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ABSTRACT 

Employees’ job satisfaction is very important for any organization since it is one of the 

primary sources of productivity gains. Organizations develop the atmosphere of 

cooperation for their employees through human resource management policies in order 

to enhance employees’ satisfaction. While many studies have already been made with 

regard to job satisfaction in general, the theoretical understanding of job satisfaction 

within the Islamic context is still limited.  Job satisfaction within the Islamic context is 

currently an important human resource management issue, especially for the Muslim 

community who forms the majority in Thailand’s southernmost provinces. Hence, this 

study attempts to investigate the relationship of Islamic Workplace Accommodation 

towards Job Satisfaction among Muslim Public Health Employees in Pattani Province, 

Thailand. This study specifically examines the relationship of the important factors of 

Thailand Southernmost Conflict Security Policies, Nature of Work, Rewards and 

Compensation, and Staff Relations to Job Satisfaction. The study also investigates the 

role of Work Motivation as a mediator between the relationship of Islamic Workplace 

Accommodation and Job Satisfaction. A total of 242 respondents who were randomly 

selected from Public Health Centre in Pattani province, participated in this study. The 

data was analysed using SmartPLS software whereby the variance based structural 

equations (SEM) modelling tool was used to analyse the data gathered through survey 

based questionnaires. The findings indicated that all the factors were found to be 

significantly related toward Job Satisfaction, except for Islamic Workplace 

Accommodation. And by using the bootstrapping technique, it showed that Work 

Motivation fully mediated the relationship between Islamic Workplace Accommodation 

and Job Satisfaction. From these findings, this study recommends that in order to 

increase employee job satisfaction through Islamic Workplace Accommodation, Work 

Motivation should be further encouraged. 

Keywords: Islamic workplace accommodation, nature of work, rewards and 

compensation, job satisfaction, work motivation 
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ABSTRAK 

 

Kepuasan kerja pekerja adalah sangat penting bagi mana-mana organisasi kerana ia 

adalah salah satu sumber utama untuk meningkatan produktiviti. Organisasi 

membangunkan suasana kerjasama untuk pekerjanya melalui polisi pengurusan 

sumber manusia bagi mempertingkatkan kepuasan pekerja. Walaupun banyak kajian 

telah dibuat berkaitan dengan kepuasan kerja secara umum, pemahaman teori 

mengenai kepuasan kerja dalam konteks Islam masih terhad. Kepuasan kerja dalam 

konteks Islam kini merupakan isu pengurusan sumber manusia yang penting, 

terutama bagi masyarakat Islam yang membentuk majoriti di wilayah paling selatan 

Thailand. Oleh sebab itu, kajian ini bertujuan untuk mengkaji hubungan Tempat 

Penginapan Kerja Islam terhadap Kepuasan Kerja di kalangan Pekerja Muslim 

Perkhidmatan Kesihatan Awam di Wilayah Pattani, Thailand. Secara khususnya, 

kajian ini akan mengkaji hubungan faktor-faktor penting Dasar Konflik Keselamatan 

Selatan Thailand, Keadaan Pekerjaan, Ganjaran dan Pampasan, dan Hubungan 

Kakitangan terhadap Kepuasan Kerja. Kajian ini turut meninjau peranan Motivasi 

Kerja sebagai perantaraan antara hubungan Tempat Penginapan Kerja Islam dan 

Kepuasan Kerja. Seramai 242 responden yang telah dipilih secara rawak dari Pusat 

Kesihatan Awam di Wilayah Pattani mengambil bahagian dalam kajian ini. Data 

dianalisis dengan menggunakan perisian SmartPLS dimana alat ‘variance based 

structural equations modeling’ (SEM) digunakan untuk menganalisis data yang 

dikumpul melalui tinjauan berdasarkan soal selidik. Dapatan dari kajian ini 

menunjukkan bahawa semua faktor didapati berkait secara signifikan terhadap 

Kepuasan Kerja, kecuali Tempat Penginapan Kerja Islam. Dengan menggunakan 

teknik ‘bootstrapping’ ia menunjukkan bahawa Motivasi Kerja adalah perantaraan 

sepenuhnya hubungan di antara Tempat Penginapan Kerja Islam dan Kepuasan 

Kerja. Daripada penemuan ini, kajian ini mencadangkan agar Motivasi Kerja perlu 

digalakkan  untuk meningkatkan kepuasan kerja pekerja melalui Tempat Penginapan 

Kerja Islam. 

Kata kunci: Tempat penginapan kerja Islam,  keadaan pekerjaan, ganjaran dan 

pampasan, kepuasan kerja, motivasi pekerjaan 
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CHAPTER 1 
 

INTRODUCTION 
 
 

1.1 Background of the Study  

 

Job satisfaction is a fundamental concern to any health organization since it is a 

predictor of the physical and mental states of its employees (Tyson & Pongruengphant, 

2004). Therefore, it is very important for management to realize the basis of job 

satisfaction because without a good understanding of job satisfaction, it may lead 

dissatisfaction among employees in the workplace (Dossary, Vail & Macfarlane, 2012). 

In relation to this, a higher level of job satisfaction among healthcare employees will 

lead to a higher level of employee productivity and quality improvement. Additionally, a 

low level of job satisfaction can cause high staff absenteeism and turnover which will 

affect the efficiency of healthcare services as a whole. 

 

To ensure the successful achievement of organization goals, the organization’s 

management needs to create an atmosphere that facilitates employee’s job satisfaction. 

However, there are various factors which can influence an employee’s level of job 

satisfaction.  Some of these factors include the quality of the working conditions, pay 

and promotion, and the relationship between colleagues (Govender, 2010). 

 

In addition to the above factors, religious accommodation at workplace was also found 

to be one of the factors influences what employees’ desire and their job satisfaction 
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(King & Williamson, 2010). By offering workplace approval of religious expression and 

practices, it was found a significant impact towards job satisfaction.   

 

According to Hassan, Mohammad, Mohd, Rozilah, and Ali (2015) religion plays an 

important role in the values that employees hold, while lack of religious accommodation 

at workplace is one of the reasons that impacts on employees’ job satisfaction level 

(King & Williamson, 2010) and it leads to employees leaving the organization even if 

they are happy with their work itself.  As can be seen in Figure 1.1, this can possibly be 

one of the reasons why the turnover among the Thai Muslim Public Health employees in 

Pattani has been increasing since 2010. 

 

 

Figure 1.1 
The percentage of resigning among Public Health employees in Pattani Province 
Source: Pattani Public Health Centre (June, 2015) 

 

In fact, past studies have found that the majority of the workforce in Thailand’s 

southernmost provinces is made up of ethnic Muslims.  Hence, the Thai government has 
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developed strategies that attempt to provide better support to the Muslims workforce by 

offering a greater degree of the freedom in religious practices in workplaces (Wattana, 

2006). However, still there was an issue regard to inadequate religious accommodation 

at workplace among Muslim workforces in Thailand’s southernmost provinces as some 

organizations do not provide a proper prayer room for their employees. This has resulted 

in some of them having to pray in the rest room or even at the fire escape zone 

(Sutheravut, 2005). In fact, a study found that some of Muslim workforces in this region 

were having less satisfaction toward their organizations religious policy compared to 

Buddhist workforces ("Push for permission to wear Hijab," January 2016). This showed 

that there is still lack of Islamic workplace accommodations offered by some 

organizations in this region, and this may affect the level of job satisfaction among their 

Muslim employees and lead to increase the number of turnover (King & Williamson, 

2010). 

 

The Society for Human Resource Management Report (2011) reported that employee 

retention was most influenced by having a workplace which accommodates religious 

practices for its employees. In this context, religious practices refer to worship and 

prayer attending, religious symbols wearing, religious objects displaying, or other forms 

of religious expression. 

 

However, Ritter (as cited in Kelly, 2008) posited that an employer is required to 

understandably accommodate the religious faiths of their employees at workplace which 

the intensity should not create an undue hardship on the business. Undue hardship as 

http://www.tandfonline.com/author/King%2C+James+E
http://www.tandfonline.com/author/Williamson%2C+Ian+O
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defined by Kelly (2008) is any religious accommodation that would be excessive costly, 

or would primarily break the operation of the business. 

 

As interpreted by the United States EEOC, religious accommodation laws,  

 
“…require an employer to reasonably accommodate an employee’s religious beliefs or 
practices, unless doing so would cause more than a minimal burden on the operations of 
the employer’s business. This means an employer may be required to make reasonable 
adjustments to the work environment that will allow an employee to practice his or her 
religion. Examples of some common religious accommodations include flexible 
scheduling,voluntary shift substitutions or swaps, job reassignments, and modifications 
to workplace policies or practices.” (EEOC, 2010) 
 

 
Previous studies have showed that conflicts in Thailand’s southernmost provinces 

(Pattani, Yala and Narathiwat) have affected the workforce living in this region which 

has resulted in increased employees’ stress and job dissatisfaction (Grodgangunt, 2012).  

 

The nature of the conflict refers to people were killed in a series of bomb attacks and 

shooting. The conflict occurrences which was believed to have started as an ethnic 

separatist insurgency movement in the Southernmost Region, has now turned into a 

more complex and violent issue since 2004 (Smith, 2004). As a consequence, the 

conflict has affected all the local people, official staffs, local government officers 

(Buddhachart, 2007) who live in southernmost provinces especially, in Pattani 

(Panatnachi, 2014).  
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Figure 1.2 below shows that Pattani province is where most conflicts occurred with the 

corresponding highest number of deaths and injuries caused by the conflict as compared 

to the provinces of Yala and Narathiwat. 

 

 

          Figure 1.2 
       The number of the conflict frequency, death and injured in Pattani, Yala and          

Narathiwat in 2014  
          Source: Deep South Incident Database (December, 2014) 

 

Previous research showed that the conflicts or violence in Thailand southernmost 

provinces contributed to the difficulty in motivating employees to remain as productive 

workers.  According to Kraonual, Hatthaki, and Boonyasopu (2009) there is a negative 

relationship between the conflict and job satisfaction; the conflict increase workforces 

tension and decrease their motivation due to the difficulty in traveling because of unsafe 

public transportation and feeling the risk of being injured, while this lack of motivation, 

led to a decrease in the employees’ job satisfaction. 
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The study of Sodmanee (2008) found that there is a security policy and risk allowance 

provided by the Thai government to cover officials who are in the line of duty in the 

southernmost provinces. The study also found that this monthly benefit basically is one 

of the greatest motivators towards job satisfaction among officers in the southernmost 

provinces. However, the study by Kraonual et al., (2009) revealed that both security 

policy and risk allowance were not effective enough to fulfil job satisfaction among 

workforces in this region. 

 

Moreover, the study by Ruangdej, Chaosuansreecharoen and Sungkeao (2014) found 

that the significant factor related to the resignation among healthcare employees in the 

southernmost provinces in Thailand was a low job satisfaction in terms of healthcare 

nature of work, compensation and working relationships with colleagues  (Buddhachart, 

2007). 

 

1.1.1 Overview of Muslim and the Southernmost Provinces in Thailand   

 
 
Thailand is officially recognized as a Buddhist country with a of population 67 million, 

of which 94.6 percent are Buddhist, Muslims 4.6 percent, Christian 0.7 percent and 

others 0.1 percent (CIA World fact book demographic statistics, 2013). However, people 

in Thailand have their own freedom of religious beliefs and shall take pleasure under the 

protection of the Kingdom of Thailand new constitution of 1997 (Sungtong, 2007).  

 

Even though Muslim communities exist all over the country, 80 percent of the Muslims 

live in the Southernmost of Thailand (Campbell, 2013). According to True (As cited in 
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Sungtong, 2007), Muslims who live in the southernmost provinces have a distinctive 

ethnic identity that is mixed to the Malay ethnicity, Malay language, and Islamic faith. 

Muslims in Thailand locates in three configurations defined by geography (Yusuf, 

2007): 

 
I. The Melayu speaking Muslim communities are located in the southernmost 

region (Pattani, Yala and Narathiwat provinces). This region composes 

Muslim approximately 80 percent (Campbell, 2013) of the entire Muslim 

population in Thailand. 

 
II. The Thai speaking Muslim communities are located at the upper South 

region such as Satun, Songkla, Nakorn Si Thammarat, Krabi, Phuket, and 

Phangnga. 

 
III. The multi-ethnic Thai speaking Muslim communities are located in the 

central provinces which include Bangkok and Ayudhaya and also in the north 

and the northeast regions of Thailand. These Muslim communities are a 

mixed group, comprising Thai, Persian, Malay, Indian, Chinese, and 

Indonesian ethnic origins. 

 
 

In addition to the above Muslim communities, there were numerous Muslim migrants 

from neighbouring countries who have lived in Thailand for economic settlement reason 

and also Buddhists converts to Islam either throughout marriage or religious 

conversions. 
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Geographically, the southernmost region of Thailand comprises of three provinces 

which are Pattani, Yala and Narathiwat where located near to the northern border of 

Malaysia.  Administratively, as depicted in figure 1.3, each of these three provinces is 

subdivided into a district (Amphoe1) 

 

 

Figure 1.3 
Map of Thailand Southernmost Provinces 
Source: ref world, 2014 

 

                                                 
1

Amphoe is a Thai word which means a district. 
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Pattani is subdivided into 12 districts which included; (1) Muang Pattani, (2) Saiburi, (3) 

Maikaen, (4) Kapho, (5) Mayo, (6) Yaring, (7) Khok pho, (8) Nongchik, (9) Yarang, 

(10) Panare, (11) Thung Yang Daeng, and (12) Mae Lan. 

 

Yala is subdivided into 8 districts which included; (1) Muang Yala, (2) Betong, (3) Than 

To, (4) Raman, (5) Krong Pinang, (6) Yaha, (7) Ka bang, and (8) Bannangsata. 

 

Narathiwat is subdivided into 13 districts which included; (1) Muang Narathiwat, (2) 

Tak Bai, (3) Bacho, (4) Yi-ngo, (5) Rangae, (6) Ruso, (7) Si Sakhon, (8) Waeng, (9) 

Sukhirin, (10) Sungai Kolok, (11) Sungai Padi, (12) Cho-airong and (13) Chanae. 

 

Based on Klanarong (2009), Muslims in this region often related closely to Muslim 

Malaysians. Muslims in the southernmost of Thailand slightly use common 

characteristics in culture, religion, and language with the people of Northern Malaysia. 

However, Muslims in the southernmost of Thailand has special characteristics which 

distinguish them from other provinces of Thailand. The dissimilarity is not only through 

religion but also through their language; Muslims who live in the southernmost of 

Thailand are Jawi-speaking (Malay Dialect). The study of Klanarong further explained 

that in daily life, people in Pattani, Yala, and Narathiwat use a Malay dialect to 

communicate rather than Thai language. 

 

As Thailand is a multicultural country encompassing with a multi-religious society 

(Sungtong, 2007) especially in the southernmost of Thailand, the majority of the Muslim 

population in this region lived amongst the Buddhists. Hence, this diversity is definitely 
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reflected in public administration structure in this area, and it requires unique human 

resource management practices to deal with this significant diversity. 

 

A review of the literature showed that the Thai government started offering religious 

freedom for Islam to be practice as a religion by the Muslim workforce. The study by 

Poocharoen (2010) showed that while the Thai government possessed a self-determined 

public administrative structure managed by a centralized Buddhist bureaucracy, the 

public administration in the southernmost region has been unique compared to the rest of 

the country since the majority of population is Muslims. Poocharoen also explained that 

the Thai Government tried to use the process of adapting their human resource 

management practices to manage with the diversity which characterizes the Muslims 

workforce in the southernmost of Thailand. 

 

Muslim politicians in the southernmost provinces were the key players who facilitated as 

a religious movement in working toward addressing the developmental problems facing 

Muslims in the southernmost region. Yusuf (2009) clarified that due to the greater 

political representation of Muslims in these southernmost provinces, the Thai national 

government has realized that there is a need to accommodate the Islamic concerns of this 

community.  Thus, the Thai government has reformed its policies to accommodate the 

religious demands of the Muslims, such as the education system (Boonlong, 2007).  The 

Thai education system has allowed the basic Islamic education to be taught in the public 

schools of the southernmost provinces.  The Muslim women are also allowed to wear the 

Hijab for photographs to be taken for their identity card or passport. However, the right 

to wear the Hijab does not apply for all vocations or workplace, especially in the armed 
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forces (Chankiri, 2014). The Thai government has granted leave for any Muslim 

government employees wanting to perform the Hajj in Saudi Arabia.  Muslim 

government employees are also granted official holidays to celebrate Islamic religious 

festivals such as the Eidil-Fitri and Eidil-Adha. Additionally, the Thai government has 

provided the platform for the Provincial Councils of Islamic Affairs to administer 

Muslim affairs at the national and provincial phase.  

 

1.2 Problem Statement 

 
 
While a search of the literature showed that there have been numerous studies exploring 

the factors which influence job satisfaction, it remains unexplored to some extent when 

it comes to study in dissimilar work environment (Singh & Tiwari, 2011). In addition, as 

the phenomenon of religiosity or spirituality has recently become a major concern of 

employers, it is an on-going challenge for researchers due to the lack of empirical 

literature related to religious expression at workplace towards both employees’ work 

motivation and job satisfaction (Ashforth & Vaidyan, 2002). 

 

The study of Hassan et al. (2015) found the positive relationship between religious belief 

accommodations and employee job satisfaction, while employees will gain the level of 

their job satisfaction with organizations that determined a clear policy and procedure on 

religiosity, providing space for prayer and respect employee dress code according to 

their religious beliefs. 
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Previous studies showed that the link between religious accommodation and job 

satisfaction can be made possible through work motivation (Zaman, Nas, Ahmed, Raja 

& Marri, 2013). The study of Kelleher (2015) found that to providing effective religious 

practice accommodation is one of the strategies to improve employee work motivation. 

Kelly (2008) believed that employees may ask for their faiths and practices to be 

accommodated in the workplace while Gelb and Longacre (2012) supported that 

permitting employees to express their religions could enhance their work motivation and 

productivity, the positive effect or return in value could be reaped in terms of increased 

employees job satisfaction (Grim, 2015a). 

 

A review of the past literature found that there is still a lack of studies that investigate 

employee job satisfaction in which there is an issue related with the local workplace 

environment when it is under the conflict or unrest situation as is the case in the 

Thailand Southernmost provinces (Srirhai, 2001).  

 

A previous study showed that when there is a higher rate of conflict occurrence is one of 

the factors that lead to increase employees’ stress and job dissatisfaction (Grodgangunt, 

2012). However, the study of Sodmanee (2008) found that there is a security and risk 

allowance supported by the Thai government to cover officials who are in the line of 

duty in the southernmost provinces. The study found that this allowance and security 

policies have a significant relationship toward employees’ job satisfaction in Thailand 

southernmost. 
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Previous study also found the relationship between several factors toward job 

satisfaction. However, there is a concern of some factors that need to be examined in this 

study as the study of Ruangdej et al. (2014) found that the significant factors related 

with the reason of resignation among public health employees in the southernmost 

provinces in Thailand were low job satisfaction in term of healthcare nature of work, 

rewards and compensation and working relationships with colleagues (Buddhachart, 

2007). Nevertheless, the study was not an empirical study and hence, there is a need for 

an empirical investigation on the nature of work, staff relations and compensation 

toward job satisfaction as carried out in this present study. 

 

In addition, a review of past studies study also revealed that there is a theoretical gap to 

the previous job satisfaction model. A new notion of the job satisfaction model should 

also take into account the factors of religiosity as the study by Sulaiman, Ahmad, Sbaih, 

and Kamil (2014) pointed out that the traditional job satisfaction and motivational 

theories such as Maslow’s Hierarchy of Needs and Herzberg's Two Factors Theory were 

not studying the whole concept of employees’ motivation and job satisfaction. One 

important element is missing in their theories is the spiritual or religious facet. Ali 

(2009) argued that to fulfil the employees’ spiritual needs is very important for any 

organizations to recognize, such as the need for Muslim employees to be able carry out 

their required religious practices in the workplace.  

 

As earlier studies has also found that the number of Muslim public health employees’ 

turnover is increasing and low job satisfaction is concerned on this issue (Buddhachart, 

2007), this research is designed with the hope of filling this gap by studying further the 
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interactions between Islamic workplace accommodation and job satisfaction among 

Muslim public health employees.   In addition, it will investigate the mediating role of 

work motivation in the theoretical relations between Islamic workplace accommodation 

and job satisfaction is consistent with the recommendation made by Zaman et al. (2013). 

 

As discuss earlier, it is also possible to theorize a relationship between Thailand 

southernmost conflict security policies, nature of work, rewards and compensation and 

staff relations toward job satisfaction. The present study attempts to approach this topic 

by placing it within the Social Exchange Theory which in the process brings satisfaction 

when employees receive fair returns (Blau, 1964) it showed that having an organization 

that provides support is always in line with employees’ gaining benefits, which in turn 

creates a sense of commitment to give a better return in the form of positive work 

attitudes and results in productivity gains (Blau, 1964). 

 

 
1.3  Research Questions 
 
 
 

Based on the existing gap identified above, the research questions identified for this 

present study are following: 

 
(1)  What is the relationship between Islamic Workplace Accommodation, 

Work Motivation,Thailand Southernmost Conflict Security Policies, 

Nature of Work, Rewards and Compensation, and Staff Relations toward 

Job Satisfaction? 
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(2) What is the relationship between Islamic Workplace Accommodation and 

Work Motivation? 

(3) Does Work Motivation mediate the relationship between Islamic 

Workplace Accommodation and Job Satisfaction? 

 
 
1.4 Research Objectives 

 
 

(1)  To examine the relationship between Islamic Workplace 

Accommodation, Work Motivation, Thailand Southernmost Conflict 

Security Policies, Nature of Work, Rewards and Compensation, and Staff 

Relations  toward Job Satisfaction. 

(2) To examine the relationship between Islamic Workplace Accommodation 

and Work Motivation. 

(3) To examine whether Work Motivation mediates the relationship between 

Islamic Workplace Accommodation and Job Satisfaction. 

 

1.5 Scope of the Study 

 

This study will be conducted on a sample of 242 Muslim Public Health employees in 

Pattani. There are twelve districts Public Health offices under the Pattani Public Health 

Centre. These districts are: (1) Muang Pattani, (2) Saiburi, (3) Maikaen, (4) Kapo, (5) 

Mayo, (6) Yaring, (7) Kokpho, (8) Nongjik, (9) Yarang, (10) Panarae, (11) 

Toongyandaeng, and (12) Maelan. 
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Public health is a fundamental facet of the healthcare system to minimize the effects of 

disease, injury and disability. Pattani Public Health Centre is a non-profit organization 

governed under the Public Health Ministry of Thailand. The main objective of Public 

Health Centre in Pattani is to promote a healthier lifestyle among the population in 

Pattani province. This is essentially provisioned in the provincial healthcare service. 

 

The study was conducted amongst Muslim public health employees in Pattani province, 

Thailand. The justification to study job satisfaction particularly among this group was 

presented earlier in the background of the study in which it was found that the 

significant factor related with the resignation among healthcare employees in the 

southernmost provinces (Pattani, Yala and Narathiwat) in Thailand was a low job 

satisfaction in term of healthcare nature of work, compensation, and working 

relationships with colleagues (Ruangdej et al., 2014). In particular, the study found that 

the number of resignation among Muslim public health employees in Pattani province 

has been increasing since 2010 (Pattani Public Health Centre, 2015). Therefore, the 

study has focused on job satisfaction only among Muslim public health employees in 

Pattani while the examination of healthcare nature of work, compensation, and working 

relationships with colleagues will be considered. 

 

The factor of Islamic workplace accommodations also will be examined as Muslim 

workforces is an issue of major concern in the southernmost provinces of Thailand. 

Studies on the context of Islamic workplace accommodations and job satisfaction have 

been largely carried out (Abbasi, 2014; Altaf, & Awan, 2011; Marri, Sadozai, Zaman, 

Ramay, 2012; Zaman et al. 2013) in other countries, especially within the Muslim 
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countries.  To date, no such similar empirical studies have ever been carried out before 

in Thailand.  

 

1.5.1 Overview of Thailand Southernmost Provinces Conflict 

 

According to the conflict or unrest situations in Thailand southernmost region, the early 

discussion showed that there is a security policy and risk allowance supported by the 

government to cover workforces who are in the line of duty in the southernmost 

provinces. However, the study showed that security policy and risk allowance were not 

supported effectively enough to fulfil job satisfaction among workforces in this region 

(Kraonual et al., 2009). 

 

Based on the research area, this section provides the basic information of conflict 

happens in Thailand southernmost provinces to understand background of the study 

area. The study revealed that there is still lack of past empirical studies investigate the 

employee job satisfaction while there is an issue related with the local workplace 

environment when it is under the conflict or unrest situation in Thailand Southernmost 

provinces (Srirhai, 2001).  

 

Thailand’s south region contains 14 provinces. There has been conflict primarily in the 

southernmost provinces (Pattani, Yala and Narathiwat) however certain districts of 

Songkhla province (Hatyai, Sabayoi, Thepa and Nathawi) where neighbouring with the 

southernmost provinces and particularly in some Muslim districts has also been affected 

relatively by the insurgency. 
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The nature of the conflict refers to people were killed in a series of bomb attacks and 

shooting. The conflict happening was believed as an ethnic separatist insurgency in the 

southernmost provinces but has turned into complex and ever more violent since 2004 

(Smith, 2004). 

 

According to Wattana (2006) Multi-ethnic value for dissimilarity has claimed to be one 

of the most important issues in the southernmost Thailand region where Muslims are 

almost 80% of the population (Campbell, 2013). Historically, the southernmost of 

Thailand conflict had a long story background, however it had seen a rise of the violence 

up from 2004 (Smith, 2004) until now. 

 

There were numerous scholars studied on the conflict of Thailand southernmost 

provinces. Various explanations of the conflict cause have been described variedness.  

Based on Sungtong (2007), the region in the past was known as the Kingdom of Pattani 

(comprising today’s southernmost provinces of Pattani, Yala and Narathiwat) then it 

defeated under Siamese (Thailand’s historical name) in 1786. After Pattani was annexed 

and proclaimed to be part of Thailand; the former Pattani Sultanate was divided into 

smaller administrative units (McDermott, 2013) and the people of the former Pattani 

Sultanate referred as “Pattani Melayu” and changed to “Thai Muslims” by Thai 

government in the hope that this linguistic amend would contribute to the overall goal of 

assimilation (Jory, 2006).  
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Several factors have been assumed as the reason why Muslims against towards the Thai 

government. Wattana (2006) specified some reasons included the perception of local 

Muslims have promoted unfairly from development plans which implemented since 

1960s, the Thai government attempted to adopt Buddhist cultural and social values and 

practices along with the local Muslims community regardless of dissimilarities 

concerned and even it has seen obviously as incompatible with the Muslim ways. 

 
The study of McDermott (2013) also explained that Pattani Melayu population were 

forced to use the Thai language and adopted Buddhist customs in the area and also 

placed in charge of administration. This is consistent with the study (“Southern 

Thailand: Insurgency, Not Jihad,” 2005) the roots of the current conflict remained from 

the discrimination against Muslim community and the government tried to force them to 

adopt the Buddhists culture in their daily life for almost a century.  Due to the 

dissimilarities of identity, culture and religion between Pattani and Siamese therefore it 

revolted against the Siamese to reinstate Pattani’s sovereignty happened from time to 

time (Sungtong, 2007).  

 

Tan-Mullins (2009) supported that the differences of socio-historical relations between 

the southernmost and central of Thailand was one of the main conflict reasons. As the 

study described that the kingdom of Pattani was historically self-governing with a strong 

Islamic cultural identity and considered as a centre of Islamic identity region. However, 

Pattani was forcibly put under the Buddhist centralized administration order after getting 

annexed by the Siamese conquerors; moreover the political boundaries then were 

managed on the basis of geographic location rather than their religious or ethnic 
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identities. The study also described that some of Muslims who live in the southernmost 

of Thailand believed that they were treated as second class citizen, as following of this 

feeling statement; 

 
“Fighting is useless. . . . The government is the main problem. They always see us as 
terrorists, just because we are not Buddhist but Muslims. How can we fit into a country 
when our rights to practice an alternative religion are violated? Maybe we should 
change the government and the idea of a national religion. What more must we do to 
prove we are a Thai national? Bleach ourselves fair?” (07 August 2004). 
 

 
Harish (2006) stated that the increasing displeasure with the Thai government authorities 

has built up the conflict in southernmost region. The study of Pitsuwan (as cited in 

Sungtong, 2007) agreed that throughout its historical background of Pattani region, the 

Muslim people tried to keep their identity and tradition as Pattani. However, the study 

which assumed that the social and religious dissimilarities between Muslims and 

Buddhists that would probably create the chaos of conflict situations in this region have 

never been finally concluded. 

 

Wattana (2006) clarified that although the Thai government has built the strategies to 

support Muslims by offering a greater degree of the freedom in religious believe such as 

Muslim women workforces can wear the Hijab but not all career are allowed to wear 

Hijab in workplaces especially armed forces (Chankiri, 2014), Muslim names is 

officially used, the number of Muslim prayer rooms have been increasingly provided in 

public places, and Muslim men are allowed to perform Friday prayers. Conversely, the 

southernmost conflict against the Thai government still occurred almost daily. However, 

Jitpiromsri and Mccargo (2008) in recognizing that those strategies were not sufficient 
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enough to serve the Muslims community in the southernmost region, suggested that 

local administrative system should be reformed as Islamic laws are needed to apply a 

greater role under the governance preparations. Muslims should be posted in the local 

bureaucracy regardless of religious dissimilarity barrier, a bilingual strategy should be 

applied while students should learn both Thai and Melayu at their schools, and both 

languages should be applied as working languages in government workplaces located in 

the southernmost region.  

 

Conflicts in the current days of Thailand’s southernmost are still occurring and have 

become more complicated.  Various studies described that there were some other causes 

beside the reason of cultural or religious diversity towards the conflict which its included 

the causes of protecting benefits from crime and illegal activities, poverty issue, and 

illegal drug using.  

