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THE EFFECTS OF TRANSFORMATIONAL LEADERSHIP, WORK
ENVIRONMENT, AND ORGANIZATIONAL CULTURE ON LECTURER
PERFORMANCE THROUGH ORGANIZATIONAL RESTRUCTURING

OS EFEITOS DA LIDERANGCA TRANSFORMACIONAL, DO AMBIENTE DE
TRABALHO E DA CULTURA ORGANIZACIONAL NO DESEMPENHO DOS
PROFESSORES UNIVERSITARIOS NO CONTEXTO DE UMA REESTRUTURAGCAO
ORGANIZACIONAL

Abstract

This study aims to analyze the effects of
transformational leadership, work environment,
and organizational culture on lecturer
performance, with organizational restructuring
serving as an intervening variable. Lecturer
performance is a strategic factor in improving the
quality of higher education institutions and is
influenced not only by individual competencies
but also by leadership dynamics, workplace
conditions, and prevailing organizational values.
This study employed a quantitative research
approach, with data collected through
questionnaires  distributed to lecturers as
respondents. The data were analyzed using path
analysis to examine both the direct and indirect
relationships among the research variables. The

findings  indicate  that  transformational
leadership, work environment, and
organizational culture have positive and

significant effects on lecturer performance.
Furthermore, organizational restructuring was
found to function as an effective intervening
variable that strengthens the relationships
between the independent variables and lecturer
performance. These findings suggest that efforts
to enhance lecturer performance will be more
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Resumo

Este estudo tem como objetivo analisar os
efeitos da lideranca transformacional, do
ambiente de trabalho e da cultura
organizacional no desempenho dos professores
universitarios, tendo a  reestruturacdo
organizacional como varidvel mediadora. O
desempenho dos professores universitarios é um
fator estratégico para a melhoria da qualidade
das instituicbes de ensino superior e ¢é
influenciado ndo apenas pelas competéncias
individuais, mas também pela dindmica de
lideranga, pelas condicdes do local de trabalho
e pelos valores organizacionais predominantes.
Este estudo empregou uma abordagem de
pesquisa quantitativa, com dados coletados por
meio de questionarios distribuidos aos
professores universitarios como respondentes.
Os dados foram analisados por meio da analise
de caminhos para examinar as relacdes diretas
e indiretas entre as variaveis da pesquisa. Os
resultados indicam que a lideranca
transformacional, o ambiente de trabalho e a
cultura organizacional tém efeitos positivos e
significativos sobre o desempenho dos docentes.
Além disso, constatou-se que a reestruturagdo
organizacional funciona como uma variavel de
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effective  when supported by visionary
leadership, a conducive work environment, a
strong organizational culture, and organizational
restructuring that is adaptive to change. This
study is expected to contribute both theoretically
and practically to human resource management
in higher education institutions.

Keywords: Transformational Leadership. Work
Environment. Organizational Culture.
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intervencdo eficaz que fortalece as relacGes
entre as varidveis independentes e o
desempenho dos docentes. Esses resultados
sugerem que os esforgos para melhorar o
desempenho dos professores serdo mais eficazes
quando apoiados por uma lideranga visionaria,
um ambiente de trabalho propicio, uma forte
cultura organizacional e uma reestruturacao
organizacional adaptavel as mudancas. Espera-
se que este estudo contribua tanto teoricamente

Organizational Restructuring. Lecturer
Performance.

quanto na pratica para a gestdo de recursos
humanos em institui¢des de ensino superior.

Palavras-chave: Lideranca Transformacional.
Ambiente de Trabalho. Cultura Organizacional.
Reestruturacdo Organizacional. Desempenho
dos Professores.

1 INTRODUCTION

Higher education has experienced significant expansion alongside increasing
pressure to restructure its governance systems. UNESCO (2025) reports that global higher
education enrollment reached 264 million students, representing an increase of
approximately 25 million since 2020. This rapid growth underscores the urgent need for
institutional realignment and adaptive management systems capable of responding to an
increasingly competitive global environment and accelerated digital transformation.
Universities across countries are therefore striving to develop leadership models,
organizational cultures, and work environments that are responsive to the demands of
globalization, technological innovation, and organizational efficiency.

In Indonesia, similar dynamics have emerged through government policies under
the Acceleration Program for the Merger and Consolidation of Private Higher Education
Institutions (APPP-PTS), which has been implemented since 2021. This program aims to
strengthen governance, enhance operational efficiency, and improve academic quality
through the consolidation of private higher education institutions (Directorate General of
Higher Education, Research, and Technology, 2021). Structural support for this initiative
is further reinforced through the Decree of the Director General of Higher Education,

Research, and Technology No. 94/E/KPT/2022, which provides incentives for private
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universities undergoing institutional transformation (Ministry of Education, Culture,
Research, and Technology, 2022).

