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INTRODUCTION

Today, the demand for quality and glo-
bally competitive higher education has become
a necessity. Policies and strategies to improve
the quality of education have become the fo-
cus of the government. The urge to improve
the quality of higher education in Indonesia
is of course reasonable. Indonesia must give
sertous attention to the development of edu-
cation af the tertiary level because it has been
proven that the progress of a country cannot
be separated from the success of a country
i managing its higher education institutions
(Roza, 2007). Referring to Law Number 20 of
2003 concerning the National Education Sys-
tem and Law Number 12 of 2012 concerning
Higher Education, all tertiary institutions are
obliged to hold higher education of dharma
according to the established quality standards.
The three higher education quality standards
are national education standards, national
research standards, and national community
service standards. Nationally, the government
has set higher education standards and obli-
ged all tertiary institutions to formulate their
respective standards according to the natio-
nal higher education standards, but in reality,
there are still various problems and obstacles,
both substantial and operational.

As a comparison, the quality ranking of
Indonesian tertiary institutions at the world
level published by the Ministry of Research,
Technology and Higher Education in 2016
shows that Indonesia is very far behind com-
pared to Malaysia. In the implementation as-
pect of the higher education quality assurance
system in various regions, various problems
and obstacles are still found, both operational
and substantive in nature. This condition 18
also found in universities in Maluku provinee.
Data on the rankings of 100 non-vocational
universities released by the Ministry of Re-
search, Technology and Higher Education in
2018 in the context of commemorating the
73rd Indonesian independence proclamation
which was accessed through the oflicial web-
site: hitps: //nistekdikti.go.id, not a single state
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or private university was found in Maluku in-
cluding in the list.

From the results of preliminary obser-
vations, it was found that many factors require
reform and improvement of higher education
systems in order to compete at the national,
regional and even international levels. The
factors that are thought to have received less
attention are leadership, commitment and
organizational culture, which influence the
implementation of the quality assurance sys-
tem in higher education.

Higher education plays a role in increa-
sing the nation’s competitiveness in the face
of globalization in all fields (Sulaiman, 2016).
Universities are institutions that have an im-
portant role in developing science and produ-
cing qualified humans (Sayidah & Ady, 2019).
Conti-nuous and holistic improvement in the
university education system requires collabo-
rative efforts from various stakeholders both
internal and external. The collaboration will
stimulate improvements in the university edu-
cation system (Astyai, 2015), The increasing
community demands for the quality of higher
education as a result of globalization is a con-
crete problem whose solution cannot be post-
poned (Sumardjoko, 2010b).

The relevant literature to tertiary insti-
tutions covers a wide range of disciplines or
transdisciplinary disciplines, including mana-
gement and development evaluation, behavior
and organizational change, and higher educa-
tion studies (Boyle & Bowden, 1997). Orga-
nizational aspects such as structure, culture,
human resource management, and leadership
are some success determinants in integrated
quality management (Taylor & Hill, 1992).
The development of quality assurance is lar-
gely influenced by the preferences of national
political actors as an implication of neoliberal
managerialism in higher education (Haupt-
man, 2018) & (Lo, 2014). A major problem for
countries that have recently introduced quality
systems, particularly less developed countries,
is the transferability accros the world (Harvey,
& Williams, 2010).

Higher education 1s responsible for
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providing quality assurance to the communi-
ty (Widodo, 2015). The effectiveness of the
higher education quality assessment system is
fundamentally a matter of policy evaluation.
At the macro level, the assessment system re-
fers to external quality assessment, which in-
cludes government evaluation, quality certifi-
cation, and university ranking (Guangli, 2016).
The purpose of the higher education quality
assurance system is to ensure the fulfillment
of high education standards in a systemic and
sustainable manner so that a culture of quali-
ty grows and develops in every university in
Indonesia (Budiarto, Yulianda & Zulbainarni,
2018). Thus, there will be a harmony in good
quality culiure, individual leaders, and orga-
nizational actors (Kardoyo, 2016). This ideal
condition may not be optimal for some univer-
sities because the process of building commit-
ment, paradigm shift, and mental attitudes of
all parties involved in higher education mana-
gement takes time (Muhammad, 2014). This
is because, in fact, various problems are still
found. It has not been implemented in the ot-
her quality items (Ekroman, 2007). The imp-
rovement of the quality of education so far
has not been in line with expectations several
factors, including educational development
strategies that are more "input-oriented” and
"macro-oriented” which tend to be regulated
by the bureaucracy at the central level (Suti,
2011).

