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Abstract 

The role of work motivation is of paramount importance in establishing a correlation among several organizational 

practices, including employee awards, training, Islamic work accommodation, and the degree of job happiness 

seen by employees. Acquiring understanding and proficiently managing this intermediate role holds significant 

significance for businesses aiming to enhance overall employee satisfaction and performance. The objective of 

this study is to analyze the intricate relationships among employee awards, training programs, Islamic work 

accommodations, work motivation, and job satisfaction within the banking sector of Pakistan. Through a 

comprehensive examination of prevailing academic literature, we have formulated hypotheses to explore the direct 

and indirect effects of these variables within the distinct framework of organizational settings. The present study 

utilizes mediation analytic approaches within its research design to investigate the mediating role of work 

motivation in the association between employee reward, training, Islamic work accommodation, and job 

satisfaction. The findings of this study hold significance in both scholarly and applied domains. The researchers 
contribute to the existing body of knowledge by providing a clearer understanding of the intricate dynamics that 

take place among these crucial elements within the work environment. 
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1. Introduction 

The concept of job satisfaction holds significant importance since it serves as an indicator of the overall well-

being, both physical and mental, of the workforce. (Andrew et al., 2021). management must comprehend the 

underlying factors contributing to job happiness, as a lack of comprehensive understanding in this area may result 

in employee dissatisfaction within the organizational setting (Bhardwaj et al., 2021; Khan, 2018). In light of this, 

an elevated degree of job satisfaction will result in an increased level of staff productivity and enhancement of 

quality. Moreover, a diminished level of job satisfaction can lead to increased rates of staff absenteeism and 
turnover, thus impacting the overall effectiveness of employees within the banking sector. 

To effectively attain the objectives of an organization, the management must cultivate an environment that fosters 

job satisfaction among employees. Nevertheless, there exist other factors that have the potential to exert an 

influence on an employee's degree of job satisfaction. Several aspects that contribute to the overall work 

environment include the level of working conditions, remuneration, and advancement opportunities, as well as 

the interpersonal dynamics among co-workers (Dhamija et al., 2019; Ismail & Ali, 2020).  

In conjunction with the aforementioned elements, it has been observed that religious accommodation in the 

workplace is an additional factor that influences employees' desires and their levels of job satisfaction (Héliot et 

al. 2020; Akram, 2020). The provision of workplace endorsement for religious expression and practices was 

discovered to have a substantial influence on job happiness. According to Héliot et al. (2020), the influence of 

religion on employees' value systems is significant, and the absence of religious accommodation in the workplace 

is a contributing factor to reduced job satisfaction levels among employees. Consequently, this can result in people 
choosing to leave the organization, despite their overall contentment with their job responsibilities.  

Ghani et al. (2022) suggest that the primary factor influencing employee retention is the provision of a workplace 

environment that caters to the religious practices of its employees. Within this particular framework, the term 

"religious practices" pertains to various activities such as engaging in worship and prayer, donning religious 

emblems, exhibiting religious artifacts, and engaging in other manifestations of religious expression. 

The primary aim of the current study is to investigate the influence of training, rewards, and religious 

accommodation on work motivation and job satisfaction among employees in the banking sector in Pakistan. 

 

2. Literature Review 

2.1. Job Satisfaction 

Various scholars employ diverse approaches to defining occupational happiness. Numerous scholars have 
delineated the concept of job satisfaction using distinct frameworks; Irabor and Okolie (2019) defined Job 

satisfaction as a favorable or gratifying response elicited by an employee's evaluation of their work, job 
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achievements, or job-related experiences. While Ali and Anwar (2021) defined the concept of job satisfaction 

refers to an individual's subjective evaluation of their overall contentment and fulfillment concerning their work. 

Regarding employees' job satisfaction, the researcher discovered a significant impact on their perceptions of many 

aspects of their work, including rewards, staff relationships, organizational policies, and other related factors. This 

is consistent with the study of Hoppock (Aziri 2011) job satisfaction of an individual who posited that it is a 
composite construct encompassing psychological aspects, emotional states, and contextual circumstances that 

collectively contribute to an employee's genuine expression of contentment with their occupation. 

