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and psychological forms of support significantly influence employees’
discretionary behaviours that contribute to organizational effectiveness. A
cross-sectional quantitative research design was employed, using purposive
sampling to collect data from 114 employees in a Malaysian public service
department. Descriptive statistical analyses were conducted using SPSS, while
Partial Least Squares Structural Equation Modelling (PLS-SEM) was employed to
evaluate the measurement and structural models and to test the hypothesized
relationships. The results reveal two significant positive relationships. First,
instrumental support, encompassing practical assistance, resources, and
guidance, is positively associated with organizational citizenship behaviour.
Second, emotional support, characterized by empathy, care, and psychological
encouragement, also demonstrates a significant positive association with OCB.
These findings indicate that both forms of support play important roles in
fostering prosocial employee behaviours that extend beyond formal job
requirements. This study contributes to the limited literature integrating Islamic
leadership principles with organizational behaviour research in the context of
the Malaysian public sector. By grounding the investigation in Al-Ghazali’s
framework, the study also offers practical implications for organizational policy
and management, particularly regarding the development of supportive
Keywords: workplace practices that promote employee well-being and positive
discretionary behaviour. Overall, the findings reinforce the view that effective
leadership from an Islamic perspective extends beyond task-oriented
management to encompass holistic, compassionate, and supportive
engagement with employees.

Islamic leadership; instrumental support;
emotional support; organizational citizenship
behavior; PLS-SEM

* Corresponding author.
E-mail address: anazima@unimas.my

423


https://karyailham.com.my/index.php/jarsbs/index

Journal of Advanced Research in Social and Behavioural Sciences
Volume 44, Issue 1 (2026) 423-436

1. Introduction

In the dynamic and ever-evolving landscape of organizational behavior, understanding the
intricate interplay between support mechanisms and employee citizenship behavior has garnered
significant attention. Employee citizenship behavior refers to discretionary actions that go beyond
formal job requirements and contribute positively to the overall functioning of an organization. This
study delves into the specific context of the Islamic perspective, aiming to unravel the nuanced
relationship between instrumental support, emotional support, and their combined influence on
fostering employee citizenship behavior within the workplace.

Instrumental support encompasses tangible resources and assistance provided by organizations
to enhance employees' job-related tasks and performance, while emotional support pertains to the
provision of empathy, understanding, and a supportive work environment for employees facing
emotional challenges [1,2]. Both forms of support have individually been recognized as crucial
determinants of employee well-being and job satisfaction [1-3]. However, their joint impact on
shaping employee citizenship behavior remains an underexplored terrain, particularly within the
context of Islamic principles and values. Islamic perspectives on work and organizational behavior
emphasize the importance of fostering a harmonious and supportive workplace environment. Islam
places significant value on ethical conduct, justice, and compassion in interpersonal relationships
[4,5]. Drawing upon these principles, this study seeks to investigate how instrumental and emotional
support, when aligned with Islamic teachings, contribute to the cultivation of employee citizenship
behavior.

Research in the Western context has highlighted the positive correlation between support
mechanisms and employee citizenship behavior [6,7]. However, the incorporation of an Islamic lens
introduces a unique dimension to the existing body of literature, considering the potential influence
of Islamic values on employees' perceptions of support and subsequent behaviors. This research aims
to contribute to the growing field of organizational behavior by exploring the intersection of Islamic
principles, instrumental support, emotional support, and employee citizenship behavior. Through an
empirical investigation, we intend to shed light on how organizations can tailor their support
mechanisms to align with Islamic values, thereby fostering a workplace environment that not only
enhances employee well-being but also promotes a culture of proactive engagement and
contribution.

2. Literature Review
2.1 Organisational and Leadership Support in Islamic Perspective Sub Section Header

In the Islamic perspective, the individual is an important foundation in the formation of society,
including in matters of organisation. To achieve something successful in life such as in work requires
the implementation of the concept of working together collectively which is now referred to as
organising as the words of Allah S.W.T in surah al-Nisa 4 verse 71 which means "O you who believe,
be ready and be on your guard (before you face the enemy), then (if desired) advance (to the
battlefield) clan by clan, or (if necessary) march simultaneously in masse." This verse clearly shows
that humans by nature have the characteristics of individual beings and social beings. To achieve
success and excellence in the organisation, the management process of individuals who are members
of an organisation should be given priority, especially the management of the leader's support. Islam
does not separate religion from people's behaviour and business [8]. Organizations are constantly
concerned about employee loyalty and organizational commitment since these aspects have a big
influence on how profitable and successful the organization will be in the future. Islam emphasizes
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ethical behaviours such as justice, honesty, fairness, charity, and trust. Employees could encourage
the development of improved performance and foster a positive work environment by engaging in
these behaviours. Employees are more likely to be content with their work if they receive fair
treatment and compensation.

