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ABSTRACT 
 
This study investigated the nature of relationships between Islamic work ethics and organizational 
factors with organizational commitment of employees in Telekom Malaysia (TM). Consequently the 
study attempted to identify the contribution of Islamic work ethics and organizational factors on 
organizational commitment. Finally the study sought to determine the most significant predictors of 
organizational commitment among employees in TM. A total of 584 employees from the managerial 
levels in TM were selected based on the random sampling. The self administered questionnaire was 
employed as the research instrument in the study. The data obtained were then analyzed using SPSS 
with correlation and multiple regression analysis at .05 level of significance. The results of the study 
revealed that there was a significant relationship between Islamic work ethics and all organizational 
factors with organizational commitment. The findings revealed that Islamic work ethics and all 
organizational factors were able to contribute organizational commitment. The results also indicated 
that Islamic work ethics and six organizational factors were found to be significant predictors of 
organizational commitment. Based on the implication of the research findings, several suggestions 
were put forward.  
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INTRODUCTION 
 
Organizational commitment has been a great interest of research topic among organizational and 
behavioral researchers for the past decades. Organizational commitment is an important concern 
because it is a source of organizational effectiveness (Lawson and Fukami, 1994). Previous studies 
have shown that higher level of organizational commitment is associated with higher level of job 
performance, longer tenure, reduce absenteeism and turnover (Benkhoff, 1997) and citizenship or 
extra role behavior (William & Anderson, 1996). The attention in organizational commitment research 
is further emphasized in many studies of the various conceptualization issues of commitment (Zeffane, 
1995). Recent studies focus not only on the approach issues of organizational commitment 
measurement but also the antecedents, correlates and behavior consequences of organizational 
commitment (Allen & Meyer, 1995). Today’s organizations are faced with several challenges that 
could lead into a crisis. Due to this scenario several organizational researchers recognize the need to 
study specific employee motives (Ali, 1996). This suggests that organizational commitment is a main 
factor to increasing motivation of employees in organizations and that further empirical studies in this 
area are more required to understand its motivational base in organization. Empirical study on the 
dimensions of organizational commitment may help administrators and managers to determine 
important factors that influence organizational commitment and establish policies and programs to 
foster and enhance commitment of employee in organization. The purpose of the study is to meet that 
need by examining empirically the organizational commitment among employees in TM using 
organizational commitment measurement scale developed by the researcher and the behavioral 
scientists with adaptations. 
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ORGANIZATIONAL COMMITMENT 
 
Organizational commitment as with many other constructs, has diverse definitions and measures in the 
scholarly literature. Therefore organizational commitment has been defined and measured in several 
different ways, in which several different models of organizational commitment were found in relevant 
literature. Despite the various definitions and measures, organizational commitment share a common 
theme in that organizational commitment is recognized to be a bond or linking of the individual to the 
organization.  Mowday et al (1982) and Cranny et al., (1995) generally agree that two views of 
organizational commitment dominate the literature: (1) behavioral approach and (2) attitudinal 
approach.  
 
The behavioral approach to commitment is concerned mainly with the process by which individuals 
develop a sense of attachment not to an organization but to their own action. This attachment is 
supported by studies of the negative economic consequences of leaving an employer (Stum, 1998); the 
impact of positive inducements to leave (Hrebiniak & Alutto, 1992); and the expectation of reward for 
continued service (Brookfied, 1998).  
 
Mathieu and Zajac (1990) indicated that the most commonly studied type of organizational commitment 
has been attitudinal commitment. This approach sees commitment as an attitude reflecting the nature 
and quality of the linkage between an employee and an organization (Mathieu and Zajac, 1990, and 
Mowday et al., 1982) and portrays a highly committed individual as one who has: (1) a strong belief in 
and acceptance of the organization’s goals and values; (2) a willingness to exert considerable effort on 
behalf of the organization; and (c) a strong desire to maintain membership in the organization.  
Mowday et al (1982) and Mathieu & Zajac (1990) presented the view that commitment is a 
psychological state that (1) characterizes the individual’s relationship with the organization and (2) has 
implications for the decision to continue or discontinue membership in organization. Building on these 
viewpoints, it is reasonable to hypothesize that there must be a significant relationship between work 
ethics and organizational factors with organizational commitment.  
 
