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ABSTRACT

Empowerment and training program become a new technique that
makes employees proactive in improving their performance. This
research purpose to observe the appraisal of the Employee
Empowerment and Training programs of zakat in achieving Employee
zakat (Amil) Performance by mediating Islamic Job Satisfaction at the
Zakat Institution (LAZNAS) in Central Java. This research used
guantitative method with a survey approach. The research sample was
180 Amil at 12 LAZNAS, who served in the collection, distribution, and
utilization of zakat with a minimum service period of two years, and had
received training about zakat management. The research sample was
selected through the purposive sampling technique and analyzed with
the Partial Least Square (SEM-PLS). The research findings indicate the
variables Employee Empowerment and Training programs have an
effect toward Islamic Job Satisfaction. Then there is the direct and
indirect effect of the Training programs toward the Amil Performance
at the Zakat Institution (LAZNAS) in Central Java with the mediation of
Islamic Job Satisfaction. Meanwhile, for the effect of the Employee
Empowerment toward Amil Performance, there is no significant in
direct effect. However, there is an indirect effect of the Employee
Empowerment toward Amil Performance at the Zakat Institution
(LAZNAS) in Central Java with the mediating Islamic Job Satisfaction.
This research was expected to be of particular concern to zakat
institutions, especially in the human resources section to help provide
information regarding the importance of empowering and training
program for Amil performance in Zakat Institutions (LAZNAS) to
improve collecting, distributing and utilizing zakat.
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INTRODUCTION

The role of zakat institutions has been widely recognized by Muslim scholars as
institutions capable of managing the potential of zakat Adnan, (2017). Zakat institutions is
much needed for professional zakat management, as well as fair and proportional
distribution Widiastuti et al., (2019). With the potential for zakat increasing from year to
year, as reported by BAZNAS Center of Strategic Studies (PUSKAS BAZNAS), it can be a
reference for zakat institutions in determining the performance of zakat management.

Such as this research to determine how the achievements of the business of zakat
institutions in carry out zakat management activities to realize the potential of zakat.

The potential for zakat in Indonesia based on the Zakat Potential Mapping
Indicator (IPPZ) published by the BAZNAS Center of Strategic Studies (PUSKAS BAZNAS) in
2019 reached IDR 233.8 trillion, which has increased to IDR 327.6 trillion in 2020. The
potential the largest zakat comes from Java Island with a percentage of 65 percent of the
total objects of zakat in Indonesia. The highest zakat potential by province also comes
from provinces on Java Island, especially from Central Java was contribution until 19
percent on distribution zakat in Indonesia BAZNAS, (2020a). Because central java province

have high potential in collecting zakat because it has a majority Muslim population and
relatively good economic conditions BPS, (2019).

The Zakat Institution as a zakat manager that plays an active role in the realization
of zakat in every region in Indonesia. The performance of zakat institutions in Central Java,
including LAZNAS, has a good reputation in the eyes of the public BAZNAS, (2020b).
Institutional management of zakat in Indonesia according to the Law of the Republic of
Indonesia Number 23 of 2011, can be carried out by the Zakat Institution (LAZNAS) as an
independent institution formed by the community to assist BAZNAS in the collection and

distribution of zakat on a national, provincial and district scale Puskas BAZNAS, (2020).

In addition, LAZNAS in the Central Java was able to realize the target of collecting
zakat by 71.59 percent and distributing zakat by 62.46 percent in 2020 BAZNAS, (2020b).
Then based on FOZ data, Amil of LAZNAS turnover in Central Java is in the low or normal

category, which is around 5-10 percent per year, which is said to be high if it exceeds 10
percent Shareef & Atan, (2019). This shows that as of 2020 Amil who works in Central Java
has high job satisfaction.

Managing and building performance is a must, because performance provides
many benefits both from the individual side of employees and organizational leaders
Jouda et al., (2016). The importance of improving employee performance is that it can

clarify the role of employees in achieving the goals that the organization wants Cherif,
(2020). Optimal employee performance is obtained from good quality human resources.
Human resources are very important as the main resource for the organization. So to
improve the effectiveness of employee performance, human resource quality
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development activities are carried out Zainal et al.,(2018). Efforts to improve

organizational performance begin with improving individual performance Sonnentag &
Frese, (2002). Individual performance or organizational context can be called employee
performance. According to Dessler (2016) employee performance reflects the work

achievement of employees in carrying out their responsibilities.

Employee performance in the context of zakat management organizations is the
performance of Amil zakat. Amil is a person or group of people, who are assigned by the
government to manage zakat Fatwa of the Indonesian Ulema Council, (2011). So, in this

research used Amil's performance, which will reflect the work achievements of zakat
institution employees from a process of implementing Amil’s functions in the collection
and distribution of zakat, in accordance with the strategic objectives of the zakat
management organization. According to Wahab & Rahman (2011); Adnan (2017); Hasan
et al (2019); and Ahmad & Rusdianto (2018) the performance of an Amil in managing zakat
is an important concern to determine the extent to which zakat management staff carry

out the mandate that has been given in accordance with the governance of the zakat
organization.

