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ABSTRACT

This study examines the relationships of Islamic Organizational Culture and Islamic Leadership
with Employee Performance, including the mediating role of Organizational Commitment, in
self-claimed Sharia hotels in Padang, Indonesia. A quantitative, cross-sectional survey employed
a total sampling approach: 152 employees were invited to participate, and 150 usable responses
were analyzed using Partial Least Squares Structural Equation Modeling (PLS-SEM). The results
indicate that Islamic Organizational Culture and Islamic Leadership were positively associated
with Organizational Commitment and Employee Performance. Organizational Commitment
was also positively associated with Employee Performance, and the significant direct and indirect
relationships were consistent with partial mediation of both antecedents’ relationships with
performance. These findings highlight Organizational Commitment as a potential link between
Islamic organizational values, leadership, and employee performance, although the cross-
sectional design does not establish causality. The study contributes to Sharia hospitality
management literature by examining culture, leadership, and commitment within an integrated
employee-focused framework.

Keywords: Islamic Organizational Culture; Islamic Leadership; Organizational Commitment; Employee
Performance,; Sharia Hotels.

ABSTRAK

Penelitian ini mengkaji hubungan Budaya Organisasi Islami dan Kepemimpinan Islami dengan
Kinerja Karyawan, termasuk peran mediasi Komitmen Organisasi, pada hotel yang menyatakan
diri sebagai hotel syariah di Kota Padang, Indonesia. Penelitian menggunakan pendekatan
kuantitatif dengan desain cross-sectional dan teknik total sampling. Sebanyak 152 karyawan
diundang untuk berpartisipasi, dan 150 respons yang layak dianalisis menggunakan Partial Least
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Squares Structural Equation Modeling (PLS-SEM). Hasil penelitian menunjukkan bahwa
Budaya Organisasi Islami dan Kepemimpinan Islami berhubungan positif dengan Komitmen
Organisasi dan Kinerja Karyawan. Komitmen Organisasi juga berhubungan positif dengan
Kinerja Karyawan. Hubungan langsung dan tidak langsung yang signifikan menunjukkan
adanya mediasi parsial oleh Komitmen Organisasi dalam hubungan kedua variabel tersebut
dengan Kinerja Karyawan. Temuan ini menunjukkan bahwa Komitmen Organisasi berpotensi
menjadi penghubung antara nilai-nilai organisasi Islami, kepemimpinan, dan kinerja karyawan,
meskipun desain potong lintang tidak dapat membuktikan hubungan sebab-akibat. Penelitian ini
berkontribusi pada literatur manajemen perhotelan syariah dengan mengkaji budaya organisasi,
kepemimpinan, dan komitmen dalam suatu kerangka terpadu yang berfokus pada karyawan.

Kata Kunci: Islamic Organizational Culture; Kepemimpinan Islami; Komitmen Organisasi; Kinerja
Karyawan; Hotel Syariah.

1. Introduction

The rapid expansion of the global Muslim population has strengthened the economic significance
of Muslim oriented tourism and hospitality services. The global Muslim population is projected
to increase from approximately 2.12 billion in 2024 to 2.47 billion by 2034, accounting for nearly
half of global population growth during the decade (Global Muslim Travel Index, 2024). This
demographic expansion has contributed to growing demand for products and services that
comply with Islamic principles, including Muslim-friendly tourism and Sharia-compliant
accommodation (Harini et al., 2025). The Muslim travel market has similarly demonstrated
substantial recovery and growth. International Muslim arrivals reached approximately 145
million in 2023, representing about 90% of the pre-pandemic level, and are projected to reach 230
million arrivals with expenditure of approximately USD 225 billion by 2028 (CrescentRating,
2024). These developments position Sharia-oriented hospitality as an increasingly important
component of the global tourism industry.

Asia constitutes a particularly important market because more than 65% of international
Muslim travellers select Asian destinations, while approximately 70% of the world’s Muslim
population resides in Asia (Wibawa et al., 2023). Indonesia is strategically positioned within this
market. In the Mastercard CrescentRating Global Muslim Travel Index (GMTI) 2024, Indonesia
ranked jointly first with Malaysia. More recent GMTI 2026 data indicate that Indonesia ranked
second among 150 destinations, with a score of 79, jointly with Tiirkiye and Saudi Arabia.
Indonesia obtained a particularly strong score for services, reflecting the availability of prayer
facilities, halal food, accommodation, airport facilities, and Muslim-friendly tourism experiences.
This competitive position creates an important managerial challenge: the quality of Muslim-
friendly tourism cannot depend solely on physical facilities but must also be supported by
employees capable of translating Islamic values into consistent service behaviour.

This issue is particularly relevant to Sharia hotels. In the early development of halal tourism,
attention was predominantly directed towards tangible and procedural attributes, such as halal
food, prayer facilities, Muslim friendly accommodation, and other religious amenities. However,
(Oktadiana et al., 2016) demonstrated that Muslim tourism experiences extend beyond functional
attributes. Drawing on the Coordinated Management of Meaning perspective, they highlighted
the importance of culture, social interaction, communication, gender relations, and the spiritual
meanings attached to travel experiences. Their argument implies that a hotel may provide
appropriate physical facilities yet still fail to deliver an authentically Islamic hospitality
experience when employees do not demonstrate behaviours consistent with Islamic ethical and
cultural expectations.

Human resources are therefore central to Sharia hotel management. Hospitality is
fundamentally a people intensive and interaction-based industry in which service outcomes are
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created through encounters between employees and guests. Unlike industries that rely extensively
on automation and standardized production, hospitality depends heavily on human interaction,
service ethics, responsiveness, and behavioural consistency (Rydzik & Kissoon, 2022)
(Kandampully et al., 2024a). Accordingly, the quality of human resources directly influences
customer experiences and organizational sustainability (Papademetriou et al., 2023). Gyepi-
Garbrah et al., 2023) similarly emphasize that hospitality is a people centred industry in which
employees’ career goals and work outcomes are strongly influenced by motivational forces,
workplace feedback, training opportunities, and organizational structures. Consequently,
effective human resource management in Sharia hotels should not belimited to technical
competence; it should also incorporate the psychological, ethical, and spiritual values guiding
employee behaviour (Sharma et al., 2023).

