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Abstract:

The conceptual study is to demonstrate the progress of the discussions between religiosity and Islamic work ethics toward
deviant behavior in the workplace. Deviant behavior is a behavior that becomes the focus of researchers and organization,
because of the universality, seriousness and negative effect towards an organization and the country. Logically, religiosity
and Islamic work ethics need to be in practice and become the guidelines to curb and prevent the deviant behavior.
However, previous study on the relationship between religiosity, Islamic work ethics and deviant behaviors are very limited.
This preliminary study aims to reveal the impact of religiosity and the Islamic work ethics towards the workplace deviant
behavior.
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1. Introduction

Workplace deviant behavior has becoming more serious among the employees in the organizations today (Sulaiman & Bhatti, 2013;
Omar, Halim, Zainah, Farhadi, Nasir & Khairuddin, 2011). This deviant behavior is crucial and received critical attention, because it
involves economic costs and social costs to the organization and its employees (Kelloway, Francis, Prosser & Cameron, 2010;
Robinson & Bennett, 1995). Generally, the attitude and behavior of an individual is influenced by values, beliefs, identity and the life
of a community or group of individuals in a place (Tayeb, 1997). Islam which has become the "Ad Deen" and also known as the way
of life, provides guidance on all matters including the attitude and conduct of a Muslim in his life and in a workplace (Khan, Farooq &
Hussain, 2010; Barhem, Younies & Muhamad, 2009). The preliminary study aims to develop a theoretical framework for
understanding the relationship between religiosity and Islamic work ethics toward the workplace deviant behavior.

2. Literature Review

At present, symptoms of workplace deviant behavior occur almost in any organizations. This can be seen by the report on workplace
deviant behavior in newspapers and electronic media, primarily involving fraud, breach of trust, abuse of power, social problems,
sabotage, sexual harassment, and steals (Omar et al, 2011). Workplace deviant behavior which is universal in nature are serious and
giving a bad impression to the organizations is increasingly becoming a major concern among academics and researchers (Omar et al.,
2011; Stewart, Bing, Davison, Woehr & MclIntyre, 2009; Shamsudin, Subramaniam & Ibrahim, 2011).

Malaysia, as a developing country cannot get away from the deviant behavior such as embezzlement, abuse of power and corruption
which is contrary to morality, ethics and religion and creating socio-economic imbalances and damage the society in Malaysia (Omar
et al, 2011) . Among deviant behavior occurred are the issue of integrity (PEMANDU, 2010), misconduct of public employees
(Public Complaints Bureau, Prime Minister's Office, 2013), bribery, conflict of interest, using the company's assets as personal use,
disclose the information and secret of organizations, theft of money, falsify claim, falsify sick leave, absence from work, stock theft,
fraudulent expense claims, theft of physical assets (KPMG, 2013) and corruption (Transparency International, 2012; KPMG, 2013).
This workplace deviant behavior is expected to increase in the future, especially when the time of financial crisis. This deviant
behavior clearly affects productivity and lead to job interruption to all employees and organizations involved. This has made Malaysia
becoming less productivity, less competitiveness and incompetence in the eyes of the world.

According to Tayeb (1997), values, beliefs and life in a society is known as the culture which influence the attitudes and behavior of
an individual. Values are difficult to change and are a set of basic beliefs and principles of a particular community (Delener, 1994).
These values affect the behavior of an individual in communities, whether it is appropriate, right or wrong in these communities
(Delener, 1994). According to west researchers, religion which is the element in culture is important because it affects the behavior of
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the individual (Guiso, Sapienza & Zingales, 2002; Mansori 2012; Sood & Nasu, 1995). Religion affects a person through rules,
beliefs, and ways of life and in determining priorities in life (Inglehart & Baker, 2000).

The way of working in Islam is called Islamic work ethic and originated from the Quran, Hadith and the deeds of Prophet Muhammad
(s.a.w.) (Kumar & Che Rose, 2010). The main pillar of Islam is the trustworthy, honesty and fairness, skilled in the work, hard work
and positive thinking (Ali, 1988; Yousef, 2001). Islamic work ethics is the requirement of Islam against individuals related to attitudes
and behavior in the workplace (Rizk, 2008). Employee attitudes such as commitment, responsibility, improving the quality of work,
the relationship between each other must be in accordance with the principles of Islam through Islamic work ethics (Yousef, 2001).
Therefore, the work ethics of Islam are more comprehensive than conventional work ethic because it not only for the world but for the
eternity. A Muslim is responsible for his actions and will be questioned in the presence of God in the next life (Er, 2008).

