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Many studies conducted by experts who want to know the direct relationship between 

organizational cultures with organizational performance, but there are also some 

empirical studies which found that organizational culture is directly does not have a 

significant impact on employee performance, which means other variables that directly 

affect the performance employees. Therefore, this study seeks to show how big the 

Islamic culture through job satisfaction influence on employee performance. The 

research was conducted on respondents as many as 106 employees both as educators and 

non-educators at the Education Institute Sabilillah Sampang. Through analysis approach 

structural equation modeling (SEM) found that: First, the culture of Islam which includes 

(competence, commitment, honesty and transformative) directly positive effect on 

employee performance. Second, Islamic culture which includes (competence, 

commitment, honesty and transformative) positive influence on employee performance 

through job satisfaction. Third, Islamic culture and job satisfaction simultaneously 

positive influence on employee performance. 

 

Contribution/ Originality: This study aims to discuss the employee's performance is influenced by the Islamic 

culture with moderating of job satisfaction variable because studies model is still very few. It is expected that the 

findings of this research is useful for the development of human resources in economic science, especially Islamic 

culture. 

 

1. INTRODUCTION 

The achievement of success in an organization cannot be separated from the role of each of human resources 

within the company, for every organization or company that realizes the importance of human resources qualified for 

the progress of the company, trying to properly manage its human resources to be able to achieve the targets that had 

been selected by the company.  

One national problem faced by Indonesia today is the handling of the low quality of human resources. Number of 

human resources in Indonesia is huge, if it can be utilized effectively and efficiently would be helpful to support the 
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pace of sustainable national development. In order for the public available human resources needed reliable quality 

education, the provision of various social facilities and sufficient jobs. The main challenge is how to actually be able 

to create human resources which can produce optimal performance to achieve the goals of a company or organization. 

Ting (2011) to create effective employee performance and efficient for the betterment of the organization hence the 

need for organizational culture as one of the guidelines that could be a reference to the employee to perform the 

activities of the organization. Organizational culture are the values that flourish in an organization, where these values 

are used to steer the behavior of members of the organization (Soedjono, 2005). The employee's behavior is 

influenced by the environment in which they work that was formed through the culture of the organization, where the 

culture of an organization is expected to improve employee performance.  

Besides influence on employee performance, organizational culture is also well aligned with job satisfaction. Job 

satisfaction can be defined as an emotional state that is pleasant or unpleasant in which employees view their work 

(Handoko, 2009). If the employee perceptions of organizational culture in a well, then the employees will feel 

satisfied with the work. Conversely, if the employees' perception of the culture in an organization is not good, then 

employees tend to be dissatisfied with his work (Robbins and Timothy, 2008). Employees who are satisfied with the 

work and consider her work as something fun will tend to have a good performance. 

Some organizational behavior experts have been trying to see how and what the factors that can affect the 

performance are. From previous studies (Shore and Harry, 1989; Udo et al., 1997; Clugston, 2000; Elangovan, 2001; 

Pareke, 2004; Falkenburg and Birgit, 2007; Emami et al., 2012); (Yousef (2002); McKinnon (2003); Koesmono 

(2005); Samad (2005); Manetje and Martins (2009); Ojo (2009); Rose et al. (2009) and Gunlu et al. (2010)). 

However, there are also some empirical studies which found that organizational culture and job satisfaction 

organizational did not have a significant impact on employee performance Crossman and Abou-Zaki (2003); Chang 

and Lee (2007) and Yiing and Ahmad (2009). Such an understanding of the culture according to Soedjono (2005) that 

organizational culture is the values that flourish in an organization, where these values are used to steer the behavior 

of members of the organization. Therefore its research the values used is Islamic values. An understanding of values 

Islamic values will affect the behavior of an individual to perform activities included in the work. Darajat (1984) 

defines value as a set of beliefs or feelings that is believed to be an identity which gives a special pattern to a pattern 

of thought and feeling, attachment and behavior. Value itself directing behavior and satisfaction in daily life Kusaili 

and Kasyful (2007). Values on which the conviction can be born from a culture that has developed in the community. 