Recent scholars have provided definitions for the concept of job satisfaction Mugira (2022) defined Job 

satisfaction refers to the evaluative attitude held by employees toward their jobs and the organization in which 

they are employed, while Nwachukwu et al. (2022) defined Job satisfaction as the subjective perception that 

encompasses the psychological and spiritual gratification experienced by employees through the fulfillment of 

their needs, interests, and expectations in the workplace.  

Meanwhile Sembiring et al. (2020) defined Job satisfaction as a compilation of affective states that individuals 

experience about their occupation. This is consistent with Kumar (2020) found Job satisfaction refers to the 

subjective experience of fulfillment and accomplishment that employees derive from their work. It is widely 

recognized that job satisfaction is intricately linked to both productivity levels and individual well-being. 

Furthermore, job satisfaction refers to the experience of deriving enjoyment from one's work and is considered a 
crucial factor in attaining goals and experiencing a sense of contentment. 

Aziz et al. (2021) defined Job satisfaction as a psychological state that encompasses an individual's emotional 

response to the work in, which they are engaged. The study conducted by the researchers revealed that a job that 

elicits satisfaction among employees is typically characterized by two key factors: the employee's perception of 

receiving appropriate acknowledgment for their exemplary performance, and the quality of relationships with 

their colleagues. Moreover, it may be argued that an employee who experiences a sense of satisfaction would 

perceive the level of communication among individuals inside the organization to be robust (Pongton and 

Suntrayuth, 2019) The supervisor exhibited fairness in their interactions, and the individual's contribution was 

acknowledged and valued. Additionally, employees would experience a sense of adequate recognition and 

compensation for their diligent contributions (Kitsios and Kamariotou, 2021).  However, Ferreira et al. (2021)  

stated that the work environment has a significant role in determining job happiness, rather than solely relying on 
the personalities of employees. 

2.2. Work Motivation: Job Satisfaction 

work motivation has been defined by numerous scholars through various perspectives. Work motivation can be 

defined as the underlying force that compels employees to engage in certain actions to attain both personal and 

organizational objectives (Sitopu, Sitinjak, and Marpaung 2021); The internal drive refers to an intrinsic 

motivation that empowers employees to fulfill an unmet need (Basalamah and As’ad, 2021) while Ciobanu et al., 

(2019) defined work motivation as psychological practice that enables employees to fulfill their behavioural 

objectives and align their actions with a specific goal. 

Contemporary scholars have additionally expounded upon the concept of job motivation, aligning their definitions 

with prior research findings. Humphreys and Kooij et al. (2020) defined work motivation as the theoretical 

construct that encompasses the actions taken by employees to increase and sustain their level of effort in pursuit 

of anticipated objectives. Similarly Riyanto et al., (2021) defined work motivation as the internal force that 
compels employees to engage in specific tasks to achieve predetermined objectives. 

In contemporary times, the management of human resources assumes a significant role in effectively overseeing 

a workforce by ensuring the acquisition of suitable people for organizational purposes. Numerous tactics are 

dedicated to the retention of suitable workforces, with the underlying objective being the cultivation of a 

committed and driven workforce that contributes to the overall prosperity of the organization. 

Numerous studies have demonstrated that work motivation is a prevalent phenomenon among employees in 

various sectors, irrespective of organizational size. It is a psychological imperative for employees to receive 

recognition for their endeavors. There exist multiple forms of motivation predictors, which typically vary between 

employees within certain departments or organizations. The motivation of employees in the workplace can vary 

based on various factors, such as individual needs, self-actualization, and self-esteem (Mihaela et al. 2022). 

Lawler's expectation theory posits that work motivation is a fundamental determinant of job satisfaction (Özaslan 
and Özaslan 2023). Ascertain employee job satisfaction, mostly involves evaluating the disparity between 

employees' received outcomes and their initial expectations. Hence, work dissatisfaction may arise when 

employees perceive a discrepancy between their anticipated and actual levels of compensation. Al-Mariah et al. 

