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ABSTRACT

This study aims to find out and obtain the results of an analysis of the influence of
transformational leadership, organizational culture, and lecturer competence on affective
commitment and the implications for the performance of PTKIS lecturers in the
Cayumajakuning Region. The method used in the research is descriptive using a
quantitative approach. The population is all certified lecturers in Kopertais II West Java
Ciayumajakuning, numbering 240 certified lecturers. Meanwhile, sampling uses a random
sampling technique where each member of the population has the same opportunity to
be sampled. Based on the Kregjie table, a sample of 148 was obtained. In general, this
study concludes that: 1a) Transformational Leadership is in the pretty good to good
category with the highest dimension being Individual Consideration, the lowest dimension
being Ideal/Charismatic influence, 1b) Organizational Culture is in the pretty good to good
category with the highest dimension being Professionalism , the lowest dimension is
Integrity, 1c) with the highest dimension being Pedagogic Competence, the lowest
dimension being Professional Competence, 2) Affective Commitment is in the pretty good
towards good category with the highest dimension being Employee Identification in
Organizations, the lowest dimension being Employee Involvement in Organizations, 3 )
Lecturer performance is in the category of good enough towards good the highest
dimension is Community Service, the lowest dimension is Research, 4) The Influence of
Transformational Leadership on Affective Commitment is 21.46 percent, 5) The Influence
of Organizational Culture on Affective Commitment is 37.55 percent , 6) The effect of
Lecturer Competence on Affective Commitment is 22.38%, 7) There is a positive and
significant influence of Transformational Leadership, Organizational Culture and Lecturer
Competence variables simultaneously on Affective Commitment, 8) The Effect of Affective
Commitment on Lecturer Performance is 84, 75 percent.

Keywords: 7ransformational Leadership, Organizational Culture, Competence,
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INTRODUCTION

Globalization and technological disruption are major locomotives of change in all
fields. Education is one part that is seriously affected. Globalization presents a real
challenge that educational processes and outputs no longer have only a local flavor
but must be international. Meanwhile, disruption destroys establishments in all
aspects, destroys the status quo and eliminates comfort zones. Every field must be
prepared to be disrupted if it is not innovative and takes leading steps.

Disruption in the education sector is clearly visible, the emergence of cyber-based
higher education (for example cyber universities) threatens established campuses and
massively developed physical facilities. In the future, the function of towering lecture
buildings will be reduced, replaced by virtual spaces that provide flexible access. Even
now, many campuses have transformed, the lecture aspect has shifted from face-to-
face to virtual, known as virtual learning. At least there is also a fifty-fifty one known
as blended learning. In the midst of uncontrolled disruption, the existence of higher
education must continue to improve and have a disruptive mindset.

Higher education in the national spectrum is divided into two, namely education
under the Ministry of Education and Culture of the Republic of Indonesia through the
Directorate General of Higher Education (Dikti) and the Ministry of Religion through
the Directorate of Islamic Religious Higher Education (Diktis). In order to facilitate the
performance and coordination of private higher education under the Directorate
General of Higher Education, they coordinate in one forum, namely Kopertis (Private
Higher Education Coordinator) which has now changed to LLDIKTI, while under the
Ministry of Religion it is called Kopertais (Private Islamic Religious Higher Education
Coordinator). One of the Kopertais under the Ministry of Religion is Kopertais II which
coordinates PTKIS (Private Islamic Religious Colleges) in the West Java Region.

Kopertais' domain for PTKIS is as coordinator in institutional development,
coordinator in managing functional positions, and research coordinator for novice
researchers. Before data centralization in PD Dikti, Kopertais also handled lecturer
certification and lecturer coaching. Development of lecturers is an essential aspect in
order to improve the quality of higher education in each Kopertais area. Coaching for
lecturers is the main instrument in improving lecturer performance

Referring to the Tridharma of Higher Education, lecturer performance is closely
related to duties in the fields of teaching, research and community service. Lecturer
performance in the field of teaching includes teaching planning, teaching
implementation, and teaching evaluation.

