CHAPTER 1

INTRODUCTION

11  Background of the study 2 '

Man was created by the Allah (SWT) as His ah
creative, active, intellectual, critical, analytical and judigious etc.
faculty is mentioned in Surah Al- Bagarah 31-33 ‘Q\Allah (
khalifha on earth (Ariffin, 2017; Mustafa, Ghula?iano,x@

In adopting Islamic practices, Mucwe dri
otherwise known as iman. Islam considew S oti\@]g factor for believers

which determines their conscience. siness E\m¥ {be guided by iman, which

practically means abiding by the sharial’” lawy enga Ing i @ things that are permitted
(halal), avoiding those that are fo@\ Iaw&h/, 1998; Rafiki, Ahmad & Abd

Wahab, Kalsom, 2014). Busirwaecisi S ar@e to make choices, but religious
principles provide a frarr% or the

Lia'lte‘a'ercise of that choice (Ali & Gibbs,

1998; Rafiki, Ahmad &s@ ﬂﬁ 20
An organiz@a st socitlﬁsystem consisting of groups and individuals

:
ee'jorﬁe réed mn objectives. In other words, organizations

consist of pa&wﬁo ?I\me?d oggfber in work group strive to attain common goals

ron, 20 .ﬂ'he‘qrganization should feel like a community where

(Greenber.
Ny .
everyoéuut and efforts are\‘@knowledged, valued, and needed. Happy and driven
I

ead to thriving and successful organization. In addition, regardless of

working togethe

dworking and dedicated employee at the center of operations, an organization cannot

empl
ﬁ tion strategies or the marketing prowess of the person in charge, without a
ar

have a stable foundation. Therefore, organization and employees are very closely related



which cause the successful of the company. In other word, the success of any organization

is greatly dependent on its employees. T

The organization creates a structure to streamline the working acti \ﬂd control
the actions of members (Rezayian, 2005; Ahmady et al., 2016). Aceerding to Stephen,
Catherine and Keyvan (2014), organizational structure affects the behaviemof firms through

at least two channels. First, the structure can have an impact on cempany performance and
measures, such as speed in applying productivity, and enhaTmnovation or profit.

Second, the structure of the firm may have the effect to ual1 or operating units

consisting of the organization. '\d
@
o . NS
Organizations are created to produce goods services for tl‘k @r society
trategi

(Lussier, 2011). Organizations have to plan and s ize aspper t pre\\i’wing business

\ussqmer é{E'rences SO as to

realized the importance of

situation. Today the organizations are highly focused o

maximize the returns of business. The org@iz Ions
building internal competency and capacyw s to and @mete in this dynamic
AN

and competitive environment. cq \ A
" . o >

In addition, ensuring emp mmitmentys ano echanism that can be taken

by organization to survive and cb}pate i amic.@d competitive environment. It is
due to every successful anigtion IS Iack lpy@mmitted employee base. It is the
plo eatowﬁ iEaﬁQpal objective. In other word, it would

energy that compels employ:

be impossible for th;@;quatioh to
the possible reasons, is Becau
employees, whic I burden an'lzadljo with extra cost of hiring and training new
employees %s n‘g \Heﬂut- n rganization plans and strategies in the desired

survi

erate ('f,ormance without commitment. One of

fc itment will result in to high turnover of

manner aﬁ roductivity a{d &é‘{’formance (Chandrakant, 2018). Therefore, ensuring
empI0\On mitment towardxcﬁrganizational objective is a critical issue faced by
I

organ

) he employee commitment is the outcome of motivation. The concept of
ation can be traced from ancient Greeks, Plato and Aristotle ages. Plato believed in a

hierarchy organized such as dietary component, the emotional and the rational. Aristotle



believed in those dietary and emotional components are relevant to body and part of concept

of motivation. They can prepare some sensors like growth, physical come) and
a

some sensory experiences such as pain and pleasure (emotional). Bas
Aristotle believes, the ancient Greeks presumed three components, tm b
cal

pleasures and pains (senses and efforts of will and spirit) in a hierarchical arrangement for

to and

's desires,

the first theoretical justification of the motivational activities (Behnaz, 2013). In the modern
era after the Renaissance, René Descartes distinguished betwee iWe and active aspects

of motivation. Descartes believed in that body is inactive

f mfiativation, while will

is active factor of motivation. Body has a physical an anical naturegwith nutrition

desires that answer to those desires by senses and phystological cts tq-external
. . . d B .
environment. (If you wanted to understand physi ofivations, i quiéal analysis

na@ which has

must be used). The mind has mental, mo
purposefulness will. (If you wanted to understand

be used). Therefore, will always is force@iva'
exclusively to the will of man for a Ne. He pr
motivation for philosophers. (Be %2013 \\Ce tl

motivation as a reflection of th of eﬂerg cwm(('/ ent and creativity that led
organizational employees to their (Ir, MZDM\)\

