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Abstrak 

This study aims to examine the effect of Islamic leadership on employee 

performance through job satisfaction as a mediating variable at Bank Syariah Indonesia, 

Bandar Lampung Region. This study employed a quantitative approach using a census 

method involving 172 employees as the research population. Questionnaires were 

distributed to the entire population; however, only 128 questionnaires were successfully 

collected and deemed eligible for analysis, resulting in a response rate of 74%. The data 

were analyzed using Structural Equation Modeling-Partial Least Squares (SEM-PLS) 

with SmartPLS 4. The results indicate that Islamic leadership has a positive and 

significant effect on both employee performance. Furthermore, job satisfaction 

significantly mediates the relationship between Islamic Leadership and employee 

performance. These findings indicate that the implementation of Islamic leadership 

values enhances employees' job satisfaction, which subsequently improves employee 

performance. The practical implication of this study suggests that strengthening the 

implementation of Islamic leadership can serve as a human resource management 

strategy by promoting leadership characterized by trustworthiness, fairness, honesty, and 

wisdom, while fostering a work environment that enhances job satisfaction and supports 

sustainable improvements in employee performance. 
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INTRODUCTION  

The increasingly dynamic business environment requires organizations to manage 

human resources (HR) effectively in order to improve productivity, efficiency, and 

competitiveness. An organization’s competitive advantage is no longer determined solely 

by capital, technology, or marketing strategies, but also by its ability to implement 
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strategic human resource management (HRM) practices (Albrecht et al., 2015; Imandin 

et al., 2014; Park & Shaw, 2013). HRM practices such as competency development, 

performance-based compensation, and performance management have been shown to 

increase job satisfaction, employee engagement, and organizational effectiveness (Kaur, 

2021; Hina et al., 2025; Ojochona et al., 2022). One factor influencing employee 

performance is leadership (Northouse, 2018). In value-based organizations, Islamic 

leadership is a relevant approach because it emphasizes the principles of 

trustworthiness, honesty, fairness, and care for employees. These values can create a 

positive work environment, thereby increasing job satisfaction, which in turn fosters 

employee motivation, loyalty, commitment, and performance (Judge et al., 2017; Gazi et 

al., 2024).  

The study by Sodiq et al. (2024) also demonstrates that job satisfaction mediates 

the effect of Islamic leadership on employee performance. Previous research has shown 

that Islamic leadership has a positive effect on employee performance (Abdelwahed et 

al., 2024; Zaim et al., 2024). However, those studies employed different mediating 

mechanisms, such as organizational commitment and Islamic motivation, so the role of 

job satisfaction still requires further examination. Furthermore, research on Islamic 

leadership remains predominantly focused on the education sector, social organizations, 

and the public sector (Chiu et al., 2023; Yarım, 2021), while studies in the Islamic banking 

sector remain limited. Bank Syariah Indonesia (BSI), formed through the merger of BRI 

Syariah, BNI Syariah, and Bank Syariah Mandiri, is a key representative of the national 

Islamic banking sector that upholds the principles of trust, service, and compliance with 

Sharia. These characteristics make BSI—particularly its Bandar Lampung region, which 

has 172 employees across six branches and sub-branches—a relevant context for 

examining the influence of Islamic leadership on employee performance through job 

satisfaction. 

 

Table 1. Data on the number of BSI employees in the Bandar Lampung region 

No. BSI Branch in Bandar Lampung 
Number of 

Employees  
1. KC Bandar Lampung Diponegoro 44 

2. KCP Bandar Lampung Tanjung Karang 33 

3. KCP Bandar Lampung Kedaton 29 

4. KCP Bandar Lampung Teluk Betung 24 

5. KCP Bandar Lampung Rajabasa 22 

6. KCP Bandar Lampung Antasari 20 

Amount 172 

Source: BSI Bandar Lampung Data (2024) 
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Based on the results of initial observations, the implementation of Islamic 

leadership at BSI Bandar Lampung Diponegoro Branch is reflected in the integration of 

Islamic values into leadership practices, such as briefings that begin with prayer, 

recitation of the Quran, and Sharia-based motivation. However, issues were still identified 

in the area of contextual performance, specifically the suboptimal level of extra-role 

behavior—such as taking the initiative to help coworkers, showing concern for the work 

environment, and a willingness to take on additional responsibilities. Additionally, 

employee job satisfaction remains suboptimal due to ongoing operational challenges, 

such as limited work facilities that affect comfort and the smooth completion of tasks.  

