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Abstract Using a time-lagged design, we tested the main
effects of Islamic Work Ethic IWE) and perceived orga-
nizational justice on turnover intentions, job satisfaction,
and job involvement. We also investigated the moderating
influence of IWE in justice—outcomes relationship. Anal-
yses using data collected from 182 employees revealed that
IWE was positively related to satisfaction and involvement
and negatively related to turnover intentions. Distributive
fairness was negatively related to turnover intentions,
whereas procedural justice was positively related to satis-
faction. In addition, procedural justice was positively
related to involvement and satisfaction for individuals high
on IWE however it was negatively related to both out-
comes for individuals low on IWE. For low IWE, proce-
dural justice was positively related to turnover intentions,
however it was negatively related to turnover intentions for
high IWE. In contrast, distributive justice was negatively
related to turnover intentions for low IWE and it was
positively related to turnover intentions for high IWE.
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Introduction

Organizational justice has its roots in Adams (1965) equity
theory. Justice theory has remained an important area of
inquiry in organizational sciences. Individuals expect
fairness in procedures and distribution of rewards and when
these expectations are violated they may experience neg-
ative emotions (Barclay et al. 2005). On these lines, many
researchers have explored the relationship between orga-
nizational justice and various job outcomes (see Colquitt
et al. 2001). Although this line of research is quite prom-
ising, there are some controversies regarding the impact of
perceived fairness on job outcomes across cultures and
across various dimensions of organizational justice (Col-
quitt et al. 2001; Shao et al. 2013) which need to be
addressed. The generalizability of studies demonstrates that
the influence of justice perceptions in Northern American
and Asian settings still remains unclear (Li and Cropanz-
ano 2009).

Meanwhile, much of the research on work ethics has
been carried out in the West, with major focus on Protes-
tant Work Ethic (PWE) advanced by Weber (1958).
Research on Islamic Work Ethic or IWE has emerged as a
separate domain of inquiry (Ali 1988, 1992; Yousef
2000a). Both PWE and IWE have a major focus on hard
work, dedication, commitment, creativity, avoidance of
wealth accumulation using unethical means, and coopera-
tion at the workplace. However, contrary to PWE, IWE
puts more emphasis on intentions than on results (Yousef
2000a). In contrast to PWE, the IWE has its deep roots in
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the Quran (the holy book of Muslims) and the Sunnah
(sayings and practices) of the Prophet Muhammad
(S.A.W.W.') (Yousef 2000a). That being said, the work on
IWE is still in its nascent stages.

Understanding business ethics from Islamic perspective
becomes important for several reasons. First, Islam is the
world’s second largest (after Christianity) monotheistic
religion. Muslims constitute about 22.5 % of the world
population today and the Muslim population globally has
grown more than 1.5 times faster than the general popu-
lation (Johnson and Grim 2013). Second, Muslim countries
represent some of the major customers in the world and
they have huge investments in Western countries (Saeed
et al. 2001; Uddin 2003). Third, the need for a greater
appreciation of workforce diversity in the face of global-
ization and heightened competition across the globe
demands researchers and practitioners to understand the
critical role of various religious and social factors that
influence businesses (Eastman and Santoro 2009; Uddin
2003).

In the current study, we seek to continue broadening the
literature on fairness perceptions and IWE by exploring
their impact on important job outcomes such as job satis-
faction, job involvement, and turnover intentions. We also
examine the interplay between justice perceptions and IWE
in predicting these outcomes. The controversies in the
relationship between justice types and outcomes suggest
the possibility of the presence of personal or contextual
factors that may moderate these relationships (Colquitt
et al. 2001, 2006). Thus, we feel that incorporating IWE
into justice literature will yield new insights regarding the
boundary conditions of justice perceptions and it will help
explaining the conditions where fairness perceptions may
or may not yield the desirable outcomes. Religion has
always been a spiritual motivator for people to achieve
particular objectives (Ali et al. 1995). IWE views work as a
means to foster social relations and personal growth (Ali
and Al-Owaihan 2008). IWE discourages laziness and
encourages one’s search for legal source of income and
dedication to work. Further, IWE considers engagement in
economic activity as an obligation upon its adherents
(Yousef 2000a). Therefore, it is likely that those individ-
uals who adhere to IWE may be more satisfied and perform
better than those who report low on IWE.

Moreover, being tested in a unique Eastern cultural
setting, the current study will provide some insight into the
dominant justice theory that has been mainly developed
and tested in Western settings. Recently, organizational

' SAA'W.W. is an abbreviation for an Arabic phrase that means
“Peace Be upon Him and His Family,” an honorific formula that
Muslims use when the name of Prophet Muhammad is mentioned.
This abbreviation will be used in the rest of this article.
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theorists have called upon future research to extend the
organizational theories to Eastern settings to have more
confidence about their generalizability (Tsui et al. 2007).
Thus, current study fills this gap and provides an oppor-
tunity to test theories largely developed in West in non-
Western settings.

