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Abstract 

Human resource management (HRM) at State Islamic Higher Education Institutions (PTKIN) has 
predominantly emphasized administrative efficiency and academic performance, while the 
integration of transformational leadership and spiritual values remains insufficiently 
institutionalized. This study aims to analyze how integrating transformational–spiritual leadership 
into HRM practices strengthens lecturer competence in PTKIN in Indonesia. Employing a 
qualitative descriptive-analytical approach with a multi-site design, the study was conducted at UIN 
Raden Intan Lampung, UIN Sunan Gunung Djati Bandung, and IAIN Ponorogo. Data were 
collected through in-depth interviews, observations, and document analysis involving institutional 
leaders, senior and junior lecturers, and purposively selected students. The findings reveal that 
transformational–spiritual leadership is systematically operationalized within HRM practices, 
particularly in lecturer recruitment, professional development, performance evaluation, and 
participatory decision-making processes. This integration shapes lecturer competence not only in 
academic and professional dimensions but also in personal integrity, intrinsic motivation, ethical 
commitment, and service orientation. The study contributes to leadership and higher education 
governance literature by demonstrating that transformational–spiritual leadership functions as an 
integrated governance logic rather than a symbolic or individual leadership attribute. Practically, the 
findings offer a strategic framework for PTKIN to enhance academic competitiveness while 
preserving Islamic identity and moral legitimacy within the global higher education landscape. 

Keywords: Human Resource Management (HRM); Lecturer Competence; PTKIN; Transformational-
Spiritual Leadership. 
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A. Introduction 

State Islamic Higher Education Institutions (Perguruan Tinggi Keagamaan Islam 

Negeri/PTKIN) are mandated to produce superior human resources who excel not only 

in scientific and academic competence but also in moral integrity and spiritual 

responsibility (Suryadi & Hayat, 2021). In higher education, human resources—

particularly lecturers and other educational staff—constitute the central pillar that 

determines the quality of learning, research productivity, and community engagement 

(Soe’oed et al., 2022). Lecturers, as the leading actors in the academic process, are 

expected to demonstrate comprehensive competencies encompassing pedagogical, 

professional, social, and personal dimensions (Astari, 2024; Nasukah, 2018). For PTKIN, 

these expectations are inseparable from their institutional identity as religious-based 

universities that are normatively committed to integrating academic excellence with 

Islamic values. 

However, amid intensifying pressures of globalization and international 

competition in higher education, human resource management (HRM) practices at 

PTKIN increasingly prioritize administrative efficiency, academic performance 

indicators, and bureaucratic compliance. While these orientations are often justified 

as necessary responses to global competitiveness, they simultaneously marginalize 

the spiritual and leadership dimensions that are fundamental to PTKIN's moral 

mission. As a result, HRM practices are frequently reduced to technocratic routines 

focused on documentation, workload fulfillment, and quantitative outputs rather 

than on cultivating values, integrity, and meaningful academic engagement. This 

tendency reflects a bureaucratic and managerialist HRM pattern in which 

institutional leadership has not been systematically integrated into human resource 

governance as a moral and value-shaping force (Gresika et al., 2023; Putri et al., 

2025; Febrini et al., 2024). Such conditions are becoming increasingly problematic in 

the global higher education landscape, where universities are required not only to 

demonstrate academic competitiveness but also to maintain institutional legitimacy 

and moral accountability. 

In this context, leadership emerges as a crucial element in reorienting human 

resource management toward a more holistic, value-based framework. Transformational 

leadership is widely understood as a leadership approach that shapes collective vision, 

strengthens organizational commitment, and drives sustainable change (Bass, 1994; Ayu 

et al., 2025). In educational institutions, transformational leadership has been shown to 
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foster innovative academic environments and enhance human resource capacity. 

Through this leadership style, lecturers are encouraged not only to improve their 

academic competence (Fajar, 2024; Kun, 2023) but also to develop integrity (Hatcher, 

1991), moral responsibility (Özgenel et al., 2021; Nurmawari et al., 2023), and exemplary 

conduct as role models for students (Zabid et al., 2020; Aslam et al., 2023). When 

transformational leadership is integrated with spiritual values that cultivate moral 

awareness and transcendent meaning, it is expected to generate professional lecturers 

with noble character and strong ethical commitment (Khairunnisa et al., 2024). This 

integration enables leadership to function not merely as a mechanism of performance 

control, but as a source of inspiration grounded in ethical and spiritual values that 

reinforce commitment and integrity. 

