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Abstract:- Zakat is a certain portion of assets that must 

be paid by everyone, especially Muslims, if they have 

reached the specified conditions. zakat is an asset that  

muslim must pay from the sustenance he obtains, whether 

through profession, agricultural business or commerce.to 

overcome the impact of the Covid-19 pandemic and 

reduce poverty in Indonesia by making it equal between 

the rich and the poor. Among other things through zakat. 

this has a negative macroeconomic effect, there is a 

significant increase in the number of unemployed and 

poverty, so that the need for an even distribution of 

wealth is expected to be realized. This study analyzes the 

existence of commitment and performance as the 

influence of motivation, satisfaction and transformational 

leadership in the Amil Zakat in Indonesia. This research 

uses quantitative research methods. Primary data was 

collected using a questionnaire to 145 Baznas employee 

respondents. The analysis technique used in this study 

was Structural Equation Modeling (SEM) with AMOS 

22. The Goodness of Fit test results showed a good 

distribution. the results in terms of statistical calculations 

of motivation, transformational, and employee variable, 

have significant and a positive on effect in performance of 

organization, the result of this research showing 

significant both directly and indirectly use commitment of 

organizational as variable intervening between 

transformational leadership, motivation, employee 

satisfaction and,. 
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I. INTRODUCTION 
 

As a result of the Covid-19 pandemic, the economic 

setback in the socio-economic life of the people is very much 

felt. emergence of the impact and threat of a pandemic for the 

community and entrepreneurs. almost all sectors feel the 

impact, from the manufacturing sector, Resort and hotel, 

travel, and  tranformation, and other sectors. This has an 

impact on government institutions, especially in the field of 

Human Resources Performance, as well as the private sector 

and MSMEs., to find ways to handle it. It is acknowledged 

that the impact of this pandemic has been felt by all sectors 

starting from the micro, small and medium enterprise 

(MSMEs) sector. 

 

As a result  pandemic many have terminated 

employment or laid off their employees in several business 

sectors. There are also those who let go of several employees 

without any royalties or proper income, so that there are 

several sections of society who cannot get a job or a 

permanent income, and the economy is deteriorating. the 

existence of regulations to limit people's movements to 

prevent the spread of Covid at the beginning of 2020 which 

was approved by the Ministry of Health of the Republic of 
Indonesia has approved the implementation of the policy 

making it very difficult for people to develop the economy, 

and private and medium-sized businesses. 

 

As a result of the pandemic that occurred in Indonesia, 

there was an impact on sales, especially in the trade section of 

small businesses and medium businesses, showing negative 

figures in several fields. The existence of regulations from the 

government increases the inflation rate due to the large supply 

during the pandemic, policies that affect education, 

employment, restrictions on religious activities, public 
facilities, transportation and social activities have a huge 

impact on life, especially the economy in Indonesian society. 

various government The solution to facing the pandemic and 

reducing poverty in Indonesia is by sharing and distributing 

income, which in Islam is known as zakat. In general, zakat is 

everyone's obligation to spend assets in the form of goods or 

money provided that the assets or income obtained meet the 

terms and conditions and are handed over to parties in need or 

called muzaki.. Zakat in Islam is one of the things that must 

be done as a form of concern and social action to pay attention 

to the surrounding conditions. This obligation is mentioned 
repeatedly in the Qur'an along with other obligations of 

worship 
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Fig 1.  Baznas Statistics 2020 (January-June) 

 

Figure 1 shows is a report the baznas statistic in periode 

2020. In general, Zakat has the concept of worship to purify 

the soul from stinginess, greed and selfishness as well as 

clearing property from other people's rights by providing 

some goods, prices and other positive impacts to overcome 

the lack of community economy for the purpose of reducing 

poverty, increasing economic growth, and increase purchasing 

power parity. Every year organizations active in zakat or the 

National Zakat Amil Agency (BAZNAS) provide reports on 
income from zakat in the form of reports to the Minister of 

Religion. 

 

Zakat in its role has had very influential achievements on 

the economy in Indonesia, especially during the Covid-19 

pandemic, this organization succeeded in collecting funds in 

excess of the specified target. Organizational performance is 

one of the things that is very necessary in achieving the vision 

and mission of an organization.. 

 

II. RESEARCH METHOD 
 

A. Satisfaction of Employee 

Hasibuan in his research explains the definition of 

emotional attitude that arises from job satisfaction, this 

emotional attitude has a pleasant form and likes his job,. Job 

satisfaction from outside the main job is employee job 

satisfaction that results from outside the main job, in the form 

of gifts or rewards from hard work, so that they can buy their 

needs. Handoko in his research explains the meaning of job 

satisfaction, namely a pleasant or unpleasant emotional state 

in which employees perceive their work. 

 
B. Transformational Leadership 

The ability to influence and motivate individuals to 

achieve organizational goals is the definition of leadership 

defined from research results (Gibson, et.al., 2012). Other 

research, namely Yukl (2010), argues that in a company the 

task of leadership is to influence other people to have opinions 

and accept tasks to be carried out effectively, the result of the 

quality of the leader is often considered the most important 

factor in the success or failure of an organization.  

