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Abstract

The aim of the study is not only to explore the empirical effect of visionary leadership, quality of work-life (QWL), and organizational 
citizenship behavior (OCB) on teachers’ contextual performance, but also to prove the theoretical model regarding OCB as a mediator 
between visionary leadership, QWL, and teachers’ contextual performance. This research uses a quantitative approach to the survey 
method through a Likert scale model questionnaire. The questionnaire for all research variables is reliable with an alpha coefficient >0.7. 
The research participants are comprised of 460 teachers at private schools in Indonesia selected by accidental sampling. Data analysis uses 
path analysis supported by descriptive statistics and correlational matrices. The research results indicate that visionary leadership, QWL, 
and OCB have a significant effect on teachers’ contextual performance. Besides, OCB is also indirectly mediating the effect of visionary 
leadership and QWL on teachers’ contextual performance. Thus, a new model regarding the effect of visionary leadership and QWL on 
contextual performance mediating by OCB was confirmed. The research suggested that the teachers’ contextual performance can improve 
through visionary leadership, QWL, and OCB. Therefore, researchers and practitioners can adopt the new empirical model to develop 
contextual performance in the future in various organizations’ contexts.
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Shahnaei, 2015), and organizational performance (Fahmi, 
Musnadi,  & Nadirsyah, 2019). Performance is about 
behavior or what employees do (Aguinis, 2018), the 
value of the set of employee behavior that contributes, 
either positively or negatively, to organizational goal 
accomplishment (Colquitt, Lepine, & Wesson (2019), 
and a set of employee work-related behaviors designed to 
accomplish organizational goals (Ivancevich, Konopaske, 
& Matteson 2018). Likewise, Byars, Rue, and Ibrahim 
(2016) state performance as the degree of accomplishment 
of the task that makes up an employee’s job. It reflects 
how well an employee is fulfilling the requirements of 
a job. Performance can be viewed from a perspective on 
contextual performance, which includes those behaviors 
that contribute to the organization’s effectiveness by 
providing a good environment in which task performance 
can occur (Aguinis, 2018). The contextual performance 
also involves those behaviors not directly related to job 
tasks, but that have a significant impact on organizational, 
social, and psychological contexts. These behaviors serve as 
catalyzers for the efficient undertaking of the entrusted tasks 
(Díaz-Vilela et al., 2015). Contextual performance includes 
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1.  Introduction

One of the critical issues that have consistently captured 
the academics, researchers, and practitioners’ attention is 
performance. This is related to individual performance, 
which strongly determines the life of the organization, both 
profit, and non-profit organizations. Individual performance 
is proven to increase organizational growth (Vosloban, 
2012), organizational productivity (Raza, Anjum, & 
Zia, 2014), organizational effectiveness (Tahsildari & 
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behaviors such as the following: persisting with enthusiasm 
and exerting extra effort as necessary to complete one’s 
own task activities successfully; volunteering to carry out 
task activities that are not formally part of the job; helping 
and cooperating with others; following organizational rules 
and procedures; and endorsing, supporting, and defending 
organizational objectives (Aguinis, 2018). 

In Indonesia, teachers’ performance does not contribute 
to the maximum quality of education output as part of school 
performance organizations’ results. As an illustration, the 
results of the Program for International Student Assessment 
(PISA) in 2018 show that the reading scores of Indonesian 
students have been at the lowest point during their participation 
in PISA since 2000. Students with basic math competencies 
are also low (below Level 2 on the PISA scale), with a total 
of 71.9 percent. One of the reasons is the low competence of 
teachers. For example, the average 2019 DKI Jakarta teacher 
competency test results are 54 (scale 0–100). Therefore, it is 
crucial and urgent to investigate the determinants of teachers’ 
contextual performance, especially visionary leadership, 
QWL, and OCB.

