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Abstract
Purpose – The purpose of this paper is to determine the effect of identity strength and organizational
citizenship behavior (OCB) on good university governance and its impact on performance of religious
ideology-based universities.
Design/methodology/approach – The design of this study was an explanatory design. This study had a
deductive theoretical direction; therefore, the core method was quantitative. The “import” strategy served as a
complement to the main method.With the time horizon, the selection of research objects in religious ideology-based
universities managed by foundations, where the funds management of universities are sourced from the people,
is based on the consideration that at present, the identity strength that is inherent in a higher education is funded
by the people, as well as OCB is reflected in the behavior of people in the organization so that it has an impact on
good university governance and performance, as described in the background at the beginning of this paper.
Findings – The successful the OCB is, the successful the good university governance and performance will
be. The successful the good university governance is, the successful the university performance will be. In the
mediation effect testing, it was found that good university governance had a significant mediation effect on
relationship between OCB and university performance. It shows that good university governance strengthens
the relationship between OCB and university performance.
Originality/value – Originality in this study is testing the mediating effect of good university governance
that collaborates with OCB and performance variables, which are carried out at religious ideology-based
universities in Indonesia that have different characteristics from universities in other regions. Originality in
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this study is as follows: good university governance and performance have been studied in a lot of previous
research, but in this study, the focus of research is on religious ideology-based higher educations, where it is
known that religious ideology-based universities are full with ideological values that become brands, if
ideological identity used as one of the formers of good university governance and performance, it is expected
that the accountability and performance of higher education will be better.
Keywords Performance, OCB, Good university governance, Identity strength
Paper type Research paper

1. Introduction
The history of human civilization proves that the academic world and educational institutions
play an important role in guarding and developing moral values for the development and
dynamics of people’s lives. In a broader context, Acton (1970) asserted that the obligation to
carry out and maintain moral values is not only related to results, but also far more important
in the process itself. Furthermore, Tilaar asserted that the academic world plays its true role
as a source of ideas for the improvement of life and the meaning of human life.

In line with the above ideas, in Indonesia, many educational institutions have emerged
and developed, including ideology-based private universities. This can be understood, in
addition, as an effort to participate in educating the nation; it also aims to present higher
education management that is in accordance with spirits and values that exist in society.
However, as an institution that is oriented toward the public interest and manages financial
resources sourced from the community, it becomes a necessity to encourage consistent
performance improvement and promote accountability.

Facing very fast economic, technological and social transformation, higher education is
required to better balance its role as an intellectual center while keeping it relevant to the
surrounding social conditions or the people who shelter it. Graduates from universities are
expected to be not only qualified and ready-to-work human resources, but, more than that,
also national agents who are able to manage and direct change in the nation. On the basis of
such objectives, the management of a higher education institution cannot be equated with
the management of a state or corporation. There are certain corridors related to noble
values, both in academic and social values that must be maintained. Meanwhile, other
matters in the implementation must be placed as means or tools to support the achievement
of these basic goals. This is the basis for the emergence of good university governance in the
implementation of a higher education institution.

In simple terms, good university governance can be seen as the application of basic
principles of the concept of “good governance” in the system and process of governance in
higher education institutions, through various adjustments made based on values that must
be upheld in the administration of higher education, in particular, and education, in general.

To achieve good good university governance, human resources play a very important role in
addition to other resources owned by the organization. Organizational behavior studies
suggested that there are three determinants of behavior in organizations, namely, individuals,
groups, and structures. These three things are studied under an organization’s influence with
the aim of improving organizational performance. Organizations must believe that in order to
achieve excellence, it is necessary to produce the highest possible individual performance.
Basically, individual performance affects team performance and ultimately affects overall
organizational performance. Behavior demanded in organization not only in-role behavior but
also extra-role behavior. Extra-role behavior is very important because it provides better
benefits to support the sustainability of the organization (Oguz, 2010). Extra-role behavior
within the organization is known as organizational citizenship behavior (OCB).

Based on the explanation above, each university must be adaptive to its environment
and accountability to stakeholders. According to Mardiasmo (2006), accountabilities must
be fulfilled by public sector organizations, one of which is accountability for honesty related
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to avoidance of abuse of power. The Finance and Development Supervisory Agency (BPKP)
stressed the importance of accountability that considers moral and ethical issues. This is
relevant and interesting to study, especially in relation to the existence of ideology-based
private universities.

Boyatzis and Ron (2001) showed that finding the right people in the organization is not easy
because what is needed is not only better educated people or talented people. However, there are
psychological factors underlying the relationship between a person and his/her organization.
These psychological factors influence the ability of a person in the organization, including the
ability to manage themselves, initiative, optimism, organizing emotions in themselves and doing
calm thinking without getting triggered by one’s emotion. If an organization has employees with
five dimensions of OCB behavior, then it can be predicted that its organizational productivity
will increase. This is evidenced by the results of a study conducted by Podsakoff et al. (1998),
which showed that OCB had a role to improve performance.

