
 
International Journal of Global Sustainable Research (IJGSR)  
Vol.4, No.1, 2026 :1-20 
 
 
 

1 
( 

DOI: https://doi.org/10.59890/ijgsr.v4i1.129  
ISSN-E: 3026-4677 
https://slamultitechpublisher.my.id/index.php/ijgsr/index  

Islamic Leadership, Organizational Culture, and Job Satisfaction as 
Drivers of Employee Performance in Post-Merger Islamic Banking  
Kahar1*, Muslimin Kara2, Abdul Wahab3, Amiruddin K4                                                                                                                           
1Doctoral Program Students Universitas Islam Negeri Alauddin Makassar 
2,3,4Faculty of economics and business Universitas Islam Negeri Alauddin 
Makassar 
Corresponding Author: Kahar kahar@usy.ac.id  

A R T I C L E I N F O A B S T R A C T 

Keywords : Islamic Leadership, 
Islamic Organizational 
Culture, Islamic Work 
Motivation, Job Satisfaction, 
Employee Performance 

  
Received : 4 November 
Revised  : 20 December 
Accepted: 20 January 

  
©2026 Kahar, Kara, Wahab, 
Amiruddin : This is an open-access 
article distributed under the terms of 
the Creative Commons Atribusi 4.0 

Internasional.   

This study investigates the effects of Islamic 
work motivation, Islamic leadership style, and 
Islamic organizational culture on job satisfaction 
and employee performance in an Islamic banking 
institution in a post-merger context. Using a 
quantitative explanatory approach, data were 
collected through a structured questionnaire and 
analyzed using Partial Least Squares Structural 
Equation Modeling. The findings show that 
Islamic leadership and Islamic organizational 
culture have significant direct effects on job 
satisfaction and employee performance. Islamic 
work motivation influences performance 
indirectly through job satisfaction. These results 
highlight the central role of values-based 
leadership and organizational culture in shaping 
employee outcomes and provide practical 
implications for leadership development and 
cultural integration in Islamic banking 
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INTRODUCTION  
The rapid expansion of Islamic banking in emerging economies has been 

accompanied by profound organizational transformations, particularly 
following large scale mergers intended to strengthen competitiveness and 
market resilience. In the post-merger phase, Islamic banks face complex 
challenges related not only to operational integration but also to the management 
of human resources and the maintenance of employee performance. In Islamic 
financial institutions, these challenges are further intensified by the necessity to 
align organizational practices with Sharia principles, making the effective 
management of human capital a critical determinant of post merger success. 
Recent studies emphasize that post-merger transformations significantly 
influence HRM practices and employee performance, highlighting the need for 
context-sensitive and values driven approaches within Islamic banking (Sachan 
et al., 2025; Sudirman, 2025). 

Within this context, values-based HRM has emerged as a central pillar in 
sustaining organizational performance and ethical integrity in Islamic banks. 
This distinctive orientation requires HRM systems that integrate professional 
competence with religious and ethical commitment. Empirical evidence suggests 
that HRM practices grounded in Islamic values enhance employee engagement, 
morale, and effectiveness, particularly during periods of organizational change.  
Prior research emphasizes that aligning HRM systems with Sharia values 
enhances workforce morale and effectiveness, thereby supporting organizational 
stability during transitions (Sudirman, 2025). Moreover, fair compensation 
systems that recognize both material and spiritual dimensions of work have been 
identified as critical in enhancing job satisfaction and performance (Subiyantoro 
et al., 2025; Wafa, 2025). However, while such approaches provide a broad 
framework, they do not fully explain the specific mechanisms through which 
Islamic values influence employee performance in post-merger Islamic banks. 

More specific solutions proposed in the literature focus on the role of 
Islamic work motivation, leadership, and organizational culture as key drivers of 
employee attitudes and behavior. Empirical findings suggest that motivation 
influenced by Islamic principles enhances job satisfaction and, under certain 
conditions, employee performance (Zakiyah et al., 2025). These leadership 
attributes are particularly relevant in post-merger contexts, where employees 
seek guidance and reassurance amid organizational change. 

