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ABSTRACT 

 

 

Demand for Islamic Finance human capital is on uptrend in tandem with a rapidly growing 

industry. In Malaysia, Islamic Finance move forward to be more competitive and 

sophisticated. Tremendous effort has been executed by the government to enrich Islamic 

Finance knowledge and skills. In line with that, this survey aims to examine the 

employability rate on Islamic Banking and Finance (IBF) graduates of Kolej Universiti Islam 

Antarabangsa Selangor (KUIS). The surveys also attempt to obtain response and views from 

the IBF graduates that will be used to refine and strengthen the existing course structure. Data 

is collected based on the quantitative data and the finding focus on the graduates’ skills and 

attitudes, competency, salaries and their perceptions toward IBF program. Finding show the 

descriptive explanation on the effectiveness of the program towards their personal and career 

development. The study further recommends that the IBF program need to be refined to 

facilitate the current market demand in the Islamic Finance industry. 
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INTRODUCTION 
Globally, the financial services sector contributes the highest earnings and stimulates a 

country’s economic growth. According to the annual report of the Economic Transformation 

Programme (ETP), 11.6% gross domestic product in Malaysia has been contributed by the 

financial service sector. Due to the current economic reality with strict regulations, 

technology enhancement, digital revolution and lifestyle changes, has make a greater 

emphasis on creating a competent Islamic Finance Services Industry (IFSI). At present, 
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Islamic Finance contributes 11% of total employment to the IFSI worldwide and estimated 

workforce required by 2020 is around one (1) million professionals.  

 

Islamic finance education rests an important agenda incorporated in the 10
th

 Malaysia Plan as 

an effort towards developing Malaysia as an International Islamic financial education hub. 

According to BNM Financial Sector Blue-print 2011-2020, the market of IFSI suggests that 

56,000 workforces need to be employed by 2020. Similarly, in Africa, the industry also 

requires a talent to fill in the roles of Islamic Finance as it would contribute to employment 

and economic growth. Talent is expected to have a knowledge combination of finance, 

economics and Shariah principles, while being self-motivated, innovative and creative 

enough to lead the industry. It is reported that 6% of the global Islamic finance education and 

knowledge service providers hosted by Sub-Saharan Africa.  

 

Apart from that, Centre for Excellence in Islamic Banking and Finance in Dubai has been 

established in 2013 which enable students to pursue masters and foundation certificates in 

Islamic banking and finance. The main aim is to support the expansion of Islamic banking 

and finance talent for Dubai and the global arena. In Malaysia, student enrolment in Islamic 

Finance programme will increase from 6,000 students to 54,000 to accommodate the market 

demand (ETP, EFF7, 2013). The Asian region contributes approximately 43% of the global 

Islamic Finance education and knowledge service providers.  Malaysia is the second highest 

Islamic Finance provider, ranks behind Pakistan. There are 44 programs offered by Islamic 

finance education providers in Malaysia, including public universities and private colleges at 

various levels, from diploma to PhD (MIFER 2015). 

 

To realize the aspirations, the Financial Services Talent Council has been established by 

Central bank of Malaysia. The main concentration of the council is to identify the future 

talent demands of the Malaysian financial sector and endorse strategies to develop, attract, 

retain and deploy domestic and international talent to meet the demand. These can be done 

through continuous education programme, training and engagement with the Financial 

Service Industry (FSI). Despite many concerted efforts spent on Islamic Finance education, 

there are still numerous challenges to be addressed especially in integrating theoretical part, 

practical and training required by IFSI as graduates experience a learning system which is 

more classroom oriented. Thus, this gap will contribute to the shortage of talents in Islamic 

Finance sectors. The fact revealed that the Islamic Finance industry is conquered by 

practitioners who are 90% trained and expert in conventional finance industry with only a 

10% understanding of Islamic finance (Islamic Finance News, 2015). Due to the changing 

regulation and standard, the industry indeed need for expertise to ensure compliance in these 

areas especially after the 2008/2009 global crisis. 