This phenomenon is particularly pronounced in East Java Province, which hosts
the largest concentration of private higher education institutions in Indonesia. According
to data from LLDIKTI Region VII (2024), there has been a significant increase in
applications for institutional transformation and conversion among private universities
over the past two years. The authority has also established submission deadlines for
restructuring proposals and issued warnings to institutions with fewer than 50 enrolled
students to pursue consolidation measures. However, reports from mainstream media,
such as Kompas (2022), indicate that institutional transformation processes do not always
proceed smoothly, as they often involve complex governance dynamics, work culture
issues, and internal resistance among academic communities.

Institutional transformation in higher education extends beyond the mere
consolidation of assets or changes in legal status; it constitutes a complex post-
transformation integration process. This integration encompasses the alignment of vision
and mission, organizational structure redesign, adjustments to human resource systems,
curriculum harmonization, and the integration of academic and administrative services.
According to Zinkovsky and Derkachev (2018) and Becher and Kogan (2025), the
success of higher education transformation is largely determined by the effectiveness of
organizational restructuring processes. Similarly, Jieyi et al. (2022) emphasize that
without effective cultural and governance integration, institutional transformation may
generate internal conflicts that negatively affect academic performance.

Within this context, transformational leadership plays a strategic role in driving
organizational change. Sunatar (2022) demonstrates that transformational leadership
positively influences organizational citizenship behavior and performance improvement.
Busari et al. (2020) further argue that transformational leadership is effective in
minimizing resistance to change and strengthening followers’ commitment. Visionary
and inspirational leadership is therefore critically needed in the post-transformation
phase, particularly to foster cultural unity and a renewed institutional identity that
supports organizational restructuring sustainably and effectively.

Beyond leadership factors, the work environment also plays a critical role in

shaping lecturer performance. A conducive work environment—encompassing physical,
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psychosocial, and digital dimensions—can enhance job satisfaction and productivity.
Uma and Swasti (2024) demonstrate that a supportive work environment has a positive
effect on employee engagement and performance. Similar findings in the academic
context by Asi and Gani (2021) reveal that a supportive work environment increases
lecturers’ motivation and commitment in carrying out the tridharma of higher education,
namely teaching, research, and community service.

Organizational culture, meanwhile, serves as the foundational system of values
and norms that guides individual behavior within organizations. Pietersen (2017) explains
that organizational culture consists of layered elements, including artifacts, espoused
values, and underlying assumptions, all of which must be carefully considered during
organizational change processes. Using the Competing Values Framework, Zeb et al.
(2021) classify organizational culture into clan, adhocracy, market, and hierarchy types,
each of which exerts different effects on organizational performance. Studies by Hidayat
et al. (2023) and Yusuf (2024) further confirm a strong relationship between leadership,
organizational culture, and lecturer performance in higher education institutions.

Although numerous studies have examined the relationships among
transformational leadership, work environment, organizational culture, and performance
(Andriani, 2016; Rivai, 2020; Daeli, 2024), research that positions organizational
restructuring as a mediating variable within the context of institutional transformation in
private higher education institutions remains limited. In fact, organizational restructuring
constitutes a critical mechanism that bridges the influence of these three factors on
lecturer performance, particularly in addressing post-transformation integration
challenges. Consequently, a significant research gap exists regarding the integrated
understanding of how leadership, work environment, organizational culture, and
organizational restructuring jointly influence lecturer performance in private universities.

From a theoretical perspective, this study seeks to enrich existing models of
lecturer performance by incorporating organizational restructuring as a mediating
variable that explicates the pathways through which transformational leadership, work
environment, and organizational culture exert their influence. Practically, the findings are
expected to provide valuable recommendations for leaders of private higher education
institutions in East Java in designing post-transformation integration strategies that

emphasize the harmonization of organizational structures, cultures, and work
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environments. Accordingly, this study is entitled “The Effects of Transformational
Leadership, Work Environment, and Organizational Culture on Lecturer Performance
through Organizational Restructuring (A Case Study of Private Higher Education

Institutions in East Java Undergoing Institutional Transformation).”
2 RESEARCH METHODS

Quantitative research is an approach that emphasizes the measurement of
numerical data and statistical analysis to examine relationships among the variables under
investigation (Sugiyono, 2019). In the context of this study, a quantitative approach was
selected as it is appropriate for testing the effects of transformational leadership, work
environment, and organizational culture on lecturer performance, with organizational
restructuring serving as a mediating variable. This approach enables the measurement of
the strength of relationships among variables through structured questionnaire
instruments and the application of statistical analysis techniques.

