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Purpose of this study is to examine the impact of Islamic work ethics on employee 
retention of banking employees in banks. Further, mediation relationships through 
organisational commitment and employee loyalty were also tested. Additionally, a 
serial mediation through “Islamic work ethics => organisational commitment => 
employee loyalty => employee retention” was also tested. In the present study, 347 
banking employees participated. The sample size was calculated through the G power 
method, while the sampling technique was purposive. Data was analysed through SPSS 
and smart-PLS. The findings support all direct hypotheses i.e., Islamic work ethics to 
organisational commitment, employee loyalty and employee retention. Further, 
mediation relationships were also confirmed through organisational commitment and 
employee loyalty. However, serial mediation was not confirmed. Due to the nature of 
operations, banks need energetic employees who can participate actively in work 
activities. The implementation of Islamic work ethics can enable banks to improve their 
employees’ commitment, loyalty, and employee retention which will benefit the 
organisation in the long term through improved performance. This study is different 
from the previous literature as none of the studies has tested the mediation effects of 
organisational commitment and employee loyalty previously. Further, the role of 
Islamic work ethics in improving employee retention has been less explored previously. 
This study has tested this model with the support of Divine Command Theory (DCT) 
and Theory of Reasoned Action (TRA) which is another contribution to the literature. 
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1. Introduction 
 

The notion of ethics was initially brought into psychological literature by McClelland [1] under the 
Protestant Work Ethics (PWE) paradigm, based on the faiths of Christianity. Since the notion was 
founded only on Christianity and the Holy Bible, it was inapplicable to Muslims and followers of other 
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faiths. Subsequently, Ali [2] remodelled the idea of work ethics as Islamic work ethics (IWEs), focusing 
on Sunnah and Islam. According to Aldulaimi [3] the implementation of Islamic teachings in the 
workplace is characterised as Islamic work ethics. Rokhman [4] further added that IWEs conform to 
the guidelines of Islam and Sunnah. In addition, for religious rites, Muslims must adhere to these 
precepts in their everyday lives. IWEs also have a substantial influence on the personal characteristics 
of its adherents, which eventually impacts their behaviours, attitudes and perceptions [5].  

Beginning in the 1980s, Muslim scholars paid exceptional consideration to Islamic work ethics. 
Rokhman [4] evaluated this further as IWEs and intention to leave among Indonesian workers, while 
Yousef [6] examined organisational behaviour, IWEs and job satisfaction relationships among 
employees of UAE. As such, Islamic principles are adhered to in Pakistani organisations as well. The 
Pakistani banking industry follows both Islamic work and conventional rules in their operations. 
Khaleel et al., [7] observed that inappropriate inference is limiting the implementation of Islamic 
principles on practicality. Hence, this current research posits that the application of IWEs may assist 
in enhancing employee attitudes and behaviours, e.g., "organisational commitment, employee 
loyalty, and employee retention".  

IWEs are the implementation of rules in the workplace in light of Islamic teachings [8]. These 
ideas may be extended broadly to many areas of Muslims' everyday life, including their job in revenue 
generation organisations. There are four basic principles of IWEs "Effort, competitiveness, 
transparency, and ethically acceptable behaviour" [9]. They further added that these principles can 
strengthen the social bond while it helps to avoid ethical transgressions, and supporting economic 
gains. Wheeler [10] calls for the integration of fair standards in the workplace as work ethics. They 
further added that IWEs can also help improve behaviours and attitudes since Muslim followers 
follow these principles by thinking they are pleasing their superior beings. This will also help in 
improving employees' conduct and performance of the organization. In the organisations of Islamic 
countries, particularly Pakistan, IWEs are being exercised frequently.  

Since the 1980s, the banking industry has been among those institutions exercising conventional 
as well as Islamic ethical standards that are observed but not completely applied [11]. According to 
Mushtaq et al., [12] it is difficult for banks in Pakistan to sustain their performance due to 
workforce problems e.g., high staff turnover. Following Salman et al., [13] the Pakistani banking 
industry is experiencing poor motivation, lower employee retention, and significant personnel 
turnover. In addition, staff devotion and dedication to work are seen as significant factors influencing 
organisational success and consumer satisfaction [14,15]. Seeing as individuals are sensitive when it 
comes to financial issues, it's indeed vital that bank officials be well-energised, devoted, and loyal 
because they deal directly with public and financial matters. The definition of work ethics is a part of 
the ongoing attempt by banks to sustain employee morale.  

Presently, Muslim presence is everywhere across the world, and they prefer Islamic rules 
therefore, Islamic finance is expanding worldwide [16]. Islam has predetermined laws and 
regulations regarding the behaviour of workers and employers on the job. The Holy Prophet (SAW) 
emphasised adhering to Islam's ethical norms, laws and regulations [17]. For example, the Holy 
prophet (SAW) said, "Indeed, Allah likes it whenever anyone of you achieves anything correctly" (Al-
Bukhari). Hence, we argue that IWEs may be a beneficial instrument for maintaining the vitality and 
productiveness of workers. In addition, ethics are associated with the calmness and satisfaction of 
workers, which helps them maintain high levels of vitality.  

Saputra and Mahaputra [18] in line say that organisational commitment and employee loyalty are 
indeed considerable matters of businesses since these aspects have a substantial influence on 
organisational profitability, performance, and customer satisfaction. Witnessing the banking industry 
Aleem and Bowra [19] asserted that organisational commitment is an important concern for the 
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industry. Nevertheless, the condition in Pakistan's banking industry is not very good in terms of 
employees’ loyalty and commitment. Research findings have shown that IWEs have a substantial 
effect on an individual's behaviours and attitudes [9,20]. While Aflah et al., [21] further argue that 
IWEs may increase employee satisfaction and workplace commitment. Meanwhile Kunkel et al., [22] 
discovered a strong correlation between employees’ workplace behaviour and their loyalty. Hence, 
it is reasonable to argue that IWEs might assist in enhancing employee loyalty and commitment in 
the banking industry.  

IWEs have been explored in many contexts during the last two decades. For instance, Marri et al., 
[23] examined IWEs as a moderator between turnover intentions and organisational commitment in 
public sector organisations. Abbasi et al., [24] examined the relationship of IWEs with employee 
performance in the telecom industry. Thereby Ali and Al-Kazemi [25] did another research on the 
relationship between IWEs and employee loyalty in Kuwaiti organisations and found this relationship 
as significant. Despite all, no research has been found on the relationship between IWEs and 
employee retention. This necessitates more investigation; thereby present study has been conducted 
on the relationships "IWEs => Organizational commitment => Employee loyalty => Employee 
Retention" in the banking industry.  

