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Abstract. The transformation of PTN BLU to PTN BH at Unila requires the cooperation 

of the organization, management, academia, and external stakeholders, including 

secondary schools and regional authorities. Understanding their availability and adoption 

is critical to creating a successful transformation model. This study aims to determine the 

readiness of the academic community of Unila for these changes, focusing on cognitive, 

emotional, and organizational aspects, and to collect empirical data from internal and 

external stakeholders about their perception of change.  The results of the survey of 100 

members of the Unila community show a strong confidence in their ability to implement 

the necessary changes, reflecting the will and optimism for transformation. Research 

shows that the academic community sees the transition to PTN BH as both a challenge and 

an opportunity for growth, which highlights the importance of considering changes in an 

evolving academic environment. 
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1 Introduction 

The PTN BH (Legal Entity State Universities) concept in Indonesia is an advanced higher 

education management model that gives universities a status similar to that of state-owned 

enterprises (BUMN). This status gives universities autonomy in the field of financial 

management and use of resources in order to provide quality educational services and achieve 

profit by increasing the value of the educational entity[1].  There are different levels of 

university management in Indonesia, with PTN BH representing the highest level, followed by 

PTN BLU (Public Service Agency) and PTN working units at the lower level. The transition 

from PTN BLU to PTN BH is significant and requires preparation and adaptation at multiple 

levels[2]–[4] , including management [5] , individuals [6], organization [7], and external 
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stakeholders [8]. Lampung University, widely known as Unila, a university in Lampung 

province, is an example of this transformation. Unila has evolved from Working Unit State 

University to PTN BLU and is now aiming for PTN BH status and has grown and developed 

significantly. In 2021, Unila reported having 1,307 lecturers and 1,241 high-income students, 

indicating that it is ready for the next phase of transformation. The transition to PTN BH status 

involves not only internal changes within the university [9], but also the involvement and 

willingness of external stakeholders, including secondary education units, regional 

governments, and the community. 

This study focuses on the assessment of readiness to transition from PTN BLU to PTNBH based 

on the analysis of each individual's desire, organizational desire and stakeholders involved in 

management at different levels of roles, both as members of the organization and as members 

of the organization. organization decision-makers and implements. The study follows Varkey 

and Antonio's [10] change management model, starting with assessing the opportunity to change 

(measuring the willingness to change), creating a sense of urgency (creating a sense that change 

is important), assembling an initiative group (forming a steering group), preparing an 

implementation plan (preparing implementation plan), implement and evaluate the pilot project 

(implementation of the plan in the pilot project), spread the change (spread the changes) and 

finally consolidate the changes, create cultural changes (supporting the change in all parts of the 

organization). In the first years of this study, the focus was on the initial stages of change 

management, i.e. readiness for change (measurement of readiness for change) at the individual 

and organizational level, for both internal and external stakeholders. At the individual level, the 

internal stakeholders are the academic community of Unila, which consists of staffs, lecturers, 

and students. At the organizational level, it consists of 34 facility managers and a team of 

experts. Meanwhile, the external stakeholders of the Department of Secondary Education, which 

is the direct actor of higher education, will be examined, and at the political level, the regional 

government and the DPRD as community representatives. 

Weiner  [11] further explains that according to sociocognitive theory, if the level of 

organizational readiness for change is high, organizational members will be readily willing to 

implement change. In this way, the members of the organization can automatically take the 

initiative to implement the change (initiation), be persistent in implementing the change 

(persistence), demonstrate a cooperative attitude in every attempt to implement the change 

(behavioral cooperative). Based on the list above, it is necessary to create a model ready to take 

over the transformation from PTN BLU to PTN BH. If the developed model is robust and 

reliable, it can be used to predict the efficiency of transformation from PTN BLU to PTN BH. 

Research into the readiness of Unila's academic community and external stakeholders is crucial. 

It serves as a foundational step in developing a comprehensive model for adopting the PTN BH 

transformation. This model would facilitate a smoother transition, ensuring that the university's 

evolution into a PTN BH not only enhances its internal capabilities but also aligns with the 

broader educational and societal objectives. If this model is reliable, it can be used as a tool to 

assess willingness to adopt among other PTNs that are prepared and transformed into PTN BHs. 

For insurers, this can be the basis for development and targeted action plans for PTN to become 

PTN BH, in order to improve the quality of graduates and the independence of higher education. 

 



 

 

 

 

2 Theoretical Background 

2.1 Background and definitions 

Varkey and Antonio [10] state that change management is a term that describes the various 

actions taken to ensure that business processes move smoothly from current conditions to 

expected future conditions, both at individual and organizational levels. Change management is 

essentially innovation because innovation is change for the better. Kotter [12] states that change 

management is a term often used to describe a structure to control any change effort. Preparation 

is the first step in managing change. This is why measuring readiness for change is important 

and fundamental. Readiness for change can be measured at both the individual and 

organizational levels. Cunningham et al. [13] state that individual readiness for change is a 

readiness that implies the need to demonstrate change when a person feels able to achieve 

change (self-efficacy) and has the opportunity to participate in the change process. 

In contrast to Holt et al. [14] individual willingness to change consists of structural and 

psychological factors. Rafferty et al. [14] refer to psychological factors related to individuals as 

cognitive and affective. cognitive factors that explain an individual's status as an individual in 

initiating change efforts and affective factors that explain an individual's attitudes, beliefs, and 

intentions as an individual. According to Holt et al. [15] cognitive factors, manifested in the 

form of individual readiness for change, consist of the alignment of knowledge, skills, and 

abilities (individual knowledge, competence and abilities related to the essence of change), i.e. 

extent of knowledge, skills, and abilities. organization members are fit for the change (to what 

extent the individual's knowledge, skills and abilities match the knowledge, skills and abilities 

required for the change). 

