ISSN 2664-3995 (Print) & ISSN 2664-6757 (Online)

South Asian Research Journal of Business and Management
Abbreviated Key Title: South Asian Res J Bus Manag

| Volume-5 | Issue-4 | Jul-Aug- 2023 | DOI: 10.36346/sarjbm.2023.v05i04.005

Original Research Article

The Effect of Islamic Work Ethics and Knowledge Sharing Behaviour
and Organization Citizenship Behaviour and Its Impact on IMFIs
Employee Performance (A Study on BMT and Kubu Raya Cooperative
and Pontianak City)

Hafidloh®", Titik Rosnani?, Ilzar Daud?, Rizky Fauzan?

"Doctoral Student of Management Science, Faculty of Economics and Business, Tanjungpura University, Indonesia
Department of Management, Faculty of Economics and Business, Tanjungpura University, Indonesia

*Corresponding Author: Hafidloh
Doctoral Student of Management Science, Faculty of Economics and Business, Tanjungpura University, Indonesia

Avrticle History

Received: 06.07.2023
Accepted: 08.08.2023
Published: 11.08.2023

Abstract: This study aims to investigate the effect of Islamic work ethics and knowledge sharing behavior to
organizational citizenship behavior and its impact on employee performance. The study uses two-stage sampling —
purposive sampling and simple random sampling. The data is analyzed using structural equation modelling (SEM)
AMOS 21. The study shows that Islamic work ethics has a significant effect on organizational citizenship behavior;
whereas it does not have a significant effect on IMFIs employee performance. Knowledge sharing behavior affects
significantly to IMFIs employee performance; however, it does not contribute significant effect on organizational citizen
behavior. Organization citizenship behavior has a significant effect on employee performance.

Keywords: Islamic work ethics, knowledge sharing behavior, organizational citizenship behavior, IMFIs employee
performance.

INTRODUCTION

Global competition causes many changes and demands for adaptation. At the same time, Islamic Microfinance
Institutions (IMFIs) actors are required to participate in improving their institutions and resources so that they are more
competent and competitive. Because IMFIs have unique sharia characteristics and are different from other financial
institutions, the role of human resources is very dominant and comprehensive in empowering human resources at low
economic levels or in poor communities with various levels of financial literacy (Adeel et al., 2023; Borthakur &
Boruah, 2023; Kashyap, 2020; A. S. Usman & Tasmin, 2016). From these great opportunities, of course, a high level of
risk is faced by Islamic Microfinance Institutions (IMFIs) and must be controlled. These include liquidity risk, risk of not
being able to return the customer's money due to bankruptcy, and risk of moral hazard. This is because there is no deposit
insurance institution for IMFIs. This risk becomes a loophole for unscrupulous IMFIs actors in carrying out their actions.
Violations of the ethics and code of ethics of financial institutions often occur, such as sharia system violations, fictitious
credit cases, and money laundering. On the contrary, fraud from customers due to weak guarantees and supervision from
IMFIs in recent years is very easy to find. Moral decline and lack of financial literacy, as well as a lack of sense of
responsibility on the part of employees and customers, have caused the performance of Islamic Microfinance Institutions
(IMFIs) down. The inability of IMFIs to manage risk has implications for a lack of public trust, which affects the lack of
public interest in saving and choosing loan sharks to be their partners. Therefore, this study aims to analyze employee
performance based on the business core of the Islamic microfinance institution by assessing how employees interact with
customers as a third party, or fellow employees as the first party and how they can behave in developing their workplace.
The search is carried out based on the implementation of Islamic work ethics, which is believed to be one of the
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determining aspects of achieving institutional goals and improving employee performance (Alam et al., 2023; Candra et
al., 2022; Hatice Sekkeli et al., 2012; Khadijah et al., 2015).

