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Abstract 

Workplace deviance among employees is one of the most prevalent issues faced by today’s organizations 
globally. Many scholars are keen in studying this phenomenon of workplace deviance because of its high rate of 
occurrence and severe negative impact on organizations. Research supports the belief that workplace spirituality 
programs may result in encouraging positive outcomes and can benefit organizations with employees who are 
more principled, committed, productive, adaptive and innovative. Although, past studies on workplace deviance 
are well documented, providing an understanding as how situational or individual antecedents may lead to 
workplace deviance, the problem of workplace deviance remains. Particularly has not been studied from an 
Islamic perspective. Islam being a comprehensive religion and a complete code of life can provide a suitable 
solution to manage such an issue. Islamic Piety (Taqwa) is one the most important characteristic of a Muslim. 
Significantly Islamic spiritual and social responsibility both fall under the purview of Taqwa. An individual 
holding on to Islamic Piety (Taqwa) can showcase the best of his/her behavior. Therefore the current conceptual 
study intends to investigate the direct relationships between Taqwa and workplace deviance. In addition this 
study also proposes to investigate the moderating role of perceived organizational justice (a situational 
antecedent) between Taqwa and workplace deviance. 
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1. Introduction 

In today’s speedy and competitive business world organizations encourage directors, senior executives and 
managers to improve organizational effectiveness. Organizational effectiveness can be attained through 
establishing positive behavior among employees and ensuring that they do not engage in negative behavior 
(Nurmaya, 2012). Having too many employees with negative behavior will dampen the organization’s objective 
for achieving effectiveness as well as put at risk the wellbeing of the stakeholders (Pulich & Tourigny, 2004; 
McCardle, 2007; Nurmaya, 2012). There are several forms of negative behavior, out of which workplace 
deviance is one of the most frequently studied. Workplace deviance is a behavior that defies and violates the 
norms of the organization (Griffin & Lopez, 2005). In particular, deviant behavior is a voluntary behavior that 
breaks important organizational norms and threatens to damage the organization, its members or both (Robinson 
& Bennett, 1995). 

Many researchers are interested in studying workplace deviance because of its high rate of occurrence and 
serious negative impact on organizations. Workplace deviance appears in the form of a number of employee 
behaviors. Earlier studies report that nearly 75% of employees involve in workplace deviance like theft, fraud, 
vandalism, sabotage and voluntary absenteeism (Harper, 1990; Gross-Schaefer et al., 2000; Lawrence & 
Robinson, 2007; Chirasha & Mahapa, 2012). It is affirmed that majority of organizations have experienced theft 
by their own employees (Case, 2000), causing financial losses of between $50 and $200 billion annually on the 
US economy (Chirasha & Mahapa, 2012). KPMG-UK fraud barometer for 2013 confirms that identity fraud in 
2012 reached to a level high of £ 26.3 million from £12.3 million the year before. Forged goods scam rose to 
£22.9 million with ponzi schemes worth £72 million came to courts. The report also presents a similar rising 
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trend for procurement fraud, which grew to £21.4 million in 2012. What's more, the number of cases involving 
employee fraud increased to 35 in 2012 from 22 as compared to 2011, with values climbing from £12.0 million 
(2011) to £ 25.1 million in 2012.  

In answering questions as to why employees engage in deviant behavior, researchers (Aquino, Lewis, & 
Bradfield, 1999; Vardi, 2001; Colbert, Mount, Harter, Witt, & Barrick, 2004) have classified antecedents of 
workplace deviance into two categories: situational and individual. Situational antecedents include justice 
(Aquino et al., 1999; Aquino, Galperin, & Bennett, 2004; Berry, Ones, & Sackett, 2007), perceived work 
situation and perceived organizational support (Colbert et al., 2004), socialized charismatic leadership (Brown & 
Trevino, 2006) and abusive supervisor (Mitchell & Ambrose, 2007). Individual antecedents include trait anger 
(Douglas & Martinko, 2001), motivational trait (Diefendorff & Mehta, 2007), negative affectivity (Aquino et al., 
1999; Douglas & Martinko, 2001) the Big Five traits (Colbert et al., 2004).Therefore, situational and individual 
deviance helps to answer as to why employees engage in workplace deviance. Notably in the last few years the 
most readily investigated situational antecedent of workplace deviance is perceived organizational justice 
(Colquitt, 2001; McCardle, 2007; Nurmaya, 2012).  

Perceived organizational justice refers to the individuals and the group’s perception of the fairness of treatment 
received from an organization and their behavioral reaction to such perceptions (Aryee, Budhwar, & Chen, 
2002).The justice construct has developed and evolved over time, moreover, has been studied on four 
dimensions, those of Distributive justice, Procedural justice, Interpersonal justice and Informational justice 
(Colquitt, 2001; Colquitt & Rodell, 2011). The negative relationship between perceived organizational justice 
and workplace deviance has been well documented. The past studies certainly help in providing an 
understanding on how perceived organizational justice may lead to workplace deviance. However, the problem 
of workplace deviance is prevailing and is a key area of interest for academicians and practitioners (McCardle, 
2007; Nurmaya, 2012).  

Spirituality is expected to stimulate employee’s honesty, creativity, commitment and personal fulfillment 
(Krishnakumar & Neck, 2002). Research supports the belief that workplace spirituality programs in an 
organization do certainly result in encouraging positive outcomes, like increased joy, serenity, job satisfaction, 
and commitment (Krishnakumar & Neck, 2002; Fry, 2003; Giacalone & Jurkiewicz, 2003; Reave, 2005). 
Organizations that support and encourage spiritual and caring work environments not only benefit from 
employees who are less apprehensive and more principled but also see an increase in the commitment, 
productivity, adaptability and innovation in their employees (Eisler & Montouori, 2003; Mat & Naser, 2012). 

Islam is a complete way of life and the main and the most recurrent characteristic, which Allah (SWT) directed 
the Messengers and all believers to hold onto in Quran, is Taqwa (Islamic piety). Taqwa and its derivatives are 
mentioned 258 times in Quran. Quran is full of its many traits and characteristics that have been related with 
Prophets (may peace be upon all of them) such as honesty, tolerance, Iman (belief), forgiveness and kindness 
(Sulaiman, Mohsen, & Kamil, 2013). Magnificence of Taqwa is that it encompasses most of these characteristics, 
with major emphasis on Iman (belief) as it is the most common among Prophets (Sulaiman et al., 2013). More 
importantly, in Islam spirituality and social responsibility both fall under the purview of Taqwa (Islamic Piety). 
Taqwa is to obey Allah’s orders and to stay away for all that has been forbidden by Him, in such a way that we 
strive towards the light of His guidance, acceptance and rewards and fear His torment and severe punishment in 
the hereafter (Kamil, Sulaiman, Osman-Gani, & Ahmad, 2011). The theoretical definition of Islamic spirituality 
is the responsibility between one’s self and Allah (Kamil, Al-Kahtani & Sulaiman, 2011b; Kamil et al., 2011; 
Mohsen, 2007) and theoretically Islamic Social responsibility is the responsibility to one’s self and other human 
beings and nature at large (Kamil et al., 2011; Mohsen, 2007). 