A growing body of literature has demonstrated that spirituality and value-

based leadership contribute significantly to fostering a conducive work environment 

and strengthening academic culture in educational organizations. Conceptual and 

empirical studies confirm that integrating spiritual dimensions into leadership 

enhances work meaning, social cohesion, and organizational climates that support 

academic performance (Muttaqiyathun, 2011; Gotsis & Grimani, 2017; Wang et al., 2019; 

Yousaf et al., 2024). In the context of Islamic education, transformational-spiritual 

leadership has been associated with strengthened religiosity, intrinsic motivation, and 

the formation of moral character among educators and students (Safii, 2024; Muti & 

Andriani, 2024; Zaini, 2025). Theoretically, spiritual leadership emphasizes meaning-

making, transcendent purpose, and alignment of individual values with organizational 

vision, while transformational leadership underscores ethical foundations as a 

prerequisite for sustainable, integrated organizational change (Bass, 1999; Bass & 

Steidlmeier, 1999; Fry, 2003). 

Despite these advances, existing studies primarily focus on the 

psychological, cultural, or behavioral impacts of leadership and spirituality at the 

individual level, without systematically explaining how transformational-spiritual 

leadership is operationalized within formal human resource management practices. 

Mainstream HRM literature indicates that lecturer management in higher education 

remains dominated by technocratic and administrative approaches, emphasizing 

technical competence, quantitative performance indicators, and bureaucratic 

procedures, while dimensions of values, integrity, and moral leadership remain 

insufficiently accommodated (Boxall & Purcell, 2003; Armstrong, 2010; Decramer et 
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al., 2012; Day et al., 2014; Tyskbo & Firtin, 2025). Consequently, the relationship 

between value-based leadership and lecturer competence development has not been 

comprehensively examined within the HRM framework, particularly in the specific 

context of PTKIN. 

This gap becomes even more evident when leadership and spirituality are 

positioned merely as contextual or supplementary elements, rather than as integral 

components of human resource governance. Unlike previous studies that treat 

leadership or spirituality as supporting variables, this study conceptualizes 

transformational-spiritual leadership as an integrated management logic embedded 

within HRM practices. By examining empirical evidence from PTKIN in Indonesia, 

this research seeks to demonstrate how leadership values are institutionalized in 

recruitment, development, evaluation, and performance management processes, 

and how these practices strengthen lecturer competence holistically. 

Accordingly, this study aims to analyze how the integration of 

transformational-spiritual leadership into human resource management strengthens 

lecturer competency at PTKIN in Indonesia. By situating leadership as a core 

organizing principle of HRM, this research offers a contextual contribution to higher 

education leadership studies, particularly from the perspective of religious-based 

institutions. Furthermore, it provides an empirical foundation for formulating HRM 

policies that balance the demands of academic professionalism with the ethical and 

spiritual values inherent in Islamic higher education. Through this contribution, the 

study seeks to enrich global discussions on value-based leadership and human resource 

governance in higher education, demonstrating that spirituality can function not as a 

constraint but as a strategic resource for sustainable academic excellence. 

 
B. Method 

This study employed a qualitative, descriptive-analytic approach, using a 

multi-site research design, to examine how transformational–spiritual leadership is 

integrated into human resource management (HRM) practices and how this 

integration contributes to lecturer competency development in State Islamic Higher 

Education Institutions (PTKIN). The multi-site qualitative design enabled an in-

depth exploration of leadership and HRM practices within institutional settings, 

while also allowing cross-site comparison to identify common patterns and 

contextual differences across institutions. 
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The research was conducted at three PTKIN in Indonesia, namely 

Universitas Islam Negeri (UIN) Raden Intan Lampung, Universitas Islam Negeri 

(UIN) Sunan Gunung Djati Bandung, and Institut Agama Islam Negeri (IAIN) 

Ponorogo. These institutions were purposively selected to represent variation in 

organizational characteristics and levels of institutional development, particularly in 

relation to lecturer management practices. This selection provided a relevant 

empirical context for examining how leadership values are embedded within HRM 

processes. The research subjects included faculty or work-unit leaders, senior 

lecturers, junior lecturers, and students who were directly involved in or affected by 

leadership and HRM practices. Informants were selected purposively based on their 

roles, responsibilities, and experiences, and the number of participants at each site 

was adjusted until data saturation was achieved. 

