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ABSTRACT 
Lecturer performance is basically the performance or performance carried out by 

lecturers in carrying out their duties as educators. The quality of educational outcomes 
is highly dependent on the quality of lecturer performance. The purpose of this study 
is to develop an empirical model to improve lecturer performance. The development 
of the model as an alternative construct that is thought to be able to color the influence 
of transformational leadership, organizational culture, organizational commitment on 
lecturer performance through achievement motivation. Furthermore, achievement 
motivation will mediate the influence of transformational leadership, organizational 
culture, organizational commitment on lecturer performance. The independent 
variables of the study consist of transformational leadership, organizational culture and 
organizational commitment while the mediating variable is achievement motivation) 
and the dependent variable is lecturer performance, which is a quantitative study using 
path analysis. The research population is lecturers from 17 private universities in 
Pekalongan Residency, totaling 789 people. The research sample was 258 people 
using the proportional cluster random sampling technique. The results of the analysis 
using path analysis obtained the following results: transformational leadership, 
organizational culture and organizational commitment partially affect achievement 
motivation. Organizational culture, organizational commitment, and achievement 
motivation partially affect the performance of lecturers, while transformational 
leadership partially does not affect the performance of lecturers. Motivation acts as a 
variable mediating the influence of transformational leadership, organizational culture 
and organizational commitment on lecturer performance. The implication of this 
research is that there is a need for great attention to the achievement motivation of 
lecturers as the main factor that affects the performance of lecturers. 

Keywords: transformational leadership, organizational culture, organizational 
commitment. achievement motivation, lecturer performance 

INTRODUCTION 
Lecturers are a component of education at universities in the process of realizing 

quality higher education, so various efforts are made to improve the performance of 
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professionalism and quality of lecturers. Lecturers as human resources must be 
considered, maintained and developed continuously in order to obtain quality, high-
performing human resources so that they are able to realize quality higher education. 
Through quality universities, quality and highly competitive human resources will be 
produced. 

In the 2017 UNESCO report in the Education For All Global Monitoring Report 
(EFA-GMR), the National Development Index or The Education For Development 
Index (EDI), Indonesia is still ranked 64 out of 120 countries. Furthermore, based on 
the results of the 2016 Program For International Student Assessment (PISA) Survey, 
Indonesia was in position 69 of the 76 PISA survey participants. And in 2016 The 
Guardian based on this survey published by the Organization for Economic Co-
operation and Development launched Indonesia's position at 57th out of a total of 65 
countries. UNDP also noted that Indonesia's HDI in 2015 was 0.689 and was at level 
113 out of 188 countries in the world. The survey results from various international 
institutions show that the competitiveness of the Indonesian nation in facing regional 
and global competition is still low. 

Among the fields of development carried out during this period, the education 
sector is the sector that has the largest contribution in creating human resources. The 
position of the human development index and the position of education at the world 
level show that these conditions indicate how low the quality of education and the 
quality of human resources is. Meanwhile, the low quality of education cannot be 
separated from one of the indicators causing the low performance of lecturers in 
lectures. Performance is a comparison between the actual work results with the work 
standards set[1]. Meanwhile, [2] explains that performance is the result of work 
achieved by a person both in quality and quantity in accordance with the 
responsibilities given. 

[3] in educational organizations, especially universities, one measure of 
organizational performance is indicated by the level of achievement of accreditation. 
A unit and study program that has been accredited can be interpreted as being able 
to achieve its goals because to get good grades it must achieve a certain value or 
score. The score is determined by the level of achievement of various predetermined 
accreditation components such as aspects of academic development, student affairs, 
human resources, and causality and professional development at the faculty level. 
Many factors affect the quality of higher education in Indonesia including human 
resources in this case lecturers, curriculum, education management, educational 
infrastructure, and the potential of students in this case students. Of the several factors 
that affect the quality or quality of higher education, the lecturer factor is an important 
factor that determines the achievement of higher education goals. The success of 
education in tertiary institutions is largely determined by the quality of the lecturers, 
because through quality lecturers the lectures given will also be of quality. Improving 
the quality of higher education is inseparable from efforts to improve the quality of 
lecturers. To realize quality higher education, lecturers are needed who are 
professional and have high performance in carrying out their main tasks and functions 
as lecturers. Another factor that has an important role in the quality of higher education 
is the leader. This is because through good leadership, all people who are led will 
participate, be motivated and moved to work as much as possible in achieving 
organizational goals. This opinion is in line with what was stated by [4] that leadership 
is a process of social influence, leaders seek participation from subordinates in an 
effort to achieve organizational goals. 

Lecturer performance has certain specifications or competencies that every 
lecturer must have. Lecturer performance is basically the performance or performance 
carried out by lecturers in carrying out their duties as educators. The quality of 
educational outcomes is highly dependent on the quality of lecturer performance. This 
is because the lecturer is the component of education that has the most direct contact 
with students in the lecture process. Duties and responsibilities of lecturers, as 
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mandated in Government Regulation no. 60 of 1999, is to carry out education and 
teaching. This task is the main task of a lecturer that must be carried out seriously 
because it is the realization of the main task of a higher education institution, namely 
carrying out teaching and learning activities in an effort to educate students. Lecturers 
as educators carry out the duties and responsibilities to develop the potential of 
students, both in terms of knowledge, skills and attitudes that are in accordance with 
the goals that have been set. [5] with a focus on factors affecting lecturer performance 
and student learning outcomes found that lecturer welfare, lecturer commitment, and 
lecturer work motivation had a positive effect on lecturer performance and student 
learning outcomes. Likewise, the results of research conducted by [6]state that lecturer 
commitment has a positive and significant influence on performance, innovation ability, 
integration of new ideas in work, attendance rate, lecturer turnover.  

Lecturer performance is influenced by many factors, both lecturer competence, 
welfare, motivation, commitment, and even leadership factors. Therefore we need a 
leader who is able to improve the quality of work, able to generate organizational 
commitment, instill good organizational culture values and can motivate all 
subordinates to work with high performance. This is because a leader has a very 
central role in an organization both in educational organizations and in other 
organizations. As the results of research by [7] which state that leadership plays an 
important role in motivating employees, as well as employee motivation and has an 
impact on employee performance. 