Despite the growing problem of the workplace deviant behavior, the government has instilled some of the principle in the country
such as the application of Islamic values, Islam Hadhari (Islamic civilization) and Wasatiyyah (Islamic moderation) which emphasizes
the importance of religiousness and Islamic work ethics in the job. In Islam, it is importance to look at the job as a devotion and ways
of worship (Barhem et al., 2009; Khan et al.,, 2010). As such, logically the Muslim employees should not be involved in the
workplace deviant behavior, based on religiosity and ethical practice of Islam which has been implanted by the government.
Therefore, it is necessary to further the study of workplace deviant behavior among Muslims employees and whether religiosity and
ethical values in Islam will be able to avoid and curb deviant behavior in the work force.

2.1. Workplace Deviant Behavior

According to Robinson and Bennett (1995), deviant behavior in a workplace is a voluntarily behavior that violated the important
norms of the organization and by doing so, it becomes a threat to the organization or its employees as the deviant behavior affect the
company's image, reduce productivity and generate dissatisfaction among employees.

This negative deviant behavior is divided into two major categories which are the interpersonal deviant behavior and organizational
deviant behavior. The interpersonal deviant behavior is the deviant behavior that is directed to individuals. On the other hand, the
organizational deviant behavior is a deviant behavior that directed to the organizations (Robinson & Bennett, 1995). Apart from that,
the workplace deviant behavior also divided into serious and minor dimension which depend on the seriousness of the act of deviant
(Robinson & Bennett, 1995). According to Berry, Ones and Sackett (2007), the negative interpersonal deviant behavior is the deviant
behavior by the employees which targeted other employees of the organizations such as stealing from colleague or sexually harassing
a colleague, beating, gossiping and spreading rumors, degrading another employee, deceiving and back stabbing to get a promotion.
As such, even a smaller deviant behavior is an unhealthy behavior towards the employees and the organizations (Chirasha & Mahapa,
2012).

On the other hand, the negative organizational deviant behavior is a deviant behavior by the employees which is targeting the
organization (Berry et al., 2007), such as stealing money from the company, sabotage and vandalism of company equipment
(Bodankin & Tziner, 2009). Others negative organizational deviant behaviors involving the act of going back early, resting more than
allowable time, accepting bribes, deliberately working slowly, deceive the working hours, wasting resources and surfing the internet
during work (Robinson & Bennett, 1995; Igbal, Arif and Badar, 2012). Although this behavior can be viewed as small, it will affect
the productivity and image of the organization.

2.2. Religiosity

Religiosity, devotion, piety and piousness are term of measurement of commitment, loyalty, obedience, a person against his religion.
Delener (1994) reiterated that religiosity is the crucial value in an individual cognitive structure and these can influence the behavior
of individuals. According to his study, the person with highly religious, is more conservative, more traditional and more dogmatic. On
the other hand the less religious individuals tend to be less conservative, more open minded and less dogmatic. This was caused by the
alignment of an individual’s behavior towards their conviction in religion.

In Islam, religion plays an important role as "Ad Deen" or way of life of a Muslim (Barhem, Younies, Muhamad, 2009; Imam,
Nurullah, Makol-Abdul, Rahman & M. Noon, 2009). Islam has rules, guidelines and priorities for the Muslims or the followers which
originated from the Quran and the teachings of Prophet Muhammad (s.a.w) (Muhamad & Ghani, 2006).

Religion is the most important values for Muslims because it is the factor that influences the attitudes and behavior of a person
(Barhem et al., 2009). Highly religious person will always follow or support his behavior according to the teachings of his religion.
However, on the contrary, a person who is considered least religious is not interested in changing the attitude and behavior according
to the teachings of his religion (Delener, 1994; Tayeb, 1997; Muhamad & Ghani, 2006; Mansori 2012)

