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ABSTRACT 

 

Private Higher Educational Institutions play a vital role in Malaysia’s economic growth 

and are a key contributor to the nation’s GDP. The survival of Islamic Private Higher 

Education Institutions (IPHEIs) in the highly competitive market of higher education 

within the country and in the region depends on the ability of those IPHEIs to learn and 

adapt to the rapid changes. Learning Organization can help IPHEIs survive and excel. This 

study intends to investigate the determinants of Islamic learning organization as it is a new 

concept derived from the conventional learning organization. Hence, the study is aimed 

at investigating the relationship between leadership style, employee innovative behaviour, 

Islamic work ethics, and the Islamic learning organization in Islamic private higher 

educational institutions in Malaysia. Additionally, the study was to examine the 

moderating effect of perceived organizational support on the relationship between those 

determinants and the Islamic learning organization. The underpinning theory is social 

learning theory. Data were collected from the Islamic private higher educational 

institutions in the Malaysian peninsula using a cross-sectional study design through 

questionnaires. However, only 156 questionnaires were valid for analysis. This study 

utilized the Partial Least Squares Structural Equation Modelling to establish the validity 

and reliability of the measurement model and to test each hypothesis. The results of this 

study showed that leadership style, employee innovative behaviour, and Islamic work 

ethics have significant influence on the Islamic learning organization. Additionally, 

perceived organizational support moderates the relationship between leadership style, 

employee innovative behaviour, and the Islamic learning organization. This study 

proposes valuable insights to Islamic Higher Educational Institution managers, 

stakeholders, and those who are accountable in leading Islamic PHEIs to excel in the 

higher educational arena. This study also offers theoretical, practical and methodological 

implications for the academics. Lastly, limitations and recommendations for future studies 

are also highlighted. 

 
Keywords: Leadership Style, Employees Innovative Behaviour, Islamic Work Ethics, 

Islamic Learning Organization, Perceived Organizational Support. 



ABSTRAK 

 

Institusi Pengajian Tinggi Swasta memainkan peranan penting dalam pertumbuhan 

ekonomi Malaysia dan merupakan penyumbang utama KDNK. Kelangsungan Institusi 

Pengajian Tinggi Swasta Islam (IPHEI) di pasaran pendidikan tinggi yang sangat 

kompetitif di dalam negara dan di rantau ini bergantung pada kemampuan IPHEI tersebut 

untuk belajar dan menyesuaikan diri dengan perubahan yang pesat. Organisasi 

pembelajaran dapat membantu IPHEI bertahan dan berjaya. Kajian ini bertujuan untuk 

menyelidik penentu organisasi pembelajaran Islam kerana organisasi ini merupakan 

konsep baharu yang berasal dari organisasi pembelajaran konvensional. Oleh itu, kajian 

ini bertujuan untuk menyelidik hubungan antara gaya kepemimpinan, tingkah laku 

inovatif pekerja, etika kerja Islam, dan organisasi pembelajaran Islam di institusi 

pengajian tinggi swasta Islam di Malaysia. Selain itu, penyelidikan ini juga bertujuan 

untuk mengkaji kesan penyederhanaan sokongan organisasi terhadap hubungan antara 

penentu tersebut dan organisasi pembelajaran Islam. Teori asas adalah teori pembelajaran 

sosial. Data dikumpulkan dari institusi pengajian tinggi swasta Islam di Semenanjung 

Malaysia menggunakan reka bentuk kajian keratan rentas melalui soal selidik. Walau 

bagaimanapun, hanya 156 borang soal selidik yang sah untuk analisis. Kajian ini 

menggunakan Pemodelan Persamaan Berstruktur untuk menentukan kesahan dan 

kebolehpercayaan model pengukuran dan untuk menguji setiap hipotesis. Hasil kajian ini 

menunjukkan bahawa gaya kepemimpinan, tingkah laku inovatif pekerja, dan etika kerja 

Islam mempunyai pengaruh yang signifikan terhadap organisasi pembelajaran Islam. 

Tambahan pula, persepsi sokongan organisasi didapati menyederhanakan hubungan 

antara gaya kepimpinan, tingkah laku inovatif pekerja, dan organisasi pembelajaran Islam. 

Kajian ini mengemukakan pandangan berharga kepada para pengurus, pihak 

berkepentingan, dan pihak yang bertanggungjawab mengetuai PHEI Islam untuk 

cemerlang dalam bidang pendidikan tinggi. Kajian ini juga memberikan implikasi teori, 

praktik dan metodologi untuk akademik. Akhir sekali, batasan dan cadangan untuk kajian 

masa depan juga ditekankan. 

 
Kata kunci: Gaya Kepimpinan, Tingkah Laku Inovatif Pekerja, Etika Kerja Islam, 

Organisasi Pembelajaran Islam, Persepsi Sokongan Organisasi. 
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CHAPTER ONE 

INTRODUCTION 

 

1.1 Background of the Study 

 

Since 1997, the Malaysian government was planning to make higher education (HE) in 

Malaysia to be the hub of South-east Asian region. Through the Ministry of Higher 

Education, the government came up with a strategic plan to upgrade the quality of HE in 

Malaysia. The plan covered both the public as well as the private higher education 

institutions (HEIs). In addition, the government set up an agency to monitor the standards 

of education programs offered by HEIs. The agency was initially called the National 

Accreditation Board (NAB) but later the name was changed to the Malaysian 

Qualification Agency (MQA) to reflect the governmental concerns about the quality of 

HEIs in Malaysia (Anis et. al., 2018; Morshidi, 2008, Shariffuddin, Razali, Ghani, 

Shaaidi, and Ibrahim, 2017; Edrak, Nor, and Maamon, 2015;). The quality and standard 

issues were related to the Malaysian government plans to encourage many students from 

all over the globe to come to Malaysia and study in its HEIs. 

 

The HEIs can be categorized into public HEIs and private HEIs. The Malaysian 

government felt that the Islamic HEIs had the potential for growth and could be promoted 

to students from South-east Asia, some Asian countries and some Arab countries. 

Currently there are 16 Islamic higher education institutions that are operating throughout 
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Malaysia (see Table 1.1). These HEIs comprise of one public university, two private 

universities, eight university colleges and five colleges. 

 

Table 1-1 

List of Islamic Higher Education Institutions 
 
 

 

No. 
 

Name of the Institution 
 

Institution Type 
 

Sector 
 

1 
 

Universiti Sains Islam Malaysia (USIM) 

 
University 

 
Public 

2 International Islamic University Malaysia (IIUM) University Private 

3 Al Madinah International University (MEDIU) University Private 

4 Insaniah University College (UniSHAMS) University College Private 

5 Selangor Islamic University College (KUIS) University College Private 

6 Melaka Islamic University College (KUIM) University College Private 

7 Sultan Azlan Shah Islamic University College (KUISAS) University College Private 

8 Kolej University Teknologi Antarabangsa Islam (KITAB) University College Private 

9 Kolej Universiti Islam Perlis (KUIPs) University College Private 

10 Kolej Universiti Islam Zulkifli Muhammad (KUIZM) University College Private 

11 Kolej Universiti Darul Quran Islamiyyah (KUDQI) University College Private 

12 Kolej Islam Antarabangsa Sultan Ismail Petra (KIAS) College Private 

13 Kolej Islam Sains and Teknologi (KIST) College Private 

14 Kolej Pengajian Islam Johor (MARSAH) College Private 

15 International Islamic College (IIC) College Private 
 

Source: MQA.gov.my; 2019 
 

Based on rigorous monitoring work of the Malaysian Qualification Agency (MQA), the 

above sixteen HEIs can be deemed as competent institutions as they have met the quality 
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criteria set by the Agency. But like the conventional higher education institutions, these 

Islamic HEIs have their share of problems being new to the industry of higher education 

in most cases. 

 

Without a doubt higher education is increasingly affecting people’s lives by improving 

the quality of individuals’ life standards making the nation a competitive one regarding 

its human capital. Nevertheless, higher education is a commodity that has its contribution 

to the GDP (Becket and brooke 2006). Indeed, a number of qualifications are provided by 

HEIs like certificates, bachelor’s degrees and diplomas, and of course postgraduate 

programmes (Hashim 2012). 

 

And for that contribution by HEIs, many countries invested big shares of their annual 

budgets in those institutions, Malaysia was one of those investors (Edrak et. al., 2015; 

Shariffuddin et. al, 2017; Anis, Islam, and Abdullah, 2018). Likewise, Malaysia Plans to 

reach excellence level in its HEIs in 2025 that is called 2025 glory and sustainability. 

Besides that, the times once universities will rely entirely on government funding are 

gone. Thus, establishments of higher education may become struggling to structure and 

ask for various sources of revenue rather than hoping on state funding (Hashim 2012). 

 

It is interesting however, that private higher education is now growing rapidly that it 

significantly contributes to the country’s GDP, about 2.5% roughly RM33 billion, 

according to former Minister of Education, Dr.Maszlee Malik during a conference with 

the masters Malaysian PHEIs (www.thestar.com.my, 2019). Despite this contribution, 

Hashim, Haron, and Ibrahim, (2019) have addressed many issues facing Islamic private 

http://www.thestar.com.my/
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higher education institutions in Malaysia like lack of government support and leadership 

issues, issues on innovation etc. 

 

Islamic education in Malaysia has a special place as it is part of the identity of the country. 

Regrettably, only few studies have attained the Islamic education in Malaysia, and as far 

knowledge of the researcher, only a single study tackled the Islamic private higher 

education institutions in Malaysia (Hashim, 2012). 

 

For achieving that objective, the concept of learning organization was introduced as the 

only competitive advantage is to distinguish successful organizations from diving ones 

that the scarcity of resources is becoming less and less influential to the success of 

organizations. Whereas knowledge and its retention and utilise it and continuously 

acquiring new knowledge and being able to transform the organization accordingly is now 

becoming the most if not the only success factor that determines who stays on top and 

who vanishes. 

 

The modern history is full of examples like Kodak, Nokia, Yahoo, IBM and many other 

organizations whom they rejected change and failed to acquire the required knowledge, 

innovation and make the required changes (www.valuer.ai). On the contrary, many other 

organizations have proved that the size of resources available is no longer a valid reason 

not to compete with giants in a certain industry. A clear example for that is, UBER, Grab, 

Tesla car manufacturing and SpaceX the space technology company. All of the 

aforementioned companies had relatively little resources to start with compared to 

industry giants like Toyota and General Motors, and a huge government agency like 

NASA. Still though they succeeded in acquiring big market shares or create an entirely 
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new market or segment like UBER and Grab, while in some cases achieving what has not 

been achieved before in the history like SpaceX being able to reduce the cost of launching 

satellites to the orbit of earth by inventing a reusable rocket. 

 

In fact, this impressive ability of any organization to learn and continuously transform 

itself based on the acquired learning is the definition of learning organization according 

to Senge founder of the concept. Senge’s book (the fifth discipline) illustrated the 

magnitudes of this concept and called it the Learning Organization (LO). Many authors 

then followed with their own versions of the LO. It is important to mention that Senge 

was more of practitioner than scholar that may have contributed to the success and the 

popularity of the concept. However, among the main authors in the field of LO are Marsik 

and Watkins, Pedler, Ortenblad whom they with other editors of the field of LO have 

asserted on the importance of the contextualization of the LO to fit the particular culture 

of an organization. Thus, due to the differences in contexts, the outcome of the application 

of the concept has become problematic and unclear (Sharif, 2014; Ortenblad and Koris, 

2014). Islamic organizations are not just business entities. They are also required to follow 

and abide by the Islamic business and management principles. 

 

There were few scholars whom they took LO a step further like Aini Ahmad from 

Lancaster University in England (Ahmad, 2011) whom she wrote about learning 

organization from an Islamic perspective. Due to the urgency of the matter that may help 

Islamic PHEIs to thrive in a very competitive market of HE, this study with its empirical 

results is a piece of hope to enlighten the way towards successful Islamic PHEIs and 

hopefully the generalized results may be applied to other types of Islamic organizations. 
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1.2 Problem Statement 

 

Higher Education Institutions (HEIs) have a significant role in county’s economic growth 

of the developing nations like Malaysia and a key contributor in GDP. The HEIs can be 

categorized into public HEIs and private HEIs. The Malaysian government felt that the 

Islamic HEIs had the potential for growth and could be promoted to students from South- 

east Asia, some Asian countries and some Arab countries. But like the conventional higher 

institutions of learning, these Islamic HEIs have their share of problems being relatively 

new to the industry of higher education. 

 

Islamic private HEIs need to utilize a holistic and comprehensive management model. 

One model which had been used successfully by various types of organizations whether 

business or educational institutions worldwide is the LO model. This idea was created by 

Senge US in 1990. It’s meant to be used and suited to study organizations within the 

capitalist system. 

 

It has been highly recommended by a group of researchers (i.e. Sorakraikitikul and 

Siengthai, 2014; Cerne et al., 2012; Lau, Lee, and Chung, 2019) that it is highly important 

to develop a LO for employees and organizations. Lau et al, (2019) mentioned that the 

enhancement of LO is a key that leads organizations to achieve their goals. Nevertheless, 

long term success of businesses depends on the effectiveness of LO (Kareem, 2016). 

Interestingly, Čierna, Sujová, Hąbek, Horská, and Kapsdorferová, (2017) found that 

improvement and development of organizations vastly depends on maximizing the 

potential human capital through creating a culture of a continuous learning for its 

employees. LO has been found to be gained the organization an advantage by changing, 

https://www.emerald.com/insight/content/doi/10.1108/LODJ-06-2018-0228/full/html#ref056
https://www.emerald.com/insight/content/doi/10.1108/LODJ-06-2018-0228/full/html#ref056
https://www.emerald.com/insight/content/doi/10.1108/LODJ-06-2018-0228/full/html#ref015
https://www.emerald.com/insight/content/doi/10.1108/LODJ-06-2018-0228/full/html#ref035
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reshaping and modifying the existing situation of an organization through collective 

learning (Örtenblad, 2018). 

 

Hence, adopting LO in PHEIs has become a necessity in order to reach excellence 

(Kalsom and Ching, 2012). This necessity reflects the fact that LO model will determine 

the direction of an organization building on the accumulated knowledge it managed to 

gather throughout its years of operation and experiences it gained (Lin, 2008). 

Additionally, the LO model encourages staff to convey the correct information to their 

peers and management while improving and learning, which is a requirement for reaching 

excellence (Hussein, Omar, Noordin, and Ishak, 2016). 

 

But over time, the concept of LO gained interest and was also applied to non-Western 

context especially in Muslim countries. Due to the differences in contexts, the outcome of 

the application of the concept has become problematic and unclear (Sharif, 2014, 

Ortenblad and Koris, 2014). Islamic organizations are not just business entities. They are 

also required to follow and abide by the Islamic business and management principles. 

 

Islam is considered one of the fastest growing religions around the globe Lau, McLean, 

Hsu, and Lien, (2017) And Islam has its own instructions regarding education and 

knowledge. As it emphasizes on the spread of knowledge to as many people as possible, 

so they all benefit from it (Fauzi, Nya-Ling, Thurasamy, Ojo, and Shogar, 2019). 

Although there are many studies about organization, very few studies are available on 

Higher Education Institutions (HEIs) (Habtoor, Arshad, and Hazlinda 2019). 

Nevertheless, in Malaysia, there are few studies which had focused on either the Islamic 

learning organization practice or the outcome of practicing LO concept from the Islamic 
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perspective (Ahmad, 2011). This study viewed that the gap concerning the Islamic 

learning organization (ILO) needs to be investigated further especially its applications on 

the Islamic higher institutions of learning. Thus, the ILO has been identified as the 

dependent variable for this study. 

 

Sharif (2014) have identified some critical determinants of the ILO and these factors could 

also impact on the LO result. The most noticeable factor is the leadership styles (LS) of 

the institutional supervisors. Some past studies about the impact of supervisors’ leadership 

styles on subordinates’ learning in organizations support the contention (Kareem, 2016). 

 

The second critical factor is Islamic work ethics. The concerns on Islamic work ethics on 

organizational performances and outcomes have been increasing over time as more cases 

of unethical behaviours by managers and employees surfaced in organizations all over the 

world (Ali, 2009; Arslan, 2001). The issue on Islamic Work Ethics (IWE) in Islamic-based 

organizations and its relationship to execution or result of Islamic-based organizations is 

truly obscure as there are few studies which are recorded particularly in Malaysian 

colleges (Ahmad, Rahim, Chulan, Wahab, and Noor, 2019). Some scholars would term 

this factor as employee Islamic ethics. 

 

The third factor which has connections to the learning organization is the employee 

innovative behaviour (EIB). There are a few meanings which are representative of the 

employee innovative behaviour (Farr and Ford, 1990). POS for instance, was characterize 

it as conduct coordinated towards the launch and application (inside a work part, gathering 

or organization) of new and helpful thoughts, methods, items or strategies (Farr and Ford, 

1990, Kurtessis et. al, 2017). Thus, the three independent variables which have been 
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conceptually identified as the determinants of ILO are leadership styles, employee Islamic 

ethics and employee innovative behaviour. In prior researches, those variables were barely 

tested as the determinants of ILO. Therefore, it is crucial in this study to empirically 

examine whether these three variables could be the determinants of ILO. 

 

It is very common that an intervening variable would moderate and/or mediate a 

relationship between variables. This study sought to utilise a moderating variable due to 

the nature of the relationships between the variables and the nature of the moderating 

variable itself that is perceived organizational support (POS). The nature of the 

moderating variable POS can be observed in the work of Kirkland, Eisenberger, and Wen, 

(2017) where they introduced an engagement model suggesting that employees are 

influenced by their employers to as much as they think their employer is dealing with them 

fairly. Fuller et. al. (2003) in line with that, argues that a strictly fair organization operating 

and in such manner in its procedures conveys a clear message to its staff that they are 

valuable and respected. Kirkland et al (2003) also argued that organizations acting in such 

manner is going to increase employees’ self-regard and thus employee identification. 

 

Similarly, Kurtessis, Eisenberger, Ford, Buffardi, Stewart, and Adi (2017) suggest that 

companies that are perceived to be supportive to its staff will their sense of self-respect 

and thus staff identification. However, POS is in a different arena far from procedural 

justice that is concerned with fair treatment within the organization regarding related 

procedures. In fact, Rockstuhl, Eisenberger, Shore, Kurtessis, Ford, Buffardi and 

Mesdaghinia, (2020) assert that companies and organizations showing support to their 

employees’ well-being succeed in delivering a message to their staff that they are valued. 

Thus, employees’ attachment to the organization will increase through what is called self- 
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enhancement method (Rockstuhl et. al., 2020). Hence, POS is the level that staff think or 

believe their commitments are valued by their organization and how it thinks of their 

improvements and well-being needs (Rockstuhl et. al., 2020; Kurtessis et. al, 2017; Zhong 

et. al, 2016; Eisenberger, Huntington, Hutchinson and Sowa, 1986). POS is thought to be 

for the most part as the organization’s decision to be committed in a positive exchange 

and interaction with its staff (Rockstuhl et. al., 2020; Kurtessis et. al, 2017). 

 

In general, POS works on the feeling of self-regard by staff and how significant they think 

they are to their organization, as it has been observed that employees tend to be more 

productive when that sense of recognition was backed by their organization (Rockstuhl et. 

al., 2020; Kurtessis et. al., 2017; Kim, et. al., 2017). Rockstuhl et. al., (2020) have linked 

POS to staff’s commitment that can be negatively influenced when employees feel 

powerless in their progress. POS was noticeably higher when staff felt that they directly 

benefit from changes in the organization. It can be concluded that POS is very likely to 

have a moderating effect on the relationship between the determinants of ILO (LS, IWE 

and EIB) and the ILO itself. However, no study has been empirically investigated these 

relationships. Therefore, it is significant to study POS as a moderating variable. 

 

1.3 Research Questions 

 

The key research question is concerned with the determinants of the Islamic learning 

organization among the PHEIs in the peninsular of Malaysia. The specific research 

questions are: 

1. Is there a significant relationship between leadership style, Islamic work ethics, and 

employee innovative behaviour and the Islamic learning organization? 
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2. Does the perceived organizational support moderate the relationship between the 

leadership style, employee innovative behaviour, and Islamic work ethics, and the 

Islamic learning organization? 

