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Abstract 

The current study intended to examine the impact of career plateau on organizational citizenship behavior, 

further, the moderating role of Islamic work ethics has been investigated in the link between career plateau 

and OCB. The target population of the study was the medical doctors working in teaching hospitals located 

in Mardan and Nawshera. Adopting the non-probability purposive sampling technique the 257 respondents 

participated in the study. SPSS and Micro Process were used for analysis. The obtained results showed the 

indirect relationship between career plateau and OCB. Similarly, the moderating of IE was also confirmed. 

The novelty of this study was the moderating role of IWE which contributed to the literature significantly. 

This study suggests that IWE plays a vital role in mitigating the effect of career plateau on OCB. 

 

Keywords: Career Plateau. Islamic Work Ethics, Organizational Citizenship Behavior, Hospitals. 

  

 

Introduction 
 

Now a days business world is a global environment. The fast industrialization and technical transformation 

increased productivity and had a significant impact on how people carried out their jobs (Greenberg and 

Baran 2002; Barney and Hostelry 2008). To improve employee productivity and remain competitive, firms 

must resolve problems. Employees that are committed to their organization care deeply about its goals and 

objectives and are motivated to stick with it or continue working there. Career plateau has been linked to 

the majority of unfavorable employment, including low satisfaction, high stress, bad performance, low OC, 

and higher intentions to quit the organization (Heilmann et al., 2008). Clark (2005) suggested that career 

plateaus occasionally have good effects on workers in that they feel secure and no longer have to deal with 

change and growing responsibility. The term "career plateau" and the problem it represents are neither new 
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nor particularly pressing (Burke and Mikkelson, 2006). The internal struggle for upward advancement is 

what causes the career plateau, therefore every employee focuses on gaining more assignments to grow 

responsibility and then get promoted. Because the career plateau is a complex phenomenon, researchers 

have described it from several perspectives. The career plateau was associated by Western intellectuals 

with responsibility, upward mobility, and promotion, but Ference was the first researcher to analyze it from 

the standpoint of promotion. He believed there was virtually little chance of an individual receiving a 

vertical promotion. A career plateau occurs when a person expects to get promoted more often than they 

do, which is far less frequently than they anticipated (Ongori and Angolla, 2009). 

 

According to Greenberg and Baron (2002), organizational citizenship behavior (OCB) and the Career 

Plateau both affect how an organization views its employees' performance at work. As a result, an 

increasing number of businesses are investigating how their staff members feel about CP and OCB. 

Because most employees have historically hit a professional ceiling early in their careers, many workers are 

concerned about their future careers. Consequently, there are a few crucial decisions to be made during the 

operation. OCB is an individual's discretionary conduct that does not directly or indirectly receives a 

benefit from the formal incentive system but which, as a collective, promotes the organization's activities to 

perform smoothly and efficiently (Organ et al., 2006). Members of an organization with a high level of 

OCB will outperform other organizations in terms of the results they achieve (Robbins, 2009).  

 

Islamic work ethic (IWE) is a set of decent and ethical values that a person adheres to utilize to figure out 

between good and bad (Beekun, 1997). In the Islamic context, IWE is the establishment of direction by 

which a person might approach labor as a virtue in his or her life (Rizk, 2008). The Quran and Hades 

(teachings of our Prophet P.B.U.H.) inspired IWE, which declared that hard work leads to the forgiveness 

of sins. Virtuous behavior and the avoidance of immoral activity are valued in all systems that deal with 

moral issues (Mohammad and Quoquab, 2016). IWE has been found to have a considerable impact on a 

variety of outcomes, including OCB, employee wellness, OCB, and CP, according to research studies. (Din 

and Farooq 2019; Murtaza et al., 2016). 

 

Ethical employees are critical to any company's success. Such personnel improves the company's 

reputation, but unethical individuals create a bad working atmosphere, which leads to undesirable conduct 

(Mohammad et al., 2018). IWE focuses on completing assigned work on time can help to reduce the 

negative impact on employee attitudes and behavior (Ali and Al-Owaihan, 2008. The origins of IWE can 

be traced back to the Quran (Ali, 2005). When individuals pass judgment on stressful experiences that are 

also related to personal growth and mastery. , they will endeavor to increase their hard work and persevere 

in difficult conditions while contemplating the benefits of achieving their goals. In contrast, efforts for 

stresses identified as impeding personal development and mastery will be lowered (Amah, 2014).  As a 

result, it's reasonable to expect that employees who follow IWE will be less concerned about reaching a 

career plateau, resulting in higher levels of JS and OC because they'll know they're being watched by 

ALLAH (Javed et al., 2016). In a similar spirit, Javed et al. (2019) suggested that the moderating effect of 

IWE be tested using various OCB. Considering the growing literature and recommendations, the current 

study investigates the moderating role of IWE in a relationship between career plateau and OCB. When an 

employee is not promoted and finds his or her job activities uninteresting and unchallenging, he or she 

becomes stuck at the same level, resulting in a career plateau (MaazUd Din and Farooq 2019). Career 

plateau is assumed to exist in the public sector of hospitals; as a result, the goal of this study is to assess the 

impact of career plateau on OCB and IWE in public sector hospitals in the district of Mardan. This could be 

the first attempt at a public hospital, and it will contribute to the body of knowledge about career plateaus 

like CP and OCB. 

