CHAPTER 2

2.1 Introduction

¥
LITERATURE REVIEW *
N3

This chapter reviews the literature to enlighten the concept performance, the
model of job performance and factor that influence job perform@\,t elhapt r explains
about the concept of leadership from Western and Islamic pegspective, an tMead\thip
style that include in this study which are Islamic %p, seryan eac!ers\?, and

participative leadership. Finally, the conceptual frame\m

—+

s
J;

Sarikit (2017) explain that per

\
employee behaviours that contribute, €ither positivel oqn@elytoachievingorganizational

goals. According to Plaits, @t' et e performance is one of the most

fundamental challenges Me pe ange is a @menon that is more closely related to
Q

!
aspects of effective@?kno edq ghaaimnt quality, financing and organizational

development th@! P V)! ‘é\\

Nex&&uitt, Lepine and W@ﬁe (2015) stated that employee performance is a set

of value \ employee behaviour that contribute both positively and negatively to the

ach@ of organisational goals.
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According to Meyer & Peng (2006), job performance refers to the output that a person

has contributed to the organization concerning his behaviour to engage in, and which th

(0]

organization may perceive it as productive or counterproductive. Khalid and IrsN 16

stated the actual output or results of an employee as measured against its intenﬁmuts or

goals and objectives is defined as employee performance. T

N—r

In addition, Afshan et al. (2012) define performance as the acwent of specific
tasks measured against predetermined or identified standards of , completeness, cost
and speed. Employee performance can be manifested in impr@tm p&d\(ﬂ easiness
in using the new technology and highly motivated workers.

Besides, job performance is a very considerabl inf e{c ofitability of any

organization (Bevan, 2012). Job performance a!w e

activities that are carried out in order to achiM rganizatio goal@erformance is the

as t ehaviours or

ﬂm% and it indicates how

well that individual or group meets the%atl ns of os'|t|0 achleving the company's
perform

goals. Services are intangible due b1 ags mstead of physical objects.
).

outcome of a person's or a group's work in anlsatlo t 3V

(Motowidlo, Borman and Sch l

' o'

\

Ibrahim (2004) d ne b perl‘orma ce as C|al activity that gives both the goals

N
and methods to attain Manl iona dctlﬁe%.ahd also provide the accomplishment level

in terms of produ A etyf}n ﬁgeﬂ job performance as behaviour and the term

B 4

“results” or ] rmance r&ults* to dQscrlbe the outcome from those behaviours. In sum,

job perfor an defined as the valu@%?the set of employee behaviours that contribute, either

posﬂm%egatlvely, to the reach the organization goal (Jason A et al., 2015).

0 ddition, job performance is defined as the outcome or contribution of employees to

make them attain goals (Herbert, John & Lee 2000) while performance may be used to define



what an organization has accomplished with respect to the process, results, relevance and

success. Employees who perform in their job in organization will have abilities to meet the

<

demands of environmental change, market fluctuations and competition. Custome% el

and put a trust with companies that can fulfil their demands. 3 )

Performance of the organizational can be measured and it can be def all aspects
of performance that are relevant for the existence of organizational as aw and success as
the way the organizational carries its objectives into effect (Flap Fortuin, & Stoop, 1996).
Moreover, high performing individuals get promoted, a@an oured. Career
} of odfrha‘fﬁlvow

n

opportunities for individuals who perform well are much be han tho
achigved when
4 4

the employees meet the expectation of the employegand a attg\blﬁm co%a y’S success.

<<

Moreover, performance is the result oran quality qu@y achieved by an

employee in carrying out his duties accordi he respo\mll'_'g'i ie K(E}to him. Performance
is the implementation of a job an@wpl t?o

n ofy'the 6{?in accordance with its
responsibilities so that it can achi xpected results (S'ﬁnbela, 2016). Performance is
the result of work that can be%’eﬁy a person’o lgrb@'of people in an organization, in
accordance with their ress@uthor’tl respo@ties in an effort to achieve the goals

nedleg

of the organization con ally; ?Iatineﬁéé law and in accordance with morals and

é-?o

performing individuals (Van Scotter et al., 2000). Good perfermance

Y

ethics (Gultom, 2015; Sosrowidigd

Furth awaw{( 49r stateq-t at performance is the outcome of performing a
certain task\ physical/material aﬁd%n-physical/non-material. According to Simanjutak
(2005%% that performance is an achievement level of outcome for performing a certain

K. over, Foster and Seeker (2001) stated that performance is the outcome achieved by

someone based on an applicable measurement for a relevant work. According to Mathis and



Jackson (2002), employee performance is the effect of some contributions against an

organization, such as work quantity, work quality, time management, attendance rate and

Yv
3
O
X

cooperation.

2.2.2 The important of job performance

The important of job performance are better management of eWee performance is

imperative to enhance organizational performance and eﬁect@ant@mkervis,
‘Q}Y'

Performance is important for organizations as employeesp perf ancw-leads to

K' N
organizational success. On the other hand, performa is_i \r(ant foryindividuals, as

achieving tasks can be a source of satisf iwuchha

2011, Stanton and Pham, 2014).

. Organizational should

aldinterest. In results, its

consider the performance of its employees€r workers IfiTﬁ 2
bring a lot of benefits towards organization. 0}
\b‘% ‘&

To sum up, there is impo% meL et pe@nce in getting better asset
management, increased ability% e custo ?erjl‘_ué @oved measures of organizational
r

>

'3

&
knowledge and give an iw OI‘@% epﬁiﬂn.

&

A\ &

Theories of performance management are a collection of rules that direct how managers

ON
inspire staff members. They often achieve this by utilising research to establish and preserve
NN

an environment at work where employees feel valued, appreciated, and empowered by their

managers.
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2.2.1 Theory Campbell Y.
Furthermore, Later Campbell (1990) defined job performance as the control!&}ms of

the employees that may lead to goals of the organization and that can be meastred on the

individual level. This definition extended the previous definition by aging employee

Y
controlled behaviour or action leading towards organizational gVCampbell (1990)

suggested determinants of performance components. Individual differences on performance

are a function of three main determinants: declarative knowl&oce uMLedeand

skill, and motivation. Campbell’s work performance ork prop 'elgﬁDwork

’
performance dimensions. The Campbell model asserts that performance is a multldlmen5|onal

i T
construct and that it has eight fundamental factors %

")
1) Technical performance \ O
K A\Y Yoy

There is a technological component to every profession or employment capacity. Such

. - |
performance material is by definition exempt from interpersonal influence with respect to

v | )

subordinates, superiors, co- Workers or general management responsibilities.

v/ g %
2) Communication

A\c'\ &

The ability to effectively communicate knowledge that is comprehensible, organised, and clear
2 Y R o 2P,

is referred to. Expertlse in the subject f|eld is not relevant. The two main sub factors are written

E\
versus spoken communlcatlon D :

3) Initiative, persistence, and effort

It must consist of substantial, observable action in order to meet the criteria of performance as
A ¥

defined below. As a result, it's usually defined as doing extra work voluntarily, taking on more

responsibilities, and working in challenging or unfavourable environments.
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4) Counterproductive work behaviour Y.

The specifications typically restrict purposeful actions that contravene or depart from

established norms and adversely impact an individual's ability to contribute to the objectlves

Ao
of the unit or organisation. Everyone seems to agree that there are two main sub factors that

~ Y
can be identified: behaviour directed towards the organisation (such as theft, sabotage, lying,

&
and malingering) and behaviour directed towards individuals, including oneself (such as verbal

A 4 1
L &
and physical abuse, sexual harassment, drug and alcohol abuse and phyS|caI attacks)

| %,

That is, the counterproductive work behaviour dealing with organlzatlonal dewance seems to

- ¥ . FLIF X

divide between aggressively destroying or misusing resources versus avoiding or withdrawing

aY e N

from the responsibilities of the work role. Similarly, counterproductive work behaviour

aAa™ NJ A

directed at individuals seem to divide between aggressive actions that are directed at other

-  XN\Y )~

people and destructive actions directed at the self, such as alcohol and drug abuse and neglect

ol A
of safety precautions.
\ \SQ

\ o '
5) Supervisory, managerial, executlve Ieadershlp 0

el e

This factor refers to leadership (as mterpersonal mfluence) in a hierarchical relationship and

AN U ) <

the substantive content is most parsimoniously described by the six leadership sub factors. The

£ e DL

six sub factors are meant to circumscribe hierarchical leadership performance at all

Q. | ])) &

organizational levels. However, the relative emphasis may change at higher organizational
N/ e X

levels and the speC|f|c actions within each sub factor may also receive differential emphasis.