The current study attempts to establish the negative relationship between Taqaw (Islamic Piety) and workplace 
deviance which has not been studied before. In addition, this study also intends to investigate the moderating role 
of perceived organizational justice between Taqwa and workplace deviance.  

Likewise, this study aims at adding another dimension to the antecedents of workplace deviance in the form of 
social responsible behavior of employees (social responsibility at individual level). The social responsibility has 
been mostly studied at the corporate level, wherein a corporation is treated as a social citizen (Appelbaum, Iaconi, 
& Matousek, 2007; Kolodinsky, Madden, Zisk, & Henkel, 2010). However, an organization being a microcosm 
of a society, the socially responsible behavior of its members is expected to affect the overall behavior of the 
organization. 

The present study is guided by the following research questions; (1) Does Taqwa (consisting of Islamic 
spirituality and Islamic social responsibility) affect workplace deviance? (2) Does perceived organizational 
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justice act as moderator in the relationship between Taqwa and workplace deviance? 

2. Literature Review 

“Decades of research show that fairness perceptions can substantially contribute to various attitudinal, cognitive, 
emotional, and behavioral outcomes among organizational members” (McCardle, 2007, p. 2). When employees 
in an organization believe that they are treated unduly, they are likely to experience feelings of anger, outrage, 
frustration, and a desire for revenge (Greenberg, 1990a; Bies & Tripp, 1996). Under certain situations and 
conditions, these negative feelings can manifest into workplace deviance (Robinson & Bennett, 1995). Where, 
workplace deviance refers to counterproductive behavior in organizations (Griffin & Lopez, 2005). However, 
academic researchers over the time have defined workplace deviance differently. Table 1 highlights some of the 
major definitions used for workplace deviance. 

 

Table 1. Definition’s for workplace deviance 

Author and Year Definition 

Hollinger and Clark (1982) 

Mangione and Quinn (1974) 

Voluntary behavior where an employee either lacks motivation to accomplish the expectation of 

normative social context or becomes motivated to violate those expectations. 

Robinson and Bennett (1995) Voluntary behavior that violates significant organizational norms and in so doing threatens the 

wellbeing of an organization, its members, or both. 

Giacalone and Greenberg (1997)  Actions that bring harm or would intended to bring harm, to an organization, its employees, and/or the 

organization’s stakeholders. 

Sackett and DeVore (2001) Any intentional behavior on the part of an organization member that is viewed by the organization as 

divergent and contrary to its valid or legitimate interests. 

Warren (2003) Behavioral departures from the norms of a reference group.  

McCardle (2007) Workplace deviant behavior entails a constellation of employee behaviors that deviate from 

organizational norms espoused by the dominant administrative coalition 

Omar, Halim, Zainah, Farhadi, 

Nasir and Kairudin (2011) 

Workplace deviance is described as the deliberate or intentional desire to cause harm to an 

organization 

Sulaiman and Omar (2013b) Workplace deviance is an act of violating the set standards of performance as set by an organization, 

causing harm to the organization and its members 

Source: (Bennett & Robinson, 2003; Fagbohungbe et al., 2012; McCardle, 2007; Nurmaya, 2012; Sulaiman & Bhatti, 2013b). 

 

The most commonly cited definition of workplace deviance by researchers is one presented by Robinson and 
Bennett (1995). They define workplace deviance as “voluntary behavior that violates important organizational 
rules and in doing so threatens the wellbeing and interests of an organization, its members, or both” (Robinson & 
Bennett, 1995, p. 556). In the definition, the term “voluntary behavior” refers to deviant behavior where an 
employee lacks motivation to fulfill the expectations of normative social context or becomes motivated to defy 
and violate those expectations (Kaplan, 1975). Griffin and Lopez (2005) affirm that voluntary behavior is more 
of an intentional behavior rather than an accidental behavior. 

A number of the researchers (Mangione & Quinn, 1974; Hollinger & Clark, 1982; Robinson & Bennett, 1995; 
Kidwell & Martin, 2004; Spector & Fox, 2005; McCardle, 2007; Bordia, Restubog, & Tang, 2008; Nurmaya, 
2012) envisage workplace deviance as negative and destructive in nature. Whereas, Warren (2003) affirms that 
the nature of workplace deviance can be constructive as well as destructive. It is not necessary that it would 
always harm or damage an organization, but can also bring benefits to the organization (Warren, 2003). For 
instance, “A researcher who develops a revolutionary vaccine for a deadly disease may exhibit behavior that 
departs from the creative norms of a workgroup, but does so in the benefit of the organization and a larger 
society. This clarifies that deviances can be seen as a constructive behavior to the organization” (Warren, 2003, p. 
629). However, the justification presented by Warren (2003) has a narrow acceptability, given that most of the 
researchers and scholars (for instance, Mangione, & Quinn, 1974; Hollinger & Clark, 1982; Robinson & Bennett, 
1995; Kidwell & Martin, 2004; Spector & Fox, 2005; McCardle, 2007; Bordia, Restubog, & Tang, 2008; 
Nurmaya, 2012) perceive workplace deviance as negative rather than positive for an organization. Therefore, this 
study accounts workplace deviance as negative and adopts the definition presented by Robinson and Bennett 
(1995), as it covers organizational as well as interpersonal deviance. 

 



www.ccsenet.org/ijbm International Journal of Business and Management Vol. 10, No. 4; 2015 

139 
 

2.1 Workplace Deviance and Similar Concepts 

Workplace deviance covers a wide array of behaviors that may possibly damage or deliberately harm the 
stakeholders of the organization (Spector & Fox, 2005). Notably, workplace deviance has been reviewed and 
studied under the terms such as aggression, violence, workplace incivility, retaliation, counter productivity, 
revenge, dysfunctional behavior, organizational misbehavior, unconventional practices at work, noncompliance 
behavior and general antisocial behavior (Anderson & Pearson, 1999; Griffin & Lopez, 2005; Spector & Fox, 
2005; McCardle, 2007; Fagbohungbe et al., 2012). The stated behaviors are deemed as damaging and 
counterproductive, conceptually and in theory they are different from one another (McCardle, 2007; Nurmaya, 
2012). The difference between the concepts exists on basis of intensity, target and intension as shown in the table 
2. 

