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Abstract	

The	 objective	 of	 this	 research	 paper	 is	 to	 investigate	 the	 negative	 effects	 of	
perceived	 discrimination	 in	 the	 form	 of	 workplace	 stress	 on	 employee	
innovative	 work	 behavior	 among	 the	 female	 employees	 working	 in	 banking	
sector	 of	 Rawalpindi.	 Using	 a	 time	 lagged	 design,	 the	 effects	 of	 PD	 and	 its	
corresponding	 stress	was	 tested	 on	 IWB,	moderated	 by	 spirituality.	 Analyses	
involved	 data	 collected	 from	170	 female’s	 bankers.	 The	 results	 show	 that	 PD	
was	 positively	 related	 to	workplace	 stress	while	 workplace	 stress	 negatively	
affected	 IWB.	 As	 hypothesized,	moderating	 effects	 of	 spirituality	 on	 stress	 to	
IWB	 were	 verified	 wherein	 it	 was	 proved	 that	 spirituality	 can	 mitigate	 the	
negative	 impact	 of	 stress	 on	 IWB.	 Therefore,	 we	 can	 conclude	 that	 fair	
treatment	and	better	self-esteem	improves	productivity	among	employees.	The	
study	 of	 moderating	 influence	 of	 Spirituality	 in	 Pakistani	 environment	 has	
proved	 to	 be	 a	 helpful	 contextual	 factor	 in	 buffering	 stress	 and	 promoting	 a	
healthy	and	productive	work	environment.			

	
INTRODUCTION	

The	 innovation	 plays	 a	 very	 important	 and	 central	 role	 in	 the	 long	 term	 survival	 of	 an	
organization	 (Ancona	&	 Caldwell,	 1987).	 Since	 innovation	 is	 characterized	 by	 discontinuous	
activities	 rather	 than	 unique,	 successive	 stages	 (Schroeder,	 Van	 de	 Ven,	 Scudder,	 &	 Polley,	
1989),	individuals	can	to	be	expected	to	be	involved	in	any	combination	of	these	behaviors	at	
any	given	time.	Innovation	is	the	production	and	generation	of	useful	ideas	and	idea	execution	
(Kanter,	1988;	Van	de	Ven,	1986).	Thus,	innovation	also	involves	the	adaptation	of	products	or	
processes	from	outside	an	organization.	
	
Empirical	 evidences	 have	 shown	 a	 strong	 link	 of	 employees’	 innovative	work	 behavior	with	
desirable	organizational	outcomes.	For	example,	IWB	has	been	proved	as	the	key	antecedent	to	
productivity,	 competitive	 advantage	 and	 organizational	 effectiveness.	 The	 critical	 nature	 of	
IWB	motivated	 various	 researchers	 to	 know	 the	 factors	 help	 to	 encourage	 innovative	work	
behavior	 among	 employees	 and	 also	 to	 know	 the	 factors	 postulating	 hindrances	 towards	
innovative	 work	 behavior.	 For	 example,	 personality	 types,	 leadership	 style,	 working	
environment	 and	 group	 cohesion	 has	 been	 proved	 as	 the	 key	 causes	 of	 innovative	 work	
behavior	 (Kanter,	1983;	Pelz	&	Andrews,	1966).	Whereas,	 abusive	 supervision,	 job	 stressors	
and	 workload	 have	 been	 characterized	 as	 the	 key	 hindrances	 towards	 innovative	 work	
behavior	(Hon,	2011;	Hon	and	Leung,	2011).			
	
Workplace	stress	has	been	highlighted	as	an	obstructing	cause	impeding	creativity	and	out	of	
box	 approach	 (O’Neil	 and	 Davis,	 2010).	 Employees	working	 in	 stressful	 environment	 spend	
their	 energies	 in	 buffering	 stress	 and	 eliminate	 causes	 of	 stress.	 Specifically	 considering	
women	who	are	perceived	to	be	emotionally	weak,	may	be	more	vulnerable	to	stress.	They	are	
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more	likely	to	be	exposed	to	gender	discrimination	from	male	officers	and	supervisors,	which	
may	 increase	 their	 level	 of	 stress	 and	 burnout	 (Martin,	 1992).	 Especially	 in	 developing	
countries	marked	high	at	power	distances,	women	have	to	struggle	in	all	spheres	of	life.	Ellison	
and	Genz	(1983)	 found	that	 features	of	 the	work	organization	were	particularly	stressful	 for	
female	 officers.	 	 They	 are	 more	 likely	 to	 be	 discriminated	 during	 hiring,	 performance	
evaluation,	 and	 responsibility	 sharing	 and	 career	 progression.	 In	 nutshell,	 workplace	
discrimination	is	a	key	cause	of	stress	which	curtail	their	creativity.	On	the	other	hand,	they	are	
considered	 to	 be	 equally	 innovative	 same	 as	 their	male	 counterparts	 but	workplace	 factors	
may	limit	their	innovative	work	behavior.		
	
