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Abstract

Employee performance is frequently a concern because it affects the company's success. For employees,
connections with their families and jobs are inextricably linked. The Islamic work ethic regards work as a means
of improving oneself economically, socially, psychologically, and spiritually, which stems from faith. This
research is also concerned with the Islamic work ethic in the workplace and at home. This study aims to establish
the impact of the Islamic work ethic on maslahah-based job performance and Islamic family well-being by
investigating the mediating function of intrinsic motivation and job satisfaction. This research combines
guantitative description with explanatory investigation on a sample of 207 people. In this work, the descriptive-
analytic method, Structural Equation Modeling (SEM), was used in conjunction with SmartPLS 3. The results
reveal that the Islamic work ethic has a considerable and favourable effect on maslahah-based job performance
and Islamic family well-being, both directly and indirectly. The factors of work satisfaction and intrinsic
motivation have a partially mediating influence.
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1. INTRODUCTION developed, an ideology that teaches frugality,

Islam views work as having a goal for the
common good. (A. Ali, 1988). Islam teaches its people
to work hard consistently, followed by moral values,
namely akhlag or ethics. This ethic can deliver to
various professions safely and help them achieve the
goal of sincere worship of Allah.(Hidayat, 2004).
Ethics, called akhlag, are Islamic moral values
sourced in the Quran and the Sunnah of the Prophet
Muhammad SAW throughout his life. Therefore,
kindness and moral principles help distinguish
between the Haqg (goodness) and the faults associated
with work. Furthermore, use a spiritual approach to do
a better job. (Gheitani et al., 2019). Religious beliefs
substantially impact the understanding of work values
and encourage adherents to go beyond material
pursuits. (Parboteeah et al., 2009). In the early 19th
century, the Protestant Work Ethic (PWE) theory was

individualism, discipline, and hard work. (Weber,
1992). This concept offers a causal link between the
Protestant work ethic and the development of
capitalism in society. Work values are generally
defined by what people believe to be fundamentally
right or wrong in the work environment. (Smola &
Sutton, 2009). PWE is not a universal
concept/construction (Quoquab, 2016).

Yousef (2000) We examined Islamic work ethics,
emphasising and focusing on work intentions.
Sudirman et al. (2022) The essential point in Islamic
work ethics is to worship Allah and work as a means
of our devotion as his servants. Belief values and
perceptions about Islam can affect working and
management attitudes. (A. et al., 2008).

Employees who perform well create a superior
organisation (Pushpakumari, 2008). Meanwhile,
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Arulrajah & Opatha (2016) Explain that job
performance is the extent to which duties and
responsibilities are carried out when working. The two
main criteria for measuring job performance are
quantity of work and quality of work. Meanwhile,
Ramawickrama et al., (2017) Revealed that job
performance is the extent to which employees' efforts
to demonstrate their traits, engage in behaviour and
produce results following their duties.

Firdaus (2021) Explains that maslahah-based
performance is highly dependent on fulfilling six
aspects of maslahah orientation: worship orientation,
internal processes, talent, learning, customers, and
property. So whatever happens to maintain the five
things are called maslahah, and everything that comes
out of the five is called mafsadah (Al-Ghazali,
1991)Understanding religious values when working
can be implemented in work attitudes and behaviour
to help a person achieve the best performance.
(Amaliah et al., 2013).

The imbalance between work and family can
harm the quality of life because, in this case, work
imbalance increases stress and work-family conflict.
Even individuals who spend more time on family than
work experience a higher quality of life (Greenhaus et
al., 2003). Meanwhile, in Qayyum et al., (2018)Work-
family conflict positively affects interpersonal conflict
and psychological disorders. Family well-being is
considered a multidimensional concept that covers
different scopes and is an amalgamation of various
types of well-being, such as physical, social,
economic, and psychological. (Wollny et al., 2010).
Meanwhile, in Masyhuri et al., (2020) Family is the
highest source of happiness compared to other welfare
factors.

In Sari et al., (2015) The factors causing family
disunity are relationship factors (egocentrism, anger,
infidelity), economic conditions (income,
psychological burden of work), and the environment.
In the conditions of the Covid-19 pandemic,
Wijayanti, (2021) It was revealed that the main factors
causing infidelity are economic conditions and the
intention of the affair itself.

In forming a Sakinah family, financial factors
must be appropriately managed following Islamic law.
In Tamanni & Mukhlisin (2018)Financial planning is
part of magashid shariah because finance is related to
maintaining religion, soul, mind, offspring, and
property, so it is essential to design sakinah finance.
Tiilikainen et al., (2020) We can divide family welfare

into three dimensions: the material, the relational, and
the ethical.

Everyone, when doing something, must have a
reason for doing this action, which is often referred to
as motivation. Highly motivated employees are the
key to organisational success. (Yasrebi et al., 2014).
Ryan & Deci (2020) Intrinsic motivation is the
inherent tendency to seek new challenges to develop
and use personal competencies to discover and learn.
In SDT (Self Determinations Theory), motivation is
divided into three groups: motivation, intrinsic
motivation, and intrinsic motivation. (Ryan & Deci,
2000, 2020)In contrast, intrinsic motivation is more
about behaviours for reasons other than self-
gratification. This motivation is based more on a sense
of judgment, such as doing something because they
find the activity valuable, even if it is unpleasant.z In
contrast, intrinsic motivation is based on interest and
pleasure. People perform these behaviours because
they find them exciting or fun. (Ryan & Deci, 2020).