\J
x\

6) _Hierarchical management performance

A

Within hierarchical organization, this factor includes those actions that deal with obtaining,
4

preserving and allocating the organization’s resources to best achieve its goals. The major sub
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factors of management performance. As it was for the components of leadership, there may be

considerably different emphases on the management performance sub factors across work

A v o

roles, depending on the context or situational changes. The model does not imply that the
\’

management performance requirements of a particular position or work role are static and

*
cannot change. Y'

7) Peer/team member leadership performance
& .V-

The content of this factor is parallel to the actions that comprise hierarchical leadership. The
A 4 l
st L &
defining characteristic is that these actions are in the context of peer or team member
v T w
| I o "X

interrelationships and the peer/team relationships in question can be at any organizational level.
_'\

(e.g. production teams versus management teams).

Y.
8) Peer/team member management performance

A defining characteristic of the high performance work team is that team members perform

R Y IS
many of the management functions such as plannrng and problem solving, determining within
- 3 ’ £Q-

team coordination requirements and workload balance and monitoring team performance. In
w -
addition, representing the unit or organization to external stakeholders and exhibiting
Rt ' 7.
commitment and compliance to the policies and procedures of the organization are critical

NI Y
performance factor at any organizational level. Consequently, to a greater extent that most
A VRN B
researchers realize or acknowledge there are |mportant elements of management performance

~Jd I -\’

in the peer or team context as well as in the h|erarchical setting. (Campbell & Wiernik, 2015).

o d fb/'o

\/
9
2.2.2 BoyatZIS

ermore, according to Boyatzis (2008), the founder of the theory of action and job
nce define performance in an organization is influenced by three main factors

individual, organizational environment and job demand.
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INDIVIDUAL JOB DEMANDS
Tasks
Functions
Roles

Vision, values,
philosophy
Knowledge
Competencies or
abilities

Life/career stages Best
Style Fit
Interests,

ORGANIZATIONAL
ENVIRONMENT
Culture and climate
Structure and systems
Maturity of the Industry &
strategic position of the org.
Core competence
Larger context

Yw
N
g
<

Figure 1: Theory of action and job perfor ez '

\J. -
ophy,

The first factor is the individual, which consis the’ vision, v s,'pm@?

knowledge, nature, competencies, career path, style, an?westsQ ers,\,‘z~
o

The second factor is the organizational erei ronment, Wmch sist ﬁe culture and

climate, structure and systems, industrial mm, or@? I s_{@\;ic position, core
S

competencies, and the greater context. : ’ >y
w} [ &
“« Q-
The third factor is the job dem?& hich of the guties, functions, and roles of
N

each member of the organizate' : Inqvidual t ;tjge hi rformance get a higher chance
to in term of career opportu% é s é)‘/
2.2.3 Theory EQ'
&b
According . D,
of perzglevel are level of kno%dge, level of skills, level of identity, personal factors

andyfi actors and proposed three axioms for effective performance as performer’s mind set,
iMme

rsion in an enriching environment and engagement in workplace.



Component Description Exemplars Classification Rules
Level of As individuals mature in A student uses iscplinary slang o with maturation in a
Identity a discipline, they take on describe engineering design activites. | discipline or culture
the shared identity of the .
y ; . A teacher examines his performance assocated with maturation in He
professional community whils through the lens of student learning.
ebavabing their own uniguaness. Internalized by person of
As an anganization matures, i A cobage dean holds herselfl ofgmnalmn—ihe individual
develops it mission, fts way deing accountable for her leadership. aaga}ummmm
business, and its uniquenass_ A research team evoles ils identity as shared icentty
a performance organization.
Lewvels of Skibs deseribe specific acions raking assumplions degenbe an ackion
Skills that are used by individuals, persisting action is ralevant in a broad
roups, of arganizations in beang humble range of performance contexts
multiple types of padamancas. salting goals
obeserving
Lewel of Knowledge involves facts, Fadsnformation—names of states. derives from human expariances
Knowledge information, concepts, theordas, convarsion factor between feat and can be communicated or
or principles acquined by inches recognized
a persan of group through Concapls—demncracy, chair, fores,
axperience or edu : Principles/thearies—ralationships
between the tilt of the earth and the
seasons; law of consarvation of energy
Context of This eampanent includes The perf: of an acad ralabes i
Performance | variables associated with the ment s coupbad with the d with the perf
situation that the individual or effectiveness of the host college. ol
organization parforms in. Learning of a shudent ks coupled with :,‘unf‘:sm I:n:l:f:m o @
the organization of a class. personal factor.
Personal This eompanent includes Performance of a teacher is impacted | invelves He shuation of an
Factors variables associated with when be or she is il individual
fhelpersmalshamndm Performance of a dean is impacled
individual. when his of her spouse dies
A student's performance i impacted
by the quality of his or her home
anvironment
Fixed Factors | This component includes Performance in basketball isimpacted | involves an individual
variables unigue o an individual | by height immutahia: eannot be alterad
that canniot be altered. Genelic factors influsnca performance '

Figure 2 shows the compor%lfl
s f

performance. In addition, for the com
e axioms.

performance can be synthesi%x

optimal emotional state (pe@

enriching environment{&

iom
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s
el ngr ormance

2
hdlistic inte@ to establish level of

pggnQ

engaging the

ance and improvements in

performer in an

10m 2 is immerse the performer in an

Lﬁﬁgage the performer in reflective practice.



2.2.4 Job Characteristic Model

0000

Implementing Core Job Critical Personal & Work
Concepts Dimensions Psychological States Outcomes

JOB CHARACTERISTICS MODEL C}

skill
Variety

Experlenced

High Internal
Meaningfulness Work

Motivation

<
Ta
Experienced
Forming Natural Task Respansibilty for ”'3"'0‘::""'
Work Units Identity Outcomes of the Wor
W Performance
Establishing Task Knowledge of the High
Client Signifcance Actual Results of Satisfaction
Relationships ‘Work Activiies with the Work ®
enteels
and Turnover

Autonomy

Feedback

o
Channels Strength of
Employee’s
Growth Needs N

& e

The Job Characteristics Mode S a major approa Ufl?at deals with workplace
A

“~

factors that enhance performance (Hackman and Oldham, 1976). The JCM describes the

» V- I 3 <

relationships between core job ch characterlstlcs crltlcal psychologlcal states and personal and

work outcomes. >
A N &/

A fresh way of thinking ataout study objects can be facilitated by framing them as
Ay 1" ¥ .Y

performances, as per performance theory. One way to apply the idea of performance is to look
Ny

r O ol
at current performance levels, record accompllshments analyse strengths and areas for
\NY
r\l

development, analyse how identities are developed, and raise knowledge levels.

D

Q short, performance management ideas can increase productivity by motivating
4

workers to take responsibility for their work and professional growth. These ideas or theories
4
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encourage staff members to define objectives for themselves and their groups, and to monitor

their progress towards those objectives.

2.3 The concept of leadership

Yv

According to Rost (1991) there are almost 220 definitions of Whip. Van Wart
(2003) argues there are limitations on doing scientific leadership Zbeciuse it is hard to

find appropriate definitions of leadership.