On the other hand, ideology-based universities have other potential in the form of identity
strength. If the value of identity strength is included andmanaged properly as an element in the
management of higher education, then it should be able to internalize values toward the people
involved in its management so that it has implications for behavior, actions, achievements and
performance. Wahyuningrum (2007) suggested that the perceptions and beliefs of members of
an organization are determined by identity values attached to the organization.

Through organizations, the public can get important images of certain dimensions of the
organization. Therefore, organizational identity strength meaning values need to be
constantly communicated in various forms of organizational activities. The identity
strength is closely related to the determination of improving organizational performance.

Religious ideology-based higher educations produce performance that is not only limited
to academics, but also to the quality of the ideology that it adheres to. The quality of
ideology must be maintained and carried out consistently because the mission of higher
educations is not limited to academic quality but must produce qualified graduates
ideologically, thereby contributing to the sustainability of the organization. Performance
measurement in an organization is not only based on the performance that has been
determined, but should also be based on spirituality. Organizations that apply spirituality in
the workplace will make their employees feel connected and meaningful in the workplace,
employees will perform better, appear more often and contribute more to a better
atmosphere in the workplace (Gull and Doh, 2004).

Several large universities in Indonesia are often reprimanded by policy makers because
they have been accused of having done “cardinal sin” to open off-campus programs and
instead focus more on seeking profit (Effendi, 2003; Suryarama, 2009). This certainly tickles
our scientific instincts to question the ideological identity that is carried, attached to and
being affixed to a number of private universities. Often, the ideological identity that is
carried out is contrary to the reality of the performance produced. The relationship between
ideological identity and personal mindset in an organization is also an interesting question.
Thus, it certainly becomes very relevant and interesting for academic people to study
scientifically the individual identity strength and behaviors that can be used as guidelines
for governance indicators and the performance of ideology-based private universities.

To achieve good university governance, human resources play a very important role in
addition to other resources owned by the organization. Organizational behavior studies
suggested that there are three determinants of behavior in organizations, namely,
individuals, groups and structures. These three things are studied under an organization’s
influence with the aim of improving organizational performance. Organizations must
believe that in order to achieve excellence, it is necessary to produce the highest possible
individual performance. Basically, individual performance affects team performance and
ultimately affects overall organizational performance. The behavior that demands the
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organization is not only in-role behavior but also extra-role behavior. Extra-role behavior is
very important because it provides better benefits to support the sustainability of the
organization (Oguz, 2010). Extra-role behavior within the organization is known as OCB.

OCB is an individual contribution that exceeds the demands of the role at work. This
OCB involves several behaviors including helping others, becoming volunteers for extra
tasks, obeying the rules and procedures in the workplace. These behaviors illustrate
“employee added value” which is a form of prosocial behavior, namely, positive,
constructive and meaningful social behavior (Aldag and Resckhe, 1997). OCB is a term used
to identify employee behavior outside of its main tasks; however, this behavior is desirable
and useful for the organization (Neami and Shokrkon, 2004). Therefore, it can be concluded
that OCB is an attitude that many organizations expect to be held by their employees. This
is because OCB is considered to benefit organizations that cannot be added with the basis of
the obligation of the formal role as well as with the form of contract or recompensation. If
seen further, OCB is a factor that contributes to the overall work of the organization.

Religious ideology-based higher educations produce performance that is not only limited
to academics, but also to the quality of the ideology that it adheres to. The quality of
ideology must be maintained and carried out consistently because the mission of higher
educations is not limited to academic quality, but must produce qualified graduates
ideologically, thereby contributing to the sustainability of the organization. Performance
measurement in an organization is not only based on the performance that has been
determined but should also be based on spirituality. Organizations that apply spirituality in
the workplace will make their employees feel connected and meaningful in the workplace,
employees will perform better, appear more often and contribute more to a better
atmosphere in the workplace (Gull and Doh, 2004).

Based on the background above, the purpose of this study is to determine the effect of
identity strength and OCB on good university governance and its impact on performance of
religious ideology-based universities. Some researchers who are the contributors to this
study are Oguz (2010): The behavior that demands the organization is not only in-role
behavior but also extra-role behavior (OCB); Scott and Lane (2000): Organizational identity
arises from complex and dynamic mutual interactions between managers, organizational
members and other stakeholders; Junaid (2015): Accountability: reflection on symbolic
meaning and organizational citizenship behavior based on ideology; and Prasetyo (2012):
Developing organizational identity as a business strategy. Originality in this study is testing
the mediating effect of good university governance that collaborates with OCB and
performance variables, which are carried out at religious ideology-based universities in
Indonesia that have different characteristics from universities in other regions.

