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Abstract

Purpose – The research aims to test the links amongst Meyer and Allen’s three levels of organisational
commitment and the commitment’s effect on reducing turnover intentions for Islamic bank (IB) employees
during the lockdown caused by coronavirus disease (COVID-19).
Design/methodology/approach – The research follows a variable-centred approach. Primary data are
collected through a survey of 324 respondents comprising IB employees from three Arab countries, notably the
United Arab Emirates (UAE), Lebanon and Oman. Exploratory factor analysis (EFA) and Cronbach’s alpha
test are conducted to test the construct validity, reliability and internal consistency of collected data.
Descriptive statistics are used to interpret the data. Zero-order correlations, multiple regression analysis and
Fisher’s Z-test are applied to assess the interrelations of the various groups of variables and the determinants of
turnover intentions.
Findings – Results show that there is a high level of significant intercorrelation amongst affective, normative
and continuance commitments as well as amongst organisational commitment, individual differences and
turnover intentions for IB employees from the three studied Arab countries. The results confirmed that
turnover intentions are minimised in the presence of all three organisational commitment subscales and that
individual differences amongst IB employees and organisational efficiency moderate the relationship between
organisational commitment and turnover intentions.
Originality/value –There is no empirical work that has been done on the determinants of turnover intentions
amongst IB employees during the lockdown. This is valuable to organisational behaviour scholars and
practitioners who are interested in the role that organisational commitment plays in IB’s employment
behaviour.
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Introduction
As acknowledged since long time ago, employees have various commitment behaviours
towards their careers (Delistavrou et al., 2019). As per the three-component model (Meyer and
Allen, 1991, Allen and Meyer, 1993; Meyer et al., 1993), commitment is categorised into three
different attitudes: “affective commitment”, i.e. an intention to stay within the same job;
“normative commitment”, i.e. an obligation to stay in the job and “continuance commitment”,
i.e. a need to stay. It has been extensively proven that those attitudes are significant, with
affective commitment being strongly positively correlated to organisational outcomes (e.g.
job performance and retention), whilst normative and continuance commitments show
weaker links varying from positive to negative (Serhan and Tsangari, 2019).

Turnover
intentions for
IB employees

141

© Carole Serhan, Nehmeh Nehmeh and Ibrahim Sioufi. Published in ISRA International Journal of
Islamic Finance. Published by Emerald Publishing Limited. This article is published under the Creative
Commons Attribution (CC BY 4.0) licence. Anyone may reproduce, distribute, translate and create
derivative works of this article (for both commercial and non-commercial purposes), subject to full
attribution to the original publication and authors. The full terms of this licence maybe seen at http://
creativecommons.org/licences/by/4.0/legalcode.

The current issue and full text archive of this journal is available on Emerald Insight at:

https://www.emerald.com/insight/0128-1976.htm

Received 19 January 2021
Revised 10 February 2021

8 July 2021
18 November 2021
21 November 2021
17 December 2021

Accepted 20 December 2021

ISRA International Journal of
Islamic Finance

Vol. 14 No. 2, 2022
pp. 141-156

Emerald Publishing Limited
e-ISSN: 2289-4365
p-ISSN: 0128-1976

DOI 10.1108/IJIF-01-2021-0008

http://creativecommons.org/licences/by/4.0/legalcode
http://creativecommons.org/licences/by/4.0/legalcode
https://doi.org/10.1108/IJIF-01-2021-0008


So far many scholars investigating the effects of employee commitment have tested these
links related to individual attitudes using cluster analysis and latent profile analysis (e.g. Long
andThean, 2011;Meyer et al., 2018).More recently, the variable-centred approach has been used,
as it is more appropriate to examine the potentially more multifaceted effect of affective,
normative and continuance commitment links (Meyer andAllen, 1997; Maertz and Boyar, 2012;
Jehanzeb et al., 2013; Redditt et al., 2019). The use of this approach enables scholars to categorise
clusters of persons with various commitment intensities and to assess the links amongst all
related variables (Maertz and Boyar, 2012; Rawashdeh and Tamimi, 2019).

