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ABSTRACT

The success or failure of an institution depends on human resources. The human resources in this research are permanent
lecturers at the Mandala Institute of Technology and Science. Lecturers are one of the functions of institutions to improve
higher education accreditation through transformational leadership style, work environment, compensation and institutional
transformation. This research aims to examine and analyze the influence of transformational leadership style, work
environment, compensation, and institutional transformation on the performance of lecturers at the Mandala Institute of
Technology and Science. This research uses quantitative research methods. With a research population of 48 lecturers. The
sampling technique used a saturated sampling technique by taking all permanent lecturers at the Mandala Institute of
Technology and Science as many as 48 respondents. The instrument used is a questionnaire. The data obtained was then
analyzed using SPSS 2022 software. The research results showed that compensation had a significant effect on lecturer
performance, while transformational leadership style, work environment and institutional transformation had no effect on
lecturer performance. With the results of this research, leaders can make better policies and strategies in managing and
developing the organization.

Keywords : Institutional Transformational Style, Work Environment, Compensation, Institutional Transformation and

Performance.

INTRODUCTION

Being strategic and moving with the times are the demands of a Chancellor's role which can be seen in the institutional
transformation from the Mandala College of Economics to the Mandala Institute of Technology and Science with the aim
of becoming a superior university with better governance. In relation to the transformation of institutions, human resources,
namely lecturers, are not spared by looking at their performance which can support institutional improvement. The Mandala
Institute of Technology and Science (ITSM), which operates under LLDIKTI Region VII East Java, has benefited greatly
from the guidance and supervision of this institution. LLDIKTI ensures that ITS Mandala complies with higher education
standards set by the Ministry of Education, Culture, Research and Technology. This support is very important to maintain
the quality of education, attract quality prospective students, and improve the institution's reputation through a good
accreditation process. Collaboration with LLDIKTI also allows ITS Mandala to adapt to changes in the world of higher
education, maintaining competitiveness through training and capacity development for lecturers and administrative staff.
With this support, ITS Mandala can collaborate with various parties, enrich student learning experiences, and encourage
innovation in research and teaching. This allows ITS Mandala to continue to develop and contribute significantly in
producing superior graduates in the fields of technology and science and play an active role in national development.
Explaining general phenomena regarding lecturer performance in Indonesia refers to several important regulations and laws,
such as Law of the Republic of Indonesia no. 20 of 2003 concerning the National Education System which regulates the
basics of the education system in Indonesia, including higher education. According to this law, lecturers have a very
important role in the development of science and technology, as well as in educating students. Lecturers' performance is
assessed by their abilities in teaching, research and community service. Law of the Republic of Indonesia no. 14 of 2005
concerning Teachers and Lecturers which regulates the status, rights and obligations of lecturers. Lecturer performance must
meet established competency standards, including pedagogical ability, academic expertise and professional attitude.
Lecturers are also expected to have professional certification that shows their competence. Law of the Republic of Indonesia
no. 12 of 2012 concerning Higher Education which updates the legal framework for higher education in Indonesia and
emphasizes the role of lecturers in implementing the Tri Dharma of Higher Education: education and teaching, research, and
community service. Lecturer performance is measured by their contribution in these three aspects, which must be balanced
and complementary. Government Regulation no. 4 of 2014 concerning the Implementation of Higher Education and
Management of Higher Education which regulates the implementation of higher education and management of higher
education, including the performance of lecturers. Lecturer performance is evaluated based on an assessment of their
competence, professionalism and contribution to the development of higher education institutions. As well as Regulation of
the Minister of Education and Culture of the Republic of Indonesia No. 53 of 2023 concerning Quality Assurance which
sets quality assurance standards and procedures in higher education. Lecturer performance in this context involves
compliance with established quality standards, which include aspects of teaching, research and community service. Lecturers
are expected to make continuous improvements to achieve high quality standards.

Lecturer performance is generally evaluated based on their abilities in teaching, research and community service. This
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evaluation also includes involvement in academic activities and contributions to the institution. Lecturers are expected to
meet competency standards set out in laws and regulations. This includes pedagogical, academic and professional
competencies. The quality assurance process for higher education in Indonesia focuses on improving the quality of teaching,
research and community service. Lecturers are expected to contribute to the achievement and maintenance of high quality
standards. Professional certification and professional development are important parts of lecturer performance assessment.
Lecturers are expected to continually update their skills and knowledge to remain relevant in their fields. Overall, lecturers'
performance is measured by the extent to which they fulfill their obligations and responsibilities in accordance with
applicable legal provisions, and how they contribute to the development of higher education in Indonesia.