 

The growing demand to fulfil the Islamic Finance position in any business will provide job 

opportunities for fresh university graduates. Islamic financial professionals need to have the 

essential employability skills as there are market requirements for the jobs in this area. As 

Islamic financial market continued to experience growth, the industry is in the urgent need of 

highly skilled and talented human capital employees that can contribute to the future 

developments and product innovations. This survey focuses on the graduate’s responses in 

relevant field of IBF programme offered by KUIS. First, to identify the time spent to finding 

a job. Second, to analyse the graduate’s competency, ability and attitudes. Third, to identify 

the perception towards IBF programme. These inputs will assist the faculty to identify and 

examine the effectiveness and viability of the programme. 
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LITERATURE REVIEW 
Rapid changes in the economics and current technologies really need skilled and 

knowledgeable workforce to drive the organization as well as the industry forward. Fresh 

graduates as we know must compete with the experience workers in the industry, hence best 

skill workforce must have essential skills, abilities, knowledge and good values to be 

employed by the organization. According to Pillai et al. 2012, explain employability skills as 

a set of skills, knowledge and personal attributes that make an individual more likely to 

secure and be successful in their chosen occupation(s) to the benefit of themselves, the 

workforce, the community and the economy’. Graduates who possess the set of 

characteristics such as skills, understanding and personal attributes are seemed to gain 

employment and be successful in their career. Indeed, they can contribute the development of 

the society and economy as a whole (Huda et al., 2016). 

 

Graduates nowadays are not only expected to excel in academic but at the same time must be 

equipped with soft skills. Plethora of researchers found that the highest ranking of 

employability skills was interpersonal skills. Interpersonal skills comprise of the ability of 

working in a team, working with cultural diversity and negotiation. Other important 

capabilities are thinking, resource skills, personal qualities/values, system and technology 

skills, basic skills, and information skills. Employers can also assess graduates using these 

characteristics before joining a workforce (Rasul et al., 2010; Islam et al., 2013). 

 

The definition of work skill does not only limit to the academic and technical skill, but can be 

broadened including attitudes and habit to gain employment and progress with the 

organization. In fact, graduates are required to possess more than academic performance, they 

must also be equipped with good personality, presentable and excellent communication skills 

(Ismail et al., 2011). The process of education programme requires certain quality for a better 

out come after graduation. Thus, graduates must develop themselves with variety of 

interpersonal and manageable skills to be able to adapt to rapid changing industry 

environment and organizational requirements as academic programs mostly social sciences, 

is not offering particular skills (Kayadibi, 2010). 

 

Another important factor that contributes to the unemployment of graduates is their skills and 

abilities competency (Islam et al., 2013). The idea of competency was first highlighted by 

Prof David McClelland, a psychologist who has confidence in it to be a much relevant 

concept compared to intelligence (Ali et al., 2016). Generally, competency can be 

summarized as human abilities include knowledge, ability, social roles and skills to complete 

certain tasks in an organization towards its sustainability. These abilities will assist individual 

to get superior performance in job (Husna et al., 2012).  

 

According to job matching theory, a graduate should possess a competency level or 

qualification required by employers. Otherwise it will give a negative impact on productivity, 

wages and possibility of getting a job. The core fact of the job match theory is that the 

capabilities of the graduates to utilize their knowledge, skills and attitude at workplace. 

Indeed, job matching theory also explain on the unemployment will emerge if the 

competencies and skill of the graduates are mismatch with the employer’s requirements 

(Ismail et al., 2011). In recent years, where many tasks are inter-reliant, graduates need to be 

more multitasking and blend a soft skills and hard skills. From the banking perspectives, the 

institution really needs a staff that can assist customers in making wise decision products as 

well as the matter of banking daily operation (Husna et al., 2012).  
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The development of competencies has significantly required concerted effort from the higher 

education program. In Africa, several measurements have been implemented to drive 

competency in Islamic Finance industry. This among others, might include curriculum 

design, learner training and support, educational resources, programme mentoring and 

continual improvement of the programme (www.mifc.com). Apparently, as explained, the 

role of human resource in any organization is very crucial especially in term of competency. 

Islamic Finance industry in Indonesia has stress on the important of soft skill competencies 

rather than hard skill. Result of explanatory study stated that soft skill of human resource of 

Islamic economic and finance are less than other human resource (Huda et al., 2016).  