2. � Literature Review and  
Hypothesis Development

2.1. � Visionary Leadership and  
Contextual Performance 

In reality, a significant buzzword in leadership and 
management is a vision, the ability to imagine different and 
better future conditions and ways to achieve them (DuBrin, 
2015). Therefore, every organization needed visionary 
leadership. According to Robbins and Coulter (2016), 
visionary leadership can create and articulate a realistic, 
credible, and attractive future vision that improves the present 
situation. Visionary leadership also reflects a leaders’ action 
that can influence or encourage others to create and articulate 
realistically, credibly, and attractively about future visions 
that can improve the current state (Anshar, 2017). Visionary 
leadership can describe how a leader seeks intellectual 
ways of managing issues and empowering subordinates to 
develop and apply new ideas to achieve the stated goals and 
objectives (Kadir, Adebayo, & Olumide, 2020).

Visionary leadership is vital to the organization, 
so visionary leadership has been referred to as quality 
transcending the institution (Molina, 2018). Hence, visionary 
leadership offers the opportunity to grow an organizations’ 
capacity to meet its constituents’ needs (Khoiri, 2020). 
Visionary leadership also encourages motivation to enhance 
individual and team spirit by communicating encouragement 
to workers so they can achieve their vision (Saba, Tabish, & 
Khan, 2017). Visionary leadership creates high cohesion, trust, 
motivation, commitment, and enhanced performance in the 

new organizations (Zhu, Chew, & Spangler, 2005). Therefore, 
Breevaart et al. (2014) contend that visionary leadership is 
considered a type of transformational leadership because 
it can quickly achieve the task to meet the organizations or 
company’s standards. Visionary leadership can measure 
through multi-indicators, such as setting superior standards 
and reflecting high ideas, clarify goals and direction, inspire 
the spirit and keep a commitment, have good pronunciation 
and easy to understand (effective communication), reflect the 
uniqueness of various organizations and competencies, and 
ambitious (have a strong determination to realize the ideals 
(Joseph, 2007; Anshar, 2017). In suitable conditions, this 
indicator enhance teacher contextual performance, manifested 
in persisting with enthusiasm and exerting extra effort as 
necessary to complete one’s task activities successfully; 
volunteering to carry out task activities that are not formally 
part of the job; helping and cooperating with other; following 
organizational rules and procedures; and endorsing, 
supporting, and defending organizational objectives (Aguinis, 
2018). The scholars’ studies (e.g., Anshar, 2017; Ali et al., 
2019; Kurniadi, Lian, & Wahidy, 2020; Esfarjani, Hoveida, 
& Abedi, 2020) also concluded that visionary leadership 
influences performance. Similar studies in leadership contexts 
also indicated that leadership related to performance (Paais & 
Pattiruhu, 2020) and transformational leadership affects job 
performance (Kusumaningrum, Haryono, & Handari, 2020; 
Astuty & Udin, 2020). Based on the arguments and studies 
above, the first hypothesis in this study is:

H1: Visionary leadership had a direct effect on 
contextual performance.

2.2.  QWL and Contextual Performance 

Quality of work-life (QWL) is a very needed by workers, 
including the teachers in the school organization context. 
QWL refers to a somewhat general concept, encompassing 
several aspects of the job experience. These include 
management and supervisory style, freedom and autonomy 
to make decisions on the job, good physical surroundings, 
job safety, good working hours, and meaningful tasks. 
A sound QWL program assumes that a job and the work 
environment should be structured to meet as many workers’ 
needs as possible (Ivancevich & Konopaske, 2013). QWL is 
also the degree to which members of a work organization can 
satisfy important personal needs through their organizations’ 
experience (Daniel, 2019). According to Cascio (2016), QWL 
can describe in two ways. One way equates QWL with a set 
of objective organizational conditions and practices (e.g., 
promotion-from within policies, democratic supervision, 
employee involvement, safe working conditions). The other 
way equates QWL with employees’ perceptions that they are 
safe and relatively well satisfied, they have a good work-life 
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fit, and can grow and develop as human beings. This way 
relates QWL to the degree to which the full range of human 
needs is met. Martel and Dupuis (2006) also state that QWL, 
at a given time, corresponds to the condition of an individual 
in active pursuit of his or her hierarchically organized 
goals within work domains where the reduction of the gap 
separating the individual from these goals is reflects by a 
positive impact on the individuals’ general quality of life, 
organizational performance, and consequently to the overall 
functioning of society. Moreover, QWL is an organizational 
development technique designed to improve organizational 
functioning by humanizing the workplace, making it more 
democratic, and involving employees in decision-making 
(Greenberg & Baron, 2010). QWL is also concerned overall 
work climate and the impact on work and people as well as 
on organization effectiveness (Chaturvedi & Saxena, 2017). 