This research extends variable-centred commitment research in various ways. First, it
examines the organisational commitment and its effect on turnover intention amongst
employees of IBs during the 2020 lockdown period in various Arab countries. This lockdown
arguably created enormous confusion that was translated by the switch of many employees
across IBs during the lockdown, perhaps because the lockdown was generally viewed as a
direct cause of the economic crisis (Algabry et al., 2020). Indeed, the lockdown that hit major
Arab countries in 2020 affected deeply the countries and the banks under investigation (Ali,
2020). Second, it incorporates new outcome variables to assess the construct validity of the
data collected. Indeed, outcome variables (e.g. turnover intentions) were extended to allow a
better examination of the potential links amongst the three different commitment attitudes
and potential work outcomes. Moderator variables (e.g. individual differences and
organisational efficiency) were also integrated to examine the different groups of
organisational and individuals’ effects on the abovementioned links (groups being
classified by age, gender, social rank, etc.).

In brief, the lockdown that struck the Arab countries offered the chance for a natural
quasi-experiment that could add to knowledge by being one of the first few investigations of
the effects of commitment on turnover intentions during the lockdown (Shierholz et al., 2012;
Meyer et al., 2018; TahiriJouti, 2018; Ali, 2020; Benaicha, 2020). The study also serves as the
first investigation to use a variable-centred approach in a non-Western context and more
particularly amongst IBs in Arab world countries.

Literature review
Meyer and Allen’s model of organisational commitment
Out of more than 15 articles, Meyer and Allen have added the most to the organisational
research on commitment. For this reason, their commitment model is selected as a
consequence of the methodological appraisal that has to date been more comprehensive than
others (Meyer and Allen, 1991; Allen and Meyer, 1996; Rawashdeh and Tamimi, 2019).

Allen and Meyer (1990) built up their model by identifying universal concepts. In
accordance with other models, they retained the idea that commitment links individuals to
their companies. The biggest contrast remains in the manner the commitment is expected to
be revealed. Three distinctive themes were expressed as follows: “affective attachment”,
“normative commitment” and “continuance commitment” (Allen and Meyer, 1984).

“Affective commitment” is an attitude towards an organisation; it relates a person’s
personality to the organisation (Sheldon, 1971). Hall (1970) andMoussa (2013) define the affective
aspect as an increasingly concordant cycle of the concerns of the individual and the organisation.

“Continuance commitment” is the desire to continue working in an organisation because
of the awareness of the overheads related to quitting it (Thrassou et al., 2020).

“Normative commitment” is the feeling of obligation that workers feel towards a business
regardless of the degree of the company’s reputation enhancement or fulfilment over time
(Dey, 2012; Mallat et al., 2020).

Allen and Meyer (1996) call on scholars to investigate how multi-dimensional
conceptualisations formed in the USA would extend to other societies in terms of
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dimensionality of organisational engagement through societies. In their study, they analyse
outcomes from various experiments and conclude the adequacy of the system integrity to
support the usage of scales. The fact that the commitment model has only been tested in
Western countries reveals the necessity for further methodical research to verify the
applicability of this model elsewhere (Kraska et al., 2017). More particularly, no testing of it
has been done in Eastern countries or in IBs. Thus, Meyer and Allen’s commitment model is
used as the foundation for this research.

Organisational commitment and employee turnover
Porter (1974) defines organisational commitment as one’s actual aptitude to participate in a
particular organisation. The concept of organisational commitment encompasses three
dimensions as follows: employee recognition of and confidence in the values of the company;
commitment towards the company so as to make substantial efforts and readiness to
continue in the same company (Mowday et al., 1979). Firestone and Pennell (1993) describe the
commitment concept as an inward association or identification of an individual with someone
outside of himself/herself. Cohen (2003) says that commitment is an action binding a person to
one or more goals. Another definition is given by Al-Jabari and Ghazzawi (2019) who define
organisational commitment as being a voluntary act that is far away from an employee’s
obligation, which extensively improves the efficiency of the whole company. As for this
research, the definition of organisational commitment relates mainly to Meyer and Allen’s
(1991) commitment concept. Thus, organisational commitment is the psychological
attachment that persons have towards their companies and is characterised by influencing
the decision to stay in or leave the company.

Turnover intentions refer to employees’ intentions to quit their jobs (Kim and Jogaratnam,
2010), whilst organisational commitment is the degree of affection that an employee shows
towards the company he/she is employed in (Vrontis et al., 2015; Serhan et al., 2016). Knowing
that turnover intentions have negative impact on the efficiency of a company, managers look
for various ways to increase the stay of their workers (Moussa, 2013). High turnover rates
significantly increase the company’s financial costs (Redditt et al., 2019).