Lecturer performance in the field of research includes scientific publications in
the form of journals, teaching materials, collaborative research, and competitive
research in the form of research grants. Performance in the field of service concerns
community empowerment, PKM, and other forms of participation in society and
government.
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Lecturer performance in the three domains mentioned above is certainly
influenced by various factors, both internal and external factors. Trisnaningsih's (2012)
research shows that motivation has the most dominant influence on lecturer
performance. This shows that motivation for lecturers is important to improve their
performance. Research (Ayuning, 2017) concludes that lecturer performance is
influenced by many aspects, including the importance of strengthening lecturer
capacity, active leadership participation in directing and guiding lecturers, giving
rewards, improving campus management, financial transparency, raising funds other
than students, and improving performance-based incentives. .

Performance is often defined as task achievement, where the term task
achievement itself comes from thinking about the activities required by workers. Rivai
and Basri (Nadeak, 2020) state that performance is the result or final level of a person's
overall success during a certain period in carrying out tasks compared to various
possibilities, such as standard work results, targets or objectives, or criteria that have
been determined in advance and have been agreed upon. together. Performance
includes aspects of effort, loyalty, potential, leadership and work morale. Specifically,
professionalism is seen from three aspects, nhamely: the behaviors that a person shows
at work, the real results or outcomes achieved by workers, and assessments of factors
such as: encouragement, loyalty, initiative, leadership potential, and work morale (
William and Anderson (Nadeak, 2020)). From several definitions regarding
performance, it can be concluded that performance is the result of overall task
achievement within a certain period.

Lecturer performance is the result of work achieved by lecturers within a certain
period of time in accordance with their authority and responsibilities as academic
functional staff (Aisyah, 2019). Lecturer performance is the output of the process
carried out by lecturers through work presentations, work implementation, work
achievements, work results and work performance. Performance is also something that
can be measured through evaluation or performance assessment (Nadeak, 2020).

Lecturer performance is the result of the lecturer's affective commitment to the
institution. High affective commitment will be directly proportional to lecturer
performance, meaning that the higher the commitment, the higher the lecturer's
performance will be. Commitment is a form of responsibility accompanied by an
attitude of feeling of ownership, having common interests, and contains an element of
struggle (efforts) for success.

High commitment does not appear suddenly but is formed due to many things
such as comfort in working, space for actualization, expectations of the institution,
good work culture, supportive leadership, and of course lecturer competence. Comfort
at work is interpreted as freedom from psychological and physical burdens so that
lecturers will feel easy going at work. Space for actualization is really needed because
every human being actually needs appreciation and recognition. Even in Maslow's
theory, actualization is the highest hierarchy. The existence of high expectations from
lecturers towards the institution will influence affective commitment. Lecturers'
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expectations of the institution indicate that the institution gives lecturers confidence to
become a medium for developing professionalism and economic support as well as
their academic career. The existence of hope indicates the existence of academic life
in the institution where the lecturers live.

Affective commitment leads to the employee's emotional attachment to,
identification with, and involvement in the organization. This means that affective
commitment is related to employees' emotional attachment, employee identification
with, and employee involvement in the organization. Thus, employees who have strong
affective commitment will continue to work in the organization because they really
want to do that (Chairy, 2012).

Work culture will greatly influence lecturers' affective commitment. A productive
and competitive environment will shape lecturers to follow a productive and
competitive rhythm, and vice versa. A good work culture is the result of leadership
that supports and reflects the success of leaders as climate makers. According to
Robbins (Tuala, 2020), culture implies the existence of certain dimensions or
characteristics that are closely related and interdependent. Several variables
supporting the lecturer's affective commitment will certainly not contribute positively
if they are not supported by adequate lecturer competence.