 

The goal of this research is to find out the association between career plateau, and OCB. Because of a 

professional plateau, this study will assess the perceived attitude, such as OCB. Although OCB is an 

optional habit that does not involve an informal work description, it is critical to improving overall job 

performance. Due to a career plateau, doctors are experiencing job dissatisfaction, which has an impact on 
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their tasks, as doctors in Pakistan work roughly 60-70 hours each week. As a result, these life savers require 

rest, and this study aims to emphasize the issue of career stagnation, OCB, to make recommendations to the 

relevant authorities. 

 

Second, the majority of employees in the organization are unaware of the career plateau, and they stay for a 

long time in the same position, with the same and static job responsibilities, and in the same chair, but they 

refuse to seek advancement. Organizations also want to work with these plateaued employees, which may 

be helpful to them in some ways. However, the majority of employees are dissatisfied with their jobs due to 

a career plateau. Also, owing to the career plateau, employees have less OCB and are less satisfied with 

their jobs. This research will determine to what extent professional plateaus affect employees' OCB and 

lead to job unhappiness. 

 

Literature Review  
 

Career Plateau and Organizational Citizenship Behavior  

 

Although OCB may be a beneficial response to a career plateau, it can be challenging to determine whether 

an employee's OCB level rises as the severity of their career plateau increases. Elsass and Ralston (1989) 

claimed that the professional plateau causes certain beneficial behaviors, but they did not rule out the 

possibility that the career plateau also results in negative behaviors. As a result of professional stagnation, 

attitudes deteriorate. Two attitude factors have been found to have a significant effect on OCB and OC. 

According to the results, it is reasonable to believe that, as opposed to having a negative impact, the career 

plateau has a direct and favorable influence on the attitude characteristics associated with OCB. If this is 

the case, the correlation between these two variables is probably curved, which makes it challenging to 

describe with a linear model. The two reasons for expressing OCB are the duty to reciprocate and the 

anticipation of reciprocity. The need to reciprocate is what drives OCB when job insecurity is minimal and 

employees are willing to repay the company with good deeds to the extent that they have benefited from it. 

Therefore, there is a bad correlation between OCB and employment insecurity. On the other side, when 

employment uncertainty is high, employees exhibit citizenship behavior motivated by expected reciprocity. 

This type of incentive encourages people to do well for the sake of gain rather than future favor. No task 

behaviors, such as OCB, are most likely to be employed here as a remedy. In this sense, OCB's motivations 

are "political" as opposed to "proactive." Other studies have investigated the quadratic curvilinear 

relationship between the target variables in addition to those mentioned above. 

 

H 1: There is a significant relationship between career plateau and organizational citizenship behavior.   

 

Islamic work Ethics and OCB 

 

Previous research has looked at the crucial part that the IWE plays in affecting a range of desirable 

employment outcomes. For instance, Abbasi et al. (2011) discovered that the IWE had a favorable effect on 

business performance in their research of managers working in the Pakistani telecom sector. Rahman et al. 

(2006) observed in another study that people who have a strong propensity and awareness of the IWE have 

an affective attachment to their organization. Similar findings were made by Yousef (2000) who discovered 

a favorable correlation between the IWE and many aspects of attitude toward organizational transformation 

and commitment. Rokhman (2010) discovered in a different study that the IWE has a favorable impact on 

organizational commitment and work satisfaction. Similarly. According to Yousef (2001), the IWE also 

acts as a moderator in the link between organizational commitment and work satisfaction. According to 

some academics, the IWE has a favorable effect on employees' capacity for innovation (Kumar and Rose 

2010). Khan et al., (2013) investigated the impact of the IWE on intentions to leave the job, job 

involvement, and job satisfaction. They discovered that the IWE was negatively correlated with intentions 

to leave work and positively correlated with job involvement and job satisfaction. Nevertheless, despite 

these attempts, to our knowledge, no study has looked into how the IWE affects  OCB at work. Islam 
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mandates that people engage in voluntarism (Pomeranz 2004). The IWE places a strong emphasis on 

collaboration and outside advice (Yousef 2000). Muslims are expected to show respect for and cooperation 

with other people (Ali 2005). Additionally, the IWE places a strong emphasis on working for the well of 

others and society. Islam always emphasizes morality and good acts. Employees who adhere to these moral 

standards are expected to exhibit cooperative work behaviors in an organizational setting. The teachings of 

the Prophet Muhammad emphasized that the best people are those who are most advantageous and helpful 

to their fellow humans. In a study conducted in Kuwait in 2007, Ali and Al-Kazemi (2007) looked at how 

the IWE affected loyalty. These researchers discovered a strong correlation between the IWE and 

employees' commitment to their employer, coworkers, and supervisor. We anticipate that the IWE will 

have a good impact on citizenship behaviors based on these earlier studies. Since the IWE places a strong 

emphasis on collaboration, loyalty, and unselfish acts, people with higher IWEs may also exhibit higher 

levels of OCBs than people with lower IWEs. As a result, we formulate the following theory.  