Employee turnover rates have increased lately especially because of the high-competition
levels amongst companies as well as the increased need for experienced and knowledgeable
employees (Kim and Jogaratnam, 2010; Serhan and Tsangari, 2019; Benaicha, 2020). This
explains the significance of the topic in organisational behaviour studies (Pitts et al., 2011).
Employees quit their jobs for many reasons (Serhan et al., 2016). Many scholars (e.g. Maertz
and Boyar, 2012; Rawashdeh and Tamimi, 2019) asserted that organisational commitment
significantly affects turnover intentions in various fields. Thrassou et al. (2020) discovered
that organisational commitment is negatively linked to turnover intention. On the contrary,
Vrontis et al. (2015) demonstrated that organisational commitment and turnover intention are
positively linked. Similarly, Shang et al. (2019) stated that even though organisational
commitment and turnover intentions are generally positively linked, diverse kinds of
organisational commitment bring about dissimilar outcomes.

Turnover intention was tested through different scales that were created for this purpose
(Jehanzeb et al., 2013). Babajide (2010) created and tested one such scale, and Pitts et al. (2011)
developed a similar one. Amongst all these instruments, the Michigan organisational
assessment scale is the most frequently used (Kumari, 2017). However, none of these scales
could serve as a basis for this study, as none of them takes into the consideration the special
context of IBs.

The extant literature related to the impact that organisational commitment has on turnover
intentions has mainly focussed on its manifestation in healthcare. There is thus a need for more
studies of other industrial and commercial sectors, which would likely enrich the knowledge of
organisational behaviour and decrease the costs associated with high turnover.
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Islamic banking context
Knowing that the vast majority of organisational commitment studies have been carried out
in Western countries and that there is a shortage of studies in other cultures, this study
tackles the cross-cultural applicability of Meyer and Allen’s model of organisational
commitment, which was raised by various scholars (e.g. Ali, 2020). The study deals with the
evaluation of the model in the context of IBs in the Arab world.

IBs are based on two main purposes: removing income inequality and bringing social
justice. These purposes cannot be attained unless all financial institutions contribute in a
positive manner towards them (Rafikov and Akhmetova, 2020). IBs have witnessed a stable
and constant expansion for the last decade following the global financial crisis of 2007–2008.
Their ability to remain solvent and stay profitable throughout and after this crisis has called
attention to Islamic banking as a sustainable financial system (Islam and Ahmad, 2020).

Various scholars (e.g. Algabry et al., 2020; Ali, 2020; �Zivkovi�c et al., 2021) agree that the
current pandemic and its economic effects are of enormous magnitude. There are still no
available solutions to the economic and financial damages of the current crisis.

Several Islamic scholars (e.g. Algabry et al., 2020; Islam and Ahmad, 2020) argue that IBs
are not only able to fight the economic effects of the pandemic and lockdown, but also have
the capacity to come out as a substitute for the current financial system. Indeed, owing to their
intrinsic power vis-�a-vis the current financial system, IBs have a lot to offer. In this context, it
is asked whether IBs are good enough to retain their employees in the economic crisis created
by the current pandemic and lockdown (Rafikov and Akhmetova, 2020).

A systematic examination of existing literature did not show theoretical or practical
research evidence about employees’ organisational commitment and intention to quit
existing employment in the context of an Eastern country or in IBs. Thus, this research seeks
to partially fill the gaps in research and practice. This represents an incentive to conduct
further studies to provide the foundation for more empirical exploration.

Various Arab industries and commercial centres are private proprietorships, and
employees’ control over their job conditions is very low (Akram and Rahman, 2018). Market
competition is very complex and not always a constructive process. Despite the similar
starting positions, employees in different IBs are being paid very different wages (Hussain
et al., 2020). In this new context, the relation that links employees to their banks has become
more important from the practical as well as theoretical point of view. Employees working at
profitable banks have significantly better living standards and higher feelings of job security
(Guzeller and Celiker, 2020). In light of the above, one of the purposes of this research is to
check whether organisational efficiency has a moderating effect on the correlation that links
organisational commitment to turnover intentions in the Eastern context.