 

1.4 Research Objectives 

 

The key research objective is to investigate the determinants of ILO among the IPHEIs in 

the Malaysia. The specific research objectives are as follows: 

 

1. To examine the positive effect of leadership style on Islamic Learning Organization 

among the Islamic PHEIs in the Malaysia peninsular. 

 

2. To examine the positive effect of employee innovative behaviour on the Islamic 

Learning Organization among the Islamic PHEIs in the Malaysia peninsular. 

 

3. To examine the positive effect of Islamic work ethics on the Islamic Learning 

Organization among the Islamic PHEIs in the Malaysia peninsular. 

 

4. To examine the moderating effect of Perceived organizational support (POS) on the 

relationship between leadership style, employee innovative behaviour, Islamic work 

ethics, and the Islamic learning organization among the IPHEIs in the Malaysia. 

 

1.5 Scope of the Study 

 

This study was conducted on the Islamic Private higher education institutions (IPHEIs) 

covering colleges, university colleges and universities within the Peninsula Malaysia. 

These institutions were selected based on the adoption of the word ‘Islam’ in their names 
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(e.g., International Islamic University) Whissell, (2015), and the mission of the institutions pasted 

on their websites. (see appendix A). 

 

The targeted population are the individuals consisting of staff whom they work and learn 

on behalf of their organizations (Hussein et al. 2016). This study selected the quantitative 

method for data collection, particularly questionnaire. The sampling technique was based 

on stratified random sampling. The list of staff was obtained from each of the institution’s 

registerer office. The analysis was done on two stages; first through SPSS 20 for data entry 

and screening. The second stage through PLS-SEM due to its compatibility to this size of 

sample. For further details about the selection of instrumentation and data analysis 

method, please refer to Chapter 3. 

 

1.6 Significance of the Study 

 

This study is expected to contribute significant findings in the areas of LO and the 

emerging area of Islamic learning organization (ILO). Practitioners in an Islamic context 

can truly benefit from the findings of this research, not only in higher education industry 

but in every single industry that is accentuated with the Islamic sentiment. 

 

Likewise, the scarce literature and very few studies are available in the field of Islamic 

management in general (Habtoor, et al. 2019) and HEIs can be enriched a step further 

building on widely known scholars’ efforts (Yusef, 2000a, 2000b, 2001, and Ali, 1992, 

1998, 2005, 2007, 2009 and Zaman et. al., 2013). The findings are expected to form up a 

solid foundation on the emerging field of Islamic learning organization based on the path 

drawn by Sharif, (2014), and Alqolaq et. al., (2014), and Sharif et. al., (2015). 
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While on the theory wise, the social learning theory (SLT) can benefit the findings of this 

research in contextualizing the LO concept as suggested by Ortenblad and Koris (2014) 

in their study that targeted higher education in specific and Sharif (2014) whom he 

conceptualized ILO and he applied the concept on the private higher education 

institutions. This study is also expected to shed light on the most prominent factors that 

may have influence on ILO, such as leadership style, Islamic work ethics, employee 

innovative behaviour, and perceived organizational support. 

 

From the practical side, this study is expected to give some enlightenment to the Islamic 

private HEIs on becoming a fast-learning body based on LO principles while adopting the 

Islam principles and literature. By adopting Islamic practices, organizations can benefit 

from the influence of those practices on the individuals within the organization, and the 

organization itself (Rafiki and Wahab 2014). Besides, this study anticipates to signify the 

contrast in the practices of learning organization principles between Islamic based and 

conventional learning organizations. 

 

This study is exploring the interaction between the variables within an Islamic context. 

Hence, it is expected to contribute to the enhancement of the practices by higher education 

institutions apply ILO is significant especially for those who hold the Islamic practices in 

their mission of their institutions. Correspondingly, this study is expected to boost higher 

education industry that has been known for being one of the major contributors to 

employment, economic growth of the Malaysian economy, where ILO is one of the 

indicators that can depict how successful is the higher education industry. Besides, this 

study sheds the light on the importance of POS as an essential element that moderates the 
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relationship between the variables. POS positively enhances employee’s commitment 

towards the creation of ILO. 

 
1.7 Definition of Key Terms 

 

1.7.1 Islamic Learning Organization 

 

The definition of Islamic learning organization (ILO) in the literature was conceptualized 

by Sharif (2014) and Sharif et. al., (2015) based on the principles of Islamic management 

by Zaman et. al., (2013). Hence, Islamic learning Organization is defined as the 

organization that is continuously learning and it can continuously transform itself based 

on the acquired learning within the rules of Islam. 

 

1.7.2 Leadership Style 

 

The way that management approaches the academic and non-academic staff leading them 

towards achieving their organizational goals including the knowledge and skills required 

for influencing direct activities (Bass and Avolio, 1994). 

 

1.7.3 Employee Islamic Work Ethics 

 

Islamic work Ethics (IWE) is “an orientation towards work and approaches work as a 

virtue in human’s lives” (Ali, 1992). 
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1.7.4 Employee innovative behaviour 

 

Farr and Ford (1990) define employee’s innovative behaviour (EIB) as “an individual’s 

behaviour that aims to achieve the initiation and intentional introduction (within a work 

role, group or organization) of new and useful ideas, processes, products or procedures”. 

 

1.7.5 Perceived Organizational Support 

 

Perceived organizational support (POS) is “the degree to which employees believe that 

their organization values their contributions and cares about their well-being and fulfils 

socioemotional needs” (Rhoades and Eisenberger, 2001). 

 

1.8 Organization of Thesis 

 

This study starts with chapter one that focuses on the background of the study, problem 

statement, research objectives and research questions, and scope of the study, significance 

of the study and definition of terms that are used in this report. In chapter two, the 

discussion is focused more on the reviews of past literatures of leadership style, employee 

innovative behaviour, Islamic work ethics, and Islamic learning organization with relevant 

theories. Chapter three discusses the development of the conceptual framework and 

research methodology. Analysis and findings are discussed in chapter four. Finally, 

chapter five presents the discussions, contributions and implication, limitations and future 

directions, and conclusions of this study. 
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CHAPTER TWO 

LITERATURE REVIEW 

 

2.1 Introduction 

 

This chapter reviews related concepts in sequence beginning with learning organization, 

the leadership styles, the employee Islamic ethics, the employee innovative behaviour and 

the perceived organizational support. This is followed by the discussion of the possible 

underpinning theories linking the dependent variable and the independent variables. 

 

2.2 Islamic Learning Organization 

 

Learning is the spring of our insight, state of mind, and conduct. It happens on individual, 

gathering and organizational levels (Basim et al., 2007). It has been contended that 

learning organization is viewed as a helpful and common-sense approach to move change 

as it rose up out of the idea of organization to experience change (Khadra and Rawabdeh 

2006; Al-Adaileh et al., 2012). Previous studies (i.e. Velazquez et al., 2011; Song et al., 

2011; Watkins and Marsick, 1996; Awasthy and Gupta, 2012; Yang et al., 2004) allude 

that a learning organization as sort of organizations that grasp a methodology at all levels 

inside the organization that grasps adapting in a consistent structure to keep up a certain 

level of change and having the limit for continuous change. 

 

Yet, evaluating the writing demonstrates that the idea ‘learning organization’ is not 

generally characterized and it is in absence of clarity. What is more as indicated by 

Ortenblad (2000) just little number of creators have put or endeavoured to structure a 
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typology for the learning organization (Argyris, 1999; Dibella, 1995; Easterby-Smith and 

Araujo, 1999). 

 

Ortenblad (2018, 2020) asserts that successful implementation to the LO in a company or 

an organization requires LO to be tailored fir to the context where they company operates. 

Upon this view, Ahmad (2010) attempted to study the LO from an Islamic perspective in 

organizations operating in an Islamic context based in the West. Ahmad (2010) argued 

that LO presented by Senge (1990) is much suitable for conventional organizations. In 

which profit was the focus and drive for those organizations rather than Muslim or Islamic 

ones that has more rules making them more committed to the well-being of their clients 

and staff (Ahmad, 2013). As Islam considers business as a form of worship ‘Ibadah’ and 

part of the social responsibility towards the community. 

 

Zaman et al., (2013) have interpreted the Islamic management principles and listed them 

in what matches the teachings of Islam as follows; Shura (consultation) Adl (justice), 

Amanah (trustworthy) Ihsan (forgiveness), Sidiq (truthfulness), Ikhlas (sincerity) and 

Taqwa (fear of Allah). Thus, this research is ought to determine the Islamic context 

required by successful implementation of LO based on those principles. 

 

Those Islamic management principles need to be explained further. Initially, the concept 

of ‘Taqwa’ one’s fear of Allah, by following His orders and staying away from what He 

forbids. In relation to this research in LO context, staff or manager focus on the learning 

process. 
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Next is the concept of ‘Ihsan’ that means forgiveness, improvement, completeness of 

one’s religious practices. In LO context staff of an organization keep on acquiring new 

knowledge guided by Allah. 

 

Thirdly, the concept of ‘Adl’ that means justice. As argued by Wilson (2006), everyone 

on board need to develop regardless of gender, race, or position in the organization. Islam 

teaches people to choose justice over self-interest give any contradiction happening. 

 

The concept ‘Amanah’ fourthly, that means trust. It is indeed it is one of the core principles 

in any relationship. In the LO context staff are ought to be committed to the learning 

process with self-control. Though the employers are not observing, and this concept 

implies that Gad is watching. 

 

Next comes the concept of ‘sidq’ that means to say and do the closest to the truth. In LO 

context this implies that staff are sent to training or to be engaged in learning process for 

the sake of improvement and no other reasons e.g., the affordability of courses. 

 

The concept ‘Ikhlas’ comes next that means sincerity. This is an essential concept as it 

needs to be present in every situation and every heart. In LO context this implies that staff 

are sincere and keep their promises when dealing with their managers. Senge calls it ‘team 

learning’. 

 

The concept ‘shura’ is the last of the Islamic management principles that means to discuss 

before taking decisions that concern others. This is vital in the LO context as it implies 

that employers or managers need to take an autocratic form of management. 



18  

Sharif (2014) and Al-Qolaq et al., (2014) sought after finalising the Islamic-based LO 

building on the Islamic management principles. Thereby, building on what Ahmad 

(2010,2013) has laid the foundation for. Sharif (2014) asserted on the need for Islamic- 

based organizations to embrace the concept as the way Islamic organization ought to 

operate is very different from those of a conventional or western-based one. 

 

The religion Islam, and through The Holy Book of Islam Quran and the saying and deeds 

of Prophet of Islam Sunna, has provided Islam believers Muslims with a wide range of 

concepts and practices in every aspect of their lives as individuals, families, and 

communities at all levels including local communities, organizations, and even as a 

government. Those mentioned concepts apply to everyday life activities, including social 

activities, business activities, and so on Mohiuddin (2009). 

 

Indeed, there are a lot of concepts in the Islamic literature that refers to management from 

an Islamic point of view. Some even called it Islamic management principles, which in 

fact provide the theoretical foundation of all related aspects. However, Loqman and Bubul 

(2011) found that Islamic management practices are well defined when they met 

Malaysian Muslim managers as they practice those principles within their organizations. 

 

However, it is very important to define Islamic LO to make it clear and not ambiguous. 

As Senge (1990) defines LO as where people continuously expand their capacities for 

creating truly desired results, and where people continuously learning how to learn. 

Hence, Islamic LO, is defined as “an organization that continually encourages learning 

among its members in line with the rules of Islam”. As Islamic has rules that staff need to 

abide by in every situation e.g., ‘Halal’ that means permissible and ‘Haram’ forbidden. 
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The person is not permitted to fraud during learning. Muslims learn to achieve ‘barakah’ 

(blessing of Allah) more than the learning goals themselves (Kazimian and Ghamgsar, 

2011; Noor, 1999). 

 

The adaptation of learning organization in different contexts has become a well-discussed 

topic. However, not much has been written on learning organization in a religious context 

(Ahmad, 2013). Ahmad (2010) has attempted to study on how Islam sights the learning 

organization concept. In addition, Sharif (2014) recently studied the determinants of 

Islamic learning organization. What can be said is that the learning organization in the 

Islamic lense or the Islamic learning organization is an emerging area of research within 

the learning organization literature (Ahmad, 2010); Kazmi and Ahmad, 2006). 

 

There are several studies on organization outcome in the management and organization 

literature done over time for the last 40 years. But studies on the learning organization is 

still scarce (Ahmad, 2010). The learning organization can be the looked upon as 

organizations’ adaptation of the learning organization principles. Managers of 

organizations can follow the western-based learning organization principles, or they can 

practice the Islamic learning organization principles (Ahmad, Burgoyne and Weir, 2010). 

And the motivation to test the Malaysian context due to the fact that it is advanced Islamic 

country and has a significant economic growth (Kupusamy and Shamugam, 2007). 

 

In this research, the concept of Islamic Learning Organization was defined as the 

organization that is continuously learning and it can continuously transform itself based 

on the acquired learning within the rules of Islam. This concept leads organizations within 

the Islamic context to be able to operate under Syariah law. Hence, this research is to 
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propose the influential factors that may lead organizations to become Islamic learning 

Organization. These interactions among the proposed variables are accommodated by the 

social learning theory. 

 

2.3 Leadership style 

 

Leadership Style is one major crucial part in the organization and there is no doubt that 

organizations need a certain extent of leadership capabilities alongside with managerial 

skills. Consequently, leaders in higher education for instance whom they face daily tasks 

and challenges that are of a leadership skill needed nature, and that implies a big role of 

leadership in higher education as one big determinant of the successful organization 

(Bolden et al., 2008; Johnsrud and Rosser, 1997; Wu, 2009). 

 

Gentle and Clifton (2017) investigated how leadership affects LO development and they 

found out that HEIs contribute to improving LO by expanding the manpower involved in 

‘shared vision’ via a number of integrated systematic mentoring and action learning. 

 

In fact, leadership has been frequently associated with the systematic action or process 

that leads a group of people for the sake of the achievement of a specific goal. Leadership 

has been also described as the dynamic pool whereby people are influenced to contribute 

voluntarily to the process of achieving a goal in certain circumstances (Cole, 1996). 

 

Thus, leadership style is the way or the style that a leader follows in giving directions or 

orders to the followers, following up with the plans and schedules, and keeping the 

followers motivated. Meanwhile, Snodgrass and Schachar (2008) had emphasized much 

on the role of leadership in leading the organization to the safe side and higher education 
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institutions are no exception whereby they operate in a highly competitive and complex 

dynamic environment that needs them to have an effective leader with skills oriented 

towards the goals of their organizations. 

 

According to Brown (2001), the key leaders for higher education institutions are the deans 

and the departments’ heads, and they are the decision makers whom they write the path 

of their organizations. Thus, higher education institutions’ success depends on their 

leaders and their leadership capabilities, while leadership in HEIs is viewed as the way 

that management approaches the academic and non-academic staff leading them towards 

achieving their organizational goals including the knowledge and skills required for 

influencing direct activities (Ismail, 2008). 

 

2.4 Employee Innovative Behaviour 

 

Employee innovative behaviour (EIB) is defined as “employees’ inputs to the 

development of innovations are defined as, which can be described as a behaviour directed 

at the intentional generation, promotion and implementation of new and useful ideas, 

processes, products or procedures within an organization” (West and Farr 1990; Janssen 

2000). This kind of attitude or behaviour has a key role in the innovation process as it 

derives from individuals (Cangialosi, Odoardi and Battistelli, 2020). 

 

Innovative behaviour is viewed as very important by many scholars, and those 

discretionary behaviours are a great support for organizations to achieve their goals 

(Podsakoff and MacKenzie 1997; Shalley 1995; Woodman et al., 1993, Payne and 

Katrinli, 2020). Researchers in the field of innovation frequently describe the innovation 

process as consisting of two main stages: initiation followed by implementation (Axtell et 
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al., 2000; Zaltman et al., 1973). Thus, employee innovative behaviours can be defined as 

behaviours directed towards the initiation and application of novel and beneficial ideas 

processes or procedures, within an organization (de Jong and Den Hartog, 2007; Farr and 

Ford, 1990). 

 

It is clear in the literature on management how it is asserted on the key role both innovative 

behaviour (Baker and Sinikula, 2002; Balkinn et al., 2000; Darroch and McNaugton, 

2002) and learning organization (or organizational learning) (Brockmand and Morgan, 

2003; Dodgson, 1993; Fiol and Lyles, 1985; Garvin, 1993) play in the improvement of a 

Learning organization. Hence, based the abovementioned discussions, it is been found 

that a significant relationship between employee innovative behaviours and learning 

organization. 

 

2.5 Islamic Work Ethics 

 

Islamic ethics were extracted from translating the Muslim scholars’ understandings and 

translations of ‘Quran’ teachings and ‘Sunnah’ that is the words and actions of the prophet 

Muhammad (PBUH) and his successors ‘khulafa’ that have been passed generation after 

another till reaching us (Ali and Ali Owaihan, 2008; Tayib, 1997; Yousef, 2000 a). The 

basic concept behind Islamic morals is the idea that everyone is ought to be committed to 

have integrity and keep away from what is forbidden at all aspects of life. 

Experimental research additionally underpinned that Islamic work ethics (IWE) connected 

with different organizational variables (Ali, 1992). The study likewise exhibited solid 

connection between Islamic work ethics, organizational responsibility and occupation 

fulfilment (Yousef, 2001). Besides, Islamic work ethics was likewise found to have 
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immediate and positive effect on different measurements of both mentality to organization 

(Yousef, 2000a; 2001). In this manner, Mutasim, Abdul Rohman, Nordin, and Abdullah 

(2006) explored the relationship between Islamic work ethics and organizational 

responsibility. 

 

Islamic teaching and principle which rely on faith are the source of Islamic work ethics 

IWE. While LO is about staff commitment and attachment to the organization (Salahudin, 

Baharuddin, Abdullah, and Osman, 2016). The importance of work ethics is due to the 

positive outcome that is projected from work ethics regarding staff performance thus 

organization performance through a set of values and maximization of profits (Nasution 

and Rafiki, 2019). Nasution and Rafiki, (2019) reported that IWE motivates staff to trust 

their organizations. Rokhman, and Hassan, (2012) proposed that IWE affects positiveness 

among employees in Islamic institutions. From the abovementioned discussions, it is been 

found that a significant relationship between IWE and learning organization. 

 

2.6 Perceived Organizational Support 

 

Perceived organizational support (POS) is “the degree to which employees believe that 

their organization values their contributions and cares about their well-being and fulfils 

socioemotional needs” (Eisenberger et al., 1986). It is indicated by various studies, the 

effort that an employee is puts for learning ought to have a link to perceived organizational 

support (King and Marks, 2008). On the other hand, if the organization does not support 

its employees, they are very likely to resign from the organization (Chiu et al., 2005; 

Maertz et al., 2007; Perreyer et al., 2010). There is a positive relationship between 



24  

perceived organizational support with learning within the organization (Deelio and 

Manuel, 2013). 

 

Leadership has a major role in understanding perceived organizational support (POS) as 

a result of followers tend to identify leaders with the organization they represent 

(Rockstuhl et. al., 2020; Shanock, Eisenberger, and Shore 2014). so supportive treatment 

received from leaders ought to create a serious contribution to employees’ perceptions 

that their work organization cares about their well-being and values their contributions 

(Shanock et al 2014). 

 

Leadership style includes a direct impact on the atmosphere surrounding work, outcomes 

of work, and the success of organizations (Kritsons, 2004). Prior studies stressed that 

employees’ response to leadership style and values of an organization ought to encourage 

their performance (Fuu et al., 2006). When perceived organizational support levels are 

high it will produce feelings of responsibility and commitment towards leadership 

additionally it makes staff feel they need to give back the leadership style via the 

participation in supportive behaviors of organizational goals (Ahmad and Yekta, 2010). 

 

Perceived organizational support has been found to have an influence on employee's 

outcome when related to IWE; where it has influenced on desirable work-related attitudes 

and behaviors (Khan 2017). Based on Rockstuhl et. al., (2020); Doğru (2018), perceived 

support felt by staff of an organization from peers and supervisor have a significantly 

positive effect on innovative behaviour. And for that reasoning, the framework of this 

research suggests POS to be moderating the relationship between the leadership style, 

Islamic work ethics, employee innovative behaviour and the ILO. 
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2.7 The Social Learning Theory 

 

Bandura (1971) was the one who introduced the social learning theory (SLT). The 

fundamentals of this theory is that is it through observation and interactional conversations 

where learning happen. Through the lenses of SLT, human behaviours are in a continuous 

mutual interaction between cognitive, environmental, and behavioural influences 

(Bandura,1977; Prestridge 2018). 

