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Abstract: This study uses a quantitative correlation research approach, which aims to examine the
relationship between two main vatiables: Islamic wotk ethics and employee performance at the State
Islamic University of Alauddin Makassar. The study covered a population of 218 individuals, with a
sample size 66 employees selected through simple random sampling method. Data collection was
conducted through the administration of questionnaires, and the data collected was further analysed using
assessment techniques. The analyses included the application of product moment correlation test, F-test,
Two-sided hypothesis testing, and Chi-square test. Based on the findings detailed in the previous section
of this study, the conclusion of this study is that there is a relationship between Islamic work ethics and
the employee performance of UIN Alauddin Makassar. This conclusion is evidenced by the significant
value of 0.00, which is greater than 0.05, along with Feacuae = 17.048 compared to Feple = 3.98. As a
result, H1 is accepted, while HO is rejected. This confirms the significant influence between Islamic work
ethics and employee performance.
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1. Introduction

The university is not only a teaching place, but also a centre for research and
development of science. Vision and mission drive change and development for universities;
high-performance employees are the driving force to achieve this goal'. Performance
improvement can be realised if the management is good, encouraging the agency's efforts
to improve performance’. They not only support innovative teaching, but also play a role in
producing high-quality research that contributes to global knowledge
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The performance of employees in the university environment is the main element in
achieving the goals of quality education and achieving the vision and mission of the
university'. The enhanced organizational performance in responding to external demands
and managing internal resources may offer organisations a higher probability of
sustainability’. Employee performance plays a central role in maintaining high academic
standards and providing a quality learning experience to students.

Islamic work ethics is an important aspect of the work environment. Employees who
adopt Islamic work ethics potentially increase productivity and performance at work®.
Islamic work ethics is an important aspect of the work environment. Islamic work ethics is
an important aspect of the work environment'. Islamic work ethics: a set of principles and
values derived from Islamic teachings that significantly impact the work environment.
Islamic work ethic is based on value—system principles that logically derive an individual’s
sense of right and wrong in the Islamic context, to overcome obstacles and mistakes IWE
pay emphasis on collaboration and consultation in work".

Islamic work ethics principles, which rely on core values such as honesty, integrity,
responsibility, and fairness’, have an impact in combining work ethics with employee
performance. When employees apply these principles in a teaching context, they create a
learning environment filled with trust, integrity, and quality.

Through previous research, it has been revealed that work ethics have a significant
impact on employee performance in various contexts, including in the university
environment. Purnama et al.'s research has revealed that there is a relationship between
work ethics, leadership style, and employee performance in the educational environment'.
Likewise, Romi et al.'s research revealed that organizational behaviour based on Islamic
work ethics can increase job satisfaction and organizational commitment of university
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lecturers in Indonesia'’. This research is also consistent with Kusumawati et al. explained
that there is a significant influence of work coordination, communication and work ethic
on the performance of employees of the Public Company Teknik Laut Sejahtera’”.

However, it is important to note that this research brings a different dimension in the
context of the relationship between Islamic work ethics. And employee performance in a
university environment. Raising Islamic work ethics variables contained in employee
personalities by producing superior performance within the Alauddin State Islamic
University of Makassar which has a homogeneous religion, namely Islam.

By realising these differences, this research aims to explore them further and identify
significant contributions that can be made to understanding Islamic work ethics, in the
context of influencing employee performance within the Alauddin State Islamic University
of Makassar.

Work ethic means attributing value to hard work and industriousness, stigmatizing
idleness, ful- filling the obligations, and the belief that work should be done in the best
possible way". To fulfill the obligations means here a moral duty, while industriousness is
considered a virtue, i.e. a desirable moral quality'*. The quality of a service is determined by
work ethics'.

Islamic work ethics are based on Islamic sacred texts which are orientations that
influence and involve the participation of a Muslim in carrying out his work'’. In work
ethics, Islam views work as a means to improve life economically, socially and
psychologically based on faith in God'’. Some behaviors are ethically suggested in Islamic
teachings, which include at least four concepts in Islamic work ethics namely business,
competition, transparency, and responsible behavior (Romi et al., 2020). The main goal of

Islamic work ethics is to spread affection to all beings who are the beliefs of a muslim in
his life'®.
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Islamic work ethics has roots in Al-Quran and Al-Hadith. Al-Quran often speaks
about honesty and justice in trade, fair distribution of wealth in society”. Al-Quran
encourages acquiring skills and technology and discourages laziness. Islamic work ethics
views dedication to work as a virtue and emphasises cooperation and consultation at
work™.