The main element of organisational support is supervisor support, which refers to the guidance
of the supervisor or the closest leader to the employee in the execution of tasks [8]. This practice of
support is mentioned in al-Quran surah al-Maidah, 5:2. The Islamic view does not separate religion
from people's behaviour and business [8]. Islamic values focus on ethical behaviours such as justice,
honesty, fairness, charity, and trust. When employees engage in these behaviours, they contribute
to improved performance and a positive work environment. Employees are more likely to be satisfied
with their work when they received fair treatment and compensation, reemphasising the principal of
justice which is the core pillars of Islamic organisational ethics [8].

Employee loyalty and organisational commitment often is the biggest concerns for organisations
as these aspects significantly influence profitability and the success of the organisation. This
fretfulness aligns with the Islamic emphasis on ethical conduct and the fostering of a supportive
workplace. Recent empirical evidence has confirmed the centrality of Islamic principles in shaping
organisational behaviour. For example, Ahmad et al., [9] examined the mediating role of ethical
climate in the relationship between ethical leadership and employee behaviour among academic
staff in Malaysian public universities. Their findings revealed that ethical climate significantly
mediated this relationship. This suggests that ethical climate perceived by employees, which is
subsequently affects their ethical behaviours. The results underscore the importance of fostering a
string ethical climate, as it serves as a critical link between leadership and employee behaviour. When
leaders consistently model and promote ethical values, they create a shared perception among
employees that ethical conducts are expected and rewarded within the organisation. From Islamic
point of views, this aligns with the principle of adl (Justice) and ihsan (moral excellence), where
leaders are expected to exemplify ethical conduct to inspire subordinates.

This practice of support is mentioned in al-Quran surah al-Maidah, 5:2. After Islam began to
develop, Prophet Muhammad S.A.W organised an administrative system based on three main
principles in the administration of Prophet Muhammad S.A.W, namely the construction of a mosque
as an administrative centre, the Medina charter which aims to unite the multi-racial community and
fraternize between Muhajirin and Ansar in order to eliminate racism within them to avoid community
division. This is because Prophet Muhammad S.A.W knows that to create a strong society, each
individual needs to unite and cooperate with each other (Ta'awun). By implementing this concept of
Ta'awun, Prophet Muhammad S.A.W not only succeeded in establishing an Islamic country with a
united society, but Prophet Muhammad S A.W even showed that he is a great leader who should be
emulated including in terms of organization [9,10]. The principle of Ta'awun remains relevant today,
as it underscores the importance of mutual support and collective effort in achieving organisational
success.

2.2 Prophet Leadership

The effectiveness of the practice of support that unites multi-racial communities practiced by the
Prophet Muhammad S.A.W towards his followers bears fruit when Islam continues to grow and
spread widely to all corners of the world as a result of the cooperation between the followers of the
Prophet Muhammad S.A.W as well as the effectiveness of the guidance and support of the Prophet
Muhammad S.A.W himself. The practice of support in organizing begins with the method of
supervision. Supervision during the time of Rasulullah S.A.W began by outlining the responsibilities,
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duties and rules of each member of his followers so that the followers could carry out the mandate
of the task in the right direction [11,12].

Through the Annual Governor's Conference held every year, Prophet S.A.W listens to every point
of view and expression of problems of every management team. Prophet Muhammad S.A.W main
purpose in carrying out regulation is to produce a follower who has an attitude of courtesy, diligence,
tolerance, sharing knowledge and cooperating in doing something [13]. In addition, the success of
Rasulullah S.A.W played his role as a mursyid @ leader in guiding his followers so that they became
a reliable, efficient and brave commander to fight to defend Islam. This is shown in the events of the
Uhud war. Prophet Muhammad S.A.W taught his followers to archery and consulted together with
his followers to get the best war strategy [10]. The cooperative attitude among the followers,
guidance and guidance from the Prophet Muhammad S.A.W, the kind attitude instilled in the
followers has led to the success of spreading Islam to the corners of the world. In addition, the
leadership of Prophet Muhammad S.A.W has given clear direction to Muslims today in managing
human resources efficiently and effectively to ensure the development and high competitiveness of
organizations.