Meanwhile, the affective factor of an individual's desire to change consists of adequacy, i.e. the 

individual's belief that the changes to be implemented meet the requirements of the future 

situation and the support of management, i.e. the individual's belief that the organization's 

leaders are serious about making the change a success. Self-efficacy (belief in personal abilities), 

i.e. the individual's belief that the individual can adapt to support the change across the 

organization and personal benefits (benefits of the change to the individual), i.e. individual's 

belief that changes will bring personal benefit (benefit to the individual). At the organizational 

level, according to Weiner [11], organizational readiness for change refers to organizational 

members' commitment to change and confidence in implementing change in the organization. 

An organization's willingness to change consists of commitment to change and change 

effectiveness (belief in the ability to change). Commitment to change and change effectiveness 

are contextually related to and influenced by change valence (benefits of the change to the 

organization), i.e. a set of decisions by organizational members about the benefits of change to 

the organization, from information assessment, i.e. the extent to which organizational members 

are able to identify the gap between the current state of the organization and the expected 

conditions when change is implemented in three dimensions, i.e. task requirements, perceptions 

of organizational resources and situational factors, as well as possible contextual factors 

(contextual enabling factors) arising from organizational culture (organizational culture), 

policies and procedures (policies and procedures).,previous experience (past experience), 

organizational resources (availability of organizational resources) and organizational structure 

(organizational structure). These five factors can influence an organization's readiness for 



 

 

 

 

change through the value of change and the evaluation of information. Weiner (2009) further 

explains that according to sociocognitive theory, if the level of organizational readiness for 

change is high, organizational members will be readily willing to implement change. In this 

way, organizational members can automatically take the initiative to implement change 

(initiation), be persistent in implementing change (persistence), and demonstrate a cooperative 

attitude in any change effort (behavioral cooperativeness). 

 

2.2 Adoption Readiness and Change Management 

Change management is a multifaceted concept that encompasses a range of interventions 

implemented to facilitate the seamless transition of organizational procedures from their present 

condition to projected future conditions[16]–[18]. The aforementioned transition plays a pivotal 

role in impacting both the individual and team dynamics. The fundamental significance of 

change management resides in its capacity to serve as a strategic approach in facilitating the 

transition of individuals [19], teams[20], and entire organizations [20]towards the realization of 

intended future objectives.  

Varkey and Antonio [10] have conducted a comprehensive analysis to outline seven distinct 

stages of change management. The aforementioned stages denote a methodical approach to 

effectively oversee and execute change. The following stages have been identified as follow. In 

the initial stage, the assessment of readiness for change includes the evaluation of individuals 

and the organization's readiness to embrace change. The significance lies in assessing the 

inclination and capacity to acclimate to novel circumstances and procedures [21]–[23]. 

Secondly, it is crucial to establish a sense of urgency in order to create awareness of the 

significance and necessity of the proposed changes. The objective of this phase is to inspire and 

garner backing from the complete organization by emphasizing the crucial significance of the 

change [24]. Additionally, the formation of a steering team is necessary for overseeing the 

change process. The aforementioned group contributes significantly to strategizing, planning, 

and implementing change initiatives[25].  

The fourth stage involves the development of an implementation plan. This stage entails the 

creation of a detailed and comprehensive plan that outlines the necessary steps, timelines, and 

resources needed to successfully execute the proposed change [26]. This plan functions as a 

strategic guide for the comprehensive change initiative. The fifth step in the change process 

entails the implementation and assessment of a pilot program, which necessitates the initial 

execution of the change plan on a limited scale. The objective of this study is to assess the 

feasibility of the proposed plan and implement any required modifications prior to its 

widespread implementation.  The sixth stage involves the dissemination of change, focusing on 

the widespread implementation of the change throughout the entire organization. The process 

entails the effective communication of changes, providing training for staff, and integrating new 

processes and practices into the organizational structure[27], [28].  

The implementation of anchor change is crucial for facilitating a cultural shift within an 

organization. The final stage of this process is dedicated to the consolidation of the changes and 

the establishment of mechanisms to ensure their long-term sustainability. This process entails 

fostering a transformation in the organizational culture to facilitate the adoption and 

endorsement of novel approaches to working. Each of the aforementioned stages assumes a 



 

 

 

 

pivotal role in the comprehensive process of change management. Collectively, they guarantee 

that the transition is not only strategically planned but also effectively executed and thoroughly 

embedded in the organizational culture.  

In the context of evaluating readiness for change, numerous scholars have presented their 

viewpoints. Eby and colleagues [29]state that individual readiness for change can be defined as 

an individual's subjective perception of their work environment and the organization's level of 

preparedness for change. According to Cunningham and colleagues [13], the focus of this 

discussion is on individual readiness, which pertains to a person's confidence in their capacity 

to effect change (self-efficacy) and their access to opportunities for involvement in the process 

of change. Holt and colleagues [15] confirm that individual readiness can be defined as the 

degree to which individuals are mentally and emotionally prepared to embrace and implement 

new initiatives designed to alter the current state of affairs. This research will further discuss the 

concept of individual readiness, with particular emphasis on the structural (cognitive) factors 

such as knowledge, skills, and the alignment of abilities. Moreover, it will explore the 

psychological factors including beliefs about the appropriateness of changes, the level of 

management support, self-efficacy, and the perceived personal benefits from the change. 

Following to that, Weiner discusses organizational readiness for change as being contingent 

upon the commitment of members to the proposed change and their collective confidence in its 

successful implementation. The study conducted by Rafferty and colleagues [14] demonstrated 

that the aforementioned sentiment can be conceived as a collective perception shaped by social 

interaction, with the potential to significantly influence the organization at a macro level. 