The research design refers to a systematic framework used to address research
questions through clearly defined procedures (Creswell, 2020). This study employed an
explanatory research design with a survey approach, as it seeks to explain both the direct
and indirect effects of the independent variables (X1: transformational leadership, X2:
work environment, X3: organizational culture) on the dependent variable (Y: lecturer

performance) through a mediating variable (Z: organizational restructuring).
2.1 Data collection techniques and procedures

Data collection techniques refer to the methods used by researchers to obtain data
relevant to the research objectives. According to Sugiyono (2019), data collection is a
strategic step in research, as the primary objective of a study is to acquire valid and
reliable data. In this study, primary data were collected directly from respondents, namely
active lecturers employed at private higher education institutions resulting from
institutional mergers in East Java. Data were gathered using a questionnaire developed

based on indicators corresponding to each research variable. The questionnaire was
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distributed electronically via Google Forms to facilitate accessibility and ensure efficient
data collection across a broader respondent base.

The data collection procedure was conducted during the designated research
period. Initially, the researcher developed the research instrument based on theoretical
constructs and prior empirical studies. The questionnaire was then converted into a
Google Form and distributed to respondents through official communication channels,
such as email and internal lecturer communication groups. Respondents were given a
specified period to complete the questionnaire independently. The collected responses

were subsequently downloaded and prepared for further statistical analysis.
2.2 Data analysis

Data analysis represents a critical stage in quantitative research, as it is used to
test hypotheses and address the formulated research questions. In this study, data were
analyzed using the Partial Least Squares—Structural Equation Modeling (PLS-SEM)
approach. PLS-SEM was selected because the research model involves multiple latent
variables and indicators and is oriented toward prediction as well as the explanation of
relationships among variables (Hair et al., 2019).

3 RESULTS AND DISCUSSION

3.1 The effect of transformational leadership on lecturer performance in private

higher education institutions in east java

The results of hypothesis testing indicate that transformational leadership does not
have a significant effect on lecturer performance, with a path coefficient of 0.067, a t-
value of 1.625, and a p-value of 0.104 (> 0.05). This finding suggests that, although
transformational leadership is theoretically expected to inspire and motivate subordinates
to achieve optimal performance, the empirical results reject the first hypothesis (H1). The
findings indicate that transformational leadership has not been able to directly enhance
lecturer performance within private higher education institutions in East Java. This

outcome implies that the influence of transformational leadership on performance is not
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universal and may be contingent upon situational factors such as academic autonomy,
organizational culture, and institutional reward systems.

Several previous studies support the argument that transformational leadership
positively affects employee and lecturer performance. Chai et al. (2017) demonstrate that
transformational leadership effectively fosters organizational commitment and enhances
productivity through intrinsic motivation and shared vision. Similarly, Al-Mansoori and
Ko¢ (2019) find that lecturers who perceive transformational leadership from faculty
leaders tend to exhibit higher work enthusiasm and greater instructional innovation.
Consistent with these findings, Alrayes et al. (2022) report that transformational
leadership improves academic performance through the mediating roles of job
satisfaction and organizational loyalty. Collectively, these studies reinforce the
theoretical perspective that inspirational and vision-oriented leadership serves as a key
driver of individual performance.

However, the present findings diverge from studies suggesting that the
effectiveness of transformational leadership may weaken under certain conditions. Akanji
et al. (2020) argue that in higher education institutions characterized by bureaucratic
structures, transformational leadership tends to be less effective because academic
decision-making is more strongly influenced by formal regulations and lecturers’
professional autonomy. Setiawan and Hidayat (2022) further note that lecturers are often
more motivated by academic recognition and research opportunities than by leadership
style alone. Additionally, Bonsu and Twum-Danso (2018) find that in individualistic
work cultures, the impact of transformational leadership on performance diminishes, as
individuals tend to focus more on personal achievement.

Conceptually, these findings can be explained through the Leader—Member
Exchange (LMX) theory, which emphasizes that the quality of interpersonal relationships
between leaders and subordinates exerts a stronger influence on performance than
leadership style alone. In the context of private higher education institutions in East Java,
lecturers typically operate within a system of high academic autonomy, thereby limiting
the direct influence of leadership on performance outcomes. Consequently, the
effectiveness of institutional leaders depends not solely on transformational capabilities
but also on their ability to foster strong interpersonal relationships, allocate resources

effectively, and design work systems that support lecturer productivity.
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The theoretical implications of these findings suggest the need to reassess the
effectiveness of transformational leadership within higher education contexts. Practically,
leaders of private universities should integrate transformational leadership with
empowering leadership approaches to ensure that lecturers experience both academic
freedom and structural support. A limitation of this study lies in its exclusion of potential
moderating variables such as intrinsic motivation and academic autonomy, which may
shape the relationship between leadership and performance. Future research is therefore
encouraged to explore moderation or mediation models to achieve a more comprehensive

understanding of these dynamics.