Various	authors	have	recommended	to	explore	factors	that	could	buffer	the	adverse	impact	of	
stress	 towards	 favorable	 outcomes	 (Sheldon	 Cohen,	 1983).	 Previously,	 social,	 peer	 and	
supervisor	 support	 have	 been	 figured	 out	 as	 common	 neutralizers	 of	 stressful	 events.	
Spirituality	and	religiosity	have	also	been	endorsed	as	vital	factor	to	buffer	stress.	This	study	
examines	the	role	of	spirituality	as	moderator	on	the	stress	to	IWB	relationship.	Muslims	are	
perceived	 to	 be	 relatively	 more	 religious	 in	 nature.	 Therefore,	 spirituality	 in	 Pakistani	
environment	may	be	a	helpful	contextual	factor	to	mitigate	stress.	In	sum	this	study	is	going	to	
contribute	in	the	following	ways;	

• It	 takes	 up	 the	 important	 topic	 of	 female	 discrimination	 in	 a	male	 dominated	 society	
which	needs	attention	from	policy	makers.	

• It	studies	the	buffering	effects	of	spirituality	on	work	place	stress	to	IWB.	
• It	focuses	on	female	population	working	in	banking	sector	of	Rawalpindi	
• The	 study	 examines	 the	 postulated	 relationships	 in	 a	 developing	 country.	 Various	

authors	have	contended	that	the	research	implications	and	findings	originating	from	the	
developed	 world	 cannot	 be	 generalized	 to	 developing	 countries	 by	 disregarding	 the	
cultural	 dissimilarities.	 There	 exist	 a	 strong	 need	 to	 examine	 the	 antecedents	 and	
outcomes	 of	 job	 satisfaction	 within	 different	 societies	 to	 understand	 differences	 and	
similarities.	 Countries	 and	 societies	 across	 the	 world	 are	 commonly	 different	 on	
account	 of	 norms,	 values	 and	 other	 cultural	 dimensions.	 Therefore,	 the	 research	
findings	 cannot	 be	 generalized	 to	 other	 setting	 particularly	 when	 the	 cultural	
dissimilarities	are	high	(Hofstede,	1993;	Drory	and	Vigoda-Gadot,	2010;	Tsui,	Nifadkar	
and	Ou,	2007).	Since	most	of	 the	studies	on	 job	satisfaction	are	conducted	 in	western	
and	 other	 developed	 countries.	 Therefore,	 this	 study	 is	 a	 contribution	 from	 the	
developing	country	with	different	socio-economic	structure.	

	
LITERATURE	REVIEW	

Innovative	Work	Behavior	
Creativity	is	the	term	used	to	explain	the	development	of	new	ideas	while	innovation	has	more	
to	 do	 with	 the	 adoption	 and	 application	 of	 useful	 ideas	 (Scott,	 1994).	 The	 results	 of	 study	
conducted	 on	 the	 impact	 of	 personality	 traits	 on	 innovative	 work	 behavior	 shows	 that	
openness	and	willingness	to	experience	new	ideas	has	greater	impact	on	individual	innovative	
work	 behavior	 (Yesil,	 2013).	 The	 concept	 of	 innovation	 was	 evolved	 with	 the	 structural	
contingency	theory	by	Burns	&	Stalker	(1961)	which	suggested	that	consistent	demand	led	to	
the	 mechanical	 organization	 while	 a	 changing	 demand	 developed	 the	 need	 for	 an	 organic	
organization	 which	 was	 based	 on	 innovation	 and	 creativity.	 In	 organizations,	 supervisors	
having	 a	 positive	 and	healthy	 relationships	with	 their	 subordinates	 in	 the	 form	of	 trust	 and	
independence	have	shown	conducive	environment	for	innovation	(Scott,	1994).	
	
In	 banking	 sector,	 research	 has	 shown	 that	 equal	 and	 justified	 interpersonal	 treatment	
encourage	innovation	and	creativity.	Therefore,	employees	having	higher	levels	of	self-esteem	



	

Copyright	©	Society	for	Science	and	Education,	United	Kingdom	 391	
	 	

Archives	of	Business	Research	(ABR)	 Vol.4,	Issue	6,	December-2016	

are	 found	 to	 show	 more	 innovative	 capabilities	 than	 those	 with	 lower	 level	 of	 self-esteem	
(Ojedokun,	2012).	
	