The phenomenon that exists based on the results of pre-research conducted on 
private university lecturers in Brebes Regency on March 11, 2019 that by distributing 
questionnaires to 50 lecturers, it turns out that 25 of 50 lecturers have not prepared 
lecture plans properly such as: preparation and development of SAP, Syllabus, Hand 
-Out Lectures. Likewise, 30 out of 50 lecturers, which means that there are still 60% 
of lecturers in evaluating learning outcomes, have not prepared a good evaluation plan 
such as determining the type of evaluation tool or type used, the suitability of the use 
of this type of evaluation with the purpose of the lecture, the relevance of the questions 
and the lecture material presented to students. student. Another preliminary finding 
shows that there are still 70% of the 50 lecturers who have conducted preliminary 
research and have not provided feedback on lecture assignments. Another 
phenomenon shows that 80% of the 50 lecturers who became the initial sample of 
preliminary research in scientific publications in both national and international journals 
are still far from what is expected. These empirical facts indicate that the performance 
of educational institutions is not optimal and this condition cannot be separated from 
the role of lecturers' performance in these higher education institutions. Therefore, the 
role of lecturers is so important, this is in line with what was expressed by [8] about 
the importance of lecturers who are one of the determining factors for the success of 
any educational effort. 

Research on transformational leadership on performance has been done by many 
previous researchers, but the results of their research show different results. As 
research conducted by [9], [10] with research results concluding that transformational 
leadership has a positive effect on performance. The relationship between 
transformational leadership and performance is not only a positive relationship pattern, 
but a negative relationship can occur. This is partly from the results of research 
conducted by [11] that the results of his research on transformational leadership do 
not have a positive effect on performance. Previous research on the relationship 
between achievement motivation and lecturer performance, the conclusions of the 
research showed inconsistent results. As research conducted by [12]and [13] that 
motivation has a positive effect on employee performance. In contrast to the results of 
research conducted by [14], [15], concluded that motivation has no effect on 
performance. 

Based on the results of the research above, there are contradictory results where 
the influence of leadership on performance, the influence of organizational culture, and 
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organizational commitment on performance is positive and has a significant effect. 
However, other researchers in their research found different results that the effect of 
transformational leadership on performance, the influence of organizational culture on 
performance and the influence of organizational commitment on performance was 
negative or had no significant effect. Therefore, further research is needed by 
providing another concept or construct, namely achievement motivation which is 
expected to mediate the influence of the three variables, namely the influence of 
transformational leadership on lecturer performance, the influence of organizational 
culture on lecturer performance, and the influence of organizational commitment on 
lecturer performance. 

Taking into account the phenomena described in the background related to the 
performance of the lecturers in this study, this research is important and feasible to 
obtain more in-depth scientific evidence and needs to be studied and conducted 
further research in accordance with the research gap found in previous studies. This 
is because similar research studies with the theme of transformational leadership, 
organizational culture and organizational commitment have never been carried out on 
the performance of lecturers in Brebes Regency. The importance of this research is 
also to support and answer the research gap on the effect of transformational 
leadership on performance, the influence of organizational culture on performance and 
the influence of organizational commitment with lecturer performance as stated above. 

This study was conducted to determine the role of achievement motivation in 
mediating the influence of transformational leadership, the influence of organizational 
culture, and the effect of organizational commitment on the performance of lecturers 
at universities in the former Pekalongan Residency and to obtain empirical information 
related to this research. 

LITERATUR REVIEW 

Lecturer Performance  

[16] say that performance is a successful role achievement that is obtained by 
someone from his actions. [17] says that performance is the result of work achieved 
by a person both in quality and quantity in accordance with the responsibilities given. 
Meanwhile, according to [18]explains that performance is the level of success of a 
person during a certain period in carrying out tasks compared to various possibilities, 
such as work standards, targets or targets or criteria that have been determined in 
advance and have been mutually agreed upon. While [19] performance (performance) 
is a function of ability, effort and organizational support. [20] defines “Performance is 
a: the execution of an action b: something accomplished: dead, feat: the fulfillment of 
a claim, promise, or request: implementation a: the action of representing a character 
in a play b: a public presentation or exhibition the ability to perform: efficiency b: the 
manner in which a mechanism performs: themanner of reacting to stimuli: behavior: 
the linguistic behavior of an individual: parole: also: the ability to speak a certain 
language ." The performance of the lecturers referred to in this study is all the activities 
of the lecturers that are seen in terms of quality and quantity compared to the standard 
values that have been determined. Lecturer performance can be seen from the work 
activities of lecturers in planning the lecture process, carrying out lectures, assessing 
and evaluating lectures, carrying out research and carrying out service 

Transformational Leadership  

[21]defines leadership as the behavior of an individual who leads the activities of 
a group to a common goal to be achieved. He defines leadership or leadership as a 
process of directing and influencing task activities of people in the group. [22] states 
that leadership is the ability to influence people to achieve organizational goals of 
leadership from various aspects and approaches. [23] says leadership as a trait, 
personal behavior, influence on others, patterns of interaction, cooperative 
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relationships between roles, the position of an administrative position and the 
perception of others about the legitimacy of influence. An effective leader not only 
influences his subordinates, but he is also able to ensure that his subordinates achieve 
the best performance of their work [24]. [21]suggests several indicators for a 
transformational leader, namely: Stating a clear and attractive vision and mission, 
explaining how the vision can be trusted, acting secretly and optimistically, showing 
confidence in followers, using dramatic and symbolic actions to emphasize values. 
values, leading by example, and empowering people to achieve that vision. 

Organizational culture  

[25] defines organizational culture as a pattern of fundamental assumptions in 
which existing groups create, discover or develop in the learning process to overcome 
the difficulties of external adaptation and internal integration. [26] defines 
organizational culture as a system of shared meaning held by members that 
distinguishes the organization from other organizations. [27]states that organizational 
culture is one of the important variables for a leader, because organizational culture 
reflects the values that are recognized and become guidelines for actors as members 
of the organization. [28] states that organizational culture refers to a system of 
meaning shared by members that can distinguish the organization from other 
organizations. This shared system of meaning is a set of key characteristics valued by 
the organization. There are seven dimensions of organizational culture indicators by 
[29], namely: Innovation and risk taking, attention to detail, results orientation, people 
orientation, team orientation, aggressiveness, and stability. 

