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Abstract This study examines the impact of Islamic
Work Ethic IWE) on organizational citizenship behaviors
(OCBs) and knowledge-sharing behaviors (KSBs) among
university employees in Pakistan. A total of 215 respon-
dents from public sector educational institutions partici-
pated in this research. The findings suggest that IWE has a
positive effect on OCBs. In other words, individuals with
high IWE demonstrate more citizenship behaviors than
those with low IWE. The findings also suggest a positive
effect of IWE on KSBs. Individuals with high IWE exhibit
more KSBs than those with low IWE. The paper also
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discusses the theoretical and practical implications of these
findings.
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Introduction

The idea of the modern work ethic was initiated by Weber
(1905), who introduced the concept of the Protestant Work
Ethic (PWE) based on the ideology of frugality, individu-
alism, discipline, and hard work. Much of the research on
work ethic has been carried out in the West and has focused
particularly on PWE. However, scholars now recognize
that Protestant societies are different from non-protestant
societies that are grounded in other religious belief sys-
tems. Hence, the PWE is not a universal construct (see,
Niles 1999; Arslan 2001). Based on this, scholars have
started studying the concept of a work ethic in different
societies and have found that the major source of these
work ethics is religion. For example, studies have exam-
ined work ethics in societies that follow different religions
such as Confucianism, Buddhism, Hinduism, and Judaism,
among others (Parboteeah et al. 2009). Following the same
line of thought, some scholars introduced the concept of
the Islamic Work Ethic IWE) (Ali 1988; Yousef 2001).
The IWE and PWE both mainly focus on cooperation,
commitment, dedication to work, and avoidance of wealth
accumulation through unethical means (Khan et al. 2013).
However, in contrast to the PWE, the IWE puts more
emphasis on intentions than on results (Yousef 2001). For
example, the prophet Muhammad stated that “actions are
recorded according to intention, and man will be rewarded
or punished accordingly” (as cited by Yousef 2001,
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p. 154). Any action that is intended to do harm, even
though it gives benefit to those who undertake it, is con-
sidered unlawful in Islam (Ali and Al-Owaihan 2008).

In addition, the PWE has roots in Protestant ideology
and philosophy, whereas the IWE has deep roots in the
Quran (the holy book of Muslims) and the Sunnah (sayings
and practices) of Prophet Muhammad (Yousef 2000). Over
the last three decades, scholars have taken an interest in
understanding business ethics from an Islamic perspective
for several reasons. First, Islam is the second largest (after
Christianity) monotheistic religion in the world. Muslims
constitute about 22.5 % of the world’s population globally,
a figure that has grown faster than the general population of
the world (Johnson and Grim 2013). Additionally, the
world has become a global marketplace where business
exchanges can involve interactions between individuals of
different religious and cultural backgrounds. This global-
ization and the need for innovation have further reshaped
the workplace by encouraging an appreciation of work-
force diversity. Furthermore, Islam is considered to be the
only religion that guides its followers in all spheres of life
(Rice 1999). However, despite Islam’s relevance and
importance, significant attention has not been paid to
examining how Islam as a religion inspires and guides its
followers in terms of a work ethic.

Past studies have primarily examined the effect of the
IWE on organizational change, job satisfaction, job
involvement, and turnover intentions (see, Yousef 2000,
2001; Khalil and Saad 2009; Mohamed et al. 2010; Ahmad
2011; Khan et al. 2013 for discussion). However, there
remains a lack of understanding regarding how the IWE
affect KSBs and OCBs at the workplace. OCBs and KSBs
are considered critical to the success of any firm (see,
Nonaka 1994; Organ 1988). In today’s world, where
innovation and cooperation at work are the two main pre-
requisites for success, only firms that respond to the
changing demands of customers with innovative ideas,
services, and products can survive (McAdam and Keogh
2004). Such innovations in products and services require
the sharing of knowledge and cooperation at work, among
other behaviors. In a similar vein, scholars have suggested
that the IWE has relevance to both OCBs and KSBs
(Kumar and Rose 2012). Islam encourages cooperation at
work and supportive activities such as societal welfare,
which translates into OCBs in an organizational context.
Islam also encourages knowledge sharing through knowl-
edge collection and dissemination (Rice 1999). To our
understanding, no study to date has attempted to establish
theoretically and empirically the effects of the IWE on
OCBs and KSBs, even though one of key reasons for
studying business ethics is its critical role in affecting
important workplace outcomes. Hence, we believe that the
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study of the possible effects of IWE on two important job
outcomes (OCBs and KSBs) is important.

The objectives of the current study are threefold. First,
the study will attempt to examine the impact of the IWE on
OCBs and KSBs, and how it affects extra-role and
knowledge-sharing behaviors (KSBs), thereby broadening
the literature on the IWE. Second, the study will provide
some additional evidence for the external validity of the
concept of the IWE. Third, the study examines the role of
the IWE in educational institutions where knowledge-
sharing and citizenship behaviors are both of critical
importance. Extra-role behaviors such as knowledge-shar-
ing and organizational citizenship behaviors (OCBs) play a
primary role in the development of any organization,
especially educational institutions; thus, this study will
provide vital insight into the effects of the IWE on orga-
nizational development.