Every individual has different willingness and
satisfaction. Including work job satisfaction
dramatically affects the results of his work. Job
satisfaction describes a pleasant feeling all the time
when working. Judge et al. (2001) revealed that the
aspects included in job satisfaction are wages,
promotion opportunities, the job itself, supervision,
and coworkers. Job satisfaction is associated with an
emotional state closely related to the attitude, the
situation at work, cooperation and collaboration
between leaders and subordinates, and the state of the
work environment. Through various studies, it has
come to a common understanding that job satisfaction
is an "attitude towards™ work (Pushpakumari, 2008).
From the Islamic perspective, job satisfaction is
defined as a feeling of happiness obtained before,
during, and after doing some work, based on the belief
that doing the job is an act of piety done to get the
pleasure of Allah (Mohamad et al., 2014).

The research of Hayati & Caniago (2012) and
Gheitani et al., (2019) Stated that IWE affects IM.
Meanwhile, in Abbas & Kowang (2020), JS is
influenced by IWE. In Uddin et al., (2016), IWE
affects job performance. Furthermore, IWE directly
affects employee well-being. Whereas in Qayyum et
al., (2018), the presence of Islamic work ethics
moderates the relationship between interpersonal
conflict and psychological disorders. Work-family
interference reduces mutual help between employees
in the workplace. (De Clercq et al., 2019).
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Some research focuses on the effect of IWE on
job performance in general, either by direct influence
or using mediating variables. No researchers discuss
the maslahah-based job performance derived from
magashid Sharia. Some researchers focus on the effect
of IWE on personal well-being but not associated with
family well-being. Therefore, this study analyses the
link between work and family life. This study aims to
analyse the impact of Islamic work ethic on maslahah-
based job performance and Islamic family well-being
with intrinsic motivation and job satisfaction as
mediating variables. Then, the contribution of this
research is expected to improve job performance and
develop a model of the interrelationship between work
and the well-being of the Islamic family.

LITERATURE REVIEW
Islamic Work Ethics

Value in IWE comes from the intention
accompanying it, and results are not the goal. (A. Ali,
1988). In this case, it emphasises the social aspect of
the workplace and society. Furthermore, IWE
emphasises justice and generosity in the workplace.
Moreover, he views involvement in economic
activities as an obligation. (Yousef, 2000).
Meanwhile, in Sudirman et al., (2022) The essence of
IWE is the intention of worship and work as a medium
of our devotion to religion.

IWE is built on four main concepts: effort,
competition, transparency, and responsible behaviour
(A. J. Ali & Al-Owaihan, 2008). In Javed et al., (2020)
Islamic values include sincerity, skill, honesty,
patience, self-evaluation, and trust. The most exciting
aspect of IWE is encouraging good and preventing
wrong, and work ethics are generally associated with
religious values. (Javed et al., 2020). In Sudirman et
al., (2022) The constructs of the IWE are work
Intention (for worship and devotion to religion),
effort, Collectivity, Justice and Fairness.

The research of Hayati & Caniago (2012) and
Gheitani et al., (2019) Stated that IWE affects IM.
Meanwhile, in Abbas & Kowang (2020) IWE
influences JS. In Jalal et al., (2019) IWE affects job
performance. Furthermore, IWE directly affects
employee well-being. (Uddin et al., 2016).

Intrinsic Motivation

Pleasure is also associated with behaviours
attributed to intrinsic/internal motivation.
(Harackiewicz, 1979). Motivation is the reason behind
an action. Highly motivated employees are considered

the key to the success of any organisation. (Yasrebi et
al., 2014). IM is inherent in satisfaction when a
person's IM drives a person to be moved and act for
pleasure or challenge rather than due to external
motivation, pressure, or reward. (Ryan & Deci, 2000).
Ryan & Deci (2020) Assess IM in three
dimensions: interest, enjoyment, and inherent
satisfaction. IM affects organisational commitment.
(Karatepe & Tekinkus, 2006; Mohsan et al., 2011).
Hafiz et al., (2013) and Sudirman et al., (2022)
Stated that IWE influences IM. These findings support
the theory that IWE impacts IM. Thus, based on
previous research, the researcher proposed the first
hypothesis as follows:
H1: Islamic Work Ethic has a significant effect on
intrinsic motivation

Job Satisfaction.

Job satisfaction can be considered an overall
feeling about work or behaviour-related aspects of
work. (Spector, 1985). In comparison, Nelson, D. L.
& Quick (2012) Mention that job satisfaction is
something pleasant or a positive emotional state
resulting from an assessment of one's job or work
experience.

Job satisfaction is essential because most
employees spend most of their time at work. (Yaser &
Jolodar, 2012). In Zheng et al., (2014) Feeling
confused and insecure at work will negatively affect
job satisfaction. In Hoboubi et al., (2017)Five factors
contribute to job satisfaction: pay, promotion,
coworkers, supervision, and work.

