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 This research aims to test the dimensions of success in measuring leadership 

management and to find the factors that shape leadership in an excellent 

Islamic university (IU). Respondents totaled 422 participants from leaders 

and lecturers at six Islamic universities in Indonesia. partial least squares 

structural equation modeling (PLS-SEM) analysis is used to test 8 

dimensions, 35 constructs, and 17 hypotheses. Management leadership is 

determined by the dominant factor, namely job evaluation (IM4, λ=90.70%), 

and human resources (OR3, λ=74.40%) is the lowest factor. The ability of 

the structural model to explain the measurement of IU’s leadership 

management is 79.70%. Furthermore, the 17 hypotheses from 8 dimensions 

have a positive and significant influence. Measurable dimensions can be 

used to develop an effective management model to increase the performance 

and function of leadership. Through the results of this research, higher 

education management institutions can recommend study substances to 

comprehensively find out the leadership model to be applied by leaders so 

they are more skilled and expert in managing institutions in higher 

education. 
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1. INTRODUCTION 

The implementation of national higher education that applies in Indonesia is carried out by the 

government through public and private, official, and religious universities to achieve national education goals 

[1], [2]. Various levels of education in Indonesia that encourage the achievement of higher-level learning 

objectives to achieve national education goals are supported by open leadership [3]–[5]. Leadership 

management is needed to improve the ability of the leadership in carrying out activities to achieve the goals 

of an organization that is being run. According to Hoekstra and Newton [6], a leader is someone who can 

influence other people in running the organization.  

In Islamic education management terminology, Muslim leaders are represented by certain leadership 

positions. The leader is responsible for achieving organizational goals through leadership activities.  

A person’s leadership can have a strong impact on the direction and movement of Islamic educational 

institutions. Islamic education leaders who are able to influence all elements of their educational institutions 

will find it easier to guide them towards their goals [7], [8]. Leadership is seen as a catalyst for change in 

developing the quality and success of Islamic education, in both madrasas and Islamic universities. Effective 

leadership can also activate the innovation process in educational institutions. 

https://creativecommons.org/licenses/by-sa/4.0/
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Several studies [8], [9] showed through their research results that effective leadership management 

based on leader leadership is largely determined by good attitudes, skills, strategies, adherence to values, and 

the ability to motivate a leader toward subordinates. Leadership in Islamic university (IU) is determined by 

the ability to analyze problems and lead organizations to move forward. IU is the embodiment of religious 

values to produce perfect human beings [10]. To lead to the realization of the intended leadership, it is very 

necessary to apply fair education to leadership in IU who occupy positions as university leaders.  

From existing data in 2023, there were 49 accredited A with details of public universities (43) and 

private universities (6), 178 accredited B with details of public universities (150) and private universities 

(28), while those 80 accredited C with details of public universities (63) and private universities (17) as well 

as 61 that have not been accredited with details of public universities (47) and private universities (14). To be 

able to increase the excellence of an IU, a superior leadership management model is needed. Because 

leadership management is one of the existing problems [11], [12], therefore, to lead an IU, a leadership 

management model is needed that can advance the institution. 

The leadership of a Muslim imitates the leadership of Prophet Muhammad SAW. There are several 

values that inform Prophet Muhammad SAW’s management, namely: quality management, courage and 

determination, autonomy, patience and perseverance, fairness and equality, personality, and truth and noble 

intentions [11]. These values are directly modeled and modeled for followers, leading to voluntary 

compliance and participation. Based on the author’s initial observations at various levels of Islamic 

educational institutions, the leadership process in higher education is unique because the bureaucratic system 

is more open and appears more academic [12]. The author also focuses more on studies at private Islamic 

religious colleges, which have greater potential for scientific analysis. Therefore, it is hoped that this 

discussion will produce new scientific treasures regarding the study of Islamic leadership in IU. 

Many IUs have recognized the importance of their place in the academic community, and as a result, 

they are working to improve the quality of their teaching by strengthening their administrative structures. 

Two of the universities spread across Yogyakarta are Islamic educational institutions under the auspices of 

the Ministry of Religion and Education Indonesia, namely the State Islamic University Sunan Kalijaga and 

Indonesian Islamic University. However, in terms of institutional leadership, there are differences regarding 

the leadership management model that exists in each institution. The development of these two universities is 

quite good in terms of governance, independence in achieving academic breakthroughs, and cooperation with 

organizations and institutions on a national and world scale, that is why they were chosen. There are 

significant institutional differences between the two universities. Both as a collaborator on educational 

initiatives and as a fellow community education provider, as well as attracting the attention of prospective 

students in the higher education market. 