Work	Place	Stress	
The	research	on	workplace	stress	can	be	explained	by	the	phenomenon	of	‘Burnout’.	Burnout	
is	 a	 distinctive	 stress	 condition	 which	 includes	 emotional	 fatigue	 and	 reduced	 individual	
achievement	 (Cordes,	 1993).	 It	 is	 observed	 that	 the	 phenomenon	 of	 workplace	 stress	 in	
relation	 to	employer	and	employee	 is	 a	 complex	one.	However,	psychological	 abnormality	 is	
found	 to	be	an	 important	problem	 in	organizations.	 (Tennant,	2001).	Burnout	 is	 found	 to	be	
common	 in	 workplace.	 Team	 work	 and	 positive	 employee	 feedback	 can	 help	 in	 keeping	
workers	satisfied	(Iacovides,	2003).	
	
Abusive	 supervision	 can	 affect	 the	 employee.	 Therefore,	 eradicating	 all	 forms	 of	 abusive	
supervision	is	important	and	should	be	the	prime	objective	of	management	(Harvey,	2007).	It	
is	observed	that	employee	burnout	increases	with	the	increase	in	the	time	spent	with	the	co-
workers	(Erickson,	2001).	
	
Perceived	Discrimination	
Aggressive	 interpersonal	 attitudes	 are	 found	 to	 lower	 the	 level	 of	 job	 satisfaction	 and	may	
reduce	employee	motivation	to	show	innovative	work	behavior	(Ojedokun,	2012).	It	has	been	
proved	empirically	 in	the	research	on	glass	ceiling	effect	that	the	wage	discrimination	on	the	
basis	 on	 gender	 is	 more	 pronounced	 on	 the	 upper	 side	 of	 wage	 distribution	 (Jellal,	 2008).	
However,	 research	 also	 suggest	 that	 when	 employees	 are	 convinced	 with	 the	 presence	 of	
discrimination	 in	 the	 organization,	 their	 belief	 in	 fair	 promotions	 are	 decreased	which	 also	
further	decrease	their	perception	for	positive	career	growth	(Foley,	2002)	
	
Perceived	Discrimination	Causing	Workplace	Stress	
Research	support	the	evidence	that	female	employees	are	found	to	leave	an	organization	more	
often	 than	males	which	 is	 attributed	 to	 glass	 ceiling	 effects	 (Stroh,	 1996).	 There	 is	 evidence	
suggesting	 strong	 link	 between	 job	 stressors	 and	 work	 place	 discrimination	 among	 female	
workers.	 This	 has	 implications	 not	 only	 for	 female	workers	 but	 also	 the	 employers	 as	work	
related	stress	affects	physical	and	mental	health	thus	reducing	productivity	(Pavalko,	2003).	
	
Hypothesis	1:	Perceived	discrimination	can	cause	work	place	stress.	
	
Work	Place	Stress	Influences	Innovative	Work	Behavior	
Role	 ambiguity	 and	 situational	 constraints	 should	 be	 addressed	 by	 managers	 as	 they	 are	
important	 stressors	 in	workplace.	 In	order	 to	 remove	 the	negative	effects	of	work	 stressors,	
organizations	 should	 provide	 the	 employees	 with	 the	 essential	 tools	 and	 technology	 to	
enhance	 effectiveness	 (Gilboa,	 2008).The	 motivation	 of	 an	 employee	 to	 show	 innovative	
behavior	depends	on	perceived	self-value	and	anticipated	fair	treatment	from	supervisors	and	
co-workers.	Therefore	enhancing	organization	based	self-esteem	and	increasing	fair	treatment	
among	employees	 can	enhance	 their	 innovative	work	behavior	 (Ojedokun,	2012).	Therefore,	
we	 can	 conclude	 that	 fair	 treatment	 and	 better	 self-esteem	 improves	 productivity.	 On	 the	
contrary,	 absence	 of	 these	 factors	 may	 lead	 to	 less	 productive	 and	 innovative	 work	
environment.	
	
Hypothesis	2:	Work	place	stress	negatively	effects	innovative	work	behavior.	
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Mediating	Role	of	Stress	
Work	place	 stress	has	been	used	 as	mediator	 in	 the	 relationship	between	 ethical	 leadership	
and	leadership	effectiveness	and	employee	turnover	intentions.	It	is	observed	that	employees	
loyal	to	their	leaders	have	lower	intentions	to	leave	job	due	to	decreased	work	related	stress	
(Elçi,	 2012).	 In	 a	 study	 on	mentoring	 and	 job	 attitudes,	 role	 stressors	 is	 used	 as	 mediator.	
Stressors	 in	 the	 form	 of	 role	 conflict	 and	 role	 ambiguity	 are	 studied	 and	 are	 found	 to	 be	
inversely	related	to	job	satisfaction	and	organizational	commitment	(Lankau,	2006).	In	a	study	
on	 burnout	 resulting	 from	 inequity,	 the	 impact	 of	 job	 stress	 was	 studied.	 Wherein,	 it	 is	
discovered	that	burnout	due	to	inequity	can	partly	be	explained	in	terms	of	 job	stress	(Taris,	
2001).		
	