 

As reported by Mayer, Aquino, Greenbaum and Kuenzi (2012) role-modelling process is 

how individuals learn through observing others’ behaviours. SLT has become one of the 

most prominent theories in explaining learning (Pinho, Franco, and Mendes, 2020). It 

highlights that the interaction between staff teams in the organization is when learning is 

most effective (Bandura, 1977; Balakrishnan and Gan, 2016). 

 

Leadership has a strategic role in the view of SLT as leaders influence their staff to follow 

their behavioural patterns to the point that motivation occurs and emerge, e.g., leaders can 

motivate their staff through the process mentioned earlier role-modelling as well as 

socializing. Wright, Hassan, and Park (2016) reported similar results concluding that 

leaders who communicate and encourage their staff are much more likely to retain, and 

bring employees whom they value these behaviours. 

 

Regarding employee innovativeness; SLT explains that leadership can increase employee 

creativity and positive behaviour, while ethics in the organization affects employees' 

ethics (Liu and Zhao, 2019). Social learning scholars have contended that social setting 

where  intellectual  action  happens  is  an  indispensable piece of  the learning procedure 

(Brown et al. 1989; Lave and Wenger 1991; Brown and Duguid 2001). Numerous such 
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credible community learning encounters are discovered both in the work environment and 

in educational settings all over (Bond and Blevins 2020). 

 

The theoretical work of Senge and Wenger develops conceptions of social learning. 

Drawing from systems theory, Senge (1994) argues that a learning organization is 

“constituted by a deep learning cycle,” which involves “the development not just of new 

capacities, but of fundamental shifts of mind, individually and collectively” (p. 18). When 

this cycle begins to operate, the effects will be significant and long lasting” (Senge, 1994, 

p. 18). In Wenger’s (1998) model, individual learning entails engaging in practices of a 

community, community learning requires refining practice and “ensuring new generations 

of members,” and organizational learning “is an issue of sustaining the interconnected 

communities of practice through which an organization knows what it knows and thus 

becomes effective and valuable as an organization” (pp. 7-8). Organizations are social 

structures that require varying degrees of organizational support (King and Paufler, 2020). 

 

Learning through the lenses of SLT is an outcome of the surrounding environment around 

learners. SLT asserts that learning programme materials with those psychological 

environment and behavioural objectives are exclusively a part of any explanation of 

learner outcomes (Lave and Wenger, 1991). However, Anderson, Gifford and Wildman 

(2020) asserted that the context where learning happens cannot be separated from 

learning, and it is the interaction between individuals of similar groups where learning 

takes place. 

 

Thus, SLT accommodates the need for the Islamic culture as a context where learning 

within the organization is taking place. Such context requires varying degrees of 
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organizational support (Rockstuhl et. al., 2020; King and Paufler, 2020); which leads the 

researcher to consider POS as a moderator for the interactions between leadership, ethics 

and innovation leading to the ILO. 

 

2.8 Chapter Summary 

 

This Chapter has revised the identified variables for the study. The variables are the 

learning organization (the dependent variable), leadership styles, employee Islamic work 

ethics and employee innovative behaviour (the independent variables) as well as the 

perceived organizational support (the moderating behaviour). Next chapter discusses the 

methodology of the study. 
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CHAPTER THREE 

METHODOLOGY 

 

3.1 Introduction 

 

This chapter presents the theoretical framework for the current study. The framework is 

based on the social learning theory. The chapter further develops the hypotheses of the 

study based on the previous studies in line with the objectives of the study. Besides, the 

chapter highlights the research strategy, the operational definitions under which the 

constructs of the study are defined, the measurement of the variables, the population and 

the questionnaire design. The chapter also involves data collection procedures, which 

explain the approach proposed in data collection and techniques of the data analysis. 

 

3.2 Research Framework 

 

The framework of the research has been formulated after the careful literature review was 

detailed in the previous chapter. The linkages shown in figure 3.1 is based on literature. 

Research framework is not somewhat, which is already existed in the literature. It is 

developed through the previous studies and accurate research findings from theories and 

analytic models that are relevant to the current research problem in the Islamic learning 

organization, and its determinants; leadership style, employee innovative behaviour, and 

Islamic work ethics and the moderating effect of perceived organizational support. The 

selection of the theory is always contingent with its relevance, ease of solicitation, and 
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Islamic Learning 

Organization 

Perceived Organizational 

Support 

Independent Variables Moderating Variable Dependent Variable 

explanatory influence from the literature. 

 

Based on the literature and theory discussed earlier in the literature, a research framework 

has been proposed for the study as given in Figure 3.1. For The dependent variable is 

Islamic learning organization while the independent variables are leadership styles, 

employee Islamic work ethics and employee innovative behaviour. It is speculated that 

the relationships between the dependent variable and the independent variables in the 

context of the Islamic-based higher education institutions are direct and could be enhanced 

with the perceived organizational support. 

 

Figure 3.1 

Research Framework 
 

 

 

 
 

 Leadership Style 
 

 

 

Islamic Work Ethics 
 

 

 

Employee Innovative 

Behaviour 
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3.3 Leadership style and ILO 

 

Leadership Style is one major crucial part in the organization. Certainly, organizations 

need a certain extent of leadership capabilities. Consequently, leaders in higher education 

for instance whom they face daily tasks and challenges that are of a leadership skill needed 

nature, and that implies a big role of leadership in higher education as one big determinant 

of the successful organization (Bolden et al., 2008; Johnsrud and Rosser, 1997; Wu, 2009). 

 

In relation to ILO, leadership plays a major role as the enabler or blocker of the learning 

since learning at work is an additional task to be carried out by employees and it will 

include mistakes. When leaders enable learning, they will back it up by encouragement 

and support or they will be against it and will not tolerate any of its outcomes (Ortenblad 

et al, 2014) 

 

H1: There is a significant relationship between Leadership style and Islamic learning 

Organization. 

 

3.4 Employee Innovative Behaviour and ILO 

 

Janssen (2000) defines Employee Innovative behaviour (EIB) as the input that employees 

put into the innovations developing, that can be viewed as a behaviour targeting the 

intentional creation, enhancing and implementing of new and beneficial ideas, procedures, 

products, processes, in the organization. Innovative behaviour is widely considered to be 

important, and those discretionary behaviours are a great support for organizations to 

achieve their goals (Podsakoff and MacKenzie 1997; Shalley 1995; Woodman et al., 1993, 

Payne and Katrinli, 2020). 
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Nevertheless, employee innovative behaviours are directed towards the initiation and 

application of novel and beneficial ideas processes or procedures, within an organization 

(de Jong and Den Hartog, 2007; Farr and Ford, 1990). While ILO is all about learning and 

acquiring new knowledge to benefit the organization achieving its goals (Senge, 1990, 

Ortenblad, et al, 2014). 

 

H2: There is a significant relationship between Employee innovative behaviour and 

Islamic learning Organization 

 

3.5 Islamic Work Ethics and ILO 

 

Islamic teaching and principle which rely on faith are the source of Islamic work ethics 

IWE. While LO is about staff commitment and attachment to the organization (Salahudin, 

Baharuddin, Abdullah, and Osman, 2016). The importance of work ethics is due to the 

positive outcome that is projected from work ethics regarding staff performance thus 

organization performance through a set of values and maximization of profits (Nasution 

and Rafiki, 2019). Nasution and Rafiki, (2019) reported that IWE motivates staff to trust 

their organizations. Rokhman, and Hassan, (2012) proposed that IWE affects positiveness 

among employees in Islamic institutions. IWE seems to enhance the positive attitude from 

employees towards the organization i.e., organizational responsibility. While LO is about 

staff commitment and attachment to the organization (Salahudin, et al, 2016). That is taken 

into consideration when building any framework based on cognitive behaviour. Thus, 

from the abovementioned discussions, it is been found that a significant relationship 

between IWE and learning organization. 
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H3: There is a significant relationship between Islamic work ethics and Islamic learning 

Organization 

 

3.6 Perceived Organizational support as a Moderator 

 

Perceived organizational support (POS) is “the degree to which employees believe that 

their organization values their contributions and cares about their well-being and fulfils 

socioemotional needs” (Eisenberger et al., 1986). Rockstuhl et. al., (2020) reported that 

employees’ response to leadership style and organization’s morals ought to encourage 

their actual outcome. When perceived organizational support is in high levels it produces 

feelings of commitment towards leadership and it makes staff feel they have to give back 

the leadership style via the participation in supportive behaviours to the organizational 

goals (Ahmad and Yekta, 2010). 

 

Perceived organizational support has also been found to have an influence on employee's 

outcome when related to IWE, where it influenced on desirable work-related attitudes and 

behaviors (Rockstuhl et. al., 2020; Khan 2017). According to Rockstuhl et. al., (2020); 

Doğru (2018) perceived support of organization, supervisor and peer have significant 

positive effects on innovative behavior. 

 

And for that reasoning, researcher suggests POS to be moderating the relationship 

between the leadership style, Islamic work ethics, employee innovative behaviour and the 

Islamic Learning Organization. 

 

H4: Perceived Organizational Support moderates the relationship between Leadership 

style and Islamic learning Organization 
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H5: Perceived Organizational Support moderates the relationship between Employee 

innovative behaviour and Islamic learning Organization 

 

H6: Perceived Organizational Support moderates the relationship between Islamic work 

ethics and Islamic learning Organization 

 

3.7 Research Approach 

 

According to Borden and Abbott (2002), choosing an appropriate research approach is 

crucial to the success of the research, despite of no definitive means to determine or choose 

the best design. Research approach according to Cooper and Schindler (2014) is 

considered as the structure that holds the components of research together and it is always 

based on research question. The types of research designs that could be used in conducting 

researches may include quantitative (deductive approach), qualitative (inductive 

approach) or mixed methods (Creswell 2009). 

 

According to Nur’arifah (2017) the nature of quantitative study allows the exploration of 

a complicated social influences in a relatively deep understanding of an event due to the 

fact that quantitative method includes a deductive approach in the attempt of explaining 

the relationships within the theory. In line with Creswell, (2009), Nur'arifah, (2017) 

reports that the data analysis is of a flexible, intuitive and creative nature allowing the 

inductive theorizing, reasoning and thinking. 

 

For this, quantitative approach used in this study because of the practicality of this 

approach to save the time and financial cost. It is the best method to integrate a large 

sample for the establishment of sample representation to generalize the results (May and 
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Williams, 2002). Also, this method also suits this research due to low financial cost, time 

constraints, and lower skill requirements (Sekaran, 2000). 

 

3.8 Research Strategy 

 

The Research Strategy is a plan or framework which describes the procedures and 

methods to gather and analyse the necessary information/data in conducting the research 

project (Zikmund, Babin, Carr, and Griffin, 2013). Questionnaire as one of the primary 

sources of collecting data is an observational method that encompasses a number of 

written items presented to a respondent, wherein the individual is expected to respond in 

writing. Where the respondents receive a list of items that they need to tick next to the 

option they choose (Ogbo et al. 2019). 

 

Hence, questionnaire survey approach was employed for data collection distribution of 

questionnaires (self-administered) to measure the variables under investigation. 

 

3.9 Data Collection 

 

According to Douglas (2015), one very essential part of analysis in research is the 

collection of data. This collection of data in analysis is very distinguished from any other 

as it is mainly divided into two main sources of data that are primary data (collecting data 

for the first time) and secondary data (collecting existing data). 

 

There are many differences between the two sources i.e., primary and secondary data. 

However, one key feature that sets primary data from secondary data is that primary data 

is factual in nature and original targeted towards providing a solution for a matter 

confronting the researcher/s, while secondary data is the researcher/s interpretation of the 
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primary data with different goals (Ogbo, Okoro, Olusanya, Olusanya, Ifegwu, Awosemo, 

and Page, 2019). 

 

This research is handling a problem that is the highly competitive market of PHE industry 

specially the IPHEIs not being able to compete and excel. Therefore, there was a dire need 

for a dynamic model to be adopted by IPHEIs to survive and excel that is ILO. And due 

the nature of this problem primary data collection was sought to be the appropriate method 

for data collection in this research. 

 

3.10 Population and Sampling Frame 

 

3.10.1 Population 

 

Sekaran (2003), determined that population always brings up such group of people, 

events, or points of interest that can be a focus point for the researcher to investigate. A 

sample is a subset of the chosen population. Sample always includes members, which are 

selected from the chosen population. Population refers to a group or individuals with 

similar characteristics who are relevant to the study in context (Best and Kahn, 2003). 

Cavana, Delahaye and Sekaran (2001) defines population as the entire events, things or 

group of people of interest that a study attempts to explore. 

 

The current research concentrates on the determinants of Islamic learning organization. 

To achieve this purpose, this study focuses on Islamic private higher education institutions 

in the Malaysian peninsula as population of the current study. 

 

Hence, adopting LO in PHEIs has become a necessity in order to reach excellence 

(Kalsom and Ching, 2012). This necessity reflects the fact that LO model will determine 
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the direction of an organization building on the accumulated knowledge it managed to 

gather throughout its years of operation and experiences it gained (Lin, 2008). 

Additionally, the LO model encourages staff to convey the correct information to their 

peers and management while improving and learning as well. Which is a requirement for 

reaching excellence (Hussein, Omar, Noordin, and Ishak, 2016). 

 

The targeted population for the current study is the staff/academicians of IPHEIs in the 

Malaysian peninsula whose opinions are to be obtained in understanding the determinants 

of Islamic learning Organization (Hussein et al. 2016). The total number of selected 

Islamic private higher education institutions in the Malaysian peninsula are 14 institutions 

which totalled of 6640 staff/academicians of IPHEIs. 

 

Table 3-1 

Number of Staff in IPHEIs 
 
 

 

Number 

 

Institution 

 

Number of Staff 

 
1 

 
International Islamic University Malaysia (IIUM) 

 
4840 

2 Al Madinah International University (MEDIU) 231 

3 Insaniah University College (UniSHAMS) 575 

4 Selangor Islamic University College (KUIS) 227 

5 Melaka Islamic University College (KUIM) 165 

6 Sultan Azlan Shah Islamic University College (KUISAS) 239 

7 Kolej University Teknologi Antarabangsa Islam (KITAB) 21 

8 Kolej Universiti Islam Perlis (KUIPs) 167 

9 Kolej Universiti Islam Zulkifli Muhammad (KUIZM) 25 

10 Kolej Universiti Darul Quran Islamiyyah (KUDQI) 37 

11 Kolej Islam Antarabangsa Sultan Ismail Petra (KIAS) 35 
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12 Kolej Islam Sains and Teknologi (KIST) 37 

13 Kolej Pengajian Islam Johor (MARSAH) 71 

14 International Islamic College (IIC) 201 

Total 
 

6640 

 

Source: author 

 

3.10.2 Sampling Frame 

 

Ministry of Higher Education (MOHE), Malaysia, provides the list of universities on their 

website  (www.mohe.gov.my).  This  study  includes  Islamic  private  higher   education 

institutions as shown in table 3.1 above which includes number of staff of each institution. 

 

3.10.3 Unit of Analysis 

 

The current study examined the determinants of the Islamic learning organization. Thus, 

the targeted population are the individuals whom they learn on behalf of their 

organizations (Hussein et al. 2016); which means that the data collected from the 

staff/academicians of Islamic higher education institutions are aggregated at the individual 

level. 

 

3.11 Sample Size and techniques 

 

3.11.1 Sample Size 

 

According to Hair, Black, Babin and Anderson (2014) sample size needs to be accurate in 

order to have an impact on the statistical reliability and the appropriateness of the analysis. 

And that size of the sample is based on the method of analysis and the number of variables 

http://www.mohe.gov.my/
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used in the study. When the size of population is large, it is not practical for data collection 

to be taken from the whole population because of the limitation of many factors e.g., cost, 

resources, and personnel 

 

Therefore, from the target population, a sample is taken. Because it is hard and challenging 

to examine the whole population, sampling techniques are used for the purpose of 

obtaining representative samples (Leary, 2004). Many scholars have their opinions over 

the issue of sample size. Mermin (1978) finds the appropriate sample size to be between 

500 and 30 and that should be adequate to conduct a research. However, Krejcie and 

Morgan (1970) provided a table for simplifying the decision for determining sample size 

from a given population. Therefore, this study has utilised the sample size from Krejcie 

and Morgan (1970). The population of this study was 6640. Based on the table of sample 

size of Krejcie and Morgan (1970), 364 is the appropriate sample size to be used for this 

research study. 

 

3.11.1 Sampling Technique 

 

The current study used stratified random sampling technique. Stratified sampling is a 

technique that divides the population into homogeneous sections, and then the sample is 

randomly taken from the sections (Zikmund et al., 2010). The current study utilized the 

stratified random sampling for more objectivity and generalizability. Therefore, a 

stratified random sample was drawn from the regions; northern, central, and southern of 

the Malaysian peninsula and then the respondents were randomly selected from the list 

on each institution. 
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Hence, in the northern region there are five states namely Kedah, Kelantan, Terengganu, 

Perlis, and Penang. Within those five states there are four Islamic private higher education 

institutions, in which two of them was randomly selected to represent the northern region. 

While the middle region had four states, namely; Selangor, Wilayah Persekutuan, Perak, 

and Pahang. Those four states had eight Islamic Private higher education institutions 

among which two were randomly selected to represent the middle region. The Southern 

region including three of the states, Melaka, Negeri Sembilan, and Johor had two Islamic 

private higher education institution. Among those two, one was randomly selected to 

represent the southern region. 

 

Every selected institution was asked to provide a list of staff. The lists from five 

institutions were obtained through their registrar department. Then the sample size of 364 

was randomly selected from those lists after being compiled together. 

 

3.11.2 Data collection procedure 

 

The researcher approached five of the selected institutions and distributed the 

questionnaires on the selected names of staff (self-administered) randomly based on the 

list. The researcher provided an empty post return envelope for those who would like to 

fill up the questionnaire later. 

 

After two weeks of the first round of data collection, the researcher made phone calls for 

the selected respondents whom they did not send their filled questionnaires yet. Another 

round of calls was made to remind the selected respondents a week after the first reminder. 
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3.12 Questionnaire Design and Measurement 

 

This section describes the items used to measure the researched variables. The 

questionnaire is divided into seven sections Firstly, a covering letter demonstrating the 

title and the aim of the study in addition to general information about the organization. 

Then, a separate section has been assigned to each investigated variable; the endogenous 

(dependent) variable is Islamic Learning Organization while the exogenous (independent) 

variables are Leadership style, Employee innovative behaviour, and Islamic Work Ethics. 

The moderator variable is perceived organizational support. 

 

In the questionnaire, the respondents are be asked to mark their option as a check in the 

box provided in front of every question and fill it with great care. Each box in front of 

every question is devising a Five Likert scale. Every box of Likert scale has a degree of 

agreement option from one till five. Five-point scale is used as it contains more points that 

are able to give more precision regarding the extent of the agreement with the statement 

(Hair, Money, Samouel, and Page, 2007). Scales are used to measure various types of 

latent variables, especially in social science research. Respondents will be asked to specify 

their agreement or disagreement with statements concerning the processes that are 

currently practiced in the organization. Nonetheless, all the variables such as Islamic 

learning organization, employee innovative behaviour, Islamic work ethics, and perceived 

organizational support are measured by a five-point Likert. 

 

3.12.1 Independent variables 
 

Independent variables are divided into three main variables, i.e., Leadership style, Islamic 

work ethics, employee innovative behaviour. A total of 39 items including 10 items for 
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Leadership Style, 17 items for Islamic work ethics, and 22 items for employee innovative 

behaviour. These items were mainly adopted as shown in table 3.3 and the operational 

definition of each independent variable is depicted as shown in table 3.2. 

 

Table 3-2 
 

Operational Definition of Independent variales 
 

Independent Variable 
 

Operational Definition 
 

Leadership style 
 

The way that management approaches the 

academic and non-academic staff leading 

them towards achieving their 

organizational goals including the 

knowledge and skills required for 

influencing direct activities Bass & Avolio 

(1994). 
 