The main problem as well as an obstacle in realizing the optimal performance of
zakat institutions is the low quality and quantity of human resources which causes the
Amil to be underdeveloped in carrying out zakat management tasks KNEKS, (2019). The
quality of human resources for zakat institutions should be the basic capital so that zakat
management can be more advanced and developed so that it can have a significant impact
on poverty alleviation Arif, (2017). So it is necessary to strengthen the practice of
developing human resources to form Amil who is professional, competent, and has high
integrity Adnan, (2017), which will later affect Amil’s performance improvement. Because
the determination of the Amil determines is the success of the zakat institution. According
to Hasan et al. (2019) in their research, Hasan et al (2019) proposed for zakat organizations

to focus more on human resource development activities, namely the implementation and
strengthening of job training functions.

Job training for Amil is an important effort to help employees gain knowledge and
abilities, as well as help them master skills related to their current job Azmi, (2015). So
that job training can improve employee performance, according to research by Hadjri et
al. (2019); Jouda et al. (2016); dan Ramya (2016). However, there are differences in
research results regarding the effect of training on employee performance, namely Shafig
& Hamza (2018) dan Rowland et al. (2017) that job training for employees does not affect

improving employee performance.
Apart from training, to support increasing employee competency, an effective way
to become a new technique for making employees proactive and independent is employee
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empowerment Brown & Harvey, (2006). This has been proven by research by Qayyum et

al., (2019) dan Kundu et al., (2019) that employee empowerment can influence employee

performance. However, in contrast to Humborstad et al. (2014) who obtained research

findings that were not significant.

Not only with training and empowerment, this research also seeks to examine
increasing the effectiveness of employee performance by measuring Amil's response to
his current job. As the results of research by Al-Fakeh et al. (2020) that job satisfaction has

an impact on increasing employee performance. Then according to research by Nuryanti
et al. (2018) that job satisfaction can be influenced by efforts to increase employee
abilities and knowledge. It can be said that maximum employee self-development
activities will give employees a positive response to their work. This is supported by
research by Ocen et al. (2017) that training can influence the level of job satisfaction. And

employee empowerment can also increase employees' feelings of satisfaction while
working, which has been proven by Idris et al. (2018).

As explained above, studies that discuss the practice of human resource
management, especially on job training and employee empowerment, in improving
employee performance have been carried out by several previous studies in the scope of
business or commercial institutions, while the discussion of employee performance in
public institutions such as zakat management institutions still limited. And the concept
underlying this research is zakat institutions, have optimized their role as zakat managers,
so that the potential of zakat can be realized through strengthening human resources,
namely job training related to zakat management and empowering employees to improve
Amil's performance by mediating Islamic job satisfaction. Thus, this study tries to fill the
gap and develop previous research regarding achieving Amil performance at the Zakat
Institution.

LITERATURE REVIEW

Employee Empowerment

Empowerment etymologically comes from the word power or power with the addition of
being empowered, which means having power or having strength. So it can be said that
empowerment activities are efforts to make someone more empowered than before
individual abilities possessed Priyono & Marnis, (2008). Empowerment is an effort to

create responsibility, self-confidence, independence, and creativity in order to improve
one's quality Zhang et al., (2021).

Employee empowerment become a new technique that makes employees
proactive in improving employee performance Brown & Harvey, (2006). In addition,

empowering employees through the strong role of leaders will create interpersonal
relationships between leaders and employees or their subordinates, which will have a
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positive impact, if achieved through improved communication and providing
opportunities or opportunities for employees to show their potential and skills Seibert et
al. al., (2004).

Internal empowerment Islamic perspective, based on the empowerment activities
of the Rasulullah SAW period in educating and fostering friends who emphasized character
development. Empowerment placing mutual trust in the framework of brotherhood. The
concept of empowerment in Islam uses the meaning of the word tamkin which means
placing and showing ability Abdullah, (2013).

The perspective of Islamic management, that efforts to empower human beings

are carried out by giving authority to someone who will be given a mandate to do a job.
The granting of authority in a management system aims to ensure the smooth
implementation of tasks assigned to employees. Without authority, employees will
experience doubts in carrying out their duties, which in the end the tasks will not be
carried out optimally Abuzid & Abbas, (2017).

Empowered employees will form an active attitude at work. Employees do not

have to wait for direction from their superiors, but rather take the initiative to start, do
and complete their work. This will influence changes in employee performance for the
better in terms of completing work targets (Yang & Choi, (2009). Then it can be proven by

Kundu et al. (2019) that employee performance will increase with improvements in

employee quality, so empowerment is needed in terms of trust in employee abilities and
authority over the tasks carried out as a form of support for improving employee
performance through the role of leadership. So, it can be concluded that when leadership
efforts to empower employees are increasingly increased, employees will tend to try to
provide maximum their work.