Theoretically, this study is supported by the “theory of reasoned action (TRA) and Divine 
Command theory (DCT)”. According to Al-Attar [26] DCT says that "the moral status of an activity is 
identical regardless of whether it is mandated by God". Consequently, it is contended that when bank 
employees work following Islamic work ethics, they work genuinely because, according to Islamic 
rules, they genuinely think that whatever assignment people have been delegated, they are 
responsible for it, and if they perform any wrong with that obligation, Allah will be displeased. They 
also think Allah will reward them if they perform their work well. With this mindset, people worked 
more with honesty and dedication and stayed longer. The TRA describe how attitudes and behaviours 
affect human actions [27,28]. In this research following TRA, workers will adhere to IWEs with the 
conviction that they are helping mankind with whole devotion and candour; this will motivate them 
to become loyal, and dedicated, and they stay longer.  

This research is significant across several perspectives. In the recent times researchers started 
thinking that the concept of morality and ethics are motivating employees more than other factors. 
Meanwhile Islamic banking is also expanding across world igniting a need to explore the Islamic 
ethical ways of working. Therefore, this study is contributing to the literature by exploring the 
concept of Islamic work ethics with employee retention. Additionally, employee commitment and 
loyalty are showing strong influence on employee behaviour and performance outcomes which 
present study will cover by testing employee commitment and loyalty as mediators in this study. 
Lastly, this research is backed by DCT and TRA, both of which have been utilised for the first time in 
the banking industry and provide a significant contribution to Islamic banking settings.  

 
2. Literature Review and Hypothesis Development 
2.1 Theoretical Support 

 
Theoretically, this study is backed by two theories: DCT and TRA. Further, the DCT says 

that "positive deeds are morally correct since they are commanded by God" [29]. Religious followers 
consider moral responsibility fulfilment to be an act of obedience to God's directives. For example, 
people think that God wants anything that is ethically correct [17]. DCT supports IWEs since this 
notion is founded on religion as the basic principle of morality. In Islam, each action is evaluated 
based on its conformity to the religion's precepts. Thus, DCT is deemed acceptable to supplement 
the current study framework, since it explains ethics from a comprehensive Islamic perspective, 
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making it a more appropriate fit [30]. In Islam, for example, fairness and honesty are the most 
important norms for conducting business dealings. In Islam, malpractices are deemed forbidden and 
thus are penalised. According to Suzuki [31] Islam promotes commercial and economic liberty. In 
executing financial transactions, one cannot exceed the specified limitations. Individuals might 
establish an emotional attachment towards the job whilst keeping Islamic ethical values, with the 
clear conviction that their genuineness about the job and the institution will render them virtuous 
and holy from the notions of Islam. The sense of approval in Allah's eyes will provide inner serenity, 
leading to enhanced employee loyalty and dedication, and eventually preventing them from leaving 
the organisation. This research is also supported by the notion of TRA. TRA is a behavioural theory 
describing the norms, beliefs, intentions, and attitudes of persons towards a certain event. Ajzen and 
Fishbein [32] further stated that it is necessary for any good or undesirable behaviour to be backed 
by an event, since nothing occurs in a blue. For example, IWEs gives the individual a purpose to 
operate within accepted limitations, which gives them inner peace and tranquility [27], which 
subsequently translates into employee "commitment, loyalty, and retention".  

 
2.2 Islamic Work Ethics 

 
IWEs is an Islamic approach to work. Usman et al., [33] say that work is a virtue since it helps 

provide balance to people's personal and professional lives. Rahman et al., [34] added that IWEs 
signify a social connection between an organisation and its workers following Islamic principles. 
According to Ali and Al-Owaihan [27], IWEs are the attitude that forms and impacts the engagement 
and involvement of believers in the workplace. Islam does not distinguish between religion and 
people's conduct and businesses. It is grounded on the teachings of the Quran and the actions of 
Mohammed (PBUH). The main aspects of IWEs include doing positive deeds and carrying out one's 
appointed duties with integrity. The Holy Quran states, "Humans can achieve only what they strive 
for" (Quran, 53:39); and "Bring a whole proportion when you quantify out, and weigh with an 
unbiased scale" (Quran, 27:9).  

Researchers have discovered that those adhering to Islamic ethics think that, in addition to 
obeying ethical norms, they are also pleasing Allah Almighty, which provides them "confidence, 
pleasure, and courage" to carry out their obligations properly [5]. In the context of Pakistan examined 
IWEs with job satisfaction in the agriculture sector Athar et al., [35] in the education sector and Shah 
and Lacaze [36] in the healthcare sector. Similarly, Abbas and Kowang [37] examined the association 
between IWEs and job satisfaction in the banking industry, recommending additional 
investigations in this context. Nevertheless, neither of the studies has examined the relationship 
between "IWEs -> employee loyalty -> retention". Thus, this study proposes a framework that is 
distinct from previous research. Further, investigating the impact of IWEs on the behaviours and 
attitudes of bank employees, the present research additionally used "DCT and TRA" theories, 
spanning both behavioural and ethical viewpoints.  

 
2.3 Islamic Work Ethics and Employee Retention   

 
Work ethics are considered critical to balance the performance of an organisation and hence 

organisations always show keen interest in Work ethics [38]. It helps organisations to maintain 
discipline among employees [39]. Work ethics has a significant influence on employees’ attitudes and 
behaviours. In the face of globalization and market expansion, employee retention started getting 
more attention than ever, since it can help organisations millions of dollars they spend on employee 
recruitment and training every year [40]. Several studies from the past literature show that IWEs 
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have a strong relationship with employee behaviour [41]. However, the relationship between IWEs 
and employee retention is yet to be explored. The TRA theory also supports this argument by saying 
that IWEs provide mental peace to the employees which gives a reason to the employees to stay 
longer.  

 
H1: Islamic work ethics is significantly linked to employee retention.   
 
2.4 Islamic Work Ethics and Organisational Commitment  

 
The relationships between ethical norms such as Islamic work ethics, with organisational 

commitment have been established previously by the researchers like [5,21,42]. In line with this 
Hayati and Caniago (2012) found that IWEs assist employers in boosting employee motivation, which 
may promote employee commitment. Correspondingly, Farzin and Hooshmand [43] emphasise the 
significance of IWEs in connection to service sector workers' commitment to their organisations. 
Survival in this sector relies heavily on the services given by their workers' dedication. Therefore, 
employee commitment plays a crucial part in guaranteeing organizational success.  

Higher staff commitment brings greater organizational development. Likewise, Muhammad 
Nouman et al., [44] revealed a substantial association between IWEs and organisational commitment 
among Pakistani agriculture workers. Consequently, it is believed that the introduction of IWEs in the 
workplace would strengthen the organisational commitment of banking workers.  

 
H2: Islamic work ethics is significantly linked to organisational commitment.  
 
2.5 Islamic Work Ethics and Employee Loyalty 
 

Employee loyalty has been a subject of debate since the 1960s, demonstrating a significant 
relationship between loyalty and employee behaviours [45]. As per Chen et al., [46] loyalty is 
regarded as a crucial characteristic in the workplace and is recognised globally due to its high 
correlation with employees and the success of organizations. Currently, employee loyalty is gaining 
significance because of the rapid expansion of competition between businesses. Fikriyah et al., [47] 
discover that the Islamic work ethic has a substantial impact on the loyalty of zakat workers. In 
addition, Ali and Al-Kazemi [25] found a substantial association between IWEs and loyalty in their 
research of Kuwaiti workers. Whereas no research has been discovered concerning banking workers. 
Therefore, it is believed that the introduction of IWEs in the workplace would strengthen the loyalty 
of bank workers.   