Islamic work ethics can be defined as a set of moral principles that distinguish what
is right and wrong in an Islamic context. Thus, work ethics formulate definition, namely
ethics is used in terms of values and moral norms, or knowledge of good and bad that
becomes a guide for a person in a group to regulate their behavior”'. Hasan el. al. explained
that there are seven dimensions of Islamic work ethics, namely: Work Intention,
Trusteeship (trust), Work type, Work results for Islamic ummabh, Justice and Fairness, and
Cooperation and Collaboration™.

Etymologically, performance is derived from the word “perform” that has several
entries”. From these entries, it can be interpreted that performance means doing an activity
and improving the work in accordance with the responsibilities to achieve results in
accordance with those expected”. Performance (work performance) of employees means
the actual achievement compared to the expected performance of an employee®. Expected
work performance is standard performance compiled as a reference to see the employee
performance according to their position compared to the standard made®. Performance
means the result of work that can be achieved by a person or group of people in an
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organization, in accordance with their authority and responsibility, in an effort to achieve
goals”.

According to Kasmir® performance is the result of work and work behavior that has
been achieved in completing the tasks and responsibilities given within a certain period.
According to Mastram®, stating that performance is the result or level of success of a
person in carrying out the task is compared with various possibilities such as standard work
results, targets or targets as well as pre-determined criteria that have been mutually agreed™.

According to Mangkunegara’ performance comes from job performance or actual
performance or achievements achieved by a person in his work, therefore it can be
concluded that human resource performance is work performance or work results both
quality and quantity achieved by employees in a certain period.

Basu et al.” and Johari & Yahya® explained that several dimensions can be
considered as work performance construct which is dependability, knowledge of work,
leadership qualities, quality of work, innovative, initiative, integrity, relationship, proactive,
teamwork, discipline, the ability to manage, task and contextual performance™

This research is a quantitative correlational research, correlational research is used to
determine the influence of both variables, namely independent variables and dependent
variables. The variables in question are Islamic work ethics and employee performance
within Alauddin State Islamic University Makassar. The population in this study was 218
people with a simple random sampling of 66 people. So in this study the sample was 66
employees. The data collection technique used is a questionnaire then the data obtained is
analyzed by scoring then continued to be analyzed using the product moment correlation
test, F-test, 2-sided hypothesis testing and Chi squared test.
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3. Results and Discussion

Islamic Work Ethics

Islamic work ethics emphasize behavior in everyday life based on the teachings, rules,
guidelines and directions of the Qut'an and Al-Hadith. This research is quantity so that the
data produced is in the form of numbers. The data obtained is then analyzed using
Microsoft Excel and SPSS. Based on the analysis, the description of the variable level of
Islamic Work Ethics of UIN Alauddin Makassar employees is generally described as
follows:

Table 1. Islamic Work Ethics of Employees of Alauddin State Islamic University

Makassar
No. Category Interval Frequency
1. Excellent 3.26 — 4.00 54
2. Good 2.51-3.25 12
3. Less 1.75-2.50 0
4. Very Lacking 1.00 - 1.75 0
Total 66

Based on table 1, it can be seen that among 66 respondents there were no respondents in
the very less and less categories, in the good category there were 12 people with an interval
of 2.51 — 3.25, in the very good category there were 54 with an interval of 3.26 — 4.00. This
shows that the Islamic work ethics variable is mostly in the very good category with an
interval of 3.26 — 4.00. The percentage of Islamic work ethics of UIN Alauddin Makassar
employees can be seen in the following diagram.

Figure 1. Islamic Work Ethics Diagram

Islamic Work Ethics
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Source: Authors, 2024
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Based on the picture above, it can be seen that those who have Islamic work ethics in the
category are very less and less 0%, in the good category of 17%. This shows that the most
presentations are in the very good category with 82% presentations that have Islamic work
ethics. Islamic work ethics questionnaires given to 66 employees of UIN Alauddin
Makassar were generally obtained as follows:

Table 2. Descriptive Analysis of Islamic Work Ethics

Statistics Results of the Islamic Work Ethics Questionnaire
Sample size 66
Mean 3.67
Median 3.75
Mode 4.00
Standard Deviation 0.34
Variance 0.11
Range 1.20
Lowest Score 2.80
Highest Score 4.00

Total 242.70

Source: Authors, 2024

The data above shows that the results of the Islamic work ethics questionnaire given to 66
people, namely there is a mean (average) value of 3.67, median (middle value) of 3.75,
mode (value that often appears) of 4.00, standard deviation of 0.34, variance of 0.11, range
of 1.20, lowest score of 2.80, highest score of 4.00.

Employee Performance

Performance is the result of individual or group work that is used as a standard in
carrying out all targeted or applied tasks. This research is quantitative so that the data
generated is in the form of numbers. The data obtained was analysed using Microsoft Excel
and SPSS. Based on the analysis, the description of the variable level of employee
performance at UIN Alauddin Makassar is generally obtained as follows.