Researches have indicated that organizational commitment is a global measure of employee’s attitudes 
pertaining with organization (McCaul et al., 1995). Mathieu and Zajac (1990) and Smith (2001) 
emphasized that organizational commitment is influenced by several factors. Two factors that are 
believed to be related and will affect organizational commitment are non organizational factors such as 
work ethics and work related factors such as organizational factors.  
 
WORK ETHICS AND ORGANIZATIONAL COMMITMENT 
 
Work ethics refers to inquiry into the nature and background of morality in work, where the term 
morality is taken to mean moral judgments, standards and rules (Gupta et al., 1996). Accordingly Gupta 
et al., stated that work ethics involves fundamental human relationships and deals with “what should be 
done” questions with reference to the behavior that might have or benefit human beliefs. Therefore, 
Words like moral, good, right and honest are synonymous with ethical terms 
 
Islamic work ethics derives from Islamic ethics, which is characterized by four aspects or levels 
according to the Quran and Hadith (Siddiqui, 1997). Rice (1999) concludes that the Islamic ethical 
system contains specific guidelines for conducting business and work. The guidelines derive from the 
interrelated concepts of unity, justice and trusteeship. Unity is a key to the business philosophy of 
Islam, lies in a person’s relationship with Allah, His universe and His people. Justice in Islam has 
objectives of eradicating from socie ty all traces of inequity, injustice, exploitation and oppression. 
Trusteeship means people are viewed as trustee of the earth on behalf of God.  
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Previous researchers examined the relationship between work ethics based on Protestant work ethics 
and organizational commitment. Randall & Cote (1991) found that there was a positive significant 
relationship between protestant work ethics and organizational commitment.   
 
Work ethics (Islamic work ethics in this case), and its relationship with job attitudes like organizational 
commitment, job satisfaction and job involvement, individual and organizational variables have given 
considerable attention in the literature (Abboushi,1991). Yousef  (2000) found that Islamic work ethics 
serves as moderator of the relationship between organizational commitment and attitudes towards 
organizational change. Further, Yousef (2000) argues that those who strongly support Islamic work 
ethics are more committed to their organization and, in turn are more likely to change, than those who 
weakly support the Islamic work ethics and those who are less committed to their organization are less 
likely to adopt change.  
 
ORGANIZATIONAL FACTORS AND ORGANIZATIONAL COMMITMENT 
 
Several researches have investigated organizational factors impacts on organizational commitment. 
One of the organizational factors that correlate with organizational commitment is structural elements 
(Scandura and Lankau, 1997). Structural elements that relate with organizational commitment include 
leadership and age of organization (Gilson and Durick, 1998); Style of management (Zeffane (1995); 
use of systems (Fletcher and Williams, 1996); and manager leadership skills  (Smith, 2001). Another 
pertinent factor that related with organizational commitment is job insecurity. A study conducted by 
Jerry (1995), found that job insecurity has a significant effect on employees’ positive attitude such as 
organizational commitment and job satisfaction. Two important factors that determine the job insecurity 
are role conflict and role ambiguity. 
 
Bigger organizations tend to have higher quality jobs that they reward more and provide fringe benefits 
as well as internal career advancement opportunities (Kalleberg and Buren, 1996). Jean (1995) 
suggested that employees’ satisfaction on reward and career advancement could rise employees’ 
morale that lead to their willingness to stay in the organization, among the important aspects of 
organizational commitment. 
 
Literature documented that organizational characteristics are another factor that have indicated a 
positive relationship with organizational commitment. Researchers have found that organizational 
effectiveness is one of the important organizational characteristics that has been positively related to 
organizational commitment (Hubbard and Harrison, 1998). Literature on organizational commitment 
also suggests realistic expectations of the job or job preview is important as it promotes accurate 
preemployement expectations of employees (Hom et al., 1998).  Moreover preemployment 
expectations of stressful events for example would give rise to emotion focused or emotional 
composure and problem focused coping among employees (Irving and Meyer, 1999). 
 
(Schappe 1998) stressed that procedural justice is important to develop commitment of employee in 
organizations. According to Peterson (1999), this factor is important to produce positive behavioral 
outcomes in organization. Failure to address this issue will lead organization to be a target of blame by 
employees due to their dissatisfaction. Nathan (1998), contends that if employees can be guaranteed 
with fair procedural treatment, they are more likely to become loyal, a sign of organizational 
commitment. 
 