Thus	the	evidence	supports	the	following	hypothesis:	
Hypothesis	 3:	 Work	 place	 stress	 can	 mediate	 the	 relationship	 between	 perceived	
discrimination	and	innovative	work	behavior.	
	
Moderating	Role	of	Spirituality	
In	a	study	investigating	the	moderating	effects	of	religious	and	spiritual	 factors	 in	relation	to	
perception	of	stress	and	psychological	well-being,	it	is	found	that	higher	the	spirituality	lower	
will	 be	 the	 levels	 of	 psychological	 distress	 symptoms	 (Lee,	 2007).	 	 Similarly	 a	 study	 on	 job	
overload	 and	 job	 satisfaction	 with	 spirituality	 used	 as	 moderator	 concluded	 that	 different	
dimensions	of	 spirituality	helps	one	 in	getting	 focused	and	achieving	ones	goals	 in	 life.	Thus	
being	 satisfied	makes	 the	 employees	more	 creative	 and	 innovative	 (Altaf,	 2011).	 Spirituality	
has	 significance	 in	workplace	 as	 employees	want	 to	develop	meaning	 through	 their	work	 in	
terms	 of	 longing	 for	 respect	 and	 self-worth.	 Thus,	 when	 employees	 find	 that	 their	 spiritual	
needs	are	fulfilled,	they	work	whole	heartedly	and	show	more	commitment	to	the	organization	
(Rego,	2007).	
	
Thus,	the	evidence	supports	the	following	hypothesis:	
Hypothesis	4:	Spirituality	can	moderate	the	negative	effects	of	workplace	stress.	
	

THEORETICAL	FRAMEWORK	

	
	

METHODOLOGY	
Subject/Sample:	
The	purpose	of	this	study	was	to	examine	the	effects	of	Perceived	Discrimination	on	Innovative	
Work	Behavior	of	female	employees	working	in	different	organizations.	This	study	is	confined	
to	 the	 females	 working	 in	 the	 officer	 grades	 as	 they	 are	 more	 vulnerable	 and	 exposed	 to	
discriminating	 behaviors	 of	 senior	 employees	 or	 supervisors	 while	 those	 at	 the	 senior	
positions	 are	 less	 exposed	 to	 such	 behaviors.	 Female	 officers	 may	 be	 exposed	 to	 gender	
discrimination	 from	 supervisors,	which	may	 in	 turn	 increase	 their	 levels	 of	work	 stress	 and	
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burnout	(Martin,	1992).	Haarr	(1997),	for	example,	found	that	female	officers	experienced	that	
their	male	partners	provided	inadequate	backup	and	often	questioned	about	their	abilities.	
	
Procedures:	
Questionnaire	 survey	 was	 conducted	 to	 collect	 the	 data	 through	 purposive	 study.	 The	
questionnaire	contains	information	about	the	confidentiality	and	significance	of	the	study.	Data	
collection	through	questionnaire	survey	will	be	entered	and	analyzed	using	SPSS	20.0.	
The	 data	 for	 this	 study	 has	 been	 collected	 from	 two	 sources;	 supervisors	 as	 well	 as	
subordinates,	 with	 a	 time	 lag	 of	 thirty	 (30)	 days	 between	 them	 for	 the	 purpose	 of	 better	
understanding	 of	 the	 Constructs	 of	 our	 research	 paper.	 Three	 hundred	 questionnaires	were	
distributed	 with	 180	 returned.	 The	 final	 sample	 included	 one	 hundred	 and	 seventy	 (170)	
complete	 questionnaires,	 after	 removing	 10	 due	 to	 missing/erroneous	 data.	 In	 case	 of	 age,	
28.8%	of	respondents	were	in	the	range	21-25	years,	29.4%	were	in	range	26-30	years,	27.6%	
were	in	range	31-35	years,	5.8%	were	in	range	35-40	years	and	8.2%	were	above	41	years	of	
age.	 As	 regard	 education	 level,	 5.8%	 were	 Intermediate	 pass,	 32.3%	 were	 bachelors	 while	
61.7%	had	masters	degree.	With	respect	to	years	in	organization,	20%	had	less	than	one	year,	
32.3%	had	1-5	year,	33.5%	had	6-10	year	and	14%	had	more	 than	ten	years’	experience.	As	
regards	designation	in	organization,	2.94%	were	contractual,	3.52	%	were	grade	three,	34.7%	
were	grade	two	while	58.8%	were	grade	three	officers.	.These	demographics	show	thoroughly	
represented	estimate	of	the	population	of	interest.	
This	 is	 a	 time-lag	 study	 with	 data	 collected	 in	 two	 time	 lags.	 Employees	 filled	 the	
questionnaires	for	perceived	discrimination,	stress	and	spirituality	while	supervisors	filled	the	
questionnaire	about	perceived	discrimination	and	IWB.	
	