Theory and Hypotheses
Organizational Justice and Job Outcomes

In organizational context, the term justice is used to refer to
allocation of resources and rewards (Notz and Starke
1987). In any organization, the individuals can evaluate
justice along a number of dimensions. Among the earlier
works on organizational justice, the perceived fairness of
decision outcomes was the main focus of research (Adams
1965). Later research demonstrated that individuals are not
only concerned about the fairness in decision outcomes but
also about the fairness of the procedures used to make
those decisions (Bies and Moag 1986; Leventhal 1976;
Leventhal et al. 1980; Thibaut and Walker 1975). In par-
ticular, numerous studies have explored the differential and
combined effects of distributive and procedural justice on a
wide array of organizationally important outcomes. Dis-
tributive justice refers to the fairness of outcome distribu-
tions or allocations (Adams 1965; Barsky and Kaplan
2007; Bauer et al. 2001; Colquitt et al. 2001) and proce-
dural justice entails fairness of the procedures used to
determine outcome distributions or allocations (Barsky and
Kaplan 2007; Colquitt et al. 2001; Leventhal et al. 1980).

In organizations, individuals react emotionally to fair-
ness of treatment in workplace exchanges and allocations
which ultimately lead to perceptual and behavioral conse-
quences (Barsky et al. 2011). Extant research has linked
distributive and procedural justice to a variety of job out-
comes. However, there has remained a controversy among
studies that relate justice types to job outcomes. For
example, Moorman et al. (1993) found a significant and
positive relationship between procedural justice and job
satisfaction. Alexander and Ruderman (1987) in their study
of government employees found that both distributive and
procedural justice are significantly related to job satisfac-
tion. Later on, Aryee et al. (2002) also found positive
associations of distributive and procedural with employees’
job satisfaction. In the same vein, Lam et al. (2002) found
significant impact of distributive and procedural justice on
job satisfaction.

However, other researchers found that only procedural
justice but not distributive justice was related to job satis-
faction (Lambert et al. 2007). Bakhshi et al. (2009) con-
ducted a study on employees of medical college and found
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that distributive justice showed a significant relationship
with job satisfaction whereas procedural justice was not
significantly related to job satisfaction. According to
McFarlin and Sweeney (1992), distributive justice was a
stronger predictor of job satisfaction than procedural jus-
tice. In contrast, other studies found that procedural justice
had a strong relationship with job satisfaction (e.g., Clay-
Warner et al. 2005; Masterson et al. 2000; Mossholder
et al. 1998; Wesolowski and Mossholder 1997).

In addition, previous research has examined the rela-
tionship between justice types and job involvement. Job
involvement is “the degree to which a person is identified
psychologically with his or her work or the importance of
work in his or her total self-image” (Singh and Kumari 1988,
p. 411). Ahmadi (2011) found a positive relationship of
distributive and procedural justice with job involvement.
With regard to an individual’s intentions to leave his or her
organization, some studies found a significant relationship
of both distributive and procedural justice types with turn-
over intentions (Alexander and Ruderman 1987; Aryee et al.
2002). In another study, Dailey and Kirk (1992) found that
only procedural justice was significantly related to turnover
intentions. Furthermore, Colquitt et al. (2001) in their meta-
analysis found that distributive justice had a strong corre-
lation with job satisfaction and withdrawal behaviors
whereas procedural justice was strongly related to job sat-
isfaction and moderately related to withdrawal behaviors.

There is also some evidence for the effects of justice
types on job outcomes across cultures. For example, Fields
et al. (2000) found that, for employees in Hong Kong and
U.S., both distributive and procedural justice influenced
evaluation of supervision, intention to stay, and job satis-
faction. However, distributive justice had strong effects on
job satisfaction and intent to stay in Hong Kong. Fields et al.
(2000) attributed the differences between Hong Kong and
U.S. employees to cultural influences such as power dis-
tance and collectivism. Hong Kong ranks higher on power
distance and collectivism as compared to U.S. (Hofstede
1991). Pakistan also ranks higher on power distance and
collectivism (Hofstede 1983). More recently, Shao et al.
(2013) conducted a meta-analytic review on justice per-
ceptions across cultures. Their review indicated the effects
of justice perceptions on work outcomes to be strongest
among nations associated with high individualism and low
power distance. Similarly, Li and Cropanzano (2009) in
their meta-analysis found that both procedural and distrib-
utive justice perceptions were related significantly to job
satisfaction, organizational commitment, trust, and turnover
intentions in East Asian culture. They also found that these
justice perceptions were more strongly related to job out-
comes in North America as compared to East Asia.