Organizational Commitment  

[30] says organizational commitment is a condition in which employees identify 
with the elements of the organization and its goals, and desire to maintain membership 
in the organization. Employees who have a high level of organizational commitment 
will identify themselves with the organization as a whole and be loyal to the 
organization. [31]suggests organizational commitment is the level of trust and 
acceptance of workers towards organizational goals and has a desire to remain in the 
organization. In contrast to the opinion of [32]which says that organizational 
commitment is an attitude regarding employee loyalty to the organization where they 
work. This loyalty attitude is an ongoing process where employees also show high 
concern for the organization, so that organizational commitment is a work attitude that 
is durable and stable. [33]say organizational commitment is an attitude that reflects 
the extent to which an individual knows and is bound to his organization. [34] suggests 
that organizational commitment is an important attitude that affects performance. As a 
work attitude, organizational commitment has a positive function for the organization. 

Achievement Motivation  

[35] defines achievement motivation as an encouragement that exists in a person 
in connection with achievement, namely mastering, manipulating, and regulating the 
social and physical environment, overcoming all obstacles and maintaining high 
quality work, competing through efforts to exceed past work results. and outperform 
others. [36] revealed that achievement motivation is a person's way of trying well for 
his achievements. [37]describes achievement motivation as an attempt to improve or 
perform as high a personal skill as possible in all activities and a measure of excellence 
is used as a comparison even though there are two possibilities in trying to carry out 
these activities, namely failure or success. Achievement motivation is the desire to get 
something done to achieve a standard of success and to make an effort with the aim 
of achieving success [38]. [39] suggests that there are 6 characteristics of individuals 
who have high achievement motivation, namely: a strong feeling to achieve goals, 
being responsible, evaluative, taking risks, being creative and innovative, and liking 
challenges. 
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Research Framework 

 
Figure 1 

Research Framework 

Methods 

Research design  

The type of research chosen is path analysis. Path analysis aims to explain the 
direct and indirect effects of a set of variables as causal variables to a set of other 
variables which are effect variables [40]. The research model uses path analysis, the 
causal/independent variables are termed exogenous variables, while the effect/bound 
variables are called dependent variables.  

Population and Sample  

The population in this study were Lecturers at the former Pekalongan Residency, 
which consisted of 17 private universities with a total of 786 lecturers. The sampling 
technique used a random sampling area with the number of samples specified in this 
study as many as 258 people.  

Instrumentation  

The data collection technique used is a questionnaire. The questionnaire used to 
collect data on transformational leadership, organizational commitment, organizational 
culture, achievement motivation and lecturer performance. After testing the validity 
and reliability of the research questionnaire, the questionnaire has met the 
requirements and is ready to collect data. Data analysis techniques used descriptive 
statistical techniques and path analysis.  

Data Analysis 

Descriptive analysis is a description of research results based on the answers 
obtained from respondents to each research variable : 

 
 

Table 1 
Description of Research Result Data 

 
Research Variable 

N Minimum Maximum Mean 
Std. 

Deviation 
Transformational Leadership (X1) 258 31 80 57,97 9,842 

Organizational Culture (X2) 258 40 94 69,88 11,360 
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Organizational Commitment (X3) 258 36 86 63,95 8,712 

Achievement Motivation (Y1) 258 36 90 65,37 9,686 

Lecturer Performance (Y2) 258 39 100 73,10 12,195 

  
 Descriptive statistics in this study consist of five research variables, where 

transformational leadership obtained a minimum score of 31 and a maximum score of 
80 with an average score of 57.97 indicating that the transformational leadership of 
the ex-Pekalongan residency leadership is classified in the good category. 
Organizational culture obtained a minimum score of 40 and a maximum value of 94 
with an average score of 69.88, indicating that the organizational culture of the former 
Pekalongan Residency College is in the good category. Organizational commitment 
obtained a minimum score of 36 and a maximum value of 86 with an average score of 
63.95 indicating that the organizational commitment of university lecturers from the 
former Pekalongan Residency is in the high category. Achievement motivation 
obtained a minimum score of 36 and a maximum value of 90 with an average score of 
65.37, indicating that the achievement motivation of university lecturers from the 
former Pekalongan Residency is in the high category. Lecturer performance obtained 
a minimum score of 39 and a maximum score of 100 with an average score of 73.10 
indicating that the performance of lecturers at the former Pekalongan Residency 
College is in the high category. 

RESULTS 

Regression Analysis - Path I (Effect of Transformational Leadership, 
Organizational Culture, Organizational Commitment to Achievement Motivation) 

Normality Test 
Table 2 

Normality Test with Kolmogrov-Smirnov (Path I) 
 

Variable Kolmogorov-
Smirnov 

Asymp. Sig. (2-
tailed) 

p-value Explanation 

Unstandardized residual_1 0,983 0,289 p>0,05 Normal 

 
The results of the normality test obtained the Kolmogorov-Smirnov Z value of 0.983 

with p = 0.289 so that p > 0.05 indicates that the unstandardized residual-1 variable is 
normally distributed. 

Heteroscedasticity Test 

Table 3 
Glejser Test (Path I) 

 

Independent Variable 
p-value 

(Sig.) 
Explanation 

Transformational Leadership (X1) 0,682 There is no heteroscedasticity 

Organizational Culture (X2) 0,195 There is no heteroscedasticity 

Organizational Commitment (X3) 0,624 There is no heteroscedasticity 

 
All independent variables have a sig value. 0.05. So there is no statistically 

significant independent variable affecting the dependent variable ABS_REG1. This 
can be seen from the value of sig. on each independent variable entirely above 0.05. 
So it can be concluded that the regression model does not contain heteroscedasticity. 
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Multicollinearity Test 

Table 4 
Multicollinearity Test (Path I) 

 

Independent Variable Tolerance VIF Explanation 

Transformational Leadership (X1) 0,304 3,287 There is no multicollinearity 

Organizational Culture (X2) 0,717 1,394 There is no multicollinearity 

Organizational Commitment (X3) 0,271 3,696 There is no multicollinearity 

  
 The results of the multicollinearity test above show that each independent 

variable has a tolerance value > 0.1 and a VIF value < 10. So it can be concluded that 
there is no multicollinearity between independent variables in this regression model. 

 

Autocorrelation Test 

Table 5 
Autocorrelation Test (Path I) 

 

Model 
Durbin Watson 

(DW) 
du Value 

(N=258 dan k =3) 
Explanation 

1 1,801 1,7990 There is no autocorrelation 

 
Durbin Watson is 1.801 which indicates that more than the DW value is in the 

range of du < d < 4-du, namely 1.7990 < 1.801 < 2.2010, so it can be concluded that 
there is no autocorrelation. 