First and foremost, term of leader exist in the WM@Wp canbe n!d,l‘.liqeader

is that respected person by those around her, that Wlwvfo"w\ on, the.andlwdual
T
he exs&ed authority.

respo@)ility bestowed by

AL
(ﬁsthe trust to serve the
Ca)

Allah SWT upon them and at the same | rry 0 )
organisation and society. (Mahazan e ). %j 4&
Moreover, true leader i W wha are sler@ right characteristics such as
usilah i

what has been fostered by M reat.Jead @ﬁ i shown by the Prophet Muhammad

SAW. The Prophet Muh@A@ght m about siddiq, amanah, fathonah and

N
tabligh. (Mahadi, 20 )\\s leatleris t gﬂw ce for human resources and other natural

whom to trust, beyond the conferred by the title otwltlon

(Mironescu. R, 2013). Leaders, as described in eed to car,

=0

resources. (Siagia E\""‘
%, 4 X
Jaya rahan Shawnee (1999) it%ta that leadership is a process of giving meaning to
N

coIIectlvE s and which results in a willingness to make the desired effort to achieve goals.

Burns (1978) leadership can be categorized into vertical and horizontal leadership

&Eaeh of the regarded categories is explained below.
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I Leadership Theories I

\3
)

Participative Leadershi
Transactional Leadership icip P

L -f
Transformational Leadership S::;eni Lai;::lershlp

Figure 4: Leadership Theories : |

Salmani et al., (2010), elucidates leadership as a way to achieve :h\‘gniz\' al
| S

r per ance.

Y

@l styles of
ciate f%\nthusiasm of

{<

rlater of leadership in

Vertical Leadership Theories Horizontal Leadership Theories
Classical leadership

objectives when the managers motivate their co-work accrue supe

Managers having the leadership styles such as transw
leadership must be familiar to adopt flexible atti Nrder
the subordinates, consider the motivational urges, ch ose a
’%oncernlng the workers

line with the prevailing situation and then th

to realize the organizational goals.
\

An effective leadershipsstyle dlspis:? fqr @ved organization performance

that meant to attain the goa S and rvf:/éf.n competitive environment (Rowe,
2001). Accordingly, Zhu&( 005).asser, hat ership with a definite vision will assist

accumulate comml@de icdtio h Srgw
L N
performance. 4\
% g D)o'

Ac ing to Yukl (2009) ~ijertlcal leadership, leaders take actions without

faith and improved organizational

conaden%o ower characteristics and the relationship between the leaders and subordinates
d from top to down (vertical). Unlike vertical leadership theories, in horizontal
ip theories leadership is broadly distributed among members of the organizations and

leaders make decisions only after consulting with group members (Kim, 2011).
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Besides, Nowack, (2004), view that every individual who judges his boss who has bad
leadership practices causes the individual to have a higher tendency to leave the organization.
The influence of Islamic leadership or leadership style on performance is con&m
essential factor and greatly determines the success of a performance. Henc srel/pe of
leadership style has positive or negative impact on how organizations copQw improving

productivity by strategic vision of the organization (Sougui et al, 2015).

In short, leadership is elaborated as the process of holding ora on giroup operations

to accomplish the set objectives. Managers, in order to accom any sp ciWndeavour
L ]

to influence the people and encourage the subordinat nd colleague t’)@}he

organizational goal successfully. The sole purpose of a leader is to augment motivation and

N
enthusiast in staff that can enhance their actlvmes p \Oals. Sés&g leadership

style will the one of the factor that influence @mance.

| - > 5 S
2.3.1 Leadership from Western pe “« Qs

The leadership in con R view ;Lcel d;th@ leader is associated as a social
u

person who always mterac Wlth (fjfﬁ Islamic approach, the leader is a

person with a reflectlon s c star éﬁm himself before leading others. The

C

ideal character of a Ie% m acofiv nal a%fgpectlve goes through a pure training process

without any oth |n | hil ;Is m@eves that certain characteristics of a person are
the unique chaﬁ ctefistics as a glft frorrbsga:h SWT (God).

optlons of Western leadership’s concepts are debatable and still not proven
is the best and sustainable leadership’s construct. Some countries were adopted
cadership’s approach because they were forced to follow or they were still trying to

find the suitable one.
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It starts with Great Man Theory (1840s), Trait Theory (1930°s—1940’s), Behavioural
Theories (1940°s 1950°s) which has related theories of The Managerial Grid Model/Leadershlp
Grid and Role Theory, Contingency Theories (1960°s), Transactional leadershi
(1970’s) which has related theories of Leader-member Exchange (LMX), Tra %onal
Leadership Theories (1970s) which has related theories of Burns Transform Leadership

“2;‘

Theory, Bass Transformational Leadership Theory, and Kouzes and

Participation Inventory. Y'

Next, Kotter, 1988 addressed that in the West, leade expecte o hawve a visible
O
role, in other words leading from the front, which can ess their inte tlyn |ng

Leadership

everything as well as their expectation to employees’ works.

\ \/
One of the most crucial aspects of West rs' J@Xi e abﬂ@o effectively
ues@é beliefs, such as

equality, trust, honesty, recognition of an mgness a it ié%\Res, obligation to the

N
organisation, efficiency, quality, custc@we and to Mon@/ries, 1994).

Last but not least, leadership dlng'o tlonage dership approaches is similar
!
to Islam, which also serves as%ge use &'S{(Uﬂfluence their followers’ attitudes

and behaviours to achiev rg\auatlonlal objégtives tits religious, moral and human roots
N

communicate and encourage an organlzatlon attltudes

o

(Ahmad and Ogunsol c ; Ahmad etal., l

(J
However Ku‘l;l ¢ stat théblslamic leadership differs from Western and
S nond

Eastern leade S proach because Isl@aoes not allow any Muslim to live without having

a leader | ltuatlon

0
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2.3.2 Leadership from Islamic perspective Y.

According to Kazmi and Ahmad (2013), Islamic leadership in termﬁ%aqagerial
knowledge acquired from revealed and other Islamic sources of knowledw results in

applications compatible with Islamic beliefs and practices. V

A

Universal Leadership \ '

Ummatic Leadership

Organizational Leadership ' f'}
Family Leadership h
) Yv
Self Leadership Y,

1 24
rem SQ‘:?eadership. So, the aspect
B%ry individual. Spirituality is

?&Jences a person's feeling of self-

worth, purpose, and conne é ural world.
& NS
Ripugims to, iana

Islamic leade | excellence as vicegerent of God and

ims to‘m raté rqt'l)
emotional and spi | Ianc;w(?e f through possession of spiritual and rational
ahyy

4

awareness of s (Husti an arniy2019). Moreover, the concept of Islamic leadership
N
is believe\ solution to the cur?'ecﬁ?leadership crisis due to the decline in human values

asare thical malaise and ethical crisis (Tobroni, 2015).