The weakest dimension in Lecturer Competency is the professional dimension.
Based on researchers' observations and limited interview results, the professional
dimension is very low, this can be understood, this is mainly due to lecturers improving
their pedagogical abilities more through the implementation of education and teaching.
Matters related to the development of professionalism are still limited, in fact the
development of professionalism is completely left to the lecturers themselves, in this
case the institutions and leaders pay little attention to the guidance and development
of professionalism.

The reason for choosing PTKIS in the Ciayumajakuning Region as the research
locus was due to several considerations as follows:

1. The Ciayumajakuning region is an area in the northern area of West Java
Province which borders Central Java Province, where the majority of the
population is Muslim, and efforts to develop the HDI (Human Development
Index) are very serious.

2. The existence and quality of PTKIS in the Ciayumajakuning area is still limited.

3. The demand for quality human resources as a consequence of increasing
development in the Ciayumajakuning area is quite high, while PTKIS's ability to
produce quality graduates is still limited.

4. The performance of lecturers at PTKIS in the Ciayumajakuning area is still
limited or not optimal.

5. The performance of PTKIS lecturers in the Ciayumajakuning area has not been
revealed through the latest research so that the results of this research can be
a basis for developing lecturers.
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6. The description of campus academic culture in the Ciayumakuning area has not
been researched, so this research needs to be carried out in order to strengthen
campus competitiveness.

7. The profile of PTKIS leaders in the Ciayumajakuning area has not been revealed
through research so this research is very important to carry out.

Based on the phenomena and opinions of researchers expressed above, and the
results of the pre-survey conducted by researchers, it shows that lecturer performance
is not optimal, lecturer organizational culture is still low, transformational leadership is
not yet effective, lecturer competence is still limited, lecturer affective commitment is
still limited , then based on these phenomena, the focus of the research that will be
carried out by researchers is on the less than optimal performance of lecturers, due to
the low affective commitment to work of lecturers, while efforts to improve lecturer
performance require support from: effective leadership, high competence, culture high
organization, and affective commitment of lecturers.

METHODOLOGY

Research methods are basically a scientific way to obtain data with specific
purposes and uses. This research is quantitative research which produces more
measurable information (Sidik Priadana., 2021). Based on this, there are four key
words that need to be considered, namely scientific methods, data, objectives, and
uses. The research carried out in this study is applied research, namely research that
aims to solve practical life problems by applying, testing and evaluating the capabilities
of a theory. The method used in this research is a descriptive verification method with
a quantitative approach.

Based on the variables studied, this research uses descriptive verification
research methods. According to Moh. Nazir (2013), the descriptive method is a method
for researching the status of a human group, an object, a condition, a system of
thought or a class of events in the present. The approach used in this research is a
quantitative approach. The quantitative approach in this research is used to find the
magnitude of the relationship between the independent variable and the dependent
variable, both individually and jointly with the influence of the independent variable on
the dependent variable. This method is used to describe and analyze the influence of
transformational leadership, organizational culture, and lecturer competence on
affective commitment and its implications for lecturer performance.

Research design is basically a general description of the research plan that will
be carried out to achieve the stated objectives. This research design, citing Sidik and
Muis (2013), can be said to be a road map so that researchers remain consistent in
implementing the research process. This research was carried out using a quantitative
approach where the research design was more detailed at each step of the research
activity.

International Journal of Bunga Bangsa Cirebon (IJOBBA) | 81



82|The Influence Of Transformational Leadership, Culture Organization
And Lecturers' Competence On Affective Commitment And Its Implications
On Lecturers' Performance(Survey On Ptkis In The Ciayumajakuning Area)

Variables are an important element in research because with these variables
research can be developed and processed so that the solution to the problem is known.
The definition of research variables is as follows:

a. Transformational Leadership (X1)

Yukl (Syafrida Hafni Sahir, 2022) explains that transformational leadership calls
on the moral values of followers in an effort to increase their awareness of ethical
issues and to mobilize their energy and resources to reform institutions. There are four
dimensions of transformational leadership, namely ideal/charismatic influence,
inspirational motivation, individual consideration/consideration, and intellectual
stimulation.

b. Organizational Culture (X2)

According to Robbins (Tuala, 2020), organizational culture is a shared perception
held by organizational members, or a system of shared meaning. The dimensions of
organizational culture at the Ministry of Religion consist of integrity, professionalism,
innovation, responsibility and example.

