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Abstract— Pattani is a province with a multi-ethnic
population which the majority is Muslim. As such,
employers in this region need a good understandingf how
employees behave and work in such an environment of
employees’ dissimilarity in order to ensure the fuilment of
employees’ work motivation. This study aims to detenine
alternative factors which impact work motivation to support
and develop a conceptual framework of work motivatn
among Muslim healthcare employees in Pattani Provice.
The conceptual model for this study posits that wde
motivation is dependent on the two independent vaables,
namely; a) Islamic Workplace Accommodation; b) Reweds
and Compensation. 242 of the respondents participad in
this study. The correlation analysis results showethat the
positive value of Pearson correlation indicates thestrength
of relationship between Islamic Workplace Accommodaon
(r = 0.228) is weaker than Rewards and Compensatiofr =
0.396) towards Work Motivation.

Keywords—  Work  Motivation, Islamic ~ Workplace
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1. Introduction

An effective system of managing employee work
motivation in any organization helps to sustain ¢kgput
efficiency, this is relate to healthcare sector lavhi
improving healthcare employee will lead and caing t
quality of care.

The definition of work motivation has been defined
various scholars; the perception of work motivatioas
been defined as the force that drives employeetfopn

a particular action to achieve personal and his
organization goals [1].

While recent scholars defined work motivation ag th
concept of employee enhancing and maintaining effor
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towards some expected goal [2]. Ref. [3] refers thark
motivation is the power that drives employees tal deéth
some actions to accomplish some goals.

The lack of motivated employee tends to reduce fobi
satisfaction which allows the number of employee
turnover increasing. In this relation, the shortagle
healthcare human resources has been concernedniypn ma
countries around the world [4]. This is similar to
Thailand, it has been reported that the numbers of
healthcare employee’s turnover in Thailand soutmest
provinces (Pattani, Yala and Narathiwat) is inciregsn
recent years [5].

In particular, the study found the number of resign
among Muslim Public Health employees in Pattani
Province is increasing since 2010 [6].

2. Literature Review

Religion determines respectively the impacts to the
organization matters including the management and
employees’ decisions [7].

Ref. [8] refers religious accommodation laws ag, ‘i
require an employer to reasonably accommodate an
employee’s religious beliefs or practices, unlesig so
would cause more than a minimal burden on the
operations of the employer's business. This means a
employer may be required to make reasonable
adjustments to the work environment that will alleuw
employee to practice his or her religion. Examptés
some common religious accommodations include flexib
scheduling, voluntary shift substitutions or swajsh
reassignments, and modifications to workplace pEdior
practices.”

In Islam, It is important to understand the Islamic
perspective towards Muslim employees’ career sicces
because religion and God impact on Muslim employees
motivation and expectations [9].
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Ref. [10] refers that one of the most importantdes that
impact on Muslim employee motivation is work itself
which is tied with an act of Ibadah or the worsbigsod.

With regards to Muslim employees, ref. [11] desedb
that practicing Islamic in the workplace deals wih
challenge in the recent workplace environment aloitl
the spiritual needs, food needs and specificalty dress
code of women workforces. Ref. [12] refers thaat tthe
most religious need of Muslims is the obligatorayer
five times a day which the prayer is not an inforthing
but it has to be performed at particular timeshef day.

Existing researchers have found a relationship eetw
other various factors towards work motivation. Hoae
rewards or compensation was cited as one of theé mos
factors impact work motivation among healthcare
employees. Ref. [13] refers the significant impaktipay
and recognition toward employees’ job satisfact®tudy
revealed that job satisfaction level will be inged when
the organization provides good compensation and
promotional opportunity. While ref. [14] indicated
compensation is one of the most important factorgtfe
retention among nurses because if they feel unfair
regarding the compensation between their profesaimh
others profession, they will most likely meet job
dissatisfaction.