One of the strategies to ensure the
achievement of higher education standards is
through an internal quality assurance system
(Sila, 2017). The implementation of internal
quality assurance is carried out by universi-
ties systemically through an internal quality
assurance system (Wicaksono & Al-Rizki,
2018). This is imporiant because the quality
of higher education is the level of conformity
between the implementation of higher edu-
cation and higher education standards (Gu-
nawan, 2017). In an interconnected world, the
higher education system, the higher education
institutions, education policy makers, quality
assurance institutions are all expected to inte-
ract simultaneously in a global, national, and

local, or glonakal context (Hou, Chen & Mor-
se, 2014). Higher education ultimately plays a
role in increasing the nation's competitiveness
in facing globalization in all fields. Therefore,
higher education needs to be able to develop
science and technology and produce intellec-
tuals, scientists, and/or professionals who are
well-cultured and creative, tolerant, democra-
tic, have a strong character, and dare to defend
the truth for the benefit of the nation (Sulai-
man et al., 2016).

The concept of quality assurance origi-
nally comes from Northwest Europe and the
US. This concept has been the basis of deve-
lopments around the world and there is liit-
le vanation in the methods adopted by qua-
lity assurance agencies (Harvey, & Williams,
2010). Accountability and quality assurance
have become central discourses in higher edu-
cation policy around the world. However, ac-
countability and quality assurance involve po-
wet and control (Ramirez, 2014). Overall, the
perception of the process changed from quali-
ty assurance as external supervision of the ins-
titution, to quality improvement that emerged
from academic faculties and from institutio-
nal needs (Ezer & Horin, 2013). An important
distinction has to be made between quality as
a system and quality as interpreted and under-
stood by various perspectives of practitioners
(Elliott, 1993). This should be the foundati-
on of quality development in higher educati-
on and contribution in increasing knowledge
about the effectiveness (or ineffectiveness) of
quality (Leiber, Stensaker & Harvey, 2015).

Higher education quality is the level of
conformity between the implementation of
higher education and Higher Education Stan-
dards consisting of the National Higher Edu-
cation Standards and Higher Education Stan-
dards set by Higher Education (Gunawan,
2017). Efforts to achieve quality standards
set by universities require a quality assurance
system. In the view of Sulaiman et al. (2016),
education quality assurance in tertiary institu-
tions is the process of defermining and fulfil-
ling the quality standards of higher education
management consistently and continuously
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so that stakeholders (students, lecturers, edu-
cation staff, parents, government, work envi-
ronment, and other interested parties) obtain
satisfaction. The focus of current reforms
should be in developing internal quality prac-
tices and encouraging the participation of all
stakeholders (Bugday & Gounko, 2014). The
objectives and functions of the Higher Educa-
tion Quality Assurance System are; (1) ensu-
ring the fulfillment of Higher Education Stan-
dards in a systemic and sustainable manner so
that a quality culture grows and develops; (2)
controlling the implementation of higher edu-
cation by universities to realize quality higher
education (Ristek-Dikti, 20186).

The quality of education in higher edu-
cation will be more guaranteed if it has a
good and strong Higher Education Quality
Assurance System, which can integrate the
vision, mission, and objectives of the Higher
Education into the vision, mission, and perso-
nal objectives of the leaders and members of
the organization. Thus, there will be a cultu-
ral harmony of the quality of individual lea-
ders and actors of the organization (Kardoyo,
2016). Higher Education has an obligation to
carry out quality assurance activities autono-
mously, as part ol an effort to improve and
control the implementation of quality higher
education (Wicaksono & Al-Rizki, 2018).
An important function of quality assurance
is to provide legitimacy through procedures’
(Enders & Westerheijden, 2014). According
to Harvey & Newton (2007) cited by Jarvis
(2014) that quality assurance ensures not only
accountability but also can be used to encou-
rage the level of compliance with policy re-
quirements or to control the growing private
sector.

The Internal Quality Assurance System
is a form of the modern approach (o ensure
the continuous improvement of the quality of
higher education services. Quality service 18
highly dependent on vanous aspects, namely
how the implementation pattern (manage-
ment), human resource support, and insti-
tutions and the existence of a clear concept
that creates customer comfort (Sila, 2017).
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Internal quality assurance system, hereinafier
abbreviated as IOAS, is a systemic activity of
higher education quality assurance by each
higher education institution autonomously to
control and improve the implementation of
higher education in a planned and sustainnab-
le manner (Permenristekdikti Number 62 of
2016). In other words, support is needed by
higher level management from higher educati-
on institutions. Collaboration with other edu-
cational institutions is a relevant prerequisite
for a perceived level of effectiveness of quali-
ty assurance (Seyfried & Pohlenz, 2018). The
appropriate analysis methodology of impact
for quality assurance interventions in higher
education institutions should be seen as an in-
tegral part of quality assurance of the institu-
tions themselves as they will make their work
more transparent and easier to systematically
improve (Damian, Grifoll & Rigbers, 2015).
Therefore, effective planning and stakeholder
commitment can overcome challenges to en-
sure the implementation of an effective frame-
work for improving quality (Ansah, 2015).