Pillai et al. (2001) found that procedural justice was an
important predictor of satisfaction, trust, and commitment

in U.S. sample whereas distributive justice was an impor-
tant predictor of these outcomes in Indian sample. It can be
due to the reason that Indian culture puts more emphasis on
distributive justice which may account for reduced
emphasis on procedures to correct injustice (Pillai et al.
2001). In a similar vein, justice perceptions were stronger
among low power distance individuals than individuals
who had high power distance (Lam et al. 2002).
Although the effect sizes of justice perceptions and
outcomes in our study may be weaker as compared to
North American samples. Together, the evidence suggests
that both distributive and procedural justice should be
related to work outcomes. When individuals perceive that
the procedures used for distribution of rewards and the
actual distribution of rewards are fair, they feel satisfied
with their jobs and tend to reciprocate by demonstrating
elevated levels of job involvement and reduced intentions
to leave their organizations. We expect to replicate the
findings that both distributive and procedural justice will be
positively related to job satisfaction and job involvement
and negatively related to turnover intentions in Pakistan.

Hypothesis 1a Distributive justice will be positively
related to job satisfaction and job involvement and nega-
tively related to turnover intentions.

Hypothesis 1b Procedural justice will be positively
related to job satisfaction and job involvement and nega-
tively related to turnover intentions.

IWE and Job Outcomes

Ethics are the moral principles that distinguish right from
the wrong. Being an important element of business and day
to day activities, awareness of ethical and moral dimen-
sions of business practices has become an imperative
subject area for academic world, businesses, governments,
and the general public (Ahmed et al. 2003; Crane and
Matten 2007; Sen 1993). Concept of ethics has its roots in
Weber’s theory of PWE that has remained a major focus
for business ethics research in the West (Yousef 2000a). In
recent years, IWE (IWE), a concept introduced by Ali
(1988) with a focus on Islamic ethical practices in the
business, has become a separate domain of inquiry. IWE
originates from teachings of Quran and Sunnah of Prophet
Muhammad (S.A.W.W.) (Ali and Al-Owaihan 2008; Rice
1999; Yousef 2000a). Both of these are the primary sources
that offer broad principles and guidelines for conducting
Islamic life and are presumed to be valid for all times and
for all individuals who embrace Islam (Beekun and Badawi
2005). The literal meaning of the word “Islam” is peace
that is achieved through complete and unconditional sub-
mission to Allah’s or God’s will in all spheres of life
(Abuznaid 2006; Uddin 2003).
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In Islam, for instance, “it is the ethic that dominates
economics and not the other way around” (Rice 1999,
p- 346) and every action is judged through the lens of
Islamic ethics and values. Muslims, therefore, are obliged
to follow the code, as described by the Shariah (Islamic
Law and Jurisprudence). Thus, a Muslim is required to
surrender completely to Allah’s will (Syed and Ali 2010).
Islam is a religion that provides a comprehensive system,
with its roots in ethics, which governs all spheres of life
including the social and economic activities (Naqvi 1981;
Rice 1999). It covers individual as well as collective lives
of the followers in religion, social, economic, and political
spheres (Beekun 1997). It is, therefore, expected that the
religious beliefs of Muslims will be reflected in their laws,
social interactions, and business practices including the
work ethics (Syed and Ali 2010). Moreover, IWEs, having
their roots in Islamic Law, are permanent and universal and
therefore are not confined to one set of individuals, society,
or a certain profession.

Moreover, in Islam, culture is regarded as part of the
whole system of Islamic living and does not have a distinct
identity outside the boundaries of Shariah (Islamic law and
jurisprudence). Cultural norms and values in Islamic
societies stem from Islamic principles and take shape
according to the behaviors of Muslims, as guided by the
Shariah rather than culture, as a distinct parameter, influ-
encing the attitudes and behaviors of the followers (Ali and
Al-Owaihan 2008).

Therefore, IWE is part of religious belief system of
Muslims. In Islam, productive work is the part of religious
duty and the relationship between two has been mentioned
at several places in Quran (Abeng 1997). For example,
Quran says “and he who does righteous deeds and he is a
believer, he will neither have fear of injustice nor depri-
vation” (20:112) and “for those who were believers and
they did righteous deeds, are the Gardens as accommoda-
tion for their deeds” (32:19). Furthermore, Prophet
Muhammad (S.A.W.W.) said that hard work absolves the
sins of people and the best food which a person eats is that
which he eats out of his work (Ali 1992; Ali and Gibbs
1998).