(2021) revealed the level of job satisfaction experienced by an employee is primarily contingent upon the presence 

of work motivation. Similarly, Basalamah and As’ad (2021) explained the level of motivation an individual 

possesses which has been identified as a significant factor in determining their level of job satisfaction. However, 

Ann and Blum (2020) argued that Job happiness is often associated with motivation; yet, there were notable 

disparities in the views of motivators between satisfied and unsatisfied employees. Job satisfaction is mostly a 

subjective experience or mindset that is internally experienced by individuals as a sense of fulfillment or 
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achievement. On the other hand, work motivation serves as a driving force that influences an employee's behaviour 

and actions. 

2.3. Work Reward: Work Motivation 

Rewards can be classified as either tangible (monetary) or intangible (non-monetary) forms of reciprocation that 

occur within the context of the relationship between an organization and its employees. The organization can 
provide rewards to individuals, either in monetary or non-monetary forms. Monetary rewards include salary, 

compensation, and pension, while non-monetary rewards encompass compensation, appreciation, status, and 

social identity (Moonlight 2020; Ihemereze et al. 2023; Haider et al. 2015). Rewards can be further explained as 

individual development, promotion, and expressive level of job that employees can get by the organizations, which 

help to make employee perceptions whether the wants and needs of the employee are being satisfied or not (Zhang 

and Zhao, 2021). Fulmer and Li (2022) defined rewards as payment for vacation, good salary, and pension 

availability. James et al. (2021) classified rewards into six different types, namely status, money, goods, 

information, services, and love. The management of an organization also provides a variety of material goods in 

terms of rewards other than monetary rewards, such as reserved parking spots, desirable office space, and access 

to company cars (Davidescu et al. 2020). 

Rewards can be classified into two distinct categories: intrinsic rewards and extrinsic rewards. Intrinsic rewards 

refer to the internal sense of pleasure and satisfaction that individuals experience. Examples of such incentives 
include receiving praise, earning awards, or being appreciated (Robin et al. 2023). Extrinsic incentives encompass 

social rewards derived from interpersonal interactions inside the workplace, as well as real organizational rewards 

such as monetary compensation, career advancements, performance-based bonuses, and job stability (Chauhan 

2019). Riaz et al., (2018) found that intrinsic rewards were less important for employees than extrinsic rewards in 

the telecom sector and government organizations in Pakistan. Similarly, Mamdani and Minhaj (2016) revealed 

that employees were more concerned with monetary rewards such as salaries and incentives. However, in the 

private banking sector in Pakistan, employees preferred intrinsic rewards, such as job significance, job autonomy, 

appreciation, and job participation (Khan and Iqbal, 2013).  

The term "rewards" in the context of this study pertains to the quantity of financial and non-financial benefits that 

are provided to an employee by an employer as a reciprocation for accomplishing work tasks (Kapur, 2022). 

Compensation includes the financial remuneration, supplementary advantages, and incentives associated with 
one's employment (Kollmann et al. 2020) and the term "remuneration" is widely used to encompass all types of 

financial compensation, tangible benefits, and services that employees get as part of their employment agreement 

(Chadwick and Flinchbaugh, 2021). 

2.4. Employee Training 

Employee training is a deliberate and structured initiative undertaken by an organization to equip its employees 

with certain competencies related to their respective roles. These competencies encompass fundamental skills, 

information, and behaviors that are crucial for achieving optimal job performance (Karim et al., 2019). It is the 

process of improving the skills, abilities, understanding, and work of employees that relate to specifically for 

carrying out a particular task (Rivaldo and Nabella 2023). The training process molds the thoughts of employees 

and improves their capability, capacity, and performance; it is a continuous process and never finishes in life (John 

and Dickson, 2022). 

Dahalan et al., (2023) classified training into two types: formal and informal training. Formal training refers to 
systematic learning that follows a planned training structure with built-in objectives, resources, and time. In 

contrast, informal training refers to the everyday learning process from daily life activities regarding family, work, 

and leisure that is not systematically structured and organized concerning time, objectives, and learning 

environment (Lischewski et al. 2020). 