Ieadership, basically, is not only an en-
hanced individual quality but also a way of
being and acting in a positive way Lo connect
with others, being open lor cooperation, being
helpful, and growing in other personal aspects
(Romero & Martinez, 2011). Leadership is
a concept that is always associated with the
existence of a group of people being led, and
structurally-functionally having ties, recogniti-
on, and acceptance of basic ideas that become
common references to achieve goals (Amtu,
2015). Leadership is defined as the ability to
influence others to get things done. This ref-
lects the behavior of the influence relationship
between leaders and followers in certain situa-
tions with a common goal of achieving orga-
nmizational outcomes (Lian, 2012).

Leadership plays an important role in
the dynamics of knowledge processing (Fi-
restone, McElroy, Martin & Marion, 2005).
The importance of leadership contributions
in educational organizations is emphasized
by Riggio (2016) who stated that in recent
years, there has been an increasing inferest in
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leadership development in organizations and
education. The external and internal changes
affecting higher education require the institu-
tion, and the system as a whole, to redefine
its mission, goals, and practices. However, (o
achieve such a significant change requires lea-
dership at many levels (Middlehurst, 1997).
This is because academic credibility and uni-
versity life experience are very important for
effective leadership in higher education (Spen-
dlove, 2007).

Leadership and management are con-
cepts that are used regularly in organizatio-
nal change and reform literature (Normore &
Brooks, 2014). Leaders in education face va-
rious challenges in an increasingly competiti-
ve and changing environment (Kairys, 2018).
Leadership experience and the value of lea-
dership education are significanily, positively
related to the psychological empowerment
of leadership development (Solansky, 2014).
Distributed leadership is very influential
through its rhetorical values where leadership
can be used to form perceptions of identity,
participation, and influence (Bolden, Petrov
& Gosling, 2009). Research findings from Lee
& Schaltegger (2014) show that leaders greatly
influence the process of change in mindsets,
practices, and curricula to incorporate sustai-
nability into higher business education institu-
tions. While bottom-up leadership initiatives
are essential, leadership support from top ma-
nagement is seen as essential to enable bigger
and more radical steps of transformation.

Studies on leadership are always inte-
resting when connected with the context of
higher education management. In addition to
several factors that determine the progress of
higher education, leadership is a very domi-
nant factor because it makes a big contribution
to improving the quality of education. As Mu-
hammad (2014) emphasized that the essence
of institutional leadership is the extent of its
sineerity to convince, direct, empower, gene-
rate self-confidence, and provide support to all
parties involved in higher education manage-
ment so that they can work optimally to achie-
ve the vision and mission of higher education

which have been set. In this connection, Serafi-
movska & Ristova (2011) emphasized that the
success of an organization o achieve quality
control depends on the ability and attitude of
top management. The performance of quality
assurance in higher education has not been felt
to be effective and tends to be caused by the
politics of campus organizations that involve
leadership policies (Suci, 2017).  According
to Tampi (2014), a person’s leadership style af-
fects their subordinates in order to maximize
the performance of their subordinates so that
organizational performance and organizatio-
nal goals can be maximized. In other words,
leadership and managerial contributions be-
come important for quality and innovation
in organizations (Lasrado, 2015). In order to
achieve all this, the most important thing is
leadership.

Organizational commitment is defin-
ed in terms of the level of identification and
involvement of individuals in the work or-
ganization. The analysis shows that intrinsic
work values are more closely related to orga-
nizational commitment than do either global
measures of work values or extrinsic work va-
lues (Putti, Aryee & Liang, 1989). The level
of organizational commitment as well as the
level of lovalty and attachment to the organi-
zation is positively influenced by factors that
emphasize flexibility and adaptation, but also
the level of emphasis on hierarchy and spe-
cialization of roles in both the public and pri-
vate sectors (Zeffane, (1994). Meyer & Allen
(1991) have developed a schema of attitude
perspective and behavior perspective. Attitude
commitment focuses on the process by which
people think about their relationship with the
organization their own values and goals are
aligned with organizational values. Behavioral
commitment, on the other hand, is concerned
with the process by which individuals become
locked into a particular organization and how
they deal with these problems.