IM and IWE influence JS, and then JS affects job
performance. (Hayati & Caniago, 2012). And in
Sudirman et al., (2022) IWE has a significant effect on
JS. These findings support the theory that IWE impact
JS. Thus, based on previous research, the researcher
proposed the first hypothesis as follows:

H2: Islamic Work Ethic has a significant effect on

Job Satisfaction

In Gheitani et al., (2019) IM mediates the
relationship between IWE and JS. IM and IWE
influence JS. (Hayati & Caniago, 2012) Moreover, IM
is significantly related to JS. (Karatepe & Tekinkus,
2006). These findings support the theory that IM
impact JS. Thus, based on previous research, the
researcher proposed the first hypothesis as follows:
H5: Intrinsic Motivation has a significant effect on

Job Satisfaction

Maslahah-based Job Performance
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Rothmann & Coetzer (2003) Job performance is
defined as a multi-dimensional structure that shows
the quality of employee performance, innovation,
problem-solving techniques, and methods of utilising
available resources. In comparison, Motowidlo & Kell
(2012) It was revealed that Job Performance is the
overall value the organisation expects of a person
during a specific period. To improve human
performance in organisations, namely with strategies
in recruitment and selection, training and
development, or motivation.

Ramawickrama et al., (2017) Define job
performance as the extent to which employees show
their efforts and are involved in producing results
through their duties. In Arulrajah & Opatha (2016)
Job performance is how employees carry out duties
and responsibilities.

Firdaus (2021) States that basic needs are
fulfilled or achieved maslahah, including job
performance, namely by achieving maslahah. The
constructs of maslahah-based job performance are
worship orientation, internal process orientation,
Learning orientation, Talent orientation, Customer
orientation, and Wealth orientation.

IWE and JS influence job performance. (Hayati
& Caniago, 2012). Whereas in Din et al., (2019) IM
mediates The relationship between IWE and job
performance. These findings support the theory that
IWE impacts Maslahah-based Job Performance. Thus,
based on previous research, the researcher proposed
the first hypothesis as follows:

H3: Islamic Work Ethic has a significant effect on

Maslahah-based Job Performance

IM also affects job performance (Mundhra, 2010)
and positively affects one's habits (Gardner & Lally,
2013). These findings support the theory that IM
impacts Maslahah-based Job Performance. Thus,
based on previous research, the researcher proposed
the first hypothesis as follows:

H6: Intrinsic Motivation has a significant effect on

Maslahah-based Job Performance

IM and IWE influence JS, and then JS affects job
performance (Hayati & Caniago, 2012). These
findings support the theory that JS impact Maslahah-
based Job Performance. Thus, based on previous
research, the researcher proposed the first hypothesis
as follows:

H7: Job Satisfaction has a significant effect on

Maslahah-based Job Performance

In (2019), IM mediates the relationship between
IWE and job performance. IM and IWE influence JS,
which affects job performance (Hayati & Caniago,
2012). These findings support the theory that IM and
JS mediate between impact IWE and Maslahah-based
Job Performance. Thus, based on previous research,
the researcher proposed the first hypothesis as
follows:

H10: Intrinsic motivation and Job satisfaction as a
mediating variable Islamic work ethic to
Maslahah-based Job Performance

Islamic Family well-being

Family  well-being is  considered a
multidimensional concept that covers different scopes
and is an amalgamation of different types of well-
being, such as physical, social, economic, and
psychological. Like individual well-being, family
well-being can also be conceptualised regarding
function, needs, and fulfilment. (Wollny et al., 2010).
Meanwhile, in Masyhuri et al., (2020) Family is the
highest source of happiness compared to other welfare
factors. Meanwhile, Hj Jaapar & Azahari (2011)
Argue that a happy family is formed by fulfilling three
elements: sakinah, mawaddah, and rahmah.

In Machrus et al., (2017) The Muhammadiyah
organisation uses the term sakinah family, which is a
family in which each member always develops the
basic abilities of his human nature to make himself a
human being who is responsible for the welfare of
fellow humans and nature so that family members
always feel safe, peaceful, and happy. With indicators
of strength/power and intimacy, honesty and freedom
of opinion, warmth, joy and humour, organisational
and negotiation skills, and a shared value system.
Meanwhile, Nahdlatul Ulama uses the term Maslahah
Family (Mashalihul Usrah), which is a family that
applies the principles of justice, balance, moderation,
tolerance, and Amar ma'ruf nahi munkar, has good
morals, is sakinah mawaddah wa rahmah, is
physically and mentally prosperous, and plays an
active role in seeking the benefit of the social and
natural environment as a manifestation of Islam
rahmatan lil'alamin.

In Chadijah (2018) The factors that characterise
a Sakinah family are straightness of intention, a strong
relationship with Allah, love, openness, politeness and
wisdom, communication and deliberation, tolerance,
forgiveness, fairness, patience, and gratitude. In Sari
etal., (2015), the factors that cause family disunity are
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relationship factors (egocentrism, anger, infidelity),
economic conditions (income, psychological burden
of work), and the environment. In the Covid-19
pandemic Wijayanti (2021), the main factors causing
infidelity are economic conditions and infidelity.
Tiilikainen et al., (2020) We can divide family well-
being into three dimensions: the material, the
relational, and the ethical.