 
H3: Islamic work ethics is significantly linked to employee loyalty.  
 
3. Mediation Relationships 
3.1 Organisational Commitment Mediator 
 

Organisational commitment is a promise or willingness by the individuals, to do something for 
someone or give their energy and time to a task [48]. Employee commitment is regarded as a critical 
concept in organisational research because of its significant influence on employee behaviours, 
which supports employee retention and organisational performance [49]. Narteh [50] further added 
that employee commitment is the emotional condition of employees' connection with respective 
organisations, such as their desire to absorb themselves in achieving the organisation's goals 
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and standards. Since, organisational commitment represents the employee’s emotional attachment 
and psychological bond with the organisation, hence its role is crucial for the organisation. Further, 
past literature revealed that a significantly favourable correlation exists between IWEs and 
organisational commitment [17,42], while Arasanmi and Krishna [51] found a significant positive 
relationship between organizational commitment and employee retention. Therefore, following the 
criteria of Baron and Kenny [52] organisational commitment is added as a mediator in the present 
study. Hence, the subsequent hypothesis is formulated:  

 
H4: Organisational commitment mediates the relationship between Islamic work ethics and employee 
retention.  
 
3.2 Employee Loyalty as a Mediator 
 

Loyalty entails faithfully keeping one's word or being true to someone. A loyal employee is 
devoted, faithful, bonded, concerned, and feels accountable for the organisation [53]. Barlow and 
Møller [54] further added that loyal employees will never think about cheating their organisations, 
they always remain faithful. Several researchers found that employee loyalty has a strong influence 
on employee behaviour [55]. Previous researchers found a significant association between employee 
loyalty with IWEs and employee retention. More specifically, Fikriyah et al., [47] found a strong 
relationship between IWEs and customer loyalty. Other researchers such as [56,57] also found a 
significant relationship between IWEs and employee loyalty. Further, past literature revealed a 
significant relationship between employee loyalty and employee retention [58,59]. None of the 
studies have explored the mediation relationship of employee loyalty between IWEs and employee 
retention, therefore following Baron and Kenny [52] principles, employee loyalty is introduced a 
mediator in the present study. Hence, subsequent hypothesis is formulated: 

  
H5: Employee loyalty mediates the relationship between Islamic work ethics and employee retention.  
 

To test the combined effect of organisational commitment and employee loyalty in the 
relationship of IWEs and employee retention hypothesis 6 is formulated as the below and depicted 
as in Figure 1: 

 
H6: A serial mediation exists between “Islamic work ethics, organisational commitment, employee 
loyalty and employee retention”.  
 
 
 
 
 
 
 
 
 
 
 

Fig. 1. Combined effect of organisational commitment and employee loyalty 
 

Employee 
loyalty   

Islamic Work 
ethics 

Organisational 
commitment   

Employee 
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4. Methodology 

 
This is a quantitative research, and the main data was acquired using structured questionnaires 

from banking employees. For this purpose, 400 bank employees were surveyed using a purposive 
sample technique, while 347 questionnaires were returned, including 36 questionnaires with 
incomplete information. This response rate is 77% considered acceptable in social sciences. In all, 
311 responses were used in this investigation. Each questionnaire was split into two portions, the 
first of which consisted of demographic questions and the second of which asked about study 
variables. Further, this research used SPSS for data sheet cleaning, screening, completion and 
demographic analysis. While, for model evaluation and relationship analysis, PLS-SEM was used. 
Questionnaires were rated based on a seven-point Likert scale. The details of the questionnaire are 
as follows:  

For the measurement of IWEs, a 17-item instrument was adapted from [60]; for organisational 
commitment 9-item instrument was adapted from [61]; for employee loyalty 3-item instrument was 
adapted from [62], and lastly for employee retention 11-item scale was adapted from [63].  
 
5. Results and Discussion 
5.1 Demographics of the Study 
 

This study's data analysis began with a SPSS-based demographic analysis of the respondents. As 
previous researchers suggested that demographic factors help in comprehending the context of the 
research and gaining an accurate depiction of the population under investigation [40]. In this 
research, participants were invited to provide demographic information e.g., "gender, age, level of 
education, and years of work experience". The majority of responders, or 63.98 %, were men, 
according to the demographic study. Results shows that 40.19% respondents belong to 25 to 35 age 
group, while 34.72% belonged to 36 to 45 age group and 25.09% belonged to 45 and above age 
group. While answering about their education background, 36.97% had bachelor’s degree, 39.87% 
had master’s degree while 23.16% had education above master’s degree. In terms of years in service, 
28.93% had 2 to 5 years of experience, while 39.87% respondents had 6 to 10 years of experience, 
19.94% had 11 to 15 years of experience, and lastly 11.26% had 16 and above years of experience. 
This indicates that respondents came from diverse groups which was need to for accuracy and 
reliability of the data.  

 
5.2 Structural Equation Modeling 
 

The smart-PLS under PLS-SEM was applied for data analysis. Further, Smart-PLS was used to 
construct the "measurement model and structural model" for analytical purposes. Using algorithm 
approach "convergent validity and discriminant validity" were computed for the measurement 
model. Hair et al., [64] says that “path coefficients, R2, f2, and p values” were then computed after 
testing the structural model using bootstrapping at 5000 subsamples.  

 
5.3 Measurement Model 
 

In this research, measurement model analysis was used to determine the data “validity and 
reliability”. The validity of data was examined using "convergent and discriminant" validity. Using 
"outerloadings, Cronbach's alpha (α), composite reliability (CR), and average variance extract 
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(AVE)" convergent validity of the study was assessed (Table 1). From the outer loadings, values of six 
items with loadings lower than 0.50 were deleted, since lower loadings can affect the reliability of 
the data [64]. The Cronbach’s alpha values of the present study range between 0.728 and 0.914 
against threshold criteria of above α > 0.70, indicating good to high reliability. Results for CR were 
tested against threshold level of 0.70. The obtained values range between 0.842 and 0.925, 
confirming the composite reliability of the constructs. Lastly, AVE values were tested against the 
threshold level of 0.50. The obtained results range between 0.503 and 0.645, showing that the values 
are within the acceptable range. These findings indicates that convergent validity is acceptable at all 
three levels.  
 

