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Introduction: Organizational issues have been centered on the psychological
and behavioral problems of the employment staff for the last couple of
decades. Psychological capital affects both the individual and organizational
levels to a great extent. Higher psychological capital among employees is more
likely to bring improvement in motivation, engagement, and performance
thereof. The present study was undertaken with the purpose of investigating
the mediating effect of Islamic work ethics on the influence of psychological
capital on organizational citizenship behavior.

Material and methods: The method of data collection includes library and field
methodologies. Based on the type, the nature of the data is descriptive. All the
educational specialists at Yasuj University are considered the population of the
research. Thus, it has a sample size of 102. According to Cochran's formula, 81
samples were selected. Standard questionnaires on organizational citizenship
behavior, Islamic work ethics, and psychological capital were used for data
collection. Data interpretation utilized the SMART-PLS software and the
Partial Least Squares analysis method.

Results: The direct paths of psychological capital affecting Islamic work ethics,
psychological capital on organizational citizenship behavior, and Islamic work
ethics on organizational citizenship behavior were statistically significant and
positive at p < 0.01. Moreover, the mediation role of Islamic work ethics
between psychological capital and organizational citizenship behavior was
confirmed at p < 0.01.

Conclusion: In this study, it can be seen from the analysis that psychological
capital has a significant effect on perceived organizational citizenship
behavior, with Islamic work ethics as a variable that mediates.
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Technological advancements and crises have
significantly altered organizational structures and

employment relationships in recent yearsm.
Consequently, individuals anticipate that organizations
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will recognize, appreciate, and understand them!2l.
Many organizations prioritize the reduction of their
overall expenses and workforce through business
process redesign to improve efficiency and reduce
costs. However, the development of innovative and
inventive methods is essential for the acquisition of
sustainable competitive advantages, as they are
restricted by the constraints of cost reduction and staff
reduction. Research on positive organizational behavior
indicates that psychological capacities, including hope,
resilience, optimism, and self-efficacy, collectively
constitute a novel latent resource termed psychological

capitalBl. This resource has emerged as a critical
element in organizational competitive advantage.
Experts assert that psychological capital, focusing on
positive psychological characteristics, enhances human
capital. Furthermore, it possesses developmental

potential and is amenable to management&l. Moreover,
organizational success necessitates employees who
exceed their designated responsibilities. Organizational
citizenship behavior denotes the voluntary and
deliberate acts of employees. These spontaneous and
deliberate behaviors are not explicitly reinforced by the
organization's official reward systems, yet they
together enhance organizational effectiveness. The
phrase "spontaneous and conscious” indicates that
these behaviors are chosen rather than required or role-

based, and their omission incurs no costs.2l. This
process necessitates organizational innovation.
Organizational innovation has been significantly
influenced by the transition of organizational assets
from traditional to modern forms in recent years.
Psychological capital is a modern asset in this

contextl®l. A competitive advantage through investing
in people can be realized by utilizing psychological
capital. It acts as a catalyst for improvement at an
individual level in organizations and improves
employee performance, influences an organization, and
leads to achieving a competitive advantage.

Psychological capital facilitates job adaptability[Z.
Psychological capital is a set of four psychological states
that enable performance and well-being, leading to

better individual and organizational performancelSL.
Research on positive organizational behavior indicates
that psychological capacities, including hope, resilience,
optimism, and self-efficacy, collectively constitute a
novel latent resource termed psychological capitall2l.
This resource has emerged as a critical element in
organizational competitive advantage. Experts assert
that psychological capital, focusing on positive
psychological characteristics, enhances human capital.
Furthermore, it possesses developmental potential and
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is  amenable to management&l. Moreover,
organizational success necessitates employees who
exceed their designated responsibilities. Organizational
citizenship behavior denotes the voluntary and
deliberate acts of employees. These spontaneous and
deliberate behaviors are not explicitly reinforced by the
organization’s official reward systems, yet they
together enhance organizational effectiveness. The
phrase "spontaneous and conscious” indicates that
these behaviors are chosen rather than required or role-
based, and their omission incurs no costs. The
employment contract does not include organizational
citizenship behavior, which is optional and exists
independently of formal job responsibilities. Employees
also seek to experience a sense of belonging,
trustworthiness, integrity, honesty, and confidence
within the organization.[2l. Addressing ethical concerns
can mitigate organisational issuesd¥,  Within the
Islamic context, Islamic labor ethics are values that
differentiate between good and evil. Consequently,
organizations in Islamic societies have prioritized
ethical values and ethics, as it is probable that
employees who adhere to Islamic work ethics will
demonstrate increased enthusiasm and energy in their
work. It defines Islamic work ethics by the extent to
which employees apply Islamic ethical principles in
daily working activities. The Quran and the teachings of
the Prophet Muhammad (PBUH) inspire Islamic work
ethics, which view work as a form of worship that
bestows virtue and dignity. Islamic work ethics place
great importance on values related to honesty, justice,
and unselfishness, which are crucial in ensuring a
balance between work and family lifelll. The mediating
function of Islamic work ethics between psychological
capital and organisational citizenship behavior has not
been investigated in any studies to date, particularly in
light of Iran's distinctive cultural context, which
includes the Iranian-Islamic culture. Organizations are
significantly influenced by the cultural context.
Furthermore, higher education is of particular
significance as a catalyst for societal advancement.
Universities experience an increase in psychological
security as a result of robust organisational structures
and productive employees, which simultaneously
reduces expenses and promotes growth. This study
investigates the extent to which Islamic work ethics
mediate the relationship between psychological capital
and organizational citizenship behavior among
educational experts at Yasouj University. It addresses
the question: Does psychological capital influence
organizational citizenship behavior through the
mediating role of Islamic work ethics?
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Material and Methods

