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Abstract
This study aimed to determine Organizational Citizenship behavior (OCB) role to mediate effect of
transformational leadership and job satisfaction on employee performance. This Study is conducted at Bank
Syariah Mandiri in Malang. Populations are 155 full time employees of Bank Syariah Mandiri in Malang. The
research samples are 61 employees, selected by proportional random sampling. Data are collected directly from
respondents with questionnaire. It is an explanatory research. Data analysis technique used is Generalized
Structured Component Analysis (GSCA).
Results prove transformational leadership does not affect on OCB, OCB affects directly on employee
performance, transformational leadership affects directly on employee performance, job satisfaction affects
directly on employee performance, OCB does not mediate the effect of transformational leadership on employee
performance, OCB mediates effect of job satisfaction on employee performance. Based on these results, it can
be interpreted that transformational leadership, job satisfaction and OCB is valuable component of an
organization. This component can become a core competency to improve organizational performance. It is a
source of organizational competitive advantage to face rapid business environment change.
Keywords: transformational leadership, job satisfaction, OCB, employee performance
1. Introduction
Banking sector is an important part of economy structure. As intermediary, banking serves as a public funds
collector and then channeling back the fund to business community, which in turn will expand job opportunities
and promote economic growth (Antonio, 2001). Bank as intermediation function is also applicable to shariah
banks. However, there are differences between Islamic and non-Islamic banking. In Islamic banking,
relationship between bank and customer is not debitor and creditor, but a partnership between investor (Shahibul
maal) with fund manager (mudharib). Partnership is typical part to run Islamic banking mechanism.
One of economic phenomena seen urgently to be addressed is Muslims interest to bank. Conventional banks
offering interest system, which in Islam synonymous with usury. Islam prohibits usury, and any violation of this
provision is a sin to God. Therefore we need institutions-Islam banking institutions that free from usury so
Muslims can channel investment in accordance with God rules (Burhan, 2005).
Bank performance depend on bank organizational behavior to run business, including leadership and employees
elements. This study adopts transformational leadership model from Bass (1993) because this model is closer
Islam leadership model. This is in line with Hafidhuddin (2003) who states that there are four skills that must be
owned by Islam leader, namely: (a) able to motivate subordinates, (b) able to assign tasks to subordinates in
accordance with their expertise, (c) able to provide rewards, and (d) able to provide a good example. Four leader
abilities are a very important factor even to determine organization move.
Much literature examines the relationship between transformational leadership and organizational performance,
including (Bass, Avolio, Jung, & Berson, 2003; Howell & Avolio, 1993, Robbins, 2006). Meta-analysis results
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showed a positive relationship between transformational leadership and organizational performance (DeGroot,
Kiker & Cross, 2000; Lowe, Kroeck, & Sivasubramaniam, 1996; Patterson, Fuller, Hester & Stringer, 1995).
The inconsistency of past research results states there is a positive and significant relationship between
transformational leadership and performance (Senthamil & P. Palanichamy, 2011; Bycio et al., 1995; Griffith,
2004; Dionn et al., 2004; Brown Willem et al., 2006), but other research result states there is no relationship
between transformational leadership and performance (Ogbonna & Harris 2000; Víctor Jesús, María Magdalena,
Leopoldo Gutiérrez-Gutiérrez, 2011; Sabine, 2007; Hsin-Kuang Chi & Hsien-Pei Tsai, 2007). This difference is
suspected come from job satisfaction, commitment, organizational culture, OCB and perceptions of subordinates
who can be a decisive factor intervention to employee performance.
Recent evidence reveals that transformational leadership is closely related to OCB. Asgari et al. (2008), Boerner,
Eisenbeiss, Griesser (2007), Oguz (2010) found positive relationship between transformational leadership and
OCB. Nevertheless, there are differences in research results conducted by Logomarsino and Cardona (2003) and
Cho and Dansereau (2010) who found that transformational leadership has no effect on OCB.
Many factors can create OCB, one of them is job satisfaction. This statement is very logical because it assumed
that job satisfaction is a major determinant of OCB employees (Robbins, 2006). Satisfied employees likely to
speak positively about organization, helping co-workers, and make their performance beyond normal estimates,
much more than satisfied employees who more obedient to duty call only, because they want to repeat their
positive experiences (Robbins, 2006). Recent research shows that job satisfaction affects OCB (Murphy,
Athanasou, King, 2002; Begum, 2006; Zeinabadi, 2010; Salehi and Gholtash, 2011). Nevertheless, still there are
difference findings between job satisfaction and OCB. Research by Mehboob and Bhutto (2012) show that job
satisfaction has no effect on Conscientious, Sportsmanship, and Civic virtue, OCB dimensions. Similarly, Kim
(2006) found that job satisfaction has no effect on altruism and compliance, OCB dimensions.
Luthans (2011) state that organization citizenship behavior positively relates to individual performance, group
performance and organizational performance. Some study results found a relationship between OCB with such
performance (Soumendu & Arup, 2007). They found that individual OCB level will have positive and
significant effect on employee performance. Likewise, Boerner, Eisenbeiss, Griesser (2007); Chiang Hsieh
(2012) states that OCB affects on employee performance. Little studies that examining the association of OCB
with performance provide opportunities to develop this research. Another major factor concerned in this
research is how to measure OCB role on employee performance. Employees who have good work habits (OCB)
