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 Organizational citizenship behavior (OCB) has received a great deal of attention among researchers 
recently given the practical importance and its implication for the organizations.  Building on a 
theoretical framework that links characteristics of leader and perception of individuals and their 
work settings to organizational commitment (OC) and citizenship behavior, the objective of this 
study was to investigate the relationship between spiritual leadership, job attitudes, and organiza-
tional citizenship behavior among lecturers at Islamic University. A cross-sectional design was 
used to meet the objectives set. Data were collected through the administration of questionnaires to 
170 lecturers from Islamic University in Malang.  Data were collected through 5 questionnaires in 
which participants completed measures of spiritual leadership, job satisfaction, organizational com-
mitment, and OCBs. Results showed that one of the seven hypotheses proposed was rejected in this 
study. The results of structural equation modeling indicated a direct effect between spiritual lead-
ership and OCB, and an indirect effect of organizational commitment on the relationship between 
spiritual leadership and job satisfaction toward OCB. The implications of these findings, as well as 
directions for future research, are addressed.  
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1. Introduction 
 
 

 

Organizational Citizenship Behavior (OCB) has become a well-known concept and widespread component of organizational 
literature in recent Decades (Podsakoff, Mackenzie, Paine, & Bachrach, 2000). The term OCB was first conceived by Bateman 
and Organ (1983), in which described as ‘individual behavior that is discretionary, not directly or explicitly recognized by the 
formal reward system, and in the aggregate promotes the efficient and effective functioning of the organization’ (Organ, 1988, 
p. 8).  OCB is gained the most attention and focused area in the management and organization literature, with such many 
definitions, conceptualizations, determinants, and outcomes of this phenomenon in the workplace. One of common definition 
that OCB is: “Individual behavior that is discretionary, not directly or explicitly recognized by the formal reward system, and 
in the aggregate promotes the efficient and effective functioning of the organization” (Organ, Podsakoff, & MacKenzie, 2006, 
pg. 3). Furthermore, OCB benefits the working efficacy of the organization and might not be recognized through the 
institution’s payment methods. As a form of extra-role behavior, OCB is a major construct that has often been examined in 
the concepts of psychology and management over the past two decades (Shafazawana et al., 2016; Harun et al., 2020).  A 
meta-analysis indicated (Podskoff, Podskoff, Whiting, Blume, 2009), that OCBs have significant relationships with a variety 
of individual–and organizational–level outcomes. Several previous researchers (Bateman & Organ, 1983; Organ & Ryan, 
1995; Podsakoff et al., 2000) explained the main characteristic of OCB is the voluntary contribution of individuals to the 
organization by exceeding assignments according to job descriptions. For several reasons, OCB can affect organizational 
effectiveness and increase managerial productivity, coworkers, and streamlining the use of organizational resources to lead to 
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productive goals (Podsakoff, et al., 2000). Organizations intending to achieve higher and more competitive performance 
essentially need to have individuals who could go beyond the call of their formal duty or job description and indulge 
themselves in discretionary behaviors like OCB. The success of an educational institution is significantly dependent on its 
willing teachers willingly doing the above expectations in their role in the organization (Di Paola & Tschannen-Moran, 2001). 
This is why OCB behavior gets great attention on the type of teacher work and one's career in learning activities (Bogler & 
Somech, 2004).   In universities, teaching and learning are highly complex and challenging task as compared to teaching at 
schools because of the low formalization of teaching and learning content and methods in universities. 
 
In an emerging “knowledge economy” higher education serves as an imperative for the economic and social development of 
a state. The success of the education system depends on the involvement, efforts, and contribution of academic staff or 
professional expertise (Noordin & Jusoff 2009). In many universities, people are focusing on the dual-core functions of 
knowledge creation and knowledge transmission through research and teaching processes (Eyupoglu, 2016). The reality and 
changes in higher education not only affect the image and status of academic careers but also contribute to problems such as 
increased job dissatisfaction and job stress and decreased commitment to the institution (Pienaar & Bester, 2006). The 
associations among leadership, satisfaction, commitment, and organizational citizenship behavior have been found by 
different researchers but among these variables, spiritual leaders have not been modeled and tested together regularly. The 
researchers with their previous empirical findings determined that job attitudes and leadership behaviors appear to have the 
most consistently positive relationships with commitment (Ali et al., 2014;  Yahaya & Ibrahim, 2016; Mouloud, Bougherra, 
dan Samir, 2016) and OCBs (Zeinabadi, 2010; Swaminathan & Jawahar, 2013; Shafazawana et al., 2016). However, more 
research is needed on the relationship between spiritual leadership and organizational citizenship behavior (OCB). 
 