Training employees is a purposeful and methodical endeavor conducted by an organization to furnish its staff 

members with specific proficiencies that are pertinent to their positions. The aforementioned competencies 

comprise essential knowledge, abilities, and conduct that are vital for attaining maximum job efficacy (Ghani et 

al. 2022). Karim, Choudhury, and Latif (2019) recognized that the implementation of employee training and 

development programs is crucial in enhancing and cultivating the abilities of employees, hence facilitating their 

ability to function efficiently and effectively. In instances of service failure, it is imperative for employees to 

effectively navigate the critical phase and provide recommendations for resolution. The level of performance is 
contingent upon the training provided by the organization (Paais and Pattiruhu, 2020). 

Furthermore, employee training is carried out to enable the employees to stay ahead in the market against the 

organization's rivals through improved competencies and skills (Salman et al., 2020). Moreover, Carnevale and 

Hatak (2020) emphasized that organizations not only focus on the specific skilled employees for specific tasks 

but also focus on employee training and preparing the employees for handling unexpected situations and problems 

that may arise unexpectedly. Yao et al. (2019) stressed that management should put effort into expanding 

employee training for effective service recovery. Training is a strategic technique employed by service 

organizations to enhance the quality of services provided to clients, hence fostering customer loyalty and 
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augmenting the organization's market share (Abdelhamied, 2019). Through training, service organizations could 

differentiate themselves from their rival. 

2.5. Islamic Work Accommodation: Work Motivation 

Religious faith is a fundamental social construct that exhibits a strong correlation with individuals' cognitive 

frameworks and behavioral patterns. Religion plays a significant role in shaping various aspects of organizational 
dynamics, such as management practices and employee decision-making (Héliot et al. 2020). 

The presence of religious diversity has become an established social phenomenon in contemporary employment 

environments (Ammerman, 2020). Managing a workforce comprising individuals from diverse cultural and 

religious backgrounds can pose issues for an organization. The management team may have difficulties in 

effectively supporting and ensuring job satisfaction among their personnel. The consensus among most 

organizations is that a positive work environment fosters productivity. Consequently, numerous organizations 

have implemented strategies to cultivate employee satisfaction. However, an aspect often overlooked when 

managing diverse religious organizations is the provision of religious accommodation within the workplace 

(Etherington, 2019). 

As previously discussed in the backdrop of the study section, a concern arises regarding insufficient religious 

accommodation in the workplace for Muslim employees, as certain organizations fail to offer a suitable prayer 

area for their staff members (Wae-esor et al., 2015). This demonstrates that some organizations in this region 
continue to supply insufficient Islamic workplace accommodations. With regards to Muslim employees, Van et 

al., (2023) described that the practice of Islam in the workplace faces a challenge in the contemporary work 

environment, in addition to the spiritual, dietary, and dress code requirements for female employees. The study of 

Hayat and Rao (2020) found that One of the primary religious obligations for Muslims is the performance of the 

obligatory prayer, which entails engaging in formal prayer five times daily. It is important to note that this prayer 

is not a casual or discretionary practice, but rather must be observed at specific designated times throughout the 

day. 

Goodness is derived from the guidance of the prophet (sunnah), which is rooted in Islamic law and principles of 

work ethics, hence exerting an influence on the individual's nafs (soul). The ultimate objective of Islamic 

motivation is to facilitate inner tranquility, wherein individuals are motivated by the implementation of tawhid, 

the expression of faith, and the endeavor to seek Allah's favor, thereby attaining prosperity in both the present life 
and the afterlife. In the context under consideration, religious motivation encompasses both intrinsic and extrinsic 

forms of motivation that are derived from adherence to religious principles. 

H1: Work Motivation has a positive effect on job satisfaction 

H2: Employee Reward has a positive effect on Work Motivation 

H3: Training has a positive effect on work motivation 

H4: Islamic Work accommodation has a positive effect on work motivation 

H5: Work Motivation mediates the relationship between employee reward and job satisfaction 

H6: Work motivation mediates the relationship between employee training and job satisfaction. 

H7: Work motivation mediates the relationship between Islamic Work Accommodation and job satisfaction. 