Originality in this study is as follows: good university governance and performance have
been the subject of lot of previous research, but in this study, the focus is on religious
ideology-based higher educations, as it is known that religious ideology-based universities
are full with ideological values that become brands. If ideological identity is used as one of
the founders of good university governance and performance, it is expected that
accountability and education performance will be better.

There are two functions that can be given in this study, namely, first, theoretical
function. Theoretically, the results of this study can provide support to the stakeholder
theory, for research on performance and good university governance; legitimacy theory; and
social cognitive theory, in uncovering empirical facts of OCB and the identity strength to
good university governance and performance so as to provide indicator guidelines to
explain or strengthen the theory that already exists regarding the concept of governance
and performance in ideology-based private universities. Second is a practical function. The
findings of this study are expected to be used as a basis for indicator guidelines used to
improve good university governance practices and the existing performance of
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ideology-based private universities. For the government, it is hoped that it can serve as a
regulatory basis for good university governance and performance in ideology-based
private universities.

2. Literature review
2.1 Stakeholder theory, legitimacy theory, and social changes theory
The main topic in this study is the performance of religious ideology-based private higher
educations. This performance is strongly influenced by higher education governance. To create
good governance, an important ideology-based private university includes identity strength and
OCB in the management of universities. This study is a study in the realm of social
responsibility accounting that uses the stakeholder theory and the social legitimacy theory.

Donalson and Preston (1995) stated that the stakeholder theory was a standard element,
consisting of general assumptions and basic ideas to lead management to make a standard
and a defined statement. Furthermore, it was said that the stakeholder theory was the basis
of an organization model where all people or groups with legitimate interests participated in
an organization to obtain benefits and there was no top priority of one interest and benefit
over the other.

The realization of accountability in ideology-based universities is by creating good
university governance that covers academic quality that is based on the core values of
universities that will be given to stakeholders. And, finally, recognition from the public is
created, where Deegan (2002) stated that the legitimacy theory was a managerial perspective in
terms of how managers chose strategies to maintain their legitimacy. Legitimacy was the
recognition of stakeholders to the organization, which could be controlled by the organization
itself. This indicates that changes in social values and norms are motivations for organizational
strategy change, which are legitimacy goals. Organizational legitimacy can be seen as
something desired, sought by stakeholders from the organization. Thus, legitimacy is a
potential benefit or resource for a company to survive (going concern).

The essence of the stakeholder theory if associated with the legitimacy theory suggests
that the company should reduce the expectation gap with surrounding public in order to
increase the legitimacy (recognition) of the community. It turns out that there is a common
thread for that, universities should maintain their reputation by shifting the orientation
pattern (goal) that was originally solely measured by economic measurements that tend to
be shareholder orientation, toward calculating social factors as a form of concern and
alignment with the social problems of the community (stakeholders oriented). Universities
cannot break away from the surrounding social environment, as they need to maintain
stakeholder legitimacy and occupy it in the framework of policy and decision making so
that it can support the achievement of the university’s vision, mission and goals.

This study focuses on the performance and good university governance practices in
ideology-based universities by basing it on the stakeholder theory, legitimacy theory
(Freeman, 1994) and social changes theory (Blau, 1964) as supporting theories, which basically
stated that performance and governance could be contextual because the effectiveness of its
implementation would be influenced by other variables in the context of the organization’s
environment. In this study, the variables in question are the variables of identity strength and
OCB. This is based on one thought that OCB and the identity strength should have been
internalized by ideology-based universities that have different philosophies and values from
other universities so that it is seen in the performance of the organization.

2.2 Identity strength
Giddens (1991) stated that self-identity is formed by the ability to perpetuate narratives
about oneself, thus forming a constant feeling of biographical continuity. Therefore, identity
is something that we create and something that is always in the process, a movement of
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departure rather than arrival. Identity shapes what we think about ourselves today
from the perspective of our past and present situations, along with what we think, want our
future expectations.

Organizational identity arises to be understood from its members. Strong organizational
identities tend to give a clear meaning to members of the organization (who we are), which
allows them to decide whether the identity of the organization matches their needs and
desires. Thus, an organization with a strong identity will tend to attract and retain the
people in it (Gioia and Thomas, 1996). When organizations use identity as a guide to what
they are capable of doing, organizational identity can help members find solutions and
opportunities, find procedures and standard procedures, and set success criteria (Dutton
and Dukerich, 1991). Thus, it can be concluded that if an organization member has a strong
identity, then he/she will unite (with organization) eventually, and will perform according to
company goals.

Organizational identity can be defined as an inherent or attached characteristics or identity
of the organization. Organizational identity can be seen not only in terms of the logo or brand
or company name, but more broadly includes policies, work ethics and special characteristics
inherent in the organization. Scott and Lane (2000) argued that organizational identity arised
from complex and dynamic interactions between managers, organizational members and
other stakeholders. Organizational identity is seen from two aspects, namely, internal and
external with insider viewpoints (company insiders) and outsiders (people outside the
company). Therefore, the translation of organizational identity must be seen as integral
between what is seen from the organization and what is shown by the organization.