Emerging model and hypotheses
The present study collects data as part of an organisational behaviour study completed in
various IBs in the UAE, Lebanon and Oman. Throughout March 2020, during the period of
data collection, lockdowns were being imposed in these countries. Thus, one primary
research question is whether the work environment affected by the lockdown could have
indirect consequences on the link between organisational commitment and turnover
intention and related correlates and outcomes.

For the main objective of the current research, the three types of Meyer and Allen’s
organisational commitments are used to test their simultaneous effect on turnover intentions.
Thus, it is suggested to insert a newly added outcome related to turnover intentions and
incorporate moderating variables, being mainly individual differences and organisational
efficiency.

The main components of the proposed model thus comprise the following:
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(1) Organisational commitment, which includes the affective, normative and continuance
commitments;

(2) Moderating variables including organisational efficiency and three individual
differences: age, gender and social rank and

(3) Turnover intentions.

At this point, an enquiry is raised: To what degree do these factors truly contribute to
turnover intentions in IBs during the lockdown?

With reference to various organisational behaviour theories, this relational model will
assess the simultaneous effect of the abovementioned sets of variables, i.e. organisational
commitment and turnover intentions taking into consideration the moderation effect of
organisational efficiency and individual differences.

These relationships extensively described in the study were translated into hypotheses
aiming to assess the significance of the effect of various types of organisational commitment
on turnover intentions in IBs as follows:

H1. Turnover intentions are affected by the three components of organisational
commitment amongst IB employees in times of lockdown.

SH1.1. “Affective commitment” is significantly negatively linked to “turnover
intentions”;

SH1.2. “Continuance commitment” is significantly negatively linked to “turnover
intentions”;

SH1.3. “Normative commitment” is significantly negatively linked to “turnover
intentions” and

SH1.4. In the presence of the three components of organisational commitment, turnover
intentions are minimised.

Over and above commitment, the study includes measurements of some variables that have
been recognised as moderators of commitment, which enable testing a hypothesis related to
links between these variables and their effect on the influence of organisational commitment
on turnover intentions and evaluating their moderating effects. The effects of these variables
have been clearly verified in preceding research but not in variable-centred research (Morrow,
1983; Meyer et al., 2002). Thus, considerable evidence supports the prediction that individual
differences as well as organisational efficiency have amoderator effect. Though it is expected
that the direction of the relationships will remain the same, the strength of the relationships
may vary. The second hypothesis is thus stated as follows:

H2. Individual differences and organisational efficiency aremoderators affecting the link
between organisational commitment and turnover intentions amongst IB employees
during lockdown.

Method
Participants and procedures
A total of 324 participants belonging to various IBs in the UAE, Lebanon and Oman accepted
to complete the questionnaire. Data collection took place from March to May 2020. The
human resources department of each bank helped to distribute and collect the questionnaire
in a sealed envelope and attached an informed consent detailing the aim of the research and
guarantying employees that their answers will stay private. Contribution was not forced and
was without remuneration.
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The participants’ mean age is 30.12 years [Standard Deviation (SD) 4.73] with the span
ranging from 18 to 64 years old. The majority of these participants were females (51.5%), in
their thirties (81%) and single (77.5%). In total, 73.1% of the participants held a bachelor
degree. Concerning their job position, a considerable number, 62.9% of participants, reported
an administrative position such as clerk, whilst 12.9% hold a position of manager or
supervisor. With regard to salaries, 46.9% of participants reported a salary between
US$1,500 and US$3,000.13% of the participants belonged to the upper social class. Cross
tabulation of the participants’ years of job experience and diversification of jobs shows that
the sample is well qualified. This fact is attributed to the requirements set to be included in the
sample. Data on social class were determined based on the three key measures that are most
commonly used to determine social class in most business studies: education, income and
occupation (Hofstede, 2001). Data on organisational efficiency were collected from the bank
itself. It was estimated by objective profit data based on annual financial reports.