Job Training Program

Training is an effort to improve the performance of employees who carry out certain tasks
related to a job responsibility. Where training is related to improving the skills of
employees who have occupied certain jobs, with an emphasis on improving skills
(Bernardin & Russel, 2003). Training programs as an activity to improve performance.

Training is not only planning for the forming process but also for planning to improve
attitudes, knowledge, and skills (Rivai & Sagala, 2010). Based on various opinions of

experts, it can be concluded that training for employees is a work learning process
provided by institutions for employees to improve their abilities and skills in carrying out
their work.

Training in Islam is an activity that takes full responsibility in creating conditions
that will make individuals grow, as well as improve the quality of each individual (Zainal et
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al., 2018: 86). Effective training can fill the demands of human resource competency
requirements as expected, in the sense that it has positive benefits and influences in
increasing one's competence (Hassi, 2012). Training in an Islamic perspective is related to
knowledge. As Islam views knowledge as a basic human competence. Humans with higher
knowledge than others, so there must be efforts to increase the knowledge they have,
such as training, coaching, education, and development as an effective way to transfer
knowledge (Fesharaki & Sehhat, 2018).

Training programs will bridge the gap between current employee skills, and those

needed by the organization. If an organization improves training programs for employees,
it will affect the quality of employees. Employees who are trained will tend to use their
abilities in carrying out their duties and responsibilities (Zainal et al., 2018). The effect of

job training on employee performance becomes more effective, if it is planned and
designed well. Well-planned training will provide employees with the skills they need to
improve their performance (Busro, 2018).

Islamic Job Satisfaction
Job satisfaction is a person's feeling or response to his work. Job satisfaction can also be
described as a person's emotional state at work, where there is a meeting point between
work expectations and the feedback received from the organization to an employee
(Robbins & Judge, 2017).

Job satisfaction in an Islamic perspective is a feeling of calm that is obtained before,

during and after the employee work based on the belief that work is a form of worship
carried out in order to achieve the pleasure of Allah SWT. The meaning of feeling happy
before an individual employee does his job is the intention to work to devote himself to
efforts in the cause of Allah. Then the feeling of happiness while working is when
employees do not violate the boundaries and rules that are regulated based on Islamic
values. Then a feeling of calm when employees have done work in accordance with
organizational goals (Mohamad et al., 2014).

Islam views job satisfaction from the worldly and hereafter aspects. Work is seen
as worship that must be done sincerely, trustworthy, diligent, earnest, and intended only
for Allah. Job satisfaction in the Islamic perspective is a feeling of happiness which is a
form of pleasure and inner and outer peace. Humans need religion as a source and guide
for life, so to get happiness in life in the world, they must meet spiritual needs and will
result in job satisfaction (Amaliah et al., 2015).

Therefore, organizations need to maintain a sense of happiness and satisfaction
for employees so that employees can be motivated to produce work achievements that
reflect worship, achievement, and all forms of goodness and blessings (Kartawan et al.,

2018). Happiness is not forever when material needs are met, but also in meeting spiritual,
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moral, and physical needs. The fulfillment of these needs will provide calm and peace
(Mohamad et al., 2014). Employee job satisfaction plays an active role in performance. So,

it is important for employees to maintain something that makes employees feel satisfied
and motivated to achieve optimal results (Al-Fakeh et al., 2020). Then it is said that
achieving work targets can be influenced by employee self-satisfaction.

Employee Performance

Performance is defined as the level of success achieved by individuals or organizations.
Performanceis also interpreted as the achievement of work results in quality and quantity,
after employees carry out their duties according to the responsibilities given, experience,
timeliness, and sincerity in doing a job (Handoko, 2010:22). Another opinion says that

performance is a comparison between work results and established standards (Dessler,
2016: 41). According to Zainal et al. (2018: 347) performance is not only interpreted as a
result of work but regarding how the work process takes place.

Employee performance relates to the extent to which employees are willing to try
to achieve good performance with their abilities. Employee capability is a combination of
employee skills and abilities to achieve better results. Employee opportunities are an
important factor in shaping performance, so that employees have the opportunity to
improve their performance, the organization must provide facilities, programs, and
employee motivation efforts (Ivancevich et al., 2002).

Performance according to Islam perspective is the achievement of life that have
been carried out by individuals or organizations as a manifestation of human faith as
Muslims towards worship carried out. Worship is meant to work and strive. Islam
advocates have quality Islamic performance in work. As Allah SWT will promise a reward
for kindness and ask for accountability for what is done (Zainal et al., 2018: 90).