Data were collected over three months through in-depth interviews, 

observations, and documentation. Semi-structured interviews lasting approximately 

60–90 minutes were conducted to explore participants’ experiences and perspectives 

regarding leadership practices, HRM processes, and lecturer competence 

development. Observations were carried out during academic activities, institutional 

meetings, and lecturer development programs to capture leadership behaviors, 

interactions, and value expressions in their natural organizational context. In addition, 

documentation studies were conducted to examine institutional policy documents, 

HR guidelines, lecturer development reports, and other relevant records, which 

supported and contextualized the primary data obtained from interviews and 

observations. The main research instruments consisted of a semi-structured interview 

guide and an observation sheet.  

Data analysis was conducted using the interactive qualitative analysis model as 

proposed by Miles et al. (2014), involving iterative processes of data collection, data 

reduction, data display, and conclusion drawing. The analysis followed an inductive 

approach by identifying themes, patterns, and relationships among categories related to 

transformational–spiritual leadership, HRM practices, and lecturer competencies 

(Gunawan, 2022). To ensure the credibility and trustworthiness of the findings, data 

sources and collection techniques were triangulated to cross-verify information 

obtained from interviews, observations, and documents (Rahim et al., 2008). 

This study was conducted in accordance with the ethical principles of 

qualitative research. All participants provided informed consent prior to data 
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collection after receiving a clear explanation of the research objectives and 

procedures. The identities of all informants and their affiliated institutions were 

kept confidential, and all data were used solely for academic purposes and reported 

anonymously in compliance with established scientific research ethics. 

 
C. Results and Discussion 

Based on a qualitative approach using data triangulation techniques, 

including in-depth interviews, observation, and documentation studies, these 

research findings present a comprehensive picture of how transformational-spiritual 

leadership is practiced at UIN Raden Intan Lampung, UIN Sunan Gunung Djati 

Bandung, and IAIN Ponorogo.  

 
1. Results 

This section presents the empirical findings derived from interviews, 

observations, and documentation collected at three State Islamic Higher Education 

Institutions (PTKIN), namely UIN Raden Intan Lampung, UIN Sunan Gunung Djati 

Bandung, and IAIN Ponorogo. The data reflect institutional practices, leadership 

behaviors, and human resource management processes as they were observed and 

reported during the research period. The findings are organized to capture patterns that 

emerged consistently across the three research sites, while also highlighting contextual 

differences that characterize each institution. The results are organized into three 

subsections to provide a clear, systematic account of the empirical data. Each subsection 

focuses on a specific aspect of the findings related to leadership orientation, the 

integration of spiritual dimensions in human resource management practices, and 

leadership's influence on decision-making and academic work culture.   

 
a. Leadership Orientation in Human Resource Management 

Findings from interviews, observations, and institutional documents indicate 

that leadership orientation plays a crucial role in shaping human resource 

management (HRM) practices at the three PTKIN. Across research sites, lecturer 

management is not understood merely as an administrative or procedural activity, 

but as part of an institutional strategy to maintain academic sustainability and 

institutional identity in the context of globalization in higher education. 

At UIN Raden Intan Lampung, interview data from faculty leadership reveal 

that lecturer competence development is directly linked to institutional goals and 
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leadership direction. A faculty leader explained that HRM practices are situated 

within the broader institutional vision and policy framework. As stated in the 

interview:  

Lecturer competence development at UIN Raden Intan Lampung is carried out to 
achieve the institutional goals set by the leadership, so faculty management cannot 
be separated from the institution's vision and policy direction. (Interview with 
Faculty Leader at UIN Raden Intan Lampung, April 2024). 
 
This statement reflects how HRM practices align with leadership priorities 

and institutional objectives. Similar accounts were found at UIN Sunan Gunung 

Djati Bandung and IAIN Ponorogo, where interviews with leaders emphasized that 

HR policies are formulated with reference to institutional identity and long-term 

academic direction. Institutional documents, including faculty guidelines and 

strategic planning records, further indicate that lecturer management is consistently 

framed as a strategic component of institutional governance. 

Observational data support these interview findings by showing how 

leadership orientation is manifested in routine academic activities. At UIN Sunan 

Gunung Djati Bandung, leadership orientation was observed in daily practices such 

as opening academic forums with prayer and brief reflective messages delivered by 

faculty leaders. These practices were consistently documented in various official 

academic activities during the research period. Such routines illustrate that 

leadership orientation is embedded in everyday institutional practices rather than 

limited to formal policy statements. 

