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Abstract: This research aims to address the gap in understanding key factors influencing Lecturer
Performance in Islamic-based higher education, particularly the roles of Organizational Citizenship
Behavior (OCB), Employee Engagement, and Islamic Work Ethic (IWE). The study explores how
Cultural Change and Training impact Lecturer Performance through OCB and Employee Engagement
as mediators, with IWE moderating these relationships. Using survey methodology, data were collected
from lecturers in Islamic-based institutions in Aceh through structured questionnaires measuring these
variables. The analysis, conducted using Structural Equation Modeling (SEM) with AMOS, highlights
the significant roles of OCB, Employee Engagement, and IWE in enhancing performance. The findings
also reveal how Islamic values influence the interplay between management practices and performance
outcomes. While the reliance on self-reported data and focus on specific variables may limit the study, it
contributes valuable insights into the importance of strategic Cultural Change and Training initiatives
in fostering a supportive organizational culture, aligning employee behavior with institutional goals,
and advancing lecturer development and institutional success.

Keywords: Cultural change, Training, Organizational citizenship behavior (OCB), Employee engagement, Lecturer
performance, Islamic work ethic, Organizational management.

1. Introduction

Human resource management (HRM) in higher education plays a key role in improving lecturer
performance. Effective HRM not only involves managing lecturers' skills and expertise but also
tostering positive behaviors that contribute to optimal performance. Several factors are known to affect
lecturer performance, including organizational culture change, training, and reward systems.
Organizational culture change is believed to impact lecturer performance by creating a supportive
environment that encourages proactive behavior and commitment to organizational goals (Cinar et al.,
2013; Podsakoff et al., 2000). Research by Biesinger et al. (2024) developed a framework for cultural
change in servitization, highlighting the cultural orientation that underpins successful transformation.
Additionally, Barak (2012) identified challenges in adopting Distance Learning (DL) in higher
education, showing cultural barriers to DL acceptance, while Eti-Tofinga et al. (2018) found that
organizational capabilities, such as strategic orientation and adaptability, influence cultural change in
social entrepreneurship organizations in the Pacific Islands.

Training, as an essential aspect of HRM, aims to enhance lecturers' skills and knowledge, as well as
build a stronger commitment to their work. Beltran-Palanques (2021) showed how lecturers teaching in
English as a Medium of Instruction (EMI) use semiotic and interpersonal resources to engage students
and identified five key steps in the Work Engagement Episodes that should be applied in lecturer
training. Jantapaso et al. (2023) demonstrated that digital-based training can improve lecturers' data
analysis skills and provide a positive learning experience that can be adapted to teaching contexts.
Morell et al. (2022) also emphasized the importance of developing multimodal competencies through
micro-teaching in EMI lecturer training.
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A fair and adequate reward system can increase lecturers' motivation and performance by
recognizing their efforts. Research by Siregar et al. (2023) found that reward systems positively
influence job satisfaction, which in turn affects organizational citizenship behavior (OCB) and
contributes to improved performance. Mulyaningsih et al. (2022) added that communication style,
individual initiative, and reward systems can influence managerial support and job satisfaction in the
public sector, which is also important for managing lecturers in higher education.

Several studies also show that organizational citizenship behavior (OCB) can affect lecturer
performance. Organ (1988) argued that lecturers who demonstrate OCB, such as being willing to go
beyond their duties, can enhance overall organizational effectiveness. Nugroho et al. (2020) added that
good relationships with leaders and information exchange can strengthen lecturers' OCB, which
positively impacts their performance. Additionally, Employee Engagement plays a crucial role, as
lecturers who are emotionally and cognitively engaged in their work tend to show higher performance
levels. Research by Arif et al. (2023) showed that meaningful internal communication can increase
employee engagement, which is relevant for improving lecturer engagement in organizations.
Tepayakul & Rinthaisong (2018) also showed that job satisfaction positively affects employee
engagement, which in turn affects lecturer performance.

Meanwhile, several studies highlight the importance of Islamic Work Ethic (IWE) in the context of
higher education in predominantly Muslim countries such as Indonesia. Islamic work ethic provides a
strong moral foundation for lecturer performance, with principles such as honesty, responsibility, and
dedication to work with good intentions. Wulandari & Mubarak (2021) showed that IWE can improve
lecturer performance through individual alignment and innovation in teaching, while Raza et al. (2024)
found that IWE strengthens the relationship between Corporate Social Responsibility (CSR) and job
satisfaction. Zia et al. (2024) also showed that IWE contributes to innovative behavior and OCB
through enhanced workplace well-being. Romi et al. (2020) found that IWE can moderate the
relationship between OCB and lecturer performance. Additionally, Javaid et al. (2022) concluded that
IWE moderates the relationship between Big Five personality traits and Knowledge Sharing Behavior,
which is relevant in the context of teaching and research in higher education.

This study aims to fill the gap in the literature by exploring how cultural change, training, and
reward systems can affect lecturer performance through OCB and Employee Engagement, as well as the
moderating role of Islamic Work Ethic. While many studies explore the relationship between HRM and
organizational performance, few link the concepts of OCB and Employee Engagement in the context of
higher education, particularly in Muhammadiyah universities in Aceh. Most existing research focuses
more on business organizations or universities outside the Indonesian cultural context or outside the
Muhammadiyah network. Therefore, this study aims to answer the primary question of how cultural
change, training, and reward systems influence lecturer performance at Muhammadiyah universities in
Aceh.

This study will also explore the role of OCB and Employee Engagement as mediators in the
relationship between cultural change, training, and reward systems and lecturer performance. OCB and
Employee Engagement are considered important channels for bridging the influence of HRM practices
on lecturer performance. Furthermore, the study will examine the moderating role of Islamic Work
Ethic (IWE) in the relationship between HRM practices and lecturer performance through OCB and
Employee Engagement. Values of IWE, such as responsibility, justice, and integrity, are expected to
strengthen or weaken the impact of HRM practices on lecturer performance. Therefore, this study aims
to answer how IWE moderates the relationship between cultural change, training, and reward systems
and lecturer performance through OCB and Employee Engagement, as well as how IWE values
influence lecturer behavior and performance in the context of HRM in Muhammadiyah universities in
Aceh. This study is expected to make a significant contribution to the development of HRM theory and
practice in higher education, particularly in Islamic universities in Indonesia.
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2. Theoretical Background and Hypothesis
2.1. The Influence of Cultural Change on OCB

Cultural change occurs when there is a mismatch between existing cultural values and the demands
of the times or new needs. In the context of Muhammadiyah Higher Education Institutions, the cultural
changes that occur with the development of technology, more flexible leadership patterns, and more
adaptive work processes can influence faculty behavior. Along with this transformation, an
organizational culture that supports progress and inclusivity can enhance commitment and encourage
extra-role behavior beyond the routine duties outlined in job descriptions, as explained in the study by
(Biesinger et al., 2024).