Islamic teachings emphasize loyalty, hard work, and
human dignity (Ali 1992). In Islam hard work is considered
necessary for the welfare of society (Ali 1992) and a
laborer or a worker is considered as a friend of God. Islam
promotes prosperity through the appropriate use of
resources granted by God. Work is therefore considered as
a source of independence and a way to attain a fulfilled life
(Parboteeah et al. 2009). Quran says “for all people, there
are ranks according to their deeds” (6:132) “and man has
nothing except that for which he strives” (53:39). Thus,
Islam encourages hard work and highly discourages lazi-
ness and waste of time by remaining idle or engaging
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oneself in unproductive activities (Abeng 1997; Yousef
2001). Consequently, IWE suggests that work is a virtue as
well as necessity to maintain equilibrium in one’s personal
and social life (Ali 1988).

In the perspective of IWE, life without work has no
meaning and engagement in economic activities is an obli-
gation. Thus, it emphasizes on cooperation at work and
consultation as a source of happiness and success (Yousef
2000a). In IWE, work is considered as a source of satisfac-
tion, accomplishment, and self-fulfillment (Nasr 1985).
Previous research has found IWE to be positively associated
with job satisfaction and organizational commitment. For
example, Yousef (2001) conducted a study on Muslim
employees in several organizations in United Arab Emirates
(UAE) and found that IWE had a positive impact on
employees’ job satisfaction and organizational commitment.

In another study, Yousef (2000b) examined the impact
of IWE on organizational commitment and attitudes toward
organizational change. Using a sample from UAE, the
author found that IWE significantly and positively affected
various dimensions of both attitudes toward organizational
change and organizational commitment. IWE covering
economic, moral, and social aspects provides faithfulness
and strengthens commitment and continuity with one’s
work. In this sense, work acts as a way of advancing social
relations and personal growth (Ali and Al-Owaihan 2008).

In addition, IWE can be an important predictor of
employee turnover intentions. Research suggests that
employees who have orientation toward IWE are less likely
to leave their organizations (Ahmad 2011). Therefore, we
believe that employees with high IWE should be more
satisfied, demonstrate elevated levels of job involvement,
and are less likely to leave the organization. Consequently,
we propose that

Hypothesis 2 IWE will be positively related to job sat-
isfaction and job involvement and negatively related to
turnover intentions.

The Moderating Role of IWE

Together, the controversies in the relationship between
justice types and outcomes, as discussed previously, sug-
gest the possibility of the presence of personal or contex-
tual factors that may moderate these relationships (Colquitt
et al. 2001, 2006). Since the IWE emphasizes justice and
generosity at the workplace (Yousef 2000a) it may be an
important moderator in the relationship between justice
types and job outcomes. IWE is part of an individual’s
belief system, therefore we argue that the individuals, who
are high on IWE, will be able to buffer against the absence
of organizational fairness. Particularly, situations where
there is a lack of distributive and procedural fairness may



Organizational Justice and Job Outcomes

239

be less harmful for individuals high on IWE, as these
individuals may not bother too much about the absence of
distributive and procedural fairness.

When an employee perceives unfairness in the proce-
dures and distribution of rewards, these lowered fairness
perceptions tend to reduce job satisfaction and increase
one’s intentions to withdraw from job. However, individ-
uals with high IWE should be less likely to respond neg-
atively to these unfair treatments. According to IWE, work-
related goals are considered as moral obligations that are to
be achieved even in the absence of fair procedures and
distributions of rewards. For example, Quran says “and he
who does righteous deeds and he is a believer, he will
neither have fear of injustice nor deprivation” (20:112).
Therefore, we believe that individuals, who are high on
IWE, may not bother when organizational justice is low.
Bouma and colleagues state that the stress on activity and
its relationship to the hereafter is understood to mean that
Muslims have a moral obligation to work (Bouma 2003;
Bouma et al. 2003).

Similarly, research on religiosity suggests that religion
drives the integral belief system of an individual and it
significantly influences the intrinsic and extrinsic work
values of that individual (Parboteeah et al. 2009). Since,
IWE is an essential component of the Muslim beliefs and
value systems, employees with higher levels of IWE would
exhibit higher levels of job satisfaction and job involvement
and low turnover intentions even in the situations where
procedural and distributive justice perceptions are low.

Hypothesis 3a IWE will moderate the positive relation-
ship of distributive justice with job satisfaction and job
involvement such that the relationships will be stronger
when IWE is high.

Hypothesis 3b IWE will moderate the negative relation-
ship between distributive justice and turnover intentions
such that the relationship will be weaker when IWE is high.

Hypothesis 3¢ IWE will moderate the positive relation-
ship of procedural justice with job satisfaction and job
involvement such that the relationships will be stronger
when IWE is high.

