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This study aims to examine the relationship between work ethics and 
organizational commitment among employees at a furniture 
manufacturer in Muar and Segamat, Johor. It investigates four 
objectives: identifying the level of work ethics and organizational 
commitment, analyzing their relationship, and determining the most 
dominant dimension of work ethics influencing organizational 
commitment. Four dimensions of work ethics (benevolence, integrity, 
prudence, and respect) and three dimensions of organizational 
commitment (affective, continuance, and normative) were measured. 
The study involved 209 respondents, using questionnaires and SPSS 
Version 22.0 for data analysis. Descriptive analysis was employed for 
demographic data, while Pearson Correlation and Regression Analysis 
were used to explore relationships and influence, respectively. Results 
indicated high levels of work ethics and organizational commitment, 
with a strong positive correlation between them (r=0.871). Benevolence 
emerged as the most dominant dimension of work ethics influencing 
organizational commitment (β=0.786). These findings underscore the 
critical role of benevolence in enhancing organizational commitment, 
suggesting that fostering an environment that emphasizes kindness and 
goodwill among employees can significantly strengthen their loyalty 
and commitment to the organization. 
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1. Introduction 

Work ethics and organizational commitment are two important elements in human resource management that 
play a critical role in determining the success of an organization. In the context of the furniture manufacturing 
industry in Johor, the relationship between work ethics and organizational commitment is an important aspect 
to be researched considering that this industry is one of the significant economic sectors in the state. Work 
ethics refers to the moral principles and values that guide the behavior and actions of employees in performing 
their duties and responsibilities (Banks, 2020). A high work ethic is usually associated with discipline, diligence, 
and honesty, which in turn can increase productivity and work quality (Dewantara & Damayanti, 2021). 
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Organizational commitment refers to the level of loyalty and dedication of employees to the organization 
where they work (Ahad et al., 2021). This commitment is often measured by employees' desire to remain in the 
organization, their willingness to work hard to achieve the organization's goals, and the extent to which they 
identify with the organization's values and objectives. Previous studies have shown that employees with a high 
work ethic tend to show a stronger commitment to their organization (Nasution & Rafiki, 2020; Romi et al., 
2020). This is because they not only strive to achieve excellent performance, but also show a positive attitude 
towar, their social and professional responsibilities. 

Recent statistics in Malaysia show a troubling increase in corruption among employees, reflecting a 
broader issue of ethical degradation in the workplace. The Malaysian Anti-Corruption Commission (MACC) 
reports a rising trend in corruption offenses from 2016 to 2018, underscoring the urgent need for stronger 
integrity and ethical standards among employees. This research aims to explore the relationship between work 
ethics and organizational commitment in the private sector, investigating dimensions of both ethics 
(benevolence, integrity, prudence, and respect) and commitment (affective, continuance, and normative) to 
understand how ethical behavior influences organizational outcomes and contributes to national development 
goals. 

 

2. Problem Statement 

The furniture manufacturing industry in Johor plays an important role in the state and national economy, 
contributing to job opportunities and economic development (Akbar, Bon & Wadood, 2020). However, furniture 
manufacturers in Johor face various challenges related to human resource management, especially in 
maintaining a high level of organizational commitment among employees. Low organizational commitment is 
often associated with issues such as increased employee turnover rates, decreased productivity, and the 
inability to achieve the company's strategic goals (Guzeller & Celiker, 2020). This situation causes great concern 
for managers and leaders in the furniture industry, as it can hinder the development and competitiveness of the 
company. 

One of the factors considered to affect organizational commitment is the work ethic of employees (Husin 
& Kernain, 2020). Work ethics involves moral principles and values that guide the behavior and actions of 
employees in carrying out their duties. Values such as discipline, honesty, diligence, and responsibility are 
important elements in good work ethics. Research into work ethics has become increasingly prevalent, 
highlighted by studies that probe the relationship between ethical conduct and organizational outcomes. Work 
ethics serve as a fundamental criterion influencing organizational success, where a lack of serious engagement 
with ethical standards can lead to significant organizational problems (Romi et al., 2020; Mostafa, Nourbakhsh, 
and Noorbakhsh, 2014). This concern is echoed in studies focusing on Islamic Work Ethics and their impact on 
organizational commitment, with notable contributions from local and international researchers such as Husin 
& Kernain (2020), Nasution & Rafiki (2020), Hanafi (2018), Salahudin et al. (2016), and Rokhman (2010), among 
others. These studies consistently underscore the potential of strong work ethics to enhance job performance 
and organizational commitment. 