The importance of employees becomes even more pronounced in Sharia hotels because these
establishments are expected to integrate Islamic principles into their operational and service
systems (Kurniawan & Safitri, 2023; Deliana, 2022; Ulum, 2023). Although Sharia and
conventional hotels both provide accommodation services, they differ in how services are
delivered and regulated by religious values (Abdul Muin et al., 2024; Singgalen, 2024).
Conventional hotels generally provide broader discretion regarding food, beverages, and
entertainment, whereas Sharia hotels are expected to ensure that their products, services, and
business practices conform to Islamic principles (Abdullah et al., 2023; Wardhani, 2023). Islamic
orientation may bereflected through hotel branding, interior decoration, room amenities,
employee uniforms, food and beverage provision, and service procedures (Hariani & Hanafiah,
2024; Harith et al., 2022; Muharam & Asutay, 2022). Nevertheless, such visible attributes alone
do not guarantee the internalization of Islamic values among employees.

Halal and Sharia are related but distinct concepts: halal denotes permissibility under Islamic
law, whereas Sharia provides the broader framework governing conduct and business practices.
In hospitality, halal products are one component of a Sharia-oriented approach, which also
encompasses operational procedures and staff conduct, as reflected in DSN-MUI Fatwa No.
108/DSN-MUI/X/2016. In this study, a self-claimed Sharia hotel refers to an establishment that
identifies and operates as Sharia-oriented without formal Sharia hotel certification; this
designation does not establish independently verified compliance. Accordingly, the study
examines Islamic organizational culture, Islamic leadership, organizational commitment, and
employee performance within these hotels, contributing specifically to Sharia hospitality
management.

The challenge is highly relevant in Padang, the capital of West Sumatra Province. West
Sumatra has a strong socio-cultural foundation rooted in Islamic values and is supported by
Regional Regulation No. 1 of 2020 concerning Halal Tourism, Governor Regulation No. 19 of
2022, and the provincial halal tourism roadmap. The province ranked third in the Indonesia
Muslim Travel Index 2023. Tourism demand in Padang has also grown considerably.
International tourist arrivals increased from 22,995 in 2022 to 455,698 in 2023, while domestic
tourist visits increased from 2,832,140 to 3,702,838 over the same period (Padang Tourism
Office, 2024). During the first five months of 2025 alone, domestic tourist visits exceeded two
million, with 405,670 visits in January, 332,659 in February, 330,762 in March, 585,032 in April,
and 357,170 in May (BPS Kota Padang, 2025). This growth increases the pressure on hotels to
provide reliable and differentiated services, making employee performance an increasingly
strategic concern.

Employee performance refers to behaviours and actions through which employees perform
their responsibilities and contribute to organizational objectives (Pradhan & Jena , 2017a) In self-
claimed Sharia hotels in Padang, these dimensions concern accurate and timely service delivery,
appropriate responses to changing guest needs and service disruptions, and voluntary assistance
to colleagues. Research involving 50 Sharia hotel employees in Padang reported significant
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relationships between spiritual leadership and hotel performance (p = .045) and between Islamic
organizational culture and hotel performance (p < .001) (Mariyanti et al., 2020). However, these
findings do not clarify how Islamic organizational culture and Islamic leadership relate to the
three dimensions of employee performance or whether organizational commitment mediates
these relationships. This study therefore examines these relationships to understand how hotels’
Islamic service identity is reflected in employee behaviour, without presuming documented
performance deficiencies in the participating hotels.

A potentially important antecedent of such performance is Islamic Organizational Culture
(IOC). I0C refers to organizational values, beliefs, and behavioural norms derived from the
Qur’an and Sunnah and used as guidelines for organizational conduct. (Hoque, Aktaruzzaman
Khan, et al., 2013) conceptualize Islamic organizational culture through relationships between
humans and Allah, humans and the organization, and humans and their environment. Such a
culture encourages honesty, trustworthiness (amanah), cooperation, ethical responsibility, and
accountability. (Zulkifli et al., 2023a) suggest that a strong Islamic organizational culture can
develop a more ethical and harmonious working environment and stimulate positive employee
behaviour. Islamic work principles further position work as a form of worship, thereby providing
employees with meaning and intrinsic motivation beyond material incentives (A. Ali, 1988a;
Raies, 2022).

Despite its theoretical relevance, Islamic organizational culture remains underdeveloped
within organizational research. (Hoque, Khan, et al., 2013) observed that relatively few studies
have examined organizational culture explicitly from an Islamic perspective. This limitation is
significant because value systems shape how organizational members interpret responsibilities
and workplace behaviour, and the absence of coherent organizational values may contribute to
organizational problems (Kang et al., 2023; Kim & Jung, 2022; Weldon et al., 2023). In Sharia
hotels, this issue is even more critical because inconsistencies between Islamic symbols and
employees’ actual workplace behaviour may weaken the credibility of Sharia-based service.

Leadership provides another mechanism through which Islamic principles may be translated
into employee behaviour. Islamic leadership is leadership grounded in the Qur’an and Sunnah
and inspired by the leadership principles exemplified by the Prophet Muhammad. (Zaim et al.,
2024a) identify four major dimensions of Islamic leadership: religiosity, wisdom, justice, and
kindness. Rather than focusing exclusively on organizational outcomes, Islamic leadership
emphasizes morality, fairness, responsibility, and employee welfare. Leaders are therefore
expected to function as role models who translate organizational values into observable
behaviours. In Sharia hotels, managerial role modelling is crucial because inconsistency in
justice, trustworthiness, ethical conduct, and religious values can reduce employee motivation
and weaken the implementation of Sharia principles in customer service (Kamaluddin &
Citaningati, 2023).

Previous studies provide relevant evidence but address different leadership constructs and
explanatory mechanisms. (Zaim et al., 2024a), studying employees in the Turkish service sector,
found that Islamic leadership was positively related to job performance and that organizational
commitment partially mediated this relationship. Their findings establish a precedent for the
proposed mediation mechanism, but do not establish whether it extends to self-claimed Sharia
hotels in Padang when Islamic organizational culture is considered alongside Islamic leadership.
In Indonesian Sharia-compliant hotels, Murkhana et al., 2023) examined 330 employees in
Banda Aceh and found that spiritual leadership was related to employee performance both
directly and indirectly through spiritual and economic motivation. That study examined
motivation rather than organizational commitment as the intervening mechanism and used
spiritual leadership rather than the Islamic leadership construct adopted here. Together, these
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studies motivate a more specific examination of how Islamic leadership and Islamic
organizational culture relate to employee performance through organizational commitment.

