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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



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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Appendix A
Questionnaire Form of English and Thai version

Part 1: Demographic information of the participants. Please circle the appropriate
box.

paun 1: dayaiahlvesipauuiuaaunin lsavinAseansnassnan ludesunnaiaanmasaiudaving

1. Gender/wwa

1 | Male/ans

2 | Female/nt}s

2. Age/any

18-25
26-33
34-41
42-49

D B W N —

50 or older/+i3a 11nn9n

3. Marital Status/@an1unaw

Single/lan

Married/ausa

Divorced/#ein%14

Al W N —

Widow/uging

4. Education achievement/q@in1s@nin

High school level/dsaunm

Diploma/ 1a4. i3 tla.

First degree/\yoyneis

Master degree/i5oynynin

DN A~ W N —

Doctoral/ifanynynian
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5. Salary per month/GuiAewi 155y

10,000 Baht or less/unniizatiaanan
10,001-20,000 Baht/un
20,001-30,000 Baht/un
30,001-40,000 Baht/un

40,001 Baht and above/unnsisan1nnan

| B W N —

6. Position/suuile

7. Position Level/szau

Operational Level/szauilfjiiReu

Practitioner Level/szsutlfjiinnns

Experienced Level/szaudnunnany

Professional Level/szaudiuinynng

Senior Level/szavaqls

Senior Professional Level/szaug1unnynsniAs
Others (Please Specify)
U9 (Tsasziy)

~| | | K| W N —

8. Period of working in current position/isza1n1saflunisyiney year(s)/1l
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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.

= o A , = v o = Ly =
ABUN 2: ‘EﬂmmLm@wmm\mmﬂmmwwL@wm\mummumnmm Inalulsiazdaaiunsniaan

o A v = < = e
[FIQL@’PJﬂbLﬁL‘WEI\‘i‘I)IuQL‘] LABRNINIUL
Strongly Disagree Disagree Neutral Agree Strongly Agree
Tiiiugaeating Taiiiugian 127 WinAae WinAneeinaga
1 2 3 4 5

Job Descriptions
Peazdanlunislfifam

Likert Scale

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.

LATRNLLILYFRAYINUIasasAns lldasanannimisataunvinwiune

a 1= < Y v o o = ¥ Wy
nsanndguifefludiadinud viugninass wazgninwygseunnli 13ee

16

The organization has a definite policy regarding my religious
holiday. (Eidilfitri-Eidiladha Celebration)

a9AnsueIIUeN A TN unaR NS A AT eAauTIvInuiIDe (1 Y

BRaTFTLATRRNENENE UTLNARN Ve TUA ATysine|eTanne)

The organization holds holiday events, and takes into account of
Muslim employees when planning workshops, meetings, trips,
etc. avAngAilaian g tiuun linsenusiadu dAtyneAnauivinwiunae

(Anaussvisatlszguluiudrdnyniemauivinuiune)

The organization holds special events involving food and drink
which accommodate religious and ethical needs of Muslim
employees (Halal Food).

Wadnssymavizadiuun 094N 10971 ANTEAY a1MNTIgNABIANTAN

ANAUILENTWALENUTNT

The organization provides a proper room to perform my prayer.
89ANT 109V WAL HanuisienislfjiRa anisetnailudadou duaniun

f13riangneulfumAauna esljimRAauta Wid

There is an atmosphere of co-operation among staff during the
unrest situation.

Euthinnauliraininiialunisdfjumio uwlazegnels anunisninonu

Taigau

There is a risk management plan prepared by the organization
during the unrest situation.

FEAUNALAR

2 13 (4 |5
2 (3 14 |5
213 14 |5
2 13 (4 |5
2 (3 14 |5
2 (3 14 |5
2 13[4 |5

208




waeuzeinuiLaunstleaiuan N AeTeduREFe o Nenainule

Ufimau

There is an effective security practices at workplace to
accommodate during the unrest situation.

Aeldanunisalrann a9y it ureainulszUuNI NI AN Lae A

A
NALAZENNITAN

I am satisfied with the extra pays received during the unrest
situation.

vinunalasieadannisaniy iy AneuunuiAETeRwARTE

10

There is a sufficient manpower to handle the increased workload
during the unrest situation.