Table 1 
Convergent validity measurement 
Constructs  Items  Loadings   α CR  AVE 

Islamic work ethics    0.914 0.925 0.503  
 IWE1 0.665    
 IWE2 0.660    
 IWE3 0.698    
 IWE4 0.746    
 IWE5 0.693    
 IWE6 0.576    
 IWE7 0.640    
 IWE8 0.760    
 IWE9 0.769    
 IWE10 0.666    
 IWE11 0.624    
 IWE13 0.692    
 IWE14 0.621    
 IWE15 0.613    
 IWE16 0.501    
 IWE17  0.630    
Organisational commitment   0.752 0.842 0.575 
 OC1 0.661    
 OC2 0.672    
 OC3 0.872    
 OC4 0.806    
Employee loyalty    0.728 0.845 0.645 
 EL1 0.814    
 EL2 0.796    
 EL3 0.800    
Employee retention    0.890 0.911 0.509 
 ER1 0.809    
 ER2 0.673    
 ER3 0.812    
 ER4 0.676    
 ER5 0.599    
 ER6 0.755    
 ER8 0.739    
 ER9 0.674    
 ER10 0.564    

 
5.4 Discriminant Validity 
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A test of discriminant validity (DV) was conducted to identify differences across constructs. In the 
current research, discriminant validity was calculated using the Heterotrait-Monotrait Ratio (HTMT). 
They believed that HTMT is the most suitable method of calculating discriminant validity since this 
method is most effective as compared to other methods. They recommended the threshold criterion 
for HTMT ratio at less than 0.90. Results show that all the values range between 0.591 and 0.842, 
which indicates that these values fulfil the threshold criterion (Table 2).  

 
Table 2 
Discriminant validity measurement through 
Heterotrait-Monotrait Ratio (HTMT) 

 EL ER IWEs OC  
EL        
ER 0.829      
IWEs 0. 695 0.796    
OC 0. 591 0.683 0.842  
The latent variable correlation 
  EL ER IWEs OC 
EL 1.000    
ER 0.676 1.000   
IWEs 0.702 0.782 1.000  
OC 0.701 0.574 0.723 1.000 

 
5.5 Latent Variable Correlation and Descriptive Assessment 

 
Correlation shows how variables are related. This research used measurement model analysis for 

inter-item and inter-construct correlations. The inter-item correlation is measured through variance 
inflation factor (VIF) against the threshold criteria of 5 [65]. The obtained values range between 1.298 
and 4.299, indicating that all the values are within acceptable range. For inter-construct correlation, 
results indicate that all the values range between 0.574 and 0.782 (Table 4). These values are 
acceptable following the threshold level of 0.80 [66]. Mean and standard deviation were obtained 
for the descriptive assessment (Table 2). This study yielded mean values within the range of 3.754 to 
3.883 and standard deviation values within the range of 1.013 to 1.060, suggesting that the results 
are acceptable.  

 
5.6 Structural Model 

 
For the access the structural model, the bootstrapping method with 5000 subsamples on smart-

PLS was used. To test the hypotheses empirically, “path coefficient (β), t-statistic, and significance 
(p)” were calculated (Table 3) [67]. The findings indicated a substantial association between IWEs and 
employee retention (β = 0.872, t = 58.935, p = 0.000), supporting H1. In addition, IWEs exhibited a 
substantial association with organisational commitment (β = 0.723, t = 22.068, p = 0.000), hence 
confirming hypothesis 2. Similarly, there was a strong connection between IWEs and employee 
loyalty (β = 0.802, t = 40.703, p = 0.000), confirming Hypothesis 3. Besides, this study also tested 
mediation roles of organisational commitment and employee loyalty. Results revealed that 
organisational commitment mediates the relationship between IWEs and employee retention at (β = 
-0.081, t = 2.659, p = 0.008), supporting H4. Results also confirmed the relationship of employee 
loyalty between IWEs and employee retention at (β = -0.180, t = 2.574, p = 0.006), supporting H5. 
Several researchers in the past believed that organisational commitment and employee loyalty are 
interrelated constructs. Therefore, a serial mediation relationship was also tested through a 
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consistent bootstrapping method. However, the present study failed to confirm a serial mediation at 
(β = -0.005, t = 0.563, p = 0.574), rejecting H6.  

In addition, the significance of the research model was determined using the coefficient 
of determination coefficient (R2) and effect size (ƒ2). The R2 findings indicated that IWEs were related 
to staff retention to the extent of 67.4%, to organisational commitment to the extent of 76.8%, and 
employee loyalty to the extent of 52.3%. The findings for ƒ2 indicated that IWEs had a value of 1.256 
for employee retention, 1.097 for organisational commitment, and 0.560 for employee loyalty, 
showing a strong predictive relevance.  

 
Table 3 
Structural model analysis 
No.    β T-value ƒ2 R2 P Values Decision 
H1 IWEs -> ER 0.872  58.935  1.256  0.674 0.000 Accepted  
H2 IWEs -> OC 0.723  22.068  1.097  0.768  0.000 Accepted 
H3 IWEs -> EL 0.802  40.703  0.560  0.523  0.000 Accepted 
Mediation 
H4 IWEs ->OC -> ER -0.081  2.659  -- -- 0.008 Accepted 
H5 IWEs ->EL -> ER -0.180  2.574    0.006  Accepted 
Serial mediation 
H6 IWEs ->OC -> EL -> ER -0.005  0.563  -- -- 0.574  Rejected  

 
The activities of banks entail interactions with the public, excessive workload, and financial 

transactions. Each little flaw in any of the aspects might result in a catastrophic failure. For example, 
a misstep may lead banks to lose customers, income, and the public's faith. While the introduction 
of IWEs may be advantageous to the banks in this circumstance. Clients and employees will thus 
readily embrace and adhere to Islamic work norms. In conclusion, IWEs may play a crucial role in 
enhancing employee "commitment, loyalty, and retention". IWEs support "fairness, honesty, charity, 
and trust" all of which foster a feeling of appreciation in the workplace and are seen as important 
components of "commitment, loyalty, and retention". Moreover, IWEs may strengthen the 
productivity of an organization.  

According to Yousef [6] IWEs are a crucial aspect that significantly influences the attitudes and 
conduct of employees. Islam emphasises maintaining moral principles for individuals from all walks 
of life. Islam prioritises what is right above what seems right. Consequently, Muslims constantly seek 
serenity and contentment by embracing ethical standards to become righteous and virtuous in Allah's 
eyes, including on the job. Being virtuous provides inner calmness, which encourages organisational 
commitment and employee loyalty. As a result, employee retention will increase. The present study 
concludes that IWEs have a significant positive relationship with "organisational commitment, 
employee loyalty, and employee retention," denoting that the implementation of IWEs in the 
workplace will increase "employee commitment, loyalty, and retention." Besides, the present study 
also confirmed the mediation role of organisational commitment and employee loyalty. However, 
the present failed to approve a serial mediation effect of “IWEs => organisational commitment => 
employee loyalty => employee retention”. Therefore, from the six proposed hypotheses, five 
hypotheses are accepted while the sixth hypothesis is rejected.  