Leaders as caliphs on earth of Allah S.W.T need to practice the principle of servitude. The success
of a person in leading is not only determined by how high the level of leadership is, but the most
important thing is how much good influence one can have on others. Therefore, the general
principles of leadership are the same as the rules for fulfilling various obligations that must be owned
by someone who deserves to be selected based on various qualifications or characteristics needed
to fulfill their obligations [14]. Islamic leadership is defined as a divine trust (amanah) from Allah,
based on the Tauhidic paradigm of oneness of Allah that is focusing on serving HIM as HIS servant,
while at the same time be the servant of Allah, perform the role of Khalefah (vicegerent) of Allah fully
adheres to the Sunnah central to Islamic personality, characteristics and akhlaq (Islamic moral and
ethical) that was exemplified by the prophet (s.a.w), leading followers to the organization goals and
to the straight path of the success in the Hereafter [15]. In Islam, the goal of leadership in Islam has
two main goals that must be realized, namely upholding the Islamic religion and governing the whole
world on an Islamic basis [14]. As a result, Allah is the one source of absolute authority. Man is simply
serving as a trustee; so, he should act or rule in accordance with Allah's will. Furthermore, every
human being is a leader, and everyone will be held accountable for their leadership.

2.3 Prophet Leadership in Instrumental Support

Instrumental support defined as the tangible resources, physical assistance, and practical
guidance provided by leaders to assist employees accomplish their task effectively [16]. Prophet
Muhammad S.A.W exemplified this form of support during his reign, where the implementation of
supervisor support was divided into two main features. Firstly, providing physical or instrumental
support by helping, instructing and guiding his followers in the implementation and execution of
work. Prophet Muhammad S.A.W did not merely issue instructions, he instead actively participated
alongside his followers in whatever he instructed.

This can further be seen during the Ahzab War, where The Prophet Muhammad S.A.W held a
strategy meeting to defend the city of Medina upon hearing the news that the city was threatened
by the Quraysh army, Kinanah and their allies, totaling ten thousand men. The Prophet leadership
was evident when he dug a trench alongside his companions, despite the harsh surrounding
conditions and environment, to protect the city of Medina. This act of shared physical labor, where
dust clung to his stomach [17], displays the Prophet's commitment to instrumental support by
leading by example rather than directing from a distance.
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Recent empirical research has reinforced the importance of instrumental support in modern
organizational context. According to Abdul Hamed et al., [18] comfortable and well-designed physical
environments are a form of instrumental support which lead to improved employee satisfaction,
engagement, and retention. Additionally, a conducive workspace promotes better communication,
creativity, and teamwork, all contributing to higher level of organizational performance. This finding
is further reaffirmed by Sukmana et al., [19] which explored Organizational Citizenship Behavior
(OCB) among lecturers at Puncak Sakti University Bekasi, Indonesia. The study concluded that
rewards play a vital role and can be considered as instrumental support. The finding also found that
the relationship has a direct positive effect on OCB. The study highlights that OCB is extra-role
behavior displayed voluntarily, with indicators including altruism, conscientiousness, sportsmanship,
courtesy and civic virtue. Abdullah and Wider [20] further examined the moderating self-efficacy on
supervisory support and OCB among 618 employees in four public sector organizations in Putrajaya,
Malaysia. The findings suggested that personal resources, such as self-efficacy, can influence
employees' perceived support and extra-role behavior, highlighting that self-efficacy strengthens
supervisory support relations with OCB when supported by employees' self-belief and confidence.

The alignment between The Prophet Muhammad S.A.W model of instrumental support and
cotemporary research highlights a consistent principle, when leaders provide tangible resources,
active participation, and practical assistance, employees are more likely to reciprocate through
positive organizational behaviors. This reinforces the Islamic values and principle of Ta'awun
(cooperation) in fostering a supportive and productive work environment.