Values of right or wrong in the community known as ethics. Ethics comes from the Greek ethos (single word), which 

means the customary habits (Sadozai, 2012). Ethics refers to the rules of right and wrong, good or bad. Religious 

values would then affect an individual in a work ethic. According Purnama (2014) ethics can be interpreted as an 

attitude, personality, character, characters, and beliefs that serve as the basis for an activity undertaken by individuals 

or groups in order to achieve a desired goal, include; competence, commitment, honesty and transformative.  

From the definition and the research that has been conveyed in this study wanted to know how big the influence 

of Islamic culture affects job satisfaction and employee performance of Sabilillah Sampang Education Institute. 

 

2. LITERATURE REVIEW   

2.1. Islamic Culture 

According Soedjono (2005) that organizational culture is the values that flourish in an organization, where these 

values are used to steer the behavior of members of the organization Values on which the conviction can be born 

from a culture that has developed in the community. Values of right or wrong in the community known as ethics. 

Ethics comes from the Greek ethos (single word), which means the customary habits (Sadozai, 2012). Ethics refers to 

the rules of right and wrong, good or bad. From some sense it can be concluded that the culture of Islam ordered his 

people to work in cooperation with followed by a variety of safety devices such as moral values, namely morality or 

ethics. Hafinuddin and Hendri (2003) reveals there are some characteristics of the work culture of Islam, namely: (1) 
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Work is nice and helpful; (2) Work towards stability and perfection; (3) Work is doing their best and better again; (4) 

Working hard to obtain optimal results; (5) Competitive and mutual help; (6) Looking at the value of time. Research 

from Shukor (2010) proved that belief in religion impacts on the understanding of religious values which will then 

affect the performance of an individual. From previous research finding work ethic affect the performance (Imam et 

al., 2013) the commitment (Kusaili and Kasyful, 2007) to the perception of fairness (Rokhman, 2010); (Farahizade 

and Sayed, 2013) the involvement of labor and reduce the level turnover (Khan and Abbas, 2012). From these 

findings, the authors focus on identifying the problem as follows: (1) How does the influence of religious values on 

the performance of employees of small businesses; (2) What about the influence of Islam on the performance of the 

work ethic of employees of small businesses; (3) How religious values affect employee performance through the 

work culture of Islam. 

While in the study of Islamic culture indicator used was developed by Purnama (2014); Hafinuddin and Hendri 

(2003); Antonio (2012) includes the competence, commitment, honesty and transformative. 

 

2.2. Job Satisfaction 

By definition, job satisfaction is a positive attitude of employees towards work, which comes under the 

assessment of the employment situation (Robbins and Timothy, 2008; Umam, 2010). According to Handoko (2009) 

Job Satisfaction is the emotional state of pleasant or unpleasant by which employees view their work. Job satisfaction 

reflects a person's feelings towards their work, which usually appears in the positive attitude of employees towards 

work and everything that is faced in their work environment ". According Malthis (2008) job satisfaction is a positive 

emotional state of a person's work experience evaluated. Job dissatisfaction arises when anticipations are not met. Job 

satisfaction has many dimensions, in general is the satisfaction in the work itself, salary, recognition, relationships 

between supervisors with labor, and the opportunity to move forward. Handoko (2009) expressed satisfaction at the 

work (job satisfaction) as an emotional state that is pleasant or unpleasant by which employees view their job. Job 

satisfaction reflects a person's attitude towards his job. 

Job satisfaction expresses a number of compatibility between one's expectations of job performance that can be 

given by the company and the consideration paid for his work. In essence, one is encouraged to move because he 

hoped that it would bring better conditions satisfactory than the present situation. So the work is a form of activity 

that aims to gain job satisfaction (As’ad, 2001). Robbins (2002) suggests some important factors that bring more job 

satisfaction first is a job that gives an opportunity to use skills, and feedback about how well they work, the next 

factor is how the working conditions of employees, both in terms of personal comfort and ease of performing the job, 

these things are closely related to the rules and standards set by the company, whereas the established rules and 

standards of organizational culture within the company itself. Job satisfaction felt by employees is influenced by two 

factors, namely intrinsic and extrinsic factors (Johan, 2002). Intrinsic factor is a factor that comes from within the 

individual that brought each employee since it began work in their workplaces. Whereas extrinsic factors are factors 

concerning matters that come from outside the employee, such as the physical condition of the working environment, 

interaction with other employees, the payroll system, and so forth.  