Hypothesis 3d IWE will moderate the negative rela-
tionship between procedural justice and turnover intentions
such that the relationship will be weaker when IWE is high.
Methods

Sample and Data Collection Procedures

For current study, we collected data from medical doctors,
non-doctor faculty members, and administrative and

management staff (officer level) of a large private university
which also manages large teaching hospitals in the capital
city of Pakistan. The data was collected through self-
administered questionnaires. A cover letter was attached
with each questionnaire to explain the purpose of the study
and to ensure confidentiality of data provided by the
respondents. In time 1, respondents completed self-report
version of questionnaire that contained items related to
justice types and IWE. The survey responses for job satis-
faction, job involvement, and turnover intentions were
gathered in time 2 with 1 month time lag. Furthermore, each
respondent also provided his or her demographic informa-
tion such as age, gender, nature of job, work experience,
education, and recent job status. No major events took place
during the collection of data in these organizations.

Of the distributed 250 questionnaires, we received 182
complete surveys with a response rate of 73 %. Such high
response rates are not uncommon in studies conducted in
Asian contexts (e.g., Abbas et al. 2012; Raja et al. 2004).
The demographic results revealed that the majority of
respondents (69.8 %) were male. About 22 % respondents
had ages up to 25 years, 71 % had ages between 26 to
50 years, and 7 % were above 50 years of age. The sample
showed significant variations across occupational levels
comprising of 40.1 % officers (all grades), 13.2 % man-
agers (all grades), 38.5 % assistant professors, 3.8 %
associate professors/full professors and 4.4 % deans and
directors. About 11 % had experience above 20 years, 6 %
had experience between 15 to 19 years, 11 % had experi-
ence between 10 to 14 years, 28 % had experience between
5 to 9 years, and 44 % had experience less than 5 years.
The average tenure was 3.87 (SD = 1.33) years. About
51.7 % respondents had a post-graduate degree, 43.6 %
were graduates and only 4.7 % were undergraduates. In
order to avoid common method bias, we collected data on
justice types and IWE in time 1 and collected data on job
satisfaction, job involvement, and turnover intentions in
time 2, i.e., 1 month later.

Measures

All constructs were measured using self-reports. All the
responses were accessed using a 5-point Likert-type scale
with anchors 1 = strongly disagree, 2 = disagree, 3 =
neither agree nor disagree, 4 = agree, and 5 = strongly
agree.

Justice Types
(Measured in Time 1) We used 12-items scale to measure
procedural justice and 11-items scale to measure distribu-

tive justice developed by Paré and Tremblay (2000).
Examples of items for procedural justice include “The
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criteria used to grant promotions are clearly defined” and
“Promotions are fundamentally determined by unfair pol-
itic games (reverse coded).” Sample items for distributive
justice include “I estimate my salary as being fair inter-
nally” and “My supervisor has the tendency to give the
same performance ratings to all of his employees
(reverse).” Cronbach’s alpha reliabilities of procedural
justice and distributive justice were 0.75 and 0.73,
respectively.

IWE

(Measured in Time 1) IWE was measured by a 17-items
questionnaire developed by Ali (1992). Examples of items
include “One should carry out work to the best of one’s
ability,” “Life has no meaning without work,” “Laziness
is a vice,” and “Dedication to work is a virtue.” Alpha
reliability was 0.81.

Job Outcomes

(Measured in Time 2) Overall job satisfaction was mea-
sured by a 5-items scale developed by Cammann et al.
(1979) and Spector (1985). This measure includes items
such as “I feel a sense of pride in doing my job” and “In
general, I don’t like my job” (reverse). The reliability of
this measure was 0.67. Turnover intentions were measured
by a 3-items scale of Vigoda (2000) which included items
such as “I often think about quitting this job” and “Next
year I will probably look for a new job outside this orga-
nization.” The reliability of this measure was 0.78. A
9-items scale by White and Ruh (1973) was used to mea-
sure job involvement. The examples of items include “My

Table 1 Means, standard deviations, correlations, and reliabilities

job means a lot more to me than just money” and “I will
stay overtime to finish a job, even if I'm not paid for it.”
The reliability of this measure was 0.71.

Control Variables

We used gender as control variable because of its possible
effects on job outcomes (Blomme et al. 2010).

Results
Descriptive Statistics and Correlations

Table 1 shows the descriptive statistics, bivariate correla-
tions, and the alpha reliabilities. Correlations of distributive
justice with job satisfaction (r = 0.22, p < 0.01) and
turnover intentions (r = —0.17, p < 0.05) were significant
and in expected directions except for job involvement
which was, although positive, but not significant (r = 0.10,
n.s.). Correlations of procedural justice with job satisfac-
tion (r = 0.29, p < 0.01) and job involvement (r = 0.20,
p < 0.01) were also significant and in expected directions
except for turnover intentions which was not significant
(r = =0.11, n.s.). Correlations of IWE with turnover
intentions (r = —0.21, p <0.01), job satisfaction
(r=0.26, p<0.01) and job involvement (r = 0.32,
p < 0.01) were all significant and in expected directions.

