American Journal of Humanities and Social Sciences Research (AJHSSR) 2023

American Journal of Humanities and Social Sciences Research (AJHSSR)
e-ISSN :2378-703X

Volume-07, Issue-06, pp-19-24

www.ajhssr.com

Research Paper Open Access

The Effect of Transformational Leadership on Lecturer
Performanceat Universitas Muhammadiyah Luwuk

Agung Kurniawan S. Djibran, Syamsu Qamar Badu, SittiRoskina Mas,

Arwildayanto
Postgraduate Program Universitas Negeri Gorontalo

ABSTRACT : This research focused on the effect of transformational leadership on lecturer performance,
specifically at Universitas Muhammadiyah Luwuk. Data were collected through questionnaire distribution,
interviews, observation, and documentation. Data were quantitatively analyzed using statistical and qualitative
analyses.The results demonstrated that transformational leadership behaviors had a positive and significant
effect on lecturer performance by 53.7%. That was, 53.7% of lecturer performance variation could be elucidated
by transformational leadership variation. In other words, hypothesis 1 was accepted. It exhibited that leaders,
encompassing the leaders of the university, faculties, and departments at Universitas Muhammadiyah Luwuk,
have positive and significant contributions to elevating lecturer performance.
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I INTRODUCTION

Education is a conscious attempt made to humanize humans. Through education, humans are shaped to
have good knowledge, skills, and character. Education is a long-run investment; thus, the results are indirect.
Still, it is ascertainable that the results will have an exceptionally positive impact on the future. With adequate
education, individuals will have an assured future because of more job opportunities available, especially for
university graduates.

Quality education is the main issue in the educational world in our country. According to Tilaar in Purba
(2002), higher education should rectify its management as centralistic management has produced educational
quality slumps. Thus, rectifying higher education becomes an absolute demand for attaining quality changes and
better existence of higher education institutions in the future.

One of the indicators of our low educational quality is university ranks. In many different global rankings,
universities or institutes in Indonesia are bottom-ranked. For example, QS WUR 2022 placed Universitas
Gadjah Mada (UGM), which was the top-ranked university in Indonesia, in the 254" rank. Webometric 2020
placed Universitas Indonesia (Ul), which was the nationally top ranked university, in the 603" rank globally.
Meanwhile, attributed to Muhammadiyah universities, Universitas Muhammad Surakarta (UMS) is nationally
ranked 16" and 1201% globally. According to the Webometric version, Universitas Muhammadiyah Yogyakarta
(UMY) is ranked 16" in the national scale and 2173™ in the global scale. Several indicators the institutions
employ to carry out ranking are good lecturer performance in the fields of education, teaching, research, and
community services. Lecturer productivity in academic fields is the factor determining university prestige.

Lecturers are paramount components to enhance quality education. Lecturers in universities play
strategic roles, if examined from the aspects of academic and student development. Lecturers are the best
references for students. Research exhibits university quality is determined by lecturer quality. Hendrajaya (1999)
states that in innovative and quality universities which are responsive to global development and local changes,
their success is contingent upon developmental efforts. The main drivers of the growth are university lecturers.

From the explanation, it is clear that lecturer factors contribute to low university quality. This
phenomenon also comes about in Universitas Muhammadiyah Luwuk, with its relatively low lecturer
performance. Some of its indicators are low research productivity, relatively limited book and journal writing,
and low innovations. Similarly, bearing on the community service aspect, there are constraints in efficient
technology implementation. The conditions adversely influence the rank of Universitas Muhammadiyah Luwuk.

Based on the explanation, | conduct research on the Effect of Transformational Leadership on
Lecturer Performance at Universitas Muhammadiyah Luwuk. This research aims to analyze the effect of
transformational leadership on lecturer performance, especially at Universitas Muhammadiyah Luwuk.
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1. METHOD
It was mix-method research using a sequential explanatory method. The variables were two, which were
transformational leadership (X;) as the independent variable and lecturer performance (Y) as the
independent one. Data were collected through questionnaire distribution, interviews, observation, and
documentation. Data were analyzed in two ways. Quantitative data were analyzed using statistical analysis,
while qualitative ones were analyzed using qualitative analysis, made up of data reduction, data presentation,
and conclusion drawing phases.