QWL includes a safe and healthy environment; work 
that develops human capabilities; opportunities for personal 
growth and security; the social environment that shapes 
personal identity, freedom from suspicion, views as part 
of society and upward mobility; constitutionalism, or the 
right to privacy, reciprocity, and dissent; work roles that 
reduce violations of personal pleasure and family needs; 
and socially responsible organizational action (Bateman, 
2014). This condition, if it can be realized in the life of the 
school organization, can encourage teachers to improve 
their contextual performance, manifested in persisting with 
enthusiasm and exerting extra effort as necessary to complete 
one’s task activities successfully; volunteering to carry out 
task activities that are not formally part of the job; helping 
and cooperating with others; following organizational rules 
and procedures; and endorsing, supporting, and defending 
organizational objectives (Aguinis, 2018). The scholars’ 
studies (e.g., Chanana & Gupta, 2016; Tripathy, 2017; 
Suyantiningsih, Haryono, & Zami, 2018; Al-Shawabkeh & 
Hijjawi, 2018; Daniel, 2019; Bakhshi et al., 2019; 
Mohammadi & Karupiah, 2019; Thakur & Sharma, 2019) 
also concluded that QWL affects contextual performance. 
Based on arguments and studies above, the second hypothesis 
in this study is:

H2: QWL had a direct effect on contextual performance.

2.3.  OCB and Contextual Performance 

OCB is a crucial factor for the organization, including 
school organizations. Several studies proved that OCB 
influences productivity (Barsulai, Makopondo, & Fwaya, 
2019) and organizational performance (Sadeghi, Ahmadi, & 
Yazdi, 2016; Aval, Haddadi, & Keikha, 2017). High levels 
of OCB have positively affected creativity and change 
outcomes (Seppala et al., 2012). OCB is defined as actions 
that support the social and psychological environment 

where task performance unfolds (Bolino & Grant, 2016). 
OCB also refers to the set of behaviors that sustain or 
enhance the cooperative system of the organization, but 
are not systematically or generally recorded in the formal 
system of the organization or tied in any consistent way to 
specific rewards (Organ, 2018). The scholars (e.g., Slocum 
& Hellriegel, 2007; Kreitner & Kinicki, 2013; McShane & 
Von Glinow, 2018) also state OCB is employee behavior that 
is beyond the call of duty, exceeds formal job duties, such 
as cooperation and helpfulness to others that support the 
organization’s social and psychological context, but is often 
necessary for the organizational survival. 

OCB includes all organizational members’ contributions 
that may add to members’ positive socialization and leads 
to extra-role behavior. Hence, OCB must be within the 
discretion of the individual member; that the member does 
not expect that the particular behavior in itself, if noticed, 
will lead to direct or timely benefits mediated by the 
formal organization; or if the behavior is performed by a 
sufficient number of members, it will render the organization 
capable of higher levels of performance and effectiveness 
in achieving its goals (Organ, 2018). Besides, OCB also 
includes such behaviors as taking on additional assignments, 
voluntary assisting other people at work, keeping up with 
the developments in one’s field or profession, following 
company rules even when no one is looking, promoting 
and protecting the organization, and keeping a positive 
attitude and tolerating inconveniences at work (Schultz & 
Schultz, 2016). According to Klotz et al. (2018), employees 
in different organizations may engage in different patterns 
of citizenship, depending on the organizational context. 
OCB consist of five indicators: altruism, conscientiousness, 
sportsmanship, courtesy, and civic virtue (Organ, 
Podsakoff,  & MacKenzie, 2006). These indicators, if at a 
high level, can be someone who increases their contextual 
performance. The investigation by researchers (Mallick et al., 
2014; Andrew & León-Cázares, 2015; Sadeghi, Ahmadi, & 
Yazdi, 2016; Aval, Haddadi, & Keikha, 2017; Hidayah  & 
Harnoto, 2018; Lestari & Ghaby, 2018; Hermawan, 
Thamrin, & Susilo, 2020; Udin & Yuniawan, 2020) shows 
that OCB influences job performance, including contextual 
performance. Based on arguments and studies above, the 
third hypothesis in this study is:

H3: OCB had a direct effect on contextual performance.

2.4.  Visionary Leadership and OCB 

Visionary leadership, besides affects contextual perfor
mance, is also influences OCB. While school principals are 
setting superior standards and reflecting high ideas, clarify 
goals and direction, inspire the spirit and keep a commitment, 
have good pronunciation and easy to understand, reflect the 
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uniqueness of different organizations and competencies, and 
have a strong determination to realize the ideals (Joseph, 
2007; Anshar, 2017) can stimulate teachers’ OCB reflected 
in altruism, conscientiousness, sportsmanship, courtesy, 
and civic virtue (Organ, Podsakoff, & MacKenzie, 2006). 
The research conducted by Dhammika (2014) also indicated 
that visionary leadership affects OCB. Various other studies of 
leadership also supported that spiritual leadership influences 
OCB (Hunsaker, 2016), transformational leadership affects 
OCB (e.g., Lofquist & Matthiesen, 2018; Vipraprastha, 
Sudja, & Yuesti, 2018; Bottomley et al., 2016), and servant 
leadership related to OCB (Setyaningrum, 2017). All these 
studies show that leadership is an important determinant 
for OCB. Based on arguments and studies above, the fourth 
hypothesis in this study is:

H4: Visionary leadership had a direct effect on OCB.

2.5.  QWL and OCB

Like visionary leadership, QWL is also affecting OCB 
besides contextual performance. For example, the school 
has a work that develops human capabilities, opportunities 
for personal growth and security, the social environment 
that shapes personal identity, freedom from suspicion, 
constitutionalism, or the right to privacy, reciprocity, and 
dissent; and socially responsible organizational action 
(Bateman, 2014) tend to enhance teachers’ OCB, such as 
altruism, conscientiousness, sportsmanship, courtesy, and 
civic virtue (Organ, Podsakoff, & MacKenzie, 2006). The 
research carried out by researchers (e.g., Pio & Tampi, 
2017; Hermawati & Mas, 2017; Chaturvedi & Saxena, 
2017; El-Sayed, Abd El-Fattah, & Mohamed, 2018; Farub & 
Purwanto, 2019; Ruhana et al., 2019; Rivera, Sari, & 
Damayanti, 2019; Moestain, Hamidah, & Kadir, 2020; Ojo, 
Zaccheaus, & Luqman, 2020) also indicates that QWL has a 
significant correlation with OCB. Based on arguments and 
studies above, the fifth hypothesis in this study is:

H5: QWL had a direct effect on OCB.

2.6. � Visionary Leadership and Contextual 
Performance Mediating by OCB 

From the various results of the research above, OCB 
mediates visionary leadership’s effect on contextual 
performance. The school principal who has adequate setting, 
superior standards, and reflecting high ideas, clarifies goals 
and direction, inspires the spirit and keeps a commitment, 
has good pronunciation and is easy to understand, reflects 
the uniqueness of different organizations and competencies, 
and has a strong determination to realize the ideals (Joseph, 
2007; Anshar, 2017) potentially stimulating teachers’ OCB 