The topic of moti‘atiﬁ lays a Lntr rol |§1e field of management (Cadsby,
Song & Tapon, 2007). It is ene qf 6. t pf‘c‘)éu}ar management topics (Kark & Dijk,

2007). Motivation is @ortant‘stim
2018). Motivatiog Ms h igte [oca;@ading to behavior (Cadsby, Song & Tapon,

2007) and has delyjac Iéﬁgw a critical determinant of behavior (Kaiser &
Kaplan, 2008) dditi‘on, motiv tio@fects how and to what extent we utilize our skills

and abilitig%(ert & Burris, 5'00.222'7' herefore, motivation enable employees to increase
Y

ded @first great theory of

éesearchers have defined

tion h directs human behavior (Chandrakant,

=

produ , Increase efficiency\rmd improve the overall performance of the organization
(St 4). In fact, a motivated employee can accomplish different tasks without
C ing additional resources (Joo et al., 2010). On the other hand, unmotivated

yees are less willing to be cooperative and supportive,



and they may decrease work effort, time on the job, productivity and performance (Kotick,

2008). \3~

Thus, organizations need to motivate their employees. It i{.’\j rtant for
organizations to find factors that motivate employees to make sure they erform to their
maximum ability. Organization should be able to identify and evaluaté“jnternal motivation
which an employee derives from job satisfaction and further th with external
motivation as required for which organization could take motivation theories
(Chandrakant, 2018). Organizations also can design and o ’Y.:

benefit system to motivate employees (Cadsby, So Tap n'\w In addition,

employees are assumed to value intrinsic and egeward Bo r ~O¥~rewards

ttrictive incentive and

contributes significantly to the levels of employ motivatio zbezé'}t al, 1959).
Moreover, employees are more motivated by f |ty helWorkplace, autonomy at
work, good interpersonal relationships in th w acerthe p mbﬂsﬁ;vorkmg at their
own pace, respect among employees an gmreat pI@es regardless of their
age (Rozman et al., 2017). <
? &
" O
1.2 Problem Statement \ \&\Q
Yayasan Dakwah Mala sia A! %;m to be an Islamic organization
that can show an exa Ie 0 h&ﬁ.g In ag ance with Islamic law. YADIM also
focus on producm ow dg Lle Skl Muslim preacher to enhance Dakwah
activities (YYayas Nwa Isla I\nal@
achl d a o ievement. It achieved the 1SO 9001: 2008

9.1t éTs £uccg§s ully undertaken Dakwah and community programs
ithali Mother Prog@\' and the Dakwah Month. In addition, YADIM have

implemented so many Dakwah programs for youth and society, with the

mily, financial transactions, welfare and youth leadership (Yusri, 2016). Moreover,
IM has been named as the best organization during the Prime Minister's Department

Innovation Award in 2018. This award was introduced to

4



recognizes the significant and high impact of innovation made by the organization to
improve the delivery system quality through improved work processes or proc ?!!more
efficiently.

Having good resources, especially the competent human resowAgre the key for
YADIM achievement. According to Fuziah (2018), if each employee 0 improve their

own potential, then the organization will be more successful. Pr ious ‘researcher such as

Yusri (2016) reveals that the employees, who work with Y ve performed very
well. They are dedicated, brilliant and have successfully i so many Dakwah
programs. Similarly, Fuziah (2019) also argue th mmltted and

professional employees at all levels and all departrwho willing t rfor,_n§. e task.