These findings were supported by the results of a preliminary survey of 30 BSI 

employees in the Bandar Lampung region. Several performance indicators received 

relatively low average scores, namely willingness to take on additional responsibilities 

(2.73), taking on challenging tasks (3.07), initiating tasks without being asked (3.30), 

continuously seeking new challenges (3.23), and completing work efficiently (3.13). 

These results indicate that proactive work behavior and contextual performance have not 

yet developed optimally, even though counterproductive work behavior is relatively low. 

Based on this phenomenon and the differences in mediation mechanisms observed in 

previous studies, this research aims to analyze the effect of Islamic leadership on 

employee performance through job satisfaction as a mediating variable at PT Bank 

Syariah Indonesia Tbk in the Bandar Lampung region. 

 

LITERATURE REVIEW 

Islamic leadership  

According to Zaim et al. (2024), Islamic leadership is a blend of art and science in 

influencing others to achieve common goals based on Islamic values, as reflected in four 

key indicators: religiosity, justice, kindness, and wisdom. 

 

Job Satisfaction 

Job satisfaction refers to an employee’s positive attitude toward their work and 

work environment, reflecting feelings of happiness, comfort, and satisfaction with what 

they do. According to Robbins & Judge (2017), job satisfaction refers to the extent to 

which a person feels satisfied or dissatisfied with their job.  

 

Employee Performance 

Employee performance refers to the results achieved by an individual in carrying 

out the tasks and responsibilities assigned by the organization, in terms of both quality 

and quantity. According to Robbins and Judge (2017), employee performance is the 

ability of an individual or group to achieve organizational goals effectively and 
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productively. According to Armstrong (2022), employee performance is influenced by five 

main factors, namely personal factors, which include an individual’s competencies, skills, 

motivation, and commitment. 

 

METHODOLOGY 

This study employed a quantitative approach using a census method with 172 

employees as the study population. Questionnaires were distributed to the entire 

population; however, 128 valid questionnaires were successfully collected and analyzed, 

resulting in a response rate of 74%. The research data were analyzed using Structural 

Equation Modeling-Partial Least Squares (SEM-PLS) with the assistance of SmartPLS 

4. 

 

DISCUSSION  

Outer Model 

Convergent Validity Test 

Table 2. Convergent Validity Test 

Variable Indicators 
Outer 

Loadings 

Average 

variance 

extracted 

(AVE) 

Description  

Islamic 

Leadership (X) 

X1 0,815 

0,725 

Valid 

X10 0,862 Valid 

X11 0,895 Valid 

X12 0,874 Valid 

X13 0,869 Valid 

X14 0,857 Valid 

X15 0,858 Valid 

X16 0,806 Valid 

X17 0,810 Valid 

X18 0,817 Valid 

X19 0,837 Valid 

X2 0,864 Valid 

X3 0,839 Valid 

   

X4 0,852 

 

Valid 

X5 0,844 Valid 

X6 0,866 Valid 

X7 0,826 Valid 
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Variable Indicators 
Outer 

Loadings 

Average 

variance 

extracted 

(AVE) 

Description  

X8 0,880 Valid 

X9 0,896 Valid 

Employee 

Performance  

(Y)  

Y1 0,862 

0,621 

Valid 

Y10 0,748 Valid 

Y11 0,857 Valid 

Y12 0,836 Valid 

Y13 0,830 Valid 

Y14 0,753 Valid 

Y15 0,731 Valid 

Y16 0,719 Valid 

Y17 0,762 Valid 

Y18 0,768 Valid 

Y2 0,882 Valid 

Y3 0,830 Valid 

Y4 0,738 Valid 

Y5 0,776 Valid 

Y6 0,749 Valid 

Y7 0,744 Valid 

Y8 0,796 Valid 

Y9 0,782 Valid 

Job 

Satisfaction  

(M) 