Ml 4011n1703AN INAIY 99ANTUR9YINY AN LENUTIN AN NE WAL

A9AARDINLUTNINY

11

My workload is consistent with working hours while it is under
the unrest situation.

Aeldanunisalaannliaey BuinenueesvinuilanNaenadeaiutaTuanis

P lunAaz Iy

12

My work requires learning something new.
nurawihuaniufieadauiaclud

13

There are varieties of tasks in my work.
UL AN AN UANE

14

My work requires a creative plan.
IULBIVINUADG FIN1IN LR UBENIAT9AT9A

15

My work requires connecting and serving a community.
nuaasiwnadesuaraniiusiasiiznisgum

16

My skill and knowledge are improved by the tasks I do.
vinuiTananmunANAINNIONAZANFAINUTBIINY

17

My work requires very high level of concentration.
NupasinuFasldaunsiluatineunn

18

My work requires a specific skill.
AUV U D9 RN HZIRNIZANY

19

I can express an idea/comment based on the subjects related to
my work.
uaunsnuaasauAnTiuluFasina i vaevinulfattafiui

20

My salary is sufficient to meet my expenses.
Rupeunvinulsifuieanefuanldanasinge aearin

21

An annual salary adjustment is suitable with my cost of living.
N19U5 UL Rupaulsrantaeerinu iNeanafuAI Aa9TN

22

My salary is appropriate with my job responsibilities.
RuipauivinulfFumunzaniuanuiuiageunvinuinag)

23

I always make monthly savings of my salary.
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NAUAL AN RUaaNN IFTUAN N RULA UBLNNANANS

24

I have an equitable salary when compared to other people in
other organization.

o= o a A ] i = o N A
VnuW\‘]WﬂsL@ﬂUL\‘]HL@@U%@\‘]‘W']ULN@L'Lrﬁ“ﬁuL‘l’]ﬂuﬂuuﬂ@qﬂﬁ‘iu@’]ﬂ@’]ﬂv\l@u

25

I am satisfied with overall benefits that organization offered.
uianalaludnslsylamilpasunesdnsueavinutiuiauali

26

I am satisfied with the retirement plan offered.
yNufiane lasessuuadaan1InaInNIn eI

27

I am satisfied with the recognition and rewards for my
outstanding.

vinuianalasanisasneadynnaslalunisineudu andesaue 1Heda

28

I am satisfied with the medical expenses claim benefits offered.
7N lafedns N 7N ANFNHINEILIARNNNINTITNITEAINTLALKLES TN

BACHITAN ﬁl'a‘mi"& B EIE)

29

I have a good workmg relationship with my colleagues.
WudANANAUS AN ULNAUTINeU

30

My colleagues and I work as a team.
yinufuieusanauiinisi i

31

I think my colleagues are being sincere with me.
NUAATINAUTINIBEAINA S lar Ny

32

I feel comfortable with my colleagues.
U v KR & o d‘ b % va o Aﬂl 1
vinganiiuiuesdelflnfBanuiansanau

33

The work I do is interesting.
NUIAYINUTANLNaula

34

I arrive at the office on time and do not leave early.
WuuneuRsssanauay inautinunaaan

35

I expect more quality in my own work.
YUAANIITIUTEINUSes AN NI UG

36

I am confident on my abilities to succeed my task objective.
viudulatiemnuannsnlunisussgantlsraadluiu

37

I take fully responsible on my work.
NNUFURATALARY

38

I have a mentor who keeps me alerted and motivated to my work.
vinulfliAnauuziazusegelalunisinau

39

I often think about work issues when I am at home.
nuinintTywaesaunaullAsntinu

40

I always attend trainings to improve my own skills and
competencies.