Success in assessing performance is influenced by performance criteria set by the
organization. In other words, performance measurement will be good if the assessment is
based on the right criteria and in accordance with the work type (Busro, 2018: 98). Islam

has elements of employee performance appraisal that not only describe quantitative and
gualitative measures of the level of achievement of a job, but have the main goal of
seeking the benefits of life, a balance between wealth and worship by always presenting
gratitude to Allah SWT (Zainal et al., 2018:190).

Previous Study and Hypothesis
This research is supported by the findings of previous research on Training (Hadjri et al.
(2019); Jouda et al. (2016); Mira et al. (2019); Ramya (2016)); Employee Empowerment
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Qayyum et al., (2019) and Job Satisfaction Afroz (2018); Paposa & Kumar (2019) as
variables that affect Employee Performance.

Job Training Program for Amil is an important effort to help employees acquire
knowledge and skills, as well as help master skills related to their current job (Rivai &
Sagala, 2010:211). Therefore, on-the-job training is important to improve skills so as to

achieve maximum performance (Azmi, 2015). So Job Training Program can improve
Employee Performance, according to research by Hadjri et al. (2019); Jouda et al. (2016);

and Ramya (2016).

In addition to Job Training, to support employee competency improvement, an

effective way is becoming a new technique to make employees proactive and
independent, namely Employee Empowerment. Employee Empowerment is effective in
helping improve the quality of work of employees (Brown & Harvey, 2006). This has been

proven by the research of Qayyum et al., (2019) and Kundu et al., (2019) that employee

empowerment can affect employee performance.

Not only with Training and Empowerment, this research also seeks to examine the
increase in the effectiveness of Employee Performance by measuring Amil's response to
his current job. According to Busro (2018:105) the feeling of satisfaction that an employee

has has a positive impact on the work produced, because employees who tend to be happy
with their work will be more responsive to work results. As the results of research by Al-
Fakeh et al., (2020) that Job Satisfaction has an impact on improving Employee

Performance.
Then according to Nuryanti et al. (2018) that Job Satisfaction can be influenced by

efforts to improve employee skills and knowledge. It can be said that maximum employee
self-development activities will give a positive response to employees for their work. This
is supported by research by Ocen et al. (2017) that Training can affect the level of Job

Satisfaction. As for the effect of Employee Empowerment on increasing Employee Job
Satisfaction, that is empowerment will help the process of developing employees, who
previously could not, become empowered and independent (Kumar & Kumar, 2017). So

Employee Empowerment can also increase Employees Satisfaction while working which
has been proven by (Idris et al. 2018).

Therefore, in this study 5 hypotheses were proposed, namely:

H1. Employee Empowerment influences significant and positive toward Islamic Job
Satisfaction.

H2. Job Training influences significant and positive toward Islamic Job Satisfaction.

H3. Employee Empowerment influences significant and positive toward Amil
Performance.

H4. Job Training influences significant and positive toward Amil Performance.

H5. Islamic Job Satisfaction influences significant and positive toward Amil Performance.
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Furthermore, a conceptual framework is formed for the purpose of developing
hypotheses through the influence of exogenous variables (Employee Empowerment and
Job Training) toward endogenous variables (Islamic Job Satisfaction and Amil
Performance), presented in Figure 1.

EMPLOYEE
EMPOWERMENT

EMPLOYEE
PERFORMANCE

ISLAMIC JOB
SATISFACTION

JoB
TRAINING

Figure 1. Research Conceptual Framework

RESEARCH METHODS

The research approach to be used is a quantitative approach using a questionnaire
as a research instrument. This is because the purpose of this study is to describe and
interpret objects as they are by testing the theory of the selected object. The object of this
research is the Performance of Amil at Zakat Institutions (LAZNAS) in Central Java. Then
the subject of this research is employee or called Amil who is part of the collection and
distribution of zakat at LAZNAS in Central Java. The type of data used in this study is
primary data and secondary data. Primary data obtained directly from Amil through a
questionnaire. And secondary data obtained from literature in the form of books, relevant
upstream research, laws and regulations, and publication reports.

The research sample is a member of the population that is used to represent the
research population (Ghozali, 2013). The sample in this study was selected using a
sampling technique, namely purposive sampling. The purposive sampling technique is a

technique for obtaining samples selectively based on the criteria determined according
to the research objectives (Ferdinand, 2014).