These relationships also get support from the existing literature. Although none of the existing 
scholars explored the relationship between IWEs and employee retention. However, the relationship 
can be explored under the influence of the theory of reasoned action. Focusing theory of reasoned 
action, when organisations add IWEs to their operating activities, it strengthens their belief that 
whatever they are doing is ethically right and it will please Allah almighty as well [27]. It will provide 
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a reason for the employees to behave positively in favour of the organisation [68]. As a result, they 
will happily prolong their stay. Hence, H1 of the present study is supported.  

H2 of the present study is supported by Aflah et al., [21] and Hayati and Caniago [69]. This 
indicates that under the influence of IWEs employees will be more committed. H3 of the present 
study is supported by Fikriyah et al., [47] and Ahmed et al., [70] indicating that employee loyalty can 
be increased by focusing on Islamic work ethics. The divine command idea asserts that anything 
individuals do that is morally correct is pleasing and valued in Allah's eyes, which offers those who 
follow ethical norms inner serenity [29]. This increases employee commitment, loyalty, and 
retention. H4 of the present study says organisational commitment mediated the relationship 
between IWEs and employee retention. No similar study has existed before, however, the 
relationship can be supported by the study of Nasution and Rafiki [5], who found in their study that 
IWEs increase organisational commitment among banking employees and [71] who believe that 
organisational commitment increases employee retention. Hence, H4 is supported.  

H5 of the present study says employee loyalty mediated the relationship between IWEs and 
employee retention. No similar study has been found exploring this relationship, however, the 
relationship can be supported by the study of Ali and Al-Kazemi [25] saying IWEs help increase 
employee loyalty, and [72], found in their study that loyal employees tend to stay longer at their job, 
hence, H5 is supported. Unfortunately, the present study failed to support the serial mediation 
between “Islamic work ethics, organisational commitment, employee loyalty and employee 
retention” hence H6 is rejected. The possible reason can be that a committed person doesn't need 
to be loyal at the same time. There must be different conditions that affect both behaviours 
differently.  

 
6. Conclusion 

 
IWEs started getting attention from researchers since their spam started expanding beyond the 

borders of Islamic countries. The present study expanded the literature by confirming the 
relationship between IWEs and employee retention. The present study also revealed the impact of 
organisational commitment and employee loyalty as mediators between IWEs and employee 
retention for the first time.  In addition, this research adds to the body of knowledge on "Divine 
command theory and the theory of reasoned action". These theories were not previously examined 
concerning IWEs and employee behavioural aspects. Further, this study could also assist bank 
managers in improving the attitudes and behaviours of their employees, which may be accomplished 
by increasing organisational commitment and employee loyalty via the implementation of IWEs in 
the workplace. It could also aid in the retention of employees by inspiring them via Islamic work 
ethics. According to the author's knowledge, no prior study or research model examined "Islamic 
work ethics, organisational commitment, employee loyalty, and employee retention" in a single 
study.  

 
6.1 Limitations and Implications 

 
Though the present study has no significant limitations, there still exist opportunities for 

improvement. The nature of the present study is cross-sectional while future studies can be 
conducted using longitudinal or experimental approaches with observer-rated measures. Further, 
this study focused on the mediation effects of organisational commitment and employee loyalty 
between IWEs and employee retention, while future researchers can identify other interactions 
between IWEs and employee retention. A serial mediation failed in this study while future studies 
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can find out the reasons behind this behavior. This study is based on data from a single country, 
however, due to cultural differences it might not be suitable for the banking sector of other countries. 
Future researchers could go for a comparative study. The study model can be tested in other 
industries within the service sector such as “healthcare, hospitality, and telecommunication”. Future 
studies may explore favouritism, stress, and emotionality as moderators in this model because IWEs 
are a crucial part of emotionality. Further, qualitative studies can be conducted in future to overcome 
the risk of bias.  
 
References 
[1] McClelland, David C. Achieving Society. New York: Simon and Schuster, 1961. 
[2] Ali, Abbas. "Scaling an Islamic work ethic." Journal of Social Psychology, 128, no. 5 (1988): 507-519. 

https://doi.org/10.1080/00224545.1988.9922911 
[3] Aldulaimi, Saeed Hameed. "Fundamental Islamic perspective of work ethics." Journal of Islamic Accounting and 

Business Research 7 no. 1 (2016): 59-76.  
[4] Rokhman, Wahibur. "The effect of Islamic work ethics on work outcomes." EJBO-Electronic Journal of Business 

Ethics and Organization Studies 15, no. 1 (2010): 21-28.  
[5] Nasution, Fahmi Natigor, and Ahmad Rafiki. "Islamic work ethics, organizational commitment and job satisfaction 

of Islamic banks in Indonesia." RAUSP Management Journal 55, no. 2 (2020): 195-205. 
https://doi.org/10.1108/RAUSP-01-2019-0011 

[6] Yousef, Darwish Abdulrahman. "Islamic work ethic–A moderator between organizational commitment and job 
satisfaction in a cross-cultural context." Personnel Review 30, no 2 (2001): 152-169. 
http://dx.doi.org/10.1108/00483480110380325  

[7] Khaleel, Fauzia, Pervez Zamurrad Janjua, and Muhammad Ahmed. "Ethical consideration of Islamic banks in 
Pakistan: An empirical analysis." Journal of Islamic Marketing 13, no. 6 (2021): 1351-1372. 
https://doi.org/10.1108/JIMA-11-2019-0231 

[8] Shirazi, Faegheh. Brand Islam: The marketing and commodification of piety. Austin, TX: University of Texas Press, 
2016. https://doi.org/10.7560/309254 

[9] Husin, Wan Norhasniah Wan, and Nur Farahana Zul Kernain. "The influence of individual behaviour and 
organizational commitment towards the enhancement of Islamic work ethics at Royal Malaysian Air Force." Journal 
of Business Ethics 166, no. 3 (2020): 523-533. https://doi.org/10.1007/s10551-019-04118-7 

[10] Wheeler, Sally. "Ethics in the workplace." Law and Critique 18, no. 1 (2007): 1-28. https://doi.org/10.1007/s10978-
006-9008-9 

[11] Rammal, Hussain G., and Lee D. Parker. "Islamic banking in Pakistan: A history of emergent accountability and 
regulation." Accounting History 18, no. 1 (2012): 5-29. https://doi.org/10.1177/1032373212463269 

[12] Mushtaq, Massod, Abdul Ghaffar Khan, and Muhammad Ajmair. "The impact of work settings on job performance 
in banking sector of AJ&K." Pakistan Languages and Humanities Review 6, no. 2 (2022): 619-632. 
http://doi.org/10.47205/plhr.2022(6-II)54  

[13] Salman, Atif, Nawaz Ahmad, and Faiq Matin. "Factors affecting on employees retention in banking sector: An 
investigation from Karachi." European Journal of Business and Management 6, no. 37 (2014): 2222-1905.  