Due to the organizational costs associated with organizational attitudes and its impact on organizational 
behavior, factors affecting organizational commitment have been and continued to be widely 
investigated. Inter and intra organizational communication has been examined as a factor that can 
provide employees feel more satisfied with their jobs and be committed to their employing organization 
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(Donna, 1996). Watkins  (1998) stated that perceived communication relationship with top 
management, quality of co-workers information, and superior – subordinate communication were 
directly related to organizational commitment.   
 
RATIONAL AND CONTEXT OF THE STUDY 
 
Despite the considerable theoretical and practical importance of the link between organizational factors 
and non organizational factors, then, there is relatively little empirical evidence that organizational 
factors in terms of job insecurity, rewards, procedural justice, structural elements, job preview, career 
advancement, communication and organizational characteristics and Islamic work ethics are related 
and influence organizational commitment. Much of the research consisted of attempts to relate job 
organizational factors with organizational commitment. However, the strength of the relationship found 
between these factors with organizational commitment is mixed. According to Flynn (1997), the 
inconclusive findings are due to certain factors like the background and the nature of the study.   
 
Accordingly, very less study has been conducted on work ethics factor particularly pertaining to the 
relationship of the Islamic work ethics and job attitudes in Malaysia.   No research has been done on 
the influence of the Islamic work ethics and organizational factors with organizational commitment 
among employees in Malaysia, particularly in TM that is the focus of this study. Although the research 
on the correlate and antecedents of organizational commitment is extensive, it is largely based on 
employees in western countries and in different entity of profession. Understanding factors that relate 
and affect organizational commitment in different socio-cultures is vital to the reduction of employee 
commitment and the associated costs (William & Anderson, 1991). 
 
The present study addressed the following questions: a) is there a significant relationship between 
Islamic work ethics and organizational factors with organizational commitment and if so, what is the 
strength of the relationship; b) what is the contribution or influence of Islamic work ethics and 
organizational factors towards organizational commitment? and whether Islamic work ethics and 
organizational factors were able to predict organizational commitment? 
 
PURPOSE OF THE STUDY 
 
The main purpose of this study was to empirically analyze and examine the relationship between 
organizational factors and Islamic work ethics with organizational commitment and the extent these 
variables can influence and predict organizational commitment among managerial staff in Telecom 
Malaysia. 
 
SPECIFIC OBJECTIVES OF STUDY 
 
Specifically this study was aimed at addressing the following objectives: 
1. To determine the relationship between Islamic work ethics and organizational factors with 

organizational commitment; 
2. To identify the contribution of Islamic Work ethics and organizational factors simultaneously 

towards organizational commitment and 
3. To determine whether Islamic work ethics and organizational factors were the significant or 

strong predictors of organizational commitment among managerial employees in TM. 
 
HYPOTHESES OF STUDY 
 
Three hypotheses were formulated to answer the research problems and objectives of the study. The 
hypotheses were as follows: 
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HA1 : There was a positive relationship between Islamic work ethics and 
organizational factors with organizational commitment. 

HA2: There was a significant contribution of organizational factors and Islamic 
work ethics towards organizational commitment. 

HA3: Organizational factors and Islamic work ethics were the significant predictors 
of employees’ organizational commitment 

 
RESEARCH DESIGN AND SAMPLE 
 
This research employed a correlational type of design. The dependant variable in this study was 
organizational commitment and the independent variables were organizational factors and Islamic work 
ethics. Sample for this study consisted of 584 managerial employees in TM. The study adopted 
stratified random sampling that was a number of managers in TM and who fulfilled the study criteria 
for permanent staff and who had worked at least for one year. 
 
MEASURES 
 
The Organizational Commitment Questionnaire (OCQ) developed by Mowday et al. (1982) which 
contains 15 items ranked from strongly disagree to strongly agree on the seven point Likert type scale 
was used to measure organizational commitment. The reliability coefficient of organizational 
commitment in this study was .92. The organizational factors were measured using a Like rt- scale 
contain seven scales ranging from strongly disagree to strongly agree pertaining to job insecurity, 
rewards, procedural justice, job preview, structural elements, career advancement, communication and 
organizational characteristics developed by previous researchers (Jerry, 1995; Donna, 1996; Jean, 
1995; Peterson, 1995; Kallerberg and Buren, 1996; Hom et al., 1998; Lincoln and Kellerberg, 1996 and 
Gilson and Durrick, 1998). For each of these dimensions there were 6 items or statements.  The 
reliability coefficient for organizational factors scale was .90. Islamic work ethics was measured based 
on instrument developed by the researcher, which contain ten items. The response options for these 
items were 7 point Likert-scale, ranging from strongly disagree to strongly agree. The reliability for this 
scale was .93 
 