Employee innovative behaviour 
 

Farr and Ford (1990) define IWB as an 

individual’s behaviour that aims to 

achieve the initiation and intentional 

introduction (within a work role, group or 

organization) of new and useful ideas, 
processes, products or procedures 

 

Islamic work ethics 
 

IWE is an orientation towards work and 

approaches work as a virtue in human’s 

lives Ali (1992). 

 

 

 
Table 3-3 

Variables, Number of Items, Measures and Sources 
 

Independent 

variable 
Number Items Source 

Leadership 

style 

1 

 

2 

 

3 

4 

 

5 

I provide others with assistance in exchange for my 

efforts 

I re-examine critical assumptions to question whether 

they are appropriate 

I fail to interfere until problems become serious 

I focus attention on irregularities, mistakes, 

exceptions, and deviations from standards 

I avoid getting involved when important issues arise 

Bass and 

Avolio, 2004 
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Independent 

variable 
Number Items Source 

 6 My supervisor provides me with assistance in  
 exchange for my efforts 

7 My supervisor re-examines critical assumptions to 
 question whether they are appropriate 

8 My boss fails to interface until problems become 
 serious 
 My supervisor focuses attention on irregularities, 

9 mistakes, exceptions, and deviations from standards 
 My boss avoids getting involved when important 

10 issues arise 

employee 1 Individual creativity is encouraged here Scott and 

innovative 2 Individual creativity is not respected by the leadership Bruce 1994 

behaviour 3 In my organization, people are allowed to try to solve  

  problems in different ways  

 4 Organizational members are required to follow orders  

  from top bosses all the time  

 5 In my organization, individual work differences are  

  not tolerated  

 6 This organization can be described as flexible and  

  continually adapting to change  

 7 Individuals trying to do things differently will always  

  provoke anger from their supervisors  

 8 The best way to get along in this organization is to  

  follow the group norms agreed by supervisors  

 9 Individual employees in the organization are expected  

  to deal with the problems in the same way  

 10 This organization is open and responsive to change  

 11 Supervisors in my organization usually get credit for  

  other’s ideas  

 12 In this organization, we are given the freedom to solve  

  work problems in our own ways  

 13 My organization generally is more concerned with  

  maintaining the status quo than with initiating change  

  for improvement  

 14 Supervisor assistance in developing new ideas is  

  readily available  

 15 There are adequate resources devoted for innovation in  

  this organization  

 16 Adequate time is always given by my organization for  

  us to pursue creative ideas  

  Lack of funding to investigate creative ideas is a  

 17 problem in this organization  

  Personnel shortages inhibit innovation in this  

 18 organization  

  This organization does not give me any free time to  

 19 pursue creative ideas during the workday  

  The reward system here encourages innovation  

 20 This organization publicly recognizes those who are  

 21 innovative and creative  

  The reward system in my organization benefits mainly  

 22 those who don’t create problems to the organization  

Islamic Work 1 Laziness is a vice Ali, 1992 

Ethics 2 Dedication to work is a virtue  
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Independent 

variable 
Number Items Source 

 3 Good work benefits both one’s self and others 

4 Justice and generosity in the workplace are necessary 
 conditions for society’s welfare 

5 Producing more than enough to meet one’s needs 
 contributes to the prosperity of society as a whole 

6 One should carry work out to the best of one’s ability 
7 Work is not an end in itself but a means to foster 

 personal growth and social relations 

8 Life has no meaning without work 

9 More leisure time is good for society 

10 Human relations should be emphasized and 
 encouraged 

11 Work enables man to control nature 

12 Creative work is a source of happiness and 
 accomplishment 

13 Any person who works is more likely to get ahead in 
 life 

14 Work gives one the chance to be independent 

15 A successful person is the one who meets deadlines at 
 work 

16 One should constantly work hard to meet 
 responsibilities 

17 The value of work is delivered from the accompanying 
 intention rather than its result 

 

3.12.2 The role of moderating variable Perceived Organizational Support 

 

Perceived organizational support (POS) is the degree to which employees believe that 

their organization values their contributions and cares about their well-being and fulfils 

socioemotional needs Rhoades & Eisenberger (2001). This moderating variable has eight 

items. It was adopted from Rhoades and Eisenberger, 2001. Table 3.4 demonstrates the 

items. 

 

Table 3-4 

Items of the Perceived Organizational Support 
 
 

 
No. 

 

Items 

 
1 

 

My organization really cares about my well-being 

2 My organization strongly consider my goals and values 
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  No.  

 

Items  

3 My organization shows little concern for me 

4 My organization cares about my opinions 

5 My organization is willing to help me if I need a special favour 

6 Help is available from my organization when I have a problem 

7 My organization would forgive an honest mistake on my part 

8 If given the opportunity, my organization would take advantage of me 
 

Source: Eisenberger (1986) 

 

3.12.3 Dependent variables 

 

This dependent variable Islamic Learning Organization has 19 items. Islamic learning 

organization is defined as the organization that continuously transforms itself based on the 

acquired learning within the rules of Islam (Sharif, 2014). It was adapted from Senge 

1994. Table 3.5 shows the items of ILO. 

 

 

 
Table 3-5 

Items of the Islamic Learning Organization 
 
 

 

NO. 

 

Items 

 

1. 

 

The environment of staff learning and development in my institution is conducive 

2. Honesty is widely practiced among employees in my institution 

3. Efficiency is emphasized among employees of my institution 

4. Generally, my institution puts the right man in the right job or place 
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NO. 

 

Items 

 

5. 

 

Employees in my institution are generally well disciplined 

6. My institution is seen to practice division of labour among employees 

7. There is clear unity of command from supervisors to supporting employees 

 
8. 

My institution practices suitable centralization and decentralization principles to 

benefit employees 

9. The employees are suitably rewarded for their performance 

 
10. 

The principle of justice is widely practiced by my institution when dealing with 

employees 

11. United efforts of teamwork are a priority to employees 

 
12. 

Dignity of labour or management respect to employees is widely practiced in my 

institution 

 
13. 

The principle of accountability is not well accepted by managers and employees in my 

institution 

 
14. 

The principle of Taqwa (fear of Allah) is widely seen among employees in my 

institution 

 
15. 

The principle of Ihsan (forgiveness) is widely seen in the relationships between 

managers and subordinates in my institution 

16. The principle of Amanah (trust) is widely valued among employees in my institution 

 
17. 

The principle of Sidq (truthfulness) is not held in regards by employees in my 

institution 

18. The principle of Ikhlas (sincerity) is highly valued among employees in my institution 

 
19. 

The practice of Syura (consultation) is not widely practiced by managers and 

employees in my institution 

 

Source: Senge (1990) 
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3.13 Data Analysis Techniques 

 

Data was obtained via questionnaires distributed to the respondents through university 

staff. Data analysis is conducted by using a statistical analytical software SPSS 21 and 

PLS-SEM 3.2.7. Firstly, the pilot study was done and then after analysing the results of 

pilot study, the questionnaires were distributed into the selected samples. The analysis 

techniques which used for this study were descriptive statistics, frequency, percentage, 

mean, standard deviations, descriptive analysis, factors analysis, simple regression model, 

and structure equation modelling (SEM). The data that was received from the respondents 

were coded into Statistical Package for the Social Science (SPSS). After that, the data was 

examined through preliminary analysis to ensure the data used represents the situation 

investigated for this study. Later, data was loaded into Structural Equation Modelling 

using Partial Least Squares (SEM-PLS) and were examined using two steps approach, 

namely (1) measurement model to test the reliability and validity, followed by (2) 

structural model to test the direct and indirect effect to answer the objectives of the study. 

 

SEM (Structure Equation Modelling) is a second-generation multivariate data analysis 

technique that has overcome the limitations of the prior or so-called first-generation 

method. Consistent with Hair et al. (2016) SEM is considered more powerful to test 

multiple relationships among several variables simultaneously. It has the power to judge 

the relationship between structures presented by a series of statistical equations compared 

with a series of multiple regression equations. SEM is most often used in research as it 

has the capability of evaluating both linear and additive causal relationships in a model 

(Hair et al., 2016) because it has an inbuilt ability to perform a factor analysis and multiple 

regression. 
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Hair, Sarstedt, Ringle, Smith, and Reams (2014) classified two sorts of SEM, i.e., 

variance-based (VB-SEM) and covariance-based (CB-SEM). CB-SEM is aimed at 

repeating the theoretical covariance matrix without paying much attention to the explained 

variance, and hence, confirming or disconfirming the theoretical modelled relationships. 

In contrast, VB-SEM (also called as PLS-SEM) is aimed at maximizing the explained 

variance or intended prediction regarding an endogenous latent variable. Thus, the main 

use of PLS-SEM is more appropriate when research is mainly focused on predicting 

theories in explanatory research by elaborating the variance observed in the dependent 

construct/variables. 

 

Though both approaches originate from the same roots, yet CB-SEM caught greater 

attention in previous studies (Hair, Ringle, and Sarstedt, 2012). PLS-SEM has also grown 

exponentially recently and is predicted to be widely adopted as a more powerful tool of 

statistical analysis due to its distinctive features and progressive work on its 

methodological side (Hair et al., 2012; Henseler et al., 2014; Sarstedt, Henseler, and 

Ringle, 2011). Hair, Ringle, and Sarstedt (2011) further stated that PLS-SEM, both 

theoretically and practically, performs the same operations of multiple regression. 

However, it performs a quality evaluation of the data along with explaining the variance 

in the endogenous constructs by using both measurement and structural models. 

Since the present study was predictive rather than confirmatory of an existing theory, this 

study adopted PLS-SEM as the appropriate tool to be used for data analysis. This selection 

conformed to the rules of thumb defined in the literature (Hair et al., 2011). One of the 

main reasons to adopt PLS-SEM was the non-normality of the data. According to several 

authors (i.e., Henseler et al., 2014; Henseler, Ringle, and Sinkovics, 2009; Reinartz, 
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Haenlein, and Henseler, 2009) PLS-SEM has the statistical properties of robust estimation 

of a model with non-normal data and/or distribution of the data i.e., skewness and kurtosis. 

Moreover, it has an inbuilt quality of handling the measurement error in the variable scores 

and reflecting it in the path coefficients used in the estimation. Reinartz et al. (2009) 

argued that the error results in the biased estimates of a model, termed as PLS-SEM bias, 

are often very small and not substantially significant. Besides, several researchers (Hair, 

M. Sarstedt, et al., 2014; Reinartz et al., 2009) are of the opinion that PLS-SEM has more 

statistical power in testing or confirmation of a theory in contrast to CB-SEM. PLS-SEM 

has been considered a ‘silver bullet’ if used properly for the estimation of causal models 

(Hair et al., 2011). 

 

3.14 Chapter Summary 

 

In this chapter describes on the methodology part of the research. It contains the 

framework of the study, the research design, the research technique, and the study type, 

the unit of analysis, the population, the sampling, the sample size determination, the 

sampling technique, and the details about the questionnaire. This chapter also explained 

the details about the data collection method, the data collection techniques and the data 

analyses techniques, however the data analysis and results are reported in the Chapter 4. 
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CHAPTER FOUR 

ANALYSIS AND FINDINGS 

 

4.1 Introduction 

 

The past chapter has clearly discussed the research methodology of this study. This 

chapter has presented the results of initial analysis and deals with the study findings 

interpreted from the main analysis results. The data cleaning methods and the descriptive 

analysis of respondents has presented the missing data analysis, analysis of outliers in the 

data set, data normality and the description of latent variables. After the preliminary 

analysis results, the chapter presents the measurement results and the structural models of 

current research. The measurement model presents the psychometric attributes of the 

measures of variables under study. While, structural model comprises of the relationships 

of variables in research model. The structural model analysis outcomes provide the 

foundation to test the hypotheses of research. Furthermore, the chapter provides predictive 

relevance of the research framework and gives the outcomes of effect size. 

 

4.2 Response Rate 

 

The time period of the total survey was from September 2017 to October 2017. The data 

collection was done from Islamic private higher education institutions in the Malaysian 

peninsular. Total 364 questionnaires were distributed to the target population out of which 

162 questionnaires were received back after one months from the respondents. Thus, the 
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response rate was calculated on this basis which comes out to 44.5 percent. Total number 

of questionnaires which were incomplete were 3 and so they were excluded while doing 

analysis. Therefore, for further analysis, 156 questionnaires were utilized, giving the valid 

response rate of 44 percent. 30 percent response rate and above this is acceptable for the 

survey research method (Sekaran and Bougie, 2016). Same 30 percent response rate is 

acceptable for individual level studies (Baruch and Holtom, 2008). The figure presents the 

response rate in Table 4.1 below. 

 

Table 4-1 

Questionnaires Response Rate 
 
 

 

Response 

 

Rate 

 

Questionnaires administered 
 

364 

Questionnaires not returned (202) 

 

Questionnaires returned 
 

162 

Unusable questionnaires excluded from analysis (6) 

 

Usable questionnaires 
 

156 

 

Valid response rate (156/364*100%) 
 

43% 
 

The response rate of current study was 43% which is considered excellent in the context 

of Islamic private higher education institutions. This response rate based on the nature of 

the research and the respondents academic and non-academic staff of the study involving 

in several activities, and thus the time available for them to answer questionnaires might 

have been limited. 
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4.3 Data screening and Preliminary Analysis 

 

Before proceeding to PLS-SEM analyses, a preliminary examination of the collected data 

is essential (Hair, 2007), to avoid any possible violation of the key underlying assumptions 

of the application of multivariate techniques. The first step of preliminary data screening 

of this study was inputting and coding of the usable returned questionnaires in the SPSS. 

As mentioned in the previous section, the returned and usable questionnaires are 156. 

 

 

4.4 Missing Value Analysis 

 

The present study did the missing data analysis and detected random cases of missing 

data. Specially, 6 cases were detected having more than half questions unanswered out of 

the 162 cases. Hair et al. (2017) suggested that any case with a high level of missing data 

must be deleted, so the 6 cases were totally removed as they were insufficient. Making the 

total usable questionnaire 156. Additionally, 31 data points were accounted for 0.25 

percent of the 12,236 points were detected to be missing randomly. These missing data 

were treated by the mean value method as the missing points percentage was below the 

5% and the rule of thumb indicated that above 5% must be problematic (Tabachnick and 

Fidell, 2013; Hair et al., 2017). Table 4.2 displays the missing values percentage of all the 

variables. Comprehensively, the missing values distribution is given as: missing values of 

ILO were 3, missing values of Leadership Style were 14. The missing values of Employee 

Innovative Behaviour were 11. Additionally, Islamic Work Ethics had 3 missing values 

while remarkable Perceived Organizational Support. 
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Table 4-2 

Missing Values Total and Percentage 
 
 

 

Variables 

 

Number of Missing Values 

 

Islamic Learning Organization 
 

3 

Leadership Style 14 

Employee Innovative Behaviour 11 

Islamic work ethics 3 

Perceived Organizational support 0 

 

Total 

 

31 
 

Note: Missing values % = (the total no. of missing values/total no. of data points) ×100 

 

4.5 Outliers Analysis 

 

According to Barnett and Lewis (1994), the outliers are seemingly irregular observations 

in the data set. Data sets might contain few observations or their sub-sets which appears 

to be in irregular manner. Hair (2010) have defined the outliers as the values having 

uncommon characteristics and vary completely from other values. This indicates that 

outliers are the values in a given dataset that are out-of-range. Therefore, these irregular 

values in data sets might influence the regression analysis and have adverse effect on the 

approximations of the coefficients of regression analysis and accordingly alter the 

research results to become inaccurate (Verardi and Croux, 2009). Outlier presence in a 

dataset might be due to errors in data entry. 

Outlier detection have many stages. Firstly, the frequency statistics analysis is done 

through a frequency table for all the variables to find out any values outside the maximum 
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and minimum data ranges. Therefore, the results showed that all data lies between 

maximum and minimum data range. Secondly, the evaluation of uni-variate outliers was 

done. According to Hair (2010), it is recommended that evaluation of data for uni-variate 

outliers is done by using a cut-off standard value of ± 4 (p < 0.001). Therefore, these 

standardized results presented no cases as uni-variate outliers. 

 

Thirdly, the outliers were also treated using the Mahalanobis distance (D2). Mahalanobis 

distance can be defined as the distance of any case in the data set from the remaining cases 

centroid when centroid is the point formed at intersection point of all the variables’ means 

(Tabacknick and Fidell 2007). Therefore, according to Tabacknick and Fidell (2013), 

Mahalanobis distance was determined by the linear regression mean method using SPSS 

depend on independent variables number in current study, degree of freedom is 4 in the 

table of Chi-square having p < 0.001, with benchmark of 18.46. It demonstrates that a case 

having D2 value 18.46 or above must be considered as the multivariate outlier and thus, it 

must be erased from the data set. Therefore, only five cases in total data set was detected 

to be outlier. So, it was removed from before further analysis as it was signified as a 

multivariate outlier. Consequently, after the omitting of case, the final data set had 156 

cases. 

 

4.6 Normality Test 

 

As said by Hair et al. (2010), data normality is referred as the degree of sample data 

distribution corresponding to the variables scores crowded nearby the mean of data set in 

the shape of a bell or making normality curve. Therefore, it is vital to check the data 

normality. The previous studies of Wetzels, Odekerken-Schroder and Van Oppen, (2009); 
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Reinartz, Haenlein and Henseler (2009) and host of others, determines that PLS-SEM 

offers precise estimations of model in conditions with data which is extremely non- 

normal. Additionally, when data is extremely skewed or have kurtotic nature, the 

estimates of bootstrapped standard error can be risen which will accordingly make wrong 

calculation of statistical significant coefficients of the path (Ringle, Sarstedt and Straub, 

2012; Dijkstra, 1983). Though, it is recommended that researchers should verify data 

normality via Hair et al. (2016). The methods to estimate the normality, the skewness and 

kurtosis values are checked (Hair et al., 2016). 

 

According to George and Mallery (2006), skewness illustrates that up to what extent the 

data distribution is deviating from the centre of the mean. Skewness values must range 

from +3 to -3 are described as normal data (Kline, 1998). In accordance with the 

recommendations given by Kline (1998), the findings that are presented in the study 

display the skewness values of variables of current research range between +3 and -3, 

representing normally distributed data. Kline (2016) suggested that data is problematic 

only if the skewness absolute value surpasses 3. 

 

According to Hair et al. (2016), kurtosis demonstrates that if the data set is having peak 

value or flat shape showing normal distribution. The kurtosis values are mostly positive 

or negative, the positive shows the flat distribution of data while negative values show 

that distribution of data is peaked (George and Mallery, 2006). It is presented in the study 

that kurtosis range was within the acceptable values of (+7 and -7) and the test was 

conducted for all variables as recommended by Curran, West and Finch (1996) and Byrne 

(2010). It was suggested that only issue arises if the kurtosis absolute value exceeds 10 



55  

(Kline, 2016). So, the data is indicating the normal distribution of the data as having no 

problem with kurtosis. 

 

Overall, the normality test results illustrated that the normality assumption was not being 

violated. The data set of all variables have a normal distribution as the values for all the 

variables were below the recommended cut points. Though, PLS-modelling can best 

provide the results to an appropriate model estimations if data is extremely non-normally 

distributed (Hair et al., 2016). 

 

4.7 Multicollinearity Test 

 

Multicollinearity is a situation when high correlation occurs in two or more variables 

which are exogenous in a certain model of multiple regression (Sekaran and Bougie, 

2010). The existence of multicollinearity in the independent variables may alter the 

statistical significance tests and regression coefficients estimates (Tabachnick and Fidell, 

2013; Pallant, 2007). As recommended by Hair et al. (2010), the test of multicollinearity 

between the exogenous latent constructs (independent variables) is extremely important 

before model testing. The multicollinearity in the independent variables provides an 

estimation problem resulting in a strange or weak estimation of coefficient of regression, 

having reduced power of the statistical test of the interaction and improved standard error 

( Hair et al., 2016; Hayes, 2013). 