[14] Guillon, Olivier, and Cécile Cezanne. "Employee loyalty and organizational performance: a critical survey." Journal 
of Organizational Change Management 27, no. 5 (2014): 839-850. https://doi.org/10.1108/JOCM-02-2014-0025 

[15] Klimovskikh, Nadezhda, Vladimir Sekerin, Sergey Makushkin, Alla Kuzmicheva, Mikhail Leontev, and Evgeny 
Kochetkov. "Impact of human resource management on improving the innovation potential of an enterprise to 
achieve the principles of sustainable development." Journal of Law and Sustainable Development 11, no. 1 (2023): 
e0274. https://doi.org/10.37497/sdgs.v11i1.274 

[16] Mindra, Rachel, Juma Bananuka, Twaha Kaawaase, Rehma Namaganda, and Juma Teko. "Attitude and Islamic 
banking adoption: moderating effects of pricing of conventional bank products and social influence." Journal of 
Islamic Accounting and Business Research 13, no. 3 (2022): 534-567. https://doi.org/10.1108/JIABR-09-2020-0290 

[17] Shahrul Nizam bin Salahudin, Siti Sarah binti Baharuddin, Muhammad Safizal Abdullah, and Abdullah Osman. "The 
effect of Islamic work ethics on organizational commitment." Procedia Economics and Finance 35 (2016): 582-590. 
https://doi.org/10.1016/S2212-5671(16)00071-X 

[18] Saputra, Farhan, and M Rizky Mahaputra. "Effect of job satisfaction, employee loyalty and employee commitment 
on leadership style (human resource literature study)." Dinasti International Journal of Management Science 3, no. 
4 (2022): 762-772. https://doi.org/10.31933/dijms.v3i4.1324 

https://doi.org/10.1080/00224545.1988.9922911
https://doi.org/10.1108/RAUSP-01-2019-0011
https://doi.org/10.1108/JIMA-11-2019-0231
https://doi.org/10.7560/309254
https://doi.org/10.1007/s10551-019-04118-7
https://doi.org/10.1007/s10978-006-9008-9
https://doi.org/10.1007/s10978-006-9008-9
https://doi.org/10.1177/1032373212463269
https://doi.org/10.37497/sdgs.v11i1.274
https://doi.org/10.1108/JIABR-09-2020-0290
https://doi.org/10.1016/S2212-5671(16)00071-X
https://doi.org/10.31933/dijms.v3i4.1324


Semarak International Journal of Islamic Studies and Culture  
Volume 5, Issue 1 (2025) 54-68 
 

66 
 

[19] Aleem, Muhammad, and Zulfiqar Ahmad Bowra. "Role of Training & development on employee retention and 
organizational commitment in the banking sector of Pakistan." Review of Economics and Development Studies 6, 
no. 3 (2020): 639-650. https://doi.org/10.47067/reads.v6i3.252 

[20] Trevisan, Laís Viera, Samuel Mello de Mello, Eugênio Ávila Pedrozo, and Tania Nunes da Silva. "Transformative 
learning for sustainability practices in management and education for sustainable development: A meta-
synthesis." Revista de Gestão Social e Ambiental-RGSA 16, no. 2 (2022): e02945. 
http://dx.doi.org/10.24857/rgsa.v16n2-003 

[21] Aflah, Kuntarno N., Suharnomo Suharnomo, Fuad Mas'ud, and Ali Mursid. "Islamic work ethics and employee 
performance: The role of Islamic motivation, affective commitment, and job satisfaction." Journal of Asian Finance, 
Economics, and Business 8, no. 1 (2021): 997-1007. http://dx.doi.org/10.13106/jafeb.2021.vol8.no1.997 

[22] Kunkel, Thilo, Daniel Lock, and Jason P. Doyle. "Gamification via mobile applications: A longitudinal examination 
of its impact on attitudinal loyalty and behavior toward a core service." Psychology & Marketing 38, no. 6 (2021): 
948-964. https://doi.org/10.1002/mar.21467 

[23] Marri, Muhammad Yousuf Khan, Arshad Mahmood Sadozai, Hafiz Muhammad Fakhar Zaman, Muhammad Israr 
Yousufzai, and Muhammad Israr Ramay. "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, no. 12 (2012): 32-45. 

[24] Abbasi, Abdus Sattar, Kashif ur, Rehman, and Amna Bibi. “Islamic work ethics: How it affects business 
performance.” Actual Problems of Economics no. 12 (2011): 312-322.  

[25] Ali, Abbas J., and Ali A. Al-Kazemi.  "Islamic work ethic in Kuwait." Cross cultural management: An international 
Journal 14, no. 2 (2007): 93-104. https://doi.org/10.1108/13527600710745714 

[26] Al-Attar, Mariam. "The Ethics and Metaphysics of Divine Command Theory." in The Routledge Companion to 
Islamic Philosophy, edited by Richard C. Taylor,  and Luis Xavier López-Farjeat, 333-342. New York: Routledge, 2015. 

[27] Ali, Abbas J., and Abdullah Al-Owaihan. "Islamic work ethic: A critical review." Cross cultural management: An 
international Journal 15, no. 1 (2008): 5-19. https://doi.org/10.1108/13527600810848791 

[28] Pillai, Rajani Hariharan, and A. Arumugan. "Comparative analysis between banking and insurance sector on 
perception of transformational leadership styles." International Journal of Professional Business Review 8, no. 5 
(2023): e01458. http://dx.doi.org/10.26668/businessreview/2023.v8i5.1458 

[29] Quinn, Philip L. "Divine command theory." in The Blackwell Guide to Ethical Theory, edited by  Hugh LaFollette, and 
Ingmar Persson, 81–102. West Sussex: Blackwell Publishers, 2013. 

[30] Al-Aidaros, Al-Hasan, and Faridahwati Mohd Shamsudin, and Kamil Md. Idris. "Ethics and ethical theories from an 
Islamic perspective." International Journal of Islamic Thought 4 (2013): 1-13. 
https://doi.org/10.24035/ijit.4.2013.001 

[31] Suzuki, Yasuhi. "Islamic economic ethics and Japanese traditional business ethics." Ritsumeikan International 
Affairs 12 (2014): 83-100.  

[32] Ajzen, Icek, and Martin Fishbein, "The Influence of Attitudes on Behavior," in The Handbook of Attitudes, edited 
by Dolores Albarracin, Blair T. Johnson, and Mark P. Zanna, 173-221.  New York: Lawrence Erlbaum Associates 
Publishers, 2005. 

[33] Usman, Muhammad, Khurram Shahzad and Khurram Khan. "Islamic Work Ethics (IWE): A review of litrature and 
directions for future research." Journal of Islamic Business and Management 5, no. 2 (2015): 135-162.  

[34] Rahman, Nik Muhammad, Nordin Muhamad, and Abdullah Sanusi Othman. "The relationship between Islamic 
work ethics and organizational commitment: A case analysis." Malaysian Management Review 41, no. 1 (2006): 
79-89. 

[35] Athar, Muhammad Razzaq, Khurram Shahzad, Jawwad Ahmad, and Muhammad Shahzad Ijaz. "Impact of Islamic 
work ethics on organizational commitment: Mediating role of job satisfaction." Journal of Islamic Business and 
Management 6 no. 1 (2016): 397-416.  

