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Abstract 

Employee engagement is crucial to organizations as it affects the company 
reputation and employee’s motivation. Leadership is also being considered as a key 
factor for the success of any organization. In this study, we attempt examine the 
relationships between qualities of Islamic leadership and employee engagement. 
Using a correlational study design, 150 government officers took part in the survey. 
Data was analysed for factor analysis, reliability and validity. The results of the 
structural equation modelling suggest Islamic leadership style, measured as 
truthfulness (Siddiq), trustworthiness (Amanah), advocacy (Tabligh) and wisdom 
(Fathonah) are significance to employee engagement. The findings contribute to the 
understanding of emphasizing on the role of Islamic leadership approaches in 
organization. As leadership styles are important but vary, we suggest future research 
to evaluate the different leadership requirements for various management needs. 

Keywords - Islamic leadership, employee engagement, leadership style, human 
resource management 

 
INTRODUCTION 

Employee engagement is the extent to which employees are motivated to contribute 
to organizational success, and are willing to apply discretionary effort (extra time, 
brainpower and effort) to accomplishing tasks that are important to the achievement 
of organizational goals (Kexa, 2013). Employee engagement is a complex concept. 
However, it has been extensively studied during the last decades and the findings 
consistently suggest employees to be a very important aspect in the profitability of 
business and the success of human resource management (Vance, 2006; Burn, 
2016). 

While previous research have investigated factors that relate to employee 
engagement, how leadership styles explain engagement has become one of the 
concerns. Leaders’ styles might differ from emotional intelligence style to 
transformational to Islamic approach. Nevertheless the leading roles and agenda are 
similar. One of the growing approaches is Islamic leadership style. Dianto (2015) 
identified important leadership traits from the Islamic perspective, which are also 
applicable for the managerial leaders in any types of organizations. The traits are 
truthfulness (Siddiq), trustworthiness (Amanah), advocacy (Tabligh), and also 
wisdom (Fathonah). While the Islamic teaching emphasizes on the four components 
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to be practiced by all Muslims, Haddara and Enanny (2009) and Syed and Farid 
(2009) believed these traits are substantial to all leaders in organizations, thus 
creating opportunities to examine their roles in the context of employee engagement. 
As previous studies have provided less emphasize on Islamic leadership approach in 
organization, this study attempts to examine the relationships between the four traits 
of Islamic leadership style and employee engagement. 

 
LITERATURE REVIEW 

Employee Engagement 
Employee engagement is a concept that has become increasingly merged into the 
thought of manager (Saks and Gruman, 2011). It is a correlative relationship 
between employees and organization that aims to accomplish the goals or objectives 
by having an interest and enthusiasm for the implementation of the commitment. 
Zajkowska (2012) indicates appreciation is crucial for retention, yet a study by 
Development Dimensions International (2011) concluded only 19% of the 
organizations’ employees are highly engaged. To build up engagement among 
employees, several researches claim one of the critical factors is to relate how 
leaders of the organization lead the employees. Mani (2011) concluded the stronger 
the connection exists among employees and the managers, the stronger the 
employee commitment. 

Leadership Traits from the Islamic Perspective 
The creation of Adam (a.s) and Hawa with the Prophet Adam (a.s) became the 
messenger and the first Prophet of Allah (s.w.t) send to mankind set the beginning of 
the leadership in Islam. Since then, it is mushrooming and has continued as the 
cornerstone toward the Islam civilization progress (Azman, Nurrul, Hasan, Wan, & 
Raja, 2015). Ahmad (2011) asserted that in Islamic perspective, leadership implies 
the process of coaching and inspiring those voluntary individuals in an attempt to 
accomplish a clear-cut shared vision. Moreover, a leader in Islam is not free to act as 
he does, nor chooses he subjected to any group and their wishes. His act is 
committed only for the implementation of Allah’s laws on earth. As said by Allah in 
the Quran, “And We made them leaders guiding men by Our command and We sent 
inspiration to do good deeds, to establish regular prayers, and to practice regular 
charity; and they constantly served Us only” Qur’an Al-‘Anbyā’. Leadership is closely 
related to Prophet attributes whereby it consists of truthfulness (Siddiq), 
trustworthiness (Amanah), advocacy (Tabligh) and wisdom (Fathonah). Therefore, in 
Islam the central of leadership demanding all deeds is done on the name of Allah, 
the community of Muslim and also the humankind (Dianto, 2015). 