Additionally, the Social Exchange Theory provides a framework that supports the relationship
between cultural change and the enhancement of OCB. This theory states that cultural changes that
improve organizational systems, such as more supportive leadership and greater autonomy given to
faculty, will strengthen relationships among organizational members. This creates a supportive
environment where individuals feel valued and are more motivated to engage in behaviors beyond their
formal obligations. Previous research, such as that by (Xu et al., 2022), also shows that cultural changes
supporting work autonomy and responsive leadership positively impact OCB. Therefore, the hypothesis
is as follows:

H,: Cultural change significantly affects organizational citizenship behavior.

2.2. The Influence of Cultural Change on Employee Engagement

Research by (Biesinger et al, 2024) identifies three cultural orientations—service, digital, and
learning that underlie the success of organizational transformation. This shows that cultural change
tocused on enhancing services and digitalization can strengthen faculty commitment and their
engagement in work. IFurthermore, research by (Barak, 2012) on the adoption of Distance Education
(PJJ) demonstrates how cultural change in educational organizations can affect faculty attitudes and
engagement. When the organizational culture supports the adoption of more flexible teaching methods
and new technologies, faculty become more engaged and committed to their work. Research by (Eti-
Tofinga et al., 2018) also highlights the importance of organizational capabilities in supporting cultural
change, which in turn enhances member engagement, including faculty, in the context of social
entrepreneurship. Thus, cultural changes that promote human resource development and more inclusive
work systems can increase engagement within the organization.

Other research further supports the idea that cultural change plays a significant role in enhancing
employee engagement. A study by (Smit, 2021) shows that organizational cultures that support
proactive change and prepare members to face uncertainty increase their engagement in these changes.
These findings are relevant to Muhammadiyah Higher Education Institutions, where cultural changes
that prepare faculty to be more adaptive to changes can strengthen their engagement with the
organization. Research by (Prentice et al., 2023) highlights the positive impact of technology adoption,
such as Al, on improving faculty performance and engagement. In the context of Muhammadiyah
Higher Education Institutions, broader adoption of digital technologies to support teaching and
administration can increase faculty engagement. Research by (Tepayakul & Rinthaisong, 2018) also
shows that increased job satisfaction is directly related to higher employee engagement, which aligns
with the idea that cultural change prioritizing faculty well-being and satisfaction contributes to higher
engagement levels. Therefore, the literature supports the hypothesis that cultural change has a
significant impact on faculty engagement, as various aspects of cultural change at the individual,
organizational, and technological levels can create a more supportive environment for faculty to be more
active in the organization. Thus, the following hypothesis is proposed:

Ho: Cultural change significantly affects employee engagement.
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2.8. The Influence of Cultural Change on Faculty Performance

Muhammadiyah is an Islamic organization founded by K.H. Ahmad Dahlan on November 18, 1912,
in Yogyakarta, Indonesia, with the aim of renewing the understanding and practice of Islam through the
teachings of the Qur'an and Hadith. This organization focuses on education, social welfare, and health,
establishing various institutions such as schools, universities, hospitals, and orphanages.
Muhammadiyah Higher Education Institutions, as part of Muhammadiyah's contribution to higher
education, include universities, institutes, academies, and colleges spread across Indonesia. These
institutions integrate Islamic values into the development of science, technology, and professionalism
while contributing to the moral development of society. Furthermore, Muhammadiyah is actively
involved in da’wah activities, community empowerment, and social initiatives to improve the quality of
life for Muslims in Indonesia.

In the context of faculty performance at Muhammadiyah Higher Education Institutions, cultural
change plays an important role in supporting work effectiveness and quality. According to (Biesinger et
al.,, 2024), cultural orientations including service, digitalization, and learning are critical for successful
organizational transformation. Cultural change is not only reactive to transformations but can also be
proactive, as stated by (Smit, 2021), who suggests that this process helps individuals and organizations
become more prepared to face new challenges, including improving performance. In higher education,
cultural change often relates to the adoption of new technologies or methods. (Barak, 2012) found that
cultural change is key in the adoption of Distance Education (PJJ), which enhances faculty performance
by integrating technology. These findings align with research by (Isnainy et al., 2023), which revealed
that adaptive cultures support the competitiveness of higher education institutions, as well as research
by (Eti-Tofinga et al., 2018), which emphasizes the role of organizational capabilities in supporting
cultural transformation. Therefore, the hypothesis that cultural change significantly affects faculty
performance has a strong conceptual and empirical foundation. The following hypothesis is then
proposed:

H;: Cultural change significantly affects faculty performance.

2.4. The Influence of Training on OCB

Training has a significant impact on enhancing Organizational Citizenship Behavior (OCB), as
evidenced by various studies. (Hemmer et al., 2024) shows that effective training, both face-to-face and
digital, can increase faculty engagement with their work, thereby contributing to an increase in OCB.
Additionally, targeted training not only improves technical competencies but also encourages positive
behaviors, such as helping colleagues and contributing beyond expected duties. (Taba, 2018) also found
that reward systems tied to training can strengthen organizational commitment, which enhances OCB
as faculty feel valued and empowered.

In the context of Muhammadiyah Higher Education Institutions, training plays an important role in
improving faculty quality and their OCB. (Beltrdn-Palanques, 2021) emphasizes that activity-based
training, such as technology-based teaching or multimodal communication, can encourage faculty to be
more engaged in organizational activities. (Siregar et al., 2023) also shows that reward systems tied to
training can strengthen OCB because faculty who are given the opportunity to grow tend to
demonstrate more supportive behavior toward the organization. Therefore, relevant and quality
training can enhance OCB, which is crucial for faculty performance in Muhammadiyah Higher
Education Institutions. Thus, the next hypothesis is:

H,: Training significantly affects organizational citizenship behavior.

2.5. The Influence of Training on Employee Engagement

Training has been shown to significantly influence Employee Engagement, as outlined in various
studies. (Tepayakul & Rinthaisong, 2018) shows that effective training can increase job satisfaction,
which in turn strengthens faculty engagement with the organization. Training not only enhances
technical skills but also builds self-confidence and self-efficacy, which improves faculty commitment to
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their work. (Arif et al., 2028) also found that effective internal communication in technology-based
training encourages faculty engagement because they feel more connected and empowered in their
tasks.

In the context of Muhammadiyah Higher Education Institutions, training plays a crucial role in
enhancing faculty engagement, particularly in facing the ever-evolving educational challenges. (Beltran-
Palanques, 2021) highlights the importance of training that integrates technology and multimodal
strategies in increasing faculty engagement. Training relevant to academic needs and professional
development can enhance faculty attachment to organizational goals, which ultimately strengthens
employee engagement. (Prentice et al., 2023) also supports this finding by demonstrating that
technology-based training, such as using Al, can improve self-efficacy and faculty engagement in their
work. Therefore, effective training directly contributes to increasing faculty engagement at
Muhammadiyah Higher Education Institutions. Thus, the following hypothesis is proposed:

H;: Training significantly affects employee engagement.