DATA ANALYSIS 
 
Correlation analysis, standard and stepwise multiple regression method were used to analyze the 
collected data. The correlation analysis was used to examine the strength and direction of relationship 
between independent variables and dependent variable. Stepwise multiple regression analysis was used 
to determine the relationship between two and more independent variables and the dependent variable. 
This analysis results in the development of a formula that explains as much variance in the dependent 
variable as possible. It helped in identifying independent variables that could be combined to form the 
best prediction of the dependent variable. Multiple correlation coefficient (R) and coefficient of 
determination (R2) also provided additional inferences on the analysis of the study. Data was analyzed 
by using Statistical Package for the Social Science (Norusis &SPSS, 2002). 
 
RESULTS AND ANALYSIS 
 
The first hypothesis of this study was to determine whether there were relationships between Islamic 
work ethics and organizational factors with organizational commitment. Data pertaining to the tests of 
the hypothesis are found in Table 1.   
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TABLE 1 
Correlation Between Organizational Factors and 

Islamic Work Ethics With Organizational Commitment 
(n=584) 

 
 Variables       r  Sig 
________________________________________________________________________ 
 
Organizational Factors: 
 Job insecurity      .794  .000 

Rewards      .706  .000 
Procedural justice     .657  .000 
Career advancement     .586  .000 
Communication      .569  .000 
Structural elements     .436  .000 
Job preview      .382  .000 
Organizational characteristics    .349  .000 

Islamic Work Ethics      .693  .000 
 
The data revealed that there were positive and significant relationships between Islamic work ethics 
and organizational factors (job insecurity, rewards, procedural justice, career advancement, 
communication, structural elements, job preview and organizational characteristics) with organizational 
commitment. The result indicated support for this hypothesis. Therefore the first hypothesis was 
accepted. The correlation coefficient (r) for organizational factors of job insecurity was .79, followed 
by rewards .71; procedural justice .66; career advancement .59; communication .57; structural 
elements .44; job preview .38 and organizational characteristics .35. Meanwhile the correlation 
coefficient (r) for Islamic work ethics was .69.  
 
In terms of the strength of the relationship between organizational factors and organizational 
commitment, the  (r) value of job insecurity .79 and rewards .71 indicated they were of high strength.  
Meanwhile the (r) value of procedural justice .66; career advancement 59; communication .57 and 
structural elements .44 respectively indicated that the strength of the relationship for each of the 
organizational factor with organizational commitment was moderate and substantial. The low 
relationship was reported between job preview and organizational characteristics with (r) value of .38 
and .35 respectively. The study also found that the strength of the relationship between Islamic work 
ethics and organizational commitment was moderate and substantial with the (r)  value of .69. 
 
The second hypothesis was to determine whether Islamic work ethics and organizational factors 
contribute simultaneously on organizational commitment. In other words the second objective focused 
on identifying a combination of organizational factors and Islamic work ethics that correlate 
significantly with organizational commitment and to determine the significant variables that could 
contribute employees’ organizational commitment.  To answer this hypothesis and the second objective 
a simple multiple regression analysis was conducted. The results of the analysis are given in Table 2.  
 
The data from Table 2 showed that the R2  was .773, with an F value of  217.04, and was significant at 
.000 level. This meant that the regression model consisting of all the selected predicted variables was 
able to contribute about 77.3% of the variations in the organizational commitment. In other words, the 
regression model was able to provide almost a 77.3% explanatory power in contributing or predicting 
organizational commitment among employees in TM. 
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TABLE 2 
Simple Multiple Regression Analysis of 

Islamic Work Ethics and Organizational Factors  
With Organizational Commitment 

(n =584) 
 

Variables        Beta  t  Sig t 
________________________________________________________________________ 
 
Job insecurity     .66  14.88  .000 
Rewards     .65    9.85  .000 
Procedural justice    .62    9.28  .000 
Islamic work ethics    .59    6.99  .000 
Job preview     .27    5.28  .000  
Career advancement    .15    4.35  .000 
Structural elements    .14    3.72  .000 
Communication     .09    3.20  .001 
Organizational characteristics   .08    2.46  .014 
      
(Constant)       20.79  .000 
Multiple R = .879  R2 = .773 
Adjusted R2  = .769  (9, 574 ) = 217.04, Sig F= .000 
 
On overall, based on the F value of  217.04 and was significant at .000 level, Islamic work ethics and 
organizational factors simultaneously contribute to the dependent variable significantly at ∝ = 0.05. We 
can conclude that the second hypothesis was accepted because all of the organizational factors and 
Islamic work ethics were able to contribute towards the organizational commitment.  
 