Previous studies have suggested a positive association between leadership and Organizational Citizenship Behavior (OCB).  
Both citizenship behavior and job attitudes mechanisms have been studied in different and various professional groups. But 
the general view that citizenship behavior and job attitudes are significant in building organizational and individual goals in 
the specific context of higher education institutions (Chughtai & Zafar, 2006; Triatmanto et al., 2019; Hartinah et al., 2020).  
Under such conditions, lecturers’ OCB becomes very important to achieve academic results for student learning. The 
willingness of lecturers to engage in OCB behavior will affect learning outcomes for most of their students. According to 
Khalid et al. (2010), “The willingness of lecturers to exert greater effort through altruism, for example, helps students to 
understand difficult material; good manners, for example, giving advance notice of class delays, virtue voluntarily attending 
student activities; accuracy such as the efficient use of time allocated for lectures and tutorials; and sportsmanship, for 
example, avoiding complaints when dealing with non-compliant students can be expected to improve student academic 
achievement”. This would imply the importance of studying lecturers OCB in a higher education institution. 
 
The purpose of this quantitative study was to determine the effects of spiritual leadership and job satisfaction on organizational 
commitment and organizational citizenship behavior among lecturers working in Islamic University located in Malang, 
province of East Java, Indonesia. Another significant aspect of this study is that studying lecturers OCB at Islamic University 
would add evidence to the existing body of knowledge from a emerging knowedge in developing university. Indonesia is a 
developing country, and Malang is the city that developing in East Java province and the importance of higher education for 
the development of a country needs no reference.  The results of the study are of high value to leaders and administrators of 
Islamic university to know spiritual leadership and job attitude that instill and uphold organizational commitment but also 
organizational citizenship behavior among university lecturers. 

 
2. Literature Review and Hypotheses Development 
 
Ferguson and Miliman (2008) argued about the concept of spirituality in leadership has a critical implication, with Fry (2003) 
in his causal model explaining that spiritual leadership can foster organizational results in which one of them is increasing 
individuals’ commitment and productivity. Some of the previous studies imply that job satisfaction is closely related to 
employee attitudes toward work. The higher level of job satisfaction will be reflected in a work attitude towards a more 
positive direction. Conversely, job dissatisfaction will lead to negative work attitudes. Positive and negative work attitudes of 
a person will follow the level of perceived job satisfaction. The level of job satisfaction possessed will affect an individual's 
commitment to his organization. Chen and Yang (2012) in their research examine the relationship between spiritual leadership 
(vision, hope, and altruistic love) with OCB (altruism and conscientiousness), which is mediated by spiritual resilience. 
Furthermore, it makes it easier for individuals in the organization to perform excellent organizational citizenship behavior, 
including altruism to help colleagues and responsibilities for the organization. This shows the importance of a leader’s role in 
encouraging extra-role behavior among individuals in the organization. This research shows that leaders who develop an 
effective vision can give individuals a sense of calling and find meaning in life and create a different life. The process to 
develop a visionary form of Chen and Yang's altruistic values (2012). Through hopes and beliefs in a leader’s vision, 
individuals in the organization are encouraged to achieve more challenging goals. Spiritual leadership facilitates employees' 
spiritual feelings by helping them feel more meaningful in their work and greater citizenship feelings for the organization. 
These would ultimately increase the OCB of employees. Spiritual leadership in educational institutions has been reviewed by 
Kaya (2015) in his research reviewing the spiritual leadership model and its influence on the OCB dimension according to 
the perception of 383 teachers from elementary schools. In general, spiritual leadership can predict the four dimensions of 
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OCB, especially virtue in OCB. This is understandable because spiritual leadership greatly contributes to forming a more 
solid foundation for OCB in an organization, including in educational institutions. Nasiri (2015) explains that 224 
administrative staff from 470 Iranian universities, revealed that organizational citizenship behavior can be positively influ-
enced by organizational commitment. This finding shows that the higher quality of organizational commitment results in 
employee’s OCB. Affective organizational commitment shows that administrators identify with the organization, feel happy 
because they are members of the organization, and are committed strongly and voluntarily to the organization, and show the 
alignment of organizational and administrator values. In this study, an integrative framework is proposed that can show the 
relationship between the four main concepts: spiritual leadership, job satisfaction, organizational commitment, and OCB. 
Based on the theories and empirical results that have been presented in the previous section, the conceptual framework 
proposed in this study can be seen in the following figure: 