 

3. Methodology 

The proposed hypotheses were examined through the utilization of a quantitative methodology. This approach 
facilitates the statistical verification of the theoretical model and its associated variables. The researchers 

employed a survey methodology. The researchers employed a cross-sectional study methodology to ascertain the 

perceptions of the respondents. The research focused on employees working in the banking sector of Pakistan as 

the unit of analysis. The data were subjected to analysis using SPSS 25.0 to get descriptive statistics. Additionally, 

the hypothesized correlations were examined using clever PLS 3.2.9. A total of 471 questionnaires were 

distributed, and out of these questionnaires, 357 were utilized for the final analysis. This corresponds to a response 

rate of 75.76 percent, which was determined after identifying and excluding outliers and incomplete questions. 

According to the statistics provided by the respondent, the male population accounted for 51.7 percent, while the 

remaining 48.3 percent were females. A majority of the participants, specifically 71.8 percent, reported being 

married, while the remaining 28.2 percent said that they were unmarried.  

Partial least squares structural equation modeling (PLS-SEM) has garnered significant interest among scholars 
across several disciplines within the realm of business research. The measurement model, also known as the outer 

model, in the PLS-SEM path model elucidates the association between latent constructs and their corresponding 

items. The process of conducting a measurement model assessment entails the evaluation of many statistical 

properties, including individual item reliability, internal consistency reliability, convergent validity, discriminant 

validity, and variance inflation factor (VIF). Additionally, the structural model often encompasses the following 

components: the coefficient of determination (R2), the effect size of the coefficient of determination (f2), and the 

predictive significance (Q2) of the model. All the steps of the measurement model and structural model are 

adhered to and delineated below. 
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Figure 1: Measurement Model 

 

The evaluation of indicator reliability, also known as individual item reliability, involves examining the peripheral 

loadings of each construct item. It is customary to retain items that have loadings greater than 0.50. The reliability 

score values of all latent construct items in this investigation were deemed satisfactory.  

Internal consistency refers to the extent to which the items within a specific scale or subscale are assessing a 

consistent idea. A composite dependability score of 0.70 or above is generally regarded as acceptable in academic 

research. The findings shown in Table 2 indicate that the composite reliability value for each latent component 

has achieved a satisfactory level.  

Convergent validity pertains to the extent to which the items within a measurement instrument exhibit correlation 
with one another, indicating their ability to collectively assess a common underlying construct. The convergent 

validity of the latent constructs in our study was assessed using the Average Variance Extracted (AVE) method. 

To achieve adequate convergent validity, it is advised that the AVE value should be equal to or greater than 0.50. 

The present investigation has indicated that the Collinearity Statistics (VIF) have reached a reasonable level 

between 3 and 5. The measurement model results are reported in Tables 1 and 2. 

Discriminant validity refers to the degree to which a construct is genuinely separate from other constructs based 

on empirical criteria. The present study employed the Hetero trait Mono trait ratio of correlations (HTMT) 

criterion to evaluate the discriminant validity. The recommended threshold value for HTMT is 0.90. 

This study aims to evaluate the importance of the structural (inner) path model. Following the assessment of the 

measurement model, the present study proceeded to evaluate the significance of the structural (inner) path model. 

The present study employed a typical bootstrapping approach consisting of 5000 bootstrapping subsamples to 

obtain the path coefficient, standard error, and t-values. The present investigation unveiled four direct associations 
with the dependent variable and three indirect associations. The relationships have been represented by the 

coefficients of four hypotheses and their corresponding t-values, which are used to determine the statistical 

significance of the hypothesized correlations. Table 3 provides a comprehensive overview of the specific 

outcomes, while Table 4 presents the indirect outcomes in a graphical format. 