 

Table 2. Workplace deviance and similar concepts 

Concept Target Intention Intensity 

Antisocial Behavior Organizational/Personal Unclear, could be norms violation and /or 

others 

From very low to very high 

Workplace Deviance Organizational/Personal To violate organizational norms Low until high 

Violence Personal To harm physically Very high 

Aggression Organizational/Personal To harm and injure Medium and high 

Incivility Personal Ambiguous, could be with or without 

intension to harm  

Very low 

Source: (Anderson & Pearson, 1999; Bennett & Robinson, 2003; Fagbohungbe et al., 2012; Nurmaya, 2012). 

 

2.2 Workplace Deviance and Its Classification 

Robinson and Bennett (1995) classified workplace deviance based on two dimensions namely: target and the 
severity. Derived from these two dimensions (i.e. target and severity) they categorized workplace deviance into 
four types; Property deviance, Production deviance, Political deviance and Personal aggression. Further, founded 
on the four categories of deviance, they also identified two primary types of workplace deviance that is 
interpersonal and organizational deviance. Where interpersonal deviance refers to deviant behavior toward 
individuals within an organization like co-workers, supervisors and subordinates, whereas, organizational 
deviance refers to deviant behavior towards the organization (details shown in figure 1). On basis of the critical 
review of the past studies (Robinson & Bennett, 1995; Bennett & Robinson, 2003; Kidder, 2005; Bordia et al., 
2008; Ambrose & Schminke, 2009; Omar et al., 2011; Fagbohungbe et al., 2012). The current study uses 
interpersonal and organizational deviance, as suggested by Robinson and Bennett (1995). For the reason as it 
covers not only the deviant behavior from the individual facet but also views deviant behavior from the 
organizational side. Secondly, it can improve the understanding as how Taqwa would impact at individual and 
organizational level, leading to valuable implications for managing the issue of workplace deviance. Moving 
further, it is essential to recognize as to why employees in an organization indulge themselves in deviant 
behavior. 

 
 Minor Serious 

Organizational  Production deviance 

• Leaving early from office  

• Taking excessive breaks  

• Intentionally working slow  

• Wasting company resources  

Property deviance 

• Sabotaging office equipment  

• Accepting kickbacks  

• Lying about working hours  

• Stealing from company  

Interpersonal  Political deviance 

• Showing favoritism  

• Gossiping about co-workers  

• Blaming co-workers  

• Competing non beneficially  

Personal aggression 

• Sexual harassment  

• Verbal abuse  

• Stealing from co-workers  

• Endangering co-workers  

Figure 1. Robinson and Bennett (1995) typology of deviant workplace behavior 

Source: (Robinson & Bennett, 1995, p. 565). 
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2.3 Antecedents of Workplace Deviance 

Aquino et al. (1999); Colbert et al. (2004) affirm that antecedents of workplace deviance can be classified into 
two categories; 1) Individual antecedents, and 2) Situational antecedents. Considering individual difference, a 
range of personality traits have been acknowledged and recognized as related to workplace deviance and other 
forms of counterproductive behavior. Such as, anger (Douglas & Martinko, 2001; Hershcovis et al., 2007), 
negative affectivity (Aquino et al., 1999),  the Big Five personalities (Berry et al., 2007) and demographical 
characteristics (Feshbach, 1997; Feshbach, Feshbach, & Jaffe, 1997; Hershcovis et al., 2007) are related to 
Individual antecedents. Whereas, with reference to Robinson and Bennett (1997), situational factors like inequity, 
injustice, unfair supervisor treatment, monetary pressures, social pressures, poor working conditions, 
organizational changes, and so forth are considered as antecedents of deviance. However, one of the most 
commonly studied situational antecedents is organizational justice (Barnett et al., 1994; McCardle, 2007; 
Hastings & Finegan, 2011; Nurmaya, 2012). 

2.4 Organizational Justice 

Folger and Cropanzano (1998) affirm that organizational justice refers to the equality and fairness in decisions 
that organization makes, fairness in procedures that organization follows along with the interpersonal treatment 
employees receive. Thus, organizational justice exhibits the role of fairness and equality perceived and supposed 
by the workers in a workplace (Byrne & Cropanzano, 2001; Greenberg & Cropanzano, 2001; Hassan, 2002; 
Colquitt et al., 2005; Cropanzano et al., 2007; Colquitt & Rodell, 2011). The organizational justice construct has 
developed and evolved over time, moreover, organizational justice has been classified into four dimensions that 
are distributive justice, procedural justice, interpersonal justice and informational justice (Colquitt, 2001; 
Colquitt & Rodell, 2011).  

Distributive justice considers perceptions of fairness of outcomes and takes into consideration issues such as 
equity, equality, and needs (Adams, 1965; Blau, 1968; Folger & Konovsky, 1989; Greenberg, 1990b). Similarly, 
procedural justice refers to the perceived fairness of the procedures concerned with decision making and 
implementing decisions (Folger & Greenberg, 1985; Lind & Tyler, 1988) through which outcomes are allocated 
(Thibaut & Walker, 1975; Leventhal, 1976; Kim & Mauborgne, 1997). Further, Interactional justice is defined as 
a perception that an individual holds in regards to the treatment during the ratification of organizational decisions 
and procedures, including various “human-side” behaviors showcasing social sensitivity, for instance respect, 
honesty, dignity, and politeness, perform by the benefactor towards the beneficiary (Colquitt, 2001; Luo, 2007). 
And informational justice refers to the degree of justification and truthfulness offered to employees toward 
communicating information and knowledge about procedures and outcomes (Greenberg, 1993; Colquitt, 2001; 
Colquitt & Rodell, 2011). 

Theoretically as well as empirically, perceived organizational justice is related to workplace deviance (Barnett et 
al., 1994; Colquitt et al., 2001; Bennett & Robinson, 2003; Vardi & Weitz, 2004; Kidder, 2005; McCardle, 2007; 
Hastings & Finegan, 2011; Nurmaya, 2012). Cohen-Charash and Spector (2001) affirmed that distributive justice 
is considerably linked with counterproductive behaviors, such as disagreement, conflict and negative emotion 
(Forret & Love, 2008; Syaebani & Sobri, 2011). Similarly, Ambrose, Seabright, and Schminke (2002) affirmed 
that when employees perceive procedural injustice, they tend to damage and sabotage their organization. 
Moreover, procedural injustice encourages employees to be aggressive with their supervisors (Greenberg & 
Barling, 1999). Investigations show that supervisors more or less are believed to be the source of interactional 
injustice, as they can determine the quality of interpersonal treatment (Cropanzano, Prehar, & Chen, 2002). Rude 
and insulting supervision often involves hostility, rudeness, public criticism, and bad temper. Such a supervisory 
conduct can trigger low levels of perceived organizational justice, leading to higher levels of psychological 
distress and turnover, and less positive attitude towards work and the organization (Barnett et al., 1994; Tepper, 
2000; Davis & Rothstein, 2006; Tepper et al., 2009). Researchers (Colquitt et al., 2001; Bobocel & Zdaniuk, 
2005; Davis & Rothstein, 2006) also affirm that an explanation not clarifying the decision made by the 
management may trigger negative behavior among employees. 