 

H 2: Islamic Work Ethic will be significantly related to organizational citizenship behaviors. 

 

Moderating role of Islamic Work Ethics 

 

People who judge unpleasant situations that are also connected to personal development and mastery will 

try harder and endure trying circumstances while thinking about the advantages of accomplishing their 

goals. On the other hand, efforts for pressures that have been identified as hindering personal growth and 

mastery will be reduced (Amah, 2014). 

 

Based on the teachings of the Holy Quran and Hazarat Muahmmand's (S.A.W.W) Sunnah, Ali (1988) 

developed the phrase "Islamic work ethics" in the field of business research (see also Ali and Al-Owaihan 

2008; Rice 1999; Yousef 2000). The most significant moral principles that apply to everyone are found in 

the Holy Quran and the Sunnah of Hazrat Muhammad (S.A.W.W.). They will always be relevant to 

Muslims of all faiths (Beekun & Badawi 2005). Islamic principles are applicable to all aspects of life; they 

don't alter over time and don't in any way rely on modern norms (Abbasi, Rehman, & Bibi, 2011). 

According to Islamic principles, ethics determine the economy rather than the other way around (Rice 

1999, p. 346). Muslims are forbidden by the Quran from indulging in wasteful activities that are harmful, 

time-consuming, and pointless (Yousef 2000). Regardless of the workplace, Islamic work ethics place a 

strong emphasis on devotion, perseverance, loyalty, and hard effort. It is commonly known that IWE and 

OCB are directly related (Sulistyo, 2017; Khaled 2012; Tufail et al. 2017a). Only a few studies have 

examined the moderating effect of IWE on a variety of work outcomes in Pakistan (see Batool et al. 2013; 

Sadozai et al. 2013; Khan et al. 2015; Tufail et al., 2017). The teachings of Islam, as imparted by Hazrat 

Muhammad (S.A.W.W. ), encourage individuals to help one another in trying circumstances and improve 

interpersonal relationships (S.A.W.W). 

 

Work-related objectives are ethical imperatives (Bouma et al., 2003). It implies that those who adhere to 

organizational ideals and fulfill their tasks will advance in their fields and exhibit discretion in their 

behavior. Additionally, it is possible to say that IWE will enhance the OCB connection and the career 

plateau when combined. Those that possess a dual strength will be better able to advance in their careers. A 

person is less likely to be affected by negative emotions and, as a result, is less likely to consider the 

negative implications that would prevent them from expressing OCB when they analyze the IWE in the 

workplace. Following the debate above, the following hypothesis has been developed: 

 

H3: IWE moderates the relationship between career plateau and OCB such that the relationship will be 

weaker for higher IWE. 
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Methodology  
 

We collected the primary data from teaching staff in teaching Hospitals. The Public Teaching Hospitals 

were targeted for data collection. Data was collected from Hospitals located in Mardan and Nawshera. 

Different organizations have diverse pressures on employees (Gul et al., 2020) therefore, to avoid diverse 

perceptions and factors, we chose the same organizations. Before approaching the prospected employees, 

prior permission was obtained and the employees were approached at their workplace.  Adopted 

questionnaires were used to record the respondents’ responses. A purposive sampling technique was 

followed which allows the researcher (s) to follow and approach the respondents based on judgment and 

information. We distributed 300 questionnaires among the employees of different cadres. To avoid 

common method bias data was collected at two different periods. In the first round responses were recorded 

against career plateau and IWE, while in the second round responses regarding OCB were recorded. 

Among the disseminated questionnaires, we received 272 questionnaires. After checking for missing and 

incomplete data 257 were found fit for analysis and yielded a response rate of 85%, an acceptable response 

rate in the Asian region (Tufail et al., 2017). 

 

Demographic analysis revealed that 24.5% of the employees were aged up to 30 years and most of the 

respondents i.e. 28.8% were 50 years of age. Similarly, among the respondents 54% of the employees were 

male and 54.9% of respondents were married. Considering their current positions in hospitals, it was found 

that most of the respondents i.e. 37% were Assistant professors, further, 26.1% of the employees were in 

the range of 6 to 12 years of experience.  

 

Instruments  

 

The questionnaires were adopted from previous studies. All the questionnaires were on a Five-Point Likert 

scale. To measure career plateau, a scale developed by Milliman (1992) contained 16 items. For IWE we 

used a 17 Items scale developed by Ali (1988) and the utilized OCB scale was 9 items scale developed by 

smith et al., (1983). 