This backdrop sets the stage for the current study at furniture manufacturer in Muar and Segamat, Johor., 
aimed at dissecting the influence of work ethics on organizational commitment. The research objectives are 
designed to ascertain the levels of work ethics and organizational commitment, analyze their interrelationship, 
and identify the dominant ethical dimensions that drive organizational commitment. This inquiry is driven by 
the need to address gaps in existing literature, particularly in the private sector, and to clarify the extent to 
which ethical practices shape organizational outcomes, as influenced by factors such as job satisfaction and 
turnover retention (Komari and Djafar, 2013; Hayati and Caniago, 2012; Mostafa, Nourbakhsh, and Noorbakhsh, 
2014). 
 

3. Literature Review 

3.1 Work Ethics 

Work ethics, as elucidated by Banks (2020), Anastasia (2016), Salahudin et al. (2016), and Kim and Miller 
(2008), are fundamentally moral principles that guide employees’ behaviors in the workplace, influencing their 
commitment and job performance. Ethical environments, perceived by employees, foster satisfaction and 
enhance their dedication to organizational goals. Mostafa, Nourbakhsh, and Noorbakhsh (2014) further 
emphasize that work ethics instill moral values that significantly boost job performance. Similarly, Badar et al. 
(2023) and Khosravi (2012) argues that a strong ethical foundation not only enhances performance but also 
strengthens employee commitment, a sentiment echoed by Komari and Djafar (2013) and Valentine et al. 
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(2011), who highlight the importance of ethical climates in fostering productivity and loyalty within an 
organization. 

The practical application of work ethics in fostering an ethical climate is vital as it directly impacts 
employee behavior and organizational success. According to Valentine and Barnett (2007) and Othman et al. 
(2004), the presence of a robust ethical climate in organizations leads to increased job satisfaction and 
organizational commitment. These findings underscore the importance of integrating formal and informal 
ethical policies that guide employee behavior and enhance their professional conduct. The effectiveness of these 
policies is reflected in employees' adherence to ethical standards, which in turn contributes to the overall 
governance and ethical stature of the organization. 

The Meara, Schmidt, and Day Model (1996) identifies four key virtues—benevolence, integrity, prudence, 
and respect—that are essential to cultivating a productive and ethical organizational culture. Benevolence 
involves altruism and kindness, integrity encompasses honesty and moral uprightness, prudence relates to wise 
and thoughtful decision-making, and respect involves consideration for others’ rights and dignity. These virtues 
not only foster a positive work environment but also enhance job satisfaction, employee engagement, and 
commitment to organizational goals, thereby contributing to the overall success and stability of the organization. 

In conclusion, the interplay of these ethical principles within the workplace is critical for fostering an 
environment where employees are motivated, engaged, and committed. Organizations that effectively 
implement and uphold these ethical standards are likely to see enhanced employee performance and reduced 
turnover rates, which are crucial for long-term success. By promoting a culture of respect, integrity, prudence, 
and benevolence, organizations can ensure a fair and engaging work environment that supports both individual 
growth and corporate objectives. 
 

3.2 Commitment 

Organizational commitment is crucial for the success of any organization, as it influences employee 
performance, retention, and the overall health of the organization (Ridwan, Mulyani & Ali, 2020). Col (2004) and 
Huang (2014) note that a committed workforce is more enthusiastic and effective at collaborating towards 
enhanced performance and reduced turnover and absenteeism. The genesis of organizational commitment 
theory can be traced back to Becker’s side-bet theory (1960), which posits that employees stay committed to an 
organization due to investments they have made, which would be lost upon leaving. This concept has evolved 
over time to include psychological factors that strengthen employees' ties to their organizations, as illustrated 
by Porter's theory (1974) on strong acceptance, participation, and loyalty to organizational goals and values. 

Meyer and Allen's three-component model of commitment (1991) extends the understanding of 
organizational commitment into affective, continuance, and normative dimensions. Affective commitment 
involves an emotional attachment to the organization, where employees stay because they want to, often 
influenced by their satisfaction and sense of belonging within the organization (Jaros et al., 2009). Continuance 
commitment reflects the costs associated with leaving, where employees weigh personal sacrifices against 
potential alternatives (Meyer & Allen, 1991). Lastly, normative commitment is driven by a moral obligation to 
stay, often rooted in early socialization and cultural influences (Dixit & Bhati, 2012; Wolowska, 2014), 
emphasizing loyalty and reciprocation of commitment. 