Organizational readiness is contingent upon key components such as change commitment and 

change efficacy. The concept of change commitment encompasses the collective understanding 

of the need for change and its potential advantages, whereas change efficacy pertains to the 

shared confidence in the organization's capacity to effectively execute the change process. The 

aforementioned elements are subject to influence from various factors including change valence, 

informational assessment, and potential contextual influences such as organizational culture, 

politics, procedures, past experiences, resources, and structure. The myriad of factors identified 

herein play a critical role in shaping an organization's preparedness for change, exerting a direct 

influence on the effectiveness of change management endeavors. According to the social 

cognitive theory, a high level of organizational readiness is associated with a greater propensity 

to adopt change, marked by the initiation, persistence, and cooperative behavior in the 

implementation of the change initiatives. 

 

Fig. 1. Possible Contextual Factors that can influence an organization’s readiness. 



 

 

 

 

2.3 Management of State Universities 

Higher Education is the level of education after secondary education which includes diploma 

programs, bachelor's programs, master's programs, doctoral programs, and professional 

programs, as well as specialist programs, which are organized by universities based on 

Indonesian culture [30]–[32]. In implementing and organizing higher education, it is necessary 

to manage funding that comes from higher education income. In higher education organizations, 

according to Law No. 12/2012 concerning Higher Education, article 61 paragraph 1 states, the 

organizing organization is a higher education work unit that jointly carries out Tridharma 

activities and resource management functions. In higher education organizations there are 

administrators or administrators. What is meant by administration is how to manage non-

academic activities on campus in accordance with applicable regulations. One of them is the 

activity of managing university income funds. In managing state universities, there is 

autonomous management of state universities, that is, the autonomy of higher education 

management is carried out in accordance with the foundations, objectives, and capabilities of 

higher education institutions. The autonomy of higher education management is carried out 

based on the principles of accountability, transparency, non-profit, quality assurance and 

effectiveness and efficiency (UU. 12/2012). 

Management autonomy in the non-academic sector as referred to in paragraph (1) includes the 

determination of operational norms and policies as well as implementation, organization, 

finance, student affairs, personnel, and infrastructure (UU. 12/2012). In finance, namely income 

in state universities can be managed independently according to applicable regulations, 

especially for Legal Entity State Universities (PTNBH)[7], [33]–[35]. Legal Entity State 

Universities, hereinafter referred to as PTHBHs, are state universities established by the 

Government with the status of autonomous public legal entities (PP 26/2015). These universities 

can manage their own revenue funds in an accountable[36], effective [2], efficient[27], and 

transparent manner in accordance with applicable regulations [7]. Therefore, this part will 

discuss the Procedures for Managing Income Funds at Legal Entity State Universities (PTNBH). 

Literature Review According to PP 26/2015 concerning Forms and Mechanisms of Legal Entity 

State Higher Education Funding.  

Legal Entity State Universities, hereinafter referred to as Legal Entity State Universities, are 

state universities established by the Government with the status of autonomous public legal 

entities. The autonomy referred to here is the autonomy of higher education management 

covering academic and non-academic fields (UU. 12/2012).  In the field of management 

autonomy in the academic field, it includes establishing operational norms and policies as well 

as implementing the Tridharma. Management of Non-APBN Fund Sources In PTN-BH, sources 

of funds obtained from non-APBN are often referred to as Community Funds (DM) or often 

referred to as DAMAS (Community Funds). This is related to the source of funds obtained 

which is not related to the APBN. So PTN-BH can manage these funding sources themselves. 

Community Funds (DM) are funds sourced from non-APBN which consist of the community, 

education costs, endowment fund management, legal entity PTN business, higher education 

tridharma cooperation, legal entity PTN wealth management, regional income, and expenditure 

budgets and/or loans (PP 26/2015). However, in its management it is obliged to uphold generally 

accepted accounting principles. Because all of this income is part of state finances (UU 

17/2003). As a result, in managing PTN-BH's income, it is not uncommon for it to still be treated 



 

 

 

 

as its own source of income. In addition, there is no clear form and rules regarding the 

procedures for preparing PTN-BH financial reports. So, the management of income from PTN-

BH is currently still different in various universities which are legal entities (PTN-BH). 

Thus, it can be concluded: 

a. PTB-BH is the highest level because it has full autonomy in managing finances and 

resources, including lecturers and staff. This type of PTN operates similarly to a state-

owned company. 

b. PTN-BLU is an institution with the second level in terms of autonomy. The management 

of this institution is similar to a state-owned hospital. All non-tax revenues are managed 

autonomously and reported to the state. 

c. PTN-Satker as a ministry work unit. All income, including student tuition fees, must go 

into the state account (Ministry of Finance) first before being used. 

The basic differences between PTN-BH and PTN-BLU are : 

a. Aspects of status determination 

The determination of PTN-BH is carried out by government regulations, while the 

determination of PTN-BLU is carried out by Decree of the Minister of Finance at the 

suggestion of the Minister of Research, Technology and Higher Education. 

 

b. Management reference 

PTN-BH refers to the PT Law, PP no. 4 of 2014 with technical guidelines for the PP 

regarding the PTN Statute concerned. BLU refers to the PT Law, PP no. 74 of 2012 in 

conjunction with PP no. 23 of 2005 with the technical guidelines of the Minister of Finance 

Decree regarding the determination of BLU status at the PTN concerned. 

c. Basis of Determining Service Fees 

For fees and service rates, BLU service rates are determined by the Minister of Finance 

based on proposals from the BLU leadership considering aspects of service continuity and 

development, people's purchasing power, principles of justice and propriety, and healthy 

competition. 

d. Financial Reporting Patterns 

BLU income is reported as PNBP, while PTN Legal Entity income is not PNBP. In terms 

of assets, BLU assets are assets that must be consolidated in BMN, while assets obtained 

from PTN BH businesses become PTN BH assets which are separate state assets, while 

assets in the form of land under the control of PTN BH obtained from the APBN are 

country’s property. 

e. Implementation of Study Program 

In terms of campus autonomy, PTN-BH can be independent in opening and closing study 

programs at its institution, while PTN-BLU cannot. 

f. HR Management (educators and staff) 



 

 

 

 

PTN-BH refers to article 25-point 4 PP no. 4 of 2014, namely the authority to determine, 

appoint, develop, and dismiss non-civil servant permanent staff. For PTN-BLU, the 

authority to appoint permanent non-PNS staff is contained in article 33 of PP no. 74 of 

2012 in conjunction with PP no. 23 of 2005. Thus, for Permanent Non-PNS Lecturers at 

PTN-BH or PTN-BLU who meet the requirements of article 10 of Permendikbud no. 84 

of 2013 can propose NIDN with the criteria set out in Ministerial Decree no. 26 of 2015 

in conjunction with no. 2 of 2016 concerning educator registration. 