Similar to the concept of commitment
stated above, the defimition of Porter et., al
(1974) as cited Armstrong (2006) emphasized
that commitment refers to engagement and

19



Onisimus Amtu et. al./ Dinamika Pendidikan 15 (2) (2020) 215-229

lovalty, This is the relative strength of identi-
fying individuals with their involvement in a
particular organization. Organizational com-
mitment consists of three factors, namely; (1)
a strong desire to remain a member of the or-
ganization, (2) a strong beliel’ and acceptance
of the organization’s values and goals; and (3)
readiness to mobilize considerable effort on
behalf of the organization. Structural Equati-
on Modeling analysis reveals that the relation-
ship between employees' evaluations of HRM
practices and their affective and normative
commitments is largely mediated by percep-
tions of organizational support and procedu-
ral fairness (Meyer & Smith, 2000).

Some research results show that a rela-
tionship between rewards and mcreased orga-
nizational commitment are stated by Mottaz
(1988) that intrinsic rewards are significantly
stronger in determining commitment than
extrinsic rewards. In addition, work balan-
ce and stability as stated by Galais & Moser,
(2009) is due to the beneficial and dysfunctio-
nal effects of organizational commitment on
welfare, which indicates a reconsideration of
the role of organizational commitment for
individuals in unstable work settings. There
is also a relationship between levels of stress
due to intrinsic factors and work, and mental
health (Leong, Furnham & Cooper, 1996).
Furthermore, there is a positive relationship
between work-life balance and organizational
commitment, and that organizational com-
mitment mediates the effect of work-life ba-
lance on organizational performance (Oyewo-
bi, Oke, Adeneye & Jimoh, 2019). It should
be noted that organizational commitment is
more strongly associated than job satisfaction
with turnover intentions for tellers, but not for
professionals (Shore & Martin, 1989). Becau-
se, as the size of the organization increases,
commilment decreases; as structures become
more employee-focused, commitment increa-
ses; and the more positive the perception of
organizational climate, the greater the com-
mitment (Sommer, Bae & Luthans, 1996),

Apart from the aspects of leadership and
organizational commitment, there are also do-
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minant factors in the process of improving the
quality of higher education, namely organi-
zational culture. As stated by Gibson (2012)
that organizational culture is what employees
feel and how these perceptions create patterns
of trust, values, and expectations. Caldwell
& Millikan quoted by Foskett (2003) states
that organizational culture is expressed in the
form: conceptually, through the assessment
of certain ideas, which can be expressed into
whatever explicit goals the organization has;
orally, through the adoption of specific dis-
courses and use of terminology; behaviorally,
through rituals, ceremonies and social inter-
actions; and visually, through the designs and
styles adopted by the organization, for examp-
le in dress or uniform. The organizational cul-
ture framework proposed by Tierney (1988:
9), namely; environment, mission, socializa-
tion, information, strategy, and leadership.
Organizational virtue is a useful construct for
the analysis of continuing education organiza-
tions and is also related to organizational cul-
ture (Vallett, 2010). Organizations that have
a culture with the necessary attributes can
obtain superior financial performance that is
sustainable from their culture (Berney, 1986).

The visible characteristics of organiza-
tional culture according to Robbins (2003) are
(1) communication, (2) motivation, and (3)
leadership. This idea is supported by Bennel's
(2004) opinion that culture emerges from a
multidimensional set of influences that in-
clude the external environment, workforce,
managers and leaders, structure, technology,
organi-zational history, and perceptions of
the future. Culture in turn always focuses on
the values, beliefs, and norms of individuals
in organizations and how these individual per-
ceptions coalesce into shared meanings (Bush
& Middlewood, 2005) and (Koesmono, 2006).
A study conducted by Tavares, Sin & Ama-
ral, (2016) shows that the quality culture of
the institution analyzed is between responsive
and reactive. Overall, all reports emphasize
the prionty of formal and structural procedu-
res, both regarding strengths and weaknesses.
External reports show more weaknesses with
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regard to stakeholder participation.

Referring to the theoretical model, this
study is designed to examine the direct and
indirect influence of leadership and organi-
zational commitment as exogenous variables
to the implementation of the internal quali-
ty assurance system as endogenous variables
through organizational culture as an interve-
ning variable.