The criteria for this research sample are provincial and district or city scale Zakat
Institutions (LAZNAS), which have offices in the Central Java region and have received
recommendations for establishment by BAZNAS until 2022. Amil with minimum service
duration for two years, and Amil who has received work training program about zakat
management (collection, distribution and utilization of zakat). Respondents used sample
amounted to 180 respondents Amil in 12 Zakat Institutions (LAZ) in the Central Java. Data
was collected from March to November 2022.
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Table 1
Definition of Variables
No. Construct Definition Indicator Adoption
The efforts of the leaders to
make Amil LAZNAS in Central 1. Meaningful Work Kundu et al.
1 Employee Java more empowered than 2' Trust (2019) and
Empowerment  before, by giving him 3' Authority Idris et al.
authority and trust to use his ’ (2018)
abilities
The process of teaching 1. Active Participation Rivai & Sagala
5 Job Training knowledge and skills to Amil 2. Relevance (2010) and
LAZNAS in Central Java, 3. Knowledge transfer Hadjri et al.
regarding zakat management 4. Feedback (2019)
1. Spiritual satisfaction
| emen el 2 p—
Satisfaction Central Java 3. Social satisfaction al. (2014)
4. Material satisfaction
1. Seriousness
2. Loyalty
3. Results of work
. , 4. Cooperation Hasibuan
Employee Achlevement O.f Amil LAZNAS 5. Honesty (2017) dan
4 in Central Java in carrying out L .
Performance the assigned tasks 6. Discipline Zainal et al.
7. Creativity (2018)
8. Communicates
9. Initiative

10. Responsibility

Analysis Techniques

The data analysis technique used in this study is Partial Least Square (PLS), a model is often
called variance or Component-Based Structural Equation Modeling. PLS was used in this
research on the grounds that the PLS technique can be shown to explain relationships
between variables without basing it on several assumptions, namely the scale of
measurement, data distribution, and the number of samples that are not large (Hair et al.,
2017).

Given the limited number of Amil implementing the collection, distribution and
utilization of zakat at LAZNAS in Central Java, the amount of data meets the sample size
criteria using the Partial Least Square (PLS) data analysis technique with the provision of
small sample data, according to (Ghozali, 2014).

The use of PLS is evaluated by testing the measurement model (outer model) and
structural model (inner model). The measurement model was carried out by testing
convergent, discriminant validity, and Average Variance Extracted (AVE) values, reliability
testing with composite reliability and Cronbach’s alpha. Then the evaluation of structural
model testing is carried out by testing R-Squared (R?), predictive relevance (Q?), and
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estimation of path coefficients (Ghozali, 2014). Multicollinearity test with variance
inflation factor (VIF) < 5 (Hair et al 2014). Coefficient of Determination (R2) (Hair et al
2017). Predictive Relevance (Q2) (Hair et al., 2017).

RESULT AND ANALYSIS

Results of Measurement Models
Analysis of the measurement model (outer model) is used to test the validity and reliability
of the indicators of the research variables based on three tests, namely convergent
validity, discriminant validity, and composite reliability. Convergent validity as a test to
assess the measurement model with reflective indicators based on the correlation
between the indicators and constructs. An indicator meets valid criteria if the loading
factor value is > 0.70 based on the Chin 1998 assessment criteria (Ghozali, 2014).
Discriminant validity by looking at the value of Cross-Loading, and Fornell-lacker
criterion, and Average Variance Extracted (AVE) (Hair et al., 2017). The Fornell-Lacker
Criterium value for all constructs in the model meets the discriminant validity test criteria,

because the Fornell-Lacker Criterium value or the AVE root value of each construct is
greater than the other constructs. So that each construct is able to predict its indicators
compared to other constructs (Hair et al., 2017). Then the construct validity test was
conducted by looking at the AVE value, which can be seen in Table 2.

Table 2
Results of Validity Test
Construct AVE
Employee Performance 0.592
Islamic Job Satisfaction 0.612
Employee Empowerment 0.663
Job Training 0.601

Source: PLS output (2021), processed.

In Table 2 shows the Average Variance Extracted (AVE) value in each construct is
greater than 0.50 (Hair et al., 2017; Ghozali, 2014: 65), so it can be concluded that all
research indicators are considered valid to represent variables and therefore can be used
in this study. And the results of reliability testing are explained with composite reliability
and Cronbach alpha values for all constructs > 0.70 (Ghozali, 2014: 65), so that the
research construct has good reliability and this indicates that there are no significant
objections to the use of instruments in research conducted.

Results of Structural Models
Testing of the structural model (inner model) is carried out by evaluating R-Squared (R?),
predictive relevance (Q?), and estimation of the path parameter coefficients (Ghozali,
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2014). The coefficient of determination or R-Square is used as a test for the Goodness-Fit
Model, to measure the ability of exogenous variables to explain endogenous variables. It
is known that the value of R-Square is between 0 and 1 (Ghozali, 2018).

Table 3
Results of R-Square and Q-Square
Construct R-Square Q-Square
Employee Performance 0.484 0.276
Islamic Job Satisfaction 0.350 0.206

Source: PLS output (2021), processed.