Meanwhile, according to Luthan (2006) there are five dimensions that affect job satisfaction, namely: colleague, 

employment, followed most recently supervision and opportunities. These indicators are used as a measure of job 

satisfaction.  

 

2.3. Employee Performance 

According to the Mangkunegara (2010) employee performance can be measured by the quantity, quality, 

efficiency, professional standards, capabilities, judgment, accuracy, knowledge, and creativity. By Lewa and Subowo 

(2005) an indicator of employee performance is a factor of the quality of work; quantity; knowledge; reliability; and 

cooperation. Lawler and Porter declared the successful achievement of performance is obtained someone's role on 
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what they did (As’ad, 2001). According Rivai (2004) performance is the result or the overall success rate of a person 

during a certain period in carrying out the task compared with a range of possibilities, such as the standard of the 

work, the target / targets or criteria that have been agreed. According Mangkunegara (2010) results in quality and 

quantity of work accomplished by an employee in carrying out their duties in accordance responsibilities given to 

him. Dessler (2009) that the performance is a performance, a comparison of the work significantly with the standards 

specified work. 

While Bernardin and Russel in Ruky (2010) gives the sense According to Gibson (2008) job performance is the 

result of the work associated with the organization's objectives, efficiency and effectiveness of performance other 

performance. Meanwhile, according to Ilyas (2009) the performance is the appearance of the work of personnel as 

well as within an organization. The appearance of the work is not limited to personnel who took office functionally 

and structurally but also to the entire range of personnel within the organization. 

Based on the definitions above it can be concluded that the performance of the work performance by employees 

in the workplace in carrying out its duties and responsibilities. There are three factors that affect the performance of 

individual employees, namely: (1) the individual's ability to carry out such work; (2) the level of work done; and (3) 

support organization (Mathis and John, 2006). Employee performance can be improved if these three factors is within 

the employee, and the employee's performance will be reduced or decreased if one of these factors does not exist. In 

this study used indicator of the development of  Tsui (1997) and Purnama (2011) which consists of; quantity, quality, 

efficiency, and accuracy.  

 

3. CONCEPTUAL FRAMEWORK 

The conceptual framework of the research is intended to illustrate how the relationship between the variables 

based on theory and previous studies experts. Model conceptual framework linkages between variables in this study 

can be presented in figure-3.1 below.  

 

 
Figure-3.1. Model Framework Conceptual Research 

                                                                Source: of several theories 
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4. METHODS RESEARCH 

In general, this study aims to describe and analyze the influence of Islamic culture that includes intellectual 

competence, commitment to duty, honesty and transformative capabilities to employee performance through job 

satisfaction. In accordance with its objectives, this study was designed as an explanatory study. The result obtained in 

this study is expected to provide an explanation of how the Islamic culture affects job satisfaction and impact on 

employee performance. Total population in this study was 106 employees in the Institutions of Sabilillah Sampang.  

 

5. RESULTS 

5.1. Loading Factor Confirmatory Testing Results Analysis, Critical Path Ratio and Coefficient 

In this study used factor analysis and regression model with Structural Equation Modelling (SEM). Based on the 

results of testing the model, then obtained loading factor Confirmatory and Critical ratio as follows:  

 

1) Islamic Culture  

Results loading factor Confirmatory and Critical ratio of Islamic Culture are as follows:  

 

Table-5.1. Regression Weight (Loading Factor Confirmatory) Standardized Estimate (SE) and Critical Ratio (CR) Indicators of Islamic Culture 

Factor 

No. Indicators  SE (Loading Factor) 

good of fit > 0.4 

CR good of fit> 1.96 Probability (P) 

good of fit <0.05 

Specification 

1 Competence  0758 3,699 0,000 good of fit 

2 commitments  1,021 4,504 0,000 good of fit 

3 Honesty  1,000   good of fit 

4 Transformative  1,210 4,734 0,000 good of fit 

Sources: primary data are processed 

 