 
Truthfulness (Siddiq) 

Dubrin (2007) found that truthfulness is one of the critical factors, which is necessary 
for improving employee engagement. Truthfulness is the single most important 
“building block” in the leader-follower relationship. Hawwa (2012) stated that truthful 
is the consistency between words and deeds. To many people, truthfulness is the 
same as sincerity, honesty, integrity, frankness and openness. Though  some 
leaders do not consciously realize it, truthfulness includes not only telling the truth, 
but also leaving the right impression (Einstein, 2015). It is critical for the 
organizations to build solid trust among the leaders and followers. Leaders who 
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challenge the employees to engage in decision-making will result in a positive 
outcome even at the lowest level in the organization. 

 
Trustworthiness (Amanah) 

Azman and Hayati (2015) stated that since the existence of Islam, trust has become 
an essential element of responsibility toward the mankind around the world. Arif and 
Ahmed (2015) elaborated trust as the vulnerable understanding happened among 
two persons, which cannot be exploited yet is considered as a respectful and a safe 
relationship. Nowadays, the need for trustworthiness is greater than ever which 
includes the need in business and the need of humans. Arif and Ahmed (2015) found 
that expectation reflects the person’s need, relational and the business needs. In 
addition, Azman and Hayati (2015) stated that when the relational needs of 
employee are met, the growth of trust is expected between leaders and co-workers 
also among co-workers and the engagement of employee and collaboration. 

 
Advocacy (Tabligh) 

The survival of business in an organization depends on the application and creation 
of new knowledge. Mohd and Nuradli (2008) mention in their study that advocacy 
refers to the sincerity in conveying something. In addition, advocacy has been 
explained as being at the heart of management (Dalrymple & Boylan, 2013). Leaders 
can become as a role model or an ideal example to the employees. He should 
project the property, behavior, or the necessary skills to his followers. Dalrymple and 
Boylan (2013) agree that a role model is able to provide a concrete instruction 
towards the followers on what to accomplish and this can enhance the employee 
engagement in the specific organization. 

 
Wisdom (Fathonah) 

Ballin (2015) describes wisdom as the leader’s ability to think and act by utilizing the 
aspects of knowledge, understanding, common sense, experience, and insight. 
Wisdom makes an individual speak and think with wisdom, able to plan properly, far- 
sighted, and able to solve problems faced. A leader is demanded to be wiser than 
those he leads (Khara, 2012). Leaders love to see employees who are wise so he 
must have the practical characteristics to increase the confidence and build 
employee engagement. This is important in order to boost employee commitment, 
employee productivity, and also employee performance towards the organization 
(Ballin, 2015). 

 
The Relationship between Leadership Traits from the Islamic Perspective and 
Employee Engagement 

In essence, leadership can be characterized as the influential process of the 
activities to achieve the objectives by an organized group (Mansoor, 2012). 
Leadership style is important to encourage employee engagement (Kala, 2014). 
When employees end up to leave their company, the fact is they are actually leaving 
the managers and not their company. Assumptions about the practices of leadership 
have huge impact in the intentions of the respective employees to quit (Laura, 2013). 
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Hence, it is applicable for the individual in an organization to assume that the traits of 
leadership is significantly linked with the employee engagement within an 
organization. Aryee and Walumbwa (2012) found that there is a significant 
relationship between leadership traits and employee engagement. Therefore, based 
on the literature and the above discussion, we offer the following hypotheses: 

 
 

H1 : There is a relationship between truthfulness (Siddiq) and employee 
engagement 

H2 : There is a relationship between trustworthiness (Amanah) and 
employee engagement 

H3 : There is a relationship between advocacy (Tabligh) and employee 
engagement 

H4 : There is a relationship between wisdom (Fathonah) and employee 
engagement 

 
RESEARCH METHODOLOGY 

Employing the correlational research and convenient sampling technique, data was 
collected from 150 employees from various government offices in Putrajaya, which is 
the administration city of Malaysia. Based on Osborne (2004) who suggested for 
subject to variable ratio of 15:1 or 30:1 when generalization is critical, the number of 
sample is adequate. The items were adopted from Bates (2004) and Jing (2009). 
The face and content validation procedures were performed by two academics who 
are expert in human resource and organizational management studies. Prior to the 
actual data collection, a pilot study was conducted to ensure the items were 
understood by the respondents and to ensure for the consistency and stability of the 
instrument. The results of the internal consistency test show all Cronbach’s alpha 
scores were above 0.700, indicating for items consistency assumptions are met. 