@rly Muslim scholars used words such as ‘wilaya’, ‘Imamah’ and ‘Khilafah’ to mean

leadership. Ibn Taymiya (661-728 AH) defined wilaya as “maintaining the religion of the



people such that, if it is lost, they will be the losers, and maintaining a life that will assist people
to understand their religion” (1992: 11). However, Mir (2010) defines leadership as the worldly
mission that a Muslim must fulfil. Islam has a comprehensive perspective, which en%ises

everything in one’s life. ! )
A Muslim leader will understand that his or her role is to guide p not only to
achieve the mission of the organization, but also to raise them higher wat and connect

them with the highest goal of existence as a human being. It shoulthbe zar t(} everybody that
rship i

worshipping Allah (s.w.t) is the main goal for all Muslims. L in this wayg should be

®
understood as “a kind of worship” (alNahwi, 1999: 36). é ' .\c’)\‘r
th ders{iy)' prosper

The Islamic concept explains that the task of h on ear
T\ -
a ; de hlma@ﬂders must be

nature as a manifestation of human gratitude to A

rgar@lon to obey God's

@eader are to lead the

helpers, movers, motivators, directing and guN bers of t

g

will (Mela, 2021). According to Jubran (2 he prima

é
people in offering prayers, to look aft nterest wit j%tic@f-?d run their activities in a
disciplined and systematic way. \ \A

g.)Y" S

In addition, a leader from Is mlcQ i e.Ts.b&who is able to integrate the values

of Islamic teachings in I@\n in@ peopI<Q tion and state (Hifza et al., 2020). A

. . g .
leader in Islam has a Ne given by o.c'leI y to take care of his followers as well as
will be accountab@ actions t9 Allah S&q’ (God) in the hereafter, while in the Western
4 {
perspective s We mandat Ie'aderstr’rp as only formal legal responsibility. Islam has an
: § N

excellent gole in®*the Prophet Muha?ﬁ'-r‘ad (PBUH) which witnessed and written by His

comp His noble examples. Rafiki, A (n.d).

eadership in Islam also is the foundation that strengthens religious principles and

regulates public interests so that people’s affairs run normally. Other than that, the conceptual



Islamic leadership and its relationships between individuals or between groups in a practical
context consist of eight principles. Firstly, the principle of mutual respect and honour.
Secondly, the principle of spreading love. Thirdly, the principle of justice. Fourthlyj the

principle of equality. Fifthly, the principle of the same treatment. Sixthly, ths priaple of

holding on to the main character. Next, the principle of freedom. Lastly%principle of

keeping promises (Anggraini, 2020). \)

In addition, Abbasi et al. (2010) stated that leadership Iazic untries can be
defined as servant leadership because of teaching of Prophet Muhammad t aw aservant
3

of the God and people. It is based by trust, sacrifice and ificial love. It ezijs_@noral

superiority and righteousness when Muslims avoid sinv; pect temselves and Gthers. (Q

Y.
An example of prophet’s character for a Ieﬁwddiq, hi bein&?nest or telling

the truth. Leaders who have Siddiq traits feel th

(trusted) is the basis of responsibility, tr s%hono \ @sprinciples attached to
% ¢ ¥,
a

those who are spiritually intelligent. FK

(IW) ?‘s@élligence, skill or mastery
of certain fields. Intelligent is novlntetctu y but@s emotionally and spiritually
the

|
intelligent. Next, being Istiq% istig i

ma a-‘tE“'BD. shows the power of faith that
permeates the whole souM&\wot @ke or @/ up quickly to challenges or pressures

_ _ &
(Sani & Kadri, 2016). i

N
N, O
Q) 2.9
The conce&blamic adersh ifﬁ'éved to be a solution to the current leadership
' el
an

va@'as a result of ethical malaise and ethical crisis

is alw

crisis due to the ine in h
| _ - i _
(Tobroni QQQ nd also disclosed be‘AI-Sakmah et al., 2020), the better or the effective use
of spi dership that reinforces organizational commitment affects the performance of
rers Spiritually. Found a positive and significant correlation between Islamic leadership

and organizational performance.
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Furthermore, from research finding by (Ali et al., 2013) found that Islamic leadership
can improve employee performance, which translates into job satisfaction, organizational

commitment, and productivity. Individual performance is also influenced by tr\&cic

leadership, that the Islamic leadership is a positive and significant effect iavidual

performance (Tone et al., 2015). Y'

Islamic leadership practices are well demonstrated by a trustwcwader and carry

out leadership to enable employees to complete their jobs truly. Iszhov‘s more optimal

work results. ‘\d
@

Jayaram and Shawnee (1999) state that leadershi process 0 vﬁg@ning

(meaningful direction) to collective efforts and whic S ina\{v' i ess{g,make the
T

desired effort to achieve goals. Allah s.w.t has mw n th
leadership, which are: \
B%‘;Ay’ \ : @u&ﬂ‘@ 24a ) Gl
6 e,
[And they are] those who, if We gi\M

zakah and enjoin what is rightcd fotbid whatjis wroang. A Allah belongs the outcome of
all matters. \" "C'}C/

Allah s.w.t also has mentione@yin t

E\Qura inS I-Hajj about

o

© 541 Ao &5 50l e 15655 4

04

Q (ny\—% < S Ll 5 5 ST 208) 5 o Tl O 2l Waa 3l 5 G el ) Al aidles g

thgm Q/Ed'érs guiding by Our command. And We inspired to

This verse mﬁ&‘d We ma
0

<
them the GQQ good deeds, estab%hment of prayer, and giving of zakah; and they were

WOT, T Us”.

ur'an also indicates the leadership concept in Surah Az- Zukhruf verses 32 such as:
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This verse means “Do they distribute the mercy of your Lord? It is We who have ep ioned
among them their livelihood in the life of this world and have raised some of th% e others
in degrees of rank that they may make use of one another for service. But Wrcy of your

Lord is better than whatever they accumulate”. \)

One example of the hadith is: Abu Dhar (May Allah for ;) setd "I asked the

Prophet (peace be upon him) to make me a leader over a grou ' O Abu
Dhar, you are weak, and leadership is an amanah; on Jud@ , it is/sai t‘t @ame
and regret except for those who rightly claim it and ﬁ.l du ”{S i usl-ul;-

dir qﬁaxplamed the

‘UQ said, I heard the

N
of @Iim leader namely, conviction

Aabed (2006) identifi rsonal clJaIiti
(yaqin), mutual consultation (s hur;, kn owl@ m)','fégbice (adl), self-sacrifice (tadhiyyah),
humility (tawadhu’), eloéq~ fala@ce (S@Q, leniency (lin) and enterprise (igdam).

Q

Furthermore, accordﬁ% Lukman yg) Elquled six general principles which are

O

sovereignty (ﬂ@ﬁ\uttﬁl Dcﬂ ion(shura), justice (adalah), equality (musawah),

freedom (hm nd enjoining the @nd forbidding the evil (‘amr bi al-ma ruf wa nahi
\

munkar) \

Q basic principles of Islamic leadership like consultation, justice, honesty and trust it
e

nce on the organizations enactment in term of attaining goal, the focus of leadership

in Islam is on integrity and justice (Shuvro et al., 2020). Bhatti et al., (2016) agreed that Islam



encourages good morals like freedom of Thoughts, sources of Islamic Jurisprudence, justice,

dependence on the Almighty Allah, accountability, sincerity and dignity of labour.

Marbun (2013) claims that a capable Islamic leader must possess spirituacm ess
i0

and rational awareness and lists the requirements of Islamic leadership as imn\n niyya),
piety (tagwa), kindness (ihsan), trustworthiness (sidq), justice (adl), sincewmhlas), self-

improvement (Itgan), trust (amanah), consultation (shura) and patience ).

In short, Islam provide guideline in Quran and hadith in gleat]ership. Muslim
should apply the Islamic value when get an opportunity to be a r either 1 I‘sc%gg or
huge. A leader need to fulfil the spiritually and physical way as Islam is a w f'if@

4
\ \/‘z~
Y -
2.4 Leadership style \% Q\ 6
\5 Y
:

The literature suggests that there%cme H] ca ies(:o;hhe initiating structure
“« Q-

leaders which are Islamic Ieadership,ﬁ% leadership and paﬁ&pative leadership.

\

2.4.1 Islamic Leadershi&%&le Q
N
@

!
[
Brotherhood, coll%ive, urati orfo@tive, and supporting leadership styles could

NN
all be identified i Iea*rbdtever, a@able to relate to one another in a variety of ways.

People will wos together and support\g@?e.ader's followers if there is a sense of brotherhood
among tE}M‘nbers of the group. However, using the shura system to make decisions will
der and the followers since everyone will have a feeling of devotion and belonging

%
to up. Jubran, (2015).