 

Tan-Mullins (2009) found that apart from the cause of the differences of socio-historical 

relations lead to the conflicts; regional bureaucracy corruption and personal matter 

would probably be the further causes of the conflict in southernmost of Thailand 

provinces. Tan-Mullins (2009) further explained that various groups including the 

regional armed forces, the police and bureaucrats were sharing power in seeking 

personal benefits; they were alleged of staging violence in the region annually to impose 

for a larger security budget from the Thai national government. Additionally, the study 

found that some situations might cause from the personal matter and they tied it with the 

current violence situation. The study further explained that perhaps there was the 
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problem among the people in the village themselves then they tried to harass his enemy 

by relating it with the conflict situation. 

 

While Burk, Tweedie and Poocharoen (2013) explained that southernmost people are 

likely to see the problems allocated in society such as unemployment, crime and illegal 

drugs were the main cause of the conflicts rather than the conflict itself. 

 

Wattana (2006) found the new occurrences of attacks have additionally been 

discriminated against the government officials including Muslims workforces, civilian 

who assumed being a government officer would be targeted of the insurgency. 

 

According to the article “Thailand: The Evolving Conflict in the South”, (2012) 

indicated that from 2004 to 2012 Muslims have been killed more than Buddhists, the 

study indicates that the Muslims are less expected to be targeted but in fact they are 

more to be killed than the Buddhists. Muslims are more often victims of the violence 

from the bomb attacks while Buddhists were actually the targets for the violence. But 

this is inconsistent with the study of Burk et al. (2013) which pointed out that Buddhists 

who were intentionally targeted for the attacks was a common misunderstanding on the 

nature of southernmost conflict.  The facts have shown that both Buddhists and Muslims 

civilians in this region were the conflicts’ target. 

 

Numerous research findings supported the fact that Muslims are more repeatedly victims 

of the violence attacks rather than Buddhists. As Abuza (2011) found that the majority 

of those killed between January 2004 and December 2009 were Muslims (2,337 
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Muslims, 1,607 Buddhists). This is consistent with the findings of Jitpiromsri and 

Mccargo (2010) who reported that there were more Muslim deaths than the Buddhists 

but less number of Muslims were injured compared to the Buddhists.  

 

The study by Jitpiromsri and Mccargo (2010) also found that during the period 2004 to 

2010, there were almost 9,500 incidents of violence, 4,100 deaths and 6,509 injuries. 

Burk et al. (2013) studied on the latest number of victims from the southernmost 

violence. The results of the study found that almost 13,000 violent situations were 

recorded, resulting in 5,614 dead and 9,960 injured during January 2004 to March 2013. 

The study also found that roughly 60 percent of those killed were Muslims, another 40 

percent were Buddhists. Regardless of their religious believes; teachers, police, 

healthcare workforces, armed forces and other government officers have been cited as 

the most insurgent harassment targets while southernmost residents of both the 

Buddhists and Muslims also have been attacked intentionally and unintentionally.  

 

Melvin (2007) described that several profession groups such as teachers, soldiers, police, 

government officials and facilities, Buddhist monks, medical personnel and public 

health workforces, including Buddhist and Muslim civilians were the target of the 

conflicts. The study indicated that to eliminate the profession group of the Thai 

government was the main reason why these professions were being targeted by the 

insurgent group.  

 

Since the conflict upsurge in 2004, teachers and schools has been one of the majority 

targets in this conflict (Pimpa, 2008), the insurgent group who against the Thai 
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government believed that the Thai public school system has played a significant 

historical role as an intermediary for the linguistic and cultural adaptation of the 

Muslims community into the Thai identity.  

 

Numerous teachers in the southernmost provinces have been victimized and this was 

caused these teachers in these regions to lose their motivation to stay and teach (Pimpa, 

2008). They also have requested to move out from the schools in these areas.  Some 

schools which are located in the southernmost have requested the Thai government to 

send police and army platoons to protect them from the violence.  

 

Nevertheless, the conflicts also affected the service providers in various sectors which 

included healthcare services. The study of Suteerawut (2007) found that there were 33 

victims among Public Health workforces in the southernmost provinces during 2004-

2006. However, the research of Thailand Southern Health Systems Research Institute 

(HSRI) in 2007 (as cited in Buddhachart, 2007) found that the conflicts impacted almost 

80 percent of healthcare workers in their daily life.  The conflicts also have effects on 

the healthcare services such as the lack of healthcare workforce as they had to move out 

from this workplace areas and the difficulty in providing healthcare services to the 

community because the healthcare workers were fearful to work from outside their 

workplaces. The study indicated that healthcare workforce in this area had lower job 

satisfaction as compared to other healthcare workforce who worked in other provinces 

because apart from the unrest situation cause, workload is also inconsistent with working 

hours. 
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The study of Abuza (2011) found the conflicts have resulted in more than 2,000 widows 

and 5,000 orphans since 2004. Lack of healthcare workforces and daily attacks in the 

southernmost region have forced hospitals and public health centres to cut out the 

healthcare services to the community.  In some areas, the number of women dying in 

delivery due to pregnancy complication has increased because the violence have 

prevented them from getting the right prenatal care. The study also found that the 

average birth weight is typically below 2.5 kilograms which is lower than the accepted 

national standard average birth weight, and infant malnutrition rates in this region are 

higher compared to the national average. Furthermore, numerous children in the 

southernmost were not born in hospitals and they were not able to register their births 

new-borns.  This has resulted in them not being to enjoy from the national healthcare 

system or even joining public schools in the future time.  

 

In addition, the conflicts also affected the local business.  Jitpukdeebodintra (2009) 

found that the location background of this region which traditionally has in the previous 

times, because of its close neighbourhood with Malaysia has facilitated the local people 

to trade and business activities efficiently.  However, in current times these local 

business and trade in the southernmost have been affected sharply due to the conflicts; 

resulting in decreasing numbers of Malaysian tourists wanting to visit and conduct 

business transactions in this region due to the insecurity issue.   
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1.6 Significance of the Study 

 

This study provides an understanding of the determinants of job satisfaction among 

Muslim Public Health employees in Pattani Province, Thailand. The study is important 

as its underlying notion is that job satisfaction impacts and ensures the quality of 

healthcare. As a consequence, dissatisfied healthcare workers will probably give low 

quality and less proficient care, and hence in essence, healthcare staff also plays 

important role in determining the efficiency of healthcare systems. Thus, it is important 

to identify what encourage and motivate the healthcare workforces and to what extent 

they are satisfied with their job. 

 

The results of the proposed study could contribute to both theoretical and practical 

perspectives. Theoretically, this study is significant as it further contributes to the 

literature on job satisfaction with regard to the issue of religiosity. If the results of the 

present study are valid, the study contributes to existing knowledge by integrating the 

role of Islamic workplace accommodation into the understanding of job satisfaction. 

Moreover, the results will be able to present to what extent Thailand southernmost 

conflict security policies, nature of work, rewards and compensation, staff relations 

could play an important role toward job satisfaction. 

 

Specifically, the results of the present study will be able to enhance the existing body of 

knowledge by showing how work motivation mediates the relationship between Islamic 

workplace accommodation and job satisfaction through social exchange theory as the 

underpinning theory. 
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From the practical standpoint, the present study is significant for the organizations 

located in Thailand southernmost region like Pattani province which has seen a 

significant increase in the number of occurrences related to religious sensitivities 

(Sateemae, Abdel-Monem, & Sateemae, 2015). If the results are valid, the study will 

help organizations make strategies that can limit the occurrence of employees with low 

job satisfaction, particularly for Muslim public health employees through improvements 

in Islamic workplace accommodation, Thailand southernmost conflict security policies, 

nature of work, rewards and compensation, staff relations.  

 

 

1.7 Definition of Key Terms. 

 
The following terms are defined for the purpose of the study; 

 
 

I. Job Satisfaction: Job Satisfaction is defined as the term of how employees 

feel about their jobs (Spector, 1997), a positive or satisfying reaction gained 

from the appraisal of employee's job, job accomplishment, or job experiences 

(Locke, 1969). 

 

II. Work Motivation: Literally, Work Motivation is defined as an internal drive 

which strengthens employee power to satisfy an unsatisfied need (Higgins, 

1994). 
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III. Religious Accommodation: Religious Accommodation is defined as the 

practice in which employers make a good effort to give a reasonable 

accommodation of an employee’s sincerely held religious belief (Borstorff & 

Cunningham, 2014). 

 

IV. Nature of Work: Nature of Work is defined asthe type of work that 

employee performs (Lewis, 2013). 

 

V. Rewards and Compensation: Rewards defined as the amount of monetary 

and non-monetary, benefits which given to an employee by an employer in 

return for work achieving (Armstrong & Murlis, 2007). While compensation 

is defined as the money, benefits, and rewards of employment (Drafke, 2006) 

and commonly regard to all forms of monetary returns, tangible services and 

advantages which employees obtain as part of an employment relationship 

(Milkovich & Newman, 2008). 

 
 

VI. Staff Relations: Staff Relations is defined as the impact of interpersonal 

work relationships on the well-being of the employees (Hobfoll & Vaux, 

1993). 
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1.8 Organization of the Thesis 

 
 
Chapter one includes a discussion of the background, statement of the problem, research 

questions and research objectives of the study as well as scope of the study, significance 

of the study and the definition of key terms. 

 
 
Chapter two includes a definition of the variables in this study namely Job Satisfaction, 

Work Motivation, Islamic Workplace Accommodation, Thailand Southernmost Conflict 

Security Policies, Nature of Work, Rewards and Compensation, and Staff Relations. It 

also reviews of the literature relevant to this study and explained on the theoretical 

framework of the study. 

 
 
Chapter three discusses the methodology to be used in this study. It illustrates the 

conceptual framework, research design, population and sampling, and data collection 

procedure. The chapter also discusses the measurement of variables, questionnaire 

design, pilot test study and finally the techniques of data analysis. 

 

Chapter four reports on the results of the study. It discusses the results of data analysis 

conducted by using the structure equation modelling approach and it contains descriptive 

as well as inferential statistics. 

 
 
Chapter five starts with recapitulating what the present study intends to achieve, it 

discusses the results of each research hypothesis, the implications of the study, then the 
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limitations of the study are thoroughly described and recommendations for further 

research are suggested. This chapter ends with the conclusion section.  
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CHAPTER 2 
 

LITERATURE REVIEW 
 

 
2.1 Introduction 

 

The earlier chapter has presented theoretical gaps that still exist in the current literature 

of job satisfaction. In particular, it argues that job satisfaction could be explained by 

looking further at religious factor namely Islamic Workplace Accommodations, as little 

understanding exists on how Islamic Workplace Accommodations play a role in 

employees’ job satisfaction, and the present study also shows how such theoretical link 

can be enhanced by considering the mediating role of Work Motivation.  

 

In line with the study objectives, this chapter is organized as follows: Firstly, the 

discussions on conceptualizations of the study variables are presented. Next, the study 

discusses on previous literature that have been carried out specifically those that pertain 

to the proposed link between Islamic Workplace Accommodation, Work Motivation, 

Thailand Southernmost Conflict Security Policies, Nature of Work, Rewards and 

Compensation, Staff Relations, and Job Satisfaction, leading to the development of the 

study hypotheses. Then the study also discusses on Social Exchange Theory that 

underpins the research work. The chapter ends with a discussion on supporting model 

and some of theories applied in this study. 
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2.2 Conceptualizations of Main Constructs 

 

This section will begin with the review of job satisfaction literature before it proceeds 

with the mediator, work motivation and the independent variables of Islamic Workplace 

Accommodations, Thailand southernmost conflict security policies, Nature of Work, 

Rewards and Compensation, and Staff Relations.  

 

2.2.1 Job Satisfaction  
 

 
 
Different researchers have different ways in defining job satisfaction. There were 

various scholars who defined job satisfaction in several concepts; Locke (1969) defined 

job satisfaction as a positive or satisfying reaction gained from the appraisal of 

employee's work, job accomplishment, or job experiences. While Spector (1997) defined 

job satisfaction in terms of how employees feel about their jobs, he found that job 

satisfaction affects employee’s feelings towards various facets of their jobs, such as 

rewards, staff relations, organization policies, and so on. This is consistent with the 

study of Hoppock (as cited in Aziri, 2011) who was one of the most commonly cited by 

scholars with regard to the definition on job satisfaction as a combination of 

psychological, feeling and employees’ surrounding factors that caused employees 

honestly say “I am satisfied with my job”. 

 

The concept of job satisfaction also has been defined from recent scholars as Rad and 

Yarmohammadian (2006) defined job satisfaction as an attitude that employees have 
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about their job and the organization in which they work, while Alavi and Askaripur 

(2003) defined job satisfaction as a perception that specifies the psychological and 

spiritual enjoyment which employee gets from their job through the fulfilment of needs, 

interests and expects.  

 

Meanwhile Robbins (2005) defined job satisfaction as a collection of feelings that an 

individual holds towards his job. This is consistent with Kaliski (2007) found job 

satisfaction as a workforces’ feeling of achievement on their job, and it is known to be 

closely related to productivity and also personal well-being (Jaidee, 2007). Moreover, 

job satisfaction implies enjoying on job and it is one of the key elements which lead to 

achieve the goals and feeling of fulfilment.  

 

Falkenburg and Schyns (2007) defined job satisfaction as an emotional state of mind that 

reflects an effective reaction to the job being undertaken. Their study found that a job 

which was satisfying to workforce would be characterized by the employee’s feeling 

that they received due to recognition for their good work and colleagues whom they 

worked with. Furthermore, a satisfied employee would feel that communications among 

members within the organization were strong (Murphy & Fridkin, 2004), their 

supervisor was fair (Govender, 2010) and their work was appreciated. Moreover, 

employees would feel that they had been properly rewarded for their work efforts. 

However, Spector (2005) argued that work environment is also one of the key driving 

forces behind job satisfaction rather than the personalities of employee itself. 
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According to various job satisfaction definitions, it could be understood that job 

satisfaction refers to an employee’s feeling which indicates happiness in working. There 

would be various factors determined the level of job satisfaction. While different factors 

possibly will specific to different industries or occupations. 

 

In addition Lumley, Coetzee, Tladinyane and Ferreira (2011) explained the concept of 

job satisfaction as an employee’s total feeling about their job or overall job satisfaction 

which could be comprised from various aspects or facets of their job satisfaction. The 

study found that the overall job satisfaction is examined by the distinction between all 

the things when employees feel they should receive from their job or all the things they 

actually do receive (Cherrington, 1994). 

 

To understand job satisfaction attitude, the researchers need to understand the concept 

and interrelated facets of job satisfaction (Spector, 1997). The study further described a 

facet of job satisfaction can be explained as any element of a job that generates feelings 

of employees’ satisfaction or dissatisfaction. This perception can be helpful to 

organizations indicate employee retention areas in which improvement in Human 

Resource field is needed to be focused (Saari & Judge, 2004). 

 

Facet satisfaction indicates the tendency for a workforce to be more or less satisfied with 

a variety of facets or characteristics of the job. It is multifaceted perception which can be 

dissimilar effected to different employee. Johns (1988) found that nature of work, salary, 

encouragement, recognition, benefits, working environment, leaders, colleagues and 
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organizational rule are considered to be the most relevant facets toward job satisfaction. 

While Cherrington (1994) referred that facet of the job is personnel’s mind-set about 

their compensation, nature of work; as it is challenging or attractive, and the supervisors; 

as it is a gentle managerial skills or being masterful in their jobs. However, two 

employees might have the same overall level of job satisfaction but might have different 

backgrounds concerning facet satisfaction.  

 

According to Colquitt, Lepine and Wesson (2009) stated that the most common facets 

which employees consider in judging their job satisfaction are compensation, 

promotions, supervision, colleagues and the nature of work. The “compensation 

satisfaction” refers to an individual’s feeling about their salary, whether it is as much as 

they deserve or enough for their normal expenses and extra items spending. 

Compensation or pay satisfaction depends on a comparison of the pay that they wish for 

and the pay they would be given (Govender, 2010). While “promotion satisfaction” 

reflects to an individual’s feeling about the organization’s promotion strategies and their 

carrying out, including whether promotions are succession, fair and based on employees 

competence. Contrasting with pay satisfaction, several employees possibly does not 

want to repeat promotions because promotions make them feel to have more duties and 

increase their workloads while some employees want promotions frequently because 

they probably give chances to further personal growth and reputation (Colquitt et al., 

2009).  

 

The “supervision satisfaction” refers to an individual’s feeling about their superior 

whether the superior is knowledgeable, polite or good in communication. Most 
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employees would love their boss to help them in obtaining necessary resources, offering 

rewards for the good performances and protecting them from unnecessary distractions 

(Govender, 2010; Maniram, 2007). The “colleague satisfaction” refers to an individual’s 

feeling about their colleagues, whether their fellow friends are smart, responsible, 

helpful and fun (Govender, 2010; Ramasodi, 2010).  

 

The last facet is “satisfaction with the nature of work”. It refers to an individual’s 

feeling about their actual duties, whether those duties are tough, interesting, valued and 

make use of skills rather than being duplicate and awkward (Govender, 2010; Ronra & 

Chaisawat, 2009). 

 

From the above discussions, the first two facets which are pay and promotion 

satisfactions described the outcomes or result from work while supervisors, co-workers 

satisfactions focused on people who surround work but the only one facet focuses on 

what employees actually do is work itself. 

 

Job satisfaction represents how employees feel about their job and what they think about 

their job (Robbins, 2005). Employee with high level in job satisfaction leads to have 

positive mind-set when they feel about their responsibilities or tasks of their job while 

employee with low in job satisfaction leads to have negative thoughts with their job. 

However, job satisfaction is a multidimensional perception impacted by various 

variables (Tran, Johnson, Fernandez & Jones, 2010). 

 



37 
 

According to Rose (2001) suggested that job satisfaction can be divided into two 

categories:  extrinsic and intrinsic satisfaction. Job satisfaction that gained from work 

itself has been described in the literature as “motivators” (Herzberg, Maunser & 

Snyderman, 1959) or “intrinsic factors” (Iiacqua & Schumacher, 2001). Intrinsic factors 

or internal factors include the specific nature of work, recognition, the possibility of 

growth, advancement and employees responsibility while extrinsic factors (Iiacqua & 

Schumacher, 2001) or external factors include incentives, benefits and workplace 

environment. Donders, Bos and Gulden (2007) explained that dissimilarities of factors 

which impact toward job satisfaction will be found due to differences in occupation, 

position and work-life balance.  

 

In general, previous studies would prefer to define job satisfaction based on Herzberg 

theory (Rad & Yarmohammadin, 2006). As such, job satisfaction prior researches were 

basically based on the perception that the source of satisfaction comes from intrinsic 

factors related to job content and extrinsic factors related with the working environment.  

 

The present study intends to adopt the definition of job satisfaction as the feeling of 

individuals towards their jobs and the source of job satisfaction gains from both intrinsic 

and extrinsic factors. 

 

In this study, it was found that both intrinsic (e.g. nature of work and work motivation) 

and extrinsic factor (e.g. Islamic workplace accommodation, security policy, 

compensation, staff relations) showed significant related toward job satisfaction among 

healthcare employees in the southernmost provinces in Thailand. Therefore, the present 
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study attempts to study for both intrinsic and extrinsic factors toward job satisfaction in 

this study. 

 

2.2.2 Work Motivation 
 
 

Various scholars had defined the concept of work motivation in several ways. Work 

motivation has been defined as the force that drives employee to perform a particular 

action to achieve personal and his organization goals (Vroom, 1964); it is an internal 

drive which strengthen employee power to satisfy an unsatisfied need (Higgins, 1994) 

while Kreitner (1995) defined work motivation as the psychological practice that allows 

employee meets his behaviour purpose and direction. 

 

While recent scholars also defined work motivation with a similar meaning follows the 

previous studies. Humphreys and Einstein (2004) defined work motivation as the 

concept of employee enhancing and maintaining effort toward some expected goal. 

Similar to Berman, Bowman, West and Wart (2010) defined work motivation as the 

power that drive employee to deal with some actions to accomplish some goals. 

 

Nowadays human resources management plays an important role in managing an 

efficient workforce by getting the right employees to work for the organization. Several 

strategies focus on keeping the right workforces while the plan serving behind this 

strategy is to have a loyal and motivated workforce in order to meet the organization’s 

successfulness. 
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Several literatures showed that work motivation is commonly practiced among 

employees across all the sectors regardless of the organization size either being big or 

small, it is the psychological need for any employees to be appreciated over their efforts. 

There are various types of motivation predictor and generally it could not be the same 

for each employee in the particular department or organization. Employee work 

motivation can be dissimilar due to the number of predictors like individual needs, self-

actualization and self-esteem (Toe, Murhadi & Lin, 2013).  

 

Work Motivation is the power of inspiring employees to act and achieve what they 

desired. Several organizations realized that to stimulating employees is to spend 

adequate work motivation which makes employees more satisfied with their jobs 

(Alhassan, Spieker, Ostenberg, Ogink, Amponsah, & Wit, 2013).  

 

Work motivation carries different practices of challenging and inspiring for each 

employee. Different employee desires for different things, employer must be able to 

understand these differences and support employees to satisfy their desires. Several 

previous studies showed that employees’ work motivation could be arisen by receiving 

incentives in the form of monetary by which they feel that they were supported, as the 

study of Alhassan et al. (2013) found that monetary incentives including the monthly 

salary were the key sources of healthcare employee motivation while A low in 

healthcare workforces’ motivation leads to contribute poor healthcare services; 

healthcare staff impatience to patients, and lack of job satisfaction. Similar to Bennette 
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and Franco (1999), financial rewards were one of the key factors affect motivation of 

work.  

 

However, some empirical studies have increasingly showed that without the complement 

of non-financial rewards, financial rewards alone would not fulfil employee work 

motivation (Lori, Rominski, Gyakobo, Muriu, Kweku & Baffour, 2012). There are many 

other factors as non-financial incentives that inspired employees’ work motivation - for 

example, career development chances and resource availability at the workplace. 

Moreover, workload is one of the most important motivating factors especially among 

employees who work in developing countries where resources and workforces are 

limited (Working together for Health: World Health Report, 2006). Wiwanitkit (2011) 

revealed that employees in private and urban services are more likely motivated by their 

working conditions than those in public and rural services, the most challenge of 

healthcare workforces in rural and isolated areas is higher workloads, work 

environments instability and limited of material resources, these causing them lack of 

motivation and looking for more reasonable working conditions in urban areas. 

 

When refering to some employee as being motivated, it means that the employee is 

trying hard to achieve a certain task. In addition, organizations use different plans to 

motivate employees. Each plan is expected for satisfying the needs of employees. 

However, it is not easy to say which of the work motivation factors is the most proficient 

as each of the factors explains certain effects in dissimilar organizational situations.  
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Although work motivation predictor could not be the same for each employee, it was 

suggested by Miljkovic (2007) the basic work motivation action that all organizations 

need to recognize was to attract and encourage employees to remain; allow employees 

perform their tasks they are employed for, and positively inspire employees to perform 

their tasks. 

 
 
2.2.3 Islamic Workplace Accommodation 

 

Religion faith is one of the most important social foundations that are significantly 

related with human’s mind-set and behaviours. Religion determines respectively the 

impacts to the organization matters including the management and employees’ decisions 

(Rafiki & Wahab, 2014). 

 

Religious diversity is now a social reality in the workplace (Ball & Haque, 2003). Any 

organization faces with a multi-cultural and religious among employees could be 

challenges for the management team to support and fulfil job satisfaction among their 

employees. 

 

Most organizations would agree that a pleasant workforce environment is a productive 

environment; therefore several organizations have gone to put some strategies to ensure 

that their workforces are happy; however one element frequently found to be missed in 

treating with multi-religious organizations is religious accommodation in the workplace 

(Durrani, 2001). 
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As mentioned earlier in background of the study section, this present study revealed that 

there was an issue regard to inadequate religious accommodation at workplace among 

Muslim workforces in Thailand southernmost provinces as some organizations do not 

provide a proper prayer room for their employees, some of them need to pray at rest 

room or even if they need to pray at the fire escape zone (Sutheravut, 2005). This is 

showed that there is still lack of Islamic workplace accommodations offered by some 

organizations in this region. 

 

With regards to Muslim employees, Kelly (2008) described that practicing Islamic in 

workplace deals with a challenge in the recent workplace environment along with the 

spiritual needs, food needs and specifically the dress code of women workforces. The 

study of Ball and Haque (2003) found that the most religious need of Muslims is the 

obligatory prayer five times a day which the prayer is not an informal thing but it has to 

be performed at particular times of the day. 

 

Ball and Haque (2003) further explained that the most argued characteristic of the 

Muslim workforce in the workplace is appearance and attire. Islam proposes both males 

and females behave and dress humbly. For female, Muslim females must wear loose 

fitting, non-revealing the whole body except the face and hands. For males, some 

Muslim males wear a small head covering, called a Kufi. Muslim males also grow a 

beard however it is not compulsory but it is encouraged to do so, and the beard has 

become a character of devotion to the teachings of the Prophet and Muslim brotherhood. 
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Durrani (2001) also explained that employees’ leave for Hajj is one of the most 

important of Islamic accommodations at workplaces. All Muslims are required a 

pilgrimage to Mecca, Saudi Arabia for performing the Hajj at least once in their lifetime. 

The timing of the Hajj is decided by the lunar calendar and takes place roughly two 

months after the end of Ramadan. 

 

As literatures in Islamic Workplace Accommodations are still less developed, hence, 

background information related with workplace accommodations in Islamic perspective 

in the following section is employed. 

 
 
2.2.3.1 Overview of the Basic Principles of Islamic Practices 
 

 
 
According to the scope covered by this study is only captured among Muslim 

employees. Therefore, the basic aspect of Islamic as practiced by its employees is 

provided in this section. 

 

Islam is a social constitution because Islam teaches Muslims in both how to worship and 

how Muslims should behave themselves with others (Tinker, 2004).  

 
 

Islamic practices are identified into the actions of individual’s compulsory obligation 

(Fardhu A’in) and individual’s optional obligation (Fardhu Kifayah). Fardhu A’in 

indicates to the mandatory practices to all Muslims, while to absent them is sinful and 

will be punished by GOD. These include the Islamic five pillars of belief in one God as 
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the sustainer and the prophet Muhammad as the messenger of God, praying five times a 

day, alms Giving (Zakat), fasting during the holy month of Ramadhan, perform Hajj or 

pilgrimage to Mecca in Saudi-Arabia and other practices of obeying Allah by doing 

everything that He appoints and keep away from everything He forbids. However, 

Fardhu Kifayah refers to the practice condition whereby if any Muslim has done the 

practices, other Muslims are not required to do so. For example, attending business 

training to learn Islamic financial strategies where not all Muslims are obliged to learn 

such knowledge. 

 

Islam is a religious which characterized by belief in one God whose exact word was 

received by the prophet Muhammad and codified in the Al-Quran which is regarded as 

the holy book of Muslims. Most important practices and requirements held by Muslim 

employees that may affect workplace include time off for prayers, appearance or dress 

code, fasting, pilgrimage or Hajj, religious holidays and observances, and dietary 

consumptions. Each of the practices will be discussed in the following section;  

 

(I) Time off for prayers 

 

A daily prayer is the second of Islamic pillars. Muslims are obliged by their faith to pray 

five times per day. Rafiki and Wahab (2014) explained that Islam combines religious 

practices of business activities with individual worship. To combine these practices in 

good intention is called an Ibadah (worship).  
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The references from Al-Quran as the guidance on the important of prayers while doing 

trade show as follow; 

 

“[Are] men whom neither commerce nor sale distracts from the remembrance of Allah 
and performance of prayer and giving of zakat. They fear a Day in which the hearts and 
eyes will [fearfully] turn about-”[Al Quran. An-Nur 24:37] 
 

“-That Allah may reward them [according to] the best of what they did and increase 
them from His bounty. And Allah gives provision to whom He wills without account.” 
[Al Quran. An-Nur 24:38] 
 

“Indeed, those who recite the Book of Allah and establish prayer and spend [in His 
cause] out of what We have provided them, secretly and publicly, [can] expect a profit 
that will never perish-” [Al Quran. Fatir 35:29] 
 

“O you who have believed, when [the adhan] is called for the prayer on the day of 
Jumu'ah [Friday], then proceed to the remembrance of Allah and leave trade. That is 
better for you, if you only knew.”[Al Quran. Al-Jumu’Ah 62:9] 
 

And when the prayer has been concluded, disperse within the land and seek from the 
bounty of Allah , and remember Allah often that you may succeed.[Al Quran. Al-
Jumu’Ah 62:10] 
 

“But when they saw a transaction or a diversion, [O Muhammad], they rushed to it and 
left you standing. Say, "What is with Allah is better than diversion and than a 
transaction, and Allah is the best of providers.” [Al Quran. Al-Jumu’Ah 62:11] 
 

 
Durrani (2001) explained that Muslim employees need to perform five time daily 

prayers. Muslim employees can pray at their worksite or any other space where it is 

quiet, clean, and dry. Some organizations may require Muslim employees to pray during 

their break time (Killian, 2007). This is consistent with the study of Wattana (2006) 
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found that organizations may expect Muslim employees to pray during their break times. 

However, it is still important for organizations to consider the time and place of 

employees’ need for their prayers.  

 

Yet it is necessary for employers to take into account on how long an individual 

employee needs to perform prayers. Some Muslim employees may only need to take ten 

minutes for each prayer, and simply pray alone in their room but others Muslim may 

require longer and prefer to pray in congregation especially for Friday prayer which 

compulsory for all Muslim men to perform at the mosque. Organization rule should be 

flexible where employers can consult with their employees about all possible 

alternatives. 

 

According to prayer facilities, organizations are not necessary to make costly for 

religious observance at workplace. Muslim employees may need a place to pray where it 

is clean and noiseless. However, it is good practice for organizations to provide a prayer 

room for Muslim employees. In addition, when organizations are providing prayer 

facilities, they should be aware of the following basis; 

 

(i) Muslim prayer rooms should not display photos, images or statues of 

human or animals.  

 
(ii) Muslim prayer rooms should be clean and quiet. Specifically, if a prayer 

room is placed aside, there could be a notice for employees to remove 

their shoes before entering the room.  
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(iii) The Qiblat (the direction in which Muslims pray) needs to be pointed out 

in the room for those wishing to pray. 