 

Results  
 

Table 1: Correlations and Reliabilities 

 CP OCB IWE 

CP (0.96)   

OCB -0.58** (0.79)  

IWE -0.60** 0.62** (0.88) 

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

                   Reliabilities are in parenthesis.  

 

Career 

Plateau 

IWE 

OCB 
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Correlation and reliabilities of the study variables have been provided in table 1. It yielded that the 

correlation between career plateau and OCB is -0.58 and shows the inverse relationship between the 

variables. Similarly, the correlation between CP and IWE was also found in opposite direction. Lastly, the 

correlation between OCB and IWE was directly correlated and provides initial support for the proposed 

hypothesis. The reliabilities are in parenthesis and were above the threshold value of 0.70.  

 

Table 2:  Moderation analysis 

        OCB 

         β R
2
 ∆ R

2
 

Step 1 

   
   

Experience 

   
 

0.53** 
 

Step 2 

   
   

CP 

   

-0.58** 0.33** 
 

IWE  

   

0.62** 0.38** 
 

Step 3 

   
   

CP x IWE 

   

-0.44** 0.46** 0.014** 
  N = 257 
  **. Correlation is significant at the 0.05 level (2-tailed). 

 

Table 2 shows the direct and moderating results of the study variables. It exhibits that the indirect 

relationship between career plateau and OCB was confirmed in this study where  (β = -0 .58, p< 0.1). The 

second hypothesis stated that IWE has a direct impact on OCB. The results confirmed the proposed 

relationship (β = 0 .62, p<0.1). Thus, the hypotheses were supported. 

 

The last hypothesis stated that the relationship between career plateau and OCB will be moderated by IWE 

such that the relationship will be weaker for higher IWE. The tolerance statistics were run and the obtained 

value i.e. 0.95 was found above the threshold value. The obtained value of VIF was 1.07 and was in the 

acceptable range (Chatterjee & Price, 1991) and it was confirmed that there was no issue of 

multicollinearity.  

 

Cohen et al., (2003) technique was followed to analyze the moderating effect. In the 1
st
 step, the experience 

was entered for the control variable. In the second step, career plateau and IWE were entered and in the 

third step, the interactive term (CP x IWE) was entered. The change in R
2 

was found 0.014, which 

confirmed the moderating effect. The moderating effect is minute but significant and informative.   

 

Discussion  
 

The current study extends the literature in three ways i.e. (a) the impact of career plateau on OCB and (b) 

the impact of IWE on OCB and (c) the moderating role of IWE in the relationship between career plateau 

and OCB. The first hypothesis of the study confirmed the indirect relationship between career plateau and 

OCB. Job content and further promotions plays important role in both the positive and negative behavior of 

the employees (Tremblay & Roger, 2004). Previous studies also confirmed that OCB can be reduced due to 

challenging and non-compatible career paths and issues (Hurst et al.,  2012). Career plateau is a negative 

phenomenon and harms discretionary behavior. Employees when confronted with a career plateau may not 

exhibit positive behavior as desired. This negative behavior is harmful to organizations as the organization 

may face loss, wastage of resources, or adverse consequences (Bruursema et al., 2011). Previous studies 

have demonstrated that plateaued employees behave negatively and do not perform well (Farooq & Tufail, 

2017; Meyer et al., 1998; Near & Miceli, 1985). Employees experiencing career plateau find their job 

worthless which leads to dissatisfaction which compels them not to exhibit OCB (Hurst et al., 2012).  
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The second hypothesis stated that IWE has a direct relationship with OCB. IWE strengthens positive 

emotions and lessens the probability of negative behavior (Bachrach & Jex, 2000; Webster et al, 2010). 

IWE enhances discretionary behavior as the employees expect reward from the Almighty Allah and 

consider their jobs as virtue and thus engage in positive and discretionary behaviors (Murtaza et al., 2016). 

IWE provides guidelines for every aspect of life (Khan et al., 2015) and the believers follow dedication and 

commitment to their job and thus exhibit a higher degree of OCB. Similarly, Muslim employees are 

expected to practice their religious ethics in their duties and organizations. The obtained results confirmed 

that IWE affects OCB positively. According to Murtaza et al., (2016), employees who follow IWE go 

beyond the formal duties and engage in extra duties for their organizations as compared to those who do 

not or somehow follow low IWE. Islam encourages helping behavior. Employees who follow IWE, engage 

in the same without expecting any reward so in organizations the employees are expected to help their 

colleagues whenever they need.  

 

The last hypothesis proposed that IWE will moderate the relationship between career plateau and OCB. 

Results of the study indicated that IWE plays a moderating role in the said link. The findings reported that 

the combined effect of career plateau and IWE was significant. The strength of the relationship between 

career plateau and OCB was decreased. Muslim employees follow religious values (Khan et al., 2015) 

therefore, employees who were higher on IWE and have stronger beliefs and practice of Islamic ethics 

exhibited higher OCB while those who ignore Islamic values were higher and did not exhibit higher OCB. 