NNt na UsNiNe I Ane N wln19119NL

41

I am happy with my job.
YinulANgaiuNIIMenu
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42

In general I am satisfied with my job.
IpeIguuavinutAunalafunIsnNeL

43

If I could choose the career again I would make the same decision.
winvinuaunsnfieunauly vinuazdansaanandni

Thank you for your cooperation

TaUNIzAMIUANIINTBBIVINY
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Appendix B

Index of Item Objective Congruence (IOC) of the study

Validity Test of Instrument

Descriptive Statistics

N Minimum | Maximum I0C
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
Q31
Q32
Q33
Q34
Q35
Q36
Q37
Q38
Q39
Q40
Q41
Q42
Q43
Valid N

(listwise)

W W W W W W W W W W W W W w

1.00
1.00
1.00
1.00
1.00
1.00
1.00
1.00
1.00
1.00
1.00
1.00
1.00

1.00
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Reliability Test of Instrument

Case Processing Summary

Appendix C

Reliability test of the study

N %
Cases  Valid 32 100.0
Excluded? 0 .0
Total 32 100.0

a. Listwise deletion based on all variables in the

procedure.

1) Islamic Workplace Accommodation

Reliability Statistics

Cronbach's
Alpha

N of Items

.817

2) Thailand Southernmost Conflicts Security Policy

Reliability Statistics

Cronbach's
Alpha

N of Items

.770

3) Nature of Work

Reliability Statistics

Cronbach's
Alpha

N of Items

.729
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4) Rewards and Compensation

Reliability Statistics

Cronbach's
Alpha

N of Items

.966

5) Staff Relations

Reliability Statistics

Cronbach's

Alpha

N of Items

.902

4

6) Work Motivation

7)

Reliability Statistics

Cronbach's
Alpha

N of Items

762

Reliability Statistics

Cronbach's
Alpha

N of Items

.837 3




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

Mean 4.28 .034
95% Confidence Interval for Lower Bound 4.21
Mean Upper Bound 4.35
5% Trimmed Mean 4.31
Median 4.20
Variance 277
Sumisla  Std. Deviation .526
Minimum 3
Maximum 5
Range 2
Interquartile Range 1

Skewness -.444 .156

Kurtosis -.285 .312

Extreme Values

Case Number Value
1 17 5
2 22 5
Highest 3 24 5
Sumlsla 4 35 5
5 40 5°
1 114 3
Lowest
2 179 3
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3 167 3
4 151 3
5 110 3°

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-Smirnov? Shapiro-Wilk
Statistic df Sig. Statistic Df Sig.
Sumlsla .149 242 .000 .920 242 .000
a. Lilliefors Significance Correction
Histogram
Mean = 4.25
Std. Dev. = 526
N =242
50

-

£ 40-

£ a0

3

o

2

|18

20
0 . T T T
an is 40 45 50
Sumlsla
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Normal Q-Q Plot of Sumilsla

545

Observed Value
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024 e
o
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5.09

4.54

4.0
3.5
3.0 ——
O114
2.5
Sunlllsla
- 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

Mean 3.73 .026

95% Confidence Interval for Lower Bound 3.68

Mean Upper Bound 3.78

5% Trimmed Mean 3.74

Median 3.75

Variance .167
SumWM  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

Lowest

a A W N P OO B WO N P

132
146
163
176
111
115
109
180
168
113

5
5
5
5

a

4

2
2
3
3
3

a. Only a partial list of cases with the value 4 are shown in the

table of upper extremes.

Tests of Normality

Kolmogorov-Smirnov® Shapiro-Wilk
Statistic df Sig. Statistic Df Sig.
SumWM 117 242 .000 .973 242 .000

a. Lilliefors Significance Correction
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Frequency

Expected Mormal

Histogram

Mean=3.73
Stel. Dev. = 408
M= 242
40
30
20 ||
10
1] - T T T T T
25 3.0 35 4.0 45
SumWM
Normal Q-Q Plot of SumwWmM
.
o
-2
-4
T T T T T T T
2.0 25 3.0 35 40 45 50