In addition to motivation and leadership, Islamic organizational culture 
plays a crucial role in shaping employee perceptions and behaviors. Research 
indicates that strong, value-driven organizational cultures enhance job 
satisfaction and performance by aligning individual values with organizational 
goals (Candra et al., 2025; Juhendra et al., 2025). Together, these studies suggest 
that Islamic motivation, leadership, and culture constitute specific, interrelated 
solutions to HRM challenges in post-merger Islamic banking. 
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However, a closer examination of the existing literature reveals several 
unresolved issues that give rise to a clear research gap. First, many studies 
examine Islamic work motivation, leadership, or organizational culture in 
isolation, rather than within an integrated analytical framework. (Abdelwahed et 
al., 2025) note the lack of comprehensive models that simultaneously link Islamic 
motivation, leadership, and culture to employee performance. Second, there is 
considerable variation in how Islamic work values and leadership constructs are 
defined and measured, which complicates theoretical consolidation and 
empirical comparison (Mahmud et al., 2021). Third, mediating variables 
particularly job satisfaction remain underexplored, despite growing evidence 
that satisfaction plays a critical role in translating organizational values into 
performance outcomes (Nurjanah et al., 2023; Prasetyaningrum & Hendarsjah, 
2022). These gaps are especially pronounced in post-merger Islamic banking 
contexts, where employee attitudes are likely to be more dynamic and sensitive 
to organizational practices. 

Job satisfaction emerges from the literature as a pivotal mechanism linking 
values-based HRM to employee performance. Satisfied employees are more 
likely to internalize organizational values, demonstrate commitment, and engage 
in behaviors that enhance productivity and service quality. Empirical studies 
consistently report positive relationships between job satisfaction and employee 
performance in financial institutions (Jufrizen et al., 2021; Khan et al., 2020). 
Nevertheless, despite its acknowledged importance, job satisfaction is often 
treated as a peripheral outcome rather than as a central mediating variable within 
integrated Islamic HRM models. 

Based on these considerations, the present study aims to analyze the 
effects of Islamic work motivation, Islamic leadership style, and Islamic 
organizational culture on employee performance, with job satisfaction positioned 
as a key mediating variable. The study seeks to contribute to the literature by 
developing and empirically testing an integrated model that captures the 
interplay between Islamic values-based HRM practices and employee outcomes 
in a post-merger Islamic banking context. The novelty of this study lies in its 
holistic approach, which simultaneously incorporates multiple Islamic 
constructs and explicitly examines the mediating role of job satisfaction. The 
scope of the study is limited to employees of an Islamic banking institution 
operating in a post-merger environment, providing focused empirical insights 
while offering implications that may be relevant for similar institutions in 
emerging economies. 
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LITERATURE RIVIEW 
Leadership Effectiveness through the Lens of Stewardship Theory 

Leadership effectiveness in values-driven organizations is often assessed 
by the extent to which leaders act as stewards who embody and transmit 
organizational values. (Ndulue, 2024) highlights that stewardship-oriented 
leaders demonstrate ethical and participatory leadership. In faith-based 
organizations, democratic and participatory leadership styles rooted in 
stewardship principles foster a sense of belonging among employees, leading to 
higher levels of engagement and performance.  

Furthermore, stewardship theory underscores the role of leaders as role 
models who shape organizational culture through their actions and decisions. In 
Islamic organizations, this expectation is particularly salient, as leaders are 
perceived not only as managers but also as moral exemplars responsible for 
upholding Islamic values. Consequently, stewardship-based leadership provides 
a strong theoretical justification for examining Islamic leadership styles and their 
influence on employee attitudes and behaviors. 
Conceptual Foundations of Islamic Work Motivation  
 (Abdelwahed et al., 2024) highlight that Islamic work motivation is closely 
linked to Islamic leadership, suggesting that leaders who embody Islamic values 
can enhance employee motivation and, ultimately, performance. This moral 
orientation reinforces the idea that motivation in Islamic contexts is deeply 
intertwined with ethical considerations and collective well being. 
Islamic Leadership Style and Its Impact on Job Satisfaction 