2.6. The Influence of Training on Faculty Performance

Training significantly impacts faculty performance, as evidenced by various studies emphasizing the
importance of skill and professional competence development to enhance teaching effectiveness.
(Jantapaso et al., 2023) found that digital training focused on improving statistical knowledge enhanced
faculty teaching performance in Thailand. Similarly, (Hemmer et al., 2024) shows that training based on
Education for Sustainable Development (ESD) improves faculty competencies, although the impact on
motivation can vary. Training tailored to faculty's specific needs can enhance their understanding of
teaching material and pedagogical skills, thereby contributing to improved performance in the
classroom.

At Muhammadiyah Higher Education Institutions, training is an effective tool in supporting faculty
to achieve better performance. (Morell et al., 2022) underscores that multimodal-based training can help
faculty develop better teaching skills, which leads to improved performance. With relevant training,
faculty can enhance teaching and assessment quality, as well as adapt to students' needs and the
development of educational technologies. (Zinn et al., 2019) also emphasizes that effective training in
the education sector can help close the skills gap among faculty and improve learning quality.
Therefore, relevant and continuous training has great potential to improve faculty performance at
Muhammadiyah Higher Education Institutions. Thus, the following hypothesis is proposed:

Hg: Training significantly affects faculty performance.

2.7. The Impact of Reward Systems on OCB

Reward systems, both intrinsic (such as recognition or opportunities for development) and extrinsic
(such as salary or bonuses), play a critical role in motivating employees to improve their performance
and engage in more prosocial behaviors. The rewards provided by organizations serve as incentives for
employees to exhibit positive behaviors, such as contributing beyond their formal duties, which is
characteristic of OCB (Organizational Citizenship Behavior). Research by Siregar et al. (2023) found
that reward systems increase employee job satisfaction, which, in turn, positively impacts OCB. A
similar finding was reported by Taba (2018), who stated that reward systems mediate the relationship
between performance, organizational commitment, and job satisfaction, all of which contribute to
enhancing OCB. In other words, an effective reward system can strengthen employee motivation to
exhibit prosocial behavior and focus on organizational success.

Furthermore, a well-designed reward system can enhance employee job satisfaction, which is closely
linked to OCB. When employees feel valued through a fair and equitable reward system, they are more
likely to be committed to displaying positive behaviors and supporting the organization’s progress.
Mulyaningsih et al. (2022) also highlighted the significant influence of reward systems on managerial
support and job satisfaction, which directly enhance OCB. In the context of Muhammadiyah University,
which integrates Islamic values into its organizational culture, the reward system can also encourage
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OCB behaviors that align with social and Islamic ethical values. Thus, this hypothesis is strongly
supported by various studies showing that well-designed reward systems can enhance OCB by
improving job satisfaction, organizational commitment, and the spiritual values that underpin faculty
work behavior. Therefore, the following hypothesis is proposed:

H:: Reward systems have a significant impact on organizational citizenship behavior.

2.8. The Impact of Reward Systems on Employee Engagement

The significant impact of reward systems on Employee Engagement can be justified through
motivation theories and research showing a close relationship between reward systems and the level of
employee engagement. Reward systems, both intrinsic (such as recognition, appreciation, or
development opportunities) and extrinsic (such as salary, bonuses, or benefits), play an important role in
motivating and increasing employee engagement with their work. Kwon & Park (2019) explain that
Employee Engagement involves a relationship between individual and environmental factors, where
organizational support through adequate reward systems can create a work climate conducive to
enhancing employee engagement. Research by Tepayakul & Rinthaisong (2018) found that job
satisfaction, influenced by rewards, has a positive relationship with employee engagement. Additionally,
research by Siregar et al. (2023) also revealed that an effective reward system can improve job
satisfaction, which subsequently strengthens employee engagement within the organization.

A well-designed reward system provides recognition for employee contributions, making them feel
valued and motivated to actively engage in their work. Research by Hemmer et al. (2024) shows that
technology-based training integrated with reward strategies can enhance employee self-efficacy and
create a work environment that supports engagement. In the context of an organization like
Muhammadiyah University, rewards that emphasize spiritual values and work ethics can further
encourage employee engagement both emotionally and professionally. This is in line with research by
Beltran-Palanques (2021), which shows that interaction and reward systems based on values create
more meaningful work experiences, thus enhancing employee engagement. Therefore, this hypothesis is
supported by findings that a fair, structured, and relevant reward system can significantly aftect
employee engagement through job satisfaction, intrinsic motivation, and organizational support. The
tollowing hypothesis is formulated:

Hy: Reward systems have a significant impact on employee engagement.

2.9. Reward Systems Have a Significant Impact on Lecturer Performance

Reward systems, both intrinsic (recognition, non-material rewards) and extrinsic (salary, bonuses,
benefits), provide direct motivation for employees to perform better and achieve set targets. Taba (2018)
reveals that reward systems mediate the relationship between organizational commitment, job
satisfaction, and performance. This study emphasizes that adequate rewards not only enhance job
satisfaction but also contribute to increased productivity. Additionally, research by Siregar et al. (2023)
shows that reward systems can improve job satisfaction, which significantly positively impacts employee
performance, including in the context of higher education.

Moreover, a structured reward system provides clarity on the recognition of a lecturer’s
contributions to the organization, which can enhance their work motivation and professionalism. In the
context of Muhammadiyah University, which upholds Islamic values, the reward system can be
designed to integrate spiritual and work ethics, thereby creating stronger intrinsic motivation. Research
by Mulyaningsih et al. (2022) highlights that effective reward systems contribute to increased
managerial support and work performance, which are relevant in the higher education context.
Furthermore, a study by Correia et al. (2023) also confirms that reward systems influence performance
through increased learning orientation and commitment to organizational goals. Therefore, this
hypothesis is supported by findings that a well-designed reward system, aligned with individual needs,
can improve motivation, job satisfaction, and productivity, all of which contribute to enhancing lecturer
performance. Thus, the following hypothesis is proposed:
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Hy: Reward systems have a significant impact on lecturer performance.

2.10. The Impact of OCB on Lecturer Performance

Based on organizational behavior theory and various research findings showing a positive
relationship between OCB and individual performance, OCB refers to extra-role behaviors that
employees perform voluntarily, such as helping colleagues, showing initiative, and contributing to the
success of the organization beyond their formal duties. These behaviors often strengthen the efficiency
and effectiveness of an organization, including in the context of higher education. Research by Nugroho
et al. (2020) shows a positive relationship between the leader-lecturer relationship, which motivates
OCB, and its direct impact on lecturer performance. Additionally, Hakim & Fernandes (2017) found that
OCB strengthens the psychological and organizational factors’ influence on lecturer performance,
indicating that proactive and collaborative behaviors can enhance teaching and research quality.