Discussing ethics, of cource, cannot be separated from behaviour. Employee performance is considered good
when employees have positive behaviour among themselves (Brhane & Zewdie, 2018). Thus, the voluntary character that
characterizes OCB (Qasim et al., 2020) is known as extra-role behaviour, which is behaviour outside the contract and
work requirements are considered to be able to influence the performance of employees of an institution to achieve
common goals (Kadembo et al., 2019). Several studies have found that the effect of Islamic work ethics on Organization
Citizenship Behaviour (OCB) has a significant effect, and the higher the value of Islamic work ethics, the greater the
effect on employees to behave in organizational citizenship (Abbasi & Rana, 2012; Murtaza et al., 2016). In addition to
ethics, Islamic finance knowledge, experience and skills possessed by employees are called the core of an organization.
This can be seen from the government's seriousness in providing training for Islamic Microfinance Institutions (IMFIs)
actors to increase their knowledge of Islamic finance. Knowledge sharing behaviour as a culture of social interaction
involves the exchange of soft and hard skill knowledge between employees (The & Sun, 2012) as a part of the
knowledge management process that can be relied upon as a link to strengthen the performance of IMFIs (Obrenovic et
al., 2020; Syed et al., 2021). In the study by (Dehghani et al., n.d.; Ramasamy & Thamaraiselvan, 2011), OCB
independently affects KS. However, in this study, we wanted to find the opposite effect, based on the study (Nik Nazli &
Sheikh Khairudin, 2018), which examined the effect of training on KS.

LITERATURE REVIEW
Islamic Work Ethics and Organization Citizenship Behaviour (OCB)

Islamic Work Ethics (IWE) is a concept that describes a set of work ethics based on an Islamic perspective and
has a work approach oriented towards good deeds for human life (Rizk, 2008; M. Usman et al., 2015). In Islam, helping
others sincerely is included in good ethics, which is counted as worship; this is how the Al-Qur'an and Hadith guide their
followers (Ali & Al-Owaihan, 2008a). To measure Islamic ethical variables, the writer applies indicators adapted (Ali &
Al-Owaihan, 2008b; Chanzanagh & Akbarnejad, 2011), namely fairness and honesty, transparency, social dedication,
collaboration, independence, intention to work, and competence. Meanwhile, the indicators used for the OCB variable
are adapted from research results by (Nijhawan et al., 2022; Podsakoff et al., 2000), namely Altruism,
Conscientiousness, Courtesy, Sportsmanship, and Civic Virtue. The OCB variable is known as extra-role behaviour,
which is behaviour outside the contract, and work requirements refer to the choice of employees to perform obligations
that are often outside their special contract, spontaneously and voluntarily (Kadembo et al., 2019; Nijhawan et al., 2022).
Therefore, Islamic Work Ethics (IWE) is considered capable of influencing employee Organization Citizenship
Behaviour (OCB) and moderating it (Javaid et al., 2021; Kuncoro & Wibowo, 2019; Qasim et al., 2020; Zeb et al.,
2021).

H1: Islamic Work Ethics Affects Organizational Citizenship Behaviour (OCB)

Islamic Work Ethics and IMFIs Employee Performance

Generally, there are three types of employee performance proposed by (Sverke et al., 2019). First, task
performance or in-role behaviour, is defined as workers who are very concerned about the quality and quantity of work
and their responsibilities. Second, contextual performance, is a form of performance related to the positive behaviour of
individual employees towards fellow employees and towards the organization. Third, counterproductive behaviour, is the
opposite of contextual performance; this behaviour has a damaging impact on the organization and its members because
of the negative things it does, for example withholding knowledge, stealing data, deviating from work ethics or
intentionally making mistakes. The implementation of Islamic work ethics is believed to be one of the aspects that can
minimize the existence of these deviations and determines the achievement of institutional goals and improving
employee performance (Alam et al., 2023; Candra et al., 2022; Hatice Sekkeli et al., 2012; Khadijah et al., 2015; Syarif
et al., n.d.). This makes a strong reason for research on the influence of IWE on the performance of IMFIs employees and
is based on the core business of IMFIs itself, which requires its employees to apply IWE.