Table 3. Employee Performance of Alauddin State Islamic University Makassar

No. Category Interval Frequency
1. Excellent 3.26 — 4.00 39

2. Good 2.51-3.25 27




3. Less 1.75 — 2.50 0
4. Very Lacking 1.00 — 1.75 0
Total 66
Source: Authors, 2024

Based on table 3, it can be seen that among 66 respondents for the category of very
less and less there were no respondents who answered, in the good category there were 27
with an interval of 2.51-3.25, in the very good category there were 39 respondents with an
interval of 3.26-4.00. This shows the performance of UIN Alauddin Makassar employees in
the very good category with an interval of 3.26 — 4.00. The percentage of performance of
UIN Alauddin Makassar employees can be seen in the following diagram.

Figure 2. Diagram Circle of Employee Performance
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Based on the graph above, it can be seen that the performance of UIN Alauddin Makassar
employees who are in the category is very less and less by 0%, the performance of UIN
Alauddin Makassar employees in the good category is 41% and the performance of UIN
Alauddin Makassar employees is in the very good category of 59%. This shows that the
presentation is at best in the very good category with a presentation of 59%. The
performance questionnaire of UIN Alauddin Makassar employees given to 66 respondents
at UIN Alauddin Makassar was generally obtained as follows.

Table 4. Descriptive Analysis of Employee Performance

Statistics Results of the Islamic Work Ethics Questionnaire
Sample size 66
Mean 3.36
Median 3.40
Mode 3.20
Standard Deviation 0.34
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Variance
Range
Lowest Score
Highest Score

Total

0.12

1.40

2.60

4.00

222.00

Source: Authors, 2024

The data above shows that the results of employee performance questionnaires given to 66
employees at UIN Alauddin Makassar, there is a mean (average) of 3.36, median (middle
value) of 3.40, mode (mode) of 3.20, standard deviation of 0.34, variance of 0.12, range of

1.40, lowest score of 2.60 and highest score of 4.00.

Prerequisite Test

Normality Test

Test the normality of the error distribution by using the Kolmogorov Smirnov Test. Test
the normality of religious awareness data, performance ethics and performance of UIN

Alauddin Makassar employees as follows:

Table 5. Normality Test Result

Etika_Kerja_Islam

X Kinerja_Y

N 66 66
Normal Parameters™ Mean 3,6773 3,3636

Std. 34409 34802

Deviation
Most Extreme Absolute ,181 ,090
Differences

Positive 174 ,090

Negative ,181 ,085
Test Statistic ,181 ,090
Asymp. Sig. (2-tailed) ,285 ,200%

Source: Write the source of your data here.

The calculation results of table One — Sample Kolmogorov Smirnov Test obtained Sig
value = 0.28 for the Islamic Work Ethics variable and Sig value = 0.20 for the performance
variable. Signification values at the signification value a = 0.05, because Sig > « then Ho is

received then the data is normally distributed.




Homogeneity Test

After conducting a normality test, a homogeneity test is carried out with the help of SPSS
using the test of Homogeneity of Variances. The homogeneity test is used to find out
whether the sample that has been taken is from a population that has the same variation or
not.

Table 6. Homogeneity Test Result

Test of Homogeneity of Variances

Kinerja_Y
Levene df1 df2 Sig.
Statistic
4,018 9 96 ,357

Based on the results of the data contained in the SPSS Tests of Homogeneity of
Variances , the value of > a is 0.357 > 0.05 so that homogeneity testing.

Linearity Test od Regression Coefficient

The linearity test intends to test whether the regression line of the independent variable
over the dependent variable has a linear relationship or vice versa. If the two data are
linearly related, then the prediction of the two variables has a unidirectional relationship.
For testing the linearity of the data, the I test is used, with the following test criteria:

Ho: Regression model with linear pattern, if Fcalculate < Ftable and Sig > 0.05
H1: Non-linear patterned Regression Model, if Fcalculate > Ftable and Sig > 0.05

Table 7. Regression Coefficient Linearity test Results

ANOVA Table
Sum of Mean
Squares |df Square |F Sig.
Kinerja_Y  * Between (Combined) |3,367 12 ,281 3,301 1,001
Etika_Kerja_Is Groups
lam_X Linearity 2556 |1 2,556 80’07 1000
Deviation
from 811 11 174 ,867 |,577
Linearity
Within Groups 4,506 53 ,085
Total 7,873 65
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The results of SPSS data analysis obtained a significant value of 0.577 which refers to the
data linerity criterion that if the significant value > o with a level of « = 0.05, it has a direct
influence between Islamic work ethics and the performance of UIN Alauddin Makassar
employees is linear. The Regression Model in this problem is the result of the calculation
process with SPSS software stating the relationship between the independent variable with
the dependent variable that is significant with the Y = a + BXi model. Significant tests of a
regression model that meet the following submission criteria:

Ho: Regression Model is not Significant if Fhitung =< Ftabel dan Sig > 0,05
H1: Significant Regression Model if Fhitung > Ftabel dan Sig > 0,05.