 

(II) Appearance or dress code 

 

Islam determines all Muslims to behave and dress modestly. However, Muslims must be 

judged by their contributions to the community, not by their physical attributes.  

 

Muslim women are required to wear loose-fitting and non-revealing clothing when in 

public. They also need to wear apparel known as Hijab. This apparel may vary in style, 

which typically covering hair, neck and body, except for the face and hands. In addition, 

some Muslim women may possibly wear a face veil. 

 

As Winter (2006) explained the word Hijab derives from the Arabic word “Hajaba” 

which means to cover. Therefore the word Hijab refers to wearing dress modestly which 

in line with Islamic beliefs.  

 

There are several verses in the Al-Quran in which cited the dress and appearance of 

Muslims as follow; 

 

“O children of Adam, We have bestowed upon you clothing to conceal your private 
parts and as adornment. But the clothing of righteousness - that is best. That is from the 
signs of Allah that perhaps they will remember.”[Al Quran. Al-A’raf 7:26] 
 

“O children of Adam, let not Satan tempt you as he removed your parents from 
Paradise, stripping them of their clothing to show them their private parts. Indeed, he 
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sees you, he and his tribe, from where you do not see them. Indeed, we have made the 
devils allies to those who do not believe.”[Al Quran. Al-A’raf 7:27] 
 

“And tell the believing women to reduce [some] of their vision and guard their private 
parts and not expose their adornment except that which [necessarily] appears thereof 
and to wrap [a portion of] their headอcovers over their chests and not expose their 

adornment except to their husbands, their fathers, their husbands' fathers, their sons, 
their husbands' sons, their brothers, their brothers' sons, their sisters' sons, their women, 
that which their right hands possess, or those male attendants having no physical desire, 
or children who are not yet aware of the private aspects of women. And let them not 
stamp their feet to make known what they conceal of their adornment. And turn to Allah 
in repentance, all of you, O believers, that you might succeed.” [Al Quran. An-Nur 
24:31] 
 

“O Prophet, tell your wives and your daughters and the women of the believers to bring 
down over themselves [part] of their outer garments. That is more suitable that they will 
be known and not be abused. And ever is Allah Forgiving and Merciful.”[Al Quran. Al-
Ahzab 33:59] 
 
 
 
The Hijab is not a symbol of Muslim women, but it is a religious duty (Grekova1, 

Kyurkchieva, & Kosseva, 2013). Muslim women who are not allowed to wear Hijab at 

the workplace mean that the organization restricts their right to profess their faith. 

 

Various previous researches found the harassment in employment among Muslim 

employees. As Syed and Pio (2010) conducted a study of the immigrant Muslim women 

in Australia and found that the Hijab was mainly described as a difficulty for Muslim 

women in getting employment. This is similar to the study of Ghumman (2006) various 

organizations in America refused to employ Muslim women wearing Hijab due to 

awkwardness and harassment. While Ghumman and Jackson (2010) found that Muslim 
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women who covered the Hijab received lower expectations of getting job offers than 

Muslim women who did not cover the Hijab. 

 

(III) Fasting 

 

The Prophet Muhammad practically taught Muslims to be balanced and harmonized 

between their worship and work. Muslims need to keep in acts of worship and also need 

to work for earning as Islamic believed that individual’s work is actually a worthy act of 

worship.  

 
 
Fasting is one of the Islamic pillars. Based on the Prophet Muhammad’s indication, 

fasting in Ramadan month is necessitated and should not be used as a reason to ignore 

working for individual’s usual level of commitment. 

 

Ramadan is the ninth month of the Islamic lunar calendar. It is the month in which 

Muslims are required to fast, basically refraining from eating, drinking and smoking 

from break-of-dawn to sunset. 

 

There are several verses in Al-Quran determine the importance of Ramadan month and 

fasting which show as follow; 

 

“O you who have believed, decreed upon you is fasting as it was decreed upon 
those before you that you may become righteous” [Al Quran. Al-Baqarah2:183] 
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On the other hand, illness and the burdens of travellers are exempted from fasting during 

the Ramadan month as shown in the following Al-Quran verses;  

 

“[Fasting for] a limited number of days. So whoever among you is ill or on a journey 
[during them] - then an equal number of days [are to be made up]. And upon those who 
are able [to fast, but with hardship] - a ransom [as substitute] of feeding a poor person 
[each day]. And whoever volunteers excess - it is better for him. But to fast is best for 
you, if you only knew.”[Al Quran. Al-Baqarah2:184] 
 

“The month of Ramadan [is that] in which was revealed the Qur'an, a guidance for the 
people and clear proofs of guidance and criterion. So whoever sights [the new moon of] 
the month, let him fast it; and whoever is ill or on a journey - then an equal number of 
other days. Allah intends for you ease and does not intend for you hardship and [wants] 
for you to complete the period and to glorify Allah for that [to] which He has guided 
you; and perhaps you will be grateful.” [Al Quran. Al-Baqarah2:185] 
 
 

(IV) Pilgrimage or Hajj 

 

Hajj is the last practice in the Islamic pillars. All Muslims are required to go on a 

pilgrimage or Hajj to Mecca, Saudi Arabia at least once in their life time if they are 

physically and financially capable to perform. 

 

Henry, Hayley, Rachel and Earl (2014) indicated that the religious practice of Hajj 

should be accommodated by organizations because it infrequently occurrence. 

Organizations can allocate employees schedule the trip in advance to avoid task 

interruption among colleagues.  
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Some organizations allow their employees to take paid vacation or unpaid leave. 

However, unpaid leave could be considered as religious discriminatory if only religious 

leave is unpaid (Findley, Ingram, & Amsler, 2000).  

 

The following verses are some references which deal with Hajj (Pilgrimage) in the Al-

Quran; 

 

“And proclaim to the people the Hajj [pilgrimage]; they will come to you on foot and on 
every lean camel; they will come from every distant pass -” [Al Quran. Al-Haj22:27] 
 

And complete the Hajj and 'umrah for Allah . But if you are prevented, then [offer] what 
can be obtained with ease of sacrificial animals. And do not shave your heads until the 
sacrificial animal has reached its place of slaughter. And whoever among you is ill or 
has an ailment of the head [making shaving necessary must offer] a ransom of fasting 
[three days] or charity or sacrifice. And when you are secure, then whoever performs 
'umrah [during the Hajj months] followed by Hajj [offers] what can be obtained with 
ease of sacrificial animals. And whoever cannot find [or afford such an animal] - then a 
fast of three days during Hajj and of seven when you have returned [home]. Those are 
ten complete [days]. This is for those whose family is not in the area of al-Masjid al-
Haram. And fear Allah and know that Allah is severe in penalty.[Al Quran. Al-
Baqarah2:196] 
 

However, the Hadith indicated on the exemption of Muslims who are incapable to 

perform Hajj. As the prophet Muhamed has been quoted the saying that “Someone who 

doesn't perform his obligatory Hajj rituals without any severe illness or essential need 

or any other reasons until he dies, he has died as a Jewish or Christian.” 
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(V) Religious holidays and observances 

 

“Eid” in Arabic word means ‘a gathering of a group at any day’ (Mustapha, 2013). “Eid” 

is a religious celebration by Muslims all over the world twice a year. Therefore, there 

would be basically two days of significant religious celebrations on the Islamic calendar. 

The first Eid called “Eidil-Fitri” is celebrated after the end of Ramadan month. The 

second Eid is “Eidil-Adha”, celebrates when finishing the major acts of pilgrimage or 

Hajj. The festivals essentially include congregational prayers, relative visitations, and 

food donation. 

 

A celebration is represented of achievement which it is always a source of satisfaction 

(Pozniak, 2015). Eidil-Fitri and Eidil-Adha is an Islamic religious holidays, while 

celebrating Eid basically requires Muslims to take one day off twice in a year (Stakim & 

Johnston, 2013). This is consistent with the study of Boonlong (2007) indicated that the 

main religious festivals that Muslim employees need to be taking a leave are Eidil-Fitri 

and Eidil-Adha. While leave may also be requested for religious festivals; however, it 

may not be possible to determine dates accurately until it is much nearer the time of the 

festival (Findley et al., 2000).  

 

The word “Eid” appeared in Al-Quran verse and several Hadith as show as follow; 

 

“Said Jesus the son of Mary: “O Allah our Lord! Send us from heaven a table set (with 
viands), that there may be for us – for the first and the last of us – a solemn festival (Eid) 
and a sign from thee; and provide for our sustenance, for thou art the best Sustainer (of 
our needs).”[Al Quran. Al-Ma’idah5:114] 
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While Hadith narrated by Anas bin Maalik [Sunan Abu Dawood - Classed as Sahih by 

Shaykh al-Albaani]said: 

 

“The Messenger of Allah (Sal Allahu Alaihi Wa Sallam) came to Madinah and the 
people had two days when they would play and have fun. He said, ‘What are these two 
days?’ They said, ‘We used to play and have fun on these days during the Jaahiliyyah 
(Days of Ignorance). The Messenger of Allah (sal Allahu alaihi wa sallam) said, ‘Allah 
has given you something better than them, the day of (Eid) Adhaa and the day of (Eid) 
Fitr.’” 
 
 
It was narrated by Aisha in the Sahih Bukhari report that 

 
“Allah's Apostle came to my house while two girls were singing beside me the songs of 
Buath (a story about the war between the two tribes of the Ansar, the Khazraj and the 
Aus, before Islam). The Prophet lay down and turned his face to the other side. Then 
Abu Bakr came and spoke to me harshly saying, "Musical instruments of Satan near the 
Prophet?" Allah's Apostle turned his face towards him and said, "Leave them." When 
Abu Bakr became inattentive, I signalled to those girls to go out and they left. It was the 
day of Eid, and the Black people were playing with shields and spears; so either I 
requested the Prophet or he asked me whether I would like to see the display. I replied 
in the affirmative. Then the Prophet made me stand behind him and my cheek was 
touching his cheek and he was saying, "Carry on! O Bani Arfida," till I got tired. The 
Prophet asked me, "Are you satisfied (Is that sufficient for you)?" I replied in the 
affirmative and he told me to leave.”  
 

While the Hadith narrated by Al-Bara (Sahih Bukhari) indicated on “Eid”day as 

following; 

 

“I heard the Prophet delivering a Khutba saying, "The first thing to be done on this day 
(first day of Eid ul Adha) is to pray; and after returning from the prayer we slaughter 
our sacrifices (in the name of Allah) and whoever does so, he acted according to our 
Sunna (traditions)." 
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(VI) Dietary requirements 

 

Dietary requirements play a significant role in several religions (Thomson, 2015). For 

Muslims, it is the obligation of Halal foods which refer to any foods that are allowed to 

be consumed according to Islamic perception. 

 

The following verses in Al-Quran revealed the importance of Halal consumptions. It 

indicates what Halal (lawful) is and what is Haram (prohibited) among Muslims. 

 
“O you who have believed, eat from the good things which We have provided for you 
and be grateful to Allah if it is [indeed] Him that you worship.” [Al Quran. Al-
Baqarah2:172] 
 
 
“He has only forbidden to you dead animals, blood, the flesh of swine, and that which 
has been dedicated to other than Allah . But whoever is forced [by necessity], neither 
desiring [it] nor transgressing [its limit], there is no sin upon him. Indeed, Allah is 
Forgiving and Merciful.”[Al Quran. Al-Baqarah2:173] 
 

“So eat of that [meat] upon which the name of Allah has been mentioned, if you are 
believers in His verses.”[Al Quran. Al-An’Am6:118] 
 
 
“And why should you not eat of that upon which the name of Allah has been mentioned 
while He has explained in detail to you what He has forbidden you, excepting that to 
which you are compelled. And indeed do many lead [others] astray through their [own] 
inclinations without knowledge. Indeed, your Lord - He is most knowing of the 
transgressors.”[Al Quran. Al-An’Am6:119] 
 

“O you who have believed, indeed, intoxicants, gambling, [sacrificing on] stone alters 
[to other than Allah ], and divining arrows are but defilement from the work of Satan, so 
avoid it that you may be successful.”[Al Quran. Al-Ma’idah5:90] 
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According to the researches on Muslim minorities’ workplaces, the religious 

characteristic of dietary consumptions presented few problems in some workplaces 

(Thomson, 2015). It was found the difficulty to get Halal food whenever having some 

relevant at work (lunch meetings, conferences, social occasions etc.) and it also very 

difficult to get Halal food in restaurants and shops operated in workplaces (Shah, 2013). 

 

The provision of Halal food is basically identified as an important of religious 

accommodation at the workplace. Organizations are not necessary to offer a specific 

dietary but may possibly provide an alternative food which does not create hardship to 

their employees. 

 

Last but not least, the study has reviewed some particular researches conducted in 

Muslim minority country accordingly to the area of study.  

 

The United States of America is one of the most religiously varied countries in the world 

(Kelly, 2008). Borstorff, Cunningham and Clark (2012) investigated on employee 

awareness of the declaration and practice of religious accommodation policies within US 

firms, the result of the study shown that it was 75 percent of no policy reported which 

means employees were unconcerned of a religious workplace accommodation policy, 40 

percent were unaware of a religious harassment policy, 32 percent did not realize if the 

accommodation policy worked while 44 percent unaware if the religious harassment 

policy worked. The study found that various organizations in the US failed to encourage 

the religious accommodation policies, some firms did not concern on the policies seeing 
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as the communication on religious accommodation policies between employers and 

employees was unclear.  

 

However, Ritter (as cited in Kelly, 2008) explained that according to “Civil Rights Act 

of 1964” (US Government 1964), an employer is required to understandably 

accommodate the religious faiths of their employees at workplace which the intensity 

should not create an undue hardship on the business. Kelly (2008) described undue 

hardship is considered as any religious accommodation that would be excessive costly, 

or would primarily break the operation of the business. Kelly further described undue 

hardship is the problem where employer declares it is incapable to offer any reasonable 

accommodation with such hardship at workplace.  

 

In addition, Bennett (2001) found that there was an increasing of immigrants from 

Africa, Asia and the Middle East countries whom are Muslims, Hindus, Buddhists and 

other non-Christian’s believers come to work in the US industries, especially entering 

into technology industry. Many of these newcomers bring religious practices and their 

workplace cultures to the US industry workplaces.  

 

Neal Learner Correspondent of the Christian (2004) found that the most common desire 

for Islamic religious accommodation in workplaces is time off for Muslims prayer and 

dress code for Muslim employees. 

 

In the US, there was lots of issues regard to religious dissimilarities in workplaces. 

According to Ball and Haque (2003) Muslim are growing among the American 
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workforce both in the public and private sectors. Public organizations now need to be 

responsive of the presence of Muslims employees and concerned on how Muslims 

employees will be integrated into their workforces. 

 

However Ali, Liu and Humedian (as cited in Leonce, 2014) found that the number of 

Muslims reported acts of violence and religious discrimination was increasing after the 

September 11, 2001 attacks in the U.S. Seeing that there was an issue due to the 

Muslims dress code in American workforces; Kelly (2008) found the accommodation 

for the dress code requirements is one of the workplace diversity issues in the US. As the 

example of one case happened in 2001, while there was a Muslim female intern was told 

by her superior that she was not allowed to wear Hijab when dealing with customers 

since it was not part of the organization uniform. If she refused to do so, she would be 

reassigned to a position with no customer interaction. She had refused it and she was 

finally reassigned to another department which her salary could be reduced. The 

particular employee actually found that her situation was under the religious 

discrimination however she decided to not adverse any employment action. 
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2.2.4 Thailand Southernmost Conflicts Security Policies 

 

Organizations that promoted safe and security policies to protect their employees 

basically provide opportunities for employees to present a productive job and reach 

organizational success (Hudson, 2012). 

 

Based on the conflicts or unrest situations in Thailand southernmost region, the 

government has been giving a special development grants to set up the security policies 

in the southernmost of Thailand provinces which to ensure that this would put the 

number of conflicts decrease and to protect public safety (Southern Thailand Moving 

towards Political Solution Report, 2009). 

 

Furthermore, in the report of Thailand: The Evolving Conflict in the South (2012) 

described that security efforts have resulted in the militarization of this region. There are 

about 41,000 security forces with 24,000 troops and 17,000 police in the region. 

Paramilitary forces include 18,000 volunteer rangers and 7,000 members of a defence 

corps. This is attempting to protect local people and government officials who were 

most being targeted by the insurgent group.  

 

The government security armed forces have established paramilitary camps in some 

villages while there are numerous military checkpoints and daily army escorts for 

government officials travelling to and from offices (Hasuwannakit & Phrueksanan, 

2014). 
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In addition, according to Human Right Watch Report (2007) during the peak of the 

conflict in 2004 to 2007, several community healthcare centres were burned down and at 

least 60 public healthcare volunteers and staff were killed or injured. These attacks lead 

to reduce the mobility of doctors and other healthcare personnel and further reduced the 

availability of health services in this region. Therefore, the national security forces 

claimed to have military checkpoints in front of healthcare centres due to the bomb 

attacks and several healthcare staff was targeted of the insurgency (Hasuwannakit & 

Phrueksanan, 2014).  

 

The study of Tohdong (2012) indicated that every government officials who work in the 

southernmost of Thailand will be given the monthly risk compensation which offered by 

the Thai government, while affected government officials due to the death or injury 

sustained during the conflict will also be given financial compensation to their families. 

However, the study revealed that both security policy and risk allowance were not 

supported effectively enough to fulfil job satisfaction among workforces in this region 

(Kraonual et al., 2009). 

 

Abuza (2011) stated that in early 2007, almost 9,000 healthcare workers in southernmost 

had proposed to transfer out of the area therefore the Thai government need to operate 

the budget of THB140 million offering 3,000 nursing scholarships to Thai students in 

the southernmost regardless of their religious believe and then obligated them to work in 

the healthcare sector in this region. In 2012, the Thai government also managed several 

graduates in medicine, dentistry, and pharmacology who had received government 

scholarships to positions at the healthcare workplaces located in southernmost provinces. 
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2.2.5 Nature of Work 

 

The nature of an employee’s work is defined as the type of work that employee performs 

(Lewis, 2013). It basically indicates the daily tasks which hold as part of employee’s job 

and also indicates to other non-routine tasks that may be required by the job. Robbins, 

Odendaal and Roodt (2003) defined nature of work as the extent to which the job 

provides an employee with promoting tasks, opportunities for enhancing employee skills 

and learning. While the study of Saari and Judge (2004) found that nature of work often 

called intrinsic job characteristics which include work challenges and scope of job. 

 
 
According to Dias (2012) described the nature of healthcare works were to promote and 

prevent of disease burden with the aim of improving the populations’ health and 

healthcare quality. The main duty of public healthcare is to promote and protect the 

health of populations using knowledge from nursing, public health sciences and social 

(Gebbie & Hwang, 2000).  

 

However, there are varieties of tasks in healthcare work and some tasks are required a 

specific skill (Jaikhodee & Prachusilpa, 2010). Different in position among healthcare 

workers is required different competency. Pillay (2011) explained public health manager 

is the key person to deliver healthcare service. A controlling skill was ranked as the 

important capability among public health managers, followed by organizing skills, self-

management, healthcare skills, planning skills, and legal competencies were placed as 

being relatively less significant.  
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Moreover, Witt and De Almeida (2008) found that healthcare professionals and 

communication skills were recognized as being the most important skill. Nurses should 

develop communication tools in primary healthcare sector to encourage interpersonal 

interaction with community as well as to assure the quality of public healthcare nursing.  

 
Similar to Sistrom and Hale (2006) supported that the collaboration between community 

and public health nurses played an important role in preventing the risk of disease 

outbreaks to the public’s health. Healthcare workers need to have the ability to 

communicate with the public through casual and purposeful contact; in addition, 

healthcare workers could gather and share information to the community through being 

as educator, interviewer or health expert to ensure that the knowledge are carried out 

effectively (Dowding, 2013).  

 

The information and communication technology skill is also one of the important 

competencies which healthcare workers need to manage beside the competency of 

healthcare sciences and community based healthcare services, this is supported by Eley, 

Fallon, Soar, Buikstra and Hegney (2008) who found that the majority of healthcare 

nurses are expected to use information and computer technology during their work 

services.  

 

The skills required by healthcare workforces comprise the need of basic information and 

communication technology (ICT) competencies and the level of this proficiency are 

regarded as the important skill towards quality of healthcare. Dowding (2013) further 

explained that to apply information and communication technology toward healthcare 
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sector is one way to support healthcare system, several of the developed countries are 

concerning with how to distribute high quality healthcare to the population with a 

decreasing number of disease using technology supports. 

 
 
Healthcare workers need information and communication technology skill as a tool to 

access various information sources, to improve healthcare and to communicate across 

boundaries between healthcare and social care, and between other different care 

providers who work in the same organizations. Morris (2004) believed Internet helps to 

access information of healthcare practice and healthcare organizations emphasize the 

need for training in the use of information and communication technology, information 

retrieval as necessary for their professional development. 

 

According to Tulenko, Mogedal, Afzal, Frymus, Oshin, Pate, Quain, Pinel, Wynd, and 

Zodpey (2013) healthcare worker is a key person who has played the role in satisfying 

the need for essential healthcare services. Healthcare systems need to be reached into 

every community including the poorest area and hardest to access. The tasks of public 

health workers run healthcare services and they may face a competency at the 

community level with unexpected challenges (Guo, Hsu, & Lin,2008).  

 

Most employees determine a great deal from their actual work experiences to handle the 

tasks, the study found that every job addresses any challenges and pressures that come 

from each of job assignment. As a healthcare industry, pandemic preparedness and 

planning the retention strategies is very important for healthcare workers since they are 

at high risk of being infected with the illness because of their nature of work (Wong, 
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Wong, Lee, Cheung and Griffiths, 2012). While Witt and De Almeida (2008) explained 

that the healthcare community’s most challenge is to develop a relationship with a 

diversity of relevant groups and organizations. In this context, the study considered that 

different cultures respect is an essential skill for any healthcare workforces when need to 

collaborate with other professionals and communities.  

 

2.2.6 Rewards and Compensation 

 

The concept of rewards in this present study refers to the amount of monetary and non-

monetary, benefits which given to an employee by an employer in return for work 

achieving (Armstrong & Murlis, 2007). While compensation is defined as the money, 

benefits, and rewards of employment (Drafke, 2006) and commonly regard to all forms 

of monetary returns, tangible services and advantages which employees obtain as part of 

an employment relationship (Milkovich & Newman, 2008).  

 

Chen, Lee Wu, and Lin (2010) described that compensation is one of the main functions 

in HR management. The integration of compensation and management strategies allow 

in businesses development as well as the employees’ job satisfaction. Samad (2007) 

believed that compensation cannot be ignored from the employment strategy because 

this factor is significant influence on employees’ job satisfaction, and performance.  

 

The importance of compensation in satisfying economic need of employees could never 

left behind since what employees will hold in his employment relationship is benefit 
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(Salisu, Chinyio, & Suresh, 2015); this has been supported by several researches of job 

satisfaction in organizations. 

 

Jurgensen (as cited in Timothy, Ronald, Nathan, John, & Bruce, 2010) revealed that 

when employees were asked for the reason why they work, money is one of the most 

commonly-cited reasons. According to Miller (2014), the report appeared on SHRM 

surveys of U.S. employees conducted in 2013 showed that financial reward was the top 

rated factor that drove job satisfaction among four generations of employees  

(Millennials, Generation X, Baby Boomers and Veterans). The study found that younger 

employees particularly established their savings to purchase homes and start families. 

 

However, Stinchcomb and Leip (2013) explained that employee salary is not always to 

be concerned as a certain amount of money or financial value of benefits, some 

employees more likely to estimate worth in terms of their reward package is fair and 

suitably matched to their perceived self-value.  

 

De Gieter, De Cooman, Pepermans, and Jegers (2010) explained that apart from 

financial compensations, nurses also consider psychological rewards and believed that a 

pleasure with psychological supportive rewards could influence employees’ attitudes. 

This is consistent with Stilwell, Diallo, Zurn, Vujicic, Adams, and Dal (2004) who 

found that non-financial rewards are important to motivate healthcare employees both to 

do a good job and to continue working in public health services. Stilwell et al. (2004) 

further described the non-financial rewards include training, the chance to work in a 

team, study leave and feedback from supervisors, co-workers and patient.  
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Bloom (2004) further explained that the compensation needs to be bonded with the 

justice and it should not only the financial factor to be taken into consideration however 

psychological, social and moral effects also should be the part of the compensation 

decision. 

 
 
2.2.7 Staff Relations 

 

Staff relations refer to workforce relationships which typically bring assistance and 

understanding in workplace (Fehr, 1996). The study revealed that individual may receive 

guidance, suggestion, or information from workplace colleagues on a variety of work-

related matters such as achieving tasks, and handling issues with colleagues, 

subordinates, supervisors, or clients (Hamilton, 2007). 

 
 
Staff relationships have been considered important for both individuals and 

organizations. According to Dotan (2007), trustful colleagues increase supports which 

facilitate individuals to complete their task and enhance cooperation, hence its lead 

employees gain feelings of comfort and be able to work together more effectively.  

 

Hamilton (2007) revealed that teamwork in workplace share more information and 

experiences about work related problem and teamwork is one of the keys to deliver a 

high quality of healthcare (Chang, Teng, Chu, Chang & Hsu, 2012) therefore a 

cooperation among healthcare workforces is regarded as a means of giving efficient, 

protected and patient care (Dreachslin, Hunt, & Sprainer, 2000).  
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In nursing, a relations among nursing team helps to retain nurses (Shaufeli, Leiter, & 

Maslach, 2009) and also to improve nursing job satisfaction (Murphy & Fridkin, 2004). 

In addition, the collaborative among employees is one of the important keys to lead 

organization achieving their vision and mission. Similar to healthcare organization, 

workforce relationships is the important aspect of sufficient work environments 

(Calendrillo, 2009; Espinoza, Lopez-Saldana, & Stonestreet, 2009). In fact, the 

relationship between nurses is not impact only with nurse to nurse but it relates to other 

included patients and healthcare organization (Moore, Leahy, Sublett, & Lanig,2013).  

 

2.3 Hypotheses Development 
 
 
 
In the present study, the relationships tested are the theoretical link between the 

variables. Here, the present study conjectures how Islamic Workplace Accommodations, 

Work Motivation, Thailand southernmost conflict security policies, Nature of Work, 

Rewards and Compensation, and Staff Relations could influence job satisfaction. And 

also conjectures how Work Motivation mediates the relationship between Islamic 

Workplace Accommodations and Job Satisfaction. 

 

2.3.1 The Relationship between Islamic Workplace Accommodation and Job 

Satisfaction 

 

The relationship between workplace religiosity accommodation and employees’ job 

satisfaction was observed in few empirical studies (Duffy, 2006), although there has 

been a growing interest in studying this relationship. An earlier study conducted by 
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Milliman, Czaplewski, and Ferguson (2003) revealed significant positive relationships 

between certain dimensions of religious accommodation and job satisfaction. Later, a 

few studies have also shown that a higher capacity of religious accommodation offered 

at workplace lead employees experience greater job satisfaction (Pawar, 2009; Kutcher, 

Bragger, Rodriguez-srednicki, & Masco, 2010; Altaf & Awan, 2011). Therefore, 

employees whose religious practices needs are fulfilled tend to be more satisfied with 

their jobs. 

 

As Kutcher et al. (2010) studied to seek the role of religiosity (religious practices, 

beliefs) toward employee’s job satisfaction, the findings showed that religiosity was 

related to employee’s job satisfaction and the relationship among them were positively 

related. Kutcher et al. (2010) further described that some organizations strongly support 

the expression of religion believe at workplace such as hiring chaplains of various 

religious for counselling or providing space for employees to prayer groups which its go 

beyond the legal obligation for employers to offer those religious practice 

accommodations to employees at workplace. 

 

In addition, Ghazzawi, Smith and Cao (2012) suggested that the degree of individual 

religious intensity does have an effect toward job satisfaction. Employees who believe in 

religious faith might be more satisfied on the job than non-religious believe employees, 

and the stronger of the religious faith lead to increase the level of job satisfaction. This is 

similar to Jaramillo (2011) believed that any employees who approach their work as a 

calling are more probable to report higher life satisfaction and job satisfaction than those 

employees who do not.  
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Ghazzawi and Smith (2009) also explained that religious faiths are the value systems 

which the individual’s religious faith could influence employee work attitudes. 

Employees who believe on their faiths might see hard-working work as a way to help 

mankind growth; In Islam, Prophet Mohammed moralized that “hard work caused sins 

to be absolved” (Yousef, 2001) hence it is a powerful motivator for Muslims who work 

to obey God. An employee who perceives work as a means to express their faith will be 

more likely to build an effort to be a good employee. In returns, employers will respond 

positively which leads to increase level of employees’ job satisfaction.  

 

Jaramillo (2011) revealed that religious value significantly impacted life satisfaction and 

job satisfaction but only intrinsic religiousness had a significant relationship toward job 

satisfaction, while extrinsic religiousness did not significantly impact life satisfaction or 

job satisfaction. However, the concept of intrinsic and extrinsic religiousness has been 

explained by Allport and Ross (As cited in Sell, 2000). According to Allport and Ross, 

an extrinsic religiousness characterized those people who view their religion as a tool to 

serve their own desire and using religion as a tool to achieve non-religious goals. People 

who have high external religiousness are possibly to meet social demands rather than 

what religion requires. The study described those who believed on intrinsic religious 

orientation would view his religion with a focus on God rather than the rewards 

obtained. 

 

The study found that it was limited of researches growing to understand the relationship 

between religiosity and job satisfaction in Islamic context, however religiosity factor 

was found to impact what employees want and influence to their job satisfaction level 
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(King, 2008) when organizations offered the religious practices in workplace.   

 

Based on previous empirical studies of the relationship between Islamic Workplace 

Accommodations and Job satisfaction, the following hypothesis is offered: 

 

H1: There is a positive relationship between Islamic Workplace Accommodation and 

Job Satisfaction. 

 

2.3.2 The Relationship between Work Motivation and Job Satisfaction 

 

An expectancy theory which developed by Lawler found that job satisfaction was 

basically arisen by work motivation (Lunenburg, 2011). To determine employee job 

satisfaction basically based on the difference between what employees received and 

what they expected. Therefore, job dissatisfaction possibly happens when employees 

receive less or more than what they were expected.  