 
 

 
 

 

 

 
 
 
 

Fig. 1. Conceptual Framework 
 

The concepts and constructs related to the variables of interest, their relationships, and the population under investigation need 
to be defined. The variables of interest represent multidimensional constructs, so each dimension of these constructs is 
explained. The theoretical underpinnings and conceptual framework for the relationship between spiritual leadership, job 
satisfaction, organizational commitment, and OCB are also clarified. The conceptual framework of the study shows that there 
is a direct relationship between spiritual leadership (Chen & Yang, 2012; Ali et al., 2014; Kaya, 2015; Sudibjo & Sutarji, 
2020), and job satisfaction (Mouloud, et al., 2016; Shafazawana et al., 2016; Tung & Ly, 2020) with OCB. As a form of extra-
role behavior in individual performance, OCB could be seen as a behavioral outcome from leadership patterns and the extent 
of an individual’s satisfaction with their work. In addition to spiritual leadership and job satisfaction, individuals’ feeling of 
bound with their organizations could also contribute positively to OCB. The individual who is more committed to his organ-
ization will tend to show more positive work results, such as OCB. To note that both job satisfaction and organizational 
commitment have become key forms of attitude for individuals in their work. Then job satisfaction is also recognized as the 
most important antecedent of organizational commitment, in the sense that to be more emotionally and psychologically bound 
to the organization, the individual must be able to feel satisfied with job-related factors in his work. The relationship between 
satisfaction and commitment has been widely studied and explored in previous empirical results (Altinoz et al., 2012; Mouloud 
et al., 2016; Dwi et al., 2020). Some empirical results show inconsistencies in measurement as well as in the coefficient of the 
relationship or its effect. To investigate the direct relationship among variables which this study addressed, certain research 
hypotheses had to be tested. Therefore, the following hypothesis is proposed: 
 

H1. Spiritual leadership will have a positive and significant effect on lecturers’ organizational commitment. 

H2. Job satisfaction will have a positive and significant effect on lecturers’ organizational commitment. 

H3. Spiritual leadership will have a positive and significant effect on lecturers’ OCB. 

H4. Job satisfaction will have a positive and significant effect on lecturers’ OCB. 

H5. Organizational commitment will have a positive and significant effect on lecturers’ OCB. 

 
 
The relationship of both forms of spiritual leadership and job satisfaction with individual outcomes like extra-role behaviors 
has been proposed by various researchers, some suggesting more of those variables would be accounted for organizational 
commitment. In this research context, such power may make lecturers at Islamic University feel that their efforts in the 
academic institution are valued and recognize their challenging work.  Leader recognition, on the one hand, promotes 
employees’ confidence in their abilities, which further stimulates them to believe that they are capable of completing their 
assigned tasks. On the other hand, lecturers’ job attitudes could be more beneficial to build emotional bonding and 
psychological attachment to the organization while this also can fostering their extra-role behavior. Specifically, the hypoth-
eses in the current study are proposed below: 
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H6. There is a significant mediating role of organizational commitment on the effect of spiritual leadership on lecturers’ 
organizational citizenship behavior. 

H7. There is a significant mediating role of organizational commitment on the effect of job satisfaction on lecturers’ 
organizational citizenship behavior. 