Regression Analyst Results – Path I 

The results of path I regression analysis the influence of transformational 
leadership, organizational culture, organizational commitment on achievement 
motivation can be explained based on the following table: 

Table 6 
Regression Coefficient (Path I) 

 

Equality R2 
Anova 

t 
 

Standardized 
Coefficients Explanation 

F Sig Beta sig 

Regression Model I 
Y1= β1X1+β2X2+β3X3 + e1 

Y1  = Achievement Motivation 
X1 = Transformational 

Leadership 
X2 = Organizational Culture 

X3 = Organizational Commitment 

 
0,645 

 
 
 

 
153,910 

 
 
 

 
0,000 

 
 
 

 
 
 
 

3,720 
 

7,108 
5,127 

 
 
 
 

0,252 
 

0,314 
0,368 

 
 
 
 

0,000 
 

0,000 
0,000 

 
 
 
 

H1 accepted 
 

H2 accepted 
H3 accepted 

 
1.  Hypothesis 1 (H1): Transformational leadership has a positive and 

significant effect on achievement motivation 
Table 6 shows that the t-value of the influence of transformational leadership 

variables on achievement motivation is 3.720 with p <0.05 (significant), so that 
hypothesis 1 (H1) which states that transformational leadership has a positive and 
significant effect on achievement motivation is proven. The magnitude of the direct 
influence of transformational leadership on achievement motivation with the β1 value 
= 0.252 = 25.2%. 



 

93 

Volume 23 Issue 2 2022      CENTRAL ASIA AND THE CAUCASUS      English Edition 

 
2.  Hypothesis 2 (H2): Organizational culture has a positive and significant effect 

on achievement motivation 
Table 6 shows that the t-value of the influence of organizational culture on 

achievement motivation is 7.018 with p <0.05 (significant), so that hypothesis 2 (H2) 
which states that organizational culture has a positive and significant effect on 
achievement motivation is proven. The magnitude of the direct influence of 
organizational culture on achievement motivation with β2 values = 0.314 = 31.4%. 

3.  Hypothesis 3 (H3): Organizational commitment has a positive and 
significant effect on achievement motivation 

Table 6 shows that the t-value of the influence of the organizational commitment 
variable on achievement motivation is 5.127 with p <0.05 (significant), so that 
hypothesis 3 (H3) which states that organizational commitment has a positive and 
significant effect on achievement motivation, is proven. The magnitude of the direct 
influence of organizational commitment on achievement motivation with the β3 value 
= 0,368 = 36,8%. 

Regression analysis Path I the influence of the influence of transformational 
leadership, organizational culture, organizational commitment on achievement 
motivation can be explained based on table 4.21 it can be seen that the regression 
coefficient (beta) or 1 = 0.252, 2 = 0.314 and 3 = 0.359 so that a regression equation 
can be arranged (path I ) as follows: 

Y1 =  0.252 X1 + 0.314 X2 + 0.368 X3 + e1 

The determination coefficient, basically measures how far the ability of the 
transformational leadership model, organizational culture, organizational commitment 
to achievement motivation is. The results of this test obtained an R² value of 0.645 or 
64.5%. So the variables of transformational leadership, organizational culture, 
organizational commitment affect achievement motivation by 64.5% and the remaining 
35.5% is influenced by other factors 

Regression Analysis 

Path II (Effect of Transformational Leadership, Organizational Culture, 
Organizational Commitment and Achievement Motivation on Lecturer 
Performance) Normality test 

Table 7 
Normality Test with Kolmogrov-Smirnov (Path II) 

 

Variable 
Kolmogorov-

Smirnov 
Asymp. Sig. 

(2-tailed) 
p-value Explanation 

Unstandardized residual_2 0,810 0,528 p>0,05 Normal 

 
 The results of the normality test obtained the Kolmogorov-Smirnov Z value of 

0.810 with p = 0.528 so that p> 0.05 indicates that the unstandardized residual-2 
variable is normally distributed. 

Heteroscedasticity Test  

Table 8 
Glejser Test (Path II) 

 
Variable p-value (Sig.) Explanation 

Transformational Leadership (X1) 0,188 There is no heteroscedasticity 

Organizational Culture (X2) 0,096 There is no heteroscedasticity 

Organizational Commitment (X3) 0,124 There is no heteroscedasticity 

Achievement Motivation (Y1) 0,597 There is no heteroscedasticity 

 
All independent variables have a value of sig 0.05. So there is no statistically 

significant independent variable affecting the dependent variable ABS_REG2. This 
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can be seen from the value of sig. on each independent variable entirely above 0.05. 
So it can be concluded that the regression model does not contain heteroscedasticity. 

Multicollinearity Test 

 

 

Table 9 
Multicollinearity Test (PathII) 

 

Variabel Tolerance VIF Keterangan 

Transformational Leadership (X1) 0,289 3,466 There is no multicollinearity 

Organizational Culture (X2) 0,598 1,672 There is no multicollinearity 

Organizational Commitment (X3) 0,245 4,078 There is no multicollinearity 

Achievement Motivation (Y1) 0,355 2,818 There is no multicollinearity 

 
The results of the multicollinearity test above show that each independent variable 

has a tolerance value > 0.1 and a VIF value < 10. So it can be concluded that there is 
no multicollinearity between independent variables in this regression model. 

Autocorrelation Test 

Table 10 
Autocorrelation Test (Path II) 

 

Model 
Durbin Watson 

(DW) 
du value 

(N=258 dan k =4) 
Explanation 

1 2,059 1,8094 There is no autocorrelation 

 
The Durbin Watson value is 2.059 which indicates that more than the DW value is 

in the range of du < d < 4-du, namely 1.8094 < 2.059 < 2.1906, so it can be concluded 
that there is no autocorrelation. 