Islamic work ethics buffer the negative
relationship between family-to-work conflict and
helping behaviour. (De Clercq et al., 2019).These
findings support the theory that IWE impacts IFW.
Thus, based on previous research, the researcher
proposed the first hypothesis as follows:

H4: Islamic Work Ethic has a significant effect on

Islamic Family Well-being

In Ryan & Deci (2000) SDT (self-determination
theory) can identify several types of motivation, each
with specific consequences for learning, performance,
personal experience, and well-being. These findings
support the theory that IM impacts IFW. Thus, based
on previous research, the researcher proposed the first
hypothesis as follows:

H8: Intrinsic Motivation has a significant effect on

Islamic Family Well-being

In Bowling et al., (2010), JS is related to
subjective  well-being. Status pekerjaan akan
berpengaruh terhadap kebahagiaan keluarga (Booth &
Van Ours, 2008). These findings support the theory
that JS impact IFW. Thus, based on previous research,
the researcher proposed the first hypothesis as
follows:

H9: Job Satisfaction has a significant effect on

Islamic Family Well-being

Noor et al., (2014) Work and family balance is
essential to the family well-being index. Bowling et
al., (2010) Job satisfaction has a relationship with
subjective well-being. These findings support the
theory that IM and JS mediate between impact IWE
and IFW. Thus, based on previous research, the
researcher proposed the first hypothesis as follows:
H11: Intrinsic motivation and Job satisfaction as a

mediating variable Islamic work ethic to
Islamic Family Well-being

Figure 1: Framework to Analyze the Impact of
Islamic Work Ethic on Maslahah-Based Job
Performance and Islamic Family Well-being with
Intrinsic Motivation and Job Satisfaction as
Mediating Variables.
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2. METHOD

This study used quantitative methods with three
latent variables tested in this study: Islamic work ethic
(IWE), intrinsic motivation (IM), job satisfaction (JS),
maslahah-based job performance (MBJP) and Islamic
family well-being (IFW). This study used a survey
guestionnaire for data collection. The research
population was taken from Muslim Indonesian
employees working in companies in Indonesia's
service, trade, agriculture, manufacturing, finance and
education sectors.

If the respondent has worked in his company for
at least a year, he can be taken as a sample. The data
is retrieved using Google Forms. The 227 collected
questionnaires can be used for further analysis. Then,
the data is analysed using the PLS-SEM descriptive
analysis method with SmartPLS 3.0 software.

3. RESULTS AND DISCUSSION
3.1. Result

PLS-SEM assessment follows a two-step process
that involves a separate assessment of the
measurement of a structural model (Hair et al., 2012).
There are two criteria for assessing whether the outer
model meets the convergent validity requirements for
reflective construction, namely (1) loading must be
above 0.70 and (2) a significant p-value of <0.05 (Hair
etal., 2017).

Meanwhile, according to Sholihin & Ratmono
(2020) The loading requirement is above 0.70 because
the latent variable should at least be able to explain the
variance of each indicator by 50% (the result of 0.702
is close to 50%). However, the loading requirement
above 0.70 is often not met in some cases. Therefore
in Hair etal., (2017) loading between 0.40-0.70 should
still be considered to be maintained.
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Figure 2: Outer Loading Measurement Model Output Results

A standard measure for establishing convergent
validity at the construct level is Average Variance
Extracted (AVE). This criterion is the grand average
value of the squared loadings of the indicators
associated with the construct. Therefore, AVE is

equivalent to the commonality of a construct. An
AVE value of 0.50 or higher indicates that, on
average, the construct explains more than half of the
variance of its indicators.

Figure 2: Outer Loading Measurement Model
Output Results

Average Variance Extracted (AVE)

rw [ Wt Js waur

Figure 3: Average Variance Extracted (AVE)
Results
Based on Figure 3, it is known that the AVE
result of the indicators of all variables (IWE, IM, JS,
MBJP and IFW) shows more than 0.5. Then, all
indicators are accepted.

Table 2. Outer Loading Result

IWE IM JS MBJP IFW
IWE1 0,800 IM1 0,760 JS1 0,638 MBJP1 0,649 IFW1 0,818
IWE10 0,821 IM2 0,781 JS10 0,651 | MBJP10| 0,771 IFW10 0,761
IWE11 0,789 IM3 0,725 JS2 0,691 | MBJP11| 0,819 IFW11 0,746
IWE2 0,864 IM4 0,712 JS3 0,791 | MBJP12 | 0,742 IFW12 0,750
IWE3 0,753 IM5 0,726 JS4 0,647 | MBJP13 | 0,790 IFW13 0,811
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IWE IM JS MBJP IFW
IWE4 0,777 IM6 0,673 JS5 0,780 | MBJP14 | 0,777 IFW14 0,800
IWES 0,647 IM7 0,609 JS6 0,810 | MBJP15 | 0,767 IFW2 0,811
IWE6 0,843 JS7 0,749 | MBJP16 | 0,625 IFW3 0,706
IWE7 0,773 JS8 0,789 MBJP17 0,737 IFW4 0,766
IWES 0,785 JS9 0,643 | MBJP18 | 0,672 IFW5 0,824
IWE9 0,841 MBJP2 0,680 IFW6 0,825