 

Furnham and Eracleous (2009) revealed that an employee is satisfied with his work 

basically depends on the occurrence of work motivation. This is similar to the study of 

Teck-Hong and Waheed (2011) work motivation is an important predictor of job 

satisfaction. However, Mullins (2005) argued that job satisfaction is commonly related 

with the motivation but the perceptions of motivator were significantly different with 

satisfied and dissatisfied employees (Harder, Gouldthorpe, & Goodwin, 2014). Job 

satisfaction is more on a feeling or a mind-set which it is state internally with an 

individual feeling of success whereas work motivation persuades how an employee 
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performs on the job. When an employee is motivated, they put effort more on their work 

to get what they expected. 

 

The theory of Maslow determined the basic to build the relationship between work 

motivation and job satisfaction was not easy due to the employee individual feelings 

depends on their personal needs and their respective sensitivity of several aspects which 

probably related to the job in the organization (Benson  & Dundis, 2003). 

 

Borzaga and Tortia (2006) found intrinsic workplace motivation is the greatest influence 

to job satisfaction, whereas employees motivated by extrinsic factor e.g. financial 

incentives and promotion are less significant. Likewise, being satisfied intrinsically will 

lead to improve motivation although those employees are dissatisfied with extrinsic 

factors. This is consistent with the study of Bonenberger, Aikins, Akweongo and Wyss 

(2014) several employees are motivated by career development and work environment 

rather than financial achievement. Lambrou, Kontodimopoulos, and Niakas (2010) also 

indicated that healthcare professionals are likely to be higher motivated by intrinsic 

factors, while satisfaction from work itself was positively related with all motivational 

factors. 

 

The study of Stringer, Didham and Theivananthampillai (2011) further explained that 

intrinsic motivation increases job satisfaction, whereas extrinsic motivation possibly 

decreases job satisfaction among employees who work under the pay-for-performance 

plan.  
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The study revealed that there is a difference on each employee’s motivational needs as 

Boumans, De Jong, and Janssen (2011) found that there is a difference of work 

motivation level between older and younger employees. To remain motivated, older 

employees need to get higher in intrinsic challenging to fulfil their expectation while 

younger employees are motivated as they are offered more on career opportunities. 

 

While the higher level position of employees were seemed to be motivated by 

recognition. Higher position employees basically do not concern much on the career 

opportunities since they have moved pretty high up on the position level, then career 

opportunities among higher level employees are less significant (Kamdron, 2007). 

 

Based on previous empirical studies of the relationship between Work Motivation and 

Job satisfaction, the following hypothesis is offered: 

 

H2: There is a positive relationship between Work Motivation and Job Satisfaction. 

 

2.3.3 The Relationship between Thailand Southernmost Conflicts Security 

Policies and Job Satisfaction 

 

According to the Maslow's hierarchy of human needs, it revealed that to provide safe 

and healthy working conditions lead to fulfill employees’ job satisfaction. However, the 

study found only few empirical studies on how Thailand southernmost conflicts security 

policies impact job satisfaction.  
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The study of Abuza (2011) found that the violence of the conflicts has impacted to 

everyone, particularly officials who live in this area. Most of the workforces feel lack of 

the stability in life security, resulting in loss of concentration on working, produce a low 

quality of work and thus it leads to impact the job satisfaction level among employees. 

 

The study of Klubkong (2009) indicated the positive relationship between risk security 

and welfares toward job satisfaction among officials who work under the conflict risks 

in the southernmost Thailand provinces. In addition, the study of Pikoolngam (2010) 

found negative relationship between the southernmost conflicts and job satisfaction 

among Civil Servants of Soldiers and Polices. The study also found that working 

environment in the southernmost provinces was poor in term of the violence has 

negatively affected the quality of life in the southernmost provinces. As such, the 

conflict contributes to problems in motivating workforces to remain effective in 

working.  

 

The present study found very little researches in the literature was available on the link 

between workplace security policy and job satisfaction, however the study found some 

researches of job satisfaction in countries where facing violence with similar conditions 

to Thailand southernmost region. The study of Steinmetz, Vries and Tijdens (2014) 

revealed that job dissatisfaction has been found to be one of the workplace concerns 

among the middle east regional countries such as Lebanon, Somalia, Liberia, Iran, and 

Afghanistan. The reason could be attributed to the unrest situation in terms of inadequate 

security policy and political instability (Sadeq & Khudair, 2013). The study showed that 

the issue of workforces’ job satisfaction was increasing although organizations tried to 
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develop an effective job satisfaction strategy (Jadoo, Aljuni, Dastan, Tawfeeq, Mustafa, 

Ganasegeran, & AlDubai, 2015).  

 

Based on previous empirical studies of the relationship between Thailand Southernmost 

Conflicts Security Policies and Job Satisfaction, the following hypothesis is formulated: 

 

H3: There is a positive relationship between Thailand Southernmost Conflicts Security 

Policies and Job Satisfaction. 

 

2.3.4 The Relationship between Nature of Work and Job Satisfaction 

 

Several previous research findings suggested that the relationship between nature of 

work and job satisfaction does in fact exist. Previous studies show that nature of work is 

the important factor in determining job satisfaction of employee at work. It is generally 

accepted that the way in which a job is designed has a substantial impact upon the 

attitudes, beliefs and feelings of the job holder. 

 
The study of Saari and Judge (2004) found a positive relationship between nature of 

work and job satisfaction, the study found that several organizations often overlooked on 

the important of the impact of work itself when addressing job satisfaction. In fact, work 

itself found to be one of the most significant factors toward job satisfaction (Kim, 2002). 

This is consistent with the study of Kovach (1995) work itself is one of the significant 

factors toward job satisfaction while any organizations must ensure that work attributes 

need to be interesting and challenging as possible.  
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While the study of Bakotic and Babic (2013) found out that there is a significant 

difference in the level of job satisfaction between employees who work under 

uncomfortable working conditions (at the facility) and employees who work in normal 

working conditions (in the administration). Employees who work under the work shift, 

excessive strained by temperature, noise radiation etc. tend to be less satisfied with 

working conditions than employees who work in normal working conditions. However, 

Rast and Tourani (2012) claimed that job satisfaction can be achieved by employees if 

the task requires sufficient multiplicity and challenges while they can use their own 

skills and abilities to solve a problem.  

 

The explanation for the proposed link between nature of work and job satisfaction 

relates to the fact that the degree of an employee’s job satisfaction derives from the 

nature of an individual’s job values where some employees prefer working as part of a 

group, tend to prefer varied, complex and challenging tasks that allow them utilize their 

abilities and skills (Jex, 2002) but some employees prefer a simple routine task and work 

alone (Onimole, 2015), these show that employees are different. Not every employee is 

looking for a challenging job or a simple routine task. Therefore, the need to understand 

individual’s task is much important to determine employees’ job satisfaction. 

 

Based on previous empirical studies of the relationship between Nature of Work and 

Job Satisfaction, the following hypothesis is developed: 

 

H4: There is a positive relationship between Nature of Work and Job Satisfaction. 
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2.3.5 The Relationship between Rewards & Compensation, and Job Satisfaction 

 

Both public and private organizations believed that the way to increase employees’ job 

satisfaction level is to increase salary and the monetary benefits (Al-Zoubi, 2012). They 

believed that the raise of those benefits will drive employees’ satisfaction. However, 

several studies revealed that the amount of the monetary benefits alone will not increase 

the level of job satisfaction (Brown, Gardner, Oswald, & Qian, 2007; Shields, & Ward, 

2001) since employees will not consider the work as a source of income only but it may 

regard of other cause e.g. promotion and opportunities for career advancement (Shields 

& Ward, 2001) 

 

Several studies found that rewards and compensation package had a significant 

relationship toward employees’ job satisfaction. Archibald (2006) found a positive 

relationship between salary and job satisfaction among nurses. The study further 

explained that besides the satisfaction of tangible rewards, psychological reward via 

patient outcomes and compliments also important for them to produce a better job and 

increase the level of job satisfaction. The statements of patient care reward which 

employees received such as, “I get a hearty ‘thank you’ when my near-death babies go 

home healthy.” or “Just about every day, a coordinator tells me that I am doing a good 

job, and that makes me feel good about what I do”.  

 

The study found that psychological rewards should be considered to be part of 

organization’s approach to dealing with employees management (De Gieter et al., 2010), 
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although they do not involve further monetary investments but they also significantly 

impact on employees’ job satisfaction (De Gieter, De Cooman, Pepermans,& Jegers, 

2008).  

 

In addition, salary and promotion given were sources of job satisfaction among nurses 

(Yaktin, Azoury, &Doumit, 2003). The study of Yaseen (2013) found that job 

satisfaction level could be increased by offering good package of compensation like 

suitable pay, promotional opportunity and recognition. This is similar to the study of 

Ahmadi (2002) revealed that one the most important determinants of job satisfaction 

was rewards and pay.  

 

However, higher level of experienced employees basically had more confidence and less 

concern about pay than younger employees did (Ernst, Messmer, Franco,& Gonzalez, 

2004). Other research indicated that the increasing of salary will only impact to job 

satisfaction among low level income employees but not for the high level employees 

(Al-Zoubi, 2012). 

 

Compensation factor principally was studied as the important components of job 

satisfaction among Healthcare industry in Thailand. Tongpiam (2000) showed that there 

was a negative relationship between job stress and job satisfaction in terms of pay 

among Thai nurses who work at hospitals in Bangkok, Thailand. Furthermore, the 

finding of the study showed that Thai nurses were dissatisfied with their pay and 

opportunities for promotion while most of them satisfied with their co-workers. 
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Additionally, Kunavikitkul (1995) described that professional nurses in Thailand were 

neither satisfied nor dissatisfied with the present pay but were dissatisfied with 

promotion opportunities. While the study of Tyson and Pongruengphant (2004) and 

Takumpunya (2009) found that Thai nurses in public hospital had satisfied with their job 

which the level of satisfaction was increasing, the reason would attribute to the 

improvement in monetary compensation structure and organizational support. 

 

Based on previous empirical studies of the relationship between Rewards and 

Compensation, and Job Satisfaction, the following hypothesis is offered: 

 

H5: There is a positive relationship between Rewards and Compensation,and Job 

Satisfaction. 

 

2.3.6 The Relationship between Staff Relations and Job Satisfaction 

 

Previous sections revealed that job satisfaction can be influenced by some certain 

factors. Nevertheless, various empirical studies showed that staff relation is one of the 

factors that impact job satisfaction. Dols, Landrum, and Wieck (2010) found that staff 

friendliness and support are listed as the most favourable reasons why nurses stay with 

their jobs. In fact, nurses believe that their relations with colleagues also affect their own 

job performance (McNeese & Donna, 2001; Takumpunya, 2009). 
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Previous researches supported that colleague satisfaction and job satisfaction are 

positively related in healthcare industry (Takumpunya, 2009), in fact, nurses’ job 

satisfaction increases when they were advised and supported by their team members and 

had a good relationships with them (Uslusoy & Alpar, 2013). This is similar to the study 

of Kalisch, Lee, and Rochman (2010) teamwork is a perception of employee sufficiency. 

Nurse’s teamwork has been related with the level of job satisfaction which the higher 

level of teamwork among workers leads to increase job satisfaction. 

 

Besides that Bajnok, Puddester, Macdonald, Archibald and Kuhl (2012) described 

healthcare sector are increasingly aware that effective team communication among 

healthcare workers was important for improved patient care. 

 

Effective relationships among staff in organization build up the atmosphere of teamwork 

which increasing job satisfaction among healthcare employees. Jaruseviciene,  

Liseckiene, Valius, Kontrimiene, Jarusevicius and Velez (2013) explained that 

communication is one of the important elements of teamwork among healthcare team. 

The study found that there were two ways of team communication functions which are 

professional communication and relational communication. In fact, professional 

communication refers to information sharing on the activities that have been performed 

among healthcare workers. While relational communication is a communication in terms 

of finding a suitable strategy for dealing with any issues that team members may face 

during work hours. The study found that relational communication seems to affect the 

working atmosphere positively and increases employees’ job satisfaction rather than 

professional communication.  
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Budin, Brewer, Chao, and Kovner (2013) revealed that higher levels of verbal abuse in 

organization lead to decrease in employees’ job satisfaction, less organizational 

commitment and employees would be perceived workplace environments unfavourably. 

Verbal abuse is a poor communication relationship among employees which generally 

understood as the use of verbal expression such as shouting, insulting, shaming and 

threatening between colleagues in workplace and basically arise from many sources 

including peers and superiors (Menendez, Gimeno, Barrientos-Gutierrez, Burau, & 

Felknor, 2012).  

 

The study found that only few studies investigated strategies for resolving poor nurse-to-

nurse relationships. However, the study of Ceravolo, Schwartz, Foltz-Ramos, and 

Castner (2012) and Patterson (2007) had proposed the strategy of providing workshops 

which focused on enhancing awareness and use of the communication techniques to 

avoid negative workplaces atmosphere among colleagues. 

 

The study of Moreau and Mageau (2012) found that employee perceived supervisors’ 

support and colleagues’ support predicts psychological health and also work outcome. 

The study found that the more supervisors and colleagues’ autonomy supportive; the 

more employees’ work satisfaction increased, less psychological distress and intention to 

leave.  

 

In general, employees are looking for help initially from their colleagues whom they 

regard as their equals rather than seeking help from their superiors (Uslusoy & Alpar, 

2013). This is similar to the finding of Harris and Artis (2005) healthcare employees 



80 
 

often worked closely with their colleagues to fulfil their job duties rather than seeking 

help from their superior. Chang et al. (2012) suggested that supervisors need be control 

their emotion because negative temper might decrease in employees’ intention to assist 

co-workers and it surely could affect teamwork. 

 

Aronson (2005) found that staff relations have less impact on psychiatric nurses’ job 

satisfaction rather than the relationships with superior while Allen and Vitale-Nolen 

(2005) believed that respect and honesty in management’s actions were the most 

important factor influencing job satisfaction among psychiatric hospital workers.  

 

Based on previous empirical studies of the relationship between Staff Relations and Job 

Satisfaction, the following hypothesis is offered: 

 

H6: There is a positive relationship between Staff Relationsand Job Satisfaction. 

 

2.3.7 The Relationship between Islamic Workplace Accommodation and Work 

Motivation 

 

Nowadays various organizations are commonly had diversity among their workforces 

such as religious diversity. Therefore, managing the diversity in workplaces could be a 

challenging from human resources standpoint. One of the challenges might be faced by 

organizations is how to manage diverse employees motivation. However, the study of 
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Ali (2009) pointed out that an organization has to recognize the dissimilar needs and 

motivational factors of their workforces. 

 

Religious practices such as attending worship, wearing religious attire or symbols, 

displaying religious objects or other forms of religious expression are impact toward 

employees’ motivation (Bergen & Mawer, 2008). Whereas Borstorff and Cunningham 

(2014) also found that the ability of religious practices in workplace among employee is 

a source of work motivation. 

 
 
In Islam, It is important to understand the Islamic perspective toward Muslim 

employees’ career success because religion and God would impact on Muslim 

employees’ motivation and expectations (Sulaiman, Ahmad, Sbaih, & Kamil, 2014). 

While the study of Ahmad (2009) found that one of the most important factors impact on 

Muslim employee motivation is work itself which is tied with an act of Ibadah or the 

worship of God.  

 
 
The study of Sav, Harris, and Sebar (2013) believed that when employer gives a 

freedom for their Muslim employees to practice their own religious roles at workplace, it 

would generate positive motivator that ultimately enriched their work.  

 
 
Hayati and Caniago (2012) found that Islamic Work Ethics (IWE) is significantly and 

positively related to intrinsic motivation among Muslim employees. In addition, Sa-U, 

Nik Ab. Rahman, and Nordin (2008) explained that Islamic work ethics (IWE) is the 
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form of Islamic expectations with respect to employees’ activities at work which 

includes his duty, effort, collaboration and social relations. Hence, those Muslims who 

practice Islam in workplaces tend to be more dedicated to their organizations, motivated 

toward their work and probably more satisfied with their jobs (Yousef, 2001). The study 

of Yousef (2001) also found that employees in an Arab culture with the practice of Islam 

tend to be more motivated to work hard and that would be a source of satisfaction 

among those employees. 

 

Based on previous empirical studies of the relationship between Islamic Workplace 

Accommodation and Work Motivation, the following hypothesis is offered: 

 

H7: There is a positive relationship between Islamic Workplace Accommodation and 

Work Motivation 

 

Previous studies also showed that work motivation contributed as a mediating role in 

affecting the relationship between Islamic Work Ethics and job satisfaction (Zaman et 

al., 2013). In other words, to increase employee job satisfaction through Islamic Work 

Ethics, work motivation should be determined.  

 

Zaman et al. (2013) found three direct relationships between Islamic Work Ethics and 

job satisfaction, Islamic Work Ethics and work motivation, and work motivation and job 

satisfaction. All the direct relationships were significantly positive related with each 

other and the mediating variable of work motivation showed partial relationship. 
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Since there was a theoretical support within the existing research of the mediating role 

of work motivation to examine only the relationship of Islamic workplace 

accommodation towards job satisfaction, therefore others independent variables in this 

present study (e.g. Thailand southernmost conflict security policies, nature of work, 

rewards and compensation, and staff relations) are not shown. 

 

Based on previous study of the mediating role of Work Motivation towards the 

relationship of Islamic Workplace Accommodation and Job Satisfaction, the following 

hypothesis is offered: 

 

H8: Work Motivation mediates the relationship between Islamic Workplace 

Accommodation and Job Satisfaction. 

 

2.4 Underpinning Theory: Social Exchange Theory 

 

Several theories have been applied to explain the concept of job satisfaction, and social 

exchange theory is one of them. This study is placed within the social exchange context 

because this theory strongly expresses the nature of work relationship between two 

parties i.e. organization (employer) and employee.  

 

In the perspective of social exchange theory, when an organization offers supportive 

working conditions which ensure its build employees satisfied, an extra effort to conduct 

a productive task tends to be returned as a means of reciprocity for their organization 

(Flynn, 2005). 
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According to the theorist’ practice, Blau (1964) exchange theory tried to heighten 

Homans’s perception of the economic basis of social exchange. Blau proposed social 

exchange takes place when “an individual is attracted to another if he expects 

associating with him to be in some way rewarding for himself, and his interest in the 

expected social rewards draws him to the other” (p. 20). 

 

Social exchange theory includes a series of interactions that create obligations 

(Cropanzano & Mitchell, 2005), the study found that feeling an obligation is important 

because it requires employees to return favourable accomplishment received from their 

organizations (Eisenberger, Armeli, Rexwinkel, Lynch, & Rhoades, 2001). 

 

Blau (1964) explained that social exchange theory requires trust, both organization and 

employee must belief that the obligations of the other party will be fulfilled in the future. 

Trust has to be concerned in the exchange relation, as Blau revealed “Typically, 

however, social exchange relations evolve in a slow process, starting with minor 

transactions in which little trust is required because little risk is involved and in which 

both partners can prove their trustworthiness, enabling them to expand their relation and 

engage in major transactions. Thus the process of social exchange leads to the trust 

required for it in a self-generating fashion” (p. 454). 

 

In recent years, Social exchange theory has explained in some organizational research 

contexts as it presents the conceptual underpinnings for understanding employees’ job 

satisfaction (e.g. Chiu & Ng, 2013; Ahmad& Omar, 2014). 
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Similar to the present study, it is proposed in this study that several factors, i.e., religious 

accommodation at workplace, security policies, nature of work, rewards and 

compensation, and staff relations should have a positive impact on employees’ job 

satisfaction. The present study employs Social exchange theory to develop these 

hypotheses. As the theory emphasizes that when individuals benefit from other entities, 

they are basically obligated to reciprocate (Cropanzano & Mitchell, 2005). Based on this 

relationship, the study proposed that employees who gained benefit or support which 

provided by organizations would perform task in a positive way for the benefit of 

organizations. In addition, being able to gain benefit and support offered by 

organizations would influence employees to return in the form of good work attitudes 

and more likely to increase the level of job satisfaction. The study revealed that this 

interchange process delivers satisfaction when individuals obtain fair returns from the 

relationships (Eisenberger et al., 2001). 

 
 
2.5 Supporting Model and Theories 

 

The basic support model and theories for this research include Herzberg’s Two Factor 

Theory, Maslow’s Hierarchy of Needs, and the mediating role of Intrinsic Motivation 

between Islamic Work Ethics and Employee Job Satisfaction. 

 

Herzberg’s Two Factor Theory is one of the theories which the study has focused on. 

The theory provides a framework for understanding the relationship between work 

motivation and satisfaction with work. Herzberg believed that attitudes which impacts 

work can be examined by two elements. First element consists of motivators which 
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strong impact toward job satisfaction had called Motivation factors. Another element 

called Hygiene factors which do not necessarily tend to increase the level of job 

satisfaction, but whose absence can create job dissatisfaction. 

 

Maslow's hierarchy of needs is one of the job satisfaction models, it is illustrated in the 

shape of a pyramid with the basic levels of needs placed at the bottom and the need of 

self-actualization is placed at the top. The theory explained that employee can’t be 

fulfilled by higher level need unless the basic needs are satisfied.  

 

The study also reviewed on the mediating role of Intrinsic Motivation between Islamic 

Work Ethics and Employee Job Satisfaction due to the research problems faced by 

Islamic Workplace Accommodation. This theory has explained on how religious 

practices impact employees’ job satisfaction. 

 

The following section is discussed in details each of the theories applied in this study;  

 

2.5.1 Herzberg’s Two Factor Theory: Frederick Herzberg (1959)  

 
 
Frederick Herzberg's Two Factor Theory is another theoretical model of job satisfaction 

(Gawel, 1997). Herzberg believed that human has two types of needs, one related to the 

avoidance of harm or pain and another one related to the need of psychological growth. 

Figure 2.1 shows work conditions relate to satisfaction of the desire for psychological 

growth was referred as “motivation factors” while work conditions which related to 

dissatisfaction caused by discomfort or pain was referred as “hygiene factors”. 
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Therefore the motivation factors relate to job satisfaction and hygiene factors relate to 

job dissatisfaction (Shafritz & Ott, 2001).  

 

According to Herzberg (1968), there is a vital dissimilarity between a lack of job 

satisfaction and job dissatisfaction. The reverse of job satisfaction is a lack of job 

satisfaction, not job dissatisfaction. The opposite of job dissatisfaction is not job 

satisfaction, but it is the conception of having no dissatisfaction. 

 

(I) Motivation factors 

 

The motivation factors were determined as “responsibility”, “achievement”, 

“recognition”, “advancement” and “work itself”. The motivation factors lead to positive 

psychological satisfaction and they challenge employees to grow, work harder, and 

devote them to the organization commitment. According to the theory, the lack of these 

factors does not impact toward job dissatisfaction but it effects to the lack of job 

satisfaction (Shafritz & Ott, 2001). 

 

The motivator factors relate to job satisfaction since they are intrinsic elements of 

promoting job satisfaction. According to the study of motivation factors by Chen (2005), 

if employees could get recognition for achievement, being interested in their work, given 

responsibility then they could grow and improved their work which they would be 

motivated. 

 

 



88 
 

 

(II) Hygiene Factors 

 

According to Chen (2005), job dissatisfaction arises when the hygiene factors are neither 

present nor adequate. The hygiene factors included “company policy and administration 

practices”, “supervision”, “salary”, “interpersonal relations”, “working conditions”, 

“status”, “job safety” and “benefits”. These factors refer to the job perspective and 

considered as supporting factors. They do not directly impact an employee’s motivation 

to work however they influence the level of the employee’s job dissatisfaction. They 

cannot encourage psychological growth and human being development but they might 

be referred as supporting factors. 

 

 

 Herzberg’s motivators  Herzberg’s hygiene factors 

 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Figure 2.1 
Herzberg’s Two Factor Theory 
Source:  Mondy and  Flippo, 1983 
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2.5.2 Maslow’s Hierarchy of Needs: Abraham Maslow (1943) 

 

According to Benson and Dundis (2003) the Maslow’s Hierarchy of Need model 

introduces the concept for understanding the needs of the individual and workforces. 

Hierarchy of needs is the basic approach to establish a pattern of human needs. The key 

of Maslow’s Hierarchy of Need or Maslow’s theory of human motivation is a hierarchy 

of five need categories which are “physiological needs”, “safety and security needs”, 

“social needs”, “esteem needs” and “the need for self-actualization” (Maslow, 1969). 

Maslow’s need hierarchy is depicted in Figure 2.2.  

 

Based on the Maslow’s Hierarchy of Needs, a person’s needs are organized in a 

hierarchy from the lower level physiological needs to the higher level needs for self-

actualization however the physiological needs are the highest priority needs. The study 

of Gambrel and Cianci (2003) indicated that based on the Maslow’s Hierarchy of Needs, 

employees can’t be fulfilled by the higher level needs unless the basic needs are 

satisfied.  

 

Figure 2.3 shows the examples of how needs can be satisfied followed by Maslow’s 

higher order needs concept. Maslow theorized that in every human being there must be 

hierarchy of needs existed, while the individual wants additional on personal recognition 

and opportunities for personal growth generally placed at the higher level needs.   
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Figure 2.2 
Maslow’s Hierarchy of Need Model 
Source:  Masuthon, 2003 
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      Maslow’s Hierarchy Examples of how needs can be satisfied  
 

Self-actualization needs 

Demanding work creativeness; chances for 
personal growth and advancement 

 

 
Esteem needs  

Title and job commitment; honour and 
appreciation for work done; skilled 
management; rewards as related to status; 
worthy facilities 
 

 
Social needs 

Sociable associates; managed employee 
activities such as sport clubs and parties 

 
 
 
                    Safety needs 

Utility programmes such as insurance and 
retirement plans; job safety; healthy 
working conditions; knowledgeable, 
reliable and fair leadership. 
 

 
               Physiological needs 
     
    Pay, benefits, working conditions 
 
 
 
 

Figure 2.3 
Maslow’s Hierarchy of Needs and how needs are satisfied 
Source:  Mondy and Flippo, 1983 

 
 

Figure 2.4 shows the comparison between the theory of Maslow’s hierarchy of needs 

and Herzberg’s two factor theory. Herzberg classified job factors as either job 

Realizing one’s 
potential growth 

using creative talents 

Achievement, 
recognition and status 

Love, belonging, 
affiliation, acceptance 

Protection against 
danger, freedom from 

fear, security 

Survival needs: air, 
water, food, clothing, 

shelter and sex 



92 
 

satisfaction or job dissatisfaction. Job satisfactions take into an actual job and serve as 

motivating factors. Job dissatisfaction refers to environmental aspects toward the job and 

it serves as hygiene factors. While Maslow believed each motivating need which fulfil 

job satisfaction must be achieved in a sequence.  

 

The study of Dunn (2001) described that both Maslow’s hierarchy of needs and 

Herzberg’s two factor theory indicated employee necessity of the first attaining of basic 

level needs before getting the higher-level needs. 
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              Maslow’s hierarchy                  Herzberg’s motivators 

Self-actualization needs 

        

        

Esteem needs  
 
 
 
 
 

Social needs 
 
 Herzberg’s hygiene factors 

 
 
 
                    Safety needs 

 
 
 
 

 
 
              Physiological needs 
     
     
 
 
 

 

         Figure 2.4 
         Comparison between Maslow and Herzberg Theory 
         Source:  Mondy and Flippo, 1983 
 
 
 
To understand how employees feel towards their job will facilitate organizations 

management to be aware of what motivates their employees. When an employee meets 

the job motivating factors, higher level of job satisfaction is basically more rewarded. If 
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an employee is not hold by motivating factors, the result is lack of job satisfaction. 

When an employee is not influenced by the hygiene factors, job dissatisfaction will be 

greater. Whereas an employee who is influenced by hygiene factors does not necessarily 

produce a high level of job satisfaction but an employee is having no job dissatisfaction. 

 

Work itself is the example of job conditions which impact work motivation. According 

to Herzberg’s theory, work itself is referring to intrinsic factor whereas extrinsic factor is 

driven by the organizational environment and social aspects. Therefore, factors that are 

influenced to the job are those that impact motivation and enhance job satisfaction level. 

 

Organization is suggested to emphasize aspects of work itself in order to create or 

improve job satisfaction level. Baysinger (2004) explained that Herzberg's theory 

believed work itself is one the most influential factors to improve job satisfaction level 

since it is the basic work tasks to provide daily fulfilment. This probably matches 

Maslow’s hierarchy of needs theory which to understand works task in early stage will 

most likely satisfying the need to feel worthy. 
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2.5.3 The Mediating Role of Intrinsic Motivation between Islamic Work Ethics 

and Employee Job Satisfaction 

 

The study of Sulaiman et al. (2014) pointed out that the traditional motivational theories 

such as Maslow’s Hierarchy of Needs and Herzberg's Two Factors Theory are not 

studying the whole concept of human motivation. One most important element is 

missing in their theory which is the spiritual facet of motivation. Ali (2009) argued that 

to fulfil the employees’ spiritual needs is very important for any organizations to 

recognize, especially for Muslim employees practices required in the workplace.  

 

According to Figure 2.5, Zaman et al. (2013) studied on Islamic Work Ethic (IWE) and 

job satisfaction; Rokhman and Hassan (2012) defined The Islamic Work Ethic as the set 

of moral values which differentiate right from wrong in the Islamic perspective and the 

Islamic Work Ethic guides Muslim employees’ behaviour in workplaces. Yousef (2001); 

Ali, Khan, Mushtaq, Khan, and Naqvi (2013); Rokhman and Hassan (2012) explained 

that the concept of the Islamic Work Ethic (IWE) is based on the Al-Quran, the sayings 

and practices of Prophet Mohammed which the Al-Quran encourages humans to gain 

skills, commit to work, avoid laziness and misuse of time in unproductive activity. 

 

The study of Zaman et al. (2013) examined the mediating factor of Intrinsic Motivation 

between Islamic Work Ethic (IWE) and employees’ job satisfaction. The study found 

three direct relationships which are IWE had positively correlated to Intrinsic 

Motivation, IWE had positively correlated to employees’ job satisfaction and Intrinsic 

Motivation had positively correlated to employees’ job satisfaction. All the relationships 
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were significantly related with each other and lastly, the study found that Intrinsic 

Motivation mediated the relationship between IWE and employees’ job satisfaction.  