At IAIN Ponorogo, leadership orientation is evident in the deliberative 

mechanisms used in HR-related decision-making. Documentation of senate 

meetings and interviews with lecturers indicates that HR policies are formulated 

through discussions involving lecturers from different levels. A senior lecturer at 

UIN Raden Intan Lampung described the impact of leadership practices that 

emphasize moral reminders in academic work: “When leaders constantly remind us of 

moral and spiritual values, we feel that academic work is not merely an administrative 

obligation, but also a trust that must be carried out responsibly” (Interview with Senior 

Lecturer at UIN Raden Intan Lampung, April 2024). 

This account illustrates how leadership orientation influences lecturers’ 

perceptions of their academic roles. At IAIN Ponorogo, lecturer involvement in 

policy discussions was described as fostering a sense of inclusion and recognition. A 
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junior lecturer explained: “We are involved in policy discussions, and that makes us feel 

cared for, not just as faculty but as part of the institution” (Interview with Junior 

Lecturer at IAIN Ponorogo, June 2024). 

Overall, these findings show a leadership orientation across the three PTKIN 

that emphasizes lecturer involvement and alignment between HR policies and 

institutional direction. 

 
b. Integration of the Spiritual Dimension in Human Resource Practices 

Interview data and institutional documentation indicate that the spiritual 

dimension is integrated into various human resource management practices at all 

three PTKIN, particularly in lecturer training and development programs. This 

integration is reflected in program planning, implementation processes, and 

evaluation mechanisms documented at each research site. 

At UIN Raden Intan Lampung, interviews with university leaders revealed 

that lecturer development programs are designed with explicit attention to spiritual 

elements. A university leader explained that spiritual values form the foundation of 

HR development initiatives: “The implementation of the human resource training and 

development programs at UIN Raden Intan Lampung is based on spirituality” (Interview 

with Vice Rector II at UIN Raden Intan Lampung, April 2024). 

This statement is supported by documentation of lecturer development 

programs showing that spiritual components are incorporated into training 

objectives, activity materials, and post-training assessments. These documents 

indicate that spirituality is formally embedded within HR development structures 

rather than being treated as an informal addition. 

At UIN Sunan Gunung Djati Bandung, the integration of the spiritual 

dimension in HR practices is reflected in the stated goals of lecturer development 

programs, which emphasize ethical conduct and empathy alongside academic 

competence. A university leader expressed this orientation during an interview: 

“Through human resource training and development, we hope that lecturers will become 

individuals who are not only academically intelligent, but also ethical and empathetic” 

(Interview with Vice Rector II at UIN Sunan Gunung Djati Bandung, May 2024). 

Institutional records related to training programs show that these values are 

articulated in program descriptions and evaluation criteria. Observations during 
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training activities further indicate that discussions related to ethics and empathy are 

consistently included in program sessions. 

At IAIN Ponorogo, the integration of the spiritual dimension into HR practices 

is evident in the emphasis on developing wisdom and responsibility in lecturers’ 

decision-making and social interactions. Interviews with institutional leaders revealed 

that lecturer development initiatives aim to strengthen appropriate and responsible 

conduct in academic roles. A university leader stated: “With sound spiritual training and 

understanding, it is hoped that lecturers will be wiser in making decisions and interacting with 

others” (Interview with Vice Rector II at IAIN Ponorogo, June 2024). 

Documentation of training modules and internal reports at IAIN Ponorogo 

indicates that spiritual values are explicitly positioned as expected outcomes of 

lecturer development programs. These findings demonstrate that across the three 

research sites, the spiritual dimension is integrated into HR management practices 

primarily through structured training and development activities. 

 
c. Leadership Influence on Decision-Making and Academic Work Culture 

Observations and interview data indicate that leadership practices at the three 

PTKIN influence decision-making patterns and shape the academic work culture. 

Leadership behaviors observed across research sites include exemplification, openness, 

and lecturer involvement in institutional processes. 

At UIN Sunan Gunung Djati Bandung, faculty leaders were observed 

consistently demonstrating exemplary behavior during academic forums. Formal 

activities routinely began with prayers followed by brief messages emphasizing 

work ethics and academic responsibility. These practices were observed repeatedly 

across various educational activities throughout the research period, indicating their 

consistency within institutional routines. 

At IAIN Ponorogo, leadership influence on decision-making is evident in 

deliberative processes used to formulate faculty policies. Documentation of senate 

meetings shows that principles of openness and fairness guide policy discussions. 

Interviews with lecturers indicate that these practices encourage participation and 

foster a sense of ownership in institutional decisions. A junior lecturer at IAIN 

Ponorogo described this experience as follows: “We feel involved and valued in the 

decision-making process” (Interview with Junior Lecturer at IAIN Ponorogo, June 2024). 