Islamic leadership is characterized by ethical conduct, justice, 
trustworthiness, and concern for community welfare. This leadership style draws 
inspiration from Islamic teachings and the prophetic model, emphasizing moral 
responsibility and service-oriented leadership. Empirical evidence consistently 
shows that Islamic leadership has a positive effect on job satisfaction. (Rizal & 
Mustapita, 2023) find that Islamic leadership significantly enhances job 
satisfaction among employees in Islamic banks, as leaders who demonstrate 
fairness and integrity create a sense of security and appreciation. 
(Wahyudi, 2020) further argues that Islamic leadership fosters alignment 
between personal and organizational values, which is crucial for job satisfaction. 
When employees perceive their leaders as morally upright and supportive, they 
are more likely to view their work as meaningful and aligned with their ethical 
beliefs.  
Islamic Leadership and Employee Performance Outcomes 

Beyond job satisfaction, Islamic leadership also plays a critical role in 
shaping employee performance. (Zaim et al., 2022) provide empirical evidence 
that Islamic leadership is positively associated with leader effectiveness and 
innovation outcomes, highlighting its relevance in service oriented 
organizations. By fostering intrinsic motivation and ethical commitment, Islamic 
leadership encourages employees to perform their tasks diligently and 
responsibly. 
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 (Basir et al., 2023) demonstrate that Islamic leadership promotes 
collaborative team dynamics, which enhance individual and collective 
performance. Leaders who embody Islamic values encourage participation, 
cooperation, and mutual support, leading to improved performance outcomes.  
Dimensions of Islamic Organizational Culture 

Islamic organizational culture comprises shared values, beliefs, and 
practices derived from Islamic principles that shape behavior within 
organizations. Empirical studies have identified several core dimensions of 
Islamic organizational culture. Authenticity and integrity are central, as 
organizations grounded in Islamic values emphasize honesty and ethical conduct 
in all activities (Rabbad et al., 2024). This dimension fosters trust and 
commitment, which are essential for employee performance. 
Community and social responsibility represent another key dimension, reflecting 
the Islamic emphasis on collective welfare. (Mustofa & Muafi, 2021) show that 
organizations prioritizing social responsibility enhance employee engagement 
by reinforcing a sense of purpose. Equity and justice are equally fundamental, as 
fairness in treatment and opportunities strengthens organizational commitment 
and job satisfaction (Suryani & Triyono, 2022).  
Job Satisfaction as a Mediating Variable 

A substantial body of empirical evidence supports the role of job 
satisfaction as a mediating variable between leadership, motivation, 
organizational culture, and employee performance. Studies consistently show 
that leadership styles influence job satisfaction, which in turn affects performance 
outcomes. (Rizal & Mustapita, 2023; Zaim et al., 2022) confirm that Islamic 
leadership enhances job satisfaction, leading to improved employee 
performance. 

Similarly, organizational culture influences performance indirectly 
through job satisfaction. (Dianingrum et al., 2024) find that Islamic work ethic 
and organizational culture positively affect job satisfaction, which mediates their 
impact on employee performance. (Suryani & Triyono, 2022) further demonstrate 
that job satisfaction mediates the relationship between organizational culture, 
Islamic leadership, and employee commitment.  
Synthesis and Research Implications 

Prior studies indicate that stewardship theory, Islamic work motivation, 
Islamic leadership, Islamic organizational culture, and job satisfaction are 
interconnected, yet often examined separately. This study addresses this gap by 
integrating these constructs into a unified model to explain employee 
performance in Islamic organizational contexts. 
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Figure 1. Conceptual Framework 

 
Research Hypothesis 

In this study, hypotheses are formulated to examine the simultaneous 
effects of Islamic work motivation, Islamic leadership style, and Islamic 
organizational culture on job satisfaction and employee performance, with job 
satisfaction serving as a mediating variable. 
H0 : Islamic work motivation, Islamic leadership style, and Islamic 
organizational culture do not have a significant simultaneous effect on employee 
performance, either directly or indirectly through job satisfaction, at Bank 
Syariah Indonesia, Makassar Branch. 
H1 : Islamic work motivation, Islamic leadership style, and Islamic 
organizational culture have a significant simultaneous effect on employee 
performance, both directly and indirectly through job satisfaction, at Bank 
Syariah Indonesia, Makassar Branch. 
 