To achieve the leader's vision, he must have leaders in the formation of Islamic institutions, both 

intellectual, human and technological [3], [4]. Conceptual skills are recognized as a means of identifying and 

managing organizations. Cultural arts are collaboration, motivation, and leadership skills. Technical ability is 

the ability to learn methods, techniques, and means to complete an operation [13]. To acquire these skills, 

people responsible for Islamic teachings must feel ready and open to always learning from daily work, 

especially from teachers and other teachers, complying with administrative policies, and generating verifiable 

ideas. Shulhan [10] and Supriyanto et al. [14] developed a number of leadership quality values needed to build 

educational institutions, namely vision and symbolism, institutional leaders must pass on societal values to 

workers and students in the wider community, a practice-oriented leadership style. Educators and leaders must 

innovate with their workforce and prepare to prevent the disruption that comes with this innovation. 

Leadership in IU is still a bit surviving. Leadership in educational institutions does not show strong 

leadership. There are only a few leadership management at IU, this can be seen in the leadership model of 

superior IU, namely Universitas Islam Negeri Malang is the leadership of Ulul Albab, while for other IU, 

there has not emerged a leadership model that will become a reference for other IU in leading higher 

education institution. IU, the view that IU graduates are less competitive and have lower quality compared to 

public universities. Graduation from IU is inseparable from the existing learning process, weaknesses in 

utilizing learning media and technology make graduates from IU unable to compete with others [7]. 

Theoretically, this research is expected to produce various concepts for the development of leadership 

management models in IU. Practically, this research is expected to be useful for institutions of Islamic higher 

education as a guide in the process of developing university organizations in an effort to develop superior IU. 

 

 

2. RESEARCH METHOD 

The sampling method of this research is non-probability sampling using a purposive sampling 

technique [15]–[17]. The determination of the sample based on specific criteria, where the respondents were 

leaders and lecturers at six university institutions in Indonesia with a total of 422 participants. Thus,  

the number of participants meets the partial least squares structural equation modeling (PLS-SEM) 
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requirements [18], [19]. In this study, the PLS-SEM technique was used to test the structural model because 

it is very complex with many constructs and indicators, there are eight dimensions, 35 indicators/constructs, 

and 17 hypotheses. The Likert scale was used in this study with 4 alternative answers 1 (disagree) to  

4 (strongly agree) [20]–[22]. Analysis of PLS-SEM data for this research is based on the evaluation of the 

outer and inner models. The outer model includes factor loading (FL) and average variance extracted (AVE) 

values. Meanwhile, the inner model includes the values of R2, ƒ2, and model fit [23]–[25]. The research 

instrument is shown in Table 1. 

 

 

Table 1. Indicators of success dimensions to evaluate management leadership 
No Dimension Construct Indicators References 

1 Planning (PL) PL1 Vision [4], [26]–[28] 

2 PL2 Mission 

3 PL3 Objective 
4 PL4 Needs analysis 

5 PL5 Job analysis 

6 PL6 Communication 
7 Determination (DT) DT1 Job-description [9], [13], [29], [30] 

8 DT2 Organization structure 

9 DT3 Finance 
10 DT4 Standard setting 

11 DT5 Data and information 
12 Organizing (OR) OR1 Facility and infrastructure [10], [11], [13], [28], [31] 

13 OR2 Operational costs 

14 OR3 Human resources 
15 OR4 Leadership style 

16 OR5 Management models 

17 Implementation (IM) IM1 Ease of vision mission [6], [8], [11], [29] 
18 IM2 Deliberation decision 

19 IM3 Performance reports 

20 IM4 Job evaluation 
21 Supervision (SP) SP1 Procurement of facilities and infrastructure [4], [5], [14], [31] 

22 SP2 Financial management 

23 SP3 Flexibility of leadership styles 

24 SP4 Communication intensity 

25 SP5 Work improvements 

26 Evaluation (EV) EV1 Leadership roles in the ML model [7], [14], [26], [27] 
27 EV2 The practicality of the ML model procedures 