OCB can also improve a conducive work environment, supporting lecturer productivity and
performance. In the context of Muhammadiyah University, behaviors such as involvement in campus
activities beyond primary responsibilities, active participation in community service programs, and
supporting fellow lecturers can create synergy that drives overall performance improvement. Research
by Nguyen et al. (2023) also emphasizes that leadership style and affective commitment mediate the
relationship between OCB and performance, underscoring the importance of extra-role behavior in
improving work outcomes. Additionally, Rahman & Karim (2022) show that OCB, mediated by
organizational justice and work engagement, contributes to achieving optimal performance. Thus, this
hypothesis is supported by theoretical and empirical findings that OCB significantly impacts lecturer
performance through contributions to organizational goal achievement and the creation of a positive
work environment. Therefore, the following hypothesis is proposed:

H,o: Organizational Citizenship Behavior has a significant impact on lecturer performance.

2.11. The Impact of Employee Iingagement on Lecturer Performance

Through work engagement theory and various studies showing a positive relationship between
employee engagement levels and individual performance, Employee Engagement reflects an individual’s
emotional, cognitive, and physical commitment to their work, which is often linked to increased
productivity, quality of output, and achievement of organizational goals. Tepayakul & Rinthaisong
(2018) found that employee engagement significantly affects job performance, with high engagement
creating intrinsic motivation to work more efficiently and eftectively. In the context of higher education,
lecturers' involvement in teaching, research, and community service activities can directly impact the
improvement of both academic and non-academic performance.

Furthermore, employee engagement helps create a sense of responsibility and job satisfaction,
contributing to a more productive work environment. Research by Arif et al. (2023) shows that effective
internal communication and organizational support enhance employee engagement, which in turn
boosts work performance. In the context of Muhammadiyah University, which emphasizes Islamic
values and professionalism, lecturers’ emotional and professional involvement in their work can have a
positive impact on the quality of education, research, and community service. Kwon & Park (2019) also
highlight that high employee engagement results from the interaction of organizational support,
recognition, and competence development, all of which contribute to individual performance. Therefore,
this hypothesis is supported by various theories and empirical evidence showing that Employee
Engagement plays a crucial role in influencing lecturer performance through increased motivation, self-
efficacy, and professional contributions. The following hypothesis is formulated:

H,,: Employee EEngagement has a significant impact on lecturer performance.

2.12. Islamic Work Ethic Moderates the Influence of OCB on Lecturer
Performance Based on Islamic work ethics theory and empirical findings showing that ethical work
values can strengthen the relationship between extra-role behavior and individual performance, Islamic
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Work Ethic (IWE) emphasizes principles such as hard work, honesty, responsibility, and goodwill that
align with Islamic teachings. In the context of higher education, lecturers who practice IWE tend to
have a higher commitment to contribute their best to the institution, which can amplify the positive
impact of Organizational Citizenship Behavior (OCB) on job performance.

Research by (Zia et al., 2024) shows that IWE moderates the relationship between innovative work
behavior and OCB, as well as enhancing the influence of OCB on work well-being and productivity.
This study asserts that Islamic work ethics values can strengthen intrinsic motivation to engage in
extra-role behavior, leading to a more significant impact on performance. Similarly, (Javaid et al., 2022)
tound that IWE moderates the relationship between various personality dimensions and knowledge-
sharing behaviors, indicating that Islamic values can amplify the positive effects of individual character
on work behavior.

In the context of Muhammadiyah University, which is based on Islamic principles, IWE can play a
crucial role in strengthening the impact of OCB on lecturer performance. For example, lecturers
demonstrating OCB behaviors, such as assisting colleagues or volunteering for organizational activities,
may feel more motivated to engage in these behaviors if guided by Islamic work ethics, such as the
sincere intention to contribute to society. Research by (Raza et al, 2024) emphasizes that IWE
strengthens the relationship between organizational values and individual performance, particularly in
enhancing commitment and job satisfaction. Therefore, this hypothesis is supported by both theory and
empirical evidence suggesting that IWE can strengthen the positive impact of OCB on lecturer
performance through increased motivation, value alignment, and dedication to work. The hypothesis is
thus formulated as follows:

H,o: Islamic Work Ethic moderates the effect of Organizational Citizenship Behavior on lecturer performance.

2.18. Islamic Work Ethic Moderates the Influence of Employee EEngagement on Lecturer Performance

Employee Engagement reflects an individual's emotional, cognitive, and physical involvement in
their work, which directly influences performance. IWE as a moderator can strengthen this relationship
by providing a moral and spiritual framework that encourages individuals to work more effectively and
productively. Research by (Zia et al., 2024) found that IWE enhances the relationship between
innovative work behavior and other organizational variables, such as OCB, by increasing intrinsic
commitment to the job. In the context of employee engagement, IWE can help direct the energy and
motivation derived from work engagement toward achieving better work outcomes. Additionally, a
study by (Javaid et al., 2022) suggests that IWE strengthens the relationship between individual
character and knowledge-sharing behavior, showing that Islamic ethical values act as a catalyst to
strengthen the relationship between individual attributes and performance.

In the context of Muhammadiyah University, lecturers who are emotionally and professionally
engaged in their work may be more driven to deliver optimal results if guided by IWE principles, such
as hard work based on good intentions and sincerity. Research by (Raza et al., 2024) shows that IWE
moderates the relationship between corporate social responsibility (CSR) perceptions and affective
commitment, ultimately improving individual performance. By integrating IWE, lecturers' work
engagement is not only driven by professional goals but also by spiritual values that enhance their
dedication and motivation. Therefore, this hypothesis is supported by theoretical and empirical evidence
suggesting that IWE strengthens the influence of Employee Engagement on lecturer performance
through increased intrinsic motivation and adherence to moral and religious values. The hypothesis is
therefore formulated as follows:

H,s: Islamic Work Ethic moderates the effect of Employee Engagement on lecturer performance.
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Figure 1.
Hypothesized research model.

3. Methods

This study uses a causal explanatory research approach to examine the cause-and-effect relationship
between cultural change, training, and reward systems (independent variables) on Organizational
Citizenship Behavior (OCB) and employee engagement of lecturers, as well as to explore the role of
Islamic Work Ethic (IWE) as a moderating variable. This quantitative research adopts a deductive
approach, with statistical analysis using Structural Equation Modeling (SEM) to measure the
relationships between these variables. The research population consists of all lecturers from
Muhammadiyah universities in Aceh Province (392 individuals), with the sample size calculated using
the Simple Random Sampling method based on the guidelines of Hair JR et al. (2009), which suggests
1756—350 respondents. Primary data were collected through closed questionnaires based on a Likert
scale, distributed online, covering questions on recruitment, selection, compensation, training, and
development, as well as their impact on knowledge sharing, employee engagement, IWE, and OCB.
This study aims to provide insights into the factors influencing OCB and employee engagement, and the
role of IWE in strengthening the impact of these variables.

