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Abstract. Higher education requires a leadership role and organizational culture in order 

to encourage the implementation of an internal quality assurance system properly. This 

study aims to examine the influence of leadership (L) and organizational culture (OC) on 

the implementation of the internal quality assurance system (IQAS) at state universities. 

This study uses quantitative methods with survey techniques involving 221 respondents 

from 3 public universities in the city of Ambon. Data collection uses a questionnaire with 

descriptive and inferential statistical data analysis techniques. It was found that (L) and 

(OC) influenced the implementation of (IQAS) in universities. The magnitude of the 

influence of (L) on (IQAS) implementation is 46.7%. The influence of (OC) on the 

implementation of (IQAS) in college is 58.9%. While the influence of (L) and (OC) on the 

implementation of (IQAS) in state universities is 59%. 
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1. Introduction

Community demands on the quality of higher education as a result of globalization are 

concrete problems whose solutions can not be delayed[1]. Higher education plays a role in 

increasing the nation's competitiveness in facing globalization in all fields[2]. Today's quality 

is a excellent, which is often discussed by various institutions in order to guarantee its existence 

in global competition[3]. Universities are responsible for providing quality assurance to the 

public[4]. This is important because the quality of higher education is the level of compatibility 

between the implementation of higher education and higher education standards[5] through an 

internal quality assurance system[6], [7]. With the aim of ensuring the fulfillment of systemic 

standards of higher education, the quality culture is aligned and develops in the individual 

leaders and organizational actors[8], [9]. But in reality there are still various problems because 

they have not touched the other quality points[10]. Improving the quality of education so far has 

not been in line with expectations because it tends to be regulated by bureaucracy at the central 

level [11] and the performance of quality assurance in higher education has not been effective 

it is felt to be caused by the politics of campus organizations[12]. The success of organizational 

quality control is very dependent on the ability and attitude of the management because the core 

of institutional leadership is convincing, directing, empowering, arousing confidence, and 

providing support to all parties[13], [14] and managerial ability becomes important to influence 

subordinates to maximize organizational performance, quality and innovation to support 

organizational goals[15], [16].  
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In addition to leadership, organizational culture factors can encourage the realization of 

higher education quality through communication, motivation and leadership[17], including 

structure, culture, human resource management and leadership[18], external environment, labor, 

managers and leader, structure, technology, organizational history, and future perceptions[19]. 

Culture relates to the informal aspects of the organization and focuses on values, beliefs and 

individual norms in the organization and becomes a shared meaning[20], [21]. But previous 

studies examining the influence of leadership and organizational culture on the implementation 

of quality assurance systems in tertiary institutions have not been studied in the open literature. 

Thus, this study will examine whether there is an influence of leadership (L) (H1) on the 

implementation of the internal quality assurance system (IQAS), is there an influence of 

organizational culture (OC) (H2) on the implementation of the internal quality assurance system 

(IQAS), and the influence (L) and (OC) (H3) together towards implementation (IQAS) in state 

universities. 

2. Method  

This study uses a quantitative method with a correlational design using survey types to 

determine the effect of one variable with another variable. Three variables studied are; 

leadership (L) (X1), organizational culture (OC) (X2) and implementation of an internal quality 

assurance system (IQAS) (Y). Data collection uses a questionnaire with a rating scale to get 

respondents' answers or attitudes towards a situation that is observed and experienced. 

Descriptive analysis techniques are calculated mean, median, mode, standard deviation, range, 

minimum score, and maximum score. Category score, required to calculate interval classes. 

Furthermore, inferential analysis techniques with parametric statistical models for simple 

regression analysis and multiple regression with the help of SPSS 2. for windows. Referring to 

the Slovin formula with a rate of 5% for a population of 340, the study sample consisted of 221 

respondents selected at 3 state universities in the city of Ambon - Maluku. 

3. Results and Discussion 
 

3.1 Results 
After being analyzed descriptively, the mean was 128.75; the standard deviation was 

5,200, the variance was 27,036 of the leadership variables. The organizational culture variable 

obtained a mean value of 128.57, a standard deviation of 6.406, and a variance of 41.036. The 

variable implementation of the internal quality assurance system obtained a mean of 128.51, a 

standard deviation of 8,155, and a variance of 66,509. 

 
Leadership and Implementation IQAS. The results of testing the influence hypothesis (L) on 

the implementation (IQAS) obtained a value (b1) = 9,559 and b0 = 1,072, thus forming a 

regression equation � = 9,559 + 1,072X1. Since H0 is rejected and Ha is accepted, it is concluded 

that there is significant influence (L) towards (IQAS). Simple linear coefficient test obtained by 

tcount > ttable or 9.737> 1.65 means that there is influence (L) on (IQAS). Correlation coefficient 

analysis shows the existence of a correlation coefficient of R = 0.684 and a determination 

coefficient of 0.467 or 46.7%. So it can be concluded that 46.7% of implementation (IQAS) is 

influenced by (L) while the remaining 53.3% affects by other factors. 



Organizational Culture and IQAS. Testing the influence hypothesis (OC) on the 

implementation (IQAS) obtained a value (b1) = 2.897 and b0 = 0.977, with the form of a simple 

linear regression equation ��  = 2.897 + 10.111X2. It was concluded that because H0 was rejected 

and Ha was accepted, it was decided that there was a significant influence (OC) on 

implementation (IQAS. Simple linear coefficient test obtained tcount > ttable or 12.439> 1.65 

means there was influence (OC) on implementation (IQAS). obtained a value of R = 0.767 and 

a determination coefficient of 0.589 or 58.9%. It was concluded that 58.9% (IQAS) was 

influenced by (OC) while the remaining 41.1% influenced by other factors. 