The implications of these dimensions are profound. Organizations that foster affective commitment can 
enhance job satisfaction and employee retention by aligning personal and organizational goals and providing 
meaningful work environments. For continuance commitment, recognizing and mitigating potential employee 
sacrifices can help in managing turnover rates effectively. Enhancing normative commitment involves 
cultivating a culture that values loyalty and ethical behavior, which not only promotes longevity but also fortifies 
the organization’s ethical standards. Overall, understanding and strategically addressing these dimensions 
allows organizations to effectively navigate challenges related to employee commitment and retention, 
ultimately contributing to their success and longevity. 

 

4. Research Methodology 

This study adopts a quantitative correlation research design to explore the relationships between various 
variables, aiming to achieve the objectives outlined through efficient and objective methodologies. Khanday et al. 
(2023) describes research design as a procedural plan that is adopted by the researcher to effectively address 
the research problem, which in this case involves distributing questionnaires to a target population of 470 
employees at furniture manufacturer in Muar and Segamat, Johor. The sampling technique employed is based on 
the Krejcie and Morgan (1970) sampling table, selecting 209 employees to participate, ensuring each has an 
equal chance of selection, hence promoting the validity of the findings on work ethics and commitment levels. 
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Data collection is executed via primary and secondary methods. Primary data is gathered directly from 
respondents through questionnaires, designed to probe into aspects of work ethics and organizational 
commitment, following the Likert scale approach by Likert (1932). Secondary data supplements this by 
reviewing relevant literature from various databases such as Emerald and Science Direct, providing a robust 
framework for understanding the research context. The questionnaire sections are categorized based on models 
by Meara, Schmidt and Day (1996) for work ethics, and Meyer and Allen (1991) for organizational commitment, 
both of which are substantiated by past reliability tests indicating acceptable consistency levels. 

Data analysis comprises both descriptive and inferential statistics, employing tools like SPSS to articulate 
the connections and influence between variables. Descriptive statistics visualize data characteristics, while 
inferential methods like Pearson Correlation Analysis and Regression Analysis, referenced from Guilford and 
Fruchter (1973) and Chatterjee and Hadi (2012), respectively, quantify relationships and predict influences of 
work ethics on organizational commitment. The process is preceded by a pilot study with 30 employees from 
XYZ Kilang Kayu Sdn Bhd to validate the reliability of the questionnaire, showing promising Cronbach’s alpha 
values indicative of high reliability and internal consistency. 

 

5. Result and Finding  

5.1 Demography of Respondents 

The demographic analysis of the respondents at furniture manufacturer in Muar and Segamat, Johor provides 
insights into the backgrounds and characteristics of the participants. The workforce predominantly consists of 
male employees (89.8%), with a significant representation in the age group of 26 to 35 years (38.9%). Ethnically, 
the respondents are diverse, comprising 32.4% Malay, 17.6% Chinese, 1.9% Indian, and a substantial 48.1% from 
other ethnicities, including foreign workers from Bangladesh, Myanmar, and Nepal. Educationally, most local 
workers hold an SPM certificate (32.4%), followed by diplomas (13.9%) and degrees (5.6%), while foreign workers 
primarily hold certificates from their countries (48.1%). In terms of departmental distribution, a majority of the 
respondents work in the production department (78.8%), with smaller proportions in marketing (8.3%), 
purchasing (5.6%), maintenance (3.7%), accounting (2.8%), and human resources (0.9%). 

 

5.2 Level of work ethics and organizational commitment 

At furniture manufacturer in Muar and Segamat, Johor, the study highlighted a robust adherence to work ethics 
among employees, with an overall mean score of 5.44 indicating a high level across all dimensions—
benevolence, integrity, prudence, and respect—as defined by Meara, Schmidt, and Day (1996). Integrity scored 
the highest at 5.70, reflecting a strong commitment to confidentiality and ethical conduct, followed by prudence 
at 5.43, showcasing responsible decision-making and foresight, and respect at 5.25, which underscores effective 
collaboration and mutual consideration in the workplace. Although benevolence scored the lowest at 5.16, it still 
represented a high level, indicating that while some respondents viewed it as less critical, there remains a strong 
overall commitment to kindness and support for others. These findings affirm that the Meara, Schmidt, and Day 
(1996) model is effectively applicable, illustrating that employees uphold substantial work ethics that foster 
trust and engagement within the organization. 

At furniture manufacturer in Muar and Segamat, Johor, the study reveals a high overall mean score of 4.82 
for organizational commitment, reflecting strong adherence to the Meyer and Allen (1991) model of affective, 
continuance, and normative commitment dimensions. Normative commitment scored the highest at 5.21, 
indicating a robust allegiance to organizational norms, followed by continuance commitment at 4.90, and 
affective commitment at 4.42, which, despite being the lowest, still indicates a significant emotional attachment 
to the organization. Such high levels of commitment are crucial as they are known to reduce withdrawal 
behaviors like absenteeism and turnover, and foster acceptance of organizational changes, enhancing overall 
performance (Hunjra, 2010). This is consistent with findings from other researchers like Irefin and Mechanic 
(2014), and Samudi, Slambolchi, and Mobarakabadi (2016), who have identified strong correlations between 
employee commitment and organizational outcomes such as retention and job performance. 
 