3.2 The effect of work environment on lecturer performance in private higher

education institutions in east java

The results of the second hypothesis test (H2) reveal that the work environment
does not have a significant effect on lecturer performance, as indicated by a path
coefficient of 0.003, a t-value of 0.082, and a p-value of 0.934. These values reflect an
extremely weak and statistically insignificant relationship, suggesting that both physical
and non-physical aspects of the work environment do not directly influence lecturer
performance in private higher education institutions in East Java. This phenomenon may
be attributed to the nature of academic work, which is predominantly cognitive and
autonomous, thereby reducing the relative influence of physical work conditions
compared to motivational or cultural factors.

Empirical evidence from prior studies supports the notion that the work
environment can enhance lecturer performance. Sari and Hidayah (2020) report that a
conducive work environment encompassing facilities, comfort, and social relationships
positively affects lecturers’ productivity and job satisfaction. Han et al. (2024) also
demonstrate that a supportive academic environment plays a crucial role in improving
instructional effectiveness and research innovation. Similarly, Torlak and Kuzey (2019)
find that a positive work environment significantly contributes to lecturers’ motivation
and academic performance in private universities in Pakistan. These findings suggest that,
in general, the work environment constitutes an important determinant of performance,

particularly when adequate educational facilities are provided.
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Conversely, other studies indicate that the effect of the work environment on
performance may become insignificant when intrinsic factors are more dominant.
Wahyudi (2025) argues that in higher education settings, internal motivation and
professional satisfaction exert a stronger influence on lecturer productivity than external
work conditions. Garcia-Rivera et al. (2022) further observe that experienced lecturers
tend to exhibit higher work resilience and are less affected by external factors such as the
physical environment. Shah (2024) adds that the work environment contributes
significantly to performance only when accompanied by strong organizational support
and a balanced workload.

These findings can be interpreted through Herzberg’s Two-Factor Theory, which
distinguishes between motivator (intrinsic) factors and hygiene (extrinsic) factors. The
work environment is classified as a hygiene factor, meaning that its absence may cause
dissatisfaction, but its presence does not automatically lead to higher performance. In the
context of private higher education institutions in East Java, many lecturers may have
adapted to limited facilities and are more oriented toward academic recognition and
scholarly publication. Consequently, improvements in the work environment alone,
without concurrent enhancement of motivational factors, are unlikely to yield substantial
gains in lecturer performance.

From an implication perspective, these findings suggest that leaders of private
higher education institutions should shift their focus away from merely improving the
physical aspects of the work environment toward strategies that foster intrinsic
motivation, academic recognition, and research support. This study is limited in that it
captures respondents’ general perceptions of the work environment without
distinguishing between physical, social, and psychological dimensions. Therefore, future
research is encouraged to examine these dimensions in greater detail and to incorporate

mediating variables such as job satisfaction or organizational commitment.

3.3 The effect of organizational culture on lecturer performance in private higher

education institutions in east java

The results of the third hypothesis test (H3) indicate that organizational culture

has a positive and significant effect on lecturer performance, with a path coefficient of
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0.283, a t-value of 7.245, and a p-value of 0.000. These findings suggest that the stronger
the organizational culture implemented within private higher education institutions, the
higher the level of lecturer performance. Organizational cultures that promote innovation,
collaboration, and an orientation toward academic quality are shown to be critical in
fostering lecturers” work ethos across teaching, research, and community service
activities.

These findings are supported by Deal and Kennedy (2018), who argue that strong
organizational cultures motivate members to achieve optimal performance through shared
values. Hussein et al. (2020) similarly demonstrate that collaborative and open academic
cultures enhance lecturer performance in Malaysian universities. In addition, Putri and
Prasetyo (2023) find that organizational cultures oriented toward quality and public
service significantly influence educators’ productivity and job satisfaction. Collectively,
these studies confirm that organizational culture serves as a fundamental driver of
individual behavior and performance in educational institutions.

However, several studies report contrasting results. Tjahjono and Wibisono
(2019) find that in highly hierarchical organizations, organizational culture may constrain
lecturers’ creativity and reduce productivity. Adler et al. (2021) argue that cultures
emphasizing excessive formality and bureaucracy can hinder cross-disciplinary research
collaboration. Likewise, Nuraini and Setiawan (2022) show that misalignment between
organizational culture and lecturers’ personal values may lead to value dissonance,
negatively affecting performance and job satisfaction.

The significant findings of this study can be explained through Schein’s (2017)
Organizational Culture Model, which emphasizes that organizational culture shapes
members’ underlying assumptions and behaviors. In the context of private higher
education institutions in East Java, organizational cultures that emphasize
professionalism, academic responsibility, and pedagogical innovation are able to create
productive and supportive work environments. Strengthening organizational culture
through leadership role modeling, reward systems, and effective internal communication
can enhance social cohesion and improve collective lecturer performance.

The theoretical implication of these findings highlights the need to strengthen the
role of organizational culture in human resource management within higher education.