The research conducted by Prasetyo (2012) developed organizational identity as a
business strategy. The results of the study found the importance of the use and
development of organizational identity as a business strategy that kept the company
surviving and sustaining. Organizational identity as a differentiator with other
organizations plays an important role as a determinant of the success of a company,
which creates the motivation needed to arouse organizational behavior with a sense of
volunteerism, especially if the identity is in accordance with the values espoused by
individuals within the organization. Thus, it can be concluded that identity strength of an
organization plays an important role in the strategy carried out by the organization in
the future.

2.3 Organizational citizenship behavior (OCB)
Organ (1990) defined OCB as individual behavior that was free (discretionary) and did not
directly receive appreciation from the formal reward system and encourage the
effectiveness of organizational functions. OCB was free and voluntary because these
behaviors were not found in job descriptions that were based on contracts with
organizations, but as personal choices. Good employees (good citizenship) tended practice
this OCB behavior. Organizations would not succeed well without members who
implemented OCB behavior (Markoczy and Xin, 2002).

A good organizational citizen (OCB) is defined as an employee who contributes
effectively to the organization, which is not explicitly requested by the boss or written in his
job description (discretionary) and there is no formal reward (incentive). The continuity of
social exchange as a social process that relies on the principle of “mutual trust” and
reciprocity (repetition) by the actors, which means that in each individual involved, they
must trust each other and reduce the behavior they have implemented so far in order to
fulfill their needs they continue to get help from other individuals.

Podsakoff et al. (1998) defined OCB into five aspects that can help an organization to
improve employee performance, namely: conscientiousness, meaning that employees had
in-role behavior that met the level above the minimum required standards; altruism,
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meaning willingness to provide assistance to other parties; civic virtue, meaning that the
active participation of employees in thinking about the life of the organization, for example,
was always looking for the latest information that supported the progress of
the organization; sportmanship, meaning more emphasis on the positive aspects of the
organization rather than the negative aspects, indicating behavior of disliking protest,
complain and not raising small problems; and courtesy, meaning to do good and respect
others, including behavior such as helping someone to prevent the occurrence of a problem
or making steps to overcome the development of a problem.

2.4 Good university governance
The implementation of a higher education institution needs to be explored in depth. This
becomes urgent because many new challenges arise in the administration of a higher
education. These new challenges are aspects that were not previously taken into account by
ideology-based private universities, including how to grow new sources of productive
funding, financial management, greater freedom in formulating curriculum and other
matters related to academics, public accountability and so on.

As for one of the concepts that are currently being mainstream in the administration of
higher education is the concept of good university governance. This concept is actually a
derivative of a more general governance concept, namely, good governance. Good
governance requires eight general/basic characteristics, namely, participation, consensus
orientation, accountability, transparency, responsiveness, effective and efficient, equality
and inclusiveness, and law enforcement/supremacy. In simple terms, good university
governance can be seen as the application of the basic principles of “good governance”
concept in the system and process of governance in higher education institutions, through
various adjustments made based on values that must be upheld in the administration of
higher education, in particular, and in education, in general. It is based on the goal of
developing academic education and science and the development of a whole person. Others
are placed as tools or means, not as basic goals.

2.5 Conceptual framework and hypothesis
Based on the previous theory and empirical review, the conceptual framework
with the relationship between research variables can be formulated as shown
in Figure 1.

Based on the theory and results of previous empirical research, research hypotheses for
this study can be formulated as follows:

H1. There is a positive influence of identity strength and OCB on good university
governance both simultaneously and partially in ideology-based private
universities.

• Stakeholder Theory
• Legitimacy Theory
• Social Changes Theory

Good University
Governance

Performance

Identity
Strength

Organizational
Citizenship

Behavior(OCB)

Figure 1.
Conceptual framework
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H2. There is a positive influence of identity strength and OCB on performance both
simultaneously and partially in ideology-based private universities.

H3. There is a positive influence of identity strength, OCB and good university
governance on performance both simultaneously and partially in ideology-based
private universities.

3. Material and methods
The design of this study was an explanatory design. This study had a deductive theoretical
direction; therefore, the core method was quantitative. The “import” strategy served as a
complement to the main method. With the time horizon, the selection of research objects in
religious ideology-based universities managed by foundations where the funds
management of universities are sourced from the people is based on the consideration
that, at present, the identity strength that is inherent in a higher education is funded by the
people, as well as OCB is reflected in the behavior of people in the organization so that it has
an impact on good university governance and performance, as described in the background
at the beginning of this paper.