Test results that are presented in table-5.1 show that if seen from the loading factor confirmatory, that these four 

indicators above the value of 0.4 according to Ferdinand (2008) the value of the loading factor is allowed to come in 

the analysis model is greater than 0.4, Ferdinand further said that while the CR required is greater than 1.96 at the 

level of α = 0.05 and the value of CR the fourth indicator shows that significant with CR values: 1.96 and the value of 

the probability (P) of 0.00 is smaller than 0.05. From the above test results obtained at these four indicators that can 

be used as a measure of Islamic Culture in explaining variables, namely: Competence, Commitments, Honesty and 

Transformative. Fourth indicators are jointly able to explain the variable and of these four indicators are best able to 

explain the variable is transformative capability, then the commitment in work, followed by competence and most 

recently Honesty. 

 

2) Job Satisfaction  

Results and Critical confirmatory factor loading ratio on Job Satisfaction in the following carefully: 

 

Table-5.2. Regression Weight (Loading Factor Confirmatory) Standardized Estimate (SE) and Critical Ratio (CR) Indicators of Factors Job 

Satisfaction 

No. Indicators  SE (Loading Factor) 

good of fit > 0.4 

CR good of fit> 

1.96 

Probability (P) good of 

fit <0.05 

Specification 

1 Employment  1,362 4,756 0,000 good of fit 

2 Colleague  3,907 5,425 0,000 good of fit 

3 Opportunities  0925 3,715 0,000 good of fit 

4 Supervision 1,000   good of fit 

Source: primary data processed 
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Test results that are presented in table-5.2 show that when seen from the value of the loading factor, that four of 

the indicators above 0.4 by Ferdinand (2008) the value of the loading factor is allowed to come in the analysis model 

is greater than 0.4, Ferdinand further said to (CR) required greater than 1.96 at the level of α = 0.05 and if seen from 

table 2 shows that the value of its CR fourth significant indicators with CR value of 1.96 and when seen at the level of 

α = 5% , It can be seen the value of the probability (P) 0,000 less than 0.05. From the test results above obtained that 

the four indicators, all of which can be used as a measure in explaining jointly variables Job Satisfaction are: 

Employment, Colleague, Opportunities and Supervision of these four indicators are best able to explain the variable 

Job Satisfaction is Colleague, Employment, followed Supervision and most recently Opportunities. 

 

3) Employee Performance 

Results loading factor confirmatory and Critical ratio of success in the meticulous effort are as follows: 

 

Table-5.3. Regression Weight (Loading Factor Confirmatory) Standardized Estimate (SE) and Critical Ratio (CR) Indicators of Factors Employee 

Performance 

No. Indicator   SE (Loading Factor) 

good of fit > 0.4 

CR good of fit> 1.96 Probability (P) good 

of fit <0.05 

Specification 

1 Quantity  1,000   good of fit 

2 Quality  0.820 2.300 0.021 good of fit 

3 Efficiency  1,016 7766 0,000 good of fit 

4 Accuracy  0.510 2.360 0.019 good of fit 

Source: Data primary processed 

 

Test results that are presented in table-5.3. Shows that when seen from the loading factor, that these four 

indicators value above 0.4 and if seen from table 4b shows that the value of the four indicators CR significantly with 

CR value of 1.96 and if visits at the level of α = 5%. It can be seen the value of the probability (P) 0,000 less than 

0.05. From the above test results showed that the four indicators, all of which can be used as a measure in explaining 

variable Employee Performance are: Quantity, Quality, Efficiency and Accuracy. Fourth indicators are jointly able to 

explain the variable Employee Performance and of these four indicators are best able to explain the variable is 

Efficiency, Quality and then Quantity followed most recently Accuracy.  