28 EV3 The feasibility of the ML model 

29 Controlling (CT) CT1 Component of the ML models [10], [32], [33] 
30 CT2 Characteristics of the ML models 

31 CT3 Clarity of ML model content 

32 CT4 Clarity of ML model steps 
33 Enhancement (EH) EH1 Leadership model management principles [8], [12], [30], [34] 

34 EH2 The convenience of the ML model 

35 EH3 Aspects of the ML models 

 

 

3. RESULTS 

3.1.  Testing of the measurement model (outer model) 

Overall, the FL value for each indicator is >0.70 (0.744-OR3 to 0.907-IM4). The AVE value for 

each dimensions has a value of >0.50 (0.699-organizing to 0.792-implementation). The most dominant 

statement indicator represents the success of leadership management at IU, namely IM4 with the statement 

"leaders make projections based on the results of performance evaluation" in the implementation dimension 

of 90.70%. While the weakest indicator in measuring the success of leadership management at IU is OR3 

with the statement "effective, efficient, and economical university operational costs" in the organizing 

dimension of 74.40%. In addition to the construct validity test, a consistency test of the estimated reliability 

was also carried out which was measured using three approaches, namely CR, rho_A, and CA with values 

above >0.70. The output of SmartPLS shows that all constructs have CA values (0.833-EV to 0.915-PL), 

rho_A (0.834-EV to 0.915-PL), and CR (0.900-EV to 0.938-IM). 

 

3.2.  Testing of the structural model (inner model) 

Based on Figure 1, the enhancement dimension obtained an R² value of 0.797. That is, the seven 

dimensions of measurement (planning, determining, organizing, implementing, monitoring, evaluating, and 

controlling) have an influence on the enhancement dimension of 79.70% and the remaining 20.30% is 

influenced by other dimensions outside the research model. The effect size (ƒ²) obtains a value of 0.013 to 
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0.406 and the average research dimension has an influence of 0.134 in the medium category in measuring the 

success of leadership management at IU. 

 

 

 
 

Figure 1. Evaluation model of leadership management in Islamic higher education 

 

 

3.3.  Path analysis and hypothesis testing 

Based on Table 2, the HD-1 hypothesis (CT→EH) obtains β-values=0.104 (positive decimal),  

T-statistics=2.218 (>1.96), and P-values=0.027 (<0.05). This shows that the controlling dimension has a 

significant and positive effect on the enhancement of leadership management. Furthermore, the seventeen 

hypotheses HD-1 to HD-17 are stated to have a positive and significant effect on leadership management in 

IU. In terms of β-values, the highest value is obtained in HD-8 (OR→SP) of 0.543, so the organizing 

dimension makes the largest contribution to influencing and increasing the success of leadership 

management. Meanwhile, the lowest β-value is in HD-17 (CT→EH) of 0.104, although the controlling 

dimension has a positive and significant effect on increasing the success of leadership management, this 

dimension makes the smallest contribution. 
 

 

Table 2. Path analysis and hypothesis testing 
Hip. Path analysis β-values (+/-) SDV T-statistics (>1.96) ρ-values (<0.05) 

HD-1 Supervision→Controlling 0.278 0.044 6.381 *** 
HD-2 Supervision→Enhancement 0.241 0.044 5.436 *** 

HD-3 Supervision→Evaluation 0.306 0.043 7.169 *** 

HD-4 Planning→Organizing 0.461 0.044 10.555 *** 
HD-5 Planning→Implementation 0.466 0.049 9.441 *** 

HD-6 Determination→Organizing 0.389 0.043 8.962 *** 

HD-7 Determination→Implementation 0.349 0.050 6.952 *** 
HD-8 Organizing→Supervision 0.543 0.039 13.991 *** 

HD-9 Organizing→Evaluation 0.318 0.047 6.706 *** 

HD-10 Organizing→Controlling 0.276 0.048 5.797 *** 
HD-11 Organizing→Enhancement 0.225 0.046 4.884 *** 

HD-12 Implementation→Supervision 0.339 0.039 8.598 *** 

HD-13 Implementation→Evaluation 0.316 0.042 7.515 *** 
HD-14 Implementation→Controlling 0.376 0.043 8.722 *** 