Measures
To measure the independent, dependent and moderator variables, the “Meyer and Allen’s
Commitment Scale” has been adopted, questions related to turnover intentions were added and
statements aiming to assess the moderation effect of individual differences and organisational
efficiency were integrated. The scale consists of 36 items classified into four subscales, the first
being affective commitment; the second, normative commitment; the third, continuance
commitment and the fourth, turnover intentions.These 36 itemswere amixture of the 24 items of
the basic instrument of Meyer et al. (1993) with 12 new items created for the purposes of the
research to examine how much organisational commitment is properly related to turnover
intentions in IBs and during lockdown. For testing organisational commitment, eight items each
were combined to assess affective commitment (e.g. “This organisation has a great deal of
personal meaning for me”), normative commitment (e.g. “I would feel guilty if I left this
organisation right now”) and continuance commitment (e.g. “If I decided to leave this
organisation, too much of my life would be disrupted”). All measures related to organisational
commitment used a five-point Likert-type response scale ranging from strongly disagree (1) to
strongly agree (5). For testing turnover intentions, 12 items were used to measure turnover
intentions (e.g. “How often do you think about quitting your job during the lockdown? Have you
ever looked for a different job other than an IB?”). Responses to all itemsweremade on five-point
Likert-type scales ranging fromnever (1) to constantly (5), fromvery unlikely (1) to very likely (5)
and from “never (1)” to “more than once a week” (5), respectively. Besides, some socio-
demographic data named hereafter individual differences ( age, gender, marital status, social
class, education, salary etc.) were collected for descriptive reasons and considered as
independent variables in testing their moderating effect (see results section).

Data analysis
The validity and reliability of the new instrument were assessed. For demographic data and
scale items, descriptive statistics were determined since they are the foundation of almost every
quantitative data analysis (George and Mallery, 2010). Construct validity was checked by EFA
to reveal the basic constitution of a considerable set of variables and to discover the underlying
links amongst the studied variables. The process applied was used in similar studies of
measuring construct validity (e.g. Bergjan and Hertel, 2013; Papastavrou et al., 2016). Internal
consistency and reliability of the scales and subscales were tested with widely used reliability
measures in related studies of psychometric properties, including “Cronbach’s alpha”, “item
analysis”, “Cronbach’s alpha if itemdeleted” and “item-to-total correlations” (e.g. Cronbach, 1971;
Tsangari, 2017). Finally, content validity was examined by a group of experts (academics in
related areas) who were asked to check the content of each newly added question.
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The research hypotheses of interest were tested. This was performed through four
separate groups of analyses, which are detailed as follows:

(1) Descriptive statistics for each subscale, aiming to summarise the data collected in a
meaningful way so that patterns may emerge, including mean, standard deviation,
skewness and kurtosis as well as Shapiro Wilk p-values to test for normality.

(2) Simple analysis (by zero-order correlation) of the links amongst the various subscales
of the instrument. A Pearson correlation is considered statistically significant if the
p-value < α, the level of significance.

(3) Analysis (by simple and multiple regression) to determine if turnover intentions are
minimised in the presence of the three components of organisational commitment.
This is performed through examining a set of regressions predicting the turnover
intentions subscales from all possible combinations of the three organisational
commitment subscales to check if the amount of outcome subscale variance explained
increases when additional commitment is further added to the regression equations.
A variable is considered significant when p-value< the level of significance, α, 5%
(Tsangari, 2017).

(4) Analysis (by zero-order correlation and Fisher’s Z-test) of the degree to which
organisational efficiency and individual differences moderate the relationships
between organisational commitment subscales and turnover intentions. More
specifically, groups were created for organisational efficiency and individual
differences subscales. Comparisons were made between the correlations in the
groups of these subscales at the following potential sites: affective commitment with
turnover intentions, normative commitment with turnover intentions and
continuance commitment with turnover intentions. Fisher’s Z was then used to test
the significance of the differences between corresponding correlations in the groups
of individual differences and organisational commitment (Mosteller and Bush, 1954).

Results
Reliability analysis and factor loadings of commitment and turnover measures
The individual scale items. Descriptive statistics (“means”, “standard deviations” and
“skewness and kurtosis”) for individual items are determined to examine if there is any
inconsistency between the answers and to test for a considerable deviation from what is
normal. The values of “skewness and kurtosis” are acceptable if answers are between �1.5
and þ 1.5 and excellent if answers are between �1 and þ1 (George and Mallery, 2010). The
itemwith the highest mean value relates to the continuance commitment subscale (Item 2.3 in
Subscale 2 – “Too much in my life would be disrupted if I decided to leave my organisation
now”) with a mean of 6.1095 and a standard deviation of 1.22081. This latter shows an
acceptable value of skewness and kurtosis. Even though in many items there is a minor
tendency for a positive attitude (“mostly agree” and “strongly agree”), the value of “kurtosis
and skewness” for items are all in the acceptable range. As a result, no changes were deemed
essential and all items of all subscales were included in the analysis.