If further solutions are not immediately provided regarding lecturer performance, the most significant impact will be a
decrease in higher education accreditation (Wahyudi, 2020). In a study by Razak et al., (2016), this research shows that
suboptimal lecturer performance has a negative impact on student academic achievement and the quality of education.
Mukminat's research (2021) discusses how poor lecturer performance can reduce the quality of education and affect student
learning experiences.

Lecturer performance is influenced by several factors, including organizational culture, work environment, organizational
commitment (Asi et al., 2021), motivation, organizational climate (Jufrizen, J., Farisi, S., Azhar, M. E., & Daulay, 2020) ,
quality of work life, compensation (Mardikaningsih & Darmawan, 2022), institutional transformation (Muwaffigillah &
Ningtyas, 2023) and transformational leadership (Igbal, 2021). The results of the lecturer performance survey at ITSM show
that the dominant factors are transformational leadership, work environment, compensation and institutional transformation.
However, among these factors there are still inconsistencies in the results of previous research findings (research gap). Based
on the research gap identification, steps that can be taken include further research focusing on the context of institutional
transformation, exploration of the physical and non-physical work environment, compensation that focuses on financial and
non-financial matters such as career development opportunities, relationships with leaders, and working conditions. affects
lecturer job satisfaction, as well

transformational leadership which plays a role in improving individual and team performance in an institutional environment
that has been transformed. Based on the description above, the author is interested in conducting research entitled "The
Influence of Transformational Leadership Style, Work Environment, Compensation and Institutional Transformation on the
Performance of Mandala Institute of Technology and Science Lecturers™.

To facilitate research, it is necessary to create a research conceptual framework that describes the relationship between
independent variables, in this case transformational leadership style, work environment, compensation and institutional
transformation, with the dependent variable, namely lecturer performance. In accordance with the hypothesis and literature
review, the following conceptual framework:
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(X1
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H13 . (Y)
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Figure 1 Conceptual Framework
METHODS

When this research was carried out since the university had been transformed on July 21 2022. The location of this research
was carried out at the Mandala Institute of Technology and Science with a total population of 48 lecturers.

According to Arikunto (2008:116) "determining sampling, if it is less than 100, it is best to take all of them so that the
research is a population study.

Referring to the opinion above, this research uses a saturated sample. Because the population of permanent lecturers at the
Mandala Institute of Technology and Science is 48 lecturers, all lecturers were used as the sample.

RESULT

Multiple Linear Regression Analysis

Based on research data collected, both the dependent variable (YY) and independent variables (X1,X2, X3, X4). Based on the
results of the regression measurements shown in the following table:
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Coefficients®

Standardized
Unstandardized Coefficients Coeflicients Correlations
Model B Std. Error Beta t Sig. Zero-order | Partial Part
1 {Constant) 16.801 34535 4743 000
Kepemimpinan Transformasional 375 242 .296 1.550 128 A78 230 184
Lingkungan Kerja -.028 215 -.025 =131 887 .365 -020 - 016
Kompensasi 623 258 429 2417 020 535 346 303
Transformasi Kelembagaan -108 198 -106 -548 536 345 -083 -.069

a. Dependent Yariahle: Kinerja Dosen

Source : Data Processed by researchers (2024)

Based on the table above, the multiple linier regression equation can be obtained as follows :

Information :

Y = Deppendent variable, i.e. performance

X1 = Independen variable
X2 = Independen variable
X3 = Independen variable
Xa= Independen variable

Y =16,80 + 0,375 X1 - 0,028 X2 + 0,623 X3 — 0,108 X4

e = residual value / probability of error
Based on the multiple linear regression equation it shows the meaning and it can be explained that :
The explanation of the regression equation is as follows:

1.

Intercept (Constant): 16.80 is positive, meaning that if the transformational leadership style, work environment,
compensation and institutional transformation are assumed to be constant (not changing), the lecturer's performance is
positive or good.

The regression coefficient for the transformational leadership style variable (X1) is positive: 0.375. This means that if
the Transformational Leadership Style Variable (X1) increases, lecturer performance will increase assuming the work
environment, compensation and institutional transformation have not changed.

The regression coefficient for the work environment variable (X2) is negative: -0.028. This means that even though the
work environment is improved, it does not encourage an increase in lecturer performance.