2.4 Prophet Leadership in Emotional Support

Emotional support is defined as the provision of empathy, understanding, encouragement, and a
supportive work environment for employees facing emotional challenges [1,2]. The Prophet
Muhammad S.A.W strongly embedded this form of support and in his leadership practice through
the principle of reciprocal consultation, or shira. The practice of shira was also mentioned in the
Quran, as stated in Surah As-Shiira verse 38 and Surah Ali ‘Imran verse 159. Prophet Muhammad
S.A.W and his companions engaged in mutual consultation when making importance decisions. This
practice epitomizes emotional support as the Prophet listened attentively to his companions'
perspectives, displayed respect for their opinions, and validated their concerns by demonstrating
empathy and understanding.

A prominent example of the practice of shiura is the Prophet's consultation with Muslims
regarding the battle of Khandak. The Prophet proposed a peaceful resolution with the enemy by
offering one-third of Medina's date yield. However, this proposal was rejected by Saad b. Muaz and
Saad b. Ubadah. The Prophet accepted their contradictory opinion and chose to fight the enemy
instead [21] This occurrence proves the Prophet's commitment to emotional support and he values
his companions perspective, respected their disagreement, and prioritized their emotional wellbeing
over his own authority by demonstrating that effective leaders are those who listen empathetically
and act with compassion.

Empirical research has recognized the critical role of emotional support in fostering positive
employee behavior, aligning with Prophetic model of empathetic leadership. Research by Ibrahim
and Makhbul [22] based on 537 administrative staff in Malaysian public universities found that work
events, identified by positive or negative experience, comprise a broad variety of emotional
experiences within the workplace. Positive events include accomplishments, job satisfaction, and
overall wellbeing that induce positive emotions, fostering motivation and enhancing job
performance. In contrast, negative events trigger negative emotions that may manifest as
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detrimental behavior. Furthermore, the impact of managers' emotional support on employees'
wellbeing in further reaffirmed by an investigation on retail workers by Mayr and Teller [23]. The
findings of the study which surveyed 108 retail workers has raised awareness on the importance of
emotional support acts such as emotional care and trust to act as a mitigator against negative
workplace experience. This aligns with the Prophet Muhammad S.A.W principle and practices of
Shira, where leaders demonstrated care and concern for their followers and their emotional states.

The Prophet's practice of shira and current contemporary research alignment highlighted a
consistent principle which consists of emotional support regardless of whether it is through empathic
listening, validation of concerns, or caring for employees' wellbeing. This fosters a positive working
environment and positive employee behaviors as well as organizational commitment. Aligning with
OCB, when employees feel emotionally supported, they will experience greater psychological safety
and motivation, which then encourages them to voluntarily help others, engaged and participate in
organizational activities.

2.5 Organizational Citizenship Behavior

Over the last decade, the evaluation and investigation of various elements and trends underlying
this socio behavioral approach has broadened and expanded the literature on organizational learning
[24] which also includes the literature on Organizational Citizenship Behavior (OCB). Organizational
Citizenship Behavior (OCB) has garnered significant attention in organizational research due to its
positive impact on workplace dynamics and overall organizational effectiveness. OCB refers to
discretionary, extra-role behaviors exhibited by employees that contribute to the smooth functioning
of the organization beyond their formal job requirements. OCB is a concept in organizational
psychology that refers to the discretionary, extra-role behavior exhibited by employees, which is not
formally recognized or rewarded by the organization but contributes to its effective functioning.
Several literature reviews have been conducted on this topic, providing a comprehensive
understanding of OCB and its various aspects.

Organizational Citizenship Behavior (OCB) is a crucial factor that can influence employee
performance and organizational success. Several studies have explored the relationship between
OCB and organizational performance, job satisfaction, and organizational commitment. According to
Ramos and Ellitan [25] high employee citizenship behavior is the most influential factor and
contributes a lot to the success of company's performance. Another study by Murdiono, Suparno and
Jakarta [26] found that spiritual leadership and organizational citizenship behavior impacted
employee performance through a sense of belonging to the organization or company where
employees work. Antecedent models for OCB have been proposed, including organizational
communication, servant leadership, organizational commitment, job motivation, employee age, and
organizational culture [25] Job satisfaction and work environment have also been found to affect
OCB and employee performance [27].