Literature Review and Hypotheses
IWE

Scholars and moral philosophers have long been studying
ethics to understand how and why humans behave in cer-
tain ways and justify their action on certain grounds. Ethics
are the moral principles that distinguish right from wrong
(Khan et al. 2013). During the past few decades, both
business scholars and practitioners have taken a keen
interest in exploring the antecedents and consequences of
different ethical values and practices at the workplace (see,
Beekun and Badawi 2005; Carroll and Buchholtz 2006;
Crane and Matten 2007; Parboteeah et al. 2009; Sen 1993;
Yousef 2001 for discussion).

Seminal research on the IWE was conducted by Ali
(1988) and was based on the teachings of the Quran and
Sunnah of Prophet Muhammad (see also Ali and Al-
Owaihan 2008; Rice 1999; Yousef 2000). The Quran and
Sunnah are the primary sources of the broader principles
and guidelines for conducting life and are believed to be
valid for all times and for all individuals who embrace
Islam (Beekun and Badawi 2005). Within Islam, these
principles and values are presumed to be universal and
applicable to every field of life; they are in no way
dependent on the prevailing norms of societies, which
change with the passage of time (Abbasi et al. 2011).
Muslims consider Islam to be a way of life and not merely
a religion (Musa 2011). Islamic ethical values encapsulate
all dimensions of human life, including work within an
organization (Ahmad 2011). According to Islamic princi-
ples, “it is the ethic that dominates economics and not the
other way around” (Rice 1999, p. 346), and every action is
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judged through the lens of Islamic values and ethics (Khan
et al. 2013).

The Quran strictly forbids its followers to involve
themselves in unproductive, negative, or time-wasting
activities and considers such activities as wasteful (Yousef
2000). Furthermore, positive activities such as promoting
societal welfare, which translates into OCBs in an orga-
nizational context, are highly encouraged in Islam.

Various researchers (see Ali and Al-Owaihan 2008; Ali
2009; Randeree and El-Faramawy 2010) are of the view
that Islamic values, beliefs, and perceptions influence the
work attitudes and management practices of Muslim
employees. Research has found that the IWE exclusively
emphasizes the significance of individuals’ beneficial
contributions to society and the responsibilities of orga-
nizations toward their workers (Abu-Saad 2003). Beekun
(1997) defined the IWE as a collection of work-related
moral principles and values that differentiate between
right and wrong in the context of Islam. The IWE also
puts great emphasis on hard work, dedication to work,
creativity, and cooperation (Yousef 2001). Islamic prin-
ciples emphasize cooperation among employees in order
to create a positive and productive work environment
(Husin 2012).

Islam provides a comprehensive system of life that is
rooted in ethics, and it guides its followers in all spheres of
life including social and economic life (see, Beekun 1997,
Naqvi 1981; Rice 1999). Muslims, therefore, are required
to follow the Islamic code of life, as described by the
Islamic Law and Jurisprudence, and surrender completely
to Allah’s or God’s will (Syed and Ali 2010). In addition,
the IWE, having its roots in Islamic Law, is regarded by
Muslims as permanent and universal, and therefore are not
limited to one set of individuals, a society, or certain pro-
fessions (Khan et al. 2013). In Islamic societies, cultural
values and norms should be guided by Islamic principles,
rather than culture (Ali and Al-Owaihan 2008).

According to Islamic teachings, hard work is considered
necessary for social welfare (Ali 1992). As Prophet
Muhammad said, hard work absolves the sins of people and
the best food which a person eats is that which he eats out
of his work (see, Ali 1992; Ali and Gibbs 1998). The Quran
says, “for all people, there are ranks according to their
deeds” (Quran 6:132, 1981) “and man has nothing except
that for which he strives” (Quran 53:39). Moreover, Isla-
mic teachings discourage laziness and wasting time by
remaining idle or engaging in unproductive activities (see,
Abeng 1997; Yousef 2001). In addition, Islam emphasizes
cooperation at work and consultation as sources of success
(Yousef 2000). Therefore, in an organizational context,
employees who follow these moral principles can be
expected to engage in productive and cooperative work
behaviors.

OCBs and KSBs

OCB is defined as “individual behavior that is discretion-
ary, not directly or explicitly recognized by the formal
reward system, and that in aggregate promotes the effective
functioning of the organization” (Organ 1988, p. 4). So-
mech and Drach-Zahavy (2004) have explained OCBs as
noble, altruistic, and productive actions or behaviors shown
by employees in an organization. OCBs are considered to
be among the most desirable behaviors in the workplace
(see, Katz 1964; LePine et al. 2002). Past research has
examined a variety of individual and organizational factors
that affect OCBs. For example, previous meta-analytic
studies have suggested that organizational factors such as
organizational justice (Colquitt et al. 2001) and perceived
organizational support (Riggle et al. 2009) affect citizen-
ship behaviors among employees. Similarly, most recent
meta-analytic studies have also examined the effects of
personality factors on OCBs (see, Chiaburu et al. 2011;
Podsakoff et al. 2009 for discussion).

In a similar vein, KSBs are considered to be very critical
to a firm’s success (Hooff and Weenen 2004), and scholars
have suggested that organizations should encourage and
involve their employees in knowledge sharing (see, An-
drawina and Govindaraju 2009; O’Dell and Grayson 1998
for discussion). Hooff and Ridder (2004) define knowledge
sharing as a procedure or course of action in which a
person exchanges his/her knowledge with others and then
jointly creates new knowledge. Similarly, Connelly and
Kelloway (2003, p. 1) have explained KSBs as “a set of
behaviors that involve the exchange of information or
assistance to others. It is separate from information sharing,
which typically involves management making information
on the organization available to employees. While knowl-
edge sharing contains an element of reciprocity, informa-
tion sharing can be unidirectional and unrequested.”