MEASURES:	
Workplace	Stress:	
A	modified	version	of	the	College	Student	Life-Event	Scale	(CSLES)	was	used	as	a	measure	of	
stressful	situations;	the	original	scale	was	developed	by	Levine	and	Perkins	(1980).	This	scale	
is	composed	of	99	items	that	represent	events	that	fall	into	14	different	categories.	Stress,	the	
mediating	 variable	 which	 is	 caused	 by	 Perceived	 Discrimination	 will	 be	measured	 with	 the	
help	 of	 this	 scale.	 The	 scale	 is	 based	 on	 a	 five	 point	 Likert	 Scale	 from	 1(Never)	 to	 5	 (Very	
Often).	Cronbach’s	alpha	reliability	of	the	Workplace	Stress	measure	was	.86.	
	
Innovative	Work	Behavior:	
The	 14	 items	 developed	 in	 our	 research	 have	 been	 adopted	 from	 the	 research	 on	 IWB	 by	
Kleysen	 and	 Street,	 (2006)	 based	 on	 their	 “Two	 dimensional	 measure	 on	 innovative	 work	
behavior”.	 The	 IWB	 which	 is	 the	 Independent	 variable	 that	 was	 measured	 by	 14	 items	
measuring	 different	 forms	 of	 IWB	 reflected	 in	 the	 performance	 of	 employees.	 The	 scale	 is	
based	on	a	five	point	Likert	Scale	from	1(Never)	to	5	(Always).	Cronbach’s	alpha	reliability	of	
the	IWB	measure	was	.96.	
	
Spirituality:	
The	16	 item	 scale	was	developed	 in	 combination	with	 inputs	 from	 the	National	 Institute	 on	
Aging/Fetzer	working	group	and	is	adopted	from	the	research	paper	by	Underwood	and	Teresi	
on	Annals	of	Behavioral	Medicine,	the	objective	is	to	have	a	set	of	items	to	compliment	other	
fields	 in	 the	multidimensional	 instrument.	The	scale	 is	also	based	on	a	 six	point	Likert	Scale	
from	 1(Never	 or	 almost	 never)	 to	 5	 (Many	 times	 a	 day).	 Cronbach’s	 alpha	 reliability	 of	 the	
spirituality	measure	was	.99.	
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Perceived	Discrimination:	
These	item	are	adopted	from	the	research	paper,	‘Prevalence	and	correlates	of	perceived	work	
place	 discrimination	 among	 older	 workers	 in	 USA’,	 (Chou	 &	 Choi,	 2011).This	 variable	 is	
measured	by	 the	aggregate	 score	of	a	 scale	of	 six	 items,	 representing	 six	 types	of	workplace	
discrimination.	 Examples	 of	 items	 include,	 “unfairly	 given	 jobs	no	one	 else	wanted,	watched	
more	 closely	 at	 job	 than	 others	 and	 co-worker	 with	 less	 experience	 and	 qualifications	
promoted	before	you”.	Each	item	is	measured	on	a	five-point	Likert-type	scale	(1=never,	2=less	
than	 once	 a	 year,	 3=a	 few	 times	 a	 year,	 4=a	 few	 times	 a	 month,	 5=once	 a	 week	 or	 more).	
Cronbach’s	alpha	reliability	of	the	PD	measure	was	.90.	
	