3 Method 

The research was conducted at the University of Lampung, high school education units, local 

government and DPRD in Lampung Province in 2021. This research is an observational 

analytical study with a cross-sectional design. The population in this research is the Unila 

academic community at various levels, namely teaching lecturers, lecturers with additional 

structural duties, lecturers with additional duties in expert/work teams, staff with structural 

positions, non-structural staff, and students. Unila's external parties included in the stakeholder 

category are higher secondary education units, both general and vocational, the Regional 

Government and the Lampung Province DPRD which are related to education. 

The methods chosen were surveys, interviews, documentation, and Focus Group Discussion 

(FGD) by a team of experts. The data collected is quantitative and qualitative data. Quantitative 

data was obtained from a specially designed questionnaire and distributed directly to 

respondents (Lampung academic community; lecturers, staff and students) to obtain individual 

readiness of the academic community (lecturers, staff and students) faculties, postgraduates, 

UPTs, agencies, bureaus, institutions with investigate cognitive aspects (knowledge, skills, and 

ability alignment), affective aspects (appropriateness, management support, self-efficacy, 

personally beneficial) Qualitative data obtained from interviews and FGDs obtained from 

internal stakeholders (structural officials, founders/former rectors) and external stakeholders 

(high school education units, regional government and Lampung Provincial DPRD) to get an 

overview of organizational/environmental readiness (change commitment, change efficacy, 

change valence, informational assessment). These three sub-data produce Unila's readiness to 

change (Assess readiness for change) and a model of readiness to adopt the Transformation of 

PTN BLU to PTN BH can be created. 

The sampling technique used in this research was proportional stratified random sampling (CI 

10%, α=0.1). Samples were taken randomly from the population. Data were collected using a 

questionnaire from Holt et al. (2007) which has been modified and tested for validity and 

reliability. The data analysis technique used to test the relationship between individual readiness 

variables and organizational readiness to adopt Unila's change management to become PTNBH 

is the chi-square test. 



 

 

 

 

 

Fig. 2. Research Procedure 

 

4 Result and Discussion 
4.1  Towards Unila – legal entity state university (PTN BH) 

Based on the 2005-2025 RPJP document, Unila has the vision "In 2025, the University of 

Lampung will become the 10th Best University in Indonesia". This vision serves as a guide for 

Unila's leadership and the entire academic community in carrying out the dharma of education 

and teaching, research, and community service (PkM). Apart from that, achieving the vision 

also becomes a reference for Unila leadership in preparing Unila's strategic plans and future 

development. Efforts to achieve this vision require Unila to continue to transform into a better 

university in terms of management and governance, as well as continuous quality improvement. 

Unila's vision has encouraged Unila's movement from a learning university to a research 

university, and currently Unila is ready to become a global university. 

The Higher Education Law in article 62 explains that: (1) Higher education institutions have the 

autonomy to manage their own institutions as centers for implementing the tridharma; (2) The 

autonomy of higher education management as referred to in paragraph 1 is carried out in 

accordance with the foundations, objectives and capabilities of higher education institutions; 

and (3) The basis and objectives as well as the ability of the Higher Education Institution to 



 

 

 

 

carry out autonomy as referred to in paragraph 2 are evaluated independently by the Higher 

Education Institution. 

Article 63 states that higher education management autonomy is carried out based on the 

principles of: (a) accountability; (b) transparency; (c) non-profit; (d) quality assurance; and (e) 

effectiveness and efficiency. Then in Article 64 paragraph 1 it is said that the autonomy of higher 

education management as referred to in Article 62 covers the academic and non-academic fields. 

PTN BH is a transformation in the implementation of higher education autonomy. This is 

confirmed in article 65 of the Higher Education Law which states that: 

1) The implementation of Higher Education autonomy as intended in Article 64 can be 

provided selectively based on performance evaluation by the Minister for PTNs by 

implementing the Public Service Agency Financial Management Pattern or by 

forming PTNs as legal entities to produce quality Higher Education. 

2) PTNs that implement the Public Service Agency Financial Management Pattern as 

referred to in paragraph 1 have governance and management authority in accordance 

with the provisions of statutory regulations. 

3) PTN legal entities as referred to in paragraph 1 have: (a) Initial assets in the form of 

separate state assets except land; (b) Independent governance and decision making; 

(c) Units that carry out accountability and transparency functions; (d) The right to 

manage funds independently, transparently and accountably; (e) Authority to appoint 

and dismiss lecturers and educational staff; (f) Authority to establish business entities 

and develop endowment funds; and (G) Authority to open, organize and close study 

programs. 

4) The government assigns legal entities to PTNs to carry out higher education functions 

that are affordable to the public. 

 

There are 3 important points that need to be underlined in the context of PTN BH, namely: (1) 

The autonomy of higher education management is carried out in accordance with the 

foundations, objectives and capabilities of higher education institutions; (2) The basis and 

objectives as well as the ability of the Higher Education Institution to implement autonomy are 

evaluated independently by the Higher Education Institution; and (3) Implementation of Higher 

Education autonomy can be granted selectively based on performance evaluation by the 

Minister for PTNs by implementing the Public Service Agency Financial Management Pattern 

or by forming PTNs as legal entities to produce quality higher education. 