1. Brotherhood Leadership Yv

It is a leadership style in which the leader and every member of the organisation areiewed as
one big family. Before having any form of organisational structure or status, fcﬂ%s believe
that they are nothing more than brothers and sisters to one another. Leader%:ally believe
that they are no better than any other member of the organisation in or \A/e the true spirit
of brotherhood. Additionally, they have a propensity to treat peop %y 'VOU|d like to be

treated. In an Islamic organisation, having this sentiment will make,everyone ea single

family. Such a milestone will contribute to the developm@%iany ositive ‘n\_/'iament
s b 4§

\ N
(<

that will support the organization's excellence.

2. Collaborative Leadership (\/
It is an internal awareness that a person has mey n«To

&

g.as a team. Even if they
A
are professionals, leaders will believe that annot work dep@ntly unless everyone in
)
the organisation works together. TheM rs_thi uildihg'the members' ties will lead

N
to success. Such solid connecionsznd tearlwor wlill ﬁ] harmony to the workplace,
Ith a

fostering a favourable and r&y Viro {n e d'; quently encourage their followers

to collaborate in groups i er to aescomplish this€ Additionally, they frequently offer social

N
events to all member%\ re It,‘sik?’neﬁwlge%s would think that they can't accomplish

their goals unles &!ﬂn fo cbsﬂ r@ane team.
CS/ ’
r

3. Shugﬁ onsultative Leade
O -

The d of the leader will depend on the viewpoint of one individual, regardless of

e@ efore making any important decisions that might have an impact on the

organization's members, he or she will likely feel the need to seek out the thoughts and ideas

A]

of others. Therefore, leaders use the shura (consultation) method in any way that enables them
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to listen to others and give members the opportunity to voice their opinions on some crucial
issues that affect the organisation. Leaders then have a tendency to seek feedback on any issue
that affects the school and its students. Members will feel free to approach the Ieadeﬁ&d%f:r
any essential recommendations or counsel as a result. An environment like thi v(vmoster a

high level of trust and spirit among members in organization.

Allah (s.w.t) said in the Qur’an about Muslims:

N3

“Those who respond to their Lord, and establish regular prayer who'(conduct r &ffaizs by
S
mutual consultation; who spend out of what We bestow m for sustenance” (@s’an 42:
’ X

N
38). Y' N {\T
4. Supportive Leadership \%V

Islamic leadership is a firm believer in the %rt of the\0b|p$e ployees. Leaders make an
N
effort to support their followers. The g%rem rs arexcansta in need of their leaders'
1

AN &
inspiration and support. The spirit*‘:l el 'm‘@nt one for them. They also

require training courses that w n theirlno edéee@'expertise in many industries. As
4 ¢ &
hanc

a result, leaders with this stﬂwill seif G;Q)mspire and motivate their followers

by using various methods antheontexts: ntim@/ofessional development programme for
¢

!
the members is of t ost fimpor noé tbplders since they believe in educating and

empowering th% embgr }he essﬁlal abilities.
A >
<,
\ N
2.4, t leadership

ccording to Chan (2016) a servant leader is essentially a lifelong learner with a growth

mindset, continuously developing various aspects of servant leadership such as emotional
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healing, empathy, persuasion, community building, awareness, foresight, and more. This

process requires long-term commitment and perseverance, and grit plays a crucial role in

-

acquiring these behaviors. As a servant leader can be define as serving one’s peopl& 0

the main roles of a Muslim leader. Leadership in this context, is not a matter ﬁ privilege or
position. It is rather a huge responsibility. Leaders need therefore, to feel as i re servants
in order to be able to fulfil their duties in the best way possible. This feéling will help leaders

to make great efforts towards protecting the members of the or ani&oﬁand do whatever

necessary to achieve its objectives. The Prophet (p.b.u.h.) said: s

l

and is not sincerely concerned (for their welfare) will Pa;;ad se along @ them”

(Muslim, n.d). ? g, %, \-?’
a

er who Q?entrusted
with the affairs of the Muslims but makes no endeavour (for the material and aluf I@Tan)
(.;)
nter

For Islamic perspective, based on the@OthmaW

(2012) and Mahazan et.al (2015) identifieg*10 charac \ﬂr\s?T S r)(iht leadership that was

extracted from the 19 characteristics_o ic fleade co@t. They are; listening,

empathy, healing, awareness, percept%f',hgonclp iZgtion. \SQ

The focus of servant %‘? is rr} Mge' 22&5 of others (Sendjaya & Sarros,
2002). Meanwhile, accord'@Van [lie\'onck (2%&1% view that it is a concept and set of
practices that enhances% nner 1
and certainly intro bﬁore ust‘ ndcare @orking places or environment. According to

shidah (2014), Beekun

Yidua{s_\}%{ their lives, makes better organizations

Greenleaf & S (2002), ser 'oaderﬁ%s demonstrated in a leader's desire to motivate
and guide hu&rs, offer hope, and\e-\y\’/ide a more caring experience through established
qualitx@%hips. Whetstone (2002) added that the imperative servant leaders desire to
serv néeds and desires of followers must supersede the leader's personal interests. Servant
lea demonstrate a sense of moral responsibility and respect for followers as they inspire

followers to grow and to develop (Greenleaf, 1997).
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Zhang et al. (2016) by laying foundation on this argued that servant leader can be

defined as he is enthusiastic to serve the organization and the members, rewarding the workers

with good performance by employing the position and forming an environmenﬁt{(aff

members’ personal development Influencing instead of coercing. 5 )

According to Smolenyak and Majumdar (1992), servant leadership’ ry focus is

to improve the ability of people (enabler). A servant leader is a personwoes far beyond

and out 40 of their way to make others feel worthy and good t zemseilves. A servant
leader, as in the case of Mother Theresa, is someone who | In a aw gains the
@

admiration and attention of others. It is not leadership bas@pularit or fa efS_\ yak

& Majumdar, 1992). § g b
\ Y
L : 4
Servant leaders tend to believe in personal for (j‘?al achieve .For example,

Mother Theresa lived in under-developed countri cared for poo@n she could have

lived in a more developed country and Iook%er her o\selx @example of a person
@
who relied on servant leadership and ut%e framework to h%;tn]ers was Princess Diana.

m
as a aysgc?\hing out to the less fortunate

|

people, even risking her Wel% nd he.g rspc(h;at to those in places plagued by

poverty and disease. He@anc@bﬁrs Weédt an effort to get attention, prestige,

power, or gain charism&he ings i ?nd heﬁéﬁtching out to people in need was simply
¢

a calling, an inner n; gta andac Ii{g (;i?e to help others.
Qv NN
Y <

p'overqhe past 10 years two branches of leadership were

Accor o/Dering (1
N
formed: the relattenship leadership mad(a, which focuses on caring, empathy and love; and the

She did not care what it took to he : ST
h t

conte leadership model, which focuses on meeting organizational objectives. Servant

I@ represents the relationship model and transformational leadership represents the



contemporary model. Organizations can use these models to drive continuous change, guide

practice outcomes and ensure quality (Dering, 1988).

According to Russell (2001), servant leadership facilitates relationsh'tm,

developing and fostering trust with subordinates, and empowering others to m%s fficient
and independent. The ultimate goal of the leader in this model is lead the r others by
showing, providing, guiding, supporting, comforting, praising, and devM others so that
they can pursue opportunities that will help them develop them gc;. The satisfaction

:

servant leaders achieve is in seeing and knowing that other efit fr Wtions and

behaviours, and observing the growth, development, and gnﬁsion of gthers. ' _\Q}

rs, inqggses self-

worth, and improves self-esteem. The focus of ser e ershﬁﬂ is megting t@éeds of others

ed, L@%ing them so that

The actions and behaviours of the leader chang utco@

(Sendjaya & Sarros, 2002). The leader servew ho are i

they can achieve their personal, psycholo%emotion\spsit Ly
6 e,
(Russell, 2002). ‘% “« Q-
N &

The interest of the leader i bette’men foll@\ers, and every interaction and

| O

transaction is to improve life f%erso { ns‘tr@; serve. The mission of the leader is
to serve others first in wa Migh |1a

t beenc&ilable using other forms of leadership.