2.3. Islamic Work Ethics

Rukhman (2010) defines the Islamic work ethic as a set of moral principles that distinguish between right and wrong according to
Islamic context. According to Wan Husin (2012) Islamic work ethics is doing the job to fulfill the need of Islamic religion and doing a
good deed. While Yousef (2001) defines the Islamic work ethic as orientation to work and how to work and it is derived from the
Koran and the teachings of Prophet Muhammad (s.a.w). Islamic work ethic is an important aspect in Islam; it is a guideline for each
individual to decide whether their action or behavior is according to the Islamic teaching. The Islamic work ethics is based on trust
and faith, seeing work as a virtue, cooperation, compromise and socialize (Mohd Zin, Mahdi, Rahman, Abdul Latif, Sulaiman, Khalid,
Ahmad, Sakat. Adi Yasran & Mohd Nor, 2012).
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Islamic work ethic makes the work is important to one's needs, it is necessary to ensure that there is equilibrium between individual
and social life (Yousef, 2001). Islamic work ethics express work as a way to improve self-interest economically, socially and
psychologically, to defend the prestige, to provide social welfare and enhance the confidence (Ali, 2009). Islamic work ethic has been
misunderstood and neglected in management and organizational studies because researchers do not have ways and means to review
and discuss Islamic literature review of business and organization (Ali & Owaihan, 2008).

2.4. Religious, Islamic Work Ethics and Deviant Behavior

Based on the previous research, the study on religiosity in Islam and Islamic work ethics which was published are less and limited
(Sulaiman & Bhatti, 2013; Rukhman, 2010; Kumar & Che Rose, 2010). As such, not much is known about religiosity and Islamic
work ethics (Sulaiman & Bhatti, 2013; Yousef, 2000; Yousef, 2001; Ali & Al-Kazemi, 2007; Rukhman, 2010).

According to Muhamad and Ghani, (2006), the religious person will always follow or support his behavior according to the teachings
of his religion. In Islam, religiosity is the commitment toward the Islamic principles, empirically and theoretically to fulfill the
obligation towards Allah (s.w.t.) which is by following the teaching of Islam, avoiding the negative and bad behavior and worship to
Allah (s.w.t.) (Al-Goaib, 2003). However, on the contrary, a person who is considered a lowly religious is not interested in changing
the attitude and behavior according to the teachings of his religion (Delener, 1994; Tayeb, 1997; Muhamad & Ghani, 2006; Mansori
2012). Previous qualitative research by Sulaiman & Bhatti (2013) indicates that there is a negative relationship between religiosity and
workplace deviant behavior.

Yousef (2001) defines the work ethic in Islam is as an orientation towards work and how to work, as a noble values in human life and
it is derived from the Al Quran and the teachings of Prophet Muhammad (s.a.w). The core concept in the Islamic work ethic is the
concept of “kindness, charity and forbidding evil”, namely implementing good and noble and reject what is bad and harmful. The
concept of “kindness , charity and forbidding evil " is able to persuade and influence people to practice good values, ethics and honor
that led to the prosperity of the individual and the organization (Abbasi et al., 2012).

The previous study on Islamic work ethic by Golpavar & Nadi (2011) disclose that Islamic work ethic has a negative relationship with
workplace deviant behavior. However, a study done by Ugyur (2009) found that the Islamic work ethic does not influence behavior of
an individuals, as the result of the study indicated that the behavior of an individuals was influenced by culture, morale and values in
the community.

On the other hand, in the study of workplace deviant behavior, most researchers emphasizes the study of the material and financial
aspects such as pay, promotion, office equipment and others without focusing on spiritual and religious matters. Most of the research
paper is based on the west and focus on temporal aspects and the Protestant work ethic (Kumar & Che Rose, 2010).

As such, this study should therefore be increased and deepened to recognize and understand the concept of religiosity and Islamic
work ethics. This will facilitate the management and employers in managing and maintaining workers in a predominantly Muslim
Malaysia.

3. Proposed Theoretical Framework

In this preliminary study, the conceptual model of the relationship of religiosity and Islamic work ethics toward deviant behavior is
illustrated in Figure 1.Model study focuses on investigating the influence of religiosity and Islamic work ethics as independent
variables against workplace deviant behavior as the dependent variable.

Religiosity

Workplace Deviant
Behavior

Islamic Work Ethic

Figure 1: Proposed Theoretical Framework

Adapted from Muhamad & Devi (2006), Deleaner (1994), Abdul Khalek (2013), Golparvar and Nadi (2011), Sulaiman and Bhatti
(2013)

The proposed theoretical framework in Figure 1, reveals that religiosity and Islamic work ethics have an influence towards the
workplace deviant behavior (Sulaiman & Bhatti, 2013; Golparvar & Nadi, 2011). Researchers suggest that all variables are measured
on a consolidated basis; this is because previously, all the variables were measured separately and there are limited studies done.

4. Conclusion

This study attempts to develop a theoretical framework for the relationship between religiosity and Islamic work ethics towards
workplace deviant behavior. This study will be conducted among Muslim employees in Malaysia. Based on the preliminary findings,
it can be concluded that by increasing the level of religiosity and Islamic work ethic in employment, Muslim workers in Malaysia will
be able to curb and prevent the employees from doing the workplace deviant behavior.

