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ABSTRACT 

Purpose – Building performance is one of the fundamental goals 

of every tertiary institution. The lecturer profession is increasingly 

competitive, and the difficulty in raising the competence of lecturers 

who are partly in the Islamic boarding school environment 

determines whether Islamic tertiary institutions survive. This study 

examines the influence of Islamic Leadership, organizational 

culture, and self-efficacy on lecturer performance mediated by 

Organizational Citizenship Behavior (OCB). 

Design/methods/approach – This research was conducted on 

202 lecturers at an Islamic religious university in West Kalimantan, 

Indonesia. This type of correlational research with survey 

techniques using the SmartPLS 3.3.7 application. 

Findings – From the results of the study, it was found that there 

was a significant influence of Islamic Leadership on OCB; there is a 

significant influence of organizational culture on OCB; there is a 

significant effect of self-efficacy on OCB; there is no significant effect 

of Islamic Leadership on performance; there is no significant effect 

of organizational culture on performance; there is a significant effect 

of self-efficacy on performance; there is a significant effect of OCB 

on performance; and there is a significant effect of Islamic 

Leadership, organizational culture, and self-efficacy on OCB-

mediated performance. This study contributes to a new paradigm of 

lecturer performance: OCB as the dominant variable construct that 

mediates civic virtue and altruism values. 

Research implications/limitations – This study emphasizes 

that improving lecturer performance is not enough with spiritual 

leadership, organizational culture, and self-efficacy but assisted by 

organizational citizenship behavior (OCB). 

Practical implications – This study shows a relationship 

between Islamic leadership, organizational culture, self-

efficacy, and OCB variables on lecturer performance and 

gives the importance of strengthening OCB to improve 

lecturer performance. 
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1. Introduction 

Building good performance is one of the fundamental goals of every tertiary institution. Good 

performance certainly positively impacts progress and excellence for tertiary institutions. Performance 

is significant for tertiary institutions, making students interested and want to join the tertiary institution. 

So important to be a lecturer; lecturers face five significant problems, including salary or welfare, further 

study, bureaucracy, administrative burden, networking, and international publications (Kurniawan, 

2018). 

Furthermore, research has a significant role in developing a country. However, in Indonesia, the 

number of academics producing research is minimal compared to developed countries. Out of a total 

of 2.8 million scientific documents from Indonesian researchers on Google Scholar, only around 100 

thousand Scopus-indexed journal articles (Pranata, 2021). As many as 177,000 Lecturers and 

Researchers are registered at SINTA (Science and Technology Index) spread across 4,607 Higher 

Education Universities in Indonesia, but only 34,007 scientific works/writings are produced which are 

indexed by Scopus (Zulfakhri Sofyan, 2020). Meanwhile, the publication of scientific papers at Islamic 

tertiary institutions in West Kalimantan, which are partly under Islamic boarding school foundations, still 

has problems both in quantity and quality. It can be seen that there are no Islamic tertiary institutions in 

West Kalimantan that are included in the top 100 ranking affiliation profiles on the science and 

technology index (SINTA). This condition indicates that the performance of lecturers related to research 

is still relatively low, and the enthusiasm for carrying out journal publications is still minimal. 

Table 1. Rank affiliation profile science and technology index (SINTA) 2022 

 
Islamic College in West Kalimantan Affiliation Rank 

Universitas Muhammadiyah Pontianak 273 

Institut Agama Islam Negeri Pontianak 510 

Universitas Nahdlatul Ulama Kalimantan Barat 1507 

Institut Agama Islam Syaifuddin Sambas 4366 

Sekolah Tinggi Agama Islam Al-Ma’arif Sintang  4939 

Sekolah Tinggi Agama Islam Mempawah 4942 

Sekolah Tinggi Ilmu Syari’ah Syarif Abdurrrahman Pontianak 5044 

Sekolah Tinggi Ilmu Tarbiyah Darul Ulum Kubu Raya 5088 

 Source: Science and Technology Index (SINTA) 2022 

To improve the performance of many factors that cause a person’s performance to increase. The 

work environment affects employee performance, job satisfaction affects employee performance, and 

organizational commitment affects employee performance (Pusparani, 2021). Employee performance 

issues are inseparable from the various accompanying factors, including ability and motivational factors 

(Robert L Mathis, 2012). 