Multicollinearity is checked by two distinct techniques in the current study (Peng and Lai, 

2012; Chatterjee and Yilmaz, 1992). The first method includes selecting the correlation 

matrix of the exogenous latent variables. The values of correlation of 0.7 and beyond are 

taken to be highly correlated (Sekaran and Bougie, 2010). On the other hand Hair et al. 
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(2010) represented contrarily as they assumed that the values of inter-correlation greater 

than 0.9 is considered as high correlation. 

 

The results of the study show that correlation matrix of all exogenous latent variables is 

in acceptable range, indicating no multicollinearity problem among the variables. 

 

Table 4-3 

Correlation Matrix for Multicollinearity Test 
 
 

  

ILO 
 

LS 
 

EIB 
 

IWE 
 

POS 
 

 

Islamic Learning 

Organization 

 
1 

     

Leadership Style .460** 1 
    

Employee innovative 

behaviour 
.557** .688** 

 

1 
   

Islamic Work Ethics .203** .225** .301** 1 
  

Perceived Organizational 

Support 
.449** .309** .560** .206** 

 

1 
 

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

at the 0.05 level (1-tailed). 

 

Moreover, other method for multicollinearity check used is the variance inflation factor 

(VIF) as well as the tolerance value (TOL) method. Multicollinearity is problematic if VIF 

value is higher than 5 and TOL value is lower than 0.20 (Hair et al., 2016). Table 4.5 

shows the results of collinearity diagnostics of current study. The outcomes explain the 

VIF values as well as the TOL value is in the established levels. The values of variance 

inflation factor ranged from 1.092 to 1.343 and tolerance values ranged from .744 to .916. 
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Thus, the results of the collinearity diagnostic test as well as the correlation matrix 

provides the proof that multicollinearity is absent in the data set. 

 

Table 4-4 

Tolerance and VIF for Multicollinearity Test 
 

 

 
 

  

  Collinearity Statistics  
Independent Variables 

 Tolerance VIF 
 

Leadership Style 
 

0.554 
 

1.804 

Employee innovative behaviour 0.360 2.775 

Islamic Work Ethics 0.697 1.434 

Perceived Organizational Support 0.595 1.680 
 

4.8 Non-response Bias Test 

 

The mistakes that can be conducted in the estimation of the characteristics related to the 

population is called Non-response Bias. It is because some of the respondents 

underrepresent the data due to non-bias. Ensuring unbiased representation in the sample 

is necessary for generalization. Non-response bias is one of the errors that can interfere 

with representativeness of the sample. Researchers classified the response bias into the 

non-response with the help of non-contact and refusal (Denscombe, 2010). In these cases, 

the cause of occurring non-response bias error is the difference in the response of the 

respondents which differs significantly from those who did not respond. Scholars also 

stressed that, the no-response error should be investigated as there is a possibility of bias 

even if the size of the non-response is small (Pearl and Fairley, 1985). 
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It is been declared from the previous studies that there is systematic variation in the 

response of the respondents from the non-respondents in different aspects like perceptions, 

motivations, personalities, attitudes and behaviors, which affect the results of the study 

(Malhotra et al., 2007). As a result, the capacity to generalize the results of the study to 

the population is impacted (Bryman, 2012). In addition, they pointed out that delayed 

respondents can be considered as non-respondents. It is because they would not have 

responded without being reminded and visited. In this line, scholars mentioned that 

reluctance is shown in the late response of the respondents that participated in the survey 

(Churchill and Brown 2004). Whereas, Armstrong and Overton (1977) mentioned that due 

to lack of attention or obligations on the part of respondents can be interpreted from the 

late responses. So, variances in responses can be because of a large delay in responding. 

 

Additionally, response bias is checked in the current study by performing the test of non- 

bias on the bases of late and early respondents through t-test. In addition to that, Levene's 

test was used for the quality variance to determine whether the variances between the 

groups differed significantly. Precisely, two master groups are categorised in the current 

study like late and early respondents. As recommended by Vink and Boomsma (2008), 

while comparing these two groups in terms of the items of the questionnaire, early 

respondents were classified as those who responded within 30 days. Whereas, the late 

respondents were categorized on the basis as those who responded after 30 days of the 

distribution of the data. As per the classification, there were 89 respondents as the early 

respondents and 67 of those were categorised as late respondents. For all the variables t- 

test was performed for all the variables of the study to find the existence of bias in the 
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groups. The equality of means t-test was used for the Levine’s test, to assess if a significant 

difference existed between the two groups. 

 

The results of independents t-test for the late and early groups are presented in Table 4.6. 

According to the results, the standard deviation and means of these two groups based of 

the variables of the study are mentioned. Moreover, there is a slight difference among the 

groups for the values of standard deviation and means. Additionally, the results for 

Levene’s Test for Equality of variance are presented in the Table. According to these 

figures, the nine variables of equal variance significance were more than the 0.05 level of 

the significance of Levene’s test for the variance quality as mentioned by Pallant (2010). 

So, concluding the results, among the groups there is no significance. Thus, the 

assumption of equal variances between response groups of the respondents has not been 

violated. 

 

Table 4-5 

T-test for Non-Response Bias 
 
 

 

 
 

Variables 

 

 
Response 

Group 

 

 
 

N 

 

 
 

Mean 

 

 
Std. 

Deviation 

 

Levene’s Test 

for Equality of 

  Variance  

     F Sig. 

 
Islamic Learning 

Organization 

 

Early 
 

89 
 

3.526 
 

0.559 
  

    0.010 0.922 
Late 67 3.364 0.567   

  

Early 
 

89 
 

3.562 
 

0.438 
  

Leadership Style     0.677 0.412 
 Late 67 3.423 0.486   

  

Early 
 

   89  
 

3.463 
 

0.449 
 

0.638 
 

0.826 
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Employee innovative 

  behaviour  

 
Late 

 
67 

 
3.336 

 
0.475 

 

 Early 89 3.902 0.548  

Islamic Work Ethics    0.107 0.744 
 Late 67 3.818 0.655  

 
Perceived Organizational 

Support 

 

Early 
 

89 
 

3.414 
 

0.663 
 

   3.183 0.076 
Late 67 3.266 0.802  

 

4.9 Common Method Variance Test 

 

In the common method variance, the variance related solely to the measurement procedure 

is involved as opposed to the variables that actually measure represent (Podsakof, 

MacKenzi, Lee and Podsakof, 2003). As the data of dependent and independent variables 

were collected at the same time using same instruments, the data could be distorted 

through common method bias. As a result, it is important to investigate the potential 

problem of the behavioural studies (Meade, Watson and Kroustalis, 2007). The threshold 

for common method bias is that a single factor should not explain more than 50% of the 

total variance (Podsakof et al., 2003). Therefore, in the current study, un-rotated factors 

are used to check the common method bias to avoid the problems of variance that is high 

in order to observe the inflated corrections and observed scores. 

 

It is suggested by Podsakoff, (2003) that a single factor should not explain more than 50% 

of the total variance. So, the current study treats common method bias using unrotated 

factor analysis based on the threshold. 76 items were used to measure the latent variables 

of the study. According to the results, no single factor accounted for more than 50% of 

the variance. Based on the 5 factors in the results (number of variables), the highest 

percentage variance explained by a single factor was 30.436 % of the total variance. 
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Therefore, this result indicates the absence of common method bias in the data of the 

current study. 

 

4.10 Demographic Statistics of the Respondents 

 

Demographic information about the respondents are presented in this section and 

including the respondents’ gender, marital status, age group, level of education, and years 

of experience. The total number of responses included in the analysis of the study were 

counted to be 156 (93.4%), out of 162 total responses (refer to Table 4.6). A total of 89 

(57%) of the respondents were administrative staff while 42% (67) of the respondents 

were academic staff. Gender wise a wider gap can be seen in the responses where 99 

(63.5%) of the respondents are female and only 57 (36.5%) are males. With respect to 

marital status 36.5% (57) of the respondents represent the single category while the rest 

of the respondents i.e., 63.5% (99) were found to be married. Majority of the respondents 

who counted for a 42.9% of the respondents are below 30 years old, while 60% were aged 

between 30 and 40 years. And (8.3%) respondents are in their forties to a maximum age 

of 50 years. Only a small portion of the respondents, (9.6%) of the total respondents are 

in the age bracket of 51-60 years. Last but not the least, only one person aged above 60 

years old, representing (0.6%) of the total respondents. 

 

Additionally, concerning the educational level of respondents, the highest group 32.7% 

have a degree, followed by the second high 28.2% with master’s degree, the third group 

21.2% have a diploma, while the remaining two groups fairly equal one with PhD 9.6% 

while the other with SPM 8.3%. Regarding the years of experience within the 

organization, more than half of the staff (55.1%) spent less than 5 years in the 
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organization. However, 36.5% had spent between 5-10 years. Interestingly two groups 

were 3.2% each spent between 11-15 years and 16-20 years respectively. Only few had 

been with the organization for more than 20 years with a percentage of 1.9%. 

 

Table 4-6 

Descriptive Analysis of Demographic Data 
 
 

 

Demography Indicators Frequency Percentage 

  

Less than 5 Years 
 

86 
 

55.1 

 
5 - 10 Years 57 36.5 

 
Length of Experience 

11 - 15 Years 
 

16 -20 

5 
 

5 

3.2 
 

3.2 

 
More than 20 3 1.9 

 Total 156 100 

  

Female 
 

99 
 

63.5 

Gender Male 57 36.5 

 Total 156 100 

  

Below 30 Years old 
 

67 
 

42.9 

 
30-40 60 38.5 

 
Age 

41-50 
 

51-60 

13 
 

15 

8.3 
 

9.6 

 
Above 60 years old 1 0.6 

 Total 156 100 

  

Married 
 

58 
 

37.2 

Marital Status Single 98 62.8 
 

Total 
 

  156 100  
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Academic Staff 
 

67 
 

42.9 

Job Administrative Staff 89 57.1 

 Total 156 100 

  

SPM 
 

13 
 

8.3 

 
Diploma 33 21.2 

 Degree 51 32.7 
Educational Level 

 Master 44 28.2 

 
PhD 15 9.6 

 Total 156 100 
 

4.11 Descriptive Analysis of the Variables of the Study 

 

In this section, the descriptive statistics for the latent variables of the current study based 

on standard deviations and means of the variables are presented. According to the 

researchers mean (composite score) are the basis of Likert Scale. Additionally, for 

descriptive statistics of interval scale items standard deviations and mean are 

recommended by Boone and Boone (2012). 5-point Likert scale are used to measure the 

variable as 1: strongly agree, 2: agree, 3: neutral, 4: disagree and 5: strongly disagree. In 

Table 4.7 results of descriptive statistics are presented. The mean scores for all the 

variables ranged from 3.351 to 3.866 and standard deviation scores ranged from 0.463 to 

0.727. 

 

Table 4-7 

Descriptive Statistics of the Variables of the Study 
 
 

 

Variables 

 

No. of Items 

 

Mean 

 

Std. Deviation 



64  

 

Islamic Learning Organization 
 

19 
 

3.457 
 

0.566 

Leadership Style 10 3.503 0.463 

Employee innovative behaviour 22 3.409 0.463 

Islamic Work Ethics 17 3.866 0.596 

Perceived Organizational 

Support 

 

8 

 

3.351 

 

0.727 

 

4.11.1 Assessment of the Measurement Model 

 

The research model was tested using PLS Smart, measurement model was examined, and 

it involved determination of individual item reliability, internal consistency reliability, 

convergent validity and discriminant validity (Hair et al., 2014; Henseler et al., 2009). In 

other words, the measurement model assesses the ability of the items in a model to 

measure the various variables in the model. Explicit explanations of the model follow in 

the next sections. 

 

4.11.2 Reliability of Individual Item 

 

Individual items are evaluated in the current study based on their respective outer loadings 

and threshold value of equal and above 0.50 (Hulland, 1999). However, outer loading 

between 0.70 and 0.40 were considered carefully in order to delete if the values of 

Composite Reliability (CR) and Average Variance Extracted (AVE) are increased (Hair 

et al 2014). Based on above discussion, seven items namely, ILO17, ILO19, LS9, LS10, 

EIB5, EIB7, EIB8, EIB15, EIB19, EIB 20, IWE1, IWE8, IWE9 and POS8 were deleted 

from 76 items. As a result, 62 items were retained for the purpose of analysis as the loading 
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average of these items varied from 0.791 to 0.904. The items and their respective loadings 

are presented in table 4.8. 

 

Major studies in which the questionnaires are involved commonly uses items deletion 

methods specifically the including Learning Organization. Also, the standard 

recommended by Kline (2016) to have minimum two items was continued even after the 

elimination of items, each construct upheld three items minimum. 

 

Table 4-8 

Outer Loadings 

 

 
Constructs 

 
Items 

 
Loading 

 

Deleted 

Items 

 

Loadings of 

Deleted Items 

  

ILO 1 
 

0.689 
 

ILO 17 
 

0.256 

 
ILO 2 0.759 ILO 19 0.207 

 
ILO 3 0.734 

  

 
ILO 4 0.733 

  

 
ILO 5 0.811 

  

 ILO 6 0.820   

ILO     

 ILO 7 0.793   

 
ILO 8 0.762 

  

 
ILO 9 0.690 

  

 
ILO 10 0.788 

  

 
ILO 11 0.706 

  

 
ILO 12 0.826 

  

 
ILO 14 0.658 

  

    ILO 15 0.679   
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ILO 16 
 

0.708 
  

 ILO 18 0.669   

  

LS 1 
 

0.579 
 

LS 9 
 

0.175 

 
LS 2 0.580 

  

LS LS 3 0.611 
  

 
LS 4 0.552 

  

 
LS 5 0.845 

  

 
LS 6 0.806 

  

 
LS 7 0.819 

  

 LS 8 0.858   

  

EIB 1 
 

0.693 
 

EIB 5 
 

0.357 

 
EIB 2 0.666 EIB 7 0.221 

 
EIB 3 0.715 EIB 8 0.352 

 
EIB 4 0.643 EIB 15 0.285 

EIB EIB 6 0.653 EIB 19 0.141 

 
EIB 9 0.757 EIB 20 0.254 

 
EIB 10 0.769 

  

 
EIB 11 0.791 

  

 
EIB 12 0.786 

  

 
EIB 13 0.758 

  

 
EIB 14 0.730 

  

 
EIB 16 0.680 

  

 
EIB 17 0.619 

  

 
EIB 18 0.667 

  

    EIB 21 0.666   
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EIB 22 
 

0.692 
  

  

IWE 2 
 

0.815 
  

0.358 

 
IWE 3 0.787 

  

 
IWE 4 0.835 

  

 
IWE 5 0.766 

  

 
IWE 6 0.811 

  

IWE IWE 7 0.777 
  

 
IWE 10 0.794 

  

 
IWE 11 0.575 

  

 
IWE 12 0.821 

  

 
IWE 13 0.788 

  

 
IWE 14 0.746 

  

 
IWE 15 0.701 

  

 
  IWE 16  0.800  

  

 
  IWE 17  0.595  

  

 
POS 1 0.859 POS 8 0.368 

 
POS 2 0.896 

  

 
POS 3 0.424 

  

 
POS 4 0.862 

  

 POS 5 0.904   

POS     

 POS 6 0.882   

 POS 7 0.780   
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4.11.3 Internal Consistency Reliability 

 

Cronbach’s Alpha and Composite Reliability, are well-established standards to evaluate 

internal consistency reliability, , and they are incorporated in present research(Peterson 

and Kim 2013). Cronbach’s Alpha (CA) is a common criterion to evaluate internal 

consistency reliability. It evaluates the reliability of the construct in accordance with the 

indicator’s inter correlations. Cronbach’s Alpha supposes that the individual indicator is 

equally reliable on the latent variable having equal loadings without taking account of the 

reliability of individual indicators (Hensler et al., 2009, Hair et al., 2014) 

 

Though, as the CA has multiple drawbacks and boundaries Composite Reliability is 

considered as much improved alternative to evaluate reliability (Hair et al., 2014). 

Cronbach’s Alpha assumes all indicators are similarly reliable having equal loading on 

every construct. But partial least squares- structural equation modelling ranks the 

constructs in line with their distinct reliability. Furthermore, Cronbach's Alpha is much 

delicate for items numbers of the scale and usually miscalculate the internal consistency 

reliability. Basically, it might be utilized as a traditional standard to evaluate internal 

consistency reliability. Due to these few limits of Cronbach’s Alpha in population under 

study, the more suitable criteria to measure internal consistency reliability is the 

Composite Reliability which considers different outer loadings of indicator construct 

(Hair et al., 2014). 

 

The values of both Cronbach's Alpha and Composite Reliability must be equivalent to or 

greater than 0.70 (Hensler et al., 2009, Hair et al., 2014). Yet, Composite Reliability values 

ranging from 0.60 to 0.70 are adequate, while values beyond 0.95 are not appropriate as 
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it demonstrates that all the items are evaluating the same subject and, so they are not 

considered effective measure of variable (Hair et al., 2014).The values of both CA and 

CR are given in Table 4.9, showing the range of CA is from 0.867 to 0.945, whereas values 

of CR of the variables had the loading from 0.892 to 0.950. Subsequently, latent variables 

of the present research have a greater value than the suitable reliability level. Thus, it can 

be concluded that the internal consistency reliability of the measures was proved and 

verified. 

 

Table 4-9 

Composite Reliability Values 
 
 

 
Constructs 

 

Cronbach’s Alpha 

(CA) 

 

Composite Reliability 

(CR) 
 

Islamic Learning Organization 
 

0.945 
 

0.950 

Leadership Style 0.867 0.892 

Employee innovative behaviour 0.933 0.941 

Islamic Work Ethics 0.943 0.950 

Perceived Organizational Support 0.910 0.931 
 

 

 

 

4.11.4 Convergent Validity 

 

The current study has used convergent validity method by via AVE (Average Variance 

Extracted) having a threshold value of 0.50 (Hensler et al., 2009). An AVE having value 

of 0.50 show that variables comprise of 50 percent of the variance in the indicators, and 

is taken as acceptable (Hair et al., 2014). Convergent validity outcomes are shown in Table 

4.10. The values of AVE ranged from 0.500 to 0.667. Therefore, these values exceeded 
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the minimum threshold of 0.50 of all variables of current research. These outcomes create 

sufficient convergent validity among study measures. 

 

Table 4-10 

Average Variance Extracted Values 
 
 

 

Variables 

 

AVE 

 

Islamic Learning Organization 
 

0.549 

Leadership Style 0.515 

Employee innovative behaviour 0.501 

Islamic Work Ethics 0.580 

Perceived Organizational Support 0.667 
 

4.11.5 Discriminant Validity 

 

Likewise, the current study has used discriminant validity method by via AVE. 

Discriminant validity was achieved when correlations of latent variables are compared 

with values of square roots of AVE. The square root values of AVE for every variable 

were higher than the maximum correlation with any further variable of the study (Henseler 

et al., 2009; Hair et al., 2014). The outcomes of correlations of variables and square root 

values of AVE is shown in Table 4.11. The square root values of AVE are in bold face, in 

comparison with correlations of variables were greater than other variable’s correlations. 

Hence, the outcomes show that the essential discriminant validity level of the study 

variable has been attained. 
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Table 4-11 

Discriminant Validity Analysis 
 
 

  
ILO 

 
LS 

 
EIB 

 
IWE 

 
POS 

 

ILO 
 

0.741 
    

LS 0.605 0.718 
   

EIB 0.668 0.664 0.707 
  

IWE 0.573 0.413 0.550 0.762 
 

POS 0.505 0.430 0.634 0.413 0.817 
 

Overall, this study’s measurement model was tested by means of numerous tests including 

reliability, discriminant validity, internal consistency and convergent validity. The core 

purpose for conducting the mentioned tests was to ensure the validity and reliability of 

measurement model before proceeding further to test the hypotheses. The tests’ results 

confirmed the research model was reliable and valid. 