Motivation has been recognized as one_of maine reasons tha%ztontrlbute to

employees’ good performance. A study by Salee and She (201 und a positive
relation between motivation and performan Matln Q§ha hlg E‘r%?:omotlvatlon the

e) (20@ showed that the job
r)@rce and considered as an

motivation as important competenci mprove\b\p%f
effective way for organizations to en e tH’eII’ p ctlv Fy) Based on these facts, it is

essential to understand the facto in Iuen ploﬁé’motlvatlon

Salary is one of t facRE that \l

his study found that financial’incentive
nonmonetary rewar \ognltlon\

yees motivation. Belly (2015) in
i p' sal@ry) and non-financial assets such as

reua@n and promotion have been equally

significant bearrnggK ivati uI GE./ (2017) also shows that salary serve as a
form of motrvatl he e pon An t?@r factor that can enhance employee motivation
is transform ea eys eeI and colleagues (2017) indicates that all
dimensio sformat nal‘rleadﬁrshlp have positive effects on employee motivation.

Moreo enrichment also‘s%a play the role as the factor of employee motivation.

Nanle ) stated that there is a strong and positive relationship of job enrichment to the
Ivation of employees. Job security is another reason that can influence employee
otivation. Fazil (2014) found that there is a significant relation between job security and

motivation. Bhaskar and Tathagata (2014) indicate that job



security was the most important factor related to motivation, which closely followed by

interesting work and respect and recognition. Besides that, the implementation ining

and development can contribute to employee motivation. Katarzyna (20%7) is study

showed a strong relationship between training and employee motivation Emrk. Finally,

empowerment also one of the factors that influence employee W@’iﬁ n. Meng and
n

colleagues (2015) conducted the research in the private university i ina identified that
erating in Ankara, revealed
: ac% achievement
2011) s thatwthe more

empowerment and recognition of employees in an 1Zation is ingreas d,_xﬁ'é‘ more will
Y

intrinsic motivation is dominant in view the role of empowerment. ddition, Hasan and
z ng

colleagues (2011) in their study of public and private ban
that the perceived employee empowerment had a pasi
motivation of employees. Other research by Quratul-Ai

their motivation to work will enhance. 4
\ Y\_v
The previous discussions have provided e entia"l\ un stand@about the factors
é@ings are~justifie arately in different

that influence motivation. However, these

context such as commercial bank (Jﬂ?l 'wjet al.52017), higher education
institutions (Zahra et al., 2015; Ojeleye, 17"\\’% ta .,\/5017), hotels (Fazil, 2014),
and small and medium enterpri atarz 2 7)“; T@'previous findings also were
acquired from various countri %as %Zy ﬁS), United Kingdom (Ismail &
Tuba, 2013), Pakistan (Z% l., 201J;<Ad ellet.@ 017), Brazil (Flavia et al., 2017),
China (Weiping at al., 2017), India ﬂ.l Irf'd(éﬂevi, 2015), Somalia (Said et al., 2017),
and Turkey (Fazil, %‘g)\here 'are S

I limited"discussion and understanding about the
factors that influe Be~m~ot vation

'Isla@organization in Malaysia such as YADIM.

’
Anoth%g, n the field jof m\&-'r\/ation is lack of studies that investigate the
or8 betwie

moderatin

esfactors-(salary, training, job enrichment, transformational

leadershi powerment, job seo@it‘y) and motivation. It is due to the previous studies are
more on identifying the Ectors of motivation. There are two factors that have
o$ be regarded as moderator known as job satisfaction and job involvement.
@ing job satisfaction, Omer and colleagues (2018) argue that job satisfaction plays a
moderating role in the relation between transformational and conditional-rewarding



leadership and pro-social silence. Similarly, in a study by Hakan and colleagues (2017) also
highlight the moderating role of job satisfaction on the relationship betw rvant
ﬁzm)

found that job involvement had a moderating effect on the relations between
organizational commitment and job satisfaction. In addition, a study by Mahfuz (2013)
d&ti%)nship between

leadership and turnover intention. Regarding job involvement, Chi and ¢

indicated that job involvement had a moderating effect on the
emotional intelligence and retention. Based on previous evid ce,\&e is a potential for

job satisfaction and job involvement to moderate the r

ip tletween the factors

(salary, transformational leadership, job enrichment, traiging; empowermeng, job security)

P 4
1.3 Research Questions 2 g

1. Do salary, transformational lea rsc;g enriehment, jcé{ecurity, training and
development and empowerment influence™em Q\Q 'va& in Yayasan Dakwah
Islamiah Malaysia (YADIM)? (q ;v \&
& o
2. Does job satisfaction m& te th la nsk&&etween the factors (salary,
transformational leadership, jvmchnrn T ecm@, training and development and
empowerment) and motivati { 0’
F &

3. Does job inv qunt r]m\e the ionship between the factors (salary,
transformational le é&@p, j&}i en&?&b security, training and development and

empowerment) a@ﬂva’on‘?