The research approach used was a survey study (quantitative). The location of the study
was in the study programs in each faculty in religious ideology-based private universities in
South Sulawesi and Aceh on the grounds that study program is the heart of higher
education, which is a meeting place between stakeholders. This survey and case study used
qualitative data and quantitative data sourced from primary data and secondary data.
Quantitative data were obtained from the results of mail survey using research instruments
and publication data from universities that became research sites.

The population in this study was religious ideology-based private universities in
Makassar and Aceh City, while the research sample was the existing study programs in
each faculty, with the reason that study programs are the heart of the higher education,
which is a meeting place between stakeholders. Purposive sampling was conducted to
determine which universities would be selected as survey samples. In this study the criteria
are: private universities based on ideology and ownership of people for purposes of research
sites, while for research samples, samples are proxied by educators, have become heads of
study programs and work period of educators is W 15 years.

To obtain research data, several methods were carried out, namely, questionnaire,
documentation and observation. Quantitative research data were obtained by direct
questionnaires and interviews with people involved in study programs at universities
that were the samples of the study (teaching staff ); this survey was conducted to
obtain data about the variables studied which would then be analyzed to answer research
questions as well as to test the model that has been developed in the study. Questionnaires
were arranged on a liqueur scale with five answer choices, for very unsuitable
answer, it was given a score of 1, unsuitable was given a score of 2, less suitable was
given a score of 3, suitable was given a score of 4 and very suitable was given a
score of 5. Documentation was carried out to obtain information about the practice of
higher education management (GUG) and the performance of higher education
management which was published; this was done to complete the survey data. Direct
observation and recording activities were carried out by researchers directly on the
subject of research, on events and actions carried out by individuals who were the
research sample.

The basis for determining the nature of indicators was theory and previous research,
which were empirical. Variable indicators in this study were reflective, i.e. the direction of
causality relationship was from construct to indicator. The latent construct in this study
had a second-order construct. The data analysis technique used was partial least
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square-structural equation modeling (PLS-SEM) with the conversion of path diagrams to
equation systems; there were two estimation models for equations:

Y 1 ¼ f X 1; X 2ð Þ; (1)

Y 2 ¼ f X 1; X 2; Y 1ð Þ: (2)

Therefore, from Equation (1), the good university governance function (Y1) and, from
Equation (2), performance function (Y2) can be rewritten as:

Y 2 ¼ f X 1; X 2; Y 1 X 1; X 2ð Þ� �
: (2a)

Here, X1 is the identity strength, X2 is the OCB, Y1 is the good university governance and Y2
is the performance.

Operational definitions of variables are presented in Table I.

4. Results and discussion
4.1 Instrument validity test
This study used a questionnaire to obtain data. Some parts of the questionnaire were
perceptions with a Likert scale. For this reason, it was necessary to test whether the results
of the questionnaire data were valid and reliable. Validity test of the data was also measured
by the construct validity approach and the Pearson product moment correlation test
technique between each indicator score and the total construct score. Strong correlation was
observed between constructs and question items and weak relationships between other
variables (Hartono, 2011, p. 70). Analysis of this correlation coefficient would produce
correlation values for each indicator variable of latent variable. Question items were said to
be valid if the correlation value W 0.3, and then the data were said to be valid. While the
reliability of the instrument was tested with Cronbach’s α analysis tools. If Cronbach’s α
coefficient was above 0.60, it indicated a reliable instrument. On the contrary, if Cronbach’s
α coefficient was below 0.60, it indicated that the instrument was not reliable. The following
was a complete validity and reliability test (Table II).

4.2 Reliability test
Similar with validity test, reliability test was also done statistically by calculating the
amount of Cornbarh’s α. Reliability test was used to measure a questionnaire that was used
as an indicator of variables. If the α coefficient was⩾ 0.6, then the indicator was said to be
reliable. Reliability test results are as follows.

Table III shows that the reliability of all variables was⩾ 0.6. It means that the measuring
instrument used in this research was reliable. Thus, the questionnaire was feasible to be
distributed to 124 respondents in this study. Based on the table above, it can be seen that all
indicators in each variable had a correlation value greater than 0.30; therefore, the research
instrument was declared as valid. The Cronbarh’s α value for all variables was
greater than 0.60; therefore, it can be said that the research instrument was also
reliable (performance).