M1 0,864 

0,733 

Valid 

M2 0,885 Valid 

M3 0,847 Valid 

M4 0,826 Valid 

M5 0,898 Valid 

M6 0,811 Valid 

         Source: Data analyzed using SmartPLS 4 (2026) 

 

Based on Table 2, the variables Islamic Leadership, job satisfaction, and 

employee performance have Average Variance Extracted (AVE) values of 0.725, 0.733, 

and 0.621, respectively. All of these AVE values are above the minimum threshold of 

0.50, and all indicators have outer loadings greater than 0.70. Thus, all constructs in this 

study have met the criteria for convergent validity.  
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Discriminant Validity Test 

Table 3. Discriminant Validity Test 

Relationships Among Variables HTMT Value Description 

Islamic Leadership - Job Satisfaction 0.513 Valid 

Islamic Leadership - Employee 

Performance 
0.601 Valid 

Job Satisfaction - Employee 

Performance 
0.618 Valid 

Source: Data analyzed using SmartPLS 4 (2026) 

 

Based on Table 3, all Heterotrait–Monotrait Ratio (HTMT) values between 

constructs are below 0.90: Islamic Leadership versus job satisfaction at 0.513, Islamic 

Leadership versus employee performance at 0.601, and job satisfaction versus employee 

performance at 0.618. Thus, the measurement model (outer model) has met the criteria 

for discriminant validity and is suitable for proceeding to the reliability test. 

 

Reliability test 

Table 4. Reliability Test Results 

Variable 
Cronbach's 

alpha 

Composite 

reliability 

(rho_a) 

Composite 

reliability 

(rho_c) 

Description 

Islamic 

Leadership (X) 
0.927 0.934 0.943 Reliable 

Employee 

Performance  

(Y) 

0.979 0.981 0.980 Reliable 

Job Satisfaction  

(M) 
0.964 0.967 0.967 Reliable 

Source: Data analyzed using SmartPLS 4 (2026) 

 

Based on Table 4, all Cronbach’s Alpha and Composite Reliability values are 

above 0.70. These results indicate that all constructs have very good reliability.  
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Inner Model Testing 

R-Square Value 

Table 5. R-Square Value 

Endogenous Variables R-square Category 

Job Satisfaction 
 

0,253 Weak 

Employee Performance 0,481 Moderate 

             Source: Data analyzed using SmartPLS 4 (2026) 

 

Based on Table 5, the job satisfaction variable has an R-squared value of 0.253, 

indicating that Islamic Leadership accounts for 25.3% of the variation in job satisfaction, 

while 74.7% is explained by other factors outside the model.  

 

Structural Model  

The results of the structural model (inner model) analysis using SmartPLS are 

presented in Figure 1. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 1. Structural Model from the SmartPLS Analysis 

 

Based on Figure 1, it is evident that the Islamic leadership variable has a positive 

effect on job satisfaction, with a path coefficient of 0.503 and a P-value of 0.000. 

Additionally, job satisfaction has a positive effect on employee performance, with a path 

coefficient of 0.375 and a P-value of 0.000. Meanwhile, the direct effect of Islamic 
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leadership on employee performance has a path coefficient of 0.424 with a P-value of 

0.000. Figure 1 also shows that the R-Square value for the job satisfaction variable is 

0.253 and the R-Square value for the employee performance variable is 0.481. These 

values indicate the model’s ability to explain the variation in the endogenous variables 

under study. 

 

Hypothesis Testing (Direct effect) 

Table 6. Hypothesis Testing 

Interrelationships 

Among Variables 

Original 

Sample (β) 

T-

statistics 

P-

values 
Description 

Islamic Leadership → 

Job Satisfaction 
0,503 4,786 0,000 Significant 

Job Satisfaction → 

Employeen 

Performance 

0,375 4,355 0,000 
Significant 

 

Islamic Leadership → 

Employee 

Performance 

0,424 4,253 0,000 
Significant 

 

Source: Data analyzed using SmartPLS 4 (2026) 

 

The Effect of Islamic Leadership on Employee Performance at Indonesian Sharia 

Banks in the Bandar Lampung Region  

 The results of the hypothesis testing indicate that Islamic Leadership has a positive 

and significant effect on employee performance, thus supporting the first hypothesis. This 

finding indicates that the better Islamic leadership values are implemented, the higher the 

employee performance at Bank Syariah Indonesia’s Bandar Lampung Branch. 