Regression Analyst Results – Path II 

The results of path II regression analysis of the influence of transformational 
leadership, organizational culture, organizational commitment, and achievement 
motivation on dpsen performance can be explained based on the following table : 

Table 11 
Regression Coefficient (Path II) 

 
Equality 

R2 
Anova t 

 

Standardized 
Coefficients Explanation 

F Sig Beta sig 
Model Regresi I 

Y2=β4X1+β5X2+β6X3+β7Y1 + e1 
 

Y2  = Lecturer Performance 
X1 = Transformational 

Leadership 
X2 = Organizational Culture 

X3 = Organizational 
Commitment 

Y1  = Achievement Motivation 
 

 
0,753 

 
 
 

 
193,093 

 
 
 

 
0,000 

 
 
 

 
 
 
 

1,359 
 

2,822 
2,142 

 
11,922 

 
 
 
 

0,079 
 

0,114 
0,135 

 
0,625 

 
 
 
 

0,175 
 

0,005 
0,033 

 
0,000 

 
 
 
 

H4 rejected 
 

H5 accepted 
H6 accepted 

 
H7 accepted 
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1.  Hypothesis 4 (H4): Transformational leadership has a positive and 

significant effect on lecturer performance 
Table 11 shows that the t-value of the influence of transformational leadership 

variables on lecturer performance is 1.359 with p> 0.05 (not significant), so hypothesis 
4 (H4) which states transformational leadership has a positive and significant effect on 
lecturer performance, is not proven. The magnitude of the direct influence of 
transformational leadership on lecturer performance by β4 value = 0,079 = 7,9%. 

2.  Hypothesis 5 (H5): Organizational culture has a positive and significant 
effect on lecturer performance 

Table 11 shows that the tcount value of the influence of organizational culture on 
lecturer performance is 2.882 with p <0.05 (significant), so hypothesis 5 (H5) which 
states organizational culture has a positive and significant effect on lecturer 
performance, is proven. The magnitude of the direct influence of organizational culture 
on the performance of lecturers with β5 value 0,114 = 11,4%. 

3.  Hypothesis 6 (H6): Organizational commitment has a positive and 
significant effect on lecturer performance 

Table 11 shows that the tcount value of the influence of the organizational 
commitment variable on lecturer performance is 2.142 with p <0.05 (significant), so 
that hypothesis 6 (H6) which states organizational commitment has a positive and 
significant effect on lecturer performance, is proven. The magnitude of the direct 
influence of organizational commitment on the performance of lecturers with β6 value 
= 0,135 = 13,5%. 

4.  Hypothesis 7 (H7): Achievement motivation has a positive and significant 
effect on lecturer performance 

Table 11 shows that the t-value of the influence of the achievement motivation 
variable on the performance of lecturers is 11.922 with p <0.05 (significant), so that 
hypothesis 7 (H7) which states that achievement motivation has a positive and 
significant effect on lecturer performance is proven. The magnitude of the direct 
influence of achievement motivation on the performance of lecturers with β7 value = 
0,625 = 62,5%. 

Regression analysis Path II the influence of transformational leadership, 
organizational culture, organizational commitment, and achievement motivation on 
lecturer performance can be explained based on table 11, it can be seen that the 
regression coefficient (beta) or 4 = 0.079; 5 = 0.114 ; 6 = 0.135 and 7 = 0.625 so that 
the regression equation (line II) can be arranged as follows: 

Y2 = 0.079 X1 + 0.114 X2 + 0.135 X3 + 0.625 Y1 + e2      
The coefficient of determination essentially measures how far the ability of the 

transformational leadership model, organizational culture, organizational commitment 
and achievement motivation to the performance of lecturers. The results of this test 
obtained an R² value of 0.753 or 75.4%. So the variables of transformational 
leadership, organizational culture, organizational commitment and achievement 
motivation affect performance by 75.4% and the remaining 25.6% is influenced by 
other factors. 

Hypothesis Testing the Effect of Transformational Leadership, 
Organizational Culture and Organizational Commitment on Lecturer 
Performance through Achievement Motivation 

The results of path analysis I and II can be analyzed the influence of 
transformational leadership, organizational culture and organizational commitment on 
lecturer performance through achievement motivation, as follows: 

Regression Path I: 
Y1 =  0.252 X1 + 0.314 X2 + 0.368 X3 + e1 
The magnitude of each effect: 
a.  X1           Y1 with β1 = 0.252 
b.  X2           Y1 with β2 = 0.314 
c.  X3           Y1 with β3 = 0.368 
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Regression Path II: 
Y2 = 0.079 X1 + 0.114 X2 + 0.135 X3 + 0.625 Y1 + e2      
The magnitude of each effect: 
a.      X1           Y2 with β4 = 0.079 
b.      X2           Y2 with β5 = 0.114 
c.      X3           Y2 with β6 = 0.135 
d.      Y1 Y2 with β7 = 0.625 

 
Figure 2 
Path Analysis Results 
 
In the path model above, it can be seen that this study explains the effect of the 

mediating variable on the relationship between the independent and dependent 
variables. The mediating variable in this study is achievement motivation, the 
independent variable is transformational leadership, organizational culture and 
organizational commitment, and the dependent variable is lecturer performance. 

The Effect of Transformational Leadership on Lecturer Performance through 
Achievement Motivation 

a. Direct effect β4 = 0.079 
b. Indirect effect (β1 x β7 ) = 0.252 x 0.625 = 0.157 

c. Total path coefficient effect (β4 +(β1 x β7))=(0.078 + 0.157 )= 0.235 

d. So the indirect effect > direct effect is 0.157 > 0.279. then achievement 
motivation acts as a mediating/intervening variable 

Sobel test statistic is 3.496 with sig value. < 0.05 or the Sobel test statistic value > 
1.96. This shows that achievement motivation as a variable mediating the influence of 
transformational leadership on lecturer performance. 

The Effect of Organizational Culture on Lecturer Performance through 
Achievement Motivation 

a. Direct effect β5 = 0. 114 
b. Indirect effect (β2 x β7 ) = 0.314 x 0.625 = 0.196 

c. Total path coefficient effect (β5 +(β2 x β7))=(0.114 + 0.196)= 0.310 

d. So the indirect effect > direct effect is 0.196 > 0.114. then achievement 
motivation acts as a mediating/intervening variable 

The Sobel test statistic is 6.226 with a sig value. < 0.05 or the Sobel test statistic 
value > 1.96. This shows that achievement motivation as a variable mediating the 
influence of organizational culture on lecturer performance. 

The Effect of Organizational Commitment on Lecturer Performance through 
Achievement Motivation 

a. Direct effect β6  = 0,135 
b. Indirect effect (β3 x β7 ) = 0,368 x 0,625 = 0,230  
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c. Total path coefficient effect (β6 +(β3 x β7))=(0,135 + 0,230)= 0,365 

d. So the indirect effect > direct effect is 0.230 > 0.135, then achievement 
motivation acts as a mediating/intervening variable 

Sobel test statistic is 4,138 with sig value. < 0.05 or the Sobel test statistic value > 
1.96. This shows that achievement motivation as a variable mediating the effect of 
organizational commitment on lecturer performance. 