2.5 Possible Solution to Overcome Workplace Deviance 

Notably, the discussion moves further in a direction to find a possible solution to overcome the issue of 
workplace deviance. The possible solution that may overcome deviant behavior and establish a just environment 
is by the promotion of workplace spirituality (Sulaiman et al., 2013b). Spirituality is expected to stimulate 
employee’s honesty, creativity, commitment and personal fulfillment (Krishnakumar & Neck, 2002). Research 
supports the belief that workplace spirituality programs in an organization do certainly result in encouraging 
positive outcomes like increased joy, serenity, job satisfaction and commitment (Krishnakumar & Neck, 2002; 
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Fry, 2003; Giacalone & Jurkiewicz, 2003; Reave, 2005). Milliman, Czaplewski, and Ferguson (2003) in their 
investigation found a positive correlation between workplace spirituality and employee attitudes, for example; 
commitment to the organization, intrinsic work satisfaction, and job involvement. Neck and Milliman (1994) 
stated that spiritual values positively influence and affect an individual’s well-being and job performance. 
Importantly, organizations that support and encourage spiritual and caring work environments not only benefit 
from employees who are less apprehensive and more principled but also see an increase in the commitment, 
productivity, adaptability and innovation in their employees (Eisler & Montouori, 2003; Mat & Naser, 2012). 

This study aims at adding another dimension to the antecedents of workplace deviance in the form of socially 
responsible behavior of employees (social responsibility at individual level). The social responsibility concept 
has been mostly studied at the corporate level, wherein a corporation is treated as a social citizen (Appelbaum et 
al., 2007; Kolodinsky et al., 2010). An organization being a microcosm of a society, the socially responsible 
behavior of its members is expected to affect the overall behavior of the organization. 

In Islam, spirituality and social responsibility both fall under the purview of Taqwa (Islamic Piety). Hence, the 
present study attempts to deepen and enrich the understanding of Taqwa and workplace deviance along with 
organizational justice in light of Islamic inheritance. For this reason, it is exceedingly significant to understand 
the fundamental concepts of Islamic Worldview, Akhlaq (morality and ethics in Islam) and Taqwa (Islamic 
Piety). 

2.6 The Islamic Worldview 

The magnificence of Islam is that it provides man with a complete and comprehensive worldview. Al-Attas 
(2001), in his renowned book titled “Prolegomena to the metaphysics of Islam”, states that “‘Worldview’, 
according to the perspective of Islam, is the vision of reality and truth that appears before our minds’ eyes 
revealing what existence is all about; for it is the world of existence in totality that Islam is projecting” Al-Attas 
(2001, p. 2). The worldview of Islam covers not only the aspect al-dunya (worldly) but also al-akhirah (the 
hereafter), in which the aspect of dunya must be related in a profound as well as inseparable way to the aspect of 
akhirah and where the akhirah-aspect has the crucial and ultimate importance. Significantly the aspect of dunya 
is seen and deemed as a preparation for the akhirah-aspect (Kamil et al., 2011). Furthermore, in Islam Man is to 
follow the guidance and commands of Allah (SWT) in all walks of life. Man must live this life with the 
consciousness to please and gratify Allah (SWT) to emerge successful in the final test that is the hereafter. Hence, 
Islamic ontology presents a dual worldview that is; this world (universe) and the hereafter (Shahul, 2001).  

The Islamic worldview includes the fundamental concept of God, core concept of man, nature/universe and the 
religion (Haneef, 1997; Kamil et al., 2011). Haneef (1997) asserts that an understanding of these essential 
concepts shape the ideologies and the vision with which an individual acts. 

2.6.1  Concept of God 

In Islamic worldview, the most essential and core concept which pervades all portions of life is the unity of God 
or Tawhid (Haneef, 1997; Saleem, 2009; Kamil et al., 2011). Tawhid literally means unification or asserting 
oneness (Bilal, 1994) that there is no god but God (Saleem, 2009). As quoted by Haneef (1997, p. 44), Allah 
(SWT) (God, Lord) in Quran says “To be a Muslim is to believe in the Oneness of God (Quran, 112:1- 4) and to 
have God always present in one’s life. There is first and foremost ontological demarcation between God and 
everything else”. This directs us to the basic understanding that “Muslims are inclined towards a self-check 
method in themselves owing to the consciousness and awareness of the constant existence of God (Allah) in 
them and everywhere” (Kamil et al., 2011, p. 17). Therefore, by submitting oneself to Allah (SWT), Muslims are 
in the state of absolute worship, as Allah (SWT) (God) is the ultimate cause and end of everything. This 
fundamental belief of Muslims together with the truth of submitting themselves to Allah (SWT) will have a high 
level of compassion to exhibit and show justice while working in any position or organization, resulting in 
overcoming the dilemma and problem of workplace deviance. 

2.6.2  The Concept of Man 

Haneef (1997) articulates that “man is at once a khalifah (vicegerent) on earth and abd (servant) of God (Quran 
2:30). The role of khalifah implies that nature, universe, and the other creations are entrusted to man for his 
utilization. Whereas, the role of man as abd means that he/she does not have any independent authority or 
absolute rights other than those conferred on him/her by Allah” (Haneef, 1997, p. 45; Kamil et al., 2011, p. 17). 
Indeed, both these roles (i.e., Khalifah (vicegerent) and abd (servant) of God) have to be lived in chorus and any 
neglect or evasion of either one would not facilitate man to function as his true self (Haneef, 1997).  

It is significant to understand that man being the Khalifah (vicegerent) needs to safeguard nature and all other 
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creatures to which he/she is in contact with (Haneef, 1997; Kamil et al., 2011). Hence, Muslim Employees 
should protect and safeguard all those who are in contact with them, as this belief allows them to see the 
organization as a form of a gift and trust for which he/she is a caretaker and a custodian (Kamil et al., 2011).  