Based on Table 3, the results of the R-Square values for the endogenous variables
Employee Performance and Islamic Job Satisfaction are 0.484 and 0.350. This can be
interpreted that the contribution of exogenous variables, namely Employee
Empowerment, Job Training and Islamic Job Satisfaction in explaining Employee
Performance variables is 0.484 or 48.4 percent. While 0.516 or 51.6 percent is explained
by other variables outside the model. Then the contribution of the variable influence of
Empowerment and Job Training affects Islamic Job Satisfaction is 0.350 or 35.0 percent.

The Q-Square (Q?) value of the Employee Performance variable is 0.276 and the
Islamic Job Satisfaction variable is 0.206. So, for the sum of the two endogenous variables,
the Q-Square (Q? value is 0.482 or 48.2 percent. These results indicate that the structural
model is able to predict well through the endogenous variables and reflective indicators
used.

Estimation of the path coefficient is evaluated by looking at the significance value
of the construct and the t-statistic which describes the correlation between latent
variables in the structural model. Furthermore, the estimation results are used to test the
hypotheses proposed in this research, which are briefly explained in Table 4.

Table 4
Hypothesis test
Hypothesis t-Statistics Result
H1. Employee Empowerment - Islamic Job Satisfaction 3,558 Significant
H2. Job Training = Islamic Job Satisfaction 4,966 Significant
H3. Employee Empowerment - Employee Performance 1.024 Not Significant

H3a. Employee Empowerment - Islamic Job Satisfaction

- Employee Performance 2,763 Significant
H4. Job Training - Employee Performance 3,074 significant
H4a. Job Training = Islamic Job Satisfaction - Employee 3198 Significant
Performance

HS5. Islamic Job Satisfaction - Employee Performance 4,727 Significant

Source: PLS output (2021), processed.
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Based on Table 4, it can be interpreted related to the results of hypothesis testing
by looking at the path coefficient and t-statistic values. The hypothesis is accepted if the
t-statistic value is greater than the t-table, namely 1.96.

The Effect of Employee Empowerment toward Islamic Job Satisfaction
Based on hypothesis testing 1, explains that Employee (Amil) Empowerment has a
significant effect on Islamic Job Satisfaction at Zakat Institutions (LAZNAS) in Central Java
with a significance value of 0.000.

This is in accordance with Spreitzer (1995) that empowering employees is a

leadership effort in building personal relationships with employees. According to Seibert
et al. (2004) empowering employees is a process of changing employees' behavior
according to their conditions and roles in the work environment using a psychological
approach, so that changes in employee behavior will have an impact on job satisfaction.
Given that employee empowerment is a strategic way to communicate with employees
about their potential (Men & Stacks, 2013). This communication is necessary to maintain

employee self-respect for the efforts of their leaders to maintain personal trust and
employee expectations (Abuzid & Abbas, 2017).

Empowerment program in the workplace is considered to have a significant role in
increasing employee job satisfaction. This is because the role of leadership is able to
increase employee perceptions about how well current work pays attention to things that
are important to employees (ldris et al., 2018).

In this study, the employees observed were Amil at a level below the supervisor or
called implementing staff who carried out work directly in the field. Amil thinks that the
leadership's efforts to empower Amil's potential are able to generate positive feelings and
comfort while working at LAZ in Central Java. In addition, Amil believes that the
leadership's efforts in providing explanations related to job descriptions, directing Amil to
understand the importance of work as a zakat manager, and providing support to
maximize capabilities, as well as giving Amil authority to determine how to carry out his
duties have also met Amil's expectations.

The findings of this research are in accordance with research conducted by Idris et
al. (2018) and Nuryanti et al. (2018) that there is a significant and positive influence on

employee empowerment on job satisfaction.

The Effect of Job Training toward Islamic Job Satisfaction
Based on hypothesis testing 2, explains that Job Training has a significant effect on Islamic
Job Satisfaction at Zakat Institutions (LAZNAS) in Central Java.
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This is in accordance with what was stated by Robbins & Judge (2017) that
employees' responses to their best work indicate feelings of satisfaction at work. The best

jobs are jobs that provide opportunities for employees to improve their abilities, one of
which is by implementing training. In addition, according to Zainal et al. (2018) that

institutions are responsible for creating conditions that allow employees to continue to
develop. So training is the right way to create these conditions through an organized
coaching approach that will affect employees’ emotions when carrying out their duties.
Apart from that, training is also a form of experiential learning to develop
employee behavior patterns in a particular field to achieve expected standards (Stiehl et
al., 2015). The existence of training will be able to reduce the negative impact due to lack
of knowledge, self-confidence, and/or limited work experience on the tasks given (Abugre
& Nasere, 2020). A study was conducted on banking employees in Uganda, it was found
that employees with low levels of job satisfaction were due to weak skills (Ocen et al.,
2017). This shows that job training triggers a sense of accomplishment and satisfaction

among employees.