Table 8. Regression Results

ANOVA*
Sum of Mean
Model Squares df Square F Sig.
1 Regression 2,765 2 1,382 17,048 ,000°
Residual 5,108 63 ,081
Total 7,873 65

a. Dependent Variable: Kinerja_Y
b. Predictors: (Constant), Etika_Kerja_Islam_X

The results of the regression calculation X to Y in the table above obtained Sig = 0.000 at
the real level « = 0.05 so that Sig < a and Fcalculate = 17.048 and Ftabel = 3.98 at the real
level « = 0.05, so that Fcalculate > Ftable then H1 is accepted means a significant
regression model. This shows that variable X has a relationship with variable Y, Islamic
work ethics and employee performance have a relationship.

Hypothesis Test

Hypothesis test (Correlation Test) to see the effect of the independent variable on related
variables used Pearson Product Moment correlation. The hypothesis of this study is:

H1 = There is an influence of Islamic work ethics on the performance of UIN Alauddin
Makassar employees

HO = No influence of Islamic work ethics on the performance of UIN Alauddin Makassar
employees



Table 9. R Square Result

Model Summary

Adjusted R [Std. Error of the
Model |R R Square Square Estimate
1 ,593a ,351 ,331 ,28475

a. Predictors: (Constant), Etika_Kerja_Islam_X.

The table above shows that the R Square value is 0.351 > 0.05, it shows that work ethics
affect the performance of UIN Alauddin Makassar employees.

Table 10. Inter-variable Correlation

Etika_Kerja_Islam
X Kinefja_Y
Etika_Kerja_Islam_X Pearson' 1 570"
Correlation
Sig. (2-tailed) ,000
N 66 66
Kinerja_Y Pearson. 570" 1
Cotrelation
Sig. (2-tailed) ,000
N 66 66

Based on the results of data analysis, Islamic work ethics were obtained with performance
obtained a value of 0.00 which is smaller than the significant level of 0.05 which means that
there is an influence of Islamic work ethics on the performance of UIN Alauddin Makassar
employees, according to the criteria determined by Sig. 0.00 < 0.05 so that HO is rejected
and H1 is accepted. This shows that there is an influence of Islamic work ethics on the
performance of UIN Alauddin Makassar employees.

Discussion

Based on the results of testing the effect of Islamic work ethics on employee performance,
the results obtained are 0.00> 0.05. This indicates that there is an influence of Islamic work
ethics on employee performance at UIN Alauddin Makassar. Islamic work ethics teaches
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that work is a form of worship that is accepted by Allah if done sincerely and beneficially™.
This concept is in line with Surah Al-Dhariyat [51:56]: ‘And I did not create the jinn and
mankind but that they should worship Me.” This verse shows that all activities, including
work, can be a form of worship if done with the right intention to get closer to Allah.
Employees at UIN Alauddin Makassar who view work as a form of worship to God tend
to have high motivation in carrying out their duties. Data analysis shows that this attitude
can encourage employees to carry out tasks with greater dedication, as they see work as a
way to get closer to God.

Islamic work ethics emphasises the importance of knowledge in carrying out tasks™.
Education and continuous learning are values emphasised in Islamic teachings. Employees
who adhere to this principle tend to continuously develop their knowledge and skills”". This
is in line with Surah Al-Mujadila [58:11]: ‘Allah elevates those who believe among you and
those who are given knowledge by several degrees.” This verse emphasises the importance
of knowledge in Islam and how Allah grants higher degrees to those with faith and
knowledge. Analysis of the data shows that employees who prioritise knowledge in their
work tend to have superior performance as their abilities are constantly evolving.

Islamic work ethics teaches to emulate divine traits in carrying out tasks™. Values such as
honesty, justice, and compassion are traits that are believed to exist in God. This is
supported by Surah An-Nisa [4:58]: ‘Verily, Allah commands you to deliver the trust to
those who are entitled to it, and when you judge between men, judge justly.” Employees of
UIN Alauddin Makassar who exemplify these traits in their work are likely to have a strong
work ethic and can make a positive contribution to the work environment. Analysis of the
data shows that employees who apply divine traits in their daily performance tend to have a
positive impact on work quality and co-operative relationships.

Overall, data analysis confirmed that Islamic work ethics has a strong influence on the
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employee performance. This is in accordance with Surah Al-Mulk [67:15]: ‘He it is who
made the earth for you, so walk all over the earth and eat from the sustenance given by
Allah, and only to Him will you be resurrected.” This attitude can encourage better
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