The interesting thing about performance is not always about the achievements that tertiary 

institutions achieve, but more profound than that, where a lecturer develops both externally and 

internally. External development is related to achievement, targets, and results, but internal 

achievement is related to lecturers’ loyalty and sincerity to work beyond their responsibilities (Ardhiyyan, 

2017). Judging from the various factors that cause high and low performance, leadership is considered 

an essential factor that determines the success of an organization. Good leadership in an organization 
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can improve the work of its members and vice versa. The concept of Islamic Leadership is believed to 

be a solution to the current leadership crisis due to the decline in human values as a result of ethical 

malaise and ethical crisis (Tobroni, 2015), also disclosed by (Al-Sakinah et al., 2020), the better or the 

effective use of spiritual leadership that reinforces organizational commitment affects the performance 

of lecturers spiritually. Found a positive and significant correlation between Islamic Leadership and 

organizational performance. Furthermore, to research (Ali et al., 20,13), Islamic Leadership can improve 

employee performance, which translates into job satisfaction, organizational commitment, and 

productivity. 

Apart from Islamic Leadership, organizational culture is an important aspect to be considered by 

universities in improving the quality of lecturers related to performance (Panggabean et al., 2020). 

Organizational culture affects job satisfaction, affective commitment, continuing commitment, and 

employee performance. Organizational culture affects employee performance. (Irmayanthi & Surya, 

2020). Moreover, research by Bayu Putra and Fitri’s work culture affects lecturer performance. In 

contrast, research (Girsang, 2019) organizational culture does not affect employee performance. 

Various studies have shown that organizational culture still has inconsistencies in performance. 

Therefore, it is necessary to understand the culture and accept it. Then the lecturers will know what 

they have to do and what can be expected from this culture. In addition to culture, self-efficacy is an 

essential factor in improving performance, as research conducted by (Aslamiyah & Effendy, 2020) the 

influence of self-efficacy on performance. Research conducted by (Nurjati et al., 2020) showed that 

person-job fit and self-efficacy positively and significantly affect performance. 

In the increasingly competitive world of higher education, spiritual leadership, culture, and self-

efficacy are expected to play an essential role in achieving competitive lecturer performance mediated 

by organizational citizenship behavior (OCB). Organs say that OCB is individual helping behaviors and 

gestures that are organizationally beneficial but are not formally requested (Alwi et al., 2019). (Bustomi 

et al., 2020) OCB affects employee performance. Furthermore, the OCB of the employee affects the 

performance of the Secretariat Government Employees of Jember Regency (Damayanti et al., 2019). 

Therefore, OCB, as a mediating variable, is expected to be able to solve problems that occur in 

Islamic tertiary institutions where lecturers provide added value to work and added value to tertiary 

institutions. With OCB, it is expected to have extra responsible behavior because the behavior given 

exceeds its main task as a lecturer. So that by being given assignments that exceed their primary tasks, 

it is hoped that they can be an encouragement for lecturers to be more optimal in improving performance 

in the future. 

1.1. Islamic Leadership 

Islamic Leadership introduced by (Fry et al., 2005) Spiritual Leadership is a causal 

leadership theory for organizational transformation designed to create an intrinsically motivated, 

learning organization. Dani Abdelzaher said The role of Spiritual leadership in mitigating the effects 

of turbulence could not be overstated. While sometimes turbulence is driven by factors beyond the 

control of organizations, how to respond to such turbulence is a function of both employees and 

leadership (Abdelzaher, 2017). Thus, Islamic Leadership is basically to motivate and inspire its 

members by creating a vision and culture based on altruistic values. 

1.2. Organizational Culture 

According to (Robbin, 2010), organizational culture is a set of values, principles, traditions, 

and ways of working shared by members of the organization and influence how they act. According 

to Nishant and Dharam, organizational culture, namely: the concept of organizational culture, offers 

new insights into the understanding of the internationalization of INVs. Different viewpoints on 
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organizational culture exist; however, a general understanding is that it refers to an organization’s 

shared values and beliefs that help organization members understand organizational functioning 

and thus provide norms for their behavior and actions (Kumar & Sharma, 2018). 