The regression coefficient for the compensation variable (X3) is positive: 0.623. This means that if compensation
increases, lecturer performance will increase assuming that transformational leadership, work environment and
institutional transformation do not change. 5. The regression coefficient for the institutional transformation variable
(X4) is negative: -0.108, meaning that the institutional transformation from the Mandala College of Economics to the
Mandala Institute of Technology and Science improves lecturer performance assuming that the transformational
leadership style, work environment and compensation have not changed

Simultaneous Statiscal Test (F-test)

Simultaneous Test or F Test is a joint test to test the significant influence of transformational leadership style variables, work
environment, compensation and institutional transformation on the performance of lecturers at the Mandala Institute of
Technology and Science. The F Test results can be seen from the following table:

ANOVA?
Model Sum of Squares df Mean Square F Sig.
Regression 103.403 4 25.851 5.182 .002°
1 Residual 2145141 43 4.989
Total 317.917| 47

a. Dependent Variable : Performance

b. Predictors: (Constant), Transformational Leadership Style, Environment
Work, Compensation, institutional transformational

Source : Data Processed by researchers (2024)

Based on the table above, it is known that the significance value for the influence of transformational leadership style, work
environment, compensation and institutional transformation on lecturer performance is 0.002<0.05 and 5.182>2.57, so it
can be concluded that H2 is accepted, which means there is a simultaneous influence.

Partial Statistical (t-test)

The ttest (partial test) is used to determine whether partially the existing independent variables have a significant effect on
the dependent variable or not. The t test results can be seen in the following table:

Coefficients?
Model Unstandardized Coefficients | Standardized Coefficients ¢ si
B Std. Error Beta g
(Constant) 16.801 3.535 4.753 .000
Kepemimpinan Transformasional .375 .242 .296| 1.550 128
1 | Lingkungan Kerja -.028 .215 -025| -131 .897
Kompensasi .623 .258 429 2417 .020
Transformasi Kelembagaan -.108 .198 -.106 -.548 .586
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Source : Data Processed by researchers (2024)

1. Testing the First Hypothesis (H1.1), significant value (Sig.): 0.128 > 0.05, meaning there is no influence of the
independent variable (transformational leadership style) on the dependent variable (lecturer performance) at a
significance level of 5%.

2. Testing the First Hypothesis (H1.2), significant value (Sig.): 0.897 > 0.05, meaning there is no influence of the
independent variable (work environment) on the dependent variable (lecturer performance) at a significance level of
5%.

3. Testing the First Hypothesis (H1.3), significant value (Sig.): 0.020 < 0.05, meaning that there is a significant influence
of the independent variable (compensation) on the dependent variable (lecturer performance) at a significance level of
5%.

4. Testing the First Hypothesis (H1.4), significant value (Sig.): 0.586 > 0.05, meaning there is no influence of the
independent variable (institutional transformation) on the dependent variable (lecturer performance) at a significance
level of 5%.

Coefficients of Determination (R?)

The coefficient of determination in this research will be used to determine how much influence the independent variables,
namely transformational leadership style (X1), work environment (X2), compensation (X3), and institutional transformation
(X4) have on lecturer performance (). The results of the coefficient of determination test are described in the following
table:

Model Summary®
Model R R Square | Adjusted R Square Std. Error of the Estimate

1 | .570° 325 .262 2.23354

Source : Data Processed by researchers (2024)

Based on the test results table above, it is known that the coefficient of determination is 0.262 or 26%. This shows that 26%
of lecturer performance can be influenced by transformational leadership style, work environment, compensation and
institutional transformation. Meanwhile, 74% may be influenced by other variables, namely motivation, workload,
professional development, demographic and personal factors, well-being and life balance, and competence.

DISCUSSION

Effect of transformational leadership style on lecturer performance

This research shows that the transformational leadership style has no effect on lecturer performance. This indicates that the
charisma indicator has no effect. Lecturers are not too influenced by the rector's personality or vision. They are more
motivated by other factors such as professional recognition or career development opportunities. Likewise, the indicator of
inspirational motivation has no effect, this shows that lecturers may not respond well to inspirational and more concrete
rhetoric to improve their performance. Furthermore, indicators of intellectual involvement also have no effect, it could be
that lecturers do not feel encouraged or challenged by the leader's intellectual approach. They may value more concrete and
direct support in their tasks and indicators of individual influence have no effect, they may feel that personal attention from
leaders does not motivate them enough or does not have a significant impact on their performance.

Effect of work environment on lecturer performance

The work environment has no effect on lecturer performance. This identifies that the working atmosphere indicators have
no effect, lecturers may not be too affected by physical and social factors in their workplace or the current working
atmosphere is adequate so that there is no determining factor in performance. Furthermore, indicators of work facilities that
do not have an influence mean that it is possible that lecturers already have adequate facilities, or they need more support in
other forms, such as career development opportunities or financial incentives. Likewise, if the indicator of the relationship
with the rector is not influential, this could indicate that the lecturer is not too influenced by the personal relationship with
the leader in the context of their performance, or that the relationship is good enough and not a problem. The relationship
between lecturers has no effect, lecturers may focus more on individual work rather than team collaboration, or the
relationship between lecturers is good enough and does not significantly affect performance and indicators.