manifested in altruism, conscientiousness, sportsmanship, 
courtesy, and civic virtue (Organ, Podsakoff, & MacKenzie, 
2006). It then implicates to teachers’ contextual performance 
manifested in persisting with enthusiasm and exerting 
extra effort as necessary to complete one’s task activities 
successfully; volunteering to carry out task activities that 
are not formally part of the job; helping and cooperating 
with others; following organizational rules and procedures; 
and endorsing, supporting, and defending organizational 
objectives (Aguinis, 2018). The studies carried out by 
Dhammika (2014) proved that visionary leadership has a 
significant correlation with OCB, while the studies conducted 
by scholars (Mallick et al., 2014; Andrew & León-Cázares, 
2015; Hidayah & Harnoto, 2018; Lestari & Ghaby, 2018) 
claimed that OCB affects contextual performance. Based 
on arguments and studies above, the sixth hypothesis in 
this study is:

H6: Visionary leadership had an indirect effect on 
contextual performance mediating by OCB. 

2.7. � QWL and Contextual Performance  
Mediating by OCB 

OCB also mediates the effect of QWL on contextual 
performance. The school offers work that develops human 
capabilities, opportunities for personal growth and security, 
the social environment that shapes personal identity, 
freedom from suspicion, constitutionalism, or the right to 
privacy, reciprocity, and dissent; and socially responsible 
organizational action (Bateman, 2014) can enhance teachers’ 
OCB, such as altruism, conscientiousness, sportsmanship, 
courtesy, and civic virtue (Organ, Podsakoff, & MacKenzie, 
2006). It then implicates to their contextual performance 
manifested in persisting with enthusiasm and exerting 
extra effort as necessary to complete one’s task activities 
successfully; volunteering to carry out task activities that 
are not formally part of the job; helping and cooperating 
with others; following organizational rules and procedures; 
and endorsing, supporting, and defending organizational 
objectives (Aguinis, 2018). The investigation by researchers 
(e.g., Rivera, Sari, & Damayanti, 2019; Moestain, Hamidah, 
& Kadir, 2020, Ojo, Zaccheaus, & Luqman, 2020) that 
QWL influences teachers’ OCB, while the scholar’s studies 
(Sadeghi, Ahmadi, & Yazdi, 2016; Aval, Haddadi, & Keikha, 
2017; Hidayah & Harnoto, 2018; Lestari & Ghaby, 2018) 
concluded that OCB related to contextual performance. 
Based on arguments and studies above, the seventh 
hypothesis in this study is:

H7: QWL had an indirect effect on contextual 
performance mediating by OCB. 
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3.  Research Methods

This research uses a quantitative approach to the survey 
method through a Likert scale model questionnaire with 
five option answers: strongly disagree, disagree, neutral, 
agree, and strongly agree to verify the hypotheses (Hair 
et al., 2018). The questionnaire is designed by researchers 
themselves based on the theoretical dimensions or indicators 
from the experts. Visionary leadership indicators are setting 
superior standards and reflecting high ideas, clarify goals 
and direction, inspire the spirit and keep a commitment, 
have good pronunciation and easy to understand, reflect 
the uniqueness of different organizations and competencies, 
and have a strong determination to realize the ideals 
(Joseph, 2007; Anshar, 2017). QWL consists of indicators: 
safe and healthy environment; work that develops human 
capabilities; opportunities for personal growth and security; 
the social environment that shapes personal identity, 
freedom from suspicion, views as part of society and 
upward mobility; constitutionalism, or the right to privacy, 
reciprocity, and dissent; work roles that reduce violations of 
personal pleasure and family needs; and socially responsible 
organizational action (Bateman, 2014). OCB consists of 
five indicators: altruism, conscientiousness, sportsmanship, 
courtesy, and civic virtue (Organ, Podsakoff, & MacKenzie, 
2006). The contextual performance consists of five 
indicators: persisting with enthusiasm and exerting extra 
effort as necessary to complete one’s own task activities 
successfully; volunteering to carry out task activities that 
are not formally part of the job; helping and cooperating 
with others; following organizational rules and procedures; 
and endorsing, supporting, and defending organizational 
objectives (Aguinis, 2018). The visionary leadership 
questionnaire consists of 12 items with an alpha coefficient 
= 0.938, QWL consists of 16 items with an alpha coefficient 
= 0.945, OCB consists of 10 items with an alpha coefficient 
= 0.900, and contextual performance consists of 10 items 
with an alpha coefficient = 0.864. All variables have an alpha 
coefficient > 0.7, so it is reliable as a research  instrument 
(Griethuijsen et al., 2014; Hair et al., 2018).