 

Table 1 

  ET EW IWA JS WM 

ER1   0.854       

ER2   0.830       

ER3   0.858       

ER4   0.814       

ER5   0.807       
ET1 0.822         

ET2 0.852         

ET3 0.841         

ET4 0.802         

ET5 0.727         

ET6 0.809         
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IWA1     0.896     

IWA2     0.863     

IWA3     0.883     

IWA4     0.890     

IWA5     0.823     

JS1       0.920   
JS2       0.909   

JS3       0.915   

WM1         0.869 

WM2         0.835 

WM3         0.862 

WM4         0.801 

WM5         0.548 

WM6         0.618 

 

 
Figure 2: Structural Model 

 

Table 2: HTMT 

  ET EW IWA JS WM 

ET           

EW 0.220         

IWA 0.168 0.290       

JS 0.343 0.421 0.491     

WM 0.480 0.455 0.557 0.625   

 

 

Table 3 

 Relation Beta STD T Statistics  P Values Decision 

ET -> WM 0.312 0.046 6.831 0.000 Accepted 

EW -> WM 0.229 0.048 4.746 0.000 Accepted 

IWA -> WM 0.411 0.047 8.842 0.000 Accepted 

WM -> JS 0.551 0.043 12.870 0.000 Accepted 
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Table 4: Mediation Results 

 Relation Beta STD T Value P Values Decision 

ET -> WM -> JS 0.172 0.028 6.111 0.000 Accepted 

EW -> WM -> JS 0.126 0.029 4.414 0.000 Accepted 

IWA -> WM -> JS 0.227 0.034 6.679 0.000 Accepted 

 

4. Conclusion 

In summary, the objective of this study was to investigate the complex interconnections between employee 

rewards, training, Islamic work accommodation, work motivation, and job satisfaction within the organizational 

setting in the banking sector. After conducting a comprehensive literature search and empirical analysis, several 

significant findings have surfaced, providing insight into the intricate interaction of these variables. 

The study found a statistically substantial and favorable correlation between employee rewards and work 

satisfaction. The findings of the study indicate that there is a clear correlation between employees' perception of 
receiving appropriate recognition and rewards for their efforts and contributions and an increase in their overall 

job satisfaction. This highlights the need to implement a meticulously designed system of incentives in cultivating 

a constructive workplace atmosphere. 

Additionally, the study revealed that training has a vital role in shaping job happiness. Employees who were 

provided with ongoing training (professional as well ethical) opportunities reported feeling better prepared to 

fulfill their job tasks, resulting in heightened levels of job satisfaction. The results emphasize the need to allocate 

resources toward employee development initiatives to improve overall job satisfaction and performance in the 

banking industry. 

Additionally, the present study investigated the mediating effect of work motivation on the association between 

employee rewards, training, Islamic work accommodation, and job satisfaction. The findings of the study suggest 

that work motivation serves as a crucial mediator, elucidating the mechanisms by which these elements impact 
job satisfaction. This underscores the imperative for organizations to not solely prioritize tangible incentives and 

training, but also to comprehend and cultivate the intrinsic motivation of their employees. 

Furthermore, the study investigated the effects of accommodating Islamic practices in the workplace on 

individuals' levels of job satisfaction. The results indicated that individuals who saw their work environment as 

supportive of Islamic principles demonstrated increased levels of job satisfaction. This statement underscores the 

significance of establishing a work atmosphere that is inclusive and culturally aware. 

Based on the aforementioned research outcomes, it is recommended that organizations embrace a comprehensive 

strategy toward enhancing employee happiness. This can be achieved by the incorporation of efficient incentive 

mechanisms, ongoing training initiatives, and the provision of suitable accommodations for varied cultural and 

religious requirements, including those about Islamic work practices. The recognition and cultivation of intrinsic 

motivation are crucial, as they serve as a pivotal intermediary in the correlation between different organizational 

elements and job satisfaction. 
The present study offers significant contributions to the current body of literature; yet, it is crucial to recognize 

and address certain limitations. Subsequent investigations may further analyze particular sectors or cultural 

environments to attain a more intricate comprehension of the relationships examined within this study. 

Furthermore, it would be beneficial to undertake longitudinal studies to evaluate the long-term sustainability of 

the reported effects. 

The results of this study hold practical significance for organizations aiming to improve employee job satisfaction. 

Organizations can develop focused tactics to establish a good and rewarding work environment for their 

employees by comprehending the mediating function of work motivation and the interrelationships among 

employee rewards, training, and Islamic work accommodation. 
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