Knowledge sharing is a procedure through which
employee knowledge is managed in such a manner that it
can be used by individual employees and also by others
with a broader understanding, and is thus more useful to the
organization; in other words, it can be defined as an indi-
vidual’s ability to carry out knowledge collection or
donation (see, Hooff and Weenen 2004; Ipe 2003). Previ-
ous researchers have studied the relationship between
KSBs and many other variables including innovative
behavior, organizational performance, and innovation
capability (see, Lin 2007; Sdenz et al. 2009).

Impact of IWE on OCBs
Previous studies have examined the critical role of the IWE

in influencing a variety of desirable job outcomes. For
example, Abbasi et al. (2011) conducted a study on
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managers working in the Pakistani telecom sector and
found that the IWE had a positive impact on business
performance. In another study, Rahman et al. (2006) found
that individuals with a strong inclination and awareness
about the IWE possess affective commitment toward their
organization. Similarly, Yousef (2000) found a positive
relationship between the IWE and different dimensions of
attitude toward organizational change and commitment. In
another study, Rokhman (2010) found that the IWE has a
positive effect on job satisfaction and organizational
commitment. Similarly, Yousef (2001) found that the IWE
also moderates the relationship between job satisfaction
and organizational commitment. Other scholars have sug-
gested that the IWE has a positive impact on the innovation
capability of employees (Kumar and Rose 2010). In a
recent study, Kumar and Rose (2012) examined the mod-
erating effect of the IWE on knowledge-sharing enablers
and the innovation capability of employees in Malaysia,
and found that the IWE significantly moderated the rela-
tionship between knowledge-sharing capability and inno-
vation capability. Even more recently, Khan et al. (2013)
studied the effects of the IWE on turnover intentions, job
satisfaction, and job involvement. They found that the IWE
was positively related to job satisfaction and job involve-
ment, and negatively related to turnover intentions.

However, despite these efforts, to our knowledge no
study has investigated the effects of the IWE on KSBs and
OCBs in the workplace. In Islam, individuals are required
to practice voluntarism (Pomeranz 2004). The IWE
emphasizes cooperation and consultation with others (Yo-
usef 2000). Muslims are required to be courteous toward
and cooperative with other fellow beings (see, Albashi and
Ghazali 1994; Ali 2005). Moreover, the IWE emphasizes
working for the benefit of fellow beings and society. Islam
always teaches positive behaviors and good deeds. In an
organizational context, employees who follow these moral
principles are expected to engage in cooperative work
behaviors. Prophet Muhammad’s teachings stressed that
best people are those who are most beneficial and helpful to
their fellow human beings. Ali and Al-Kazemi (2007)
conducted a study in Kuwait and examined the effect of the
IWE on loyalty. These authors found that the IWE was
positively related to employees’ loyalty to their organiza-
tion, colleagues, and supervisor. Based on these previous
studies, we expect that the IWE will have a positive effect
on citizenship behaviors. Since the IWE emphasizes
cooperation, loyalty, and selfless deeds, individuals with a
higher IWE may also demonstrate higher levels of OCBs
than individuals with a low IWE. Therefore, we develop
the following hypothesis.

Hypothesis 1 Islamic Work Ethic will be positively
related to organizational citizenship behaviors.
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Impact of IWE on KSBs

In organizations, the unintentional and informal creation of
knowledge takes place as a result of informal communi-
cation among organizational members (Andrawina and
Govindaraju 2009). Although some studies on knowledge
creation emphasize the creation of knowledge at organi-
zational levels (see, Song 2008; Tsai and Li 2006), extant
research suggests that it is the individual members of an
organization who create knowledge (see, Nonaka 1991,
1994; Connelly and Kelloway 2003 for discussion). Spe-
cifically, Nonaka (1991, p. 97) states in his seminal work
that “new knowledge always begins with the individual.”

Knowledge creation and sharing is considered critical to
the generation of innovative ideas, services, and products
(Nonaka 1994). In fact, many studies have discussed the
strategic importance of the knowledge resources available
to organizations (see, Grant 1996; Nonaka 1991). Reid
(2003) has demonstrated that knowledge sharing generates
an ability to maximize the organizational capacity to pro-
duce solutions for customers that will help the organization
gain a competitive advantage. In addition, Connelly and
Kelloway (2003) postulated that if organizations want to
develop a knowledge-sharing culture, they should strive to
alter their employees’ knowledge-hiding attitudes and
promote agreeable and reliable knowledge-sharing activi-
ties (Lin and Lee 2004). The Quran mentions in clear
words that humans are representatives of Allah (God) on
earth and got this status because of the knowledge given to
them by Allah. The Quran says, “Are those who know
equal to those who know not? But only they who are
endowed with understanding keep this in mind (Quran,
39:9).”This clearly shows the emphasis Islam puts on
knowledge sharing and cooperation among people at work.

The Quran and Sunnah have laid the base for Muslim
people and have encouraged them to share knowledge in
order to contribute to the development and welfare of
society on a larger scale and in all spheres of life, including
the workplace (Hamid 2011). Allah says, “verily those who
hide that which we have sent down of evidence and the
guidance, after We have expounded it unto mankind in the
Book, these!—They are the ones cursed by Allah and
cursed by the curser (Quran, 2:159).” This suggests that
Islam prohibits knowledge hiding and encourages knowl-
edge sharing and dissemination.