1.3. Self-efficacy  

Self-efficacy is the perception that individuals can do something meaningful to achieve 

their goals (Ika Sandra, 2013). According to Bandura, self-efficacy is defined as people’s beliefs 

about their capabilities to produce designated levels of performance that exercise influence over 

events that affect their lives. Self-efficacy beliefs determine how people feel, think, motivate, and 

behave. Such beliefs produce these diverse effects through four major processes. They include 

cognitive, motivational, affective, and selection processes (Bandura & others, 1977). 

1.4. Organizational Citizenship Behavior (OCB) 

(Dennis W. Organ, 1988) Says OCB as individual helping behaviors and gestures that are 

organizationally beneficial but are not formally required (Williams & Anderson, 1991) provides a 

view related to OCBthat, “organizational citizenship behavior classification can be based on health 

behavior. The difference between OCB and individual behavior is based on individual specific 

benefits and indirectly contributes to the organization” (Williams & Anderson, 1991)  

(Hunsaker, 2016) explains, “the results of this study lend support to the enabling influence 

of spiritual leadership on positive organizational behavior such as OCB. Moreover, the study 

increases our understanding of the emic manifestations of leadership theory, like Confucian 

values, in generalizing western leadership theories to outside cultures”. Spiritual leaders demand 

a target to be achieved and how to achieve it by working together to create a sense of sincerity for 

lecturers to work beyond their primary functions as lecturers. Therefore the hypothesis proposed 

is: 

H1: Islamic Leadership to OCB 

Organizational behavior is always associated with members’ performance and 

organizational culture. When individuals internalize behaviors deemed appropriate by 

organizational culture, the successful completion of that behavior is a reward (Wirawan, 2007a). 

(Wira Saputra & Supartha, 2019) Organizational culture has a significant positive effect on OCB. 

Moreover, partially, organizational culture positively affects OCB (Satya Nugraha & Ayu Dewi 

Adnyani, 2017). Thus, the better the applied organizational culture will be able to create OCB. 

Therefore, the hypothesis proposed is: 

H2: Organizational Culture to OCB 

Self-efficacy significantly and directly affects job satisfaction because it can gain 

confidence in one’s ability to complete specific tasks and become more accurate (Conley, 2006). 

Also explained (J. DARRELL COOPER, 2010)  that the construct of self-efficacy is cognitive, social 

theory, and human relations from causal and reciprocal relationships. The results of the study 

explain that there is a positive and significant correlation between self-efficacy and OCB (Rahman, 

2013). Therefore the hypothesis proposed is: 

H3: Self-efficacy to OCB 

1.5. Lecturer Performance 

According to (Whitemore, 2021), that performance is “the execution of the functions 

required of one.” Furthermore, “real performance is going beyond what is expected; it is setting 

one’s own highest standards, invariably standards that surpass what others demand or expect. It 

is, of course, an expression of one’s potential. It comes closer to the second meaning of 
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performance as defined by my dictionary: “a deed, a feat, a public exhibition of skill” (Whitemore, 

2021). Where (Key Performance Indicator), is a series of actions that focus on the critical aspects 

of performance for the success of the organization in the present and the future (David Parmenter, 

2007). 

According to (Nowack, 2004), every individual who judges his boss who has bad 

leadership practices causes the individual to have a higher tendency to leave the organization. The 

influence of Islamic Leadership on performance is considered an essential factor and greatly 

determines the success of a performance. Research conducted by Faizzuddin et al. said that 

Islamic Leadership has a positive and significant effect on performance (Muhammad Faizuddin, 

2020). This research shows how important Islamic Leadership’s value is in improving performance. 