4.3 Goodness-of-fit model
The goodness-of-fit test used predictive-relevance (Q2). R2 value of endogenous
variables of good university governance (Y1) was 0.607 and performance (Y2) was 0.605.
Predictive-relevance values were obtained by the formula:

Q2 ¼ 0:845:
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Variables Indicators Item Correlation Remark

Identity strength (X1) X11 X111 0.740 Valid
X112 0.662 Valid
X113 0.733 Valid
X114 0.711 Valid

X12 X121 0.728 Valid
X122 0.606 Valid
X123 0.621 Valid

X13 X131 0.486 Valid
X132 0.598 Valid
X133 0.649 Valid

Organizational culture behavior (X2) X21 X211 0.474 Valid
X212 0.546 Valid
X213 0.604 Valid

X22 X221 0.696 Valid
X222 0.312 Valid
X223 0.604 Valid

X23 X231 0.534 Valid
X232 0.679 Valid
X233 0.507 Valid
X234 0.694 Valid

X24 X241 0.339 Valid
X242 0.384 Valid
X243 0.686 Valid

X25 X251 0.662 Valid
X252 0.398 Valid

Good university governance (Y1) Y11 Y111 0.544 Valid
Y112 0.565 Valid
Y113 0.562 Valid
Y114 0.587 Valid
Y115 0.564 Valid
Y116 0.647 Valid
Y117 0.612 Valid
Y118 0.645 Valid
Y119 0.649 Valid

Y12 Y121 0.659 Valid
Y122 0.617 Valid
Y123 0.614 Valid
Y124 0.559 Valid
Y125 0.691 Valid
Y126 0.645 Valid
Y127 0.557 Valid
Y128 0.583 Valid
Y129 0.682 Valid
Y1210 0.642 Valid
Y1211 0.603 Valid
Y1212 0.576 Valid
Y1213 0.640 Valid
Y1214 0.535 Valid

Performance (Y2) Y21 Y211 0.627 Valid
Y212 0.595 Valid
Y213 0.701 Valid
Y214 0.662 Valid
Y215 0.676 Valid
Y216 0.614 Valid

(continued )

Table II.
Instrument
validity test
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The calculation results showed predictive-relevance value of 0.9921 or 84.5 percent; thus, the
model was worthy of being said to have a predictive value, that was, spiritual performance.
The predictive value of spiritual performance of 84.5 percent indicated that the diversity of
data that can be explained by the model was 84.5 percent, or in other words, the information
contained in the 84.5 percent data can be explained by the model. The remaining 15.5 percent
was explained by other variables (which were not contained in the model) and errors.

4.4 Direct influence test
Inner model test (structural model) essentially tests the hypothesis in the study. Hypothesis
testing was done by t-test (t-statistics) in each part of the direct influence partially.
Complete analysis results contained in the results of PLS-SEM analysis can be seen in
Table IV and Figure 2.

Based on PLS-SEM analysis test on tables and graphs, in testing the simultaneous
influence of identity strength and OCB on good university governance, the average path
coefficient value was 0.373 and p-value was o0.001. As the p-value was o0.05, it can
be said that it had significant simultaneous influence. A positive value coefficient indicated
the relationship between the two was positive. Thus, if the identity strength and OCB were
improved together, it would lead to an increase in good university governance. Conversely,
if the identity strength and OCB were reduced together, it would lead to a decrease in good
university governance.

In partial testing, the influence of the identity strength on good university governance
obtained the inner loading coefficient value of 0.630, with a p-value of o0.001. As the

Variables Indicators Item Correlation Remark

Y217 0.637 Valid
Y218 0.617 Valid
Y219 0.615 Valid
Y2110 0.677 Valid
Y2111 0.656 Valid
Y2112 0.682 Valid
Y2113 0.716 Valid
Y2114 0.643 Valid
Y2115 0.657 Valid

Y22 Y221 0.637 Valid
Y222 0.644 Valid
Y223 0.715 Valid
Y224 0.682 Valid
Y225 0.688 Valid
Y226 0.679 Valid
Y227 0.725 Valid
Y228 0.695 Valid
Y229 0.664 Valid Table II.

Variables Cut-off value Cronbach’s α Remark

Identity strength (X1) W0.6 0.860 Reliable
Organizational citizenship behavior (X2) W0.6 0.880 Reliable
Good university governance (Y1) W0.6 0.852 Reliable
Performance (Y2) W0.6 0.750 Reliable

Table III.
Reliability test
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p-value was o0.05, there was a significant direct influence of the identity strength on good
university governance. The inner loading coefficient was positive, indicating that the
relationship was positive, which means the higher the identity strength, the higher the good
university governance would be.

In partial testing, the influence of OCB on good university governance obtained the
inner loading coefficient value of 0.116, with a p-value of 0.047. As the p-value was o0.05,
there was a significant direct influence of OCB on good university governance. The inner
loading coefficient was positive, indicating that the relationship was positive, which
means that the higher the OCB, the higher the good university governance would be.

Thus, it can be seen that there is a positive influence of the strength of identity and OCB
on good university governance simultaneously and partly in ideology-based private
universities. Thus, H1 is accepted.