2.6.3  The Concept of Nature/ Universe 

Haneef (1997) affirms that in Islam, universe/nature constitutes of heavens and the earth and all in between, a 
phrase which reappears several times in the Quran. The nature/universe is principally one more sign and 
indication given to man to direct and devote him to worship Allah (SWT) (Haneef, 1997). Haneef (1997) further 
adds that besides the visible or the material world, there is also the world of the ghaib (invisible) which is 
equally real and existing to the Muslim.  

The explanation provided by Kamil et al. (2011) clarifies and improves the understanding of the above concept 
presented by Haneef (1997). As Kamil et al. (2011) affirm “that when a non-Muslim looks at a beautiful and 
well-maintained garden, he/she may immediately end it by admiring and praising it as a beautiful garden with 
lovely and beautiful flowers. However, for a Muslim, he/she does not only see the beauty of the garden or 
flowers but also the creation, wisdom, vision and the existence of Allah (SWT) the Almighty. In other words, the 
Muslim deems that the garden exists to serve a particular purpose and the sole responsibility of the Muslim as a 
khalifah (custodian) is to take good care of the garden”(Kamil et al., 2011, p. 18). In simple words, a Muslim 
firmly believes that the garden exists to serve a specific purpose and man being Allah’s (SWT) Khalifah must 
take good care of the garden (Kamil et al., 2011). This very concept may automatically lead a Muslim to display 
justice and abstain from workplace deviance in an organization, as he/she knows and understands that it is an act 
of worship. 

2.6.4  The Concept of Religion (Din) 

Islam is not only a religion but it is a complete way of life (Al-Habshi, 1987; Alam, 1998). The term “way of life” 
is extracted from the Arabic word “din”. According to Murata and Chittick (1996), “din” literally means to obey, 
to conform, to be submissive and to serve. It is only this world that Man is being tested and solicited by Allah 
(SWT) to follow and practice the straight path or right path of the din (religion) to be successful and victorious in 
Hereafter (Haneef, 1997). Haneef (1997) posits that “according to God’s will it is in this world that man is made 
khalifah and given the amanah (trust) to manage the world accordingly. It is in this world that man is given the 
liberty of preference concerning right and wrong, good and bad, and moreover to arrange his/her life in 
accordance to God's commandments, i.e., to be a servant of God or not. It is also to this world where God’s 
message has been sent through Prophets for guiding man to follow the true and right path, establishing his/her 
place in the next enduring life. In this sense, the din of Islam, to wit, submission to God is meaningful and 
significant only in this world, as in the hereafter, man will no longer be having tests or “choices”. Man’s position 
in the next world will be the end result of the actions in this world” Haneef (1997, p. 47). 

2.7 Akhlaq (Ethics and Morality) 

In creating the need for organizational justice from Islamic perspective and overcoming the issue of workplace 
deviance, another important Islamic concept worth examining is Akhlaq (Islamic view of ethics and morality). 
The word “Akhlaq” is derived from the word “Kulq” which literally means nature, a natural and innate 
disposition or temper (Saleem, 2009). It ascribes to a person’s moral character, his/her inner state, nature and 
peculiar qualities or attributes. It also means morality and ethics (Saleem, 2009). (Saleem, 2009, p. 3) states that, 
“Ethics is the study of human conduct, not as it is, but as it should be” and “Islam has commanded its followers 
to adhere to good moral and ethical values (Akhlaq)”. 

“The scope of Akhlaq in Islam is wider than that of ethics and morality, as Akhlaq covers not only the behavioral 
aspects but also an individual’s relationship with Allah and purification of inner self (nafs)” (Saleem, 2009, p. 4). 
Allah (SWT) at various occasions in the Quran commands the establishment of justice and fair play amongst 
people. Similarly, Allah (SWT) also recommends kindness and forgiveness and refers to the need of guarding 
against moral corruption that is displaying the best of Akhlaq. In Quran Allah (SWT) says: “And verily, you (O 
Muhammad (PBUH)) are on an exalted (standard of) character” (Quran, 68:4). “Indeed in the Messenger of 
Allah (Muhammad (PBUH)) you have a good example to follow for him who hopes for (the Meeting with) Allah 
and the Last Day and remembers Allah much” (Quran, 33:21). Thus, Muslims are commanded by Allah to 
follow the Messenger of Allah (PBUH), in all factions of life if they want to attain the Mercy of Allah and His 
Forgiveness. As life of Muhammad (PBUH) the Messenger of Allah is a complete guide for us as Muslims to 
practice and show the best of Akhlaq. Abu Hurairah narrated that Prophet Muhammad has said: “Indeed I have 
been sent to complete the best of character (Akhlaq)” (Sahih Muslim, 6017).  
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A Muslim is commanded to purify his/her soul through avoidance of sins. It is vital that a Muslim should not 
indulge in lying, backbiting, slandering or making false promises. Similarly should restrain and purify his/her 
soul from greed, jealously, excessive anger, miserliness (bukhul), ostentation (riya) and pride or arrogance 
(Saleem, 2009). In Quran Allah (SWT) states: “Do not shout. Speak politely keeping your voice low” (Quran, 
31:19). “Always speak the truth. Shun words that are deceitful and ostentatious” (Quran, 22:30). Allah (SWT) 
also commands that: “Do not confound truth with falsehood” (Quran, 2:42) and “Say with your mouth what is in 
your heart” (Quran, 3:167). “Speak in a civilized manner in a language that is recognized by the society and is 
commonly used” (Quran, 4:5). “When you voice an opinion, be just, even if it is against a relative” (Quran, 
6:152). “Do not be bragging boasters” (Quran, 31:18). “Do not talk, listen or do anything vain” (Quran, 23:3; 
28:55). “Do not participate in any paltry. If you pass near a futile play, then pass by with dignity” (Quran, 25:72). 
Allah (SWT) also says that “Do not verge upon any immodesty or lewdness whether surreptitious or overt” 
(Quran, 6:151).Hence, a Muslim is commanded by Allah to be truthful in his dealings, fulfill promises, be honest, 
just and sincere in his/her actions and intensions, observe patience, gratitude and attain God- consciousness 
(Taqwa) (Saleem, 2009).  

In business, trade and other economic matters an environment of justice and trust can only be shaped once 
people deal with each other honestly and fulfill their agreements and promises (Saleem, 2009). Lack of moral 
values could lead to greed, corruption, misuse of power and authority. Eventually putting together the element of 
dissatisfaction and increasing the feeling of being treated with prejudice. This directs us to the belief that fair and 
ethical behavior whether in private or in organization is deeply embedded in the Islamic belief system to which 
Muslims must observe at all times (Kamil et al., 2011). Therefore, a Muslim should always exhibit the best of 
his/her Akhlaq and restrain from deviant behavior. 