11§ RESULTS AND DISCUSSION
A. Analysis Requirement Test
1. Normality Test
Normality test aimed to investigate if a variable was normal. Normally distributed data were the
requirement of a parametric test. Data were normally distributed if Sig. was higher than alpha (a = 5%).
Meanwhile, data were not normally distributed if Sig. was smaller than alpha (a. = 5%). Data from the normality
test are indicated in Table 1.

Table 1. One-Sample Kolmogorov-Smirnov Test

Transformational Lecturer
Leadership (X1) Performance (Y)
N 99 99
Normal Parameters®® Mean _ 103.92 85.78
Std. Deviation 6.538 5.287
Absolute 071 .066
MostExtremeDifferences Positive 071 .059
Negative -.050 -.066
TestStatistic 071 .066
Asymp. Sig. (2-tailed) .200 .200
a. Testdistributionis Normal.

Source: SPSS Output 2022

Table 1 points out that the significance (Asymp. Sig.) of the transformational leadership variable) was

higher than alpha (0.200 > 0.05). Accordingly, it could be concluded that the transformational leadership
variable was normally distributed. Besides, it was notable that the significance (Asymp. Sig) of the lecturer
performance variable was higher than alpha (0.200 > 0.05). As such, the lecturer performance variable was
normally distributed.

2. Multicollinearity Test

Multicollinearity was detected in a regression model if there were independent variables inextricably
correlated to each other. To identify multicollinearity, we could look at the Variance Inflation Factor (VIF).
When the VIF was higher than 10, there was multicollinearity.

Table 2. Multicollinearity Test Results

Coefficients?

UnstandardizedCoefficient | StandardizedCoefficient CollinearityStatistic
Model S S T Sig. S
B Std. Error Beta Tolerance VIF
;Constant 10.235 4446 2.230 .032
X1 178 .059 .220 2'39 'ao 460 2.172

a. DependentVariable: Y
X1: Transformational Leadership

Source: SPSS Output 2022

Table 2 shows multicollinearity test results. It was noticeable that the VIF of the transformational
leadership variable (2.172) was smaller than 10. Hence, it could be interpreted that the independent variable of
this research had no multicollinearity symptom and could be exerted in the next analysis.
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3. Heteroscedasticity Test

The heteroscedasticity test in this research exploited Glejser Test by observing significance levels. Were
the test results above the significance level (o = 5%), there was no heteroscedasticity.Meanwhile, were they
below the significance level (a = 5%), there was heteroscedasticity.

Table 3. Heteroscedasticity Test Results

Coefficients®

UnstandardizedCoefficients Standar_dlzedCoefflc T Sig.

Model ients

B Std. Error Beta
(Constant) 2.260 2.847 794 429
X1 -.009 .038 -.036 -.241 .810

DependentVariable: RES2

Source: SPSS Output 2022

Table 3 demonstrates the heteroscedasticity test results. From the results, it was notable that the
significance of the transformational leadership variable was higher than 0.05. That was, there was no
heteroscedasticity symptom, and the variables could be used for the next analysis.

4, Hypothesis Test
a. Simple Correlation Analysis of X; and Y

This analysis was carried out to examine the effect of the relationship and correlation of the variables X,
and Y. Table 4 exhibits the analysis results.

Table 4. Correlation Test Results

Correlations
Transformational Lecturer
Leadership Performance

Transformational Pearson Correlation 1 7337
L eadership l?llg. (2-tailed) - (;(;O

Pearson Correlation 7337 1
Lecturer Performance Sig. (2-tailed) .000

N 99 99
** Correlationissignificantatthe 0.01 level (2-tailed).