Prior studies in this domain also confirmed the moderating role of IWE (see, Javed et al., 2019, Farid et al., 

2019; Murtaza et al, 2016). Javed et al., (2019) suggested that irritation and mistreatment evoke negative 

behavior and employees tend to behave adversely. Career plateau is a negative phenomenon and thus 

dampens OCB but career plateau when paired with IWE reduced the negative effect. The combined effect 

can be explained with COR theory. Obtaining and maintaining the available resource, IWE plays an 

important role and reduces stress and other negative aspects at the workplace (Javed et al., 2019). 

Employees sometimes expect from the Almighty Allah and are satisfied with available resources and 

behave positively.  Employees' behavior is categorized by available resources which are consumed in 

dealing with tense events which are more likely to reduce OCB (Abideen et al., 2022). IWE is a personal 

trait and varies among individuals. Employees who were high on IWE may think that nothing is hidden 

from Allah and that their actions are being observed and will be rewarded by HIM (Javed et al., 2017). Fair 

treatment is compulsory in organizations (Jawahar and Stone 2011).  IWE underscores justice, 

commitment, and equality and facilitates citizenship behavior (Farid et al., 2019) so it is not astonishing 

that even when employees experience a career plateau will be involved in discretionary behaviors.  

 

Theoretical Implications  
 

Ethics has quite a long tradition of being utilized to explain why individuals act in a particular manner 

(Khan et al. 2015). Based on the said notion and tradition, the influence of IWE was studied which has 

been advanced from the Teaching of Quraan (Kumar and Che Rose 2012). In Islamic countries like 

Pakistan, religion, and norms stem from Islam and have a greater impact on the normal day-to-day lives of 

every Muslim. Voluntarism and cooperation are preached by Islam (Pomeranz, 2004; Yousef 2000),  and 

other acceptable norms and aspects of life (Ali and Al-Kazemi 2007). Therefore,  it is assumed that IWE is 

associated with helping behavior i.e. OCB. Islam expects people to live fruitful lives (Ali and Owaihan, 

2008) and it is easy to observe such features in productive behavior.  Certainly, support for the combined 

effect of career plateau and OCB is steady as IWE supports volunteerism and helping colleagues at the 

workplace.  As assumed, employees higher on IWE even when faced with a career plateau are more 

engaged in discretionary behaviors.  These results contribute to the literature and highlight the important 

role of IWE concerning workplace behavior. Previous studies also confirmed the moderating role of IWE 

with different outcomes (Farid et al. 2019, Tufail, 2022; Tufail 2020) still need to enrich the literature.  
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Practical Implications 
 

This study has clear applications for organizations. It is of great need to ensure the fair promotion and other 

benefits, follow fair procedures, and clear policies, and treat employees with dignity. Managers need not to 

treat employees unfairly. When unfair means and nepotism are being observed the employees would not 

show positive behavior. Therefore, it is a need or organizational development to maintain a vibrant system 

where the rights of employees are secured.  Managers may follow fairness in every process like 

performance appraisal, promotions, and even in informal interactions. Organizations follow different codes 

of conduct worldwide which are not the same for societies (Rice, 1999). Therefore, the management needs 

to promote and advise employees to follow the Islamic codes of conduct which are not appropriate in our 

society.  A fair system encourages employees to engage in work engagement and thus, work for the 

betterment and effectiveness of the organization.  In Islamic societies like Pakistan, religious thoughts and 

practices cannot be ignored. Following the same, employees would work for organizations and even 

experience a career plateau. The organizations may ensure the availability of required resources and 

managers may follow policies honestly. This would enhance the performance (Zhou et al., 2022). 

Therefore, managers should try to encourage IWE among staff members by appealing to their religious 

beliefs and designing such policies where the employees do not involve in negative behavior.   

 

Limitations and Future Avenues 
 

The current study is not free of limitations. There are a few limitations that need to be considered in future 

studies. First, the data was collected at a single point. The perception of career plateau and IWE may be 

underreported. The employee may get promoted and their perception of career plateau may mitigate. 

Therefore, longitudinal studies are suggested to be carried out in the future.  

 

Second, the source of primary data was single. We approached the employees in hospitals and obtained the 

primary data. This could raise the concern of common method variance. For example, an employee may not 

exhibit OCB but reported higher on a scale. Therefore, it is recommended to obtain data regarding OCB 

from colleagues or supervisors in further studies to get vibrant results.  

 

Third, we investigated the moderating role of IWE. Further studies may consider other potential moderators 

and mediators like job involvement, personality dimensions, and moon lightening effect. Future studies 

may attempt to investigate the mediating role of job satisfaction and organizational commitment with 

career outcomes (Tufail et al., 2018). It may explain why plateaued employees may reduce their output or 

tend to switch the organization. 