 

Consistent with the government aspirations, there is some provisions where the higher 

education providers should also provide a relevant program for students to obtain important 

skills and competencies outside the classroom. Indeed, it should be provided throughout the 

students’ degree programme. This will assist them to fully utilize their university tenure to 

ascertain their skill-gap and further cultivate their employability skills (Pillai et al., 2012). 

 

 

METHODOLOGY 
Faculty of Management and Muamalah, KUIS offers several Islamic Banking and Finance 

related programmes under the Department of Accounting and Finance. There are five (5) 

programmes; MS33 Diploma in Islamic Banking, MS41 Diploma in Islamic Financial 

Planning, BB05 Bachelor in Islamic Finance (Banking) (Hons), BB06 Bachelor in Islamic 

Finance (Capital Market) (Hons), and BB07 Bachelor in Islamic Finance (Takaful) (Hons). 

To further this study, survey form has been designed and randomly distributed to the 

graduates of IBF, KUIS to obtain relevant information. Total number of alumni participated 

in this survey is 147.  Most of the respondents were graduated in the year of 2009 to 2016. 

The survey form has been divided into four (4) sections. It begins with demographic 

information, graduate’s skills and attitudes, graduate’s competencies and their perception 

towards IBF programme.  

 

Graduates skill and attitude focused on computational skills, communication skills, 

motivational attitudes, and management skills. Whereas graduate’s competencies emphasis 

on the ability to learn new things, analytical thinking skill, and problem solving. Graduates 

skill and competencies are measured using scale excellent, good, average, fair and poor. 

Respondent were also required to respond on the IBF programme in term of whether the 

content of the program relevant and meet their expectation and market demand. The result of 

this survey enlightens significant findings in improving, refining and strengthening the 

existing program content as well as teaching and learning process in line with the market 

demand and industry requirements. 

 

 

FINDINGS AND DISCUSSION 
Among of the 147 respondents, 38.8% are males and 61.2% are females. Approximately 

43.5% of the respondent’s age is between 25 to 28 years, 32% respondents are between 22 to 

24 years old, 12.2% respondents are between 20 to 21 and 29 to 32 year old respectively. 
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Table 1: Nationality of Respondent 

___________________________________________________________________________________ 

  Country     Respondent (%)   

________________________________________________________________________________________ 

Indonesia     1.4 

Malaysia     87.1    

Maldives     0.7 

Singapore     0.7 

South Africa     1.4 

________________________________________________________________________________________ 

 
 

Table 2: Program Offered 

________________________________________________________________________________________ 

  Program     Respondent (%)   

________________________________________________________________________________________ 

MS33      51.0 

MS42      43.5    

BB05      38.8 

BB06      2.7 

BB07      4.1 

________________________________________________________________________________________ 

Table 1 shows 87.1%, majority of the IBF graduates are from Malaysia. Other countries are 

Indonesia and South Africa with 1.4% respectively. The lowest are Maldives and Singapore, 

0.7%. Table 2 depicts 51% and 43.5% of the respondents graduated from Diploma in Islamic 

Banking (MS33) and Diploma in Islamic Financial Planning (MS42) respectively. Obviously, 

Degree in Islamic Finance (Banking) Hon (BB05) consists of 38.8%.  

 
Table 3: Respondent Employment Status 

________________________________________________________________________________________ 

  Employment Status     Respondent (%)   

________________________________________________________________________________________ 

Full time permanent job     38.1 

Full time contract job     12.2    

Part timer      2.7 

Still looking for a job     12.2 

Looking after children     0.7 

Entrepreneur/ Business     11.6 

Studying      22.4 

________________________________________________________________________________________ 

 

 
Table 4: Time Spent Finding a Job 

________________________________________________________________________________________ 

  Employment Status     Respondent (%)   

________________________________________________________________________________________ 

Right after the internship     70.7 

Within 3 – 6 months of graduation    17.7    

Within 7 months to a year of graduation   4.1 

Within 1 – 2 years of graduation    5.4 

> 2 years of graduation     2.0 

________________________________________________________________________________________ 

 

Table 3 shows the respondents current employment status. Among of 147 graduates, 38.1% 

employed with full time permanent job which indicates positive employability among IBF 