 

 

 

 

 

 

Figure 2.5 
The mediating role of Intrinsic Motivation between Islamic Work Ethics and Employee 
Job Satisfaction 
Source: Zaman et al. (2013) 

 
 

Zaman et al. (2013) further explained that Intrinsic Motivation or work motivation is a 

motivation of an individual from internally rather than from any external reward such as 

salary or bonus. Intrinsic Motivation happens when individual employee gets motivation 

from the nature of his work or from the feeling of satisfaction when completing on a 

duty. 
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CHAPTER 3 

METHODOLOGY 

 
 
3.1 Introduction 

 

This chapter explains how the study was practically carried out in terms of research 

methodology toward addressing the research questions and the research objectives 

outlined in the first chapter. This chapter is organized as follows: early section illustrates 

the conceptual framework, indicates research design, population and sampling, and data 

collection procedure. Then followed by measurement of variables, questionnaire design, 

pilot test study and finally the techniques of data analysis. 

 
 
3.2 Conceptual Framework 

 
 
This conceptual framework is adapted to this study context and research interest from 

the literature reviews. In particular, the study intends to examine the relationships 

between Islamic Workplace Accommodation, Work Motivation, Thailand 

Southernmost Conflict Security Policies, Nature of Work, Rewards and Compensation, 

and Staff Relations toward Job Satisfaction. As the justification for mediator is shown 

in previous study, the present study also investigated the role of Work Motivation as a 

mediator between the relationship of Islamic Workplace Accommodation and Job 

Satisfaction. The conceptual framework can be diagrammed as shown in Figure 3.1 
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Figure 3.1 
     Conceptual Framework 
 
 
Based on the above diagram, it is proposed that Islamic workplace accommodation and 

job satisfaction could directly or indirectly impact job satisfaction through work 

motivation. In the proposed direct link, the assumption was when employees perceive 

favourably the implementation of Islamic workplace accommodation, Thailand 

Southernmost Conflict Security Policies, Nature of Work, Rewards and Compensation, 

Staff Relations at work, they will be more likely to increase job satisfaction level. It is 
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also hypothesized that the favourable perceptions of employees’ Islamic workplace 

accommodation will make the employees motivated, and it also will transform into high 

level of job satisfaction.  

 

3.3 Research Design 

 

A research design is a specifying plan of how to carry a study; it generally involves a 

number of methodological process and analysing the needed information (Sekaran, 

2003). 

 

This study is conducted as an explanatory research because it tests hypotheses in order 

to confirm relationships between variables of interest (Sekaran, 2003). In this context, 

the study intends to examine the relationship between Islamic Workplace 

Accommodation and Job Satisfaction through the mediating effect of Work Motivation. 

Moreover, the study also examines the relationship between Thailand Southernmost 

Conflict Security Policies, Nature of Work, Rewards and Compensation, and Staff 

Relations toward Job Satisfaction.  

 

The type of investigation under this study is correlational as the study does not intend to 

test cause-and-effect relationship, but it attempts to examine the relationship between the 

variables. The extent of researcher interference has been warranted with a minimum 

interference and normal flow of work therefore the research is in non-contrived settings.  
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In this study, a survey method was conducted across twelve districts Public Health 

offices under the Pattani Public Health Centre. Due to the time and cost limitation of 

present study, the study needs to be carried at a single point in time hence this present 

study was considered as a cross-sectional study. The time spent for the data collection 

was approximately three months while Muslim public health employees in Pattani 

province were taken as unit of analysis and the responses of each individual were 

considered as a data source in this study. 

 
 
3.4 Population and Sampling 

 

Population is defined as the entire group of people, events, or records that hold the 

desired information and answer the measurement questions (Cooper & Schindler, 2008). 

In this study, the population was defined as 657 Muslim public health employees in 

Pattani province. As discussed earlier in the scope of the study section, Pattani public 

health centre consists of twelve districts public health offices. These districts are Muang 

Pattani, Saiburi, Maikaen, Kapo, Mayo, Yaring, Kokpho, Nongjik, Yarang, Panarae, 

Toongyandaeng, and Maelan and the number of the population in this study as shown in 

Table 3.1.  
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Table 3.1 
Number of Muslim public health employees in Pattani province in 2014 

Name of Districts Number of Muslim public health employees 

Muang Pattani 62 

Saiburi 69 

Maikaen 24 

Kapo 34 

Mayo 50 

Yaring 90 

Kokpho 79 

Nongjik 68 

Yarang 69 

Panarae 49 

Toongyandaeng 31 

Maelan 32 

Total 657 

          Source: Pattani Public Health Centre Internal Database (Received June, 2015) 

 
 
3.4.1 Sample Size and Sampling Design 

 

Sampling refers to the method of selecting an appropriate number of elements from the 

given population; the explanation of sample’s properties basically would represent such 

characteristics for the whole population (Sekaran, 2003). 

 
One of the methods for determining sample size is Krejcie and Morgan's (1970) 

sampling table (Bartlett, Kortlik, & Higgins, 2001). According to Krejcie and Morgan 

(1970), a population size of 657, the sample size should be 242 samples. 
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When sampling from a population, the sampling design need to be concerned. In this 

study, probability sampling method was selected. Probability sampling is based on the 

procedure of random sampling selection, which each element in the population has an 

equal chance of being selected as a subject in the sample (Singleton & Straits, 2005). 

 

Moreover, the sampling technique of cluster sampling was employed. In this study, the 

clusters considered were the twelve districts public health offices in Pattani province. 

Muslim public health employees are similar to each other in terms of backgrounds and 

jobs performed. Therefore, the cluster sampling was an appropriate sampling technique 

to be used to achieve the research objectives in this study. 

 

A cluster sampling technique in this study involves in several steps as follows: 

 
I. Define the population. The population is all Muslim public health employees in 

Pattani province. The population size as indicated in Table 3.1 is 657. 

II. Define the sample size. The sample size of 242 was determined based on 

 Krejcie and Morgan's (1970).  

III. Define a logical cluster. The logical cluster in the present study was twelve 

public health district offices in Pattani province. Hence there are 12 clusters.  

IV. An average number of sample elements per cluster were estimated by dividing 

the sample size of 242 employees by the number of clusters (i.e. 12 district 

public health offices). This result is 20.1 employees (elements per cluster).  

V. This means that one district public health office needs to be randomly selected 

by choosing about 20 Muslim employees per public health offices. The study 
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found that there should be another two samples to complete the sample size of 

242 therefore the extra of one public health district office will be selected 22 

employees in this study. However the researcher was also prepared the survey 

with extra respondents for each office, the detail is discussed in following data 

collection procedure section. 

 

3.5 Data Collection Procedure 

 

The study conducted a job satisfaction survey (Appendix A) among Muslim public 

health employees in Pattani province. As such, a self-administered questionnaire was 

distributed to the respondents by helping from the public health management team in 

each district of Public health offices in Pattani province. As targeted sample size was 

242 respondents however the researcher were also prepared the survey with 5 extra 

respondents for each office. Therefore the total of questionnaire was distributed to 302 

(242+60) respondents. 

 

The questionnaire was combined by the public health management team in each district 

of Public health offices and returned to the researcher. The total of 293 responses was 

returned with 23 uncompleted responses hence there were 270 useful questionnaires 

however the sample size was only 242 therefore it was not affect with the study.  
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3.6 Measurement of variables 

 

The variables in this study were operationalized from the previous studies. The 

dependent, independent, and mediating variables were estimated through reflective 

measures which were adopted and adapted from previous literatures and a total of 43 

scale items, 8 items for demography were used to measure under this study. The 

measurement of the variables is explained in the following sections. 

 

3.6.1 Islamic Workplace Accommodation 

 

Islamic Workplace Accommodation in this study is considered as the practice in which 

employers make a good effort to give a reasonable accommodation for Muslim 

employee (Borstorff & Arlington, 2011; Hayati & Caniago, 2012). This is in line with 

Sa-U et al. (2008) explained that Islamic work ethics (IWE) is the form of Islamic 

expectations with respect to Muslim employees’ activities at work which includes his 

duty, effort, collaboration and social relations. 

 

The measure used in the present study was the scale adapted from Borstorff and 

Arlington (2011). A total of five items were used to measure Islamic Workplace 

Accommodation as shown in Table 3.2. 

 
 
 

 
 

 
 



105 
 

 Table 3.2 
Items of Islamic Workplace Accommodation 
 

Items  

1 The organization has a definite policy regarding my religious 

holiday (Eidilfitri-Eidiladha Celebration). 

2 The organization has policies in place regarding my dress code 

including Hijab covering and a long loose fitting garment for 

female while Muslim male can wear a small head covering and 

grow a beard. 

3 The organization holds special events involving food and drink 

which accommodate religious and ethical needs of Muslim 

employees (Halal Food). 

4 The organization holds holiday events, and takes into account of 

Muslim employees when planning workshops, meetings, trips, 

etc. 

5 The organization provides a proper room to perform my prayer. 
          Source: Borstorff and Arlington (2011) 

 

The questionnaire items developed by Borstorff and Arlington (2011) were not focused 

in any religious, it rather explains workplace religious accommodation in general 

meaning on a Likert scale ranging from 1 (strongly agree) to 6 (strongly disagree) and 

no option for ‘neither agree nor disagree’ was given.  

 

Some modifications to the items were made to ensure that participants could relate the 

items well. Since the questionnaire items were not focused in any religious, it generally 

explains workplace religious accommodation therefore to ensure that the measurement is 

suited with the participants in this study; Islamic accommodation was then added in 

questionnaire item. For example, the original sentence “My company has policies in 
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place regarding my dress code” was replaced by “The organization has policies in place 

regarding my dress code including Hijab covering and a long loose fitting garment for 

female while Muslim male can wear a small head covering and grow a beard.” And the 

word of “company” was replaced by “organization” 

 

3.6.2 Work Motivation 

 

In the present study, the term of Work Motivation was operationalized as the power that 

drive employee to deal with some actions to accomplish some goals (Bermanet al., 

2010). This is similar to Vroom (1964) work motivation was defined as the force that 

drives employee to perform a particular action to achieve personal and his organization 

goals. 

 

Work Motivation is measured through eight items which developed by Saleem, 

Mahmood and Mahmood (2010) with a five Likert scale ranging from Strongly Agree; 

Agree; Somewhat agree; Somewhat Disagree; and Strongly Disagree.  
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A total of eight items were used to measure Work Motivation as shown in Table 3.3. 

 
Table 3.3 
Items of Work Motivation 

Items  

1 I expect more quality in my own work. 

2 I take fully responsible on my work. 

3 The work I do is interesting. 

4 I arrive at the office on time and do not leave early. 

5 I am confident on my abilities to succeed my task objective. 

6 

 
 

7 

I always attend trainings to improve my own skills and 

competencies. 

I have a mentor who keeps me alerted and motivated to my work. 

8 I often think about work issues when I am at home. 

          Source: Saleem et al. (2010) 

 
 
3.6.3 Thailand Southernmost Conflict Security Policies  

 

Thailand Southernmost Conflict Security Policies refer to the security risk policies in 

place regarding the daily violence include bomb attacks and shooting which occurred in 

the southernmost provinces of Thailand. 

 

This policy includes extra rewards payable to officials who work during the unrest 

situation (Tohdong, 2012). The policies also refer to the risk security and welfares to 

protect officials who work under the conflict risks in the southernmost Thailand 

provinces (Hasuwannakit & Phrueksanan, 2014).  
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The measure used in the present study was the scale adapted from Noonkliang (2009). A 

total of six items were used to measure Thailand Southernmost Conflict Security 

Policies as shown in Table 3.4. 

 

 Table 3.4 
 Items of Thailand Southernmost Conflict Security Policies 

Items  

1 There is an atmosphere of co-operation among staff during the 

unrest situation. 

2 There is a risk management plan prepared by the organization 

during the unrest situation. 

3 My workload is consistent with working hours while it is under 

the unrest situation. 

4 There is an effective security practices at workplace to 

accommodate during the unrest situation. 

5 There is a sufficient manpower to handle the increased workload 

during the unrest situation. 

6 I am satisfied with the extra pays received during the unrest 

situation. 

          Source: Noonkliang (2009) 
 

Some modifications to the items were made to ensure that participants could relate the 

items well. The prior questionnaire items developed by Noonkliang (2009) were study 

among military forces in the southernmost region, therefore the items which related with 

military welfare such as controlling centre, volunteer rangers and defence corps was not 

covered in the present study.  
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3.6.4 Nature of Work  

 

In this study, Nature of Work refers to the tasks, skills, and abilities required for 

employees to perform daily (Robbins et al., 2003). It generally defined as the type of 

work that employee performs (Lewis, 2013). 

 

The measure used in the present study was the scale adopted from Jaikhodee and 

Prachusilpa (2010). A total of eight items were used to measure nature of work as shown 

in Table 3.5. 

 
Table 3.5 
Items of Nature of Work 

Items  

1 My work requires connecting and serving a community. 

2 There are varieties of tasks in my work 

3 My work requires a specific skill. 

4 My work requires learning something new. 

5 My skill and knowledge are improved by the tasks I do. 

6 My work requires a creative plan. 
7 My work requires very high level of concentration 

8 I can express an idea/comment based on the subjects related to 

my work. 

          Source: Jaikhodee and Prachusilpa (2010) 
 

The items in the prior study were measured with a five Likert scale ranging from 

Strongly Agree; Agree; Somewhat agree; Somewhat Disagree; and Strongly Disagree. 

The use of this instrument was considered to be appropriated as it was reported to have 

an internal consistency of 0.96 (Jaikhodee & Prachusilpa, 2010).  
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3.6.5 Rewards and Compensation 

 

Rewards refers to the amount of monetary and non-monetary, benefits which given to an 

employee by an employer in return for work achieving (Armstrong & Murlis, 2007). 

While compensation refer to the money, benefits, and rewards of employment (Drafke, 

2006) and commonly regard to all forms of monetary returns, tangible services and 

advantages which employees obtain as part of an employment relationship (Milkovich & 

Newman, 2008).   

 

The measure used in the present study was the scale adopted from Takumpunya (2009). 

A total of nine items were used to measure rewards and compensation as shown in Table 

3.6. 

 
Table 3.6 
Items of Rewards and Compensation 

Items  

1 I am satisfied with the medical expenses claim benefits offered. 

2 I am satisfied with overall benefits that organization offered. 

3 I am satisfied with overall benefits that organization offered. 

4 I am satisfied with the retirement plan offered. 

5 My salary is sufficient to meet my expenses 

6 I am satisfied with the recognition and rewards for my 

outstanding. 
7 My salary is appropriate with my job responsibilities. 

8 An annual salary adjustment is suitable with my cost of living. 
9 I have an equitable salary when compared to other people in 

other organization. 

Source: Takumpuny(2009) 
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Rewards and Compensation was measured in the prior study with a five Likert scale 

ranging from Strongly Agree; Agree; Neutral; Disagree; and Strongly Disagree. The use 

of this instrument was considered to be appropriated as it was reported to have an 

internal consistency of 0.91 (Takumpuny, 2009). 

 

3.6.6 Staff Relations 

 

Staff Relations refers to working relationship between colleagues (Longo & Sherman, 

2007) and cooperation among workforces (Dreachslin et al., 2000).  

 
In this study, Staff Relations is measured through four items developed by Takumpuny 

(2009). All of four items were used to measure Staff Relation as shown in Table 3.7. 

 

Table 3.7 
Items of Staff Relations 

Items  

1 I have a good working relationship with my colleagues. 

2 My colleagues and I work as a team. 

3 I feel comfortable with my colleagues. 

4 I think my colleagues are being sincere to me. 

Source: Takumpunya (2009) 
 

The items in the prior study were measured with a five Likert scale ranging from 

Strongly Agree; Agree; Neutral; Disagree; and Strongly Disagree. The use of this 

instrument was considered to be appropriated as it was reported tohave an internal 

consistency of 0.91 (Takumpuny, 2009). 
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3.6.7 Job Satisfaction 

 

Job Satisfaction refers to overall feelings of employees toward their job (Robbins, 2005) 

similar to Kaliski (2007) defined job satisfaction as a workforces’ feeling of 

achievement on their job, and it is known to be closely related to productivity and 

personal well-being (Jaidee, 2007). 

 

The measurement of Job Satisfaction was through three items developed by Jaidee 

(2007) as shown in Table 3.8. The use of this instrument was considered to be 

appropriated as it was reported to have an internal consistency of 0.96 (Jaidee, 2007). 

 

Table 3.8 
Items of Job Satisfaction 

Items  

1 I am happy with my job. 

2 In general I am satisfied with my job. 

3 If I could choose the career again I would make the same 

decision. 

Source: Jaidee (2007) 
 

The study found that the standard staff satisfaction is typically rated on a five point 

Likert scale (Bhatnagar, Srivastava, Singh, & Jadav, 2011) therefore the scale items in 

this present study are adopted from the study of Diener, Emmons, Larsen and Griffin 

(1985) with a ranking from 1 (Strongly Disagree), 2(Disagree), 3(Neutral), 4(Agree) to 

5(Strongly Agree). 
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3.6.8 Demographic Variables 

 

In addition to the above items, the first section in the questionnaire form is the 

demographics background which respondents were asked for their general background 

such as gender, age, family status, education background level, salary, position and 

period of working experience in current work. All the demographic variables were 

measured based on categorization. 

 

3.7 Questionnaire Design 

 

The questionnaire is designed to accomplish the objectives of the study. The present 

study used 43 items to develop the questionnaire for the use of data collection. The items 

were arranged in different sections of the questionnaire. Specifically, there were two 

sections in the questionnaire outline. The first section is the demographics background 

which respondents are asked for their general background such as gender, age, family 

status, education background level, salary, position and period of working experience in 

current work. Basically, the study does not include the demographic characteristics as 

the objective of research however it is to present an overview of the composition of the 

sample therefore it will have a better understanding about respondents and results drawn. 

 

In the second section, questions related to the various variables including independent 

variables (Islamic Workplace Accommodation, Thailand Southernmost Conflicts 

Security Policies, Nature of Work, Rewards & Compensation, Staff Relations), 

Mediating Variable (Work Motivation) and Dependent Variable (Job Satisfaction).  
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In addition, the introduction letter was also attached to indicate purpose of the study, 

selection of the participants, and confidentiality. The study found that the introduction of 

survey instruction for social research was important as it indicates the respondents 

consent to participate in the study (Sobal, 1984).   

 

The following Table 3.9 shows the summary of the questionnaire design. However, the 

sample of the questionnaire for both in English and Thai versions is shown in the 

appendix A. 
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 Table 3.9 
        Summary of the Questionnaire Design 

 
Variables     

 
No. of Items 

 
Items 

 
Section A: Demographics 

  

 
Gender 

 
1 

 
     Section A: Item 1 

 
Age 

 
1 

 
     Section A: Item 2 

 
Marital status 

 
1 

 
     Section A: Item 3 

 
Education achievement 

 
1 

 
     Section A: Item 4 

 
Salary per month (BAHT) 

 
1 

 
     Section A: Item 5 

 
Position 

 
1 

 
     Section A: Item 6 

 
Level of the position 
 
Period of working in current position 

 
1 

 
1 

 
     Section A: Item 7 

 
     Section A: Item 8  

 
 
Section B: Independent Variables, Mediator and Independent Variable 
 
 
Islamic Workplace Accommodation 

 
 
          5 

 
 
Section B: Item 1-5 

 
Thailand Southernmost Conflict 
Security Policies 

 
          6 

 
Section B: Item 6-11 

 
Nature of Work 

 
          8 

 
Section B: Item 12-19 

 
Rewards and Compensation 

 
          9 

 
Section B: Item 20-28 

 
Staff Relations 

 
          4 

 
Section B: Item 29-32 

   
Work Motivation 
 
Job  Satisfaction 
 

          8 
 

          3 

Section B: Item 33-40 
 
Section B: Item 41-43 
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3.7.1 Translation of Questionnaire 

 

As the respondents were Thai who basically understand English not very well therefore 

the questionnaire was prepared in Thai. As some original items (Islamic Workplace 

Accommodation and Work Motivation) were developed in English therefore they had to 

be translated into Thai before they were administered to the participants. 

 

To ensure that the Thai texts were equivalent to the original text, assistance from a 

certified academic expert translator office was obtained. Once the translated version was 

obtained, back to back translation was managed by the academic expert from public 

university in Thailand who was proficient in both the English and Thai languages to re-

translate the Thai version into the English version. The back translation into English 

from Thai showed no significant deviations from the original version of the English 

language.  

 
 
3.8 Pilot Test 

 

Pilot test is used to conduct a preliminary test of data collection tools and processes to 

analyse and eliminate an error (Arain, Campbell, Cooper, & Lancaster, 2010). It allows 

the study to make change correctively or modify before collecting real data from the 

target population. This study uses pilot test to conduct a preliminary test whereby initial 

questionnaires were sent to 32 respondents to obtain their feedback. Pilot test gives a 

chance for the researcher to improve towards instruments and to ensure that proper 

questions are being asked and the data will be compiled appropriately. 
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In this study, a pilot test was conducted mainly to assess the validity and reliability of 

the instruments. Validity and reliability test are common used in quantitative research 

(Golafshani, 2003). However, Phelan and Wren (2005) explained reliability is necessary 

to be tested but it alone is not sufficient, it also needs to be valid. Phelan and Wren 

(2005) further explained that validity test refers to how fit a test measures what it is 

purported to measure.  

 

This study conducts Content Validity Test (Index of Item Objective Congruence, IOC) 

approach which developed by Rovinelli and Hambleton in 1977 to indicate the experts 

evaluate on the degree to which the content of the questionnaire item is measuring the 

intended objective of the study (Turner & Carlson, 2003). The result is an index rating 

from –1 to +1 for each questionnaire item as shown in Table 3.10. 

 

        Table 3.10 
        Index of Item Objective Congruence 

Index Rating Explanation 

-1 It is interpreted by an expert that the questionnaire item is 

clearly does not measure the objective. 

0 It is interpreted by an expert that the questionnaire item is 

unclear or unsure. 

+1 It is interpreted by an expert that the questionnaire item is 

clearly measure the objective. 

       Source: Turner and Carlson (2003) 
 

 
Based on the IOC approach (Turner & Carlson, 2003), there must be at least three 

experts who need to evaluate by giving the IOC rating on each questionnaire item. If the 
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total value of IOC rating is higher than 0.5, the test is acceptable in term of validity due 

to its congruence between the test and objectives or content, but if it is lower than 0.5, 

the test is unacceptable because of the lack of congruence. 

 

For this study, there were 2 experts from human resource field in Thailand public 

university and 1 expert from human resource field in Malaysia public university had 

evaluated on questionnaire item; the total value of IOC for each questionnaire item in 

this study was over than 0.5 (Refer to appendix B) therefore the instrument is considered 

being valid. 

 

According to Tavakol and Dennick (2011), it could be noted that the instrument 

reliability is strongly related with the validity. The instrument will be only valid when it 

is reliable; on the other hand, the instrument reliability does not commonly depend on its 

validity. 

 

Reliability test is used to find the consistency of the data measurement; it shows the 

degree of instrument to which measures the same score in each time with the same 

condition and the same test (Phelan & Wren, 2005). One way to estimate the reliability 

is to use internal consistency (Weiner, 2007).  

 

Internal consistency estimates reliability by using “Cronbach’s alpha” (α), the higher 

degree of Cronbach’s alpha means the higher of the instrument reliability estimated. 

According to George and Mallery (2003) and Kline (1999) indicated that using 

Cronbach's alpha is an accepted rule for measuring internal consistency, and the 
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following table 3.11 is shown the internal consistency measurement developed by 

George and Mallery (2003). 

 

        Table 3.11 
                    Internal Consistency Measurement 

 
Cronbach's alpha 

 
Internal consistency 

 
 
α ≥ 0.9 

 
Excellent 

 
0.8 ≤ α < 0.9 

 
Good 

 
0.7 ≤ α < 0.8 

 
Acceptable 

 
0.6 ≤ α < 0.7 

 
Questionable 

 
0.5 ≤ α < 0.6 

 
Poor 

 
α < 0.5 

 
Unacceptable 

 
 

 

       Source: George and Mallery (2003). 

 
The results of pilot test of this study were shown in Table 3.12. It showed the reliability 

coefficients (Cronbach's alpha) of the variables were between 0.73 and 0.97 (Refer to 

Appendix C). Hence, the measures of variables in this study were reliable, it is also 

considered acceptable because none of the Cronbach's alpha value less than 0.5. 
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         Table 3.12 
         Reliability Test of the Instruments 

 
Variables                                      Items 

 
 

 
            Cronbach’s Alpha 

 

 
Islamic Workplace 
Accommodation 
 
Thailand Southernmost Conflict 
Security Policies 

 
5 

 
 
    6 

 
0.82 

 
 

0.77 
 
 

0.73 
 

0.97 
 

0.90 
 

0.76 
 

0.84 

 
Nature of Work 
 
Rewards and Compensation 

 
 8 

 
    9 

 
Staff Relations 

 
4 

 
Work Motivation 

 
8 

 
Job Satisfaction 

 
3                    

 
 

 

 
 

3.9 Techniques of Data Analysis 

 

Data was analysed using several statistical methods based on research questions and 

objectives. It was processed using SPSS20 for descriptive analysis and inferential 

analysis was conducted using SEM. 

 

Descriptive statistics are a statistical process which researchers use to describe the 

population or sample of studying (Crossman, 2014). Descriptive statistics help 

researchers to measure data frequency including mean, median, and mode of the data 

and they will describe the data in the form of table and graph. In this study, data on the 
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demographic characteristics is analysed by using descriptive statistics. Demographic 

data include gender, age, religion, marital status, education level, salary, position, level 

of position, and period of working experience on current position of the respondents. 

Lastly, descriptive Statistics calculates each variable in this study to identify how fit of 

each variable predicts to other variables. 

 

Inferential statistics is another technique used for making inferences of the data 

(Crossman, 2014). This statistic techniques use data of sample, and result of sample 

analysis indicated or represented as population. In this study, data analysis was 

conducted based on SEM through Smart PLS 3.0 software. 

 

PLS-SEM approach is used in this study for the following reasons; 

 

(i) This technique puts less demand with respect to the sampling distribution and 

sample size (Chin, 1998; Hair, Ringle, & Sarstedt, 2011).  

(ii) It is used for causal predictive analysis, exploratory in nature (Hair et al., 

2011).  

(iii) It can be used to analyse the model that has both reflective and formative 

variables (Chin, 1998; Hair et al., 2011).  

(iv) It can be used to model the relationships with a number of indicators and 

constructs (Hair et al., 2011).  

(v) PLS-SEM assumes that explanation of all the observed measured variance is 

useful and accounts for measurement error (Hair etal., 2011). 
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CHAPTER 4 
 

DATA ANALYSIS AND FINDINGS 

 
4.1 Introduction 

 
In this chapter, the findings of the study are presented. It presents the report of the results 

of descriptive statistics and data analysis which was conducted by using the structure 

equation modelling approach. There are several sections covered in this chapter starting 

with response rates followed by data screening in the second section. The next section 

deals with the profiles of participants involved in this study and followed by the 

descriptive statistics results of the variables. Finally the evaluation of PLS-SEM and 

results of the hypotheses testing are presented. 

 
4.2 Response rates 

 
The present study was conducted among Muslim public health employees in Pattani 

province, Thailand. A total number of 302 questionnaires were distributed to the 

participants. Out of 302 of the questionnaires distributed, 293 were returned, yielding a 

response rate of 97.01 percent. However, 23 questionnaires had to be discarded because 

the participants did not complete most sections of the questionnaire; this was following 

the recommendation of Sekaran (2003). Finally, 270 usable questionnaires remained, 

however the sample size of present study was only 242 therefore there were 28 

questionnaires needless in this study. Table 4.1 shows the summary of the overall 

response rate for this study. 
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Table 4.1  
Summary of Response Rates 
Public Healthcare 
Districts 

Distributed Return Usable Unusable Response 

Rate 

Muang Pattani 25 25 23 2 92% 

Saiburi 25 22 22 - 88% 

Maikaen 25 25 25 - 100% 

Kapo 25 25 19 6 76% 

Mayo 25 25 25 - 100% 

Yaring 27 26 23 3 85% 

Kokpho 25 23 23 - 92% 

Nongjik 25 25 19 6 76% 

Yarang 25 24 22 2 88% 

Panarae 25 25 22 3 88% 

Toongyandaeng 25 23 23 - 92% 

Maelan 25 25 24 1 96% 

Total 302 293 270 23 89.40% 
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4.3 Data Screening 

 

It is important to initially check the data set for anything missing before starting to 

analyse the data. The data screening process requires checking for errors, finding and 

correcting missing values in the data file. According to Sekaran and Bougie (2010) 

missing data can occur in different situations as respondents unable to understand 

questions, or difficulty in answering, or lack of willingness to answer. 

 
In terms of the descriptive findings, the results show there is no any errors outside the 

sort of possible values for a variable. Moreover, the study also tests for assessing 

normality, outlier detection and common method variance in the following section. 

 
4.3.1 Normality Test 

 
Normality test is one of the statistical analysis tools to examine the sampling distribution 

is normal (Elliott &Woodward, 2007). The study uses skewness and kurtosis values to 

refer the shape of the distribution. Positive value of skewness shows a positive skew, 

negative value of skewness shows a negative skew. While positive value of kurtosis 

shows a distribution which is peaked (leptokurtic) and negative value of kurtosis shows 

a distribution which is flatter (platykurtic). The distribution is exactly normal if value of 

skewness and kurtosis is zero.  

 
Table 4.2 shows that all the variables in this study indicate to be closed to normal 

distribution considering the model introduced by George and Mallery (2010) of 
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skewness values within ± 7 and kurtosis values within ± 2. However, the results show 

that all of the variables indicate a negative skew while only a kurtosis positively value of 

Work Motivation, Thailand Southernmost Conflict Security Policies, and Nature of 

Work indicate a distribution which is peaked. 