METHODOLOGY   
Research Design and Approach 

This study adopts a quantitative research approach with an explanatory 
design to examine the relationships between Islamic work motivation, Islamic 
leadership style, Islamic organizational culture, job satisfaction, and employee 
performance. A quantitative approach is considered appropriate because the 
objective of the study is to test hypothesized relationships among latent 
constructs and to assess both direct and mediating effects in a systematic and 
replicable manner.  
Population and Research Context 

The population represents the focus of the study and is used to identify 
the research subjects. It includes all elements related to events, objects, or 
individuals with specific characteristics (Ferdinand, 2014). In this study, the 
population consists of organic employees of BSI. 
Sampling Technique and Sample Size 

This study used a total final sample of 232 respondents. According to Hair 
et al., a larger sample size contributes to more reliable and robust research results. 
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Data Analysis Technique: SEM-PLS 
The study employs Structural Equation Modeling based on Partial Least 

Squares (SEM-PLS) as the primary data analysis technique. SEM-PLS is widely 
recognized as an appropriate method for testing complex mediation models in 
organizational and human resource research. One of the key advantages of SEM-
PLS is its ability to handle models involving multiple latent variables, direct and 
indirect relationships, and mediating effects simultaneously (Purnomo, 2022; 
Udin, 2024). 
 
RESULT  
Overview of Data Analysis 

The analysis was conducted in a sequential and systematic manner, 
beginning with the evaluation of respondent demographics, followed by the 
assessment of the measurement model, and concluding with the evaluation of 
the structural model.  
Measurement Model Evaluation 
Internal Consistency Reliability 

Internal consistency reliability was assessed using Cronbach’s Alpha and 
Composite Reliability (CR). Cronbach’s Alpha values for all constructs exceeded 
the minimum threshold of 0.70, indicating satisfactory reliability (Li & Lay, 2024). 
In several cases, values exceeded 0.80, suggesting strong internal consistency for 
established measurement scales. 
Composite Reliability values also met the recommended threshold of 0.70 for all 
constructs, further confirming the reliability of the measurement model (Liu & 
Yu, 2023).  
Convergent Validity 

Convergent validity was assessed using factor loadings and Average 
Variance Extracted (AVE). All indicator loadings were above the recommended 
threshold of 0.70, indicating that each indicator strongly represented its 
underlying construct. In addition, AVE values for all constructs exceeded 0.50, 
confirming that each construct explained more than half of the variance of its 
indicators (Dhehibi et al., 2023). 
Discriminant Validity 

Discriminant validity was evaluated using the Fornell–Larcker criterion 
and the Heterotrait–Monotrait ratio (HTMT). Based on the Fornell–Larcker 
criterion, the square root of the AVE for each construct was greater than its 
correlations with other constructs, satisfying the requirement for discriminant 
validity (Asamani et al., 2022). 

The HTMT values for all construct pairs were below the recommended 
thresholds of 0.85 for conceptually distinct constructs and 0.90 for conceptually 
related constructs, further confirming discriminant validity (Sucandrawati et al., 
2024).  
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Structural Model Evaluation 
Collinearity Assessment 

Before testing the structural relationships, collinearity among predictor 
constructs was assessed using Variance Inflation Factor (VIF) values. All VIF 
values were below the commonly accepted threshold of 5.0.  
Coefficient of Determination (R²) 

The explanatory power of the structural model was assessed using R-
squared (R²) values for endogenous constructs. The R² value for job satisfaction 
fell within the moderate to substantial range, indicating that Islamic work 
motivation, Islamic leadership style, and Islamic organizational culture jointly 
explained a meaningful proportion of variance in job satisfaction. Similarly, the 
R² value for employee performance indicated moderate explanatory power, 
suggesting that the combined effects of leadership, motivation, culture, and job 
satisfaction accounted for a significant portion of performance variance (Hayat 
et al., 2023). 
Direct Effects Analysis 

Direct effects were examined by analyzing standardized path coefficients 
(β), t-values, and significance levels obtained through bootstrapping procedures. 
Following established guidelines, a t-value greater than 1.96 (p < 0.05) was used 
as the criterion for statistical significance (Nabot, 2023). 

