction and organizational commitmBut he
showed the insignificant relationship between Istawork ethics and turnover intention.

Mowdy et al., (1982) defined organizational comnatrhin these words, “That authority which causeel th
identity of employees with the organization anderof employees in the goal achievement of orgaioizat
Definition of organizational commitment which waisen by Mowdy was criticized by other researchéiten
and Meyer (1991) presented model of organizati@mmahmitment with three definitions of organizational
commitment likely affective, normative and continaa commitment. Affective commitment was defined in
these words, “The feelings with which an employeted to identify himself by values of the orgatima’.
Continuance commitment was measured with valuegstimated cost which was attached with leaving
organization. Normative commitment was relatech® feelings of attachment by which people wantekietep
themselves with the organization.

Hayati and Caniago (2012) focused their researcthereffect of Islamic work ethics on job relatetiables
like job satisfaction, intrinsic motivation, job f@ermance and organizational commitment in working
environment of Indonesia. Results were taken byetation, regression and moderation analysis. Thend
that Islamic work ethics created intrinsic motieati job satisfaction, organizational commitment gab
performance.

Radzi et al., (2014) made study to determine tlfecebf Islamic work ethics in professional envineent of
Kaula Lumpur, Malaysia. Information for data cotiea was collected by questionnaire technique. Sarsize
for this study was staff of 40 lecturers. Regrassioalysis was carried out to check results. Theyean that
there was positive relationship between Islamicknethics and job performance. They also showed tivega
relationship between Islamic work ethics and orgatidnal commitment. Komari and Djafar (2013) chextkhe
effectiveness of Islamic Work Ethics with respeztthe organizational commitment and job satisfacid
employees in Indonesia. Process of data collestias completed by questionnaire and interviews tgcies.
They evidenced that there was negative relationbbigveen Islamic Work Ethics and job satisfactibhey
showed that relationship between Islamic work Etlasind organizational commitment was negative.

Job satisfaction is measured in terms of good drfealings of an employee which he or she hasif®or her
job .This definition was given by Robins (2005).8e (1997) defined job satisfaction with same sdng with
this small difference that perception of employéasjob and job related issues. The study on tHfaséors
which showed the relationship between different gonents and different facets of job satisfactiors weade
by the scholars who are related to it and haveceffe performance and productivity of organizat{bn et al.,
2005). Detailed effect of work ethics shows that thereeisitionship between job satisfaction and workasthi
Increases in work ethics also increases job satisfa
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Haroon, Zaman and Rehman (2012) performed theurgsd¢o determine the relationship between wokcsthi
and job satisfaction in health sector of PakisTdns research study was carried out in ten pribatpitals. The
data collection process was completed by gettiegéisponse from 80 nurses .For data collectiontiguesiire
technique was used. They resulted that implememtatif work ethics increased the job satisfaction of
employees. Marri et al., (2013) made research emalationship of job satisfaction and Islamic wethics with
the mediating role of intrinsic motivation. The pdgtion of this study was 80 employees of privatd aublic
working sectors. Response was taken from employegss organization by the convenient samplindhtegue.
They examined that those employees who had interésiamic work ethics showed high job satisfaatio

Naqgvi et al, (2013) determined the effect of Islamiork ethics as moderator variable between joisfaation
and organizational commitment in the banking sectioiAzad Kashmir. Data was gathered by getting the
response of 203 employees. Structured questiontedieique was used to get data information. Thagen
conclusion that job satisfaction and organizatiac@hmitment showed the positive relationship wihamic
work ethics. They also evidenced that employeeh siitong liking for Islamic work ethics had satsfiand
committed feelings for job and organization.

“Turnover intention is the behavioral response mfeaployee which affects his plan to leave the miggdion
(Hellman, 1977)".Employee’s thinking about justio€ organization is an important factor which affethe
opinion of employees and their decision for seelang leaving job. Price and Mueller (1986) chandztel
turnover intention into two specific kinds volungaurnover is that where employee his self or Hérseants to
quit job and involuntary turnover is that where aigation forces employees to leave organizatioaviBus
research studies which have been conducted bet¥gdmic Work Ethics and turnover intention showed
negative relationship between them .Turnover im@ndf employees occurs mostly due to three calikes
employee’s age, current salary and job related réeqee.