will have great expectations for high achievement.
Based on contradictory research findings and differences in research object, this study will examine effect of
transformational leadership and job satisfaction on employee performance that mediated by Organizational
Citizenship Behavior.
This study purposes are: 1) to examine and analyzing effect of transformational leadership on OCB employees,
2) to examine and analyzing effect of job satisfaction on OCB employees, 3) to examine and analyzing effect of
OCB on employee performance, 4) to examine and analyzing effect of transformational leadership on employee
performance, 5) to examine and analyzing effect of job satisfaction on employee performance, 6) to examine
OCB mediation role in relationship between transformational leadership on employee performance, 7) to
examine OCB mediation role in relation between job satisfaction on employee performance.
This article consists of several sections. The first section contains background and issues, the second section
contains a theoretical construct of transformational leadership, job satisfaction, OCB and performance. The third
section is research framework and hypotheses. The fourth section is research methodology. The part five is
research result, part six contains discussion, and the last section embraces conclusions, research implication,
study limitations and suggestions for future research.
2. Literature Review
2.1 Transformational Leadership
First concept of transformational leadership has been formulated by Burns (1978, cited in Yukl, 1998) from
descriptive research on political leaders. It seen as leadership action required to motivate subordinates in order
they like to work to achieve goals that considered high level beyond personal interest (Locke, 1997). A leader
can transform subordinates through four ways called the four I (Bass and Avolio, 1994), in Bolden et al. (2003).
The four ways are : (a) Idealized influence (Charisma), (b) Inspiration Motivation, (c) Intellectual Stimulation,
(d) Individualized Consideration.
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2.2 Job Satisfaction
Locke (1997) argues that satisfaction is positive and negative feelings increase about his work. Meanwhile,
according to Saks (2002) job satisfaction and employee attitudes about job satisfaction can be assessed as a
whole or in terms of individual satisfaction. According to Luthans (2011), job satisfaction is employee
perceptions result of how good a one job give everything that is seen as something important through his work.
2.2.1 Job Satisfaction Indicators
Luthans (2011) says there are several indicators of job satisfaction, among others are: (a) work itself, refers to
how exciting the work, a chance to learn, and opportunity to accept responsibility, (b) payment system, refer to
correspondence between payments number (salary/wages) received based on job demands, (c) Promotion, refer
to opportunity to get promotion for higher position, (d) Attitude of supervisor, boss, supervisor, refer to
supervisor ability to provide technical assistance and support. Their ability to interact with superiors. Supervisor
support who felt by employees in their work, (e) fellow workers attitude, ability to interact with co-workers.
2.3 Organizational Citizenship Behavior (OCB)
According to Organ, (1988), OCB in organization theory context appears as a cooperation system and people
willingness to contribute and work to a cooperation system and an absolute requirement in organization. OCB is
individual’s extra-role behavior. Main principle of OCB is used for some period of time and if many people do it
behaviors, it can improve organizational effectiveness. It is because OCB plays an important role in social
process of reciprocal exchange at organization (Organ, 2006).
2.3.1 OCB Dimensions
Organ (1988) defines five main categories of OCB. They are: (a) Altruism (helping others), sensitivity to help
others is a behavior to helps colleague job who got into trouble (b) Conscientiousness (discipline) is employee
behavior demonstrated through efficient time usage and rates high attendance as well as comply with regulatory
organizations, (c) Sportsmanship (positive attitude) is mutually supportive and positive behavior of employee to
perform task, trying to avoid complaints, (d) Courtesy (goodness) is behavior that showing an attention to
corporate life involvement, especially with regard to behavior to ease problem–issues relating to employment
faced by others, (e) Civic virtue (as a organization member awareness) is behavior that showing voluntary
participation and support functions organization both professional and social natural, responsible behavior and
constructive involvement in organization process, or employee behavior as good organization membership.
2.4 Performance
Performance means results achieved by one's effort with his ability in certain circumstances. Thus performance
is result of relationship between effort, ability, and perceptual tasks charged (Timpe, 2002). James Griffin (2004)
states performance is one of total collection of work within worker. According Mangkunagara (2001)
performance is "quality and quantity results of work that achieved an employee in carrying out their duties in
accordance with responsibilities assigned to him”. Dharma (1991) provides a benchmark against performance,
which consists of three components: (a) quantity, ie amount that must be completed, (b) quality, the output
quality, (c) Timeliness, ie conformity with a predetermined time.
3. Research Model and Hypotheses
3.1 Research Hypotheses
The research hypotheses are follows:
H1. The more effective Transformational Leadership then the higher employees Organizational Citizenship
Behavior (OCB).
H2. The higher Job satisfaction then the higher employee Organizational Citizenship Behavior (OCB).
H3. The higher Organizational Citizenship Behavior (OCB) then the higher employee performance.
H4. The more effective Transformational Leadership then the higher employee performance.
H5. The higher job satisfaction then the higher employee performance.
H6. OCB mediates the relationship between transformational leadership and employee performance.
H7. OCB mediates the relationship between job satisfaction and employee performance.
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Figure 1. Research model
3.2 Research Variables and Indicators
Table 1. Variables and indicators used in this study
Variabel