The results indicate that Islamic leadership style had a positive and 
statistically significant effect on job satisfaction, with a standardized path 
coefficient reflecting a moderate relationship (García et al., 2021). Islamic 
organizational culture also demonstrated a positive and significant direct effect 
on job satisfaction, indicating that a values-driven organizational environment 
enhances employee satisfaction. In contrast, Islamic work motivation showed a 
weaker direct effect on employee performance, and this relationship was not 
statistically significant.  

Islamic leadership style exhibited a significant direct effect on employee 
performance, supporting the notion that ethical and values-based leadership 
contributes directly to enhanced work outcomes. Islamic organizational culture 
also demonstrated a positive direct relationship with employee performance, 
although the strength of this relationship varied compared to leadership effects. 
Mediation Analysis 

The mediating role of job satisfaction was tested using bootstrapping 
procedures to assess the significance of indirect effects. The indirect effects were 
evaluated by examining confidence intervals, standardized indirect path 
coefficients, and Variance Accounted For (VAF) values (Rajapakse et al., 2022). 
The results indicate that job satisfaction significantly mediated the relationship 
between Islamic leadership style and employee performance. The indirect effect 
was statistically significant, with confidence intervals that did not include zero, 
confirming the presence of mediation (Jesse, 2024). VAF values for this 
relationship fell within the range of partial mediation, indicating that job 
satisfaction accounted for a substantial proportion of the total effect while direct 
effects remained significant. 
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Similarly, job satisfaction mediated the relationship between Islamic work 
motivation and employee performance. Although the direct effect of motivation 
on performance was non-significant, the indirect effect through job satisfaction 
was significant, highlighting the central role of satisfaction as a transmission 
mechanism between motivation and performance. 

However, the mediation effect of job satisfaction on the relationship 
between Islamic organizational culture and employee performance was weaker. 
VAF values suggested limited mediation, indicating that organizational culture 
may influence performance more directly rather than primarily through job 
satisfaction.  

 

 
Figure 1. Structural Model Results of the PLS-SEM Analysis 

 
Effect Size (f²) Analysis 

Effect size (f²) was calculated to assess the practical significance of each 
structural relationship. The results showed that Islamic leadership style had a 
medium effect size on both job satisfaction and employee performance, 
indicating its substantive importance within the model (Donkor et al., 2021). 
Islamic organizational culture demonstrated a small to medium effect size on job 
satisfaction and performance, suggesting that while culture plays a meaningful 
role, its impact may be reinforced when combined with leadership and 
motivational factors. Islamic work motivation exhibited a small effect size on job 
satisfaction and a negligible effect on employee performance, further supporting 
the earlier findings regarding its indirect influence through satisfaction. 
Predictive Relevance (Q²) 

Predictive relevance of the model was assessed using the Q² statistic 
obtained through the blindfolding procedure. Q² values for job satisfaction and 
employee performance were greater than zero, indicating that the model 
possessed predictive relevance (Tong et al., 2021). The magnitude of Q² values 
suggested low to moderate predictive relevance, which is considered acceptable 
in organizational research involving complex psychological and ethical 
constructs (Ficapal‐Cusí et al., 2023). 
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DISCUSSION 
The findings of this study provide important insights into how Islamic 

work motivation, Islamic leadership style, and Islamic organizational culture 
interact to shape job satisfaction and employee performance within an Islamic 
banking context, particularly in a post-merger environment. Overall, the results 
confirm that values-based organizational factors rooted in Islamic principles play 
a decisive role in shaping employee outcomes, although their mechanisms of 
influence differ in strength and form. Consistent with stewardship theory and 
prior empirical studies, leadership and organizational culture emerged as 
stronger and more direct predictors of employee performance than individual 
work motivation alone, underscoring the collective and contextual nature of 
performance in values-driven organizations. 