 

Employees try to be protected from stress in the workplace (Ilies, Aw, & Pluut, 2015). IWE due to its 

distinctive belief system can shield followers from a stressful environment (Khan et al., 2015). Thus, 

further studies may be carried out between organizational stressors and job outcomes with a moderating 

role of IWE. 

 

Concerning work setting, culture has been divided into two categories i.e. eastern and western culture 

(Jelavic & Ogilvie, 2010; Tufail et al. 2019). The study was carried out in Pakistan, a Muslim country, 

affecting external validity. Researchers may replicate this study in other countries with different cultures to 

validate the generalizability.  

 

References 
 

Abbasi, A. S., Rehman, K. U., & Bibi, A. (2011). Islamic work ethics: How it affects business 

performance. Actual Problems of Economics, (12), 312. 



 

 

 

 

 

ISSN: 2308-7056                Bakhtawar, Farooq, Naveed & Ali (2023) 

 

 

109 

I 

 

  www.irbas.academyirmbr.com                                                                                   April 2023                                                                                             

 International Review of Basic and Applied Sciences                                     Vol. 11 Issue.2 
 

R 
B  
A  
S  

Abideen, M. Z., Rashid, M., & Tufail, H. (2021). Career plateau, job satisfaction and organizational 

commitment: An islamic work ethics perspective. Asian Social Studies and Applied Research, 2(4), 14-

24. 

Al-Hiary, H., Bani-Ahmad, S., Reyalat, M., Braik, M., & Alrahamneh, Z. (2011). Fast and accurate 

detection and classification of plant diseases. International Journal of Computer Applications, 17(1), 

31-38. 

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

575-583. 

Ali, A. J., & Al‐Kazemi, A. A. (2007). Islamic work ethic in Kuwait. Cross cultural management: An 

international Journal. 14(2), 93-104. 

Ali, A. J., & Al-Owaihan, A. (2008). Islamic work ethic: a critical review. Cross cultural 

management: An international Journal, 15(1), 5-19. 

Bachrach, D. G., & Jex, S. M. (2000). Organizational citizenship and mood: An experimental test of 

perceived job breadth 1. Journal of Applied Social Psychology, 30(3), 641-663. 

Batool, S. M. K., Gul, A., & Shahzad, K. (2013). Combined effects of ethical leadership and Islamic work 

ethics (IWE) on organizational commitment and job satisfaction. Journal of Islamic Business and 

Management Vol, 3(1). 

Beekun, R. I. (1997). Islamic business ethics (No. 2). International Institute of Islamic Thought (IIIT). 

Beekun, R. I., & Badawi, J. A. (2005). Balancing ethical responsibility among multiple organizational 

stakeholders: The Islamic perspective. Journal of business ethics, 60, 131-145. 

Bouma, G., Haidar, A., Nyland, C., & Smith, W. (2003). Work, religious diversity and Islam. Asia Pacific 

Journal of Human Resources, 41(1), 51-61. 

Bruursema, K., Kessler, S. R., & Spector, P. E. (2011). Bored employees misbehaving: The relationship 

between boredom and counterproductive work behaviour. Work & Stress, 25(2), 93-107. 

Burke, M. (2006). EU contemplates first-ever limit for PM2. 5. 

Cerdeño-Tárraga, A. M., Patrick, S., Crossman, L. C., Blakely, G., Abratt, V., Lennard, N., ... & Parkhill, J. 

(2005). Extensive DNA inversions in the B. fragilis genome control variable gene 

expression. Science, 307(5714), 1463-1465 

Din, M. U., Khan, F., Khan, U., Kadarningsih, A., & Astuti, S. D. (2019). Effect of islamic work ethics on 

job performance: Mediating role of intrinsic motivation. IJIBE (International Journal of Islamic 

Business Ethics), 4(2), 676-688. 

Elsass, P. M., & Ralston, D. A. (1989). Individual responses to the stress of career plateauing. Journal of 

Management, 15(1), 35-47. 

Farid, T., Iqbal, S., Jawahar, I. M., Ma, J., & Khan, M. K. (2019). The interactive effects of justice 

perceptions and Islamic work ethic in predicting citizenship behaviors and work engagement. Asian 

Business & Management, 18(1), 31-50. 

Farooq, N., Tufail, M. (2017). An Empirical Study of Career Plateau, Organizational Commitment and Job 

Performance; A Case of Private Sector Universities in Peshawar City. City University Research 

Journal, 7(2), 178-190. 

Gul, R., Tahir, T., Ishfaq, U. (2020). Teaching as a profession, exploring the motivational factors, and the 

motives to stay in the field of teaching. Ilkogretim Online – Elemen. Educ. Online 19, 4560–4565 

Haffner, S. M., Greenberg, A. S., Weston, W. M., Chen, H., Williams, K., & Freed, M. I. (2002). Effect of 

rosiglitazone treatment on nontraditional markers of cardiovascular disease in patients with type 2 

diabetes mellitus. Circulation, 106(6), 679-684. 