 

Table 4.2 
Results of Skewness and Kurtosis  

 

 Variables 
Skewness Kurtosis 

Statistic Std. Error Statistic Std. Error 
Islamic Workplace 
Accommodation 

 
-.444 

 
.156 

 
-.285 

 
.312 

 
Work Motivation 

 
-.531 

 
.156 

 
.570 

 
.312 

Thailand Southernmost 
Conflict Security Policies 
 

 
-.248 

 
.156 

 
.215 

 
.312 

Nature of Work 

Staff Relations 

Rewards and Compensation 

Job Satisfaction 

-.240 

-.205 

-.252 

-.001 

.156 

.156 

.156 

.156 

.361 

-.112 

-.420 

-.162 

.312 

.312 

.312 

.312 

 

4.3.2 Outlier Detection 

 
Outlier detection aims to observe a deviate conform from other observations among 

sample. The boxplot of the sample of 242 with no missing value applies in this study. 

Table 4.3 shows the number of the scale distribution consists of the extremes 

(Maximum, Minimum), the median, and the quartiles (Q1, Q2, Q3) of the variables. 
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Table 4.3 
Results of Variables Distribution 

 Max Min Median Q1 Q2 Q3 

Islamic Workplace 
Accommodation 

 
5 

 
3 

 
4.20 

 
4.0 

 
4.20 

 
4.8 

Work Motivation 5 2 3.75 3.5 3.75 4.00 

Thailand 
Southernmost 
Conflict Security 
Policies 

 

 
5 

 

 
2 

 

 
3.5 

 

 
3.13 

 

 
3.5 

 

 
4.0 

Nature of Work  5 3 4.25 4.13 4.25 4.63 

Rewards and 
Compensation 

 
5 

 
1 

 
3.33 

 
2.78 

 
3.33 

 
3.78 

 
Staff Relations 

 
5 

 
2 

 
4.00 

 
3.75 

 
4.00 

 
4.50 

Job Satisfaction 5 2 4.00 3.33 4.00 4.00 

 

The boxplot in Figure 4.1 graphically represents the distribution of Islamic Workplace 

Accommodations. A line across the boxplot reveals the median of 4.2, and 25 percent of 

data greater than 4.8 while 25 percent of data lower than 4. The boxplot detects only 1 

mild outlier of this variable which is number 114.  
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Figure 4.1 
The Boxplot of Islamic Workplace Accommodation 

 

 
The boxplot in Figure 4.2 shows the distribution of Thailand Southernmost Conflict 

Security Policies. The median of this variable is 3.5 and 25 percent of data greater than 4 

while 25 percent of data lower than 3.13. For this variable, there are 4 mild outliers 

include 1, 78, 161 and 163.  

 

 

 
 
 
 
 
 
 
 
 
 

    Figure 4.2 
    The Boxplot of Thailand Southernmost Conflict Security Policies 
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Figure 4.3 graphically reveals the distribution of Nature of Work. A line across the 

boxplot shows the median of 4.25, and 25 percent of data greater than 4.63, while 25 

percent of data lower than 4.13. The boxplot detects only 1 mild outlier of this variable 

which is number 98.  

 

 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
Figure 4.3 
The Boxplot of Nature of Work 

 
Figure 4.4 reveals the distribution of Rewards and Compensation. A line across the 

boxplot shows the median of 3.33, and 25 percent of data greater than 3.78 while 25 

percent of data lower than 2.78. This variable has none of any outlier. 
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. 

Figure 4.4 
The Boxplot of Rewards and Compensation 

 
 
Figure 4.5 graphically shows the distribution of Staff Relations. The boxplot shows the 

median of 4, and 25 percent of data greater than 4.5 while 25 percent of data lower than 

3.75. The boxplot detects 3 mild outliers of this variable which are 114, 168 and 180.  

 

 

 
 
 
 
 
 
 
 
 
 
 

Figure 4.5 
The Boxplot of Staff Relations 
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The boxplot in Figure 4.6 represents the distribution of Work Motivation. A line across 

the boxplot indicates the median of 3.75, and 25 percent of data greater than 4 while 25 

percent of data lower than 3.5. There are 3 mild outliers in this variable consist the 

number 109, 115 and 180.  

 

  Figure 4.6 
 The Boxplot of Work Motivation 

 
Figure 4.7 shows the distribution of Job Satisfaction. The median is 4 and 25 percent of 

data greater than 4.5 while 25 percent of data lower than 3.33. The boxplot detects 

various mild outliers under the minimum value includes number 13, 62, 112, 177, 206 

and there are mild outliers over the maximum value includes number 196, 213, 223, and 

234.  
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Figure 4.7 
The Boxplot of Job Satisfaction 

 
4.3.3 Common Method Variance 

 
Common Method Variance (CMV) is the observation technique to find significant bias 

in the measurement instrument. Harman’s single factor test is one of the techniques to 

determine common method variance. According to Harman single factor, the percentage 

of first component indicates more than 50 percent of variance; it explains common 

method bias (Eichhorn, 2014). 

 
The following Table 4.4 shows the value of Eigenvalues which indicates the variance of 

8.497. The first component of variance is 8.497/43 = 0.1976 (19.76 percent) which is 

less than 50 percent of variance, therefore the variance accounted acceptable.  
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Table 4.4 
Results of Common Method Variance  

Component Eigenvalues Percent of variance 

1 8.497 19.76 

     *Total components: 43 

 
4.4 Profile of Participants 

 
Demographic characteristics are facts about the makeup of a population. It’s useful to 

consider the possible areas diversity of respondents. In this study, data on demographics 

is analysed by using descriptive statistics. The total numbers of participants were 242. 

 
Table 4.5 depicts the profile of the participants of the study, who were selected among 

Muslim public health employees in Pattani province, Thailand. The demographic profile 

characteristics include Gender, Age, Marital status, Education achievement, Salary, 

Position, Level of the position and Period of working experience. Results indicated that 

female participants represented a slightly higher percentage of the total sample (78.9%) 

when compared to male respondents (21.1%). With regards to age, the participants were 

relatively young: the majority of them were 26-33 years old. The participants were 

mainly married (68.6%) and only 28.9% of them were single, while a small percentage 

were divorced. With regards to education, the participants were generally educated 

where more than half of the participants possessed a first degree (78.9%). Others either 

had a diploma (18.2%) or a master's degree (2.9%). The results indicated that majority of 

participants (53.3%) earned between 10,001 Baht – 20,000 Baht, only 3.3% of 

participants earned 40,001 Baht or more. The majority of participants (39.3%) were 
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attached in the professional level, 35.5% of participants were under the experienced 

level. Most of them had been working in the organization for 1-5 years, only 0.4% 

respondent has been working for 36 years or over. 

 
Table 4.5 
Profile of participants of study 
Items Frequency Percentage 

Gender:   

Male 51 21.1% 

Female 191 78.9% 

Age:   

18-25 29  12% 

26-33 107  44.2% 

34-41 42 17.4% 

42-49 37 15.3% 

50 or above 27 11.2% 

Marital Status:   

 Singled 70 28.9% 

Married 166 68.6% 

Divorced 5 2.1% 

Widowed 1 0.4% 

Education Level:   

Diploma 44 18.2% 

First Degree 191 78.9% 

Master 7 2.9% 

Salary of the respondents:   

10,000 or less 10 4.1% 
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Table 4.5 (Continued)   

 Items Frequency Percentage 

10,001-20,000 129 53.3% 

20,001-30,000 51 21.1% 

30,001-40,000 44 18.2% 

40,001 or more 8 3.3% 

Position:   

Public Health Officer 155 64% 

Healthcare Nurse 87 36% 

Position Level:   

Operational level 32 13.2% 

Practitioner level 23 9.5% 

Experienced level 86 35.5% 

Professional level 95 39.3% 

Senior Level 6 2.5% 

Period of working experience 

1-5 79 32.6% 

6-10 63 26.0% 

11-15 23 9.5% 

16-20 22 9.1% 

21-25 22 9.1% 

26-30 22 9.1% 

31-35 10 4.1% 

36 or above 1 0.4% 
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4.5 Results on Descriptive Statistics of the Variables  

 
 
Descriptive statistics are calculated to each variable in order to identify the numbers that 

are used to summarize and describe data (Crossman, 2014). The descriptive statistics 

table shows the mean which refers to the average score of data while the standard 

deviation refers to the average level to which score deviates from the mean (Sekaran & 

Bougie, 2010). 

 

Table 4.6 presents the mean and standard deviation for the independent variables 

(Islamic Workplace Accommodation, Thailand Southernmost Conflict Security Policies, 

Nature of Work, Rewards and Compensation, and Staff Relation), the mediator which is 

Work Motivation and the dependent variable which is Job Satisfaction. In this study, the 

variable of Nature of Work scored the highest mean value which is 4.33 and the lowest 

mean value is 3.25 for Rewards and Compensation. 

 
    Table 4.6 
    Descriptive statistics of the variables 

Variable Mean Std. Deviation 
 

 Islamic Workplace Accommodation 4.28 0.53 

Work Motivation 3.73 0.41 

Thailand Southernmost Conflict Security Policies 3.45 0.61 

Nature of Work 4.33 0.36 

Rewards and Compensation 3.25 0.70 

Staff Relations 4.10 0.62 

Job Satisfaction 3.77 0.66 
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4.6 Evaluation of PLS-SEM Results: Assessment of Measurement Model 
 
 
To assess the measurement model as shown in Figure 4.8 in this study, individual item 

reliability, internal consistency reliability, convergent validity and discriminant validity 

were determined using PLS 3 (Hair, Hult, Ringle, & Sarstedt, 2016; Henseler, Ringle, & 

Sinkovics, 2009). 

 

Figure 4.8 
Measurement Model 
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4.6.1 Individual Item Reliability 

 

In the present study, Individual items reliability was assessed by observing the outer 

loadings of each variable measurement (Hair, Hult, Ringle, & Sarstedt, 2014). Following 

the rule of thumb for retaining items with loadings between 0.40 and 0.70 (Hair et al., 

2014), it was found all the items retained have reported loadings ranging from 0.502 to 

0.918 (refer to Table 4.7 and Figure 4.8). 

 

4.6.2 Convergent Validity 

 

Convergent validity is determined by examining the composite reliability, loadings and 

average variance extracted (AVE) (Gholami et al., 2013). As reported from Table 4.7 

below, each construct has achieved an acceptable loadings (refer to Table 4.10), 

composite reliability (CR) of the entire variable were all higher than 0.7 and average 

variance extracted (AVE) is above 0.5 as recommended by Hair et al. (2014) (refer to 

Table 4.7). 
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Table 4.7 
Loadings, Composite Reliability and Average Variance Extracted 
 Constructs Items Loadings AVE CR 
Thailand Southernmost Conflict  Conflict2 0.669  0.563  0.865 
 Conflict3 0.701     
 Conflict4 0.727     
 Conflict5 0.812     
 Conflict6 0.829     
Islamic Workplace Accommodation Islamic1 0.807  0.607  0.885 
 Islamic2 0.836     
 Islamic3 0.728     
 Islamic4 0.796     
 Islamic5 0.722     
Job Satisfaction Js1 0.918  0.607  0.707 
 Js2 0.906     
 Js3 0.783     
Nature of Work NW1 0.652 0.557  0.789 
 NW6 0.779    
 NW7 0.799    
Rewards and Compensation Salary1 0.751  0.518 0.905 
 Salary2 0.794   
 Salary3 0.772    
 Salary4 0.612    
 Salary5 0.808    
 Salary6 0.670    
 Salary7 0.738    
 Salary8 0.773    
 Salary9 0.502    
Staff Relations Stff1 0.810  0.774  0.932 
 Stff2 0.883     
 Stff3 0.917     
 Stff4 0.906     
Work Motivation WM1 0.818 0.536  0.821 
 WM2 0.707     
 WM3 0.736     
 WM4 0.658     
Note: AVE = average variance extracted   CR= Composite reliability 
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4.6.3 Discriminant Validity 

 

The discriminant validity is the extent to which items measure distinct concepts. In this 

study, discriminant validity was assessed following the Fornell and Larcker (1981) 

criterion by comparing the square root of the AVE with the correlations among 

constructs (refer to Table 4.8). As shown from Table 4.8, the square root of the AVEs 

(values in bolded) on the diagonals were greater than the corresponding row and column 

values indicating the measures were discriminant. In addition to Fornell and Larcker 

(1981) criterion, The HTMT ratio was tested as this criterion is viewed to be a more 

reliable criterion for assessing discriminant validity than the Fornell–Larcker criterion 

(Henseler, Ringle, & Sarstedt, 2015). The HTMT criterion in the present study indicates 

that discriminant validity is achieved. The highest correlation found is between Thailand 

Southernmost conflict security and rewards and compensation 0.606, which is within the 

conservative yardstick of 0.85 (Henseler et al., 2015) as presented in Tables 4.9. 

Therefore, both the two types of validity in the present research were achieved. 

 
Table 4.8 
Fornell-Larcker Criterion 
   1 2 3 4 5 6 7 
1 Islamic Workplace 

Accommodation 
0.779             

2 Job Satisfaction 0.266 0.871           
3 Nature of Work 0.275 0.342 0.746         
4 Rewards and Compensation 0.190 0.426 0.108 0.719       
5 Staff Relations 0.354 0.430 0.426 0.207 0.880     
6 Thailand Southernmost Conflict  0.082 0.384 0.186 0.531 0.157 0.750   
7 Work Motivation 0.263 0.252 0.252 -0.024 0.122 0.115 0.732 
Note: Diagonals (in bold) signify the average variance extracted whereas the other entries represent the squared 
correlations 
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Table 4.9 
Heterotrait-Monotrait Ratio (HTMT) 
  1 2 3 4 5 6 7 
1 Islamic Workplace 

Accommodation 

              

2 Job Satisfaction 0.307             

3 Nature of Work 0.368 0.457       

4 Rewards and Compensation 0.244 0.468 0.213      

5 Staff Relations 0.401 0.476 0.568 0.246     

6 Thailand Southernmost 

Conflict Security Policies 

0.175 0.446 0.258 0.606 0.225    

7 Work Motivation 0.313 0.309 0.367 0.153 0.176 0.156   

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 



141 
 

Table 4.10 
Cross Loadings 
 Items Islamic 

Workplace 
Accommodation 

Job 
Satisfaction 

Nature 
of 
Work 

Rewards and 
Compensation 

Staff 
Relations 

Thailand 
Southernmost 
Conflict 
Security 

Work 
Motivation 

Conflict2 0.208 0.247 0.264 0.290 0.252 0.669 0.073 
Conflict3 -0.009 0.195 0.161 0.274 0.177 0.701 0.076 
Conflict4 -0.055 0.304 0.082 0.483 0.012 0.727 0.067 
Conflict5 0.091 0.295 0.081 0.387 0.070 0.812 0.084 
Conflict6 0.076 0.359 0.144 0.492 0.125 0.829 0.123 
Islamic1 0.807 0.269 0.263 0.146 0.352 0.053 0.204 
Islamic2 0.836 0.206 0.192 0.127 0.319 -0.032 0.187 
Islamic3 0.728 0.249 0.166 0.232 0.256 0.146 0.144 
Islamic4 0.796 0.138 0.242 0.131 0.225 0.022 0.105 
Islamic5 0.722 0.142 0.207 0.102 0.198 0.108 0.321 
Js1 0.300 0.918 0.317 0.431 0.424 0.383 0.241 
Js2 0.164 0.906 0.312 0.405 0.431 0.334 0.199 
Js3 0.233 0.783 0.260 0.245 0.232 0.276 0.225 
NW1 0.136 0.172 0.652 -0.003 0.275 0.057 0.152 
NW6 0.135 0.285 0.779 0.089 0.281 0.233 0.107 
NW7 0.325 0.285 0.799 0.127 0.394 0.099 0.299 
Salary1 0.127 0.328 -0.010 0.751 -0.021 0.301 -0.018 
Salary2 0.029 0.354 0.018 0.794 0.064 0.288 -0.083 
Salary3 0.101 0.288 0.096 0.772 0.056 0.265 -0.087 
Salary4 0.212 0.160 -0.076 0.612 0.094 0.357 -0.044 
Salary5 0.091 0.313 0.042 0.808 0.131 0.509 -0.038 
Salary6 0.176 0.285 0.148 0.670 0.213 0.379 0.061 
Salary7 0.184 0.313 0.119 0.738 0.241 0.472 0.032 
Salary8 0.111 0.375 0.178 0.773 0.294 0.550 -0.044 
Salary9 0.292 0.261 0.127 0.502 0.257 0.292 0.080 
Stff1 0.369 0.376 0.373 0.119 0.810 0.024 0.117 
Stff2 0.364 0.348 0.363 0.166 0.883 0.187 0.077 
Stff3 0.234 0.397 0.385 0.253 0.917 0.206 0.105 
Stff4 0.285 0.386 0.378 0.184 0.906 0.134 0.129 
WM1 0.232 0.258 0.214 0.051 0.097 0.144 0.818 
WM2 0.159 0.216 0.162 0.018 0.137 0.052 0.707 
WM3 0.230 0.108 0.210 -0.085 0.118 0.068 0.736 
WM4 0.131 0.115 0.141 -0.119 -0.028 0.045 0.658 
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4.7 Assessment of Significance of the Structural Model 

 

Assessing the structural model in PLS-SEM involves evaluating R-square value, beta 

values and the corresponding t-values (Hair et al. 2014). To obtain the t-values in this 

study, a bootstrapping procedure with 5000 re-samples was applied using PLS 3 

software. Additionally, the researchers also report predictive relevance (Q2) and effect 

sizes (f2) (Hair et al. 2014). 

 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
Figure 4.9 
Structural Model (Full Model) 

 

Refer to Table 4.11 and Figure 4.9, this study hypothesized positive relationship 

between Islamic Workplace Accommodation and Job Satisfaction. The finding indicated 

no relationship exists between Islamic Workplace Accommodation and Job Satisfaction 
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(β=0.029; t =0.439; p> 0.05), thereby H1 is not supported. The study also hypothesized 

positive relationship between Islamic Workplace Accommodation and Work motivation. 

This study also hypothesized positive relationship between Work Motivation and Job 

Satisfaction. The study found a significant and positive relation between Work 

Motivation and Job Satisfaction (β= 0.171; t = 2.838; p < 0.05) revealing support for H2. 

Additionally, the study hypothesized positive relationship between Thailand 

Southernmost Conflict Security Policies, Nature of Work, Rewards and Compensation, 

Staff Relations, and Job Satisfaction. The study found a significant and positive relation 

between Thailand Southernmost Conflict Security Policies and Job satisfaction (β= 

0.152; t = 2.228; p < 0.05), therefore H3 is supported. Moreover, the study hypothesized 

positive relationship between Nature of Work and Job Satisfaction or H4. H4 is 

supported when the study found a significant and positive relation between Nature of 

Work and Job Satisfaction (β= 0.119; t = 1.849; p < 0.05). This study hypothesized 

positive relationship between Rewards and Compensation and Job Satisfaction or H5. 

The study found a significant and positive relation between Rewards and Compensation 

and Job Satisfaction (β= 0.276; t = 3.269; p < 0.05), therefore H5 is supported in this 

study. The study also hypothesized positive relationship between Staff Relations and Job 

Satisfaction. The study found a significant and positive relation between Staff Relations 

and Job Satisfaction (β= 0.267; t = 4.383; p < 0.05), it is revealing support for H6. 

 
As expected, the result revealed that a positive relationship exists between Islamic 

Workplace Accommodation and Work Motivation (β= 0. 0.263; t =4.630; p <0.05). 

Hence, H7 is supported.  
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Therefore, the results revealed to not support only for H1 in this present study (refer to 

Table 4.11 & Figure 4.9).  

Table 4.11 
Structural Model Assessment Direct Relationships 
H  Relationships Beta SE T Values P Values Decision 

 
H1 Islamic Workplace Accommodation -> Job 

Satisfaction 

0.029 0.065 0.439 0.330 Not 

Supported 

 

H2 Work Motivation -> Job Satisfaction 0.171 0.060 2.838 0.002 Supported 

 

H3 Thailand Southernmost Conflict Security 

Policies-> Job Satisfaction 

0.152 0.068 2.228 0.013 Supported 

 

H4 

 

Nature of Work -> Job Satisfaction 

 

0.119 

 

0.064 

 

1.849 

 

0.033 

 

Supported 

 
H5 Rewards and Compensation -> Job 

Satisfaction 

0.276 0.084 3.269 0.001 Supported 

 

 
H6 Staff Relations -> Job Satisfaction 0.267 0.061 4.383 0.000 Supported 

H7 Islamic Workplace Accommodation -> 
Work Motivation 

0.263 0.057 4.630 0.000 Supported 

       

Note: **Significant at 0.01 (1-tailed), *Significant at 0.05 (1-tailed) 

 

4.8 Assessment of Variance Explained in the Endogenous Latent Variables 

 

Additional vital criterion for evaluating the PLS-SEM structural model is the R-squared 

value (Henseler, Ringle, & Sinkovics, 2009). The R-squared symbolizes the proportion 

of variation in the dependent variable that is explained by predictor variable (Hair et al., 

2010). Even though the satisfactory level of R-squared value is depends on the context 
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of the study (Hair et al., 2011), Chin (1998) suggests that the R-squared values of 0.67, 

0.33, and 0.19 in PLS-SEM can be considered as substantial, moderate, and weak, 

respectively. Table 4.12 offers the R-squared value of the dependent variable in this 

study which is considered to be moderate (Chin, 1998) 

Table 4.12  
Variance Explained in the Endogenous Latent Variable 
Latent Variables Latent Variables Variance Explained (R2) 

Job Satisfaction 38.2% 

 

 
4.9 Assessment of Effect Size (f2) 

 

Effect size shows the comparative effect of a specific independent variable on dependent 

variable (s) by means of changes in the R-squared (Chin, 1998). It is calculated as the 

increase in R-squared of the latent variable to which the path is connected, relative to the 

latent variable’s proportion of unexplained variance (Chin, 1998). Thus the effect size 

could be expressed using the following formula (Cohen, 1988): 

 
 

𝑓𝑓2 =
𝑅𝑅2included − 𝑅𝑅2excluded

1 − 𝑅𝑅2included
 

 
Whereas:  
 
f2= effect sizes  
R2incl = R-square included  
R2excl = R-square excluded  
1 = constant 
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Cohen (1988) labels effect sizes values of 0.02, 0.15 and 0.35 as weak, moderate and 

strong effects respectively. Table 4.13 displays the respective effect sizes of the 

independent variables of the structural model in this study. Based on Cohen (1988), the 

effect size in this study were none, none, small, small, small and small respectively 

(refer to Table 4.13). 

 
Table 4.13 
Effect Size (f2)  
   

Job Satisfaction (f-squared)                Effect Size 
 

Islamic Workplace Accommodation 0.001                     None 

Nature of Work 0.017                     None 

Rewards and Compensation 0.083                     Small 

Staff Relations 0.086                     Small 

Thailand Southernmost Conflict Security 0.026                     Small 

Work Motivation 0.041                       Small 

 

 
4.10 Assessment of Predictive Relevance 

 

Furthermore, to assess the predictive relevance Q2 of the model, blindfolding procedure 

was used (Chin 1998). Hair et al. (2014) recommended that the blindfolding procedure 

should only be applied to dependent variable that has a reflective measurement. If the 

Q2 value is greater than zero, the model has predictive relevance for a certain dependent 

variable (Hair et al., 2014). From Table 4.14, the Q2 value is more than zero suggesting 

that the model has sufficient predictive relevance.  
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Table 4.14 
Construct Cross-Validated Redundancy 
SSO SSE Q² (=1-SSE/SSO) 
 
96.334 

 
70.852 

 
0.265 

 

 

4.11 Testing Mediating Effect 

 

Early studies relied on Sobel test to test for mediation (Hair et al., 2016). However, Hair 

et al. (2016) recommended the use of bootstrap method as bootstrapping method is 

perfectly suited for the PLS-SEM and is incorporated into SmartPLS 3 software. In 

addition, “bootstrapping the indirect effect yield higher levels of statistical power 

compared with the Sobel test” (Hair et al., 2016 p. 235). Therefore, in this study, 

bootstrapping technique was used to test the mediating effect of Work Motivation on 

Islamic Workplace Accommodation and Job Satisfaction relationship. Table 4.15 shows 

the result of the mediation effect is statistically significant (β=0.045; t =2.300; p < 0.05). 

Also, the 95 percent Bootstrap Confidence Interval (CI) (Preacher & Hayes, 2008) does 

not straddle a 0 in between [LL=0.016, UL= 0.082] indicates that there is a mediation. In 

addition, following Hair et al. (2016) recommendation, since the direct effect of Islamic 

Workplace Accommodation and Job Satisfaction relationship is weak and non-

significant (β=0.029; t =0.439; p> 0.05). Therefore, conclusion can be drawn that Work 

Motivation fully mediates the relationship between Islamic Workplace Accommodation 

and Job Satisfaction. 
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Table 4.15 
Hypothesis of the Mediating Effect 
H Relationship β SE T LLCI ULCI P Decision 

 
H8 Islamic 

Workplace 
Accommodation 
- Work 
Motivation> Job 
Satisfaction 

0.045 0.020 2.300 0.016 0.082 0.011 Supported 
 
 
 
 

 

 

4.12 Importance Performance Map Analysis (IPMA) 

 

To extend the results in the present research, the post-hoc importance-performance 

matrix analysis (IPMA) (Hair et al., 2014) was conducted using job satisfaction as 

outcome variable. Figure 4.10 visualized the performance level of each independent 

variable along with its importance on the dependent variable. From the Figure 4.10 it 

becomes obvious that the variable reward and compensation, staff relation and work 

motivation are highly relevant for increasing job satisfaction because its shows the 

highest impact. Therefore, management should focus on this area of importance. 
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Figure 4.10 
Importance Performance Map Analysis (IPMA) 

 

4.13 Summary of Findings 

 

The summary of hypotheses results of this study has been presented in Table 4.16. It can 

be seen in the Table 4.16 that all hypotheses were supported except for H1 was found to 

be rejected. 
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Table 4.16 
Hypotheses summary 
H  Relationships Findings 

 
H1 Islamic Workplace Accommodation -> Job Satisfaction Rejected 

H2 Work Motivation -> Job Satisfaction Supported 

H3 Thailand Southernmost Conflict Security Policies -> Job 

Satisfaction 

Supported 

H4 Nature of Work -> Job Satisfaction Supported 

H5 Rewards and Compensation -> Job Satisfaction Supported 

H6 Staff Relations -> Job Satisfaction Supported 

H7 Islamic Workplace Accommodation -> Work Motivation Supported 

H8 Mediation of work motivation on Islamic Workplace 

Accommodation -> Job Satisfaction 

Supported 
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CHAPTER 5 

DISCUSSION AND CONCLUSIONS 

 
5.1 Introduction 

In the final chapter, the research findings of the actual tests will be presented based on 

the data collected amongst the Muslim public health employees in Pattani province, 

Thailand. Specifically, the findings are discussed in detail by relating them to the 

underpinning theory of social exchange. Toward this end, this chapter is organized as 

follows: It starts with recapitulating what the present study intends to achieve and then it 

discusses the results of each research hypothesis. This chapter proceeds by highlighting 

the implications of the study for both theoretical and practical implications. Next, the 

limitations of the study are thoroughly described and recommendations for further 

research are suggested. This chapter ends with conclusion section remarks about the 

present study.  

 
5.2 Recapitulations of the Study 

 
This study intends to investigate the antecedents of job satisfaction among Muslim 

public health employees in Pattani province, Thailand. The research objective is to 

examine the relationship between Islamic Workplace Accommodation, Work 

Motivation, Thailand Southernmost Conflict Security Policies, Nature of Work, 

Rewards and Compensation, and Staff Relations toward Job Satisfaction. It also aims to 

examine the relationship between Islamic Workplace Accommodation and Work 
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Motivation and to investigate the mediation of Work Motivation in the Islamic 

Workplace Accommodation, and Job Satisfaction links. The theoretical framework 

under study was underpinned with the Social Exchange Theory. 

 
Reliability test was used in this study to indicate the accuracy of the measuring 

instrument, the test revealed that each of the variables were greater than the .70 

Cronbach’s alpha, suggesting that the data attained by these scales are reliable. 

 
A total of 43 questionnaire items with five point Likert scale ranks from 1 (Strongly 

Disagree), 2(Disagree), 3(Neutral), 4(Agree) to 5(Strongly Agree) and eight 

demographic questions are distributed to Muslim public health employees in Pattani 

province. The sample of population participated in this study was 242 respondents which 

included 155 Muslim public health officers and 87 Muslim healthcare nurses. 

 
The data screening test was carried out to check for errors, finding and correcting 

missing values in the data file. The results showed there was no any error outside the 

sort of possible values for a variable. In addition, the study also tested for assessing 

normality, the analysis showed that all the variables in this study indicated to be close to 

normal distribution considering the model introduced by George and Mallery (2010) of 

skewness values within ± 7 and kurtosis values within ± 2. 

 
To achieve the research objectives, the study conducted a survey to collect data from 

Muslim public health employees in Pattani province, Thailand. The participants were 

selected via cluster sampling. Questionnaires were used as the data collection technique. 
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Several statistical techniques were presented to analyse the data. The hypothesized 

relationships under this study consisted of direct and mediating relationships which were 

calculated one by one for obtaining hypothesis test results. The mediating relations were 

tested through the use of bootstrap method as bootstrapping method is perfectly suited 

for the PLS-SEM and is incorporated into SmartPLS 3 software (Hair et al., 2016).  

 
Results indicated that out of 8 research hypotheses, only 1 hypothesis (i.e. H1) was not 

found to be supported, while the remaining 7 research hypotheses were found to be 

supported. In addition, the results also showed that Work Motivation was fully mediated 

the relationship between Islamic Workplace Accommodation and Job Satisfaction.  

 

5.3 Discussion of Findings 

 
The present study was conducted to test the model based on the relationships among 

variables as hypothesised in the conceptual framework of this study. Specifically, the 

direct paths and mediating paths of analysis were discussed corresponding to the 

research objectives formulated under this study. 