 
 

5.3 Relationship between work ethics and organizational commitment 
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Table: Relationship between Work Ethics and Organizational Commitment 

 

Variable Dimension Pearson 

Correlation 

Level 

Work Ethics Benevolence 0.858 High Correlation 

Integrity 0.443 Low Correlation 

Prudence 0.661 Moderate Correlation 

Respect 0.682 Moderate Correlation 

Overall: Relationship between Work 

Ethics and Organizational 

Commitment 

0.871 High Correlation 

*Correlation is significant at the 0.01 level (2-tailed). 
 

The Pearson Correlation Analysis conducted at furniture manufacturer in Muar and Segamat, Johor 
revealed a predominantly positive correlation between work ethics and organizational commitment, with a 
significant overall correlation coefficient (r) of 0.871, indicating a strong relationship between these variables. 
Specifically, the dimension of benevolence showed a high correlation of 0.858, while integrity displayed a lower 
correlation at 0.443. Prudence and respect exhibited moderate correlations of 0.661 and 0.682, respectively. 
These findings underscore the significant impact that work ethics have on enhancing organizational 
commitment, suggesting that employees with higher ethical standards tend to exhibit stronger allegiance and 
dedication to their organization. 

These insights collectively emphasize the pivotal role of work ethics in shaping organizational 
commitment. By fostering a strong ethical climate, organizations can enhance commitment levels across various 
dimensions, thereby improving overall organizational health and employee alignment with organizational goals. 
This relationship is crucial for organizations aiming to leverage ethical conduct as a foundational element for 
building a committed and productive workforce (Jhamb &Karlson, 2020). 
 

5.4 Dominant dimension of work ethics that influences the organizational 
commitment 

Table: Multiple Regression of Work Ethics and Organizational Commitment 
 
 
 
 
 
 
 
 
 

 

 

 
Multiple regression analysis highlighted that benevolence is the most influential dimension of work ethics 

affecting organizational commitment. The analysis revealed that benevolence had the highest correlation beta 
(β=0.786, p=0.000), significantly outperforming other dimensions such as integrity, prudence, and respect. This 
suggests that benevolence is a critical driver of organizational commitment, with the adjusted r2 of the model at 
0.818, indicating that 81.8% of the variance in organizational commitment is explained by variations in work 
ethic dimensions. Ma’amor et al. (2012) describe benevolence as behavior focused on the well-being of others, 
highlighting its role in fostering a collaborative and supportive work environment. Similarly, Doney and Cannon 
(2011) and Atuahene-gima and Li (2002) emphasize that benevolence enhances trust and protects the interests 

DV Organizational Commitment 

IV Benevolence Integrity Prudence Respect 

Standard 

Coefficients 

Beta 

0.786 0.390 0.493 0.548 

Sig. 0.000 0.126 0.063 0.223 

Adjusted R2 0.818 (81.8%) 
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of others within the organization, ultimately boosting organizational commitment. It was also discovered that 
benevolent leaders enhance worker’s performance by stimulating positive feelings (Karakitapoğlu-Aygün, 
Gumusluoglu & Scandura, 2020).  

The findings stress the importance of nurturing benevolence within the workplace to promote higher 
organizational commitment. Benevolence leads to increased cooperation among employees and creates a 
harmonious working condition, pivotal for achieving organizational goals. The substantial impact of benevolence 
on organizational commitment underscores its role in not only enhancing interpersonal relationships and trust 
but also in ensuring the overall success and stability of the organization. Hence, fostering a culture that values 
benevolence can significantly influence the commitment levels of employees, contributing to the long-term 
success of the organization (Chaudary et al., 2023). 

 

6. Conclusion And Recommendation 

The analysis at a furniture manufacturer in Muar and Segamat, Johor, highlights a robust link between work 
ethics and organizational commitment. Employees show a strong adherence to ethical values, especially 
benevolence, alongside deep commitment in affective, continuance, and normative aspects. This study confirms 
that ethical conduct is crucial in boosting organizational commitment, which in turn positively influences key 
organizational metrics, including employee retention and performance, and promotes a healthier work 
environment. 