319 Vol 4 Issue 8 August, 2016



The International Journal Of Business & Management (ISSN 2321-8916) www.theijbm.com

5. References

1.

ii.

iii.

Abbasi, A.S. Ghulam, M.M.and Muzammil, H. (2012). Islamic work ethics: How they affect organizational learning , innovation
and performance, Actual Problems of Economics, Accepted for Publication in December 2012. Retrieved from
http://www ciitlahore.edu.pk/Papers/Abstracts/539 -8588666007891963308.pdf

Abdel-Khalek, A.M. (2013).Happiness, Health and Religiosity: Significant relations. Mental Health, Religion And Culture, Vol 9,
No 1, pp 85-97

Ahmad M.S. (2011). Work ethic; An Islamic perspective. International Journal of Human Science Vol 8§, Issue 1

iv. Al-Goaib, S. (2003). Religiosity and sosial conformity of university students : an analytical study applied at King Saoud University.
Arts Journal Of King Saoud University, Vol 16, No 1
v. Ali AJ. & Al-Kazemi A.A. (2007). Islamic work ethic in Kuwait. Cross Cultural Management: An International Jurnal. Vol 14, No
2, pp- 93-104
vi. Ali, A.J. (1988). Scaling an Islamic work ethic. The Journal of Psychology 128(5) pp. 575-583
vii. Ali, A.J. (2009). Level of existence and motivation in Islam. Journal of Management History,Vol 15, No 1, pp. 50-65
viii. Ali, A.J. and Owaihan, A.A. (2008). Islamic work ethic ; A critical review. Cross Cultural Management: An International Journal
Vol 18, Nol,
ix. Alias, M., Rasdi, R. and Said A.M. (2012).The impact of negative affectivity, job satisfaction and interpersonal justice on
workplace deviance in the private organizations : Pertanika Jurnal Social, Science and Humanities 20(3):pp. 829-846
x. Appelbaum, S.H., laconi, G.D. and Matausek, A. (2007). Positive and negative deviant workplace behaviors: cause impact and
solutions. Corporate Governance, Vol7, No 5
xi. Barhem, B., Younies, H. and Muhamad, R. (2009). Religiosity and work stress coping behavior of Muslim employees. Education,
Business and Society, Contemporary Middle Eastern Issues, Vol. 2, No 2, pp.123-137
xii. Beekun R.I. and Badawi, J.A. (2005). Balancing Ethical responsibility among multiple organizational stakeholders: the Islamic
perspective. Journal of Business Ethic 60, pp. 131-145
xiii. Beekun, R.I. (1996). Islamic Business Ethic. Excerpt from Islamic Business ethic books by International Institute of Islamic
Thought, Herndon,
xiv. Beekun, R.I. and Badawi, J. (1999). Leadership: an Islamic Perspective, Herndon, VA: Amana Publications
xv. Berry C.M., Ones, D.S. and Sackett, P.R (2007). Interpersonal deviance, Organizational deviance and their common correlates: A
review and meta analysis. Journal of Applied Psychlogy Vol 92, No2:pp. 410-424
xvi. Bodankin, M. and Tziner, A. (2009). Constructive deviance, destructive deviance and personality: How do they interrelate?.
Economic Interferences Vol X1
xvii. Chanzanagh, H.E. and Akbarnejad, M. (2011). The meaning and dimensions of Islamic work ethic: initial validation of a