The test results Confirmatory Factor and path coefficients with variables influence the Islamic Culture 

Competence indicators, Commitments, Honesty and Transformative and Job Satisfaction which include; 

Employment, Colleague, Opportunities and Supervision of the Employee Performance are: Quantity, Quality, 

Efficiency and Accuracy in general can be seen in figure-5.1. Below: 

 
Figure-5.1. Confirmatory Factor and Coefficients Channel Effect of Variable Islamic Culture and Job Satisfaction on Employee Performance 
Source: Primary data are processed 
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5.1. Hypothetical Testing Results 

Results of calculations as presented in table-5.4. 

 

Table-5.4. Results of Testing Effects Islamic Culture and Job Satisfaction to The Employee Performance. 

NO Variable Coefficient SE CR Probability (P) 

1 Job Satisfaction ← Islamic Culture 1000    

2 Employee Performance ← Islamic Culture 2,794 0184 2,553 0,020 

3 Employee Performance ← Job Satisfaction 1,382 0573 4,875 0,000 

  Source: Primary data are processed 

 

Seen from table-5.4. above, significant with the value of the critical ratio> 1.96 and at the level of α = 0.05 

(Ferdinand, 2008). It was found that 1). Islamic Culture significant effect on Job Satisfaction with value probability 

(P) and the CR value is perfect. 2). Islamic Culture significant effect on Employee Performance with a value 

probability (P) = 0.020 less than 0.05 and 2,553 CR is smaller than 1.96 and 3). Job Satisfaction significant effect on 

Employee Performance with a value probability (P) = 0.000 less than 0.05 and CR 4875 is greater than 1.96. Results 

of testing the influence of Islamic Culture on Job Satisfaction and Employee Performance shows that the Islamic 

Culture effect on Job Satisfaction with value path coefficient of 1.000, while the direct influence of Islamic Culture 

on Employee Performance value path coefficient of 2.794 and influence Job Satisfaction on Employee Performance 

value path coefficient of 1.382 

 

6. DISCUSSION 

In this section we will discuss the research findings described in the previous section. Discussion is done based 

on empirical and theoretical findings and previous research relevant to the research conducted. This discussion is 

intended to explain the appropriateness and relevance of each dependent variable and independent variables. From the 

tests using AMOS 4 through analysis of SEM (Structural Equation Modeling), the test results for the model either 

through the overall test and measurement test can be drawn that the multilevel model is able to explain the 

phenomenon in the organization in several important aspects.  

The results of this study to answer those very good multilevel models to explain the model or accept the 

hypothesis. By analyzing the influence of Islamic Culture on Job Satisfaction and Employee Performance expected us 

to gain an understanding of the importance of Islamic Culture in enhancing Job Satisfaction and Employee 

Performance in Institutions of Sabilillah Sampang. In this study connects the three variables proposed in the model. 

Those variables include: Islamic Culture, Job Satisfaction and Employee. Indicators of the four variables are as 

follows:  

 Variable Islamic Culture measured by indicators; competence, commitments, honesty and transformative. Fourth 

indicators are jointly able to explain the variable and of these four indicators are best able to explain the variable 

is transformative capability, then the commitment in work, followed by competence and most recently Honesty.  

 Job Satisfaction variables which includes; employment, colleague, opportunities and supervision of these four 

indicators are best able to explain the variable Job Satisfaction is colleague, employment, followed most recently 

supervision and opportunities.  

 For variable Employee Performance are: quantity, quality, efficiency and accuracy. Fourth indicators are jointly 

able to explain the variable Employee Performance and of these four indicators are best able to explain the 

variable is efficiency, quality and then quantity followed most recently accuracy.  

In this study, in addition to finding a new model as mentioned above, also found the influence of Islamic Culture 

variable influence on the Job Satisfaction and Employee Performance as a hypothesis test results in Table 4.  
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An explanation of the effect of variable influence on the Islamic Culture Job Satisfaction and Employee 

Performance is as follows:  

1) Influence of Islamic Culture variables to Job Satisfaction 

From the analysis of SEM (Structural Equation Modelling) found that, variable Islamic Culture with indicators 

covering competence, commitments, honesty and transformative, influential Job Satisfaction. Of the four indicators 

are jointly able to explain the variable and of these four indicators are best able to explain the variable is 

transformative capability, then the commitment in work, followed by competence and most recently Honesty. 