Therefore, this study suggests two actions and strategies that can be proposed to organizations to 
strengthen commitment to the organization through work ethic among employees; The marked impact of 
benevolence on organizational commitment suggests that the company should focus on enhancing this quality 
among employees. Development programs that focus on empathy, mutual support, and teamwork can be pivotal. 
Activities like group projects, mentoring opportunities, and community engagement should be encouraged. 
Further, acknowledging and rewarding compassionate behavior among employees can integrate benevolence 
more deeply into the company’s culture. Secondly focus on Integrity and Respect. While benevolence stands out, 
the roles of integrity and respect are also critical and should not be neglected. The establishment of explicit 
ethical standards and consistent ethics training sessions will help raise these values. Additionally, fostering a 
work environment where open dialogue is encouraged and every employee feels valued and heard will 
strengthen both respect and integrity at the workplace. This approach will not only improve organizational 
commitment but also enhance the overall organizational wellbeing. 
 

Acknowledgement 

The authors would like to thank the Faculty of Technology Management and Business, University Tun Hussein 

Onn Malaysia (UTHM) for their support so that this writing can be published. 

Conflict of Interest 

Authors declare that there is no conflict of interests regarding the publication of the paper. 

Author Contribution 

The authors confirm contribution to the paper as follows: study conception and design: Farahwahidah Mohd Yusof, 
Fadillah Ismail; data collection: Fadillah Ismail; analysis and interpretation of results: Nur Amalina Mohd Rosli, 
Farahwahidah Mohd Yusof; draft manuscript preparation: Fadillah Ismail. All authors reviewed the results and 
approved the final version of the manuscript. 
 

 

REFERENCES 

 
[1] Ahad, R., Mustafa, M. Z., Mohamad, S., Abdullah, N. H. S., & Nordin, M. N. (2021). Work attitude, 
organizational commitment and emotional intelligence of Malaysian vocational college teachers. Journal of 
Technical Education and Training, 13(1), 15-21. 
[2] Akbar, F., Bon, A. T. B., & Wadood, F. (2020, December). The industrial Revolution 4.0 and 
entrepreneurial orientation with innovation as mediation effect on the performance of malaysian furniture 
industry: a proposed framework. In Proceedings of the International Conference on Industrial Engineering 
and Operations Management, Dubai, United Arab Emirates (pp. 26-27). 



Advances in Humanities and Contemporary Studies Vol. 5 No. 3 (2024) p. 82-90 88 

 

 