This research participants comprise 460 teachers at 
private school in Indonesia spread across eight provinces; 

they are Jakarta, Banten, West Java, Central Java, Riau 
Island, Lampung, East Nusa Tenggara, and East Kalimantan 
determined by accidental sampling based on participant’s 
willingness to fill in the questionnaire at the time the 
research was conducted (Widodo, 2019). Description of the 
participants is shown in Figure 1. The majority of participants 
are female (65.43%), aged 26–35 years (41.09%), bachelor 
education (86.96%), and length of teaching ≤ five years 
(40.00%). Besides, 70.87% of participants were married.

Data analysis by path analysis and to test the signifi
cance of the path coefficient uses a t test supported by 
correlational and descriptive statistics. Descriptive analyzes 
were performed by SPSS version 26, while the path analysis 
by LISREL 8.80.

4.  Results and Discussion

The descriptive statistical analysis and correlations of 
the four research variables are present in Table 1. The mean 
values of the four variables from the lowest to the highest in 
succession are contextual performance (39.92), OCB (40.90), 
visionary leadership (51.75), and QWL (69.13). Meanwhile, 
the standard deviation values of the four variables from the 
lowest to the highest in succession are OCB (5.322), contextual 
performance (5.344), visionary leadership (7.474), and QWL 
(7.898). The correlation analysis results in all variables had 
significant relationships with the other variables at level p 
< 0.01. This condition indicates that all the variables have a 
mutual relationship with each other. The correlation coefficients 
from the lowest to the highest in succession are QWL and 
OCB (0.369), QWL and contextual performance (0.371), 
visionary leadership and OCB (0.373), visionary leadership 
and contextual performance (0.381), visionary leadership, and 
QWL (0.565), OCB and contextual performance (0.750).

The results of hypothesis testing with path analysis 
of the effects of visionary leadership and QWL on 
contextual performance mediating by OCB are summarized 
in Table 2 and visualized in Figure 2 and Figure 3. 
The hypothesis testing results show that all hypotheses were 
supported (t value > t table at α = 0.05 and 0.01). Therefore, 
this study shows that visionary leadership, QWL, and 
OCB had a significant direct effect on teachers’ contextual 

Figure 1: Personal Characteristics of the Research Participants
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Table 2: Summary of Path Coefficients and T values

Path Path Coefficients T value Hypothesis Testing

H1: Visionary leadership (X1) on contextual performance (Y2) 0.08* 2.18 Supported
H2: QWL (X2) on contextual performance (Y2) 0.07* 1.80 Supported
H3: OCB (Y1) on contextual performance (Y2) 0.70** 20.79 Supported
H4: Visionary leadership (X1) on OCB (Y1) 0.24** 4.69 Supported
H5: QWL (X2) on OCB (Y1) 0.23** 4.51 Supported

H6: �Visionary leadership (X1) on contextual  
performance (Y2) mediating by OCB (Y1)

0.17** 4.57 Supported

H7: �QWL (X2) on contextual performance (Y2)  
mediating by OCB (Y1)

0.16** 4.41 Supported

*p < 0.05 **p < 0.01.

Figure 2: Path Coefficients

Table 1: Descriptive Statistics and Correlation Matrix of Variables

Variables Mean Std. 
Deviation 1 2 3 4

1. Visionary leadership 51.75 7.474 1.00
2. QWL 69.13 7.898 0.565** 1.00
3. OCB 40.90 5.322 0.373** 0.369** 1.00
4. Contextual performance 39.92 5.344 0.381** 0.371** 0.750** 1.00

**p < 0.01.

performance, and then visionary leadership and QWL had 
a significant direct effect on teachers’ OCB. This study also 
showed that visionary leadership and QWL had a significant 
indirect effect on teachers’ contextual performance mediating 
by OCB. 