The third hypothesis was to determine whether Islamic work ethics and each of the organizational 
factor were the strong or significant predictors of organizational commitment. In order to find out to 
what extent each of the variable contributed towards the R2 value, a stepwise regression was carried 
out. Data relevant to the tests of this hypothesis is depicted in Table 3.  
 
This stepwise regression method, built the model using one variable at a time, starting with the one that 
had the biggest contribution to the model. Successive variables were entered at successive stages of 
the model building process. An additional information provided by the stepwise technique was the 
change in  R square (denoted by +R2) in the table. It denoted the amount of additional value in R2, that 
a variable which was successfully entered into the existing equation was able to contribute.  

 
The results from Table 3 indicated that Islamic work ethics and six organizational factors (job 
insecurity, procedural justice, job preview, rewards, structural elements and career advancement) 
could significantly contribute towards the R2 value. Job insecurity was found to contribute the highest 
amount at .631, followed by procedural justice, Islamic work ethics, job preview, rewards, structural 
elements and career advancement. These six organizational factors and Islamic work ethics variable 
could explain 76.8% in the variation of employees’ organizational commitment. The explanatory value 
of these seven variables combined compared favorably against that of the standard regression model 
which, despite including nine predictor variables, was able to explain about 77.3% of the variance in 
organizational commitment. This meant that the stepwise regression model lost about 5% of its 
explanatory power by using only the seven selected predictor variables. The rest of the variables failed 
to be accepted into the regression model.   
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TABLE 3 
Stepwise Multiple Regression Analysis of 

Islamic Work Ethics and Organizational Factors  
With Organizational Commitment 

(n =584) 

Variables      R2   +R2  Beta  Sig t 
________________________________________________________________________ 
 
Job insecurity   .631    .69  .000 
Procedural justice  .685  0.054  .36  .000 
Islamic work ethics  .707  0.022  .24  .000 
Job preview   .748  0.041  .22  .000 
Rewards   .757  0.009  .13  .000 
Structural elements  .763  .006    .001 
Career advancement  .768  .005    .007 
            (Constant)
         .000 
Multiple R = .876  R2 = .768 
Adjusted R2  = .765  (7, 576 ) = 271.81, Sig F= .000 
==================================================================== 
 
This finding concluded that Islamic work ethics and six organizational factors (job insecurity, 
procedural justice, job preview, rewards, structural elements and career advancement) were identified 
to be strong predictors of organizational commitment. Therefore the third hypothesis of this study was 
accepted because both Islamic work ethics and organizational factors (except communication and 
organizational characteristics) were able to predict towards organizational commitment significantly at 
∝ = .05. On overall, these seven variables were the significant predictors of organizational 
commitment. In terms of the  strength of the above prediction equation, the R2 value of .768 means that 
the strength of the prediction equation was high and substantial because 76.8% of the organizational 
commitment could be explained by Islamic work ethics and six organizational factors.  
 
DISCUSSIONS 
 
The results of this study provide an interesting extension to research on the relationship between 
several factors of organizational commitment. The empirical results support our theoretical predictions 
and in general show the following: 1) there were significant relationships between Islamic work ethics 
and organizational factors with organizational commitment; 2) all of the organizational factors and 
Islamic work ethics simultaneously were able to contribute towards organizational commitment and 3) 
Islamic work ethics and organizational factors mainly job insecurity, procedural justice, job preview, 
rewards, structural elements and career advancement were the significant predictors of organizational 
commitment. 
 