&

Iﬁa}d professional needs

>

—
<
D

N
A leader within thispframework can i [}rbve‘_;‘;:ganizational outcomes by addressing the
weakness and str followerg capitalizing on their strengths, while at the same time
: : 4 o :
improving th nesses t me?ease?the value and contribution of followers in the
A S’
organizatien. N

N



2.4.3 Participative leadership Yv

Participative leadership isa unique leadership style, also known as de;ocratic
leadership. While guiding them and encouraging feedback and decision-making from their

team members, participatory leaders engage their workforce. Participative leaders also
N'V

understand the importance of the workforce to the success of their business.

y
The concept of participative leadership is understood@em w’ﬂwﬂu‘rage and
motivate their followers to take part in the discussion to @int influence n'h_e\d@lsion
€

making process, based on everybody’s opinion, not j% ader’s"salelyd (P. Q}Zoopman

and A. F. M. Wierdsma, 1998). Participative leadership is defined as the process of making

NV (o >

joint decisions or at least sharing influence in decision making by the superior and his or her
. \J

subordinates (Puni & Okoe, 2014). PaC%ative Wp ,Q\style encompassing
N
participative-decision making, whic ers 'émpl S t@ strong organizational

&
managers (DuBrin, 2015). \ l %\A
!
Participative Ieadershi% es cons Iti \‘uithgordinates and the evaluation of

\ &
their opinions and sugg”&ﬁgbefo t anaggé‘{akes the decision (Mullins, 2005).

Participative leadershipw,is ‘associ

¢
CD 2 9
involvement (Bas@ Results t?ve led @employees who perceive their managers as

adopting consw or pft ipative I%e\rship behaviour are more committed to their

organizations; e satisfied with thei \Bs and higher in their performance. (Yousef, 2000).
Becau% consultative nature of participative leadership, it has the potential to enhance
the di Ination of organizational and managerial values to employees. Employees who work
for a participative leader tend to exhibit greater involvement, commitment, and loyalty than

employees who work under a directive leader (Bass 1981).
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Consequently, employees who are allowed to participate in the decision-making
process are likely to be more committed to those decisions. Since, employees in religious
institution are often more cognizant of customer needs than are managers, given the eth es’
direct contact with customer. Therefore, management must be allowed employeesito pasticipate
in the decision-making process. Participative leadership’s ability to raise mmitment,
involvement, and loyalty among employees should be attractive to a$ wishing to

promulgate his or her commitment to service quality to employee Y'

:

There are numerous definitions available for partic e lea erWai et al.

@
(1997) described participative leadership as: “when te%mbers re co swlt@ng
tionally, Bags (199 ha.d\/‘fzmviously

defined participative leadership as: “the equalizati(% °T 1ng oﬂ@ﬁem-solving

with followers by consulting them before \l&) decisi e 6&ipative style of
leadership is where individuals take greatetgssonsib%?? p c’:égof making decisions
N
c.)
!

decision making and problem-solving processes”. Additi

(Vroom, 2019). @

% " &
Basically, participative leadesshi eﬂeIs leader’s @ty to establish a cooperative,

supportive, empowering, and% tic W‘O‘ ing Wﬁ@ent. The style can apply to any
organization where all indi Is are gliv\hsrespo@ﬂity to participate and exchange their
opinions. Participative %r ip, a\Q

refers to a leadership,style’'whergby
in the process&i'on i
organizatio private business@o government. Gipson et al. 2017, stated that

participatExdership style is accommodative, inclusive and empowering. It is a style of

lea

n as/shafed leadership or democratic leadership,

bgrs QD& group or team take more participatory roles

NN
.'olt is%ype of leadership that can be applied to any

at requires the leader to build on a general agreement with team participation. It

constantly allows for an opinion from involved group members.
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According to Northouse (2018), participative leadership is also emphasized when
leaders remain uncertain and are in need of further ideas to perform a task. Welcoming ideas
leads to free and open discussions amongst the group members. The ideas are th&& red
openly with a high degree of harmony, possibilities, and suggestions. Contributions from all
group members make it interactive (Northouse, 2018). At times, it can be i nd difficult
to commit. In such instances, the group leader or manager will be require@,to come up with the

best decision. The group will entirely depend on the leader to choose aw&o with conviction

(Gipson et al., 2017). \d
3

Belias and Koustelios (2014) assert that employees’ ale is baoosted Tl@;‘eel

that they are part of the organization’s growth and development. Thgy dre nsult@‘for their
N

opinions in the decision-making process. Using% di ic_sector nizations as

reference, a study by Basit et al. (2017) indi gegwat wh onﬁ%re conferred on

organizational decisions, they are likely to % C anf\eag\iww h)'i?(he structural setup as

the participative leader helps them adg@ changes..In this \ therefore, leaving out
employees in the decision-making MSS o
implementing change, especially when there iJ;ee ofre %very fast to changes and adapt
to the situation at hand for@za \x{g ntin'l: th its normal operations (Belias &
Koustelios, 2014). & l §

N D, S

Daft (2008!& leves that partic atf‘\'/e@ ers delegate authority to their followers and
ipation.

£}

in seleral unwarranted delays in

NN
encourage par. Partici "we Ig‘é;rship are dependent on the knowledge of

subordinatm.hhe execution of tas which is not always the case in Saudi Arabia. Most

public se\rganizations are characterized by other styles of leadership like autocratic
I@, ureaucratic leadership, and transformational leadership styles (Igbal et al., 2015).
PartiCtpative leaders value respect for influence from their followers because it is what keeps
them influential.
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According to DuBrin (2006), today’s global business environment is complex and
leaders are not required to generate all answers on their own without further consultation from

their followers. According to recent research, it suggests that leadership can be sha%zn

(=]

leaders and their teams. Sharing leadership functions makes a group mo (ransive,
inclusive, and effective. It 31 has been noted that group members are ver rceful and

attentive when it comes to decision making, policy determination, and ems'and procedure

implementation (Mullins, 2007). Y'
According to Jooste (2009), a participative leader is @ Wtisfaction
23

and increased productivity. In summary, the participativ dership’ style a’thoggfa:‘h not
=\
-m

explored extensively in Saudi Arabia, allows for collaborationyin the decisi akifg process
N

s\organi ans (Lane et

between leaders and their followers in some of the,Saudi ubli%

al., 2017). It allows for praises and criticism %the fee
required to discuss with his/her employees before issui T)a lakgeneral orders. The
employees are free to contribute to the fi cision. S rt wi \lways be offered to the
employees by the leaders so that they}h,co %ﬂiffes\&%y and promptly (Belias &
Koustelios, 2014). nr | 0.
4 ’ &

There are four p/ﬁ{l be®dude f@d decision quality, higher decision

acceptance by particip more sat i With@;{éecision process, and more development
ENK | (')
of decision-makindl sH(Yukl, G,.1 8{ A@jtated by S. Kim (2002), The purpose of this
is, Tet

NN
emﬁ) 'io beém‘-directed, self-motivated, be independent and

9

type of leader

develop thei ntaneous effort. It i %ved that this may yield higher job satisfaction of

N

ticipative leadership style is that involves all members of a team in identifying

essential goals and developing procedures or strategies for reach those goals. From this
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perspective, participative leadership can be seen as a leadership styles that relies heavily on the
leader functioning as a facilitator rather than simply issuing orders or making assignments. his

type of involved leadership style can be utilized in business settings, volunteer o@' ns

and even in the function of the home. 5

To sum up, among the participative leadership primary advantages is fosters the

growth of new leaders who can go on to work for the organizationw future. People

frequently express their creativity, exhibit skills and talent that wo r&t:errvise be obvious
and ultimately increase employee performance because I@ Whis style
encourage active participation on the part of everyone on@. In atj]ition, it ils.(:\ efits
the work of the current team, but it also makes the organisation aware of team mefidbers who

a
\" N
ought to be given opportunity to further develop certain 'Iitieio ilts for@se.