Overall, OCB is an important aspect of organizational behavior that can contribute to employee
performance and organizational success. However, the relationship between instrumental support
and emotional support on employee citizenship behavior is a topic of interest in organizational
psychology. Research suggests that supportive leadership, which includes providing emotional,
knowledge-wise, and instrumental support, can positively influence employees' organizational
citizenship behaviors (OCB). For example, supportive leaders help employees with their
environmentally related voluntary behaviors emotionally, knowledge-wise, and instrumentally [8].
Additionally, there is a significant positive correlation between organizational citizenship behaviors
and well-being at work, which includes emotional and social support [28]. However, it is also

428



Journal of Advanced Research in Social and Behavioural Sciences
Volume 44, Issue 1 (2026) 423-436

important to consider the potential impact of receiving help on employees, as receiving instrumental
support at work may not always be welcome and can affect employees' sense of competence and
self-esteem. Overall, the literature indicates that both instrumental and emotional support, when
provided in a supportive manner, can contribute to positive employee citizenship behaviors and well-
being at work.

2.6 Islamic Leadership Theory (al-Ghazali 2013)

Al-Ghazali's Islamic leadership theory [29] explains that a leader needs to guide followers to
perform acts of kindness and leaders need to guide their followers to achieve self-performance and
set organizational objectives [2,30]. Knowledge or knowledge is important for a leader so that a
leader can use his knowledge well, effectively, and efficiently and be able to make accurate, clear,
and effective decisions. supervisors who use skills, knowledge and guide towards good deeds will
encourage and be able to produce employees who have positive behavior and attitudes as well as
pure behavior in accordance with Islamic Sharia [31-33]. Overall, the application of this theory in
organizational management is the management of the organization as a top leader in an organization
plays an important role in implementing effective support practices whether from supervisors to
subordinates.

3. Methodology

A cross-sectional method was used as a method of collecting data from survey questionnaires.
This method was chosen to help researchers gather relevant and accurate data, reduce bias, and
improve data quality [34-36]. The questionnaire has been translated from English to Malay and back
from Malay to English to ensure the validity and reliability of the findings [37,38], thus ensuring that
the questions are appropriate to the respondent's demographics, environment, and organizational
culture. The researcher used minimum sample size estimation method in PLS-SEM which is 10-times
rule method [39,40]. The sample size should be greater than 10 times the maximum number of inner
or outer model links pointing at any latent variable in the model. There are two links pointing in this
model, thus the minimum sample size for this model is 20. According to Hair et al., [41] for most
research situations, researchers used 100 samples. The sample for this study was selected by a
purposive method as the head of management did not provide the detailed list of employees to the
researcher due to confidential reasons. A total of 150 questionnaires were distributed to the
respondents, however only 114 (76%) respondents returned the answered sheets and only 100 (67%)
completed answer sheets qualified for data analysis.

Smart-PLS version 4.0 software was used to analyses the 114 completed answer sheets in this
study. The statistical package was chosen because it provides many advantages, which includes
providing latent variables scores, avoiding small sample size problems, estimating complex models
with many latent and manifest variables and error terms, and handling both reflective and formative
measurement models [42,43]. Measurement model analysis was done to measure the validity and
reliability of each instrument in the study model [44-46]. Next, structural model analysis to test the
hypotheses was done after each instrument in this study has met the validity and reliability criteria
[44,47]. The constructs were presented using a 7-point Likert scale with 7 marking "strongly agree"
and 1 marking "strongly disagree".
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4. Results
4.1 Respondents Characteristic

Most of the respondents were age between 38 to 47 years old (41%), female (59%), non-
executive (50%), executive (50%), and those with a salary of RM2500 to RM 3999 (23%).

4.2 Measurement Analysis

To ensure the validity and reliability of each item and construct, measurement model analysis
was done using PLS algorithm. In term of reliability, factor loading values for each item must be
greater than 0.700 to indicate that the measurement of the construct model had met its reliability
criteria. As referred to the Table 1, factor loading values for instrumental support were between
0.742 and 0.917, emotional support between 0.701 and 0.888, and organizational citizenship
behaviour between 0.734 and 0.821. The value of Average Variance Extracted (AVE) for instrumental
support was 0.712, emotional support was 0.697 and organizational citizenship behaviour was 0.619
which exceeded 0.5 indicated that the constructs meet the acceptable level of convergent validity
[46,47]. In addition, the Composite Reliability (CR) values for instrumental support were 0.953,
emotional support was 0.950, and organizational commitment was 0.947, which greater than 0.700
indicate that the internal consistency for the research instrument was high [46,47].