Therefore, this study also has been focused oimtpact
of rewards and compensation towards work motivation

2.1 Hypothesis

On the basis of above study reviews, the conceptual
framework in this study is drawn as following figut:

Islamic
Workplace
Accommodation

Work
Motivation

Rewards and
Compensation

Figure 1. Conceptual Framework of the study
The model specifically tests the following hypotises

H1: There is a positive relationship between Istami
Workplace Accommodation and Work Motivation.

H2: There is a positive relationship between Reward
and Compensation, and Work Motivation.

3. Methodology
3.1. Sample and Data Collection

The samples size in this study is 242 respondehts o
Muslim healthcare employees in Pattani Province.
Distribution a self- administered questionnaire tte
respondents by helping from the management in @ubli
Health Center in Pattani is conducted as the data
collection in this study. The questionnaire wasigieed
based on prior literatures, and distributed as ai Th
language version.

3.2 Analysis

The study analyses the data using program SPSS.
Correlation analysis is carried out to determine th

strength of relationship between Islamic Workplace
Accommodation, Rewards and Compensation, and Work
Motivation.

4. Result and Discussion

The sample included 242 participants (78.9 percent
female and 21.1 percent male). Age ranged fronp1%0t
and above, the majority of the participants (686cpnt)
were married, while 28.9 percent were single, Zfcent
divorced, 0.4 percent indicated being widowed. 78.9
percent of the participants were classified as ihglca
graduate degree, 18.2 percent of the respondents we
college education level and only 2.90 percent vneaster
degree holders. 39.3 percent of participants wdre a
professional level, 35.5 percent were experienesel)
13.2 percent were operational level and the restewe
practitioner and senior level.

Based on Table 1, H1 is accepted after Pearsorlation
test was conducted. Based on the significant lavél01,

it indicates that there is a relationship betweslanhic
Workplace Accommodation and Work Motivation.
However, the positive value of Pearson correlation
indicates the strength of association between Islam
Workplace Accommodation and Work Motivation is
weak (r = 0.228), while the correlation coefficiésitvery
highly significantly different from zero (P < 0.001

H2 is accepted after Pearson correlation test was
conducted. Based on the significant level at 0.01,
indicates that there is a relationship between Résvand
Compensation, and Work Motivation. However,
positive value of Pearson correlation indicatesstinength
of association between Rewards and Compensati@h, an
Work Motivation is moderate (r = 0.396), while the
correlation coefficient is very highly significantl
different from zero (P < 0.001).

the

Table 1. Correlation between Islamic Workplace
Accommodation, Rewards and Compensation, and Work
Motivation
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Variable Pearson Significant, p
Correlation,
R
Islamic 0.228 0.000
Workplace
Accommodation
Rewards and 0.396 0.000
Compensation

There are numerous studies indicated the similsult®e
Ref. [15] refers that attending worship, displaying
religious objects or other forms of religious exgzien are
impact towards employees’ motivation. While ref6]1
also found that the ability of religious practicés
workplace among employee is a source of work
motivation.

Ref. [17] also believed that when employer gives a
freedom for their Muslim employees to practice ithn
religious roles at workplace, it would generate ifhoes
motivator that ultimately enriched their work.

While ref. [18] found that a well rewards and
compensation offer is one of the sources to inereas
employee work motivation. However, compensation
basically can be offered in a variety of rewardsrathe
form of monetary or non monetary.

5. Conclusion

Based on the results of the study, it's showed ttherte is

a significant positive relationship between Islamic
Workplace Accommodation and Work Motivation and
also the relationship of Rewards and Compensatod,
Work Motivation. This study provides an understagdi
of the determinants of worknotivation among Muslim
healthcare employees in Pattani province, Thailare
study believes that work motivation ensures thdityuaf
healthcare, as dissatisfied and less motivatedtHoeae
workforces are more likely to give low quality atess
proficient care. Hence, it is important to identifyhat
encourage the healthcare workforces and to whanext
they are motivated with their job.
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