[72]
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1.4 Research Objectives

1. To examine the influence of salary, transformational leadership, joﬁv Rlchment,
job security, training and development and empowerment on employe(aj

Yayasan Dakwah Islamiah Malaysia (YADIM).

ation in

2. To identify the moderating effect of job satisfaction in the relaQnship between the

factors (salary, transformational leadership, job enrichment, traini d development and

empowerment) and motivation. ?

3. To investigate the moderating effect of job invo tinth ela ship between
the factors (salary, transformational leadership, jOb enctichment, traini d'degé'ropment

and empowerment) and motivation. ' -

\z‘ g
1.5  Significance of the study C}/ 0\
%o UCE pe_tQQIslamlc preacher, and
Y @nployees that can perform
their task. It has been argued th\tlvatio
’ mine@ factors that can enhance their
t

As an Islamic organization th

coordinate the activities of Islamic

s theJelém at can facilitate employees’

performance. This study can
employees’ motlvatlon that, [this tud;O/ Il give benefit to any Islamic

Organlzatlon in Malay5|a ora organlzatlon, structure, management,

&

This stud pr e nders r}d‘n ut the factors that influence motivation in a

administrative andjo val C|es|

specific orga tlo AI ou ftebt of those factors (salary, transformational
Ieadershlp, ch mo'n curl tralnlng and development and empowerment) that
include his study have been@mfled by previous studies, however, their effect on
moti Was been justified separately in different country and context. The effect of these
fa otivation have not been simultaneously tested in a specific context and country.
By testing simultaneously, the effect of these factors on motivation in a specific context
and'country, a more accurate conclusion can be made, particularly in the context of Islamic

organization (i.e. YADIM) is Malaysia (an Islamic country).

8



This study provides empirical evidence about the role of job satisfaction and job

involvement as a moderator in the relationship between the factors (train lary,

empowerment, transformational leadership, job security, job enrichment)@ ivation.
the’r

The findings from this study can provide additional support to recogni ole of job

satisfaction and job involvement as a moderator. Previous studies havg confirmed their (job
satisfaction and job involvement) role as a moderator, but on differentzlationship such as
between transformational and conditional-rewarding leader im pro-social silence

ion lHakan etal., 2017),

aIy,\Ola and between
"X

emotional intelligence and retention (Mahfuz, 2013).
N
é\ O

1.6  Scope of the study q Mg

(Omer et al., 2018), between servant leadership and turnovehinte

between organizational commitment and job satisfacti

to e ine the factors that
m aysia (YADIM). The
K'Y ysia ( )

erment, transformational

This study is conducted to exami Wsue :

n
influence motivation of employees in r\hn D@
factors are including job security, jo men% e

leadership, and salary. Second, th examines the‘mo ('l’ing effect of job satisfaction

>

and job involvement as a moderator be fact@ (job security, job enrichment,
training, empowerment, t sfo%ationa lead stpi@ry) and motivation.

N

1.7  Operational Definitio

@
This se '&@vid% t erational-definitions of the key terms used in the current
study. # z @“

4
X&ﬁ{s a stand for Ya@‘azr: Dakwah Islamiah Malaysia which located in level
3& :; ock D, Kompleks Islam Putrajaya, No.3, Jalan Tun Razak, Presint 3, 62100

.
Q"%;‘

Gy

Y

Pu

N



Motivation is a non-financial way to increase employee engagementand

motivation, including praise, individual attention, and providing employees o ities

to take leadership roles in projects (Dewhurst, 2010). c\

Salary is a form of periodic payment from an employer to an s&gyee, which is
specified in an employment contract (Sharma & Bajpai, 2011).