Practically, private universities should design organizational culture programs that instill
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values of integrity, collaboration, and academic quality orientation. This study is limited
to lecturers’ perceptions of organizational culture without differentiating between types
of institutions (e.g., faith-based, technology-oriented, or economics-focused universities).
Future studies may expand the sample scope and identify specific cultural elements that

are most effective in enhancing academic performance.

3.4 The effect of transformational leadership on organizational restructuring in

private higher education institutions in east java

The results of the fourth hypothesis test (H4) reveal that transformational
leadership has a positive and significant effect on organizational restructuring, with a path
coefficient of 0.333, a t-value of 5.052, and a p-value of 0.000. This finding indicates that
the stronger the transformational characteristics of leaders, such as their ability to inspire,
motivate, and encourage innovation, the more effective the organizational restructuring
process within private higher education institutions. In the context of private universities
in East Java, organizational restructuring often involves adjustments to academic
structures, bureaucratic efficiency, and adaptation to the Merdeka Belajar—Kampus
Merdeka policy. Visionary leadership thus emerges as a critical determinant in managing
such systemic changes.

These findings are consistent with Avolio and Bass (2018), who emphasize that
transformational leaders are capable of creating strategic directions for change through
inspirational influence and intellectual stimulation. Sarros and Santora (2019) also find
that transformational leadership plays a crucial role in driving structural change and
fostering innovative cultures in higher education institutions. Similarly, Mokhtar et al.
(2021) demonstrate that universities led by transformational rectors adapt more rapidly to
digitalization demands and organizational efficiency. Together, these studies provide
strong empirical support for transformational leadership as a key catalyst for successful
organizational restructuring.

Conversely, Judge and Piccolo (2020) find that the impact of transformational
leadership on organizational restructuring may weaken in overly rigid bureaucratic
systems, where leaders’ innovation space is constrained. Rahman et al. (2022) also note

that in organizations with high resistance to change, transformational leadership tends to
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be less effective due to value conflicts and misaligned visions. Furthermore, Hidayat and
Sari (2023) report that in some small private universities, transformational leadership has
not been sufficient to drive restructuring due to limited resources and weak managerial
commitment.

Theoretically, these findings can be explained through Transformational Change
Theory, proposed by Burke and Litwin (2018), which posits that organizational change
success depends on leaders’ ability to integrate structural and cultural dimensions. In
private higher education institutions in East Java, transformational leadership plays a vital
role in formulating restructuring visions, communicating change directions, and
mobilizing lecturers and staff to adapt to new systems. This indicates that restructuring is
not merely a technical process involving structural adjustments, but also an adaptive
process involving changes in mindsets and behaviors.

The implications of these findings underscore the importance of leadership
development programs for private university leaders to enable them to function as
effective change leaders who not only manage change but also cultivate collective
commitment. This study is limited to examining direct effects and does not consider
contextual factors such as institutional size or leaders’ communication styles. Future
research is therefore encouraged to test multilevel models that integrate leadership
dynamics with organizational readiness for change.

3.5 The effect of work environment on organizational restructuring in private higher

education institutions in east java

The results of the fifth hypothesis test (H5) indicate that the work environment
has a positive and significant effect on organizational restructuring, with a path coefficient
of 0.284, a t-value of 5.042, and a p-value of 0.000. These findings suggest that a
favorable work environment—encompassing physical, social, and psychological
aspects—supports organizational restructuring processes in private higher education
institutions. In practice, restructuring initiatives often generate uncertainty and resistance;
however, a conducive work environment can foster a sense of security and enhance the

participation of employees and lecturers in change processes.
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These findings are supported by Robbins and Judge (2021), who emphasize that
a positive work environment plays a critical role in facilitating organizational change by
enhancing open communication and individual adaptability. Chen and Silverthorne
(2020) also find that supportive work environments strengthen employees’ readiness to
engage in restructuring initiatives. In the context of Indonesian universities, Nugroho and
Hidayat (2022) demonstrate that psychological comfort and strong interpersonal
relationships in the workplace reduce resistance to structural change. Collectively, these
studies support the conclusion that a healthy work environment serves as an enabling
factor for successful organizational restructuring.

Conversely, other studies report conflicting results. Martins and Coetzee (2019)
argue that the work environment is not always the primary determinant of restructuring
success, as organizational change is often driven by external pressures such as
government policy or financial crises. Fathurrahman and Lestari (2021) suggest that in
higher education institutions, resistance to change is more strongly influenced by
academic status and rank than by workplace conditions. Meanwhile, Yuliana et al. (2023)
find that overly comfortable work environments may reduce the sense of urgency for
restructuring, as employees perceive little need for change.

Drawing on Sociotechnical Systems Theory (Emery & Trist, 2018), effective
organizational restructuring requires alignment between social aspects (interpersonal
relationships) and technical aspects (work processes). In this context, a healthy work
environment provides a platform that enables social adaptation to systemic organizational
change. In private higher education institutions in East Java, restructuring efforts appear
to be more successful when supported by open internal communication, role clarity, and
recognition of lecturers’ contributions to the change process.