2.8 Taqwa (Islamic Piety) 

The spirit and meaning of life is found in Taqwa and living a life of Taqwa fundamentally means being a true 
friend to Allah (SWT) and possessing a heart that can understand and recognize the deepest depth of Devine 
blessings (Topbas, 2009).One of the most important and the frequent characteristic that Allah (SWT) directed 
and bounded its Messengers and all the believers to hold to is Taqwa, as declared in Quran. The word Taqwa is 
an important matter for our happiness not only in this life but the Hereafter. Allah (SWT) states 258 times in 
Quran providing various directions as how one can achieve Taqwa. It is highly evident from the Quran that Allah 
(SWT) wants us to have Taqwa at each and every stage of our lives that is in our worship, in our faith, actions in 
fact with every breath we take (Topbas, 2009). 

2.8.1  Definition of Taqwa 

The root of the word Taqwa is from wiqaya which is staying away from what has been forbidden (Ibn Kather, 
2003). As Taqwa is to protect and reserve, Al-Sharawi (2004) affirms that Taqwa is to avoid Allah’s (SWT) 
punishment by doing as what He commands and keeping away from what He forbids. Beekun and Badawi (1999) 
define Taqwa as all-encompassing, inner consciousness of one’s duty towards Him and the awareness of one’s 
accountability towards Him”. In view of Ali (1997), Taqwa is the fear of running counter to the will of Allah 
(SWT); it is akin to the love of him; for we fear to offend those we love; it results in right conduct, and those 
who entertain it are those who would do right. 

Taqwa is also conceptualized as a state of absolute maturity in which mind, heart and body are united and 
completely synchronized (Al-Atrash, 2002). Importantly whoever believes and observes the rule of Allah (SWT) 
in private and public is a person of Taqwa (Al-Atrash, 2002; Hawa, 2004). Similarly, Taqwa makes the heart in 
state of realization and consciousness of Allah’s (SWT) existence and presence, hoping for His acceptance, 
fearing His punishment, and hesitating to commit any wrongdoing that might bring Allah’s wrath (Qutob, 1986).  

Taqwa is manifested in all facets of human behavior that includes his soul and body (Ibrahim, 1997). In Quran 
Allah (SWT) defines Taqwa by describing the characteristics of Motaqeen (people who possess Taqwa) as Allah 
(SWT) states: “This is the Book; in it is guidance sure, without doubt, to those who fear Allah. Who believe in 
the Unseen, are steadfast in prayer, and spend out of what We have provided for them. And who believe in the 
Revelation sent to thee, and sent before thy time, and (in their hearts) have the assurance of the Hereafter” 
(Quran, 2: 1-4). The present research thus, will visualize and envision Taqwa as such based on the above 
literature. However, to be able to understand Taqwa it is important to study the characteristics of Motaqeen, i.e. 
people who possess Taqwa in accordance with the Quran and Sunnah. 

2.8.2  Characteristics of Motaqeen 

As stated earlier Motaqeen are individuals who possess Taqwa. In various chapters and verses of Quran Allah 
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(SWT) describes and mentions about the characteristics of those who hold Taqwa. Allah (SWT) states in Quran: 
“O you who believe! Stand out firmly for Allah as just witnesses and let not the enmity and hatred of others 
make you avoid justice. Be just: that is nearer to Taqwa, and fear Allah. Verily, Allah is Well-Acquainted with 
what you do. Allah has promised those who believe (in the Oneness of Allah - Islamic Monotheism) and do 
deeds of righteousness, that for them there is forgiveness and a great reward (i.e. Paradise)” (Quran, 5: 8-9). 
From the following Quranic verses it is evident that while doing justice one must always have fear of Allah 
(SWT). An individual does not need to be carried away by his/her extreme dislike for some people. Rather one 
needs to be just with everyone and everybody, whether a friend or an enemy. This is why Allah (SWT) has said 
“Be just: that is nearer to Taqwa”. Also, Allah (SWT) promises forgiveness and great rewards to those who 
accept True Faith and follow Islamic Monotheism and do good deeds. Notably it is clear from the verses that 
being “just” is one of the basic characteristics and quality of a Motaqeen. 

Mohsen (2007) affirms that Allah (SWT) describes Motaqeen as individuals who spend their riches and wealth 
while they are in need for it, as they are young during prosperity or difficulty for the needy. They also manage 
and control their anger and keep it with themselves and not at all act out of anger. Once anger is controlled and 
not acting on basis of anger, the Motaqeen forgives and holds no grudges in their hearts for the people who have 
caused pain or treated them in unjust manner. A Motaqeen always seeks for forgiveness on his/her wrong-doing 
and stops doing wrong deeds as well as in no way obstinate (Mohsen, 2007). Further, Allah (SWT) describes 
Motaqeen as individuals who believe in Allah (SWT), His Names, Sefat, the Day of Judgment, the Paradise, the 
Hell, the Angles, and the Books that Allah (SWT) revealed to all the Prophets (peace be upon all of them) and 
the Prophets (peace be upon all of them) themselves. Distinctiveness of a Motaqeen is that he/she should give 
charity to the needy especially one’s relatives who are in need. Similarly performing regular prayers, paying 
zakat, honoring all commitments one makes and being patient during difficult times are the characteristics of a 
Motaqeen (Mohsen, 2007).  

The key and essential characteristics of a Motaqeen that one can abstract from the Quran are; 1) Belief (Iman), 2) 
Abiding Prayers, 3) Seeking Allah (SWT) forgiveness, 4) Zakat (Charity), 5) Fasting, 6) Hajj, 7) Emotional 
control, 8) Forgivingness. 9) Restraining from wrong doings, 10) Patience, 11) Justice and 12) Truthfulness. 
Since, the present research aims to provide an appropriate solution to the issue of workplace deviance and 
maintaining a just environment. It is significant to understand and recognize that the qualities and characteristics 
of Motaqeen as stated by Allah (SWT) in Quran, once fully ingrained by business leaders can eventually create 
an environment that is equitable, fair and just for everyone. 

2.8.3  The Dimensions and Components of Taqwa 

The preceding section helps in understanding the qualities and characteristics of a Motaqeen. These 
characteristics of Motaqeen from the Quranic verses gave rise to two components of Taqwa which are Islamic 
Spirituality and Islamic Social Responsibility (Kamil et al., 2011b; Kamil et al., 2011; Mohsen, 2007; Ramli & 
Osman-Gani, 2011). 