Transformational leadership is a process in which Ieaderwollowers help each

other to progress to a higher level of morale and motivatign (Bdrns, 1978). In this study

transformational leadership consists of four aspect as ilieali ed influence,
inspirational motivation, intellectual stimulation and individualiz ;}mdatioQ~

N
Job enrichment as 'vertical loading' of a jo s means that ob'er#%?]ed should
provide various tasks to be done with enough f mecHani ; ensq&vagement and

communication (Davoudi, 2013). In this studw ric efined ree scale which
ty.

are task significance, task identity and s%j

Job security is explained as gne's ho

relate to over failure of attractive jobscharac
opportunities, current working c ions, a ngsterm é@r opportunities (Greenhalgh
& Rosenblatt, 1984; Jacobson} , Greenhalgh/& S , 1991; Borg & Elizur,1992).
|
Training and deve nt focus on i ytigéi/%., assuring and helping develop, the

key competencies tha le indilw \No pen‘ém current or future jobs through planned
learning (McLagan, 19 {ﬁ'
N 1T (O
Spreitz Q@?) d[fi dfwd %(n?ral perspectives of empowerment within a
business co te§fﬁe ';el tiopal pe@ctive and the psychological perspective. The
relational ﬁ%@tive mai tain'sr tt@zi't is the implementation of new processes and the
10

distrib power that empbnr employees. On the other hand, the psychological

“® O
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perspective of empowerment focuses on the employee’s perception of empowerment

10



Locke (1976) defines job satisfaction as a pleasurable or positive emotional state
resulting from the appraisal of one's job or job experiences. Job satisfactiowilling

or optimistic expression consequential of the consideration of one’s activa' sh et al,

2011). _\

Kanungo (1982) defined job involvement as individual's pe?Yﬁen or belief that
he is identified with his/her job. He further clears the difference W{eﬁ J
stated, a job means an individual's present work, while work m?awork in general.

1.8  The Thesis Outline .\d- &

job and work. He

)
This first chapter has explained the back: d of the/study, and-“sck?e problem
statement to justify the research on the basis of S ortaqt‘é i utionsYo' both theory

and practice. Then, the chapter has introduw r
objectives of this study. Following this, %er descri
A

of the study. Then, the chapter providasl)co e tuaJQa i
in this study and the thesis outline. A ;Y c,\)*
Chapter Two provides aw’i sion%(‘);e Tit Q-re that related to motivation.
The chapter begin with the i tion/to t ncept.of motivation. Then, the chapter
describes the theory tha%ri?: m \i&/‘;}.'@wing this, the chapter review the
fact r:@n\ ence@‘étivation. Six hypotheses have been
ien. T

chap@so discuss about the potential role of job

involvement and c sta tion a }nbd@%dr. Finally, the chapter introduce the research
framework, W@ e delelo ase@\(on eight hypotheses proposed in this study.
C w £ Eg di ~

e sise and the significance
'on_@ each variable included

e

literature related to t

developed in the enc&@s uss

ree pro sn;yssion about the methodological aspect in this study.
The ch gin with an introdl.@?(/)n to research design of this study. Following this, the
chap ains about the population and sample that will be included in this study. Then,

é ter describes the method and procedure of data collection, and the measurements.

11



Chapter Four describes the results of data analysis. The chapter begins with the
demographic profiles of the respondents. Following this, the chapter exhibits t Its of
assumption analysis and the analysis of exploratory factor analysis. Then, esult of
hypothesis testing was also reported in this chapter. b

Chapter Five discusses the result of data analysis presented in tous chapter four.
The chapter begin with a brief recap of the research objective an KZUeStion of this
study. following this, the results of the hypothesis testing were'diseussed in order to inline
or oppose the results of previous studies. Then, the i K:: Pf this study were
discussed in order to present the application of the res to pr anario. Finally,

L

the limitations of the research were presented and the re directions er'e given to guide
future researchers on possible research gaps that are'worth to be studied. =

v

&

1.9  Conclusion C}, °" Qé\
N O

This chapter has explained thegoackgrou tu }'/Qénd the problem statement
to justify the research on the basis of Tts,jmpor mbutio@o both theory and practice.
The chapter also has introduced %r@ng ﬁ&e research objectives of this
study. Following this, the ch cop@nd the significance of the study.

scribes
eptual tefi ioh i&ach variable included in this study

:
and the thesis outline. Tx 0 Wil(é_jrﬁvides a discussion about the literature
that related to motiv‘@a cl ‘ng con of motivation, the theory that related to

L . N . L
motivation, the e’&‘re ra@% "tlhe &ag‘.tors that influence motivation and also the

research framewaerk of this/study. @)
e 3
:% g b 4 V(g\

Then, the chapter provid

12