Table 1
Reliability and validity analysis
Construct Items Factor Average Composite Cronbach
loading Variance Reliability (CR) Alpha (CA) (>
(>0.708) Extracted (>0.70) 0.70)
(AVE) (> 0.50)
Instrumental IS1 0.917 0.712 0.953 0.949
Support IS2 0.883
IS3 0.775
1S4 0.894
IS5 0.822
IS6 0.845
IS7 0.845
IS8 0.742
IS9 0.855
Emotional ES1 0.818 0.697 0.950 0.945
support ES2 0.860
ES3 0.888
ES4 0.835
ES5 0.841
ES6 0.841
ES7 0.869
ES8 0.701
ES9 0.845
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Table 1 (Continued)

Construct Items Factor Average Composite Cronbach
loading Variance Reliability (CR) Alpha (CA) (>
(>0.708) Extracted (>0.70) 0.70)
(AVE) (> 0.50)
Organizational 0OCB1 0.774 0.619 0.947 0.944
Citizenship 0OCB2 0.779
Behaviour OCB3 0.796
OCB4 0.772
OCB5 0.748
OCB6 0.734
OCB7 0.821
OCBS8 0.792
OCB9 0.783
0OCB10 0.813
0OCB11 0.806
0.819

The output values of Variance Inflation Factor (VIF) between independent variables (instrumental
support and emotional support) and dependent variable (organizational citizenship behaviour) are
2.154 which is lower than 5.0 indicating that the constructs were free from serious collinearity
problems [46,47]. Furthermore, analysis results are shown in Table 1.

The discriminant validity of the measurement model is shown through the HTMT criterion
(Heterotrait-Monotrait Ratio) and Fornell Larcker criterion. For HTMT, the values range from 0.570
to 0.769, which were less than 0.90 indicating that the constructs had achieved discriminant validity
criteria. The results are shown as in Table 2. In short, the results of the measurement model confirm
that the instrument has met the validity and reliability standards.

Table 2
Discriminants validity

Instrumental Support Emotional Support Organizational
Citizenship Behaviour

Instrumental Support

Emotional Support 0.769
Organizational Citizenship 0.570 0.579
Behaviour

4.3 Hypotheses Results

Table 3 showed that the impact of instrumental support and emotional support had contributed
35.5% toward organizational citizenship behavior. This outcome shows that instrumental support
provides moderate support for the model [46]. The research hypotheses examined display two
fundamental research findings, first: instrumental support significantly impacts organizational
citizenship behavior (8= 0.299, t= 2.021, p= 0.043), thus, H1 is supported. Second, emotional support
significantly impacts organizational citizenship behavior (R= 0.341, t= 2.383, p= 0.017), thus H2 is
supported. The findings confirm that the assessment of instrumental and emotional support are
important predictors of organizational citizenship behavior.

Bootstrapping and blindfolding procedures were conducted to measure effect size (f?) and
predictive relevance (Q?). The effect size (f?) of the independent variable in research model based on
criteria: 0.02 (weak), 0.15 (medium), 0.35 (strong) [46]. The result from the effect size (f?) test reveals
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that instrumental support was 0.064 where the value was less than 0.15. This shows that the
construct gives a weak impact towards organizational citizenship behavior [46]. Meanwhile the f2
value for emotional support was 0.084 where the value was less than 0.15. This means that the
construct has a weak effect towards organizational citizenship behavior. In addition, the results of
testing the predictive relevance of reflective endogenous latent variable show that the Q2 for
organizational citizenship behavior was greater than zero which 0.204 and this suggests that this
construct has predictive relevance [46].