Regression Analyses

Multiple linear regression analysis was used to test all main
effect hypotheses. Regression results for main effects of

Mean SD 1 2 3 5 6 7 8 9 10

1. Gender 1.30 046 -
2. Age 1.87 052 -0.13 -
3. Experience 387 133 0.19%  —0.47%* -
4. Education 2.64 0.70 —0.02 0.26%* —0.13 -
5. Islamic Work Ethic 394 049  0.10 0.12 —0.06 0.10 (0.81)
6. Distributive justice 2.92  0.64 —0.02 0.05 —0.02 —0.05 0.18* (0.73)
7. Procedural justice  3.08  0.57 0.07 0.11 —0.14 —0.04 0.32%* 0.64%*  (0.75)
8. Turnover 2.82 093 —-0.01 —0.18* 0.19%%  —0.19%*% —0.21** —-0.17* —0.11 (0.78)

intentions
9. Job satisfaction 3.68 0.61 0.02 0.19%  —0.18* 0.15* 0.26%%* 0.22%% 0.29%*%  —0.54**% (0.67)
10. Job involvement  3.74 0.52  0.04 0.16%  —0.21%** 0.14 0.32%3 0.10 0.20%*%  —0.29%*%  0.54%*% (0.71)

N = 182; Cronbach’s alpha presented in parenthesis
*p < 0.05
** p <0.01
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distributive justice, procedural justice, and IWE on job
outcomes are reported in Table 2. For main effects, gender
was entered in the first step and all independent variables
were entered in the second step. Results indicated that dis-
tributive justice significantly predicted turnover intentions
(p = —0.18, p < 0.06) but not job satisfaction ( = 0.06,
n.s.) and job involvement (f = —0.04, n.s.). These results
support Hypothesis la for turnover intentions only. Simi-
larly, Table 2 shows that procedural justice was positively
related to job satisfaction (f = 0.19, p < 0.05), however, it
did not significantly predict turnover intentions (ff = 0.07,
n.s.) and job involvement (ff = 0.14, n.s.). These results
support Hypothesis 1b for job satisfaction only. Table 2
further presents that IWE has a significant positive rela-
tionship with job satisfaction (f = 0.19, p < 0.05) and job
involvement (ff = 0.28, p < 0.001) and a significant nega-
tive relationship with turnover intentions (ff = —0.19,
p < 0.05). These results render support for Hypothesis 2.
Moderated regression analysis (Cohen et al. 2003) was
used to test Hypotheses 3a through 3d. For this purpose, we
centered the independent and moderating variables. Gender
as control variable was entered in the first step. Independent
and moderating variables were entered in the second step. In
the third step, product terms of independent and moderator
variables (distributive justice x IWE) and (procedural
justice x IWE) were entered, which if significant con-
firmed moderation. Results in Table 2 show that the inter-
action term of distributive justice x IWE was significant
for Turnover intentions (§ = 0.17, p < 0.05) but not for job
satisfaction (ff = —0.13, n.s.) and job involvement (ff =
—0.10, n.s.). IWE did not moderate the relationship

Table 2 Results of regressions analysis

between distributive justice and job satisfaction and job
involvement. Therefore Hypothesis 3a was not supported.
Moreover, the interaction term of procedural jus-
tice x IWE was significant for turnover intentions (ff =
—0.19, p < 0.05), job satisfaction (f = 0.18, p < 0.05) and
job involvement (ff = 0.15, p < 0.05).

We plotted the significant interactions for high and low
(mean =+ SD) values of the moderator. Figure 1 shows that
distributive justice-turnover intentions relationship was
negative when IWE was low and this relationship was
positive when IWE was high. Simple Slope test revealed
that the negative slope for low levels of IWE was signifi-
cant (f = —1.04, p = 0.05), however, the positive slope
for high levels of IWE was not significant (f = 0.27, n.s.).
These findings support Hypothesis 3b suggesting that
individuals low on IWE are adversely affected when dis-
tributive justice was low whereas individuals high on IWE
are not affected by the absence of distributive justice, as
shown in Fig. 1.

Figure 2 shows that procedural justice-turnover inten-
tions relationship was negative for high IWE, however, this
relationship was positive for low IWE. Slope test further
revealed that the negative slope for high levels of IWE was
not significant (f = —0.56, n.s.) and the positive slope for
low levels of IWE was significant (f = 1.12, p < 0.05).
Thus, our results partially support Hypothesis 3d suggest-
ing that individuals, who are high on IWE, may not leave
the organization in the absence of procedural fairness.
However, contrary to our expectations, individuals who are
low on IWE are more likely to leave the organization when
procedural justice is high than when it is low.

Turnover intentions

Job satisfaction Job involvement

B AR? B AR? B AR?