 
3. Method 
 
A non-experimental design and quantitative methodology were applied in this study.  Quantitative data were collected, and 
the 7 hypotheses had to be tested, so quantitative methods were the most proper and practical approach for this study. This 
quantitative research was based on positivist, postpositivist, and pragmatic paradigms regarding the nature of reality as 
objective, certain, and thus quantifiable. Given the stage of research on spiritual leadership and job satisfaction and its 
relationship with commitment and OCB, a quantitative methodology was an appropriate approach to reach an understanding 
of workplace phenomenon around these concepts.  Specifically, this study examined the relationship between spiritual 
leadership, job satisfaction, and organizational citizenship behavior. Spiritual leadership and job satisfaction was a predictor 
variable, and OCB was an outcome variable. Therefore, this study investigated whether this relationship was entirely or 
partially mediated by organizational commitment. To gather quantitative data, convenience sampling, and questionnaire-
based, cross-sectional surveying was used. In the present study, all the questionnaires were adapted from existing measures. 
Lecturers responded to spiritual leadership, job satisfaction, organizational commitment, and OCB questionnaires. All of the 
self-administered questionnaires were completed by respondents during separate faculty meetings with lecturers. Spiritual 
leadership was measured by a scale developed by Fry (2003) dan Fry, Vitucci, dan Cedillo (2005). This scale has three 
subscales (vision, hope/faith, altruistic love) and 17 items. Job satisfaction was measured by a scale developed by Hulin dan 
Judge (2003). This scale has five subscales (pay, opportunities for promotion, coworkers, supervision, the job itself), and 15 
items. Organizational commitment was measured by a scale developed by Allen and Mayer (1990,1993). This scale has three 
subscales (affective commitment, continuance commitment, normative commitment), and 9 items. Organizational citizenship 
behavior was measured by a scale developed by podsakoff (2000). This scale has a five subscale (civic virtue, sportsmanship, 
courtesy, conscientiousness, altruism) and 15 items. At the time of data collection, there were 2 private and well-known 
Islamic universities located in Malang as the object of this study.  The population was 342 lecturers from both of them. In this 
context, the target population is full-time or permanent lecturers who work in the universities. In the quantitative phase, 
surveys were sent to 170 full-time faculty lecturers, the list of which was retrieved from the official administrator of the 
universities. They were approached through key contact persons or via e-mails and invited to complete the questionnaire.   
Data were analyzed at both the individual levels. Structural equation modeling was used to investigate hypotheses and other 
relationships that emerged during analysis. Also, factor loading scores of the retained items were statistically significant, and 
the result of the CFA is summarized in Table 1. 
 
Table 1  
Mean, Standard Deviation and Factor Loading 

 Mean SD Factor Loadings 
Spiritual Leadership     
Vision 4.018 0.763 0.888 
Hope / Faith   4.042 0.751 0.918 
Altruistic Love   3.827 0.778 0.823 

Job Satisfaction    
Pay Satisfaction 3.84 0.852 0.785 
Satisfaction toward promotion 3.72 0.831 0.781 
Satisfaction toward coworker 3.84 0.839 0.795 
Satisfaction toward supervisor  3.92 0.809 0.923 
Satisfaction toward job itself   3.98 0.800 0.807 

Organizational Commitment     
Affective Commitment  4.12 0.774 0.866 
Continuance Commitment 3.90 0.857 0.892 
Normative Commitment 4.06 0.778 0.854 

Organizational Citizenship Behavior    
Conscientiousness   3.89 0.839 0.765 
Altruism   3.87 0.809 0.795 
Civic Virtue   4.02 0.737 0.790 
Sportmanship   4.04 0.735 0.688 
Courtesy   4.16 0.792 0.740 
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4. Result and Discussion  
 
Descriptive statistics were conducted to report the means score, standard deviations, and factor loading of the spiritual 
leadership, job satisfaction, organizational commitment, and organizational citizenship behavior. Tables 1 presents the means, 
standard deviations, and factor loadings. The impressive discriminant validities as seen in each factor loadings among these 
construct (spiritual leadership, job satisfaction, organizational commitment, and OCB) measures demonstrate that a good fit 
in constructs validity. Table 2 shows that initial correlation tests revealed several promising relationships that prompted further 
investigation. Many of these relationships were significant at the .01 probability level, demonstrate a significant relationship 
to all predictor of OCB (spiritual leadership, job satisfaction, and organizational commitment) and OCB itself. Alpha 
Cronbach of all constructs was varied from 0.820 –  883. These results are consistent with major previous findings, which 
showed good internal consistency among constructs. 

 
Table 2 
Descriptive Statistic and Intercorrelations  

 1 2 3 4 
Spiritual Leadership (.820)    
Job Satisfaction .696** (.883)   
Organizational Commitment  .670** .724** (.878)  
Organizational Citizenship Behavior .673** .639** .764** (.824) 
Mean  4.04 3.98 4.12 4.16 
Standard  Deviation .764 .826 .803 .783 

Notes: **p, 0.01; *p, 0.05; Cronbach’s alphas for each scale are italicized and shown in the diagonal. 
 

All correlations were significant. An overview suggests that data were consistent with previous studies.  Spiritual leadership 
was positively related to job satisfaction (r =  0.696, p , 0.01),  organizational commitment (r =  0.670, p , 0.01), and OCB (r 
=  0.673, p , 0.01). Job satisfaction was positively related to organizational commitment (r =  0.724, p , 0.01), and OCB (r =  
0.639, p , 0.01). In addition, organizational commitment was found to be positively related to OCB (r = 0.764, p ,0.01). 