Source: SPSS Output 2022

Based on Table 4, the correlation between X1 and Y was exhibited by 0.733. The score belonged to the
strong relationship category. As such, there was a strong correlation between transformational leadership and
lecturer performance. To corroborate the correlation between transformational leadership and lecturer
performance, a significance test was conducted. If the t-count > t-table, the correlation between X; and Y was
significant.

Table 5. Significance Test Results

Coefficients®

Model UnstandardizedCoefficients | StandardizedCoefficients t Sig.
B Std. Error Beta
(Constant) 24.205 5.817 4.161 | .000
1 | Transformational 593 056 733 10.605 | .000
leadership

a. DependentVariable: Lecturer Performance

Source: SPSS Output 2022

Building on Table 5, with oo = 0.05 and dk = n—2 =99 — 2 = 97, the t-table = 1.985. As the t-count > t-
table or 10.605 > 1.980, the correlation between X; and Y was significant. It could also be indicated by
observing the significance which was smaller than 0.05. That was, there was a significant correlation between
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transformational leadership and lecturer performance. In Table 5, the simple regression equation of the
correlation between transformational leadership and lecturer performance was:

Y =24.205 + 0.733X;

A constant of 24.205 exhibited that although the transformational leadership scored zero, lecturer performance
remained at 24.205.

B. The Effect of Transformational Leadership on Increases in Lecturer Performance at Universitas
Muhammadiyah Luwuk

Transformational leadership factors intended in this research were the salient dimensions or indicators of
the variable with a strong effect on increases in lecturer performance. To further investigate transformational
leadership factors and their roles in augmenting lecturer performance, | interviewed several leaders chosen as
respondents.

In the interview, the university leader argued that s/he had normatively performed tasks as a leader. The
most preeminent factor in transformational leadership was how leaders could be “inspiring ones”. In this context,
informants did not point out the factor. The result was reinforced by the results of questionnaires distributed to
lecturers. In general, university leaders did not have a “shock force (enforcing” to stimulate lecturer
performance. Their roles were still normative.

Additionally, interviews with faculty leaders pointed out that leadership at faculty levels was normative
in operating the organization. For example, to elevate lecturer competitiveness, the attempts made were
moderatelnterestingly, humanist leadership could trigger staff togetherness.

The interviews with the heads of departments showed that they always motivated lecturer staff to write
articles, research, or books. In addition, they (the departments) promised funding support if possible. Similarly,
some deans as informants | interviewed always motivated the lecturer staff to achieve. The motivation served
beyond mere lips service, which was boasting which was not realized in reality.However, the motivation was
realized in real actions, e.g., assigning lecturers to undertake community service or actively participate in
scientific activities outside Universitas MuhammdiyahLuwuk. The efforts were expected to help lecturer staff
achieve inside and outside the campus, which made the campus more reputable.

Transformational leadership had a positive impact on increases in lecturer performance. And yet, there
were only two prominent dimensions, namely idealized influence and individual consideration. The idealized
influence was associated with the charisma of leaders as role models, the understanding of organization visions
and missions, and appreciation for lecturer staff or employees. Meanwhile, individual consideration covered the
understanding of individual differences and the willingness to listen to aspirations, train, educate, and give
suggestions to subordinate lecturer staff and/or employees. As posited by Agus& Muhith (2013), the four
components of the transformational leadership model, known as 41, had different values toward the effects
produced. Susanto et al. (2012), grounded on their study, proposed that transformational leadership and
organizational culture significantly influenced employee performance. Rodrigues & Ferreira (2015), in their
journal, wrote that transformational leadership possessed a greater ability to predict the dimension of
organizational citizenship behavior dimension compared to transactional leadership. The simple correlation
analysis suggested that variable X; (transformational leadership) contributed to variable Y (lecturer performance)
by 53.7%.

V. CONCLUSION
Transformational leadership had a positive and significant effect of 53.7% on lecturer performance. That
was, 53.7% of lecturer performance variation could be explicated by transformational leadership variation. In
other words, hypothesis 1 was accepted. It demonstrated that university, faculty, and department leaders in
Universitas MuhammdiyahLuwuk gave positive and significant contributions to the endeavors to enhance
lecturer performance.
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