The relationship between Islamic culture, Islamic leadership, and performance may also
depend on employees’ psychological attachment to the organization. Organizational
commitment is defined as a psychological state reflecting employees’ attachment to an
organization and their willingness to maintain organizational membership. (Meyer & Allen,
1991) distinguish three dimensions: affective, continuance, and normative commitment. In
hospitality organizations, organizational commitment has been associated with productivity,
service quality, and sustainable employment relationships (Serhan et al., 2022). Employees who
develop stronger emotional and normative attachment may be more willing to align personal
behaviour with organizational goals, maintain service consistency, and contribute beyond formal
job requirements.

Organizational commitment may therefore provide an important explanatory mechanism
connecting Islamic organizational values and leadership with employee performance. A
supportive Islamic organizational culture may create identification, meaning, and a sense of
belonging, while Islamic leaders may reinforce trust, fairness, and moral responsibility. These
experiences can strengthen employee commitment, which subsequently encourages higher
performance. This argument is consistent with the broader proposition that meaningful and
structured work environments strengthen employee motivation and goal directed behaviour
(Jeong et al., 2023; Rai et al., 2023). particularly when organizational goals contain spiritual
meaning (Sarif & Ismail, 2025; Syahir et al., 2025).

Against this background, the research gap concerns the extension and differentiation of
existing explanatory models rather than the absence of research on Islamic values and
performance. Yahya and Ratna Pury, (2024a), using data from 50 employees at Cinnamon Hotel
in Bandung, found significant direct and motivation-mediated relationships linking Sharia
principles and organizational culture with employee performance; however, their model centred
on work motivation rather than organizational commitment. (Zaim et al., 2024a) established
commitment-mediated relationships between Islamic leadership and job performance in the
Turkish service sector, but their reported model did not incorporate Islamic organizational
culture alongside Islamic leadership. More directly, Mariyanti and Florid, (2026) examined
spiritual leadership, Islamic organizational culture, organizational commitment, and Sharia hotel
performance in West Sumatra using responses from owners and senior managers. Their study
provides closely related evidence, while the present research focuses on employee-level
performance across task, adaptive, and contextual dimensions and adopts an Islamic leadership
construct comprising religiosity, wisdom, justice, and kindness. The specific question is therefore
whether organizational commitment helps explain the relationships of both Islamic
organizational culture and Islamic leadership with multidimensional employee performance in
self-claimed Sharia hotels in Padang.

Accordingly, this study examines the relationships of Islamic organizational culture and
Islamic leadership with employee performance in self-claimed Sharia hotels in Padang and tests
organizational commitment as a mediating mechanism. Specifically, it investigates the
relationships of both antecedents with organizational commitment and employee performance,
the relationship between commitment and performance, and the indirect relationships through
commitment. Employee performance is conceptualized through task, adaptive, and contextual
dimensions. Building on previous studies, the study extends commitment-based explanations of
performance by considering Islamic organizational culture alongside Islamic leadership and
focusing on employee-level outcomes in Sharia hospitality. Practically, the findings are expected
to inform managerial efforts to connect Islamic organizational values and leadership practices
with employees’ commitment and service-related performance.
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2. Literature Review
2.1. Theoretical Foundation of Islamic Human Resource Management in Sharia Hotels

The hospitality industry is fundamentally a people-centred service industry in which
organizational performance depends substantially on employees’ ability to transform
organizational values and service standards into meaningful guest experiences. Hospitality
Service Theory provides the overarching theoretical foundation for understanding this process.
The theory conceptualizes hospitality as the creation of guest experiences through an integration
of service products, service settings, and service delivery systems (Kandampully et al., 2024b;
Lashley, 2018; Tsou et al., 2025). Among these components, the service delivery system is
particularly relevant to human resource management because employees constitute the primary
interface between organizational standards and guests’ actual service experiences. Consequently,
service quality is not produced solely by facilities or standardized procedures but also through
employees’ behaviours during critical service encounters or moments of truth. This employee-
centred logic is reinforced by the Service Profit Chain, which proposes that internal service
quality influences employee satisfaction and loyalty, subsequently enhancing external service
value, customer satisfaction, and organizational performance (Heskett et al., 1994; Bakir et al.,
2025; Chang et al., 2025).

In Sharia hotels, however, internal service quality involves an additional normative
requirement: employees must provide professional hospitality while ensuring that their conduct
remains consistent with Islamic principles. Thus, the employee is not merely a service provider
but also an organizational actor through whom Sharia values are translated into observable
service behaviour. Maqgasid al-Shari‘ah extends this hospitality perspective by providing the
ethical foundation for understanding why Islamic values should guide organizational practices.
Magasid al-Shari‘ah emphasizes the realization of human welfare (maslahah) and the prevention
of harm (mafsadah) through the protection of five essential dimensions: religion (hifz al-din), life
(hifz al-nafs), intellect (hifz al-‘aql), progeny (hifz al-nasl), and wealth (hifz al-mal) (Ahsanul
Amal et al., 2024; Fuad et al., 2024; Zailani et al., 2022).

Contemporary applications further position Magasid al-Shari‘ah as a comprehensive ethical
framework for organizational governance, business practices, human resource management, and
sustainable development, integrating organizational objectives with justice, employee welfare,
ethical accountability, and long-term organizational value (Samidi et al., 2023; Sri Sutrismi et al.,
2025; Sulaeman et al., 2025). From this perspective, effective Sharia hotel management should
simultaneously pursue organizational performance, employee well-being, ethical conduct,
fairness, and responsibility. At the employee level, Islamic Work Ethic (IWE) provides a
behavioural mechanism connecting these normative principles with workplace conduct. IWE
views work as a form of worship and emphasizes amanah (trustworthiness), sidq (honesty), adl
(justice), ijtihad (effort), responsibility, and ihsan (excellence) (A. Ali, 1988b; Chaudhary et al.,
2023a; Girlek, 2022). Accordingly, employee performance in Sharia hotels cannot be understood
exclusively through productivity. Employees are expected to achieve professional service
outcomes through processes that are ethically and spiritually consistent with Islamic principles.