Therefore the hypothesis proposed is: 

H4: Islamic Leadership to Lecturer Performance 

Organizational culture significantly shapes the character (behavior) of a person or group 

in an organization. A culture that goes well will provide complete activities harmoniously according 

to expectations. Organizational culture and length of work have a positive and significant effect on 

employee performance (Saragih, 2021). A study (Aravik et al., 2021) found that organizational 

climate affects productivity at work. This influence can lead to commitment and responsibility and 

becomes a value lecturers will follow and implement to improve performance. Therefore the 

hypothesis proposed is: 

H5: Organizational Culture to Lecturer Performance 

One of the individual factors for increasing one’s performance is the need for self-

confidence in order to be able to do the job well and optimally. Delfina Gamely said self-efficacy 

positively and significantly influences lecturer performance (Delfina Gemely, 2020). Self-efficacy 

significantly affects performance (Ana lailul hikmah, 2020). (Sakinah Ubudiyah Siregar, 2020) said 

that self-efficacy directly affects the performance of lecturers at the Labuhan Batu private 

university. It indicates that the higher the self-efficacy, the better one’s work results will be. (Ayu et 

al., 2017). Therefore the hypothesis proposed is: 

H6: Self-Efficacy to Lecturer Performance 

Every individual with OCB will have high loyalty and naturally feel comfortable and secure 

in his work. In an organization, what is being demanded at this time is not only in-role behavior but 

also extra-role behavior or behavior that exceeds the demands of roles in the workplace. Extra-

role behavior is an organization’s OCB growth (Maya & Lesmana, 2018). OCB affects the 

performance of lecturers (Bayu Putra & Fitri, 2021). OCB significantly affects the performance of 

private university lecturers in Medan (Jufrizen et al., 2020). Thus that OCB can become a 

reinforcement in increasing performance. Therefore the hypothesis proposed is: 

H7: OCB to Lecturer Performance 

The description of the influence between the previous variables explains that Islamic 

Leadership, organizational culture, and self-efficacy affect OCB, and OCB affects lecturer 

performance. It can be interpreted that OCB can act as an intermediary for lecturer performance. 

Some research results show that OCB can mediate the effect of affective commitment on employee 

performance (Utomo et al., 2019). Moreover, OCB, as a mediating variable, can carry out its role 

well by adding to the total effect of each variable (Pradana Lutfiyanto et al., 2020). With OCB, every 

lecturer is expected to have extra responsibility behavior in a different role because the behavior 

given exceeds the primary main task. So it is expected to improve performance. Therefore the 

hypothesis proposed is: 

H8: Islamic Leadership, organizational culture, and self-efficacy on lecturer performance 

mediated by OCB. 
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2. Methods 

This study used a quantitative approach with correlational research as the type of research. Data 

collection was carried out using a survey questionnaire. The object of this research is an Islamic 

religious college in West Kalimantan consisting of Institut Agama Islam Negeri Pontianak, Universitas 

Muhammadiyah Pontianak, Universitas Nahdhatul Ulama, Institut Agama Islam Sambas, Sekolah 

Tinggi Agama Islam Mempawah, Sekolah Tinggi Ilmu Tarbiyah Darul Ulum Kubu Raya, Sekolah Tinggi 

Agama Islam Ma’arif Sintang, Sekolah Tinggi Ilmu Syari’ah Syarif Abdurrahman Pontianak. The 

population in this study are all civil servant lecturers and non-civil servant permanent lecturers who 

already have home bases in each tertiary institution. With a total of 508 lecturers. Sampling with 

proportionate random sampling with the formula Issac and Michael (Sugiyono, 2017). The sample 

consists of all lecturers who already have homebase status in West Kalimantan, with a total of 205 

lecturers using path analysis with Smart PLS 3.3.7. 

Most respondents were 57.9% male, while 42.1% were female. Most respondents are aged 

37.6%, between 30 to 40 years, 28% less than 30 years, 19.8% between 40 to 50 years, and 13.9% 

over 50 years. Respondents’ academic positions were 53% expert assistants, 36.6% lecturers, and 

10.4% head lecturers. In addition, 63.3% have worked for less than ten years, 31.2% have worked for 

10 to 20 years, and 3.5% have worked for 20 to 30 years. The characteristics of the respondents are 

described in table 2. 

Table 2. Description of respondents 

 

 

 
 

 

 

 

 

 

 

 

 

 

 

Collecting data in this study used a questionnaire with a Likert scale with 5 points ranging from 1 

strongly disagree to 5 strongly agree. This study uses five variables, Islamic Leadership, which means 

applying a leadership style designed to create an intrinsically motivated higher education atmosphere. 