Similarly, lecturers at UIN Raden Intan Lampung reported that leadership 

practices emphasizing moral and spiritual reminders help shape their 
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understanding of academic responsibilities. Such practices were described as 

shaping how scholarly work is approached in everyday institutional life, where 

lecturers perceive their roles not merely in terms of administrative compliance but 

as responsibilities embedded in broader institutional values. These perceptions were 

consistently reflected in interview accounts and supported by observational records 

documenting routine academic activities in which faculty leaders emphasized moral 

and spiritual messages. 

Comparable patterns were also identified at UIN Sunan Gunung Djati 

Bandung and IAIN Ponorogo. Across the three research sites, leadership practices 

were observed to manifest through institutional routines, participatory mechanisms, 

and formal HR-related processes that involved lecturers at different levels. While 

the specific forms of these practices varied across institutional contexts, the 

empirical data reveal recurring features in leadership orientation, the integration of 

spiritual dimensions into human resource management practices, and decision-

making approaches within academic environments. 

To provide a clearer, more systematic overview of both shared patterns and 

contextual variations across the research sites, the main empirical findings from 

interviews, observations, and documentation are summarized in Table 1. 

Table 1. Cross-Site Summary of Empirical Findings on Transformational–Spiritual Leadership in 
HRM at PTKIN 

Aspect of Findings UIN Raden Intan 
Lampung 

UIN Sunan 
Gunung Djati 

Bandung 

IAIN Ponorogo 

Leadership 
Orientation in HRM 

Lecturer HRM is 
positioned as part 
of achieving the 
institutional vision 
and policy direction 

HRM is linked to 
institutional identity 
and academic 
sustainability 

HRM is formulated 
through deliberative 
mechanisms 
involving lecturers 

Leadership Role in 
HR Policies 

Lecturer 
development 
policies follow 
institutional 
strategic objectives 

HR policies are 
aligned with 
academic values and 
institutional ethics 

HR policies are 
formulated openly 
through senate 
discussions 

Integration of 
Spiritual 
Dimension in 
Lecturer 
Development 

Lecturer training 
and development 
programs are 
designed based on 
spirituality 

HR development 
emphasizes 
academic 
competence, ethics, 
and empathy 

Lecturer 
development 
emphasizes wisdom 
and responsibility 

Forms of Spiritual Spiritual values are Spiritual values are Spiritual values are 



Transformational–Spiritual Leadership in HRM and Lecturer Competence 

Ali Abdul Wakhid et al. 

 

        | 607 

Aspect of Findings UIN Raden Intan 
Lampung 

UIN Sunan 
Gunung Djati 

Bandung 

IAIN Ponorogo 

Integration embedded in 
training objectives, 
materials, and 
evaluations 

integrated into 
training goals and 
implementation 

emphasized in 
shaping attitudes 
and decision-
making 

Decision-Making 
Patterns 

Leadership 
emphasizes moral 
and spiritual 
reminders in 
academic work 

Leadership 
demonstrates 
exemplary behavior 
in academic forums 

Decisions are made 
through discussion 
and deliberation 

Academic Work 
Culture 

Academic work is 
perceived as a 
moral trust beyond 
administrative 
duties 

Academic culture is 
shaped through 
ethical 
exemplification and 
reflection 

Academic culture is 
characterized by 
lecturer 
involvement and a 
sense of belonging 

Lecturers’ 
Perceptions and 
Responses 

Lecturers feel 
morally and 
professionally 
responsible for their 
academic roles 

Lecturers experience 
reinforcement of 
ethical awareness 
and empathy 

Lecturers feel 
involved, valued, 
and recognized 
within the 
institution 

Source: Interview, observation, and documentation data (processed by the authors) 

 
Overall, the summary presented in Table 1 highlights recurring empirical 

patterns across the three research sites while also illustrating contextual differences 

in how leadership orientation, the integration of spiritual dimensions in human 

resource management practices, and participatory decision-making are enacted 

within each institution. 

 
2. Discussion 

This study advances a central argument that transformational–spiritual 

leadership in State Islamic Higher Education Institutions (PTKIN) should be 

understood not merely as a leadership style or ethical orientation, but as an 

integrated governance logic that fundamentally reorients human resource 

management (HRM) practices (Bass, 1994; Bass & Steidlmeier, 1999; Fry, 2003). 