Construct validity, internal consistency and reliability-item analysis
EFAwith Promax rotation is run on SPSS version 21.0 “SPSS, Inc., Chicago, IL, USA” to help
determine the construct validity of the items. The process followed is the same as the one used
in similar research (e.g. Vizcaya-Moreno et al., 2015). The appropriateness of the data for
factor analysis is checked for each of the subscales with regards to Kaiser–Mayer–Olkin
(KMO) measure and Bartlett’s test of sphericity. For choosing subscales, eigenvalues should
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be higher than one (Vizcaya-Moreno et al., 2015). Results show that the KMO measure has a
value of 0.855 > 0.5, showing a high adequacy of the sample. Bartlett’s test of sphericity is
significant (p < 0.001). Results of EFA with Promax rotation confirm the extraction of four
subscales, which explains a total of 79.22% of the variance. The subscale with the highest
eigenvalue was “affective commitment” with an eigenvalue of 3.122. All the subscales have
satisfactory loadings that are higher than 0.5. All items of the new scale structure load in a
significant way onto their corresponding subscales (loadings range from 0.520 to 0.906). No
missing data existed in any item.

“Cronbach’s alpha”, “item analysis”, “Cronbach’s alpha if item deleted” and “item-to-total
correlations” are used to test the internal consistency and reliability of the scale and subscales
similarly to what is widely used in related studies of psychometric properties. The reliability
of the scale (Cronbach’s alpha 0.832 higher than 0.65) has proved to be highly satisfactory.
“Cronbach’s alpha if item deleted” shows that all items are deemed reliable and are
consequently kept in the corresponding scale.

The items are grouped on each corresponding factor according to the strength of their loadings.
Thus, the instrument used offers the opportunity to measure all the elements of organisational
commitment affecting employees’ turnover intentions in a consistent way keeping in mind the
characteristics of the various possible settings within which this tool could be evaluated.

Organisational commitment and turnover intentions
Throughout this section, the link amongst the variousmeasures of the newlymodifiedmodel is
examined. Particularly, the relationships between (1) “affective commitment” and “normative
commitment”, (2) “affective commitment” and “continuance commitment”, (3) “normative
commitment” and “continuance commitment” and (4) “affective, normative and
continuance commitments” and “turnover intentions” are evaluated using zero-order
correlations. Then, multiple regression analysis is applied to examine the linkage between
each subscale of organisational commitment and turnover intentions so as to determine
whether in the presence of the three types of organisational commitments, turnover intentions
are minimised.

Zero-order correlations amongst measures
As expected, Table 1 illustrates that the zero-order correlation amongst the subscales are all
significant (p<0.01) and are as follows: “affective commitment” is highly positively correlated to
“normative commitment” (0.768) and to “continuance commitment” (0.504) and “normative
commitment” is highly positively correlated to “continuance commitment” (0.492).

Concerning the relations between the subscales of organisational commitment and
turnover commitment, results show that “affective commitment” has a high negative
correlation with “turnover intentions” (�0.472), “continuance commitment” has a high
negative correlation with “turnover intentions” (�0.677) and “normative commitment” has a
high negative correlation with “turnover intentions” (�0.615).

In brief, the subscales are related to each other as proposed by the relational framework on
which the scale is based. In particular, turnover intentions relate negatively and significantly
to the other subscales, including “affective commitment”, “normative commitment” and
“continuance commitment”. Thus the sub-hypotheses are verified that there is a significant
and negative relationship between “affective commitment” and “turnover intentions” (SH1.1),
between “continuance commitment” and “turnover intentions” (SH1.2) and between
“normative commitment” and “turnover intentions” (SH1.3).

Simple and multiple regression analysis predicting turnover intentions
“In the presence of the three components of organisational commitment, turnover intentions
minimize” (SH1.4). To test this hypothesis, simple and multiple regression analyses are
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applied to predict the turnover intentions subscale (1) from each of the three organisational
commitments subscales taken alone, (2) from the three probable pairs of the organisational
commitments subscales and (3) from all three organisational commitments taken
simultaneously. Table 2 summarises the results.