In testing the simultaneous effect between identity strength and OCB on performance,
the average path coefficient value was 0.416 and p-value was o0.001. As the p-value was
o0.05, it can be said that the simultaneous effect was significant. A positive value
coefficient indicated the relationship between the two was positive. Thus, if the identity
strength and OCB were improved together, it would lead to an improvement in performance.
Conversely, if the identity strength and OCB were reduced together, it would result in a
deterioration of performance.

In the partial test, the effect of the identity strength on performance obtained the inner
loading coefficient value of 0.700, with a p-value of o0.001. As the p-value was o0.05,
there was a significant direct effect of the identity strength on performance. The inner
loading coefficient was positive, indicating that the relationship was positive, which
means that the higher the identity strength, the higher the performance would be.

Relationship Coefficient p-value Remark

H1
Identity strength→good university governance 0.630 o0.001 Significant
Organizational citizenship behavior→good university governance 0.116 0.047 Significant
H2
Identity strength→performance 0.700 o0.001 Significant
Organizational citizenship behavior→performance 0.132 0.028 Significant
H3
Identity strength→performance 0.215 o0.001 Significant
Organizational citizenship behavior→performance 0.065 0.177 Insignificant
Good university governance→performance 0.702 o0.001 Significant

Table IV.
Analysis result:
PLS-SEM

Organizational
Citizenship

Behavior (X2)

Identity Strength
(X1)

Performance (Y2)

Good Governance
University (Y1)

H1
0.630 0.116

0.700 0.
70

2

0.132

0.0650.215

H2

H3

H3H3

H2
H2

Figure 2.
Analysis result:
PLS-SEM
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In partial testing, the effect of OCB on performance obtained the inner loading coefficient
value of 0.132, with a p-value of 0.028. As the p-value was o0.05, there was a significant
direct effect of OCB behavior on performance. The inner loading coefficient was positive,
indicating that the relationship was positive, which means that the higher the OCB, the
higher the performance would be.

Thus, it can be seen that there was a positive influence of the identity strength and OCB
on performance both simultaneously and partially in ideology-based private universities.
Therefore, H2 is accepted.

In testing the simultaneous influence of identity strength, OCB and good university
governance on performance, the average path coefficient value was 0.345 and p-value was
o0.001. As the p-value was o0.05, it can be said that the simultaneous effect
was significant. A positive value coefficient indicated the relationship between the two was
positive. Thus, if the identity strength and OCB were improved together, it would lead to an
improvement in performance. Conversely, if the identity strength and OCB were reduced
together, it would result in a deterioration of performance.

In partial testing, the effect of the identity strength on performance obtained the inner
loading coefficient of 0.215, with a p-value of o0.001. As the p-value was o0.05, there was
a significant direct effect of the identity strength on performance. The inner loading
coefficient was positive, indicating that the relationship was positive, which means that the
higher the identity strength, the higher the performance would be.

In partial testing, the effect of OCB on performance obtained the inner loading coefficient
value of 0.065, with a p-value of 0.177. As the p-value was W0.05, there was no significant
direct effect of OCB on performance so that the indirect effect of OCB on the performance
through good university governance was tested.

In partial testing, the influence of good university governance on performance obtained
the inner loading coefficient value of 0.773, with a p-value of o0.001. As the p-value was
o0.05, there was a significant direct influence of good university governance on
performance. The inner loading coefficient was positive, indicating that the relationship was
positive, which means that the higher the Good University governance, the higher the
performance would be.

4.5 Indirect influence test
In addition to direct influence, testing of indirect influence (mediation effect) was also carried
out. The results of indirect influence test are shown in Table V.

Based on Table V, it shown that the indirect influence of identity strength (X1) on
performance (Y2) through good university governance (Y1) had a coefficient value of 0.442
with a p-value of o0.001. As the p-value was (o0.001) o0.05, the mediating effect of
good university governance was significant. Thus, good university governance was a
mediating variable between the identity strength and performance, indicating that the
higher the good university governance, the higher will be the influence of the identity
strength on performance. Next is testing the indirect influence of OCB on performance
through good university governance.

Relationship Mediation variable Coefficient p-value Remark

Identity strength→performance Good university
governance

0.442 o0.001* Significant

Organizational citizenship
behavior→performance

Good university
governance

0.082 0.049* Significant

Note: *Significant at 5 percent level

Table V.
Indirect influence

of identity strength
on performance
through good

university governance
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Table V shows that the indirect influence of OCB (X2) on performance (Y2) through good
university governance (Y1) had a coefficient of 0.082 with a p-value of 0.049. As the p-value
was (0.019) o0.05, the mediating effect of good university governance was significant.
Thus, good university governance was a mediating variable between OCB and performance,
indicating that the higher the good university governance, the higher will be the influence of
OCB on performance.

In addition, there was a positive influence of the identity strength, OCB and good
university governance on performance, both simultaneously and partially in ideology-based
private universities. Thus, H3 is accepted.