multidimensional IWE in Iranian society. Social and Behavioral Science 30, pp. 916-924
xviii. Chirasha, V. and Mahapa, M. (2012). An Analysis of the causes and impact of deviant behavior in the workplace. The case of
secretaries in the state universities. Journal of Emerging Trends in Economic and Management Sciences 3(5): 415-421, Scholarlink
Research Institute Journals
xix. Delener, N. (1994). Religious Contrasts in Consumer decision behavior patterns: Their dimension and marketing implication.
European Journal Of Marketing, Vol 28, No 5, 1994 pp. 36-53
xx. Er, M. (2008). Corruption from the Islamic perspective ( Some recommendation fro the MENA region). International Journal of
Islamic and Middle eastern Finance and management, Vol 1, No 1, pp. 31-51
xxi. Giacalone, R.A. and Promislo, M.D. (2010). Unethical and Unwell: Decrements in well being and unethical activity at work. Jurnal
of Business Ethic 91 : 275-297
xxii. Golparvar M and Nadi M.A. (2011). Mediating role of organizational loyalty in relation between work ethic with deviant workplace
behavior. Ethics in Science and Technology Spring, 6 (1):
xxiii. Gruys, M.L. and Sackett, P.R. (2003). Investigating the dimensionality of counterproductive work behavior. International Journal of
Selection and Assessment Vol 11, No 1
xxiv. Guiso, L., Sapienza, and Zingales P., L. (2002). "People's opium? Religion and economic attitudes ", Discussion Paper No. 3588,
Centre for Economic Policy Research, London
xxv. Hashim, J. (2009). Islamic Revival in Human Resource Mgmt practices among selected Islamic organizations in Malaysia
International Journal Of Islamic and Middle Eastern Finance and Management, Vol.2, No 3, pp. 251-267
xxvi. Henle, C.A., Giacalone, R.A. and Jurkiewicz, C.L. (2005). The role of ethical ideology in workplace deviance. Journal of business
ethic 56 : 219-230
xxvii. Imam, S.S., Nurullah, A.S., Makol-Abdul, P.R., Rahman, S.A. and Noon, H. M. (2009). Spiritual and psychological health of
Malaysian youths. Research in the Social Scientific Study of Religion, 20, 85-101.
xxviii. Inglehart, R. and Baker, W.E. (2000).Modernization, cultural change, and the persistence of traditional values. American
Sociological Review, Vol. 65 February, pp.19-51
xxix. Igbal M.Z., Arif, M.I. and Badar, S. (2012). A comparative study of deviant workplace behaviour of teaching staff of public and
private universities of Punjab Pakistan. International Journal of Asian Social Science 2(12):2128-2137
xxx. Kamri, N.A. (2002). Etika pengurusan Islam dan Konvensional: Satu analisis perbandingan. Jurnal Syariah, 10:2, pp. 43-66
xxxi. Kelloway, E.K., Francis, L., Prosser, M. and Cameron, J.E. (2010). Counterproductive work behavior as protest. Human Resource
Management Review. pp. 18-25
xxxii. Khan, B., Farooq A. and Hussain, Z. (2010). Human resource management : an Islamic perspective. Asia Pacific Journal of
Business Administration Vol 2, Nol, pp.17-
320 Vol 4 Issue 8 August, 2016