In this research, the employees observed were Amil zakat who had gained
experience related to job training from the institution, both types of off-the-job training
and on-the-job training. Regarding zakat management, on average Amil chooses on the
job training as the type of training he has attended while working. This training is
considered more flexible for supervisors in each work unit, because Amil can learn directly
about problems in the field and while getting methods and materials to solve these
problems. The suitability and accuracy of the methods and materials obtained by Amil will
create a positive response for Amil, related to the opportunity to learn new knowledge
and skills.

The findings of this research are in accordance with research conducted by Afroz
(2018), Ocen et al. (2017), and Paposa & Kumar (2019) that Job Training has a significant
and positive influence on Employee Job Satisfaction.

The Effect of Employee Empowerment toward Employee Performance
Based on hypothesis testing 3, explains that Employee (Amil) Empowerment has no
significant influence Employee Performance at LAZNAS in Central Java. Initially, this result
was contradiction with Kundu et al. (2019) and Qayyum et al. (2019).

This is because the characteristics of employees who are empowered by leaders in

this study are different from the characteristics of previous studies, namely Kundu et al.
(2019), In this study, the characteristics of the employees studied were Amil who had a
minimum working period of two years and the majority of the sample were aged 21-25
years, so that even though the head of the institution had tried to empower Amil, they
were not able to directly improve Amil's performance. In addition, the majority of Amil's
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samples who were respondents were contract staff, where Amil felt that the leadership
lacked involvement in participating in organizational decisions, so that it did not affect
Amil's job performance. The findings of this study are in line with the research of
Humborstad et al. (2014) that empowerment through the active role of leaders does not

affect employee performance.

However, other findings were obtained, based on testing hypothesis 3a, which
explains the indirect effect of Amil Empowerment at Zakat Institutions in Central Java,
mediated by Islamic Job Satisfaction with a significance of 0.006. It is known that Employee
Empowerment requires the role of leaders and institutions to create trust and good
working relationships with employees. Where the psychological approach becomes a
force for presenting interactions between leaders and employees (Spreitzer, 1995).

This result is in accordance with the opinion of Zainal et al. (2018) when trust has

been achieved, it indicates the leadership has been able to communicate and there has
been interaction with Amil or staff. By accepting employees as human beings who have
advantages and potential, as well as providing opportunities to involve employees in
institutional decisions. So as to make employees become quality human beings and have
the awareness to contribute in their work environment.

Based on the results of interviews with Zakat Institution director, it was confirmed
that all Amil staff routinely had the opportunity to interact with the leadership twice a
week. This activity is a form of Zakat Institution director leadership's effort to maintain
Amil's performance and Amil's comfort level at work in the form of work direction and
evaluation from the leadership to Amil, primarily for the purpose of making Amil
understand the importance and nobleness of working as Amil in a zakat institution with
social oriented goals. This indicates that the leadership's efforts to empower Amil can
improve Amil's performance, when Amil has achieved work satisfaction from a
psychological perspective, namely the feeling of happiness being able to interact with the
leadership and co-workers.

The Effect of Job Training toward Employee Performance
Based on hypothesis testing 4, it proves that Job Training has a significant affect Employee
Performance at LAZNAS in Central Java with a significance value of 0.002. Then testing
hypothesis 4a, explains for the indirect effect, that training has a significant effect on
Amil's performance by mediating Islamic Job Satisfaction at LAZNAS in Central Java, with
a significance value of 0.001. This means that Job Training has succeeded in increasing Job
Satisfaction, which will ultimately reflect an increase in Amil Performance.

Good employee performance indicates a need for training, so that in order to get
maximum performance, every employee is expected to always have the will to develop
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themselves at work (Zainal et al., (2018). Employee training programs are considered as a

technique of teaching knowledge and skills so that employees are more skilled at work.
The right training will get better employee performance results (Handoko, 2010).

It has been explained previously, that the job training process is designed to help
increase employee satisfaction and performance. As research on employees in Pakistan
shows that public organizations require their employees to always concentrate on
improving their work performance, which can be maintained by participating in training
programs organized by the organization where they work (Bhatti et al., 2021) . Then the

implementation of training can further improve employee performance by intermediary
feelings of satisfaction in employees while working (Afroz, 2018) .

In essence, job training is an activity that requires direct communication with
employees and to measure the effectiveness of the training program according to Rivai &
Sagala (2010) by looking at the active participation of employees, the relevance of
methods and materials, mastery of knowledge provided during training, and how
employees progress after attending job training.

The findings of this study are in line with the research conducted by Bhatti et al.
(2021), Hadjri et al. (2019), Ibrahim et al. (2017), Jouda et al. (2016), and Ramya (2016)
that there is a significant and positive effect of the Job Training variable on Employee

Performance. While job satisfaction is able to mediate job training influence employee
performance in line with research by Afroz (2018) , and Khan et al. (2019).