[3] Ali, A. J., & Azim, A. (2010). Work Ethic and Loyalty in Canada. The Journal of Social Psychology, Vol. 
135(1), 31-37. doi:10.1080/00224545.1995.9711399 
[4] Allen, N. J., & Meyer, J. P. (1990). The measurement and antecedents of affective, continuance and 
normative commitment to the organization. Journal of Occupational and Organizational Psychology, Vol. 
63(1), 1-18. 
[5] Anastasia. (2016). Work Ethic Definition & Elements of a Strong Work Ethic. Cleverism. 
[6] Atuahene-Gima Kwaku and Haiyang Li. (2002). "'When Does Trust Matter? Antecedents and Contingent 
Effects of Supervisee Trust on Performance In Selling New Products in China and the United States." Journal 
of Marketing 66 (July): 61-81. 
[7] Badar, K., Aboramadan, M., Alhabil, W., Dahleez, K. A., & Farao, C. (2023). Does employee relations 
climate mediate the effect of Islamic work ethics on organizational performance? Evidence from 
Qatar. Journal of Islamic Accounting and Business Research, (ahead-of-print).  
[8] Banks, S. (2020). Ethics and values in social work. Bloomsbury Publishing. 
[9] Banks, S. (2018). Cultivating Researcher Integrity: Virtue-Based Approaches to Research Ethics. Virtue 
Ethics in the Conduct and Governance of Social Science Research, Vol. 3, 21-44. doi:10.1108/S2398-
601820180000003002 
[10] Becker, H. S. (1960). Notes on the Concept of Commitment. American Journal of Sociology, Vol. 66, 32–
42. 
[11] Briggs, S. R. and Cheek, J. M. (1986). The role of factor analysis in the development and evaluation of 
personality scales. Journal of Personality, Vol. 54. 106-148 
[12] Borges, W., Ng, S. I., Chew, B. C., Lau, T. C., Ong, D. L. T., Nadarajah, D., . . .Mamat, M. N. (2017). Business 
Research Methods. Malaysia: SJ Learning. 
[13] Chatterjee, S. & Hadi, A. S. (2012). Regression Analysis by Example. (5th ed.) Hoboken, New Jersey: 
John Wiley & Sons, INC., Publication 
[14] Chaudhary, A., Islam, T., Ali, H. F., & Jamil, S. (2023). Can paternalistic leaders enhance knowledge 
sharing? The roles of organizational commitment and Islamic work ethics. Global Knowledge, Memory and 
Communication, 72(1/2), 98-118. 
[15] Çöl, G. (2004). Örgütsel baglılık kavramı ve benzer kavramlarla iliskisi. _s, Güç Endüstri _liskileri 
ve_nsan Kaynakları, Vol. 6 (2): 31-45. 
[16] Collis, J. and Hussey, R. (2003), Business Research: A Practical Guide for Undergraduate and 
Postgraduate Students, Palgrave Macmillan, Houndmills, Basingstoke, Hampshire. 
[17] Curtis, C. R., Upchurch, R. S., & Severt, D. E. (2009). Employee Motivation and Organizational 
Commitment: A Comparison of Tipped and Nontipped Restaurant Employees. International Journal of 
Hispitality & Tourism Administration, Vol. 10 (3), 253-269. doi:10.1080/15256480903088469 
[18] Denton, K. (2012). Effective Appraisals: Key to Employee Motivation. Industrial Engineering, Vol. 19 
(12). 24. 
[19] De Vaus, D. A. (2001). Research Design in Social Research. SAGE Publications. 
[20] DeVellis, R. F. (2012). Scale development: Theory and application. Newbury Park, CA: Sage. 
Dewantara, F. A., & Damayanti, E. (2021). Effect of work ethics and the work environment on performance 
of employees of PT. Berlian Indah Abadi Nusantara Surabaya. Jurnal Ekonomi, 21(1), 12-19. 
[21] Dixit, V., & Bhati, M. (2012). A Study about Employee Commitment and its impact on Sustained 
Productivity in Indian Auto-Component Industry. European Journal of Business and Social Sciences, 
Vol.1(6), 34-51. 
[22] Doney and Joseph P. Cannon. (2011). "An Examination of the Nature of Trust in Buyer-Seller 
Relationships?' Journal of Marketing 61 (2): 35-51. 
[23] Foote, D. A., Seipel, S. J., Johnson, N. B., & Duffy, M. K. (2005). Employee Commitment and 
Organizational Policies. Management Decision, Vol. 43(2), 203-219. 
[24] Fiorito, J., Bozeman, D., Young, A., & Meurs, J. (2007). Organizational Commitment, Human Resource 
Practices,and Organizational Characteristics. Journal of Managerial Issues, Vol. 19 (2): 186-207. 
Gamlund, E. (2012). Ethics. 1-89. 
[25] Gelade, G. A., Dobson, P., & Gilbert, P. (2006). National Differences In Organizational Commitment: 
Effect of Economy, Product of Personality, or Consequence of Culture? Journal of Cross-Cultural Psychology, 
Vol. 37 (5), 542-556. doi:10.1177/0022022106290477 
[26] Guilford, J. P., & Fruchter, B. (1973). Fundamental Statistics in Psychology and Education. New York, 
London. 
[27] Guzeller, C. O., & Celiker, N. (2020). Examining the relationship between organizational commitment 
and turnover intention via a meta-analysis. International Journal of Culture, Tourism and Hospitality 
Research, 14(1), 102-120.  
[28] Hanafi, N. B. (2018). Relationship between Islamic work ethics and employee commitment in Lembaga 
Hasil Dalam Negeri (LHDN) Cawangan Kluang, Johor., Universiti Teknologi Malaysia. 



89 Advances in Humanities and Contemporary Studies Vol. 5 No. 3 (2024) p. 82-90 

 

 