With indicators, namely true honesty, fairness, the spirit of good deeds, hating formality and organized 

religion, talking less, working more and relaxing, generating the best for oneself and others, openness 

to accept change, leaders who are loved, think globally and act locally and humility heart. This 

measurement scale is taken from research (Tobroni, 2015). 

Organizational culture is measured using innovation parameters, attention to detail, outcome 

orientation, people orientation, time orientation, aggressiveness, dan stability (Robbin, 2010). Self-

efficacy is measured using four indicators: past performance, vicarious experience, verbal persuasion, 

and dan emotional cues (Bandura & others, 1977). Lecturer performance is measured using four 

 # % 

Sex   

Male 117 57,9 

Female 85 42,1 

   

Age   

< 30 Years 58 28.7 

30 - 40 Years 76 37.6 

40 – 50 Years 40 19.8 

> 50 Years 28 13,9 

   

Position   

Instructor 107 53 

Assistant Professor 74 36,6 

Associate Professor 21 10,4 

   

Working period   

< 10 Years 132 65.3% 

10 - 20 Years 63 31.2% 

20 - 30 Years 7 3.5% 
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competencies: personal competence, professional competence, pedagogical competence, and social 

competence (Departemen Pendidikan Nasional, 2005). Moreover, organizational citizenship behavior 

(OCB) is measured using altruism, conscientiousness, sportsmanship, civic virtue, dan courtesy 

(Wayne Morrison, LLB, LLM, et al., 1997). 

Statistical analysis was used to determine the frequency distribution of respondents’ responses 

from the questionnaire results, which described the variables studied in detail. Data were analyzed 

using Smart PLS 3.3.7 software as a suitable technique where the research objective is to predict the 

research model being explored. SmartPLS is favored as a prediction technique and is recommended 

in the early stages of theoretical development to test and validate exploratory models (G. David Garson, 

2016).  

3. Results 

3.1. Test of Structural Models (Inner Model) 

The R-square value (R2) indicates the independent variable’s determination level on the 

dependent variable. The greater the R2 value, the better the level of determination. The 

endogenous variable coefficients are presented in Table 3 

Table 3. The goodness of Fit Test Results 
Structural Model Endogenous Variables R-Square (R2) 

1 Lecturer Performance (Y) 0,531 

2 OCB (Z) 0,276 

The results of calculating R2 for each endogenous latent variable in table 3 show that the 

value of R is in the range of values from 0.276 to 0.531. Based on this, the results of calculating 

R2 show that R2 is moderate (0.276 and 0.531). The following formulation obtains the predictive 

relevance value: 

Q2 = 1 – (1 – R12) (1 – R22)  

Q2 = 1 – (1 – 0,276) (1 – 0,531)  

Q2 = 1 – 0,339556 

Q2 = 0,660 

The Q2 calculation results show that the Q2 value is 0.660. The Q2 value can measure how 

well the model generates the observed values and the parameter estimates. A Q2 value greater 

than 0 (zero) indicates that the model is said to be good enough, while a Q2 value less than 0 

(zero) indicates that the model lacks predictive relevance (Imam Ghozali, 2018). The predictive 

relevance value of 66% indicates that the data variance the model can explain is 66%. The 

remaining 34% is explained by other variables (outside the model). The proposed PLS model is 

quite good because it can explain 66% of all information. 

3.2. Hypothesis Testing Results (Inner Model) 

Testing the hypothesis and path coefficients shows that Islamic Leadership, organizational 

culture, and self-efficacy directly affect lecturer performance mediated by OCB. Statistical T values 

are presented in Figure 1. 

Islamic Leadership significantly affects OCB with a p-value of 0.015 <0.050. it means that 

the data supports the H1 research model. Organizational culture significantly affects OCB, with a 

P-value of 0.001 <0.050. it means that the data supports the H2 research model. Self-efficacy 

significantly affects OCB with a p-value of 0.000 <0.050. it means that the data supports the H3 

research model. Islamic Leadership has no significant effect on performance, with a p-value of 
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0.396 > 0.050. it means that the data does not support the H4 research model. Organizational 

culture has no significant effect on performance, with a p-value of 0.100 > 0.050. it means that the 

data does not support the H5 research model. Self-efficacy significantly affects performance with 

a p-value of 0.000 <0.050. it means that the data supports the H6 research model. OCB 

significantly affects performance with a p-value of 0.000 <0.050. it means that the data supports 

the H7 research model. 