Indikator
X1.1 Idealized influence

Transformational Leadership (X1)

X1.2 Inspirational motivation
X1.3 Intellectual stimulation
X1.4 Individual consideration
X2.1 Satisfied to work itself
X2.2 Satisfied to payment system

Job Satisfaction (X2)

X2.3 Satisfied to promotion
X2.4 Satisfied to co-workers attitude
X2.5 Satisfied to superiors
Y1.1 Altruism
Y1.2 Civic virtue

OCB (Y1)

Y1.3 Conscientiousness
Y1.4 Courtesy
Y1.5 Sportsmanship
Y2.1 Quantity

Employee performance (Y2)

Y2.2 Quality
Y2.3 Timeliness

The variables are measured using Likert scale at intervals 1 to 5. Interval 1 indicates strongly disagree, 2
disagree, 3 neutral, 4 agree and 5 strongly agree.
4. Research Methods
4.1 Population and Sample
Based on research objectives, it is an explanatory research. Faisal (1992) stated explanatory research is used to
test hypothesis between hypothesized variables. In this study population were all employees other than
leadership element of PT Bank Syariah Mandiri Malang, who has worked more than 1 year. The amount is 155
employees. To make representative samples, this study use formula from Slovin (Umar, 2000). The sample
calculation is 61 employees. The sampling technique used in this study is proportional random sampling. This
technique allows all population members have a chance to be selected within per section proportion (Sugiyono,
2002).
4.2 Data Collection
The research data was divided into two type, namely primary and secondary data. Primary data were collected
by distributing questionnaires to 61 respondents. Interviews are also conducted to get a clearer picture of field
conditions.
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4.3 Data Analysis Techniques
Data analysis techniques used include: (1) Validity test is used to indicate the extent data collected does not
deviate from the variable conditions in question. Validity is tested using Pearson product moment. (2) Reliability
test is a tool to measure a phenomenon at different times and always gives the same results. Reliability is tested
using Cronbach alpha formulation. (3) Descriptive statistics analysis is used to determine frequency distribution
of respondents' answers from questionnaire and describe the variables studied deeply. (4) GSCA is used to
calculate scores (not scale) and can also be applied on a very small sample and allowing multicollinearity
(Solimun, 2012).
5. Results
5.1 Respondents Characteristics
Respondent’s characteristics give an overview of respondents surveyed. The majority of respondents in this
study have aged 30-40 years, 33 people or 54.0%. Respondent’s characteristics by sex shows that majority of
respondents in this study were men, 41 people or 67.0%. Respondent’s characteristics by education shows that
majority of respondents in this study are bachelor. Working lives of respondents indicated that majority of
respondents in this study have a service life of over 5-10 years, 36 people or 59.0%.
5.2 Linearity Test Assumptions
Linearity test is done before performing GeSCA analysis. Linearity result shows the relationship among
variables in the study. Linearity test results shown in Table 2.
Table 2. Linearity assumption test
Variabel Relationship

Linierity test result

Exogenous variable

Endogenous variable

Sig.

Decision

Transformational Leadership (X1)

OCB (Y1)

0.005

Linear

Job Satisfaction (X2)

OCB (Y1)

0.002

Linear

OCB (Y1)

Performance (Y2)

0.000

Linear

Transformational Leadership (X1)

Performance (Y2)

0.000

Linear

Job Satisfaction (X2)

Performance (Y2)

0.000

Linear

Table 2 shows that all studied variables have a linear relationship, with a significance level of less than 5%. It
can be concluded that all the relationships between the variables in structural models are linier. Thus it can be
further analyzed.
5.3 Identification of Goodness of Fit
Measurement model test of structural can be seen in Table 3.
Table 3. Goodness of fit identification
Model Fit
FIT

0.597

AFIT

0.577

NPAR

39

FIT=0.597
FIT shows total variance of all variables that can be explained by a specific model. FIT value range from 0 to 1.
This study establishes a model that can explain all variables that exist at 0.597. Diversity of Transformational
Leadership, Job Satisfaction, and Employee Performance OCB that can be explained by model was 59.7%, and
rest 40.3% can be explained by other variables.
AFIT=0.577
AFIT (Adjusted FIT) is similar to adjusted R squared in the regression analysis. AFIT can be used for model
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comparison. AFIT model with greatest value can be chosen between better models. If viewed from AFIT,
diversity of transformational leadership, job satisfaction, OCB and employee performance that can be explained
by model is equal to 57.7%, and the rest 42.3% can be explained by other variables.
5.4 Hypothesis Analysis of Each Path (Structural Model)
5.4.1 Relationships Analysis between Variables
Table 4. Structural model
Path Coefficients
Estimate