It can be concluded that the test results with the analysis of SEM through AMOS 4.0 shows that the Islamic 

Culture positive effect on Job Satisfaction. These findings show that the results are in line with what was mentioned 

by Yousef (2001) who studied the culture of Islam as a moderator of employee job satisfaction on Muslims in the 

United Arab Emirates. As a result, the work culture of Islam has a positive effect on job satisfaction. So, the 

individual has a high commitment to the culture of Islam (stressing hard work, dedication to work, cooperative) the 

higher the perceived job satisfaction. Hayati and Caniago (2012) also examined the work culture of Islam and its 

relation to job satisfaction and performance. As a result, the work culture of Islam to give a greater influence on job 

satisfaction and performance. Thus, Islamic principles believed by the individual will be embedded into intrinsic 

motivation in him, and the intrinsic motivation has the strongest influence for the achievement of individual job 

satisfaction. Islam sees the job work culture has an important meaning for a person's future economic, social and 

psychological, to give honor, to improve social welfare and strengthen (Ali and Abdullah, 2008). With this, the work 

culture of Islam can facilitate the individual life goals. According what is taught in Islam, the individual must have a 

job that is useful and meaningful. Work is also seen as evidence of achievement and independence. People will be 

successful and advance due to work hard. Work is a source of wealth and well-being (Chanzanagh and Akbarnejad, 

2011) this is in line with the principle of work as the source of ownership. Fairness and transparency of a work is also 

an important thing for a Muslim, because it will give the view that there was no difference in social class for them. A 

Muslim must also be able to choose the types of jobs that match their interests and skills, so as to minimize errors and 

discrepancies that will be caused. The achievements resulting from the work performed and provide benefits for 

others, and a sense of justice that is felt, can cause a sense of satisfaction with the work performed.  

 

2) The influence of Islamic Culture towards variable Employee Performance 

From the analysis of SEM found that, Employee Performance influenced by the Islamic Culture. Variable 

Islamic Culture with indicators covering competence, commitments, honesty and transformative. Of the four 

indicators are jointly able to explain the variable and of these four indicators are best able to explain the variable is 

transformative capability, then the commitment in work, followed by competence and most recently Honesty. 

It can be concluded that the test results with the analysis of SEM through AMOS 4.0 indicates that the variable 

positive influence on the Islamic Culture Employee Performance. These findings show that the results are in line with 

what was mentioned by Shukor (2010) proved that belief in religion impacts on the understanding of Islamic culture 

which would then affect the performance of an individual. Previous research has found work ethic affect the 

performance (Imam et al., 2013) the commitment (Sabri et al., 2011) to the perception of fairness (Rokhman, 2010; 

Farahizade and Sayed, 2013) the involvement of labor and reduce the level of turnover (Khan and Abbas, 2012). 

Some research suggests that the culture of Islam can drive satisfaction, commitment and continuity of work and the 

results, can reduce rates turnover employee. Islam regards the work culture as a goal to work not just finish the job, 

but to promote personal growth and social relationships (Hayati and Caniago, 2012). This is important because not 

only provide benefits to individuals who adhered to the principle, but the culture of Islam is also an impact on the 

environment as a whole. The success and the success of the work depends on a person's hard work and commitment 

to his work. Commitment to the job may also increase social welfare. Problems can be reduced if people are 

committed and avoid unethical things to accumulate wealth (corruption). It is emphasized in the concept of work 
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culture of Islam is the inclusion of intent in performing an activity. If the work is seen as a virtue, then the work will 

be of benefit to themselves and others. Individuals will exert all the capabilities, and felt life meaningless without 

work (Ali and Abdullah, 2008). Therefore, their views on this matter (in accordance with the concept of work culture 

of Islam) can encourage individuals to have a high involvement in the work. Additionally, Islam teaches a Muslim 

should be trusted (trust) in holding an affair (Chanzanagh and Akbarnejad, 2011). By mandate, the individual will 

have a strong sense of responsibility towards his job. Similarly with Mohamed and Nor (2010) examines the culture 

of Islam in the Arab students in Israel. As a result, the work culture of Islam influence on variable individualism, 

individualism where the emphasis is on achievement and loyalty. This is a proof that a Muslim would give his best 

dedication to the job, are loyal to the organization where they work. Additionally, Khan and Abbas (2012) also 

revealed the results of his research that individuals who hold strong work culture of Islamic principles would also 

increase its commitment to the organization and reduce the intention to leave the organization. 