Heilmann, S. G., Holt, D. T., & Rilovick, C. Y. (2008). Effects of career plateauing on turnover: A test of a 

model. Journal of Leadership & Organizational Studies, 15(1), 59-68. 

Hurst, C. S., Kungu, K., & Flott, P. (2012). Stress, organizational citizenship behaviors, and coping: 

Comparisons among plateaued and non-plateaued employees. Business and Management 

Research, 1(3), 17-27. 

Ilies, R., Aw, S. S., & Pluut, H. (2015). Intraindividual models of employee well-being: What have we 

learned and where do we go from here?. European Journal of work and organizational 

Psychology, 24(6), 827-838. 



 

 

 

 

 

ISSN: 2308-7056                Bakhtawar, Farooq, Naveed & Ali (2023) 

 

 

110 

I 

 

  www.irbas.academyirmbr.com                                                                                   April 2023                                                                                             

 International Review of Basic and Applied Sciences                                     Vol. 11 Issue.2 
 

R 
B  
A  
S  

Javed, B., Bashir, S., Rawwas, M. Y., & Arjoon, S. (2017). Islamic work ethic, innovative work behaviour, 

and adaptive performance: The mediating mechanism and an interacting effect. Current Issues in 

Tourism, 20(6), 647-663. 

Javed, B., Fatima, T., Yasin, R. M., Jahanzeb, S., & Rawwas, M. Y. (2019). Impact of abusive supervision 

on deviant work behavior: The role of Islamic work ethic. Business Ethics: A European Review, 28(2), 

221-233. 

Jawahar, I. M., & Stone, T. H. (2011). Fairness perceptions and satisfaction with components of pay 

satisfaction. Journal of Managerial Psychology. 26 (4), 297-312. 

Jelavic, M., & Ogilvie, K. (2010). Knowledge Management Views in Eastern and Western Cultures: An 

Integrative Analysis. Journal of Knowledge Globalization, 3(2), 51-69. 

Khan, K., Abbas, M., Gul, A., & Raja, U. (2015). Organizational justice and job 

outcomes: Moderating role of Islamic work ethic. Journal of Business Ethics, 126(2), 235-246. 

Khan, K., Abbas, M., Gul, A., & Raja, U. (2015). Organizational justice and job outcomes: Moderating role 

of Islamic work ethic. Journal of business ethics, 126(2), 235-246. 

Meyer, J. P., Irving, P. G., & Allen, N. J. (1998). Examination of the combined effects of work values and 

early work experiences on organizational commitment. Journal of Organizational Behavior: 19(1), 29-

52. 

Mohammad, J., & Quoquab, F. (2016). Furthering the thought on Islamic work ethic: how does it 

differ?. Journal of Islamic Marketing. 

Mohammad, S., Bravo-Marquez, F., Salameh, M., & Kiritchenko, S. (2018, June). Semeval-2018 task 1: 

Affect in tweets. In Proceedings of the 12th international workshop on semantic evaluation (pp. 1-17). 

Murtaza, G., Abbas, M., Raja, U., Roques, O., Khalid, A., & Mushtaq, R. (2016). Impact 

of Islamic work ethics on organizational citizenship behaviors and knowledge sharing behaviors. 

Journal of Business Ethics, 133(2), 325-333. 

Near, J. P., & Miceli, M. P. (1985). Organizational dissidence: The case of whistle-blowing. Journal of 

business ethics, 4(1), 1-16. 

O'Brien, C. J., Kantchev, E. A. B., Valente, C., Hadei, N., Chass, G. A., Lough, A., ... & Organ, M. G. 

(2006). Easily prepared air‐and moisture‐stable Pd–NHC (NHC= N‐heterocyclic carbene) complexes: 

a reliable, user‐friendly, highly active palladium precatalyst for the Suzuki–Miyaura 

reaction. Chemistry–A European Journal, 12(18), 4743-4748. 

Papadopoulos, N. G., Arakawa, H., Carlsen, K. H., Custovic, A., Gern, J., Lemanske, R., ... & Zeiger, R. S. 

(2012). International consensus on (ICON) pediatric asthma. Allergy, 67(8), 976-997. 

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

Rahman, I., Kode, A., & Biswas, S. K. (2006). Assay for quantitative determination of glutathione and 

glutathione disulfide levels using enzymatic recycling method. Nature protocols, 1(6), 3159-3165. 

Rice, G. (1999). Islamic ethics and the implications for business. Journal of Business 

Ethics, 18(4), 345-358. 

Rice, P. L., & Ezzy, D. (1999). Qualitative research methods: A health focus. Melbourne, Australia. 

Robbins, S. B., Oh, I. S., Le, H., & Button, C. (2009). Intervention effects on college performance and 

retention as mediated by motivational, emotional, and social control factors: integrated meta-analytic 

path analyses. Journal of Applied Psychology, 94(5), 1163. 