  

Leadership, Organizational Culture and IQAS. Testing the hypothesis of influence (L) and 

(OC) on implementation (IQAS) using a simple regression analysis of the values b0 = 0.548, b1 

= 0.091 and b2 = 0.912 so that the regression model is ��  = 0.548 + 0.091X1 + 0.912X2. The 

model shows that: (a) every increase in one score (L) will be followed by an increase in 

implementation (IQAS) of 0.091, if other variables are considered constant, and (b) each 

increase in one score (OC) will be followed by an increase in implementation (IQAS ) 

amounting to 0.912, if other variables are considered permanent. Furthermore, the significance 

test of the regression equation and the regression coefficient obtained Fcount 76,899. While the 

value of Ftable with a significant level of α = 0.05 dk = 110-2 = 108, then obtained the value of 

Ftable = 2.68. It turns out that Fcount> Ftable or 76,899> 2.68, then H0 is rejected and Ha is accepted 

meaning significant or there is influence (L) and (OC) on implementation (IQAS). Then the 

correlation coefficient test obtained the value of R = 0.768 and the determination coefficient of 

0.590 or 59%. It can be concluded that 59% of implementation (IQAS) is influenced by (L) and 

(OC) while the remaining 40.1% is influenced by other factors. 
 

3.2 Discussions 

 

Leadership. The results of the statistical data analysis showed that (L) had a strong influence 

on implementation (IQAS) in higher education. The magnitude of the effect can be proven by 

the magnitude of the coefficient of determination of 46.7%. Leadership is certainly the deciding 

factor that drives the organization. A leader successfully achieves the goals and pursues the 

specified target achievement. With his competence, he built the commitment of all parties to 

collaborate to improve education competitiveness. The priority measures offered are top priority 

to requirements and a high level that meets the requirements in an era of increasingly stringent 

competitiveness. Without a strong leadership commitment, the quality of each tertiary 

institution is limited to document design that is difficult to realize. Leadership is not just a matter 

of position, but a moral obligation that bears a person to ensure the quality of higher education 

continues to increase every time. This finding is in line with previous studies which found that 

(L) has a positive effect and is associated with exemplary, authority, skills, information delivery, 

and decision making. Greater leadership and leadership will encourage employees to do 

something for the quality of academic services [22], [23], [24], [25], [26], [27].   

 

Organizational Culture. Data analysis showed that (OC) had an effect on implementation 

(IQAS). The magnitude of the effect is stated by the magnitude of the determination coefficient 

of 58.9%. Organizational culture has an important role in every university. Organizational 

culture requires effective and dynamic communication patterns to connect the interests of all 

parties in order to be able to build cooperation and partnerships in synergy and simultaneously. 

Based on high work motivation and supported by innovative and creative leadership styles and 

patterns, the quality of higher education will improve. A dynamic organizational culture is 



characterized by the emergence of creativity and innovation of each individual that develops in 

a dynamic and professional academic atmosphere and climate. Every university needs to pay 

attention to the balance of academic culture and creativity and innovation that develops so as to 

support the quality of education, research and community service. This finding is relevant to the 

results of previous studies which showed that there was a positive contribution of (OC) variables 

to quality assurance in higher education. (OC) has migrated towards a more responsive culture 

and is increasingly supported by various groups of internal and external stakeholders so that it 

can have a significant influence on the performance of employees, teachers and lecturers [28], 

[29], [30], [31], [32], [33], [34]. 

 
Leadership and Organizational Culture. Statistical test results show that 59% of 

implementation (IQAS) in state higher education is influenced by leadership and organizational 

culture. The results of this analysis indicate that the leadership factor is always related to 

creating a healthy, dynamic and developing organizational culture. Both hold important roles as 

dynamists in organizations. The university framework towards achieving quality requires 

systems and organizational management that provide space and facilities for the development 

of a measurable and planned academic atmosphere. Leaders encourage the creation of culture 

in each faculty so that lecturers and students can work together to create technological works 

and apply knowledge widely. This principle is not limited to state universities but is a necessity 

for all educational organizations to produce professional graduates and help overcome various 

problems in society. The failure of leaders and the low organizational culture, will have a 

negative influence on the management performance of each tertiary institution. Even more 

surprising is the loss of public confidence and other stakeholders in state higher education. This 

finding is in line with the results of previous studies which showed that there were positive 

contributions to (L) variables on (OC), and lecturers' competencies in the role of administrators 

in quality assurance in higher education. A leader can encourage intellectual growth of both 

staff students and that creates a culture of learning easier for higher education institutions to 

uphold high quality standards [35], [36], [37], [38], [39].    

4. Conclusion 

The findings of this study prove IQAS is very important by leadership factors and 

organizational culture. Leadership in every university needs to pay attention to quality 

improvement through the application of IQAS. The leader is obliged to mobilize the resources 

owned by the university to obtain the agreed quality. Besides the L factor, it turns out OC has a 

major contribution to the application of IQAS. OC adjusts the academic adopted and becomes 

general norms and standards. A dynamic and creative OC will encourage individuals to improve 

their abilities, compete fairly and improve professional academic services. Professional quality 

L and OC that are healthy, dynamic, creative and innovative will have a positive impact on the 

implementation of IQAS. Getting rid of leaders who focus on improving quality will create an 

academic culture that allows all elements to collaborate and build partnerships for the 

advancement of education in Indonesia. 
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