Prophet Muhammad emphasized the sharing of knowl-
edge. Prophet said, “Do you know who is most gener-
ous?... God is the Most Generous, then I am most generous
to human kind, and the most generous people after me will
be those who will acquire knowledge and then share/dis-
tribute it. They will come on the Day of Judgment singly,
like a ruler (Al-Tirmidhi, [Hadith, 93] (cited in Nawawi
1983). Prophet Muhammad also encouraged healthy
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discussions as they promote the sharing of knowledge
among people. Prophet said, “Learned discussions enliven
the dead hearts provided they direct to Allah and His
commands” (as cited in Shah 2010). In addition, Prophet
encouraged the sharing of knowledge: “The best testament
and legacies which a man leaves behind him are an obe-
dient son, incessant charity, knowledge, and wisdom which
are benefited by the people after him” (Hamid 2011). The
IWE encourages both the acquisition and sharing of
knowledge with other individuals. In an organizational
context, employees who follow the ethical principles laid
down by the Quran and Sunnah are expected to engage in
KSBs. Consequently, we expect that individuals with high
IWE will tend to exhibit more KSBs than those with low
IWE. Individuals with high IWE consider knowledge
sharing as an obligation and, therefore, are more likely to
share their personal knowledge and experiences with their
colleagues. Hence, we hypothesize that:

Hypothesis 2 Islamic Work Ethic will be positively
related to knowledge-sharing behaviors.

Methods
Sample Size and Data Collection Procedures

Data were collected through an on-site administration of
surveys at six universities in two large cities in Pakistan.
Personal and professional contacts of the first author pro-
vided access to the sites. Invitations to the survey included
a cover letter that indicated that participation was volun-
tary. Respondents were also assured that their individual
responses would remain confidential. Since the respondents
were fluent in English, the questionnaires were not trans-
lated in any local language. Moreover, English is the
medium of instruction in all higher education institutions in
Pakistan; therefore, the surveys were distributed in English.
Each participant completed a survey that contained items
related to IWE, OCBs, and KSBs. In addition, each par-
ticipant also provided his or her demographic details such
as gender, age, marital status, department, and year of
education.

We distributed 300 surveys, out of which 246 responses
were returned. Thirty-one surveys were found incomplete
and therefore were excluded. As a result, 215 complete
surveys were included for analysis, yielding a response rate
of 72 %. Since the research was aimed at studying the
IWE, we ensured that all respondents were Muslim.

Approximately 73 % respondents had undergraduate
degrees, 20 % had a Masters or M.Phil degree, and 7 %
had Doctoral degrees. 70 % of respondents were male and
52 % were married. About 43 % of the respondents were

between 31 and 40 years old, 9 % were between 41 and
50 years, and 4 % were 51 and above. Finally, 55 % of the
participants were administrative staff (all grades), such as
those working in general administration, IT sections,
examination sections, and admission offices, whereas 45 %
were academic staff such as lecturers, Assistant Professors,
Associate Professors, and Professors.

Measures

All the variables were measured using self-reports. The
responses were tapped using a 5-point Likert-scale with
anchors ranging from 1—strongly disagree to 5—strongly
agree.

IWE

IWE was measured with a 17-item scale developed by Ali
(1988). Examples of the items for IWE include “Laziness
is a vice,” “dedication to work benefits both oneself and
others,” “More leisure time is good for society and others”
(reverse coded), and “Dedication to work is a virtue.” The
o reliability for this measure was 0.73, which is consistent
with the reliabilities reported in past studies (e.g., Khan
et al. 2013).

OCB

OCB was measured with a 10-item scale developed by
Podsakoff et al. (1990). Examples of the items include: “I
obey company rules and regulations even when no one is
watching” and “I am willing to help others who have
work-related problems.” The o reliability for this measure
was 0.66. The reliability of this scale was slightly lower
than the conventional standards.

Knowledge-Sharing Behavior

KSB was measured with a 16-item scale developed by
Andrawina and Govindaraju (2009). Examples of the items
include “I always share working experiences with other
employees within the organization” and “I always teach
what I know to other employees within the organization
when I am asked.” The o reliability for this measure was
above the conventional standards, i.e., 0.82.

Control Variables

Past studies have suggested that age and gender may affect
OCBs and KSBs (see, Kidder 2002; Lin 2008; Slagter 2009
for discussion); therefore, we decided to control for age and
gender in all analyses.
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Table 1 Means, standard deviations, correlations, and reliabilities

Mean SD 1 3 4 5 6
1. Education 2.04 0.86 -
2. Marital status 1.47 0.50 0.20%*
3. Age 1.74 0.79 0.05 —0.36%* -
4. IWE 4.17 0.35 0.09 —0.04 —0.00 (0.72)
5. OCB 4.36 0.29 0.05 0.01 0.03 0.32%% (0.65)
6. KSB 4.24 0.40 0.01 0.05 0.01 0.25%%* 0.25%%* (0.82)

N = 215; Cronbach’s o presented in parentheses; age was coded as ‘1’ for 20-30, ‘2’ for 31-40, ‘3’ for 41-50, and ‘4’ for 51 and above