[36] Shah, Javaid Ali, and Delphine Lacaze. Moderating role of cognitive dissonance in the relationship of Islamic work 
ethics and job satisfaction, turnover intention & job performance." In 29ème Congrès AGRH 2018, lyon, France, 
2018, 1-20.  

[37] Abbas, Muhammad Arshad, and Owee Kowang Tan. "Impact of ethical leadership and Islamic work ethics on 
employee commitment and job satisfaction." Journal of Research in Psychology 2, no. 2 (2020): 47-58. 
http://doi.org/10.31580/jrp.v2i2.1601   

[38] Asrun, Andi Muhammad. "Judicial corruption as a violation of professional ethics." International Journal of 
Professional Business Review 8 no. 2 (2023): e01125. http://dx.doi.org/10.26668/businessreview/2023.v8i2.1125  

[39] Siswanto, Siswanto, and Umi Darus. "The moderating role of work discipline on the links between locus of control 
and work ethics in local government employees." Management and Economics Journal (MEC-J) 4, no. 2 (2020): 
117-134. https://doi.org/10.18860/mec-j.v4i2.9914  

https://doi.org/10.47067/reads.v6i3.252
http://dx.doi.org/10.24857/rgsa.v16n2-003
http://dx.doi.org/10.13106/jafeb.2021.vol8.no1.997
https://doi.org/10.1002/mar.21467
https://doi.org/10.1108/13527600710745714
https://doi.org/10.1108/13527600810848791
http://dx.doi.org/10.26668/businessreview/2023.v8i5.1458
https://doi.org/10.24035/ijit.4.2013.001
http://doi.org/10.31580/jrp.v2i2.1601
http://dx.doi.org/10.26668/businessreview/2023.v8i2.1125
https://doi.org/10.18860/mec-j.v4i2.9914


Semarak International Journal of Islamic Studies and Culture  
Volume 5, Issue 1 (2025) 54-68 
 

67 
 

 
 
[40] Aman-Ullah, Attia, Anis Ali, Waqas Mehmood, Muhammad Fareed, and Attiqa Aman-Ullah. "Corporate social 

responsibility and patient’s intention to revisit: A serial mediation study witnessing the healthcare sector." 
Environmental Science and Pollution Research 30, no. 8 (2023): 22078-22088. https://doi.org/10.1007/s11356-
022-23760-9  

[41] Permana, Angrian, Mohammad Hamsal Aima, M. Havidz Aima, Eny Ariyanto, and Adi Nurmahdi. "The effect of 
leadership style, motivation and discipline of employee performance with understanding of islamic work ethics." 
International Journal of Scientific and Technology Research  8, no. 8 (2019): 1098-1106. 

[42] Gheitani, Alborz, Saheb Imani, Nader Seyyedamiri, and Pantea Foroudi. "Mediating effect of intrinsic motivation 
on the relationship between Islamic work ethic, job satisfaction, and organizational commitment in banking 
sector." International Journal of Islamic and Middle Eastern Finance and Management 12, no. 1 (2019): 76-95. 
https://doi.org/10.1108/IMEFM-01-2018-0029  

[43] Farzin, Masoomeh, and Abdolhamid Hooshmand. "The relationship between Islamic work ethics and 
organizational commitment of public accountants of Fars and Kohkiloyeh and Boyer Ahmad Medical Sciences 
University. Bioethics Journal 7, no. 24 (2017): 69-82. https://doi.org/10.22037/BJ.V7I24.19031   

[44] Muhammad Nouman Shafique, Muhammad Haseeb, Mahboob Khurshid, Hussain Ahmad. "The influence of Islamic 
work ethics on job satisfaction and organization commitment." Journal of Marketing and Consumer Research 14 
(2015): 23-28. 

[45] Chen, Zhen Xiong, Anne S. Tsui,  and Jiing-Lih Farh. "Loyalty to supervisor vs. organizational commitment: 
Relationships to employee performance in China." Journal of Occupational and Organizational Psychology 75, no. 
3 (2002): 339-356. https://doi.org/10.1348/096317902320369749  

[46] Chen, Yanyan, Timo Mandler, and Lars Meyer-Waarden. "Three decades of research on loyalty programs: A 
literature review and future research agenda." Journal of Business Research 124 (2021): 179-197. 
https://doi.org/10.1016/j.jbusres.2020.11.057  

[47] Fikriyah, Khusnul, Ahmad Ajib Ridlwan, and Sri Abidah Suryaningsih. "Islamic work ethics in Zakat Institution in 
Indonesia: How does it affect customer loyalty." International Journal of Civil Engineering and Technology (IJCIET) 
10, no. 2 (2019): 375-381. 

[48] Alberca, Fanny Edith Torres, Victor Hugo Puican Rodriguez, and Michael Raúl García Escalante  "Relationship of 
organizational commitment to teamwork in a municipality from Peru." International Journal of Professional 
Business Review 8, no. 1 (2023): e0693. http://dx.doi.org/10.26668/businessreview/2023.v8i1.693  

[49] Mohammed, Iman Jasim, and Amal Ghalib Rashid. "Effect of the affiliation dimension at work on organizational 
commitment an applied study of Etihad Food Industries Company Ltda. Sugar and Oil Industry/Babylon 
Governorate." International Journal of Professional Business Review 8, no. 2 (2023): e01112. 
https://doi.org/10.26668/businessreview/2023.v8i2.924  

[50] Narteh, Bedman. "Internal marketing and employee commitment: Evidence from the Ghanaian banking industry." 
Journal of Financial Services Marketing 17, no. 4 (2012): 284-300. https://doi.org/10.1057/fsm.2012.22  

[51] Arasanmi, Christopher N., and Aiswarya Krishna. "Employer branding: perceived organisational support and 
employee retention–the mediating role of organisational commitment." Industrial and Commercial Training 51 no. 
3 (2019): 174-183. https://doi.org/10.1108/ICT-10-2018-0086  

[52] Baron, Reuben M., and David A. Kenny, "The moderator–mediator variable distinction in social psychological 
research: Conceptual, strategic, and statistical considerations." Journal of Personality and Social Psychology 51 no. 
6 (1986): 1173-1182. https://doi.org/10.1037//0022-3514.51.6.1173  

[53] Kadir, Amiruddin, Muhammad Basir Paly, and Muhammad Wahyuddin Abdullah. "Customer loyalty Islamic banks 
in Indonesia: Service quality which mediated by satisfaction and customer trust." International Journal of 
Professional Business Review 8, no. 4 (2023): e01286. https://doi.org/10.26668/businessreview/2023.v8i4.1286  

[54] Barlow, Janelle, and Claus Møller. A complaint is a gift: recovering customer loyalty when things go wrong. San 
Francisco, Calif.: Berrett-Koehler Publishers, 2nd, 2008. 

[55] Bloemer, Josée, and Gaby Odekerken-Schröder. "The role of employee relationship proneness in creating 
employee loyalty." International Journal of Bank Marketing 24 no. 4, (2006):  252-264.  