2.5  The relationship of leadership style and job inceé’}
@ “
\ N\’w
From previous finding therwie positive,and ne@ive relationship between these
|
three leadership style and its% n job %fjjm% he finding as stated below that
conducted on various bz& d of pr
Islamic leadership style,'servant lea , parti ive leadership on job performance.
p yté\:\ e i C-g@t pon job p
O

43-,.1,),4%

251 The reEtio ship of Islamic Ie@) ship style and job performance

g\%at'on ocus discuss on the relationship of

=g

Th;?l ussion can be strongly proof with research by Jumaing (2020), which shows
that

a positive influence between Islamic leadership on employee performance that
tested"among 91 employees at the Faculty of Education & Teacher Training and Faculty of

Science & Technology of the Alauddin State Islamic University of Makassar.
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And also disclosed by (Al-Sakinah et al., 2020), the better or the effective use of

spiritual leadership that reinforces organizational commitment affects the performance of

lecturers spiritually. This research tested among 150 lecturers Universitas Pesantr\i Zgg'
Darul Ulum Jombang and the result found a positive and significant correlation between

Islamic leadership and organizational performance.

According to (Nowack, 2004), every individual who judges w who has bad
leadership practices causes the individual to have a higher tenden@yto leave tFe organization.
The influence of Islamic leadership on performance is conside essen iaWd greatly

L ]
determines the success of a performance. \"2h
| S

4
Research conducted by Faizzuddin, M. et al (ZT&id t Islamic Ieaggs?;ip has a

positive and significant effect on performance. EWearch hows)how Iﬂ&rtant Islamic

O

A
P
However, research conducted by 1(2020) also shows the results uncovered that,
~ T4

-~ £J N
out of the eight hypotheses proposed, si>£' hypotﬁases were accepted. Islamic leadership and

Islamic work culture were found to have no direct effect on employee performance. Besides,

Y ' B
@ B .
work motivation and job satisfaction became essential factors mediating Islamic leadership and

| NN N o
Islamic work culture on employee performance. 127 people were involved in this study from
v ~NY
“ . i k3
Universitas Islam Negeri (UIN) Walisongo Semarang, Indonesia.

J

| ) &
Moreov% esultfr r}ding‘_c Widayati, W et al (2021) that conducted only

in Post GraﬂL\/lanagement Study{ ram in Private Universities in Jakarta with staff and

leadership’s value is in improving performance.

leaders fr\the academic and non-academic unit 150 in total involved proposed that Islamic

lead as no significant impact on human performance.
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Research that contradicts these results is the research conducted by Supriyanto (2020)
which states that there is no direct influence between Islamic leadership on employee
performance. However, he found an indirect effect through job satisfaction and or a\hl
culture. Leadership is a key element in organisations to move people. As a kem in the

organisation, leadership attitudes and behaviours will affect employee perfo .

It is the same result found by Juliansyah, Ridwan, Muhtadi &Mmurni, (2022).
From the results of the study, it was found that there is no ifignt effect of Islamic

Leadership on performance where this research was conduct 021 cth Islamic

23
religious university in West Kalimantan, Indonesia. ' (_}VC
=\
Islamic leadership positively and significantly iWes th@ ep mance of
T

Islamic banks in Riau province that involved 27E sri, Y. Z, &

Zulhelmy, 2021). Furthermore, Islamic IeaM
based on the research conducted by Amali;@j &

of Bank Jatim Syariah Surabaya branc% “« Q-
&
A
privide piri@vidence proving that Islamic

On the other hand, Jumain?ﬂ)
!
leadership has a positive an@ﬁcar% n.'e@loyees’ job performance through

employee morale. The szw@ 91 elnplo esatt culty of education & teacher training

N
and faculty of scien technol Qtate‘gslamic university of Makassar. Husti and

n

'

Mahyarni (2019) 4 igated je S o\&Jémic leadership on small and medium-sized
ou

. ‘ ﬁ | '
enterprises p ce and

competitive a tage.

3s

poiiﬂve relationship mediated by innovation and

9
S

‘%anwhile, Aini. Q (2020) found that, indirectly the influence of Islamic leadership on

oyee motivation and performance is very weak, this shows that Islamic leadership tends
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to have a stronger influence directly on employee motivation and performance. The study

population is the 349 respondents who were employees of PKU Muhammadiyah Hospital.

Moreover, research that conducted by Ibrahim et. al (2022) also found tat ic
leadership had a positive and significant influence on performance. Accoﬂ%/, slamic
leadership theoretically results in high ethical standards and expected t n effective

leadership style pursuing success, happiness and peace for the followersMe organizations

(Saeed et al., 2014). 2

Additionally, Ahmed et al. (2021) found that the spiritua u.lﬁ“addilue to the
performance of the organization. Hassan et al. (2022) investi the cultur Sl)ll’_l@lty in
the workplace that significantly affects the public vaﬁ empLEges The
relationship between Islamic leadership and em e erfo anceyis we@bcumented in

theory.

\T _\

Zaim et al. (2021) also found a pesitive rel t| etwe 'ﬁ‘eadershlp according to
Islamic values and performance at &%evel d dai@ lected from North Iraqg.
Nonetheless, these limited resear mgs are sufﬁé\ent for proving the so-called

relationship between Islamic l&%ﬂp andfe @s%erformance The research findings

by Zaim et al. (2022) mkt\hat t@osﬂwe@laﬂonshlp between Islamic leadership
and job performance Em\g 229 emp eslwcg_lg.ng in the services sector in Turkey.

/

4

O
In add|% taszip D,% idého, W. (2022) present the results of the study

indicate that amjincrease in Islamic lead p style can improve human resources performance,

which is orted by empirical data. The finding of Islamic leadership related into this
0 as the institution involved mostly are Muslims that must apply the element of
@alues include leadership style in the institution where the population involved 150

staff at Pt. Indonesian in Health Life Insurance in Semarang.



In a nutshell, Islamic leadership theory suggests that the quality of Islamic leadership
can foster organizational development by conducting different managerial activities on
basement of ethical standard (Gazi, 2020) and can positively influence the a% of
followers by bringing higher levels of satisfaction, motivation, performance, p Mnergy

and organizational loyalty (Daud et al., 2014; Igbal et al., 2020). So, from pv research it

can be concluded that Islamic leadership can influence job perfor% herefore, the

following hypothesis is proposed: Y'

H1: Islamic leadership style is positively related to job perfor e ‘\d
L ]

2.5.2 The relationship of servant leadership style EW? ?h@

Next, leadership style that discuss dex
James A. Ragaisis (2018) indicated a strongepositive ¢

gﬁo h,i&s.‘gesearch regarding the
transfo tion@dership on faculty job
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riva{éé%uthern California Christian
S
' g

Ao o
arvvlggw (2015) on the title the impact of

satisfaction and performance in highem tior

university, California. c 2

Secondly, the rese wonduqt

servant leadership ona.organizati re, o@}%ﬁzational commitment, organizational
)

¢

citizenship, behavi and e e€ p@ mance in women cooperatives that involved

NN

40 respondent ma s and’ es ofsvomen cooperatives in east java, Indonesia. The
4 .

results showed that servant leadership impacted significantly on employee performance.
\"‘ ~
er, Sihombing, S., Astuti, E. S., Al Musadieq, M., Hamied, D., & Rahardjo, K.
@died on the title the effect of servant leadership on rewards, organizational culture

and its implication for employee’s performance. In this study, 60 per cent of employees of BTN
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involved that resided in the Jabodetabek areas, Indonesia. The results of the analysis suggested

that the structural model showed that the servant leadership had no significant effect on

employee performance. \

In addition, a sample size of 250 pairs of leaders and followers from fi\n%t;tions in

Quetta, Pakistan included in the research conducted by Ullah, S., Bano, S., och, M. S.
(2023) on the topic exploring the Relationship Between Servantwrship and Job