 

4.12 Assessment of the Structural Model 

 

By the measurement model assessment, the validity and reliability of the measures are 

achieved. Afterwards, assessment of the structural model of current study is done which 

finds four main assessments, 1) assessment of the significance of path coefficients (β) 

through bootstrapping procedures (involving the direct relationships and moderating 

relationship in the current study); 2) assessment of the level of R-squared value; 3) 

assessment of the effect-size (F2); and 4) assessment of predictive relevance. 
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4.12.1 Hypotheses Testing of Direct Relationships 

 

Structural model assessment initially examined the direct relationships that are related first 

objective of present study which covered the hypothesis number 1, 2, and 3 on basis of 

methods of PLS-SEM bootstrapping. In order to gain convergence, bootstrapping is done 

when there is a sample of 5,000 (Hair et al., 2014), and to check that path coefficient (β) 

is significant, 156 cases are assessed using one-tailed test. Figure 4.1 describes structural 

model. The model illustrates the latent variables indicated by shapes that are circular with 

their displays in the rectangular shape. 

 

The current study latent variables are exhibited as reflective variables. The indicators of 

variables explain reflective variables and are represented by arrows starting from the 

indicators to latent variables. The path line values showing the connectivity of endogenous 

and exogenous variables represents the t-value determining the significance level of the 

structural model associations. Complete explanations are given in the later sub-sections. 

 

Additionally, bootstrapping procedure in PLS provides the outcomes of the endogenous 

variables being influenced by the exogenous variables. In present study, Table 4.12 shows 

the hypothesis regarding direct relations are demonstrated by the outcomes of. The results 

are explained only when the outcomes have demonstrated significant results with the 

outcomes showing the path significance level as well as directions/coefficient. The results 

presented that total three hypotheses (H1, H2, and H3) having direct association were 

established to be significant. 
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Table 4-12 

Results of Hypotheses Testing (Direct Relationships) 
 

 

 
 

 

Hypothesis: Path 

 

Path Coefficient 

 

T-Statistics 

 

P-Value 

 

Decision 

 

H1: LS->ILO 

 

0.292 
 

3.830 
 

0.000** 
 

Supported 

 

H2: EIB ->ILO 

 

0.282 
 

2.879 
 

0.002** 
 

Supported 

 

H3: IWE ->ILO 

 

0.243 
 

3.304 
 

0.001** 
 

Supported 

 

Note: Significant at **p < 0.01, *p < 0.05. All hypotheses are based on 2-tails. 

 

Based on the findings presented in Table 4.12 and Figure 4.1, the results of relationships 

between the exogenous variables and the endogenous variable were as following: 

 

Particularly, the results exposed that ILO is positively affected by LS, EIB, and IWE thus 

H1, H2, and H3 are supported with the following values for each hypothesis respectively 

H1;(β = 0.292; t = 3.830; p = 0.000), H2;(β = 0.282; t = 2.879; p = 0.002), H3;(β = 0.243; 

t = 3.304; p = 0.001). 

 

4.12.2 Moderation Relationship Hypotheses Test 

 

In order to understand the complexity of the Islamic Learning Organization, the present 

study has incorporated a variable showing moderating relationship in the study model. 

When the third variable known as the moderating variable/moderator influences the 

relationship of the dependent and independent variable then moderation phenomenon is 
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introduced in the model of study. The moderator reacts with exogenous variable for clear 

interpretation and explanation of endogenous variable (Baron and Kenny, 1986; Edwards 

and Lambert, 2007). Specifically, perceived organizational support is expected to interact 

with the determinants of Islamic learning organization and amplify it. Thus, the current 

study aims at detecting and estimating the strength of the moderating effect of perceived 

organizational support on the relationship between leadership style, employee innovative 

behaviour, Islamic work ethics and the Islamic learning organization within the context of 

Islamic private higher education institutions in the Malaysian peninsular. 

 

The model having moderating variable is assessed first by investigating the influence of 

independent variables on dependent variable of the current study; afterwards, the effect is 

checked on the dependent variable by introducing independent and moderating variable 

by with their interaction term (Hair et al., 2014). The moderating effect significance is 

evaluated by the significance level of interaction term of independent and moderating 

variable 

 

Objective four of this study, which contains H4, H5, and H6, covers the moderated 

relationships. Moderated relationship analysis is established on the structural models as 

well as measurement of PLS-SEM. In present study the hypothesis of specified 

relationships and perceived organizational support were tested as two-tailed and the 

hypotheses were directional. Figures 4.1 represents the moderated relationships structural 

model of current study (Baron and Kenny, 1986; Hayes, 2013) 
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Figure 4.1 

Structural Model 
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The following Table 4.13 shows details the moderating effects and the hypotheses testing 

results. The results show that the three hypothesized moderated relationships were found 

to be significant. 

 

Table 4-13 

Results of Hypotheses Testing (Moderating Effect) 
 
 

 
Hypothesis: Path 

 

Path 

Coefficient 

 
T-Statistics 

 
P-Value 

 
Decision 

 

H4:POS*LS ->ILO 

 

0.186 
 

2.329 
 

0.010 
 

Supported 

 

H5: POS*EIB ->ILO 

 

-0.173 
 

2.381 
 

0.009 
 

Supported 

 

H6: POS*IWE ->ILO 

 

-0.070 
 

1.116 
 

0.133 
 

Not Supported 

 

Note: Significant at **p < 0.01, *p < 0.05, (two-tailed test). 

 

H4: Expected that perceived organizational support will moderate the relationship 

between leadership style and Islamic learning organization. The results of this research 

(see Table 4.14) showed support for H4 (β = 0.186, t = 2.329, p = 0.010). This indicates 

that perceived organizational support has a moderating effect, signifying that a high level 

of perceived organizational support strengthens the relationship between leadership style 

and Islamic learning organization. 

 

H5: Anticipated that perceived organizational support will moderate the relationship 

between innovative behaviour of employees and Islamic learning organization. The result 

of the study (see Table 4.13) displayed support for H5 (β = -0.173, t = 2.381, p = 0.009). 
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This indicates that perceived organizational support has a moderating effect, signifying 

that a high level of perceived organizational support strengthens the relationship between 

innovative behaviours of employees and Islamic learning organization. 

 

H6: Anticipated that perceived organizational support will moderate the relationship 

between Islamic work ethics and Islamic learning organization. The result of the study 

(see Table 4.13) displayed no support for H6 (β = -0.070, t = 1.116, p = 0.133). This 

indicates that perceived organizational support has no significant moderating effect, 

signifying that a changed level of perceived organizational support will not influence the 

relationship between Islamic work ethics and Islamic learning organization. 

 

4.12.3 R-square (R2) 

 

In the present study, R2 depicts the coefficient of determination which is considered as one 

of the measures for assessment of structural modelling (Hair et al., 2014; Henseler et al., 

2009). In quantitative analysis, R2 depicts that what effect is caused by the independent 

variable on dependent variable specifying the model fit for a dependent variable by 

enlightening the change in the dependent variable (Menard, 2012). R2 provide the proof 

for a model fit by measuring the fitness of regression line with real data points. Therefore, 

greater value of R2 shows better data good fit. Commonly, the calculation of R2 is done 

by deducting the unexplained variance from the total variance while the R2 value ranges 

from 0 to 1. 

 

Accordingly, R2 value is assessed on the basis of numerous criterions. According to Cohen 

(1988) the interpretation of R2 value for the endogenous variable are considered 
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substantial, moderate, and weak having values of 0.26, 0.13 and 0.02 respectively. 

According to Chin (1998) the interpretation of R2 value for dependent latent variables are 

considered weak, moderate, and substantial having values of 0.19 or above, 0.33 or above, 

0.67 or above respectively. The minimum acceptable level of R2 values is equal to 0.10 

(Falk and Miller, 1992). Though, Cohen (1988) is followed in the current study as standard 

of acceptability of R2 values of exogenous variables. According to standard set by Cohen’s 

(1988), the result of R² value of the endogenous variable attained acceptability of 

substantial level. Table 4.15 and demonstrates R² values of the endogenous latent variable 

which is Islamic learning organization. 

 

Table 4-14 

Coefficient of Determination (R2) 
 
 

 
Endogenous Variable 

R2 Value 

 

Size 

 
Islamic learning organization 

 

0.578 
 

Substantial 

 

4.12.4 Assessment of Effect Size of the Models of the Current Study (F2) 

 

After assessing the combined effect of the exogenous variables all together on the 

endogenous one, effect size (F2) is another important criterion that evaluates the relative 

effect of individual latent exogenous variable on the endogenous one. The impact size can 

be calculated as: 

 

 

R2 included – R2 excluded 
 

 

F2 = 

1 - R2 included 
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R² achieved on the endogenous variable when the exogenous variable is applied in R² 

included. Whereas R² achieved on the endogenous variable when the exogenous variable 

is not used in R² excluded. As suggested by Cohen’s (1988), in the values of effect size 

(F²) small impact in structural model is represented by 0.02, medium is represented by 

0.15 and large is represented by 0.35. 

 

The outcomes regarding of the effect sizes (F²) of individual exogenous variables 

presented in Table 4.15. The results show that individual exogenous variables had the 

effect size higher than 0.02 which is the suggested effect size value. They are leadership 

style, employee innovative behaviour, Islamic work ethics. The variables; influences 

small effect size on the Islamic learning organization but showing an acceptable level. 

 

Table 4-15 

Effect Size of the Exogenous Latent Variables on Endogenous Latent Variable 
 
 

 

Variable 
 

f2 

 

Effect Size 

 

Leadership style 
 

0.11 
 

Small 

Employee innovative behaviour 0.06 Small 

Islamic work ethics 0.09 Small 
 

4.12.5 The Effect Size of Perceived Organizational Support as Moderator 

 

It is recommended by Chin (2010) to compare the R² value of the model with moderation 

as well as without moderation to check the strength of the interaction effects of perceived 

organizational support on relationship between leadership style, employee innovative 

behaviour, and, Islamic work ethics with Islamic learning organization. The effect size for 
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the moderation is evaluated by utilizing variation in R². Corresponding to the rule of 

thumb of effect size (F²), outcomes values are considered as large, moderate, and small 

effects when the values are 0.35, 0.15 and 0.2 respectively (Cohen, 1988). Thus, the same 

formula described behind for basic structural impact model is used to find the strength of 

the interaction effect (Cohen, 1988). 

 

 

 

 
The effect size of moderation was determined to have the value of 0.393 proposing large 

interaction effect as shown in Table 4.16. In conclusion, perceived organizational support 

s moderating the relationship of exogenous and endogenous variables showing significant 

greater explanatory power than the basic model. 

 

Table 4-16 

Effect Sizes of the Moderator 
 
 

 

Variable 

 

R2Included 

 

R2 Excluded 

 

F2 

 

Effect Size 

 

Perceived 

organizational 
  support  

 

0.616 

 

0.465 

 

0.393 

 

Large 

 

4.12.6 Predictive Relevance of the Model (Q2) 

 

According to Hair et al. (2010), in order to access the structural model’s quality, the values 

of R² as well as effect sizes (F²) are considered mostly but researches which involves the 

PLS modelling techniques, must utilize the measures to notice the predictive relevance of 
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model to evaluate the model quality. The blindfolding procedures are proposed to study 

the model’s predictive relevance (Q²) (Sattler, Volckner, Riediger and Ringle, 2010). 

Though, these processes are practical only for the variables which have features of 

reflective measurement model and are endogenous variables (Henseler et al., 2009). 

Hence, in the current research, the process of blindfolding was applied to endogenous 

variables as they were having reflective specifications. 

 

As said by Hair et. al. (2011); Hensler et al. (2009) Predictive relevance of the study model 

is indicated when the value of validated redundancy measure passes the number zero. 

Table 4.17 presents the cross-validated redundancy for the model of the current study to 

be greater than zero. Thus, the models provided evidence of predictive relevance. 

 

Table 4-17 

Construct Cross-Validated Redundancy (Q²) 
 
 

 

Endogenous latent variable 
 

SSO 
 

SSE 
 

1-SSE/SSO 

 

Islamic learning organization 
 

2,496.0 
 

1,788.5 
 

0.283 
 

4.12.7 Summary of Hypotheses’ Results 

 

Table 4.18 illustrates a brief on hypotheses results of the present research. Out of 6 

hypotheses, 5 were supported while one was not as follows: 

 

Table 4-18 

Hypotheses’ Summary 

 
 

Hypotheses 
 

Hypothesized Path 
 

Decision 
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 Direct Relationships  

H1 LS ->ILO Supported 

H2 EIB -> ILO Supported 

H3 IWE -> ILO Supported 

 
Moderating Effects 

 

H4 POS*LS -> ILO Supported 

H5 POS*EIB -> ILO Supported 

H6 POS*IWE -> ILO Not Supported 
 

4.13 Chapter Summary 

 

This chapter has been planned to empirically fulfil the objectives of this research and to 

answer the questions of research, depending on SPSS. 23 and PLS.3 for cleaning data and 

hypothesis testing. Respondent’s features are presented in the descriptive analysis of the 

respondents of questionnaires, afterwards the outer measurement model was verified to 

guarantee the data reliability and validity. After this, the structural model also known as 

inner model was verified to observe the theorized relationships which is already accessed 

and described in the current chapter. The subsequent chapter provides detail discussion of 

the study outcomes along with the contribution of the current study and implications of 

the research. 
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CHAPTER FIVE 

DISCUSSIONS AND CONCLUSIONS 

 

5.1 Introduction 

 

This chapter is the last of the chapters of this research, and it debates the study’s findings. 

It is organised accordingly with the study’s objectives. The study got four (4) objectives 

and six (6) hypotheses that are basically attentive to the moderating effect of perceived 

organizational support on the relationship between leadership style, employee innovative 

behaviour, Islamic work ethics and the Islamic learning organization in Islamic private 

higher education institutions in the Malaysian peninsular. 

 

5.2 Recapitulation of the study 

 

As it is mentioned in the first chapter of this research, the motive behind this study derived 

from many practical and theoretical issues in the Islamic education context, and in 

particular the private higher education sector. This goal of this study was to test the 

contextualisation of the infamous learning organization in an Islamic context, while 

aiming to figure out some of the determinants of the learning organization that are; the 

role leadership style plays in bringing the organization to become a learning organization, 

employee innovative behaviour, and Islamic work ethics. However, we sought perceived 
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organizational support to be moderating those three direct relationships between the 

Islamic learning organization and its determinants. The relationships between variables in 

this study were accommodated the social learning theory. 

 

In fact, the study had provided an empirical evidence regarding the emerging concept of 

the contextualised learning organization, answering by that the two research questions as 

follows. (1) Is there a significant relationship between leadership style, Islamic work 

ethics, and employee innovative behaviour as determinants and the Islamic learning 

organization? (2) Does the perceived organizational support moderate the relationship 

between the leadership style, employee innovative behaviour, and Islamic work ethics, 

and the Islamic learning organization? 

 

5.3 The findings of the determinant factors 

 

The analysis and testing of data had been reported in the previous section and this section 

offers further discussions on the findings. It was structured basically to discuss the 

questions stated previously, hence, accomplishing the objectives of the study while 

offering some generalization. 

 

5.3.1 Leadership Style and Islamic Learning Organization 

 

The first objective of the study RO1: To examine the relationship between Leadership 

style and Islamic learning organization. 

 

Hypothesis (1): There is a significant relationship between leadership style and Islamic 

learning organization was hypothesized in order to answer the research objective. 
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This study has resulted in significant relationship between leadership style and Islamic 

learning organization. Additionally, there is a small effect size of coefficient of 

determination r2 based on the bootstrapping of 500 procedures report. In this research, 

leadership style appeared significant to Islamic learning organization, which indicates that 

university staff believe that their institution is more of an Islamic learning organization 

with the role of their leaders, precisely the leadership style. Hence H1 is supported. 

 

This study concluded that leadership style influences Islamic learning organization. As 

mentioned previously leadership style refers to the way leaders guide their organization 

towards achieving its goals, becoming more of an Islamic learning organization per se. In 

addition to validating the hypothesized hypothesis, this result provides an answer to the 

first research question of the study. 

 

On the premise of social learning theory, the study provides support for the by confirming 

the significant effect of leadership style on the Islamic learning organization. In addition, 

leadership style is not only important for Islamic learning organizations but also plays a 

key role in facilitating learning process among the staff allowing a room for error and time 

for employees to seek knowledge. Hence embedding that knowledge gained by university 

staff in the organization’s system in a continuous process, which makes the organization 

an effective learning organization. 

 

This result is in line with many studies about leadership style in the literature and it was 

expected. As leaders in higher education for are confronted with challenging tasks on the 

daily basis, which imposes a big role of leadership in higher education as one big 
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determinant of the successful organization (Bolden et al., 2008; Johnsrud and Rosser, 

1997; Wu, 2009, Ortenblad et al, 2014, Ortenblad, 2018). 

 

In the context of IPHEIs, university staff higher will perform higher on acquiring new 

skills and gain knowledge when their leaders follow a transformational leadership style 

with them. The beforementioned skills and knowledge gained by university staff are the 

core values in a conventional LO. In addition, the Islamic context where learning is 

happening provides the foundation and directs the learning process towards achieving 

ILO. 

 

Finally, it can be concluded from the results of the study that for higher education 

institutions to excel in the highly competitive market of the arena of higher education, it 

needs to be led by an effective leadership style. A leadership that is aware of the Islamic 

principles and deliberately allows learning process to occur naturally and to let that 

learning reflect on the organization as whole. 

 

5.3.2 Employee innovative behaviour and Islamic Learning Organization 

 

The second objective of the study RO2: To examine the relationship between employee 

innovative behaviour and Islamic learning organization. 

 

Hypothesis (2): There is a significant relationship between Employee innovative 

behaviour and Islamic learning organization was hypothesized in order to answer the 

research objective. 
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The study results showed a significant relationship between Employee innovative 

behaviour and Islamic learning organization. Moreover, there is a small effect size of 

coefficient of determination r2. the based on the bootstrapping of 500 procedures reported 

The study results showed that Employee innovative behaviour appeared to be significant 

to Islamic learning organization, which indicates that university staff believe that their 

institution is more of an Islamic learning organization with the existence of their 

innovativeness among themselves and their colleagues, precisely the Employee 

innovative behaviour. Hence H2 is supported. 

 

This study resulted that Employee innovative behaviour influences Islamic learning 

organization. As mentioned previously Employee innovative behaviour refers to the 

innovative capabilities of the employees within their organization while being in line with 

the organizational goals, in this case into becoming more of an Islamic learning 

organization. 

 

In addition to assessing the validity of the hypothesized hypothesis, the findings provide 

an answer for the first research question in this research. It similarly provides backing for 

the foundation of Social learning theory via approving the significant effect of leadership 

style on the Islamic learning organization. In addition, employee innovative behaviour is 

not just significant for Islamic learning organizations but also shares a crucial role in 

smoothing learning process among the staff allowing employees to seek knowledge and 

explore better ways to achieve targets and goals hence embedding that knowledge in the 

organization’s system in a continuous process, which makes the organization an effective 

learning organization. 
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This result was expected as it is in line with many researches in the literature as mentioned 

in the arguments earlier in this research. As for instance, innovative behaviour is widely 

considered to be important, and those discretionary behaviours are a great support for 

organizations to achieve their goals (Podsakoff and MacKenzie 1997; Shalley 1995; 

Woodman et al., 1993, Payne and Katrinli, 2020). Nevertheless, de Jong And Den Hartog, 

(2007); Farr and Ford, (1990) reporting that employee innovative behaviours are directed 

towards the initiation and application of novel and beneficial ideas processes or 

procedures, within an organization. While ILO is all about learning and acquiring new 

knowledge to benefit the organization achieving its goals (Senge, 1990, Ortenblad, et al, 

2014, Ortenblad, 2018). 

 

In IPHEIs, university results show that innovativeness among staff will lead them to learn 

beyond their daily job tasks. And learning is a core value in creating LO. Giving that 

innovativeness and learning are happening in an Islamic context, this was shown to assist 

in creating the ILO within the study population PHEIs. 

 

Hence, it can be summarised from the results of the study that for higher education 

institutions to excel in a highly competitive market of the arena of higher education, it 

needs to be able to attract the innovative type of employees. Those whom they are aware 

of the Islamic principles and deliberately explore alternatives and create ways for their 

organization to go through. Hence reflecting on the organization making it closer to the 

Islamic learning organization. 
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5.3.3 Islamic work ethics and Islamic Learning Organization 

 

The 3rd objective of the research RO3: To examine the relationship between Islamic work 

ethics and Islamic learning organization. 

 

Hypothesis (3): There is a significant relationship between Islamic work ethics and 

Islamic learning organization was hypothesized in order to answer the research objective. 