HD-15 Implementation→Enhancement 0.170 0.040 4.255 *** 

HD-16 Evaluation→Enhancement 0.238 0.046 5.222 *** 
HD-17 Controlling→Enhancement 0.104 0.047 2.218 0.027** 

**p<0.05; ***p<0.001 
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Model fit tests how well the model represented by the data reflects the underlying theory. In PLS-

SEM, the assessment of model fit is carried out by using three criteria, namely standard root mean square 

residual (SRMR), normed fit index (NFI), and theta of root mean square (RMSTheta) [23], [35]. SRMR is a 

conclusion if there is a difference between the data tested and the model. So, the competency indicators and 

constructs are in accordance with the model tested because the SRMR value is 0.045 (≤0.080). The NFI value 

describes the overall model suitability level reaching 81.70% with the output of the PLS algorithm obtaining 

a value of 0.817 (>0.500). RMSTheta has an output value of 0.139, which is >0.120 indicating that the model 

is moderately suitable for determining competency demands. So, all aspects of constructs and indicators that 

are measured as factors and dimensions of success in industrial partnerships and vocational education meet 

the fit model criteria. 

 

 

4. DISCUSSION 

Planning is a methodical action regarding what will be achieved, activities to be carried out, steps, 

techniques, implementation of labor, and so on to carry out activities to achieve goals. The weakest indicators 

on the planning dimension in measuring the success of leadership management at IU are the PL1 (λ=0.814) 

and PL2 (λ=0.817) indicators, namely vision which is formulated and socialized so that it is easy to 

implement. Missions, goals, and objectives have not been formulated clearly and easily understood by all 

members of the academic community. The results of interviews at several IU stated that the chancellor had 

seriously worked to realize the vision and mission of the institution democratically and transparently, through 

personal and group approaches. Furthermore, the vision and mission for compiling program designs through 

various stages until now integration, and interconnection to become a characteristic must be supported by 

mastery of social theory as a whole. 

In contrast to previous researches [8], [34] that determines the vision and mission of an organization 

which becomes an idea and goals which will become goals within a certain period. The vision, mission, 

goals, and objectives have been formulated clearly and are easy to understand but are slow in the process of 

realizing them. However, this research is consistent with the results of several researches [7], [26] that efforts 

to realize the vision and mission of institutions democratically and transparently still experience obstacles in 

personal and group approaches due to their uniqueness. However, in contrast to this study, the vision and 

mission of compiling program designs through various stages, until now integration, and interconnection to 

become a feature, have not been supported by mastery of social theory as a whole. 

To support the realization of the vision and mission and goals of an institution, a leader who can 

control an institution is needed, one of which is charismatic. This study reveals some of the characteristics of 

a charismatic leadership style, namely having natural authority, and having many followers; the attraction 

towards his followers, occurs unconsciously and irrationally from the actions of his followers, and is not 

motivated by internal factors, such as physical, economic, health, and good looks. Methodical research that is 

in line with the conditions of the organization and the availability of resources keeping in mind the vision and 

mission of the organization is needed for the planning process [13], [32], [33]. 

Meanwhile, the strongest indicator of the planning dimension in measuring the success of leadership 

management at IU is PL6 (λ=0.862). This research reveals that the communication built in the interaction of 

all components of the IU is more flexible and transparent. In the bureaucratic context, communication is 

more placed in formal-procedural principles according to the position level in the institution, but this research 

is inconsistent with another research [6], [9], [31], that internal communication is more flexible and open. 

Furthermore, communication is taken in the form of internal and external conflict resolution institutions, 

using democratic principles which prioritize collective agreements through deliberations to find policies that 

are more strategic and effective in resolving the conflicts they face. Meanwhile, other studies [5], [30] stated 

that the communication between lecturers and students is more professional by social competence which is 

one of the competencies of a teacher in delivering learning material. 