Unila as one of the major universities has a far-sighted vision. The BLU financial management 

pattern that has been implemented so far has succeeded in making Unila one of the top classes 

PTNs along with PTNs that have previously transformed into PTN BH. The development of 

education at the global level requires Unila to not only be responsive and adaptive, but to be 

more proactive in order to survive in the long term. For this reason, the competitive map that 

Unila is targeting is no longer at the national level, but regional and international, in accordance 

with Unila's 2020 - 2024 strategic plan. Therefore, the direction of Unila's development towards 

a World Class University (WCU) is a strategic step. Unila has made various efforts to oversee 

WCU, including: (1) opening international classes; (2) establishing international cooperation in 

the academic and research fields; (3) student exchange programs, and (4) international 

accreditation. 

 



 

 

 

 

With various achievements in the fields of academics, research, and publications, Unila has 

succeeded in placing itself in a superior position in the world ranking of the Cybermetric 

Laboratory owned by The Consejo Superior de Investigaciones Cientificas (CSIC) based in 

Spain which released Unila's ranking in 15th position of all existing universities. in Indonesia 

in 2019. During the period September 2020 to August 2021, Unila succeeded in winning various 

national and international awards which increasingly placed Unila as a university that deserves 

to be considered in the higher education arena in Indonesia and in the world. Starting with 

achieving 7th and 10th national rankings according to the 4th International Colleges and 

Universities (4ICU) ranking agency in 2020 and 2021 (previously in 2017 = 18, 2018 = 13, 

2019 = 9) from the assessment of 572 reputable universities throughout Indonesia. Unila is the 

only university outside Java that has managed to penetrate the top 10 of the 4ICU ranking. 

Followed by the position of the 10 best universities in Indonesia from the Scimago Institution 

Ranking (SIR), which is a ranking institution from Spain that assesses leading universities and 

research institutions in the world. . Based on SIR's assessment, Unila has quality research in the 

quarter-1 (Q1) category and is ranked 715th in the world according to the Scimago Institution 

Ranking. Furthermore, in 2021, Unila was also included for the first time in the 2021 Times 

Higher Education Impact Ranking at 601-800 in the world . 

Apart from that, Unila is also in 10th position, according to Webometrics and 18th position 

according to UI Green Metric. Based on the ranking carried out by the Directorate General of 

Higher Education, Ministry of Education and Culture of the Republic of Indonesia in 2020, 

Unila was in 29th position and cluster 2 or an improvement in position compared to 2019 which 

was in 45th position. Currently, Unila continues to strive to achieve the vision of the top 10 best 

universities in Indonesia by 2025. Apart from that, to become one of the internationally 

recognized universities (QS World Class University Ranking). 

Even though Unila has achieved various achievements and good performance in organizing 

higher education, BLU's financial management pattern does not allow Unila to achieve its vision 

as one of the WCUs. There are several obstacles faced by Unila to achieve this vision, namely: 

First, BLU's financial management pattern hampers the process of establishing a Treasury 

Single Account as regulated in article 16 of Government Regulation Number 23 of 2005 

concerning BLU Financial Management which states that BLU is given the authority to obtain 

income other than from the APBN/APBD, namely in relation to services, grants, and donations. 

The rules conflict with article 12 paragraph 2 and article 13 paragraph 2 of the State Treasury 

Law which states that all state/regional revenues and expenditures are made through the 

State/Regional General Treasury Account, so that BLU collects funds outside the APBN and 

APBD and is not included in the work plan deemed to have violated the State Treasury Law. 

Second, the existence of BLU as a non-tax subject has the potential to limit Unila's future 

development because of the many regulations that limit Unila BLU's room for movement. 

Considering the various achievements and performance that Unila has achieved with BLU's 

financial management patterns as well as the various obstacles faced, it is time for Unila to take 

a leap in efforts to achieve its future vision. Unila's performance and achievements have proven 

that Unila has the ability to implement higher education autonomy as mandated in the Higher 

Education Law, article 62 paragraph, that higher education management autonomy is carried 

out in accordance with the foundations, objectives, and capabilities of higher education 

institutions. This self-evaluation document also proves Unila's ability to carry out higher 

education autonomy. In order to realize quality higher education as mandated in the Higher 

Education Law article 65 paragraph 1, it is time for Unila to have broader autonomy by 



 

 

 

 

transforming from the financial management pattern of BLU to PTN BH. This transformation 

is very relevant when Unila sees WCU as an opportunity for future institutional development. 

4.2 Readiness to Adopt the University of Lampung Academic Community in the 

Context of Transforming Unila to PTN - BH 

In this research, 100 respondents filled out a questionnaire via Google Form. The recapitulation 

of respondents' answers based on demographic aspects includes respondent data relating to type 

of study program/section/sub-section, age, gender, education, length of work and experience of 

organizational change which can be expressed in the following table.  

Based on the results obtained by the researcher through the respondents' answers, the researcher 

compiled assessment criteria for each question item based on percentages. The steps are as 

follows: 

1) The cumulative value is the total value of each statement which is the answer from 

each respondent. 

2) The percentage is the cumulative value of the item divided by its frequency value 

multiplied by 100%. 

3) The number of respondents in the study was 100 people and the largest measurement 

scale value was 5 while the smallest measurement scale value was 1. 