Rokhman, W. (2010). The effect of Islamic work ethics on work outcomes. EJBO-Electronic Journal of 

Business Ethics and Organization Studies. 

Sadozai, A. M., Marri, M. Y. K., Zaman, H. M. F., Yousufzai, M. I., & Nas, Z. (2013). Moderating role of 

Islamic work ethics between the relationship of organizational commitment and turnover intentions: A 

study of public sector of Pakistan. Mediterranean journal of social sciences, 4(2), 767. 

Smith, C. A. O. D. W. N. J. P., Organ, D. W., & Near, J. P. (1983). Organizational citizenship behavior: Its 

nature and antecedents. Journal of applied psychology, 68(4), 653. 

Sulistyo, A. (2017). Evaluasi program budaya membaca di sekolah dasar negeri. Kelola: Jurnal 

Manajemen Pendidikan, 4(1), 48-58. 



 

 

 

 

 

ISSN: 2308-7056                Bakhtawar, Farooq, Naveed & Ali (2023) 

 

 

111 

I 

 

  www.irbas.academyirmbr.com                                                                                   April 2023                                                                                             

 International Review of Basic and Applied Sciences                                     Vol. 11 Issue.2 
 

R 
B  
A  
S  

Titus-Ernst off, L., Egan, K. M., Newcomb, P. A., Ding, J., Trentham-Dietz, A., Greenberg, E. R.,  & 

Willett, W. C. (2002). Early life factors in relation to breast cancer risk in postmenopausal 

women. Cancer Epidemiology Biomarkers & Prevention, 11(2), 207-210. 

Tremblay, M., & Roger, A. (2004). Career plateauing reactions: the moderating role of job scope, role 

ambiguity and participation among Canadian managers. The International Journal of Human Resource 

Management, 15(6), 996-1017. 

Tufail, M., (2022). Impact of Perceived Organizational Politics on Employee Work Engagement: The 

Moderating Role of Islamic Work Ethics. Journal of Business and Economics, 14(1), 1-17.  

Tufail, M., Hussain, S., Hayat, M., & Qadir, A. (2020). Workplace Incivility and Organizational 

Citizenship Behavior: The Role of Burnout and Islamic Work Ethics. International Review of Social 

Sciences, 8(8), 21-31. 

Tufail, M., Shahzad, K., Gul, A., & Khan, K. (2017). The Impact of Challenge and Hindrance Stressors on 

Job Satisfaction: Moderating Role of Islamic Work Ethics. Journal of Islamic Business and 

Management, 7(1), 100-113. 

Tufail, U., Ahmad, M. S., Ramayah, T., Jan, F. A., & Shah, I. A. (2017a). Impact of Islamic work ethics on 

organisational citizenship behaviours among female academic staff: the mediating role of employee 

engagement. Applied Research in Quality of Life, 12, 693-717. 

Tufail, M., Sultan, F., & Anum. (2019). Examining the Effect of Challenge-hindrance Stressors on Work 

Attitude and Behavior. FWU Journal of Social Sciences, 13 (1), 90-104. 

Umah G. I., Amah, E., & Wokocha, I. H. (2014). Employee benefits and continuance commitment in the 

Nigerian manufacturing industry. Journal of Business and Management, 16(2), 69-74. 

Umoh, G. I., Amah, E., & Wokocha, I. H. (2014). Employee benefits and continuance commitment in the 

Nigerian manufacturing industry. Journal of Business and Management, 16(2), 69-74. 

Webster, J. R., Beehr, T. A., & Christiansen, N. D. (2010). Toward a better understanding 

of the effects of hindrance and challenge stressors on work behavior. Journal of 

Vocational Behavior, 76(1), 68-77. 

Wilkins, J. M., & Pomeranz, H. D. (2004). Visual manifestations of visible and buried optic disc 

drusen. Journal of neuro-ophthalmology, 24(2), 125-129. 

Yahia, N., Achkar, A., Abdallah, A., & Rizk, S. (2008). Eating habits and obesity among Lebanese 

university students. Nutrition journal, 7(1), 1-6. 

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 an Islamic country 

setting. Journal of Managerial Psychology, 15(4), 283-298. 

Yousef, D. A. (2001). Islamic work ethic–A moderator between organizational commitment and job 

satisfaction in a cross‐cultural context. Personnel review 

Zaremba, T. G., LeBon, T. R., Millar, D. B., Smejkal, R. M., & Hawley, R. J. (1984). Effects of ultraviolet 

light on the in vitro assembly of microtubules. Biochemistry, 23(6), 1073-1080. 

Zhou, G., Gul, R., & Tufail, M. (2022). Does Servant Leadership Stimulate Work Engagement? The 

Moderating Role of Trust in the Leader. Frontiers in Psychology, 13:925732, 1-9.   

 

 