Indirect or mediated influence is as follows: Islamic Leadership significantly affects 

performance mediated by OCB with a p-value of 0.022 <0.050. Organizational culture significantly 

affects OCB-mediated performance with a p-value of 0.003 <0.050. Self-efficacy significantly 

affects OCB-mediated performance with a p-value of 0.001 <0.050. it means that the OCB variable 

data as mediation supports the H8 research model.  
 

 
 

Figure 1. The Final Model 

 

Table 4. Path Analysis 
 

Hypothesis 

Statement 

Original 

Sample 

Sample 

Mean (M) 

Standard 

Deviation (St. 

Dev) 

T Statistics 

(O/St. Dev) 

P Values 

Islamic Leadership 

=> OCB 

0,145 0,152 0,059 2,443 0,015 

Culture => OCB 0,225 0,230 0,066 3,402 0,001 

Self-Efficacy => 

OCB 

0,331 0,332 0,074 4,454 0,000 

Islamic Leadership 

=> Performance 

0,042 0,045 0,049 0,849 0,396 
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Organizational 

Culture => 

Performance 

0,098 0,102 0,060 1,648 0,100 

Self Efficacy => 

Performance 

0,334 0,325 0,076 4,396 0,000 

OCB => 

Performance 

0,443 0,449 0,072 6,177 0,000 

 

Table. 5 Mediating 
 

Hypothesis Statement Original 

Sample 

Sample 

Mean (M) 

Standard 

Deviation (St. 

Dev) 

T Statistics 

(O/St. Dev) 

P 

Value 

Islamic Leadership => 

OCB => Performance  

0,064 0,068 0,028 2,298 0,022 

Organizational Culture 

=> OCB => 

Performance 

0,100 0,103 0,034 2,939 0,003 

Self Efficacy => OCB 

=> Performance 

0,146 0,149 0,042 3,464 0,001 

4. Discussion 

The results of testing the inner model with path analysis show that Islamic Leadership directly 

affects OCB. The results of this study support previous research, which found that Islamic leadership 

affected OCB. According to research by Jie Yang et al., “spiritual leadership has a positive impact on 

employees’ innovative behavior” (Yang et al., 2021). Spiritual leadership affects employees’ attitudes 

and work behavior (Helmy, 2016). Leaders with Islamic Leadership styles positively influence the quality 

of work life and organizational citizenship behavior of employees in the company (Sayuti et al., 2021). 
Also supported by research (Supriyanto & Ekowati, 2020), “the results suggest that spiritual leadership 

has a significant influence on the Islamic organizational citizenship behavior, that Islamic work ethics 

mediate spiritual leadership towards the Islamic organizational citizenship behavior, and that political 

skill is not a moderating variable. Applying Islamic Leadership is one of the dominant factors for changes 

in OCB. Because behind the success of an organization prominent are big people, namely leaders who 

have high spiritual values, have good spiritual values, will be able to carry out their role to help improve 

OCB so that it is better and will ultimately affect the goals of Islamic tertiary institutions to be achieved. 

The results of the inner model test show that organizational culture has a significant positive 

effect on OCB. It is supported by the results of previous studies, which found that organizational culture 

affects OCB. Organizational culture has a significant positive effect on OCB (Wira Saputra & Supartha, 

2019). There is an effect of organizational culture on organizational citizenship behavior in lecturers at 

Universitas Kristen Indonesia (Nadeak, 2016). Partially, organizational culture has a significant positive 

effect on OCB (Mangindaan et al., 2020). From this description, the components of organizational 

culture are in the form of values, norms, regulations, shared beliefs, and the philosophy adopted by the 

organization. The essentials are vital because they are behaviors and competitions that all employees 
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must own to carry out (Andi Hastono, 2009). Organizational culture is the organization’s basic 

philosophy, including shared beliefs, norms, and values, which are the core characteristics of how to 

do things in an organization (Tintami et al., 2013). Organizational essential for lecturers, considering 

that OCB is something that must be taken into account if an Islamic tertiary institution wants to achieve 

its goals, a good organization will undoubtedly consider every ability of its stakeholders to be able to 

relate to each other, assist in achieving maximum performance so that it can achieve goals from Islamic 

college. 