* p < 0.05; ** p < 0.01

Table 2 Regression analyses for IWE, OCB, and KSB

Variables OCB KSB
B AR? B AR?
Step 1
Gender 0.09 0.117
Age 0.04 0.10 0.03 0.06
Step 2
IWE 0.327%%% 0.01 %% 0.26%#* 0.01 %%

N = 215; gender was coded as ‘1’ for male and ‘2’ female; age was
coded as ‘1’ for 20-30, ‘2’ for 3140, ‘3’ for 41-50, and ‘4’ for 51
and above

T p <0.10; #** p < 0.001

Results
Correlations and Regression Analyses

Table 1 presents the results for the descriptive statistics,
zero-order Pearson correlations, and o reliabilities for all
the study variables. In general, the zero-order correlation
results show that all relationships were in the expected
directions. The correlations indicate that the IWE was
positively and significantly related to the OCBs (r = 0.32,
p < 0.01) and KSBs (r = 0.25, p < 0.01).

We conducted a regression analysis to test hypotheses 1
and 2. For all analyses, gender and age were entered in step
1 and IWE was entered in step 2. Hypothesis 1 suggested a
positive effect of IWE on OCBs. The results presented in
Table 2 (step 2) show that IWE is positively related to
OCBs (ff = 0.32, p < 0.001). Consistent with hypothesis
1, our findings suggest that individuals with high IWE tend
to demonstrate more citizenship behaviors than those with
low IWE; therefore, hypothesis 1 was supported. Similarly,
hypothesis 2 suggested a positive effect of IWE on KSBs.
The results presented in Table 2 (step 2) show that IWE is
positively related to KSBs (ff = 0.26, p < 0.001). Consis-
tent with hypothesis 2, our results suggest that individuals
with high IWE demonstrate a higher level of KSBs than
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those with low IWE; therefore, hypothesis 2 was also
supported.

Discussion

During the past few decades, business scholars and prac-
titioners have put considerable effort into exploring the
antecedents and consequences of ethical values and prac-
tices in the workplace (see, Beekun and Badawi 2005;
Parboteeah et al. 2009; Sen 1993; Yousef 2001 for dis-
cussion). These scholars have also taken an interest in
understanding business ethics from Islamic perspectives.
For example, past studies have examined the effect of the
IWE on organizational change, job satisfaction, job
involvement, and turnover intentions (see, Yousef 2000,
2001; Khalil and Saad 2009; Mohamed et al. 2010; Ahmad
2011; Khan et al. 2013 for discussion). However, despite
these efforts, little is known about the possible effects of
the IWE on KSBs and OCBs in the workplace.

The current study attempts to address these issues and
examines the effect of the IWE on both of these desirable
job outcomes. Specifically, our study findings indicate that
the IWE has a positive effect on OCBs. In other words,
individuals with high IWE are more likely to go the extra
mile by performing citizenship behaviors as compared to
those with low IWE. Islam encourages cooperation at the
workplace. Islamic principles and ethics urge followers of
Islam to provide voluntary support and help to those who
are in need. According to Islamic principles, a follower of
Islam is morally bound to extend support to the coworkers
and the organization when needed.

Our results also suggest positive effects of the IWE on
KSBs. We found that individuals with high IWE exhibited
more KSBs as compared to those with low IWE. These
findings are consistent with our view that Islamic principles
and ethics encourage followers to acquire and share their
knowledge with other colleagues. The Quran puts emphasis
on being courteous, humble, and cooperative in both per-
sonal and work domains. Islamic teachings encourage the
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acquisition of knowledge and working for the welfare of the
community (see, Abuznaid 2006; Branine and Pollard 2010).
According to Islamic principles, one who shows the right
path to other people, shares knowledge with others, and
demonstrates citizenship behaviors is considered a virtuous
person.

Although previous studies did not explicitly examine the
effects of IWE on OCBs and KSBs, our findings generally
support previous research and theory (Ali 2005; Ali and
Al-Kazemi 2007; Kumar and Rose 2012; Rice 1999). For
example, Alhyasat (2012) found a significant effect of
abidance by IWE (kindness and forgiveness in dealing with
workers and customers, obedience to the people in power,
and respecting job ethics) on OCBs. Other studies sug-
gested that individuals, according to Islam, are required to
practice voluntarism (Pomeranz 2004) and are required to
be courteous toward and cooperative with other fellow
beings (see, Albashi and Ghazali 1994; Ali 2005). Simi-
larly, Hamid (2011) argued that Islam encourages the
sharing of knowledge. Therefore, the findings of the current
study support the previous scholarly views on the role of
IWE in affecting OCBs and KSBs.

Theoretical and Practical Contributions

The current research significantly contributes toward the
existing body of knowledge in the domains of the IWE,
KSBs, and OCBs by studying the effect of the IWE on both of
these important workplace outcomes. The study demon-
strates that the IWE is an important determinant of citizen-
ship and KSBs in the workplace. Moreover, the study has
several implications for managers of local and multinational
corporations working in Islamic countries. The findings
provide insight into the critical role of the IWE in increasing
citizenship and KSBs. As moral champions, managers can
direct efforts to support the IWE at the workplace.