Table 3
Hypotheses results

R t-stat p-value R? Findings

H1: instrumental support

has a positive impact on  0.299 2.021 0.043 Supported
organizational citizenship

behaviour

H2: emotional support has 35.5%
a positive impact on 0.341 2.383 0.017
organizational citizenship

behaviour

Supported

5. Discussion

The current study's findings reveal that instrumental support has a positive impact on
organizational citizenship behaviour, supporting H1. This could be suggested when employees are
highly equipped with instrumental support, they are more likely to develop a sense of obligation and
commitment to reciprocate through organizational citizenship behaviour. This finding is congruent
with the past finding by Ullah et al., [8] as supportive leaders facilitate employees' environmentally
related voluntary behaviors by providing emotional encouragement, sharing relevant knowledge,
and offering practical, instrumental assistance. In line with Sirah Nabawiyah [17] Prophet
Muhammad S.A.W has contributed tangible resources and assistance in the Ahazab War, where he
dug the trench while sharing the responsibilities with his followers, leading to the successful defense
of Medina. It is evident Prophet's leadership reflects the instrumental support while engaging in
organizational citizenship behavior to foster organizational commitment during crisis times.

Besides, the current study also found that emotional support has a positive impact on
organizational citizenship behaviour, supporting H2. This finding corroborates the idea of Santos,
Lousd, and Cordeiro [28] who suggested that there is a correlation between emotional support
between organizational citizenship behaviours and well-being at work. This suggests that emotional
support from the supervisors, including empathy, encouragement, and understanding, creates a
positive social environment that nurtures employees' willingness to go beyond their formal job
duties. When employees feel emotionally supported, they experience greater psychological safety
and motivation, which encourages them to voluntarily help others, participate in organizational
activities, and engage in organizational citizenship behaviour. The emotional support of a supervisor
and co-workers creates a resourceful work environment that develops a personal disposition to
devote one's energy and capacities to accomplish one's tasks [48]. This further confirms that
emotional support from a supervisor promotes task effectiveness, fosters employees' psychological
safety, and engages in organizational citizenship behaviour. From the lens of the Islamic perspective,
the practice of shura (participative approach) includes listening attentively to followers, taking input,
and showing empathy towards followers are the central keys in guiding the followers, in coherence
with Al-Ghazali's Islamic leadership theory [29].
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6. Conclusion and Recommendation

In summary, this research seeks to unravel the intricate relationship between instrumental
support, emotional support, and their combined influence on fostering employee citizenship
behaviour within the workplace. The study recognizes the individual significance of instrumental and
emotional support, which encompass tangible resources and empathetic understanding,
respectively. However, their joint impact on shaping employee citizenship behaviour remains an
underexplored terrain, prompting the exploration within the unique context of Islamic principles and
values. Islamic perspectives on work and organisational behaviour emphasise the importance of
fostering a harmonious and supportive workplace environment, aligning with principles of ethical
conduct, justice, and compassion.

This study aims to investigate how instrumental and emotional support, when grounded in
Islamic teachings, contribute to the cultivation of employee citizenship behaviour. While existing
Western literature highlights the positive correlation between support mechanisms and employee
citizenship behaviour, the incorporation of an Islamic lens introduces a unique dimension,
considering the potential influence of Islamic values on employees' perceptions of support and
subsequent behaviours.

The literature review delves into the organisational and leadership support within an Islamic
perspective, emphasising the importance of collective effort and the servant-leadership principle.
Drawing examples from the leadership of Prophet Muhammad S.A.W, the study explores how
instrumental support was manifested through active participation and emotional support through
respectful and open communication, highlighting the practical implementation of these principles
during the Ahzab war and the Battle of Khandaq. The concept of Organisational Citizenship Behaviour
(OCB) is introduced as a crucial factor influencing employee performance and organisational success.
The review cites various studies demonstrating the positive impact of high OCB on organisational
performance, employee commitment, and job satisfaction. The study also recognizes antecedent
models for OCB, including organisational communication, servant leadership, and organisational
culture.

Furthermore, the literature review introduces Al-Ghazali's Islamic leadership theory, emphasising
the leader's role in guiding followers toward acts of kindness, self-improvement, and organisational
objectives. This theory aligns with the overarching aim of the research, emphasising the importance
of effective support practices from supervisors to subordinates within organisational management.

In conclusion, this research aims to contribute to the field of organisational behaviour by
exploring the intersection of Islamic principles, instrumental support, emotional support, and
employee citizenship behaviour. By conducting an empirical investigation, the study seeks to shed
light on how organisations can align their support mechanisms with Islamic values, fostering a
workplace environment that enhances employee well-being and promotes a culture of proactive
engagement and contribution. This multifaceted approach, integrating Western organisational
behaviour concepts with Islamic principles, offers a nuanced perspective on the dynamics of support
and its impact on organisational outcomes.
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