The results of the inner model test show that self-efficacy has a significant positive effect on OCB. 

It supports the results of previous research, which found that self-efficacy influences OCB. There is a 

positive and significant influence between self-efficacy and OCB (Rahman, 2013). Self-efficacy has a 

positive and significant effect on organizational citizenship behavior, self-efficacy has a positive and 

significant effect on job satisfaction, job satisfaction has a positive and significant effect on 

organizational citizenship behavior, and this study has also succeeded in proving that self-efficacy 

affects organizational citizenship behavior (OCB) which mediated by employee job satisfaction (Dewi 

& Sudibya, 2016). Thus, self-efficacy is a person’s belief in completing tasks well and having high 

expectations of a task. In this case, if the lecturers are persistent in carrying out assignments and have 

high hopes for a task, then they can provide the best for the advancement of higher education by helping 

each other to make hard work easier to achieve organizational goals. 

Islamic Leadership on performance based on research results showing Islamic leadership does 

not significantly affect performance. These findings prove that Islamic Leadership has not been able to 

improve performance directly. It needs stages and processes to improve performance. Following the 

results of previous research, the impact of Islamic Leadership and organizational communication on 

employee performance does not occur directly but through a process of forming attitudes in 

subordinates before behaving (Sulistyo, 2009). Other research proves that Islamic Leadership does not 

directly affect performance (Kakiay, 2017). The result of the research shows that there is a significant 

favorable of spiritual leadership towards the organizational culture. A significant positive influence of 

organizational culture is also seen on employee loyalty, and there is a positive but insignificant influence 

of spiritual leadership on employee loyalty” (Alimudin et al., 2017). Islamic Leadership plays an 

influential role in moving individuals to behave in the direction of achieving organizational goals through 

a process of influencing, directing, and motivating. Effective Islamic leadership encourages the birth of 

positive individual attitudes, both in the form of attitudes and behavior. Lecturers of Islamic tertiary 

institutions have not thoroughly felt the Islamic Leadership variable. 

The results of the inner model test show that organizational culture does not have a significant 

positive effect on performance. The findings of this study prove that the culture built in tertiary institutions 

is not sufficiently able to improve performance directly; it needs a process and mutual agreement to 

strengthen the values built so that they can be accepted directly in improving performance. It is in line 

with previous research that organizational culture or culture has no relationship to individual 

performance in the organization (Rahmawaty, 2016). Organizational culture has no significant effect on 

performance (Girsang, 2019). Also, other research has that organizational culture is not sufficiently 

capable of influencing employee performance (Megantara et al., 2019). Likewise, the theory is that 

organizational culture is always associated with member and organizational performance. When 

individuals internalize behaviors deemed appropriate by organizational culture, completing that 

behavior is a reward (Wirawan, 2007b). This statement emphasizes that organizational culture is related 

to the way of work, behavior, and relationship adhesives. The high perception of respondents about the 

organizational culture of Islamic tertiary institutions in West Kalimantan is inseparable from the 

campus’s efforts to encourage every individual in it, especially educators, to be innovative, dare to take 
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risks and be thorough, and focus on work results. Thus, the lecturers feel more flexible in completing 

every task the campus gives without feeling forced. 

The study’s results show that self-efficacy has a significant positive effect on performance. Agree 

with this opinion (Gibson, 2012). Self-efficacy has three dimensions: magnitude, the level of task 

difficulty a person believes she can attain; strength, referring to the conviction regarding magnitude as 

strong or weak; and generality, the degree to which the expectation is generalized across the situation. 

According to (Noornajihan, 2014), Self-efficacy in the Islamic view is not only related to one’s belief in 

one’s abilities in some issues, but self-efficacy in Islam covers several fields. Highlighting the 

importance of self-efficacy in tertiary institutions related to the involvement of lecturers in work shows 

that very high efficacy can reduce anxiety at work (Lidiawati et al., 2020). Considering that the culture 

that occurs in several tertiary institutions still needs serious attention, especially about the stability of 

the culture that is applied and also attention that is not thorough in examining work-related results, of 

course, it dramatically impacts the quality of performance. It is one of the causes of organizational 

culture not being able to directly provide a positive effect in improving performance. 