 
Demographic Profiles 

Comparing between gender, 27.3% of the respondents were male and the other 
72.7% were females. Based on the age distribution, it was observed that the highest 
percentages of the respondents was from the age group of between 31 – 40 years 
old (49.3%) while those aged above 51 contributed to the lowest percentage (10%). 
Thirty seven per cent of the respondents have been working between 6 to 10 years. 
Majority of them have high school diploma as the highest academic qualification. 

 
Normality Analysis, Factor Analysis and Reliability Test 

Two methods were performed for assessing the validity of the instrument. First, a 
principal component analysis as a procedure of exploratory factor analysis was 
conducted. All items measuring leadership traits were loaded using the principal axis 
factoring and Varimax with Kaiser Normalization rotation. The results produced a 
total variance of 69.929%. The KMO of .945 indicated factor analysis was 
appropriate. The MSA>0.5 suggested all variables should be included in the factor 
analysis, and the Bartlett’s test is significant, implying the variables were correlated. 
Following Beavers et al (2013), only items with a loading of .40 or greater are 
considered. All item loadings surpassed the required cut-off level of 0.60. The 
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instrument was also checked for its reliability. The cronbach’s alpha scores of above 
0.70 indicated the items were reliable. Table 1 shows the results of the exploratory 
factor loadings and the internal consistency score. 

Further analyses on the instrument validity were performed to assess the convergent 
validity, composite reliability and discriminant validity. The instrument was also 
checked for its reliability. The cronbach’s alpha scores indicated the questionnaire 
was reliable (Hair et al., 2010). Thus, the data can be used for further analyses. 

 
TABLE 1 : Factor Loadings and Items Reliability Score 
Items Component   

 1 2 3 4 
Truthfulness .899    

My leader demonstrates ability to see beauty, worth, dignity and 
uniqueness of self and others 

.829    

My leader demonstrates high integrity and honesty .728    
My leader admits personal limitations and mistakes .821    
My leader says what they mean, and mean what they say .813    
My leader is open to receiving criticism and challenge from others .856    
Trustworthiness  .924   
My leader listens to my conscience  .840   
My leader is trustworthy  .821   
My leader anticipates the needs of others  .855   
My leader has always been completely fair to others  .877   
My leader would never cheat on my job task  .648   

My leader accepts people as they are  .864   

Advocacy   .935  
My leader acts as a mentor, guide and coach   .834  
My leader aims to lead by example   .891  
My leader sets out expectation clearly   .809  
My leader communicates and listen well and also accepts feedback   .849  
My leader is good at providing guidance and support to enable employees 
to deliver to their full potential 

  .863  

My leader respect others   .793  
Wisdom    .926 
My leader views conflict as an opportunity to learn and grow    .827 
My leader knows how to get along with people    .830 
My leader is clear on the key goals of the organization    .827 
My leader knows the direction of the organization in the future    .816 
My leader maintains high ethical standards    .827 
My leader is able to work well together in teams    .812 

 
RESULT AND DISCUSSION 

The Measurement Model 

The data was analysed using Structural Equation Modeling through AMOS ver 21. A 
bootstrapping method of 200 resamples was used to determine the significance level 
of the loadings, weights and path coefficient. The measurement analysis began with 
the assessment of the convergent and discriminant analyses. The loadings of 
confirmatory factor analysis yield the results of the items exceeded the 
recommended value of 0.6. Two sets of convergent analyses were run in order to 
assess the composite reliability and average variance extracted values. The 
composite reliability values which is to show the degree to which the items indicated 
the latent construct, ranged from .906 to .943. Hence, the composite reliability 
requirements are met since the values exceeded the recommended value of 0.7. In 
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addition, the average variance extracted values were in the range of .657 to .733. 
The next procedure was to assess the discriminant validity by examining the 
correlations between constructs and their square root of the average variance 
extracted. Based on the correlational results, he highest association is between 
wisdom and employee engagement (r=.408, p < .05) followed by the association 
between advocacy and engagement (r=.363, p<.05). The results are shown in Table 
2. 