The data were collected using a closed-ended questionnaire distributed online through Google
Forms with a five-point Likert scale, ranging from "strongly disagree" to "strongly agree." The
variables studied include cultural change, training, reward systems, employee engagement, Islamic
Work Ethic (IWE), OCB, and lecturer performance. Exogenous variables include cultural change
(measured using indicators from Himes and Moore, 1968), training (Noe et al., 2008; Fong et al., 2011),
and reward systems (Fong et al., 2011). Endogenous variables include employee engagement (Tufail et
al., 2017) and OCB (Organ, 1988; Tufail et al., 2017), with IWE as the moderating variable (Tufail et al.,
2017). Additionally, lecturer performance as the dependent variable is measured using the indicators
from Bangun (2014), which will then be analyzed using SEM with the AMOS 24 application.

Each variable has an operational definition outlined based on literature, such as cultural change
involving organizational structure and technology changes; training encompassing competency
development and Islamic values; reward systems related to incentives, promotions, and working
conditions; employee engagement involving emotional, physical, and cognitive aspects; IWE covering
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Islamic moral principles to support productivity; OCB involving voluntary behaviors such as helping
colleagues and maintaining integrity; and lecturer performance including responsibility, work quality,
and discipline. Data will be analyzed to evaluate the relationships between variables and how ITWE
moderates the impact of exogenous variables on employee engagement and OCB. Each construct will be
measured reflectively using multiple items based on previous scholarly studies to ensure validity. The
inclusion of items in the study follows certain criteria, with factor loadings needing to exceed 0.7. To
ensure the reliability of this research instrument, internal consistency is confirmed using the Cronbach’s
alpha coefficient (a > 0.7).

4. Results

In Aceh Province, Muhammadiyah has established a strong presence in higher education through
several quality institutions. The Muhammadiyah Aceh Barat Daya (ABDYA) College of Tarbiyah
Science (STIT) in Aceh Province is one example, with 18 lecturers focused on educational development.
The Muhammadiyah University of Aceh, as the largest institution, is supported by 215 lecturers, while
the Muhammadiyah Mahakarya University of Aceh has 72 lecturers contributing to various study
programs to meet community needs. In the field of law, the Muhammadiyah Aceh Tengah Law School
(STIH) with 8 lecturers is a center for the development of legal studies aimed at community
empowerment.

The health field is further strengthened by the Muhammadiyah Health College of Lhokseumawe,
Aceh, which has 40 lecturers, and the Muhammadiyah Health College of Aceh with 26 lecturers, both
playing important roles in producing competent healthcare professionals. Meanwhile, STKIP
Muhammadiyah Aceh Barat Daya is supported by 13 lecturers, making a significant contribution to
providing quality educators. With the distribution of lecturers across these institutions, Muhammadiyah
continues to commit to strengthening education and community empowerment for sustainable progress.
Lecturers at Muhammadiyah higher education institutions in Aceh are not only outstanding in their
educational backgrounds and experience, but also actively engaged in research and community service.
The research they conduct contributes to the development of science and technology, while also having
a positive impact on the surrounding environment. With a total of 392 lecturers, Muhammadiyah higher
education institutions in Aceh continue to reinforce their reputation as quality, innovative, and
community-empowering educational institutions.

Table 1.
List of muhammadiyah higher education institutions in Aceh.

No Name of higher education institution Number of

students
1 Sekolah Tinggi Ilmu Tarbiyah (STIT) 18
Muhammadiyah Aceh Barat Daya (ABDYA)

2 Universitas Muhammadiyah Aceh 215

3 Universitas Muhammadiyah Mahakarya Aceh 72

4 STIH Muhammadiyah Aceh Tengah 8

5 Stikes Muhammadiyah Lhoksumawe Aceh 40

6 Stikes Muhammadiyah Aceh 26

7 STKIP Muhammadiyah Aceh Barat Daya 13
Total 392

Source: PDDikti.

Majority of respondents in this survey were male (55%) with the dominant age group being 85-45
years old (88%), followed by those aged above 45 years (87%). In terms of functional positions, most
respondents held the position of Assistant Expert (64%), while lecturers (24%) and senior lecturers
(12%) made up smaller proportions, and there were no respondents holding the position of professor. A
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majority of respondents earned below 5,000,000 (66%), followed by those with an income between
5,000,000 and 10,000,000 (30%), while only 4% earned between 10,000,000 and 15,000,000, and no
respondents earned above 15,000,000. In conclusion, the majority of respondents were male, aged 35-45,
held the position of Assistant Expert, and earned below 5,000,000. Table 4.2

4.1. Descriptive Statistics

This descriptive statistics table presents the data collected from 175 respondents regarding several
variables that influence lecturer performance and its determining factors. FFor variables such as Cultural
Change, Training, and Reward System, the average scores are moderate, with Training having the
highest score (15.75), followed by Cultural Change (14.89) and Reward System (12.38). The variation in
these values is reflected in the standard deviations ranging from 3.246 to 3.636, indicating that although
there is a general trend of similar responses among respondents, individual opinions and experiences
vary with respect to these factors. Likewise, the Islamic Work Ethic (IWE) variable, with an average
score of 15.11, suggests a moderate influence perceived by respondents regarding Islamic work ethics in
their work environment.

On the other hand, Organizational Citizenship Behavior (OCB) and Employee Engagement show
higher levels of variation, with standard deviations of 10.245 and 4.605, respectively, indicating
significant differences in how respondents interact with the organization and the extent to which they
teel engaged in their work. The average score for OCB is 46.33, and for Employee Engagement, it is
19.41, suggesting that while most respondents exhibit high levels of engagement and demonstrate good
organizational citizenship behaviors, there are also individuals who may be less engaged or not active in
these areas. The Lecture Performance variable has the lowest average score (10.66) and a smaller
variation, indicating that while most lecturers perform well, there is relatively less difference in
individual performance. Overall, the data reflects variation in the perceptions and experiences of
lecturers at Muhammadiyah Higher Education institutions in Aceh, with certain factors such as
employee engagement and organizational citizenship behavior having a more significant impact on their
performance

Table 2.

Respondent characteristics.

Respondent profile Description Frequency | Percentage

Gender Male 96 55%
Female 79 45%

Age < 25 years 23 13%
25 - 35 years 21 12%
35 - 45 years 67 38%
> 45 years 64 37%

Functional position Assistant expert 112 64%
Lecturer 42 24%
Senior lecturer 21 12%
Professor 0 0%

Income < 5,000,000 115 66%
5,000,000 - 10,000,000 53 30%
10,000,000 - 15,000,000 7 4%
15,000,000 - 20,000,000 0 0%
> 20,000,000 0 0%

Total respondents 175 100%
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4.2. Descriptive Statistics of Variables

Table 3.
Descriptive statistics analysis.