So, the following results are obtained: 

a. Largest cumulative number: 100 x 5 = 500 

b. Smallest cumulative sum: 100 x 1 = 100 

c. The largest percentage value is: (500 : 500) x 100% = 100% 

d. The smallest percentage value is: (100 : 500) x 100% = 20% 

e. Range Value = 100% - 20 % = 80 % 

f. Score Range = 80% : 5 = 16 % 

In this study, researchers distributed or distributed questionnaires to 100 respondents where in 

the questionnaire there were 40 question items. Based on the value data categories above, a 

scoring table for each question on the variable is obtained as follows: 

Table 3. Change Efficacy - Confidence in One's Own Ability in Carrying Out the Transformation 

of Unila to PTN BH 

No Statement Total 

Value 

Percentage 

1 Respondents' Confidence in Achieving the Goals of Unila's 

Transformation to PTN BH 

161 87.03 

2 Respondents' Confidence Can Complete Unila's 

Transformation Task to PTN BH 

155 83.78 

3 Respondents' Confidence in Obtaining Important Results in 

Supporting Unila's Transformation to PTN BH 

161 87.03 



 

 

 

 

No Statement Total 

Value 

Percentage 

4 Respondents' Confidence Can Be Maximally Successful in 

Carrying Out Each Set Target of Unila's Transformation to 

PTN BH 

157 84.86 

5 Respondents' Confidence in Having the Skills to Implement 

Unila's transformational changes to PTN BH 

163 88.11 

6 Respondents' Confidence Can Work Effectively on Many 

Different Unila Transformation Tasks to PTN BH 

158 85.41 

7 Respondents believe they can carry out most of the tasks of 

Unila's transformation into PTN BH very well 

148 80.00 

8 Respondents' Confidence Can Handle Challenges That May 

Arise in Implementing Unila's transformational changes to 

PTN BH 

155 83.78 

9 Respondents' confidence in being able to track their own 

progress in implementing Unila's transformational changes 

to PTN BH 

153 82.70 

10 Confidence in being able to coordinate tasks so that the 

implementation of Unila's transformation into PTN BH can 

run smoothly 

159 85.95 

 

Analysis of the change effectiveness dimension in the context of the transformation of Unila 

into PTN BH, based on the responses of 100 participants, reveals interesting insights into the 

mindset and confidence of the interviewees. The survey results show a general trend of strong 

agreement on most issues, which indicates a general positive vision of the transformation 

process. This consensus is an encouraging sign of the collective readiness of the Unila 

community to embrace and drive change.   

Delving into specific findings, the study emphasizes the respondents' particularly high 

confidence in their personal abilities. This is reflected in the high score of 163 (88. 11%) for 

question 5, which measures respondents' confidence in their ability to make the necessary 

changes. Such a strong vote of confidence is critical to the success of any organizational 

transformation, as it underscores respondents' confidence in their ability to contribute effectively 

[37], [38].  

However, the survey also reveals some areas where levels of trust are relatively lower, while 

still falling into the "strongly agree" category. The most prominent of them is question 7, which 

assesses respondents' confidence in the performance of specific tasks related to the 

transformation. This point is rated 148 (80%) and shows that the respondents' confidence in 

their general competences has slightly decreased. This difference is significant because it 

suggests that while respondents are confident in their general abilities, they may have some 

doubts or uncertainties about their effectiveness in specific transformational tasks[38], [39].  

The contrast between the high confidence in general skills and the somewhat lower confidence 

in task-specific abilities warrants a closer examination. It opens up questions about the nature 

of the tasks that respondents feel less assured about and the possible reasons for this discrepancy, 

is it a lack of clear understanding of the specific tasks, or perhaps a perceived gap in the 



 

 

 

 

necessary training or resources . Understanding these subtleties is vital for Unila's 

administration in fine-tuning their approach towards the transformation process.  

In sum, the survey paints a picture of a community that is largely confident and optimistic about 

the transformation to PTN BH, but also indicates areas where further support and clarification 

might be needed. This nuanced understanding should guide Unila management in developing 

targeted strategies and interventions. Encouraging ongoing communication and providing 

additional support in areas of low trust [40]will not only ease the transition, but also ensure that 

the transformation is as inclusive and effective as possible. 

Table 4. Management Support - Management Support and Confidence That Organizational 

Leaders Are Committed to Implementing the Transformation of Unila to PTN BH 

No Statement Total 

Value 

Percentage 

1 Respondents' Belief That Unila is Committed to 

Implementing Change 

170 91.89 

2 Unila Respondents' Beliefs Are Motivated to Implement 

Change 

164 88.65 

3 Unila Respondents' Belief in Wanting to Implement Change 168 90.81 

4 Respondents' Confidence Believes that Unila is Consistent 

in Implementing Change 

164 88.65 

5 Respondents' Belief that Unila Can Support People as They 

Adapt to Change 

160 86.49 

6 Unila Respondents' Confidence Can Make them Motivated 

in Carrying out the Transformation to PTN-BH 

157 84.86 

7 Respondents' Confidence that Unila Has the Resources 

Needed to Implement Transformation at PTN-BH 

158 85.41 

8 The Trust of Unila Respondents Can Bring Unila to Carry 

Out Unila's Transformation Program to PTN BH as Desired 

156 84.32 

9 Respondents' Confidence in Unila's Current Policy is 

Enough to Support the Achievement of Transformation to 

PTN-BH 

152 82.16 

10 Respondents Trust Unila to Provide Opportunities to 

Provide Ideas Regarding Transformation to PTN-BH 

151 81.62 

 

In a comprehensive assessment of the management support dimension for Unila's shift to PTN 

BH, responses from 100 participants offer valuable insights into the perceived level of backing 

from the university's leadership. A majority of the respondents have shown a strong agreement 

with the statements presented, painting a broadly positive picture of the management's 

commitment to this significant transformation [41]–[43]. 

At the forefront of these findings is the response to Question 1, which sought to gauge the belief 

in Unila's commitment to implementing changes. Scoring an impressive 170 (91.89%), this item 

reflects a robust confidence among the respondents in the university leadership's dedication to 

the transformation. Such a high level of trust and belief in the management's commitment is a 

crucial factor in the success of organizational changes. It signifies that the staff, faculty, and 

possibly the student body, perceive the leadership as not only proponents but also as active 



 

 

 

 

drivers of the change, a sentiment that can greatly influence the overall momentum and 

acceptance of new initiatives. 