Observed Value

221



Detrended Normal Q-Q Plot of SumWM
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= la]
=
a
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o
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1.0
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5.0
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o
2.5 109
O15
(o]
2.0
T
Sumivi
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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
Mean 3.45 .039
95% Confidence Interval for Lower Bound 3.37
Mean Upper Bound 3.53
5% Trimmed Mean 3.46
Median 3.50
Variance 374
SumConf  Std. Deviation .612
Minimum 2
Maximum B
Range 3
Interquartile Range 1
Skewness -.248 .156
Kurtosis 215 .312
Extreme Values
Case Number Value
1 40 5
2 122 5
Highest 3 154 5
4 29 5
5 196 5°
SumConf
1 163 2
2 78 2
Lowest 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-Smirnov® Shapiro-Wilk
Statistic df Sig. Statistic Df Sig.
SumcConf .103 242 .000 .978 242 .001
a. Lilliefors Significance Correction
Histogram
407 Mean = 3.45
— Std. Dev. = 612
M =242

30 —
-
(2]
c
w —
>
H 20
m S —

107 —

0 l I T T T —I_’_ T
2 3 4 5
SumConf
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Expected Normal

Dev from Normal

Normal Q-Q Plot of SumConf

.
o
.2
_4=
T T T
2 3 4
Observed Value
Detrended Normal Q-Q Plot of SumConf
0.2
Q
0%,
o
0.0000 9 e
o @
Q
o
o
0.2+
o
-0.44 0
o
T T T
2 3 4

Observed Value
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-

161 1

Ta
163

o0

T
SumConf

- Nature of Work
Case Processing Summary
Cases
Valid Missing Total
N Percent Percent N Percent
SumNW 242 100.0% 0.0% 242 100.0%
Descriptives
Statistic | Std. Error
Mean 4.33 .023
95% Confidence Interval for Lower Bound 4.29
Mean Upper Bound 4.38
SumNW 5% Trimmed Mean 4.34
Median 4.25
Variance 126
Std. Deviation .356
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Minimum
Maximum

Range

Interquartile Range

= N 01 W

Skewness -.240 .156
Kurtosis .361 .312
Extreme Values
Case Number Value
1 29 5
2 40 5
Highest 3 42 5
4 46 5
5 47 5°
SumNW
1 98 3
2 226 3
Lowest 3 199 3
4 32 3
5 180 4°
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-Smirnov? Shapiro-Wilk
Statistic df Sig. Statistic Df Sig.
SumNW .102 242 .000 .972 242 .000

a. Lilliefors Significance Correction
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Frequency

Expected Normal

Histogram

501

40

[}
[=]
1

)
[=]
1

101

Mean = 4.33
Stel. Dev. = 355
M=242

SumNW

Normal @-Q Plot of SumNW

2=

4

T T T T T I I
25 30 35 40 45 50 55

Observed Value

228




Detrended Normal Q-Q Plot of SumNW
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- Staff Relations

Case Processing Summary

Cases
Valid Missing Total
N Percent N Percent N Percent
SumsStaf 242 100.0% 0 0.0% 242 100.0%
Descriptives
Statistic | Std. Error
Mean 4.10 .040
95% Confidence Interval for Lower Bound 4.03
Mean Upper Bound 4.18
5% Trimmed Mean 4.13
Median 4.00
Variance .378
SumsStaf  Std. Deviation .615
Minimum 2
Maximum 5
Range 3
Interquartile Range 1
Skewness -.205 .156
Kurtosis -112 312
Extreme Values
Case Number Value
1 1 5
2 2 5
Highest 3 3 5
4 9 5
5 19 5°
SumsStaf
1 114 2
2 180 3
Lowest 3 168 3
4 241 3
5 232 3°
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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-Smirnov® Shapiro-Wilk
Statistic df Sig. Statistic Df Sig.
SumsStaf .175 242 .000 .915 242 .000
a. Lilliefors Significance Correction
Histogram
807 — Mean = 4.1
Std. Dev. = B15
N =242

B0
-
o
c
[ 0]
=
@ 40
[T

20

0 = T T T
2 3 4 5
SumStaf
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Normal Q-Q Plot of SumStaf
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5.0 S —
4 5+
4.0
357
3.0 _—
180
257 s ]
168
114
2.0 o}
SumIStaf
- Rewards and Compensation
Descriptives
Statistic Std. Error
Mean 3.25 .045
95% Confidence Interval for Lower Bound 3.17
Mean Upper Bound 3.34
5% Trimmed Mean 3.27
Median 3.33
Variance 493
SumComp  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

Lowest

a A W N BB OO b WO N PP

40
154

112
201
64
1
110
179

167

N
[

N N P o1 o111 Ol

a. Only a partial list of cases with the value 2 are shown in the

table of lower extremes.