ANALYSIS	
	

RESULTS	
Table	1			Means,	Standard	Deviations,	Correlations,	and	Reliabilities	

		 		 M	 SD	 1	 2	 3	 4	 5	 6	 		

1	 Education	 2.63	 0.59	 1	 		 		 		 		 		 		

2	 Designation	 4.53	 1.094	 0.11	 1	 	     
3	 Perceived	Discrimination	 2.51	 1.12	 -0.07	 -0.03	 (0.909)	

	    
4	 Spirituality	 4.51	 1.03	 -0.10	 .026	 -

0.207**	
(0.992)	

	   
5	 Stress	 3.22	 0.55	 0.161*	 0.11	 0.282**	 -

0.595**	 (0.864)	 	  
6	 Innovative	 Work	

Behavior	 4.05	 0.87	 -0.12	 .269**	 -0.09	 .471**	 -
0.255**	 (.963)	 	

 
*p<0.01;	**p<0.05;	N	=	170;	Cronbach’s	alpha	presented	in	parenthesis	

 
	

															Table	2.	Results	of	hierarchical	regression	analyses.	

Predictors 
		 Mediator	Variable	:	STRS	 		 Dependent	Variable	:	IWB	

	 β  R2  Δ  R2   β  R2  Δ  R2  

Direct Effects 

Step-I	

Control	Variables	 	 0.033	 	   0.093	 	
Step-II	

PD	 0.299***	 0.122	 	  -0.099	 0.102	 	
Indirect Effects 

Step-I	

Control	Variables	 	     0.093	 	
Step-II	

STRS	 	    -.265**	 0.164	 	
Step-III	

PD	 		 		 		 		 -0.019	 0.164	 		

Note.	N	=	170.	PD	=	Perceived	Discrimination;	STRS	=	Stress,	IWB=	Innovative	Work	Behavior	

*	p	<	0.05;	**	p	<	0.01;	***	p	<	0.001	
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Table-3	Results	for	Main	Effects	and	Moderated	Regression	Analyses	

		
Innovative	Work	Behavior	

β   ΔR²	

Step	1	 		 		

Education	 -.125	
	

Designation	 .286***	
	

Step	2	 	  
Education	 -.097	

	
Designation	 .268***	

	
Stress	 .003	

	
Spirituality	 .455***	

	
Step	3	 	  

Education	 -.092	
	

Designation	 .233***	
	

Stress	 -.338**	 	
Spirituality	 -.097	 	
STRSXSPRTY	 .536***	 		

Note.	N	=	170.	STRS	=	Stress;	SPRTY	=	Spirituality;	IWB	=	Innovative	Work	behavior.	

*	p	<	0.05;	**	p	<	0.01;	***	p	<	0.001	

	
Table	1	shows	the	descriptive	statistics,	bivariate	correlations	and	the	alpha	reliabilities.	Table	
2	shows	the	regression	analysis	for	mediation.	
	
Descriptive	Statistics	and	Correlations:	
Table	 1	 shows	 the	 descriptive	 statistics,	 bivariate	 correlations,	 and	 the	 alpha	 reliabilities.	
Correlations	of	Stress	with	PD	was	(r	=	0.282,	p	<	0.05),	with	Spirituality	(r	=	-0.59,	p	<	0.05),	
thus	significant	and	in	expected	directions.		Correlations	of	IWB	with	PD	(r	=	-0.09,	n.s.),	with	
spirituality	 (r	 =	 0.47,	 p	 <	 0.05)	 and	with	 stress	 (r	 =	 -0.25,	 p	 <	 0.05),	were	 also	 in	 expected	
directions.	
	
Our	 first	 hypothesis	 states	 that	perceived	discrimination	 causes	workplace	 stress.	Results	 in	
the	 table	 supports	 the	 hypothesis	 as	 a	 positive	 relation	 is	 found	 between	 perceived	
discrimination	 and	 workplace	 stress	 as	 indicated	 by	 regression	 coefficient	 (β=0.299,	 p	 <	
0.001).	Our	second	hypothesis	states	that	workplace	stress	negatively	affects	innovative	work	
behavior.	 Results	 in	 Table	 2	 supports	 this	 hypothesis	 by	 showing	 a	 negative	 and	 significant	
relation	 between	 stress	 and	 innovative	work	 behavior	 as	 indicated	 by	 regression	 coefficient	
(β=-	0.265,	p	<	0.01).		
	