 
 

 

 

 

 
 
 
 

Fig. 2. The results of testing hypotheses 
 
 
Fig. 2 displays the results of the analysis of the model proposed in this study. Standardized parameter estimates for the model 
are presented.  The results suggest that spiritual leadership (β = 0.277, p<0.05) and job satisfaction  (β = 0.544, p<0.01) 
significantly affect organizational commitment.   Therefore, hypothesis 1 and 2  are accepted. Spiritual leadership (β = 0.200, 
p<0.01), significantly affects organizational citizenship behavior, while job satisfaction (β = 0.022, p>0.05) does not 
significantly affect OCB. Hypothesis 3 is accepted while hypothesis 4 is rejected. The results of this study are not in line with 
previous studies conducted such as Kim (2006) which reported that a higher level of individuals’ job satisfaction would exhibit 
a higher level of OCB. Another possible explanation for the lack of effect between job satisfaction and OCB is related to the 
fact that the effect of satisfaction in the lecturers on OCB decreases in times of adversity context in Islamic Universities. This 
can be explained by two important characteristics of the Islamic high education system: the composition and the collectivist 
spirit of the Islamic community in a high educational system. The results suggest that organizational commitment (β = 0.563, 
p<0.05), significantly affects organizational citizenship behavior. Therefore, hypothesis 5 is accepted.  Based on what has 
been cited, organizational commitment has a positive effect on organizational citizenship behavior. The more lecturers are 
committed to the university, the more organizational citizenship behavior is expected. To examined the mediating effects of 
organizational commitment on the effect of spiritual leadership and job satisfaction on OCB (Hypotheses 6 and7), two models 
were examined, a full and a partial mediation model. Based on Baron and Kenny’s (1986) condition on mediation analysis, a 
positive linear relationship between spiritual leadership and job satisfaction as predictor variables and organizational 
commitment as a mediator variable, while OCB as an outcome variable. The model which tested in this study confirms that 
organizational commitment has an important mediating role in the relationship of spiritual leadership and job satisfaction on 
OCB. The result showed that the hypothesis 6 and 7 were confirmed. Results from the first mediation analysis also indicated 
a positive relationship between spiritual leadership and organizational commitment as well as a positive relationship between 
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organizational commitment and OCB. Organizational commitment was a mediator of a relationship between spiritual 
leadership and OCB. Besides, results from the second mediation analysis showed a positive relationship between job 
satisfaction and organizational commitment as well as a positive relationship between organizational commitment and OCB. 
Organizational commitment was a mediator of a relationship between job satisfaction and OCB. 
 
5. Conclusion 
 
The findings in this study have revealed that the effects that emerge both from spiritual leadership and job satisfaction from 
lecturers can be transmitted through an organizational commitment to organizational citizenship behavior. More specifically 
the influence between spiritual leadership on organizational citizenship behavior is partially mediated by organizational com-
mitment. On the other hand, organizational commitment has the role of perfect mediation on the influence between job 
satisfaction and OCB. The study has demonstrated the crucial importance of leadership and commitment in promoting OCBs 
in lecturers. Although scholars contend that job satisfaction can serve as a proximal antecedent of OCB, empirical findings 
regarding the relationship between different job satisfaction and OCB have been quite inconsistent in this study.  As a central 
role played by commitment lecturers in higher education institutions should be taken into account seriously. This implies the 
understanding that human resources are the most important factor with the highest potential to make a difference, the 
importance of the latter in terms of universities leader to create a positive organizational context that fosters the development 
of high-quality education for Islamic Universities in Malang. In addition to reporting the research findings, it is important to 
outline some limitations of this study to identify ways to improve future research on the relationship between spirituality in 
the workplace with job attitudes and organizational citizenship behavior. First, a few other key variables have not been 
included in this study.  Second, the organizational citizenship behavior of lecturers was rated by the self-assessment; it would 
have been better if the variable had also been measured by using the dean’ rating, to avoid same-source bias. Third, the results 
of this study are bound by focusing on one institution.   
 
The present findings have several implications for future research, some of which are related to the limitations of this study. 
Future studies should focus on the inclusion of these variables to have a more comprehensive understanding of the 
development of citizenship behavior among university lecturers. To establish the causal relationship among these variables 
with a high degree of confidence, longitudinal studies should be done. Expanding future research to include other various 
factors within research institutions as possible contributors to organizational commitment and OCB, such as university 
structures and hierarchy, organizational support, and culture, are some of the possible options for future exploration. 
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