N | Range | Minimum | Maximum | Mean | Std. Std. Variance

statistic error | deviation

Cultural 175 16 4 20 14,39 0.274 3.620 13.102
change
Training 175 16 4 20 15,75 0.275 3.636 13.221
Reward 175 12 3 15 12,38 0.245 3.246 10.535
system
OCB 175 48 12 60 46,33 | 0.774 10.245 104.970
Employee 175 20 5 25 19,41 0.348 4.605 21.209
engagement
Lecture 175 15 4 19 10,66 0.182 2.413 5.824
performance
Islamic work | 175 16 4 20 15.1143 .256 3.393 11,516
ethic
N 175

4.3. Validity and Reliability Testing

The validity of an instrument was measured using confirmatory factor analysis (CFFA) with AMOS
24 software, where indicators are considered valid if the loading factor is > 0.50 and significant at a 95%
confidence level (p < 0.05). High validity indicates the instrument's ability to provide accurate and
correct data in line with the measurement objectives. Reliability testing was performed using composite
construct reliability with a minimum cut-off value of 0.6, following Ghozali's (2021) guidelines. High
reliability indicates that the instrument provides consistent results under different conditions and over
time. The combination of validity and reliability tests ensures that the instruments used in this study are
credible and trustworthy. Table 5.

4.4. Goodness-of-I'it Index (GOFI) Evaluation Results

The evaluation results of the Goodness-of-I'it Index (GOFI) from SEM AMOS analysis show that
most indicators exhibit good fit, although some remain in the marginal category. Indicators such as C2
Chi-Square (94.117), Significance Probability (0.017), CMIN/DF (1.994), RMSEA (0.079), and GFI
(0.911) meet the model fit criteria, indicating that the model generally fits well with the observed data.
However, some indicators like AGFI (0.852), TLI (0.787), and CFI (0.865) fall below the cut-off values,
indicating marginal fit. This suggests the need for model refinement, particularly in adjusting
parameters and relationships between variables. To improve the model's quality, steps such as revising
irrelevant paths or increasing the sample size could be considered. Overall, the model is quite fit but still
requires slight improvements for optimal results. Table 4.

4.5. 6.6 Structural EEquation Modeling (SEM) Analysis

Structural Equation Modeling (SEM) is a multivariate analysis technique that is used to analyze the
relationships between variables and their indicators, as well as the measurement errors, to provide an
overall picture of a model. SEM allows for the testing of complex relationships between observed and
latent variables, enabling researchers to examine direct and indirect effects.

4.5. Hypothests Testing
The results of SEM analysis using AMOS showed that Cultural Change significantly affects
Organizational Citizenship Behavior (OCB) (Estimate = -1.605; CR. = 2.363; P = 0.041) and Lecturer
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Performance (Estimate = -0.748; C.R. = 2.349; P = 0.033), though with a negative direction. However,
the effect of Cultural Change on Employee Engagement was not significant (Estimate = -1.607; CR. =
0.653; P = 0.441). Training had a significant positive effect on OCB (Estimate = 7.372; C.R. = 2.382; P
= 0.019), Employee Engagement (Estimate = 7.372; CR. = 2.382; P = 0.019), and Lecturer
Performance (Estimate = 7.372; C.R. = 2.001; P = 0.011). The Reward System also had a significant
impact on OCB (Estimate = -0.748; C.R. = 3.125; P = 0.003), Employee Engagement (Estimate = -
0.748; C.R. = 2.349; P = 0.023), and Lecturer Performance (Estimate = 7.372; C.R. = 2.116; P = 0.012),
but with some negative directions. On the other hand, Employee Management significantly influenced
Lecturer Performance (Estimate = -4.239; CR. = 2.331; P = 0.002), while OCB did not have a
significant effect on Lecturer Performance (Estimate = -4.239; CR. = 0.331; P = 0.112).

The moderating eftect of Islamic Work Ethic (IWE) was found to be invalid. Despite being
significant for both Lecturer Performance (Estimate = 0.317; CR. = 3.032; P = ***) and Employee
Engagement (Estimate = 0.377; C.R. = 2.169; P = ***) the direction of moderation was not as
expected, leading to the rejection of the hypothesis. Overall, these findings highlight that while Cultural
Change, Training, and the Reward System have significant impacts on certain variables, some of these
effects are negative. Additionally, the role of Islamic Work Ethic in moderating these relationships
requires further evaluation.

Model Feasibility Test

Table 4.
Model feasibility testing index.

Goodness-of-fit index | Cut-off value | Analysis results | Evaluation
C2 chi-square Small 94.117 Good
Significance prob > 0.05 0.017 Good
CMIN/DF < 2.00 1.994 Good
RMSEA <0.08 0.079 Good
GFI = 0.90 0.911 Good
AGFI >0.95 0.852 Marginal
TLI > 0.95 0.787 Marginal
CFI1 > 0.95 0.865 Marginal

Table 5.

Validity and reliability test.

Indicator Loading factor | Keterangan Construct | Description

reliability

Cultural Change (X1)

X1.1 0.679 Valid

X1.2 0.809 Valid 0.825 Reliabel

X1.3 0.832 Valid

X1.4 0.854 Valid

Training (X2)

X2.1 0.790 Valid

X2.2 0.817 Valid 0.725

X2.3 0.460 Valid

X2.4 0.789 Valid Reliabel

Reward System (X3)

X3.1 0.741 Valid

X3.2 0.742 Valid 0.834 Reliabel

X3.3 0.797 Valid

OCB (Z1)
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Z1.1 0.753 Valid
71.2 0.800 Valid
71.8 0.591 Valid
71 .4 0.340 Valid
Z1.5 0.858 Valid
1.6 0.753 Valid
Z1.7 0.800 Valid
Z1.8 0.591 Valid 0.793 Reliabel
Z1.9 0.340 Valid
Z1.10 0.858 Valid
Z1.11 0.753 Valid
71.12 0.800 Valid
Employee Engagement (Z2)
72.1 0.816 Valid
72.2 0.833 Valid
72.3 0.777 Valid 0.765 Reliabel
724 0.841 Valid
72.5 0.792 Valid
Islamic Work Ethic (M)
M.1 0.718 Valid
M.2 0.767 Valid 0.785
M.3 0.648 Valid Reliabel
M.4 0.712 Valid
Lecturer Performance (Y)
7.1 0.591 Valid
7.2 0.340 Valid 0.834
7.3 0.777 Valid Reliabel
7.4 0.841 Valid
Table 6.
Hypothesis test.
Estimate S.E. C.R. P H | Description
OCB <-— | Cultural change -1.605 3.381 | 2.363 | 0.041 | H1 | The hypothesis
is accepted.
Employee <-——- | Cultural change -1.607 53.547 | 0.653 | 0.441 | H2 | The hypothesis
engagement is rejected
Lecturer <-- | Cultural change -0.748 2.188 | 2.349 | 0.033 | H3 | The hypothesis
performance is accepted.
OCB <-— | Training 7.372 12.073 | 2.382 | 0.019 | H4 | The hypothesis
is accepted.
Employee <-—- | Training 7.872 12.073 | 2.382 | 0.019 | H5 | The hypothesis
engagement is accepted
Lecturer <--- | Training 7.872 12.073 | 2.001 | 0.011 | H6 | The hypothesis
performance is accepted
OCB <--—- | Rewards system -0.748 2.188 | 3.125 | 0.008 | H7 | The hypothesis
is accepted
Employee <-—- | Rewards system -0.748 2.188 | 2.349 | 0.028 | H8 | The hypothesis
engagement is accepted
Lecturer <-— | Rewards system 7.8372 12.073 | 2.116 | 0.012 | H9 | The hypothesis
performance is accepted
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Lecturer <--— | OCB -4.239 7.194 | 0.331 | 0.112 | H1 | The hypothesis
performance 0 | is rejected
Lecturer <--—- | Employe -4.239 7.194 | 2.331 | 0.002 | H1 | The hypothesis
performance management 1 | is accepted.
Lecturer <-—- | Islamic work ethic 0.317 0.186 | 3.032 Hokk H1 | The hypothesis
performance (Moderasi) 2 | is accepted.
Employee <-—- | Islamic wprk ethic 0.377 0116 | 2.169 gk Hi1 The hypothesis
engagement (Moderasi) 3 | is accepted.