The perspectives adopted in this study serve distinct but complementary purposes. The
hospitality service perspective establishes the service context: employees translate organizational
standards into task execution, adaptive responses, and contextual contributions during service
delivery. The Service Profit Chain reinforces the relevance of internal organizational conditions
to employees and service outcomes, although the present study does not test the entire chain.
Magasid al-Shari‘ah provides the normative foundation by identifying justice, welfare, and
ethical responsibility as criteria for evaluating Islamic organizational culture and leadership
practices. Islamic Work Ethic provides a behavioural rationale for expecting trustworthiness,
diligence, cooperation, and excellence to inform employees’ work conduct. Organizational
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commitment then supplies the attitudinal mechanism linking these organizational conditions to
employee performance. These perspectives guide the proposed relationships; Maqasid al-Shari‘ah
and Islamic Work Ethic are not specified as separately measured variables or additional
mediators.

2.2. Islamic Organizational Culture, Islamic Leadership, and Employee Performance

Islamic Organizational Culture (IOC) represents an organizational system in which Islamic
values are embedded in shared beliefs, norms, practices, and employee behaviour. (Hoque,
Aktaruzzaman Khan, et al., 2013) conceptualize IOC as the transmission of organizational
philosophy, vision, values, norms, knowledge, and practices grounded in the Qur’an and Sunnah
to achieve organizational objectives while seeking the pleasure of Allah. IOC can be understood
through three relational dimensions: relationship with Allah, relationship with the organization,
and relationship with the environment (Hoque, Aktaruzzaman Khan, et al., 2013). These
dimensions translate Islamic principles such as trustworthiness, honesty, justice, accountability,
cooperation, and mutual respect into workplace behaviour.

This construct is particularly important in Sharia hotels because Sharia compliance should
extend beyond halal food, prayer facilities, dress codes, and other visible attributes. It should also
shape how employees perform their duties and interact with guests and colleagues. Recent
hospitality research indicates that organizational culture contributes to employee engagement, job
satisfaction, motivation, and performance (Chaudhary et al., 2023b; Marwaha et al., 2024).
Studies in Sharia-based hospitality similarly suggest that the integration of Sharia principles and
organizational culture contributes to employee motivation and performance (Yahya & Ratna
Pury, 2024a). Therefore, a stronger IOC is expected to create an ethical and meaningful working
environment that facilitates higher employee performance.

Islamic Leadership (IL) provides a complementary organizational mechanism. Islamic
leadership conceptualizes leadership as an amanah in which leaders are responsible not only for
organizational outcomes but also for ethical conduct, justice, and employee welfare (Beekun,
2012). (Zaim et al., 2024b) identify four dimensions of Islamic leadership: religiosity, wisdom,
justice, and kindness. These characteristics position leaders as ethical role models who translate
Islamic organizational values into managerial practices.

Within Sharia hotels, leadership is particularly consequential because employees frequently
encounter dynamic service situations requiring discretion, adaptation, and interpersonal
judgement. Leaders who demonstrate justice, wisdom, religiosity, and kindness may foster trust
and psychological attachment, thereby encouraging employees to internalize organizational
values rather than merely comply with formal procedures. Recent studies similarly associate
Islamic leadership with stronger employee commitment, positive work behaviour, and
performance (Alam et al., 2023a, 2023b; Amaliasita, 2023; Udin, 2024; Zaim et al., 2024c).
Nevertheless, although spiritual values and practices have been positively associated with
leadership effectiveness, the spiritual leadership literature remains theoretically fragmented,
suggesting a continuing need to clarify the mechanisms and contextual conditions through which
spirituality translates into effective leadership and organizational outcomes (Karim et al., 2025b,
2025c; Reave, 2005b; Vedula & Agrawal, 2024b). This debate justifies examining Islamic
leadership in Sharia hotels, where spirituality constitutes an explicit organizational identity.

2.3. Organizational Commitment as a Mediating Mechanism

The influence of IOC and Islamic leadership on performance may not be exclusively direct.
Organizational commitment provides a psychological mechanism explaining how organizational
values and leadership practices become sustained employee behaviour. (Meyer, 2016)
conceptualize commitment through affective, continuance, and normative dimensions, reflecting
employees’ desire, need, and perceived obligation to remain within an organization.
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Following Meyer, (2016a), organizational commitment encompasses affective attachment,
the perceived costs of leaving, and a perceived obligation to remain. These dimensions describe
distinct reasons for maintaining an organizational relationship and should not be treated as
interchangeable. Their inclusion within an overarching commitment construct is intended to
capture the breadth of the employee—organization bond rather than to imply identical antecedents
or behavioural consequences. Nevertheless, this conceptual breadth alone does not establish that
a single aggregate construct is appropriate. Meyer, (2016b) demonstrated differences in the
dimensions’ relationships with work outcomes; consequently, an aggregate interpretation requires
explicit measurement justification and empirical support.

This mechanism is particularly important in hospitality because service consistency depends
on employees’ willingness to maintain organizational relationships and invest effort beyond
minimum job requirements. Recent hotel studies demonstrate that organizational commitment
contributes to employee retention and positive work outcomes Cavus et al., 2025; Chaichi et al.,
2024). Garcia-Cruz and Valle-Cabrera, (2025) however, indicate that commitment does not
automatically translate into positive extra-role behaviour; its effects depend partly on
organizational practices and perceived organizational support. This suggests that commitment
should be considered an explanatory mechanism rather than an isolated outcome.

In Sharia hotels, IOC may strengthen commitment by creating value congruence, meaningful
work, trust, and a sense of belonging, whereas Islamic leadership may reinforce commitment
through justice, moral role modelling, and employee support. Stronger commitment can
subsequently encourage employees to perform their tasks consistently, adapt to changing guest
requirements, and contribute to the social environment of the organization. Employee
performance is therefore conceptualized as multidimensional, comprising task, adaptive, and
contextual performance (Pradhan & Jena, 2017b; Shah et al., 2025b).

The theoretical synthesis consequently proposes a sequential mechanism: Islamic
organizational values and leadership establish the internal work environment; organizational
commitment captures employees’ psychological internalization of that environment; and
employee performance represents its behavioural manifestation in service delivery. The study
therefore examines the direct effects of IOC and Islamic leadership on organizational
commitment and employee performance, the effect of organizational commitment on employee
performance, and the mediating role of organizational commitment in the IOC performance and
Islamic leadership performance relationships.