Ethics are considered to be central and strong components
of organizational culture (see, Rice 1999; Schwartz and
Carroll 2008); however, scholars have suggested that it may
not be useful to implement the same code of ethics across
cultures (Rice 1999). Just as the PWE has had a strong
influence in shaping ethical values in many western societies,
we believe that IWE would have a strong bearing on ethical
values and standards guiding human behavior in Islamic
countries. Similar to PWE, the influence of IWE is likely to
transcend religion and develop in a universal set of values
adhered to in cultures of Muslim countries. Therefore, in
countries with Muslim majority managers irrespective of
their or the followers’ faith should consider implementing a
code of ethics rooted in teachings of Islam to enhance KSBs
and OCBs. Since the IWE and Islamic teachings provide a
practical life program by providing directions for every
sphere of life (Rice 1999), managers could teach Islamic

work values through training and lecture programs to
enhance the level of IWE among employees.

Conclusion

The study contributes toward the existing body of Knowles
on several avenues. First, the study examined the impact of
the IWE on OCBs and KSBs, thereby broadening the lit-
erature on the IWE. Second, the study provided some
additional evidence for the external validity of the concept
of the IWE. Third, the study examined the role of the IWE
in educational institutions where knowledge-sharing and
citizenship behaviors are both of critical importance.

This study has several limitations. The first limitation is
the cross-sectional nature of the study which may not be
appropriate for drawing causal inferences. Second, all
variables were measured using self-reports. Self-reports
may possibly bias the findings (Podsakoff et al. 2003).
Future research should replicate our findings with longi-
tudinal designs to provide evidence regarding the causal
mechanisms through which IWE affects knowledge-shar-
ing and citizenship behaviors. Future studies should use
peer-reports of knowledge-sharing and citizenship behav-
jors to avoid same source bias issues. Moreover, the
interactive effects of IWE and any negative contextual
factors could be examined by future research. For example,
future studies could examine how the IWE provides a
buffer against the harmful effects of abusive supervision
and workplace politics on desirable job outcomes.

The current study was conducted among employees of
educational institutions in Pakistan. Future studies could
replicate the study in other work settings and cultures. Such
replications may provide evidence for the generalizability
and external validity of our findings. Finally, our study did
not explicitly compare the IWE to the PWE to see if there are
any differential effects of the PWE and IWE on workplace
outcomes. More specifically, we should see how both IWE
and PWE work in cultures of different faiths. Do these
constructs hold value in predicting work ethics in settings
that align with the faith they are derived from. Therefore,
future research could compare both types of ethics to discern
if there are any differential effects on job outcomes. Future
research could also consider examining the effects of the
IWE on other important work-related attitudes and behaviors
such as creativity, work engagement, and deviant behaviors.

References

Abbasi, A. S., Rehman, K., & Bibi, A. (2011). Islamic work ethic:
How it affects business performance. Actual Problems of
Economics, 12, 312-322.

@ Springer



G. Murtaza et al.

Abeng, T. (1997). Business ethics in Islamic context: Perspectives of
a Muslim business leader. Business Ethics Quarterly, 7(3),
47-54.

Abu-Saad, 1. (2003). The work values of Arab teachers in Israel in a
multicultural context. Journal of Beliefs and Values, 24(1),
39-51.

Abuznaid, S. (2006). Islam and management: What can be learned?
Thunderbird International Business Review, 48(1), 125-139.

Ahmad, M. S. (2011). Work ethics: An Islamic prospective.
International Journal of Human Sciences, 8(1), 851-859.

Albashi, S., & Ghazali, A. (1994). Islamic values and management.
Kuala Lumpur: Institute of Islamic Understanding.

Alhyasat, K. M. (2012). The role of Islamic work ethics in developing
organizational citizenship behavior at the Jordanian Press
Foundations. Journal of Islamic Marketing, 3(2), 139-154.

Ali, A. (1988). Scaling an Islamic work ethic. Journal of Social
Psychology, 128(5), 575-583.

Ali, A. (1992). The Islamic work ethic in Arabia. The Journal of
Psychology, 126(5), 507-519.

Ali, A. (2005). Islamic perspective on management and organization.
Cheltenham: Edward Elgar.

Ali, A. (2009). Levels of existence and motivation in Islam. Journal
of Management History, 15(1), 50-65.

Ali, A., & Al-Kazemi, A. (2007). Islamic work ethic in Kuwait. Cross
Cultural Management: An International Journal, 14(2), 93-104.

Ali, A., & Al-Owaihan, A. (2008). Islamic work ethic: A critical
review. Cross Cultural Management: An International Journal,
15(1), 5-19.

Ali, A. J., & Gibbs, M. (1998). Foundation of business ethics in
contemporary religious thought: The Ten Commandment perspective.
International Journal of Social Economics, 25(10), 1552-1564.

Andrawina, L., & Govindaraju, R. (2009). Knowledge sharing
behavior, study of Indonesia’s information and communication
technology industry. Journal of ICT, 8, 85-102.

Arslan, M. (2001). The work ethic values of Protestant British,
Catholic Irish and Muslim Turkish managers. Journal of
Business Ethics, 31(4), 321-339.

Beekun, R. (1997). Islamic Business Ethics. Herndon: IIIT.

Beekun, R. 1., & Badawi, J. A. (2005). Balancing ethical responsi-
bility among multiple organizational stakeholders: The Islamic
perspective. Journal of Business Ethics, 60(2), 131-145.

Branine, M., & Pollard, D. (2010). Human resource management with
Islamic management principles: A dialectic for a reverse
diffusion in management. Personal Review, 39(6), 712-727.