[29] Hanlon, B., & Larget, B. (2011). Samples and Populations. Sex and Older Women, 1- 21. 
[30] Hayati, K., & Caniago, I. (2012). Islamic Work Ethic: The Role of Intrinsic Motivation, Job Satisfaction, 
Organizational Commitment and Job Performance. Procedia - Social and Behavioral Sciences, Vol. 65, 272-
277. 
[31] HO, C.-C. (2006). A Study of the Relationships between Work Values, Job Involvement and 
Organisational Comitment among Taiwanese Nurses. (Degree of Doctor of Health Science), Queensland 
University of Technology, Australia. 
[32] Huang, Y. (2014). How Intrinsic Motivation and Extrinsic Motivation Affect Organizational 
Commitment and Job Satisfaction: A Cross-Cultural Study in the United States and China. Texas A&M 
International University. 
[33] Hunjra A.I, Ali M.A, Chani M.I, Khan H. and Rehman K. (2010). Employee Voice and Intent to Leave: An 
Empirical Evidence of Pakistani Banking Sector. African Journal of Business Management. Vol. 4(14), 3056-
3061 
[34] Husin, W. N. W., & Kernain, N. F. Z. (2020). The influence of individual behaviour and organizational 
commitment towards the enhancement of Islamic work ethics at Royal Malaysian Air Force. Journal of 
Business Ethics, 166, 523-533.  
[35] Irefin, P., & Mechanic, M. A. (2014). Effect of Employee Commitment on Organizational Performance in 
Coca Cola Nigerua Limited Maiduguri, Borno State. IOSR Journal of Humanities and Social Science (IOSR-
JHSS), Vol.19(3(1)), 33-41. 
[36] Iverson, R. D. (1996). Employee acceptance of organizational change:the role of organizational 
commitment. The International Journal of Human Resource Management, Vol. 7(1), 122-149. 
doi:10.1080/09585199600000121 
[37] Jaros, S. J., Jermier, J. M., Koehler, J. W., & Sincich, T. (2009). Effects of Continuance, Affective and Moral 
commitment on the Withdrawal Process: An Evaluation of Eight Structural Equation Models. The Academy 
of Management Journal, Vol. 36(5), 951-995. 
[38] Jhamb, S., & Carlson, K. W. (2020). Managing workplace ethical dilemmas, perceptual ethical 
leadership, accountability, and management outcomes: A critical review and future directions. The Journal 
of Applied Business and Economics, 22(9), 53-67. 
[39] Karakitapoğlu-Aygün, Z., Gumusluoglu, L., & Scandura, T. A. (2020). How do different faces of 
paternalistic leaders facilitate or impair task and innovative performance? Opening the black box. Journal 
of Leadership & Organizational Studies, 27(2), 138-152. 
[40] Khanday, Sumbl & Khanam, Deeba. (2023). THE RESEARCH DESIGN. 06. 376.  
[41] Khosravi Z., Rezayi A. and Eskandari N. (2012). An investigation on the relation between work ethics 
and organizational commitment/job satisfaction among teachers working in the city of Arsanjan. The 
National Conference on Entrepreneurship, Cooperation, and Economic Movement (Boum Sazeh 
Publication). 
[42] Kim, N. Y., & Miller, G. (2008). Perceptions of the ethical climate in the Korean tourism industry. 
Journal of Business Ethics, Vol. 82(4), 941–954. 
[43] Komari, N., & Djafar, F. (2013). Work Ethics, Work Satisfaction and Organizational Commitment at the 
Sharia Bank, Indonesia. International Business Research, Vol.6(12), 107-117. doi:10.5539/ibr.v6n12p107 
[44] Krejcie, R. V., & Morgan, D. W. (1970). Determining Sample Size for Research Activities. Educational 
and Psychological Measurement, Vol. 30(3), 607-610. 
[45] Lee, H.-R. (2000). An empirical study of organizational justice as a mediator of the relationships among 
leader-member exchange and job satisfaction, organizational commitment, and turnover intentions in the 
lodging industry (Doctoral Dissertation, Virginia Polytechnic Institute and State University, 2000). 
Dissertations Abstracts International, Vol. 61(06): 2379–2558. 
[46] Likert, R. (1932). A Technique for the Measurement of Attitudes. (Archives of Psychology), New York 
University, New York. 
[47] Ma'amor, H., Ann, H. J., Munir, R. I. S., & Hashim, N. (2012). The Relationship between Ethical Climates 
and Organizational Commitment in Manufacturing Companies. International Proceedings of Economics 
Development and Research, Vol. 56(27), 134-138. doi:10.7763 
[48] Mahiyaddin, R. B. (2009). Hubungan Etika Kerja Islam dengan Komitmen Organisasi: Kajian di 
kalangan Kakitangan Lembaga Urusan Tabung Haji. Univerisiti Utara Malaysia. 
[49] Malim, T., & Birch, A. (1997). Research Methods and Statistics. MACMILLAN PRESS LTD. 
[50] Meara, N. M., Schmidt, L. D., & Day, J. D. (1996). Principles and Virtues: A Foundation for Ethical 
Decisions, Policies and Character. The Counseling Psychologist, Vol. 24(1), 4-75. 
[51] Meyer, J. P., & Allen, N. J. (1991). A Three-Component Conceptualization of Organizational 
Commitment. Human Resource Management Review, Vol. 1(1), 61-89. 