MBJP3 0,691 IFW7 0,787
MBJP4 0,801 IFW8 0,755
MBJP5 0,774 IFW9 0,740
MBJP6 0,802
MBJP7 0,833
MBJP8 0,843
MBJP9 0,851
(Source: Processed researchers, 2023)

Table 2 shows that the outer loading value of the IWE | IM JS | MBJP | IFW
indicators of all variables (IWE, IM, JS, MBJP and MBJP1 | 0,582 | 0,568 | 0,608 | 0,649 | 0,580
IFW) is more than 0.4. Then, all indicators are MBJP10 | 0,601 | 0,573 | 0,570 | 0,771 | 0,600
accepted. MBJP11 | 0,596 | 0,628 | 0,623 | 0,819 | 0,655

Table 3. Cross Loadings Result MBJP12 | 0,437 | 0,483 | 0,486 | 0,742 | 0,502

IWE | IM JS | MBJP | IFW MBJP13 | 0,488 | 0,521 | 0,527 | 0,790 | 0,556

IWE1 | 0,800 | 0,535 | 0,608 | 0,566 | 0,669 MBJP14 | 0,705 | 0,634 | 0,690 | 0,777 | 0,741
IWE10 | 0,821 | 0,652 | 0,671 | 0,568 | 0,630 MBJP15 | 0,446 | 0,525 | 0,489 | 0,767 | 0,538
IWE1l1 | 0,789 | 0,590 | 0,654 | 0,530 | 0,626 MBJP16 | 0,329 | 0,379 | 0,361 | 0,625 | 0,372
IWE2 | 0,864 | 0,559 | 0,620 | 0,589 | 0,667 MBJP17 | 0,559 | 0,595 | 0,584 | 0,737 | 0,564
IWE3 | 0,753 | 0,549 | 0,612 | 0,570 | 0,591 MBJP18 | 0,670 | 0,594 | 0,580 | 0,672 | 0,672
IWE4 | 0,777 | 0,559 | 0,620 | 0,498 | 0,566 MBJP2 | 0,445 | 0,523 | 0,505 | 0,680 | 0,579
IWES5 | 0,647 | 0,545 | 0,542 | 0,579 | 0,504 MBJP3 | 0,627 | 0,624 | 0,607 | 0,691 | 0,677
IWE6 | 0,843 | 0,636 | 0,666 | 0,597 | 0,708 MBJP4 | 0,576 | 0,554 | 0,600 | 0,801 | 0,654
IWE7 | 0,773 | 0,632 | 0,627 | 0,581 | 0,615 MBJP5 | 0,454 | 0,482 | 0,486 | 0,774 | 0,577
IWE8 | 0,785 | 0,633 | 0,680 | 0,674 | 0,666 MBJP6 | 0,486 | 0,542 | 0,554 | 0,802 | 0,584
IWE9 | 0,841 | 0,662 | 0,710 | 0,632 | 0,742 MBJP7 | 0,573 | 0,603 | 0,609 | 0,833 | 0,630
IM1 0,700 | 0,760 | 0,687 | 0,636 | 0,659 MBJP8 | 0,610 | 0,607 | 0,599 | 0,843 | 0,634

IM2 0,783 | 0,781 | 0,776 | 0,604 | 0,663 MBJP9 | 0,644 | 0,651 | 0,695 | 0,851 | 0,689

IM3 0,498 | 0,725 | 0,516 | 0,542 | 0,505 IFW1 | 0,726 | 0,641 | 0,719 | 0,693 | 0,818

IM4 0,423 | 0,712 | 0,512 | 0,517 | 0,490 IFW10 | 0,557 | 0,585 | 0,543 | 0,622 | 0,761

IM5 0,406 | 0,726 | 0,492 | 0,477 | 0,484 IFW11 | 0,600 | 0,531 | 0,646 | 0,641 | 0,746

IM6 0,443 | 0,673 | 0,534 | 0,476 | 0,423 IFW12 | 0,594 | 0,549 | 0,490 | 0,542 | 0,750

IM7 0,350 | 0,609 | 0,483 | 0,436 | 0,387 IFW13 | 0,688 | 0,600 | 0,607 | 0,631 | 0,811

JS1 0,482 | 0,538 | 0,638 | 0,504 | 0,448 IFW14 | 0,620 | 0,532 | 0,582 | 0,590 | 0,800

JS10 | 0,440 | 0,571 | 0,651 | 0,541 | 0,495 IFW2 | 0,697 | 0,650 | 0,659 | 0,672 | 0,811
JS2 0,487 | 0,559 | 0,691 | 0,444 | 0,485 IFW3 | 0,549 | 0,634 | 0,615 | 0,634 | 0,706