This framework extends Sharia hospitality research beyond a predominantly facility-based
understanding of Islamic compliance towards a people-based Islamic hospitality management
perspective. Its theoretical contribution lies in integrating Hospitality Service Theory, Magasid al-
Shari‘ah, and Islamic Work Ethic to explain how organizational Islamic values are translated
from normative principles into employee commitment and ultimately into task, adaptive, and
contextual performance. This employee-centred mechanism provides the basis for testing whether
the Islamic identity of a Sharia hotel operates merely as an organizational attribute or functions
as an internal human resource system capable of generating superior employee performance.

Drawing on these theoretical perspectives, this study integrates Hospitality Service Theory,
Magasid al-Shari‘ah, and Islamic Work Ethic (IWE) into a unified framework for explaining
employee performance in Sharia hotels. Hospitality Service Theory establishes the overarching
premise that employees are central to service delivery and the creation of guest experiences
(Kandampully et al., 2024a; Lashley, 2018; Brotherton & Shaw, 1996), while Magasid al-
Shari‘ah provides the normative foundation for embedding Islamic values, human welfare,
justice, and responsibility within organizational practices. At the behavioural level, IWE explains
how these values are internalized into employees’ attitudes and work conduct through principles
such as amanah, honesty, justice, hard work, and ihsan (Ali & Al-Owaihan, 2008; Mohammad et
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al., 2018). Building on this theoretical integration, Islamic Organizational Culture (IOC) and
Islamic Leadership (IL) are conceptualized as organizational mechanisms that shape employees’
psychological attachment to the organization and their subsequent performance. Organizational
Commitment (OC) is therefore positioned as a mediating mechanism that explains how Islamic
organizational values and leadership practices are translated into task, adaptive, and contextual
performance. The integrated theoretical and conceptual framework is presented in Figure 1.

Figure 1. Theoretical and Conceptual Framework of the Study

s \
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H3:10C - EP

H6 : I0OC — OC — EP (Mediation)
H7: IL - OC — EP (Mediation)

Source: Authors’ own elaboration based on the literature, 2026

As illustrated in Figure 1, the proposed framework translates the theoretical foundations into
seven empirical relationships. IOC and IL are expected to influence Employee Performance (EP)
both directly and indirectly through Organizational Commitment (OC), while OC is proposed to
have a direct effect on EP. Accordingly, the framework examines IOC — OC (H1), IL — OC
(H2), IOC — EP (H3), IL — EP (H4), and OC — EP (H)), together with the mediating effects of
OC on the IOC-EP relationship (H6) and the IL-EP relationship (H7). This configuration
positions organizational commitment as the psychological mechanism through which Islamic
organizational values and leadership are transformed into employee-level behavioural outcomes.
More importantly, the framework shifts the analysis of Sharia hospitality from a predominantly
facility- and compliance-oriented perspective toward a people-based Islamic hospitality
management perspective, in which the effectiveness of Sharia principles is reflected in how
organizational values and leadership shape employees’ commitment and ultimately their
performance in delivering Sharia-compliant hospitality services.

2.4. Hypothesis Development

Islamic organizational culture (IOC) and Islamic leadership (IL) are expected to strengthen
organizational commitment through complementary mechanisms. Shared values of
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trustworthiness, justice, and responsibility may encourage employees’ identification with the
organization, while leaders’ wisdom, fairness, and kindness make these values credible in
everyday managerial practices. These conditions may strengthen employees’ attachment and
perceived obligation to the organization. Zaim et al. (2024) provide supporting evidence for the
commitment-mediated relationship between Islamic leadership and job performance.
Accordingly:

H1: Islamic organizational culture positively influences organizational commitment.
H2: Islamic leadership positively influences organizational commitment.

IOC and IL may also contribute directly to employee performance. Consistent with Islamic
Work Ethic, shared norms of accountability, cooperation, and excellence guide task execution
and service behaviour. Leadership complements these norms through clear guidance, fair
decisions, and support when employees encounter changing guest requirements. Related
empirical support is provided by Yahya and Ratna Pury, (2024b) for organizational culture and
employee performance, and by Zaim et al., (2024a) for Islamic leadership and job performance.
Therefore:

H3: Islamic organizational culture positively influences employee performance.
H4: Tslamic leadership positively influences employee performance.

Organizational commitment may encourage sustained effort, reliable service delivery, and
contributions beyond formal duties. However, this expectation is more strongly grounded in
affective and normative commitment than in continuance commitment, whose performance
implications may differ (Jaros, 2007) The proposed relationship therefore concerns the
organizational commitment construct as operationalized in this study, rather than assuming
identical effects across its dimensions. Thus:

H5: Organizational commitment positively influences employee performance.

Organizational commitment may also explain how organizational values and leadership
practices translate into employee performance. IOC may strengthen identification and belonging,
while IL may reinforce trust and perceived obligation; these attitudes may subsequently
encourage sustained task, adaptive, and contextual contributions. Zaim et al., (2024a) provide
empirical precedent for the leadership—commitment performance pathway. Extending this
reasoning, the present study proposes commitment as a mediator for both antecedents while
retaining their direct relationships with performance:

H6: Organizational commitment mediates the relationship between Islamic organizational
culture and employee performance.

H7: Organizational commitment mediates the relationship between Islamic leadership and
employee performance.

3. Method
3.1. Research Design and Participants

This study employed a quantitative explanatory design to examine the direct and indirect
relationships among Islamic Organizational Culture (IOC), Islamic Leadership (IL),
Organizational Commitment (OC), and Employee Performance (EP). A cross-sectional
questionnaire survey was conducted from July to December 2025 in ten Sharia-oriented hotels in
Padang, West Sumatra, Indonesia. Individual employees constituted the unit of analysis. The
design enabled examination of hypothesized relationships but did not establish temporal
precedence or causality.

The Visit Beautiful West Sumatra directory was used to identify Sharia-oriented
accommodation establishments. The researchers subsequently visited the participating hotels and
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met directly with human resource personnel and supervisors to verify employee numbers.
Accordingly, the directory provided the initial establishment list, whereas direct verification
established the employee sampling frame. Directory inclusion was not treated as evidence of
formal Sharia certification.

The verified population comprised 152 employees across ten hotels. An attempted census was
undertaken by inviting all 152 employees to participate. The final analytical sample comprised
150 valid responses, representing a usable response rate of 98.68%. The distribution of employees
invited to participate is presented in Table 1. These figures describe the sampling frame rather
than the distribution of valid responses.