This study uses a descriptive-correlational research
design that is based on structural equations. It is
applied in nature. According to the administrative and
financial department of Yasouj University, the statistical
population comprises all educational specialists, which
amounts to 102 individuals. By using Cochran's formula,
we projected the sample size to be 81 individuals. We
used simple random sampling to ensure each
participant had an equal chance of selection. The
distribution and collection of these questionnaires took
place in person. The responses revealed that 40
respondents were aged between 30 and 40, 30 belonged
to the age group between 41 and 50, and 11 were over 50
years old. Additionally, 50 respondents were female and
31 were male. In terms of educational attainment, 5
respondents held associate degrees, 53 held bachelor's
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degrees, 20 held master's degrees, and 3 held
doctorates.

We assessed an 1l-item Islamic work ethics

questionnairell2l a 24-item psychological capital

questionnaire@, and a 12-item organisational

citizenship behavior questionnaire[%l using a Likert
scale. We initially evaluated the constructs' internal
consistency (reliability). We employed Cronbach’s alpha
and composite reliability to assess convergent and
divergent validity. The Cronbach’s alpha values for all
constructs exceeded 0.70. A composite reliability and a
Cronbach's alpha value exceeding 0.70 indicate the

constructs' reliabilityl2l. We employed factor loadings
to determine convergent validity, deeming AVE values
exceeding 0.50 as acceptable[@. Table 1 presents the
reliability and validity results for each construct.
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Variable Cronbach’s Alpha (>0.7) Composite Reliability (CR>0) AVE
Psychological Capital 0.78 1095 0.543
Islamic Work Ethics 0.816 20.86 0.743
Organizational Citizenship Behavior 0.75 0.876 0.634

Table 1. Reliability and Validity for Each Construct

divergent validity and found acceptable results for all
Using Fornell and Larker’s method!Zl, we assessed Vvariables.

Table 2 provides the divergent validity results.
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Variable Psychological Capital | Islamic Work Ethics | Organizational Citizenship Behavior
Psychological Capital 0.736
Islamic Work Ethics 0.511 0.857
Organizational Citizenship Behavior 0.731 0.534 0.797
Table 2. Divergent Validity
Results

This projected the sample size to be 81 by Cochran's
formula. The sampling was by simple random sampling
to make sure that every participant had an equal chance
of being picked. In these questionnaires, the
distribution and collection were done in person. The
response indicated that 40 of the respondents were
between the ages of 30 and 40, 30 fell in the age group
between 41 and 50, and 11 respondents were over the
age of 50 years.
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Data analysis was performed using the method of
structural equation modelling, which was supported by
SMART-PLS. We tested the conceptual model in two
outlets: with and without the mediating variable of
Islamic work ethics. We used the GOF index, which
indicates weak, moderate, and strong model fit, with
values of 0.01, 0.25, and 0.36, respectively. Model fitness
was also assessed using the R* and Q? values.
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. Psychological Islamic Work Organizational Citizenship
Variables . . .
Capital Ethics Behavior
R? 0.69 0.79
without the presence of a mediating
variable
Q? 017 0.50
R? 0.74 0.83
with the presence of a mediating variable
Q? 0.15 0.60
GOF 0.39