 

 
 

C. Commitment in Organization 

The research before stated that commitment in an 
organization was interpreted in several previous studies to 

determine the strength of employee identity and involvement 

in the goals and values of the organization. Meanwhile, 

according to Mathis and Jackson, 2011, commitment in an 

organization is defined as the level of trust, loyalty and 

acceptance of employees towards organizational goals and the 

desire to remain in the organization. High commitment results 

in increased employee performance. Luthan in 2006 said that 

in organizations commitment is a form of employee loyalty to 

the organization and is a continuous process in which 

members of the organization express their concern for the 

organization. If an employee has high organizational 
commitment, achieving organizational goals is important for 

him, on the other hand, if an employee has low organizational 

commitment, his attention is low and tends to only prioritize 

personal interests. 

 

D. Organizational Performance 

Abdullah and Arisanti, in their research, revealed that 

work performance and the process of implementing 

organizational goals to be achieved are in the form of 

organizational performance, which is the level of work 

success achieved from an activity in the organization in a 
certain period which is oriented towards the organization's 

vision and mission, which is the result of performance. 

Organizations can because the form of performance can also 

be a measurement of business achievements that have been 

carried out which can be measured with indicators. Gibson in 

his research also revealed that performance can also be 

considered as a contribution to organizational results in terms 

of the resources expended so that it can be stated that 

performance is the result achieved from the behavior of the 

members of the organization itself. 

 

III. RESULTS AND DISCUSSIONS 
 

This research tests the relationship between variables 

using the Structural Equation Model (SEM), because the 

concepts of research and SEM both have a cause and effect 

relationship. Endogenous or variable Y is the definition of the 

dependent variable while the results are determined regularly 

by the independent or exogenous variable = the results of 

SEM give the results of the coefficients between related 

variables.  

 

This study uses several indices such as the Goodness of 
Fit Index (GFI), Adjusted Goodness of Fit (AGFI). Chi-

Square, Root Mean Square Error of Approximation (RMSEA) 

and Degrees of Freedom Divided Minimum Sample 

Difference Function (CMIN/DF). 
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Fig 2. Result SEM Model 

 

The result of figure 2 is : 

 The probability declared good fit  because the value is 

0.342 > 0.05 

 CMIN/DF declared good fit. because is the value is 1.114 

< 2.00  

  GFI declared good fit because value is 0.904 > 0.90,  

 The AGFI declared good fit because value is 0.902, > 

0.90 

 TLI declared good fit because value is 0.901 > 0.90 

 CFI declared good fit because value is 0.911 > 0.90, 

 

The regresion weight result is; 

 Motivation is the main point to cause a member of the 

organization to be willing and willing to exert their 

abilities and performance to achieve the goals and 

objectives of the organization that have been set, so that it 

can be concluded that motivation has a significant 

positive effect on organizational performance 

 Satisfaction is affected by the commitment of each 
employee so that it can be concluded that employee 

satisfaction has a significant positive effect on 

Organizational Commitment at the National Amil Zakat 

Agency (BAZNAS). 

 Leadership is an ability. The quality of a leader is often 

considered the most important factor in the success or 

failure of an organization in terms of the commitment of 

each employee or organization, so it can be concluded 

that Transformational Leadership has a significant 

positive effect on organizational commitment at the 

National Amil Zakat Agency (BAZNAS), 

 Motivation is a desire within a person that causes that 
person to take action. Someone takes an action to achieve 

a goal, the higher the motivation, the higher the 

performance, so that it can be concluded that motivation 

has a significant positive effect on performance at the 

National Amil Zakat Agency (BAZNAS), 

 Leaders must determine what employees must do in order 

to achieve their own or organizational goals and help 

employees gain confidence in carrying out these tasks, so 

that it can be concluded that Transformational Leadership 

has a significant positive effect on performance at the 

National Amil Zakat Agency (BAZNAS), 

 job satisfaction is a general attitude which is the result of 

several specific attitudes towards work factors, so it can 
be concluded that employee satisfaction has a significant 

positive effect on performance at the National Amil Zakat 

Agency (BAZNAS), 

 Employees have high organizational commitment, 

achieving organizational performance goals is important, 

so that the conclusion is that commitment has a 

significant positive effect on performance at the National 

Amil Zakat Agency (BAZNAS). 

 organizational commitment as an attitude that reflects 

employee loyalty to the organization to support, so it can 

be concluded that commitment has a significant positive 
effect on performance at the National Amil Zakat Agency 

(BAZNAS), with loyalty to organizational performance 

success and sustainable progress 

 the influence of leaders who increase individual and 

group self-confidence, increase awareness and interest in 

groups and organizations, and try to move subordinates' 

attention to achievement and existence development, so 

that it can be concluded that Transformational Leadership 

has a significant positive effect on employee satisfaction 

at the National Amil Zakat Agency (National Amil Zakat 

Agency). BAZNAS), 

 

IV. CONCLUSION 

 

The conclusion of this research is that motivation, 

transformational leadership and commitment are strengths 

possessed by members of the Baznas organization to carry out 

their duties as zakat officers. with this, many users have 

satisfaction because their right to pay zakat has been fulfilled, 

as well as satisfaction within their group, this is due to the 

existence of an integrated system run by leaders who create 

individual and group self-confidence, raise awareness of the 

role of zakat, thereby giving rise to interest of several other 
organizations to participate in zakat 
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