Table 1. Distribution of Employees Invited to Participate

No. Establishment Employees invited
1 Hotel Rangkayo Basa 34
2 Guesthouse Rangkayo Basa 7
3 Hotel Bunda Padang 20
4 Hotel Nabawy 10
5 Hotel Prima 15
6 Hotel Sriwijaya 19
7 Hotel Alifa Syariah 12
8 Hotel Putra Mahkota Syariah 12
9 Hotel Garuda 13
10 Hotel Al-Ghani 10
Total 152

Source: Employee numbers verified through direct visits and consultation with hotel human resource personnel and
Supervisors.

3.2. Questionnaire and Measurement

Primary data were collected using a self-administered structured questionnaire distributed directly
to employees. Direct distribution facilitated clarification of questionnaire instructions when
required. The questionnaire comprised five sections covering demographic characteristics, IL,
IOC, EP, and OC. It contained 84 substantive items, all measured using a seven-point Likert
scale ranging from 1 to 7. Table 2 summarizes the measures and their cited foundations.

Table 2. Summary of Questionnaire Measures

Construct Items Dimensions Cited foundations

Islamic Leadership 19 Religiosity, wisdom, justice, and kindness Zaim et al. (2024)

Islamic Organizational 21 Relationships with Allah, the organization, Hoque et al. (2013); Ekawati et

Culture and the environment al. (2019)

Employee Performance 37 Task, adaptive, and contextual performance = Pradhan and Jena (2017); Shah
et al. (2025)

Organizational 7 Affective, continuance, and normative Three-component commitment

Commitment commitment framework discussed by Meyer

etal. (2002)

Total 84 Seven-point Likert response format

All four constructs were specified reflectively. Under this specification, the indicators were
treated as manifestations of their respective underlying constructs. The dimensions identified in
Table 2 describe the conceptual coverage of the measures. Their inclusion does not, by itself,
establish a higher-order measurement structure.

Organizational commitment was examined as an overarching employee—organization bond
encompassing emotional attachment, perceived costs of leaving, and perceived obligation to
remain. This treatment preserved the conceptual breadth of commitment without assuming that
its dimensions were interchangeable or had identical relationships with performance. Structural
relationships involving OC were consequently interpreted at the aggregate construct level.

Before the main survey, experts representing hospitality, Sharia hotel management,
academia, and language reviewed the questionnaire. A pilot study involving 30 Muslim
respondents from diverse occupational backgrounds assessed item clarity and preliminary
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measurement quality. Indicators with weak preliminary loadings were identified for refinement
before the main survey. Because the pilot participants were not exclusively hotel employees, the
pilot primarily informed comprehensibility and preliminary refinement, while the main study
data provided the basis for measurement-model evaluation.

3.3. Analytical Sample and Potential Response Bias

The final dataset contained 150 valid responses from the 152 employees invited to participate.
The high usable response rate provided extensive coverage of the identified population, although
it did not eliminate the possibility of nonresponse bias. Employees without valid responses could
hold perceptions that differed from those included in the analysis.

The use of self-reported measures also introduced potential socially desirable responding,
particularly because respondents evaluated Islamic values, leadership, commitment, and their
own performance. Collecting the predictor, mediator, and outcome variables through the same
questionnaire created potential common method bias. These risks were considered when
interpreting the findings; satisfactory reliability and construct validity were not regarded as
evidence that response bias was absent.

3.4. Data Analysis

Data was analysed using partial least squares structural equation modelling in SmartPLS 4. The
analysis distinguished assessment of the reflective measurement model from assessment of the
structural model. The measurement model was evaluated using indicator loadings, Cronbach’s
alpha, composite reliability, and average variance extracted. Discriminant validity was examined
using the heterotrait—-monotrait ratio, supplemented by the Fornell-Larcker criterion and cross-
loadings. Indicator evaluation considered both statistical performance and the substantive
coverage of each construct.

The structural model was assessed using variance inflation factors, path coefficients,
explained variance through R?, and effect sizes through f2. Bootstrapping was applied to evaluate
direct relationships and specific indirect relationships through organizational commitment.
Mediation was assessed using the bootstrap confidence interval for each specific indirect effect.
An interval excluding zero indicated statistical evidence for the corresponding indirect
relationship.

Employees were nested within ten hotels and could share exposure to leadership,
organizational culture, and working conditions. The number of participating hotels and the
employee distribution are explicitly reported to make this structure transparent. However,
reporting hotel counts does not account for within-hotel dependence. Conventional individual-
level bootstrapping does not automatically correct for correlated responses within hotels.
Unlessingly, unless a cluster-adjusted analysis is undertaken, potential within-hotel dependence
remains a limitation when interpreting standard errors and statistical significance.

4. Results
4.1. Respondent Characteristics

Data were collected from employees of ten Sharia hotels in Padang, Indonesia. Of the 152
questionnaires distributed, 150 usable responses were returned, representing a response rate of
98.68%. The sample was relatively balanced by gender, comprising 52.0% male and 48.0%
female employees. Most respondents were between 20 and 35 years old and were predominantly
permanent employees (61.3%). Operational employees constituted the largest proportion of the
sample, particularly housekeeping (34.7%) and front-office personnel (27.3%), indicating that the
respondents were predominantly employees directly involved in service delivery.

The respondents were largely vocationally oriented, with 70.0% holding senior high school or
vocational high school qualifications. Although 77.3% reported a sufficient or very good
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understanding of Sharia work principles, 35.3% had never attended specific Sharia hotel training.
Moreover, none of the respondents reported that their hotel had obtained formal Sharia hotel
certification from DSN-MUI. Nevertheless, 82.0% perceived the workplace as supportive or
highly supportive of Islamic behaviour, while 68.7% indicated that their supervisors frequently or
consistently demonstrated exemplary Islamic behaviour. These characteristics provide an
important organizational context for examining whether Islamic values embedded in
organizational culture and leadership are translated into employee commitment and
performance.

4.2. Measurement Model

The reflective measurement model was evaluated through indicator reliability, internal
consistency reliability, convergent validity, and discriminant validity, following the PLS-SEM
reporting recommendations of Hair et al. (2019). The assessment covered Islamic Organizational
Culture (IOC), Islamic Leadership (IL), Organizational Commitment (OC), and Employee
Performance (EP). Standardized outer loadings were examined to assess indicator reliability,
while Cronbach’s alpha and composite reliability were used to evaluate internal consistency.
Convergent validity was assessed using average variance extracted (AVE), and discriminant
validity was examined using the heterotrait monotrait ratio of correlations (HTMT).