From a practical standpoint, these findings underscore that university leaders
should manage the work environment not merely as a source of comfort but as a strategic
instrument for change. Initiatives such as cultivating an open feedback culture,
strengthening inter-unit social relationships, and implementing collaboration-based
reward systems can enhance organizational readiness for restructuring. A limitation of
this study lies in its failure to disaggregate work environment dimensions (physical,

social, psychological). Future research is therefore encouraged to test more complex
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structural models incorporating moderating variables such as job satisfaction or

commitment to change.

3.6 The effect of organizational culture on organizational restructuring in private

higher education institutions in east java

The results of the sixth hypothesis test (H6) show that organizational culture has
a positive and significant effect on organizational restructuring, with a path coefficient of
0.219, a t-value of 4.773, and a p-value of 0.000. These findings indicate that deeply
embedded organizational values, norms, and work practices play a crucial role in
supporting successful restructuring in private higher education institutions. Cultures that
are open to change, value innovation, and emphasize collaboration enable restructuring
processes to proceed more smoothly with lower levels of resistance among organizational
members.

Schein (2017) emphasizes that effective restructuring depends not only on
structural design but also on the readiness of organizational culture. Using the Competing
Values Framework, Cameron and Quinn (2020) argue that flexible, change-oriented
cultures, particularly adhocracy cultures, are more adaptive to restructuring initiatives.
Handayani and Santosa (2022) further demonstrate that organizational cultures
emphasizing innovation and trust accelerate the implementation of change in Indonesian
universities. Together, these studies support the conclusion that organizational culture is
a strategic driver of sustainable restructuring.

In contrast, several studies suggest that certain types of organizational culture may
hinder restructuring efforts. Alvesson (2019) finds that highly hierarchical cultures foster
dependency and slow the adoption of change. Lee and Kim (2021) report that in East
Asian higher education institutions, seniority-based cultures and academic conservatism
frequently impede structural transformation. Similarly, Rahardjo and Mutia (2023) show
that stability-oriented organizational cultures tend to resist restructuring because it is
perceived as a threat to the status quo and workplace comfort.

These findings align with the Cultural Readiness for Change approach (Weiner,
2020), which posits that the level of cultural readiness determines restructuring success.

In the context of private higher education institutions in East Java, organizational cultures
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that emphasize professionalism, teamwork, and continuous learning emerge as key
enablers of structural change. When organizational values align with restructuring
visions, members are more likely to demonstrate shared commitment to achieving
intended outcomes.

The theoretical implications of these results highlight the importance of culture-
based approaches in managing change within higher education. Practically, leaders of
private universities should develop change management frameworks that integrate the
internalization of cultural values at every stage of restructuring. A limitation of this study
Is that it does not differentiate the effects of specific culture types (hierarchy, clan,
adhocracy, market). Future research is therefore encouraged to examine the interaction

between organizational culture and leadership style in determining restructuring success.

3.7 The effect of organizational restructuring on lecturer performance in private
higher education institutions in east java

The results of the seventh hypothesis test (H7) demonstrate that organizational
restructuring has a positive and significant effect on lecturer performance, with a path
coefficient of 0.56, a t-value of 13.053, and a p-value of 0.000. This strong effect indicates
that restructuring initiatives undertaken by private higher education institutions in East
Java have a substantial impact on improving lecturer performance. Well-directed
restructuring enhances work efficiency, clarifies academic roles, and aligns institutional
structures with the demands of modern higher education, including the digitalization of
academic administration and the implementation of the Merdeka Belajar policy.

These findings are consistent with Burke and Litwin (2018), who argue that
effective organizational restructuring strengthens alignment between structure, systems,
and individual behavior, thereby improving performance outcomes. Rahman and Taufiq
(2021) similarly find that effective academic restructuring increases lecturer productivity
through improved communication systems and cross-unit coordination. Ali et al. (2020)
add that digitally driven restructuring in higher education enhances lecturers’ work
efficiency and accelerates academic decision-making processes. Collectively, these
studies reinforce the argument that planned restructuring improves performance by

aligning organizational roles and responsibilities.
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However, some studies report contrasting outcomes. Gibson et al. (2019) suggest
that restructuring may negatively affect performance when it generates uncertainty and
employee anxiety. Amir and Rahardjo (2022) also show that restructuring conducted
without effective communication can reduce lecturers’ work motivation due to increased
administrative burdens. Lee and Park (2021) further note that in several Asian higher
education institutions, restructuring often follows a top-down approach, triggering
resistance among academic staff. These findings highlight that restructuring initiatives
lacking effective communication and change management strategies may undermine
work morale.