SE

Transformational Leadership  OCB

CR

0.167

0.159

1.05

Transformational Leadership  Performance

0.272

0.110

2.47*

Job Satisfaction  OCB

0.268

0.128

2.09*

Job Satisfaction  Performance

0.294

0.092

3.19*

OCB  Performance

0.353

0.078

4.55*

Table above shows the five testing relationships between variables. It consists a relationship of transformational
leadership on OCB, transformational leadership on performance, job satisfaction on OCB, job satisfaction on
performance, and OCB on performance. From all five, only 1 shows insignificant relationship, namely between
transformational leadership and OCB. Below will be described relationship between each variable.
Hypothesis test result as follows: (1) hypothesis 1 is rejected. This may imply that transformational leadership
has no effect on OCB. (2) Hypothesis 2 is accepted, it show direct effect of job satisfaction on OCB, (3)
Hypothesis 3 accepted, it show direct effect OCB on employee performance, (4) Hypothesis 4 accepted, it show
direct effect transformational leadership on employee performance, (5) Hypothesis 5 accepted, it show direct
effect job satisfaction on employee performance, (6) Hypothesis 6 is rejected, it does not show OCB mediate the
effect of transformational leadership on performance. (7) Hypothesis 7 is accepted, OCB is mediating variables
the effect of job satisfaction on performance.
5.4.2 Analysis Hypothesis for Each Path

Transformational

0.272*

leadership (X1)

0.167(TS)
OCB (Y1)

0.353*

Employee
performance (Y2)

0.294*

0.268*
Job satisfaction
(X2)