Drawing on empirical evidence from UIN Raden Intan Lampung, UIN Sunan 

Gunung Djati Bandung, and IAIN Ponorogo, the findings demonstrate that 

leadership grounded in spiritual values operates as a structural force shaping 
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lecturer management, academic work culture, and competence development in a 

systematic and institutionalized manner. This positioning moves beyond descriptive 

accounts of leadership behavior and places transformational–spiritual leadership at 

the core of organizational governance within Islamic higher education. 

From a theoretical perspective, the findings problematize the dominant 

application of transformational leadership theory in higher education. Classical 

formulations of transformational leadership, as articulated by Bass (1994), emphasize 

motivation, performance enhancement, and organizational change. However, this 

study demonstrates that such a framework is insufficient to explain leadership 

dynamics in faith-based higher education institutions where legitimacy, authority, and 

institutional identity are inseparable from moral and spiritual values (Bass, 1999; Bass & 

Steidlmeier, 1999). In the PTKIN context, organizational transformation is not driven 

solely by strategic goals or performance imperatives, but by the internalization of 

spiritual values that redefine the meaning of academic work, leadership responsibility, 

and institutional success. This orientation resonates with philosophical perspectives in 

Islamic thought that place ethical coherence and moral intentionality at the center of 

human action and institutional purpose, as reflected in Al-Farabi’s view of language, 

reason, and values as integrative foundations of social order (Gokaru et al., 2024). 

Moreover, empirical studies in Muslim educational and family contexts show 

that value transmission and moral formation function as primary mechanisms shaping 

behavior, authority, and responsibility, often preceding instrumental or performance-

based considerations (Mahmud et al., 2024; Fitria et al., 2024). In higher education 

settings, this value-oriented logic also manifests in leadership practices that prioritize 

ethical example, spiritual consistency, and relational responsibility as sources of 

legitimacy, rather than managerial control alone, aligning with findings on lecturer 

competence development grounded in values and creativity (Riza et al., 2024). This 

study, therefore, extends transformational leadership theory by demonstrating that 

transformation in value-based institutions gains legitimacy not only through outcomes, 

but through ethical coherence and spiritual consistency. 

Importantly, this study does not position spirituality as a symbolic or 

rhetorical supplement to leadership. Instead, the findings show that spirituality is 

institutionalized within HRM practices and functions as an operational framework 

guiding lecturer recruitment, development, evaluation, and participation in 
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decision-making processes (Armstrong, 2010; Boxall & Purcell, 2003; Decramer et 

al., 2012). This insight directly addresses a critical gap in the existing literature. 

Previous studies on spirituality in education, including those by Safii (2024) and 

Zaini (2025), have primarily focused on spirituality as an individual psychological 

or cultural resource that enhances religiosity, motivation, or moral awareness (Safii, 

2024; Zaini, 2025). While these studies contribute to understanding personal 

dimensions of spirituality, they stop short of explaining how spiritual values are 

embedded within organizational systems. This study fills that gap by demonstrating 

that spirituality in PTKIN is structurally integrated into HRM governance rather 

than remaining at the level of individual disposition or moral discourse. 

This finding also advances spiritual leadership theory as proposed by Fry 

(2003). Fry conceptualizes spiritual leadership as a mechanism for fostering meaning, 

calling, and membership, primarily at the individual level. Subsequent empirical 

research has often reinforced this individualistic orientation, treating spirituality as a 

source of intrinsic motivation rather than an organizational principle (Fry, 2003; Benefiel 

et al., 2014; Kun, 2023). The present study challenges this tendency by showing that 

spirituality can operate at the institutional level as an organizing logic within HRM 

systems. In PTKIN, meaning and calling are not left to personal interpretation but are 

actively shaped through leadership practices and institutional policies that consistently 

frame academic work as moral responsibility and service. This contribution extends 

spiritual leadership theory by demonstrating its relevance for organizational design and 

governance, particularly in faith-based higher education institutions. 

From a human resource management perspective, the findings critically engage 

with mainstream HRM models that dominate higher education governance. Although 

Armstrong (2010) argues that HRM should be approached holistically by integrating 

skills development, motivation, and organizational values, higher education HRM 

practices in many contexts remain heavily technocratic and bureaucratic (Armstrong, 