JS3 0,685 | 0,631 | 0,791 | 0,567 | 0,620 IFW4 | 0,585 | 0,614 | 0,654 | 0,677 | 0,766

JS4 0,431 | 0,501 | 0,647 | 0,495 | 0,421 IFW5 | 0,694 | 0,601 | 0,668 | 0,619 | 0,824

JS5 0,687 | 0,637 | 0,780 | 0,622 | 0,660 IFW6 | 0,656 | 0,580 | 0,638 | 0,635 | 0,825

JS6 0,711 | 0,641 | 0,810 | 0,613 | 0,680 IFW7 | 0,652 | 0,524 | 0,526 | 0,546 | 0,787

JS7 0,615 | 0,602 | 0,749 | 0,515 | 0,585 IFW8 | 0,550 | 0,527 | 0,575 | 0,603 | 0,755

JS8 0,739 | 0,685 | 0,789 | 0,602 | 0,694 IFW9 | 0,580 | 0,498 | 0,536 | 0,640 | 0,740

JS9 0,432 | 0,529 | 0,643 | 0,540 | 0,444

(Source: Processed researchers, 2023)
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A discriminant validity model is considered good
when the loading factor value of each latent variable
is greater than that of the other variables. From the
data in Table 3, it can be concluded that compared
with the loading factor values of other variables, each
latent variable indicator item has the most
considerable loading factor value. This means that
discriminant validity was satisfied in this study.

Table 3. Reliability Result

. Cronbach's | Composite .
Variable Alpha Reliability Information
IWE 0,940 0,949 Reliable
IM 0,841 0,879 Reliable

JS 0,897 0,915 Reliable
MBJP 0,956 0,961 Reliable
IFW 0,950 0,956 Reliable

(Source: Processed researchers, 2023)

Table 3 shows the reliability results of both
Cronbach's Alpha and Composite Reliability of all
variable indicators (IWE, IM, JS, MBJP, and IFW),
which show more than 0.7. Then, all variables are
accepted.

Table 4. R Square Result

Variable R Square
IM 0,569
JS 0,755
MBJP 0,646
IFW 0,707

(Source: Processed researchers, 2023)

Testing of structural models is carried out by
looking at the R-square, a goodness fit test of the
model. The model of the influence of IWE on IM
provides an R-Square value of 0.569, which can be
interpreted as an 1M constructs variable, which can be
explained by the IWE construct variables of 56,9%.
Furthermore, IWE on JS provides an R-Square value
of 0.755, which can be interpreted as a JS constructs
variable, which can be explained by the IWE and IM
construct variables of 75,5%. IWE on MBJP provides
an R-Square value of 0.646, which can be interpreted
as an MBJP constructs variable, which can be
explained by the IWE, IM and JS construct variables
of 64,6%. The last IWE on IFW provides an R-Square
value of 0.707, which can be interpreted as an IFW
constructs variable, which can be explained by the
IWE, IM and JS construct variables of 70,7%.

Figure 4: Bootstrapping Result
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Based on Figure 3, IWE to IM has a positive
value of 12,267, IWE to JS has a positive value of
5,899, IM to JS has a positive value of 8.865, IWE to
MBJP has a positive value of 2,968, IWE to IFW has
a positive value of 5,897, IM to MBJP has a positive
value of 3.225, IM to IWF has a positive value of
2.388, JS to MBJP has a positive value of 2.790, and
JS to IFW has a positive value of 2.790.

Table 5. Path Coefficients

. . T P

Variable Coefficients Statistics | Values
IWE -> IM 0.754 12.267 0.000
IWE ->JS 0.437 6.899 0.000
IWE -> MBJP 0.272 2.968 0.003
IWE -> IFW 0.459 5.897 0.000
IM ->JS 0.491 8.865 0.000
IM -> MBJP 0.312 3.225 0.001
IM -> IFW 0.183 2.388 0.017
JS -> MBJP 0.281 2.790 0.005
JS -> IFW 0.259 3.266 0.001

(Source: Processed researchers, 2023)

Table 6. Specific Indirect Effect

Variable Coefficients T . P
Statistics | Values
IWE -> IM -> 0.104 2.635 0.009
JS -> MBJP 0.096 2.978 0.003
IWE -> IM ->
JS -> IFW

(Source: Processed researchers, 2023)

Table 7. Hypothesis Testing

T P Hypothesis
Variable |Coefficients |Statistics |Values
(>2,00) |[(<0,05)
IWE ->IM| 0.754 12.267 | 0.000 |Accepeted
IWE ->JS 0.437 6.899 0.000 | Accepeted
IWE -> 0.272 2.968 0.003 | Accepeted
MBJP
IWE -> 0.459 5.897 0.000 |Accepeted
IFW
IM ->JS 0.491 8.865 0.000 |Accepeted
IM -> 0.312 3.225 0.001 |Accepeted
MBJP
IM->IFW| 0.183 2.388 0.017 |Accepeted
JS -> 0.281 2.790 0.005 | Accepeted
MBJP
JS > IFW 0.259 3.266 0.001 |Accepeted
IWE ->IM| 0.104 2.635 0.009 |Accepeted
->JS ->
MBJP
IWE -> IM|  0.096 2.978 0.003 | Accepted
> JS >
IFW

(Source: Processed researchers, 2023)

3.2. Discussion

In Table 7, it is explained that IWE has a
significant and positive effect on IM with a P-value of
0.000. The IWE coefficient has a positive sign of
0.754, which means that the better the IWE, the better
the IM implementation. Furthermore, the t- t-
statistical value of 12.267, having a value greater than
> 2.00, indicates that the IWE path significantly
affects IM.