Leadership grounded in the values of religiosity, justice, trustworthiness, and wisdom 

fosters positive work behavior, enhances employees’ trust, commitment, and motivation, 

thereby encouraging them to work with greater discipline, accountability, and a focus on 

achieving organizational goals. These findings are supported by questionnaire results 

showing that respondents gave high ratings to the implementation of Islamic leadership, 

particularly in the aspects of religiosity, justice, benevolence, and wisdom. Managers 

were found to use Islamic values as a guide for their work, thereby encouraging 

employees to work professionally, maintain integrity, and improve their competence and 

performance quality. The results of this study are consistent with the theory proposed by 

Rivai and Arifin (2023) as well as the research by Abdelwahed et al. (2024) and Zaim et 

al. (2024), which indicate that Islamic leadership has a positive and significant effect on 

employee performance. Thus, Islamic leadership is a key factor in improving employee 
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performance in Sharia-based organizations. 

 

The Effect of Islamic Leadership on Employee Performance, Mediated by Job 

Satisfaction, at Bank Syariah Indonesia in the Bandar Lampung Region  

 The results of the hypothesis testing indicate that job satisfaction mediates the 

effect of Islamic Leadership on employee performance, thus supporting the research 

hypothesis. These findings indicate that improvements in employee performance are not 

only directly influenced by Islamic Leadership but also through increased job satisfaction. 

The application of the values of religiosity, fairness, and trustworthiness fosters a sense 

of comfort, trust, and being valued, thereby enhancing job satisfaction, which in turn leads 

to increased motivation, commitment, and employee performance. These findings align 

with Robbins and Judge (2017), who state that job satisfaction is a positive feeling toward 

one’s work that drives improved performance, and are supported by Social Exchange 

Theory, which explains that fair and trustworthy treatment by leaders is reciprocated by 

employees through positive work attitudes. The results of this study are also consistent 

with Noor (2017) and Yulihardi et al. (2023), who demonstrated that job satisfaction 

mediates the influence of Islamic-values-based leadership on employee performance. 

Thus, job satisfaction serves as a crucial mechanism explaining the impact of Islamic 

Leadership on improved employee performance. 

 

Mediation Test  

Table 7. Mediation Test  

Interrelationships 

Among Variables 

Original 

Sample 

(β) 

T-

statistics 

P-

values 
Description 

Islamic Leadership → 

Job Satisfaction → 

Employee Performance 

0,189 3,095 0,002 Significant 

Source: Data analyzed using SmartPLS 4 (2026) 

 

Based on Table 7, the indirect effect of Islamic Leadership on employee 

performance through job satisfaction has an original sample value of 0.189, a T-statistic 

of 3.095, and a P-value of 0.002. These results indicate that job satisfaction significantly 

mediates the effect of Islamic Leadership on employee performance. Since the direct 

effect is also significant, the mediation that occurs is partial mediation. 
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CONCLUSION  

Based on the analysis results, all hypotheses in this study were supported. Islamic 

Leadership has a positive and significant effect on employee performance, and job 

satisfaction was found to significantly mediate the effect of Islamic Leadership on 

employee performance at Bank Syariah Indonesia’s Bandar Lampung Branch. These 

findings indicate that the application of Islamic leadership values can improve employee 

performance both directly and through increased job satisfaction. Therefore, 

management needs to strengthen the implementation of Islamic Leadership, improve job 

satisfaction, and encourage the development of employee competencies. This study is 

limited in terms of its sample, cross-sectional design, use of self-report data, and the 

variables examined. Therefore, future research is recommended to expand the study 

sample, include other relevant variables, and employ a more diverse range of research 

methods. 
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