Ramay et al., (2010) researched on the relationsbipveen Islamic work ethics and turnover intentafn
employees. Random sampling technique was utilizecbllect the information from 395 respondentheyl
concluded that turnover intention was negativellatesl with Islamic Work Ethics. They suggested that
organizations should focus on implementation o&rtst work ethics for maintaining low level of tumrer
intention. Rastgar and Pourebrahimi (2013) madédysbn the effectiveness of Islamic Work Ethics
intention of employees for quitting job .They exard the Islamic wok ethics was negatively relatath w
turnover intention of employees. They focused @natvareness of the distributive, procedural arefactional
justice for declining rate of turnover intentiondrganization.

Personality is a vital predictor for job selectioniteria (Goldberg, 1993). Characteristics due #vspnality
remain unchanged for whole life and they put vesppl effect on working behaviors of individuals (Bsen
and Gerber, 2011). It is indicated by the researotk of personality that it is measurement of perfance of
employees (Ozer and Benet-Martinez, 2006; Schuld@hl). For selection of employees personalityivery
first priority (Barrick and Mount 2000). Barrick at., (2003) said that recent studies of personaldicated that

it affected the living environment of people andgomality related studies were key points for reseers.
Personality helps in the selection of that livingpasphere which is suitable for stay.

2.2 Hypothesis:

H1.There is a relationship between Islamic Worki&&thand organizational commitment.H2. There is a
relationship between Islamic Work Ethics and jotis&action.H3.There is a relationship betweearst Work
Ethics and turnover intention.H4.There is a modegatole of Personality traitQonscientiousneydetween
Islamic Work Ethics and organizational commitmeBtFhere is a moderating role of personality trait
(conscientiousness) between Islamic Work Ethics jaibdsatisfaction.H6.There is a moderating effett
Personality traitConscientiousneybetween Islamic Work Ethics and turnover intemtio

3.1 Population and Sample:

Data for this study was received from the convergidbanking sector. People who are well considéwedhis
study are employees of the conventional bankingpsexd Districts Muzaffargarh, Layyah, Rajan Purkan,
D.G Khan and Bahawalpur .Data collection process wompleted by Convenience Sampling Technique.
Sample size is of two hundred and fifty questioremi Response rate for this study is 83.33%.Foa dat
collection an adopted questionnaire of Ali (199Rdzeman and Perrew (2001), Dubinsky and Harley §),98
(Hom and Griffeth, 1991; Luna-Arocas, and Camp,8@hd Filbeck et al. (2005) is rotated. This questaire
consists of 35 items.

3.2 Measurements:

Questionnaire which is adopted for this study cetssof six parts. First part tells about demograpairiables
which include gender male=1 and female=2 has beeéed and in qualification intermediate=1, bachelpr=
master=3 and MS/M Phil =4 has been coded. Similaryrganization public=1and private =2 has beeded,

for experience 0-3=1,4-6=2,7-9=3,10-12=4 has beeled and for age 20-25=1,26-30=2,31-35=3,36-40nd a
>41=5 has been coded .Every question has speeifal sumber for its identification.
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Second part of questionnaire consists oit€8s of dependent variable (organizational comrmaitmthird
part of questionnaire consists of 03 items of dépets variable (job satisfaction) , fourth pgaas 03 items of
dependent variable (turnover intention, fifth pafrjuestionnaire includes 16 items of indejeen variable (

Islamic Work Ethics and sixth portion of questiaite has 05 items of moderating variable (consmashess
trait of personality) on five point Likert scaleoi~these questions range of scale was made asobg8tr
Disagree; 2=Disagree; 3=Neutral, 4=Agree and 5¥§lyoAgree
3.3 Reliability Analysis:

Nominally and Bernstein (1994) defined relidljilvith these words, “Any measurement or test id $a be
reliable if it creates the same results when itlasie again and again. “Islamic Work Ethics, orgatimal
commitment, Job satisfaction, turnover intentioml aonscientiousness have reliability values as,00882,
0.81, 0.81 and 0.63 respectively. .Blaikie (20083atibed that all values of reliability which areater than 0.6
are trusty and satisfactory. It shows that scalehlvis used here is reliable and trusty.

Table 1 Reliability Analysis:

Variables Value of Cornbrash’s Alpha
IWE 0.88
oC 0.72
JS 0.81
Tl 0.81
PCO 0.63

Resultsand Discussion:
4.1 Data Analysis:

Descriptive statistics determine essential featofabe data in study. They give simple summaryualsample

and measurement. Descriptive statistics helpsrémge data in sensible form.