 
5.3.1 Direct Paths 

 
The first research objective was to examine the relationships of Islamic Workplace 

Accommodation, Work Motivation, Thailand Southernmost Conflict Security Policies, 

Nature of Work, Rewards and Compensation, and Staff Relations toward Job 
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Satisfaction among Muslim public health employees in Pattani province, Thailand. For 

achieving this objective, there were seven hypotheses (H1-H7) developed in this study. 

 
H1, which stated a positive relationship between Islamic Workplace Accommodation 

and Job Satisfaction, was rejected using PLS output with non-significant relationship 

found between these two variables. The result of analysis showed that Islamic 

Workplace Accommodation did not show any significance toward Job Satisfaction. It is 

opposing to the finding of Zaman et al. (2013) who reported Muslim employees who 

received adequate religious accommodation at workplace will basically increase their 

job satisfaction level. 

 
The study of Von Bergen (2008) found that nowadays various organizations getting 

increased request from employees for religious accommodations at workplace such as 

attire based on religious belief, religious holiday and observances and also appropriate 

room for prayer. Similarly, Hicks (2002) believed that to let employees express 

themselves on religious practice would improve employees’ job satisfaction and 

productivity as an organization point toward that it is welcoming to all employees 

regardless of religious diversity. Therefore, it builds an equal opportunity environment 

and respect for diversity among employees. 

 
Based on the previous studies, various organizations realized the importance of the 

religious accommodations at workplace policies in order to avoid unfairness work 

environment for all employees and to keep remaining talented workforces. Some 

organizations are aware with the needs of an increasingly multi-cultural and multi-faith 
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employees which respect and appreciative are important awareness of any productive 

work environment.  

 
With reference to the Social exchange theory as discussed earlier tend to support the link 

between religious workplace accommodation and job satisfaction. This can be seen in 

the efforts by organisations to offer accommodations to satisfy employees’ religious 

needs at work, which will in turn enhance employee job satisfaction and leads toward 

achieving employees’ productivity gain in return. 

 
H2, specifying a positive relationship between Work Motivation and Job Satisfaction 

was supported with a β value of 0.171. The study revealed that Muslim public health 

employees were interested to do work and expected more quality in their own work. The 

findings also showed that the relationship between work motivation and job satisfaction 

is in line with the results of previous studies (Borzaga & Tortia, 2006; Saleem et al., 

2010). These results indicated that work motivation predicts employee job satisfaction 

which employees who are more motivated with their work are more satisfied to their job. 

 
In addition, this study also found that the health care professionals tend to get a higher 

level of motivation by job attributes which encompass job autonomy and skill 

utilization.  This is similar to the findings of Vilma and Egle (2007) which showed that 

motivational level will be decreased when nurses are not empowered in activities. 

However, motivating healthcare employees does not rely only on work itself. These 

healthcare employees more likely to get higher motivation when they received a fair 

reward and the support from colleagues (Jaiswal, Singhal, Gadpayle, Sachdeva, & 
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Padaria, 2014). This study found this enriching effect of work motivation is in 

accordance with the Herzberg theory which posits that motivated employees tend to be 

more satisfied to their job (Lunenburg, 2011). 

 
H3, stating a positive relationship between Thailand Southernmost Conflict Security 

Policies and Job Satisfaction was supported with a β value of 0.152. This study revealed 

that Muslim public health employees in Pattani province were moderately satisfied with 

the risk management plan prepared by the organization during the unrest situation, and 

there was an atmosphere of co-operation among staff during the unrest situation, but the 

majority of them are less satisfied with the extra pay received from the organization 

during the unrest situation. The study of Klubkong (2009) strongly supported this 

finding which indicated the positive relationship between risk security and welfare 

toward job satisfaction among officials who work under the conflict risk in the 

southernmost Thailand provinces. This is in line with the findings of Khamisa, 

Oldenburg, Peltzer, Ilic (2005) which revealed that security risks in workplaces is one of 

the factors affect job satisfaction among workforces. 

 
According to Maslow’s hierarchy of needs theory, it can be explained that employees 

can’t be fulfilled by the higher level needs unless the basic needs such as safety and 

protection against danger are satisfied. Therefore, the study believed that if employees 

are lacking in terms of safety perception, the patients’ care and employees' self-needs 

will become less important. 
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H4, which asserted a positive relationship between Nature of Work and Job 

Satisfaction, was supported with a β value of 0.119. The study revealed that the nature 

of work at public health organizations includes connecting and serving a health care 

service to the community, whereby there were several types of tasks at work and each 

task requires a specific skill. 

 
The results of this study were in congruence of past findings and suggested that job 

satisfaction among healthcare employees could be relied on the intention of employees 

to work productively, to handle important tasks and remain flexible towards specific 

tasks. Therefore, health care organization needs to insure that employees are understood 

and noticed on work policies. Similar findings was reported by Saari and Judge (2004) 

who found a positive relationship between the nature of work and job satisfaction, the 

study believed the nature of an individual task significantly relates to job satisfaction. 

This is consistent with Klaus, Lerouge and Blanton (2014) who advocated there was an 

impact of the specific nature of work characteristics include teamwork and work 

meaningfulness toward employees’ job satisfaction. 

 
However, the study believed that job satisfaction does not rely on the work itself only 

but also on employee’s expectation on the particular task. Wiwanitkit (2011) explained 

that some of the challenges which healthcare workforces in rural area had faced 

included higher workloads, work environments instability, and limited of material 

resources. These caused the healthcare workers to have the intention to look for more 

reasonable working conditions in urban areas.  
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The study further determined the nature of work itself placed in accordance with the 

motivation factor under the Herzberg’s theory. The motivation factors were significant 

toward job satisfaction and they inspire employees to work harder and produce 

productivity to the organization. According to the Herzberg’s theory, the lack of 

motivation factors does impact toward employee job satisfaction level (Shafritz & Ott, 

2001). 

 
H5, stating a positive relationship between Rewards and Compensation, and Job 

Satisfaction was also supported. With a β value of 0.276, Rewards and Compensation 

appeared as the strongest antecedent of Job Satisfaction in this study. This study found 

that Muslim public health employees were moderately satisfied with their benefits 

offered by the organization but at the same time, they felt that they have an inequitable 

salary when compared to other employees in other organizations. 

 
The study revealed that job satisfaction level will be increased when the organization 

provides good compensation and promotional opportunity. This is consistent with the 

study of Cowin (2002) which indicated that compensation is one of the most important 

factors for the retention among nurses because if they felt unfairness or inequality 

regarding the compensation between their profession and other profession, they will 

most likely meet job dissatisfaction. 

 
De Gieter et al. (2010) explained that employee satisfaction is not always only to be 

concerned by a certain amount of financial value, because some employees more likely 
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to consider psychological rewards such as training program and feedback from their 

superior to enhance their outcomes rather than monetary benefits.  

 

H6, which asserted a positive relationship between Staff Relations and Job Satisfaction, 

was supported with a β value of 0.267. The study results revealed that Muslim 

employees in Pattani public health organization were moderately satisfied with good 

working relationship towards their colleagues and the desire to work as a team. The 

study showed that a good relation between colleagues is required to build an atmosphere 

of teamwork in organizations, while teamwork creates a professional work environment 

which generally increases the level of employees’ job satisfaction. 

 

A good relation with co-workers is importantly encouraged in organizations. This study 

also showed that employees need to realize that they are being appreciated and valued 

by the organization.  This is in line with the study of Paoline, Lambert and Hogan (2006) 

which concluded that employees’excellent outcomes could not be achieved without the 

support from colleagues.  Hence, organizations need to improve the level of work group 

togetherness spirit among employees. In addition, collaboration among colleagues is 

very important to the delivery of healthcare systems which enhances the quality of 

patient care and safety, and it also plays an important role in determining employees’ job 

satisfaction. 

 
 
In order to achieve the second research objective, hypothesis 7(H7) was formulated. H7, 

which stated a positive relationship between Islamic Workplace Accommodation and 

Work Motivation, was found to be supported with a β value of 0.263.  
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The relationship between Islamic Workplace Accommodation and Work Motivation 

result is consistent with the previous findings; Garcia Zamor (2003) found a positive 

relationship between religious spirituality and motivation among workforces which to 

increase religious believed accommodation will improve both motivation and spirits 

among employees. Therefore, the organization’s management should respectively 

understand the religious accommodation needs of its employees in order to enhance the 

organization’s productivity and to make them get involved to the organization’s vision 

and mission. 

 
Horwitz, Heng and Quazi (2003) revealed that by increasing the level of work 

motivation among its employees, an organization will be able to produce more 

committed employees.  This in essence was brought about because employees basically 

gain work motivation through the support of the management in organizations. 

 
5.3.2 Mediating Path 

 

To examine whether Work Motivation mediates the relationship between Islamic 

Workplace Accommodation and Job Satisfaction was the last objective of this study and 

hypothesis 8 (H8) was formulated to achieve this objective. 

 
 
H8 in this study was supported when the result of analysis revealed the direct effect of 

Islamic Workplace Accommodation and Job Satisfaction relationship is weak and non-

significant (β=0.029; t =0.439; p> 0.05). Therefore, the conclusion can be drawn that 
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Work Motivation fully mediates the relationship between Islamic Workplace 

Accommodation and Job Satisfaction (β=0.045; t =2.300; p< 0.05). 

 
Work motivation has been tested as the mediator in several studies but only a few 

studies examine work motivation as the mediating variable in the Islamic context. 

Zaman et al. (2013) proved that motivation partially mediated the relationship between 

Islamic Work Ethics and employee job satisfaction. Work ethics are correlated to job 

satisfaction (Yousef, 2001) when management applied Islamic Work Ethics which be 

derived from Holy Quran and Sunnah, thus it strongly motivated employees to produce a 

better performance and increase level of job satisfaction among Muslim employees.  

 
However, prior studies showed that work motivation has been tested as the mediator in 

several empirical studies. As Delastri and Pareke (2011) found that work motivation has 

mediated the relationship between leadership style and job satisfaction. This study has 

shown that to increase the level of employee job satisfaction through leadership style, 

the healthcare organization cannot basically avoid the motivational facet of work. 

Kuvaas (2006) proved that intrinsic motivation mediates the relationship between 

performance appraisal satisfaction and employee outcomes. This study’s findings 

explained that intrinsic motivation is derived from a performance appraisal aspect which 

improves on working experiences and skills.  

 
The study by Taghipour and Dejban (2013) revealed that work motivation served as the 

mediator effect toward the relationship between supervisor support and job performance. 

Similarly in this study it was found that supervisors who treat employees satisfactorily 
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will possibly encourage them a sense of obligation upon the employees.  Hence 

employees who perceive to have supervision support are more likely to gain a positive 

level of job performance. 

 
5.4 Implications of the Study 

 
Earlier section presented the major empirical findings while the following paragraphs 

serve to critically derive theoretical and practical implications. 

 
5.4.1 Theoretical Implications 

 

The study’s findings contribute to the growing literature on job satisfaction especially 

within the context of Thailand southernmost region. In particular, it has provided 

empirical support for the influence of Islamic Workplace Accommodation, Work 

Motivation, Thailand Southernmost Conflict Security Policies, Nature of Work, 

Rewards and Compensation, and Staff Relations toward Job Satisfaction. It has also 

been able to examine the relationship between Islamic Workplace Accommodation and 

Work Motivation. Additionally, this study has employed the notion of Work Motivation 

as a mediator in the relationship between Islamic Workplace Accommodation and Job 

Satisfaction. 

 

Previous research has indicated positive relationship between religious workplace 

accommodation and job satisfactions in different contexts. However, there was 

inconsistency in the findings of present study since the results showed that without the 
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influence of Work Motivation, there was not any significant relationship between 

Islamic Workplace Accommodation and Job Satisfaction among Muslim public health 

employees in Pattani province. Thus, this present study extends the scope of literature on 

religious workplace accommodation and job satisfaction perspective. 

 

This implication of this study is does not only add new empirical evidence to the 

existing literature on Islamic context and job satisfaction. It also contributes further 

knowledge concerning the importance of the security risks policy, and other factors such 

as the nature of work, rewards and compensations, and staff relations as predictors of 

employees’ job satisfaction. 

 
5.4.2 Practical Implications 

 
 
The findings of this study also present practical implications for employees, especially 

for Muslim employees who work in the southernmost of Thailand provinces with regard 

to the importance of offering Islamic religious accommodation in workplaces to enhance 

job satisfaction. In particular, it offers suggestions to the management team and policy 

makers on the ways to increase the level of job satisfaction among their employees.  

 
In this relation, the present study tested the relationship between Islamic workplace 

accommodation and job satisfaction. The results showed that the influence of Islamic 

workplace accommodation on job satisfaction is fully mediated by work motivation. 

This shows that in any organizations where Islamic accommodation is being practiced, 

this will commonly improves employee job satisfaction through work motivation. The 



164 
 

findings are consistent with previous studies which implied that organizations will have 

to be supportive in applying Islamic workplace accommodation in their organizations to 

better manage and understand the mind-set of Muslim employees. 

 
Despite the Islamic religious accommodation, the present study has shown that nature of 

work, compensation, and staff relations also play an important role in influencing job 

satisfaction.  This is another area which the organization needs to address and improve 

on, as the study found that employees who had feelings about their actual duties, 

whether those duties are tough or interesting, they basically resulted in increased job 

satisfaction (Govender, 2010). The previous findings also suggested that those 

employees who received a better offer of compensation (Colquitt et al., 2009); having a 

good relationship among colleagues (Ramasodi, 2010) will basically lead to get higher 

level of job satisfaction. 

 
Moreover, this study also identified the factors which found to be significant related to 

job satisfaction among employees who work under the risk of violence conflicts. The 

findings revealed the necessity of offering security and safety policies to employees who 

work under the conflicts. These findings are important for the organizations located in 

the southernmost of Thailand where their employees are faced with the daily risk of 

violence conflicts. The study also found that the employees or officials who work under 

the conflicts risk feel lack of the stability in life security, resulting in loss of 

concentration on working, produce a low quality of work and then leads to impact the 

job satisfaction level among employees. 
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By investigating the factors of Islamic Workplace Accommodation throughout Work 

Motivation, Thailand Southernmost Conflict Security Policies, Nature of Work, 

Rewards and Compensation, and Staff relations supported that those factors can explain 

the employees’ job satisfaction. It is expected that the findings of this study will 

enlighten the organization management on how to enhance public health employees’ job 

satisfaction and to suggest the solution for retaining employees.  

 

5.5 Limitations of the Study 

 
While the present study shows several contributions as mentioned in the previous 

sections of this chapter, there still were some limitations in this study. Firstly, this study 

was narrowly focused on one public sector located in Pattani province. However, there 

are other organizations which include Muslim employees in Thailand southernmost 

provinces (Yala and Narathiwat). Therefore, the results of the study cannot be 

generalized to represent all the perspectives of all Muslim employees in this region. In 

order to further the understanding of Islamic religious accommodation offered by the 

Thai government, new studies should attempt to cover a wide range of sectors or expand 

the Muslim sample to include all provinces in the southernmost part or the other regions 

in Thailand. 

 
Secondly, the literature on studies of violent conflicts in Thailand southernmost and the 

impact of religious belief towards employee’s job satisfaction in Islamic context were 

still limited (Hassan et al., 2015). Consideration must be given to create additional study 
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regards to religious accommodation. The study believed that to investigate the religious 

workplace accommodations is a new area which needs to further investigate. 

 
Another limitation of this study was the reliance on using Likert scale to measure the 

employees’ perceptions regarding the independent variables, dependent variable, and 

mediating variable. This might create biased data since some respondents possibly failed 

to take precisely their attitudes or opinions regarding the issues into numbers. 

 
It is recommended to conduct a qualitative research in order to get more in-depth and 

comprehensive understanding of the specific details or other dimensions to encourage 

job satisfaction among employees in the southernmost provinces in Thailand. The study 

recommended that future qualitative data procedure could be achieved in the form of in-

depth interviews or group discussions. The study believes that by conducting a 

qualitative investigation which uses group discussion or personal in-depth interviews 

protocol, it will encourage respondents to share more of their personal insights in order 

to gather a more meaningful and holistic investigation in an area of study which is 

complex involving religious diversity in the southernmost region of Thailand. 

 
Lastly, another limitation found during the study was some respondents were unwilling 

to respond the questionnaire due to the lack of time. 
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5.6 Recommendations for Future Research 

 
Despite the study limitations, the study suggests several areas of interest for future 

research. Firstly, future researches could consider alternative approach of research 

design such as employing the longitudinal study to better understand the cause and effect 

relationships at different phases of time (Sekaran, 2005). This can lead to gaining a 

better understanding of how the relationship between several factors namely Islamic 

Workplace Accommodation, Work Motivation, Thailand Southernmost Conflict 

Security Policies, Nature of Work, Rewards and Compensation, and Staff Relations 

toward Job Satisfaction among Muslim public health employees operate over time. 

 
Secondly, future research should take into consideration on conducting a more robust 

measurement of job satisfaction based on healthcare sector. There are many other 

variables can be explored such as job autonomy (Price, 2002) and leadership styles 

(Tzeng, 2002) that plays an important role in increasing job satisfaction among 

healthcare workforces. 

 
Thirdly, as the conflict risks affected both the Muslim and non-Muslim workforces in 

Thailand southernmost provinces, it would therefore be advisable to also investigate the 

impact of Thailand Southernmost Conflict Security Policies toward non-Muslim 

employees in this region. Future studies should use a wider sample to allow comparisons 

and look at the non-Muslims’ perspective. 
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Future study may also look into the possibility examining the effect of gender 

differences impact toward job satisfaction since previous study showed that gender had a 

significant different impact on employees' attitudes and satisfaction (Petrides & 

Furnham, 2006). Moreover, Furnham (1994) believed that males and females also 

showed dissimilarities in their professional interests and compensation preferences. 

 

5.7 Conclusion 

 
The present study findings revealed that there were positive significant relationships 

between Work Motivation, Thailand Southernmost Conflict Security Policies, Nature of 

Work, Rewards and Compensation, and Staff Relations toward Job Satisfaction among 

Muslim public health employees in Pattani province, Thailand. However, the findings 

showed that there was no any significant relationship between Islamic Workplace 

Accommodation and Job Satisfaction but there was a positive relationship between 

Islamic Workplace Accommodation and Work Motivation. Work Motivation was also 

found to have a fully mediating effect on Islamic Workplace Accommodation and Job 

Satisfaction in this study. 

 
In this relation, the findings showed that security policies, work itself, rewards and 

compensation, and relationships with co-workers were the sources of job satisfaction 

among Muslim public health employees in Pattani province. Nevertheless, work 

motivation was found to be affected by the impact of Islamic workplace accommodation 

on job satisfaction.  This means that to increase employees’ job satisfaction through the 
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Islamic workplace accommodation, an organization should not ignore the work 

motivational aspect. 

 
The understanding of job satisfaction was placed within social exchange theory. This 

theory generates the relationship between an employer and an employee based on the 

process of something is given and something is returned where it is emphasizes on 

exchanges for carrying on a good relationship between two parties as these exchanges 

indicate trust and equity. In the present study, it is showed that an organization should 

contribute the employment relationship by producing conductive work environment in 

the form of favourable HR practice (e.g. religious accommodation policy). This 

encouraging contribution leads to employees feeling motivated to wanting to do work 

and increased job satisfaction level, which in turn will result in the organization 

receiving a positive productive outcome in return. The study also found empirical 

support for the theory when organizations employ human resource practices, including 

security policy offering, compensation, suitable of work itself and staff relations 

supportive. When these contributions are put into practice, employees basically realized 

they are being supported and hence, often produce job satisfaction. When employees are 

satisfied with their jobs, it will eventually result in improved organizational 

performance. 

 
The results of this present study contribute to the literature by enhancing the 

understanding of job satisfaction in healthcare sector especially within the context of 

Muslim employees in Thailand southernmost region. Specifically, this study offers 



170 
 

important policy for public health organization in Pattani province who seeks to increase 

job satisfaction level among their Muslim workforces. 
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Appendix A  
Questionnaire Form of English and Thai version  

 
Part 1: Demographic information of the participants. Please circle the appropriate 
box. 
ตอนท่ี 1: ข้อมลูทัว่ไปของผู้ตอบแบบสอบถาม โปรดทําเคร่ืองหมายวงกลมในช่องหมายเลขท่ีตรงกบัตวัทา่น 

1. Gender/เพศ 
 
1 Male/ชาย 

2 Female/หญิง 

 
2. Age/อาย ุ

 
1 18-25  

2 26-33  

3 34-41  
4 42-49  
5 50 or older/หรือ มากกวา่ 

 
3. Marital Status/สถานภาพ 

 
1 Single/โสด 

2 Married/สมรส 

3 Divorced/หยา่ร้าง 

4 Widow/หม้าย 

 

 
4. Education achievement/วฒุิการศกึษา  

 
 

 

 

1 High school level/มธัยมศกึษา 

2 Diploma/ ปวช. หรือ ปวส. 

3 First degree/ปริญญาตรี 

4 Master degree/ปริญญาโท 

5 Doctoral/ปริญญาเอก 
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5. Salary per month/เงินเดือนท่ีได้รับ 

 
 

 

 

 

 
6. Position/ตําแหนง่ ___________________. 

7. Position Level/ระดบั 

 

 

 

 

 
 

 

8. Period of working in current position/ประสบการณ์ในการทํางาน _____ year(s)/ปี 

 
 

 

 

 

 

 

 

 

 

 

 

1 10,000 Baht or less/บาทหรือน้อยกวา่ 

2 10,001-20,000 Baht/บาท 

3 20,001-30,000 Baht/บาท 

4 30,001-40,000 Baht/บาท 

5 40,001 Baht and above/บาทหรือมากกวา่ 

1 Operational Level/ระดบัปฏิบตัิงาน 

2 Practitioner Level/ระดบัปฏิบตัิการ 

3 Experienced Level/ระดบัชํานาญงาน 

4 Professional Level/ระดบัชํานาญการ 

5 Senior Level/ระดบัอาวโุส 

6 Senior Professional Level/ระดบัชํานาญการพิเศษ 

7 Others_______ (Please Specify) 
อ่ืนๆ________ (โปรดระบุ) 
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Part 2: Kindly decide how you feel about the aspect of your job described by the 
statement and circle the appropriate box. You can choose ONE option only. 

ตอนท่ี 2: โปรดทําเคร่ืองหมายวงกลมในช่องหมายเลขท่ีตรงกบัตวัทา่นมากท่ีสดุ โดยในแตล่ะข้อสามารถเลอืก

ตวัเลอืกได้เพียงหน่ึงตวัเลอืกเทา่นัน้ 

Strongly Disagree 
ไมเ่ห็นด้วยอยา่งยิ่ง 

Disagree 

ไมเ่ห็นด้วย 
Neutral 

เฉยๆ 
Agree 
เห็นด้วย 

Strongly Agree 
เห็นด้วยอยา่งยิ่ง 

1 2 3 4 5 
 

Job Descriptions 
รายละเอียดในการปฏิบตัิงาน 

Likert Scale 
ระดบัทศันคติ 

1 The organization has policies in place regarding my dress code 
including Hijab covering and a long loose fitting garment for 
female while Muslim male can wear a small head covering and 
grow a beard.  
เคร่ืองแบบหรือชดุทํางานขององค์กรไมข่ดัตอ่หลกัการทางศาสนาท่ีทา่นนบัถือ เช่น 

การสวมฮิญาบไมถื่อเป็นข้อห้ามสาํหรับสภุาพสตรี และสภุาพบรุุษอนญุาตให้ ไว้เครา

ได้ 

1 2 3 4 5 

2. The organization has a definite policy regarding my religious 
holiday. (Eidilfitri-Eidiladha Celebration)  
องค์กรของทา่นอนญุาตให้มีวนัหยดุตามวนัสาํคญัทางศาสนาท่ีทา่นนบัถือ  (เช่น  วนั

อีดิลฟิตรีและอีดิลอฎัฮาสาํหรับมสุลมิ หรือวนัสาํคญัตา่งๆของชาวพทุธ) 

1 2 3 4 5 

3 The organization holds holiday events, and takes into account of 
Muslim employees when planning workshops, meetings, trips, 
etc. องค์กรคํานงึถึงการดําเนินงานท่ีไมก่ระทบตอ่วนั สาํคญัทางศาสนาท่ีทา่นนบัถือ 

(ไมจ่ดัอบรมหรือประชมุในวนัสาํคญัทางศาสนาท่ีทา่นนบัถือ) 

1 2 3 4 5 

4 The organization holds special events involving food and drink 
which accommodate religious and ethical needs of Muslim 
employees (Halal Food).  
เมื่อมีการประชมุหรือสมัมนา องค์กร ของทา่น คํานงึถึง อาหารท่ีถกูต้องตามหลกั

ศาสนาบริการแก่เจ้าหน้าท่ี  

1 2 3 4 5 

5 The organization provides a proper room to perform my prayer. 
องค์กรของทา่นจดัให้ มีสถานท่ีตอ่การปฏิบตัิศาสนกิจอยา่งเป็นสดัสว่น เช่นสถานท่ี

ชําระร่างกายก่อนปฏิบตัิศาสนกิจ ห้องปฏิบตัิศาสนกิจ เป็นต้น 

1 2 3 4 5 

6 There is an atmosphere of co-operation among staff during the 
unrest situation. 
เจ้าหน้าท่ีทกุคนให้ความร่วมมือในการปฏิบตัิงาน แม้จะอยูภ่ายใต้ สถานการณ์ความ

ไมส่งบ 

1 2 3 4 5 

7 There is a risk management plan prepared by the organization 
during the unrest situation. 

1 2 3 4 5 
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หนว่ยงานของทา่นมีแผนการป้องกนัความเสีย่งหรืออนัตรายตา่ง ๆ ท่ีอาจเกิดขึน้ขณะ

ปฏิบตัิงาน 

8 There is an effective security practices at workplace to 
accommodate during the unrest situation. 
ภายใต้สถานการณ์ความไมส่งบ หนว่ยงานของทา่นมีระบบการรักษาความปลอดภยั

ท่ีดีและเหมาะสม  

1 2 3 4    5 

9 I am satisfied with the extra pays received during the unrest 
situation. 
ทา่นพอใจตอ่สวสัดิการจากรัฐ เช่น คา่ตอบแทนพิเศษหรือเงินเสีย่งภยั  

1 2 3 4 5 

10 There is a sufficient manpower to handle the increased workload 
during the unrest situation. 
ภายใต้ สถานการณ์ความไมส่งบ  องค์กรของทา่น มีจํานวน เจ้าหน้าท่ีเพียงพอและ

สอดคล้องกบัปริมาณงาน  

1 2 3 4 5 

11 My workload is consistent with working hours while it is under 
the unrest situation. 
ภายใต้สถานการณ์ความไมส่งบ ปริมาณงานของทา่นมีความสอดคล้องกบัชัว่โมงการ

ทํางานในแตล่ะวนั  

1 2 3 4    5 

12 My work requires learning something new. 
งานของทา่นจําเป็นต้องเรียนรู้สิง่ใหม่ๆ  

1 2 3 4 5 

13 There are varieties of tasks in my work. 
งานของทา่นมีความหลากหลาย 

1 2 3 4 5 

14 My work requires a creative plan. 
งานของทา่นต้องใช้การวางแผนอยา่งสร้างสรรค์ 

1 2 3 4 5 

15 My work requires connecting and serving a community. 
งานของทา่นเก่ียวข้องและจําเป็นต้องบริการชมุชน 

1 2 3 4 5 

16 My skill and knowledge are improved by the tasks I do. 
ทา่นมีโอกาสพฒันาความสามารถและความรู้จากงานของทา่น 

1 2 3 4 5 

17 My work requires very high level of concentration. 
งานของทา่นต้องใช้สมาธิเป็นอยา่งมาก 

1 2 3 4 5 

18 My work requires a specific skill. 
งานของทา่นต้องใช้ทกัษะเฉพาะด้าน 

1 2 3 4 5 

19 I can express an idea/comment based on the subjects related to 
my work. 
ทา่นสามารถแสดงความคิดเห็นในเร่ืองท่ีเก่ียวกบังานของทา่นได้อยา่งเต็มท่ี 

1 2 3 4 5 

20 My salary is sufficient to meet my expenses. 
เงินเดือนท่ีทา่นได้รับเพียงพอกบัคา่ใช้จ่ายตา่งๆ ของทา่น 

1 2 3 4 5 

21 An annual salary adjustment is suitable with my cost of living. 
การปรับเพ่ิมเงินเดือนประจําปีของทา่น เพียงพอกบัคา่ครองชีพ 

1 2 3 4    5 

22 My salary is appropriate with my job responsibilities. 
เงินเดือนท่ีทา่นได้รับเหมาะสมกบัความรับผิดชอบท่ีทา่นทําอยู ่

1 2 3 4    5 

23 I always make monthly savings of my salary. 1 2 3 4 5 
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ทา่นเก็บสะสมเงินออมท่ีได้รับจากเงินเดือนอยา่งสมํ่าเสมอ 

24 I have an equitable salary when compared to other people in 
other organization. 
ทา่นพงึพอใจกบัเงินเดือนของทา่นเมื่อเปรียบเทียบกบับคุลากรในสายอาชีพอ่ืน 

1 2 3 4 5 

25 I am satisfied with overall benefits that organization offered. 
ทา่นพงึพอใจในสทิธิประโยชน์โดยรวมท่ีองค์กรของทา่นยื่นเสนอให้ 

1 2 3 4 5 

26 I am satisfied with the retirement plan offered. 
ทา่นพงึพอใจตอ่ระบบสวสัดิการหลงัการเกษียณ 

1 2 3 4 5 

27 I am satisfied with the recognition and rewards for my 
outstanding. 
ทา่นพงึพอใจตอ่การสร้างขวญักําลงัใจในการทํางานเช่น ยกยอ่งชมเชย ให้รางวลั 

1 2 3 4 5 

28 I am satisfied with the medical expenses claim benefits offered. 
ทา่นพอใจตอ่สทิธิในการเบิกคา่รักษาพยาบาลจากทางราชการสาํหรับตนเอง บิดา