One of the most salient findings is the strong and consistent effect of 
Islamic leadership on both job satisfaction and employee performance. This 
result aligns with studies emphasizing that leadership grounded in ethical 
values, role modeling, and moral responsibility exerts a profound influence on 
employee attitudes and behaviors (Rizal & Mustapita, 2023; Shulga & Busser, 
2023). In Islamic organizational settings, leaders are not merely task coordinators 
but moral stewards who are expected to embody Sharia principles in decision-
making and interpersonal relations. The significant direct effect of Islamic 
leadership on performance supports the argument that ethical and 
transformational leadership styles create an environment conducive to trust, 
commitment, and shared purpose, which in turn enhances employee 
performance (Basir et al., 2023; Zaim et al., 2022).  

Islamic organizational culture also demonstrated a meaningful impact on 
job satisfaction and employee performance, reinforcing the importance of shared 
values, norms, and beliefs in shaping workplace behavior. Prior research 
suggests that a strong values-based culture promotes alignment between 
individual and organizational goals, resulting in higher engagement and 
performance (Ntoto et al., 2024; Tomaževič et al., 2023). In this study, Islamic 
organizational culture characterized by integrity, justice, collectivism, and 
spiritual engagement appears to provide a stable framework that guides 
employee behavior beyond individual motivational drives. Particularly in post-
merger contexts, where employees may experience uncertainty and cultural 
dissonance, a clearly articulated and consistently practiced Islamic culture can 
serve as an anchoring force that sustains performance. 

In contrast, Islamic work motivation did not exhibit a strong direct effect 
on employee performance, although it showed a significant relationship with job 
satisfaction. This finding is consistent with arguments in the literature that 
individual motivation, while essential, often operates within the broader 
structural and cultural context of the organization (Sarstedt et al., 2024). As 
(Bongomin & Ntayi, 2020) note, motivation rooted in ethical and spiritual values 
often manifests first as positive attitudes, such as satisfaction and commitment, 
before influencing performance. Therefore, the weaker direct effect of motivation 
on performance should not be interpreted as a lack of importance, but rather as 
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evidence that motivation requires appropriate mediating mechanisms to exert its 
influence. 

The mediating role of job satisfaction is one of the key contributions of this 
study. The results demonstrate that job satisfaction significantly mediates the 
relationship between Islamic work motivation and employee performance, as 
well as between Islamic leadership and performance. This finding reinforces 
prior research that positions job satisfaction as a critical attitudinal mechanism 
through which values-based practices affect performance outcomes 
(Prasetyaningrum & Hendarsjah, 2022; Tian et al., 2022). When employees 
experience satisfaction derived from value congruence, ethical leadership, and 
meaningful work, they are more likely to channel their motivation into 
productive behaviors. In the context of Islamic banking, where work is often 
framed as both an economic activity and a moral endeavor, satisfaction becomes 
a crucial bridge between internal values and external performance. 

Beyond job satisfaction, the literature suggests that other attitudinal 
mechanisms such as employee engagement, organizational commitment, and job 
involvement may also play important roles in translating Islamic work 
motivation into performance (Ali et al., 2021; Ntoto et al., 2024). While these 
variables were not explicitly tested in the present study, the findings are 
consistent with the broader argument that Islamic motivation nurtures a sense of 
belonging and purpose, which strengthens employees’ emotional attachment to 
the organization.  

A comparative perspective further highlights the distinctiveness of 
Islamic leadership and organizational culture relative to conventional 
management approaches. Empirical studies indicate that Islamic leadership 
differs from conventional leadership models by placing greater emphasis on 
ethical accountability, spiritual awareness, and social welfare (Azzuhri et al., 
2024). While conventional leadership frameworks often prioritize transactional 
efficiency or individual performance metrics, Islamic leadership integrates moral 
and communal considerations into managerial practices. Similarly, Islamic 
organizational culture tends to emphasize collectivism, consultation, and shared 
responsibility, contrasting with the individualistic orientation prevalent in many 
conventional organizations (Siswanto & Anwar, 2020).  