Determination and organizing are the strengths or capital of the institution as an opportunity to 

develop future management of the institution [4], [6], [30]. The indicators for determining determination are 

data and information, organizational structure, standard setting, job description, and finance. While the 

indicators measuring organizing are human resources, operational costs, facilities and infrastructure, 

leadership style, and management model. Every IU institution has input that is no different. The weakest 

indicator on the determination dimension is the DT3 indicator (λ=0.832), namely, finances are audited by 

internal and external auditors. Finance at university institutions still relies on government assistance and 

donations. This research also reveals that the institution's operational costs are still limited, they still expect 

assistance from the government and donor agencies, and the institution's operational financing management 

unit cannot yet be independent in financial management because it still hopes for government assistance. 
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In line with research by White et al. [28] that the institution's operational financing management unit 

cannot yet be independent in financial management because it still hopes for government assistance. In 

addition, this research supports studies by several researchers [12], [27] stated that institutions still need 

subsidized assistance which is realized in the form of scholarships for each student and for the development 

of lecturers and other education staff. In contrast to the results of Cherkowski et al. [29] which stated that the 

operational costs of independent institutions so that institutions can finance various programs to improve the 

quality of future management such as curriculum development, research, and community service that are 

internationally oriented. 

The weakest indicator in measuring the dimension of organizing is the OR3 indicator (λ=0.744), 

which is the increase in human resource performance. This study revealed that human resources absorbed in 

various work units, both as lecturers and education (administration, cleaning services, laboratory assistants) 

have been recruited in accordance with applicable procedures and regulations. This is reinforced by previous 

studies [12], [13] which states that especially lecturers are serious and active in carrying out teaching and 

learning activities effectively, to meet the targets that have been set. In placing employees in institutional 

staffing agencies, it has been adjusted to the competence and professionalism of each employee according to 

the duties carried out [3], [26], [33]. 

The next weakest indicator in measuring the organizing dimension is the OR1 indicator (λ=0.826), 

namely the facilities and infrastructure at the university are adequate. Adequate facilities and infrastructure 

gradually, according to the financial condition of the institution. Furthermore, the results of the interviews 

revealed that the need for facilities and infrastructure at institutions always follows developments in the 

demands of higher education in general and specifically at university institutions. This is consistent with 

several studies [10], [11], that the institution's operational financing management unit always strives for the 

independence of the institution's operational costs. Furthermore, research by Sudirman and Gemilang [32] 

confirmed that government subsidies that are realized in the form of scholarship for each student, it has 

greatly assisted the process of developing lecture progress at universities. 

Based on the results of the interviews, the leadership management model for each IU institution is a 

leader, which provides direction to all subordinates to carry out all policies in implementing the university 

management process. The implementation starts with facilities with learning for students, and various other 

operational units such as staffing bureaus, academics, quality assurance institutions, and financial audit 

institutions. In line with this opinion, this research is consistent with Supriyanto et al. [14] which states that 

the leadership of the chancellor of each IU institution is more of a leader who allows all employees in the 

institution to carry out all of their mandates or orders. Furthermore, supported the research by several 

researchers [8], [9], [30], [34], the management model can function to carry out all agreements as a whole in 

achieving the vision and mission of the institution towards an international standard superior university 

model. 

Another leadership style applied leadership is the paternalistic style, which further emphasizes the 

nature of protecting and providing comfort to all groups within several institutions at IU. Besides that, it is a 

form of tolerant Islam “rohmatan lil’alamin”, there is respect for fellow believers, so there is harmony. 

Furthermore, it is also said that there are several leadership models used by several charismatic, delegative, 

democratic, and visionary leadership styles so that they are not attached to one leadership style. The 

leadership style used is a participatory style, meaning that it involves division heads and staff in every 

decision-making with the character of trustworthiness, honesty, hard work, and innovation. However, all of 

these leadership styles are Islamically shaded by the tolerant “rohmatan lil’alamin” leadership style. 

 

 

5. CONCLUSION 

Factors that shape the leadership of an Islamic university can be identified with a construct that 

fulfills the dimensions of implementation, supervision, evaluation, controlling, and enhancement of IU 

programs. The dimensions of successful leadership management at IU are expected to be a reference in 

developing management models that can be used effectively to increase performance because they carry out 

leadership functions by applying management principles. The involvement of these eight dimensions can 

make it easier for leaders of IU to develop superior leadership styles. The results can help leaders of IU as 

reference material in efforts to improve leadership management models that are more effective and efficient 

as well as a source of knowledge contribution through literature for prospective institutional leaders and 

students. Universities managing higher education institutions can recommend learning substances to 

comprehensively find out leadership models that can be applied by leaders to excel. In addition to developing 

skilled and expert leadership competencies in managing institutions in higher education. Collaborate with 

ministries in a country to oversee the quality of higher education institutions through overall evaluation of 

leadership performance, so that national higher education standards are achieved. 
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