Carroll, A., & Buchholtz, A. (2006). Business and society: Ethics and
stakeholder management. Mason: Thompson Learning.

Chiaburu, D. S., Oh, I. S., Berry, C. M., Li, N., & Gardner, R. G.
(2011). The five-factor model of personality traits and organi-
zational citizenship behaviors: A meta-analysis. Journal of
Applied Psychology, 96(6), 1140.

Colquitt, J. A., Conlon, D. E., Wesson, M. J., Porter, C. O., & Ng, K.
Y. (2001). Justice at the millennium: A meta-analytic review of
25 years of organizational justice research. Journal of Applied
Psychology, 86(3), 425.

Connelly, C. E., & Kelloway, E. K. (2003). Predictors of employees’
perceptions of knowledge sharing culture. Leadership & Orga-
nization Development Journal, 24(5), 294-301.

Crane, A., & Matten, D. (2007). Business ethics: Managing corporate
citizenship and sustainability in the age of globalization. Oxford:
Oxford University Press.

Grant, R. M. (1996). Prospering in dynamically-competitive envi-
ronments: Organizational capability as knowledge integration.
Organization Science, 7(4), 375-387.

Hamid, Z. A. (2011). Knowledge sharing in Islam: Implications for
practice in organizations. In Spirituality in management from
Islamic perspectives (pp. 155-190). Kuala Lumpur: IIUM Press.

@ Springer

Hooff, V. D., & Ridder, J. A. (2004). Knowledge sharing in context:
The influence of organizational commitment, communication
climate and CMC use on knowledge sharing. Journal of
Knowledge Management, 8(6), 117-130.

Hooff, V. D., & Weenen, F. L. (2004). Committed to share:
Commitment and CMC use as antecedents of knowledge
sharing. Knowledge and Process Management, 11(1), 13-24.

Husin, W. N. W. (2012). Work ethics from the Islamic perspective in
Malaysia. European Journal of Social Sciences, 29(1), 51-60.

Ipe, M. (2003). Knowledge sharing in organizations: A conceptual
framework. Human Resource Development Review, 2, 337.

Johnson, T. M., & Grim, B. J. (2013). Global religious populations
1910-2010. The World’s Religions in Figures: An Introduction
to International Religious Demography, 9-78.

Katz, D. (1964). The motivational basis of organizational behavior.
Behavioral Science, 9, 131-133.

Khalil, M., & Saad, I. A. (2009). Islamic work ethic among Arab
college students in Israel. Cross Cultural Management: An
International Journal, 16(4), 333-346.

Khan, K., Abbas, M., Gul, A., & Raja, U. (2013). Organizational
justice and job outcomes: Moderating role of Islamic Work
Ethic. Journal of Business Ethics, 1-12. doi:10.1007/s10551-
013-1937-2.

Kidder, D. L. (2002). The influence of gender on the performance of
organizational citizenship behaviors. Journal of Management,
28(5), 629-648.

Kumar, N., & Rose, C. (2010). Examining the link between Islamic
work ethic and innovation behavior. Journal of Management
Development, 29(1), 79-93.

Kumar, N., & Rose, R. C. (2012). The impact of knowledge sharing
and Islamic Work Ethic on innovation behavior. Cross Cultural
Management: An International Journal, 19(2), 142-165.

LePine, J. A., Erez, A., & Johnson, D. E. (2002). The nature and
dimensionality of organizational citizenship behavior: A critical
review and meta-analysis. Journal of Applied Psychology, 87,
52-65.

Lin, H. F. (2007). Knowledge sharing and firm innovation behavior:
An empirical study. International Journal of Manpower, 28(3/4),
315-332.

Lin, C. P. (2008). Clarifying the relationship between organizational
citizenship behaviors, gender, and knowledge sharing in work-
place organizations in Taiwan. Journal of Business and
Psychology, 22(3), 241-250.

Lin, H. F., & Lee, G. G. (2004). Perceptions of senior managers
toward knowledge-sharing behavior. Management Decision,
42(1), 108-125.

McAdam, R., & Keogh, W. (2004). Transitioning towards creativity
and innovation measurement in SMEs. Creativity and Innovation
Management, 13(2), 126—-139.

Mohamed, N., Karim, N. S. A., & Hussein, R. (2010). Linking
Islamic work ethic to computer use ethics, job satisfaction and
organisational commitment in Malaysia. Journal of Business
Systems, Governance and Ethics, 5(1), 13-23.

Musa, M. A. (2011). Islamic business ethics & finance: An
exploratory study of Islamic banks in Malaysia. In 8th Interna-
tional conference on Islamic Economics and Finance.

Nagqvi, S. N. H. (1981). Ethics and economics: An Islamic synthesis
(Vol. 2). London: Islamic Foundation.

Nawawi, I. A. Z. S. (1983). Hadith Al-Tirmidhi. Pakistan: Interna-
tional Islamic Publishers.

Niles, F. S. (1999). Toward a cross-cultural understanding of work-
related beliefs. Human Relations, 52(7), 855-867.

Nonaka, I. (1991). The knowledge-creating company. Harvard
Business Review, 69(6), 96—-104.

Nonaka, 1. (1994). A dynamic theory of organizational knowledge
creation. Organization Science, 5, 14-37.


http://dx.doi.org/10.1007/s10551-013-1937-2
http://dx.doi.org/10.1007/s10551-013-1937-2

Impact of Islamic Work Ethics

O’Dell, C., & Grayson, C. (1998). If only we knew what we know:
Identification and transfer of internal best practices. California
Management Review, 40(3), 154—-174.