Performance with Mediating Role of Emotional Intelligence and deKing Role of Grit and

l

Compassion. ‘\d
X

Other than that, Otero-Neira, C., Varela-Neira, C., , B. (2016 n‘uﬁostudy
on the title supervisory servant leadership and employ rk r eg anceﬁé sample
used in this study consists of 181 salespeople and nﬂ gers SpalnéFlndlngs show

that sales managers’ servant leadership is 1rect1y and posmvely related to salespeople’s

organization member performance. \53")
[}

The title of the article the eﬁ\e! nurs
innovative behaviours and job per o?ﬂ!es b)lKUI,

anagers :Xﬁfyint leadership on nurses’
So@z B. (2021) where 885 nurses

selected from three public hospitals in Ist d‘f@mgs showed the nurse managers’

O

servant leadership behavi &m statll;tlca signifieantly related with the nurses’ innovative

N
behaviors and job perﬁMces I C—)(J

4

@
yg ese%bh on the Effect of Servant Leadership, Work

Asih, W 4)
Ethics, Organ %gl Culture, and O@Zational Commitment on Teacher Performance in

State V :Mal High School in D%asar involving 181 the teachers of state vocational
e

ch npasar. The results showed that servant leadership had a positive and significant
é on teachers’ performance.

3

[72]
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A study of Servant Leadership and Job Performance: Evidence from Airline Companies
in Jordan by Yahia S. Bani Melhem, Raed I. Ababneh, & Hadeel Bassam Alsukkar. (2023) that

include sample of 201 service employees. Results revealed a positive aggregateﬁ% of

servant leadership on job performance. 3 )

Next, 230 employees of University of Sargodha, Pakistan involved Vmesearch by
Sarwar, G., Cavaliere, L. P. L., Ammar, K., & Afzal, F. U. (2021) on th ¢ the impact of

servant leadership on employee performance. The results report that stant leadership love

shows a positive significant contribution to improve employe erforman
In the article “The Effect of Career Development an nt Leader c‘w gﬁaoyee
Performance with Work Motivation as an Intervening in t.b{ men ency and
T
Human Resources Development Denpasar Clty”b LA A\ P., &Widn . 1. W. (2020)
sample of 48 people is obtained in the Human :Qes Developmient a@uman Resources
- - ‘\ o \ -, .
Agency in Denpasar, Indonesia. The resul%\/ed the servant leadership has a positive and
N7
o~ V' S
significant effect on employee performance Q-
N &

Furthermore, in the article vwmmle} rvafit leade D i in Malaysian da’wah NGOS:

|

western and Islamic perspectiv d that it'i gd Q‘@t servant leadership is displayed by

leaders who combine thej Mtlo@hes a@oluntary action to lead with a need to

NS
serve. Through obse a an ematic dna gs{ it was found that both Da‘wah NGOs

/
Q

‘s
represented byA ar’ practi |xed-servant leadership characteristics from
Western base Dlerend ck&ramqnork and Islamic perspectives. (Mhd Omar, M, F,

H & Sye »S, H, 2022).

formance. Thus, the following hypothesis is proposed:

‘% a conclusion, many results shows a positive relationship between servant leadership
@

H2: Servant leadership style is positively related to job performance.
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2.5.3 The relationship of participative leadership style and job performance Y.

Among the research that found a relationship of participative leadership
performance is by Thamer Alsubaie (2021), he found that workers who experlence\ perceive

to experience participative leadership in the Saudi Arabia public sector perferm better than

other workers by completing more organizational goals through qual@ and teamwork

l

Secondly, An article” Influence of supportive and participative aMEa&Qship
(.;)

styles and the moderating role of task structure on emplo erformanc ” by Rana, Ry, K'aol,

g

G., & Kirubi, M. (2019). The population comprlsed 1 rs of @fee trading

within a supportive workplace environment.

companies in Kenya, and a sample size of 139 W d ine ;}10 nlork%ger of coffee
M\

trading companies in Kenya, East Afrlca Th suI was participative leadership style

T i
significantly predicted employee performan c;

N

In addition, the research by Ak iroro n , | & Owotutu, S, O (2018)
that discuss on the effect of P p e lLe Jershl S]tyl Employee s Productivity. The

sample for the study compr' ed 11 ta nd g@hlzmg Product Limited (MIDGAL)

Abeokuta, Ogun State IM The result of the flndlngs shows that there is positive and
i Sl PR @
significant relationshl etween partlclpatmg leadershlp style and employee’s productivity.

J

Other t% an arﬁ;é)gect ok&rtlmpatlve Leadership and Employees Training

On Organlmhﬂ Productivity: A St@df E&E Sector in Malaysia” by Zandi, G, Aslam, A,
SekamatLEI & Nasir, M, U (2019). The numbers of samples are 220. The result shown
most significant and effective variable is participative leadership which affects the

a Y

organizational productivity more.
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Next, Influence of Instrumental and Participative Leadership Styles on Job
Performance by Tahir, A. H., Tanveer, A., Faheem, F., Rahman, A., & Saeed, Z. (2018). This
study involved 200 peoples who are working under both types of mangers in gn.d
manufacturing sector in District Multan Pakistan. This study concluded ﬁ\ults through

correlations and regression analysis and found that “Participative Leadership” style is more

effective than “Instrumental Leadership” style. V

And, an article on the topic “The Influence of Participativ eag;ship'and Teamwork
On Employee Job Satisfaction and Its Impact On Orga onal Pe e at The
University of Muhammadiyah Aceh, Province of Aceh, Indongsia” by Mimias F' &@8-5. S.

(2019).The sample in this study amounted to 257 resp ents who were emm'oyees of

Muhammadiyah University of Aceh, Indonesia. he résults

that t ﬁlﬂuence of
participatory leadership on employee job satls@/as positi

ich 6%5 that the better
employee job satisfaction will improve org izational W C

N,
On the other hand, “Analys»%mot onal 1 eH| c')Stress And Styles of

Participative Leadership Effect to tISf,C nin mpr g Performance of Employees

Pt. Waskita Beton Precast” b , R. F} (20 )}I!’o n and sample in this research

is all employees of maerartTﬁg\DT V@éﬂa Beton Precast totalling 112. The
S

finding shows that participative leadership style has effect positive and significant on employee
\ ’ { (.—3"
'
performance. (_/
NN

Besid %mpact of artlglpatnze leadership and competencies on performance of
village fu ement” by Putri, @ & Yadiati, W. (2020). The study involves 73

villag d village head and village apparatus on village governments in the Bandung

Qndonesm The result indicates that participative leadership style of the village head
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and competencies of village apparatus is positively and significantly associated with the

performance of village fund management.

Lastly, The effect of participative leadership, work discipline, and Eg;
ie

employee performance and organizational performance: Study at BKPSD@ aya by
Junaidi, S. M., & Shabri, M. (2020). This study uses a sample of 40 peoplw by census
method, and they all are civil servants from The Human Resources Dwent Institution

\v o/
(BKPSDM) Pidie Jaya, Indonesia. The results showed the participative leadership effects

AN L

organizational performance significantly. Thus, the following hypothesis is proposed:

@ \Y
H3: Participative leadership style is positively related to job performance. ' _{‘)
Y—-

4
L AN
2.6 Theoretical Framework \%V 0\ Qé

el

D
—

H2: Servant leadership will p(%/

f :
H3: Participative leaders osml/ely ve relzagﬁo job performance.

N

N N O

< S

Qe &
Indep% ariab f {\ Dependent variable
Y—v

Islamic Leadership

Servant leadership | > Job performance

Participative leadership

Figure 6: Theoretical Framework



2.7  Chapter summary Y.
In a nutshell, the whole detail of this chapter are about literature review Er%x item

of independent variable and dependent variable. The next chapter 3 will prowide detail

explanation about the methodological aspect of this study. \S