C. Lecturer Competency (X3)

Competency is a collection of knowledge, behavior and skills that teachers must
have to achieve learning and educational goals. Lecturer competence according to Law
No. 14 of 2005 concerning Teachers and Lecturers has the dimensions of pedagogical,
personality, social and professional competence.

d. Affective Commitment (Y)

Affective commitment according to Meyer and Allen (Rahyuda, 2015) emphasizes
an individual's emotional attachment to their organization. The dimensions of affective
commitment include employee emotional attachment, employee identification with the
organization, and employee involvement in the organization.

e. Lecturer Performance (Z)

Lecturer performance is the output of the process carried out by lecturers through
work presentations, work implementation, work achievements, work results and work
performance. Performance is also something that can be measured through evaluation
or performance assessment (Nadeak, 2020). Dimensions of lecturer performance
include work presentation, work implementation, work achievements, work results and
work performance.

RESULT AND DISCUSSION

1. The Influence of Transformational Leadership on Affective Commitment

Based on the results of the verification analysis, it is known that partially,
Transformational Leadership has a significant influence on Affective Commitment. The
total contribution made by Transformational Leadership to Affective Commitment is
0.3149 or 31.49 percent. The Transformational Leadership variable has a smaller direct
influence value compared to its indirect influence, so it can be concluded that the
Transformational Leadership variable is a non-dominant variable.
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Based on the test criteria previously explained, it can be seen that the t-count
value of the Transformational Leadership variable is in the area of rejection of the null
hypothesis. This indicates that HO is rejected and H1 is accepted, meaning that
Transformational Leadership has a partially positive and significant effect on Affective
Commitment.

Considering that the value of the coefficient of determination is the largest, the
Transformational Leadership variable is a fairly large variable in forming Affective
Commitment. This is understood because the transformational leadership style
implemented has a relationship that influences the affective commitment of its
members. As can be seen, the transformational leadership style applied by university
leaders to lecturers to carry out their roles and duties is in accordance with the affective
commitment they carry.

To increase the influence of Transformational Leadership, PTKIS in the
Ciayumajakuning Region must take the following steps:

1. Increase the ability of leaders to be able to show confidence in carrying out
leadership in higher education.

2. Improve the leadership's ability to encourage lecturers to become better both
on campus and outside campus.

3. Increase the ability of leaders to listen to complaints from lecturers and
employees sincerely and wholeheartedly.

4. Improve the intelligence capabilities of leaders by continuing to update scientific
fields and participate in various training.

Advanced and modern organizations make organizational leadership an important
thing that determines organizational goals. Therefore, organizational leadership is
needed to strengthen the affective commitment of every member in the organization.
The important thing about organizational leadership can be seen from the application
of a transformational leadership style. This leadership style is the actualization of a
leader figure who is able to encourage his subordinates to carry out their roles and
task demands in the organization, so that this transformational leadership style has a
relationship that influences the affective commitment of its members. As can be seen,
the transformational leadership style applied by university leaders to lecturers to carry
out their roles and duties is in accordance with the affective commitment they carry.

Based on the research results in proving the proposed research hypothesis, it is
proven that leadership style has a positive and significant effect on affective
commitment. This means that PTKIS leaders in the Ciayumajakuning Region have been
able to actualize a transformational leadership style in accordance with the style of
charisma, inspiration, intellectual stimulation, individual consideration in supporting or
strengthening the transformational leadership style, which influences the lecturers'
affective commitment.
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2. The Influence of Organizational Culture on Affective Commitment

Based on the results of the verification analysis, it is known that partially,
Organizational Culture has a significant influence on Affective Commitment. The total
contribution made by Organizational Culture to Affective Commitment is 0.4480 or
44.80 percent. The Organizational Culture variable has a direct influence value that is
greater than its indirect influence, so it can be concluded that the Organizational
Culture variable is the dominant variable.