 

The result of this study revealed the significant relationship between Islamic work ethics 

and Islamic learning organization. Furthermore, the bootstrapping of 500 procedures 

reported that there is a small effect size of coefficient of determination r2. For this study, 

Islamic work ethics appeared to be significant to Islamic learning organization, which 

indicates that university staff believe that their institution is more of an Islamic learning 

organization with the adoption of Islamic work ethics among themselves and their leaders, 

precisely the Islamic work ethics. Hence H3 is supported. 

 

This study concluded that Islamic work ethics influences Islamic learning organization. 

As mentioned previously Islamic work ethics refers to the way employees carry out their 

duties and activities within the organization, guiding by that their organization towards 

achieving its goals, in this case into becoming more of an Islamic learning organization. 

 

In addition to validating the hypothesized hypothesis, these results answer to the first 

research question. It likewise provides backing for the foundation of Social learning and 

theory by confirming the significant effect of Islamic work ethics as on the Islamic 

learning organization. In addition, Islamic work ethics is not only important for Islamic 

learning organizations but also plays a key role in facilitating learning process among the 
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staff allowing a room for an Islamic context to accentuate the whole process of taking and 

giving the information and activities among employees, which makes the organization an 

Islam-guided learning organization. 

 

This finding was expected as it is in line with many studies related to IWE, although there 

was a limited number of studies addressing IWE and LO. For instance, Salahudin, et al, 

(2016) reporting that IWE enhances the positive attitude from employees towards the 

organization. And Nasution and Rafiki, (2019) when reporting that IWE motivates staff 

to trust their organizations. Rokhman, and Hassan, (2012) proposing that IWE affects 

positiveness among employees in Islamic institutions. 

 

The study was based on Islamic institutions whom they have a mission to achieve that is 

formed around the values of Islam. In IPHEIs, the study shows that in relation to university 

staff, the higher the are following IWE the more likely they are achieving the ILO. It Is 

an expected result (although it has not been studied before). Due to the fact that ILO is an 

LO built within an Islamic context based on Islamic values. Hence, the higher the values 

among university staff the closer they are to ILO. 

 

In summary, the results of the study evidently demonstrated that for Islamic private higher 

education institutions to excel in a highly competitive market of the arena of higher 

education, it needs to be Islam guidelines and embrace them for long term. And when 

leadership is aware of the Islamic principles and deliberately allows learning process to 

occur naturally within the Islamic context reflecting on the organization making it an 

Islamic learning organization. 
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5.3.4 Moderating Role of Perceived Organizational Support 

 

The fourth objective of this study RO4: To examine the moderating effect of leadership 

style, employee innovative behaviour, Islamic work ethics, and the Islamic learning 

organization. 

 

Hypothesis (4): Perceived organizational support moderates the relationship between 

leadership style, and Islamic learning organization. 

 

The result of this research revealed that perceived organizational support moderates the 
 

relationship between leadership style and Islamic learning organization. Additionally, 
 

there is a small effect size for coefficient of determination r2 as bootstrapping of 500 
 

procedure reported. For this research, the moderating role of perceived organizational 
 

support  between  leadership  style  and  Islamic   learning  organization   appears  to   be 
 

significant, which indicates that university staff believe that their organization have better 
 

attitude as an Islamic learning organization when they as employees have a perception of 
 

being backed or supported by their management or organization. Hence, H4 is supported. 
 
 

Looking at the result, it can safely be determined that the direction of this study shows the 

significant relationship between leadership style and Islamic learning organization. 

However, the moderating testing exhibits that perceived organizational support moderates 

the relationship between leadership style and Islamic learning organization, where 

organizations show low relevance to leadership style when perceived support is low. 

Nevertheless, when the perceived support is high, organizations seem more influenced by 

their leadership. In general, a supportive environment is one that encourages employees 
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hence the organization they work at to move more efficiently. Therefore, it will improve 

the ability of the organization to be more innovative and to increase productivity by 

becoming more of an Islamic learning organization. 

 

In IPHEIs, university staff were shown to perform better towards ILO when the have a 

motivational leadership. However, this important role on LS was found to be amplified 

further by the presence of POS within the university. When leaders motivate university 

staff, the university as a system needs to translate much of that motivation into support 

directed towards its staff. The absence of POS was found to have lower performance by 

university staff towards ILO 

 

The current research is in line with prior findings (Eisenberger et al., 1986; Rockstuhl et. 

al., 2020; Shanock et al 2014, Ahmad and Yekta, 2010) who conducted studies related to 

leadership style and perceived organizational support in different settings and context and 

found a positive impact of leadership style on employee outcomes factors when moderated 

by perceived organizational support. This is an expected result as leadership plays a major 

orle in any organization’s success, while getting employees to come on board means 

leadership is way more effective and it is able to achieve LO goals. 

 

Hypothesis (5): Perceived organizational support moderates the relationship between 

employee innovative behaviour, and Islamic learning organization. 

 

The result of this study revealed that perceived organisational support moderates the 

relationship between employee innovative behaviour and Islamic learning organization. 

Additionally, there is a small effect size for coefficient of determination, r2 that the 
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bootstrapping of 500 procedure reported. For this study, the moderating role of perceived 

organizational support between employee innovative behaviour and Islamic learning 

organization appears to be significant, which indicates that university staff believe that 

their organization have better attitude as an Islamic learning organization when 

innovativeness among themselves exist. Hence employees have a perception of being 

backed or supported by their management or organization and their innovativeness is 

being appreciated. Hence, H5 is supported. 

 

Looking at the result, it can easily be determined that the direct effect of this study 

confirms the significant relationship between employee innovative behaviour and Islamic 

learning organization. However, the moderating testing shows that perceived 

organizational support moderates the relationship between employee innovative 

behaviour and Islamic learning organization, where organizations show low relevance to 

employee innovative behaviour when perceived support is low. However, when the 

perceived support is high, organizations seem more influenced by the innovative 

behaviour of its employees. In general, a supportive atmosphere is one that inspires 

employees hence the organization they work at, to move more efficiently. Therefore, it 

will improve the ability of the organization to be more becoming more of an Islamic 

learning organization. 

 

POS in this study seems to have a good influence on innovative university staff towards 

the achievement of ILO. Support university staff perceive was shown to have an 

amplifying effect on them being innovative to benefit ILO, which is a logical result as it 

indicates being appreciated yields higher engagement towards the university goals 
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towards achieving ILO. Thus, this study is in line with the results of previous researchers 

(Rockstuhl et. al., 2020; Doğru 2018) who conducted research on employee innovative 

behaviour and employees related outcomes being moderated by perceived organizational 

support. 

 

Hypothesis (6): Perceived organizational support moderates the relationship between 

Islamic work ethics, and Islamic learning organization. 

 

The result of this research revealed that perceived organisational support doesn’t moderate 

the relationship between Islamic work ethics and Islamic learning organization. 

Noticeably, as reported by bootstrapping of 500 procedure there was a small effect size 

for coefficient of determination, r2. For this study, the moderating role of perceived 

organisational support between Islamic work ethics and Islamic learning organisation 

appears to be insignificant, which indicates that university staff do not believe that their 

organization have better attitude as an Islamic learning organization when they as 

employees have a perception of being backed or supported by their management or 

organization. Hence, H6 is not supported. 

 

Looking at the result, it can be determined that the direct effect of this study shows the 

significant relationship between Islamic work ethics and Islamic learning organization. In 

contrast, the moderating testing exhibits that perceived organisational support does not 

moderate the relationship between Islamic work ethics and Islamic learning organization. 
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However, when the perceived support is high, organizations seem more influenced by 

their leadership style and the innovativeness of its employees but not this does not apply 

to the embrace of Islamic ethics at work. 

 

The results of the non-moderating effect of POS on the relationship between IWE and 

ILO may have links to the nature of Islamic values. As the majority of those values are 

self-evaluated and when nurtured within the Muslims’ hearts, they are built on the basis 

of fear of ALLAH even with the absence of supervision. Yet, both IWEs and ILO are 

formed around those same values, and the presence of POS felt by university staff does 

not matter significantly enough to change the behaviour of staff towards their institution, 

due to the fact mentioned earlier, the Islamic values are intrinsic in nature. 

 

However, a supportive environment is one that encourages employees hence the 

organization they work at to move more efficiently. Although it might not affect the 

embrace of Islamic ethics by the employees. 

 

5.4 Research contribution and implications 

 

Several insights concerning the issues of Islamic learning organization have been 

discussed throughout this study. To the best knowledge of the researcher, this study is one 

of its kind that has been carried out in Malaysia, particularly in the Islamic private higher 

education sector in the Malaysian peninsula to investigate the effect of leadership style, 

employee innovative behaviour, Islamic work ethics, and Islamic learning organization. 

Additionally, this research contributes to expanding the current literature related to 

examining the moderating role of perceived organizational support between leadership 
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style, employee innovative behaviour, Islamic work ethics, and Islamic learning 

organization with the help of the PLS-SEM. Building on the findings of this study, the 

study has more than a few important implications, specifically in terms of the shaping of 

the concept of Islamic learning organisation. The results of this study provide practical, 

theoretical and methodological implications. These implications are debated in the 

following sub-sections. 

 

5.4.1 Theoretical Implication 

 

This research lays an empirical indication for the theoretical relationships theorized in the 

framework. Precisely, it sheds the light on the moderating role that perceived 

organizational support plays on the relationship between leadership style, employee 

innovative behaviour, Islamic work ethics, and Islamic learning organization in the 

Malaysian peninsula. This study has 6 hypotheses, out of which 5 hypotheses are 

supported, while one is not. 

 

Based on the literature review leadership style, employee innovative behaviour, Islamic 

work ethics were selected for this study because they represent the key variables found to 

predict Islamic learning organization. This is a valuable finding to be added to the body 

of knowledge as IWE was not directly addressed in the literature to be linked to ILO or 

LO, instead, and it was assumed to be an influencing factor to ILO based on a stream of 

research reporting the positive attitude it creates between staff towards organization. Thus, 

the link between IWE and ILO is first to be reported in this research. 
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Furthermore, to the very best of researcher’s knowledge, there is not any other study 

attempted that integrates leadership style, employee innovative behaviour, Islamic work 

ethics, with moderating variable of perceived organizational support on the Islamic 

learning organization. 

 

Additional empirical support was provided for research framework by the results. Thus, 

this study contributes to the theory by providing empirical evidence to support the 

assertion of the theory. Within the premises of and social learning theory, this study found 

evidence that higher education institutions as organizations can be explained by providing 

managerial role i.e. leadership style, along with environmental culture i.e. employee 

innovative behaviour, Islamic work ethics, together that have been moderated by 

perceived support will eventually lead organization -IPHEIs in particular- to become ILO. 

 

The findings of this research on the direct relationships between leadership style, 

employee innovative behaviour, and Islamic work ethics and ILO opens the door wildly 

to new researches to test similar variables that are alike in nature, within the paradigm of 

learning and cognitive behaviour. As some of the variables is this research were debated 

to be positively affecting ILO based on assumptions built up and extracted from the review 

of literature while there was no direct indication of the assumed relationship. Another 

factor that is found to be positively affecting ILO i.e., employee innovative behaviour was 

usually enhanced by LO in the literature while the assumed reversed relationship was 

based on the logic extracted from the learning paradigm and the SLT although the 

relationship was not usually at this direction. 
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Additionally, despite the importance of the Islamic private higher education sector in any 

economy of a country, most of the studies concerning leadership style, employee 

innovative behaviour, Islamic work ethics, were conducted on public universities for 

many reasons. However, this study, however, extended the existing literature concerning 

leadership style, employee innovative behaviour, and Islamic work ethics, to Islamic 

private higher education sector in the Peninsula Malaysia in which very little has explored 

this sector. In fact, this study is considered one of three studies mentioned IPHEIs in 

Malaysia and in the world in general to the moment of these words being typed. 

 

5.4.2 Practical Implication 

 

Firstly, higher education industry has been known for being one of the major contributors 

to employment, economic growth of the Malaysian economy. Government and 

policymakers such as Ministry of Higher Education (MOHE) must recognize that their 

decisions relating to Islamic private higher education institutions have a direct impact on 

activities of those institutions. It is necessary however, to reveal what government and 

policy makers may need to provide support for those Islamic private higher education 

institutions to help them compete in the highly competitive arena of higher education. 

 

The findings also indicate that perceived organisational support moderates the relationship 

amid leadership style, employee innovative behaviour, and Islamic work ethic on the 

Islamic learning organization. Hence the study suggests organization trying to become 

Islamic learning organization should seriously consider a supportive environment for its 

employees. Such environment is found to be encouraging the persuasive leadership style 

as well as the innovativeness of employees towards the goal of becoming an Islamic 
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learning organization. Which indicates that selecting employees with when hiring should 

take the innovativeness of the potential employees into consideration. 

 

In conclusion, this study identifies that leadership style, innovative behaviour, Islamic 

work ethics, and perceived support are critical to help create the Islamic learning 

organization. Findings will also be important for the policy makers nationwide and at the 

organizational level. In the national level, making policy decisions on higher education 

sector will be guided by the findings. At the organizational level, it will be helpful for 

making policy decisions on organizational philosophies and business models, employee 

selection, retention and promotion criterion, inter-functional coordination, long-term 

directions, and learning processes. The educators and the trainers will also be guided by 

the findings for designing the courses and the other materials in universities and other 

educational institutes, identifying training needs of and developing skills of trainers. In 

general, IPHEIs is an unexplored area of research in Malaysia and the world, as those 

institutions maybe suffering in silence, this research may have provided some light and 

proposed a model i.e., ILO to them to use to thrive and excel in a truly highly competitive 

market. Finally, the research findings will also be useful for potential investors in making 

their decisions in the field of private higher education. 

 

5.4.3 Methodological Implication 
 

In addition to the practical and theoretical contributions, some other methodological 

implications are provided. Firstly, prior studies on learning organizations have mainly 

used SPSS and or AMOS, but to the researcher best knowledge, very limited number of 

them have used Smart PLS-SEM 3.2.7 (Ringle et al., 2014) to produce results. Moreover, 
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the measurement scales of these variables in this study were adopted and adapted from 

prior studies as illustrated in the operationalization section. Therefore, replicating these 

variables measurements in another context is necessary, to strengthen the reliability and 

validity (Frank et al., 2010; Long, 2013). 

 

According to Hulland (1999) studies using PLS need to report the R2 value for all the 

constructs in the research model and goodness of fit does not replace the R2. Ringle, 

Sarstedt and Straub (2012), find the two-stage approach appropriate for determining the 

R2 value. 

 

5.5 Limitation of the study and suggestion for future research 

 

Despite numerous significant contributions emphasised in this study concerning Islamic 

learning organizations, it has some limitations that need to be acknowledged. Initially, as 

a potential problem in behavioural research, common method variance can be considered 

a limitation of this research (Podsakoff et al., 2003). However, using single factor analysis 

to test the common method bias, it is established that the study is free from this problem. 

Notwithstanding, future research can collect data from multiple participants (staff, 

managers and academicians) separately per organization, which can minimize the 

measurement errors. 

 

Next, this study relies on only one method for obtaining data and implements quantitative 

technique. Particularly, questionnaire is the only instrument used in process of data 

collection for this study. Due to response bias, accurate responses may not always be 

achieved and that affects the way respondents respond to the variables being measured, 
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thus other methods of obtaining data are sought to be useful for better accuracy like studies 

of a qualitative nature to be carried out for a comprehensive examination on Islamic 

learning organizations in the Malaysian peninsula. 

 
Thirdly, this study is fit for the sector of Islamic private higher education but more studies 

are essential in other areas and sector in the Malaysia and other countries with the 

existence of an Islamic atmosphere for added validation for study results and for better 

generalizability of study findings into the entire Higher education sector. 

 

Fourthly, the study employs cross-sectional design for the survey wherein respondents’ 

views were recorded at a specific point of time. Therefore, proving causal relationships 

between the variables may be restricted, as it is in all cross-sectional studies like this study 

(Sekaran and Bougie, 2010). Hence collecting data related to behavioural norms at a 

certain point of time eliminates much of the accuracy in assessing those norms, 

longitudinal studies are found to be more accurate in explaining certain phenomena in 

social science and thus it is recommended for future studies. 

 

Lastly, another limitation of this study is the variance explained (R2) of the model. The 

study recorded the R2 of 57.8% for Islamic learning organization. This implies that the 

dependent variable (Islamic learning organization) can be explained by the variables to 

the tune of 57.8%. Therefore, there is an indication that other factors such as other 

capabilities outside the model account for the remaining balance. Based on this, future 

studies could expand the model in this research to improve R2 value. 
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It important for any further researchers to bear on mind that literature on ILO is very 

limited and needs further development by the researchers themselves based of both 

fundamentals of management and Islamic management studies. 

 

5.6 CONCLUSION 

 

The focal point of this research work is to examine the moderating role of perceived 

organizational support on the relationship between leadership style, employee innovative 

behaviour, Islamic work ethics on the Islamic learning organization in the Malaysia 

peninsula. The study has achieved all the four objectives as discussed in chapter 1. 

 

The first objective is testing the relationship between leadership style and Islamic learning 

organization. This objective was achieved by testing the direct relationship hypotheses. 

The study provides empirical evidence of the significant relationship between leadership 

style and Islamic learning organization. The second objective of this study is to test the 

relationship between employee innovative behaviour and Islamic learning organization. 

Similarly, the hypotheses were tested to accomplish this objective. Empirical evidence 

points out that employee innovative behaviour has a positive influence on Islamic learning 

organization. The third objective of this study is to examine the relationship between 

Islamic work ethics and Islamic learning organization. The study provides empirical 

evidence of the significant relationship between Islamic work ethics and Islamic learning 

organization. 

 

Additionally, the fourth objective is to test the moderating effect of perceived 

organizational support on the relationship between leadership style, employee innovative 
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behaviour, Islamic work ethics and the Islamic learning organization. Likewise, this 

objective was achieved by testing the three moderation hypotheses. The findings point out 

that perceived organizational support moderates the relationship between leadership style, 

employee innovative behaviour, and the Islamic learning organization but not Islamic 

work ethics with Islamic learning organization. 

 

Moreover, practical, theoretical, and methodological contributions are provided in the 

study in terms of the influence of these managerial and environmental variables affecting 

Islamic learning organizations. Building on the limitations of this research, several 

directions for forthcoming studies are outlined. Conclusively, this research work has 

added valuable implications, both practically, theoretically and methodologically in both 

Islamic management and learning organization literature. 
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APPENDICES 

 

Appendix A: Institutions and mission statement 
 

 

 

Name of 

Institution 

 

Mission statement 

 

Sultan Azlan 

Shah Islamic 

University 

College 

(KUISAS) 

 
Education 

 
To produce excellent graduates through a quality education programmes 

based on the integration of Islamic values and professional knowledge. 

 

 

 
Research 

 
To prepare a conducive environment for scholars to explore, strengthen and 

renew the authorisation of knowledge through research. 

 

 

 
Society 

 
To champion humanitarian and social issues based on universal values 

 

 

 
Internationalisation 

 
To internationalise all activities of the university 

 

Al Madinah 

International 

University 

(MEDIU) 

 
The idea of establishing Al-Madinah International University (MEDIU) was 

mooted by a group of renowned Muslim scholars who wanted to provide 

contemporary Muslims with modern yet suitable educational tools which 

would equip them for the harsh reality of living in the Muslim world today – 

a world that is desperately plagued by war, prejudice, poverty, injustice and 

illiteracy. By facilitating e-learning, MEDIU can be easily accessed by 

students from all corners of the world at any time or place of their own 

choosing. 

 
MEDIU was named after Al-Madinah Al-Munawwarah, the holy and 

blessed city where Prophet Muhammad (Peace Be Upon Him) established 

the capital of the first Islamic state, which is also considered the qiblah for 

those seeking Islamic knowledge. 

 

International 

Islamic 

University 

Malaysia 

(IIUM) 

 

The mission of IIUM, Integration, Islamization, 

Internationalization, comprehensive excellence. 
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Insaniah 

University 

College 
(UniSHAMS) 

 

To be a global Islamic University through integration of 

knowledge and wisdom. 