Table 3. R? and Q? Values

R? is a criterion for connecting the measurement
section and the structural section in the structural
equation modelling that shows the effect. This will be
reflected in the results. The coefficient of
determination, R% measures how much an endogenous
variable is influenced by an exogenous variable. If this
coefficient is close to 0.67, it is considered desirable;
close to 0.33 is average; and close to 0.19 is weak[8l
From Table 5, it is clear that the R? value in both models
is in a desirable range. After examining the validity and
reliability of the research, the SMART-PLS software was
used to test the conceptual research model. In PLS,
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there are two models: endogenous and exogenous. So
far, this study has categorized the variables into
psychological capital and Islamic work ethics as
endogenous variables and organizational citizenship
behavior as an exogenous variable. We computed the
paths’ significance in this model by using the Z method
and t-value, using a minimum of +1.96 t-value criteria to
identify a path as meaningful. As shown in Figure 2, the
t-value indicates the correctness of the relationships,
and the R? coefficient measures the impact of an
exogenous variable on an endogenous variable. If this
coefficient is close to 0.67, it is considered desirable;

close to 0.33 is average; and close to 0.19 is weakl12]
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Figure 1. Output of SMART-PLS Software in the Significance Mode
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The path analysis of the research variables is presented
in Table 4. According to Figures 2 and 3 and in line with
Table 4, psychological capital has a significant impact
on Islamic work ethics because the standardized
coefficient is B=0.777, and the significance coefficient (t-
statistic) between these two variables is t=21.368, which
is greater than the absolute value of 1.96. Psychological
capital also has a significant impact on organizational

geios.com
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Figure 2. Output of SMART-PLS Software in the (t-value) Mode

citizenship behavior, as the standardized coefficient is
0.733 and the significance coefficient between these
two variables is 9.102. Finally, Islamic work ethics
significantly  affects organizational citizenship
behavior, with a standardized coefficient of 0.233 and a
significance coefficient between these two variables of
2.930.
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Row Hypothesis Path Coefficient | t-value Result
1 Psychological capital affects Islamic work ethics 0.777 21368 | Confirmed
2 Psychological capital affects organizational citizenship behavior 0.733 9102 | Confirmed
3 Islamic work ethics affects organizational citizenship behavior 0.233 2930 | Confirmed

Table 4. Hypothesis Results

variable.

The Sobel test was used to examine the mediator

geios.com
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Hypothesis

Result
value

behavior

Psychological capital, with the mediating role of Islamic work ethics, affects organizational citizenship

62.603 | Confirmed

Table 5. Examination of the Mediating Role of Islamic Work Ethics

Considering that the z-value in Table 7 is greater than
196, the effect of psychological capital, with the
mediating role of Islamic work ethics, on organizational
citizenship behavior is significant.

Discussion

This study sought to investigate the impact of
psychological capital on organisational citizenship
behavior, with Islamic work ethics serving as a
mediating factor. The results of the factor loadings and
the analytical sections of this study indicate that
psychological capital has a positive and significant
impact on Islamic work ethics, organisational
citizenship behavior is influenced by psychological
capital, and organisational citizenship behavior is
influenced by Islamic work ethics. Furthermore,
organisational citizenship behavior is positively
influenced by psychological capital, which is mediated
by Islamic work ethics. The subsequent section
compares each of the research hypotheses to other
studies. The initial hypothesis of this investigation
focused on the influence of psychological capital on
Islamic work ethics. Various studies have been
considered in relation to psychological capital and

Islamic work ethics[20l21l22] [ee et al. conducted a
2018 cross-sectional study in Pakistan that discovered
psychological capital is positively and significantly
related to Islamic work ethics“l. Sahat et al. showed
that Islamic work ethics is positively correlated with
psychological capital. This study determined that
psychological capital has a substantial influence on
Islamic work ethics, as indicated by the path coefficient
between the two variables. The second hypothesis of
this research was to investigate the impact of
psychological capital on organisational citizenship
behavior. Numerous researchers have investigated the
influence of psychological capital on organisational
citizenship behavior. In their 2017 study, Gupta and
colleagues underscored the impact of psychological

capital on organisational citizenship behavior and
asserted that one method of improving organisational
citizenship behavior is to increase the level of

psychological capital in organizationsm. In their 2016
study, Pardahan and colleagues underscored the impact
of psychological capital on organisational citizenship
behavior, both directly and indirectly through
emotional intelligencel?. The third hypothesis of this
research concerned the impact of Islamic work ethics
on organisational citizenship behavior. Numerous
researchers have investigated the correlation between
organizational citizenship behavior and Islamic work

ethics22l. Ghulam Murtaza and associates (2016)
conducted a study at universities in Pakistan and
emphasized that Islamic work ethics enhance
organisational citizenship behavior24, Azhari and
colleagues (2023) also discovered in their research that
organizational citizenship behavior is influenced by