5. Discussion

The Impact of Cultural Change on Organizational Citizenship Behavior (OCB).
Cultural changes within an organization can influence voluntary behavior, known as Organizational
Citizenship Behavior (OCB), where members of the organization go beyond what is expected of them.
This study indicates that cultural changes at Muhammadiyah University, such as enhanced leadership
flexibility, more adaptive technology, and values of inclusivity, can encourage faculty to be more
proactive in the organization. This aligns with Organ's theory (1988), which states that an
organizational culture that promotes openness and collaboration enhances OCB. Research by Podsakoft
et al. (2000) and Xu et al. (2022) also reveals that a culture focused on collaboration and innovation
strengthens OCB. The findings support the hypothesis that cultural changes positively affect OCB, with
a P-value of 0.041 and a Critical Ratio (CR) of 2.363, indicating a significant relationship. Therefore,
management should plan cultural changes to encourage faculty to contribute extra effort that
strengthens organizational performance.

The Impact of Cultural Change on Employee Engagement. The analysis shows that cultural
change at Muhammadiyah University does not significantly affect Employee Engagement, with a P-
value of 0.441 and a Critical Ratio (CR) of 0.331. Although cultural change can alter organizational
values and norms, its effect on faculty engagement is not strong enough to influence their involvement
in work. Research by Saks (2006) and Harter et al. (2002) suggests that factors such as role clarity,
managerial support, and career development opportunities have a more significant impact on faculty
engagement than cultural change itself. However, some studies, such as those by Biesinger et al. (2024)
and Barak (2012), show that a culture focused on service orientation and digitalization can enhance
engagement. Nonetheless, in this study, other factors appear to be more significant in boosting faculty
engagement.

The Impact of Cultural Change on Faculty Performance. This study found that cultural change has

a significant impact on faculty performance, with a P-value of 0.0383 and a Critical Ratio (CR) of 2.349.
These findings suggest that positive cultural changes, such as the formation of a more inclusive and
empowering culture, can enhance teaching quality, academic contributions, and community service. This
is in line with the research by Hulpiau and Devos (2010) and Mowday et al. (1979), which shows that an
organizational culture that supports innovation and professional development enhances faculty
performance.
Muhammadiyah University, which integrates Islamic values into the development of knowledge,
benefits from cultural changes that support technology and faculty capacity. Research by Biesinger et al.
(2024) and Isnainy et al. (2023) shows that cultural changes promoting digitalization and professional
development can improve faculty performance. Therefore, cultural changes that encourage innovation
and professionalism are crucial for enhancing the quality of education and institutional development.

The Impact of Training on Organizational Citizenship Behavior (OCB). The analysis shows that
training significantly impacts Organizational Citizenship Behavior (OCB) among faculty at
Muhammadiyah University, with a P-value of 0.019 and a Critical Ratio (CR) of 2.382. These findings
indicate that the training provided can enhance voluntary behaviors such as helping colleagues,
participating in organizational activities, or contributing beyond their formal duties. This aligns with
Organ's (1988) theory of Organizational Citizenship Behavior, which states that voluntary behaviors
beyond formal duties contribute to overall organizational performance. Previous research, such as
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Hemmer et al. (2024), shows that effective training, whether in-person or digital, can increase faculty
involvement in their work, which in turn strengthens OCB. Additionally, Taba (2018) emphasizes that
reward systems tied to training can strengthen organizational commitment and OCB, as faculty feel
valued and empowered. Therefore, the training provided by Muhammadiyah University plays an
essential role in creating a productive work environment and supporting overall organizational
performance.

The Impact of Training on Employee Engagement. Statistical analysis shows that training has a
significant impact on employee engagement among faculty, with a P-value of 0.019 and a Critical Ratio
(CR) of 2.382. Effective training enhances faculty engagement with their work and organization by
developing their skills, knowledge, and competencies. According to Kahn's (1990) job engagement
theory, employee engagement can be improved through deep work experiences, including relevant and
in-depth training.
Previous studies also show that ongoing training can increase motivation, commitment, and
engagement among faculty. Bakker et al. (2008) found that training that provides opportunities to
develop skills and improve competence can increase faculty engagement, particularly through increased
self-competence and autonomy in work. Salas et al. (2012) also indicate that training focused on
interpersonal skills and leadership strengthens faculty connections to their work and organization.
Based on these findings, it can be concluded that effective training at Muhammadiyah University plays a
crucial role in strengthening faculty engagement with the organization, ultimately improving
performance and organizational goal achievement.

The Impact of Training on Faculty Performance. The analysis shows that training significantly

affects faculty performance, with a P-value of 0.011 and a Critical Ratio (CR) of 2.001. These findings
suggest that training provided for faculty has a positive impact on improving teaching quality, research
skills, and academic contributions. This aligns with Becker's (1993) Human Capital theory, which states
that investments in education and training improve individuals' abilities, thus enhancing their
performance.
Previous research, such as Kyndt et al. (2016), found that training focused on teaching and research
skills can improve faculty performance in an academic setting. Additionally, Alves et al. (2018) show
that training oriented towards academic and professional competencies can enhance faculty motivation,
self-confidence, and engagement in performing academic tasks. At Muhammadiyah University,
multimodal-based training has proven effective in supporting faculty to achieve better performance.
Morell et al. (2022) emphasize that multimodal training helps faculty develop better teaching skills,
which in turn leads to improved performance. Therefore, these findings demonstrate that relevant and
high-quality training can significantly improve faculty performance, thereby enhancing the quality of
education at Muhammadiyah University.