 

Selangor 

Islamic 

University 

College (KUIS) 

 

Bertekad ke arah mencapai kecemerlangan pengurusan, 

akademik dan sahsiah pelajar melalui penggunaan teknologi 

terkini dan perkhidmatan berkualiti berteraskan Al-Quran dan 

Al-Sunnah 

 

Melaka Islamic 

University 
College (KUIM) 

 

To carry out education and development of earthly and 

ukhrawi knowledge, technological training and skills as well 
as research and development of human resources in Islam. 

 
Kolej University 

Teknologi 

Antarabangsa 

Islam (KITAB) 

 
-website not available 

 

Kolej Universiti 

Islam Perlis 

(KUIPs) 

 

Educational Institution that integrates and spread the 

knowledge and the understanding based on the Al-Quran & 

As-Sunnah towards creating an intellectual that are able to 
contribute to the creation of the civilized Ummah. 

 

Kolej Universiti 

Islam Zulkifli 

Muhammad 

(KUIZM) 

 

Menyumburkan nilai-nilai akhlaq dan sahsiah Islam dalam 

masyarakat 

 

Kolej Universiti 

Darul Quran 

Islamiyyah 
(KUDQI) 

 

-website under maintenance 

 

Kolej Islam 

Antarabangsa 

Sultan Ismail 

Petra (KIAS) 

 

Sebuah Institusi Pendidikan Tinggi Islam Yang Terunggul 

 

Kolej Islam 

Sains and 

Teknologi 

(KIST) 

 

Menyediakan program-program berasaskan sains dan 

teknologi yang merentasi kurikulum (multiple disciplinary), 

holistik dan berkualiti berpaksikan kepada kecemerlangan 

Islam dan ilmu akademik yang terkini untuk menyumbang 
kepada keperluan masyarakat dan pembangunan Negara 

 

Kolej Pengajian 

Islam Johor 

(MARSAH) 

 

Melahirkan ilmuwan Muslim dalam mengembangkan dakwah 

Islamiah untuk kecemerlangan ummah. 
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International 

Islamic College 

(IIC) 

 

To be the preferred educational institution that is imbued with 

Islamic values. 



138  

Appendix B: Questionnaire 
 

 

 

COLLEGE OF BUSINESS UNIVERSITI UTARA MALAYSIA 

PhD IN BUSINESS MANAGEMENT 

SURVEY QUESTIONNAIRE 
 

THE DETERMINANTS OF THE ISLAMIC LEARNING ORGANIZATIONAL 

AND THE MODERATING EFFECT OF PERCEIVED ORGANIZATIONAL 

SUPPORT 

 

Assalamualaikum and Greetings. Dear Sir/Madam/Miss. 

 

I am a PhD student in Human Resource Management from University Utara Malaysia and 

I am conducting a survey on Islamic learning organization outcome. I am being supervised 

by Prof Madya Dr. Darwina Bt Hj Ahmad Arshad and I would like to ask for your 

assistance in answering a questionnaire. 

 

All information you provide will be kept confidential and used for learning purpose only. 

There are no right or wrong answers. Please pick the answers that seems more likely to 

reflect your mind. The overall time to complete the questionnaire is about 5 minutes. Your 

cooperation is highly appreciated. 

 

 

Ammar J. K. Alqolaq 

PhD candidate School of 

Business Management 

University Utara Malaysia 

Tel. No. 0124973274 

Prof Madya Dr. Darwina Bt Hj Arshad 

School of Business Management 

University Utara Malaysia 

Tel. No. 0126856841 

Email: darwina@uum.edu.my 

mailto:darwina@uum.edu.my
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Part 1: RESPONDENT’S PROFILLE 

 

 

 

 
Instructions: Please tick (√) in the box provided in accordance with the question. 

 

 

 

 

 

Gender: Male Female 
 

 

 

Age: Below 30 31-40 41-50 51-60 61 and 
 

above 
 

 

 

Marital status: Single Married 
 

 

 

Highest education level: PhD Master Degree 
 

 

 

Type of job at university: Administrative staff Academic Staff 
 

 

 

How long you have been working with this university: Less than 5 
 

years 5-10 years 11-15 years 16-20 years 
 

More than 20 years 
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Part 2: Islamic Learning Organization Outcome 

 

1. Definition of Islamic Learning Organization: It is the place where people 

continually expand their capacity to create results, they truly desire, where new 

and expansive patterns of thinking are nurtured, where collective aspiration is 

set free and where people are continually learning how to learn. Where it also 

abides by Islam rules of Halal and Haram at its everyday operation. 

Instructions: Please tick (√) in the respective Likert scale column as your chosen answer 

against each statement made. The legend has these meanings: 1=strongly disagree; 2= 

disagree; 3=don’t know; 4= agree; 5= strongly disagree. 

 

 

NO. 
 

Statement 
 

1 
 

2 
 

3 
 

4 
 

5 

 

1 

 

The environment of staff learning and development in 

my institution is conducive 

     

 

2 

 

Honesty is widely practiced among employees in my 

institution 

     

 

3 

 

Efficiency is emphasized among employees of my 

institution 

     

 

4 

 

Generally, my institution puts the right man in the 

right job or place 

     

 

5 

 

Employees in my institution are generally well 

disciplined 

     

 

6 

 

My institution is seen to practice division of labor 

among employees 

     

 

7 

 

There is clear unity of command from supervisors to 

supporting employees 

     

 

8 

 

My institution practices suitable centralization and 

decentralization principles to benefit employees 
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9 

 

The employees are suitably rewarded for their 

performance 

     

 

10 

 

The principle of justice is widely practiced by my 

institution when dealing with employees 

     

 

11 

 

United efforts of teamwork are a priority to 

employees 

     

 

12 

 

Dignity of labor or management respect to employees 

is widely practiced in my institution 

     

 

13 

 

The principle of accountability is not well accepted by 

managers and employees in my institution 

     

 

14 

 

The principle of Taqwa (fear of Allah) is widely seen 

among employees in my institution 

     

 

15 

 

The principle of Ihsan (forgiveness) is widely seen in 

the relationships between managers and subordinates 

in my institution 

     

 

16 

 

The principle of Amanah (trust) is widely valued 

among employees in my institution 

     

 

17 

 

The principle of Sidq (truthfulness) is not held in 

regards by employees in my institution 

     

 

18 

 

The principle of Ikhlas (sincerity) is highly valued 

among employees in my institution 

     

 

19 

 

The practice of Syura (consultation) is not widely 

practiced by managers and employees in my 

institution 

     

 

Part 3: Leadership Style LS 

 

This section has two parts; part 3a and part 3b. 

 

Instructions: Please tick (√) in the respective Likert scale column as your chosen answer 

against each statement made. The legend has these meanings: 1=strongly disagree; 2= 
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disagree; 3=don’t know; 4= agree; 5= strongly disagree. 

 

Part 3a is for Managers and administrators 
 

 
 

No. 
 

Items for Leader 
 

1 
 

2 
 

3 
 

4 
 

5 

 
1 

 

I provide others with assistance in exchange for my 

efforts 

     

 
2 

I re-examine critical assumptions to question whether 

they are appropriate 

     

3 I fail to interfere until problems become serious 
     

 
4 

 

I focus attention on irregularities, mistakes, exceptions, 

and deviations from standards 

     

5 I avoid getting involved when important issues arise 
     

 

 

 

 

Part 3b is for academic staff and administrative staff 
 

 
 

No. 
 

Items Rater Form 
 

1 
 

2 
 

3 
 

4 
 

5 

 
1 

 

My supervisor provides me with assistance in exchange 

for my efforts 

     

 
2 

My supervisor re-examines critical assumptions to 

question whether they are appropriate 

     

3 My boss fails to interface until problems become serious 
     

 
4 

 

My supervisor focuses attention on irregularities, 

mistakes, exceptions, and deviations from standards 

     

 
5 

My boss avoids getting involved when important issues 

arise 

     

 

Part 4: Innovative behavior of employees 



143  

Instructions: Please tick (√) in the respective Likert scale column as your chosen answer 

against each statement made. The legend has these meanings: 1=strongly disagree; 2= 

disagree; 3=don’t know; 4= agree; 5= strongly disagree. 

 

 

No 

. 

 

Items 

 

1 

 

2 

 

3 

 

4 

 

5 

 

1 

 

Individual creativity is encouraged here 
     

 

2 

 

Individual creativity is not respected by the leadership 
     

 
3 

 

In my organization, people are allowed to try to solve 

problems in different ways 

     

 
4 

 

Organizational members are required to follow orders 

from top bosses all the time 

     

 
5 

 

In my organization, individual work differences are 

not tolerated 

     

 
6 

 

This organization can be described as flexible and 

continually adapting to change 

     

 
7 

 

Individuals trying to do things differently will always 

provoke anger from their supervisors 

     

 
8 

 

The best way to get along in this organization is to 

follow the group norms agreed by supervisors 

     

 
9 

 

Individual employees in the organization are expected 

to deal with the problems in the same way 
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10 

 

This organization is open and responsive to change 
     

 
11 

 

Supervisors in my organization usually get credit for 

other’s ideas 

     

 
12 

 

In this organization, we are given the freedom to solve 

work problems in our own ways 

     

 

13 

 

My organization generally is more concerned with 

maintaining the status quo than with initiating change 

for improvement 

     

 
14 

 

Supervisor assistance in developing new ideas is 

readily available 

     

 
15 

 

There are adequate resources devoted for innovation 

in this organization 

     

 
16 

 

Adequate time is always given by my organization for 

us to pursue creative ideas 

     

 
17 

 

Lack of funding to investigate creative ideas is a 

problem in this organization 

     

 
18 

 

Personnel shortages inhibit innovation in this 

organization 

     

 
19 

 

This organization does not gives me any free time to 

pursue creative ideas during the workday 

     

 

20 

 

The reward system here encourages innovation 
     

 
21 

 

This organization publicly recognizes those who are 

innovative and creative 
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22 

 

The reward system in my organization benefits mainly 

those who don’t create problems to the organization 

     

 

Part 5: Islamic work ethics 

 

Instructions: Please tick (√) in the respective Likert scale column as your chosen 

answer against each statement made. The legend has these meanings: 1=strongly 

disagree; 2= disagree; 3=don’t know; 4= agree; 5= strongly disagree. 

 

 

No. 
 

Items 
 

1 
 

2 
 

3 
 

4 
 

5 

 

1 
 

Laziness is a vice 
     

 

2 
 

Dedication to work is a virtue 
     

 

3 
 

Good work benefits both one’s self and others 
     

 

4 

 

Justice and generosity in the work place are necessary 

conditions for society’s welfare 

     

5 Producing more than enough to meet one’s needs 

contributes to the prosperity of society as a whole 

     

6 One should carry work out to the best of one’s ability 
     

 

7 

 

Work is not an end in itself but a means to foster personal 

growth and social relations 

     

8 Life has no meaning without Work 
     

 

9 
 

More leisure time is good for society 
     

 

10 
 

Human relations should be emphasize and encourage 
     

 

11 
 

Work enables man to control nature 
     

 

12 

 

Creative work is a source of happiness and 

accomplishment 
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13 
 

Any person who works is more likely to get ahead in life 
     

 

14 
 

Work gives one the chance to be independent 
     

 

15 

 

A successful person is the one who meets deadlines at 

Work 

     

16 One should constantly work hard to meet responsibilities 
     

 

17 

 

The value of work is delivered from the accompanying 

intention rather than its result 

     

 

Part 6: Perceived Organizational Support 

 

Instructions: Please tick (√) in the respective Likert scale column as your chosen 

answer against each statement made. The legend has these meanings: 1=strongly 

disagree; 2= disagree; 3=don’t know; 4= agree; 5= strongly disagree. 

 

 

No. 
 

Items 
 

1 
 

2 
 

3 
 

4 
 

5 

 

1 
 

My organization really cares about my well-being 
     

 

2 
 

My organization strongly consider my goals and values 
     

 

3 
 

My organization shows little concern for me 
     

 

4 
 

My organization cares about my opinions 
     

 

5 
 

My organization is willing to help me if I need a special favor 
     

 
6 

 

Help is available from my organization when I have a 

problem 

     

 
7 

My organization would forgive an honest mistake on my 

part 

     

 
8 

If given the opportunity, my organization would take 

advantage of me 

     

 

THANK YOU 
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Appendix C: Descriptive Statistics for Demographic Variables 
 

 

 
Gender 

  

 
 

Frequency 

 

 
 

Percent 

 
Valid 

Percent 

 
Cumulative 

Percent 

 
Valid 

 
Male 

 
57 

 
36.5 

 
36.5 

 
36.5 

  

Female 

 

99 

 

63.5 

 

63.5 

 

100.0 

  

Total 

 

156 

 

100.0 

 

100.0 

 

 

 
Age 

  

 
 

Frequency 

 

 
 

Percent 

 
Valid 

Percent 

 
Cumulative 

Percent 

 
Valid 

 
Below 30 years old 

 
67 

 
42.9 

 
42.9 

 
42.9 

 
30-40 

 
60 

 
38.5 

 
38.5 

 
81.4 

 
41-50 

 
13 

 
8.3 

 
8.3 

 
89.7 

 
51-60 

 
15 

 
9.6 

 
9.6 

 
99.4 
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above 60 years old 

 
1 

 
.6 

 
.6 

 
100.0 

  
Total 

 
156 

 
100.0 

 
100.0 

 

 
Marital Status 

  

 
 

Frequency 

 

 
 

Percent 

 
Valid 

Percent 

 
Cumulative 

Percent 

 
Valid 

 
Single 

 
57 

 
36.5 

 
36.5 

 
36.5 

  

Married 

 

98 

 

62.8 

 

62.8 

 

99.4 

  

3 

 

1 

 

.6 

 

.6 

 

100.0 

  

Total 

 

156 

 

100.0 

 

100.0 

 

 

 
Education 

  

 
 

Frequency 

 

 
 

Percent 

 
Valid 

Percent 

 
Cumulative 

Percent 

 
Valid 

 
PhD 

 
15 

 
9.6 

 
9.6 

 
9.6 

 
Masters 

 
44 

 
28.2 

 
28.2 

 
37.8 
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Degree 

 
51 

 
32.7 

 
32.7 

 
70.5 

  

Diploma 

 

33 

 

21.2 

 

21.2 

 

91.7 

  

SPM 

 

13 

 

8.3 

 

8.3 

 

100.0 

  

Total 

 

156 

 

100.0 

 

100.0 

 

 

 
Job 

  

 
 

Frequency 

 

 
 

Percent 

 
Valid 

Percent 

 
Cumulative 

Percent 

 
Valid 

 
Administrative 

 
89 

 
57.1 

 
57.1 

 
57.1 

  

Academic 

 

67 

 

42.9 

 

42.9 

 

100.0 

  

Total 

 

156 

 

100.0 

 

100.0 

 

 

 
Experience 

  

 
 

Frequency 

 

 
 

Percent 

 
Valid 

Percent 

 
Cumulative 

Percent 

 
Valid 

 
Less than 5 years 

 
86 

 
55.1 

 
55.1 

 
55.1 
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5-10 years 

 
57 

 
36.5 

 
36.5 

 
91.7 

 

11-15 years 

 

5 

 

3.2 

 

3.2 

 

94.9 

 

16-20 years 

 

5 

 

3.2 

 

3.2 

 

98.1 

 

More than 20 years 

 

3 

 

1.9 

 

1.9 

 

100.0 

 

Total 

 

156 

 

100.0 

 

100.0 
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Appendix D: Common method Variance 

 

 

 

 

 
Total Variance Explained 

 
 

 
 

 
Component 

 
Initial Eigenvalues 

 
Extraction Sums of Squared Loadings 

 
Total 

 
% of Variance 

 
Cumulative % 

 
Total 

 
% of Variance 

 
Cumulative % 

 
1 

 
23.131 

 
30.436 

 
30.436 

 
23.131 

 
30.436 

 
30.436 

 

2 

 

5.572 

 

7.332 

 

37.768 

 

3 

 

4.798 

 

6.314 

 

44.081 

 

4 

 

3.588 

 

4.722 

 

48.803 

 

5 

 

2.990 

 

3.934 

 

52.737 

 

6 

 

2.445 

 

3.217 

 

55.954 

 

7 

 

2.242 

 

2.950 

 

58.905 

 

8 

 

2.023 

 

2.662 

 

61.567 
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9 

 
1.707 

 
2.247 

 
63.814 

 

10 

 

1.566 

 

2.060 

 

65.874 

 

11 

 

1.473 

 

1.939 

 

67.812 

 

12 

 

1.355 

 

1.783 

 

69.595 

 

13 

 

1.322 

 

1.740 

 

71.336 

 

14 

 

1.203 

 

1.583 

 

72.918 

 

15 

 

1.168 

 

1.537 

 

74.456 

 

16 

 

1.059 

 

1.394 

 

75.849 

 

17 

 

1.032 

 

1.358 

 

77.207 

 

18 

 

.962 

 

1.266 

 

78.473 

 

19 

 

.877 

 

1.153 

 

79.627 

 

20 

 

.837 

 

1.101 

 

80.727 
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21 

 
.788 

 
1.036 

 
81.764 

 

22 

 

.753 

 

.990 

 

82.754 

 

23 

 

.714 

 

.940 

 

83.694 

 

24 

 

.668 

 

.879 

 

84.572 

 

25 

 

.650 

 

.856 

 

85.428 

 

26 

 

.635 

 

.835 

 

86.263 

 

27 

 

.632 

 

.832 

 

87.095 

 

28 

 

.562 

 

.739 

 

87.835 

 

29 

 

.553 

 

.728 

 

88.563 

 

30 

 

.520 

 

.684 

 

89.247 

 

31 

 

.469 

 

.617 

 

89.865 

 

32 

 

.454 

 

.597 

 

90.462 
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33 

 
.425 

 
.559 

 
91.021 

 

34 

 

.405 

 

.533 

 

91.553 

 

35 

 

.381 

 

.502 

 

92.055 

 

36 

 

.352 

 

.464 

 

92.519 

 

37 

 

.336 

 

.443 

 

92.961 

 

38 

 

.327 

 

.430 

 

93.391 

 

39 

 

.318 

 

.419 

 

93.810 

 

40 

 

.289 

 

.380 

 

94.190 

 

41 

 

.284 

 

.374 

 

94.564 

 

42 

 

.274 

 

.360 

 

94.924 

 

43 

 

.271 

 

.357 

 

95.281 

 

44 

 

.244 

 

.321 

 

95.602 
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45 

 
.238 

 
.313 

 
95.915 

 

46 

 

.224 

 

.294 

 

96.209 

 

47 

 

.211 

 

.278 

 

96.488 

 

48 

 

.207 

 

.272 

 

96.760 

 

49 

 

.197 

 

.259 

 

97.019 

 

50 

 

.178 

 

.235 

 

97.254 

 

51 

 

.170 

 

.223 

 

97.477 

 

52 

 

.159 

 

.210 

 

97.687 

 

53 

 

.147 

 

.194 

 

97.880 

 

54 

 

.136 

 

.179 

 

98.059 

 

55 

 

.129 

 

.170 

 

98.229 

 

56 

 

.124 

 

.163 

 

98.392 
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57 

 
.119 

 
.157 

 
98.549 

 

58 

 

.115 

 

.151 

 

98.700 

 

59 

 

.109 

 

.144 

 

98.844 

 

60 

 

.104 

 

.137 

 

98.981 

 

61 

 

.095 

 

.125 

 

99.106 

 

62 

 

.089 

 

.117 

 

99.223 

 

63 

 

.082 

 

.108 

 

99.330 

 

64 

 

.068 

 

.089 

 

99.420 

 

65 

 

.062 

 

.082 

 

99.501 

 

66 

 

.058 

 

.077 

 

99.578 

 

67 

 

.054 

 

.071 

 

99.649 

 

68 

 

.051 

 

.066 

 

99.715 
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69 

 
.048 

 
.063 

 
99.779 

   

 

70 

 

.037 

 

.049 

 

99.828 

 

71 

 

.033 

 

.043 

 

99.871 

 

72 

 

.027 

 

.036 

 

99.906 

 

73 

 

.022 

 

.029 

 

99.936 

 

74 

 

.019 

 

.025 

 

99.961 

 

75 

 

.015 

 

.020 

 

99.981 

 

76 

 

.014 

 

.019 

 

100.000 

 

Extraction Method: Principal Component Analysis. 
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