It is evident from the Islamic literature that human beings consist of two parts; the physical part and the spirit 
part (Mohsen, 2007; Kamil et al., 2011; Kamil et al., 2011b; Ramli & Osman-Gani, 2011; Sulaiman et al., 2013). 
In Quran Allah (SWT) states: “So, when I have fashioned him completely and breathed into him (Adam) the soul 
which I created for him, then fall (you) down prostrating yourselves unto him” (Quran, 15:29). The Arabic word 
for spirituality is “rawahaniyah”. It is derived from the word “ruh” which means “spirit” (Mohsen, 2007). Nasr 
(1987) posits that spirituality is deep-rooted in “Iman” (faith) demonstrated by the Islamic rituals of prayers, 
fasting, pilgrimage (hajj) and zakat as these rituals are ways by which Muslims move close to Allah (SWT). 
Similarly, Al-Gazali (2004) also affirms that Ibadah (prayers) such as; salat, fasting, zakat and hajj ought to 
improve an individual’s relationship with Allah (SWT) and people, if not they become empty ritual with no 
worth and value. Moreover, all the rituals that Allah (SWT) has instructed man to carry out are simply for their 
own benefit and gain so that one could reach to the highest state of spirituality and physical fitness (Ibrahim, 
1997). Hawa (2004) supporting Ibrahim (1997) also indicated that through the performing of rituals (for instance 
prayers, hajj, zakat, reading Quran and fasting) one can achieve purification of the soul. Therefore, the 
theoretical definition of Islamic spirituality is the responsibility between one’s self and Allah (SWT) (Mohsen, 
2007; Kamil et al., 2011b; Sulaiman et al., 2013b). As the present research is the context of business, hence, 
Islamic spirituality refers to faith, actions and behaviors which are aligned with the Islamic principles and 
teachings that a Muslim must always place into practice in an organization for achieving the pleasure, help and 
forgiveness of Allah (SWT).  

The study conducted by Mohsen (2007) revealed that Islamic Spirituality component comprises of three 
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dimensions; Belief (Faith), Rituals and Repentance. However, Kamil et al. (2011a & 2011b) moving one step 
forward affirmed that the Islamic Spirituality component comprises not three but four key dimensions that is; 
Belief (Faith), Rituals, Repentance/Forgiveness (Tawbah/Al-afw) and Remembrance of Allah (SWT) 
(Dhikrullah). Importantly, the compulsory requirements by all Muslims, such as prayer, zakat, hajj, fasting are 
grouped under Rituals (Ibadat).This is followed by the Islamic Spirituality dimensions of 
Repentance/Forgivingness (Tawbah/Al-afw) and Remembrance of Allah (SWT) (Dhikrullah) (Kamil et al., 
2011b; Kamil et al., 2011). All other remaining characteristics fall under the Islamic Social Responsibility 
component (Kamil et al., 2011; Sulaiman et al., 2013). 

According to Mohsen (2007) Islamic Responsibility is the responsibility to one’s self and to other human beings 
and the nature at large. For this research, Islamic Social Responsibility is defined as actions and behaviors that 
Muslims execute and carry out in an organization that results in respect, harmony, justice, integrity and 
development of people and society with the realization of achieving forgiveness and pleasure of Allah (SWT). 
The components and dimensions as discussed based on the Study of Mohsen (2007) and Kamil et al. (2011) can 
be seen in Figure 2. 

 

Taqwa 

Belief (Iman) 

Islamic Spirituality 

Belief (Iman) 

Prayers Rituals (Ibadat) 

Fasting 

Hajj 

Zakah 

Asking for Allah’s forgiveness Repentance /Asking Forgivingness 

Never Obstinate in doing the wrong (Tawbah / Al-afw) 

Dhikrullah Dhikrullah 

Patience 

Islamic Social Responsibility

Patience 

Emotional Control Emotional Control 

Forgivingness Forgivingness 

Sadaqah Sadaqah 

Justice Justice 

Integrity Integrity 

Fulfillment of Cov. Fulfillment of Cov. 

Guarding chastity Guarding chastity 

Truthfulness Truthfulness 

Love of Family Love of Family 

Figure 2. The components and dimensions of Taqwa based on the characteristics of Motaqeen 

Note. *The components and dimensions of Taqwa based on the characteristics of Motaqeen as shown in the figure is a modified version 

presented by Kamil et al. (2011);(2011b); Kamil (2012). 

Source: Mohsen (2007) and Kamil et al. (2011a; 2011b). 

 

2.9 Proposed Conceptual Framework 

Taqwa as discussed earlier comprises of two dimensions that are Islamic spirituality and Islamic social 
responsibility. An individual, manager, director or leader with high level of spirituality and strong sense of 
responsibility towards his/her dealings, job and actions is well committed and motivated and holds a high level 
of team spirit and cooperation (Mohsen, 2007; Sulaiman et al., 2013b). Researchers (Krishnakumar & Neck, 
2002; Fry, 2003; Eisler & Montouori, 2003; Giacalone & Jurkiewicz, 2003; Reave, 2005; Mat & Naser, 2012) 
also argue that spirituality is expected to stimulate an employee’s honesty, creativity, commitment, personal 
fulfillment, increased joy, serenity, job satisfaction, commitment, productivity and adaptability. Hence, based on 
the literature review it is suggested that there is a relationship between Taqwa (comprising of the two dimensions 
that are Islamic spirituality and Islamic social responsibility) and workplace deviance.  

It is further proposed on basis of the literature review to take into account perceived organizational justice as a 
moderator to further analyze the relationship between Taqwa and workplace deviance. As the social exchange 
theory (Thibuat & Kelley, 1959; Blau, 1964) with the norm of reciprocity (Gouldner, 1960) deems that 
employees respond to the treatment they receive from there seniors, bosses or coworkers. Likewise, social 
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learning theory (Bandura, 1977) avows that people display or portray their behavior based on the behaviors they 
observe from the environment. What’s more, a number of scholars (Greenberg, 1990a; Skarlicki & Folger, 1997; 
Bies, 2001; Ambrose et al., 2002; Spector & Fox, 2005; Colquitt et al., 2006) have argued that if organizational 
decisions and actions are deemed unfair, employees experience feelings of outrage, resentment, retaliation, 
revenge, counterproductive workplace behaviors and workplace sabotage. Importantly, employees with strong 
interpersonal justice values, or justice orientations, are unlikely to engage in workplace deviance, regardless of 
their interpersonal justice perceptions (Holtz & Harold, 2009). Hence, the hypothesized relationship between 
Taqwa and workplace deviance may vary depending on perceived organizational justice as a moderator.  