Discussion 

The Effect of Transformational Leadership on Achievement Motivation 
The results of the study prove that transformational leadership has a positive and 

significant effect on achievement motivation, meaning that the better the 
transformational leadership, the higher the lecturer's achievement motivation and vice 
versa, the worse the transformational leadership, the lower the lecturer's achievement 
motivation.  

Effective transformational leaders are able to build staff motivation, determine 
direction, handle change properly, and become a catalyst that can color staff attitudes 
and behavior. A person has a large number of motives with varying strengths in an 
achievement motivation program. Achievement motivation can be an encouragement 
in a person to do or do an activity or task as well as possible. This is as said by [10]that 
transformational leaders are able to motivate their followers to work towards a goal, 
not for short-term personal interests, and to achieve achievement and self-
actualization, not for the sake of feeling safe. Leadership as an element in an 
organization has a great influence on the achievement/work motivation of a lecturer. 
This is because a leader has a duty to move his employees, one of which is to motivate 
lecturers.  

The results of this study are in line with the opinions of several experts including 
[32] “at a more elemental level, transformational leadership behaviors that are 
consistent with each other will increase motivation by activating the same or 
complementary needs in employees or by involving the same or complementary 
aspect of their self-concepts”. On the other hand, a transformational leader will be 
more sensitive to the needs of his employees so that this can increase the motivation 
of the employee to achieve achievement. [21]said that "transformational leadership 
increases follower motivation and performance more than transactional leadership, 
but effective leaders use a combination of both types of leadership". Based on the 
description above, transformational leadership has a direct positive effect on 
achievement motivation. 

The Effect of Organizational Culture on Achievement Motivation 
The results of the study prove that organizational culture has a positive and 

significant effect on achievement motivation, meaning that the better the 
organizational culture, the higher the lecturer's achievement motivation and vice versa, 
the worse the organizational culture, the lower the lecturer's achievement motivation. 
Organizational culture as a pattern of fundamental assumptions in which the existing 
group creates, discovers or develops in the learning process to overcome the 
difficulties of external adaptation and internal integration. Organizational culture 
becomes a social glue that remembers members of the organization [26]. Basically 
someone who is in organizational life tries to determine and form something that can 
accommodate the interests of all parties, so that in carrying out their activities they do 
not clash with the various attitudes and behaviors of each individual. What is meant is 
none other than the culture in which the individual is located, such as values, beliefs, 
assumptions, hopes and so on.  

Based on empirical evidence, it can be said that these findings indicate that 
organizational culture is one of the most important variables and has a direct effect on 
the achievement motivation variable. To explain how organizational culture affects 
motivation, an integrative model of organizational behavior is used from [22]which 
describes that organizational culture as part of the organizational mechanism has a 



 

98 

Volume 23 Issue 2 2022      CENTRAL ASIA AND THE CAUCASUS      English Edition 

 
direct effect on motivation which is part of the individual mechanism in the 
organization. In addition, the theoretical model from [7, 25]which shows that 
organizational culture as part of the task context has a direct effect on the process and 
motivational behavior. With a good organizational culture, it will encourage the 
achievement of a work culture in universities/campus which in turn will increase the 
achievement motivation of lecturers.  

The organizational culture of higher education institutions in the former 
Pekalongan Residency is included in the good category. A good organizational culture 
can be explained that PT institutions have the ability to innovate according to their 
faculties/departments, lecturers instill accuracy according to job descriptions, 
institutions have the courage to take risks if there is a discrepancy. Instilling accuracy 
both in planning, process and results in work. Results-oriented where the lecturer in 
carrying out the task/teaching in accordance with the provisions as much as 14 times 
in one semester. Lecturers in carrying out the tasks assigned by the 
institution/institution to achieve maximum results. Lecturers carry out tasks assigned 
by the institution and meet the specified quality. Institutions are people-oriented, where 
the institution appreciates decision-making in carrying out their duties as lecturers in 
accordance with the provisions/schedule of activities determined by the institution. The 
institution also emphasizes team orientation, where lecturers in carrying out their 
duties also collaborate with superiors/leaders. In addition, in indicators of 
aggressiveness, lecturers in carrying out their duties use their creativity according to 
the provisions of the institution. Lecturers also have a high level of stability in every 
action. 

 The Effect of Organizational Commitment on Achievement Motivation 
The results of the study prove that organizational commitment has a positive and 

significant effect on achievement motivation, meaning that the higher the 
organizational commitment, the higher the lecturer's achievement motivation and vice 
versa, the lower the organizational commitment, the lower the lecturer's achievement 
motivation.  

The effect of organizational commitment variable on employee work motivation is 
positive. This means that an increase in organizational commitment will be followed 
by an improvement in employee motivation with the assumption that other factors that 
affect the size of organizational commitment are considered constant. This study 
shows that there is a positive and significant effect of organizational commitment on 
employee work motivation. This can be seen from the results of the direct influence 
path analysis, the results of organizational commitment have a positive and significant 
effect on employee work motivation.  

The results of this study are also in accordance with the research of [7]) with the 
conclusion that commitment has a significant effect on employee work motivation. 
Further research conducted by [9], based on the results of the study, it can be 
concluded that organizational commitment has a positive and significant impact on 
employee motivation. If the lecturer in carrying out his work has achievement 
motivation, he will make a higher contribution to his institution/institution. High 
achievement motivation will encourage professionalism that is required and must be 
possessed in work and is able to show its existence to its organization. The higher the 
level of achievement motivation possessed by a lecturer, the more professional he will 
be at work.  

The Effect of Transformational Leadership on Lecturer Performance 
The results of the study cannot prove that transformational leadership has a 

positive and significant effect on lecturer performance, meaning that transformational 
leadership does not affect lecturer performance. The results of this analysis are not in 
line with previous research which provides information that leadership has a significant 
and direct positive effect on employee performance, where a positive sign indicates 
that the stronger the understanding and implementation of leadership, the stronger the 
employee's performance.  
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The results of this study reflect that the existence of transformational leadership 

behavior does not necessarily guarantee an increase in lecturer performance. The 
transformational leadership style will effectively affect the performance of lecturers if it 
is supported by various leadership efforts in giving special attention to providing job 
satisfaction to lecturers. So that with the job satisfaction obtained, the leadership has 
the ability to influence lecturers in doing work which in turn has an impact on improving 
employee performance.  