The organizational context in which this study was conducted also plays 
a crucial role in interpreting the findings. Post-merger environments are 
characterized by cultural integration challenges, shifts in organizational identity, 
and potential resistance among employees (Aldjufri et al., 2024). In such contexts, 
the internalization of Islamic values cannot be taken for granted, especially when 
employees come from diverse backgrounds with varying levels of exposure to 
Islamic teachings (sumawati et al., 2023). The significant effects of leadership and 
culture observed in this study suggest that consistent leadership behavior and a 
clearly articulated organizational culture are essential for facilitating the 
internalization of Islamic values during periods of change.  

From a practical perspective, the findings have important implications for 
human resource policy and leadership development in Islamic banking 
institutions. Aligning HR policies with Islamic values particularly in recruitment, 
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training, and performance management can reinforce the positive effects of 
leadership and culture on employee outcomes (Azzuhri et al., 2024). Leadership 
development programs that emphasize ethical leadership, emotional and 
spiritual intelligence, and collaborative decision-making may be particularly 
effective in sustaining employee satisfaction and performance (Pambuko et al., 
2025).  

Despite its contributions, this study also points to several avenues for 
future research. Longitudinal studies are needed to capture how the effects of 
Islamic leadership, culture, and motivation evolve over time, particularly in post-
merger contexts where organizational dynamics are fluid (Rizal & Mustapita, 
2023). Comparative and cross-cultural studies could further enhance 
understanding of how Islamic HRM practices operate across different 
institutional and cultural settings (Hazni & Ali, 2024).  

In summary, the discussion highlights that employee performance in 
Islamic organizations is shaped more strongly by leadership and organizational 
culture than by individual motivation alone. Islamic work motivation exerts its 
influence primarily through job satisfaction and other attitudinal mechanisms, 
underscoring the importance of creating supportive, value-congruent 
organizational environments. By integrating stewardship theory with empirical 
evidence from Islamic management research, this study contributes to a more 
comprehensive understanding of how values-based practices can enhance 
employee satisfaction and performance in Islamic banking institutions. 
 
CONCLUSIONS AND RECOMMENDATIONS 

Based on the research conducted at Bank Syariah Indonesia, Makassar 

Branch, it can be concluded that Islamic work motivation, Islamic leadership 
style, and Islamic organizational culture significantly influence job satisfaction 
and employee performance. Using Partial Least Squares Structural Equation 
Modeling, the main conclusions are as follows: 

1. Islamic work motivation has a significant effect on job satisfaction, while 
its direct effect on employee performance is not strong and operates 
mainly through job satisfaction. 

2. Islamic leadership style has a significant effect on both job satisfaction and 
employee performance, indicating the crucial role of ethical and values-
based leadership. 

3. Islamic organizational culture significantly influences job satisfaction and 
employee performance, emphasizing the importance of shared Islamic 
values in the workplace. 

4. Job satisfaction has a significant effect on employee performance and acts 
as a mediating variable linking Islamic values-based practices to 
performance outcomes. 

5. Simultaneously, Islamic work motivation, Islamic leadership style, and 
Islamic organizational culture have a significant direct and indirect effect 
on employee performance at Bank Syariah Indonesia, Makassar Branch. 

Overall, the findings indicate that leadership and organizational culture 
grounded in Islamic values play a more dominant role in enhancing employee 
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performance, with job satisfaction serving as a key mechanism in strengthening 
these effects. 
 
FURTHER STUDY 

This study is subject to several limitations. The research was confined to 
Islamic banks in Makassar City, limiting the generalizability of the findings to 
other contexts with different socio-cultural and organizational characteristics. 
Methodologically, the use of SEM-PLS assumes linear relationships, which may 
not fully capture the non-linear and contextual nature of Islamic spiritual values 
such as niyyah, barakah, and ikhlas. In addition, the cross-sectional design restricts 
the analysis of long-term dynamics, while the reliance on self-reported data may 
introduce social desirability bias, particularly in measuring religious constructs. 
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