The outcomes show that when additional organisational commitment subscales are
further inserted into the regression equations, the amount of outcome subscale variance
explained certainly increases. Besides, the “R-square change” shows a significant F-change
(p-values smaller than 5%) for all cases, implying that including the additional organisational
commitment subscales to the regression significantly improves the prediction.

Knowing that an increase in the amount of subscale variance explained is noticed when
predictors are added to the regressionwith a significantF-change andknowing that subscales of
the three organisational commitment subscales are themselves significantly intercorrelated
(median correlation 5 0.266), the hypothesis that turnover intentions are minimised when all
organisational commitments are present (SH1.4) is verified. This means that an employee who
experiences all the three organisational commitment levels is more able to show low turnover
intentions.

Thus, indeed, turnover intentions are influenced by organisational commitment and the
hypothesis H1 is validated

Organisational efficiency and individual differences as moderators
Group analyses are applied to check the extent to which the individual difference subscales of
age, gender and social rank as well as organisational efficiency moderate the employees’
reactions to their jobs, i.e. to examine the extent to which the individual differences and

Meyer and Allen’s model for turnover intentions subscales
Subscale 1
Affective

commitment

Subscale 2
Normative
commitment

Subscale 3
Continuance
commitment

Subscale 4
Turnover
intentions

Subscale 1: Affective
commitment

–

Subscale 2: Normative
commitment

0.768** –

Subscale 3: Continuance
commitment

0.504** 0.492** –

Subscale 4: Turnover
intentions

�0.472** �0.615** �0.677** –

Note(s): ** Correlation is significant at the 0.01 level (2-tailed)
* Correlation is significant at the 0.05 level (2-tailed)

Average R2

Number of predictors used in regressions Turnover intentions
One (AC; NC; CC)* 0.117
Two (AC þ NC; AC þ CC; NC þ CC) 0.216
Three (AC þ NC þ CC) 0.422

Note(s): *n 5 324. AC 5 affective commitment; NC5 normative commitment and CC5 continuance
commitment

Table 1.
Correlations between

the subscales

Table 2.
Average % of variance

explained in
regressions predicting

turnover intentions
subscale from one, two

and three
organisational

commitment subscales
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organisational efficiency affect the strength of the relation between “organisational
commitment” and “turnover intentions”. Groups are created for each individual difference
subscale. Comparisons are made between the correlations in the groups of each subscale at the
following potential site: “organisational commitment” with “turnover intentions”. Fisher’s Z is
then applied to examine the importance of the variations between corresponding correlations in
the groups of each individual difference subscale and organisational commitment.

The research framework notes that employee’s individual differences [age, gender and
social class (“upper”, “middle” and “lower”)] and organisational efficiency moderate
employee’s responses towards their jobs at two points in the relationships.

More specifically, it is expected that the link between “organisational commitment” and
“turnover intentions” is stronger (1) for young employees than for aged ones, (2) for females
than for males, (3) for employees who belong to the lower social class than those who belong
to the upper social class and (4) for employees working in successful organisations than those
who work in organisations facing difficulties.

That is, employees of different ages, different gender and different social classes are
expected to experience the organisational commitment of a job in a significantly different way
and are more likely to react differently to that experience. It is also expected that employees’
commitment to successful organisations better predict their turnover intentions than
employees’ commitment to organisations with financial difficulties.

To test themoderation effects of these individual differences and organisational efficiency
on the relationship between “organisational commitment” and “turnover intentions”, the
single scale which summarises the extent to which all three components of organisational
commitment are simultaneously present is correlated with “turnover intentions” separately
for each of the employee individual differences groups and for each group of organisations.
Statistical significance of the differences between the correlations of each group and within
each of the groups are statistically significant (p-values were combined according to Fisher’s
product method (Fisher, 1925; Mosteller and Bush, 1954).

Table 3 illustrates the link between “organisational commitment” and “turnover
intentions” for young (18–23-year-old) and older (over 40-year-old) employees, for male and
female employees, for upper- and lower-class employees and for employees working in
successful organisations and those working in organisations with financial difficulties. It also
illustrates Fisher’s Z-values in relation to the comparison of corresponding correlations. All
differences are statistically significant and are in the predicted direction.

Consequently, the present outcomes provide strong statistical support for the role of age,
gender, social class and organisational efficiency as moderators in the link between
“organisational commitment” and “turnover intentions”. When all comparisons are
considered together, all of them are significant and corresponding correlations are in the
expected direction.