Our	 third	 hypothesis	 states	 that	 workplace	 stress	 can	 mediate	 the	 relationship	 between	
perceived	discrimination	and	innovative	work	behavior.	In	order	to	verify	this	relationship,	a	
four	 step	Barren	and	Kenny	 (1986)	method	was	adopted.	 In	 the	 first	 step	PD	was	 regressed	
with	IWB	and	the	relationship	was	insignificant	(β=-	0.099,	p	=	0.184).	In	second	step,	PD	was	
regressed	with	stress	and	the	relationship	was	found	to	be	significant	(β=0.299,	p	<	0.001).	In	
the	third	step,	the	mediating	variable	stress	was	regressed	with	IWB	and	a	significant	negative	
impact	was	found	(β=-	0.265,	p	<	0.01).		In	the	fourth	and	final	step	regression	was	performed	
when	PD	was	regressed	with	IWB	controlling	the	impact	of	stress	and	an	insignificant	impact	
was	found	(β=-	0.019,	P	>	0.05).		
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Table	3	shows	the	results	of	moderation	analysis.	Moderated	regression	analysis	(Cohen	et	al.	
2003)	was	used	to	test	our	fourth	Hypotheses	that	spirituality	moderates	the	negative	impact	
of	workplace	stress.	For	this	purpose,	we	centered	the	independent	and	moderating	variables.	
Education	and	designation	as	control	variable	were	entered	in	the	first	step.	Independent	and	
moderating	 variables	 were	 entered	 in	 the	 second	 step.	 In	 the	 third	 step,	 product	 terms	 of	
independent	 and	moderator	 variables	 (Stress*Spirituality)	were	 entered,	which	 if	 significant	
confirmed	 moderation.	 Results	 in	 Table	 2	 show	 that	 the	 interaction	 term	 was	 significant	
showing	(β=	0.536,	p	<	0.001),	thus	confirming	moderation	test.	Thus	our	fourth	hypothesis	is	
proved	wherein	spirituality	moderates	the	relationship	between	stress	and	IWB.	
	

DISCUSSION	
The	objective	of	 the	study	 is	 to	explore	a	relationship	between	perceived	discrimination	and	
innovative	work	behavior	mediated	by	workplace	stress.	The	moderation	effect	of	spirituality	
was	tested	in	order	to	buffer	the	negative	effects	of	stress	on	innovative	work	behavior.	This	
study	is	inspired	from	past	researches	as	well	as	real	time	experience.	In	past	researches	the	
impacts	of	glass	ceiling	on	the	wage	distribution	have	shown	its	effects	on	upper	or	managerial	
level	employees	(Jellal,	2008).	This	has	 focused	our	research	to	explore	the	 impact	of	gender	
discrimination	 in	 lower	 level	 female	 employees.	 Foley	 (2002)	 suggest	 that	 perceived	
discrimination	among	employees	decrease	 their	belief	 in	 fair	and	 justified	promotion	system	
and	 consequently	 influencing	 their	 career	 growth.	 Thus,	 a	 positive	 career	 growth	 in	 an	
evolving	 organization	 requires	 changes,	 creativity	 and	 innovation	 to	meet	 the	 pace	 of	 other	
organizations.	 In	 a	 country	 like	 Pakistan,	 the	 glass	 ceiling	 effects	 are	 found	 to	 be	 more	
pronounced	among	 females	working	 in	non-managerial	position.	However,	 in	order	 to	 study	
these	observations,	a	research	was	conducted	and	the	relationship	was	explored	empirically.	
The	 purpose	 of	 this	 research	 was	 to	 explore	 if	 PD	 in	 workplace	 leads	 to	 stress	 which	 is	
supported	by	past	evidences	wherein	female	turnover	was	found	to	be	related	to	glass	ceiling	
effects	(Stroh,	1996).	Similarly	we	were	 interested	to	find	if	 the	corresponding	stress	further	
effects	productivity.	 (Pavalko,	2003)	 found	 that	workplace	stress	effects	physical	and	mental	
health	 which	 reduces	 productivity	 and	 output.	 However,	 in	 a	 relatively	 religious	 society	 of	
Pakistan,	 spirituality	 can	 mitigate	 the	 negative	 effects	 of	 stress.	 (Rego,	 2007)	 found	 that	
spiritually	satisfied	workers	can	be	more	productive	and	committed	to	the	organization.		
	
The	 results	 of	 the	 current	 research	 show	 a	 positive	 and	 significant	 relationship	 between	
Independent	 variable,	 Perceived	 Discrimination	 and	 the	 Mediator,	 Workplace	 Stress.	 These	
results	support	the	past	studies	where	a	significant	relation	exists	between	job	stressors	and	
work	 place	 discrimination	 among	 female	 workers	 (Pavalko,	 2003).	 While	 a	 Negative	 and	
significant	 relation	 is	 found	between	 the	mediator	Stress	and	dependent	variable	 Innovative	
work	behavior.	This	 result	 supports	 the	evidence	 that	Burnout	which	 is	a	 form	of	emotional	
fatigue	reduces	individual	achievement	(Cordes,	1993).		
	