H2: Islamic Work Ethics Affects IMFIs Employee Performance

Knowledge Sharing Behaviour and Organizational Citizenship Behaviour

In the organizational context, Knowledge Sharing (KS) is a part of the knowledge management process that
plays a role in the formation of knowledge itself (Nonaka et al., 2009; Nonaka & von Krogh, 2009; Nonaka & Von
Krogh, 2009). In Islam, KS is praised and highly valued as the obligation of someone who understands better to share
(Murtaza et al., 2016). However, when someone shares knowledge, they must be trusted by the recipient so that it will
lead to mutual interactions that benefit the organization. In addition, someone with high self-efficacy can provide a
positive view of their abilities so that he is confident to share. One of the potential influences on knowledge sharing
behaviour is top management support that supports and facilitates the transfer of knowledge through Information and
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Communication Technology (ICT) to create an environment that supports civic virtue in employees (Chiu et al., 2006;
Diamantidis & Chatzoglou, 2019; Hendriks, 1999; Lin, 2007; Okyere-Kwakye, 2011). Demirel et al., (2011) stated that
to create OCB, it is necessary to have a culture of comprehensive communication and knowledge sharing. Therefore, to
measure the effect of KS on OCB and employee performance, Trust, Mutual Reciprocity, Self Efficacy, Top
Management, and Supportive are used as indicators.

H3: Knowledge Sharing Behaviour Affects OCB

Knowledge Sharing Behaviour, OCB and IMFIs Employee Performance

In employee performance (EP), several aspects become indicators, including work quality, time efficiency, cycle
time, responsibility, creativity and innovation, and collaboration with others, which are adapted from several research
results that are relevant to the current research object (Ghani Al-Saffar & Obeidat, 2020; Ismail & Yusof, 2010; Kremer
et al., 2019; Kuzu & Ozilhan, 2014; Na-Nan et al., 2019). Knowledge Sharing (KS) is considered capable of influencing
innovative work behaviour and employee creativity (Kumar & Rose, 2012). KS also has an effect as a mediating variable
on EP, and mental health (Ahmad & Karim, 2019; Prentice et al., 2023; Wang et al., 2020; Zeb et al., 2021). KS, as a
part of the knowledge management process, can be relied upon as a link to strengthen the performance of IMFIs
(Obrenovic et al., 2020, 2022; Syed et al., 2021). In employee performance, several aspects serve as indicators, including
work quality, time efficiency, cycle time, responsibility, creativity and innovation, and collaboration with others, which
are adapted from several research results that are relevant to the research object (Ghani Al-Saffar & Obeidat, 2020;
Ismail & Yusof, 2010; Kremer et al., 2019; Kuzu & Ozilhan, 2014; Na-Nan et al., 2019). OCB is considered positively
mediating IWE and spiritual leadership on employee performance (Ayu Putu Widani Sugianingrat et al., 2019; Dehghani
et al., n.d.; Islami & Mas’ud, 2020; Mohammad et al., 2015; Powell et al., 2013; Supriyanto et al., 2020), positively
directly affects employee performance. OCB is the overall behaviour that directly contributes to employee and
organizational performance. OCB behaviour can be proof that someone has Emotional Intelligence in the world of work
(Basu et al., 2017).

H4: Knowledge Sharing Behaviour and IMFIs Employee Performance
H5: OCB Affects IMFIs Employee Performance

METHODOLOGY
Sample and Data Collection
This study was conducted at Islamic Microfinance Institutions (IMFIs) (BMT and Sharia Cooperative) in

Pontianak City and Kubu Raya Regency, West Kalimantan. The data was processed using SEM AMOS 21. The
population was taken using the following steps:
1) Determine the target population, namely IMFIs in two areas of Kubu Raya Regency and Pontianak City, which were

certified and not yet certified.
2) Determine the target population, namely IMFIs with the following criteria:

a. Still active.

b. Registered has a business license.

c. Number of employees between 5 to 15 people.

d. Implement sharia products and systems as a whole.

The sampling technique was carried out based on the number of indicators in this study, namely 23 indicators,
so the samples taken were 23 x 5 = 115 based on the requirements for the number of samples in the structural equation
modelling (SEM) analysis technique. The sampling technique was carried out in two stages. The first stage of
determining the research area was based on a purposive sampling technique, namely sampling based on criteria and area
affordability. The next step was to determine the sample based on the simple random sampling technique, namely taking
sample members from the population at random, and all samples were considered homogeneous (Sugiyono, 2015).