Organ, D. W. (1988). Organizational citizenship behavior: The good
soldier syndrome. Lexington, MA: Lexington Books/DC Heath
and Co.

Parboteeah, K. P., Paik, Y., & Cullen, J. B. (2009). Religious groups
and work values a focus on Buddhism, Christianity, Hinduism,
and Islam. International Journal of Cross Cultural Management,
9(1), 51-67.

Podsakoff, N. P., Whiting, S. W., Podsakoff, P. M., & Blume, B. D.
(2009). Individual-and organizational-level consequences of
organizational citizenship behaviors: A meta-analysis. Journal
of Applied Psychology, 94(1), 122.

Podsakoff, P. M., MacKenzie, S. B., Lee, J. Y., & Podsakoff, N. P.
(2003). Common method biases in behavioral research: A
critical review of the literature and recommended remedies.
Journal of Applied Psychology, 88(5), 879.

Podsakoff, P. M., MacKenzie, S. B., Moorman, R. H., & Fetter, R.
(1990). Transformational leader behaviors and their effects on
followers’ trust in leader, satisfaction, and organizational
citizenship behaviors. Leadership Quarterly, 1(2), 107-142.

Pomeranz, F. (2004). Ethics: Toward globalization. Managerial
Auditing Journal, 19(1), 8-14.

Quran., (1981). Arabic Text and English Translation. Elmhurst:
Islamic Seminary.

Rahman, N. M., Muhammad, N., & Othman, A. S. (2006). The
relationship between Islamic work ethics and organizational
commitment: A case analysis. Malaysian Management Review,
41(1), 79-89.

Randeree, K., & El-Faramawy, A. T. (2010). Islamic perspectives on
conflict management within project managed environments.
International Journal of Project Management. doi:10.1016/j.
ijproman.2010.01.013.

Reid, F. (2003). Creating a knowledge sharing culture among diverse
business units. Employment Relations Today, 30(3), 43-49.
Rice, G. (1999). Islamic ethics and the implications for business.

Journal of Business Ethics, 18(4), 35-345.

Riggle, R. J., Edmondson, D. R., & Hansen, J. D. (2009). A meta-
analysis of the relationship between perceived organizational
support and job outcomes: 20 years of research. Journal of
Business Research, 62(10), 1027-1030.

Rokhman, W. (2010). The effect of Islamic work ethics on work
outcomes. Electronic Journal of Business Ethics and Organiza-
tion Studies, 15(1), 21-27.

Saenz, J., Aramburu, N., & Rivera, O. (2009). Knowledge sharing and
innovation performance: A comparison between high-tech and
low-tech companies. Journal of Intellectual Capital, 10(1),
22-36.

Schwartz, M. S., & Carroll, A. B. (2008). Integrating and unifying
competing and complementary frameworks: The search for a
common core in the business and society field. Business and
Society, 47(2), 148-186.

Sen, A. (1993). Does business ethics make economic sense? In P.
M. Minus (Ed.), The ethics of business in a global economy (pp.
53-66). Dordrecht: Springer.

Shah, C. (2010). Steps of IMAN Quran and Etrat Internet University.

Slagter, F. (2009). HR practices as predictors for knowledge sharing
and innovative behavior: A focus on age. International Journal
of Human Resources Development and Management, 9(2),
223-249.

Somech, A., & Drach-Zahavy, A. (2004). Exploring organizational
citizenship behaviour from an organizational perspective: The
relationship between organizational learning and organizational
citizenship behaviour. Journal of Occupational and Organiza-
tional Psychology, 77(3), 281-298.

Song, J. H. (2008). The effects of learning organization culture on the
practices of human knowledge creation: An empirical research
study in Korea. International Journal of Training and Develop-
ment, 12(4), 265-281.

Syed, J., & Ali, A. J. (2010). Principles of employees’ relations in
Islam: A normative view. Employees Relations, 32(5), 454-469.

Tsai, M. T., & Li, Y. H. (2006). Knowledge creation process in new
venture strategy and performance. Journal of Business Research,
60(2007), 371-381.

Weber, M. (1905). The Protestant ethic and the spirit of capitalism.
London: Taylor & Francis (e-library, 2005).

Yousef, D. A. (2000). Organizational commitment as a mediator of
the relationship between Islamic Work Ethic and attitudes
toward organizational change. Human Relations, 53(4),
283-302.

Yousef, D. A. (2001). Islamic work ethic—A moderator between
organizational commitment and job satisfaction in a cross-
cultural context. Personnel Review, 30(2), 152—-165.

@ Springer


http://dx.doi.org/10.1016/j.ijproman.2010.01.013
http://dx.doi.org/10.1016/j.ijproman.2010.01.013

	Impact of Islamic Work Ethics on Organizational Citizenship Behaviors and Knowledge-Sharing Behaviors
	Abstract
	Introduction
	Literature Review and Hypotheses
	IWE
	OCBs and KSBs
	Impact of IWE on OCBs
	Impact of IWE on KSBs

	Methods
	Sample Size and Data Collection Procedures
	Measures
	IWE
	OCB
	Knowledge-Sharing Behavior
	Control Variables


	Results
	Correlations and Regression Analyses

	Discussion
	Theoretical and Practical Contributions

	Conclusion
	References