Advances in Humanities and Contemporary Studies Vol. 5 No. 3 (2024) p. 82-90 90 

 

 

[52] Mostafa, S., Nourbakhsh, P., & Noorbakhsh, M. (2014). Relationship between Work Ethics and 
Organizational Support with Organizational Commitment in Workplace. Indian Journal of Fundamental and 
Applied Life Sciences, Vol. 4 (S4), 807-813. 
[53] Nasution, F. N., & Rafiki, A. (2020). Islamic work ethics, organizational commitment and job 
satisfaction of Islamic banks in Indonesia. RAUSP Management Journal, 55, 195-205. 
[54] Othman, A. S., Rahman, N. M. t. A., Malek, Z. A., & Osman, A. R. (2004). Organizational Commitment and 
Work Ethics: An Empirical Assessment in a Malaysian Context. National Univerisity of Malaysia, Faculty of 
Business Management. 
[55] Phaneuf, M. (2004). Ethics: Some Definitions. 
[56] Porter, L. W., Steers, R. M., Mowday, R. T. & Boulian, P.V. (1974). Organizational Commitment, Job 
Satisfaction, and Turnover among Psychiatric Technicians. Journal of Applied Psychology, Vol. 59, 603–609. 
[57] Ridwan, M., Mulyani, S. R., & Ali, H. (2020). Improving employee performance through perceived 
organizational support, organizational commitment and organizational citizenship behavior. Systematic 
Reviews in Pharmacy, 11(12).  
[58] Rokhman, W. (2010). The Effect of Islamic Work Ethics on Work Outcomes. EJBO Electronic Journal of 
Business Ethics and Organization Studies, Vol. 15 (1), 21-27. 
[59] Romi, M. V., Ahman, E., Suryadi, E., & Riswanto, A. (2020). Islamic Work Ethics-Based Organizational 
Citizenship Behavior to Improve the Job Satisfaction and Organizational Commitment of Higher Education 
Lecturers in Indonesia. International Journal of Higher Education, 9(2), 78-84. 
[60] Rozali, N. B. (2013). Impact of Organization's Commitment and Citizenship Behaviour on Islamic Work 
Ethics. Universiti Utara Malaysia. 
[61] Russell, S. (2015). Ethics of Artificial Intelligence. International Weekly Journal of Science, Vol. 521, 
415-418. 
[62] Salahudin, S. N., Baharuddin, S. S., Abdullah, M. S., & Osman, A. (2015). The Effect of Islamic Work 
Ethics on Organizational Commitment. Procedia Economics and Finance Vol. 35, 582-590. 
[63] Salahudin, S. N. b., Alwi, M. N. R. b., Baharuddin, S. S. b., & Halimat, S. S. b. (2016). The Relationship 
between Work Ethics and Job Performance. International Conference on Business and Economics. 
[64] Samudi, S., Slambolchi, A., & Mobarakabadi, H. (2016). A Literature Review on Organizational 
Commitment : A Comprehensive Summary. Applied mathematics in engineering, management and 
technology Vol. 4(3), 47-57. 
[65] Sharma, S. (2014). Professional and Ethical Standards in the Financial Services Industry. 
[66] Smallwood, B. (2011). Building positive morale in today’s health care environment. 
Mississippi RN, Vol. 60(4), 10. 
[67] Valentine, S., & Barnett, T. (2007). Perceived Organizational Ethics and the Ethical Decisions of Sales 
and Marketing Personnel. The Journal of Personal Selling and Sales Management, Vol. 27(4), 373-388. 
[68] Valentine, S., Godkin, L., Fleischman, G. M., & Kidwell, R. (2011). Corporate Ethical Values, Group 
Creativity, Job Satisfaction and Turnover Intention: The Impact of Work Context on Work Response. Journal 
of Business Ethics, Vol. 98(3), 353-372. doi: 10.1007/s10551-010-0554-6 
[69] Wolowska, A. (2014). Determinants of Organizational Commitment. Human Resources Management & 
Ergonomic, Vol. 8, 129-146. 
[70] Yousef, D. A. (2000). Organizational Commitment as a Mediator of the Relationship between Islamic 
Work Ethic and Attitudes toward Organizational Change. Human Relations, Vol. 53(4). 
doi:10.1177/0018726700534003 
[71] Yousef, D. A. (2001). Islamic Work Ethic-A moderator between organizational commitment and job 
satisfaction in a cross-cultural context. Personnel Review, Vol. 30, 152-169. 
[72] Zheng, W., Kaur, S., & Jun, W. (2009). New development of organizational commitment: A critical 
review (1960 - 2009). African Journal of Business Management, Vol. 4 (1), 12-20. 
[73] Zin, M. M. (2014). Pengaruh Kepuasan Kerja dan Etika Kerja Islam Terhadap Komitmen Organisasi 
Dalam Perkhidmatan Awam: Kajian Kes di Universiti Utara Malaysia. Univerisiti Utara Malaysia. 

 

 
 
 