The International Journal Of Business & Management (ISSN 2321-8916) www.theijbm.com

xxxiii. KPMG Malaysia Fraud Bribery and Corruption Survey 2013:
https://www.kpmg.com/MY/en/IssuesAndInsights/ArticlesPublications/Documents/2013/fraud-survey-report.pdf 30.11.2014
xxxiv. Kumar, N and Che Rose, R. (2010).Examining Islamic work ethic and innovation capability. Journal of Management Development,
Vol 29,no0 1
xxxv. Mansori, S. (2012). Impact of Religion Affiliation and Religiosity on Consumer Innovativeness; The Evidence of Malaysia. World
Applied Sciences Journal 17 (3): pp. 301-307
xxxvi. Marri, M.Y.K., Sadozai, A.M., Zaman, H.M.F. and Ramay, M.I. (2012). The impact of Islamic Work ethic on job Satisfaction and
job commitment; A study of Agriculture sector in Pakistan. International Jurnal of Business and Behavioral Sciences Vol 2, No 12
xxxvil. Mohd Zin M.Z., Mahdi A.F., Rahman, A.A., Abdul Latif M.S., Sulaiman, R., Khalid N.K., Ahmad N.A., Sakat A.A. Adi Yasran A
A and Mohd Nor M.R. (2012). Ethical Issues between Workforce and Religious Conviction Asian Social Science; Vol. 8, No. 11;
2012
xxxviii. Muhamad R. and Devi, S.S. (2006). Religiosity and the Malay Muslim investors in Malaysia: an analysis on some aspects of ethical
investment decision. The International Conference On Business And Information 12-14 Julai 2006, Singapore
xxxix. Muhamad, R. and Ghani, A.M. (2006). Religiosity and Moral Judgment: An Empirical Investigation Among Malay Muslims in
Malaysia. Jurnal Syariah 14:2, pp .87-101
xl.  Muhammad Hafidz, S.W. (2012). Individual differences as antecedents of counterproductive work behavior. Asian social Science
Vol 8, No 13
xli. Nasr, S. H. (1984). Islamic Work Ethics. Hamdard Islamicus, 7 (4), pp. 25-35
xlii. Omar, F., Halim, F.W., Zainah, A.Z., Farhadi H., Nasir, R. and Khairudin, R. (2011).Stress and job satisfaction as antecedents of
the workplace deviance behavior. World Applied Sciences Journal 12 (Special issue of social and Psychological Sciences for
Human Development) : pp. 46-51
xliii. Omar, F., Halim, F., Zainah, A., and Farhadi, H. (2011) .Stress and Job Satisfaction as antecedents of Workplace Deviant Behavior.
Deviant Behavior, pp. 16-17
xliv. PEMANDU (2010)http://www.pemandu.gov.my/gtp/upload/700£8{45-3e40-45f4-a7b2-a01299e8eb8b.df. 30.11.2014
xlv. Public Complaint Bureau (2013)  http://www.pcb.gov.my/bm/complaintinfo/definitionofcomplaint/14-data/73-laporan-tahunan
28.10.2014
xlvi. Rizk, R.R. (2008). Back to basics: An Islamic perspective on business and work ethics. Social responsibility Journal, Vol 4, No1/2,
pp- 246-254.
xlvii. Robbins, S.P. and Judge, T.A. (2013).Organizational Behavior. Prentice Hall
xlviii. Robinson S.L. and Bennett R.J. (2000) .Development of a measure of workplace deviance. Applied Journal of Psychology, Vol. 85,
No 3, pp. 349-360
xlix. Robinson, S.L. and Bennett, R.J. (1995). A Typology of deviant workplace behaviors: A Multidimensional Scaling study, Academy
of Management Journal Vol 38, No 2, 555-572.
1. Rokhman, W. (2010). The effect of Islamic Work Ethic on Work Outcomes. Electric Journal of Business ethic and Organizational
studies, Vol. 15,No 1 pp. 21-27
li. Rokhman, W., and Omar, A. (2008). The effect of Islamic work ethic on Job satisfaction, organizational commitment and Turnover
intention; A study on the Islamic Microfinance Institution in Central Java, Indonesia. Jurnal Bisnis & Manajemen Vol 4, No 1
lii. Salem, Z.0. & Syed Agil, S.0. (2012). The effect of Islamic individual ethic on organizational commitment of employees in Libyan
public bank. British Journal of Arts and Social Sciences, Vol. 9, No 1
liii. Shamsudin, F.M., Subramaniam, C. and Ibrahim, H. (2011). HR Practices and Deviant behavior at work: An exploratory study.
2011 International Conference on Business and economic research IPEDR Vol. 16 IACSIT Press, Singapore
liv. Sood, J. & Nasu, Y. (1995). religiosity and nationality: an exploratory study of their effect on consumer behavior in Japan and the
United States. Journal of Business Research, 34, pp. 1-9.
Iv. Stewart, S. M., Bing, M.N., Davison, H.K., Woehr, D,J. and McIntyre, M.D. (2009). In the eyes of the beholder: A non-self-report
measure of workplace deviance. Journal of Applied Psychology, Vol. 94, No 1, 207-215
Ivi. Sulaiman M. and Bhatti O. K. (2013). Workplace Deviance and Spirituality in Muslim Organization. Asian Social Science Vol. 9,
Nol0
Ivii. Tayeb, M. (1997) .Islamic revival in Asia and human resource management. Employee Relations, 19 (4), pp. 352-364.
lviii. Transparency International (2012)http://www.transparency.org.my/wp-content/uploads/2013/08/Annual-Report-2012.pdf
28.11.2014
lix. Uygur, S. (2009). The Islamic work ethic and the emergence of Turkish SME Owner manager. Journal of business ethic 88 :pp.
211-225
Ix. Vardi, Y. and Wiener, Y (1996). Misbehavior in Organizations: A motivational framework. Organization Science Vol. 7,No 2
Ixi. Wan Husin, W.N. (2012).Work ethic from the Islamic perspective in Malaysia. European journal of Social sciences Vol. 29, No 1,
pp- 51-60
Ixii. Yousef, D.A. (2000). The Islamic work ethic as a mediator of the relationship between locus of control, role conflict and role
ambiguity (a study in the Islamic country setting). Journal of Managerial Psychology Vol. 15, No 4,pp. 283-302
Ixiii. Yousef, D.A. (2001). Islamic work ethic, A moderator between organizational commitment and job satisfaction in a cross cultural
context. Personnel Review, Vol 3, No 2, pp.152-169
321 Vol 4 Issue 8 August, 2016