Figure 2. Path analysis results
6. Discussion
6.1 Effect of Transformational Leadership on OCB
Path coefficient the structural model in GSCA about direct effect of transformational leadership on OCB
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generate value of 1,05 < 1,96; with a p-value more than 0.05 (see Table 4). This suggests transformational
leadership has no direct effect on OCB. This study result does not support previous research from Asgari et al.
(2008) Boerner, Eisenbeiss, Griesser (2007). They stated that transformational leadership affect on OCB.
Research results support study by Oguz (2010), there is a positive relationship between transformational
leadership and OCB. Research results also support the research of Logomarsino and Cardona (2003) and Cho
and Dansereau (2010) that transformational leadership had no effect on OCB. It means that core of
transformational leadership is ability to engage employees to achieve higher performance (Organ, 2006).
Transformational leadership has no effect on OCB. It should not be understood only in context of subordinates
deficiency or weakness. Transformational leadership implementation has not given assurances that subordinates
effect to superiors automatically will be realized. It occurs because leadership wills effective if supported by
behaviors competent as attention to subordinates, establishing good communication, empowering and
developing employees, and motivating employees. Evidence suggests that transformational leadership less effect
on behavior in contributing a subordinate extra role. Motivating employees more concern to formality in
carrying out the work.
There is treatment difference between one employee with other employee. Employees who away from leader
(out group) tend to feel different treatment than employees who close to leader (in group). Uneven distribution
tends more concerned within each group. This creates impression an employee is close to leadership (in group)
and other away from leadership (out group). The situation is in line with opinion that employees with a high
quality interaction to a supervisor can do the job higher than usual. Employees who have lower quality
interactions with superiors are more likely to exhibit routine group work. OCB can be defined as employee’s
behavior that willing to do more work than just a basic behavior in accordance with contract agreed by
employee (Wayne, 1997).
When linked to opinion of Taruno (2011), it can be said that transformational leadership style is characterized by
a leadership with ability to change status quo with a subordinate values and desire to achieve higher goals.
Whereas transactional leadership is leadership that occurs when between leaders and subordinates makes
exchange relationship or reciprocity in meeting their needs. This exchange may be valuable economic, political,
psychological and other. A similar sentiment was expressed by Yusuf (2013) that basically there is no difference
between transformational leadership with transactional leadership. Transformational leadership makes
performance that exceeds target, whereas transactional leadership makes performance based on decided targets.
6.2 Effect of Job Satisfaction on OCB
Path coefficient the structural model in GSCA about direct effect of job satisfaction on OCB generate value of
2,09 > 1,96; with a p-value less than 0.05 (see Table 4). This suggests that job satisfaction directly affect OCB.
Results of this study support previous research (Podsakof, 2006), which states that satisfied employees generally
easier to perform contributions role that exceed other role (OCB). If employees are satisfied then propensity to
commit OCB becomes stronger because there is what is called reciprocity norm or psychological contract (Carol,
2007). Evidence suggests satisfied employee likely to speak positively about organization, helping co-workers,
and making their performance beyond normal estimates, more than that the satisfied employees are more
obedient to duty call, because they want to repeat the experience - their positive experiences (Robbins, 2006).
This research results support Murphy, Athanasou, King (2002), Begum (2006), Zeinabadi (2010) that job
satisfactions significantly affect on OCB. This finding agrees with study results of Salehi and Gholtash (2011)
that there is a positive relationship between job satisfaction and OCB. Job satisfaction is result of employee
perceptions about how good someone job gives everything that is seen as something important through their