 
TABLE 2 : Correlation, convergent and discriminant analyses 

Correlation of constructs 
Constructs 1 2 3 4 5 CR AVE 
Truthfulness (1) 0.812     .906 .660 
Trustworthiness (2) 0.870 0.819    .924 .671 
Advocacy (3) 0.822 0.908 0.839   .934 .704 
Wisdom (4) 0.829 0.887 0.967 0.811  .920 .657 
Employee Engagement (5) 0.332 0.290 0.363 0.408 0.856 .943 .733 

 
The Structural Model 

Structural equation modeling was run to test the hypotheses. Table 3 shows the 
results of the path analysis. The results suggest for the significant relationships 
between all the leadership trait constructs and employee engagement. The strongest 
relationship is between wisdom and employee engagement (ß = .395, t=4.593) 
followed by advocacy (ß = .360, t=4.178). Comparing between leader’s truthfulness 
and leader’s trustworthiness, the former makes a stronger contributing factor (ß = 
.349, t=3.732) than the latter (ß = .295, t=3.433) than the latter. All of the leader’s 
traits contribute to 45.2% variance in the employee engagement. 

 
TABLE 3: Results of hypothesis testing 
Hypoth 
eses 

Path R2 Standard 
Path 
Coefficient 

C.R Standard 
Error 

H1 Truthfulness à Employee .45 .349 3.73 .180 
 Engagement 2  2  

H2 Trustworthinessà Employee  .295 3.43 .102 
 Engagement  3  

H3 Advocacy à Employee  .360 4.17 .112 
 Engagement   8  

H4 Wisdom à Employee  .395 4.59 .106 
 Engagement   3  

 
Discussion 

In this study, four traits of leaders are playing the roles in determining the employee 
engagement. First, solid trust between leaders and employees is important for 
building the engagement. To many people, truthfulness is similar as sincerity, 
honesty, integrity, frankness and openness. Though some leaders don’t consciously 
recognize it, truthfulness includes not only telling the truth, but also leaving the right 
consequence (Einstein, 2015). Islam grants that leader’s ability to be trusted is an 
essential element, of responsibility toward the mankind around the world. Leaders 
who challenge the employees in the organization to engage in the decision-making 
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will result in a positive outcome. Before a person becomes a leader, he must respect 
and love the truth, wants a righteous life and wants the truth to be established. When 
a leader possesses the personality and characteristics of truthfulness, it will be 
beneficial and give positive impact to the employee productivity, employee 
performance, and also employee engagement. 

Second, trustworthiness is significant to employee engagement. One of the means to 
portray the relationship is by having a trusted communication that could help leaders 
to understand and know the people in the organization even better. Similarly, leaders 
who take employees’ expectations into account during the process of making 
decisions will own the employee respect. Therefore, when the relational needs of 
employees are met, the growth of trust is expected between leaders and co-workers 
also among co-worker, thus building a greater engagement of the employees. 

Third, leader’s ability to convey sincerely is also important. As the role model, setting 
the right platform via his behaviour, act and words is crucial to the followers or the 
people in the organization. Providing concrete instructions clearly, while at the same 
time listens well and accepts feedback from employees are the essence for greater 
engagement. Finally, the presence of courage, integrity, foresight, responsibility, 
receptivity, creativity, and compassion, which are all embedded as the leader’s 
wisdom leads to employee engagement. Wisdom makes a leader to speak and think 
carefully, able to plan properly, far-sighted, and able to look for solutions by viewing 
conflicts as opportunities to learn and grow. 

 
CONCLUSION 

As a conclusion leader’s traits of Islamic leadership style: truthfulness (Siddiq), 
trustworthiness (Amanah), advocacy (Tabligh), and also wisdom (Fathonah) are 
playing significant roles in predicting for employee engagement in organizations. 
Engaged employees feel stronger sense of providing guidance and direction to the 
organization. An organization can obtain most of assets similar to its competitor but 
cannot duplicate the skill, techniques, and talent of the human resources of the 
competitor. In this scenario the concept of employee engagement is very meaningful 
and important. Engaged employees are passionate about the job they do. The 
engaged employees do not only commit and contribute more but are also more loyal 
and therefore less likely to voluntarily leave from the organization. At the same time, 
leaders have the biggest impact to employee engagement. They must be supportive 
and able to provide endless encouragement to develop respectful and meaningful 
relationship with their employees, identify good performance and create work that is 
challenging and has a target, purpose, and objectives. 

Nonetheless, we recommend future related study to investigate how trust is  built 
over time and whether face-to-face communication is the only approach to establish 
and maintain trust. There is also an opportunity to compare between employee 
relationships with business-to-business clients and business-to-consumer publics. 
This is because, today, more organizations are supporting and encouraging their 
employees to blog as a way to build relationship with customers. 
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