2010; Day et al., 2014; Tyskbo & Firtin, 2025). Performance indicators, administrative 

compliance, and quantitative outputs often become the primary measures of academic 

quality. The PTKIN cases examined in this study present a contrasting HRM 

orientation, where lecturer competency is defined not only by academic expertise but 

also by moral integrity, service orientation, and ethical responsibility. This challenges 

reductionist competency frameworks and underscores the need for HRM models that 

recognize the ethical and relational dimensions of academic work. 
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The study further demonstrates that transformational–spiritual leadership 

offers a viable response to the limitations of bureaucratic leadership models in 

public higher education. Findings from IAIN Ponorogo indicate that leadership 

practices emphasizing deliberation, openness, and spiritual reflection can reduce 

resistance to institutional change. While Herold et al. (2008) argue that effective 

organizational change requires emotional commitment, this study specifies how 

such commitment is cultivated through spiritual narratives and participatory HRM 

mechanisms (Herold et al., 2008; Gotsis & Grimani, 2017). Rather than relying on 

formal authority or procedural enforcement, transformational–spiritual leadership 

mobilizes moral legitimacy as a source of influence. This insight contributes to 

leadership scholarship by illustrating that governance effectiveness in value-based 

institutions cannot be reduced to administrative control but must engage with 

ethical meaning and collective responsibility. 

In relation to lecturer competency development, this study offers a critical 

refinement of existing competency frameworks. Nelly et al. (2024) conceptualize 

lecturer competence as encompassing knowledge, skills, and attitudes; however, 

institutional development programs frequently prioritize technical skills and 

measurable outputs (Nelly et al., 2024; Soe’oed et al., 2022). The findings of this study 

demonstrate that transformational–spiritual leadership plays a decisive role in 

strengthening attitudinal and motivational dimensions, which are essential for 

sustaining academic engagement and professional commitment. At UIN Sunan 

Gunung Djati Bandung, for example, lecturers’ perception of research and publication 

as forms of worship illustrates how leadership-mediated meaning-making reshapes 

professional behavior. This challenges instrumental assumptions that academic 

productivity can be enhanced solely through incentives, sanctions, or technical 

training (Özgenel et al., 2021; Nurmawari et al., 2023; Widyastuti, 2025). 

The findings also engage critically with motivational theories, particularly 

Steinmann et al.’s (2016) framework of achievement, affiliation, and power (Steinmann 

et al., 2016). Rather than treating these needs as competing forces, the study shows that 

transformational–spiritual leadership integrates them into a coherent motivational 

structure. Achievement is pursued through academic excellence, affiliation is 

strengthened through participatory governance and collective deliberation, and power 

is reframed as moral authority rather than hierarchical dominance. This configuration 
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reinforces Ertosun and Adiguzel’s (2018) argument that leadership values and core 

assumptions fundamentally shape organizational culture (Ertosun & Adiguzel, 2018). 

In PTKIN, the persistence of a spiritually infused academic culture reflects sustained 

leadership commitment rather than incidental alignment. 

A central contribution of this study lies in its articulation of the global 

relevance of transformational–spiritual leadership. Contemporary higher education 

systems worldwide are increasingly shaped by managerialism, market logic, and 

performance-driven governance, often at the expense of ethical reflection and the 

intrinsic meaning of academic work (Benefiel et al., 2014; Wang et al., 2019). This 

study argues that the PTKIN experience offers an alternative governance logic in 

which leadership is not solely oriented toward efficiency and competitiveness but is 

grounded in values, moral legitimacy, and meaningful purpose. This value-based 

orientation aligns with broader empirical findings in Muslim social and educational 

contexts, which demonstrate that moral commitment, ethical responsibility, and 

value transmission function as foundational drivers of institutional sustainability 

and human development (Mahmud et al., 2024; Fitria et al., 2024).  

The findings further demonstrate that spirituality does not hinder academic 

professionalism; instead, it can serve as a strategic resource for fostering intrinsic 

motivation, ethical accountability, and a sustainable academic culture (Yousaf et al., 

2024). In this sense, transformational–spiritual leadership represents a globally 

relevant framework for rethinking higher education governance, particularly in 

contexts seeking to balance performance imperatives with ethical integrity and long-

term societal responsibility, as also reflected in value-oriented approaches to 

academic competence and creativity development (Riza et al., 2024; Hijrah, 2025). 

By providing empirical evidence from a non-Western, faith-based higher 

education context, this study expands leadership and HRM scholarship beyond the 

secular and managerial paradigms that continue to dominate global discourse and 

shape what is treated as “normal” governance in universities (Benefiel et al., 2014). The 

PTKIN case makes visible what these paradigms often under-theorize: in value-based 

institutions, legitimacy is produced not only through measurable performance but also 

through moral authority, ethical accountability, and shared meanings that organize 

everyday academic work (Gotsis & Grimani, 2017). Rather than treating spirituality and 

values as “soft” variables outside the domain of organizational analysis, the findings 
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position them as constitutive forces that structure HRM decisions, academic 

expectations, and the boundaries of professional conduct. This reframes the debate 

from whether values should matter in higher education governance to how values are 

operationalized as institutional resources that shape motivation, compliance, trust, and 

long-term sustainability. 