Conceptually, the findings of this study support the Organizational Alignment
Model, which posits that organizational effectiveness increases when strategy, structure,
and culture operate in harmony. Organizational restructuring in private higher education
institutions in East Java appears to be successful because it is designed to integrate
academic and administrative functions—for example, through faculty consolidation, the
implementation of integrated academic information systems, and decentralization of
authority. Such measures enhance role clarity for lecturers in fulfilling the tridharma of

higher education and strengthen cross-disciplinary collaboration.

3.8 The theoretical implication of this finding is that organizational restructuring

serves as a key

Mechanism linking strategic policy decisions to lecturer performance outcomes.
Practically, private universities must ensure that restructuring efforts extend beyond
structural efficiency to embrace people-centered transformation that actively involves
lecturers in change design processes. This study is limited to examining the direct effects
of restructuring on performance without considering psychological variables such as
organizational commitment. Future studies are therefore encouraged to adopt longitudinal
designs to better understand the long-term impact of restructuring on lecturer

performance.
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3.9 The mediating effect of organizational restructuring on the relationship between
transformational leadership and lecturer performance in private higher education

institutions in east java

The results of the eighth hypothesis test (H8) indicate that organizational
restructuring significantly mediates the effect of transformational leadership on lecturer
performance, with a path coefficient of 0.186, a t-value of 4.659, and a p-value of 0.000.
This finding demonstrates that transformational leadership enhances lecturer performance
indirectly through organizational restructuring. In other words, leaders who are able to
motivate and inspire their subordinates facilitate more effective restructuring processes,
which in turn improve work systems and enhance lecturers’ academic performance.

This finding is consistent with Bass and Riggio (2018), who argue that
transformational leaders play a dual role—not only in motivating individuals but also in
shaping structural changes that support organizational performance. Zafar et al. (2020)
further report that transformational leadership improves performance through
organizational restructuring that promotes collaboration and operational efficiency. In the
context of Indonesian higher education, Haryanto and Wibowo (2022) also confirm that
inspirational and communicative leadership accelerates organizational realignment and
increases lecturer productivity. Collectively, these studies reinforce the mediating
mechanism linking leadership and performance through restructuring.

Conversely, Yukl (2019) challenges this perspective by suggesting that the effects
of transformational leadership on performance are not always mediated by organizational
structure, but may instead operate more strongly through motivational and cultural
pathways. Liu and Liao (2021) also argue that in complex academic organizations,
structural changes often fail to align with leadership direction due to resistance from
academic groups. Suhartini and Pradana (2023) add that restructuring initiatives lacking
emotional support and intensive communication may actually reduce lecturers’ loyalty

toward institutional leaders.
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Theoretically, these findings align with the Transformational Leadership and
Organizational Change model, which emphasizes the role of leadership in shaping
systems and structures that facilitate the achievement of organizational goals. In private
higher education institutions in East Java, transformational leaders function as change
agents who not only influence individual behavior but also redesign work processes to
enhance adaptability to external change. Through effective restructuring, leaders’ visions
can be institutionalized within performance-oriented organizational systems.

The theoretical implication of this result underscores the importance of
positioning organizational restructuring as a strategic mechanism in the relationship
between leadership and performance. Practically, higher education leaders should
strengthen managerial capacity and change communication to ensure that restructuring
processes are participatory and inclusive. A limitation of this study is that the mediation
effect was not examined using a multilevel approach, even though transformational
leadership effects may differ across institutional levels (e.g., rectorate versus faculty).
Future research is therefore encouraged to apply hierarchical linear modeling to capture

these dynamics more comprehensively.

3.10 The mediating effect of organizational restructuring on the relationship
between work environment and lecturer performance in private higher education

institutions in east java

The results of the ninth hypothesis test (H9) show that organizational restructuring
significantly mediates the relationship between the work environment and lecturer
performance, with a path coefficient of 0.159, a t-value of 4.483, and a p-value of 0.000.
This finding indicates that a favorable work environment enhances lecturer performance
through the mediating role of organizational restructuring. Specifically, a comfortable,
collaborative, and open work environment facilitates successful restructuring initiatives,

which subsequently result in more efficient and productive work systems.
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These findings are supported by Griffin and Moorhead (2020), who argue that a
conducive work environment fosters psychological readiness for structural change.
Suryani and Anwar (2021) similarly find that organizational restructuring strengthens the
relationship between workplace comfort and employee productivity in higher education
institutions. Farahani et al. (2022) further demonstrate that successful restructuring is
more likely to occur in work environments characterized by openness, cross-departmental
communication, and strong social support. Together, these studies suggest that
restructuring acts as a conduit through which work environment conditions are translated
into tangible performance improvements.