Table 3. Measurement Model Assessment

Construct Cronbach’s Alpha Composite Reliability AVE Assessment

Islamic Organizational Culture 0.958 0.960 0.778 Reliable and convergently valid
Islamic Leadership 0.945 0.950 0.756 Reliable and convergently valid
Organizational Commitment 0.877 0.881 0.804 Reliable and convergently valid
Employee Performance 0.903 0.907 0.675 Reliable and convergently valid

Source: Processed by the researcher (2026)

Discriminant validity was evaluated primarily using the heterotrait monotrait ratio (HTMT).
The HTMT values ranged from 0.821 to 0.875 and remained below the adopted threshold of
0.90, supporting discriminant validity under this criterion (Russo & Stol, 2021). The complete
matrix is presented in Table 4.

Table 4. Heterotrait Monotrait Ratio (HTMT)

Construct 10C 1L 0oC EP
10C —

1L 0.847 —

oC 0.821 0.875 —

EP 0.839 0.861 0.831 —

Source: Processed by the researcher (2026)
4.3. Structural Model and Hypothesis Testing

The structural model demonstrated substantial explanatory and predictive power. The R? value
for employee performance was 0.984, indicating that IOC, Islamic leadership, and organizational
commitment jointly explained 98.4% of the variance in employee performance. The R? for
organizational commitment was 0.883, indicating that IOC and Islamic leadership explained
88.3% of its variance. Predictive relevance was also strong, with Q? values of 0.659 for employee
performance and 0.702 for organizational commitment. All five direct relationships were positive
and statistically significant.

Islamic leadership produced the strongest direct effect on employee performance (f§ = 0.815),
whereas IOC exerted the strongest effect on organizational commitment ( = 0.846). The effect-
size analysis supported this pattern. Islamic leadership had a large effect on employee
performance (f* = 0.35), while IOC had a large effect on organizational commitment (f* = 0.42).
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IOC had a moderate effect on employee performance (f2 = 0.28), and organizational commitment
had a moderate effect on performance (f2 = 0.15).

Table 5. Structural Model and Hypothesis Testing

Hypothesis  Structural Relationship {] t-value p-value Decision

H1 I0C — Organizational Commitment 0.846 4.168 <0.001 Supported
H2 Islamic Leadership — Organizational Commitment 0.113  2.018 0.044 Supported
H3 I0C — Employee Performance 0.395 2.438 0.015 Supported
H4 Islamic Leadership — Employee Performance 0.815 4.312 <0.001 Supported
H5 Organizational Commitment — Employee Performance 0.195 2.349  0.019 Supported

Source: Processed by the researcher (2026)
4.4. Mediation Analysis

The indirect-effect analysis demonstrated that organizational commitment significantly
mediated both relationships examined.

Table 5. Mediation Effects

Indirect Relationship B t-value p-value Mediation

H6. IOC — Organizational Commitment — Employee Performance 0.165  6.422 <0.001 Partial

H7. Islamic Leadership — Organizational Commitment — Employee

0.022 2.176 0.030 Partial
Performance

Source: Processed by the researcher (2026)

Because both direct effects remained significant after organizational commitment was
introduced, the mediation was classified as partial. However, the two mechanisms
differed substantially. IOC generated a considerably stronger indirect effect through
organizational commitment (§ = 0.165) than Islamic leadership (f = 0.022), suggesting
that organizational culture operates strongly through employee attachment, whereas
leadership influences performance predominantly through a direct behavioural
mechanism.

Figure 1. Structural Model of Islamic Organizational Culture, Islamic Leadership, Organizational Commitment, and
Employee Performance

Item X1.3
(tom x15 J«+{ 0916 ] Organizational
S A Culture
[ *{0:63 (0.916)
([Remx1.7 }«{ 0525
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Source: Primary data processed using SmartPLS 4 (2026)
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5. Discussion

The findings demonstrate that Islamic organizational culture and Islamic leadership represent
two distinct but complementary mechanisms for improving employee performance in Sharia
hotels. More importantly, the results suggest that the effectiveness of Sharia hospitality should
not be understood merely through visible halal facilities or formal organizational identity.
Employee performance appears to depend on the extent to which Islamic values are internalized
through organizational systems, leadership behaviour, and employees’ psychological attachment
to the organization.

The strongest relationship in the commitment model was the effect of IOC on organizational
commitment (§ = 0.846). This finding indicates that a workplace grounded in Islamic values such
as amanah, honesty, sincerity, responsibility, and consciousness of accountability to Allah creates
a powerful basis for employees’ attachment to Sharia hotels. This result is consistent with,
(Faliza, 2023a; Ifada et al., 2019; salam et al., 2023), who emphasize the role of Islamic or value-
oriented organizational cultures in strengthening emotional and moral attachment to
organizations. It is also conceptually consistent with Hoque et al., who conceptualize Islamic
organizational culture through relationships with Allah, the organization, and the environment.

This result is particularly meaningful in the present empirical context. Most respondents
reported sufficient or high understanding of Sharia work principles, 73.4% performed obligatory
prayers either fairly routinely or on time during working hours, and 82.0% perceived their work
environment as supportive or highly supportive of Islamic behaviour. Thus, Islamic culture in
these hotels appears to function not simply as a formal statement but through daily practices,
religious routines, cleanliness, ethical interaction, responsibility, and service conduct. Such value
congruence can strengthen employees’ emotional and moral identification with their
organization.

Islamic leadership also positively influenced organizational commitment, although its
coefficient was substantially smaller (§ = 0.113). The findings are consistent with (Faliza, 2023a;
Ifada et al., 2019; Mukhlisin et al., 2022; salam et al., 2023; Zaim et al., 2024d), who argue that
leadership grounded in religiosity, morality, wisdom, justice, and care can strengthen employees’
psychological attachment. Nevertheless, the relatively small coefficient and effect size (f2 = 0.04)
provide a more nuanced insight: commitment in Sharia hotels appears to be embedded more
strongly in the collective organizational value system than in the influence of an individual
leader. Leadership matters, but employees’ willingness to remain psychologically attached to the
hotel is more strongly associated with a stable Islamic organizational environment.