work (Luthans, 2011). Robbins (2006) found that job satisfaction is reference of an individual's general attitude
toward his work. A person with high satisfaction level indicates a positive attitude toward work. Fitzgerald et al.
(1994 in Crossman, and Bassem, 2003) revealed that job satisfaction is a positive emotion that resulted from
comfortable feeling of every employee when carrying out the work.
6.3 Effect of OCB on Performance
Path coefficient analysis result of structural models in GSCA is positive (0,353). Path coefficient the structural
model in GSCA about direct effect of OCB on performance generate value of 4,55 > 1,96; with a p-value less
than 0.05 (see Table 4). This indicates the two effects are unidirectional. The higher OCB, the higher employee
performance. This study result support previous research from Chiang and Hsieh (2012), Organ (1998) in Asgari
et al. (2008), Podsakoff MacKenzei (2000) that helping behavior can improve performance. Research findings
support Boerner et al. (2007), Link (2010), Podsakoff, at. al. (1997), and Podsakoff, N. P. et al. (2009). They
stated that OCB increase work productivity and performance stability.
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6.4 Effect of Transformational Leadership on Performance
Path coefficient analysis results have a positive sign (0,272). Path coefficient the structural model in GSCA
about direct effect of transformational leadership on performance generate value of 2,47 > 1,96; with a p-value
less than 0.05 (see Table 4). It indicates the two effects are unidirectional. The higher transformational
leadership, the higher performance. These findings reinforce results of Senthamil and Palanichamy (2011),
Dionn et al. (2004), Brown et al. (2006) that transformational leadership can predict performance. Bycio, et al.
(1995), Griffith (2004), and Hsin-Kuang Chi-Hsien Tsai Pei (2007) found a positive relationship between
transformational leadership on performance.
Research results also in line with Locke (1997), who said that successful leaders set examples to engage
symbolic behavior that tells the followers what is expected from them, also inform what behaviors are feasible.
This study finding strengthens study by Bass and Avolio (1993), that transformational leadership is known as
"the fours". First is idealized influence: a leaders figure admired by subordinate, second is inspirational
motivation: leader able to motivate subordinates to work with maximum capacity to achieve organizational
goals, third is intellectual stimulation: the leader must be able to create ideas - new ideas that will have an effect
on organization development, and fourth is individualized consideration: the leader must be able to listen and
meeting subordinates needs, in other words leader should attentive to his subordinates.
6.5 Effect of Job Satisfaction on Performance
Path coefficient analysis result of structural models is positive (0,294). Path coefficient the structural model in
GSCA about direct effect of job satisfaction on performance generate value of 3,19 > 1,96; with a p-value less
than 0.05 (see Table 4). This indicates the two effects are unidirectional. The higher job satisfaction, the higher
performance. This finding means that job satisfaction experienced and perceived by employees will have a
positive and significant effect on employee performance. In performing their duties employee feel and getting
job satisfaction gain. This in turn will add and improving performance. Luthans (2011) states that employees
with high job satisfaction tend physic and mental healthier, can master tasks more quickly, little complain, and
tend practice high social behavior, such as helping others. Research results support Soemendu and Arup (2007)
that job satisfaction significantly has positive effect on employee performance. Robbins (2006) states that job
satisfaction in workplace will affect performance. Realization of employee’s job satisfaction in performing their
duties and daily work then employee's performance will also improve related to quantity, quality and timeliness.
It can be concluded that the higher job satisfaction, the higher employee performance.
6.6 Effect of Transformational Leadership on OCB and Performance
Research findings do not support previous studies results of Boerner, Eisenbeiss, Griesser (2007), that OCB
mediates the relationship between leadership transformational on performance, (see figure 2). Based on