KUIS graduates. Respondents are being employed by several well-known banking 

institutions such as Bank Islam Malaysia Berhad (BIMB), Bank Muamalat, Maybank Berhad 

(MBB), Hong Leong Bank Berhad, Bank of Tokyo, RHB Bank, Bank Rakyat and CIMB 
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Bank. Besides that, the respondent also attached with other important organizations namely, 

PERKESO, Telekom Malaysia, Lembaga Zakat Selangor (LZS) and Employees Provident 

Fund (EPF). Fresh graduates also take an opportunity to attach with Skim Latihan 1 Malaysia 

(SL1M) introduced by the government of Malaysia, while waiting for other employment. 

Among of the institutions that offers SL1M are Tabung Haji and Maybank Berhad. 

 

Yet still 12.2% of the respondents employed with full time but contract basis. In addition, 

11.6% of them are running their own business such as boutiques, event Management 

Company and training and consultancy. Among of them, 22.4% of the respondents still 

pursue their study at various universities. Only 0.7% decided to look after their children after 

graduation and married. Indeed, most of the graduates do not need to wait such a long time to 

get employed. As depicted in Table 4, 70.7% respondents manage to find a job right after the 

internship end. Among of them, 17.7% are able to find a job within three to six months after 

graduation. Only 2% of the respondents spent more than two years to get an employment. 

As demonstrates in Figure 1, majority of the respondents, 60.5% received a salary between 

RM1000 to RM2000 a month. But for business owner they managed to earn more than 

RM5000 per month representing only 6.1% from the overall respondents. Survey also shows 

that, 18.4% of the respondents able to earn RM2001 to RM3000 per month. 

 
Figure 1: Average Monthly Income  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Part II measures the graduate’s skills and competencies based on listed item. Among of 147 

respondents, 48.3% of them are excellent in the ability of using various channels of 

communication technologies. On the other hand, 51% of the graduate scores good in terms of 

formal and informal communication with different level of people. As expected only 12.2% 

of the graduates able to fluently communicate in English language, while 1.4% of them are 

poor in these criteria. Majority of the respondents scored good for each item asked. They 

scored 51% both for the ability to identify problems and evaluate solution and able to give 

constructive feedback. Table 5 shows the details of scores from the respondents. 

 
Table 5: Graduates Skills and Attitude 

________________________________________________________________________________________ 

Items       Scales (%)  

       1 2 3 4 5 

________________________________________________________________________________________ 

a. Able to share information using various communication 48.3 40.8 10.9 0.0 0.0 

technologies, like voice mail, e-mail and computers 

b. Able to communicate formally and informally   33.0 51.0 15.0 0.7 0.0 

with people from different background 

c. Able to speak fluently in English   12.2 49.0 33.3 4.1 1.4 
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d. Able to motivate and inspire others   22.4 46.3 27.9 2.7 0.7 

e. Able to plan, coordinate and manage any project   22.4 53.1 19.0 4.8 0.7 

effectively 

f. Able to work independently    38.1 47.6 13.6 0.7 0.0 

g. Identify problems and evaluate solutions   26.5 51.0 19.0 3.4 0.0 

h. Enjoy working as part of a team    51.0 37.4 11.6 0.0 0.0 

i. A person who likes to take responsibility   41.8 47.0 11.6 0.7 0.0 

j. Able to listen and give constructive feedback  38.1 51.0 10.9 0.0 0.0 

________________________________________________________________________________________ 

Notes: The scales are defined as follows: 1=Excellent; 2=Good; 3=Average; 4=Fair, 5=Poor. 

 

Part III of the survey obtained information on the graduate’s competencies. Obviously, 64.6% 

(excellent) of the respondents are able and willing to learn new things but only 38% of them 

managed to identify the room for improvement.  As for other items, respondents scored the 

highest percentage at the scale of good. Only 55.1% of the respondents are capable to plan 

and manage their resources to achieve goals, while 0.7% of them scored poor. In the other 

viewpoint, only 50% scored good for their expertise in field of working. This mean a lot of 

improvements need to be considered by the graduates to further develop and strengthen 

themselves with competencies required by the employers. Respondents also scored low 

percentage on the ability of problem solving with only 21.1% of them are categorized as 

excellent.  Table 6 depicts the detail of the respondent’s feedback.  
 