Finally, knowing that research results verified the moderation role of individual differences
and organisational efficiency in affecting the link between “organisational commitment” and
“turnover intentions”, hypothesis (H2) is verified.

Discussion and analysis
The present studyprovides a particularly rigid test of the links amongstMeyer andAllen’s three
organisational commitments, and their effect on reducing turnover intentions by using data
obtained from employees of IBs during the lockdown. It is helpful, hence, to look at the outcomes
of this research. Descriptive statistics were conducted. Results showed that all scales and
subscales are normally distributed. In addition, some preferences for employees were detected:
(1) high interest in jobswhichmeet their expectations in terms of pay and (2) high concern about
their experienced psychological states and work motivation and satisfaction. The relationships
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amongst the various subscales were tested. Zero-order correlations amongst the various
subscales showed that affective, normative and continuance commitments are highly
significantly correlated as well as “organisational commitment” and “turnover intentions”.
This result was previously found whilst testing the original model and was expected. Thus, the
sub-hypotheses that there is a significant and negative relationship between affective
commitment and turnover intentions (SH1.1), between continuance commitment and turnover
intentions (SH1.2) and between normative commitment and turnover intentions (SH1.3) were
verified. Through regression analysis, there was a strong support for the sub-hypothesis SH1.4
(in the presence of all organisational commitment subscales, turnover intentions were
minimised.), and thus it was confirmed that turnover intentions minimise in the presence of
all three organisational commitment subscales. By using zero-order correlation and Fisher’s Z-
test, it was confirmed that individual differences and organisational efficiency moderate the
relationships between “organisational commitment” and “turnover intentions”; thus, hypothesis
H2 (individual differences and organisational efficiency are moderators affecting the
relationship between organisational commitment and turnover intentions) was verified. In
particular, individual differences provide strong statistical support for the role of age, gender
and social class as highly influential on the linkages between “organisational commitment” and
“turnover intentions”.

Overall, knowing the importance of employees’ emotional states in guiding their future
plans, effective employment retention strategies should aim to create and boost employees’
positive emotional states as a key measure towards reducing their turnover intentions
(Davidson et al., 2013; Serhan and Serhan, 2019; Serhan et al., 2021). However, knowing that
the world is passing through its hardest-ever lockdowns where there are no new job offers
and where turnover intentions are minimised, especially since other alternatives are almost
nonexistent, employees’ reactions to their job environment are being exceptional. Employees
show a very low-turnover intention level though organisational commitment might be low
especially for those working in banks with financial difficulties due to this lockdown.
Although employersmay not be able to improve remunerations and ensure job security in the
current environment, they can undertake the following measures to create a feeling of
organisational commitment and thus keep their best employees. Employers should offer jobs
that are rich in the core job dimensions, strengthen the technical and communication skills of
their employees, guarantee equal employment rights, apply labour laws and create
favourable working environments.

In a previous theoretical research study, Jaros (2009) concluded that instruments that are
considered as suitable measurements of organisational commitment lose their accuracy
with time.

Conclusion
This research contributes to theory by enhancing the knowledge and providing an in-depth
understanding of the relation linking “organisational commitment” to “turnover intentions”
in IBs. It fills in the literature gap that highlighted a shortage of empirical work on the
determinants of turnover intentions amongst IB employees and during the lockdown. This
contribution deepens the knowledge about the employees’ attitudes in a non-Western context.

Further, this research represents a significant addition to practice for as it provides
employers and practitioners with reflective knowledge about employees’ feelings and
behaviour towards their jobs and the local labour market to which they belong. It enables
them to be aware about the aspects that should be mainly considered so as to increase
employees’ stay at the company.

Finally, the generalisability of findings is still limited to the Islamic banking context in the
UAE, Oman and Lebanon. Whilst the sample design was intended to enhance the strength of
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generalisability of results, it is crucial to expand this research to additional countries and
other cultural backgrounds. Further, though the turnover intention can be regarded as a
behavioural approach, it is fundamentally useful as a link between attitudes and behaviours
(Romeo et al., 2020; �Zivkovi�c et al., 2021); nevertheless, it cannot be considered as behaviour by
itself. Thus, it is significant to consider for future research additional behaviours associated
with organisational commitment such as work performance and job pro-activity.
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