In Figure 1 and Figure 2, the test results of the model 
with the goodness of fit statistics show the significant with 

Chi-Square = 0.000, df = 0, p-value = 1.00000 > 0.05 and 
RMSEA = 0.000 < 0.08. That means the model tested is fit. 
This result indicates that the theoretical model being test 
is supported by empirical data from teachers of teachers at 
Private School in Indonesia spread across eight provinces 
(Jakarta, Banten, West Java, Central Java, Riau Island, 
Lampung, East Nusa Tenggara, East Kalimantan).
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This research proved that visionary leadership and QWL 
significantly affected teachers’ contextual performance, directly 
or indirectly mediating by OCB. This evidence is that OCB 
plays a significant role as a mediator of the effect of visionary 
leadership and QWL on teachers’ contextual performance. 
This research also indicates the vitality of visionary leadership, 
QWL, and OCB for contextual performance. That means 
the existence of visionary leadership, QWL, and OCB are 
important determinants for enhancing teachers’ contextual 
performance. This is similar and consistent with studies 
conducted by researchers that contextual performance is 
influenced by visionary leadership (e.g., Kurniadi, Lian, & 
Wahidy, 2020; Esfarjani, Hoveida, & Abedi, 2020), QWL (e.g., 
Daniel, 2019; Bakhshi et al., 2019; Mohammadi & Karupiah, 
2019), and OCB (e.g., Hidayah & Harnoto, 2018; Lestari & 
Ghaby, 2018; Hermawan, Thamrin, & Susilo, 2020).

This empirical fact confirms that visionary leadership, 
QWL, and OCB are vital to teachers’ contextual 
performance, so that it needs to manage and develop 
optimally and adequately. Consequently, school principals 
need to more seriously increase their visionary leadership 
capacity and QWL in the school that potentially enhance 
teachers’ OCB. In the visionary leadership context, school 
principals need to be better in setting superior standards and 
reflecting high ideas, clarify goals and direction, inspire the 
spirit and keep a commitment, have good pronunciation 
and easy to understand, reflect the uniqueness of different 
organizations and competencies, and have a strong 
determination to realize the school’s ideals, vision, and 
goals. Likewise, regarding QWL, school principals need 
to encourage schools to grow into learning organizations, 
which is possible work becomes a place for the development 
of human capabilities, opportunities for personal growth and 
security, the social environment that shapes personal identity, 

freedom from suspicion, constitutionalism, or the right to 
privacy, reciprocity and dissent; and the actions of school 
organizations that are socially responsible for all school 
members and school stakeholders. Both of these efforts, 
visionary leadership and QWL, are expected to stimulate 
increasing teachers’ OCB so that teachers truly have good 
altruism, awareness, sportsmanship, politeness, and civic 
virtue to improve teachers’ contextual performance. This 
kindness will have implications for the growth, effectiveness, 
and performance of the school organization as a strategic 
education unit responsible for improving the quality of 
education output and human resources of a nation.

Finally, the research results found a new empirical model 
of visionary leadership and QWL on contextual performance 
mediating by OCB based on the private school teachers’ data 
in Indonesia. This model can be discussed among researchers 
and educational practitioners to built models of contextual 
performance. Moreover, the model also can adopt new 
approaches to increase teachers’ contextual performance.

5.  Conclusion

This research result concluded that visionary leadership, 
QWL, and OCB significantly affect teachers’ contextual 
performance. Besides, OCB is indirectly mediating the effect 
of visionary leadership and QWL on teachers’ contextual 
performance. Thus, a new model regarding the effect of 
visionary leadership and QWL on contextual performance 
mediating by OCB was confirmed. The research suggested 
that the teachers’ contextual performance can improve 
through visionary leadership, QWL, and OCB. Therefore, 
researchers and practitioners can adopt the new empirical 
model to develop contextual performance in the future and 
various organizations’ contexts.

Figure 3: T values
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