METHODS

This study uses four variables, namely
Leadership, Organizational Commitment,
Organizational Culture, and Internal Quality
Assurance System (IOAS). The Leadership
variable measures the extent to which lea-
ders in state universities have contributed to
the achievement of higher education quality
through the implementation of an internal
quality assurance system. Leadership variable
assessment indicators are measured on the as-
pects of role, competence, performance, style,
and focus on quality, as suggested by Ginting
& Harvati (2012); Bolden & Gosling (2006);
McNair, Duree, & Ebbers (2011); Mathis &
Jackson (2010); Lleras (2005), Sadikoglu &
Olcay (2014). The Organizational Commit-
ment variable is directed to measure affective
commitment, normalive commitment, and
ongoing com-mitment from all elements of
higher education administrators, as suggested
by Robbins & Judge (2007).

The indicator of the Organizational
Culture variable is directed at measuring how
the communication model, the form of mo-
tivation, and the influence of leadership at
every level of higher education organization,

Table 1. Population and Sample

as sugpested by Robbins (2003). The inter-
nal quality assurance system (IQAS) variable
indicator is directed to measure the achieve-
ment of each quality standard that has been
set and implemented in the field of education,
research, and community service, as stated in
Permenristekdikti Number 62 of 2016 concer-
ning the Higher Education Quality Assurance
System.,

The types and characteristics of the stu-
dy population are limited and homogeneous
(Brahmasari & Suprayetno, 2009). The popu-
lation of this study included 340 lecturers at
three state universities in Ambon city, Maluku
province. Purposive sampling technique used
in the process of determining the research
sample because it is a technique carried out
with special considerations so that it is ap-
propriate to be used as a sample by Sarwono
(2006). Referring to the Slovin sample deter-
mination guidelines (Amirin, 2011), with a 5%
error rate for a population of 340, a sample of
221 was obtained. In Table 1, the population
and sample used in the study are presented.

Based on the literature review and the
variables to be studied, this study developed
a questionnaire and tested it on 33 respon-
dents outside the specified sample. [eadership
variables consist of 46 statements, Organiza-
tional Commitment varna-bles 45 statements,
Organizational Com-mitment variables 42
statements, and 1QAS 45 statements variables.
The questionnaire uses a Likert scale with a
score range of 5-1 answer choices and each
respondent is asked to indicate a response or
attitude. Corrected-item-total correlation and
Cron-bach’s alpha analvsis were used to test
validity and reliability (de Vaus, 2002). Af

No University

Samp. %

1  Umversitas Pattimura Ambon

70 280 182 82,35

2 Institut Agama Kristen Negeri Ambon 15 45 29 13,12

3 Politeknik Negeri Ambon

5 15 10 4,52

Amount

90 340 221 100

Source: Processed Primary Data (2020)

a3}



Onisimus Amtu et. al./ Dinamika Pendidikan 15 (2) (2020) 215-229

ter testing the validation and reliability using
SPSS version 20, the variable leadership; 45
statements are valid, 1 item is rejected with a
Cronbach alpha coefficient of (.751> (.60.

Organizational commitment variable;
45 valid statements with a Cronbach alpha
coefficient of 0.792> 0.60. Organizational
culture variables; 42 valid with Cronbach's
alpha coefficient 0.756> 0.60. Furthermore,
the TQAS variable; 41 statements are vahd, 4
items are rejected with a Cronbach alpha coef-
ficient of 0.745> 0.60. Whereas lor the pro-
cess of testing the path model and testing the
research hypothesis used the path diagram in
the AMOS 21.0 program.

Multivariate normality analysis shows
point cr-0.454 and in multivaniate kurtosis
shows point-0.424, meaning that the value is
not smaller than the maximum threshold and
does not exceed the maximum value limit of
2.58 (Ghozali, 2017). Thus, the research data
can be said to be normally distributed. With
a descriptive analysis design, correlation, and
path analysis to test exogenous, endogenous
and mediating or intervening variables (Yanto
etal., 2017). Model testing is carried out using
the goodness of fit referring to the value of
six indexes, namely Chi Squared, Goodness
ol Fit Index (GFI), Goodness of Fit Index
(AGFI), Root Mean Square of Approximati-
on (RMSEA), Normed Fit Index (NFI), and
Comparative Fit Index (CFI), and CMIN / df
((Lleras, 2005; Albright & Park, 2009; Ghoza-
li, 2017; Yanto et al., 2017).

RESULT AND DISCUSSION

The results of the correlation analysis
showed that the variables of the implementa-
tion of the internal quality assurance system
were related to organizational culture (0.633,
p <0.01), leadership (0.642, p <0.01). Orga-
nizational commitment was not correlated di-
rectly but through organizational culture with
a correlation coefficient (0.475, p <0.01). As
an intervening variable, organizational culture
1s correlated with leadership (0.724, p=> 0.05),
organizational commitment (0.686, p> 0.05),
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leadership and organizational commitment
with a coefficient (0.5374, p= 0.03). In other
words, the implementation of the internal
quality assurance system in tertiary institu-
tions is positively correlated with the support
of leadership, a dynamic and creative organi-
zational culture, and high organizational com-
mitment from all elements of the organizers
of each higher education institution.