However, these results are not entirely consistent with Kumar et al. (2019), who
find that the work environment exerts a stronger direct effect on performance than through
organizational structure. Lestari and Hanifah (2020) also argue that organizational change
may weaken the influence of the work environment by introducing uncertainty. In
addition, Hasibuan and Tamba (2023) caution that excessive restructuring may increase
work-related stress and reduce comfort within academic environments. These findings
highlight the need to balance restructuring initiatives with workplace stability.

Theoretically, this finding is consistent with the Job Demands—Resources (JD-R)
model, which posits that work environment resources such as social support and role
clarity enhance performance when organizations are able to redesign work structures
effectively. In the context of private higher education institutions in East Java,
organizational restructuring appears to amplify the positive effects of the work
environment by creating systems that are more transparent, flexible, and collaboration-
oriented. Thus, restructuring serves as an adaptive mechanism that converts workplace
comfort into productive performance outcomes.

From a practical standpoint, these findings highlight the importance of
restructuring policies that preserve a positive work climate throughout the change
process. Leaders of private higher education institutions must balance organizational
efficiency with lecturers’ psychological well-being. A limitation of this study is that it
does not measure perceived work stress during restructuring. Future research may
therefore examine psychosocial factors that moderate the relationship between work

environment, restructuring, and lecturer performance.
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3.11 The mediating effect of organizational restructuring on the relationship
between organizational culture and lecturer performance in private higher

education institutions in east java

The results of the tenth hypothesis test (H10) indicate that organizational
restructuring significantly mediates the effect of organizational culture on lecturer
performance, with a path coefficient of 0.123, a t-value of 4.511, and a p-value of 0.000.
This finding suggests that a strong organizational culture enhances lecturer performance
through the mechanism of organizational restructuring. In other words, restructuring
initiatives implemented within an adaptive and collaborative cultural framework
strengthen lecturers’ commitment and productive behaviors in private higher education
institutions in East Java.

These findings align with Schein (2017), who emphasizes that organizational
culture serves as a value framework guiding structural change. Denison and Mishra
(2019) further demonstrate that cultures emphasizing openness, trust, and innovation
reinforce the success of performance-oriented restructuring initiatives. Similarly, Fauzi
and Hartono (2022) show that restructuring grounded in academic cultural values
enhances organizational effectiveness and lecturer productivity. Collectively, these
studies support the mediating role of restructuring as a mechanism that transforms cultural
values into concrete performance outcomes.

In contrast, Hofstede et al. (2018) caution that overly strong organizational
cultures may hinder restructuring by fostering resistance to change. Purwanto and
Zulkarnain (2021) also find that paternalistic and hierarchical cultures in some Indonesian
private universities slow restructuring processes. Nguyen and Le (2023) add that
restructuring initiatives insensitive to cultural values may trigger organizational identity
conflicts and reduce lecturer morale. These findings underscore that culture does not

automatically function as a facilitator of restructuring.
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Theoretically, these results are consistent with Organizational Learning Theory,
which posits that organizations learn from cultural values to improve structures and work
systems. In the context of private higher education institutions in East Java, restructuring
supported by collaborative organizational cultures reduces resistance and accelerates
adaptation to change, such as the digitalization of academic systems or the reorganization
of lecturers’ workloads. In this way, organizational culture functions as social capital that
links restructuring initiatives to improved performance.

The theoretical implication of this finding highlights the need to integrate culture
and restructuring in the design of change management strategies in higher education.
Practically, leaders of private universities must ensure that restructuring efforts preserve
and reinforce positive cultural values, such as commitment to academic quality and
collegiality. This study is limited by its cross-sectional quantitative design. Future
research is therefore encouraged to adopt longitudinal approaches to examine how
organizational culture and restructuring evolve together in shaping lecturer performance

over time.
4 CONCLUSION

Based on the findings of this study examining the effects of transformational
leadership, work environment, and organizational culture on lecturer performance
through organizational restructuring in private higher education institutions undergoing
institutional transformation in East Java, the following conclusions can be drawn:

1. Transformational leadership has a positive and significant effect on both
organizational restructuring and lecturer performance in private higher education
institutions

2. The work environment has a positive and significant effect on organizational
restructuring; however, it does not exert a significant direct effect on lecturer
performance.

3. Organizational culture has a positive and significant influence on both
organizational restructuring and lecturer performance.

4. Organizational restructuring plays a critical role in enhancing lecturer

performance in private higher education institutions.

_ Veredas do Direito, v.23, 234580 — 2026




THE EFFECTS OF TRANSFORMATIONAL LEADERSHIP, WORK ENVIRONMENT, AND ORGANIZATIONAL CULTURE ON LECTURER PERFORMANCE THROUGH
ORGANIZATIONAL RESTRUCTURING

5. A key contribution of this study is the empirical evidence that organizational
restructuring in private higher education institutions undergoing institutional
transformation is not merely an administrative requirement, but rather a strategic

instrument for institutional development and performance improvement.
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