Descriptive Statistics

N Minimum [Maximum [Mean [Std. Deviation
Organizational Commitment 250 1.00 5.00 3.9387 |.80036
Job Satisfaction 250 1.00 5.00 3.6720 |.88518
Turnover Intention 250 1.00 5.00 2.9813 |1.15841
Islamic Work Ethics 250 1.00 5.00 4,1133 (.56621
Personality Conscientiousness 250 1.00 5.00 3.5824 |.66054

Mean of Islamic work ethics is 4.1133. It depitttat employees have strong liking for Islamic wetkics for
their jobs in the Southern Punjab banking sectoga@izational commitment has 3.9387 mean. Organizait
commitment’s mean is symbol of employee’s high aatisfactory commitment for their working organiaat
in the Southern Punjab. Mean of job satisfactiopicis that employees have not complete job satisfai this
working organization. They are showing normal fegdi for job satisfaction. Turnover Intention has lmean
value of 2.9813 .It is indication of that point themployees have negative attitude to leave theirking
organization under the implementation of Islamiakwethics.

4.2 Correlation Analysis:

Correlation analysis tells about the degree ob@ation between two or more variables. In corietat a term
correlation coefficient is used. It is denoted bya#l “r”. It measures the strength of linear or straighé |
relationship between the independent and dependergbles. 1 value ofr““shows absolute positive

association,-1 value of™ shows absolute negative association and 0 valmessho association.

Table 2 Correlation Analysis:
Construct IWE OoC JS TI
Islamic Work ethics 1.000
Organizational commitment 437 1.000
Job Satisfaction 400** .638** 1.000
Turnover Intention -.151* -.265** <431** 1.000

**Correlation is significant at the 0.01 level (@ied).
*Correlation is significant at the 0.017 level @ked).
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Correlation analysis shows degree of associatfdalamic Work Ethics with organizational commitmevith
r=.437** value. Value of P” which indicates significance of relation is .000tells that relationship is positive
and significant between them. Islamic Work Ethies h r= .400** degree of association with job dation.
Level of significance is .000 here .It shows ttelationship between them is positive and significitegative
value of -.151shows that turnover intention and Islamic Work Eshire negatively associated with each other
with .017 value of “P” .It is showing signifiohvalue.

4.3 Regression Analysis:

Regression analysis is being performed here to kchelation of Islamic work ethics with organizatain
commitment firstly. Secondly Islamic work ethics smagressed with job satisfaction and thirdly Istamork
ethics was regressed with turnover intention. Medélregression analysis is as under a+b (X) +e

Table 3 Regression Results:

Predictors Organizational commitment/ Job Satisfadbn/ Turnover Intention
B R2 AR2 F T Sign.
Islamic Work Ethics | .618 191 .188 58.687 7.661 .000
Islamic Work Ethics | .625 .160 157 47.266 6.875 .000
Islamic Work Ethics | -.308 .023 .019 5.0765 2.401 .017

In table 5 results of regression analysis show liedd value is 0.618.Value of 0.618 shows thaiglavork
ethics has moderate influence on the organizatioo@mitment. It also shows one unit rate of chaingslamic
work ethics will cause 61.8% change in organizatiarommitment. Value of R square shows the vamaiio
dependent variable (organizational commitment)tduedependent variable like Islamic work ethics, B this
model 0.191 value of R square shows 19.1% varidtiosrganizational commitment are explained byrsta
work ethics. Value oF =58.87 shows that model is statistically significal' value 7.661 and P value less than
0.05 are showing the significance of impact of rsfa work ethics on organizational commitment. These
significant values show that there is positive amghificant relationship between Islamic work ethiand
organizational commitment and hypothesis is acceptre. Results of regression analysis of job faatisn
show that beta value is 0.625.Value of .625 shdves tslamic work ethics has moderate impact onjdte
satisfaction. It also shows one unit rate of chamgéslamic work ethics will cause 62.5% changejob
satisfaction. Value of R square in this model B60. It shows Islamic work ethics explain 16% viwia in job
satisfaction. Value of F =47.226 shows that moslaitatistically significant. T value 6.857 and Ruedess than
0.05 are showing the significance of impact ofristawork ethics on job satisfaction. These sigaificvalues
show that there is positive and significant relasioip between Islamic work ethics and job satigfacend
hypothesis is accepted here.

In table 5 results of regression analysis of tuemamtention show that beta value is -.308 Valtie 308 shows
that Islamic work ethics has low impact on turnowgention. It also shows one unit rate of changésiamic

work ethics will cause 30% change in turnover ititen Value of R square in this model is 0.023shbws

Islamic work ethics explain 0.23% variation in tower intention. Value of F =5.0765 shows that maodel
statistically significant. T value is 2.401 aRdvalue is 0.017.Theses values are showing thefgignce and
negative impact of Islamic work ethics on turnoiveention. The hypothesis H3 (There is a relatigm&letween

Islamic work ethics and turnover intention) is guteel here.