The results of this study are in line with the results of previous studies, among 
others; research from [22, 32]concludes that transformational leadership does not 
affect employee performance without mediating work engagement. This study is also 
in line with the research of [3], concluding that leadership has a positive but not 
significant effect on employee performance. This study is also in line with the research 
of [20, 30]where the results of the study show that transformational leadership does 
not have a significant effect on employee performance. Likewise, [41]in their research 
conclude that transformational leadership has no significant effect on employee 
performance through motivation 

The Effect of Organizational Culture on Lecturer Performance 
 The results of the study prove that organizational culture has a positive and 

significant effect on lecturer performance, meaning that the better the organizational 
culture, the higher the lecturer's performance and vice versa, the worse the 
organizational culture, the lower the lecturer's performance. The organizational culture 
at the former Pekalongan Residency college is in the good category, where higher 
education institutions have the ability to innovate according to their 
faculties/departments, in working to instill accuracy according to job descriptions, 
instilling accuracy in planning, process and results, lecturers carry out tasks / teach 
according to with the provisions of 14 times in one semester, carry out the tasks 
assigned by the institution/institution meet the specified quality, carry out duties as a 
lecturer in accordance with the provisions/schedule of activities determined by the 
institution, participate in decision-making at the institution/institution, generally carry 
out tasks as well cooperate with superiors/leaders in institutions/institutions. This 
conducive organizational culture has a positive impact on the performance of lecturers. 
Organizational culture according to [42] as: “a pattern of shared basic assumptions 
that was learned by a group as it solved its problems of external adaptation and 
internal integration, that has worked well enough to be considered valid and, therefore, 
to be taught to new members as the correct way to perceive, think, and feel in relation 
to those problems.  

This understanding implies that organizational culture must be the basis for 
organizational members to see things, think and act. Culture is seen as something that 
is informal, namely a way of life and excellence in an organization that binds together 
and influences what they think about themselves and their work. Organizational culture 
is formed by members of the organization who influence each other. According to [18], 
organizational culture "a shared social knowledge within an organization regarding the 
rules, norms, and values that shape the attitude and behavior of its employees". 
Organizational culture consists of three components, namely (1) observable artifacts, 
(2) exposed values and (3) basic underlying assumptions). Based on empirical 
evidence, the findings of this study indicate that organizational culture has a direct 
effect on the performance of school principals. Based on the model of the impact of 
organizational culture on employee performance and satisfaction from [26]which 
illustrates that organizational culture has a direct effect on performance and job 
satisfaction, where the stronger the organizational culture, the better the resulting 
performance or the higher the level of job satisfaction. perceived by members of the 
organization. In addition, it is also in line with [39]) theoretical model on Organizational 
Culture and Performance which describes that culture (in three parts, namely culture 
content fits environment, moderately strong culture, and adaptive culture) has a direct 
effect on corporate performance.  
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The Effect of Organizational Commitment on Lecturer Performance 
 The results of the study prove that organizational commitment has a positive 

and significant effect on lecturer performance, meaning that the higher the 
organizational commitment, the higher the lecturer's performance and vice versa, the 
lower the organizational commitment, the lower the lecturer's performance. The results 
showed that the organizational commitment of lecturers at the former Pekalongan 
Residency college was classified as high, where the lecturers had a good relationship 
with the institution/institution where they worked, had a strong commitment to work for 
the institution/institution, had the enthusiasm to continue working for the institution. / 
institution, feel proud of the institution / institution where he works, have the confidence 
not to leave the institution / institution where he works, try to be part of the institution / 
institution, and provide high loyalty to the institution / institution that has an impact on 
improving lecturer performance. 

Organizational commitment is an important attitude that affects performance. As a 
work attitude, organizational commitment has a positive function for the organization. 
This is because in the organization members have a high commitment and have a 
loyal attitude to their organization so that they have good performance and ultimately 
affect organizational productivity. In organizations where employees have a high 
degree of organizational commitment, they will involve themselves in the organization 
and always try to work on behalf of the organization. In this regard, organizational 
commitment as an attitude reflects an affective response to the organization as a 
whole, and not just one particular aspect of work. 

This also applies to a lecturer who teaches at a university. As stated by [18], that 
organizational commitment is the extent to which an employee identifies with the 
organization and is willing to put forth efforts on its behalf. Noe further explained that 
lecturers with high organizational commitment will stretch themselves to help the 
organization through difficult times. On the other hand, lecturers with low 
organizational commitment have a tendency to leave at the first opportunity for a better 
job. The influence of organizational commitment on lecturer performance supports a 
number of theoretical and empirical concepts that have been previously stated that 
high commitment from organizational members is positively correlated with high 
motivation and increased performance. In line with research conducted by [6, 39] 
stated that commitment has a positive and significant influence on performance. 

The Effect of Achievement Motivation on Lecturer Performance 
 The results of the study prove that achievement motivation has a positive and 

significant effect on lecturer performance, meaning that the higher the achievement 
motivation, the higher the lecturer's performance and vice versa, the lower the 
achievement motivation, the lower the lecturer's performance. The results showed that 
the achievement motivation of lecturers at the former Pekalongan Residency college 
was classified as high, where the lecturers tried to complete the tasks given by the 
institution with the best results, had a strong desire to complete the tasks given by the 
institution/institution, responsible in carrying out the assigned tasks, dare to take risks 
in carrying out the assigned tasks, evaluate the assigned tasks, try to carry out the 
obligations of the institution/institution according to ability, apart from being creative, 
lecturers are also able to carry out the duties of the institution/institution in an 
innovative manner, which impact on lecturer performance. 

Basically every human being wants to excel, to be able to do activities or work that 
is better, more effective and more efficient than his previous job. Likewise, lecturers 
who work in carrying out the tasks of the lecture process in the class that are their 
responsibility basically want to be better, more successful, more accomplished in 
teaching. A highly motivated person is a person who makes substantial efforts to 
support the production goals of his work unit and the organization in which he works, 
while an unmotivated person only provides minimum service in terms of work. There 
is a strong influence of achievement motivation on the performance of lecturers, then 
achievement motivation must get attention, because lecturers who excel will do their 
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best work, do things successfully, are able to complete tasks even though it requires 
effort and supportive skills, have the desire to be a good person. famous and mastered 
certain fields, willing to do difficult things with satisfactory results, willing to do 
something meaningful, and willing to do something better than others. 