 

3) Variables influence Job Satisfaction on Employee Performance 

From the analysis of SEM found that, Employee Performance influenced by Job Satisfaction, Job Satisfaction 

Indicators include; Employment, Colleague, Opportunities and Supervision of these four indicators are best able to 

explain the variable Job Satisfaction is colleague, employment, followed most recently supervision and opportunities. 

And for Employee Performance variables are: quantity, quality, efficiency and accuracy. Fourth indicators are jointly 

able to explain the variable Employee Performance and of these four indicators are best able to explain the variable is 

efficiency, quality and then quantity followed most recently Accuracy. 

It can be concluded that the test results with the analysis of SEM through AMOS 4.0 indicates that the variable 

Job Satisfaction on Employee Performance. These findings show that the results are in line with what was mentioned 

by Qureshi (2011) in this study stated that their job satisfaction factors that improve employee performance. The 

results show that there is a positive effect of job satisfaction on employee performance. This study jug line with 

research Soegiharto (2012) which concluded that job satisfaction has a positive influence on performance. To 

improve the performance of employees, the company did not forget to leave a factor of employee satisfaction. Nurse 

job satisfaction found to affect the performance and productivity of hospitals, Al - Ahmadi (2009) conducted a study 

of nurses at a hospital in Riyadh, Saudi Arabia. Results of regression analysis indicated that some of the variables that 

contribute to employee performance. Staff job satisfaction can affect patient outcomes. All service providers showed 

better services when they are satisfied with his work and when they feel committed to the organization (McNeese and 

Smith, 2005). Empirical research also found that job satisfaction has a positive and significant influence on employee 

performance Rose et al. (2009) and Gunlu et al. (2010). A person tends to work very vigorously if satisfaction can be 

gained from his job and employee satisfaction is a key driver of morale, discipline, and employees' performance in 

supporting the realization of the company's goals "(Hasibuan, 2003). Prayuginingsih (2011) indicates that there is a 

positive relationship between job satisfaction on employee performance variables. High or low a person's satisfaction 

will have an impact for the organization. According to Robbins and Timothy (2008) some impact due to job 

satisfaction, among others: job satisfaction within the organization to produce a good performance because it can 

increase the productivity of a person. If satisfaction and productivity are combined for an overall organization, an 

organization that has many satisfied workers tend to be more effective than those with fewer workers are not satisfied. 

Someone who is happy or satisfied with his work will be a productive worker employment. The success of an 

organization is influenced by the performance of the employee, for that each company will try to improve the 

performance of employees in achieving organizational goals that have been set. Job satisfaction is achieved 

employees will be able to trigger the performance.  
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7. CONCLUSIONS 

Based on the results of research and discussion of research can be concluded that the indicator variables Islamic 

Culture Competence, Commitments, Honesty and Transformative 

Education Institute Sabilillah Employee Performance Madura as follows.  

First, Islamic Culture with indicators covering (competence, commitments, honesty and transformative) 

indirectly affect Employee Performance Sabilillah Institutions Madura, namely through increased Job Satisfaction. 

Here Job Satisfaction has a direct influence on Employee Performance. Fourth Job Satisfaction indicator which 

includes; employment, colleague, opportunities and supervision jointly able to explain and job satisfaction of these 

four indicators are best able to explain the variable job satisfaction is colleague, employment, followed supervision 

and most recently opportunities, 

The Second Job Satisfaction with indicators includes; employment, colleague, opportunities and supervision 

affect variable employee performance. For variable employee performance is: quantity, quality, efficiency and 

accuracy. Fourth indicators are jointly able to explain the variable employee performance and of these four indicators 

are best able to explain the variable is efficiency, quality and then quantity followed most recently accuracy 
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