The results showed that OCB had a significant positive effect on performance. It aligns with 

previous research that OCB affects lecturer performance (Bayu Putra & Fitri, 2021). OCB significantly 

affects the performance of private university lecturers in Medan (Jufrizen et al., 2020). There is a 

significant influence between Organizational Citizenship Behavior on employee performance.(Arifin Ady 

dan Zainuddin Lozi, 2018). Higher OCBIP would result in better working performance accepted, and 

the opposite, lower OCBIP would result in poorer working performance (Achmad Sani Supriyanto and 

Vivin Maharani Ekowati, 2020). As a Muslim, one must care about other people and attend every 

scientific meeting or meeting invitation. It is a form of love for the organization (Diana, 2012). Apart from 

that, helping each other is also highly expected for organizations to make individuals such as nafi’un 

lighoirihi useful for others (Afianto & Suwinarno, 2010). Therefore, the individual characteristics of each 

lecturer in the OCB category can affect one’s performance. Lecturers with high OCB will speed up the 

completion of their assignments so that with completeness in their duties and responsibilities, they will 

produce better performance. 

The results of the inner model test show that there is an influence of Islamic Leadership, 

organizational culture, and self-efficacy on performance in OCB mediation. These findings prove that 

to form good performance. Leaders need the right strategy or steps to form OCB first. The results of 

previous research say the results of this study lend support to the enabling influence of spiritual 

leadership on positive organizational behavior such as OCB. Moreover, the study increases our 

understanding of the emic manifestations, like Confucian values, of leadership theory in generalizing 

western leadership theories to outside cultures” (Hunsaker, 2016). Husodo also explains that 

organizational culture influences job satisfaction, job satisfaction influences Organizational Citizenship 

Behavior (OCB), organizational culture influences Organizational Citizenship Behavior (OCB), and 

organizational culture influences Organizational Citizenship Behavior (OCB) with job satisfaction as an 

intervening variable (Husodo, 2018). Research conducted by Sintya Dewi & Adnyana Sudibya 

explained that self-efficacy influences organizational citizenship behavior (OCB), which is mediated by 

employee job satisfaction. (Dewi & Sudibya, 2016). 

Therefore, leaders of Islamic tertiary institutions need to build exemplary. By exemplary, it is 

hoped that it can become an outstanding value in forming OCB. Based on the study results, OCB proved 

capable of mediating to improve the performance of lecturers in carrying out their duties and 

responsibilities as educators. With civic virtue and altruism, lecturers need to lighten their burden in 

carrying out their duties and responsibilities. The existence of values developed in Islamic Leadership 

(simplicity and honesty), organizational culture (utilizing time and innovation), and self-efficacy 

(controlling emotions and experiences) are essential parts of several causal factors. Performance 
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improvements. Because the absence of these values between fellow lecturers will make duties and 

responsibilities difficult for lecturers to improve the quality of work, this study also supports the findings 

of previous research by Risky et al., Hidayah et al., Heru Susilo, and Teguh Wicaksono that 

organizational citizenship behavior can be an intermediary mediating variable for leadership, culture, 

and self-efficacy in increasing higher performance. 

 

5. Conclusion 

The results showed that the stronger the application of the Islamic Leadership style, the OCB of 

the lecturers would increase, and having a good organizational culture, the OCB of the lecturers would 

also increase. The strongest shaper of organizational culture is working with a target time and constantly 

innovating. Thus, a culture that always works with a target time by innovating can create good OCB. 

Likewise, self-efficacy proves that the stronger the OCB increases. The most powerful shapers of self-

efficacy are emotional cues and past performance. Applying Islamic Leadership directly to performance 

is not sufficient to affect improving performance. Like organizational culture, it is not enough to directly 

influence improving performance. Lecturers must have high and robust confidence so that they can 

improve performance following their duties and responsibilities assisted by good OCB and will be able 

to present a culture that is pleasant and accepted by the entire academic community. Also, with OCB, 

a lecturer will have strong beliefs, a spirit of togetherness and cohesiveness will feel able to carry out 

tasks so that optimal performance is formed.  
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