Tests of Normality

Kolmogorov-Smirnov® Shapiro-Wilk
Statistic df Sig. Statistic df Sig.
SumComp .070 242 .006 .987 242 .024

a. Lilliefors Significance Correction
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Frequency

Expected Normal

-2

31

Histogram

207

407

204

10+

SumComp

Normal Q-Q Plot of SumComp

Mean = 3.25
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o

Observed Value
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Detrended Normal Q-Q Plot of SumComp
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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
Mean 3.76 .043
95% Confidence Interval for Lower Bound 3.68
Mean Upper Bound 3.85
5% Trimmed Mean 3.77
Median 4.00
Variance 440
SumJS  Std. Deviation .663
Minimum 2
Maximum 5
Range 3
Interquartile Range 1
Skewness -.001 .156
Kurtosis -.162 .312
Extreme Values
Case Number Value
1 20 5
2 29 5
Highest 3 37 5
4 40 5
5 42 57
SumJS
1 206 2
2 112 2
Lowest 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-Smirnov® Shapiro-Wilk
Statistic df Sig. Statistic Df Sig.
SumJS .187 242 .000 .937 242 .000

a. Lilliefors Significance Correction

Histogram
1007 Mean = 3.76
Std. Dev. = 663
M =242
50—
S 60
| =
@
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o
a
e
L
40
20
[ —
1] T T T T
2 3 4 5
SumJS

238



Expected Normal

Dev from Normal

Normal Q-Q Plot of SumJS
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234 213
5 196 Chog
4.5
404
359
3.0
] 052
177
E
2.0 013
Sunlws
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 1571 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 A79 99.836
43 .071 .164 100.000
Extraction Method: Principal Component Analysis.
Component Matrix®

|Component

1 ) 3 4 5 6 7 8 o 10 i
Ig?mreomork 300 388|044 280 [071 |261 |205 028 [.279 |196 [165
Iggmreomork 189|425 L.073 |284 [277 |428 |204 [115 |.108 [304 |.163
IggmreOfW"rk 362 (390 L134 1329|036 |215 341 014 [.076 058 |125
Igjmreomork 170 461 k113|200 215|261 315 029 [293 275 076
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|NatureOfW ork
Q5
[NatureOfWork
Q6
[NatureOfWork
|Q7
[NatureOfWork
Q8
CompensationQ
1
|CompensationQ
2
|CompensationQ)|
3
|CompensationQ)|
4
|CompensationQ
S
CompensationQ
6
CompensationQ)|
7
|CompensationQ)|
8
|CompensationQ
9
StaffRelationQ
1
StaffRelationQ
2
StaffRelationQ
3
StaffRelationQ
4
SouthernConfli
ctQ1
SouthernConfli
ctQ2
SouthernConfli
ctQ3
SouthernConfli
ctQ4
SouthernConflc
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Extraction Method: Principal Component Analysis.

a. 11 components extracted.

Descriptive Statistic

- Gender of respondents

- Marital status of respondents
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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



Status

Frequency | Percent
Valid  Single 70 28.9]
Married 166 68.6
Divorced 5 21
Widow 1 A4
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 25
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

Sumlslamic 242 4.28 .526
SumWorkMotive 242 3.7278 40814
SumcConflict 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 1.078j
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

250




Appendix E
Analysis results from Structural Model

Direct

Relationships

Original Sample | Sample Mean | Standard Deviation T Statistics P

(O) (M) (STDEV) (|O/STDEV]) 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

Indirect Effects

Mean, STDEV, T-Values, P-Values

Original Sample| Standarn T Statis{P Value:
Islamic Workplace Accommodation -= Job Satisfaction 0.045( 0047 0020 23000 0.011
Islamic Workplace Accommodation -= Work Motivation
Nature of Work -= Job Satisfaction

Rewards and Compensation -= Job Satisfaction

Staff Relations -= Job Satisfaction

Thailand Southernmost Conflict Security -= Job Satisfaction
Work Motivation -» Job Satisfaction
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