Islamic work ethics!8l. Consequently, this investigation
established that organisational citizenship behavior is
significantly and positively influenced by Islamic work
ethics. The fourth hypothesis of this research
investigated the influence of psychological capital on
organisational citizenship behavior, with Islamic work
ethics acting as a mediating factor. The data analysis
indicates that psychological capital influences
organisational citizenship behavior, with Islamic work
ethics acting as a mediating factor. Nevertheless, this
influence is insufficient to produce a substantial
transformation.

Conclusion

As per the results of this investigation, there is a
substantial correlation between psychological capital
and Islamic work ethics, psychological capital and
organisational citizenship behavior, Islamic work ethics
and organisational citizenship behavior, and
psychological capital with the mediating role of Islamic
work ethics and organisational citizenship behavior. As
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a result, it is prudent to identify the psychological
capital component that has the most substantial
influence on the enhancement of Islamic work ethics
and the component that most significantly contributes
to the enhancement of organizational -citizenship
behavior. It is advised that managers, consultants, and
analysts engage in strategies such as empathy,
organisational participation, and a clear organisational
vision and objectives to contribute to the improvement
of psychological capital components. Psychological
capital is recognized as a sophisticated organisational
behavior that is indispensable for achieving a
competitive organisational advantage. In contrast, the
organization’s psychological capital is diminished as a
result of the extreme pessimism of certain employees.
As a result, the organization should prioritize the
modification or adaptation of these individuals.

Statements and Declarations

Ethical considerations

In this research, the principle of trustworthiness of the
authors was respected. Also, respect for the dignity and
culture of the participants, confidentiality, and the
satisfaction of the people were taken into consideration.

Acknowledgments

Expressing gratitude to the people and organizations
who have cooperated in the preparation of the article.

References

1. 20jute F, Gonzales PA, Ghadimi TR, Edwards A, van de
r Schaaf M, Lebares C. (2024). "Investigating First Year
Surgery Residents’ Expectations of Demand, Control, a
nd Support During Training." Journal of Surgical Educ
ation. 81(4): 474—485.

2.2Zarnegarian Y. (2020). "Promoting Innovative Work
Behavior through Human Resources Actions and Psyc
hological Capital: Analysis of Mediating Role of Huma
n Resources Flexibility." Journal of Human Resource M
anagement. 10(1): 135-154. doi:10.22034/jhrs.2020.1075
55.

3.2 bpfurillo-Ramos L, Huertas-Valdivia I, Garcia-Muifia
FE. (n.d.). "Green human resource management in hos
pitality: nurturing green voice behaviors through passi
on and mindfulness." Journal of Hospitality Marketing
& Management. 33(6): 784-806. doi:10.1080/19368623.
2024.2301778.

4.3 5 CAnzola-Romdn P, Garcia-Marco T, Zouaghi E. (20
24). "The Influence of CSR Orientation on Innovative P

10.

11.

12.

13.

14.

erformance: Is the Effect Conditioned to the Implemen
tation of Organizational Practices?” Journal of Busines
s Ethics. 190(1).

.2Wu M, Kader Cassim FA, Priambodo A, Ko C. (2022).

"Psychological Capital’s impact on the leadership-org
anizational climate preference relationship in potenti
al leaders ~ A study comparing teachers and sportsm
en~." Heliyon. 8(5): €09310. doi:10.1016/j.heliyon.2022.
e09310.

. AGheyassi A, Alambeigi A. (2024). "Social capital and c

areer adaptability: the mediating role of psychological
capital." Higher Education, Skills and Work-Based Lea
rning. 14(5): 1070-1086. doi:10.1108/HESWBL-02-2023
-0021.

. 2Luthans F, Broad JD. (2022). "Positive psychological ¢

apital to help combat the mental health fallout from t
he pandemic and VUCA environment." Organizationa
I Dynamics. 51(2): 100817. doi:10.1016/j.0rgdyn.2020.10
0817

.3 bpavid R, Singh S, Mikkilineni S, Ribeiro N. (2024).

"A positive psychological approach for improving the
well-being and performance of employees.” Internatio
nal Journal of Productivity and Performance Manage
ment. ahead-of-print.

.& BNasution FN, Rafiki A. (2020). "Islamic work ethics,

organizational commitment and job satisfaction of Isl
amic banks in Indonesia." RAUSP Management Journ
al. 55(2): 195-205. doi:10.1108/RAUSP-01-2019-0011.