Applying fairness and honesty in the workplace
will form a solid intrinsic motivation. Working with
the best ability, praying, and straightening intentions
because work is a form of devotion to religion will add
intrinsic motivation to working. (2022) state that IWE
maintains a balance between individual and social life
and views work as a noble act to make ends meet.
Therefore, the Islamic faith is seen as high in those
with the will and ability to work hard. IWE also
affirms that life does not mean not working and
carrying out economic activities is an obligation that
must be fulfilled responsibilities (Yousef, 2000). It
also aligns with QS. At-Taubah 105 “ And say, "Do
[as you will], for Allah will see your deeds, and [so,
will] His Messenger and the believers. Moreover, you
will be returned to the Knower of the unseen and the
witnessed, and He will inform you of what you used to
do." And QS. Az-Zariyat 56: “And I did not create the
Jjinn and mankind except to worship Me.”

An exemplary implementation of IWE will also
increase liking and comfort at work, expectations, and
well-being.

Then, IWE has a significant and positive effect
on JS with a P-value of 0.000. The IWE coefficient is
positively marked at 0.437, which means that the
better the IWE, the better the JS implementation.
Furthermore, the t-statistical value of 6.899 is more
significant than > 2.00, indicating that the IWE path
significantly affects JS.

Implementing good IWE will increase JS in the
association of colleagues so that it is more productive
and responsible and has a good relationship between
employees and managers. According to Nelson, D. L.,
and Quick (2012), JS is a positive and pleasant
emotional state resulting from work. Meanwhile,
feeling confused, insecure, or uncomfortable at work
will negatively affect job satisfaction (Zheng et al.,
2014). Sudirman et al., (2022) The implementation of
IWE increases job satisfaction and employees' feeling
comfortable working.
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Then, IWE has a significant and positive effect
on MBJP with a P-value of 0.000. The IWE coefficient
is positively marked at 0.272, which means that the
better the IWE, the better the MBJP implementation.
Furthermore, the t-statistical value of 2.968 is more
significant than > 2.00, indicating that the IWE path
significantly affects MBJP.

Applying Islamic work ethics in the workplace,
such as the values of justice, honesty, trustworthiness,
straightening intentions for the sake of Allah and
trying, can improve the work performance of its
employees. (Saban et al., 2020). Ethics is part of
Sufism. In Islam, it is an act of worship, so the
application of ethics will make enthusiasm in working
to achieve the pleasure of Allah. (Fathurahman, 2020).

Then, IWE has a significant and positive effect
on IFW with a P-value of 0.000. The IWE coefficient
is positively marked at 0.459, which means that the
better the IWE, the better the IFW implementation.
Furthermore, the t-statistical value of 5.897 is more
significant than > 2.00, indicating that the IWE path
significantly affects IFW.

Uddin et al., (2016) The impact of IWE will be to
increase employee welfare. IWE is a control variable
for the negative impact of family problems on work
(De Clercq et al., 2019). Meanwhile, Work-family
conflict  affects interpersonal  conflict and
psychological distress, and IWE acts as a moderator
by weakening the relationship between interpersonal
conflict and psychological distress. (Qayyum et al.,
2018).

Employees who intend to work for Allah with
complete sincerity and behave pretty, honestly, and
trustworthy at work make employees' family lives
more prosperous in family and social relationships.
They also have financial priorities, sound financial
management, and increased obedience in worship.

Then, IM significantly and positively affects JS
with a P-value of 0.000. The IM coefficient is
positively marked at 0.491, which means that the
better the IM, the better the JS implementation.
Furthermore, the t-statistical value of 8.865, which has
a value greater than > 2.00, indicates that the IM path
significantly affects JS. According to Ryan & Deci
(2000), intrinsic motivation will produce happiness
and well-being. The research results support this study
by Gheitani et al. (2019) and Hayati & Caniago
(2012). The study results showed that IM had a
positive effect on JS.

Then, IM has a significant and positive effect on
MBJP with a P-value of 0.001. The IM coefficient is
positively marked at 0.312, which means that the
better the IM, the better the MBJP implementation.
Furthermore, the t-statistical value of 3.225, which is
greater than > 2.00, indicates that the IM path
significantly affects MBJP.  (2019) state that IM
positively and significantly affects JS and mediates
the relationship between IWE and job performance.
Meanwhile, (2014) IM positively and significantly
affects job performance and partially mediates the
relationship between developmental feedback and job
performance.

Then, IM significantly and positively affects IFW
with a P-value of 0.017. The IM coefficient is
positively marked at 0.183, which means that the
better the IM, the better the IFW implementation.
Furthermore, the t-statistical value of 2.388, which has
a value greater than > 2.00, indicates that the IM path
significantly affects IFW. Employees who enjoy
working, feel happy at work and are accompanied by
a sense of love for their work make their family life
more prosperous, both in relationships between family
members and social relationships, have financial
priorities and sound financial management and
increase obedience in worship. Hussain et al., (2020)
IM has a positive and significant effect on employees’
psychological well-being. Furthermore, Ryan & Deci,
(2020) IM impacts a person's ability to carry out an
activity with inherent satisfaction and can facilitate the
achievement of well-being. The power that is felt can
move a person to act and feel well-being.