The study indicated that Islamic work ethics and six organizational factors were able to be the 
significant predictors of organizational commitment among managerial employees in TM. This finding 
suggests that employees’ organizational commitment among managerial employees in TM could be 
influenced by those factors. In addition, this study furthers the existing knowledge base in two ways: 1) 
by examining commitment study in different setting where cultural and traditional influence 
commitment dynamics and 2) by examining combination of organizational factors and Islamic work 
ethics.  
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Findings of this study were consistent and supported by previous literature as discussed earlier. As 
highlighted several factors were identified as significant in predicting organizational commitment in TM 
with the strongest factor was job insecurity. This result was in line with what were studied by 
Brookfield (1998), where he stated that generally employees would be committed with the organization 
if they feel secured with their future in the organization. Procedural justice was identified as the 
second important factor to employees’ organizational commitment as it applies to compensation that 
help managers determining employees’ pay and measuring performance. Therefore according to 
Mathis and Jackson (2003) it must be perceived as fair by employees. Islamic work ethics was the 
third significant factor that could influence organizational commitment in TM. This finding was 
consistent with previous research conducted by  Yousef (2000). This implied that Islamic work ethics 
and values are important as they are based on absolute truth, cannot change with time or space 
because of unchanging nature of Islamic Shari’ah and illustrate their universality and applicability in all 
situations and societies (AlHabshi and Ghazali, 1994). Job preview, rewards, career advancement and 
structural elements are important and played key role in ensuring organizational commitment in this 
study. Previous study reported that perceptions of person job fit or job preview, unfair rewards system 
and less career advancement have affected employee’s attention to work that lead to low commitment 
in organization (Gilson and Durrick, 1998). Further, any actions that reduce individual perceptions 
against structural elements will be detrimental to organizational commitment of employees in 
organization Sommer (1996). 
 
IMPLICATIONS AND SUGGESTIONS 
 
This study has contributed theoretically to the existing body of knowledge, especially for practical and 
research purposes. The findings are very informative in explaining and solving some problems 
pertaining to behavioral aspects of an organization particularly related to factors that contribute 
towards organizational commitment among managerial employees in TM.  The study has given an in 
depth understanding on the relationship between organizational and non -organizational factors with 
organizational commitment of the particular group of employees.  
 
This study also contributed towards managerial applications. The internationalization of business has 
accelerated to the point at which nearly all companies affected by globalization, international linkages 
and development (Garland and Farmer, 1996). The critical dynamic suggests that success of any 
business organization, is dependent on their approach of dealing with their employees. The 
management of human resources and the understanding of work environment and job attitudes in any 
organizations is a complex and daunting task. The successful organization is likely to be one that can 
manage employment practices and perceptions of those practices by all groups of employees in a way 
that results in positive job related outcomes (Gaertner and Nollen, 1998).  
 
This study suggests that emphasis should be given on the improvement of employees on certain 
aspects especially, aspects that can motivate employees to be committed and dedicated to the 
organization. Further, management should consider some factors that have been identified to be the 
strongest predictors of organizational commitment by incorporating them in any employees’ 
development program to improve employee’s attitude in workplace. Those factors not only indicated as 
a strong and substantial contribution to organizational commitment, but also the key factors of interest 
to managers in TM. Findings of this study will be of great help to provide understanding to 
management of TM in designing policies and strategies to improve their organizational commitment. 
 
The results of this study have shown a remarkable leading factor in predicting organizational 
commitment among managerial employees in TM. Consideration on the factors that have influenced 
and served as predictors to the organizational commitment may help in reduction of  tension and low 
level of organizational commitment among employees. 
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CONCLUSION 
 
This study was limited in Telekom Malaysia and this may reduce the sensitivity of our analyses and the 
ability to detect small effects, but it also makes generalizing the results of the study to different setting 
more difficult. The question of generalizability is ultimately an empirical one which future investigation 
will answer. Some contributions that could be shared from this study are: 
 

1) The study represents a first attempt to investigate the relationship of Islamic work ethics 
and organizational factors on organizational commitment among managerial employees in 
TM. 

2) It examines the contribution of Islamic work ethics and selected organizational factors 
towards organizational commitment of managers in TM and 

3) It examines the predicting significant role of Islamic work ethics and organizational factors 
on organizational commitment of TM employees. Research in  Islamic work ethics 
especially has not been explored yet particularly in a non western multicultural work 
setting. 

 
To sum, this study serves as a starting point for future studies of the relationships between 
organizational factors and Islamic work ethics with organizational commitment. It furthers our 
understanding by determining and testing the factors that affect organizational commitment. Finally, it 
is an initiative towards a greater understanding of organizational attitudes in the global business and 
organizational commitment. The findings of this research certainly would be very useful for the 
theoretical and practical purposes. 
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