A contrasting pattern emerges for employee performance. Islamic leadership was the
strongest direct predictor of performance (§ = 0.815; 2 = 0.35). This finding suggests that leaders
play a particularly decisive role in translating Islamic principles into observable work behaviour.
The result supports (Saban et al., 2020; Sodiq et al., 2024; Zaim et al., 2024e). which associate
Islamic leadership with stronger employee behaviour and performance. In Sharia hospitality,
supervisors are not merely administrative decisionmakers; their behaviour provides an immediate
reference for how religious values should be enacted in service situations.

The descriptive findings reinforce this interpretation. Approximately 68.7% of employees
perceived their supervisors as frequently or consistently demonstrating Islamic exemplary
behaviour, while 90.7% considered such exemplary conduct important or very important.
Leadership based on amanah, wisdom, justice, respect, and moral example therefore provides
employees with behavioural cues that can directly influence task, adaptive, and contextual
performance.

IOC also had a significant direct effect on employee performance (f = 0.395). This supports
(Mariyanti, Azilah Husin, et al., 2020; Mariyanti, Putri, et al., 2020; Mariyanti & Azilah Husin,
2020; Ratnaningrum et al., 2024; Yahya & Ratna Pury, 2024b; Zaim et al., 2024e; Zulkifli et al.,
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2023b), who associate Islamic work culture with discipline, integrity, teamwork, and service
quality. The finding indicates that values become performance resources when they shape
employees’ daily work routines. For housekeeping employees, for example, cleanliness can
simultaneously represent an operational standard and the Islamic principle of thaharah. For
front-office personnel, honesty, hospitality, respect, and responsibility become both professional
service requirements and manifestations of Islamic ethics. Islamic culture therefore connects
spiritual meaning with operational performance.

Organizational commitment further exerted a positive effect on employee performance (f§ =
0.195), supporting (M. 1. Abdullah et al., 2021; Islam et al., 2012; Patiar & Wang, 2016).
Employees who experience stronger emotional attachment, perceived continuity, and moral
obligation toward their organizations are more likely to maintain consistent service behaviour
and contribute beyond minimum job requirements. This mechanism is particularly relevant to
hospitality because service performance is inseparable from employee guest interaction.

The mediation results provide the study’s most important theoretical insight. Organizational
commitment partially mediated the relationship between IOC and performance (f = 0.165) and
between Islamic leadership and performance ( = 0.022). The considerably larger IOC-mediated
effect indicates that organizational culture enhances performance partly because employees
internalize organizational values and subsequently develop stronger attachment to the
organization. This finding is consistent with (AZMY & Wiadi, 2023; Faliza, 2023b; Nila Sari et
al., 2023). who demonstrate that organizational commitment represents an important mechanism
through which organizational culture contributes to performance.

In contrast, the indirect effect of Islamic leadership through commitment was statistically
significant but small. Combined with the very strong direct leadership—performance coefficient,
this indicates that Islamic leadership predominantly improves employee performance directly,
rather than primarily by first creating organizational commitment. Leaders may immediately
influence employees through role modelling, decision-making, guidance, fairness, and day-to-day
interaction. This distinction advances understanding of how Islamic management mechanisms
operate: culture primarily institutionalizes values and builds commitment, whereas leadership
activates those values into employee behaviour and performance.

These findings are especially relevant because none of the sample hotels had obtained formal
DSN MUI Sharia hotel certification. The results therefore reveal an important distinction
between formal Sharia status and substantive Sharia human-resource practices. Even where
formal certification is absent, Islamic organizational values, leadership behaviour, religious
routines, and supportive workplace norms can shape employee attitudes and performance. This
does not diminish the importance of certification; rather, it demonstrates that certification and
physical halal attributes alone cannot substitute for internal value implementation.

Accordingly, the study extends Sharia hospitality research from a predominantly facility-
based perspective toward people-based Islamic hospitality management. For Sharia hotels,
competitive service performance requires more than prayer facilities, halal products, Islamic
symbols, or administrative claims. It requires employees who understand Islamic work principles,
leaders who demonstrate them consistently, and organizational systems that transform those
principles into commitment and performance. The practical implication is therefore clear: Sharia
hotel management should simultaneously institutionalize Islamic culture through HR practices
and strengthen leaders’ capacity for ethical and value-based role modelling.

6. Conclusions

This study found positive associations among Islamic Organizational Culture, Islamic
Leadership, Organizational Commitment, and Employee Performance in the participating self-
claimed Sharia hotels in Padang. Islamic Organizational Culture had the largest reported path
coefficient for Organizational Commitment, whereas Islamic Leadership had the largest reported
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direct coefficient for Employee Performance. These comparisons describe the estimated
coefficients and do not establish statistically significant differences between them. Organizational
Commitment was also positively associated with Employee Performance, and the significant
indirect associations through commitment, alongside significant direct associations, were
consistent with partial mediation. However, the cross-sectional design does not establish causal
relationships or the temporal sequence implied by mediation.

Theoretically, this study extends commitment-based explanations of employee performance
by examining Islamic Organizational Culture and Islamic Leadership together within an
employee-level framework of Sharia hospitality management. The mediation findings are
consistent with Organizational Commitment as a potential explanatory link between these
organizational antecedents and performance, alongside their direct associations. By focusing on
employees’ task, adaptive, and contextual performance, the study distinguishes individual
contributions from hotel-level outcomes and connects Islamic management principles with
specific dimensions of workplace behaviour. Shared values may support organizational
attachment, while leadership may provide behavioural guidance; these remain possible
explanations rather than mechanisms established by the cross-sectional evidence. The findings
concern the participating self-claimed Sharia hotels and do not establish the effectiveness of
Sharia certification.

Practically, the study identifies leadership practices, organizational values, and employee
commitment as relevant areas for managerial attention. Hotels can translate justice,
trustworthiness, and responsibility into observable expectations through supervisor training,
employee orientation, service procedures, and performance feedback. Performance evaluation
can address task accuracy, responses to changing guest needs, and cooperation with colleagues,
while employee feedback can help managers understand organizational attachment. These
applications are informed by the observed associations, but their effectiveness requires evaluation.
Future research should use longitudinal and multisource designs, account for employees being
nested within hotels, and examine the framework across destinations and hotel categories.
Studies could also compare verified certification groups and investigate Adat Basandi Syarak,
Syarak Basandi Kitabullah as a potential contextual influence.
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