[56] Alhyasat, Khaled M. K. "The role of Islamic work ethics in developing organizational citizenship behavior at the 
Jordanian Press Foundations." Journal of Islamic Marketing 3, no. 2 (2012): 1759-0833. 
https://doi.org/10.1108/17590831211232555  

[57] Khan, Khurram, Muhammad Abbas, Asma Gul, and Usman Raja. "Organizational justice and job outcomes: 
Moderating role of Islamic work ethic." Journal of Business Ethics 126, no. 2 (2015): 235-246. 
https://doi.org/10.1007/s10551-013-1937-2  

https://doi.org/10.1007/s11356-022-23760-9
https://doi.org/10.1007/s11356-022-23760-9
https://doi.org/10.1108/IMEFM-01-2018-0029
https://doi.org/10.22037/BJ.V7I24.19031
https://doi.org/10.1348/096317902320369749
https://doi.org/10.1016/j.jbusres.2020.11.057
http://dx.doi.org/10.26668/businessreview/2023.v8i1.693
https://doi.org/10.26668/businessreview/2023.v8i2.924
https://doi.org/10.1057/fsm.2012.22
https://doi.org/10.1108/ICT-10-2018-0086
https://doi.org/10.1037//0022-3514.51.6.1173
https://doi.org/10.26668/businessreview/2023.v8i4.1286
https://doi.org/10.1108/17590831211232555
https://doi.org/10.1007/s10551-013-1937-2


Semarak International Journal of Islamic Studies and Culture  
Volume 5, Issue 1 (2025) 54-68 
 

68 
 

[58] Adeoye, Abayomi O., and Onyia Hope. "Organizational culture, employee retention and employee loyalty: 
Empirical evidence from Nigeria." Academic Journal of Economic Studies 6, no. 3 (2020): 139-146.  

[59] Polii, Harke, Fanny Soewignyo, Elvis Ronald Sumanti, and Deske W. Mandagi. "Predictive ability of financial and 
non-financial performance for financial statement publication time frame: Moderating role of COVID-19 
pandemic." Revista de Gestão Social e Ambiental 17, no. 2 (2023): e03346. http://dx.doi.org/10.24857/rgsa.v17n2-
009  

[60] Ali, Abbas J. "The Islamic work ethic in Arabia." Journal of Psychology: Interdisciplinary and Applied 126, no. 5 
(1992): 507-519. http://dx.doi.org/10.1080/00223980.1992.10543384  

[61] Mowday, Richard T., Richard M. Steers, and Lyman W. Porter. "The measurement of organizational commitment." 
Journal of Vocational Behavior 14, no. 2 (1979): 224-247. https://doi.org/10.1016/0001-8791(79)90072-1  

[62] Zeithaml, Valarie A., Leonard L. Berry, and A. Parasuraman. "The behavioral consequences of service quality." 
Journal of marketing 60, no. 2 (1996): 31-46. https://doi.org/10.2307/1251929  

[63] Kyndt, Eva, Filip Dochy, Maya Michielsen, and Bastiaan Moeyaert. "Employee retention: Organisational and 
personal perspectives." Vocations and Learning 2, no. 3 (2009): 195-215. https://doi.org/10.1007/s12186-009-
9024-7  

[64] Hair, Joseph F., Jeffrey J. Risher, Marko Sarstedt, and Christian M. Ringle. "When to use and how to report the 
results of PLS-SEM." European Business Review 31, no. 1 (2019): 2-24. http://dx.doi.org/10.1108/EBR-11-2018-
0203  

[65] Kock, Ned. "Common method bias in PLS-SEM: A full collinearity assessment approach." International Journal of 
e-Collaboration (IJEC) 11, no. 4 (2015): 1-10. https://doi.org/10.4018/ijec.2015100101  

[66] Hair, Joseph F. Jr., Lucy M. Matthews, Ryan L. Matthews, and Marko Sarstedt. "PLS-SEM or CB-SEM: updated 
guidelines on which method to use." International Journal of Multivariate Data Analysis 1, no. 2 (2017): 107-123. 
https://doi.org/10.1504/IJMDA.2017.087624  

[67] Henseler, Jörg, Christian M. Ringle, and Marko Sarstedt. "Using partial least squares path modeling in advertising 
research: basic concepts and recent issues." in Handbook of research on international advertising, edited by 
Shintaro Okazaki, 252-276. Cheltenham, UK: Edward Elgar Publishing, 2012. 

[68] Suryanto, Tulus. "Islamic work ethics and audit opinions: Audit professionalism and dysfunctional behavior as 
intervening variables." Al-Iqtishad: Jurnal Ilmu Ekonomi Syariah 8, no. 1 (2016): 49-64. 
https://doi.org/10.15408/aiq.v8i1.2508  

[69] Hayati, Keumala, and Indra Caniago. "Islamic work ethic: The role of intrinsic motivation, job satisfaction, 
organizational commitment and job performance." Procedia-Social and Behavioral Sciences 65 (2012): 1102-1106. 
https://doi.org/10.1016/j.sbspro.2014.05.148  

[70] Ahmed, Adeel, Mohd Anuar Arshad, Arshad Mahmood, and Wassem Barkat. "The impact of spiritual values on 
employees loyalty: The moderating role of Islamic work ethic." International Journal of Ethics and Systems 37 no. 
3 (2021): 341-355. https://doi.org/10.1108/IJOES-09-2020-0147  

[71] Pertiwi, Ni Komang Ayu Yogi, and I Wayan Gede Supartha. "The effect of compensation and organizational 
commitment on employee satisfaction and retention." American Journal of Humanities and Social Sciences 
Research (AJHSSR) 5, no. 3 (2021): 333-342. 

[72] Book, Laura, Anthony Gatling, and Jungsun (Sunny) Kim. "The effects of leadership satisfaction on employee 
engagement, loyalty, and retention in the hospitality industry." Journal of Human Resources in Hospitality & 
Tourism 18, no. 3 (2019): 368-393. https://doi.org/10.1080/15332845.2019.1599787   

 
 

http://dx.doi.org/10.24857/rgsa.v17n2-009
http://dx.doi.org/10.24857/rgsa.v17n2-009
http://dx.doi.org/10.1080/00223980.1992.10543384
https://doi.org/10.1016/0001-8791(79)90072-1
https://doi.org/10.2307/1251929
https://doi.org/10.1007/s12186-009-9024-7
https://doi.org/10.1007/s12186-009-9024-7
http://dx.doi.org/10.1108/EBR-11-2018-0203
http://dx.doi.org/10.1108/EBR-11-2018-0203
https://doi.org/10.4018/ijec.2015100101
https://doi.org/10.1504/IJMDA.2017.087624
https://doi.org/10.15408/aiq.v8i1.2508
https://doi.org/10.1016/j.sbspro.2014.05.148
https://doi.org/10.1108/IJOES-09-2020-0147
https://doi.org/10.1080/15332845.2019.1599787