The results of the analysis using AMOS
21 show that leadership and organizational
commitment affect organizational culture
and the implementation of the internal qua-
lity assurance system. Organizational com-
mitment affects the implementation of the
internal quality assurance system through
organizational culture. Furthermore, organi-
zational culture affects the implementation of
the internal quality assurance system with a
significance level of 0.001 (p = ***). In other
words, all the proposed hypotheses are proven
and accepted.

The value of the coefficient of deter-
mination is shown by the squared multiple
correlations 0.632 (R2). This means that the
organizational culture variable can be exp-
lained by the leadership and organizational
commilment variables of 63.2% while the re-
maining 36.8% is another variable that is not
researched. Furthermore, the value of squared
multiple correlations of 0.487 (R2) indicates
that the variable implementation of the inter-
nal quality assurance system (1(AS) can be
explained by the variable leadership, organi-
zational commitment and organi-zational cul-
ture by 48.7%, while the remaining 51.3% is
other variables not examined.

The test results show that leadership
has played an important role in improving the
quality of higher education through organiza-
tional culture by 0.357 or 35.7%. The existen-
ce of a direct influence of leadership on orga-
nizational culture obtained a value of 0.492 or
49.2%. There is a direct effect of organizatio-
nal commit-ment on organizational culture,
the value is 0403 or 40.3%. Organizational
culture also plays a role i improving the qua-
lity of ligher education because it contributes
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to a value of 0.394 or 39.4%. The test results
for each variable are presented in the Table 2.

Table 2. Standardized Direct Effects

Org_ Leader- Org
Commitment ship Culture
Org
A03 492 000
Culture
IOAS 000 337 394

Source: Processed Primary Data (2020)

Table 3. Standardized Indirect Effects

Org Leader- Org_
Commitment ship Culture
Org
000 ,000 000
Cultre
TI0AS 139 194 ,000

Source: Processed Primary Data (2020)

Looking at the test results in Table 3, it is
found that the indirect influence of leadership
to organizational culture then to the imple-
mentation of the internal quality assurance
system is = (0.492) (0.394) = 0.194. In ot-
her words, the total effect: direct + indirect
= 0.357+ 0.194 = 0.551. It can be explained
that the value of the influence of leadership
on the imple-mentation of the internal quality
assurance system through organizational cul-
ture is 55.1%. Furthermore, there is an indirect
effect of organizational commitment to orga-
nizational culture and then to the implementa-
tion of the internal quality assurance system,
the value = (0.403) (0.394) = 0.159. So, the to-
tal effect is: direct + indirect = 0.403 + 0.159
=00.159. In other words, the effect value of or-
ganizational commitment on the implementa-
tion of an internal quality assurance system
mediated by organizational culture is 15.9%.

By using the AMOS 21 application, tes-
ting of research problems has been answered,
proven and accepted. The existence of direct
and indirect influence of exogenous variables
(leadership and organizational commitment)

with endogenous variables (IOQAS implemen-
tation) is proven to have positive and signifi-
cant effect values respectively. The following
figure presents the antecedents of an increase
in the internal quality assurance system at sta-
te universities by using organizational culture
as an intervening variable.
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Figure 1. Path Analysis Diagram
Source: Processed Primary Data (2020)

The results of the goodness of fit test
show that the development of the path diag-
ram model gives a Chi Square value ol 7,247
(p= 0.05), so il can be concluded that this
model has been supported by empirical data.
The RMSEA value of 0.169 is close o the
0.08 threshold. Furthermore, the scores in the
CMIN / df, GFI, AGFI, NFI and CFI cate-
gories also have the same resull and match the
required threshold. This shows that the requi-
rements in the Goodness of Fit Test have been
met as shown in the Table 4.

The results of the path analysis show
that the leader has contributed to show the
role, performance, competence, leadership
style and focus on improving the quality of
higher education with an influence value of
35.7%. The influence value between variables
by itself has proven that leadership is the main
factor that determines the improvement of the
quality assurance system in higher education.
This finding is confirmed by Durie’s (2016) re-
search that only 39% of academic leaders have
high interests and high performance. Leader-
ship with a role (Trvellas & Dargenidou,
2009; Garwe, 2014), competencies that are
prerequisites (Spendlove, 2007), and the style
shown (Alharbi & Yusoff, 2012; Alemu, 2016;
Barbosa, Gambi, & Gerolamo, 2017) are the
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Table 4. Goodness of Fit Test

Index Cut-off Value

Empirical Test  Remark

Chi Squared o= 5%
RMSEA =0,08
CMIN 7 d.f. <30
GFI =09
AGFI =09
NFI <09
CF1 =09

7.247 (p=0.007) Fit

0,169  Fit

1,0  Fit
0984  Fit
0,841  Fit
0984  Fit
0986  Fit

Source: Processed Primary Data (2020)

leadership factors that directly determine the
higher education quality assurance system.