Job security (insurance) also has no effect, this could indicate that lecturers feel quite safe in their current jobs, or that this
factor is not their main concern in improving performance.

Effect of compensation on lecturer performance

Compensation has a significant effect on lecturer performance. This identifies that the salary indicator has a significant
influence, lecturers tend to be motivated to improve their performance when they receive a competitive and adequate salary.
Likewise, with incentive indicators that have a significant effect, additional incentives can encourage lecturers to work harder
and achieve certain targets. The development opportunity indicator also has a significant effect, lecturers who have access
to training and professional development are more motivated to improve their performance and the competence suitability
indicator has a significant effect, lecturers who feel their competence is in accordance with the tasks given tend to have
better performance.

Effect of institutional transformation on lecturer performance

Institutional transformation has no effect on lecturer performance. This indicates that indicators of pride have no effect. They
focus more on individual awards or recognition. The infrastructure improvement indicator also has no effect, this could mean
that the existing infrastructure is adequate or that lecturers need support other than physical to improve their performance.
Indicators for improving work standards have no effect, lecturers may not see work standards as having no effect, lecturers
may not see work standards as the main driver of their performance. They are more influenced by incentives or professional
development. Likewise, the adjusted vision and mission indicator has no effect, lecturers feel that the adjusted vision does
not motivate them enough or is not translated into concrete actions that influence their daily work and the new work culture
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indicator also has no effect, this could indicate that cultural change has not yet been implemented. managed to take root or
lecturers have not felt the benefits of these changes.

CONCLUSION

1. Transformational leadership style does not have a significant effect on lecturer performance. From the findings which
show that the transformational leadership style has no significant effect on lecturer performance, with indicators such
as charisma, inspirational motivation, intellectual involvement, and individual influence not having an impact, there
are several consequences or direct consequences that need to be considered, namely adjusting leadership strategies ,
focus on other motivational factors, evaluation and reformulation of lecturer development programs, changes in
institutional support, adjustments in performance evaluation and rewards, more relevant leadership development, and
the need for further research.

2. The work environment does not have a significant effect on lecturer performance. If research shows that the work
environment does not have a significant effect on lecturer performance, with indicators such as work atmosphere, work
facilities, relationship with the rector, relationships between lecturers, and job security that do not have an impact, then
there are several direct consequences or consequences that need to be considered, namely adjustments. work
environment policy focus, priority on other support and development, evaluation of facility and relationship needs,
focus on individual performance development, adjustment of welfare and safety programs, consideration of external
factors, and development of performance improvement programs

3. Compensation has a significant effect on lecturer performance. The consequences or direct results of the findings show
that compensation has a significant effect on lecturer performance, namely improving the quality of teaching and
research, lecturer retention and loyalty, increasing productivity, continuous professional development, appropriate
placement.

4. Institutional transformation has a significant effect on lecturer performance. The direct consequences or results of the
findings show that institutional transformation has no significant effect on lecturer performance, namely Focus on
Individual Development, Infrastructure Evaluation, Revision or Adjustment of Work Standards, More Concrete
Implementation of Vision and Mission, and Strengthening Work Culture.

5. Transformational Leadership Style, Work Environment, Compensation and Institutional Transformation
simultaneously influence Lecturer Performance. Consequences or direct consequences of the findings which show that
transformational leadership style, work environment, compensation, and institutional transformation simultaneously
influence lecturer performance, namely increasing productivity and quality of lecturer performance, the need for
integrated program development, continuous support for lecturer career development, adjustment of leadership
strategies and management, Evaluation and Policy Adjustment.

RECOMENDATION

1. The following is a suggestion that transformational leadership style has no effect on lecturer performance, namely
reevaluation of leadership style, Focus on Other Factors that Improve Performance, Increase Involvement and
Communication, Further Research.

2. The following are suggestions that the work environment does not influence lecturer performance, namely reevaluation
of other motivational factors, further research, improving managerial policies and practices, increasing lecturer
involvement and participation, adjusting the work environment specifically

3. The following is a suggestion that compensation has a significant effect on lecturer performance, namely competitive
salary policies, developing incentive programs, focusing on professional development, and improving competency
suitability.

4. The following is a suggestion that institutional transformation has no effect on lecturer performance, namely
reevaluating the focus of transformation, focusing on other motivational factors, communication and involvement,
further research, and adjusting managerial strategies.
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