4.6 Discussion
There is a direct influence of identity strength and OCB on good university governance.
This showed that the high identity strength and OCB will have an high impact on
the good university governance. This finding is in line with the extra-rollover behavior in
organizations known as OCB. The realization of accountability in ideology-based
universities is by bringing up good university governance that includes academic quality
that is based on the core values of higher education that will be given to stakeholders. And
finally, recognition from the public is created, where Deegan (2002) stated that legitimacy
theory is a managerial perspective in terms of how managers choose strategies to maintain
their legitimacy. Legitimacy is the recognition of stakeholders to the organization, which can
be controlled by the organization itself. This indicates that changes in social values and
norms are motivations for organizational strategy change that are legitimacy goals.
Organizational legitimacy can be seen as something desired, sought by stakeholders from
the organization. Thus, legitimacy is a potential benefit or resource for a company to survive
(going concern).

The essence of the stakeholder theory, if associated with the legitimacy theory,
suggests that the company should reduce the expectation gap with surrounding public in
order to increase the legitimacy (recognition) of the community. It turns out that there is a
common thread for that universities should maintain their reputation by shifting the
orientation pattern (goal) that was originally solely measured by economic measurements
that tend to be shareholder orientation, toward calculating social factors as a form of
concern and alignment with the social problems of the community (stakeholders oriented).
Universities cannot break away from the surrounding social environment; they
need to maintain stakeholder legitimacy and occupy it in the framework of policy
and decision making so that it can support the achievement of the university’s vision,
mission and goals.

OCB is an individual contribution that exceeds the demands of the role at work.
This OCB involves several behaviors including helping others, becoming volunteers for
extra tasks, and obeying the rules and procedures in the workplace. These behaviors
illustrate “employee added value” which is a form of prosocial behavior, namely, positive,
constructive and meaningful social behavior (Aldag and Resckhe, 1997). OCB is a term used
to identify employee behavior outside of its main tasks; however, this behavior is desirable
and useful for the organization (Neami and Shokrkon, 2004). Therefore, it can be concluded
that OCB is an attitude that many organizations expect to be held by their employees. This
is because OCB is considered to benefit organizations that cannot be added with the basis of
the obligation of the formal role as well as with the form of contract or recompensation.
If seen further, OCB is a factor that contributes to the overall work of the organization.

There was a significant direct influence of identity strength and OCB on performance.
High identity strength and OCB had a high impact on performance. This finding is in line
with Podsakoff et al. (1998), who defined OCB into five aspects that can help organizations to
improve employee performance, namely: conscientiousness, meaning that employees have
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in-role behavior that met the level above the minimum required standards; altruism,
meaning willingness to provide assistance to other parties; civic virtue, meaning that the
active participation of employees in thinking about the life of the organization, for example,
is always looking for the latest information that supports the progress of the organization;
sportmanship, meaning more emphasis on the positive aspects of the organization rather
than the negative aspects, indicating behavior of disliking protest, complain, and not raising
small problems; and courtesy, meaning to do good and respect to others, including behavior
such as helping someone to prevent the occurrence of a problem or making steps to
overcome the development of a problem.

There was a significant influence of good university governance on performance.
High good university governance had a high impact on high performance. In addition, the
mediating effect of good university governance on the influence of identity strength and
OCB on performance was also significant. This shows that good university governance also
strengthened the relationship of identity strength and OCB to performance. To put it simply,
we can see good university governance as the as the application of the basic principles of
“good governance” concept in the system and process of governance in higher education
institutions, through various adjustments made based on values that must be upheld in the
administration of higher education in particular, in education in general.

Based on the explanation above, each university must be adaptive to its environment
and accountability to stakeholders. According to Mardiasmo (2006), accountability must be
fulfilled by public sector organizations, one of which is accountability for honesty related to
avoidance of the abuse of power. The Finance and Development Supervisory Agency
(BPKP) stressed the importance of accountability that considers moral and ethical
issues. This is relevant and interesting to study, especially in relation to the existence of
ideology-based private universities.

To achieve good university governance, human resources play a very important role in
addition to other resources owned by the organization. Organizational behavior studies
suggested that there are three determinants of behavior in organizations, namely, individuals,
groups and structures. These three things are studied in an organization’s influence with the
aim of improving organizational performance. Organizations must believe that in order to
achieve excellence, it is necessary to produce the highest possible individual performance.

5. Conclusions
Based on the results of PLS-SEM analysis, it was concluded that there was significant direct
influence of identity strength and OCB on good university governance and performance.
The higher OCB led to higher university governance and performance. In addition,
there was a direct influence of good university governance on performance, meaning that
the higher the good university governance, the higher the performance. In testing the
mediation effect, it was found that good university governance had a significant mediating
effect on the effect of identity strength and OCB on performance. This showed that good
university governance strengthens the relationship between identity strength and OCB
on performance.
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