Step 1

Gender —0.01 0.00 0.02 0.00 0.04 0.00
Step 2

Distributive justice (A) —0.18" 0.06 —0.04

Procedural justice (B) 0.07 0.19* 0.14

Islamic Work Ethic (C) —0.19%x 0.06* 0.19%* 0,127 0.28% 0.1
Step 3

AxC 0.17* —0.13 —0.10

BxC —0.19% 0.03* 0.18* 0.027 0.157 0.02

N = 182; Gender was coded as “1” for male and “2” for female
T p < 006

*p < 0.05

#p < 0.01

= < 0.001
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Fig. 1 Interactive effects of distributive justice and Islamic Work
Ethic on turnover intentions

6
= ==LowIWE ,
5 1 . /’
——HighIWE ’
]
9
S 4
[
2
[
— 3 p
S
4
E 2]
=
1 g
0

LowPJ HighPJ

Fig. 2 Interactive effects of procedural justice and Islamic Work
Ethic on turnover intentions

6
5 4
=1
.8 41
©
©
3
©
n
£ 2
S
1 == -LowIWE
——HighIWE
0
LowPJ HighPJ

Fig. 3 Interactive effects of procedural justice and Islamic Work
Ethic on job satisfaction

Figure 3 shows that the relationship between procedural
justice and job satisfaction was positive when IWE was
high; however, this relationship was negative when IWE
was low. Slope test further revealed that the slope for high
levels of IWE was significant (f = 0.61, p < 0.01)
whereas the slope for low levels of IWE was not significant
(p = —0.41, n.s.). These results support Hypothesis 3¢ for
job satisfaction.
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Fig. 4 Interactive effects of procedural justice and Islamic Work
Ethic on job involvement

In Fig. 4, interaction plots show that procedural justice-
job involvement relationship was positive when IWE was
high; however, this relationship was negative when IWE
was low. Slope test showed that the slope was significant
for high levels of IWE (ff = 0.41, p < 0.05), however, it
was not significant for low levels of IWE (f = —0.32,
n.s.). These results render support for Hypothesis 3c for job
involvement.

Discussion

Despite several meta-analyses, the findings for the effects
of procedural and distributive justice on a variety of job
outcomes remain inconclusive. In fact, studies reveal cross
cultural difference in responses to these two types of
organizational justice. In an effort to provide some more
evidence on the relationship between justice types and job
outcomes, the current study examined the effects of dis-
tributive and procedural justice on job involvement, job
satisfaction, and turnover intentions. In addition, we
investigated the impact of IWE on these outcomes.
Moreover, in the wake of this inconsistent evidence for the
relationships of justice types with job outcomes, we
examined the moderating role of IWE in these
relationships.

Our study reveals several interesting findings. Our
results indicate that high perceived distributive justice can
help the employees reduce turnover intentions whereas
high procedural justice increases their job satisfaction. Our
findings also indicate that high IWE among the employees
can enhance their job satisfaction and job involvement and
reduce turnover intentions.

As discussed in the theory section, previous research
suggests that the effects of distributive and procedural
fairness on a variety of job outcomes are inconsistent
across cultures (Li and Cropanzano 2009; Shao et al.
2013). For example, several studies including meta-
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analyses suggest that procedural justice is more strongly
related to job outcomes in Western samples whereas dis-
tributive justice is strongly related to outcomes in Eastern
samples (Pillai et al. 2001). Other studies, using cultural
lens, found that justice perceptions were stronger among
nations associated with high individualism and low power
distance (Lam et al. 2002; Shao et al. 2013). Pakistan is one
of the countries that rank higher on power distance and
collectivism (Hofstede 1983). However, we found some
mixed evidence for the main effects of justice types on job
outcomes. In our study, distributive justice was found to be
a significant predictor of turnover intentions whereas pro-
cedural justice was found to be a significant predictor of
job satisfaction. Both distributive and procedural justice
did not predict job involvement. We believe, these findings
suggest the presence of contextual factors which may
possibly affect the relationship between justice types and
job outcomes. In the current investigation, one contextual
factor was IWE.

For the moderating role of IWE, we found some sur-
prising evidence. Contrary to our expectations, distributive
justice was negatively related to turnover intentions for
individuals low on IWE. In other words, individuals low on
IWE were adversely affected by perceived distributive
unfairness whereas individuals high on IWE were not
affected by the absence of distributive fairness, as shown in
Fig. 1.

We also found that individuals high on IWE were least
likely to leave their organizations when procedural justice
was high. However, those low on IWE were more likely to
leave their organizations when procedural justice was high.
These findings indicate that individuals low on IWE may
leave their organizations in face of high procedural justice.
Possibly, low IWE individual may be more hedonistic with
little interest in work and performance and more interested
in gaining rewards through political or some other means
without having to work for them. Therefore, such indi-
viduals may feel uncomfortable in environments where
procedures for distribution of rewards are fair and strictly
followed restricting their ability to gain rewards through
other means. Maybe, because low IWE individuals do not
like to work hard and they prefer laziness at workplace and
hence consider fairness in the rules and procedures to be
harmful for their survival leading to their heightened
intentions to quit. On the contrary, individuals who possess
high IWE tend to stay with their organizations when
organizational procedures are fair.