2, bRraja U, Haq IU, De Clercq D, Azeem MU. (2020). "W
hen ethics create misfit: Combined effects of despotic |
eadership and Islamic work ethic on job performance,
job satisfaction, and psychological well-being." Intern
ational Journal of Psychology. 55(3): 332—341. doi:10.10
02/ijop.12606.

AAzman MA, Shahruddin S, Arifin MA. "Fostering wor
k engagement through Islamic work ethic and quality
of work-life: The mediating role of psychological capit
al" ] Emerg Econ Islam Res. 2022;10(2):32—50.

ATufail M, Shahzad K, Gul A, Khan K. "The impact of ¢
hallenge and hindrance stressors on job satisfaction:
moderating role of Islamic work ethics." Journal of Isla
mic Business and Management. 2017,7(1):100-13.

ACui CY, Wang Y, Zhang Y, Chen S, Jiang N, Wang L. "T
he development and validation of the psychological c
apital questionnaire for patients with Cancer the psyc
hological capital questionnaire.” BMC cancer. 2021 De
¢21:1-8.

ANeves PC, Paixdo R, Alarcdo M, Gomes AD. "Organiza
tional citizenship behavior in schools: Validation of a
questionnaire.” The Spanish journal of psychology. 20
14 Jan;17:E17.

doi.org/10.32388/JFI02P.2 11


https://www.qeios.com/
https://doi.org/10.32388/JFI02P.2

15.

16.

17.

18.

19.

20.

2Hair Jr JF, Hult GT, Ringle CM, Sarstedt M, Danks NP,
Ray S. "Partial least squares structural equation mode
ling (PLS-SEM) using R: A workbook." Springer Natur
e;2021.

AHenseler J, Ringle CM, Sarstedt M. "A new criterion fo
r assessing discriminant validity in variance-based str
uctural equation modeling." Journal of the academy of
marketing science. 2015 Jan;43:115-35.

ASarstedt M, Ringle CM, Hair JF. "Partial least squares
structural equation modeling." InHandbook of market
research 2021 Dec 3 (pp. 587-632). Cham: Springer Inte
rnational Publishing.

ACheah JH, Ting H, Ramayah T, Memon MA, Cham T
H, Ciavolino E. "A comparison of five reflective—forma
tive estimation approaches: reconsideration and reco
mmendations for tourism research." Quality & Quanti
ty. 2019 May 15;53:1421-58.

2Hair Jr JF, Hult GT, Ringle CM, Sarstedt M, Danks NP,
Ray S. "Partial least squares structural equation mode
ling (PLS-SEM) using R: A workbook." Springer Natur
€; 2021,

ASehhat S, Mojataba Mahmoudzadeh S, Ashena M, Pa
rsa S. "Positive psychological capital: The role of Islam

21.

22.

23.

24,

ic work ethics in Tehran Public Organizations." Iran J
Manag Stud [Internet]. 2015;8(4):545—66. Available fro
m: http://ijms.ut.ac.ir/.

2Hormozi MK, Hajiloo S. "Development of an organiz
ational commitment model for Mapna MD2 Co. based
on psychological capital and work ethic." Eur J Soc Sci
Stud [Internet]. 2017;14—30. Available from: http://oap
ub.org/soc/index.php/EJSSS/article/view/100.
ASultana K, Taj A. "Leader’s Spirituality and Psycholo
gical Capital: A Moderated Model." Proc ADVED 2018-
4th Int Conf Adv Educ Soc Sci. 2018; (October):15-7.

AMurtaza G, Abbas M, Raja U, Roques O, Khalid A, Mus
htaq R. "Impact of Islamic Work Ethics on Organizatio
nal Citizenship Behaviors and Knowledge-Sharing Be
haviors." ] Bus Ethics [Internet]. 2016;133(2):325-33, Av
ailable from: https://doi.org/10.1007/s10551-014-2396-
0.

AZarnegarian Y, Azizi J. "The Effects of the Islamic Spir
itual Intellect and the Islamic Work Ethics on Organiza
tional Commitment and Employees’ Turnover Intenti
ons (Case Study: The Islamic Culture and Guidance Or
ganization)." Scientific Journal of Islamic Managemen
t. 2019; 27(2): 125-147.

Declarations
Funding: No specific funding was received for this work.
Potential competing interests: No potential competing interests to declare.

geios.com doi.org/10.32388/JFI02P.2 12


https://www.qeios.com/
https://doi.org/10.32388/JFI02P.2