4.4 Moderation Analysis:

To check moderation effect interaction term of ipeledent variable (X) with moderator variable (M)used

when they are providing explanation about dependanable. Equation to calculate moderation effe@iven

a Y=a+bX+cM+dX*M +e

Table 4 Moderation Results:

Predictors B R2 | AR? T Sign
Islamic Work Ethics 535 .21p .209 6.583 .000
Personality (Conscientiousness) A7 240 P31 &|5011
Islamic Work Ethics x Personality (Conscientioess)| -.090 2.835 .00p
Islamic Work Ethics .600 .174 .168 6.4p6 .000
Personality (Conscientiousness) 168 177 .167 22|1D36
Islamic Work Ethics x Personality (Conscientioess)| -.031 0.851 .395
Islamic Work Ethics .024 024 .016 -.635 .0n7
Personality (Conscientiousness) .0B0 .030 .p18 01|2426
Islamic Work Ethics x Personality (Conscientioess) | -.064| 0.851 .216
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Predictor/Independent Variable: Islamic Work Ethics

Criterion/Dependent Variable: Organizational Conmant, Job Satisfaction, Turnover Intention,
Moderation/Interaction Term: Z-Islamic Work ethicZ-Personality (Conscientiousness)INT ZMIWE*ZMPCO
This moderation analysis shows the significanc@arsonality trait (conscientiousness) in Islamiakvethics
and its impact on organizational commitment. Thsrepositive change in the values df R15>.240.It shows
that there is negative moderating impact on Islamick ethics by controlling demographic variabl&us
hypothesis H4 is accepted by interpretation andltef moderation analysis. that there is a sigaifce
contribution of Islamic work ethics on organizatdncommitment and contribution of personality trait
conscientiousness has negative moderating impatitismelationship. This moderation analysis sheéese is
no significance of personality trait (conscientiogss) in Islamic work ethics and its impact on $altisfaction
and turnover intention. So hypothesis H5 and H&gjected here.

5.1 Conclusions:

The findings indicate that there is a significarmtd apositive relationship among Islamic work ethics,
organizational commitment and job satisfactionmiéans that employees have high commitment for their
working organization due to implementation of Islamvork ethics. This study proves the positive and
significant relationship between Islamic work ethand job satisfaction. The findings show that eygés in
their working organization have not complete jobistaction but their satisfactory feelings are abd¢ive normal
values The findings also indicated that Islamic kvethics was negatively related with turnover ii@m
Employees have strong liking for Islamic work ethio their working organization. It means that eoyples
have less intention to leave this organization und&amic work ethics principles .Results of modiena
analysis conclude that conscientiousness showsnélgative moderating effect between the organization
commitment and Islamic work ethics in banking sectothe Southern Punjab: Now a day, Selection gse®f
employees is giving importance to Islamic work eshas a valuable skill like other skills which aeguired to
perform job. So to make selection process morealddy this study is very helpful. It provides imfzmt
guideline about formulation of human resource pedicand procedure for managers in banks and other
organization. The level of job satisfaction andasrigational commitment can be increased by impleéatiem of
Islamic work ethics and keen participation of enygles in training programs for implementation ofisic
work ethics.

Ethics related study of this type is important make research with other variables like organinatio
citizenship behaviors, employee performance andsjodss etc. Moderating effect of other traits efspnality
can also be examined in further studies. Same mdsesan also be conducted in other sectors and
organizations. It is also important to see theatféd Islamic work ethics on gender. There are sdnaevbacks

of this study which are given below Current reskdrave been conducted with small sample size fuatiger
research should use large sample size and moituiiests with large geographical area and time.sT$tudy
focus only banking sector, so can't generalize m$leetors of economy.

Recommendations: Derived results of this study shbhe enhanced organizational commitment and job
satisfaction by enforcement of Islamic values. Tmanagement should make clear list of duties, and
responsibilities of employees and it should be atiog to abilities of staff. There should also beac rules and
regulations of employees to perform their dutiefeaively and efficiently. Instructions  move frotop
management which includes executive body and bo&mbvernor to lower management .Top management
should strictly emphasis on Islamic principles toabery task. By this practice, organizational camrant and

job satisfaction of employees will be up and emplsywill do work with more passion, zeal and zest.
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