Profile of Respondents

Table 1: Profile of respondents
Category Item F %
Female 77 70
Sex Male 36 30
Total 115 100
<20 years 26 23
Age <30 years 27 23
<40 years 36 31
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Category Item F %
> 40 years 26 23
Total 115 100
S1 61 60
Educational S2 54 40
Background S3 - -
Total 115 100
<s" 63 55
Length of Work | >5™ 52 45
Total 115 100

RESULTS AND DISCUSSION
Instrument Validity Test

The instrument validity test is carried out. The validity of the data items is seen from the correlation coefficient
value (corrected item-total correlation). Each question item is said to be valid if it has a correlation coefficient > 0.3 and
vice versa, it is said to be invalid if < 0.3. The following table presents the test results for all the indicator research
variables:

Table 2: The results of measurement model

Variable Indicator Corrected Item Total Correlation | Desc.
Islamic Work Ethics (X1) Fairness & Honesty 0,566 Valid
(Ali & Al-Owaihan, 2008b; | Transparency 0,599 Valid
Chanzanagh & Akbarnejad, | Socially dedicated 0,601 Valid
2011) Collaborative 0,606 Valid
Independent 0,699 Valid
Work intention 0,673 Valid
Competent 0,630 Valid
Knowledge Sharing | Trust 0,701 Valid
Behaviour (X2) (Nonaka et al., | Mutual Reciprocity 0,702 Valid
2009) Self-Efficacy 0,707 Valid
Top Management 0,694 Valid
Supportive 0,613 Valid
Organization Citizenship | Altruism 0,655 Valid
Behaviour (Y1) (Nijhawan et | Concientiousness 0,671 Valid
al., 2022; Podsakoff et al., | Courtesy 0,731 Valid
2000) Spormanship 0,678 Valid
Civic Virtue 0,670 Valid
Employee performance (Y2) | Work quality 0,635 Valid
(Ghani Al-Saffar & Obeidat, | Time efficiency 0,714 Valid
2020; Ismail & Yusof, 2010; | Cycle Time 0,756 Valid
Kremer et al., 2019; Kuzu & | Responsible 0,744 Valid
Ozilhan, 2014; Na-Nan et al., | Creative and Innovative 0,329 Valid
2019) Paying Attention to Work 0,647 Valid
Safety

Source: Questionnaire Data, processed in 2023

Based on Table 2 above, all question items are valid. Therefore, all questionnaire items can be used to collect
data, and further testing can be carried out.

Structural Equation Modeling Test
This test aims to look at the overall model estimation to measure the magnitude of the influence between each
model. Based on the structural equation modelling test and AMOS 21 output as presented in Figure 1 below:
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Figure 1: Structural Model

Based on the figure, the goodness-fit model value as a whole is not good and reliable with a chi-square value =
348.019, which is quite large and a p-value = 0.000 < 0.05. Therefore, it can be concluded that from the chi-square, the
fit of the model is not good. However, this fit test cannot be used as the only measure of overall model fit (Hair, et al.,
2021). The test can be continued by conducting a GOF model feasibility test as follows:

Table 3: Evaluation of Goodness-fit Model

No Goodness of Fit GOF Standard Value | Cut Off Description
@ 1O ®) (4)
1 Chi-Square Small value 348.019

Probability Probability > 0,05 P-0.00 Poor Fit
2 RMSEA <0.08 0.07 Good Fit
3 RMR <0.05 0.09 Poor Fit
4 NFI >0.90 0.78 Marginal Fit
5 CFI >0.90 0.91 Good Fit
6 IFI >0.90 0.91 Good Fit
7 RFI >0.90 0.75 Marginal Fit
No Goodness of Fit GOF Standard Value | Cut Off Description
8 Hoelter > 0,05 88 Good Fit
9 GFlI >0.90 0.78 Marginal Fit
10 AGFI >0.90 0.73 Marginal Fit