Leaders contribute to mobilize all orga-
mizational resources to ensure the achievement
of all quality standards established through a
series of academic activities. Involvement and
coordination between leaders at every level of
higher education organization to mmplement
an internal quality assurance system will be
seen through their roles, performance, compe-
tencies, styles and always focus on efforts to
achieve quality standards at each level.

The quality policy is the basic frame-
work for implementing the quality assurance
system both on a national scale and at every
higher education institution. National quality
directions and policies have been determined,
so that each university can harmonize it ac-
cording to quality documents, internal quality
improvement programs and leadership poli-
cies. These findings are commensurate with
previous research such as; Tampubolon & Ha-
rati, (2019); Surnyaman, (2018); Lyytinen et
al., (2017); Davies, Hides, & Casey, (2001).

This study has proven that leadership
has a direct effect value of 49.2% on improving
the organizational culture of higher education.
No matter how good the role, performance,
competence, and style a leader has, they need
support from the organizational environment
and vanous elements that interact, create, and
collaborate together to form a truly dynamic
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and innovative organizational culture. The
higher education organizational culture forms
an academic culture that is managed profes-
sionally. The results of the influence test show
that leadership has maximally encouraged
the growth of higher education culture. This
means that organizational culture can mediate
each leader to contribute to higher education
quality assurance (Taylor & Hill, 1992; Hati,
2013). The success of implementing the inter-
nal quality assurance system in state universi-
ties is strongly influenced by leadership van-
ables (Amtu, 2019). Higher education is the
main pillar that supports improving the qual-
ity of’ a nation’s human resources. Therefore,
there i1s a demand to improve the quality and
competitiveness of higher education should be
seen as a necessity.

In addition to the leadership contribu-
tion lactor, organizational commitment is a
factor that can have a positive impact on el
forts to drive the improvement of the quality
of higher education. This study offers a strate-
gy to improve the implementation of the inter-
nal quality assurance system in higher educa-
tion through organizational culture. Through
organizational culture, leadership can play
a role in encouraging all interested parties
to collaborate to create a dynamic, creative,
and innovative academic climate and culture
(Sumardjoko, 2010a). With the increase in
organizational culture, the role of leadership
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will be realized and organi-zational commit-
ment will be built synergistically and simulta-
neously to increase the achievement of quality
standards set by each university.

Analysis of the direct influence of or-
ganizational commitment to organizational
culture shows a significant value of 40.3%,
This result indicates that an increase in orga-
nizational culture is also determined by an in-
crease in organizational commitment. In the
aspect of building commitment, affective com-
mitment is needed, as evidenced by emotional
attachment and involvement in the organiza-
tion; normative commitment 1s evidenced by
the desire to survive and fight for the organi-
zation; and sustainable commitment is evi-
denced by the responsibility and belief of all
elements (lecturers, stafl, students, and other
stakeholders) regarding the future of higher
education (Robbins & Judge, 2007 cited Santa
Mira & Margaretha, 2014; Porter et al., 1974
quoted by Armstrong, 2006). That is, increas-
ing organizational culture requires organiza-
tional commitment as a supporting variable
that moves all elements of higher education to
create climate, atmosphere, norms, behavior,
communication, and academic interactions
that shape the organizational culture of a uni-
versity to develop dynamically, creatively, and
innovatively.

These results indicate that the quality
of higher education is also determined by the
maximum role of all elements in developing
a pood organizational culture. This is because
organizational culture contributes 39.4%
which means a lot to improving the quality
of each higher education institution. Nation-
ally, the achievement of quality standards in-
ternally refers to the Internal Quality Assur-
ance System Guidelines by the Ministry of
Research, Technology, and Higher Education
(2018), so the implementation of TQAS begins
with planning, implementation, evaluation,
and control, and development. In terms of im-
ple-mentation, organizational culture is seen
as a driving variable that can become a com-
mon framework by mvolving various parties
to achieve the quality standards set (Davies,

Hides, & Casey, 2001; Al-Sada, Al-Esmael, &
Faisal, 2017; Kartolo & Kwantes, 2018).