The	 results	 of	 moderation	 test	 show	 a	 significant	 value	 of	 spirituality	 jointly	 effecting	 with	
stress	 on	 Innovative	 work	 behavior.	 This	 result	 supports	 the	 past	 research	 wherein	 the	
spiritually	 strengthens	 employees	 making	 them	 more	 satisfied	 and	 focused	 in	 their	 job	
resulting	in	more	creativity	and	innovative	work	behavior	(Altaf,	2011).	The	significant	value	
of	interacting	variables	stress	and	spirituality	is	also	in	line	with	past	researches	wherein	it	is	
found	that	spirituality	can	mitigate	the	psychological	distress	symptoms	(Lee,	2007).		
	
In	 comparing	 our	 unique	 setting	 of	 organization	 in	 Pakistan	 with	 that	 of	 a	 Western	
organization,	 we	 assume	 that	 the	 findings	 can	 be	 generalized	 in	 other	 more	 developed	
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economies	 as	 the	 perceived	 discrimination	 is	 found	 to	 be	 particularly	 low	 in	 this	 urbanized	
area	of	Pakistan.	However,	we	couldn’t	find	any	past	study	with	the	same	variables.				
	
Theoretical	Implications:	
Direct	 relationships	 are	 also	 your	 contribution,	 as	 it	 helps	 to	 extend	 applicability	 of	 existing	
established	 relationships.	 The	 current	 study	 has	 contributions	 to	 the	 existing	 researches	
conducted	 in	 the	 same	 area.	 First	 we	 have	 explored	 the	 relationship	 of	 perceived	
discrimination	with	workplace	stress	and	the	findings	confirm	a	negative	relationship.	Second,	
we	 conceptualized	 the	effects	of	 stress	on	 innovative	work	behavior	with	 the	moderating	or	
buffering	 effects	 of	 spirituality.	 The	 findings	 show	 that	 spirituality	 can	 buffer	 or	 lower	 the	
negative	influence	of	stress	on	innovative	work	behavior.	
	
Practical	Implications	
The	 current	 study	has	 implications	on	 the	managers	or	 supervisors	 in	 the	banking	 industry.	
The	study	brings	attention	to	the	discrimination	faced	by	the	female	 junior	 level	staff.	 If	 they	
are	treated	fairly,	they	can	show	better	motivational	levels	and	can	show	better	results	in	the	
form	 of	more	 creativity	 and	 innovation.	 However,	 as	 psychological	 abnormality	 or	 stress	 is	
found	to	be	an	important	problem	in	organizations	(Tennant,	2001),	spirituality	can	help	the	
females	cope	with	the	negative	effects	of	emotional	stress.	
	
Practical	 implications	 to	 the	 managers	 include	 efforts	 to	 help	 cope	 the	 female	 staff	 with	
discriminating	practices	so	that	females	are	free	from	stress	and	perform	at	par	with	their	male	
counterparts.	Also	spirituality	must	be	appreciated	at	workplace	by	hiring	spiritually	high	staff	
and	 provide	 trainings	 to	 inculcate	 spirituality.	 Thus	 top	 management	 must	 inculcate	 more	
justified	rules	and	regulations	in	their	policies.		
	
Strengths,	Limitations	and	Future	Directions	
The	 study	 has	 focused	 on	 the	 female	 staff	 working	 in	 lower	 or	 subordinating	 positions	 in	
banking	 sector,	 thus	 being	more	 vulnerable	 to	 discriminating	 behaviors	 by	 the	 supervisors.	
This	if	applied	practically,	this	study	can	have	long	lasting	implications.	
	
There	 are	 some	 limitations	 in	 this	 study	 as	 it	 focused	 the	 females	 in	 banking	 in	 the	 area	 of	
Rawalpindi.	Thus	the	scope	of	this	research	is	limited	to	the	geographical	location	and	female	
population	of	the	locality.	The	research	is	based	on	cross	sectional	data	and	therefore	has	its	
limitations.	Some	of	the	measures	were	self-reported	therefore	there	are	chances	for	common	
method	biasness	
	
The	 future	 researches	 should	 include	 a	 wider	 geographical	 area	 and	 include	 a	 bigger	
population.	 As	 Pakistan	 has	 a	 unique	 culture	 and	 society	 values,	 therefore	more	 researches	
should	be	conducted	on	the	employee	issues	of	this	geographical	location.	
	
Future	 studies	 may	 be	 conducted	 with	 other	 mediator	 such	 as	 burnout	 or	 psychological	
distress	 in	 order	 to	 explore	 the	 effects	 of	 PD	 on	 mental	 health.	 Similarly	 other	 possible	
moderators	may	include	social	support,	religiosity	and	environment.	Future	researches	should	
include	 actual	 reading	 about	 reported	 cases	 of	 discrimination.	 Longitudinal	 study	 should	 be	
conducted	in	order	to	obtain	more	precise	results.	
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