The Effect of Islamic Job Satisfaction toward Employee Performance
Based on hypothesis testing 5, proves that Islamic Job Satisfaction has a significant affect
Employee Performance at LAZNAS in Central Java with a significance value of 0.000.

This finding is in accordance with the explanation that job satisfaction is a form of
positive or pleasant response to someone at work. Employees while working certainly
have the hope of getting the conditions according to their wishes to be able to achieve
maximum work performance as expected (Robbins & Judge, 2017). In addition, job

satisfaction itself is the most important factor that can provide traction, as a guide for
them in doing work, which later with a sense of satisfaction that employees have will have
a positive impact on their work results. Meanwhile, for employees who do not have job
satisfaction with their work, they will not do the job with pleasure (Handoko, 2010).

As for this study, according to Amil's assessment at LAZNAS in Central Java, the
level of Islamic job satisfaction is based on an assessment of the spiritual, intellectual,
social and material aspects that have been proposed by Imam Ghozali. The majority of
Amil have worked for more than two years, and are considered to have experienced
working at LAZ in Central Java, so Amil's perception of job satisfaction has a very high
score. As the data obtained in this study shows that Amil has job satisfaction based on a
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spiritual perspective (ruhiyyah), namely feeling happy and grateful to be able to work at
LAZ Central Java in order to achieve the pleasure of Allah SWT and can increasingly
become someone close to Allah SWT.

Then, job satisfaction according to intellectual perspective (agliyyah). Amil is happy
to have the opportunity to further develop self and apply the knowledge he has at work.
This research indicates that Amil gets self-motivated to carry out his duties with the
opportunities for self-development provided by zakat institutions such as job training
programs which will later affect Amil's work achievements. Amil's satisfaction with work
according to a social perspective (nafsiyyah), Amil feels comfortable being able to interact
and gets positive acceptance at work, where this research proves that Amil tends to feel
comfortable with good working conditions and environment making it easier for Amil to
carry out his duties. This also indicates that Amil personally feels more comfortable
working and interacting with colleagues who accept Amil positively.

This is in accordance with the need fulfillment theory according to Handoko (2010),

which explains that an increase in a person's satisfaction is directly proportional to the
fulfillment of his needs, so that it can strengthen that an Amil will feel happier and more
grateful when his needs are met. This is in accordance with the opinion of Mohamed et al.

(2013) regarding the concept of satisfaction in an Islamic perspective, that in life, humans
do not only concentrate on how to work for the purpose of satisfying the world but must
be balanced to work with the main goal of seeking the pleasure of Allah SWT.

Previous research supports the findings of this study that, employees who are in
charge of serving the public or the community, if they are satisfied with their work, it will
have a positive impact on the employee's work achievement (Khan et al., 2019). It was

also found in other studies that employee performance can be increased by feelings of
satisfaction with their work (Al-Fakeh et al., 2020). Then in an Islamic perspective, job

satisfaction is essentially a sense of serenity at work as a form of gratitude to Allah SWT
(Mohamad et al., 2014). The findings of this study are in line with research conducted by
Al-Fakeh et al. (2020) and Mohamad et al. (2014) that there is a significant and positive
effect of the Job Satisfaction variable on Employee Performance .

CONCLUSION

Based on the quantitative analysis of the research findings and discussion, the conclusion
is obtained, are empowerment and Job Training have a significant positive influence
toward Islamic Job Satisfaction at LAZNAS in Central Java. Then Job Training has a
significant positive effect on Amil Performance, direct and indirect by mediating Islamic
Job Satisfaction. While employee empowerment has no significant effect toward
employee performance at LAZNAS in Central Java, directly, but has significant effect
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toward indirectly with mediating Islamic Job Satisfaction. And then Islamic Job Satisfaction
has a significant positive affect Amil Performance at LAZNAS in Central Java.

Implication for the Zakat Institution, in terms of improving Amil's performance as
a zakat fund manager in the Central Java region, it can be maintained and improved by
paying attention to the implementation of Amil's coaching activities, namely job training
related to zakat management and Amil's empowerment, so that the quality of Amil's
performance will be maximized. And the results of this research are in accordance with
the theory that training is a series of activities to teach Amil knowledge and skills in order
to provide better performance results. The dominant indicator of Amil's Job Training is job
training regarding zakat management, which is able to increase Amil's knowledge and
improve Amil's skills. Thus, training for Amil is improved if Amil's satisfaction and
performance will increase.

Suggestions that can be conveyed from this research to future researchers, with
the hope of being able to apply this research variable to the same topic, by adding in-
depth interviews to Amil. In addition, further research is expected to be able to refine the
research object which is not only concentrated on the performance of Amil zakat at
LAZNAS, and can be added to the Zakat Collection Unit (UPZ).
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