The Impact of Reward System on Organizational Citizenship Behavior (OCB). Statistical analysis
shows that the reward system has a significant impact on OCB, with a P-value of 0.003 and a Critical
Ratio (CR) of 3.125. These findings confirm that a fair and effective reward system can encourage
faculty to behave beyond their formal duties, such as helping colleagues or participating in
organizational activities. A good reward system can enhance faculty motivation and strengthen their
emotional connection to the organization, which in turn improves commitment and OCB. Previous
studies by Colquitt et al. (2013) and Podsakoft et al. (2009) support these findings, indicating that a fair
and transparent reward system enhances OCB by creating an environment that encourages voluntary
contributions from faculty. Therefore, management should design a reward system that increases OCB
by enhancing job satisfaction, organizational commitment, and the underlying values of faculty work
behavior. A fair and appropriate reward system can improve OCB, which ultimately impacts
organizational productivity and effectiveness.

5.8. The Impact of Reward System on Employee EngagementThe analysis shows that the reward
system has a significant impact on employee engagement, with a P-value of 0.023 and a Critical Ratio
(CR) of 2.349. These findings suggest that an effective and fair reward system can enhance faculty
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engagement in their work and the organization as a whole. Recognition of faculty contributions and
motivating incentives can strengthen their attachment to organizational goals. Research by Macey and
Schneider (2008) and Harter et al. (2002) indicates that reward systems that recognize faculty
achievements can enhance engagement. In the context of Muhammadiyah University, a reward system
based on spiritual values and work ethics can enhance employee engagement both emotionally and
professionally. Therefore, management should consider the design and implementation of reward
systems to strengthen faculty engagement, which will contribute to achieving organizational goals.

The Impact of Reward System on Faculty Performance. The analysis shows that the reward system
has a significant impact on faculty performance, with a P-value of 0.012 and a Critical Ratio (CR) of
2.116. These findings indicate that a fair and transparent reward system can improve faculty
performance in teaching, research, and community service. A reward system that acknowledges faculty
contributions will enhance their motivation to contribute more effectively to academic duties.Research
by Peterson et al. (2003) and Maertz Jr. et al. (2007) supports these findings, showing that recognition
of faculty contributions improves their performance. At Muhammadiyah University, a well-structured
reward system can motivate faculty to perform better, which ultimately contributes to improving the
quality of education and organizational goals. Therefore, management should design a fair and relevant
reward system to enhance faculty performance and overall organizational productivity.

The Impact of Organizational Citizenship Behavior (OCB) on Iaculty Performance
The analysis shows that Organizational Citizenship Behavior (OCB) does not significantly impact
faculty performance. The P-value of 0.112 and CR of 0.331 indicate that there is no significant
relationship between OCB and faculty performance. This contradicts some previous studies that suggest
that OCB positively affects individual performance within an organization (Podsakoft et al., 2000;
Organ, 1988). Although OCB can improve organizational culture, no direct evidence links it to
improved faculty performance at Muhammadiyah University. This finding also supports research by
Setiawan and Dewi (2019), who found that OCB is more related to organizational commitment than
performance.

The Impact of Employee Engagement on Faculty Performance. The analysis shows that Employee
Engagement has a significant impact on faculty performance, with a P-value of 0.021 and a Critical
Ratio (CR) of 2.241. This finding supports Kahn’s (1990) theory that engaged employees exhibit higher
levels of performance and product1v1ty Faculty engagement, especially in academic settings, can
enhance faculty performance in teaching, research, and service. Research by Harter et al. (2002) and
Xanthopoulou et al. (2009) also supports these findings, indicating that engagement increases
motivation and leads to improved performance in academic environments. Therefore, fostering
employee engagement through organizational culture, training, and reward systems will positively
impact faculty performanc

The Impact of Organizational Citizenship Behavior on Faculty Performance Moderated by Islamic
Work Ethic. The analysis shows that Islamic Work Ethic (IWE) moderates the relationship between
Organizational Citizenship Behavior (OCB) and faculty performance, with a P-value of 0.000 and a
Critical Ratio (CR) of 3.032. This finding is supported by the Islamic Work Ethic theory, which
emphasizes moral values such as honesty, hard work, and dedication (Ali, 2005). IWE strengthens the
impact of OCB on performance because faculty who internalize Islamic ethical values tend to be more
motivated to exhibit positive behaviors within the organization, contributing more effectively. Research
by Sulaiman et al. (2018) also supports this, showing that Islamic values can enhance the link between
work ethics and individual performance in organizations. Therefore, IWE can function as a reinforcing
factor in improving faculty performance, as it encourages a more committed and diligent approach to
work.

The Impact of Employee Engagement on IFaculty Performance Moderated by Islamic Work Ethic.
The analysis reveals that Islamic Work Ethic (IWE) moderates the effect of Employee Engagement on
faculty performance, with a P-value of 0.000 and a Critical Ratio (CR) of 2.169. This suggests that
faculty who adhere to IWE principles, such as integrity and responsibility, are more engaged in their
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work, leading to improved performance. This finding aligns with Ali's (2005) research, which highlights
that Islamic work ethics can strengthen the relationship between employee engagement and
performance. Further support is provided by Mohamad et al. (2020), who found that Islamic ethical
values motivate employees to work harder and with greater honesty, thus enhancing their performance.
As such, IWE plays a crucial role in moderating the relationship between employee engagement and
faculty performance.

6. Conclusions

This study shows that organizational culture change, training, and reward systems positively
influence Organizational Citizenship Behavior (OCB), employee engagement, and lecturer performance.
Cultural changes that include leadership flexibility and inclusive values can encourage lecturers to be
more proactive, although their impact on engagement is not as significant. Relevant training enhances
the lecturers' skills, which impacts OCB, engagement, and performance. Fair and transparent reward
systems have been proven to effectively improve OCB, engagement, and lecturer performance. While
OCB is not directly related to performance improvement, lecturer engagement more clearly influences
their performance. Islamic Work Ethic (IWE) plays a moderating role in strengthening the relationship
between OCB, engagement, and lecturer performance by emphasizing moral values such as honesty and
responsibility.

This study also provides several suggestions for future development, such as involving more
variables that influence OCB, engagement, and lecturer performance, and exploring the long-term
impact of cultural changes, training, and reward systems. A more in-depth qualitative study could
explore lecturers' perceptions of these factors, and future research could expand to universities with
different cultural contexts to compare the findings. Additionally, research could also consider external
factors affecting lecturer performance, such as government policies or socio-economic conditions.

The practical implications of this study highlight the importance of designing policies that support
innovative and inclusive organizational culture changes, as well as relevant training programs to
improve lecturer performance. Designing fair and transparent reward systems can strengthen lecturers'
commitment and encourage better performance. Islamic-based universities should integrate Islamic
Work Ethic values into organizational policies to strengthen lecturers' motivation and performance, as
well as enhance lecturer engagement through professional development programs and an organizational
culture that supports active engagement.

Copyright:
© 2024 by the authors. This article is an open access article distributed under the terms and conditions
of the Creative Commons Attribution (CC BY) license (https://creativecommons.org/licenses/by/4.0/).
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