Based on the test criteria previously explained, it can be seen that the t-calculated
value of the Organizational Culture variable is in the area of rejecting the null
hypothesis. This indicates that HO is rejected and H1 is accepted, meaning that
Organizational Culture has a partially positive and significant effect on Affective
Commitment.

Considering that the coefficient of determination value is the second largest, the
Organizational Culture variable is a fairly large variable in forming Affective
Commitment. This is understood because the application of organizational culture at
PTKIS in the Ciayumajakuning Region is based on philosophical foundations which are
normative habits that have been instilled by the previous founders to advance this
organization. Organizational culture has an important role in aligning the vision,
mission and goals of each member of the organization in developing affective
commitment.

To increase the influence of Organizational Culture, PTKIS in the
Ciayumajakuning Region must take the following steps:

1. PTKIS in the Ciayumajakuning Region must be able to act firmly in giving
warnings and punishments to lecturers who do not comply with the rules and
regulations.

2. Increase the ability of lecturers to always carry out and complete assignments
on time.

3. Improve the ability of lecturers to utilize information and communication
technology in carrying out their duties at higher education.

4. Encourage lecturers to always be fully committed to carrying out their duties.

5. Raising awareness among lecturers to always start all good deeds from
themselves and become role models or role models for lecturers and others.

The application of organizational culture at PTKIS Ciayumajakuning Region is
based on the basic philosophy which is a normative habit that has been instilled by the
previous founders to advance this organization. Organizational culture has an
important role in aligning the vision, mission and goals of each member of the
organization in developing affective commitment. The importance of organizational
culture for a lecturer is a culture that has become an ingrained habit for every member
of the organization to always have a strong affective commitment. This indicates that
there is a relationship between the importance of organizational culture and the
affective commitment possessed by lecturers
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3. The Influence of Lecturer Competence on Affective Commitment

Based on the results of the verification analysis, it is known that partially, Lecturer
Competence has a significant influence on Affective Commitment. The total
contribution made by Lecturer Competence to Affective Commitment is 0.2564 or
25.64 percent. The Lecturer Competency variable has a smaller direct influence value
compared to the indirect influence, so it can be concluded that the Lecturer
Competency variable is a non-dominant variable.

Based on the test criteria previously explained, it can be seen that the t-calculated
value of the Lecturer Competency variable is in the area of rejection of the null
hypothesis. This indicates that HO is rejected and H1 is accepted, meaning that
Lecturer Competence has a partially positive and significant effect on Affective
Commitment.

Considering that the value of the coefficient of determination is the smallest in
this model, the Lecturer Competence variable is a variable that is not very large in
forming Affective Commitment. This is understood because lecturer competencies
have been well actualized at PTKIS. The elements of competence that have been
actualized are pedagogical, professional, personality and social competence in
influencing affective commitment.

To increase the influence of Lecturer Competency, PTKIS in the Ciayumajakuning
Region must take the following steps:

1. Increase the lecturers' ability to act creatively and be able to develop the
syllabus.
2. Increase the ability of lecturers to act by prioritizing wise attitudes both with
lecturers, employees and students.
3. Encourage lecturers to act sincerely and wholeheartedly in carrying out their
duties.
4. Improve the ability of lecturers to apply their scientific fields in everyday life.
Based on the research results in proving the hypothesis that the direct influence
of organizational culture has a positive and significant effect on lecturers' affective
commitment.

4. Simultaneous Influence of Transformational Leadership, Organizational
Culture and Lecturer Competence on Affective Commitment

Based on the calculation results, the coefficient of determination (R2) obtained
as a percentage shows the contribution of the three independent variables, namely
Transformational Leadership, Organizational Culture and, Lecturer Competence
towards Affective Commitment, which is 77.81 percent.