และมารดา คูส่มรส และบตุร 

1 2 3 4 5 

29 I have a good working relationship with my colleagues. 
ทา่นมีความสมัพนัธ์ท่ีดีกบัเพ่ือนร่วมงาน 

1 2 3 4    5 

30 My colleagues and I work as a team. 
ทา่นกบัเพ่ือนร่วมงานมีการทํางานเป็นทีมท่ีดี 

1 2 3 4    5 

31 I think my colleagues are being sincere with me. 
ทา่นคิดวา่เพ่ือนร่วมงานมีความจริงใจตอ่ทา่น 

1 2 3 4    5 

32 I feel comfortable with my colleagues.  
ทา่นรู้สกึเป็นกนัเองเมื่อได้ใกล้ชิดกบัเพ่ือนร่วมงาน 

1 2 3 4    5 

33 The work I do is interesting. 
งานของทา่นมีความนา่สนใจ 

1 2 3 4 5 

34 I arrive at the office on time and do not leave early. 
ทา่นมาทํางานตรงตอ่เวลาและไมก่ลบับ้านก่อนเวลา 

1 2 3 4 5 

35 I expect more quality in my own work. 
ทา่นคาดหวงัวา่งานของทา่นต้องมีคณุภาพขึน้เร่ือย  ๆ

1 2 3 4 5 

36 I am confident on my abilities to succeed my task objective. 
ทา่นมัน่ใจถึงความสามารถในการบรรลจุดุประสงค์ในงาน 

1 2 3 4 5 

37 I take fully responsible on my work. 
ทา่นรับผิดชอบตอ่งาน 

1 2 3 4 5 

38 I have a mentor who keeps me alerted and motivated to my work. 
ทา่นมีผู้ให้คําชีแ้นะและแรงจงูใจในการทํางาน 

1 2 3 4 5 

39 I often think about work issues when I am at home. 
ทา่นมกันําปัญหาของงานกลบัไปคิดท่ีบ้าน 

1 2 3 4 5 

40 I always attend trainings to improve my own skills and 
competencies. 
ทา่นมกัเข้าร่วมงานฝึกอบรมเพ่ือพฒันาศกัยภาพในการทํางาน 

1 2 3 4 5 

41 I am happy with my job. 
ทา่นมีความสขุกบัการทํางาน 

1 2 3 4 5 
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42 In general I am satisfied with my job. 
โดยรวมแล้วทา่นมีความพอใจกบัการทํางาน 

1 2 3 4 5 

43 If I could choose the career again I would make the same decision. 
หากทา่นสามารถย้อนกลบัไป ทา่นจะยงัคงเลอืกอาชีพนี ้

1 2 3 4 5 

 
 
 

Thank you for your cooperation 

ขอบพระคณุในความร่วมมือของทา่น 
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Appendix B 

Index of Item Objective Congruence (IOC) of the study 

 
Validity Test of Instrument 

 
Descriptive Statistics 

 N Minimum Maximum IOC 

Q1 3 1 1 1.00 

Q2 3 1 1 1.00 

Q3 3 1 1 1.00 

Q4 3 1 1 1.00 

Q5 3 0 1 .67 

Q6 3 1 1 1.00 

Q7 3 1 1 1.00 

Q8 3 1 1 1.00 

Q9 3 1 1 1.00 

Q10 3 1 1 1.00 

Q11 3 0 1 .67 

Q12 3 1 1 1.00 

Q13 3 1 1 1.00 

Q14 3 1 1 1.00 

Q15 3 0 1 .67 

Q16 3 0 1 .67 

Q17 3 1 1 1.00 

Q18 3 1 1 1.00 

Q19 3 1 1 1.00 

Q20 3 1 1 1.00 

Q21 3 1 1 1.00 

Q22 3 1 1 1.00 

Q23 3 1 1 1.00 

Q24 3 1 1 1.00 

Q25 3 1 1 1.00 

Q26 3 0 1 .67 

Q27 3 1 1 1.00 

Q28 3 1 1 1.00 

Q29 3 1 1 1.00 
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Q30 3 1 1 1.00 

Q31 3 1 1 1.00 

Q32 3 1 1 1.00 

Q33 3 1 1 1.00 

Q34 3 1 1 1.00 

Q35 3 1 1 1.00 

Q36 3 1 1 1.00 

Q37 3 1 1 1.00 

Q38 3 1 1 1.00 

Q39 3 1 1 1.00 

Q40 3 1 1 1.00 

Q41 3 1 1 1.00 

Q42 3 1 1 1.00 

Q43 3 1 1 1.00 

Valid N 

(listwise) 
3 
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Appendix C 
Reliability test of the study 

 
Reliability Test of Instrument 
 

 

 

 

 
 

1) Islamic Workplace Accommodation 
 

 

 

 

 

2) Thailand Southernmost Conflicts Security Policy 
 

 
 

 
 

 

 

3) Nature of Work 

 

 

 

 

 

Case Processing Summary 

  N % 

Cases Valid 32 100.0 

Excludeda 0 .0 

Total 32 100.0 

a. Listwise deletion based on all variables in the 

procedure. 

Reliability Statistics 

Cronbach's 

Alpha N of Items 

.817 5 

Reliability Statistics 

Cronbach's 

Alpha N of Items 

.770 6 

Reliability Statistics 

Cronbach's 

Alpha N of Items 

.729 8 
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4) Rewards and Compensation 

 
 

 

 

 

 

5) Staff Relations  

 
 

 

 

 

6) Work Motivation 
 

Reliability Statistics 

Cronbach's 

Alpha N of Items 

.762 8 

7)  
 

Reliability Statistics 

Cronbach's 

Alpha N of Items 

.837 3 

 
 
 
 
 
 
 
 
 
 

Reliability Statistics 

Cronbach's 

Alpha N of Items 

.966 9 

Reliability Statistics 

Cronbach's 

Alpha N of Items 

.902 4 
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Appendix D 
Analysis results from SPSS 

 
Data Screening (Assessing Normality, Outlier Detection, Common Method 
Variance) 
 

- Islamic Workplace Accommodation 
 

Case Processing Summary 

 Cases 

Valid Missing Total 

N Percent N Percent N Percent 

SumIsla 242 100.0% 0 0.0% 242 100.0% 

 
 

Descriptives 

 Statistic Std. Error 

SumIsla 

Mean 4.28 .034 

95% Confidence Interval for 

Mean 

Lower Bound 4.21  

Upper Bound 4.35  

5% Trimmed Mean 4.31  

Median 4.20  

Variance .277  

Std. Deviation .526  

Minimum 3  

Maximum 5  

Range 2  

Interquartile Range 1  

Skewness -.444 .156 

Kurtosis -.285 .312 
 

Extreme Values 

 Case Number Value 

SumIsla 

Highest 

1 17 5 

2 22 5 

3 24 5 

4 35 5 

5 40 5a 

Lowest 
1 114 3 

2 179 3 
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3 167 3 

4 151 3 

5 110 3b 

a. Only a partial list of cases with the value 5 are shown in the 

table of upper extremes. 

b. Only a partial list of cases with the value 3 are shown in the 

table of lower extremes. 

 
 

Tests of Normality 

 Kolmogorov-Smirnova Shapiro-Wilk 

Statistic df Sig. Statistic Df Sig. 

SumIsla .149 242 .000 .920 242 .000 

a. Lilliefors Significance Correction 
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- Work Motivation 

Case Processing Summary 

 Cases 

Valid Missing Total 

N Percent N Percent N Percent 

SumWM 242 100.0% 0 0.0% 242 100.0% 

 
 

Descriptives 

 Statistic Std. Error 

SumWM 

Mean 3.73 .026 

95% Confidence Interval for 

Mean 

Lower Bound 3.68  

Upper Bound 3.78  

5% Trimmed Mean 3.74  

Median 3.75  

Variance .167  

Std. Deviation .408  

Minimum 2  

Maximum 5  

Range 3  

Interquartile Range 1  

Skewness -.531 .156 

Kurtosis .570 .312 
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Extreme Values 

 Case Number Value 

SumWM 

Highest 

1 132 5 

2 146 5 

3 163 5 

4 176 5 

5 111 4a 

Lowest 

1 115 2 

2 109 2 

3 180 3 

4 168 3 

5 113 3 

a. Only a partial list of cases with the value 4 are shown in the 

table of upper extremes. 

 

 
Tests of Normality 

 Kolmogorov-Smirnova Shapiro-Wilk 

Statistic df Sig. Statistic Df Sig. 

SumWM .117 242 .000 .973 242 .000 

a. Lilliefors Significance Correction 
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- Thailand Southernmost Conflict Security Policies 
 
 
 

Case Processing Summary 

 Cases 

Valid Missing Total 

N Percent N Percent N Percent 

SumConf 242 100.0% 0 0.0% 242 100.0% 

 

 
Descriptives 

 Statistic Std. Error 

SumConf 

Mean 3.45 .039 

95% Confidence Interval for 

Mean 

Lower Bound 3.37  

Upper Bound 3.53  

5% Trimmed Mean 3.46  

Median 3.50  

Variance .374  

Std. Deviation .612  

Minimum 2  

Maximum 5  

Range 3  

Interquartile Range 1  

Skewness -.248 .156 

Kurtosis .215 .312 

 
Extreme Values 

 Case Number Value 

SumConf 

Highest 

1 40 5 

2 122 5 

3 154 5 

4 29 5 

5 196 5a 

Lowest 

1 163 2 

2 78 2 

3 161 2 

4 1 2 

5 109 2 
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a. Only a partial list of cases with the value 5 are shown in the 

table of upper extremes. 

 

 
Tests of Normality 

 Kolmogorov-Smirnova Shapiro-Wilk 

Statistic df Sig. Statistic Df Sig. 

SumConf .103 242 .000 .978 242 .001 

a. Lilliefors Significance Correction 
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- Nature of Work  

 

 
Case Processing Summary 

 Cases 

Valid Missing Total 

N Percent N Percent N Percent 

SumNW 242 100.0% 0 0.0% 242 100.0% 

 

 
Descriptives 

 Statistic Std. Error 

SumNW 

Mean 4.33 .023 

95% Confidence Interval for 

Mean 

Lower Bound 4.29  

Upper Bound 4.38  

5% Trimmed Mean 4.34  

Median 4.25  

Variance .126  

Std. Deviation .356  
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Minimum 3  

Maximum 5  

Range 2  

Interquartile Range 1  

Skewness -.240 .156 

Kurtosis .361 .312 

 

 
Extreme Values 

 Case Number Value 

SumNW 

Highest 

1 29 5 

2 40 5 

3 42 5 

4 46 5 

5 47 5a 

Lowest 

1 98 3 

2 226 3 

3 199 3 

4 32 3 

5 180 4b 

a. Only a partial list of cases with the value 5 are shown in the 

table of upper extremes. 

b. Only a partial list of cases with the value 4 are shown in the 

table of lower extremes. 

 

 
Tests of Normality 

 Kolmogorov-Smirnova Shapiro-Wilk 

Statistic df Sig. Statistic Df Sig. 

SumNW .102 242 .000 .972 242 .000 

a. Lilliefors Significance Correction 
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- Staff  Relations 
 

Case Processing Summary 

 Cases 

Valid Missing Total 

N Percent N Percent N Percent 

SumStaf 242 100.0% 0 0.0% 242 100.0% 

 

 
Descriptives 

 Statistic Std. Error 

SumStaf 

Mean 4.10 .040 

95% Confidence Interval for 

Mean 

Lower Bound 4.03  

Upper Bound 4.18  

5% Trimmed Mean 4.13  

Median 4.00  

Variance .378  

Std. Deviation .615  

Minimum 2  

Maximum 5  

Range 3  

Interquartile Range 1  

Skewness -.205 .156 

Kurtosis -.112 .312 

 

 
Extreme Values 

 Case Number Value 

SumStaf 

Highest 

1 1 5 

2 2 5 

3 3 5 

4 9 5 

5 19 5a 

Lowest 

1 114 2 

2 180 3 

3 168 3 

4 241 3 

5 232 3b 
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a. Only a partial list of cases with the value 5 are shown in the 

table of upper extremes. 

b. Only a partial list of cases with the value 3 are shown in the 

table of lower extremes. 

 

 
Tests of Normality 

 Kolmogorov-Smirnova Shapiro-Wilk 

Statistic df Sig. Statistic Df Sig. 

SumStaf .175 242 .000 .915 242 .000 

a. Lilliefors Significance Correction 
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- Rewards and Compensation 

 
Descriptives 

 Statistic Std. Error 

SumComp 

Mean 3.25 .045 

95% Confidence Interval for 

Mean 

Lower Bound 3.17  

Upper Bound 3.34  

5% Trimmed Mean 3.27  

Median 3.33  

Variance .493  

Std. Deviation .702  

Minimum 1  

Maximum 5  

Range 4  

Interquartile Range 1  

Skewness -.252 .156 

Kurtosis -.420 .312 

-  
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Extreme Values 

 Case Number Value 

SumComp 

Highest 

1 40 5 

2 154 5 

3 8 5 

4 112 5 

5 201 5 

Lowest 

1 64 1 

2 1 1 

3 110 2 

4 179 2 

5 167 2a 

a. Only a partial list of cases with the value 2 are shown in the 

table of lower extremes. 

-  

-  
Tests of Normality 

 Kolmogorov-Smirnova Shapiro-Wilk 

Statistic df Sig. Statistic df Sig. 

SumComp .070 242 .006 .987 242 .024 

a. Lilliefors Significance Correction 

-  
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-  
-  

-  

-  
-  

-  
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- Job Satisfaction 

 
Case Processing Summary 

 Cases 

Valid Missing Total 

N Percent N Percent N Percent 

SumJS 242 100.0% 0 0.0% 242 100.0% 

 

 
Descriptives 

 Statistic Std. Error 

SumJS 

Mean 3.76 .043 

95% Confidence Interval for 

Mean 

Lower Bound 3.68  

Upper Bound 3.85  

5% Trimmed Mean 3.77  

Median 4.00  

Variance .440  

Std. Deviation .663  

Minimum 2  

Maximum 5  

Range 3  

Interquartile Range 1  

Skewness -.001 .156 

Kurtosis -.162 .312 

 

 
Extreme Values 

 Case Number Value 

SumJS 

Highest 

1 20 5 

2 29 5 

3 37 5 

4 40 5 

5 42 5a 

Lowest 

1 206 2 

2 112 2 

3 13 2 

4 177 2 

5 62 2 
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a. Only a partial list of cases with the value 5 are shown in 

the table of upper extremes. 

 

 
Tests of Normality 

 Kolmogorov-Smirnova Shapiro-Wilk 

Statistic df Sig. Statistic Df Sig. 

SumJS .187 242 .000 .937 242 .000 

a. Lilliefors Significance Correction 
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Communalities 

 Initial Extraction 

NatureOfWorkQ1 1.000 .581 

NatureOfWorkQ2 1.000 .747 

NatureOfWorkQ3 1.000 .598 

NatureOfWorkQ4 1.000 .676 

NatureOfWorkQ5 1.000 .753 

NatureOfWorkQ6 1.000 .539 

NatureOfWorkQ7 1.000 .487 

NatureOfWorkQ8 1.000 .743 

CompensationQ1 1.000 .823 

CompensationQ2 1.000 .859 

CompensationQ3 1.000 .732 

CompensationQ4 1.000 .625 

CompensationQ5 1.000 .691 

CompensationQ6 1.000 .672 

CompensationQ7 1.000 .688 

CompensationQ8 1.000 .664 

CompensationQ9 1.000 .625 

StaffRelationQ1 1.000 .716 

StaffRelationQ2 1.000 .836 

StaffRelationQ3 1.000 .876 
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StaffRelationQ4 1.000 .827 

SouthernConflictQ1 1.000 .626 

SouthernConflictQ2 1.000 .839 

SouthernConflictQ3 1.000 .823 

SouthernConflictQ4 1.000 .632 

SouthernConflcitQ5 1.000 .785 

SouthernConflcitQ6 1.000 .740 

IslamicQ1 1.000 .655 

IslamicQ2 1.000 .769 

IslamicQ3 1.000 .614 

IslamicQ4 1.000 .750 

IslamicQ5 1.000 .578 

WorkMotiveQ1 1.000 .710 

WorkMotiveQ2 1.000 .595 

WorkMotiveQ3 1.000 .613 

WorkMotiveQ4 1.000 .733 

WorkMotiveQ5 1.000 .750 

WorkMotiveQ6 1.000 .472 

WorkMotiveQ7 1.000 .516 

WorkMotiveQ8 1.000 .538 

JobSatisfyQ1 1.000 .740 

JobSatisfyQ2 1.000 .780 

JobSatisfyQ3 1.000 .756 

Extraction Method: Principal Component Analysis. 

 
 

Total Variance Explained 

Component Initial Eigenvalues Extraction Sums of Squared Loadings 

Total % of Variance Cumulative % Total % of Variance Cumulative % 

1 8.497 19.761 19.761 8.497 19.761 19.761 

2 5.239 12.185 31.946 5.239 12.185 31.946 

3 2.956 6.873 38.819 2.956 6.873 38.819 

4 2.602 6.050 44.870 2.602 6.050 44.870 

5 2.065 4.801 49.671 2.065 4.801 49.671 

6 1.914 4.452 54.123 1.914 4.452 54.123 

7 1.549 3.602 57.725 1.549 3.602 57.725 

8 1.371 3.189 60.915 1.371 3.189 60.915 

9 1.339 3.113 64.028 1.339 3.113 64.028 

10 1.191 2.769 66.797 1.191 2.769 66.797 

11 1.049 2.439 69.235 1.049 2.439 69.235 

12 .936 2.176 71.411    
13 .903 2.101 73.512    
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14 .823 1.914 75.426    
15 .805 1.873 77.299    
16 .750 1.744 79.043    
17 .676 1.571 80.614    
18 .654 1.522 82.136    
19 .635 1.476 83.612    
20 .589 1.370 84.982    
21 .588 1.367 86.349    
22 .514 1.194 87.543    
23 .479 1.115 88.658    
24 .463 1.078 89.736    
25 .415 .966 90.702    
26 .399 .927 91.629    
27 .371 .862 92.491    
28 .324 .753 93.244    
29 .308 .717 93.961    
30 .302 .702 94.662    
31 .282 .657 95.319    
32 .248 .576 95.895    
33 .240 .559 96.455    
34 .234 .543 96.998    
35 .224 .520 97.518    
36 .192 .447 97.965    
37 .185 .430 98.395    
38 .167 .388 98.783    
39 .136 .316 99.099    
40 .126 .292 99.391    
41 .114 .266 99.656    
42 .077 .179 99.836    
43 .071 .164 100.000    

Extraction Method: Principal Component Analysis. 

 
 
Component Matrixa 
 Component 

1 2 3 4 5 6 7 8 9 10 11 
NatureOfWork
Q1 .300 .388 -.044 -.280 .071 .261 .205 .028 -.279 .196 .165 

NatureOfWork
Q2 .189 .425 -.073 -.284 .277 .428 .204 .115 -.108 .304 -.163 

NatureOfWork
Q3 .362 .390 -.134 -.329 .036 .215 .341 .014 -.076 -.058 .125 

NatureOfWork
Q4 .170 .461 -.113 -.200 .215 .261 .315 -.029 .293 -.275 .076 
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NatureOfWork
Q5 .236 .271 .009 -.117 -.015 .617 -.279 -.006 -.249 -.148 -.258 

NatureOfWork
Q6 .379 .218 .027 -.290 .040 .352 -.206 .100 .114 .270 .021 

NatureOfWork
Q7 .486 .389 .001 -.069 .088 .068 .247 -.001 -.050 -.035 .136 

NatureOfWork
Q8 .473 -.032 .032 .091 -.267 .237 -.121 .176 -.308 -.474 .129 

CompensationQ
1 .396 -.587 .068 .226 .394 .179 -.143 .143 .118 .003 .157 

CompensationQ
2 .422 -.590 -.041 .012 .490 .172 -.016 .139 .130 -.108 .113 

CompensationQ
3 .419 -.557 -.096 .091 .422 .131 .122 .114 .035 -.037 .052 

CompensationQ
4 .400 -.461 -.050 .251 -.027 .007 .034 .336 -.017 .227 -.139 

CompensationQ
5 .530 -.606 .012 .023 .078 .029 .079 .168 .025 .006 .030 

CompensationQ
6 .529 -.359 -.042 .072 -.022 -.134 .344 -.007 -.266 -.193 -.103 

CompensationQ
7 .584 -.416 -.116 .006 -.027 -.128 .370 -.027 .063 .013 -.035 

CompensationQ
8 .622 -.452 -.076 -.130 -.045 -.079 .100 .128 .015 .121 .021 

CompensationQ
9 .498 -.140 -.068 .173 -.103 -.200 .184 -.101 -.430 .174 .113 

StaffRelationQ
1 .532 .409 -.271 -.088 .096 -.318 -.172 .106 -.112 -.004 .144 

StaffRelationQ
2 .591 .334 -.389 -.194 -.064 -.234 -.130 .192 .098 -.003 -.255 

StaffRelationQ
3 .624 .251 -.282 -.309 .047 -.332 -.130 .212 .039 -.197 -.184 

StaffRelationQ
4 .582 .319 -.251 -.200 .059 -.438 -.148 .209 .001 -.010 -.149 

SouthernConfli
ctQ1 .494 .426 -.227 -.071 -.255 -.023 -.003 -.145 .012 -.016 .239 

SouthernConfli
ctQ2 .517 -.058 -.049 -.198 -.517 .195 .029 .018 .416 .056 .210 

SouthernConfli
ctQ3 .402 -.221 .187 -.274 -.519 .054 -.155 .171 .310 .076 .276 

SouthernConfli
ctQ4 .409 -.466 .346 -.175 -.147 .079 -.045 -.020 -.165 .200 -.003 

SouthernConflc
itQ5 .454 -.360 .184 -.108 -.475 .054 .063 -.285 -.008 .001 -.300 

SouthernConflc
itQ6 .531 -.384 .205 -.145 -.272 .186 -.043 -.129 -.068 -.008 -.341 

IslamicQ1 .476 .329 -.210 .478 -.010 .076 -.055 -.069 -.089 .153 -.046 
IslamicQ2 .411 .325 -.297 .604 -.013 .051 .008 -.081 .018 .160 -.079 
IslamicQ3 .463 .130 -.133 .510 -.083 .103 -.161 -.083 .027 -.149 .179 
IslamicQ4 .383 .244 -.280 .601 -.126 .151 -.029 -.002 .223 .113 .040 
IslamicQ5 .382 .276 .035 .500 -.102 .157 .093 .027 .132 -.064 -.197 
WorkMotiveQ1 .326 .277 .445 .107 .051 -.002 .385 -.238 .179 -.270 -.066 
WorkMotiveQ2 .226 .243 .465 .125 .197 -.181 .046 .010 .376 .060 -.185 
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WorkMotiveQ3 .217 .396 .520 .164 -.060 -.092 .216 .147 .031 .130 -.118 
WorkMotiveQ4 .119 .313 .709 .182 .020 .027 -.062 .217 -.166 -.061 .037 
WorkMotiveQ5 .058 .418 .583 .074 .047 .016 -.167 .412 -.046 .158 -.001 
WorkMotiveQ6 .347 .128 .436 -.060 .074 -.133 -.047 .127 .098 -.299 .008 
WorkMotiveQ7 .258 .162 .291 -.092 .102 -.292 .194 -.239 .027 .331 .172 
WorkMotiveQ8 .430 .124 .342 .104 -.070 -.247 -.037 .037 -.271 -.081 .248 
JobSatisfyQ1 .703 -.007 .079 -.065 .224 -.046 -.237 -.346 -.004 .081 -.010 
JobSatisfyQ2 .646 -.021 .081 -.246 .335 -.072 -.185 -.349 .058 -.048 -.125 
JobSatisfyQ3 .496 .028 .245 -.023 .234 .033 -.441 -.422 -.017 .020 .139 
Extraction Method: Principal Component Analysis. 
a. 11 components extracted. 

 
 

Descriptive Statistic 

- Gender of respondents 

 
Gender 

  Frequency Percent Valid Percent 

Valid Male 51 21.1 21.1 

Female 191 78.9 78.9 

Total 242 100.0 100.0 

 
 

- Age of respondents 

 
Age 

  Frequency Percent 

Valid 18-25 29 12.0 

26-33 107 44.2 

34-41 42 17.4 

42-49 37 15.3 

50 or above 27 11.2 

Total 242 100.0 

 

- Marital status of respondents 
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Status 

  Frequency Percent 

Valid Single 70 28.9 

Married 166 68.6 

Divorced 5 2.1 

Widow 1 .4 

Total 242 100.0 

 

- Education level of respondents 

Education 

  Frequency Percent 

Valid Diploma 44 18.2 

Degree 191 78.9 

Master Level 7 2.9 

Total 242 100.0 

 
- Salary of respondents 

 
Salary 

  Frequency Percent 

Valid THB10,000 or less 10 4.1 

THB10,001-THB20,000 129 53.3 

THB20,001-THB30,000 51 21.1 

THB30,001-THB40,000 44 18.2 

THB40,001 or more 8 3.3 

Total 242 100.0 

 

- Position of respondents 
 

Position 

  Frequency Percent 

Valid Public Health Officer 155 64.0 

Nurse 87 36.0 
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Position 

  Frequency Percent 

Valid Public Health Officer 155 64.0 

Nurse 87 36.0 

Total 242 100.0 

 

 
- Position level of respondents 

Level 

  Frequency Percent 

Valid Operational Level 32 13.2 

Practitioner Level 23 9.5 

Experienced Level 86 35.5 

Professional Level 95 39.3 

Senior Level 6 2.5 

Total 242 100.0 

 

- Period of working experience 
 

Experience 

  Frequency Percent 

Valid 1-5 79 32.6 

6-10 63 26.0 

11-15 23 9.5 

16-20 22 9.1 

21-25 22 9.1 

26-30 22 9.1 

31-35 10 4.1 

36 or above 1 .4 

Total 242 100.0 
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- Mean and Standard Deviation of Variables 
 

Descriptive Statistics 

 N Mean Std. Deviation 

SumIslamic 242 4.28 .526 

SumWorkMotive 242 3.7278 .40814 

SumConflict 242 3.45 .612 

SumNW 242 4.33 .356 

SumCompensation 242 3.25 .702 

SumStaffRelations 242 4.10 .615 

SumJS 242 3.7631 .66311 

Valid N (listwise) 242   

 

 
- Mean and Standard Deviation of Islamic Workplace Accommodation 

 
 

Descriptive Statistics 

 N Mean Std. Deviation 

IslamicQ1 242 4.38 .607 

IslamicQ2 242 4.40 .683 

IslamicQ3 242 4.16 .714 

IslamicQ4 242 4.29 .632 

IslamicQ5 242 4.16 .751 

Valid N (listwise) 242   
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- Mean and Standard Deviation of Work Motivation 

 
Descriptive Statistics 

 N Mean Std. Deviation 

WorkMotiveQ1 242 3.79 .562 

WorkMotiveQ2 242 3.78 .655 

WorkMotiveQ3 242 3.92 .616 

WorkMotiveQ4 242 3.76 .567 

WorkMotiveQ5 242 3.90 .626 

WorkMotiveQ6 242 3.58 .714 

WorkMotiveQ7 242 3.36 .803 

WorkMotiveQ8 242 3.74 .749 

Valid N (listwise) 242   

 

 
- Mean and Standard Deviation of Thailand Southernmost Conflict 

Security Policy 

 
Descriptive Statistics 

 N Mean Std. Deviation 

SouthernConflictQ1 242 4.16 .678 

SouthernConflictQ2 242 3.60 .735 

SouthernConflictQ3 242 3.30 .904 

SouthernConflictQ4 242 3.12 1.097 

SouthernConflcitQ5 242 3.20 .956 

SouthernConflcitQ6 242 3.31 .924 

Valid N (listwise) 242   
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- Mean and Standard Deviation of Nature of Work 

Descriptive Statistics 

 N Mean Std. Deviation 

NatureOfWorkQ1 242 4.36 .537 

NatureOfWorkQ2 242 4.48 .533 

NatureOfWorkQ3 242 4.26 .584 

NatureOfWorkQ4 242 4.70 .587 

NatureOfWorkQ5 242 4.30 .614 

NatureOfWorkQ6 242 4.14 .606 

NatureOfWorkQ7 242 4.41 .633 

NatureOfWorkQ8 242 4.04 .656 

Valid N (listwise) 242   

 

 
- Mean and Standard Deviation of Rewards and Compensation 

 
Descriptive Statistics 

 N Mean Std. Deviation 

CompensationQ1 242 3.16 1.078 

CompensationQ2 242 3.09 1.080 

CompensationQ3 242 3.14 .965 

CompensationQ4 242 3.38 .953 

CompensationQ5 242 2.84 1.091 

CompensationQ6 242 3.51 .943 

CompensationQ7 242 3.28 .903 

CompensationQ8 242 3.15 .919 

CompensationQ9 242 3.75 .843 

Valid N (listwise) 242   
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- Mean and Standard Deviation of Staff Relations 
 

Descriptive Statistics 

 N Mean Std. Deviation 

StaffRelationQ1 242 4.25 .654 

StaffRelationQ2 242 4.10 .672 

StaffRelationQ3 242 3.98 .756 

StaffRelationQ4 242 4.10 .710 

Valid N (listwise) 242   

 

 

- Mean and Standard Deviation of Job Satisfaction 
 
 

Descriptive Statistics 

 N Mean Std. Deviation 

JobSatisfyQ1 242 3.80 .730 

JobSatisfyQ2 242 3.79 .724 

JobSatisfyQ3 242 3.70 .832 

Valid N (listwise) 242   
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Appendix E 
Analysis results from Structural Model  

 
 

Indirect Effects 

Mean, STDEV, T-Values, P-Values 

 

 

 

 

 

 

Direct 
Relationships 

 

 
 
 
 

       Original Sample 
(O) 

Sample Mean 
(M) 

Standard Deviation 
(STDEV) 

T Statistics 
(|O/STDEV|) 

P 
Values 

0.029 0.036 0.065 0.439 0.330 
0.263 0.277 0.057 4.630 0.000 
0.119 0.126 0.064 1.849 0.033 
0.276 0.276 0.084 3.269 0.001 
0.267 0.260 0.061 4.383 0.000 
0.152 0.161 0.068 2.228 0.013 
0.171 0.170 0.060 2.838 0.002 
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