Moreover, we found that individuals high on IWE were
more satisfied with their jobs in face of high procedural
justice, however, low IWE individuals tended not to be
satisfied when procedural justice was high. In a similar
vein, for individuals high on IWE, high procedural justice
tended to enhance the levels of job involvement, however,

for those low on IWE, high procedural justice tended to
decrease job involvement. In other words, when individuals
high on IWE feel that organizational processes are fair they
are more satisfied with their jobs and demonstrate high
levels of job involvement. Individuals high on IWE tend to
be more concerned about procedural justice in their orga-
nization. In contrast, individuals who are low on IWE may
feel procedural justice to be harmful for their survival
hence reducing their job satisfaction and job involvement.
Together, these findings suggest that IWE emphasizes on
hard work, dedication, commitment, cooperation, gener-
osity, and fairness in workplace (Yousef 2001).

We also compared the zero-order correlations of our
study (Table 1) against the meta-analytic uncorrected
correlations for East Asian samples reported by Li and
Cropanzano (2009). With respect to distributive justice and
turnover intentions, our obtained association (r = —0.17)
was almost identical to that found for East Asian samples
in Li and Cropanzano’s meta-analysis (r = —0.22, 95 %
CI —0.32 to —0.11). However, for job satisfaction, the
correlation observed in our study (r = 0.22) was almost
half the size compared to that reported in Li and Cro-
panzano’s study (r = 0.40, 95 % CI 0.33-0.47).

With regard to procedural justice and job satisfaction and
turnover intentions, our obtained associations (r = —0.11
for turnover intentions and r = 0.29 for job satisfaction)
were close to those found for East Asian samples in Li and
Cropanzano’s study (r = —0.18, 95 % CI —0.28 to —0.08
for turnover intentions and r = 0.36, 95 % CI 0.29-0.43 for
job satisfaction) as their confidence intervals included the
correlations observed in our study. Since Li and Cropanz-
ano’s meta-analysis did not include job involvement, we
could not compare the correlations. In their meta-analysis,
Li and Cropanzano (2009) reported that the effect sizes
tended to be larger in North America than in East Asia.
Together these findings suggest that, in general, justice
perceptions tend to be more strongly related to outcome
variables in North American samples than in Asian samples.

Managerial Implications

The results of this study have several implications for
managers of multinational corporations considering doing
business in Islamic markets. First, the findings provide
some insights into the critical role of IWE in increasing job
satisfaction and job involvement and reducing turnover
intentions. Managers can play their roles as moral cham-
pions and efforts can be directed toward support of IWE at
the workplace. Ethics is considered as one of the key
components of any organization’s core values (Carroll and
Buchholtz 2006; Rice 1999; Schwartz and Carroll 2008).
However, it may not be very useful to implement the same
code of ethics around the world (Rice 1999). Managers of

@ Springer



244

K. Khan et al.

the multinational firms working in Islamic countries can
develop and implement Islamic codes of ethics to enhance
employees’ dedication and involvement in their jobs.

Several studies show that ethics can be taught to man-
agers (Jones 2009; Lau 2010; Waples et al. 2009). Islam is
considered as the only religion that provides a practical-life
program that gives directions to every sphere of life (Rice
1999). Through proper trainings and lectures, levels of
IWE can be enhanced among employees. Since Muslims
constitute 22.5 % of the world population (Johnson and
Grim 2013) and represent some of the major customers of
the world (Saeed et al. 2001; Uddin 2003) such training
initiatives may be more important for MNCs working in
Islamic countries.

Moreover, managers should be wary about the harmful
effects of perceived distributive and procedural unfairness
among employees. Managers should identify and address
the issues that trigger perceived unfairness within the work
environment.

Limitations and Future Research Directions

This study is not without limitations. Although we mea-
sured independent and dependent variables with 1 month
time lag to avoid method bias issues, causality may not be
inferred. Another limitation is the slightly lower reliability
of job satisfaction (o« = 0.67). Although many studies have
investigated the impact of IWE on a variety of job out-
comes, more attention may be required to examine the role
of IWE in effectiveness of organizational members. Future
research should examine the impact of IWE on other
important job outcomes such as work engagement, emo-
tional well-being, and employee citizenship behaviors.
Having its roots in one’s belief system, IWE has the
capacity to protect one’s self from organizational stressors.
Future studies may examine the moderating role of IWE in
the relationship between job-related stressors and work
outcomes.
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