In an effort to increase Affective Commitment, PTKIS in the Ciayumajakuning
Region must encourage lecturers to apply the variables of Transformational
Leadership, Organizational Culture and Lecturer Competencies in a more planned and
programmed manner effectively and efficiently, so that they are better able to increase
Affective Commitment. Apart from that, PTKIS in the Ciayumajakuning area must
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provide more opportunities for their lecturers to further improve their education and
skills. Leaders must also provide exemplary examples to their subordinates, which
include: Transformational Leadership, Organizational Culture and, Lecturer
Competence.

The details and discussion of each variable are as follows:

1. Transformational Leadership has the second largest influence on Affective
Commitment, where the direct influence is greater than the total indirect
influence, so the Transformational Leadership variable is a non-dominant
variable.

2. Organizational Culture has the greatest influence on Affective Commitment,
where the direct influence is greater than the total indirect influence, so the
Organizational Culture variable is the dominant variable.

3. Lecturer Competence has the third largest influence on Affective Commitment,
where the direct influence is smaller than the total indirect influence, so the
Lecturer Competency variable is a non-dominant variable.

Thus, simultaneously the variables Transformational Leadership, Organizational
Culture and, Lecturer Competence at PTKIS in the Ciayumajakuning Region provide a
significant contribution in forming Affective Commitment at PTKIS in the
Ciayumajakuning Region.

5. The Influence of Affective Commitment on Lecturer Performance

Based on the results of the verification analysis, it is known that partially,
Affective Commitment has a significant influence on Lecturer Performance. The total
contribution made by Affective Commitment to Lecturer Performance is 0.8475 or
84.75 percent. The Affective Commitment variable has an influence value that is in the
high category, so it can be concluded that the Affective Commitment variable is the
dominant variable.

Based on the test criteria previously explained, it can be seen that the t-count
value of the Affective Commitment variable is in the area of rejection of the null
hypothesis. This indicates that HO is rejected and H1 is accepted, meaning that
Affective Commitment has a partially positive and significant effect on Lecturer
Performance.

Considering the large value of the coefficient of determination in this model, the
Affective Commitment variable is a variable that has a big influence in shaping Lecturer
Performance. This is understood because PTKIS is an organization that brings together
individuals and groups within the organization to jointly advance the organization. The
success of an organization in advancing its work cannot be separated from the
contribution of the human resources within it. College leaders and lecturers are human
resources who are expected to be able to realize organizational goals. Because of this,
people are needed who have competence in developing the vision, mission and goals
of the organization according to the affective commitment they understand.
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To increase the influence of Affective Commitment, PTKIS in the
Ciayumajakuning Region must take the following steps:
1. Improve relations between lecturers and PTKIS.
2. Increase the sense of pride of the lecturers towards PTKIS.
3. Increase emotional involvement between lecturers and PTKIS.

Based on the research results in proving the hypothesis proposed regarding the
influence of competence on affective commitment, it is proven to have a positive and
significant effect. This means that the application of lecturer competencies has been
well actualized at PTKIS. The elements of competence that have been actualized are
pedagogical, professional, personality and social competence in influencing affective
commitment.

CONCLUSION

Transformational Leadership at PTKIS in the Ciayumajakuning Region which is
the object of research in this study is in the fairly good to good category, with the
highest dimension being: Individual Consideration, while the lowest dimension is:
Ideal/Charismatic Influence. The expert judgment opinion states that this condition is
caused by the product young leadership, lack of leadership training, and detachment
from religious culture.