At the same time, this study does not propose PTKIN as a universal model to be 

replicated uncritically; instead, it advances PTKIN as an analytically significant case 

that broadens conceptual horizons in higher education governance by challenging the 

assumption that effective leadership and HRM must be grounded primarily in 

instrumental rationality. The contribution lies precisely in showing how values-based 

leadership can inform HRM practices—recruitment, development, performance 

expectations, and accountability mechanisms—without compromising academic 

standards, because ethical responsibility becomes embedded in the institutional 

definition of “quality” rather than appended as an external constraint. In this sense, the 

study speaks directly to higher education systems worldwide that are grappling with 

the tensions between performance demands and ethical responsibility: it offers a 

pathway for conceptualizing governance not as a trade-off between efficiency and 

integrity, but as a question of what kinds of legitimacy universities seek to cultivate and 

what forms of professionalism they choose to institutionalize. 

Despite its contributions, this study has limitations that should be acknowledged. 

The qualitative multi-site design allows for in-depth contextual analysis but limits the 

generalizability of the findings to institutions with similar religious and organizational 

characteristics. The perspectives captured are primarily those of institutional leaders and 

lecturers, which may underrepresent the views of external stakeholders such as 

policymakers or accreditation bodies. Additionally, the study does not quantitatively test 

causal relationships between transformational–spiritual leadership and measurable 

performance outcomes, focusing instead on interpretive and institutional dynamics (Day 

et al., 2014). These limitations indicate that the findings should be understood as 

analytically grounded contributions rather than universally generalizable claims. 

 
D. Conclusion 

This study demonstrates that transformational–spiritual leadership in State 

Islamic Higher Education Institutions (PTKIN) functions as an integrated governance 

framework that reshapes human resource management beyond administrative and 
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technocratic orientations. Rather than operating merely as an ethical discourse or 

individual leadership style, transformational–spiritual leadership is institutionalized 

within HRM practices. It systematically influences lecturer management, academic 

work culture, and competency development. The findings confirm that leadership 

grounded in spiritual values contributes to the formation of lecturers who are not only 

academically competent but also morally responsible, intrinsically motivated, and 

committed to service-oriented academic roles. 

The primary contribution of this study lies in its conceptual repositioning of 

leadership within higher education governance. By demonstrating how spiritual 

values are embedded in recruitment, development, evaluation, and participatory 

decision-making processes, this research advances leadership and HRM scholarship 

by showing that values-based leadership can serve as an organizing logic for 

institutional management. In the context of PTKIN, such leadership strengthens 

institutional identity while simultaneously supporting academic professionalism 

and sustainability. This challenges dominant managerialist assumptions in higher 

education that often separate performance from ethical and moral considerations. 

From a practical standpoint, the findings suggest that integrating 

transformational–spiritual leadership into HRM practices provides a viable pathway for 

PTKIN to balance global competitiveness with moral legitimacy. Leadership practices 

that emphasize deliberation, ethical exemplification, and spiritual reflection foster a 

work culture in which lecturers perceive academic tasks as meaningful responsibilities 

rather than mere compliance obligations. This orientation enhances long-term 

commitment, supports professional integrity, and contributes to a resilient academic 

environment capable of responding to contemporary challenges in higher education. 

Despite these contributions, this study is limited by its qualitative multi-site 

design and its focus on three PTKIN, which constrains broader generalization. The 

perspectives captured primarily reflect internal institutional actors and do not fully 

represent external stakeholders. Furthermore, the study does not empirically test 

causal relationships between leadership practices and measurable performance 

outcomes. Future research should therefore explore these relationships through 

quantitative or mixed-methods approaches and extend the investigation to other 

value-based higher education institutions in diverse national contexts. 

Taken together, this study confirms that transformational–spiritual leadership 

should be understood as a strategic governance logic rather than a supplementary 
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leadership attribute. When embedded consistently within human resource 

management systems, such leadership enables higher education institutions to pursue 

academic excellence without sacrificing ethical integrity, moral responsibility, and 

institutional identity. This insight offers a critical contribution to global higher 

education discourse by demonstrating that values-based leadership is not antithetical 

to professionalism but can instead serve as a foundation for sustainable and 

meaningful academic governance. 
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