interview results with respondents, it can be concluded that OCB emerged from individual itself and not from
anyone else. Some respondents expressed "I do OCB because I grew up in mosque neighborhood, like to help
others, especially in organization as a manifestation ourselves as human beings. In addition, other respondents
responded "I do OCB because organization demands to make changes and without OCB organization will not
achieve the expected goals." It confirms what said by Blau (1964) and Adams (1965), and Rousseau and Parks
(1993) in organ et al (2006) about social exchange concepts and Psychology contract. The core is: OCB is
voluntary actions of individuals who are driven by a hope to get advantage. The advantage is a mix between
intrinsic satisfaction and extrinsic satisfaction and usually this advantage actually received from anyone else.
6.7 Effect of Job Satisfaction on OCB and Performance
This research results supports Shokrkon, Naami (2009) that that OCB mediates the relationship between Job
satisfaction with employee performance (see figure 2). The research findings also agree with Davis and
Newstrom (2002) opinion that employees who feel positive with his work will exhibit OCB attitude that
ultimately affect performance and organization success. Robbins (2006), Siagian (1989) states that job
satisfaction in workplace will affect performance. To improve job satisfaction need we need enabler, the factors
that support job satisfaction are: (1) work that is mentally challenged, (2) worth rewards, (3) supportive working
conditions, (4) co-workers supportive (5) suitability of personality and work.
7. Conclusion
Conclusions derived from this study are: (a) OCB does not mediate the relationship between transformational
leadership on performance. It is because OCB emerged from individual not from anyone else. When employees
satisfied, he will contribute higher role (OCB) than in others role. If employees satisfied, their tendency to
perform OCB will stronger, (b) OCB mediates the relationship between job satisfaction and performance. When
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employees satisfied then tendency to perform OCB stronger, they will speak positively about organization,
helping co-workers, and making their performance beyond expectation.
7.1 Research Implications
This study results are expected to provide managerial implications for Mandiri Syariah Bank in Malang. Most
important implications that can be obtained from this study are: (1) Managers of Islamic banking has role to
become decision makers and model to implement and maintaining Islamic values. Therefore, leaders who
success to bring company to pinnacle of success are people who have integrity, extrovert, able to accept
criticism, humble, able to understand others rightly, inspired by vision, know their self rightly, have a
non-dogmatic spirituality and always seek the best for their self and others, and can create comfortable work
conditions, perform two-way communication, as well as rewarding, so employees do not only improve
individual performance but also increase to help among employees or individuals. (2) It is important for
organizations to be able to consider factors that can increase OCB because OCB able to improve employee
performance. The higher employee performance, the higher organization performance. (3) Organization Leaders
need to increases job satisfaction, creating comfortable work conditions and creating a sense of family and a
high harmonization to create mutual helping behavior among individuals.
7.2 Limitations and Suggestions for Future Research
There are many limitations to this study where these findings have not been able to provide a full overview. (1)
This research design is still not able to completely eliminate common method bias. (2) Bias of Social
desirability response because all data in this study is obtained from self-assessment (self rating). (3) Research
results conducted in PT Bank Syariah Mandiri have different characteristics with other Bank Syariah, so the
results cannot entirely generalizable.
Suggestions for future research is to test difference between OCB and employees performance based on gender,
education, years of service and other data so the research conducted in more extensive and detail. To reduce
common method bias, performances variables need to be answered not only use self rating, but should also be
assessed by their leader.
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