Then, JS significantly and positively affects
MBPJ with a P-value of 0.005. The JS coefficient is
positively marked at 0.281, which means that the
better the JS, the better the MBJP implementation.
Furthermore, the t-statistical value of 2.790, which has
a value greater than > 2.00, indicates that the IM path
significantly affects MBJP. Employees who are
satisfied with their jobs in terms of salary, co-workers,
promotion system, and leadership supervision make
employees more productive, creative and innovative,
help co-workers, increase the number of employees,
and improve the quality of their work, more
productive, creative and innovative, help colleagues,
improve managerial skills, increase experience and be
involved in every process. managerial skills, increase
experience and get involved in every process of the
company's progress. Company progress. Hayati &
Caniago (2012) employees with higher JS predict
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increased job performance. Furthermore, Saban et al.
(2020) employees with higher JS predict increased job
performance.

Then, JS has a significant and positive effect on
IFW with a P-value of 0.001. The JS coefficient is
positively marked at 0.259, which means that the
better the JS, the better the IFW implementation.
Furthermore, the t-statistical value of 3.266, which has
a value greater than > 2.00, indicates that the IM path
significantly affects IFW. Employees are satisfied
with their work regarding salary, co-workers,
promotion system, and leadership supervision, which
make their family life more prosperous, both in
relationships between family members and social
relationships, have financial priorities and sound
financial management, and increase obedience in
worship.

Bowling et al., (2010) Regarding a meta-analytic
examination of the relationship between job
satisfaction and subjective well-being, this study
found a positive relationship between job satisfaction,
life satisfaction, and happiness. Job satisfaction also
has a causal relationship with subjective well-being.
Greenhaus et al., (2003) This study resulted in three
components of work-family balance: time balance
(equal time devoted to work and family), engagement
balance, and satisfaction balance (equal satisfaction
between work and family). It also mentioned that
those who spent more time with family experienced a
higher quality of life than those who balanced work
and family and a higher quality of life than those who
spent more time working.

Effect Mediating

Table 7 explains that IWE indirectly influences
MBJP with a P-value of 0.009. The IWE path
coefficient is 0.104, which means that the better the
IWE, the better the JS implementation will be indirect.
Furthermore, the t-statistical value of 2.635 is more
significant than > 2.00.

Based on Table 7, the indirect influence of IWE
with the IWE-> MBJP, IM->MBJP, and JS-> MBJP
paths has significant results and a positive effect.
These results show that the role of IM and JS can
mediate or become a link between IWE and MBJP
partially (partial mediation) or not mediate fully. The
results of this study are supported by Gheitani et al.
(2019) Regarding the mediating effect of IM on the
relationship between IWE, JS, and organisational
commitment in the banking sector. (2020) states that

JS mediates IWE and job performance through direct
or indirect influence.

Table 7 explains that IWE indirectly influences
IFW with a P-value of 0.003. The IWE path
coefficient is 0.096, which means that the better the
IWE, the better the JS implementation will be indirect.
Furthermore, the t-statistical value of 2.978 is more
significant than > 2.00.

Based on Table 7, the indirect influence of IWE
with the IWE-> IFW, IM->IFW, JS-> IFW paths has
significant results and a positive effect. These results
show that the role of IM and JS can mediate or become
a link between IWE and IFW partially (partial
mediation) or not mediate fully. Noor et al., (2014) On
the development of indicators for family well-being in
Malaysia. The study states that work balance and
family time are important indicators of family
relationship variables in measuring the family well-
being index. Qayyum et al., (2018) The study states
that work-family conflict affects interpersonal conflict
and psychological distress. Islamic work ethics acts as
a moderator by weakening the relationship between
interpersonal conflict and psychological distress.

4. CONCLUSION

Applying IWE has a good impact on increasing
IM, JS, performance, and family well-being. Applying
IWE values focuses on aligning the intention of work
in Islam, which must be worthy of worship to achieve
the pleasure of Allah, justice, honesty,
trustworthiness, and trying their best. However, the
main finding in the research is how implementing
IWE has a good impact on employee performance.
This study uses the Maslahah-based job performance
(MBJP) measurement to measure job performance.
That is, performance measurement is not only seen
from the completion of work. However, oriented to
worship (work aims to worship, by Islamic law and is
beneficial to religion), internal process orientation
(work productivity, effective and efficient, creative
and innovative, helpful attitude and managerial skills),
learning orientation (improving skills and knowledge,
implementing  organisational ~ culture), talent
orientation (increasing sustainable excellence and
improving talent/expertise), customer orientation
(responding to complaints and providing solutions to
customers, good service, being able to identify market
needs, and conducting customer survey evaluations)
and wealth orientation (maintenance and distribution
of assets according to Islamic law). So, good work
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measurement not only impacts the good or
development of the company but also provides a
broader benefit.

With the application of IWE, people will be more
aware of family welfare and how there should be a
good relationship between work and family. So every
company is advised to make a programme to improve
the welfare of their employees' families. This
programme should include educational programmes
on family financial management and planning, health
and education benefits for their families, religious
studies, and parenting for families.

Although this study succeeded in showing the
effect of IWE on MBJM and IFW either directly or
using connecting variables, it seems that some
limitations remain that can be considered for future
research to overcome this problem. One of them is that
the type of work in this study is mainly filled by those
who work in the field of education. Therefore, if the
population is more evenly distributed, the same or
different results may be obtained for other segments
of the research population.
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