However, the survey also uncovers areas where the respondents' confidence wavers slightly, 

although still within the 'strongly agree' spectrum. A case in point is Question 10, which touches 

upon the respondents' perception of their opportunity to contribute ideas related to the 

transformation. With a score of 151 (81.62%), it is the lowest among the items, suggesting some 

reservations among the participants about their involvement in shaping the transformation 

process. This finding is significant as it hints at a potential gap between the management's 

directive approach and the inclusive participation of the broader university community in the 

transformation journey. The disparity between the strong belief in management's commitment 

and the comparatively lower confidence in participatory opportunities raises important 

considerations. While the leadership’s commitment is crucial, the transformation is a 

multifaceted process that benefits significantly from diverse inputs and active engagement from 

all levels of the university. The relatively lower score on the opportunity to contribute ideas 

might indicate a need for more open, two-way communication channels where feedback and 

suggestions from various stakeholders are not just welcomed but actively sought out. 

This aspect of the survey underscores the importance of not only leading the change but also 

nurturing an environment where every member of the university feels empowered to contribute. 

In responding to this feedback, Unila's administration could consider implementing more 

inclusive strategies, such as forums, workshops, or suggestion schemes, which could bridge this 

gap. By doing so, the transformation to PTN BH could evolve from being a top-down initiative 

to a more collaborative and holistic process[44]–[47] , enriching the journey with diverse 

perspectives and fostering a deeper sense of ownership and commitment across the university 

community. In conclusion, while the overall confidence in Unila's management's support for the 

transformation is encouraging, the nuanced responses suggest areas that could be strengthened. 

Addressing these aspects can enhance the effectiveness of the transformation process, ensuring 

that it is not only led with conviction from the top but is also shaped by the valuable insights 

and contributions of the wider Unila community. 

Table 5. Personal Valance - Belief that the implementation of the transformation of Unila to PTN 

BH will be personally beneficial. 

No Statement Total 

value 

Percentage 

1 Respondent's Statement About Being Excited After the 

Transformation to PTN-BH 

152 82.16 

2 Respondent's statement regarding the implementation of the 

transformation to PTN-BH will provide benefits in the 

future 

154 83.24 

3 Respondent's Statement Regarding the Implementation of 

Transformation to PTN-BH Becoming a New Challenge 

164 88.65 

4 Respondent's statement regarding not being reluctant to be 

involved in various activities of the Unila transformation 

program to PTN BH because the implementation of the 

transformation to PTN-BH is useful 

154 83.24 



 

 

 

 

No Statement Total 

value 

Percentage 

5 Respondent's Statement About Willingness to Work Harder 

to Achieve Successful Transformation to PTN-BH Because 

It Will Influence Success 

152 82.16 

6 Respondent's statement regarding the implementation of 

transformation to PTN-BH makes work easier 

132 71.35 

7 Respondent's Statement Regarding If Successfully 

Implementing the Transformation to PTN-BH, Unila Will 

Assess the Performance Positively 

154 83.24 

8 Respondent's Statement Regarding the Implementation of 

Transformation to PTN-BH Will Provide New Career 

Opportunities 

150 81.08 

9 Respondent's statement about being happier with this 

situation than before the implementation of the 

transformation to PTN-BH 

140 75.68 

10 Respondents' statements regarding experience will increase 

with the transformation to PTN-BH 

165 89.19 

 

The Personal Valence dimension's assessment in relation to Unila's transformation to PTN BH 

offers insightful revelations about how the respondents perceive this change on an individual 

level. Analysis of responses from 100 participants provides a detailed view of their personal 

attitudes towards the transformation, with a predominant lean towards strong agreement on 

various aspects of the change. 

A key highlight from this assessment is the response to Question 3, which explores the 

respondents' view of the transformation as a new and beneficial challenge. The high score of 

165 (89.19%) in this item reflects a significant enthusiasm among the participants for the 

changes that PTN BH implementation brings. This strong agreement suggests that the majority 

of respondents see the transformation not just as a mere change in processes or systems, but as 

an opportunity for personal growth and development [42], [48]–[50]. Such a perspective is vital 

in any organizational change, as it indicates an underlying optimism and readiness among 

individuals to embrace new challenges and adapt to new ways of working. 

On the other hand, the survey also sheds light on some areas where the respondents' perceptions 

are more tempered. This is particularly evident in the response to Question 10, which deals with 

the belief that the transformation will make their work easier. Scoring 132 (71.35%), this item 

received the lowest score among the Personal Valence questions, suggesting a less pronounced 

agreement. Although still falling within the agree category, it indicates that a noticeable portion 

of the respondents does not view the transformation as a simplifying factor in their work. This 

perspective raises important questions about the nature of the changes being implemented and 

the support systems in place to aid in this transition. 

The variation in responses between seeing the transformation as a beneficial challenge and not 

necessarily as a facilitator for easier work indicates a complex emotional and practical 

landscape. On one hand, the transformation is perceived positively as a growth and development 

opportunity, energizing, and motivating the respondents. On the other hand, there's a sense of 



 

 

 

 

realism or perhaps caution about the immediate practicalities of the transformation[51], [52], 

specifically regarding how it impacts their day-to-day work. 

This combination of enthusiasm for the challenge and caution about the practicalities provides 

a valuable perspective for Unila's management. It suggests that while the transformation is 

generally welcomed, there's a need to ensure that it is accompanied by adequate support, clear 

communication, and perhaps training, to help staff navigate the new systems and processes. 

Addressing these concerns and aligning them with the overall positive outlook towards the 

transformation could be key in harnessing the enthusiasm of the respondents while mitigating 

any apprehensions about the immediate impact on their work [53]–[55]. 

In conclusion, the Personal Valence dimension's assessment underscores the complex interplay 

of excitement and caution among the respondents regarding the transformation to PTN BH at 

Unila. Understanding and addressing these nuances can play a critical role in ensuring that the 

transformation journey is not only embraced but also effectively managed to align with the 

personal and professional aspirations of those involved. 

Table 6. Organizational Valance - Belief that the implementation of the transformation of Unila to 

PTN BH will benefit the organization. 