If you look at the results of the analy-
sis between variables, the influence of lead-
ership on the implementation of the internal
quality assurance system (IQAS) in higher
education through organizational culture has
a high enough significance value because it
contributes to a value of 55.1%. This shows
that leadership plays an important role in im-
proving the quality of higher education, but
it needs to be mediated through a good or-
ganizational culture (Tampubolon & Harati,
2019). Competition between tertiary institu-
tions to create quality and competitiveness, in
turn, requires attention to efforts to build or-
ganizational culture. A healthy organization
has a leadership pattern that is able to drive a
professional academic culture so as to encour-
age the improvement of the quality of higher
education. Through organizational culture,
leadership can contribute to implementing an
internal quality assurance system in a planned
and sustainable manner (Lyytinen et al., 2017,
Tomas, 2004).

The result of the significance test of the
cffective value of organizational commit-ment
on the implementation of the internal qual-
ity assurance system (IQAS) through organi-
zational culture is 15.9%, Indeed, this value
is not comparable with the effect of the test
results on the direct effect of organizational
commitment on organi-zational culture. This
does not mean that organizational culture
does not require an organizational commit-
ment of all elements of higher education. This
is because the implementation of the quality
assurance system is a strategy to achieve quali-
ty standards through a series of actions that in-
volve every college organizer. Organizational
commitment is also proven to be able to con-
tribute to developing a professsional academic
culture so that it can improve the achievement
of the quality standard targets that have been
set (Surnyaman, 2018). The academic culture
of each university is a framework for an or-
gamzational culture that has the potential to
encourage the improvement of the quality of
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education through the implementation of an
internal quality assurance system in a profes-
sional and sustainable manner (Fathorrah-
man, 2015).

CONCLUSION

The results of this study found that the
successful implementation of the internal
quality assurance system in higher education
is determined by leadership who understands
roles, has competence, excellent performance,
style, and always focuses on quality. Leader-
ship also contributes to the creation and de-
velopment of organizational culture in uni-
versities. In addition to the leadership factor,
it was found that the aspect of developing a
higher education organizational culture was
determined by the presence of organizational
commitment in each individual at each uni-
versity. Because the organizational culture of
each university is determined by the increase
in normative, affective, and sustainable com-
mitment as a basic framework for strengthe-
ning organizational commitment.

The organizational culture also cont-
ributes to the achievement of the implemen-
tation of the internal quality assurance sys-
tem in higher education. This means that the
higher the organizational culture of a univer-
sity, the implementation of its internal quality
assurance system will run well, even increase
sustainably. Organizational culture as an in-
tervening variable determines the indirect in-
fluence of leadership on the implementation
of the internal quality assurance system in
higher education. Likewise, the influence of
organizational commitment on the implemen-
tation of the internal quality assurance system
in higher education through organizational
culture. In other words, a high organizational
commilment Lo implement an internal quality
assurance system requires an organizational
culture that is formed in a professional, dvna-
mic¢, and innovative manner.

This research ultimately confirms that
the better a leader masters his role, demonstra-
tes his competence and performance, develops
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a leadership style that supports the achieve-
ment of quality, the better the achievement of
each quality standard is set. The success of a
leader in the implementation of an internal
quality assurance system is determined by the
organizational culture at each university. The
higher education organizational culture de-
termines the specified quality achievements.
An organizational culture will mediate the or-
ganizational commitment of all elements of
higher education to pursue quality targets that
are expected together. Organizational culture
becomes an important mediator in aligning
roles, perfor-mance, competencies, leadership
styles in formulating policies, and implemen-
ling quality assurance documents. Likewise,
organizational commitment requires an orga-
nizational culture to form solidarity and so-
lidity for all elements of higher education in
the framework of working together to create
a professional and sustainable quality of edu-
cation. It is time for tertiary institutions to pay
attention to the main aspects of organizatio-
nal culture as a framework for building a high-
ly competitive quality culture. Organizational
culture indicators such as motivation, com-
munication, and leadership in every academic
program at the department, faculty, and recto-
rate levels need to be encouraged at all times.

This research has several limitations so
that future studies need to pay attention to the
following matters. The number of populati-
on and sample is still limited because it only
covers three state universities. It is hoped that
in order to measure the success of implemen-
ting the higher education quality assurance
system. It is necessary to involve universi-
ties, both public and private. It is necessary
to further investigate the contribution of of-
her variables such as; budget support, human
resources, stakeholder involvement, business
world participation, and monitoring and eva-
luation systems for the implementation of in-
ternal quality assurance.
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