Figure 3 illustrates the proposed model and the key relationships that are to be tested in this present study. The 
model suggests that Islamic spirituality and Islamic social responsibility influences workplace deviance. 
Moreover, the relationship between Taqwa and workplace deviance will be moderated by organizational justice. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 3. Proposed research framework 

 
3. Hypotheses  

Based on the above discussion, the following main and sub-hypothesis are presented: 

H1: There is a negative relationship between Islamic spirituality and Interpersonal deviance. 
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H1.1: There is a negative relationship between Belief and Interpersonal deviance. 

H1.2: There is a negative relationship between Rituals and Interpersonal deviance. 

H1.3: There is a negative relationship between Repentance and Interpersonal deviance. 

H1.4: There is a negative relationship between Remembrance of Allah and Interpersonal deviance.  

H2: There is a negative relationship between Islamic social responsibility and Interpersonal deviance. 

H2.1: There is a negative relationship between Patience and Interpersonal deviance. 

H2.2: There is a negative relationship between Emotional control and Interpersonal deviance. 

H2.3: There is a negative relationship between Forgiveness and Interpersonal deviance. 

H2.4: There is a negative relationship between Sadaqah and Interpersonal deviance. 

H2.5: There is a negative relationship between Justice and Interpersonal deviance. 

H2.6: There is a negative relationship between Integrity and Interpersonal deviance. 

H2.7: There is a negative relationship between Fulfillment of Covenant and Interpersonal deviance. 

H2.8: There is a negative relationship between Guarding Chastity and Interpersonal deviance. 

H2.9: There is a negative relationship between Truthfulness and Interpersonal deviance. 

H3: There is a negative relationship between Islamic spirituality and Organizational deviance. 

H3.1: There is a negative relationship between Belief and Organizational deviance. 

H3.2: There is a negative relationship between Rituals and Organizational deviance. 

H3.3: There is a negative relationship between Repentance and Organizational deviance. 

H3.4: There is a negative relationship between Remembrance of Allah and Organizational deviance.  

H4: There is a negative relationship between Islamic social responsibility and Organizational deviance. 

H4.1: There is a negative relationship between Patience and Organizational deviance. 

H4.2: There is a negative relationship between Emotional control and Organizational deviance. 

H4.3: There is a negative relationship between Forgiveness and Organizational deviance. 

H4.4: There is a negative relationship between Sadaqah and Organizational deviance. 

H4.5: There is a negative relationship between Justice and Organizational deviance. 

H4.6: There is a negative relationship between Integrity and Organizational deviance. 

H4.7: There is a negative relationship between Fulfillment of Covenant and Organizational deviance. 

H4.8: There is a negative relationship between Guarding Chastity and Organizational deviance. 

H4.9: There is a negative relationship between Truthfulness and Organizational deviance. 

H5: Perceived organizational justice moderates the relationship between Islamic Spirituality and Interpersonal 
deviance. 

H5.1: Perceived organizational justice moderates the relationship between Belief and Interpersonal deviance. 

H5.2: Perceived organizational justice moderates the relationship between Rituals and Interpersonal deviance. 

H5.3: Perceived organizational justice moderates the relationship between Repentance and Interpersonal 
deviance. 

H5.4: Perceived organizational justice moderates the relationship between Remembrance of Allah and 
Interpersonal deviance. 

H6: Perceived organizational justice moderates the relationship between Islamic social responsibility and 
Interpersonal deviance. 

H6.1: Perceived organizational justice moderates the relationship between Patience and Interpersonal deviance. 

H6.2: Perceived organizational justice moderates the relationship between Emotional control and Interpersonal 
deviance. 

H6.3: Perceived organizational justice moderates the relationship between Forgiveness and Interpersonal 
deviance. 
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H6.4: Perceived organizational justice moderates the relationship between Sadaqah and Interpersonal deviance. 

H6.5: Perceived organizational justice moderates the relationship between Justice and Interpersonal deviance. 

H6.6: Perceived organizational justice moderates the relationship between Integrity and Interpersonal deviance. 

H6.7: Perceived organizational justice moderates the relationship between Fulfillment of Covenant and 
Interpersonal deviance. 

H6.8: Perceived organizational justice moderates the relationship between Guarding Chastity and Interpersonal 
deviance. 

H6.9: Perceived organizational justice moderates the relationship between Truthfulness and Interpersonal 
deviance. 

H7: Perceived organizational justice moderates the relationship between Islamic Spirituality and Organizational 
deviance. 

H7.1: Perceived organizational justice moderates the relationship between Belief and Organizational deviance. 

H7.2: Perceived organizational justice moderates the relationship between Rituals and Organizational deviance. 

H7.3: Perceived organizational justice moderates the relationship between Repentance and Organizational 
deviance. 

H7.4: Perceived organizational justice moderates the relationship between Remembrance of Allah and 
Organizational deviance. 

H8: Perceived organizational justice moderates the relationship between Islamic social responsibility and 
Organizational deviance. 

H8.1: Perceived organizational justice moderates the relationship between Patience and Organizational deviance. 

H8.2: Perceived organizational justice moderates the relationship between Emotional control and Organizational 
deviance. 

H8.3: Perceived organizational justice moderates the relationship between Forgiveness and Organizational 
deviance. 

H8.4: Perceived organizational justice moderates the relationship between Sadaqah and Organizational deviance. 

H8.5: Perceived organizational justice moderates the relationship between Justice and Organizational deviance. 

H8.6: Perceived organizational justice moderates the relationship between Integrity and Organizational deviance. 

H8.7: Perceived organizational justice moderates the relationship between Fulfillment of Covenant and 
Organizational deviance. 

H8.8: Perceived organizational justice moderates the relationship between Guarding Chastity and Organizational 
deviance. 

H8.9: Perceived organizational justice moderates the relationship between Truthfulness and Organizational 
deviance. 

4. Conclusion 

This study attempted to explain the phenomena of workplace deviance by proposing a new theoretical 
framework and empirical relationship, yielding a new model of workplace deviance from Islamic perspective. In 
particular, the study will investigate the direct relationship between Taqwa and workplace deviance, as well as, 
the moderating effect of perceived organizational justice on the hypothesized relationship of Taqwa and 
Workplace deviance. 

This study attempts to fill the literature gap on workplace deviance, perceived organizational justice and Taqwa 
(Islamic piety). In addition, CEO’s, General Managers and managers by applying this workplace deviance model 
may manage and reduce the incidence of workplace deviance. And can assist them to understand the impact of 
perceived injustice on employee’s attitude and behavior. Further, the findings of this study may provide 
non-Muslim professionals and employees with better understanding of the belief and values of their Muslim 
employees or Muslim colleagues.  
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