Achievement Motivation Mediates the Effect of Transformational Leadership 
on Lecturer Performance 

The results of the study prove that the influence of transformational leadership on 
lecturer performance through achievement motivation has a greater influence than the 
influence of transformational leadership on lecturer performance directly, so that 
achievement motivation mediates the effect of transformational leadership on lecturer 
performance.  

Leadership is one element in an organization and has a great influence on the 
work motivation of subordinates. This is because a leader has a duty to move his 
subordinates, namely by giving motivation. Even in a higher education institution, a 
leader has the task of motivating the work of the lecturers so that they are motivated 
in their work.  

The leadership of a rector which is realized through transformational leadership 
behavior will affect the work done by lecturers. The transformational leadership of a 
rector who is able to empower existing resources is able to increase the achievement 
motivation of a lecturer. However, if the leadership of a rector is not able to empower 
existing resources, it is certain that there will be a decrease in lecturer achievement 
motivation which results in a decrease in performance.  

Achievement motivation is the desire to get something done to achieve a standard 
of success and to do an effort with the aim of achieving success. The theory of three 
social motives put forward by McClelland there are three types of motivation that 
greatly affect human behavior. One of them is the motivation for achievement 
(achievement motive). People who have high achievement motivation will tend to 
behave in terms of taking responsibility, seeking feedback, choosing moderate risk, 
doing something that has an element of challenge and always trying to do things in 
new ways. Based on the description above, it can be understood that achievement 
motivation can mediate transformational leadership on lecturer performance 

Achievement Motivation Mediates the Effect of Organizational Culture on 
Lecturer Performance 

The results of the study prove that the influence of organizational culture on 
lecturer performance through achievement motivation has a greater influence than the 
influence of organizational culture on lecturer performance directly, so that 
achievement motivation mediates the influence of organizational culture on lecturer 
performance.  

As a form of prevailing norms, organizational culture will shape the pattern of 
relationships within an organization. A good culture will affect the work of employees, 
and vice versa if the culture is not comfortable then this will make employees not 
optimal at work. As is also the case in a higher education institution.  

Organizational culture in a conducive college can motivate lecturers to improve 
their performance so that it can affect their performance results. The indirect effect of 
organizational culture on lecturer performance through achievement motivation can be 
explained by a theoretical model of the integrative model of organizational behavior 
from [13, 26] which describes that organizational culture as part of the organizational 
mechanism has a direct indirect effect on performance but through motivation which 
is part of the individual mechanism in the organization.  

The organizational culture at the former Pekalongan residency generally upholds 
the orientation (values) of caring for people, where in dealing with fellow human 
beings, honest behavior is highly respected as is the culture of society. In addition to 
this, many of the lecturers in this area do not live around campus, but come from 
various places of residence far from the campus location. This requires hard work and 
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high discipline to be able to be present on time at every activity on campus or other 
activities, so that this becomes a separate culture for lecturers.  

Achievement Motivation Mediates the Effect of Organizational Commitment 
on Lecturer Performance 

 The results of the study prove that the effect of organizational commitment on 
lecturer performance through achievement motivation has a greater influence than the 
influence of organizational commitment on lecturer performance directly, so that 
achievement motivation mediates the effect of organizational commitment on lecturer 
performance.  

Lecturers are a determining factor for the success of education in universities, 
especially in carrying out their roles and duties in managing the Tri Dharma program 
of the college. In order for a lecturer to be able to carry out his duties properly, a 
lecturer must have a high level of organizational commitment and be loyal to the 
organization. If a lecturer has a high commitment and has an attitude of loyalty to his 
organization then this will affect his performance.  

Supports a number of theoretical and empirical concepts that have been previously 
stated that high commitment from organizational members is positively correlated with 
high motivation and increased performance. Research by [18, 32] states that 
organizational commitment to continue to work as part of an organization will increase 
if it is supported by high motivation from employees related to their work. This research 
is supported by [3, 13]which states that employee motivation has a significant positive 
effect on commitment as measured by three dimensions of commitment, namely 
affective commitment, normative commitment, and continuance commitment. 
[41]shows that motivation is very effective in increasing organizational commitment 
and employee performance where motivational factors are measured through intrinsic 
factors (achievement needs and interests) and extrinsic factors (job security, salary, 
and promotion).  

Iimplication  

The implication of this research is that there is a need for great attention to the 
achievement motivation of lecturers as the main factor that affects the performance of 
lecturers. Strengthening lecturers' achievement motivation by developing their 
potential to think creatively and innovatively and like challenges. Lecturer performance 
can be carried out by carrying out research and journal publications, as well as carrying 
out community service.  

Research Limitations  

The research has limitations, where only the perceptions of lecturers at universities 
in the former Pekalongan Residency were surveyed in this study. The perspectives of 
instructors, students, and other interested parties are not considered. As such, this 
may result in potential bias in research. Consequently, it would be helpful if future 
researchers could examine the perspectives of lecturers and student instructors. As a 
result, the findings of this study cannot be generalized to all universities in Indonesia. 
A further limitation is that data is limited to self-report surveys which may yield biased 
findings, hence future research should use different data collection methods such as 
observation and interviews.  

Conclusion  

Based on the results of the analysis and discussion, it can be concluded as follows: 
Transformational leadership has a positive and significant effect on achievement 
motivation with an effect of 25.2%. Organizational culture has a positive and significant 
effect on achievement motivation with an effect of 31.4%. Organizational commitment 
has a positive and significant effect on achievement motivation with an effect of 36.8%. 
Transformational leadership has no significant effect on lecturer performance with an 
effect of 7.9%. Organizational culture has a positive and significant effect on lecturer 
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performance with an effect of 11.4%. Organizational commitment has a positive and 
significant effect on lecturer performance with an effect of 13.5%. Achievement 
motivation has a positive and significant effect on lecturer performance with an effect 
of 62.5%. Achievement motivation acts as a mediating variable of the influence of 
transformational leadership on lecturer performance, and the magnitude of the 
influence of transformational leadership on lecturer performance through achievement 
motivation with an effect of 15.7%. Achievement motivation acts as a mediating 
variable of the influence of organizational culture on lecturer performance, with an 
effect of 19.6%. Achievement motivation acts as a mediating variable for the effect of 
organizational commitment on lecturer performance with an effect of 3.0%. 
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