No Statement Total 

value 

Percentage 

1 Respondent's Statement About Unila Gaining Benefits After 

Carrying Out Unila's Transformation Program to PTN BH 

156 84.32 

2 Respondents' Statements About the Changes Brought by the 

Transformation to PTN-BH Will Make Unila's Work Easier 

144 77.84 

3 Respondent's Statement About Unila Will Add Valuable 

Assets After Implementing Unila's Transformation Program 

to PTN BH 

156 84.32 

4 Respondent's statement regarding the implementation of the 

transformation to PTN-BH will make it easier for Unila to 

achieve its vision and mission 

161 87.03 

5 Respondent's statement regarding the implementation of 

Unila's transformation program to PTN BH will develop 

Unila's human resource potential as much as possible 

160 86.49 

6 Respondent's statement regarding the implementation of 

Unila's transformation program to PTN BH will increase 

efficiency at Unila as a whole 

154 83.24 

7 Respondent's Statement About Unila Will Be More Ready to 

Meet Stakeholders After Transforming to PTN-BH 

156 84.32 

8 Respondent's Statement About Unila Being Able to Learn 

New Things Related to the Implementation of Transformation 

to PTN-BH 

164 88.65 

9 Respondent's Statement Regarding Transformation to PTN-

BH Prepares Unila for Change for the Better 

162 87.57 

10 Respondent's statement regarding the implementation of the 

transformation to PTN-BH helps Unila develop the potential 

of its academic community 

161 87.03 

 



 

 

 

 

The assessment of the Organizational Valance dimension, based on the responses of 100 

participants regarding Unila's transformation to PTN BH, reveals a comprehensive 

understanding of how the respondents view the impact of this change on the institution as a 

whole. This evaluation is crucial as it reflects the collective perception of the academic 

community towards the transformative steps being taken and their expected outcomes. 

A striking aspect of this assessment is the high score of 164 (88.65%) for Question 10, which 

queries the respondents' belief in the transformation's role in developing the potential of Unila's 

academic community. This strong agreement suggests a widespread optimism about the 

transformation's positive impact on Unila’s academic environment. The majority of respondents 

appear to perceive this change as a catalyst for growth and development, providing opportunities 

for the academic community to enhance their capabilities and reach their full potential. This 

perception is vital for the success of the transformation, as it reflects a belief in the positive and 

progressive nature of the changes, indicating a forward-thinking and growth-oriented mindset 

within the university. 

Conversely, the assessment also highlights a more moderate response to the transformation's 

impact on easing the tasks at Unila, as seen in the same question item (Question 10) scoring 144 

(77.84%). While still falling within the agree category, this lower score compared to the other 

aspects suggests some reservations among the respondents about the practical benefits of the 

transformation in terms of simplifying existing tasks. This indicates that while there is 

confidence in the long-term benefits of the transformation, there may be uncertainties or 

concerns about its immediate practical implications. It raises questions about the nature of the 

changes being implemented and whether they are perceived as adding complexity to existing 

processes or as a means to streamline and enhance efficiency. 

The variation in responses between the perceived development potential and the ease of tasks 

post-transformation paints a picture of cautious optimism. The academic community appears to 

be supportive of the transformation's potential to foster growth and development but is 

simultaneously cautious about how these changes will translate into their day-to-day work.[20], 

[56]–[58]. This insight is critical for Unila's management, as it points to the need for clear 

communication and support mechanisms. It suggests that while the transformation is positively 

viewed in terms of its potential for academic development, there needs to be a focus on ensuring 

that the transition is smooth and that the changes introduced are practical and beneficial in the 

immediate term. 

In summary, the Organizational Valance dimension's assessment underscores a positive outlook 

towards the transformation's impact on the academic potential at Unila. However, it also 

indicates a need for careful management of the transformation process, ensuring that while it 

aims for long-term development, it also accounts for and eases the immediate practicalities faced 

by the academic community. Understanding and addressing these nuances can significantly 

contribute to a successful and holistic transformation process at Unila. 

5. Conclusion 

The survey conducted among 100 respondents within the Unila academic community offers a 

comprehensive view of their readiness and attitudes towards the significant transformation of 



 

 

 

 

Unila into PTN BH. These insights are invaluable as they provide a window into the collective 

mindset of those at the heart of this change. The findings in the Change Efficacy dimension 

reveal a notable confidence among the respondents in their ability to navigate and contribute to 

the transformation. This confidence is rooted in their belief that they possess the necessary skills 

to effectively implement the changes required for the transition to PTN BH. Such a perception 

is crucial as it reflects a preparedness and self-assurance within the academic community, setting 

a strong foundation for the successful implementation of the transformation. This confidence is 

not just a positive indicator of individual readiness but also a sign of potential success for the 

collective efforts needed in such a transformative phase. 

Further reinforcing this positive outlook is the response in the Management Support dimension. 

The survey indicates a high level of trust and confidence in the university's commitment to the 

transformation process. This trust reflects the belief that the university’s leadership is not only 

advocating for change but is also actively involved in ensuring its successful implementation. 

Such strong management support is a key factor in driving organizational change, as it fosters a 

sense of security and alignment among the staff and faculty with the university's strategic 

direction. 

When it comes to the Personal Valance dimension, the academic community views the 

transformation to PTN BH as an exciting and beneficial challenge. This perspective is 

particularly important as it suggests that the community is not just ready to accept the change 

but is also positively inclined towards the growth and opportunities it brings. Embracing change 

as an interesting challenge indicates a forward-thinking attitude and a willingness to adapt, 

which are essential qualities in a dynamic academic environment. 

Finally, the responses in the Organizational Valance dimension mirror this optimistic stance. 

The belief that the transformation will help in developing the potential of Unila's academic 

community underscores a collective vision for growth and progress. This trust in the 

transformation's potential to enhance the university's academic environment suggests a deep-

seated belief in the positive outcomes of the change, transcending beyond personal benefits to 

encompass the broader institutional development. 
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