The organizational culture at PTKIS in the Ciayumajakuning area which is the
object of research in this study is in the fairly good to good category with the highest
dimension being: Professionalism, while the lowest dimension is: Integrity. Expert
judgment opinion states that this condition is caused by the lack of forming a culture
and synergy between stakeholders. The competence of lecturers at PTKIS in the
Ciayumajakuning area which is the object of research in this study is in the fairly good
to good category with the highest dimension being: Pedagogical Competence, while
the lowest dimension is: Professional Competence. The expert judgment opinion stated
that this was caused by the difficulty of obtaining human resources in the regions and
the lack of space for upgrading lecturers.

Affective Commitment at PTKIS in the Ciayumajakuning Region which is the
object of research in this study is in the fairly good to good category with the highest
dimension being: Employee Identification in the Organization, while the lowest
dimension is: Employee Involvement in the Organization. The expert judgment opinion
states that this is caused by internal conditions that do not support career
development. The performance of lecturers at PTKIS in the Ciayumajakuning area
which is the object of research in this study is in the fairly good to good category with
the highest dimension being: Community Service, while the lowest dimension is:
Research. The expert judgment opinion stated that this condition was caused by the
lecturers' lack of appreciation and motivation.

The influence of Transformational Leadership on Affective Commitment is 21.46
percent. The results of hypothesis testing conclude that Transformational Leadership
has a positive and significant effect on Affective Commitment. This can be understood,
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because the transformational leadership style implemented has a relationship that
influences the affective commitment of its members. As can be seen, the
transformational leadership style applied by university leaders to lecturers to carry out
their roles and duties is in accordance with the affective commitment they carry. The
expert judgment opinion states that this condition is caused by transformative
leadership being a gate for the formation of lecturers' affective commitment. In
essence, leadership is strategic for creating other aspects, especially lecturers' affective
commitment

The influence of organizational culture on affective commitment is 37.55 percent.
The results of hypothesis testing conclude that Organizational Culture has a positive
and significant effect on Affective Commitment. This can be understood because the
application of organizational culture at PTKIS Ciayumajakuning Region is based on
philosophical foundations which are normative habits that have been instilled by the
previous founders to advance this organization. Organizational culture has an
important role in aligning the vision, mission and goals of each member of the
organization in developing affective commitment. The expert judgment opinion states
that this is due to the quite strong cultural and socio-religious values of the PTKIS
Institution in the Ciayumajakuning Region.

The influence of lecturer competency on affective commitment is 22.38%. The
results of hypothesis testing conclude that Lecturer Competence has a positive and
significant effect on Affective Commitment. This can be understood because lecturer
competencies have not been properly actualized at PTKIS. The elements of
competence that have been actualized are pedagogical, professional, personality and
social competence in influencing affective commitment. The expert judgment opinion
states that this condition is due to a systematic increase in lecturer competence which
has been carried out in a planned manner so that affective commitment can arise from
the lecturer.

There is a positive and significant influence of the variables Transformational
Leadership, Organizational Culture and Lecturer Competence simultaneously on
Affective Commitment at PTKIS in the Ciayumajakuning Region. Where the three
independent variables are the dominant variables that form the Affective Commitment
of PTKIS in the Ciayumajakuning Region. This is because transformational leadership,
organizational culture and lecturer competence are the gates for forming affective
commitment. In essence, transformational leadership, organizational culture and
lecturer competence are strategic for creating other aspects, especially lecturer
affective commitment.

The influence of affective commitment on lecturer performance is 84.75 percent.
The results of hypothesis testing conclude that Affective Commitment has a significant
effect on Lecturer Performance. This can be understood, because PTKIS is an
organization that brings together individuals and groups within the organization to
jointly advance the organization. The success of an organization in advancing its work
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cannot be separated from the contribution of the human resources within it. College
leaders and lecturers are human resources who are expected to be able to realize
organizational goals. Because of this, people are needed who have competence in
developing the vision, mission and goals of the organization according to the affective
commitment they understand. The expert judgment opinion states that this condition
is caused by the Affective Commitment at PTKIS in the Ciayumajakuning Region which
is said to be quite good because the lecturer's performance products have emphasized
individuals to be committed
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