Table 6: Graduates Competency 

________________________________________________________________________________________ 

Items       Scales (%)  

       1 2 3 4 5 

________________________________________________________________________________________ 

a. Able to learn and willing to learn new things  64.6 32.7 2.7 0.0 0.0 

b. Personal skills to improve    38.1 53.7 8.2 0.0 0.0 

c. Oriented person     25.2 61.2 13.6 0.0 0.0 

d. Plan and manage time, money and other resources  31.3 55.1 12.9 0.7 0.0 

to achieve goals    

e. Flexible at working place    40.8 49.0 10.2 0.0 0.0 

f. Have a good analytical thinking skill   22.4 54.4 20.4 2.7 0.0 

g. Good in problem solving    21.1 51.0 25.9 2.0 0.0 

h. Energetic and passionate    33.3 49.0 17.0 0.7 0.0 

i. Not afraid to be creative when solving problems  30.0 45.6 20.4 4.1 0.0 

j. Expert in field of working    21.1 50.0 27.2 1.4 0.7 

________________________________________________________________________________________ 

Notes: The scales are defined as follows: 1=Excellent; 2=Good; 3=Average; 4=Fair, 5=Poor. 

Respondent were also required to provide their perception toward IBF program whether it’s 

relevant to business, personal, professional and academic development. As for the 

respondents themselves, 59.2% agreed that the IBF program was relevant to the academic 

development. Only 23.1% agreed that the content of the IBF program relevant to their 

business maneuver.  

 

Overall, among 147 respondents, 39.5% of them are moderately agreed that the IBF program 

meet their expectation. While 36.7% and 22.4% are strongly agree and agree respectively. In 

addition, 68.9% of the respondents provide their views that all IBF program offered by KUIS 

are suitable to the market demand. Surprisingly, respondents from Singapore mentioned that 

IBF content is not suitable to the market demand as quite tough for them to find a job that 

suits with qualification. Although Singapore has significantly liquid and deep capital market, 

but the lack of retail transaction due to small Muslim population and regulatory support make 

it challenge for the industry to sustain.   
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CONCLUSION AND RECOMMENDATIONS 
As the conclusion, the overall respondents are satisfied with the IBF program content. 

However, there is still a room for an improvement to further refine the IBF program to meet 

the demand. In other viewpoints, the cooperation among education providers and the industry 

is very crucial to develop a complete curriculum and minimized the mismatch between the 

graduates produced and the skills required by the industry. Indeed, higher education provider 

should encourage students to involve in extracurricular activities to enrich their skills, both 

soft skills and hard skills.  

 

Employability of graduates is not only depending on academic achievement alone, but also 

required numerous combinations of soft skills and hard skills to prepare themselves with the 

industry requirements. For them to face the challenging economic and real working 

environment, fresh graduates should encounter themselves with a set of competencies such as 

communication, time management, analytical and decision-making skills as well as English 

language competency. Besides that, the graduates must also accommodate themselves with 

updated professional qualification as it would be a value added to get a job and achieve 

superior performance in any organization. Graduates also should have an initiative to prepare 

themselves with all required skills by the industry to compete with well experience workers 

in the industry.  

 

Based on the survey also, they are some suggestions from respondents on how to improve the 

quality of the IBF program. There are seven (7) useful comments have been summarized and 

will be embedded in program refinement to further strengthen the existing IBF program 

content. First, expose them to case study on the real-life issues. Second, concerted effort on 

the strengthening the communication skills including English as a medium of instructions to 

the students. Third, greater emphasis on industry engagement/ linkages and knowledge 

sharing with relevant market players. Fourth, encourage student to enroll in relevant 

professional certificate such as Islamic Financial Planner (IFP) and Certified Islamic 

Financial Planner (CIFP). Fifth, should integrate business skills and knowledge in the IBF 

course. Sixth, higher education provider must improvise and ensure the quality of teaching 

and learning methods as it will equip graduates to deal with the real working conditions. 

Seventh, education provider must consider upgrading the facilities and better information 

management system to facilitate the students learning process.  
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