Source: Questionnaire data, processed in 2023; Haryono (2017) and (Hair, et al., 2021)

Table 2 shows that 4 GOF sizes have a good fit, 4 sizes have a marginal fit, and 2 sizes have a poor fit.
Therefore, it can be concluded that the overall fit of the model is good, supported by a positive df value of 224. Wijanto
and several other researchers in (Haryono, 2017) have stated that overall GOF can be assessed based on a minimum of
four and or five GOF criteria. If all of them are sufficient, the model can be said to be feasible so that the authors
conclude that testing the entire model is a fit. The results of calculating the maximum likelihood estimate with the AMOS
21 program can be explained in Table 3 below:

Table 3: Testing the Validity and Reliability of Measurement Variables

CR Critica | P- Validity L .

value I Value | value FL= Standard Lesejpien Hypathesis
EKI - OCB | 1.965 | >1,96 | 0.019 | 0.919 >0.5 Q;?;'tﬂe & | H1: Accepted
EKI — KK -0.544 <1,96 0.586 | -0.582 <0.5 Invalid & | H2: Rejected
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CR Critica | P- Validit .. .
value | Value | value HEE Standa);d EEE i E FoiEEs
Unreliable
KS—>OCB | -0013 | <196 | 0989 |-0011 | <05 Invalid & | Ha: Rejected
Unreliable
KS — KK 1.976 <1,96 Fkk 0.698 >0.5 Valid & Reliable H4: Accepted
OCB — KK 2.655 >1,96 0.008 0.885 >0.5 Valid & Reliable H5: Accepted

Source: Questionnaire data, processed in 2023, AMOS 21

Table 3 explains the construct of the six dimensions. The two dimensions have negative levels of validity and
reliability, namely EKI — KK: -0.582, KS — OCB: -0.011 because they have a factor loading estimate (FLE) value of <
0.5 and a CR value of < 1.90, and a Probability value of > 0.05 (Hair, et al., 2021). Meanwhile, four of the six overall
dimensions have a good level of validity and reliability. Then, hypothesis testing will be carried out.

Direct Effects, Indirect Effects and Total Effects

This effect analysis aims to see how strong the effect of each variable is either directly or indirectly. In addition,
the results of the interpretation of this analysis will later be used to determine the right strategy to improve the
performance of IMFIs employees (Haryono, 2017: 254). The results of calculating the direct, indirect and total effects of
AMOS 21 are shown in the following table:

Table 4: Standardized Direct Effects, Standardized Indirect Effects, and Standardized Total Effects

Standardized Direct Effects

IWE KS OCB EP
KS 0.984 0.000 0.000 0.000
OCB 1.044 -0.137 0.000 0.000
KK -1.126 1.215 0.912 0.000
Standardized Indirect Effects

IWE KS OCB EP
KS 0.000 0.000 0.000 0.000
OCB -0.135 0.000 0.000 0.000
KK 2.025 -0.125 0.000 0.000
Standardized Total Effects

IWE KS OCB EP
KS 0.984 0.000 0.000 0.000
OCB 0.909 -0.137 0.000 0.000
KK 0.900 1.090 0.912 0.000

Source: Questionnaire data, processed in 2023, AMOS 21

CONCLUSION

Based on the results of the analysis, it can be concluded that IWE has a significant direct effect on OCB, but
does not have a direct effect on IMFIs EP. Likewise, KS does not have a direct effect on OCB but has a direct effect on
IMFIs EP. Finally, OCB has a direct effect on the IMFIs EP.

Limitation and recommendation

The limitation of this study lies in the relatively long research implementation time, which is likely to affect the
research results. The respondents' perceptions in answering each question item asked in the questionnaire also affect the
results of this study. Likewise, the use of analytical tools also affects research results where each analytical tool has a
level of sensitivity with different standards. Several recommendations according to the author need further research to
add various indicator variables, especially the Islamic work ethics and employee performance variables. Therefore, the
results are expected to better describe the Islamic work ethic of employees' performance in the financial sector, both
sharia microfinance institutions and sharia macro (banking).
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